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Whilst looking at Mono Equipment’s current approach and practices, we haven’t focussed on employee engagement in several years.  Since the pandemic and Brexit, the management teams main objectives have been focussed on our customer orders and meeting them, Health and Safety of the workforce, and keeping the business running.  Unfortunately, because of this, employee engagement is now becoming an issue and the workplace is suffering as a result.    

At the beginning of the pandemic, all employees were pulling together, helping each other, and going above and beyond their normal working duties.  Unfortunately, 2 years on and we are still in the same situation and employees are feeling burnout, taken advantage of and disengaged at work.  There are many signs of this such as high absence rates, high turnover rates and an unhappy workforce. Which is confirmed by CIPD (2021) when they state that organisations with high levels of engagement show lower turnover and better decision making by both employees and management.  

Mono Equipment have a flat working structure which means that employees are limited with job promotion and development.  DeSimone (2019) says that an important factor in creating high performing workplaces is encouraging a culture that values the growth of its employees and promotes career development.  This is something that was mentioned in our last management meeting and is in the process of being reviewed as it has been mentioned by a few employees who have resigned recently in their exit interviews.   

Over the next few weeks, I am going to be putting a training session together for our supervisors on employee engagement to hopefully assist with improving the way employees are currently feeling. This will then be given to the management team to complete.  Macleod (2015) identifies line manager training as an enabler of engagement and says, managers should give feedback, evolving employee roles and coach them along the way.  This training session will outline ways that our supervisors can assist the company with engagement going forward.  

Macleod (2015) also says that employee voice is an enable for engagement.  Our managers have an open-door policy for employees to come and talk to them, however, employees currently don’t feel listened to and that their ideas are not actioned, hence communication is failing.  To help improve this, we have spoken about introducing an employee survey and ideas box that will hopefully let management have an insight into what is really happening. 

Some Mono employees have been asking for flexible working practices, unfortunately this is not something that Mono Equipment currently offer (although we try to assist where possible).  As mentioned in previous assignments, Mono Equipment’s managers have been with the company for many years and are reluctant about change as we haven’t had much previously.  Modern policies and practices are slow to progress.  Mono Equipment contribute to the 60 % of employees in the UK who say that working from home is not available within their organisation (CIPD 2021).  This could be a reason why we are currently struggling with recruitment and failing to get employees on-board quickly.

I think that employee engagement needs to be reviewed at Mono Equipment.  As it can be seen, there are some things that are currently being looked at, however there is much more that we could be doing.  I think a starting place is employee voice; employees need to feel as though they are being listened to and are contributing to their workplace and in-line with the CIPD (2021) it is vital that there are effective channels for employee voice and for them to communicate and feel as though they are part of the business.  

 

2. 
It is said that a company’s employee handbook is vital in creating a good culture at work and assists with employee loyalty (Janzer 2019) and hence should be engaging and give a positive feeling for employees from day one.  

Mono Equipment’s current employee handbook is dated 1st January 2018.  It is a very basic handbook, that includes employee matters such as sickness/holidays and certain policies such as smoking and disciplinary/grievance.  According to CIPD (2016), handbooks should give more detail to that of an employee’s contract, the Mono handbook has more information than that of an employee contract, however we have another information pack outside of the employee handbook which includes our policies e.g. Health and Safety policy/ Human Trafficking policy/absence policy.  These are not included in the handbook as they are occasionally updated.  It is therefore easier and more cost effective not to include them in the handbook and update the employee policy pack and the Company noticeboard instead.  

The Companies core values are included in the handbook, so employees know from day one what is expected of both themselves and the company.  The handbook was created to cover what an employee needs to know when starting at Mono and is issued during their induction on their first day of work.  According to CIPD (2014), companies’ values can guide the culture of an organisation.  When employees know their company values, they feel a sense of worth and purpose.  When they have a sense of worth and purpose, they become more engaged (CIPD 2021).

According to Evans (2018), handbooks are a useful instrument in employee relations and engagement and represent the business culture.  I feel that Mono’s employee handbook has all the relevant information required for a handbook, however, can be a little boring and hence lowering the amount of engagement from employees.  It is very corporate and not very welcoming to read.  XpertHR (2022) mentions information such as the company’s history, key customers, what employees say about working at Mono and some frequently asked questions would help with employee engagement and hopefully with employees reading the handbook.  

Occasionally, employee notices are put on the notice boards and included with payslips, so employees are updated on employment matters.  However, they are not very engaging, are very corporate to look at and hence, occasionally find that they haven’t been read and employees are unaware of the information being put across.  Good communication plays a big part with employee relations (WERS 2013), which in turn helps with employee engagement.  

The Employee handbook needs revising and updating to ensure employees get a true feeling for the organisation from day one and on-going through their employment.  I will suggest this to the management team.

3. 

In the CIPD Profession Map, employee engagement is found under Specialist Knowledge and employee experience.  I spoke with Rob Davies (Finance Director/my boss) on developing my skills in this area on 24th January in a catch-up discussion about my CIPD qualification.  There are some skills that I would like to develop to help me with this part of my qualification and hopefully to help the business.  

I currently feel that I am sitting in the middle of the Associate and Foundation Level of employee experience.  From my studies, I have an understanding of the concept, however, I would like to work on putting some of them into practice and make improvements on some of my skills, which will hopefully get me up to the Associate Level and assist Mono with employee engagement.

Employee engagement isn’t something that has been looked at for a long time at Mono Equipment and currently I can see that many employees are disengaged.  I mentioned this to Rob, so we spoke about some approaches to help with this.  We agreed firstly on putting together an employee survey and issuing it to employees.  Rob didn’t feel that there would be much of a response (as they tried this years ago), however we will give it a go and issue it to employees asap.  From the responses, we can get a bit more information on why employees are feeling this way and what we can do to make them feel more engaged.  It was agreed that I would have a look at the previous questionnaire and alter it if it’s found to be outdated.

We talked about putting an ideas box in the main supervisor’s office so employees can voice their ideas and concerns.  This will be maintained by me and looked at weekly.  I will put a new notice board up to communicate any feedback to employees and a poster to inform employees of the initiative.  I mentioned that it would be a good idea to give an incentive if someone came up with a good idea and Rob liked this idea so I will investigate it further.  

We spoke about updating the employee handbook and include some of the things mentioned above e.g. history of Mono and key customers to make it more interesting and engaging, Rob agreed, and I will draft up a new version over the next few months.

We also spoke about improving my skills in training supervisors on different aspects such as engagement.  As I don’t have much practice offering training, we will put a PowerPoint training package together and roll it out to the team. 
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