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1.0 [bookmark: _Toc121253331]Introduction
Unit Superheater Engineering Ltd (USE) is an Engineering & Manufacturing organisation providing products and services to the oil & gas industry. The company consists of 64 employees in total spread across workshop and office employees. 
USE is currently seeing an increase in employees leaving the company. From existing exit questionnaires, it has been identified that the majority of people are leaving due to wanting an improved work/life balance and better benefits. They also feel that there were insufficient opportunities for advancement, the workload wasn’t manageable and staff and resourced were not adequate within the department. It has also been identified than communication is lacking across the company. To gain more of an understanding of these issues will aid with a change to these factors and allow for more information to be produced to have a wider opportunity to have these changes agreed to.
The aim of the research project will be to complete a critical assessment of employee engagement, job satisfaction and communication mechanisms within the context of USE. It will focus on collecting data and information from only office staff as this is where the area for development has been identified via previous exit questionnaires, the total number of staff aimed to participate in the research are 22. 
The report will consist of a critical evaluation of literature based on employee engagement and job satisfaction and exploring the links to effective communication mechanisms. As well as identifying appropriate survey techniques and collecting relevant data from employees. With an aim to critically analyse, present and discuss the findings in the context of USE. Finally, a set of recommendation will be developed to improve the levels of job satisfaction and employee engagement for office staff. 
Part of USE’s business strategy is to promote a positive workplace that will encourage employment longevity and employee satisfaction. As this element of the business strategy is linked to employee satisfaction and employee engagement, I believe using this research project to identify if there is a requirement for change and putting recommendations in place will encourage the company in achieving this business goal. 



2.0 [bookmark: _Toc121253332]Literature Review
2.1 [bookmark: _Toc121253333]Employee Engagement
(Labitoria, Strategies for employers to engage their workers effectively, 2021) describes employee engagement as a measurement of how invested and motivated an employee is in not only their work but their colleagues and the employer/company. Also confirmed by (Gallup, 2021) who “defines employee engagement as the involvement and enthusiasm of employees in their work and workplace.” 
It is found that organisations who do not focus on improving employee engagement could start to see a decrease in their success. As identified by (Newman, 2021) employees have a vital role in the success of an organisation as disengaged workers are found to make errors 60% more often than engaged workers. 
According to the report written by (Gleeson, 2017) 67% of employees are classed as ‘Not Engaged’ in the workforce, although they will appear to be happy in their work and role in the company they are not interested in the company’s mission, values, or goals. Therefore, they will not be productive in the company’s aim to increase profitability. It is also reported that 18% of employees are classed as ‘Actively Disengaged’, (Gleeson, 2017) describes these employees as negative who create a toxic environment for other employees to work in. However, they have a considerable influence over others in their department by voicing their concerns to everyone in the office. 
(Gifford & Young, 2021) state that the idea of employee engagement has become an increased part of the managerial role over the last 10 years, revealing that employees who are motivated by their manager are more engaged in the workplace and invested in their employer. Employers who have an engagement strategy in place would look to focus on motivation, organisational identification, and commitment. 
Using the four key enablers to employee engagement, as stated by (MacLeod, 2017) is a significant part in the success of a business. (Chamberlain, 2012) identifies the four key enablers as ‘Create a Strategic Narrative, Engage Managers, Give Employees a Voice, Make sure there is Organisational Integrity’. 
To create a strategic narrative, employees need to be told the company’s story, communicating this clearly allows them to see how their work fits in with the business goals and objectives. (MacLeod, 2017) states that the best way to instil this into employees is by repeating the company’s story ‘over and over again’.
(Edison365, 2021) states that an engaged manager will support each employee within their team, confirming to employees that they are individuals working as a part of a team towards the same goals. Decreasing the feeling of exclusion allows employees to feel confident within their team, in turn they will contribute to other issues, tasks.  
Employee Voice is an effective communication method, (Chamberlain, 2012) states that Clarke believes employees who are confident to speak up without punishment will not only raise the good points but the bad as well. If they feel they are listened to they will share ideas which can enhance their engagement in work. 
The fourth key enabler in employee engagement is Integrity. (Angshuman, 2022) states that businesses that have a high level of integrity have stronger stability, bigger growth and employees have an improved workflow increasing satisfaction within the workplace, allowing for a robust employer branding. 

2.2 [bookmark: _Toc121253334]Employee Voice
Employee voice, as defined by (CIPD, 2022) is the way employees convey their ideas and views to their employer. Employee voice is essential to create a comprehensive and influential workspace, employees who feel they have effective contributions via employee voice feel valued and have an increased work experience creating more opportunities for growth.
Employee voice has been identified as one of the seven dimensions of job quality along with pay and benefits, employment contracts, work-life balance, job design, relationships at work and health and wellbeing (CIPD, 2022).
(Woodfield, 2022) identifies the importance of employee voice as being a vital element of the organisation that enables employees to be heard and responded to and believes this is an essential part of how well the organisation operates. 
As identified by (Brown, 2018) even if businesses believe they have strong employee voice, it is pointless if the organisation is not listening. The employers need to concentrate on what the employee is looking for if they are looking to boost their results though enhanced engagement - if the information is there then employers need to take note. 
According to (Sharp, 2018) the Government has been asked to review the efficiency of the Information and Consultation of Employee (ICE) Regulations in promoting employee voice in the workplace, advising that the current level of “10% of the workforce to make a request for their employer to inform or consult them about issues be reduced to 2%.”
There are many different options that organisations could adopt to improve employee voice facilities; as stated by (Woodfield, 2022) some of the recommendations that organisations can focus on are:
· Ensure that employees understand that any communication made is not one-way and encourage dialogue between both employees and managers. 
· Offer a variety of different voice channels, including anonymous and face-to-face.
· Make informal meetings a way for employees to voice any issues or concerns they have and make sure they are not punished for doing so – not everything has to be done in a formal manner. 
(CIPD, 2022) states that Employee Relations specialists should concentrate on employee voice to gain insights from employees to adjust the way of working to create a positive culture in the organisation.  
Part of the employee relations standards for the Chartered Member level is using employee voice to create a positive impact on the way employees work. This will allow for boosting the organisation in its success and achieving goals and objectives, as well as improving job satisfaction in the workplace. 
Identified in the Talking about voice: employees’ experiences report by (Shipton, King, Pautz, & Baczoe, 2019) it was found that there are significant areas in the ability for employees to have a voice within their workplace. It was found that leaders and line managers have a significant role in supporting employee voice, providing the correct training to managers is essential in allowing employees to feel confident in their workplace to speak and raise concerns and ideas that influence them. 

2.3 [bookmark: _Toc121253335]Effective Communication Styles and Mechanisms 
(Anjali, 2018)  states effective communication is the method of how ideas, thoughts and information is given in the best approach. How it is presented by the sender in a way that is best understood by the receiver 
If an organisation doesn’t have effective communication, it can have a negative outcome which breaks down relationships and damages the trust between employees and managers which in turn can have a damaging impact on the business strategy (SHRM, 2022).
This is also confirmed by (Michael Page, 2021) who reported that good communication is vital for businesses to achieve high productivity and preserve solid working relationships. Businesses that devote time and energy into good communication will build trust with their employees which in turn, leads to improved morale and increased productivity.
There are many methods that guide an organisation to having effective communication. (Keates, 2018) identifies using “The Five C’s” allows an organisation to communicate in an effect manner, influencing people will create powerful relationships and achieve successful outcomes. 
The five Cs are:
1. Clear – understanding what the audience is to receive from what is being communicated is the main priority in providing effective communication, this will allow for the sender to ensure there will be no misinterpretation in what is being received. 
2. Concise – keeping the information direct and simple will ensure the receiver understands exactly what is intended. 
3. Compelling – evoking interest in what is being communicated will allow for the receiver to provide their thoughts on the topic. 
4. Curious – provide interest in what is being communicated back. This will allow for more issues and objectives to be given back. 
5. Compassionate – understanding the audience, what matters to them and how they feel will enable resolving conflict and managing changes easier.
Another method that businesses can adopt is the DiSC Model. (Melena, 2021) identifies this model as “a simple, practical, and easy-to-remember model” that leaders can apply to a number of different situations. It focuses on four primary leadership communication styles, as identified by (Michael Page, 2021) people generally fall into one of the four personality styles and adapting the way these are spoken to increases communication positively. Using influencing techniques for each of the styles will encourage stronger communication, an example of the characteristics of each style and what will encourage them can be seen in Figure 1. 
1. Driver – Known to be outgoing and task-oriented. Be short, concise, and clear and offer alternatives and choices. 
2. Influencer – Known to be outgoing and people-oriented. Be relatable, interactive and ask their opinion. 
3. Supporter – Known to be reserved and people-oriented. Be calm, show interest in them and clarify their objectives. 
4. Controller – Known to be reserved and task-orientated. Be straightforward and direct, ensure to go into details and build credibility. 
[bookmark: _Toc121245141]Figure 1 – DiSC Model








Another model that defines the communication styles based on the work of Dr. Eileen Russo as shown in Figure 2, this model measures the levels of expressiveness and assertiveness. Although this model is based on personality styles it is linked to communication styles and identifies the characteristics of leaders and managers and the way their communicate with their team and employees (Globaledulink, 2017).
[bookmark: _Toc121245142]Figure 2 – Personality Style

This model assesses the characteristics and identifies four styles these result to. The four personality styles are, Systematic, Direct, Spirited and Considerate as shown in Figure 3. Identifying not only what personality style managers have but the employees aids with ensuring the correct approach to effective communication is established.
[bookmark: _Toc121245143]Figure 3 – Four Personality Styles





2.4 [bookmark: _Toc121253336]Job Satisfaction
Job satisfaction, as identified in (Cambridge Dictionary, 2022) is when an employee has a feeling of achievement in their role within the company. It is also recognised that many employees are more concerned with having job satisfaction than earning a lot of money. 
Overall job satisfaction is closely linked to employee engagement, including job security and training and development opportunities within the organisation (CIPD, 2021). If employees are not engaged within the organisation or their role, then it is unlikely they will be satisfied in their job role. (CIPD, 2022) reported UK job satisfaction has changed over the last decade, decreasing most in 2010 and 2011 to over half, however the majority is more positive than negative. 
Although reported by (SHRM, 2014) compensation and pay were the number one factor in job satisfaction. It has been argued by (Morgan, 2014) that pay is number eight in the top ten factors of job satisfaction, with work appreciation, positive relationships with work colleagues and good work-life balance being the top three factors, these three factors all link to employee engagement pointing towards the fact that if an employee is not engaged within their job then they are not experiencing job satisfaction. 
The difference between employee engagement and job satisfaction as identified by (Steben, 2022) although linked, job satisfaction is determined by evaluating the employees feeling regarding their work and aspects of the company and employee engagement is associated with the output of employees and the passions and energy that is put into their work. Including commitment to quality and the company’s success. 
It is reported that only 17% of workers have high job satisfaction with “feeling undervalued” and having “lack of respect from management” being the most common reasons for employees feeling dissatisfied in their job. It has also been noted that employees who have high job satisfaction will stay with their employer seven times longer than those who have low job satisfaction (Fennell, 2022). 
As identified by (Mulla, 2022) the UK is ranked as number 12 in the world with highest job satisfaction. However, it is also found that in the UK one in three workers are unhappy in their job, with this being the main reason for employees to quit their job. 

2.4.1 [bookmark: _Toc121253337]Effect of Work Overload on Job Satisfaction Study
(Farooqi, 2014)
The study analysed the impact of work overload on job satisfaction and the impact of job satisfaction on employee engagement. The study included a literature review on job satisfaction and employee engagement along with a questionnaire on 207 employees in Public Sector University of Gujranwala Division. 
The study found that work overload was a major concern for all organisation, it was found that they need to understand the demands of employees and ensuring motivation of the employees and having appraisal programs will ease the feeling of intense workload ensuring employees have set targets and objectives in place to work towards in a realistic timeframe boosts job satisfaction. Improving certain areas of the organisation which will aid with lessening of workload will have an influence over employee engagement. 

2.4.2 [bookmark: _Toc121253338]Effect of work motivation and job satisfaction on employee performance
(Riyanto, Endri, & Herlisha, 2021)
This study analysed the impact of motivation and job satisfaction, with employee engagement as a facilitating variable. 
The findings of the study pointed towards motivation having a positive impact of the performance of employees, with job satisfaction being independent. Although employee engagement does not have a direct impact of employee performance the effect of mediation through motivation and job satisfaction does have an impact on the employees. 
Increasing employee involvement with organisation issues will achieve a high success in resolving the issues and with employees being more motivated to achieve business goals and strategy, pointing towards a higher job satisfaction level.

2.5 [bookmark: _Toc121253339]Key Findings of Literature Review
The key findings from the literature have shown that for employees to have high job satisfaction many issues need to be addressed, ranging from salary and benefits but most importantly having good employee engagement, considering employee voice and effective communication. 
With the given statistic of 67% of employees being ‘Not Engaged’ in the workforce this is something that needs to be addressed. Improving employee engagement by using the four key enablers of promoting the company mission and goals, concentrating on employee voice, engaging and training managers and ensuring integrity will hopefully decrease this statistic for organisations. 
Employee voice is an essential element to promoting employee engagement, if employees feel they are listened to and their issues and ideas matter they are more likely to have a positive impact on the rest of the workforce, in turn creating more employee engagement and high job satisfaction. The main methods an organisation can implement to promote employee voice is to encourage dialogue – instead of employees being told information allow for them to respond to what is being said to them. Offer a variety of ways for employees to speak up – this can include anonymous surveys, having face to face discussions privately and as a collective group. As well as having informal meetings - it has been shown that employees feel they are able to talk more freely if the meeting is informal instead of formal. 
It has been found that employees who are communicated with effectively have high productivity and build strong working relationship with their colleagues. Businesses who spend time improving their communication techniques build trust with the employees leading to improved morale and increased efficiency in the workplace. There are many techniques that can be used for effective communication but businesses that spend time training their managers in communication methods will ensure the employees are engaged with the business and its strategy. 





3.0 [bookmark: _Toc121253340]Methodology
The main aim of the research report is to provide a critical assessment of employee engagement, job satisfaction and communication mechanisms within the context of Unit Superheater Engineering Ltd, using four objectives. 
Firstly, to critically evaluate literature on employee engagement and job satisfaction and explore links to effective communication mechanisms. This will be completed by identifying if there are any links between employee engagement and job satisfaction and what are the most effective communication mechanisms, to complete this I will analysis literature from websites and books based on employee engagement and job satisfaction and provide an evaluation of any links that are associated with effective communication. 
The second objective will be to identify appropriate survey techniques and collect relevant data for employees within Unit Superheater Engineering Ltd, this will include an analysis of different survey techniques and identify what is relevant to the questionnaire being produced. A pilot questionnaire will be produced and issued for 1 person per department and gather feedback based of results and comments made. Which will allow for a more robust final questionnaire to be produced which will include any amendments from the pilot questionnaire, this will then be issued to every office-based employee with Unit Superheater Engineering Ltd.
The third objective is to critically analyse, present and discuss findings in the context of Unit Superheater Engineering Ltd. Identifying from the questionnaire results if there are any issues relating to employee engagement and job satisfaction that can be addressed. As well as identifying if there any are difference between the literature evaluated in objective 1 and the findings in objective 2.
Finally, a set of recommendations will be developed to improve the levels of job satisfaction and employee engagement. This will take into account what would be beneficial for both the company and the employees, as well as what will be realistic. To ensure realistic recommendations are produced the costings will be taken into consideration as well as timeframe to ensure the business and employees can the most beneficial results to them to improve jobs satisfaction and employee engagement.
The research approach for this report will contain a mix of qualitative and quantitative data, using a questionnaire with the aim of getting 22 respondents to complete, although this is a low number the research is purely based on office employees. With the questionnaire being anonymous and the only data that will be linked to each respondent is their department having a high rate of respondents should be achieved. 
Using a mixed approach will allow for employees to give their true feelings and comments on how they current feel as well as what can be put in place to improve job satisfaction and employee engagement. Using quantitative data this will then gather a range of reliable data to assess if the given research is justified and required, being able to identify the information in the form of graphs and numbers, although this type of research requires a large number of respondents it is believed the data gathered will be useful (Warren, 2020). Using quantitative data will establish what employees believe would be useful in implementing to improve the workplace and environment they work in, if needed. 
As described by (Saunders, Lewis, & Thornhill, 2019) using a mixed research approach gives a pluralist perspective, with the principle that the use of both qualitative and quantitative methods of research is valid.
Advantages of using the mixed research approach as identified by (Madafg, 2017) include increased validity, the research becomes more reliability as it is using a variety of different methods to gain an understanding of the report. However, there are some disadvantages that need to be considered, including, it can be time consuming to go through all the questions that have been answering as well as completing the analysis of the data gathered. Also need to ensure that the methods and questions complement each other and there is a flow of questions being asked. 


4.0 [bookmark: _Toc121253341]Results and Analysis
This section will look at the results of the questionnaire from the 17 respondents and analyse any links to the answers connected to the information found in the literature review. Question one asked the employees to identify the department they work in; this question was used to establish any common links in the answers and identify if the departments as a whole had any issues or if it was based on individual feelings and thoughts of the departments. Three out of three employees in the accounts department answered the questionnaire, eight out of eleven employees from the engineering department, four out of four employees in the quality department, one out of two employees in the workshop department and one of two employees in the IT, HR and marketing department answered the questionnaire.
[image: How would you rate the morale in the department?]For question two employees were asked to rate (between one and ten) how they found the morale in their department, 42% of respondents answered low (of a range between one and four) it is identified that five of the 42% are based in the Engineering Department, one of the 42% based in the Quality Department and one working in an office in the workshop. With only eight out of all the respondents being based in the Engineering Department it is highlighted that over half of the employees believe the morale to be low within that department. Using the average rating to identify the overall morale level in USE means that it is generally low at 5.18, improving this would considerably affect the job satisfaction level. [bookmark: _Toc121164865]Graph 1 – How would you rate the morale in the department? - Answers

It was also asked that if employees thought there were enough staff resources in the department they worked in, all respondents based in the engineering department answer either Neutral, disagree or strongly disagree with none of them believing there was enough staff resources, this would link to the low morale identified in question two. If employees do not feel there are enough staff resources, putting a heavier workload on the department this would be one of the aspects pointing to a negative impact on morale. Only three out of the 17 respondents believe there is an adequate number of staff in their department, with one agreeing and two strongly agreeing, with two out of the three accounts department strongly believing there is enough resources in the department. 
Improvements that were highlighted by employees to increase efficiency mainly pointed to improving the staff resources with 41% of respondents answering ‘staff’ to increase efficiency, this connects back to the previous question were employees don’t feel they have enough staff resources. Common improvements that were mentioned were to increase staff and management training and improve communication/interaction from management. Other improvements that were mentioned are changing the structure of the department and system improvements. It is believed from previous research if employees are not continuing training and having good quality interaction and communication with management this would like to a low sense of morale and weak job satisfaction. These points are all connecting to an issue with employee engagement and job satisfaction, highlighting the fact that if USE improved their resources and communication, it would improve the overall morale and have a higher job satisfaction level. 
Although it was identified that improvements need to be made in order in improve morale, highlighting more staff resources are required only seven out of 17 employees believe they are not achieving their goals and targets within realistic time frames and five being neutral. This does not link back to there being a lack of staff resources, however, all the respondents who marked the question of achieving goals and targets in a realistic timeframe as disagree, strongly disagree or neutral all said that they don’t think there are enough staff resources within their departments. As identified previously those employees who do not feel like they are achieving their goals and targets will have a low level of job satisfaction which in turn will lead to them being disengaged in the workplace. 
When asked what would facilitate their position in the department, other than previously identified issues, the suggestions include department meetings, assistance from management and an increase of communication from higher management, evaluation of workload and provision of time and resources to train personnel. These aspects that have been identified also lead for the need of change required across the organisation, addressing such issues would improve the organisation and move towards achieving their long-term business strategy.
Identifying if employees feel they have any progression in the company will allow for an assessment if this aspect is affecting employee engagement and job satisfaction. It has been identified that generally the respondents don’t believe there is any progression for them within USE with 17.6% agreeing and 23.5% disagreeing totalling 41.1%, 23.5% being neutral and 35.3% of respondents believing they do see themselves progressing within the company. From the research it is suggested that if employees have high employee engagement and job satisfaction, they believe they have a future with the company. As previously reported, (Fennell, 2022) identified those we have increased job satisfaction will stay with their current employer seven times longer than those who have low job satisfaction.
When asked if the employees believed the current structure of the department works well 35.3% of respondents strongly disagree, 23.5% disagree, totalling 58.8%, with 17.6% being neutral and 23.5% believing their department works well. All of the respondents in the account department believe the structure of their department works well, while none of the engineering department thought their department worked well with either answering neutral, disagree or strongly disagree, this points to an issue in the department which needs to be addressed to ensure the department is being utilised to its best. The quality department had a mix of responses, indicating that not everything works well. While the IT, HR & Marketing department and workshop also disagreed or strongly disagreed the structure doesn’t work well. 
Employees were then asked to identify what of the given options would aid the department to be more efficient and increase company development and growth, other than what has been identified in the previous sections of more staff resources, 26% of respondents believed there was a need for increased training as shown in Graph 2, this is from all departments within USE with 4 employees from the engineering department, 2 employees from the quality department, 2 employees from the accounts department and the only employee in the workshop. As previously identified employees who believe that the company is investing in them with training in the relevant areas are more likely to be engaged in their job role improving employee engagement. [bookmark: _Toc121164866]Graph 2 - Increased Training


Another option employees thought would benefit their department was a restructure of personnel, as shown in Graph 3, 23% believe that would aid with the efficiency and increase company development and growth. Along with more staff resourced these two options were the most thought to improve their departments[bookmark: _Toc121164867]Graph 3 - Restructure of department


Identifying if the respondents thought if there were any issues in not only their department but other departments in the company would enable for an outside approach to the department structure and if that had an impact on their department. Those who believe there is an issue in their department structure believe the majority of other departments also do noy have a good structure, this points to those employees having a negative approach on the organisation and could be classed as actively disengaged which as previously identified have a negative impact on their colleagues, it has been reported by (Gleeson, 2017) 17% of workers are classed as actively disengaged. 
When asked regarding the current communication mechanisms utilised in the organisation 9 out of 17 respondents said there was no or very little being used, identifying the requirement to improve communication within the company. Others mentioned about quarterly companywide ‘Townhall’ meetings in place where updates on company situation and plans for the next quarter are established. 
Identifying how each respondent rates the communication within their department would establish if this was an area for concern. Overall, the average rating for communication is marked as 2.56 out of 5, the average rating for the engineering department is 1.9, while the quality department averaged 3 and the accounts department averaged 3.3, although these are still not high ranking it is over half while they also have a low number of staff identifying the issues. With the engineering department averaging 1.9 for their communication this has identified a need for a change to how they operate and deal with day-to-day communication, as previously established the need for communication is detrimental to any department an organisation and is required from both the employees and the employers. As reported by (Michael Page, 2021) who identified that good communication is vital for businesses to achieve high productivity and preserve solid working relationships. Businesses that devote time and energy into good communication will build trust with their employees which in turn, leads to improved morale and increased productivity.
When given options of what communication mechanisms could be put in place 11 respondents (27%), as shown in Graph 4, believed the use of weekly or bi-weekly department meetings would be beneficial, 10 respondents (24%) as shown in Graphs 5 and 6,  believed the use of team building exercises and an employee forum would be a good way to improve communication with 8 respondents (20%), as shown in Graph 7, wanting one to one management meetings. One respondent also believed the use of inter-department meetings would be beneficial. 

 [bookmark: _Toc121164871]Graph 4 - Question 12 - Results
[bookmark: _Toc121164870]Graph 5 - Question 12 - Results
[bookmark: _Toc121164869]Graph 6 - Question 12 - Results
[bookmark: _Toc121164868]Graph 7 - Question 12 - Results











A full summary of the questionnaire results can be found in Appendix 3.2.


5.0 [bookmark: _Toc121253342]Conclusion
To conclude, from the literature review it has been identified that there is an issue with low employee engagement and job satisfaction levels within USE. From the literature review that ways that could be utilised within USE to improve this are improving employee voice and communication mechanisms within the company. 
The research questionnaire has also identified this as an issue within USE with the majority of employees believing there is a lack of communication mechanisms and the need for an increase in these methods would benefit all employees, in turn improving employee engagement. 
Promoting employee voice in a variety of different channels will allow for a more engaged workforce, implementing a higher job satisfaction level. This has also been established in the research provided by USE that the employees feel the need for a more extensive variety of employee voice to be enforced within the organisation. 
It has also been identified that there is a lack of meetings, this can be used as another form of promoting employee voice allowing employees and managers to interact effectively and raise ideas, concerns and questions as a collective. Although it has been noted that for this to work effectively manager will need to improve their training on leadership and ways of communicating to their workforce to ensure this is used as an engagement strategy. 




6.0 [bookmark: _Toc121253343]Recommendations
6.1 [bookmark: _Toc121253344]Recommendation 1 – Employee Forum
The first recommendation is to implement an employee forum, ensuring a variety of different options for employees voice their ideas, suggestions and / or problems promotes the belief that the employer wants to listen to what employees have to say.
The benefits to putting in place such actions as noted by (ACAS, 2022) offers employees a way to raise questions to management if they feel they aren’t comfortable doing so face-to-face, it also allows for employers to do the same and raise any ideas they have to the employees, if it is used well it can be a useful tool to start up a conversation on what effects both employees and employers. 
It also allows for employees to keep up to date with any new decisions that are being made which would influence them, allowing for decisions to be made quickly and keeping everyone informed reducing the risk of any discrepancies. Another benefit of an employee forum is that it builds trust between employees and the employer gaining a higher level of employee engagement and job satisfaction. 
The biggest benefit to USE is with the current system in place it would be something that could be implemented without any cost, other than the time it would take of the worker that is implementing the system. 
Although there are many benefits employers need to way up the negatives of this idea, one disadvantage of promoting employee voice as identified by (Kokemuller, 2019) if employees have more input in the decision-making process will involve consistency to ensure that all relevant ideas are put to the employees as well as it being an upkeep in ensuring that it is monitored in a good time frame to ensure any negative comments are avoided and answered to avoid any potential confusion.
To ensure the employees and employers are getting the most out of an employee forum will need to take into consideration that issues being addressed should be as a collective and not based on individual employees, the trust being both parties is building, and all questions and ideas are listening to and addressed within a reasonable timeframe. 

6.2 [bookmark: _Toc121253345]Recommendation 2 – Training for Managers
The second recommendation would be to include all manager in an effective training programme. It has been noted from the research that employees believe there to be a lack of help and communication from management. IT has been witnessed within USE that managers have stemmed from promotion without having any formal management training. Putting training in place for managers will allow for them to gather the information and techniques required to be a manager that has all attributes required to lead their team successfully and promote and engage their workforce. 
Training managers on how to engage their workforce can have many benefits to the employees and employers, as identified by (Labitoria, 8 ways to boost employee engagement in the workplace, 2021) managers have a considerable influences on the engagement of their employees, if the managers are not seen to be engaged then this could one of the reasons employees aren’t engaged. Providing the leadership tools in the way of extension training to managers will allow for them to not only engage themselves but influence the engagement of their employees. 
Providing training will most likely improve communication skills, one of the main skills of an effective manager is understanding that employees communicate in different ways, resulting in the need to communicate back to them in a way they can react to. If a manager does not recognise this, then it can potentially lead to low engagement from the employees resulting in poor performance. Managers will require to adapt to how each individual to ensure they engage everyone in the way required. 

6.3 [bookmark: _Toc121253346]Recommendation 3 – Increase Department Meetings
The third recommendation would be to increase department meetings to weekly and inter-department meeting to bi-weekly. This has been noted in the research gather by employees in USE as a requirement that would boost employee engagement within the company. It has also been witnessed in the literature review that having a meeting within the workplace is shown to improve employee engagement and in turn increase job satisfaction. 
As discussed, there are many benefits to having meetings within an organisation, whether informal or formal. Some of the benefits include, improving communication which can lead to more efficient employees, increasing productivity and boosting morale (Dagher, 2021). Some of the main areas that can be addressed are any updates including department updates and organisation wide updates and any goals that should be achieved or targets that need addressing. 
It has also been noted that some employees feel more comfortable addressing issues as a group (Hills, 2020), this can not only save the employees time but the manager’s time. If issues or ideas are addressed as a collective this will ensure that everyone has the same information as well as stopping any repetitive questions being asked. 
Increasing the use of department meetings to improve employee engagement is also a free tool that can be utilised within an organisation, although it can take time out of the working week, ensuring everyone has there say as a collective could in turn reduce the individual time spent on queries, issues and questions. 
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6.5 [bookmark: _Toc121253347]Recommendations Summary
[bookmark: _Toc121253305]Table 1 - Recommendations Summary
	Ref.
	Recommendation
	Key Action
	Person Responsible
	By When
	Resources Required
	Strategic Impact

	1
	Employee Forum / Suggestion Box
	Employee forum to be included on the staff portal intranet. 
	Marketing and IT Department
	28.02.2023
	(Time)
	Promote employee voice using a variety of different methods allowing for ideas and thoughts to be shared to management and the HR department. 
Aid with boosting employee engagement and job satisfaction.

	
	
	Anonymous suggestion box to be implemented in the office / workshop.
	HR Department
	31.01.2023
	None
	

	2
	Training for Line Managers
	CMI Level 7 Certificate in Strategic Management and Leadership course
(In Professional Development, 2022)
	General Manager
	31.11.2023
	£2,600
(Time)
	Understand the leader’s role in the effective management of an organisation.
Inspire, influence and build high-performing teams. 
Build on your strategic leadership and management skills.
	
Learn effective management techniques and tools.

	3
	Increase Department Meetings
	Put in place weekly department meetings to form a discussion on works planned for the week, any issues that employees feel they have. 
	Head of Departments
	Start Date: 09.01.2023 (ongoing)
	None
(Time)
	Improve communication between managers and employees, again promoting employee voice in a different platform allowing for a dialogue of conversation between colleagues. 

	
	
	Put in place bi-weekly inter-department meeting to ensure there is a crossover of departments and can 
	Head of Departments
	Start Date: 16.01.2023 (ongoing)
	None
(Time)
	Improve communication between departments and colleagues – open discussion to voice any concerns that may affect different departments. 



[bookmark: _Toc121253348]Reflective Statement
Overall, I believe the research report has gathered the intended information and addressed an issue that was believed to be present within USE. The information reviewed for the literature reflects the questionnaire in its true sense and the data gathered confirmed the requirement for the report and addressed some of the issues, identifying relevant improvements to be made. 
Assessing the certain elements of employee engagement, although narrow, reflects the issues in USE, although if a wider review of literature was complete this could have opened more avenues to explore. 
I believe to address the full issues within USE it may have been an idea to interview the employees to gather an improved sense of the issues, this could have included not only office staff but the workshop staff as well increasing the respondents and improving the data averages as a whole company instead of certain departments. 
However, the data and information gathered has provided a justified need for changes to be made within USE and I believe these are realistic to the company budget including the timeframes that have been set.
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Pilot - Employee Questionnaire

This questionnaire will be used to identify employees feeling towards their role, the
department and the company.

* Required

The Department

This section will focus on the department you work in.

1. How would you rate morale in the department *

Low High

2. Do you believe the department has an adequate number of staff? *

Strongly Strongly
disagree Disagree Neutral Agree agree

Choose One
Answer Q Q O O O

3. What improvements would aid with improving efficiency in the
department? *





Your position

This section will focus on your position within the department.

4. Are you achieving your goals and targets within realistic time frames?

*

Never

5. Is there anything that would facilitate your position in the
department? *

6. Do you see any progression for you in the company? *

Strongly
disagree Disagree Neutral Agree

Choose One
Answer Q Q O O

10

All the
time

Strongly
agree

O





Department Structure

This section will focus on the current structure of the department you work in and any
improvements you believe would aid the department to increase employee engagement and

7. What structure do you believe would aid the department to be more
efficient and company development & growth.

8. Do you believe the current structure in the department works well

Strongly Strongly
disagree Disagree Neutral Agree agree

Choose One
Answer Q Q O O O





Other Departments

This section will focus on other departments in the company.

9. Do you believe other departments in the company have an adequate
number of staff?

Please answer for your department as you previously answered in section 1.

Strongly Strongly
disagree Disagree Neutral Agree agree

Engineering
Department O O O O O

Deparment O O O O O
ey e O O O O O
Workshop O O O O O
e O O O O O

This content is neither created nor endorsed by Microsoft. The data you submit will be sent to the form
owner.

@8 Microsoft Forms
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Department Structure

This section will focus on the current structure of the department you work in and any
improvements you believe would aid the department to increase employee engagement and

7. What structure do you believe would aid the department to be more
efficient and company development & growth.

8. Do you believe the current structure in the department works well
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Choose One
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Other Departments

This section will focus on other departments in the company.

9. Do you believe other departments in the company have an adequate
number of staff?

Please answer for your department as you previously answered in section 1.

Strongly Strongly
disagree Disagree Neutral Agree agree

Engineering
Department O O O O O
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ey e O O O O O
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owner.
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Hi All,
| am currently completing my last assignment for my HR degree.

| am running a research project to establish employee factors within each department of the
organisation, if any areas are identified | would like to put aims and objectives in place to rectify them.

All information is anonymous and confidential and will be used for my research project. Please rest
assured that | will not be collecting any personal data and | will not know who has completed the
questionnaire, the only question asked is ‘What department you are based’.

Your help in this would be greatly appreciated, if you don’t mind please complete the questionnaire in
the link below — please answer truthfully and to the best you can.

https://forms.office.com/r/bKfD6MOKEE

| will take the completion of the questionnaire as consent to being used for the identified purposes
above.

You may need to sign in when you access the link, please use your unitbirwelco.com email address

Thank you!!l

Kind Regards,

Sophie Grinter
HR Administrator

UnitBirwelco Ltd

Unit House, Elba Business Park,
Elba Crescent,

Swansea,

SA1 8QE

Tel: +44 (0)1792 654 091

www.unitbirwelco.com

UnltBlr’WE|C0®

NOTE: The information in this email is confidential and may be legally privileged. If you are not the addressee or intended
recipient, please notify the sender immediately, delete it from your system and do not copy, disclose or otherwise act upon any
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Employee Questionnaire

This questionnaire will be used to identify employees feeling towards their role, the
department and the company.

* Required

1. Please select the department you work in. *

Engineering Department
Accounts Department
Quality Department

Workshop

O O O O O

IT, HR & Marketing
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The Department

This section will focus on the department you work in,

2. How would you rate morale in the department *

Low High

3. Do you believe the department has an adequate number of staff? *

Strongly Strongly
disagree Disagree Neutral Agree agree

Choose one
answer O O O O O

4. What improvements do you believe would aid with increasing
efficiency in the department? *
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Your Position

This section will focus on your position within the department

5. Are you achieving your goals and targets within a realistic time frame?

*

Strongly Strongly
disagree disagree Neutral Agree agree

Choose one
answer O O O O O

6. Is there anything that would facilitate your position in the
department? *

7. Do you see any progression for you in the company? *

Strongly Strongly
disagree Disagree Neutral Agree agree

Choose one
answer O O O O O
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Department Structure

This section will focus on the current structure of the department you work in and any
improvements you believe would aid the department to increase employee engagement and

8. Do you believe the current structure in the department works well? *

Strongly Strongly
disagree Disagree Neutral Agree agree

Choose one
answer O O O O O

9. Choose from the options below what you think would aid the
department to be more efficient and increase company development
& growth. *

D More staff resources
D Restructure of department

D Increased training

D Other
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Other Departments

This section will focus on the other departments in the company.

10. Do you believe other departments in the company have an adequate
number of staff? *

Please answer for your department as you previously answered in Section 1.

Strongly Strongly
disagree Disagree Neutral Agree agree

Engineering
Department Q Q O O O
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Employee Questionnaire

17 13:44 Active

Responses Average time to complete Status

1. Please select the department you work in.

. Engineering Department 8
. Accounts Department 3
@ Quality Department 4
@ Workshop 1
@ T HR & Marketing 1
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2. How would you rate morale in the department

1 3 ] T 9

42% of people answered Low for this question, and the majority answered "Low" for Question 12.

[

5.18

Average Rating

s

42% 100%
42% people answered "Low" 100% of them answered
for question 2 “Low" for question 12

3. Do you believe the department has an adequate number of staff?

B Strongly disagree M Disagree M Neutral B Agree B Strongly agree

100% 0%
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4. What improvements do you believe would aid with increasing efficiency in the
department?

Latest Responses

1 7 "More members of staff, unsure on how to improve morale b...
Responses Modernising the system will helps to simply the dialy activiti...
"equal pay, more staff"

7 respondents (41%) answered staff for this question.

structure of the department treat

system improvements

communication with staff staff members staff 1

members of staff
better
allocation of work paying Staff systems better
lower department C

accounts staff MRP system staff & more training, ..

5. Are you achieving your goals and targets within a realistic time frame?

B Strongly disagree M disagree M Neutral B Agree B Strongly agree

100% 0%






image34.emf

6. Is there anything that would facilitate your position in the department?

Latest Responses

17

Responses Nothing

"pay our suppliers, evaluate workload"

3 respondents (18%) answered staff for this question.

payment plan financial investment effective comr

assistance from management meetings so everyone is a
team

provision of time SuppliersStaff management

able mroe staff
higher management help

Department meetings .
time and resource jobs from the

workload
7. Do you see any progression for you in the company?

B Strongly disagree M Disagree M Neutral B Agree W Strongly agree

100% 0%

8. Do you believe the current structure in the department works well?

B Strongly disagree M Disagree M Neutral B Agree W Strongly agree

100% 0%
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9. Choose from the options below what you think would aid the department to be more
efficient and increase company development & growth.

@ More staff resources 14
@ Restructure of department 8
@ ncreased training 9
@ other 4

10. Do you believe other departments in the company have an adequate number of
staff?

B Strongly disagree M Disagree M Neutral B Agree M Strongly agree

Engineering Department _-
Accounts Department _-
Quality Department _-

IT, HR & Marketing -_

100% 0%
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11. What communication mechanisms do you believe are utilised within the
organisation?

Latest Responses

1 6 "Meetia "
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