Contributing to Employee Engagement (5AEEG)
 Learning Plan (40 Guided Learning Hours including workshop)
	Task
	Evidence to Provide in Portfolio

	LO 1.
Be able to assess levels of employee engagement within an organisation.  (Familiarise yourself with diagnostic tools for assessing employee engagement),
	An example of an employee engagement diagnostic tool – E.g. an employee satisfaction survey such as Gallup’s Q12, an interview framework, a questionnaire template. (Internet and journal research)

Evidence of having liaised with key people to plan and agree the application of a diagnostic tool – E.g. meeting notes. (Face to face meetings with appropriate colleagues, skype meetings, email correspondence)

Evidence of the employee sample pool – E.g. statistical data to reflect an appropriate cross-section of employees were selected for the diagnostic tool. (Internal I.T systems analysis)

Analysis of the resulting data and reasoned conclusions about the levels of employee engagement in the organisation – E.g. survey/questionnaire results, with key findings, articulated and presented in a professional manner. (Utilise the diagnostic tool, collate the responses, set aside quality time to analyse the findings, refer to key colleagues to discuss the findings, present your findings)



	LO 2.
Be able to evaluate current organisational approaches to employee engagement.
	Analyse the principle ‘drivers’ for employee engagement in the organisation – E.g. Improved productivity, retention of staff, reduced sickness absence etc.  What are the current ‘hot-spots’ in your organisation that need addressing.  Evidence this with statistical data. (Demonstrate your knowledge here by examining some areas that cause your business pain, and then explicitly state how employee engagement could help to improve this problem area).

Assess aspects of organisational behaviour which are most likely to hinder employee engagement – E.g. What cultural barriers can you identify in your organisation? In what way does your organisation not ‘walk-the-talk?’  For example, do they focus on filling a recruitment spot quickly, rather than waiting for the best talent, causing a detrimental effect on the team? Do they promote values of trust and then withhold information from the workforce?  (Evidence for the first example could be high turnover, poor performance levels of new starters, supporting survey/questionnaire results.  Evidence for the second point could be an historic company briefing that is bland and lacking transparency, supporting survey/questionnaire results) 

	LO 3.
Be able to recommend and plan strategies to raise levels of employee engagement within an organisation.
	Review of external studies of employee engagement to identify relevant best practice – E.g. Google’s “Googleist Survey”, Gallup’s Q12, David MacLeod’s “Engaging for Success, Enhancing Performance Through Employee Engagement” Report.  Research contemporary academic viewpoints on the concept of Employee Engagement.  (Internet, textbook and journal research) 

Identify potential barriers to acceptance of employee engagement strategies and liaise with relevant people regarding how these may be overcome or minimised – E.g. Is there a culture of mis-trust, evidenced through lack of open-dialogue and bottom up knowledge transfer, how could this be over-come?  (Document meeting notes to evidence these barriers have been identified, discussed, and solutions proposed).


[bookmark: _GoBack]Propose strategies to raise levels of employee engagement, based on analysis of the organisation and external reviews of best practice, to key decision-makers.  E.g. If there is a culture of mis-trust an employee suggestion scheme could be created, or an employee association group formed.  This would be evidenced with supporting documentation and then evidence of the adoption of such a scheme or group. (Supporting documentation, meeting notes, evidence from a staff suggestion scheme to be included or evidence of an employee association group such as an Agenda).


	Take a holistic view of your organisation, examine all available HR analytics in order to identify the current (and possible future) employee engagement levels. Some examples of data to analyse include:
· Sickness/ absence levels - monthly, quarterly, annually
· Employee turnover rates (attrition rates)
· The number of formal grievances lodged over the last 12 months
· The number of formal disciplinary hearings over the last 12 months
· Whether average salaries are in line with national averages / sector averages
· If you operate an annual percentage pay increase across the entire workforce - was the most recent percentage increase in line with the national average or was it below or above?
· Details of employee benefits your organisation offers to it's employees
· Details on how your performance review system operates and whether it links directly to an employee reward system.
· Safety statistics
· Whether your organisation has any difficult-to-fill vacancies on an ongoing basis
· Whether your organisation is on track with it's annual objectives


	In addition to statistical analysis, much can be gleaned from examining the culture, some examples include:

· Is it an organisation of high trust and low process or low trust and high process?  Provide justification for why this either serves the organisation well or causes barriers.
· Is there a culture of tolerating mistakes? How does the senior management team respond to errors? Do they support individuals and share the learning from mistakes or is punitive action taken?
· Do employees recommend vacancies to friends and family?
· Do employees offer up their discretionary effort to stay late to meet a deadline or cover work for a colleague who is on sick leave?
· Is there evidence of a community spirit? Staff days/nights out? Charity events? Christmas do’s are well attended? Christmas initiatives such as secret Santa? Team members fetching in cakes or snacks to share?
· Do team members take new starters under their wing of their own accord or does this have to be formalised?
· Do employees have respect for their place of work and keep it clean and tidy of their own accord?
· Do senior managers operate and open-door policy?



