On the job training for employee engagement.


1. 

After a telephone conversation with our Director of People, We both agreed that employee engagement is high on the organisations agenda, This can been seen in the CEO forward to the employee hand book. He talks a lot about being an investor of people gold award winner for the last 5 years, and that the training and development that will be offered will be of a standard that will offer you a special opportunity to be part of the company’s objectives and a role in future successes. He also talks at length about each site being awarded the British safety councils 5* sword of honour award for health and safety excellence.
The organisation pre pandemic has always positively tried to engage with its staff.
From a senior Head office role, we all take it in turns to attend a club each month for a coffee morning question and answer session. We spend the morning at the club to discuss any issues or questions that the employee has and of course any ideas. This normally falls to HR to complete but every now and again the CEO will Gatecrash. I believe this is a good routine to have as this process not only allows an open and trustful dialogue its also a good talent spotting exercise. The organisation has always use promotion for management jobs and not from external sources. We all started as staff members, I think this is the reason throughout the company the average los for a manager is around 20 years.
I looked at (Purcell, 2010) as the guidelines for an organisation’s engagement culture.
Trust in management is the first point and I believe that we cover this with the above approaches.
But to look at the other steps:
· Satisfaction with work itself
· Satisfaction with decision making in the workplace
· Quality of relationships between management and employees
· Satisfaction with pay received
· Job challenge
· Satisfaction with the sense of achievement from work
Twice a year we as an organisation prepare a staff survey, we push this out to all 900 employees. This survey looks at engagement in section 3. 
· The survey asks are you happy with the pay you receive for the work you put in?
· Do you trust your management team/Executive team?
· Do you find your job challenging and rewarding?
· Are you sufficiently trained to complete your job?
· Do you feel your Staff reps allows your voice to be heard?
· Do you feel there are enough promotion opportunities available?
The survey is always anonymous and after the data has been collated there is always a feedback session at each site.
Each site has a staff representative that is a figure head at each club. This representative is elected and not picked by the organisation. They attend monthly meetings at HQ and sit with the operations committee. The rep will ask questions regarding their own site, views of the staff at their site. There is also a presentation by the CEO on how the company is doing financially and any promotional activities that are being planned. Any promotional activities are always planned a few moths ahead. The rep will go back to their own site and discuss these with their colleagues and return with feedback the following month.
In regard to pay. The system castle leisure uses is a yearly inflation pay rise. Every employee gets this pay rise. We also operate a core skill system; this is linked to the yearly PDR and if it is felt the employee has exceeded expectations then they would move up a grade and receive an additional pay rise.
[image: ]The yearly PDR’s are also linked to promotion. The company is expanding and is regularly building new sites. This is an opportunity for the employees to sell themselves and be selected for a management development programme. If they succeed at this then they will get promoted to trainee manager. We also offer a supervisory development programme for the staff who want to take a step forward but are not ready to manage.

1.  


Castle still uses an employee handbook. It is issued to every new starter on their first day with the organisation. I has a high cost to continuously update and print, but I believe it is worth it. The hand book is known as the bible by our employees, It is written in manner that is simple to understand. It is a document that has been in progress for the last 20 years, so if there is a question worth asking, you normally will be able to find the answer in the handbook, hence the name “the bible”.
The handbook has 11 sections:
1. Customer service, this is our Disney philosophy to customer service, this section talks about what customer service is, Our diamond service standard CSTARS. It talks about game face, sparkle, courtesy and attention to detail. All things castle believes to be pivotal to our service standard. Not forgetting what is expected.
2. Health & Safety, this is the section that states the responsibilities of the company and employees.
3. Fire procedures and first aid, this section goes through what is expected in the eventuality of fire and what our first aid provision consists of.
4. Training and development, this section looks at engagement. It covers how and why the employee is trained. It also talks about our staff forum and representatives, it covers our coffee morning and our annual CCI meetings (Communication, consultation, and Involvement). Well being is also covered here and staff suggestions.
5. Terms of employment, this section explains probationary period, Termination of employment, absence, Sick pay, pay procedures including method of payment, deductions from pay. Timekeeping is discussed also in this section.
6. Holidays, benefits, and employee rights, this is a big section, it covers holiday leave entitlement and all the family friendly policies.
7. Employee disciplinary policy, this section covers the principles of our policy, suspension from duty, The two meetings investigatory and disciplinary. What gross misconduct is and examples of it? The stages of disciplinary procedure, Summary dismissal and right of appeal.
8. Grievance procedures, the stages are covered also who to report to and the right of appeal.
9. Equality policy, with simple definitions of the laws and practical examples of a breach.
10. General information and FAQ’s, This talks about Disrepute, social media, notice boards, meal breaks, security, Company property, right to search, lost property, personal property, telephone calls, personal presentation, tips, uniforms, Confidential information and Gambling awareness for employees.
I pick up the handbook on a regular basis and so do the employees. I believe this is worth the constant updating and printing costs and is a vital piece of information for the employees. I believe that it is vital, but as with everything this is also changing. We are currently putting the content into our Iris HR software. This will enable all employees to view the handbook in their Iris staff portal. I like the paper book but the cost of constantly printing in this financially difficult time has got to much. The last edition printed in March 2020 will be the last.

3.
I have no experience of performance related pay, so after a phone discussion with my director, she believes it would be good for me to this year to take over the senior management PDR’s. As well as all the performance review usual discussions mentioned in a previous assignment, this process dictates the managers salary increase for the following year. I will be armed with each site’s financials for the current year, HR KPI’s and Compliance KPI’s. This should then allow me to evaluate the general managers performance for the year. Set targets for the next year and of course make recommendations to the ops committee for salary and bonus payments. I have access to previous years PDR’s so am aware of how the process works. I discussed with my director how tough this was going to be, as the General managers usually bypass me and go straight to the director of people. My director assures me that this will raise my profile with the general managers and allow me to have more control. The director’s comment was interesting “Control their money and they will then see you as their leader”.  
I am not sure I like the notion of control; this is the way castle has operated for many years, not through fear, but through incentives. The dangle of the carrot. In the short term, if this allows me to have more say with the general managers then all the better. This will raise my profile and allow me to complete my job more effectively and with out them bypassing me.

We shall see.
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