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Preface

I have made this report file on the topic Employee Engagement; | have tried my best to
elucidate all the relevant detail to the topic to be included in the report. While in the beginning |
have tried to give a general view about this topic.

My efforts and wholehearted co-corporation of each and everyone has ended on a successful

track for the topic whenever | needed it.
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What is Employee Engagement?

Employee engagement is a workplace approach designed to ensure that employees are
committed to their organisation’s goals and values, motivated to contribute to organisational
success, and are able at the same time to enhance their own sense of well-being.

“This is about how we create the conditions in which employees offer more of théir capability
and potential.” — David Macleod

There are differences between attitude, behaviour and outcomes in terms of engagement. An
employee might feel pride and loyalty (attitude); be a great advocate of their cempany to clients,
or go the extra mile to finish a piece of work (behaviour). Outcamesgnay. include Tower accident
rates, higher productivity, fewer conflicts, more innovation, lowernumpersyleaving and reduced
sickness rates. But we believe all three — attitudes, behaviours and outcomes — are part of the
engagement story. There is a virtuous circle when the pre-conditions ofiengagement are met
when these three aspects of engagement trigger and reinforce one anether.

Engaged organisations have strong and authentic valtes, with clear evidence of trust and fairness
based on mutual respect, where two way promises and commitments — between employers and
staff — are understood, and are fulfilled.

Although improved performance and productivity is at the heart of engagement, it cannot be
achieved by a mechanistic approach which'tries'to extract discretionary effort by manipulating
employees’ commitment and emations. Employees see through such attempts very quickly; they
lead instead to cynicism and disillusionment. By contrast, engaged employees freely and
willingly give discretionary ¢ffort, net as an ‘add on’, but as an integral part of their daily
activity at work.

But is employee engagement something new, or simply old wine (long-standing management
approaches) in new (fashionable management-speak) bottles? Is it just the latest management
fad? We believe that while it does have clear overlaps with analytical antecedents such as
commitmenty, ‘otganisational citizenship behaviour’, job involvement and job satisfaction, there
are also_crucial'differences.

In partieular, engagement is two way: organisations must work to engage the employee, who in
turn has a choice about the level of engagement to offer the employer. Each reinforces the other.

An engaged employee experiences a blend of job satisfaction, organisational commitment, job
involvement and feelings of empowerment. It is a concept that is greater than the sum of its
parts.

Despite there being some debate about the precise meaning of employee engagement there are
three things we know about it: it is measurable; it can be correlated with performance; and it
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varies from poor to great. Most importantly employers can do a great deal to impact on people’s
level of engagement. That is what makes it so important, as a tool for business success.

Access the Engaging For Success report (also known as the MacLeod Report) to read more about
employee engagement.

Beliefs about Employee Engagement

Engagement is the primary enabler of successful execution of any businessstrategy
Engagement is not a short-term initiative

Engagement must be driven from the top.

Engagement is all about right fit.

No one impacts the state of engagement more than anemployee*simmediate leader.
Measuring engagement and demonstrating its busipess, impact 18 crucial, but it’s only a
small part of winning the battle.

Engagement means reaching the heart.

Y VVVVVYVY
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Components of Employee Engagement

Everyone’s looking for the recipe for employee engagement. How do you get motivated
workers? To start, think about the six components to Employee Engagement listed belew:

1. FIT
Is the employee a FIT with the organization—its culture? Is the purpose of the organization
meaningful to the employee? Are the values of the organization in harmony with the employee’s

values?

Is the employee a FIT with the job? Does the employee feel one’s work'is.significant and is the
best use of one’s abilities?

2. TRUST

Do you have a trusting workplace where people feel.theirleaders have integrity—they’re honest
and fair? Do employees respect their leaders?

3. CARING

Does work feel like family? Is gollaberation/teamwork encouraged? Do employees have friends
at work?

4. COMMUNICATION

Do you have ongoing; @pen, two-way communication? Do employees feel like leaders/managers
listen to them? Isqinfermation freely shared?

5. ACHIEVEMEN]T

Does the Brganization support individual development? Do employees have challenging
assignments? Does the workplace encourage achievement and mastery?

6. OWNERSHIP

Do employees have autonomy? Do they feel involved? Do they participate in decision making?
Is work flexible?

When employee’s human needs are met, they are more engaged.
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Need for Employee Engagement

Having a disengaged, unmotivated team is a manager’s worst nightmare. Unfortunately, the most
recent statistics on global employee engagement seem to confirm that many emplayersyarediving
that nightmare.

Only 13 percent of employees across the globe are engaged at work, according,to Gallup’s latest
142-country report on workplace engagement. That amounts to.only @bout one ineight
employees or 180 million employees who are actually committed o their jabs."Most employees,
about 63 percent, are simply not engaged at all, Gallup reports:

Fortunately, leaders grappling with a disengaged team are ot helpless. Research shows that key
predictors of how engaged employees are include whether, they feel they’re doing meaningful
work, can communicate openly, and above all, havesasupportive leader. Armed with this
knowledge, leaders can employ certain strategies,and tactics to improve employee engagement.

Specific needs

Forum Corporation has found that managers usually have the most significant impact on
engagement. The best way to fuel’engagement is to identify which engagement needs or profiles
suit which employees. One size does notit all in terms of employee engagement, and by
pinpointing specific needs to'focus onfor each employee, keeping employees engaged is much
simpler.

Out of these five factors that contribute to engagement, employees generally have one dominant
need, determined by theinindividual personalities, goals, and past experiences.

Belongingy, One Way that leaders can ensure employees are engaged is to ensure that they are
thinkingy “T'belong’here.” An employee who feels as though she is part of her workplace’s
community‘and has an emotional connection to her organization will be more engaged at work.
Ways to eqnsure that everyone on the team feels a sense of belonging include not holding
meetings from which certain staffers are routinely excluded, and regularly soliciting ideas from
everyone on the team, not just the select few “stars.”

Enjoyment. For many employees, engagement means having a little fun at the office once in a
while. Creating a positive work environment that includes fun ways for employees to interact
will go a long way in engaging employees. Whether this means having an occasional birthday or
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holiday celebration in the office, or a more formal annual retreat, employees will have something
to look forward to other than the (let’s face it, occasionally monotonous) daily grind.

Alignment. It’s important for leaders to acknowledge that their team’s efforts are supporting a
greater mission or purpose at work. Let employees know specifically how their work is aligned
with the organization’s mission.

Recognition. Another key component of engagement is employee recognition. Most employees
want to be recognized by their managers for their hard work. Leaders who fail to implement
reward systems do their employees and their companies a disservice. Whether it’sfa sizable
annual reward or some smaller form of recognition, such as a simple note of thanks, managers
should not underestimate the importance of acknowledging employees’ suc¢esses.

Advancement. Offering plenty of opportunities for employees to build,their skilis'should be a

priority for leaders looking to increase engagement. After allgtalented employ@es don’t want to
stagnate professionally—they want to develop their skills, advancepand thrive. Companies can
offer advancement opportunities in a variety of ways, from prometions,to in-house training, to

college-level courses that the company funds.
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Types of Employees based on Level of Engagement

An organisation is a collection of individuals who come together and work towards the
realisation of a common objective. Larger the number of people working together, larger isithe
size of the organisation and vice-versa. However, for an organisation to flougishyit 1s,impaortant
for the employees to operate at their full potential, which unfortunately is not the €asein most of
the organisations.

Not all employees in the organisation work utilising their full potential.fThere may be many
reasons responsible for the same. They may not associate with:the goal ofithe company, they
may have problem with their team, the boss or the subordinate or it may be a general problem of
attitude. This fact necessitated the classification of the people into three categories - engaged, not
engaged and actively disengaged.

Although there are other classifications also, but'this ore is based upon the level of
commitment or engagement of employees. A brief description about the three is given
below:

= Actively Disengaged: This is the first category of people who are unhappy and they spread
unhappiness in the organisationyT heyiare the disease centres in the company and spread the
negative word, provoking and convincing people to leave their jobs. However they are the ones
who stay the longest and removing,the perceived people competition is their thought of getting to
the top or next level in thesjoh.

= Engaged: The second category of people are those who are can be identified with words like
passion, alignment and inpovation; which means that they are passionate, connected to the
company andhareiinnovative. They contribute new ideas and turn ideas into reality. These
employees‘are positive in their outlook and they spread positivity. They are proactive; can
anticipateatheifuture'market conditions are prepare well in advance.

» Not Engaged: The third type of employees is the large majority present in organisations almost
50%:in number. These do what is told only and they like only one instruction at a time. They put
intimebut not energy and passion. They may be either positive or negative in their outlook and
epinion‘about the organisation. They are not proactive and fail to anticipate what might be
required next or what the next step is? They wait for instruction from their superiors.
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In a research conducted by Gallup, it was found out that 16% of the people working in
organisations are actively disengaged, 28% are engaged and almost 56% are not engaged.
Although these statistics cannot be generalised, but they hold true for majority of the cases and
there may be deviation of 5% here and there for each category and not more.

The research therefore points out that people who are engaged are more efficient and deliver
results optimally. They have a better understanding of the business, more client focussed and
committed to make it big with the organisation they work for.

Within an organisation the percentage of people in these three brackets can help determine the
health of the company. For example, greater percentage of actively disengaged employees
connotes into even greater losses in productivity, erosion of employee morale and, reductionsin
the bottom line.
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Advantages and Disadvantages

Advantages

» While Hewitt Associates, has just released new data showing the strongest li t
between engaged employees and business success.

» Their analysis of 1,500 companies over a four-year period showed ta ies with

higher engagement levels had markedly higher total shagaho r%n‘

Disadvantages \
> Expensive. %

» Returns are not immediate.
» Time consuming.

» Chances of error.

> Lots of analysis. c\

Illt&

> Too much respo
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Conclusion

Employee engagement is attracting a great deal of interest from employers across numerous
sectors. In some respects it is a very old aspiration — the desire by employers to find ways to
increase employee motivation and to win more commitment to the job and the organisation. In
some ways it is ‘new’ in that the context within which engagement is being sought is different.
One aspect of this difference is the greater penalty to be paid if workers are less engaged than the
employees of competitors, given the state of international competition and the raising.@f the bar
on efficiency standards. A second aspect is that the whole nature of the meaning of workiand the
ground rules for employment relations have shifted and there is an open space cancerning.the
character of the relationship to work and to organisation which employers sease,can,be filled
with more sophisticated approaches.

But there is reason to worry about the lack of rigor that has, to date, gften characterised much
work in employee engagement. If we continue to refer to ‘engagement’fwithout understanding
the potential negative consequences, the core requirements of success, andsthe processes through
which it must be implemented, and if we cannot agree evende, a Clear definition of what people
are supposed to be engaged in doing differently at work (the engaged ‘in what’ question), then
engagement may just be one more ‘HR thing’ that is ofilyshere fora short time. On a positive
note, there is now a wider array of measurement technigueswith which to assess trends in
engagement and an associated array of approaches 10, effeet some change. Thus, aspiration can
more feasibly be translated into action.
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