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What is employee engagement?
Confusion is sometimes caused

by people using the term
Jo Birnie interchangeably or other
Principal Consultant constructs, such as employee
Prestantia commitment, job satisfaction, or

employee happiness.

There are numerous definitions
of employee engagement; the
two noted below are most

HR & Business Mentor || relevant:

SHL Psychometric The Work Foundation’s
Assessor & Interpreter definition:

Six Sigma Green Belt Employee engagement

describes employees’ emotional
and intellectual commitment to

their
employees experience a compelling purpose and
meaning in their work and give their discrete effort to
advance the organisation’s objectives.

organisation and its success. Engaged

The Best Companies’ definition:
Engagement can be defined as an employee’s drive to

If you answer yes to any of these questions, it could
indicate a need to tackle engagement issues.

Levels of absence are increasing, or exceeding
industry averages, or there are pockets within the
organisation experiencing absence problems.

Levels of turnover are high, increasing, or exceeding
industry averages. You have difficulty keeping the
people you want to stay, or your analysis may show
distinct patterns of people leaving the organisation
e.g. after a year.

You are having trouble recruiting the right sort of
people.

Morale appears to be low, either generally or in
certain parts of the organisation.

People come to meetings and nod in agreement but
limited progress is made.

Prestantia Consulting

HR & Business Solutions

use all their ingenuity and resources for the benefit of the
company.

Improving employee engagement assists companies to
improve productivity and profitability.

Assessing engagement can be conducted by various
methods, some of these are:

Broad-Based Engagement Studies and Programs:
Quantify levels of engagement across your
organization and determine trouble spots for
interventions.

Targeted Engagement Studies and Programs: Focus
on developing programs that improve engagement
and retention of critical talent.

Staff Turnover Studies and Programs: Pinpoint why
people join or leave your organisation
Personal/Process Safety Studies and Programs:
Identify aspects of your workplace culture and
employee behavior that affect both occupational and
individual safety.

Identifying the unique factors that drive engagement

across your

workforce will
Continued on next page...

Your employee survey data shows low levels of
engagement or poor results on key indicators.

There are issues around ‘workplace behaviour such
as bullying and harassment or there are high levels

of grievances etc.
Customer satisfaction

decreasing.

ratings are low, or
Major change programmes have failed to progress

or change just doesn’t seem to ‘stick’.

Major leadership efforts and priorities don’t achieve
front line support.

Different services and teams fail to share
information or collaborate, in order to support the
achievement of organisational goals.

Employees report that they don’t understand the
organisation’s objectives, they have no enthusiasm
for them, or they do not know how or what to
contribute in order to achieve them.



Other key drivers for employee engagement are:

enable you to benchmark your organization against
others across industries or countries, determining the
actions required to build specific engagement drivers
into your culture and employee programs, improve your
ability to attract, retain and engage critical talent also
encourage and sustain behaviors that help your
employees deliver superior performance.

To achieve desired business outcomes, senior
leadership needs to align itself around your
organization’s business strategy and culture —

developing a shared view of what the strategy means,
how the culture needs to evolve to support that strategy
and what day-to-day decisions will make it possible.
Above all, your organization needs to understand the
impact of changing strategies on employee engagement
and performance, and have a clear plan to manage that
change.

Research has shown that larger companies are more
challenged than smaller companies when it comes to
employee engagement, however this does not mean that
smaller companies should ignore the issue as it still does
affect them. Companies also need to be aware that an
employees age impacts on drivers and motivators.
Taking all the research into consideration, one of the
strongest drivers of engagement no matter of age,
location or the size of the company is the direct
relationship with one’s manager.

e Trust and integrity — how well
communicate and 'walk the talk'.

e Nature of the job —Is it mentally stimulating day-to-
day?

e Line of sight between employee performance and
company performance — Does the employee
understand how their work contributes to the
company's performance?

e Career Growth opportunities
opportunities for growth?

e Pride about the company — How much self-esteem
does the employee feel by being associated with their
company?

e Coworkers/team members — significantly influence
one's level of engagement

e Employee development — Is the company making an
effort to develop the employee's skills?

e Relationship with one's manager — Does the
employee value his or her relationship with his or her
manager?

managers

—Are there future

It might seem obvious that when employees make use of
their “strengths” they naturally become more “engaged”
with their work, are happier, and more “productive”.
Combined with “alignment with organisational values”,
and the “quality of the work environment”, these are vital
factors in employee engagement and productivity.

In today's competitive business environment, your
employees are one of your most valuable assets. That's
why a solid performance review process is critical to the
success of your company. Without one, employees don't
have a clear idea of what's expected of them, and may
not be working toward the goals that contribute to your
Business success.

Performance reviews can be time-consuming, difficult,
and perceived as a hassle however they are important in
the communication and goal setting between you and
your employees, conducted poorly however they can
have a devastating effect on employee engagement and
productivity.

What not to do in a performance review !

e Spend more time on performance appraisal than
performance PLANNING, or ongoing performance
communication

e Compare employees with each other

e Forgetting appraisal is about improvement, not blame

e Stopping performance appraisals when a person's
salary is no longer tied to the appraisals.

e (Cancelling or postponing appraisal meetings.

e Measuring or appraising the trivial.

e Surprising employees during appraisal.

e Thinking all employees and all jobs should be
assessed in exactly the same way using the same
procedures.

The most important purpose or goal of the appraisal is to
improve performance in the future.

An appraisal that works involves a number of things but
first and foremost is the process of identifying what has
gotten in the way of better performance, and how
manager and employee can work together in the future,
to improve it. It's really that simple.




More productive workers mean more time and energy for improving the bottom line.

What are your biggest barriers to productivity?

When it comes to improving the overall productivity of your organisation, don'’t just focus on the big things as small
things can count as much. Wasted minutes on all those small things add up over time, and what looks small can
create a large distraction.

A more productive workplace is ultimately a more profitable and enjoyable workplace. In order to maximize
productivity, an organization must:

e Eliminate clutter and other drains on time and energy.

e Have a clear mission and communicate that mission to employees.
¢ Help employees use their time and skills efficiently.

e Gain employee engagement
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