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Executive summery 
Compiling a report critically evaluating how employee engagement develops the needs of an individual at the workplace. Along with how it benefits the organisation. Also, to prepare a pdp for am employee to follow and learn.
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Terms or reference
This report was requested by the chief executive of Tesco. The purpose of this report is to find out how employee engagement is or beneficial to an individual and an organisation. The report was compiled by the manager at Tesco.
This was requested on 27/03/2020. And will be submitted on the 19/06.2020. 
This report will be prepared using books and websites.





















Introduction
A report has been requested to evaluate employee engagement in an organisation. This will be done by looking at what critical evaluation mean. By looking at Fredrick Herzberg’s theory along with McGregor’s X and Y theory. Then a look at how employee engagement affects the individual in a workplace. The benefits to the individual and the organisation will be discussed. And finally, a personal development plan will be devised foe employees to follow along with a conclusion and references.



















Findings
What is critical evaluation
 ‘Critically evaluate’ generally refers to thinking analytically about something, such as book, movie, painting, sculpture, relationship, etc. It requires a certain level of detachment or ‘stepping back or away from’ that thing. It also requires holding some ethical, aesthetic, political, or other values as being relevant to it.
‘Evaluate’ is a verb — it denotes the action of discerning or assessing something from a perspective or position based on relevant ethical, aesthetic, political, or other such values.
‘Critically’ is an adverb that, in this case, modifies the verb, ‘evaluate,’ to suggest how the action is to be done or carried out. A ‘critical’ evaluation has more to do with how you think about the thing being evaluated relative to those values, in contrast to an ‘emotional’ evaluation, say, which would be more directly based on how you feel about that thing.(QUORA.2020)

















In 1959, Frederick Herzberg, a behavioural scientist proposed a two-factor theory or the motivator-hygiene theory. According to Herzberg, there are some job factors that result in satisfaction while there are other job factors that prevent dissatisfaction. According to Herzberg, the opposite of “Satisfaction” is “No satisfaction” and the opposite of “Dissatisfaction” is “No Dissatisfaction”. (Herzberg’s Two-Factor Theory of Motivation, 2020)
[image: Herzbergs view of satisfaction and dissatisfaction]

Hygiene factors- Hygiene factors are those job factors which are essential for existence of motivation at workplace. These do not lead to positive satisfaction for long-term. But if these factors are absent / if these factors are non-existent at workplace, then they lead to dissatisfaction. In other words, hygiene factors are those factors which when adequate/reasonable in a job, pacify the employees and do not make them dissatisfied. These factors are extrinsic to work. Hygiene factors are also called as dissatisfiers or maintenance factors as they are required to avoid dissatisfaction. These factors describe the job environment/scenario. The hygiene factors symbolised the physiological needs which the individuals wanted and expected to be fulfilled. Hygiene factors include:
	· Pay - The pay or salary structure should be appropriate and reasonable. It must be equal and competitive to those in the same industry in the same domain. 
· Company Policies and administrative policies - The company policies should not be too rigid. They should be fair and clear. It should include flexible working hours, dress code, breaks, vacation, etc. 
· Fringe benefits - The employees should be offered health care plans (Mediclaim), benefits for the family members, employee help programmes, etc. 
· Physical Working conditions - The working conditions should be safe, clean and hygienic. The work equipment’s should be updated and well-maintained. 
· Status - The employees’ status within the organization should be familiar and retained. 
· Interpersonal relations - The relationship of the employees with his peers, superiors and subordinates should be appropriate and acceptable. There should be no conflict or humiliation element present. 
· Job Security - The organization must provide job security to the employees. (Herzberg’s Two-Factor Theory of Motivation, 2020)


Motivational factors- According to Herzberg, the hygiene factors cannot be regarded as motivators. The motivational factors yield positive satisfaction. These factors are inherent to work. These factors motivate the employees for a superior performance. These factors are called satisfiers. These are factors involved in performing the job. Employees find these factors intrinsically rewarding. The motivators symbolised the psychological needs that were perceived as an additional benefit. Motivational factors include: 
· Recognition - The employees should be praised and recognised for their accomplishments by the managers. 
· Sense of achievement - The employees must have a sense of achievement. This depends on the job. There must be a fruit of some sort in the job. 
· Growth and promotional opportunities - There must be growth and advancement opportunities in an organisation to motivate the employees to perform well. 
· Responsibility - The employees must hold themselves responsible for the work. The managers should give them ownership of the work. They should minimize control but retain accountability. 
· Meaningfulness of the work - The work itself should be meaningful, interesting and challenging for the employee to perform and to get motivated. (Herzberg’s Two-Factor Theory of Motivation, 2020)
The two-factor theory is not free from limitations: 
1. The two-factor theory overlooks situational variables. 
2. Herzberg assumed a correlation between satisfaction and productivity. But the research conducted by Herzberg stressed upon satisfaction and ignored productivity. 
3. The theory’s reliability is uncertain. Analysis has to be made by the ratters. The ratters may spoil the findings by analysing same response in different manner. 
4. No comprehensive measure of satisfaction was used. An employee may find his job acceptable despite the fact that he may hate/object part of his job. 
5. The two-factor theory is not free from bias as it is based on the natural reaction of employees when they are enquired the sources of satisfaction and dissatisfaction at work. They will blame dissatisfaction on the external factors such as salary structure, company policies and peer relationship. Also, the employees will give credit to themselves for the satisfaction factor at work. (Herzberg’s Two-Factor Theory of Motivation, 2020)








McGregor theory X and Y
Theory X and Theory Y
Douglas McGregor (1906 -1964) was a lecturer at Harvard University and became the first Sloan Fellows Professor at MIT.
His Theory X and Theory Y was detailed in The Human Side of Enterprise, published in 1960.
What is it?
Essentially Theory X and Theory Y describe two opposing views of people at work that will influence management style.
Managers can be said to follow either view of their workforce.
Theory X is often said to describe a traditional view of direction and control.
Theory Y implies a more self-directed workforce that takes an interest in the goals of their organisation and integrates some of their own goals into these.
 
Theory X
Theory X assumes that: -
· The average person dislikes work and will avoid it unless directly supervised.
· Employees must be coerced, controlled and directed to ensure that organisational objectives are met.
· The threat of punishment must exist within an organisation.
· In fact, people prefer to be managed in this way so that they avoid responsibility.
· Theory X assumes that people are relatively unambitious, and their prime driving force is the desire for security.
 
Theory Y
Theory Y effectively takes the opposite view.
It assumes that: -
· Employees are ambitious, keen to accept greater responsibility and exercise both self-control and direction.
· Employees will, in the right conditions, work toward organisational objectives and that commitment will in itself be a reward for so doing.
· Employees will exercise their imagination and creativity in their jobs if given the chance and this will give an opportunity for greater productivity.
· Theory Y assumes that the average human being will, under the right conditions, not only accept responsibility but also seek more.
· Lack of ambition and the qualities of Theory X are not inherent human characteristics but learned in working environments that suffocate or do not promote Theory Y behaviours.
Links with Maslow's Hierarchy of Needs
Abraham Maslow viewed John McGregor as a mentor and was a supporter of his theory and each utilised each other's theories in their own work.
McGregor grouped Maslow's hierarchy into 'lower order' Theory X needs and 'higher order' Theory Y needs, suggesting that those behaviours at the top of his hierarchy linked with Theory Y behaviours.
Criticism of Theory X / Theory Y
Nowadays McGregor's theory is seen as outdated, representing two extremes.
Theory X is perhaps visible in low paid or menial work but employees in those situations will move on in search of positions with Theory Y conditions if they are motivated.
Personal development, management training and even general perceptions of behaviour are against a Theory X outlook towards work.
There is no doubt that this outlook would have been more prevalent in the 1960s when McGregor created his theory.
Before he died McGregor started working on a new Theory that he called Theory Z to address these criticisms.
Unfortunately, he died before this could be widely published and the ideas have since faded from mainstream management theory.
They were, however, landmark ideas at their time and now form an important part of the historical study of management theory {Teambuilding.co.uk. 2020. Theory X And Theory Y)









Employee engagement 

What is employee engagement? Employee engagement is the strength of the mental and emotional connection employees feel toward their places of work. Let’s break that down further.
Employee engagement measures how employees feel about their organization. Based on their perception of their workplace, employees are categorized into four main groups:
1. Highly Engaged: Highly engaged employees hold very favourable opinions of their place of work. They love their job and their organisation, and they feel connected. They plan to stay at the organisation and put in extra effort to help the organisation succeed. These “brand advocates” they speak highly of their company to family and friends. They encourage other employees to meet and exceed goals.
2. Moderately Engaged: Moderately engaged employees see their organization in a moderately favourable light. They like their company but see opportunities for improvement. These employees are less likely to ask for more responsibilities and may underperform. There is something about the organization or their job that holds them back from full engagement.
3. Barely Engaged: Barely engaged employees feel indifferent toward their place of employment. They usually lack motivation for their position and will do only as much to get by—and sometimes less. Barely engaged employees may be researching other jobs and are at high risk for turnover.
Disengaged: Disengaged employees have a negative opinion of their place of work. They are disconnected from the mission, goals, and future of the company. They lack commitment to their position and responsibilities. It's important to understand how to handle disengaged employees so that their negative perceptions don't impact the productivity of employees around them. (Workplace, 2020) 











The evolution of employee engagement 
[image: pt-1800s]
The Industrial Revolution moves large numbers of people from farms into factories. The concept of management first enters collective thought. 
[image: pt-1911]
Frederick W. Taylor publishes “The Principles of Scientific Management,” establishing the importance of effective management by linking management to increased employee productivity. The study of management is born. 
[image: pt-1924]
Elton Mayo and Fritz Roethlisberger’s Hawthorne Studies transform management theory. Instead of focusing on individuals and their innate abilities, Mayo and Roethlisberger focus on social context. The Hawthorne Studies show that employees' surroundings influence how they perform. 
[image: pt-1980s]
As manufacturing and production jobs are automated or sent overseas, service companies take their place. “Employees are your greatest asset” becomes “employees are your only asset.” The idea of a lifelong employer fades away, pension programs are slashed, and employee retention grows to be a universal challenge.
[image: pt-1990a]
The Academy of Management Journal publishes William A. Kahn’s “Psychological Conditions of Personal Engagement and Disengagement at Work,” considered by many to be the cornerstone of employee engagement. Kahn examines the extent to which people are able to express themselves in their workplace, leading to “attachment.” 
[image: pt-1990]
The positive psychology movement gains traction. Positive psychology examines the optimal human functioning and “aims to discover and promote the factors that allow individuals, organizations, and communities to thrive.” 
[image: pt-1999]
New York Times’ bestseller, “First, Break All the Rules” by Marcus Buckingham and Curt Coffman coins the term “employee engagement.” The book summarizes Gallup survey results on employee workplace perceptions. Gallup would go on to refine and develop their Q12 survey, the first widely known employee engagement survey. 
Marcus Buckingham and Curt Coffman coined the term “employee engagement” in 1999.
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"Job Burnout,” by Christina Maslach, Wilmar B. Schaufeli, and Michael P. Leiter proposes employee engagement as a solution to job burnout. This application to the working world creates more interest in further employee engagement research. 
[image: 2002]
Quantum Workplace develops Best Places to Work, the first national contest to recognize employers of choice. The contest was centered solely on employee feedback, with scientifically validated surveys measuring an organization's overall level of engagement. 
[image: pt-2006]
The Society for Human Resource Management enters the employee engagement realm by publishing its “Employee Engagement and Commitment” guide. This is the first non-academic organization to establish best practices surrounding employee engagement. SHRM takes engagement from the classroom to the boardroom. 
[image: pt-2011]
Following one of the largest studies on employee engagement (“Engaging for Success” by David MacLeod and Nita Clarke), the UK institutionalizes the concept of employee engagement by starting the Engage for Success initiative. 
[image: pt-2012]
Google’s People Innovation team develops a the gDNA study. This century-long study aims to use science and survey results to better understand their work. “We all have our opinions and case studies, but there is precious little scientific certainty around how to build great work environments, cultivate high performing teams, maximize productivity, or enhance happiness.” 










Benefits of employee engagement to an individual 
Increased Employee Productivity. Engaged employees are more productive because their job enables them to use their strengths. Why does this matter? If employees work to their strengths, they are set up for immediate success. Enabling employees to do what they do well makes it easier for to meet and exceed goals. A recent study shows that recognition is a top driver of employee engagement. Engaged employees know they will be recognised for their efforts and are more likely to go above and beyond because of this.

Decreased Turnover. Engaged employees turn over less often for three core reasons. First, they know they will be recognized for their contributions. Second, they see opportunities for professional growth and career development within the organisation. And third, their organisations are more transparent. When changes happen, they understand why they're happening. These three pillars enable employees to connect to the present and future.
Increased Innovation. Engaged employees foster innovation because they know their opinions matter. They have the resources they need to develop and nurture new ideas. Consistent feedback challenges them to develop new and better ideas, solutions, and products. 

Engaged employees are not afraid to fail when attempting new initiatives. That’s because an engaged organization treats failure as an opportunity to grow and learn. Instead of fearing failure, engaged employees feel their job is challenging and interesting. Tracked feedback allows them to see how they have grown over the course of their tenure with the company.
Decreased Absenteeism. Engaged employees enjoy going to work. They know their leaders value employees as their most important resource. Engaged organisations listen to employees and allow them to work in the ways that they work best. They provide resources for employee to work remotely and accommodate flexible work schedules. Employees show up because work aligns with their lifestyles.
.
Decreased Workplace Injury. Engaged employees are less likely to get hurt. Their work environment is predictable, stable, and well-managed. Gallup reports that highly engaged, top-quartile work units have 70% fewer safety incidents. Why? Because leaders recognise employees as their most valuable asset. And they actively work to ensure and promote workplace safety. (Workplace, 2020) 





Benefits for the organisation 
Increased Profitability. When employees are more productive, they're more likely to meet goals and deadlines. Reduced turnover means you spend less money searching for and retaining qualified talent. A safer work environment means you can avoid costly insurance and legal expenses. All these come together to improve your bottom line.
Increased Stock Price. Employee outlook has become more important to predicting the success of stock value. If employees have a positive outlook on the company’s future, the public likely will as well. This can lead to increased stock prices.
Better Customer Service. Engaged employees lead to engaged customers. When employees feel connected to their company, they provide better service. In fact, leading customer service organisations report 60 percent more engaged employees. As true advocates of your brand engaged employees help your customers and prospects see the value of your products and services. Building a customer success program is easy when employees are willing to proactively identify and execute on opportunities to improve service.
Better Recruitment Success. Recruiting and retaining top talent is a struggle across the board. Nearly 4 in 10 mid-market companies say lack of talent constrains their ability to grow. Engaged employees are like magnets for top talent. In fact, they are five times more likely to recommend a friend or relative to apply for a job at their company. (Workplace, 2020) 














Personal Development Planning 
Personal Development Planning (PDP) is a process designed to enable you to think about, and plan for, your own personal, academic and career development. Throughout your degree you will be encouraged to reflect on your progress and achievements, and to identify areas you wish to develop and improve on.
Engaging with PDP will help you to:
· recognise the skills and abilities you are developing during your studies;
· recognise how these skills and abilities are transferable to other contexts (including work and professional contexts);
· identify areas you want and need to improve and develop;
· improve your employability and plan for your future career.


[image: ]








Conclusion
Life ebbs out of an organization when the virtue of commitment is lost. Engaging the employees is the crucial step to stabilizing the organization by letting the work to flow faster in the predetermined direction. Understand the importance of setting up employee engagement and develop strategies for building a powerful organization. Results and culture are always reflections of a good employee engagement, which needs to be ensured to take the company to unmatchable heights. 
[bookmark: _GoBack]The organisation will run  far better if employees are made to engage with the organisation as they will feel a part of the company and are likely to perform better when engaged as they will know all the ins and outs of the company thus leading to the employee being more productive, more motivated and happy in work. For the organisation the employee will enable for the organisation to become more competitive, more efficient will have a better reputation towards employees who would want to work there. And the ultimate goal of having greater profits
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