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Glossary of Terms

ACAS = Advisor, conciliation and arbitration 
CAC = Central Arbitration Committee 
EGLG = E.G. Lewis Group
SME = Small medium enterprise













Executive Summary

The following report looks into the understanding of how the company can engage its workforce to encourage high performance and commitment, helping the engineering company aspire in achieving 
it’s vision of becoming the leading multi-disciplined contractor within South Wales that will deliver a premium service and effective solutions to all its customers.

Methods of analysis include secondary data from books, journals and reports. All information provided, apart from the company data, was of a qualitative nature due to the topic. All the research gathered has been taken from the last 5 years with the exception of 8 references. 

The findings show that the company needs to change its culture and leadership styles to encourage the employees to engage with the company. There needs to be better communication from all levels of 
the organisation, building better relationships between management and employees which develops trust and improves performance and commitment from the employees.  



Contents Page
1. Introduction										5
1.1 Defining Employee Relations							6
1.2 Defining Employee Engagement							7
1.3 Employee engagement in EGLG							9
2. Literature Review								10
            2.1 Employee Engagement								10
                   2.1.1 Types of Engagement								10
                   2.1.2 Benefits of Engagement							11
            2.2 Strategic Narrative								13
            2.3 Engaging Managers								14
                   2.3.1 Caring on personal level							15
                   2.3.2 Communication								15   
                   2.3.3 Provide opportunities and feedback	                      17      
2.5 Employee Voice				18
            2.5 Organisational Integrity				20
3.   Conclusion			             22	
4.   Recommendations	  			24
5.    References				26				
              
							
1. Introduction
E.G Lewis Group (EGLG), formed in 1953, is an expanding mechanical engineering business based in South Wales, overseeing a variety of industrial jobs across the UK and Europe. The group consists of three companies, all of which are privately owned and family run, making sure a first class service is provided using vast knowledge, experience and expertise. The group employs approximately 250 employees across all divisions of the business. Due to the nature of the work, head office is based in LLandarcy with 80% of the workforce being based on sites including Tata Steel, Port Talbot and Vale in Clydach. 

The aim of this report is to look at a current employment relations issue, which in this case is employee engagement. The report aims to understand the factors controlling employee engagement and how employee engagement can lead to increased employee commitment and organizational level performance. The report will also set recommendations on how the organisations can improve the level of engagement within its workforce.   

Due to this being a vast topic, and the scope of the report; the word count and timeframe only allowed for critical review of literature of a qualitative nature. 
To understand the significance of the report on the employee commitment and performance at organizational level, it is firstly important to understanding the meaning of employment relations, employee engagement and the current level of engagement within the workforce.
1.1 Defining Employment Relations
The term employment relationship can be defined as “an economic, social and political relationship in which employees provide manual and mental labour in exchange for rewards allotted by employers” (Lewis, et al., 2003, p4). The term ‘employee relations’ has developed over time and was historically known as ‘industrial relations’ (HRZONE, 2016). Due to the decline in trade unions and an increase in individual workplace rights, the term now reflects the rise of individualization of the employment relationship (CIPD, 2018B). CIPD (2018B) define the term employee relations as “focusing on both individual and collective relationships in the workplace, with an increasing emphasis on helping line managers establish trust-based relationships with employees.” However there are other definitions with their own aspects of the meanings. 

Employment relationship is conducted and regulated by developing, applying and negotiating the rules and process that govern the employment relations (Gennard, et al., 2016). It also allows trust and confidence to be developed and maintained between the employee and employer (Ibid). CIPD (2018B) have stated that when there is a positive employee relation climate, there is an increase level of employee involvement, commitment and engagement within the organisations resulting in an overall improved business performance. 


There are three main parties that define the nature and quality of employment relations:-
1. Employers = whether it’s the owners, managers, shareholders in SME’s; specialised employment relations officers in larger companies or employers’ associations in public and private sectors. 
2. Employee = employee may strengthen their interests, mainly in their terms and conditions by use of trade unions.
3. State = The state plays an important part in the way employment relations are conducted either through legislation such as equal pay which is supported by state agencies such as the Advisor, conciliation and arbitration service (ACAS) and Central Arbitration Committee (CAC); or through management of the economy such as interest rates (Gennard, et al., 2016).

Employee engagement has become a major part of the employment relationship as it helps the organisations achieve its goals by putting more emphasis on the individual relationships than the collective relationships (Gennard, et al., 2016).
operate
1.2 Defining Employee Engagement 
There is agreement on the impact of employee engagement, however no clear consensus of the definition has been made. Some describe it as attitudes and behaviors while others suggest it is a fundamental trait of an individual’s personality (Lee Whittinhton, et al., 2017). Back in 1990, Kahn was the first person to conceptulaised on engagement at work. Kahn (1990, p 694) described employee engagement as the “harnessing of organizational members’ selves to their work roles” and that in engagement “people employ and express themselves physically, cognitively, and emotionally during role performance.” Since then the definition has been developed. Quirke (2008) defined it as “feeling a strong emotional bond to their employer, recommending it to others and committing time and effort to help the organisation succeed.” 

CIPD have looked at ‘work engagement’ from the Utrecht University group of occupational psychologists which have defined it into the three elements:
· “Vigour (energy, resilience and effort)
· Dedication (for example, enthusiasm, inspiration and pride)
· Absorption (concentration and being engrossed in one’s work)” (CIPD, 2018A)
This means the work engagement is specific in a physical and psychological state. However, employee engagement has a wider focus that encompasses other factors such as employees having a clear pictures between their job role, and the purpose and goals of the organisations (Ibid).  

Kumar et al (2015) have stated that there are five outcomes of employee engagement. These are:
1. Employee satisfaction – “positive reaction employees have to their overall job circumstances, including their supervisors, pay and coworkers” (Kumar & Pansari, 2015).
2. Employee identification – employees see themselves as part of the organisation.
3. Employee commitment – encourages employees to do more than their job description.
4. Employee loyalty – organisation motivates the employee and they do more than expected.
5. Employee performance – achievements and accomplishments made in work, the quality of work and services. 



1.3 Employee Engagement in E.G.L.G
Over the last year, EGLG has realised the importance of employee engagement within the organisation – for organisations performance and growth, and for employee commitment. Due to the location of head office in LLandarcy, and with the workforce spread out over a variety of sites, there was an ‘us and them’ culture, with little communication and interaction between head office staff and the workforce. Employee engagement level was low, with there being a high rate of employee turnover, lack of commitment and respect to the organisation, and performance levels being low with an increase of investigations on workmanship. From an engagement survey carried out, we found the lack of engagement was due to lack of communication, lack of presence from senior management, no employee voice and lack of personal development plans / individual training needs. It was also noted that managers main focus is to ‘make money’ from the jobs and not how to get the best performance from the employees. EGLG has started looking into these issues but there is a lot of work required to increase the engagement of the employees if the organisations is going to continue to grow and develop. This report will look into the key factors that will help the organisation engage its workforce and achieve employee commitment and increased organisation performance.







2. Literature Review
2.1 Employee Engagement
Employee engagement has been described as a beneficial tool within organisations to help them gain a competitive advantage over rivals (Anitha, 2014). The employees are seen as the most important asset to the organisation if they are managed and engaged properly, that can’t be duplicated or imitated by rival companies (Ibid). Baumruk (2004) has also backed this up by emphasizing that the engaged employee can be the most powerful factor in the measurement of the companies strength. 
Gallup (2011) conducted a management study as cited in Robinson (2012), that found engaged employees are “deeply committed to their employer, leading to key improvements in business outcomes, including reductions in absenteeism, turnover, shrinkage, safety incidents, and product defects”. 
2.1.1 Types of engagement
There have been many studies into the types of engagement, each study coming up with their own understanding and class of engagement. A few of these outcomes are mentioned below. 

Gallup (2002) suggested there are three types of engaged individuals:
· Engaged employees – strive to perform and go beyond their job role.
· Not engaged employees – do the task at hand.
· Actively disengaged employees – do not perform and will distract / demotivate others

In more recent studies, Alfes et al (2010) distinguished between three types of engagement as shown in the table below.
	Intellectual Engagement
	Affective Engagement
	Social Engagement

	The level of which the individual thins about their work and how they can improve own performance.
	The level of positive emotion towards the company and work.
	The level to which individuals interact with to co-workers about work related changes and improvements. 


Table 1: Types of engagement (Alfes, et al., 2010).
Whereas Gourlay et al (2012) argued that at behavioral level, individuals may seem engaged however there are two factors that determine and motivate the drive for that behavior. They are:
· Emotional. Here they are intrinsically motivated e.g. colleague relationship, values of the organisation.
· Transactional. Motivation is driven through organisation expectation and external content e.g. may lose job if they don’t perform to a good standard. 

2.1.2 Benefits and enablers of employee engagement
Employee engagement can have many beneficial effects on both the employee and the organisation. For the employee it is about feeling connected to the organisation and fulfilled in their role. They enjoy their work, feel healthier and happier in themselves and therefore are more motivated towards delivering the goals and objectives of the organisation (CIPD, 2018; Radda, et al., 2015). They are able to build relationships with managers and line managers which grows trust and respect (Simon, 2011). For the company, an engaged employee will mean a more productive workforce (Government Communication Service, 2014). This in turn will have a positive effect on the company’s profit, staff retention, health and safety performance, innovation and customer satisfaction etc. (CIPD, 2018; Government Communication Service, 2014). The employees become more customer focused and proud of the company they are working for (Mishra, et al., 2014). When the employee feels engaged with the organisation, they will talk positively about the firm and form positive relationships with stakeholders both within and externally to the company, therefore becoming advocates for the business (Ibid). However, CIPD (2018) have stated that research has shown a correlation between engagement and productivity, not a causation, which means that employees may feel engaged if they are working in a successful team or organisations rather than performing better because they are engaged. 

	Organisation
	Management
	Employees

	· Culture
· Values and vision
· Brand
	· Leadership
· Line manager commitment
· Communication
	· Development
· Support
· Recognition
· Flexibility
· Work/life balance
· Voice
· Involvement in decision making 


David MacLeod and Nita Clarke carried out extensive research into employee engagement. From their research, they found four common themes that were deemed critical for the success of high levels of employee engagement: strategic narrative, engaging managers, employee voice and integrity (CIPD, 2018; Engage for success, 2018; Gennard, et al., 2016). This is supported by Dromey (2014) who found data to support  the four enablers (Dromey, 2014). These four main enablers are spoken about in greater detail below. Radda et all (2015)  and McBain (2007) also went on to include other drivers such as career development opportunites, person-job fit and work/life balance as shown in the table below. 
Table 2: Drivers of engagement (Radda, et al., 2015; McBain, 2007)
These factors are important in the current global economy where productivity in the UK has stagnated since 2008/9 (Engage for success, 2018). As an organisation, EGLG needs to be able to retain its talented workforce and attract the talent that is requires to continue and grow. In the 21st Century, the employees are seen are an organisation best asset (Ibid). Employees are going to be attracted to the company and stay with the company if they are treated with respect, rewarded for their work and are invested in from the beginning (Craig, 2018). A company that embeds the enablers for employee engagement, who builds its future with and around their employees, have a higher chance of pulling through the new global economy (Engage for success, 2018).

2.2 Strategic Narrative
One of the most important ways to improve employee engagement is leading them through the shared purpose and vision of the organisation (Insights, 2019; CIPD, 2018). David MacLeod and Nita Clarke spotted a common theme in their research on engagement. It was noted that there was a strategic narrative in companies with both high levels of performance and engagement, that was compelling and authentic, provided by empowering and visible leaders (Engage for success, 2018). Top leaders will not only encourage employees to engage with their minds but also with their hearts (Simon, 2011). Gennard et al, (2016) stated that ‘it is a story that explains the purpose of an organisation, the breadth of its vision, and sets out the contributions that indiviudals can make’. When employees are lead to a common goal and purpose, it creates an environment where they feel actively involved in the process of the organisation (Ariani, 2014). It gives employees and understanding on how they contribute to the company (Gennard, et al., 2016).  Good organisations realise the importance of sharing its vision and goals with their employees and they understand this is a key factor which underpins the success of the organisation (Simon, 2011).


In 2018, EGLG produced and released a new company vision and company goals. Within the goals, leadership has been included which shows how the Group has acknowledged the importance of leadership to the organization, now and for its future, in obtaining the company vision with the support of all its employees. The organisation vision is to become the leading multi-disciplined contractor within South Wales that will deliver a premium service and effective solutions to all its customers. The vision has been shared with division managers during a manager’s day meeting, however this has only been shared with employees by the use of a poster on their division notice board. For the goals and vision to be shared correctly to all employees and engaging them in the organisation, line managers and supervisors need to have knowledge and understandings of these goals also. our people, 
customers, p  un[image: Vision]ities


2.3 Engaging Managers
Managers play a critical role in ensuring the employees are engaged and focused on the organisations success (Benton, 2018). They are the heart of the organisations culture, who can facilitate engagement in their everyday actions and behaviors (MacLeod & Clarke, 2009). Managers that know how to engage others by focusing on the employees and their needs, leads to overall greater performance (Sparrow, 2019). Engaged managers are able to make employees feel part of the team, set objectives with employees, show them how they contribute to the organisations vision and are able to bring out the best of their employees (Engage for success, 2018). 
2.3.1 Caring on a personal level
Great managers / leaders know how to treat their employees with value and appreciation, and have a concern for their well-being (Benton, 2018; Gennard, et al., 2016). Richard Branson stated, as cited in Mistry (2017), that ‘clients do not come first. Employee come first. If you take care of your employees, they will take care of the clients’. When a managers cares about an employee, shown by communicating, willing to listen and able to follow up and resolve problems, the employees feels confident with their manager, giving them a sense of psychological safety which in turn engages them in their work (Ariani, 2014). Richard Bransons’ company; Virgin; introduced a Wellbeing Programme which is now an integral part of the business to help employees have a better work – life balance, looks at health care benefits, shared parental leave etc. (Bayliss, 2016). EGLG has recently set up a health and wellbeing programme where by volunteers are trained as mental health champions who are able to meet, listen and offer support to employees when they have private issues they feel they need to discuss.  

2.3.2 Communication
A health relationship between managers and their employees is based on communication which allows engagement to form if done regularly through a variety of methods that suits both parties (Benton, 2018). Managers need to be clear with their instructions and goals, as often vague and conflicting messages will decrease the motivation of the employee and can lead to distractions and a poor working environment (Ibid). 

Internal communication is one of the most effective methods of enhancing employee engagement (Punjaisri, et al., 2008).  Internal communication is described as communication between the organisations leaders and its key publics: the employees (Mishra, et al., 2014). It has two main roles which are providing information and creating a sense of community (Karanges, et al., 2014). Internal communication will have a positive impact on engagement, culture and productivity as it develops trust within the organisation (CIPD, 2019A). Studies have shown that employee engagement is high when individuals first enter a company, therefore if it critical for internal communication professionals to be involved immediately to orientate them into the company by informing them of:
· Organisation goals and vision
· Values and ethos
· Company history and its services
· Performance expectations (Mishra, et al., 2014; Punjaisri, et al., 2008)
This is key to limiting the sense of isolation and helps the employee understand how their responsibilities fit into the bigger picture (Ariani, 2014). Internal communication not only enhances engagement but also builds trust between both parties (Mishra, et al., 2014).

Internal communication is an area that EGLG knows it has to improve on. To start the process off, monthly newsletters are communicated to all staff providing them with key information and news, monthly health and safety meetings with managers and representatives have been organised and new starters go through an induction process with HR in head office.  



2.3.3 Provide Opportunities and give Feedback
In order to keep employees engaged and commitment to the company, managers should develop their personal skills to help them grow and develop their careers (Benton, 2018). A good way to discuss this with the employees is through appraisals as this allows the employee to be involved in the decision making of their future (Ariani, 2014). Appraisals also allow managers to provide employees with feedback about current performance. Honest, thoughtful and constructive feedback encourages and empowers individuals to build on their strengths and tackle their weaknesses which will improve performance (Engage for success, 2018). Managers that show empathy and demonstrate an understanding of possible impacts on staff also builds respect and trust to the manager (Ibid). Engaging managers create a culture of praise and making sure the achievements of individuals are recognised and acknowledged (Truss, et al., 2012).

EGLG has constructed an appraisal and performance management procedure but currently this has not been delivered to managers to introduce into their departments. However, EGLG has been productive in rewards by providing £25 gift vouchers on a monthly basis to those employees’ managers have recognised for outstanding work. Over the last six months this has led to an increase of hazard forms being submitted and employees going beyond their job role. 

2.3.4 Behaviours of engaging and disengaging managers
Along with engaged managers, there are some managers that can be described as disengaged (Gennard, et al., 2016). A disengaged manager can bring low levels of engagement and show failings in employment policy and practices (Ibid). The table below shows the difference between the two. 

	Engaging Managers
	Disengaging Managers

	· Communicates, makes clear what is expected
· Listens, values and involves team
· Supportive and backs up team members
· Target-focused with clear strategic vision
· Shows active interest in others
· Displays good leadership skills and commands respect
	· Self-centered – lacks empathy and interest in people
· Fails to listen and communicate
· Doesn’t motivate or inspire
· Doesn’t deliver – blames others, doesn’t take responsibility
· Is aggressive
· Lacks awareness


Table 3: difference between engaged and disengaged managers (Gennard, et al., 2016).

2.4 Employee Voice
Employee voice is described by CIPD (2019B) as ‘the ability of employees to express their views, opinions, concerns and suggestions, and for those to influence decisions in work’. It is more than giving employees opportunities to exercise their say, but to do with opening channels for communication allowing employees to have an involvement with decision making (ACAS, 2019C). One of the main purpose of voice is to engage the employee (CIPD, 2019D). Employees will value their organisation more if they feel they are being listened too as a voice reinforces a sense of belonging to the organisations and a belief their actions will have an impact within the organisation (Gennard, et al., 2016). Employees will be confident and feel safe to raise concerns when ‘engaged managers’ open up accessible channels for direct voice (Ibid). If voice is not carried out correctly it can cause employees to search for other channels to express feelings such as social media, and damage the organisation integrity (Ruck, et al., 2017). However, as stated by ACAS (2019), if employee voice has the backing of managers at all levels it will:
· ‘drive innovation and improve business outcomes by tapping into the creativity of individuals and teams
· Provide an early warning system for emerging problems, for example, if a new working pattern is damaging employee’s work-life balance
· Increase employee commitment to their work
· Identify training needs and improve the use of skills’.

There are many forms of employee voice. Two-way communication is important as it allows management to listen and act upon the employee voice. This can be done through meetings and having and ‘open door policy’ (Rees, et al., 2013). There are also indirect routes such as employee surveys and forums (CIPD, 2019D). The use of technically has opened up avenues to allow employees to be involved in the decision making process (Truss, et al., 2012). This route would benefit organisations such as EGLG who have employees sited across the country. Silent treatment should also be consider as the employees attitude, such as fear around expression, may be acting as a barrier for them to use their voice (CIPD, 2019D). 

Unions are another way employees can voice their opinions. However, until since early 1980’s there has been a decline in trade union memberships (Ibid). Previous to the 1980’s membership was high and often employee voice was only spoken through the use unions (Dale, 2015). This decline in trade union memberships is linked to politics when Margaret Thatcher become Prime Minister between 1979 - 1990. The conservative party that she was head of, was and still is all ‘anti-worker’ where as the labour was the party of employees, workers and trade unions (Umunna, 2018). This is leading to a decrease in collective agreements as a way of leveraging influence between the employees and employer and seeing a move towards direct and individual channels (CIPD, 2019D). 

EGLG has started making progress on employee voice. We request for hazard and near miss forms, and improvement forms to be handed in which are all reviewed and in some cases employees will get rewarded with gift vouchers. Monthly managers meetings have been organised, however attendance records for these are not 100%. Company survey forms have been generated but as yet not rolled out to the employees. We also liaise with trade union representative overs any changes, disciplinaries etc. 

2.5 Organisational Integrity
Integrity, as described by Yukl (2013 p.331) is referred to as ‘honesty and consistency between a person’s espoused values and behaviour’. The values of the organisation are reflected in the day –to-day behavior of everyone with in the company that leads to sense of trust (Engage for success, 2018). Organisational integrity builds trust which is fundamental to the performance and engagement of the team (Engelbrecht, et al., 2017). ACAS (2019) describes trust as:
“The glue that holds workplace together, creating the right environment for positive and productive relationships. A lack of trust if often expressed as a sense of being ‘kept in the dark’ or being anxious or uncertain of someone’s motives or interests”. 
For the company to gain the trust of its employees, leaders must match their behaviours with the values and vision of the company – they should ‘walk the talk’ (Simon, 2011). Managers from all levels need to act as role models for integrity and take responsibility for their actions (Engage for success, 2018).  If managers act questionably in their organisations, it has an adverse impact on employee trust which will therefore damage their engagement (Simon, 2011).

Organisation integrity is the area of most concern within EGLG. Employee surveys have stated that there is an ‘us and them’ culture where they feel they are treated differently to head office staff and managers. They feel different rules apply to them. 












3. Conclusion
To understand the significance of the report on the employee commitment and performance at organizational level, it was firstly important to understanding the meaning of employment relations, employee engagement and the current level of engagement within the workforce.

The term employment relationship can be defined as “an economic, social and political relationship in which employees provide manual and mental labour in exchange for rewards allotted by employers” (Lewis, et al., 2003, p4).

Kahn (1990, p 694) described employee engagement as the “harnessing of organizational members’ selves to their work roles” and that in engagement “people employ and express themselves physically, cognitively, and emotionally during role performance.” 

Employee engagement has been described as a beneficial tool within organisations to help them gain a competitive advantage over rivals (Anitha, 2014). For the employee it is about feeling connected to the organisations and fulfilled in their role. They enjoy their work, feel healthier and happier in themselves and therefore are more motivated towards delivering the goals and objectives of the organisation (CIPD, 2018; Radda, et al., 2015). They are able to build relationships with managers and line managers which grows trust and respect (Simon, 2011). For the company, an engaged employee will mean a more productive workforce (Government Communication Service, 2014). This in turn will have a positive effect on the company’s profit, staff retention, health and safety performance, innovation and customer satisfaction etc. (CIPD, 2018; Government Communication Service, 2014).

David MacLeod and Nita Clarke carried out extensive research into employee engagement. From their research, they found four common themes that were deemed critical for the success of high levels of employee engagement: strategic narrative, engaging managers, employee voice and integrity (CIPD, 2018; Engage for success, 2018; Gennard, et al., 2016).

Strategic narrative is one of the most important ways to improve employee engagement as it leads them through the shared purpose and vision of the organisation (Insights, 2019; CIPD, 2018). Managers play a critical role in ensuring the employees are engaged and focused on the organisations success (Benton, 2018). Engaged managers are able to make employees feel part of the team, set objectives with employees, show them how they contribute to the organisations vision and are able to bring out the best of their employees (Engage for success, 2018). Employee voice is described by CIPD (2019B) as ‘the ability of employees to express their views, opinions, concerns and suggestions, and for those to influence decisions in work’. It is more than giving employees opportunities to exercise their say, but to do with opening channels for communication allowing employees to have an involvement with decision making (ACAS, 2019C). Integrity, as described by Yukl (2013 p.331) is referred to as ‘honesty and consistency between a person’s espoused values and behaviour’. Organisational integrity builds trust which is fundamental to the performance and engagement of the team (Engelbrecht, et al., 2017). 

It is these factors that EGLG should focus on for increasing the engagement of its employees to improve performance and commitment levels.


4. Recommendations
Based on the conclusion above, EGLG will benefit from implementing procedures to help increase employee engagement. The following recommendations are made:-
	
EGLG need to develop employee engagement strategies focusing on employee motivation and well-being and informing employees of their contribution to the organisation vision, values and purpose (CIPD, 2018A). They will need to rely on the skills of good leaders and managers as well as L+D procedures (Ibid). There are a lot of strategies, procedures etc. that EGLG need to implement over the coming year, however my recommendations is only going to include a handful of these due to word limit.

EGLG has already exposed top division managers to the vision and goals of the organisation. This now needs to be rolled out to all employees and line managers / supervisors. The time frame for this to be implemented is 1 month as it is important to get employees onboard with the vision and vaules immediately (McGrattan, 2016). They should be continuously embed through team and individual meetings, newsletters and internal events (Ibid). By informing the employees of these vaules will lead to a culture built on principles that employees can inspire too and increase engagment (BrightHR, 2018). 

Performance appriasals are a good way of informing employees how their role fits in with the vision and goals of the organisation and how they are helping the organisation to achieve it (Idowu, 2017) (Cappelli & Conyon, 2018). EGLG have produced performance appriasals forms however these need to rolled out across the divisions. So these are beneficial to the company and for employees, research has shown that appraisals need to be carried out more regualry than once a year with performance meetings on a regular basis to montior ongoing performance (CIPD, 2018C). Attention also needs to paid to future performance and learning, envolving employees in the decision making of the goals and targets which encourages engagement and increases performance and commitment (Lauby, 2017). These meetings will also build positive relationships between employee and managers, leading to an ‘open door’ culture where employees feel comfortable at approaching their manager (Mishra, et al., 2014). From all the evdience, performance appraisals will be carried every 6 months, with performance reviews on a monthly basis to start within the next two months (CIPD, 2018C; Gaskell, 2018). To make sure managers are effective in communicating to employees during these meetings, they will complete a communication skills course which will help develop trust (Mishra, et al., 2014). This will be a 1 day course at the price of £800 to be held at EGLG head office (Activia Training, 2019). The diagram below show the benefits of performance apprasisals and meetings. 
Diagram 1: Benefits of performance appraisials and meetings (what is human resources, 2019).
[image: Related image]
To make sure EGLG continue to develop their engagement strategies and the effects these strategies have on the employee, employee engagement surveys will be developed (Kumar & Pansari, 2015). They will allow EGLG to measure fluctuations in engagment levels as we introduce new initiatives or if the company undergoes change (Insights, 2019). They will also allow employees to input their ideas on ways to improve employee engagements (Ibid). Research has shown that surveys should be carried out annually  as this allows the buisness to implement a new strategy and allow for evaluation (Frost, 2014).

From implementing these strategies, EGLG should see an increase in employee engagement and therefore have a positive impact on employee performance and commitment. 
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