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Executive Summary
The purpose of this report is to explore and recommend how Human Resources can support and implement wellbeing strategies for employees within Marelli. 
Wellbeing, and more specifically, employee wellbeing is becoming an important strategic focus within organisations. Research and studies have shown a direct correlation between wellbeing and employee productivity, satisfaction and retention within many UK organisations. Employers are also recognising that wellbeing goes outside of work, and organisations now recognise the need for a ‘work-life balance’ for employees to feel valued and remain engaged with their employer. 
It has been found, within the report, that employee wellbeing and organisational success are intrinsically linked; with employee engagement being a major factor in how employees feel and how they operate within their organisations. The focus previously has been on HR to manage employee engagement and wellbeing; however, this has slowly devolved into a responsibility that managers take on to develop more engaged teams. 
In summary, it has been identified that several initiatives can be carried out to enable a wellbeing strategy at Marelli, and key activities to support the implementation of a strategy have also been investigated. 



















1. Introduction 
Marelli is a global automotive business, with over 60,000 employees spanning 170 facilities worldwide. (Marelli, 2020) This report will focus on the Llanelli division of the business, which employs just over 350 employees as of Summer 2020. The Llanelli manufacturing site has been established since 1965 and has gone through many changes over the past 55 years due to many mergers and acquisitions within the wider business. 
Since the most recent acquisition of Magneti Marelli in May of last year to “form the seventh largest automotive parts supplier” in the world (Reuters, 2018), there has been significant focus on aligning and harmonising policies and procedures throughout the business, both globally and regionally. One focus is to improve employee engagement and retention, through improving employee wellbeing strategies. It has been recognised that after a lot of change and restructuring within the business, not only recently, but historically, that a ‘formal’ focus on engaging employees and ensuring their wellbeing is lacking. Such strategies will be designed to support employees, but also will benefit the business overall as happier and valued employees are also more likely to drive productivity, improved products and innovation within an organisation. (CIPD, 2019) 
The aim of the following research is to explore and critically analyse the correlation between employee wellbeing and organisational success.  
Objectives:
· To identify and explore how employee wellbeing impacts employee engagement and retention within organisations 
· To critically analyse the correlation between employee wellbeing and organisational success
· To investigate if wellbeing does link directly with engagement of employees 
· To make recommendations for a wellbeing strategy to possibly be implemented at Marelli

Employee wellbeing is a critical topic within organisations and has become a part of strategic human resource management in recent years, due to its importance to the success of a business. The CIPD advises that encouraging employee wellbeing is good for both employees and the employer.  Supporting and promoting wellbeing within work can help prevent stress and adopting positive working environments can support employees, and the wider organisation, to succeed. It is also noted that positive health and wellbeing can be a “core enabler” of engagement of employees and the performance of an organisation. (CIPD, 2020) 
The CIPD also developed a pyramid model to demonstrate how organisations can integrate wellbeing into the workplace effectively. The model includes engagement, wellbeing, culture, leadership and people management as factors to be considered when looking at wellbeing at work, and having strong leadership, culture and management at the ‘bottom’ of the pyramid (or at the core of the organisation) will lead to improved wellbeing and engagement of employees (CIPD, 2020)
In comparison, a wellbeing charter has been developed by the government as a model of how to integrate wellbeing successfully within businesses in the UK. The Workplace Charter provide guidance and ‘aims’ for employers, however, as this is more specific to individual organisations, it can be subjective so isn’t a reliable model to utilise if an organisation is looking for more of a template in order to develop wellbeing strategies.
This research showed a distinct gap in formal models for wellbeing, which emphasises the point that wellbeing is still emerging as a strategic principle for organisations and that formal recognition may be lacking.  


2.1 Employee Wellbeing and HR 
As wellbeing has become increasingly strategic due to the correlation between wellbeing and organisational performance, businesses have started to adopt formal policies and procedures, initiatives and changes to contractual terms (in some instances) to embed wellbeing into organisational culture. HR Managers have even been cited as “guardians of wellbeing” within organisations, such is their role in adopting a strategic approach to wellbeing. (Renwick, 2002) However, as HR roles are becoming increasingly more strategic, devolvement of responsibility for employee wellbeing to managers and supervisors is more common. Organisations are therefore looking to support with this devolvement of responsibility by including wellbeing in its policies and procedures or having more formal guidance on how to foster employee wellbeing within the workplace. 
The 2009 MacLeod review on employee engagement identified line managers as a “key driver of better engagement.” (McLeod & Clarke, 2009) It argued that managers need to coach teams and develop them effectively. However, as in many organisations, promoting from lower levels into management can show that even though managers have technical ability, they may lack on having skills to engage their team. This is where a robust training and development programme for managers within an organisation can be beneficial, to give managers (both new and old) skills to develop highly engaged teams. 
2.2 Employee Wellbeing and Engagement 
Many studies have shown a link between employee wellbeing and engagement and demonstrate a positive relationship between work engagement and employee wellbeing. Kahn (1990) was one of the first theorists to write about employee engagement and how it impacts employees, and since, many theorists have studied and defined employee engagement and its link to wellbeing. Interestingly, theories around engagement have not been developed in a structured or synthesised way, but instead there are many ways of defining employee engagement as it is such a broad term and subject. 
Broadly, employee engagement focuses on having mutual advantages for both employees and employers, by enhancing employee wellbeing and satisfaction, which in turn supports the organisation as they will perform better and be more likely to be committed leading to less turnover. (CIPD, 2019) 
Schaufeli et al (2008) also concluded that workers who are engaged in their work tend to have less reported illnesses and their emotional wellbeing is better than those who are not. This can lead to less absenteeism and again, contribute to productivity.  The Director of ACAS wrote in 2012 that there is a direct link between wellbeing and engagement, but also noted that the two factors are usually treated as separate issues by managers (ACAS, 2012). He also noted that initiatives such as flexible working to reduce stress are linked with greater employee commitment and engagement. Also, organisations that take time to define roles clearly and enable employee voice yield far more engagement from employees than in organisations that do not partake in such activities. 
2.3 Employee Wellbeing and Organisational Performance/Success 
Evidently, increased wellbeing and engagement amongst employees leads to an increase in productivity which in turn, leads to a better performing organisation. The Macleod review, as mentioned previously, explored employee engagement and how it impacts organisational performance. It was argued within the report that employee engagement was vital for organisational success. Four key ‘enablers’ of employee engagement were developed as a result of the report, which were “commonly agreed to lie behind successful engagement approaches” (MacLeod & Clarke, 2009, p33). These four enablers are: 
· A strategic narrative – ensuring engagement is a part of organisational strategy
· Engaging managers – improving the link between management and the workforce
· Employee voice – allowing employees to be involved in decision making
· Integrity – being true to the organisations’ cultures and values

The findings of the report, and developing the enablers, evidenced clearly that there is a link between organisational performance and the performance of employees, and organisations need to continually manage this. Crudely stated, organisations with high engagement tend to have high levels of performance and engaging with staff should be a strategic priority. Employers should take innovative approaches to encourage engagement, with wellbeing being intrinsic to this strategy. This includes allowing a strong ‘employee voice’ as employees who feel valued and listened to are more likely to feel engaged in their work and wider organisation. 
However, engagement of employees is not something an organisation can adopt or make their employees suddenly have. Management are a key driver in engaging employees and furthermore, organisational performance. It has also been widely shown that employees who have positive relationships with their managers, are more likely to be satisfied at work, be motivated to improve themselves and the wider business. (Elicker et al, 2006) 
3. Methodology 
Due to the nature of the topic researched, the approach to researching has been mostly interpretivist, as employee wellbeing is subjective to individual needs in many organisations and thus is shaped appropriately. 
An employee engagement survey was delivered and completed within Marelli in October last year and is completed by employees annually. The response rate was positive, with 94% of employees participating. The most relevant section of the survey when looking at Employee Wellbeing and Engagement would be ‘Work Engagement’ where satisfaction at work was explored through a series of questions. Work engagement can be defined as “a positive, fulfilling, work-related state of mind that is characterised by vigour, dedication and absorption.” (Schaufeli & Bakker, 2004) Employees were presented with several statements relating to engagement at work, for example “I am determined to give my best effort at work each day.” In this example, over 95% of employees agreed or strongly agreed with this statement which shows a very positive response to how engaged employees are. This is a positive reflection of the culture and engagement within the business, and in relation to introducing a new wellbeing strategy, could mean that employees will be open to introducing more strategic approaches to maintaining the already positive culture within the organisation. 
However, we must also be mindful that employee engagement surveys are a snapshot in time and can be seen as having ‘rose tinted glasses’ approach to engagement of employees. For example, in the question above, we ask employees if they are determined to give their best effort every day. This can result in misleading responses as on that day, an employee may have felt positive about work. However, when asked on a different day the question may have yielded a different response. Also, when analysing other questions in the section of the survey for example, “My wellbeing is important to the organisation” only 63% strongly agreed or agreed with this statement. It can therefore be concluded that even though employees are engaged within the organisation, many feel they are not supported enough from a wellbeing perspective which is contextually interesting. It could be said that the organisation is doing well on developing a strong organisational culture, however, as in many organisations, there are improvements to be made. This is evident when looking at the responses linking to wellbeing within the organisation. 
As above, surveys are a good source of feedback and data when exploring topics such as wellbeing and engagement. However, the data is very much current, and could change from one day to the next. Being mindful of this is important when collating results from employee surveys such as this, and also, when looking at improvements based on employee surveys it is important to explore different options and thoughts rather than fixate on that point in time (for example collate regular feedback from employees throughout the year rather than once a year to ensure data is as accurate and current as possible. 
The employee engagement survey data was collated and analysed using survey monkey, as this allowed for respondents to remain anonymous and means a less manual approach to handling and analysing data. The decision to use an online anonymous method came from employee feedback that there were concerns over anonymity and the desire to give honest responses to surveys. Ethically, this was a logical approach to ensuring employees felt comfortable with giving their views. An online response method was also logistically more beneficial in comparison with paper-based surveys, as the business operates multiple shift patterns including nights. Having the option to complete an online survey meant employees would not be limited by their shift patterns as to when and where they could complete the survey. The use of online surveys has also increased response rate, from 72% in 2015 to 94% in 2019, leading to far more cross-sectional data to analyse and respond to. 
4. Findings
The report has found that employee engagement is a broad subject and has many definitions. It can also be an umbrella term for many other factors, such as motivation. It has been found that even though Marelli has a strong employee culture, improvements can be made in order to further develop engagement within the workforce.  
5. Conclusions
It can be said that employee wellbeing and engagement have a direct link, and that valued employees contribute more productively at work. Engagement of employees also correlates with organisational success, and it has been evidenced that increased wellbeing amongst employees has allowed organisations to be more productive, innovative and reduce employee turnover. 
However, even though it is clear that engagement has become a critical management concept in recent years (Crawford et al., 2014), there has been no formal evaluation of the subject that brings together evidence and studies relating to engagement in an organised approach. This can cause confusion around what employee engagement should be defined as, which has caused the subject of wellbeing to be a largely grey area in terms of how organisations can manage it. Many organisations therefore take the approach of utilising employee engagement surveys to identify employee wellbeing or how engagement can support wellbeing strategies. 
It can be concluded, particularly from the employee engagement survey, that generally, employees feel engaged within Marelli and are motivated to contribute to the organisation through their roles. The 2019 employee engagement survey concluded that employees are generally satisfied with work engagement, compensation, benefits and communication. However, it was noted that some work around wellbeing strategies and wider communication with employees regarding initiatives could be done, to improve employee wellbeing. 

6.  Recommendations
The recommendations to Marelli Stakeholders, namely employees and the senior management are as follows, to ensure employee development and organisational performance are developed more strategically:
· Develop a high-level wellbeing strategy, that utilises focus groups and pulse surveys to gauge workforce engagement and ideas for engagement within the organisation. 
· Improve Night shift communication and approach to how communications are made on different shifts across the business.
· Develop a robust training programme that develops managers to coach their teams to improve engagement, innovation and autonomy.
· Identify other methods, alongside employee engagement surveys, of getting feedback or employee views on engagement. For example, interviews, focus groups, pulse surveys and case studies.

7. Limitations
Due to the COVID-19 pandemic, primary studies have been limited; however, the report has aimed to explore secondary data and theory alongside current Marelli policy and procedure in order to provide appropriate recommendations.
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