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Academic Focus and Research Rationale
[bookmark: _Hlk26215587]There is a famous story about three brick layers with many variations, but all have a very poignant message. A man walked up to each of the three brick layers one at a time and asked what they were doing. The first replied, I’m laying bricks. The second person responded, I’m a builder, I’m building a wall. The third, when asked the same question answered with a gleam in his eyes, I am building the greatest cathedral to the Almighty God. This is perhaps a simple yet powerful illustration of employee engagement, in lay-man’s term. But employee engagement is a broad term with no single definition. The contrary is true as it has over 80 variants (Macleod and Clark, 2009) adding to the confusion. To begin with, employee engagement is defined by Kahn (1990:694) as “the harnessing of organisation member’s selves to their work roles; in engagement, people employ and express themselves physically, cognitively, and emotionally during performances”. According to Kular et al (2008), the cognitive aspect of Kahn’s (2009) definition is about beliefs about the organisation, its leaders and working conditions. The emotional aspect is about how employees feel about their organisation as a whole and the physical aspect refers to physical energies used by employees in doing their jobs (Kular et al. 2008). So, for employees to be engaged, they have to be both physically and psychologically present. Employee engagement has been defined as an intellectual and emotional commitment to an organisation (Baumruk 2004, Richman 2006, and Shaw 2005, cited in Kular et al 2008). Truss et al (2006) offers a simpler definition of employee engagement as ‘passion for work’ which encompasses the three dimensions in Kahn’s (1990) definition. The definitions of employee engagement may sound similar to other constructs such as ‘organisational commitment’ and ‘organisational citizenship behaviour’ (OCB) (Robinson et el, 2004) but they are not the same. For example, Robinson et al (2004) defined engagement as one step up from commitment. Even though engagement contain elements of both commitment and OCB, Robinson et al (2004) argues that neither commitment nor OCB are adequate to explain engagement. Saks (2006) agrees, arguing that organisational commitment refers more to a person’s attitude to an organisation whilst engagement is not merely about attitude, but the degree to which an employee is attentive and absorbed in their role.
Employee engagement has its roots in motivational theory such as Maslow’s Theory of hierarchy needs and Hertzberg’s two factor principle. Maslow’s theory is based on the preposition that individuals have needs and will always want more. The needs are arranged in levels and once they achieve one level, the natural thing to do is to move up to the next level. There are five levels, usually depicted as a pyramid with the basic needs at the bottom. The levels from the highest to the lowest are self-actualisation, esteem, love and belonging, safety and physiological needs (Maslow, 1954 in Mullins and Christy, 2010). According to Hoffman et al (2009), talent and ambition are fully realised at the highest level. Managers should assist their employees to get to this level as this is where they function at their optimum (Kelleher, 2014). The five levels of Maslow’s Theory have been described by Kelleher (2014) in relation to the workplace. In short, engagement is absent at the lowest level and rises through the levels and peaks at ‘self-actualisation’, which is associated with employees performing at their optimum and ultimately completely engage with the organisation (Hoffman et al, 2009). 
There is a strong case for employee engagement to business and it should not be viewed as a tick box exercise or an additional expense as it can be a source for competitive advantage. This where an organisation makes more profit than its competitors by either lowering cost or selling more than their competitors, or in some cases, doing both (Johnson et al, 2011). Employee engagement can achieve this by creating customer loyalty and improving retention rates (Levinson, 2007). White (2008) reports that 85% of engaged workers plan on staying as compared to 27% of disengaged employees. Engagement affects performance (Kahn, 1990) and engaged staff are likely to work hard and increase productivity (Lockwood, 2007). Engaged staff are also more likely to promote the positives of the organisation, such as its product and services as well as being a good employer (Scottish Executive Social Research, 2007). Also, a study conducted by Mauno et al. (2007) and Rothbard (2001) revealed that engagement may result in positive feelings towards the work as well as positive health effects.  
    Aim
The banking sector in Ghana has experienced a cataclysmic change as a result of new reforms introduced by Bank of Ghana (BoG) in 2017. The reforms had the overarching aim of modernising and strengthening the banking sector. In pursuant of this, all universal banks had to increase their stated capital was to GHS400 million by 2018 (PWC, 2019), but the scope of the reform was much broader. Following the deadline, the number of universal banks reduced from 34 to 23 representing a decline of 32% (PWC, 2019). Three mergers between six banks were approved by the BoG, and as a result of this, 16 banks have either been closed or no longer exists as independent entities. As a result of the mergers and closures, a lot of jobs were lost. This will be an uneasy time for people working in Ghana’s banking sector and I intend to find out through a survey about how these employees feel about their organisations and their position within it. I want to attempt to find out what makes them have ‘passion’ for their job as described by Truss et al. (2006), and to develop employee engagement strategy based on the research findings. 
· Areas of Interest
· What is the level of engagement at within Ghana’s banking sector?
· Have job losses within the sector adversely impacted employee engagement?
· What categories of staff are more engaged?

    Objectives
· Measure the level of engagement within Ghana’s banking sector.
· Determine how recent job losses within the sector is impacting on employee engagement.
· Determine ways to engage employees.
Hypothesis
A 2019 Bloomberg report stated that Ghana’s banking sector was at risk of loosing a further 4000 jobs as a result of the BoG efforts to clean up the finance industry (Dzawu, 2019). There have been inevitable job loses in Ghana’s banking sector through bank closures and mergers. It is easy to see why employees in this sector will be anxious and not feel they have a secured job, giving that a lot of their colleagues are out of a job. A Gallup study confirmed the connection between job security and employee engagement. A key finding of the research was that job insecurity significantly reduced the odds of employee engagement (Gallup, 2019). Employee engagement decreased by about 37% among employees who are insecure about their jobs (Gallup, 2019). The recent job losses and possible future job losses is likely to result in job insecurity, thus the generation of hypothesis 1 below:
Hypothesis 1	Employees working within Ghana’s banking sector will be less engaged.

Research Method
Both primary and secondary data will be utilised in this research. Secondary data will mainly be used in the literature review. After considerations, a quantitative research method was decided over a qualitative method. This is because a quantitative method emphasises objective measurements and the mathematical, statistical or numerical analysis of data (Babbie, 2010; Mujis, 2010). It focusses is on gathering numerical data and then making a generalisation across groups or explaining a phenomenon (Babbie, 2010; Mujis, 2010). This will be an ideal approach if the purpose of the research is scope rather than depth. A qualitative method focuses on “the intimate relationship between researcher and what is being studied, and the situational constraints that shape the inquiry” (Denzin and Yvonna, 2010 in Denzin and Yvonna, 2005: p.10). Quantitative method yields a detailed description of date and hence appropriate for depth of understanding. Due to time and resource constraint, this research will focus on scope rather than depth. Since a research of this nature has not been done on the Ghanaian banking sector, interest will be to explore a wide range of areas. Future research can then focus on a narrow area in detail. Choosing a quantitative method will allow for a broader study, greater objectivity and accuracy of results, and avoiding personal bias. A limitation of this is that although qualitative data is more efficient and able to test hypothesis, contextual detail may be missed (Babbie, 2010).
A survey has been deemed the most appropriate way to gather the primary data for the purposes of this research, due to the scope of the sample size. The survey will be based on the Chartered Institute of Personnel and Development (CIPD) attitude and engagement survey carried out by Truss et al (2006). It has been tested for validity and covered the scope of the questioning required (Knight, 2011). The survey was used to conduct independent research by the Kingston Business School and Ipsos MORI. It was used to measure attitudes and engagement of 2000 employees in the UK. A modified version of the survey will be used to measure engagement levels of employees working within Ghana’s banking sector. The questionnaire will focus on the three dimensions which are: emotional engagement, being emotionally involved with work; cognitive engagement, focussing hard while at work; and physical engagement, willing to go above and beyond for an employer (Truss et al, 2006). 


    Data Collection
A questionnaire will be designed using Qualtrics Survey Software[footnoteRef:1]. This will then be sent out electronically (consent form included) and employees will be invited to complete an employee engagement survey making use of a Likert type scale in order to rate response to statements. The scale will allow respondents to choose from a range of four to five outcomes. For example, strongly disagree, disagree, neither agree nor disagree, agree, and strongly agree. The target audience will be employees working within Ghana’s banking sector. A target of 100 employees will be aimed for to complete the survey. The survey once completed will be stored within the Qualtrics data base for analysis. [1:  https://www.qualtrics.com/uk/lp/uk-ppc-demo-request/?utm_source=google&utm_medium=ppc&utm_campaign=brand+bmm+uk+spart&campaignid=649321870&utm_content=&adgroupid=45256922394&utm_keyword=qualtrics&utm_term=qualtrics&matchtype=b&device=c&placement=&network=g&creative=338371026696&gclid=Cj0KCQiA_rfvBRCPARIsANlV66O_Ozy6AcBiRyg0f-SXyfz1xVdYl1kDfHxl06fhy6h1miq6OBLsIl0aAmKCEALw_wcB] 

    
Methods of Analysis
The results from the survey will be exported from Qualtrics to SPSS (Statistical Package for Social Sciences), and then analysed with SPSS. Preliminary data will be analysed for descriptive statistics such as means and standard deviation (Bryman, 2015). The three dimensions of engagement will be analysed to arrive at the overall engagement level. Cross tabulations will be used to segment data sets to examine differences between subgroups. The  T-test will be used to determine whether these differences are significant or not. The analysis will not infer causality as the aim of the research is to look for correlations and establish associations. This is due to the sample size and the fact that the research will not be repeated due to resource and time constraint. The conclusion that will be drawn will take into account the limitations of the research and then put into context. 


Ethical Consideration
The University’s (UWTSD) ethics form will be the guide to the ethical consideration to this research. The collection of data will start only after the ethic form for this research has been approved by the supervisor. Since the research is been carried out in Ghana, cultural differences must be considered. The research will ensure the considerations of scientific objectivity, privacy-impartial reporting, confidentiality, findings reported fairly and accurately (UWTSD, 2019). A risk assessment will be carried out prior to the research and all necessary permissions sought.
Resources and Time Management
Resources required include laptop, internet, access to online library, essential books, statistical software (SPSS), video conferencing and others. Some of these have been provided by the university for free and the rest privately funded by the researcher. Any unforeseen future cost will also be privately funded by the researcher. Time will be a real constraint as the research is aimed to completed by May for the June exam board.
Dissertation Planning
Proposal: I started the proposal in Oct 2019 and I aim to complete it by Dec 2019.
Research Introduction: I’ll start this in January 2019, and I intend to finish this within two weeks. 
Literature Review: I intend to start this in Feb 2019 and complete it by Feb 2019, using 3 weeks.
Methodology Section: I will start this in Feb 2019 and aim to finish by March 2019 (2 weeks).
Data Collection: March-March 2019 (3 weeks)
Data Analysis: April 2019 (3 weeks)
Discussion, Conclusions and Recommendations:  May 2019 (2 weeks).
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