EXAM QUESTION
Drawing upon research, explain how an ‘engaged’ employee is different from a ‘committed’ one?


The UK loses potentially £59.4 to £64.7 billion to the economy each year due to disengaged employees, which has a negative impact on our global competitiveness (HR Mazagine, Chris Roebuck, 6th November 2009).  Kingston University Research (2011) which found that only 35% of employees are currently engaged and the Gallup survey (2011)  identified 20% as disengaged.

Therefore, in order to address these issues, we must understand the difference between ‘engaged’ employees and ‘committed’ employees.  According to the Macleod Review (2011), employee engagement is about ‘creating a culture and environment where people do the best job they possibly can’.  Engagement is measurable and is a two-way relationship, which correlates with performance and innovation.  Armstrong (2006) also states that people may be engaged in work even if they are not committed to the organisation, unless they are given the opportunity to use their skills. However, according to O’Reilly (2000), commitment has different forms and is concerned with an individual’s psychological bond to the organisation, including job involvement, loyalty and believing in the organisation’s values.  Therefore, commitment can be deemed as emotional and behavioural.  This is further enhanced by Cook (2008) who believes that employees may be loyal but not necessarily engaged. However, CIPD Research (Creating an Engaged Workforce, 2010), believes that commitment actually contributes to engagement    

What steps could your organisation take in order to increase its levels of employee engagement? What would be the advantage of taking such steps?

Swansea Metropolitan is currently undergoing massive change management due to the recent merger with University of Wales, Trinity St David which has created a transformed University.  This has not only impacted on engagement of staff but also culture (including language barriers).  

For engagement to have meaning it must be measured.  Therefore, it should be integrated into performance management systems and used as KPI’s.  The Macleod (2011) review established that many organisations use ‘employee engagement survey’s’ as a basis for their engagement strategy.  However, these are often deemed as a ‘tick box’ process by employees, rather than having real meaning.  Therefore, I would recommend that a clear communication strategy is implemented as part of the change management process, together with the integration of engagement into performance management systems.  In essence, good leadership and management within the University should be pro-active in their approach to staff engagement, and the evidence above demonstrates that commitment will lead to engagement and vice-versa.  This is essential to ensure the smooth transition of the new University.  

The tangible benefits of increasing employee engagement are;
· According to the Macleod Review (2011), increasing investment in employees by just 10% would produce an increase in gross profit per employee of between £1083 and £1568.  

· Cost savings associated with sickness absence (engaged employee currently take approximately 2.7 days per annum, whereas disengaged employees take 6.2 days per annum.

· [bookmark: _GoBack]To increase staff retention and save on associated costs.  A survey by the Corporate Leadership Council (2010) found that 87% of employees were less likely to leave if they were engaged, and 67% of employees actually act as advocates for their organisation. 

· In essence, engaged employees overall generate 43% more revenue than disengaged employees. 
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