1. What is Employee Engagement?
· Motivation?
· Job Satisfaction?
· Commitment?

Lack of consensus around exact definition of employee engagement, shared understanding that it represents a step beyond job satisfaction, commitment or even motivation.  Engaged employees have an emotional attachment to their work and/or organisations which leads them to expend greater energy, work beyond contract, going the extra mile, discretionary effort.

According to Utrecht University (2018): Work Engagement has 3 elements:
· Vigour (energy, resilience and effort)
· Dedication (enthusiasm, inspiration and pride)
· Absorption (concentration and being engrossed in one’s work) 

What is the strength on this definition?
· Tangible – there is a physical/psy state of being which can be measured.
What is the weakness?
· It misses the aspect of awareness of business context – understanding the line of sight between job role and the purpose of the organisation.
Kingston Business School: ‘being positively present during the performance of work by willingly contributing intellectual effort, experiencing positive emotions and meaningful connections to others’ (Alfes et al,2010).
They also identify 3 dimensions:
· Intellectual engagement – thinking hard about the job and how to do it better
· Affective engagement – feeling positively about doing a good job
· Social engagement – actively taking opportunities to discuss work related improvements with others at work
Why is it important that there should be a consistent definition for engagement?  Well, to be able to make comparisons across organisations as they are all measuring the same thing.

Employee engagement brings together a range of concepts, including work effort, organisational commitment, job satisfaction, shared purpose, energy and ‘flow’, and numerous definitions exist each with a different emphasis (CIPD, 2015).


The CIPD (2011) states that Employees can be engaged with different aspects of their work:

· The job itself
· A particular task
· Relationships with colleagues
· The organisation
· People outside the organisation e.g. customers  

It is also important to note that employees can be engaged with different aspects of work. 
Can we assume that they are engaged all of the time with something but not necessarily with what matters to their line manager of employer. 

You might not be engaged with what I am saying, you might be more engaged with checking your Instagram!

Research has found that you can be engaged with certain aspects of the work but not necessarily with the organisation as a whole.

Question

Think about your student experience?  How does this apply?
Are there modules that you felt more engaged with than others?  Why do you think that was? 
















A CIPD Employee Outlook Survey (2015) results indicated:

· Women are more satisfied than men in their work
· Employees are more satisfied in the private sector, than in the voluntary and public sectors and the most satisfied in micro businesses.


The survey shows that 39% of employees are engaged; this is a small increase on the results from the autumn 2014 survey.  The number of disengaged employees has declined slightly from 4% in autumn 2014 to 3% in this survey; however, the number of employees who are neutral has risen to 59%.

Question
What might have been driving the increase in engagement in the UK at the time?
What do you think the results might say in a survey if we did one now?



















The Drivers for Engagement
Macleod and Clarke (2009) identified four key enablers:
· Leadership 
· Engaging line managers
· Employee voice 
· Integrity

A great deal can be learnt from existing research on what drives employee engagement. For example, the 2009 MacLeod Review summarised four ‘enablers’ that should be fundamentals of any employee engagement strategy:

· Leadership that gives a ‘strong strategic narrative about the organisation, where it’s come from and where it’s going’.
· Line managers who motivate, empower and support their employees.
· Employee voice throughout the organisation, to challenge or reinforce the status quo and involve employees in decision making.
· ‘Organisational integrity’: stated values are embedded into organisational culture; what we say is what we do. integrity, closely relates to the sense of fairness and trust in the organisation and the psychological contract, which depend on employers delivering on their commitments and fulfilling employee’s expectations.
· Sense of feeling valued and involved
· Involvement in decision making
· Freedom to voice ideas, to which managers listen
· Feeling enabled to perform well
· Having opportunities to develop
· Feeling the organisation is concerned for employees’ health and well-being (Robinson et al., 2004) 

Engaged Employees
· Loyal
· Productive
· Get work done effectively
· Less likely to leave
· Likely to recommend company to friends
· Miss on ave 4.67 days per year
Disengaged Employees
· Productive
· Not psychologically bonded to organisation
· Susceptible to defect to other employers
· Physically present
· Psychologically absent
· Share with colleagues many reasons for which they believe their organisation is a poor place to work
· Less collaborative
· Less innovative
· Miss on average 10.68 days per year (£40 billion a year)

The Psychological Contract
What is the Psychological Contract?
· ‘The perceptions of the two parties, employee and employer, of what their mutual obligations are towards each other’ (CIPD, 2014)
· Distinguished from the legal contract of employment.

The psychological contract provides a rationale for ‘soft HRM’ or being a good employer.  It recognises that employment is a relationship in which mutual obligations of employer and employees may be imprecise but should be respected.  Failing to manage or deliver the deal may seriously damage the relationship, therefore affecting individual and organisational performance.
	Employees promise to
	Employers promise to:

	Work hard
	Pay linked to performance

	Develop new skills and update old ones
	Delegate interesting tasks

	Show loyalty to the organisation
	Recognition for innovation or new ideas

	Be honest
	Reasonable job security

	Be flexible
	An attractive benefits package

	Maintain high levels of attendance and punctuality
	Opportunities for promotion

	Be courteous to clients and colleagues
	Respectful treatment


There are expectations on both sides of the contract.

The Psychological Contract
According to Guest (2010):
· People management practices will influence the state of the psychological contract
· The contract is based on employee’s sense of fairness and trust and their belief that the employer is ‘honouring the deal’ between them
· Positive psychological contract can have a positive impact on business performance.
What happens if the contract is broken?
· Negative impact on job satisfaction
· A negative impact on the commitment of the employee
· A negative impact on employee engagement
· Manager’s job to take responsibility to maintain the contract
· Preventing breach in the first place is better than trying to repair the damage afterwards
Trust
What is trust?
‘Trust is a psychological state comprising the intention to accept vulnerability based upon positive expectations of the intentions or behaviour of another’
(Rousseau et al, 1998, pg. 393)
Who do you trust?
· 37% trust their organisations senior management.
· For almost every employee who says they trust their manager there is another who does not trust them, with roughly as many waiting to be convinced one way or the other. 
(CIPD, 2013 ‘Are organisations losing the trust of their workers?’)

Question
Does this surprise you? Explain your reasoning. 











Employee attitudes towards senior leaders are steadily improving. The area where senior leaders continue to be weakest is consulting with employees on important decisions

The public sector still scores the worst in this area, there has been an improvement from autumn 2014, which hopefully is a reflection of positive action being taken.

Crisis of Trust

· Members of the public have lost confidence and trust in politics, financial establishments, the media and organised religion
· Major CIPD (2012) research report  ‘Where has all the trust gone?’ examines the issue of trust, why it matters and what can be done to repair it.

The research based on 14 detailed case studies e.g. John Lewis, Sunderland City Council and Cable and Wireless
Types of trust relationships
The report identifies:
· Trust in each other
· Trust in the organisation
· Trust in external relations
· Trust in leaders
· Trust in line manager

Most robust – trust in each other
Trust in the line manager is most critical in terms of determining trust relationships with the rest of the organisation.   


Key elements in building trust include:
· [bookmark: _GoBack]Improved communication
· Stronger employee voice
· More meaningful consultation
· Ensure that systems and individual behaviour reinforce corporate values.
Are organisations losing the trust of their workers?. (2013). CIPD
Bringing it all together….
Leaders and managers should pay close attention to:
· Effective communications that keep employees well informed 
· Give employees a meaningful voice
· Role model the behaviours of employee engagement
· Fair and just management processes and support employee well being

