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(Employee Engagement) oneuine
How much of our personal selves we bring info our “Employee Engagement is a heightened emotional
jobs while doing work-related tasks - William A Kahn, and intellectual connection that an employee has
Psychologist (1990) for his/her job, organization, manager, or co-

worker that, in turn, influences him/her to apply
additional discretionary effort to his/her work” -
The concepts of “employee engagement” Conference Board (2006)
have been with us for many years. More than
30 years ago Gallup and other companies
pioneered the concept of the “engagement , ,
survey.” 1Junnusanvaiuguanuinaalaududuntisu
1882NUNUDIANIS UQOUJHUEJSTJUHUTU’NU =du1dn
YoJOJANS TOEJUF]NUC]JT’HH’? OEJﬂUOJﬂmS laz1Gu
‘being posifively present during the [Afs:AUINMAIMe Masla 1WaUfuainumsiayo)
performance of work by willingly contributing 31AMsIBE&aN&0g10Us=3nE MW

intellectual effort, experiencing positive (sA.as.3sUs:M SASUIS)
emotions and meaningful connections to

others.” - CIPD
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1960 1980 2000 TIME
L} - - >
Satisfacti
M?)I!:lgc Al Engagement
= Enjoys the job = Strives to » Loyal to » Proactively seeks
- achieve organization, opportunities to serve
: - personal goals  optimistic for the the mission of the
dissatisfied future organization
with terms and = Contributes 9
conditions energetically = Collaboratesto = Willing to go the “extra
= Not = Values agf;nlzve s il
necessarilya  achieving g = Is willing to withhold
team player personal goals = Has a sense of criticism and/or be
more than team/ belonging to constructively critical
organizational organization for the good of the

goals organization
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Engagement is not satisfaction Think People
Consulting
Difference between Satisfaction and Engagement
Where Employee Satisfaction is a rational state that is based on what
. . . About Work - Satisfied Engaged
the employee deliver in terms of work compared to the benefits e g S
rec.elved,.EmpI.oy.ee Engagement represents .an em.otlonal relationship. hink Workingorche |1y ot o o
This relationship is not only to the company itself, it extends to all the
company’s stakeholders and to the company’s purpose. Feel |like my job, itisajob| Ilove myjob
Do a good job, .
. . Act enough to keep the es:crtle‘rleefn?::e
This also reveals that Engagement is not only about the exchange boss of my back
between the company and the employee but also about other
exchanges between the company and its stakeholders — exchanges
that does not directly impact the employee. Engagement Definition
As Engagement is a complex relationship it challenges the traditional
indUStriaI HR VieW Of the World- It iS nOt Viable tO identify huma nS that Engaged employees work Not Engaged employees are Actively Disengaged
.. . . . with passion and feel a essentially “Checked-out”. employees aren't’t just
“have engagement” therefore it is not possible to hire and fire your way (G e
to Engagement — you have to create it. You have to change from M orporation forward. | | onergy o passon—into | | hese workers cndermine
selecting and changing the employee to fit the corporation to change et cowaters seommlih
the corporation to fit humans. Gallup
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(Employee Engagement)

Gallup Q12 Survey
2012 Reports

BUSihCSS Per'for'mance FinGnCiGI Per.for.mance Companies on the top quartile on engagement
- 16% in profitability

less absenteeism

and employee turnover
(on average)

fewer safety incidents

() ¢ ' ’
41 %o Tewer ;:»rodi ict defects

Retention, Absenteeism @ e

- 18% in productivity

Employee
Engagement

gher pr

Customer Satisfaction
- 25% in turnover for high-

- 12% in customer turnover companies @ hlgher profltablllty
loyalty/engagement

- 37% in absenteeism

Source: Gallup
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(Employee Engagement)
“If employees truly

GALLUP are a company's best

Emo-meter asset, then their care
and support should

AMI lewill be a priority”
™ MERCER
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THE 12 ELEMENTS OF GREAT MANAGING:

THE EMPLOYEE ENGAGEMENT HIERARCHY

Learn & Grow Q12
Gallup's research shows that the order in which these 12 employee engagement items are asked is important. Progress Qi
When discussing these elements with their teams, managers should focus first on employees” basic needs, then
align their employees’and teams’ efforts with the company’s mission, culture, and brand. This alignment helps Best Friend Q10

companies maximize employee engagement as a key driver of business performance and success,

Quality Qo9

f Q12. This last year, | have had opportunities at work to learn and grow. Mission/Purpose Qo8
GROWTH Q11. In the last six months, someone at work has talked to me about my progress. Opinions 7 Q07
Q10. I have a best friend at work, Devel ent Qo6
22 ‘ Q09. My associates or fellow emplovees are committed to doing quality work. I
TEAMWORK QO8. The mission or purpose of my company makes me feel my job is important. Cares About Me Q05
QO7. At work, my opinions scem to count.
Recognition Qo4
‘ Q06. There is someone at work who encourages my development.
QO5. My supervisor, or someone at work, seems to care about me as a person, Do Best Qo3
INDIVIDUAL QO4. In the last seven days, I have received recognition or praise for doing good work. . .
QO3. At work, I have the opportunity to do what I do best every day. Materials & Equipment Q02
Expectations Qo1
‘ QO2. I have the materials and equipment I need to do my work right.
BASIC NEEDS QO1. 1 know what is expected of me at work.

Clpwright © 19733995, 2054 Galngy, Iaw. AX Hghos reserval
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Consulting
Engagement Engagement Business
Drivers Outcomes Outcomes
Aon's Engagement Model
. #Brand Talent sk examines interconnected levels
's‘ Reputation Retention . . . .
£ e Brand/EVP s including: drivers, engagement
= cadership Corporate responsibility Wellness :
©
5 ez outcomes and business
5 .
. Performance 'Lea.dershlp ) @. OUtCOFﬂES
= The Senior leadership . o
= Work BU leadership Ll
Experience Productivity
: UE
= N t Performance Safety
E Company Career opportunities
E Practices Learning and development Y -
g Performance management Customer [, ) l I{:",‘-’I 'l_l
= Peop|e management Satisfaction
The Basics Rewards and recognition NPS
Retention

Company Practices The Basics The Work

Communication Benefits Collaboration b

Customer focus Job security Empowerment/autonomy EETET

Diversity and inclusion Safety Work tasks Revenue/sales growth

Enabling infrastructure Work environment Op. income/margin

Talent and staffing Work/life balance et e e Gl R

§Aon Hewitt Best Employer Indices

Source: http://www.aon.com/human-capital-consulting/thought-leadership/talent/aon-hewitt-model-of-employee-engagement jsp
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“Emo-meter” as a Organization Diagnosis Tool: Consulting
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“Emo-meter YIRE
Employee i %
Engagement 8" f

TS

Qrganization
hort Factors

Workplace
Culture

Culture impacts your
organization’s ability
0 engage workforce

Being + Belonging + Doing the Best

— 1 . - =
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Usowineziinanznuasasansas 1 undrozsl
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Advocate

They freely contribute
discretionary effort — a willingness
to go the extra distance in
executing projects and their
regular duties. They see a
mutuality of interest between his
or her values and aspirations and
those of the organization.

In addition to sharing some of
the attributes of satisfied
employees, motivated workers
contribute energetically and
are highly focused individual
contributors to the
organization.

Mercer’s Engagement Model

Engagement Model

n to Engagement
' Engagement Model®

Committed employees have
thoroughly internalized the
values and behaviors
represented by the earlier
stages of the engagement
model, but have also forged a
strong identification with the
organization.

Satisfied

Satisfied employees perform
their jobs and are satisfied with
the terms and conditions of
employment. However, they
tend not to go “above and
beyond” in their efforts.

0

Think People

Consulting



Mercer’s Engagement Model
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Satisfied:

= Provide work tools, resources and equipment
= Enhance the work environment

= Reward (reward level and understanding of the
rationale for reward change)

= Recognize work efforts

quocﬂie

Oommiﬁeo'

——

gusfieq
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Consulting

Establish fair performance goals
Communicate clear expectations
Regularly clarify priorities and feedback

Provide support by removing obstacles to
optimal performance

Recognize and reward performance
Delegate work to theses employees
Support skill development

quocate

e [

d,mmo'

e‘omated

—l

Q,Med

Help employees build meaningful long-term
careers

Ensure recognition and reward for long term
commitment

Listen to employees, share insights and
experience

Ensure fairness, consistency and transparency

Develop understanding of long-term vision and
business plans

Promote organization values and reinforce them
through management behaviors

Advocate:

= Communicate the organization's progress and
challenges

= Relate business results to team and individual
roles

» Endorse strong customer focus

= Share understanding of customer needs with
team

= Challenge and grow through delegation

» Establish comprehensive career development
plans

» Encourage upward communication
= Encourage innovation
= Recognize and reward
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Herzberg's Two Factor Theory
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|. Relationship with Supervisor/Leadership

2. Decision-making authority/Empowerment _

3. Work Environment/Safety/Resourceful 12. Teamwork and Cooperation

4. Challenge Work 13. Work/life Balance /Health and Wellbeing (17)
5. Relationship with Colleague 14. Other Income/Rewards

6. Development Opportunity 15. Internal Communication (+Palicy)

/. Job Promotion/Career advancement 16. Corporate Image/CSR (+Fairness)

opportunity. 7. Work Demand/Work Load

8. Policy/Vision 18 Fairness

3. Job Security 19. Clear Accountahility

10. Salary

20. Accomplishment
1. Respect from the others/Recognition
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(1) W0udrudAtyadadnns (Feeling of importance in the organization)

a )
58 = 54 Studies

16 public sectors
31 private sectors
1l public enterprises

Employee
Engagement

Organizati

on
(2) mstagdausau (Involvement) v

(3) duwusMwniurIKMIU - (Manager

(4) AwmaKM U3
(Career Growth)

Support)
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Actively Disengaged
Employees 29

e,

E il

Not Engaged
Employees
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Engaged
Employees

o au

62 % 2DIYARAINT 15 lsanauna a'liﬁ'rmaﬂﬁﬁﬂﬂua:nnﬁ’uﬁiafﬁﬂﬂﬂﬁu1a1uﬁtﬁ”nﬂ
3

36 % 289YARINT 15 LSINLUTA HANNDHANFTUATHNARABLSINEIUNA IuszALNRANY

@
il

2 % BasyaaIns 15 [5aNaN1Na AANNDLANFTHAZHNNWABD LFINLIUIR IWISZAUAT

o = | o o Q4
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« Traditionalists, born prior to
1946

 Baby Boomers, born
between 1946 and 1964

« Gen X, born between
1965 and 1979

 Millennials, born between
1980 and 1996

« Gen Z, barn after 1997

0

Think People
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Five Generations Working Side by Side in 2020

- . y !5’
>/
n ﬂ
AR A =h
TRADITIONALISTS

Great Depression
World War Il
Disciplined
Workplace Loyalty
Move to the 'Burbs’
Vaccines

o 8
i

BOOMERS

Born 1946-1964

Vietnam, Moon Landing
Civil/Women's Rights
Experimental
Innovators

Hard Working

Personal Computer

Fall of Berlin Wall
Gulf War
Independent

Free Agents
Internet, MTV, AIDS
Mobile Phone

MILLENNIAL
Born 1977-1997

9/11 Attacks
Community Service
Immediacy
Confident, Diversity
Social Everything
Google, Facebook

GEN 2020
After 1997

Age 15 and Younger
Optimistic

High Expectations
Apps

Social Games

Tablet Devices
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Five Generations in the Workplace

2020 World Health Organization, men and
women who are healthy at 60 will, on
average, be physically capable of

2048 working until they are 74 and 77

o% 20% 40%

2010

B Gen 2020 " Millennials "Gen X " Baby Boomers “ Traditionalists
Burcau of Labor Statistics Employment Projections


http://www.who.int/whr/2004/annex/en/index.html
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e asuamuinadouflumsmanu - Safety Flexibility Fair treatment

« duasunanssuinoa (Volunteering) NRNssulllodinu

* msdoans - mslhila:5u Feedback , ms&oans IIuU 2 MJ
* Celebrate People - Birthdays, Promotions, Retirement, Newcomers welcoming
* Celebrate achievements - recognition and encourage

* Remind people your company’s mission and values

AN S G N

* Show respect

* Empower employees
* Encourage learning

* CEO or Management meeting
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e Treat with fairness and respect with 3
concern for employee's well-being

« Communication
* (Giving clear expectation
 Coaching

 Ensuring work is designed efficiently
and effectively
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Source: https://www.flashpointleadership.com/blog/leadership-and-employee-engagement



aJud3y “Behavioral bridges” for driving results and engagement ath

the same time

Communicates clear strategy and

direction

Inspires and motivates
Establishes stretch goals

High integrity and inspires trust
Coachable

Supervisors Are Twice as
Likely to Be Rated Highly on
Both Their Business Results
and Their Team’s Satisfaction

PERCENTAGE OF LEADERS

24%

12% 9% 10%
SUPERVISORS ~MIDDLE SENIOR TOP

MANAGERS LEADERS MANAGEMENT
LEVEL OF SENIORITY

SOURCE ZENGER FOLKMAN
ANALYSIS OF 7,800 LEADERS © HBR.ORG

0

Consulting

Younger Leaders Are More
Likely to Be Rated Highly on
Both Their Business Results
and Their Team’s Satisfaction

PERCENTAGE OF LEADERS

31%

16%

. 10% 10% 10%

UPTO30 31-40 41-50  51-60 61-70
AGE

SOURCE ZENGER FOLKMAN
ANALYSIS OF 7,800 LEADERS © HBR.ORG

Source :https://hbr.org/2017/06/how-managers-drive-results-and-employee-engagement-at-the-same-time

ink People
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Gallup has measured the engagement of

27 million employees and in more than 2.5
million work units worldwide and has

studied the manager's role at hundreds "
Management Commitment of organizations. They found that in Manager..s
every workplace -- no matter what are eSSen*lal
. country, industry, or market it operates . .
n = to building
employee

engagement”

Engagement surveys

without visible follow-up
action may actually

decrease engagement levels

- BlessingWhite (2011)
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Think People Consulting Co. Ltd.

27/96 Centric Ari Station, Soi Ari 1, Phaholyothin Rd.
Phayathai, Bangkok 10400

www.Prakal.com
WEB: http:/ /www.facebook.com /thinkpeopleconsulting



http://www.facebook.com/thinkpeopleconsulting

