Note: Russell Consulting, Inc. provides these
PowerPoint slides and handouts to interested people
for their personal use only. RCI has copyrighted all
materials and retains all international rights over its
proprietary work. Those who download our materials
agree to respect our copyright and agree to not use or
duplicate our material for use by others. All commercial
use of this copyrighted material is prohibited. Those
who download our materials also agree not to
represent our material as their own.

If you wish to use these materials for use beyond your
personal use, please contact RCI for licensing and cost
information at RCI@RussellConsultinginc.com.
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» Develop an understanding of what job engagement is

« Explore the difference between job engagement and
job satisfaction

Discuss the research into why engagement is
Important

ldentify the six dimensions of engagement

Explore HR actions for developing engaged
employees

Highlight the “top ten” best practices
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Satisfied vs. Engaged Employees

Satisfied Employees Engaged Employees

Satisfied employees feel
comfortable, content, gratified, and
pleased with their work
environment. Employees are
satisfied with their jobs when their
fundamental needs have been
fulfilled

www.RussellConsultinglnc.com

Engaged employees deeply
connected with their work, the
work environment, and the people
with whom they work. Employees
are engaged at work when they feel
a sense of ownership and
commitment to the work, their
peers, customers, and the company.
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Examples . . .

Satisfaction Dimensions Engagement: Dimensions

» | feel energized by the work that |
do.

* My co-workers and | help each
other out when the pressure is

My workload is about right.

| like the people | work with.

| have the tools that | need to do
my job well.

: : on.
» | receive the skill and knowledge . .
- : e Our company vision and mission is
training that | need to do my job
clear to me.

well. :
» | feel responsible for my own

success here.
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Why Distinguish JE from JS?

- Being satisfied with your job doesn’t meet
that you’re engaged with it (you can be
happy at work but do a poor job of it!)

- If you’re engaged with you’re work you will
not only be more satisfied with it, but you
will also be more productive, create higher
guality results, and demonstrate better
customer service.
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The road to happiness lies in two simple
principles: find what 1t Is that interests you and
that you can do well, and when you find it, put
your whole soul into it — every bit of energy and
ambition and natural ability you have."

— John D. Rockefeller Il
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What Is Engagement?

Job engagement is a characteristic where an
Individual approaches his or her work with
enthusiasm, energy, focus, and commitment
such that the person is entirely present in
his/her work and is able to bring his or her full
potential to the work effort.
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How Engaged Are We?

« 26% Fully Engaged

« 55% Not Engaged - An opportunity to

build engagement!

- 19% Actively Disengaged {mmm |2y "%} b evle 1o

reach these people!

From: Gallop
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Why It Matters . . .

« Hewitt Associates Study — improvement In
engagement preceded financial performance

« Towers Perrin Study — companies that sought
to development engagement posted 3.74%
Increase In operating profit vs. a 2% decline In
companies with poor levels of engagement

- DDI Study — engaged employees less likely to
leave, employees more productive, higher
customer satisfaction, higher revenue growth
and profitability
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Engagement and Satisfaction

Engaged Employees Are More Satisfied
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DDI White Paper: E3 and Organizational Outcomes
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Engagement and Turnover

Engaged Employees Are Less Likely to Leave the Organization
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Engagement and Productivity

Engaged Employees Achieve More of Their Goals
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Engagement and Business Qutcomes

High Engagement Predicts Business Outcomes
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What Facilitates Engagement?

Turn to two or three people around you and
identify . . .

= What organizational factors enable employees
to be fully engaged in their work?

= What personal factors (characteristics within
the person) enable employees to be fully
engaged in their work?

www.RussellConsultinglnc.com © 2007, Russell Consulting, Inc.
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Best Practices Facilitating Engagement

10. Free flow and exchange of information.

9.

A work environment that is free of
harassment and discrimination.

High levels of teamwork, cooperation, and
collaboration.

Employee participation in decision
making.

At least annual effective performance
reviews that are linked to strategic goals.
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Best Practices Facilitating Engagement

S.

Clear, consistent, and accessible HR policies and
practices to which all leaders and managers are

deeply committed.

Quality leadership/management selection and
development.

To the greatest extent possible, employees have
the freedom to define/develop their own jobs.

A well-developed talent management system.

A genuine leadership concern for and
commitment to employee well-being.
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In Addition . . .

—————————————————————————————

Routinely measure job engagement levels.

Develop a baseline measure of JE
Periodically assess progress toward improvement

Demonstrate the linkage between JE and customer
satisfaction, productivity, and profitability

Actively engage all organizational stakeholders in
identifying actions that they can take to enhance their
own engagement and the engagement of others

Develop a Job Engagement Development Plan anchored
by the JE metrics and which holds leaders and managers
accountable for JE progress
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Whatever you do will be insignificant, but it
IS very important that you do it.
— Mahatma Gandhi
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Never doubt that'a few dedicated

Individuals can change the world.

Indeed, It Is the only thing that ever has.
— Margaret Mead
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for your active participation insthis session!

> Receive a free subscription to ournewsletter
— Give me your busmesgpard

> ViSIt www BgMinglnc com for the

PowerPoint slides from this session

» Visit www.Surveys-for-Results.com

Information on RCI’s job engagemen
assessment and develc
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