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- Abstract

The purpose of this dissertation is to review thé concept of employee
engagement, examining the benefits of best practice human resource policies
and procedures, in order to identify the means by which this can be best

‘achieved within SAL.

This review explores some of the major themes of employee engagement,
- such as the organisational benefits of engagement, its link to the psychological
contract, as well as different elements of organisational life that impact on

engagement, both positively and negatively.

It includes a review of the SAL organisation, and identifies both the levels of
employee engagement within the company, and the ways in which this can be

improved in particular areas.

Some of the views that emerge from this review are detailed below:

o By.concentrating on employee engagement levels within an organisation
and making change;s to improve the levels identified, it can bring a variety
of benefits, including increased productivity and profitability, attraction
_and retention of staff, ahd increased levels of innovation. ]

e Employee engagement has benefits to employeés also, including improved
morale, job satisfaction, health and well being, aS well'as’ a better work life
balance. ‘ .

N Employee engagement is a feature of, and has an impact on the culture of
an organisation. ‘

o There are many ways to create or improve levels of employee engagement,

- specifically with regard to efficient people management practices that are
aligned with the organisational strategy.

e The most effective way of measuriné employee engagement levels within
an organisation is through employee attitude surveys, performance

management review results, and exit interview feedback.



¢ Improvements in employee engagement levels can be identified when
matched against key organisational metrics, for example profitability,
productivity and retention levels.

o Effective communication at all levels in the organisation is an important
factor in ensuring that employees are fully engaged with the desired values
and behaviours in the organisation.

e Senior management are the crucial factd; in ensuring that desired

behaviours and values are embedded in any organisation.



Chapter 1 - Introduction
1.1 Reason for researching Employee Engagement

Employee engagement has been discussed within HR iﬁ recent years as
having benefits that can directly impact the productivity, quality and
profitability of an organisation. ~However, high levels of employee -
engagement are not easily achieved within an organisation, and many
practitioners of people management are not familiar with either the concept,
benefits or how to achieve and improve employee engagement within an
organisation. A primary goal of this research is to fully understand what

employee engagement really means for an organisation.

There are many reasons for wanting to evaluate the level of employee
_engagement within SAL. One of the primary drivers behind this review is to
ensure that we can fully understand both the levels of return available when
employérs are fully engaged, and consequently the damage that can be caused
by a disengaged workforce. This review will show both theoretically and in -
practice at SAL, the benefits to organisations if the recommended HR best

practices are adopted.

When reviewed with the overall organisational strategy in mind, it should be
possible to identify which human resources best practices will enable SAL to
increase the level of engagement of its employees, so that it can achieve its

desired future strategy.

‘There are a number of different motivating factors that affect each employee,
and when reviewing employee éngagement, it is necessary to identify what
motivates and drives an employee to become fully engaged within the
organisation. Given the variety of skill levels and skill types within SAL, it
will be important to try and see the types of influences that affect employee

engagement in the organisation.



1.2 Aims and objectives of the review
The objectives of this review are outlined below.

1.2.1 Level of Employée Engagsement

One of the major goals for this review is to try and identify the level of
employee engagement within SAL. This should enable the organisation to
focus its attentions on specific issues for the organisation, which should help

to implement changes to tackle any problems identified.

1.2.2 Improving Emplovee Engagement

As part of this review it is necessary to outline ways that employee
engagement can be improved within SAL, well as identifying ways to
measure the level of engagement and changes that may affect it within the

organisation.

1.2.3 Best practice methods

Another primary aim is to try and identify best practices and policies that
encourage employee engagement within an organisation. This is vital to
ensure that SAL keeps ahead of its competitors where possible, and creates

the best possible environment for its employees to grow and develop.

1.3  Scope of Research

In order to adequately research a topic as diverse as Employee Engagement, it
is necessary to cover issues and current trends in the following areas;
Employee Engagement, Organisational Culture, Change Management,

Performance Management, Career Progression and Retention.

As well researching the theory of these topics, 1 will also include an analysis

of the current level of employee engagement within the organisation.
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Chapter 2 - Literature Review
2.1 Introduction

In recent years, there has been much interest in the area of employee
engagement and the competitive advantages that can be gained from it, but

what do we really mean when we talk about it?

The aim of this review is to identify the common concepts a's‘sociat‘ed with -
employee engagement. The concept has be’eh around for a number of yeérs,
however, there are not many references to employee engagement in textbooks,
as many authors concentrate on the various. elements that influence .

engagement, rather that the concept itself.. -

Thelfa're a number of Ajrourmra!' éni_cilgs that explore some of E};l?_ major themes
of employee .engagement, including the “organisational benefits of
engagement, its link to the psychological contract, as well as different
elements of organisational life that will impact on engagement, both
positively and negatively, and I will review a variety of these themes during

this section. This review will also cover arteview of the SAL’organi'sation.
2.2 Defining Employee Engagement

Early research ‘in persohal or employee engagement by Kahn developed a
definition of engagement as ‘The harnessing of organization members’ selves
to their work roles; in engagement, people employ and eXpress thémselves
physically, cognitively and emotionally' during role performances (p694,
1990). He also outlined how people use different levels of effort in the roles
that they perform, which has an impact on the level of performance within the

role.

In other research, employee engagement is recognised as being a combination

of the commitment of employees to the organisation and its values as well as a



willingness to help out colleagues, and is something that the employee has to
offer the organisation, but goes beyond general job -satisfaction and

motivation to do well (CIPD 2008 a).

As is highlighted above, job satisfaction is an important characteristic of an
engaged employee. This was described by Hackman and Oldman aé having
the following attributes; skill variety, identify to a particular task, knowledge
of the significance of the task, feedback on performance, and the freedom to
do the job as desired (p533 , Marchington & Wilkinson). Once these features
are maximised in a role, they will ensure that Athe employee eXpériences

‘meaningfulness at work, thus increasing engagement with the organisation.

Seijts and Crim have a slightly different view, and describe an engaged
employee as being one who is enthusiastic and fully involved in their work,
'and are attracted, inspired and committed to what they are doing every day.
}Théy gé on :to say t‘hat e'm.ployees g(; that extra mile fof the company, and
invest in and deliver ‘discretionary effort’, to ensure that the organisational

objectives are achieved (2006).

Gallup research has shown that ‘Engaged employees work with passion, and
feel a profounrd connection to the company’, and are also drivers of innovation _'
and company growth, where as not-engaged or actively disengaged employees
are doing their everyday job, but are not putting any additional effort into this,
and will sometimes undermine what other colleagues accomplish (Gallop

2006).

So who are our engaged employees? Gallop has conducted a vast quantity of
research in this area, and have identified that engaged employees are simply
the more productive employees within the organisation. Their research also
proves that engaged employees are ‘more productive, profitable, safer, create
stronger relationships, and stay longer with their company than less engaged
employees (Gallup 2006). This US based research has also shown that up to
15% of employees in 2006 were actively disengaged, at an estimated cost of

$370 billion to the US economy. In recent research in Ireland and the UK, it

P



was found that only 23% of employees are fully engaged with their employer,
and -that a staggering 22% of employees are actually disengaged

(BlessingWhite, 2008), which is worrying for employers.

According to Daniels and Daniels, an engaged employee will demonstrate a
number of key attributes that set them apart from other employees, these
include commitment, initiative, and an overall approach to understanding the
company needs, rather than just working longer and harder (Johnson 2006).
In defining an engaged workforce, they see that it will consist of a critical
mass of employees that not only do more than their job description prescribes,
but also deliver this effort at the right time, and towards the priority actions in

order to achieve the company goals.

In a model by Scahufeli, engaged employees are described as full of energy,
pride and enthusiasm towards ‘the organisation they work for, and are
’c‘ompletely Willing to focus on ihe task at hand and go the exira milé for the
organisation to achieve success. It has also been described by Kahn as ‘the
harnessing of organization members’ selves to their work roles’, and results in
an improved and easier performance by individuals within their role

(Wildermuth and Pauken 2008).
2.3 Understanding employee engagement
2.3.1 Benefits of employee engagement

As we can see, engaged employees are committed to an organisation in many
different ways. We can derive from this increased commitment level that
there will be benefits to be gained by encouraging employee engagement

within an organisation.

According to research carried out by the CIPD, some of the benefits of
employee éngagement to an organisation include improved business
performance, brand promotion, and high service levels of product and quality.

Similarly, a strong employer brand will help in attracting and retaining



employees in the organisation, and will result in improved job satisfaction for
its employees (CIPD 2008 a). When employers fulfil the expectations of their
employees, it strengthens the employee’s sense of faimess and trust in the
organisation, and creates a positive experience and psychological contract
between both parties, resulting in the employee offering discretioﬁary effort

towards the organisation and their work.

Similarly, Gallup also identifies the benefits that engaged employees :bring_ to
an organisation. They are more productive in the work environment, they add
to the profitability of an organisation, they create stronger customer
relationships, are more innovative, and stay longer with the cdmpany'than
employees that are not engaged (Gallup 2006). These advantages can support
organisations to create and achieve their strategic goals, and eXplore this
further, in a study conducted by Gallup Management Journal it was found that
organisations are looking to their employees for new and innovative ideas for
businesé dével-oprﬁcr'lt, andv that chgagcd e.r'nplroyeesraré thé most likely group
to put forward suggestions for management or business improvements

(Gallup, 2006).

Some of the benefits of employee engagement to employees outlined by
‘Loehr include increased enthusiasm, improved health and happiness, and will
ensure that the employee is of great value to an employer, thus improving the

employer/ employee relationship (Wildermuth and Pauken 2008).

2.3.2 Creating employee ehgagement

As we can see, there are numerous benefits to having a highly engaged
workforce in an organisation, but how can this be achieved successfully in an

organisation?

A report by the CIPD (2008a) discusses a number of main drivers needed to
encourage employee engagement in an organisation. They discuss how it is

firstly necessary to align people management strategies to organisational



policies to ensure that employees are aware of how their work contributes to
the organisational outcomes, as well as the importance of having effective two
way communication and having leaders that are committed to the
organisation. Outlined also is need to feel valued and heard in the
organisation, as well as being able to perform to the best of one’s ability in the
role. In addition to this, the way work is organised and the provision of
adequate worki'ng conditions ensure that employees have .meaningful work to
do, and will work more effectively within their role, and all of these elements
will assist in releasing the employee’s discretionary effort and behaviour.
Finally, the CIPD research concluded that if employees have autonomy and
responsibility in their role, and receive the support, coaching and feedback
they require to do their ‘job effectively, it will drive forward the levels of

engagement to the organisation.

One of the most effective ways of aligning people and organisational
‘s'trategies,'a-nd ensuring éﬁ]bloyeeé are aWzire of how thcif work .contributes to
company goals is to provide feedback to employees, either informally on a
regular basis or formally through a performance management system. This
can be effective way of creating or increasing engagement, as it allows
employees to communicate with their managers, and allows them to discuss
their performance against company goals, and is an opportunity for them to
receive praise and recognition for a job well done, and makes them more
accountable. for their actions (p5, McMahon 1999). This is an essential

feature of organisations with a highly engaged workforce.

A central part to the process of engaging employees within any organisation is
to ensure that line managers are fully engaged to the management of their
employees. This concept is discussed by Dalziel and Strange who illustrate
how important it is to understand the line managers point of view when it
comes to managing people, and to provide a HR solution to support them by
providing them with the correct training, support and tools with regard to HR
policies and procedures. It is also essential to demonstrate the benefits of
engaged employees in the workforce, by providing them with performance

results of engaged employees. This will also help to get line managers on



board with the concept of employee engagement, as they will see the benefits

that can be gaihed (p 57, Dalziel & Strange).

In contrast tc.)i this, another area that can be developed to encourage
commitment of employees to an organisation include the future employability
of employees outside of the organisation (CIPD 2008 b). This will have an
impact on employees in organisations that are encountering difficulties, and
can be achieved by providing training and development outside fof

organisational needs.

Another model for generating the right levels of employee engagement and
initiative within an organisation is outlined by Daniels and Daniels (Johnson
2006), and can be effectively used by an organisation hoping to improve
engagement . within the organisation. This includes the identification and
communication of new behaviours by managers, which can be done by
analysing the'future straiegy, along with the required commitment 'levels'and
behaviour that will be needed from employees in order to achieve it. They
also highlight the need to identify what will motivate employees to behave as
desired by the organisation, which will differ from person to person and from
industry to industry. Once goals have been communicated, they also illustrate
the need for Senior Managers to positively reinforce the message, which can
best be achieved by Senior Management leading by example, and continually
re-emphasising the desired goals. Actions such as providing opportunities to
take on new challenges, pﬁblicly praising for a job well done, or thanking
them for completing a task in a timely manner can all have a positive

motivational affect, thus encouraging employee engagement.

Woodruffe discusses how money is not the main reason why employees will
decide to work for one employer over another, and rather. it is a variety of
other factors like career advancement, interesting roles and associated
autonomy, positive feedback and a pride in the organisation that will have an
impact on their attractiveness and engagement within an organisation (2006).
He also outlines how other non-financial motivators can be effective ways to

encourage employee engagement, such as a commitment and trust by the
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employer to the employee, and how the exposure of employees to advice and
mentoring by senior people within the organisation can have a significant

motivational influence on how employees engage with an employer.

Lawton highlights the importance of effective internal communication in
ensuring high levels of employee engagement within an organisation. He
feels that they should be advised of organisational strategy, values and goals,
as well as its products and services, and how they are expected to perform
within their role (Human Resource Management International Digest, 2008).
~ These aspects of an organisation are important to ensuring that the employee
is fully aware and engaged with the organisational brand, which will help

them feel more integrated and connected with the organisation.

2.3.3 Importance of the psychological contract
In section 2.3.1, the CIPD outlined how employee engagement can have a
positive influence on the psychological contract between employer and

employee, but how can this be achieved?

The psychological contract has been defined by David Guest as ‘the
perceptions of the two parties, employee and employer, of what their mutual
obligations are towards each other’ (CIPD 2008 b). These perceptions are
informal promises between the employee and the employer, and are believed
to be a valid pﬁrt of the relationship between both, and-will affect how
employees behave from day to day. Guest goés on to describe a model of
how employee and organisational characteristics will ultimately affect
employee behaviour and performance, and the quality of this output will be
determined by the quality of the faimess and trust within the relationship.
This psychological contract will have a significant impact on the level of
employee engagement within an organisation, and a failure to deliver on
commitments made to employees, for example, -training, reviews or

compensation, will negatively affect engagement.
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The psychological contract has been described by Clutterbuck as ‘the
unwritten assumptions by employers and employees ébout the appropriateness
and value of the social exchange between them’ (2005). He goes on to
explain that the more the relationship is valued through mutual respect, added
value and aligned beliefs, the healthier the psychological contract is, and that
these beliefs will have a strong influence on the attitudes and behaviours

demonstrated by employees.

On a different angle, in an article by Atkinson (2001), the psychological
contract has been linked to career development by Herritot when he described
a career within an organisation as a series of re-negotiated psychological
contracts between an employee and employer during the duration of
employment. The article also highlights that the way in which pfomotions
are conducted within an organisation can have an influence on how much
discretionary effort is exerted by an employee, if it is thought that the
prc;rr:)otionsr pfoqess has heén ;/iblated (lr\/iart-i.n etAa], Moormah). It wa's also
highlighted that Hind et al felt that employers must encourage employees to
manage their own career by supporting the continual learning of all

employees within the organisation.
2.3.4 Influences on Engagement
In addition to the organisational influences described earlier there are many.
other factors that have an influence on employee engagement within a

company, and some of these influences are explored below.

Organisational Culture

Research has found that organisational culture will have an impact on
employce engagement levels within an organisation. Edgar Schein defines
‘organisational culture as a set of ‘basic assumptions and beliefs that are shared
by members of an organisation, that operate unconsciously, and that define in
a basic taken-for-granted fashion, an organisations view of itself and its

environment’ (p6, 1991). It is a learned response to a group’s problems of
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survival in its environment, and are taken for granted as the group tends to

solve the problems in a consistent and repeated manner.

- Culture is evident in organisations when we identify the common language
and ways of thinking, according to Schein (p41-42, 1999). This transpires in
the way that employees try to identify the right way to dress, to conduct
themselves in meetings, and how to use the common terminology, and as a
result of this, it will have a significant influence on the level of employee

engagement within an organisation.

Team Dvynamics

As discussed by Wagner and Hartner (2007), effective and cornmittevd teams
are less likely to leave an organisation, are better with customers and are more
productive than people who are just freeloading or coasting within a team.
However, freeloaders within teams who coast along with minimum
‘é.ont'ril;ﬁtioh :to 6r'génisational goa‘ls éan ha{;le ar m‘ajor irﬁpﬁct on employee
engagement, not only on the other members of a team, but also within an
organiéation. They also discuss an experiment conducted by Fehr and
Gaachter which showed that when people within teams are held accountable
for their actions, that naturally productive people become more willing to
invest time and effort into their actions, therefore resulting in the entire group
becoming more engaged, and improving productivity. This shows the
significant impact that team culture can have on an organisation,-and on the

level of engagement of the employees throughout the organisation.

The main feature of effective high performance teams within an organisation
is the deep sense of commitment within the team to the growth and success of
an organisation, which was highlighted by Katzenbach and Smith (p78,
Armstrong, 2002). Armstrong also highlights that the way people work
together are affected also by the culture of the organisation, which again can
have an impact on and is influenced by levels of employee engagement within

an organisation.
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Relationships

Kahn suggests that employees are engaged to an organisation when they are
emotionally connected to others within their work and form strong
relationships. with their managers and employees within a team (Luthans and
Peterson 2006). This shows the importance of the role of the manager in
employee engagement, and according to’Luthans and Peterson, Ithis can
strengthen a manager’s confidence and self belief about their ability to

manage a group.

Similarly, the importance of the line manager cannot be underestimated in the
role of People Management and as HR Champions, as outlined by Ulrich
(p235, 1997). He goes on to discuss how Line Managers have the-ultimate
responsibility for the outcomes in an organisation, and this also holds them
accountable for the employees that work for them. Because of this we need to
ensure that they have’the skills to enable tht_am to fulfil this_r_ole adequately, so

that they can engage the employees fully in their roles and to the organisation.

An article by Paul Michelman (2004) in the Harvard Management Update
provides some key advice on how best to manage employees, by ensuring that
they are activély engaged with the organisation, thus increasing growth,
profitability and stock prices. This is achievable through the effective
selection of employees, setting expectations of accomplishments, and through
the effective motivation and development of employees so that they can -
achieve their full potential by focusing on the talent of employees rather than
the requirements of a particular role. This will ensure that the- right
behaviours and skills of employees can be used to the benefit of the

organisation.

Change Management

Change and the way it is managed within an organisation will have a
significant influence on the engagement levels of employees. However,
changing a well establ.ished culture and processes within an organisation can-
be a complicated process. Schein outlines how it involves unleaming

previous conceptions of beliefs, attitudes and values, and learning new ones,

14



and this can be an upsetting time for many people (p116, Schein 1999). This
however will be beneficial to the company overall, as it will ensure that the

objectives will be achieved over a period of time.

Employee Stage of Life

As discussed by Brown et al (2007), the engagement and motivation of staff is
also influenced by their stage in life. They discuss how there are three stagés
in engagement life cycle, young and promiscuous (age 18-24), steady and
driven (age 25-54) and content and loyal (age 55 plus), and each stage will
elicit a different level of engagement from employees, and will also have an

impact on employee turnover levels within an organisation.

Environmental Factors

There are a number of changes in the workplace in recent times that will have
an affect on the employee/ employer relationship. Environmental changes in
';n‘eas like :changing -orgaﬁisatidnal structure, th;: nature of jobs, markets,
technology and products all have. an effect on the workplace and the
employees, and the result is that employees are required to be more flexible
and committed to the organisation, and the psychological contract can provide
a framework to monitor employee attitudes in this circurﬁsta11ce (CIPD 2008
b). The existence of this flexibility and commitment to the organisation will

be directly dependent on the level of engagement within the organisation.

Emplover Branding

It is well recognised that in larger organisations, it is difficult to identify one
single person as a manager, and as a result of this, line managers play a
significant role in promoting the employer brand. This is a corporate
-personality or identity that employees will relate to, and will include a set of
corporate values and mission, that employees will rclate to, which will also

encourage employee engagement (CIPD 2008 b).
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2.3.5 Measuring engagement

It is important to measure how employees' feel about their work and their
employer, and this is generally conducted through attitude surveys. It is by
conducting these surveys that it is possible to identify the main areas in need
of development within the organisation, and topics usually include the
following themes; ‘ .

e Compensation

e Communications

¢ Employee learning and development

e Pecople management

e Work life balance

o Employee attitudes

e Employee turnover

e Recruitment.Levels 7

These levels can then be matched with key business indicators, such a
'productivity and profitability. When areas of concern have been highlighted,
it is then necessary to ensure that improvements are made in order to address

the issues (CIPD 2008 a).

In an article by Jenkins and Thomlinson (1992), it is discussed how Blau &
Baol linked the commitment level of employees in an organisation to the level
of employee turnover within an organisation. They also discussed how
Williams and Hazer directly attributed personal and emotional satisfaction in
a role to this commitment level of employees, and it can therefore be argued
that employee turnover can be an indication of employee engagement within

an organisation.

In contrast to this, there are a number of other indicators of employee
engagement, some of which can be difficult to identify. There are a number
of commitments that an employee may make to an organisation, and an
analysis of these will help to gauge how engaged they are with the

organisation (CIPD 2008 b).
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e Work hard

e Uphold company reputation

e Maintain high levels of attendance and punctuality
e Show loyalty to the organisation

® Work extra hours when required

e Develop new skills and update old ones

. Fl:exibilily

e Be courteous to clients & colleagues

e Honesty

o Innovation levels

Significant levels of research has been conducted by the Gallup Consultancy
Group (2008) in the past, and thrdugh this research they have identified and
,adépted twelve questions (Appendix I) to effectively identify the levels of
engagement within an- organisation, - in- the -area -of retention, productivity,
profitability, customer engagement and safety. These questions have proven
to be effective in identifying the levels of employee engagement within a wide
range of organisations within the US;, and can be used to measure areas that
leaders, managers and employees themselves can have an influence on whilst

working in an organisation.

24 Industrial Organisational Context

SAL is a stand alone subsidiary of a multi-national company located in the
mid-west of Ireland, speéialising in the heavy airframe overhaul of narrow-
body aircraft types, which involves performing heavy structural maintenance
checks, specifically on the Airbus A320 family and Boeing 737 and 767
aircraft types. It has been in existence since 1990, and employé almost eight

hundred employees.

Within the production function, there are four hundred employees, and the

majority of these employees are Aircraft Maintenance Technicians, who carry

17



out fnaintenancé checks directly on the aircraft. These employees are
primarily sourced directly from the internal training school, which is run in
conjunction with FAS, and approximately eighty students complete this
training program each year. The duration of this training course is two years
and three months in total. The production function is supported by a variety
of other departments, such as Materials, Paintefs, Planning, Enngineering,

Facilities, Stores, Finance and Human Resources.

Within Ireland SAL has only two competitors, but, as it is a global industry,
our true competitors are located in many different cost base countries,
including low cost regions like The Philippines, India and China. Due to the -
global nature of the aviation business and the need for our customers to travel
to avail of the service that SAL offers, all of these competitors pose an equal

threat, primarily that of cost.

While this Vthreat is omnipresent, SAL is recdgnised Vin the industry as a
company that provides high quality service to its customers. One of‘the main
challénges for SAL is to try andlidemify how it to provide this high level of
service to its customers while trying to increase its capacity offerings and

profit margins, all the while trying to differentiate itself from its competitors.

SAL achieves differentiation through offering high quality services in the
quickest time possible. In order to reduce ground times and increase
productivity and profit margins, SAL recently embarked on a journey of

change, incorporating Lean principles into its work practices, company wide.

The company spent approximately eighteen months reviewing its productivity
and capacity requirements, and implemented some of the Lean principles,
which it hoped would streamline its processes, reduce waste and un-necessary
tasks, and increase productivity within the haﬁgair. Since implementing the
new processes and resolving the industrial relations issues, the organisation
has achieved some of its objectives, and is now concentrating on sustaining

those results.
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While this has resulted in a shorter ground time for the aircraft, it has also
resulted in a period of unrest within the company, which lead to threatened
industrial action, high turnover of employees, as well as an unmotivated

workforce.

Some of the SAL Human Resources systems include a Performance Review
.System, which is a bne-page document that is completed by the manager and
filed, however these reviews are not collated or analysed with other reviews,
and are rarely viewed again. Production training is managed through the
Quality Department, due to extemal. regulations by the Irish Aviation
~Authority, and Manager Development is coordinated through the Humah

Resources Department.

2.5 Conclusion

the topic of employee

- -

It is re\"ic.lentt frdfri thér.Lilérature Réview that—
engagement incorporates a number of themes, particularly focusing how to
create employee engagement within an organisation and the psychological
ccontract, as well as - the various influences of engageme_nt,‘ and how

engagement can be effectively measured within an organisation.

‘Using this information it will be possible to further research the areas outlined
to identify the levels of employee engagement within the organisation, as well
as identifying what other organisations have done to improve engagement

levels in recent years.
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‘Chapter 3 — Research Methodology

3.1 Introduction

During the Literature Review in Chapter 2, a number of similar themes
emerged in the areas of organisational practices and human resources
management, and these themes will be the basis of my further research both
on employees within the organisation, and externally to Human Resources

professibnals in other companies.
3.2 Justification for conducting research
3.2.1 Analysis of employee engagement

It was previously highlighted in Section 2.3.5 that employee turnover can be
an indication of 6rganisational commitment and therefore employee |
engagement within an organisation. For this reason, [ have decided to use
employee Exit Interviews as an indicator of the level of employee engdgement
within the orgahisation, to try and ascertain what level of commitment they
had to the organisation prior to leaving, and whether the organisation could
élC[ on the issues highlighted to improve engagement levels going forward.
While | do not know if exit interviews have been used exclusively for this
purpose by any other organisations or for research purposes, I feel that it will
provide valuable information on the levels of employee engagement within

my organisation.

In the past, SAL has always conducted Exit Interviews to discuss why
employces were leaving the company as well as final payroll and the return of
company property, but did not consistently ask the same questions of all
employees, and as a result had not previodsly had the opportunity to review or

analyse the information collected in a consistent manner.
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In addition to this, it was decided not to conduct an employee engagement
survey due to the fact that there were some unresolved industrial relations
matters as a result of the changes that were implemented and discussed in
Section 2.5, which may have impacted the results of both the engagement

survey and the associated proceedings.
3.2.2 Analysis of Industry understanding

Throughout the Literature Review in Chapter 2, a number of common themes.
emerged in the area of employee engagement that will have influences on
other organisations, such as communication, employee development, people
management and human resources policies. It is because of this and the desire
to identify what other organisations think of the concept that I created a

survey to send to Human Resources Professionals in other companies.

This qualitative survey was completed to try and idenfify the concept of
employee engagement within the wbrkplace, to see if it is a common
discussion point used by other organisations to identify changes to policies
and procedures. Another reason was to see if other organisations have made
any changes to their existing policies and procedures in order to improve

employee engagement.

This is essential in ensuring that the potential benefits of increased employee
engagement are highlighted, and to identify if changes implemented had any

direct impact on the level of engagement of employees.

3.3 Overview of data collection method

3.3.1 Semi-structured survey

The data was collected via a semi-structured interview questionnaire

(Appendix II) during an exit interview that was held with employees leaving

the company on their final day of work. It was completed by asking the
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employees questions and noting their responses on the exit interview form.. -
The review was conducted in this manner because the majority of exiting
employees, aircraft mechanicé, were unfamiliar with other styles of
questioning, and to change the process would result in a low response rate and

an unbalanced outcome.

Thé questions used for the questionnaire (Appendix II) were devised in order
to identify the reasons why employees had left the company, where they were
going to, and to try and identify if there were any underlying reasons in the
work group, work team or organisation that would have affected their
engagement levels, and ultimately their departufe from the company. There
are a range of different types of questions that can be asked of employees to
identify levels of employee engagement. as was highlighted in Section 2.3.5,
and these questions have emerged and have been adapted from those kéy
themes identified. | |

The questions in the semi-structured interview questionnaire covered a broad
range of subjects, such as Salary, Benefits, Skills, »Manager,' Direct
Supervisor, Organisational Policies and Senior Management. A question was
also asked about the recent Lean Transformation, in order to identify if the

" recent changes implemented had the backing of the employees.

In conducting these questionnaires and anélysing the information contained
within, I hoped to identify if there are any particular areas of concern that
~ would impact on the engagement of employees within the organisation. This
information will then be used to identify improvements to policies and

procedures within the company to improve engagement levels where possible.

3.3.2 Open questionnaire

The data from this questionnaire was collected using a number of open-ended

questions, emailed to a variety of Human Resources Professionals, to try and
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identify the practical uses of reviewing employee engagement in an

organisation.

The questions used for the survey (Appendix III) were emailed to ten
individuals, some within the airline industry, and some within the region, as
well as to two subsidiaries of a company that I know had conducted a review
of employee engagement within recent years. I deliberately went outside of
the airline industry to other companies and to HR Consultants, to identify
what organisations in other industries thought about engagement, ass well as

questioning HR Professionals within my own organisation.

The questions asked included their understanding of employee engagement,
how it impacts on business, and the primary influences of engagement, as well
as questions on measuring engagement and implemenfing changes to improve
engagement within an organisation. When reviewing the data cdllected, I
hope to have an indication of best practice solutions for improving employee.
engagement, as well as the types of improvements that other companies have

successfully introduced to their organisation.

34 Analysis of research conducted
3.4.1 Semi-Structured Survey

The information collected was transcribed into an excel spreadsheet, and
analysed using a variety of different tools within the package to sort and

analyse the data in a structured way.

In all, twenty-one employees answered the questions, all of which had left the
organisation between October 2007 and March 2008. This feedback is
representative of two production depzirlments and one support department
with a total employee count of one hundred and fifty employees, which

represents 14% of the population of employees in those groups.
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The interview sheets collected are included in Appendix VII, and are

referenced by their employee identification number.
3.4.2 Open questionnaire

As the questions in this survey were open-ended, it was not possible to
analyse. this data statistically. However, the information collected was
reviewed cross-referencing the data to some of the key themes highlighted in.

the Literature Review in Chapter 2.

In all, just four responses were returned out of ten sent out to various

professionals, which I feel is. particularly low.

3.5 Conclusion

While the semi-structured interview provided valuable feedback on how
engaged our employees are, there are a number of difficulties associated with
the information provided in these exit interviews. Employees are not always
honest when answering the questions, as they want to ensure that they will get -
a reference from the company in the future if required. 1In addition to this,
they also want to have the possibility of retuming to employment with the
company, particularly in a company like SAL, where the skills gained are
very specialised, as there are few companies in the count{'y that require fully

qualified aircraft maintenance technicians.

As we can see, the questions that were asked can provide valuable
information on the employee’s 6pinion on particular aspects of the
employment relationship, regardless of whether they are leaving the
organisation or not. However, many more relevant questions can be asked of
current employees to try and find more particular information on the
employee/ employer relationship that are not relevant questions to ask of an

‘employee that is leaving the company, including some of the Gallup
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Questions, for example ‘In the last seven days 1 have received recognition or

praise for doing good work’ (Gallup Management Journal, 2008).

With regard to the open-ended questions to HR professionals, the responses
received show that some organisations have a very good understanding of the
topic. Howéver, the low response rate is disappointing, altho.ug>h, that in itself
may be an indicator of the awareness of employee engagcment within those

organisations.
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Chapter 4 — Research Analysis & Discussion

4.1 - Introduction

Included in this chapter is a summary of the findings of the Exit Interview
Questionnaires that were completed with each employee as was outlined in
Chapter 3, prior to leaving their employment with SAL. The purpose of this
analysis was to try and ascertain the levels of employee engagement within

our employees prior to leaving the company.

This chapter also includes an analysis of the Employee Engagement Survey of
external HR Professionals, to identify what main themes outlined in Chapter 2

are known about within other organisations.

4,2 Analysis of employee engagement levels

Out of the forty-four employees that left the company during the period from
the 1** October 2007 until the 30" March 2008, these questionnaircs were
completed by a total of twenty-one employees, which represents four- percent
of the average employee headcount for that period of time forvthe whole
company. The data analysed from the exit interview questionnaires is
included as a summary in Appendix V, and the detailed responses are

included in Appendix VIIL.

4.2.1 Trend of leavers
As you can see below in Figure 1, from existing company data of einployees
leaving the organisation, the numbers of leavers peaked in August and
September 2007, and reduced dramatically during the winter months. Having
analysed this further, while 1 did not track the reasons for the leavers during
August and September 2007, these leavers followed a period of significant
unrest in the organisation, and the high péaks of leavers in those months could
be accounted as pent up attrition. This however is difficult to confirin, as a

statistical analysis of the data could not have been completed.
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From an émployee engagement point of view, large-numbers of leavers can be
WOrrying, as théé.e, employees have become so disengaged from the company
that they hav.e decided to leave mev'organisation. in fact, ,a'c'cordi,ng to the
research coﬁducted in Section 2.3.5, it can be-one of the primary metrics used
to measure employee engagement. While the numbers of leavers drops dur-ing‘ :
October, November and December 2007, the l'ab}oilr turnover figures increase
agdin in January and February 2008, and the reasons for their leaving _will be

further investigated in Section 4.2.3,

Total Leavers

Jun- July- Aug- Sep- Oct- Nov- Dec- Jan- Feb- Mar-
07 o7 07 07 07 07 07 08 08 08

Figure 1

4.2.2 . Length of service

As- can be seen in Figure 2 ,be]ow; within the scobe of the employees
interviewed there aré a number of leavers from the organisation with less than
four years length of service. This is quite worrying, considering that fifty-five
percent of these leavers _wé‘re’ trained directly through our training school
outlined in Section 2.5, so when we consider the amount of time and effort
invested into .this training program, to have employee leave. as éarly as this,

results in a poor return of investinent on the behalf of the company.
As identified earlier in Section 2.3.5, :employee turnover is also a key

indicator of employee engagement, and to have such a high turnover of newly

qualified trainees is a worrying sign. This raises a number of questions for the
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organisation with regard to this specific group, primarily in the selection of
our trainees; for example, do our new recruits have the motivation and drive
to do the role in the first place? Do they become disillusioned employees

once they leave the training program; is the job all it was cracked up to be?

As outlined by the CIPD in Section 2.3.2, it is important to make work
interesting and challenging when designing jobs, as it encourages employee
engagement if employees feel that their job is valued in the organisation.
Some of the views expressed in these questionnaires highlighted the fact that
the newly qualified trainees were generally completing the more routine and
basic tasks (employee 2087 and 1833), and felt that they were not able to
progress enough in the role (employees 1833 and 1614).

Length of Service

< 1Year 1-2 Years 3-4 Years 5-9 Years 10-14 Years 15 Years +

Figure 2

4.2.3 Reasons for leaving
Of the twenty-one employees that left the organisation, the primary reasons

for leaving were captured, and are detailed below in Figure 3.

A primary area for concern is those employees that have because of career
progression reasons (19%, or 4 employees). When analysed further, it can be
seen that three of these employees left for completely different types of roles
(Employees 2399, 70435 and 1059); while Employee 1883 left as they felt

that they had better opportunities available to them elsewhere in the industry.
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Employee 1996 left due to a dispute regarding his qualifications and ability to.
progress within the organisation. This is an important issue that must be.
addressed. Effective career development and progression programs that are
well communicated are critical factors in employee engagement; this was

outlined in Section 2.3.3 by Atkinson.

Reasons for leaving

Similarly, work life balance is something that features highly on the wish list
for most employees. The high number of employees leaving due to their
working hours (19%, or four employees, Employees 648, 2138, 1038, 2087) |
indicates that they were not sufficiently engaged with the organisation, to
work additional hours during a period of intense change to help fulfil the
organisational goals. Although all employees did not give it as their primary
| reason for leaving, a number of other employees (Numbers 1038, 2222, 2087)
indicated that it was an issue within the organisation, which came about as a
direct result of our recent Lean transformation. This was highlighted both as
an indicator of employee engagement and disengagement by the CIPD in
Section 2.3.2, so not only can it contribute to reduced levels of engagement,

but it can also be evidence of highly motivated and productive employees.
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Another significant reason for leaving was Salary (19%; or four employees, -
2364, 2082, 2080, 2038). However, unless the overall remuneration package
is bonus or commission related, which is not the case in SAL, it has less of an
impact on ‘going the extra mile’, and so is considerably less useful as an
engagement metric. However, when the details of the reasons are analysed
further, we can see that one Employee 2082 also left due to the working hours
and another Employee 2080 also left because of the ability to progress within
the organisation, which are directly linked to employee engagement, as per

Woodruffe in Section 2.3.2.

Some of the less significant reasons for leaving such as the employees that left
due to grievances with the company are indicative- of a breakdown of the
employef/ employée relationship, thus resulting in poor employee engagement
(Employee 1614). Whether the reasons for leaving were valid or not, the
relationship with the company was one where the employee did not feel that
they had 'thre abiiity to bring their particular issue to conclusion with the
company, which is an indication of poor communication within the company,
a factor thatr is vital for effective employee engagement within any company,

according to Lawton in Section 2.3.2.

Other reasons such as Terminations, Personal Reasons, Disability, Relocation
and Travel are generally not found to be indicators of poor employee
engagement, as a more detailed analysis of the answers shows that they wereé

influenced by outside factors related to personal circumstances.

4.2.4 Negative answers
When analysing the negative responses to the questions highlighted in Figure

4 below that were posed in the questionnaire, some key issues are raised.
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I would recomimend-SAL as a good place to work to
friends or relatives

1 felt I-had job security
Seniormanagement frequently visited my-department

Organisation policies are clearly communicated

My Lead Engineer/ Manager has enough job knowledge
. to.make decisions about my work

My Lead Engineer/ Manager encourages my work group
to work as a.team

My Lead Engineer/ Manager is friendly and helpful

Job promotions in SAL are fair and objective

Compared to similar organisations in the locality, I.am |3
satisfied-with my benefits package

1-am paid fairly for the work I do

There was good cooperation among the members of
my work.group

My job made good use of my skills.and abilities

10 20 30 40 50 60 70 80 90 00
%. % % % % % % % % -%

& positive B Negative

‘0%

Figure 4

&

‘e 1 am paid fairly for what I do ~ QOver half of the employees (52.4%) that
left lhé company gave negative responses to this question. While it-is
widely believed that compensation is not one of the drivers of ‘employee
engagement, it is a need that should be met in order for other motivating
factors to take .over ahd to engage employees, aﬂccordingl Maslow’s
-~ Hierarchy of Needs (p241, Huczynskiland Buchanan)j In contr,as.t to this, it
is a question that will always elicit a-passionate response froln'erilployees,
as it is quite rare for an efnployee to leave an organisation for less moiey,

and even rarer still for an employee to-agree to the fact that they are béing‘

paid fairly for their role.

e Job promotions are fair and objective — Alarmingly 28.6%. of respondents

In addition to this, one even

answered this question negatively.

comnierited that promotions were dependent on union membership (ID
1614). However, it does highlight a perception within the organisation that

will need to be addressed, as the current process is evidently not clear to all
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employees. Career development and personal progression has also shown
-to be an important element in encouraging empioyee-eﬁg'agement within a
company as discussed by the CIPD, Woodruffe and ‘A_tkinson in Section
2.3.3, and when considering that one of the primary reasons for employées
leaving is also due to Career Progressibn, the high indicators on both show

that this is a serious issue for the company.

Senior Management frequently visited my department — Almost one half

(42.9%) of respondents answered this question negatively. This raises ‘

most concerns, as it highlights that senior management are not visible tc‘)‘a
vast proportion of the employees within» the company. As previously
identified in the résearch by Lufthans and Peterson in SeC‘tiOn 2.3.4, senior
management, through their actions and leadership skills, are one of the
most effective tools in encouraging employee engagement. 'Iﬁ fact, many
of those that r'e-sponded posi‘tively- felt that the dnly member of the senior
management téam thra‘fthey saw fegulaﬂy was the Head cl)f Prodhction, and
they rarely, if ever, saw the Chief Executive or other members of the:

Senior Management team.

‘I félt 1 had job security — The result of 28.6% is not" very surprising,
considering that in the past two years the company .has éxperienced
significant challenges with regard to necessary organisational changes that
were required to reémain profitable and in business, as was outlined in

Section 2.5. Over time this will feeling will reduce, as the organlisati'on

achieves the goals that it set out to meet. In fact, when reviewed against -

positive response rate (90.5%) from the last question, ‘I would recommend
the company as a good place to work’, it would indicate that there is
evidence of high employee engagement even among those employees

leaving the organisation.
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4.2.5 Positive answers ,
When analysing the responses in Figure 4, it is encouraging to see that the
majority of the responses are positive, which is indicative of employee

engagement within an organisation.

® My job made good use of my skills and abilities — In all, 85.7% of

respondents answered this as either Strohgly Agree (28.6%) or Agree
(57.1%), which shows that the majority of employees questioned felt that
they were somewhat challenged in their role. As per Johnson in Section
2.3.2, this shows that employees can perform to their best ability, and that
their work is challenging, which is an essential feature required to engage
employees in the organisation. However, this also contradicts another
question that answered negatively with regard to career.development,
although we could argue that they were using their skills effectively but did

not have much opportunity to progress further in the organisation.

@ There is good cooperation among the members of my work group — A total

of 81% of employees questioned rated this question highly, and indicated
that effective teamwork was a strong feature of the groups that they worked
in. All employees had positive things to say about their fellow team
members, and Wagner and Harter highlighted it in Section 2.3.4 as an
essential ingredient to effective employee engagement, as dysfunctional
groups lead to a culture that does not foster or encourage employee

engagement.

e My Manager is friendly and helpful — Of the respondents questioned,
95.2% felt that their manager was friendly and helpful, which is the highest
scoring answer of all the questions. As highlighted earlier by Johnsdn_ in
section 2.3.2, and by Lufthans and Peterson in Section 2.3.4, in order to
encourage employee engagement, direct managers need to lead by
example, and by being friendly and helpful to their employees encourages

this type of behaviour amongst the employees.
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¢ My manager encouraged my eroup to work as a team — A total of 90.5% of

respondents answered this question positiVely (28.6% Strongly Agree,
61.9% Agree). In a similar way to the last question this type of behaviour
encouraged by the maﬁager will encourage group cohesio_n and ensure that
employees remdin engaged. - This will aiSO encourage other new ‘and
existing employees to emulate the positive actions of their leaders an_a
managers. Johnson highlighted this in Section 2.3.2 as an effective way of

ensuring that all employeeé within a work group are actively engaged in

their activities and to the organisation.

® Oreanisation policies are clearly communicated — In all, 81% of

reSpon‘dents felt that the. communication of ;’policieé is very good, and all

. are awa're_ of the location of pc;licies and proéedures. Coupled with lhié,:as:
part of .our Lean Transformation émploye¢§ receive weekly information on

" the status 'of the workload thrdughqut the hang’ﬁr, altho{ug_hjt was also
' méntionéd iﬁlthe deiailed answérs that this com.mu_nication is one way, and
that it can bevdifficult to cémmunicate upwards in the_ o_rganisétion._ This is
highlighted by the CIPD and Lawton in Séction_2.3.2 as an essential
ingredient 6f ensuring h‘igh levels of emp‘loy'ee engagement in an

“‘organisation.
4.2.6 Other questions asked
Within. the semi-structured survey, there were other question’s@sked*bf
employees to try and identify if there were any other areas that would have

affected employee engagement levels within the organisation.

e Feedback on Lean Initiative

The comiments on recent lean initiatives taken by SAL in recent years was
quite positive overall, but the;e were comments, echoed by Aso,me
employees, with regard to working long hours, and working on repetitive
tasks (Employees 1038, 2222, 2087). In particular, the work design of

some of the roles changed as a result of changed practices, and has resulted -
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in people undertaking repetitive basic tasks week after week, which has
resulted in qualified mechanics comp]eting mundane routine tasks week
after week. As outlined by the CIPD in Section 2.3.1, interesting job
design is essential in ensuring high levels of employee engagement within

an organisation.

° Un'derstanding Change
In addition to this, many employees echoed that certain aspects of the
change initiatives surrounding Lean were not fully supported by
employees, saying that they couldn’t understand why certain aspects of the
change were being completed (ID 1038, 1534, 1883, 2080, 2082, 2104,
2222). As was outlined by Schein in Section 2.3.4, how change is
managed can have an impact on the engagement of employees within an

organisation.

® Trainee Experiencev
In-general the feedback on the training program was very positive by
employees; however, some employees (ID 2084, 2080) qﬁeried why we
did internal examinations rather than externally recognised exams in our
traininé program, as they felt that the externally recognised examinations
would be more beneficial to them outside of the organisation. As outlined
by Atkinson in Sectioh 2.3.3, an effective career development program is

" essential in"high levels of employee engagement in any organisation. -

e Training and Development
Other employees also provided feedback on training and career
development in SAL. There were a number of comments regarding the
freedom to do and attend additional courses (ID 648, 1059), and one
grievance was highlighted with regard to the suitability of an employee to
do course in a role that he had been working in for a number of years (ID
1614). Some employees also thought it was a good place to start a carcer
in aviation, but not necessarily the best place to continue with a career (ID

2104), and this will need (o be addressed. As was highlighted by Atkinson

<

35



in Section 2.3.2, career development and progression within an
organisation is an essential part of ensuring that employees are engaged in

an organisation.
4.3  Analysis of Industry understanding

4.3.1 Industry understanding of employee engagement

Each of the respondents in the employee engagement survey (Appendix 11
and VI) shows a good understanding of employee engagement. - Carol
responded that employeé engagement is a commitment to the organisation that
is offered by the employee affecting business performance, the prbmption of
the employee brand and retention, but is not just motivation or job
satisfaction. Maureen has highlighted that it is a comﬁlitmentmto something or
someone which is reflected by how hard employees work and how long they
stay with the company, and will result in increased productivity and profits. It
was also described by Rene as a commitﬁleﬁt by employees to individual
performance and company goals, resulting in increased suggestions and ideas
for effective running of the ‘company and product ideas, whereas Elaine
thought of it as.different aspects affecting employees levels of motivation and
commitment, and influences morale, motivation, job commitment and a
willingness to go beyond normal duties. These concepts are all contained in
the Literature Review in Sections 2.2 and 2.3 in many of the different

readings.

4.3.2 Measurement of engagement

Of the four respondents to the survey, each of their organisations had
conducted some type of employee engagement survey, for example via annual
surveys, by exit interviews, or indirectly through direct employee feedback
and performance appraisals. This is encouraging, although it must be
remembered that the response rate was less than half of the individuals that
were asked to participate in the survéy. Each of these methods is reflected in
the Literature Review in section 2.3.5, although there are many more ways to

measure employee engagement within an organisation.



4.3.3 Primary influences of employee engagement

The primary influences of employee engagement include two way
communication and management supervisory styles (Rene), but also include
other aspects such as compensation and benefits, relationships with managers,
career development and having a challenging work environment (Maureen).
Other influences as discussed by Carol include the commitment of managers
to the organisation and employees having the ability to perform their job well.
Also highlighted by Carol is the need for employees to feel valued and
involved and to know that the organisation is concerned about the‘employees

well being.

4.3.4  Ways to achieve employee engagement 4

There are many different ways to achieve employee engagement, and these
are all highlighted in the responses in the survey. Aécording to Rene, the
concept must be accepted by management as a strategic aim, and should be
reflected in all HR pblibies. The organisation fér which Rene consults has
addressed this issue by increasing opportunities for training and development,
"and by creating a career management structure for promotion prospects.
Maureen highlights that in order to achieve engagement, it is necessary to
identify the elements that motivate employees, and stresses the-need to put in
place policies and procedures to address the areas of concern. In her
organisation, employee engagement has been achieved by addressing work
life balance issues by putting in place a working from home pdlicy, resulting
in increased staff retention. Again, each of these methods to achieve employee

engagement is highlighted in the Literature Review Chapter in Section 2.2.2.

4.4 Summary of findings and impact on engagement

There are a number of key points that have been highlighted with regard to the

current level of employee engagement within the organisation.



Exit Interview Analysis

It is essential to let employees know how much they are valued in the
organisation and how their contribution affects the operations of the
organisation, as well as their impact on profit margins. As highlighted by the
CIPD, and by Danziel and Strange in Section 2.3.2, this would require
effective communication at all levels in the organisation, and will ensure that
when employees realise how important they are to the effective running of

operations, that the associated levels of engagement will increase.

As identified by many in Section 2.3.3, there is also a need to identify career
progression opportunities within the organisation, and ensure that they are
communicated effectively to all employees. In .addition to this, it is é_ssentia]
to understand the progressidn aims of our employees, which should be an |
element of our performance management system. ‘Unfortunately as the |
current performance re.view systerh is a >_basic oﬁe-page paper based
questionnaire (Appendix IV) that is not analysed or stored centrally, it does

not allow for either the analysis or the collection of data.

As highlighted during the responses in the survey, there is an urgent need to
review the way job promotions are conducted in the organisation, and ensure
that this process is communicated within the organisation. This was also
highlighted by the CIPD in Section 2.3.2 as an essential element of énsuring
employee engagement within the organisation. This would involve the
cn'eation.of a policy and procedure of recruitment within the organisation, and
should reflect the current equality legislation, which provides a framework on
ensuring that recruitment procedures are transparent for both external and
internal candidates. This policy should then be communicated to all
employees, which should ensure that it is a very visible and consistently

transparent process.

One of the poorer results in the survey was the visibility of senior
management and their interaction with employees within the organisation.

This is a key feature of effective employee engagement as highlighted by
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Lufthans & Peterson in‘SAéction 2.3.4, and Johnson in Section 2.3.2, and needs
. to be reviewed in ,ofde'r to ensure that senior management give the '_right
.message, rather than no meséage to all its employees. This is an e_sse.ntiarl_ '
ingredient in ensuring that the right values and behaviours are communicated

and incorporated within the organisation.

Employee Engagement Survey

In this survey, each of the respondents had a good basic knowledge, and had
some good examples on how to achieve employee engagement-wit}lin their.
organisation. -However, [ -do feel ‘that there ‘is* further opportunity for
development of engagement friendly policies and 'practices‘availablé to

organisations in order to increase levels of engagement, and these are

highlighted in the Literature Review in Chapter 2.

\ ]n ad‘dri\ti‘on’ to this, Ifeel thét the Alow responsé mte.m'ay be as a res‘ult Qf a lack |
of understanding of organisations of the concept, as it is something that
org'anisations \Qill either buy in to, or will discard. As highlighted by Rene in
Section 4.3.4, and by Lufthans. and Peterson in Section 2.3.4, it is something

that needs to be directed by Senior Management in an organisation.

4.5 Conclusion
Both the Exit Interview Questionnaire and the Employee Engagement Survey
provided us with some valuable information on the engagement of empioye’és’
in the organisation. There are many areas highlighted within the section that
will provide thé. organisation with areas for development, and I will eiplore
these recommendations in the final chapter.
Howevér, I feel that this type of employee feedback mechanism is not the best
source of data that could be used to evaluate engagement within an
o,rganisation. I feel that there are other questions that could be used to
" ascertain engagement within employees currently working in the organisation,
and would therefore question how effective this type of questionnaire would

be as a primary source of data to evaluate employee engagement.
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Chapter 5 — Recommendations and Conclusion

5.1 Introduction

In order for SAL to encourage employee engagement within the organisation,
there are a number of key recommendations and best practice models that
should be followed to ensure that this is achieved. These recommendations
have arisen based on the findihgs in the Literature Review in Chapter 2, and

the Research Methodology in Chapter 4.
5.2  Recommendation for SAL
5.2.1 Measure employee engagement levels

As shown by in the Literature Review in Sections 2.3.5, and in the Survey
conducted in 4.3.2, one of the most effective ways. of measuring employee
engagement levels within an organisation is to conduct a full employee
engagement or attitude survey. This survey will be necessary to ensure that
the company can address the relevant areas of concern for the whole
organisation, rather than a minority of employees that have left the

organisation.

An impo.rtant aspect of evaluating employee engagement within an
organisation is that the company can act on the data in order to improve
aspects of the employment relationship for the employee, which will then |
affect the psychological contract, as was highlighted in section 2.3.3. While
this is the primary reason for evaluating levels of engagement, in the case of
feedback from the exit interview questionnaires, any issues that are
highlighted and dealt with will not impact on those employees that have
provided the feedback in the Research Methodology chapter. In addition to
this, the feedback provided may be particular to the employees that have left

the organisation, and my not reflect the opinions of the employees that have
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remained with the organisation. The difficulty wifh evaluating the e.ngagement
level of employees that are leaving the company is that while we can
implement changes, it is not possible to re-evaluate the situation later using
the same parameters, as we will not be comparing data from similar groups of

people.

One of the primary reasons for measuring the levels of employee engagement
is that it provides us with potential areas for development of policies and
procedures, so that we can implement any of the best practice examples that
were hivghlighted in Section 2.3.2. Once the true levels of engagement have
been identified, m order (o identify the effectiveness of any future change,
they must be matched against key performance indicators such as current

levels of productivity, profitability, turnover, absenteeism and customer

satisfaction levels, which were highlighted in Section 2.3.5, and 2.3.1.

Any areas of concern that are highlightéd in the sufvey must then be analysed
to identify if improvements can be made to levels of engagement of
employees, and identify what benefits or improvements in the key
performance indicators that any changes made will have: When this has been
completed, it will then be possible to implement the changes, and measure

how those improvements have impacted on the organisation.

5.2.2 Effective Management of Employees

As outlined in Section 2.3.4, effective management is the key to ensuring that

employees are and remain engaged within an organisation.

In particular to the areas outlined during the Exit Interview AndlySis in SAL,
the effective management of employees by Managers through performance
management and career development is a key aspect to ‘ensuring that
employees receive the motivation needed to become engaged within the
organisation. With this in mind, I feel that it is necessary to review the

- training for managers at all levels within the organisation, to include areas
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such as performance coaching, motivation and communication. This would
ensure that they are equipped with the skills that will allow them to become

effective managers within the organisation.

I:also feel that there is a need to review the performance management system
within SAL. As outlined in Sections 2.3.2 and 2.5 and in Appendix IV, the
current system used is very basic, which does not reinforce the desired values
or behaviours of the company, nor does it allow for measurement of the
1mprovements of employees performance or accountability W1th1n the role.
As was highlighted in Sections 2.3.5,72.3.4 and 2.3.2, these features are -
essential in ensurmg increased levels of employee engagement within "an
organisation; A new system should énsure that the accountability of"
employees and organisational values are key elements of the system, which -
-should over time communicate :to employees»‘what is required of them thus
. ensuring employee engagement. However there are a number of things to

consider when designing a nevx; system such as’ the culture of the' |
organisation, the design of the system, the people it is intended to cover, as
well as the reactions of the trade union to a new system (;569, McMahon

1999).
5.2.3. Importance of ’communication

~ As highlighted in Sections 2.3.2, 2.3.4 and 2.3.5, communication is a very
important factor in the employee-employer relationship, and it is essential to
ensure that there are adequate frameworks available for“ encour_aging
communication within an organisation, particularly in times of change within -
the organisation. A two way dialogue is the best way of 'ensuring that
information such as employer expectations are discussed, and issues that
employees may have can be discussed for the benefit of building mutual trust
(CIPD 2008 b), and this will be essential to ensure that the employees in SAL

are fully engaged with the organisation and its futuré strategy.

It is widely felt that the psychological contract has many implications on-

organisational strategy and employee engagement as was outlined in Section'
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2.3.3, so when we consider the many changes that SAL has encountered in the
past few years from Section 2.5, this level of change will have had an impact
on the level of employee engagement within the organisation. For example,
employees like to know that when key decisions are taken that their interests
are taken into account. It is important that this is a feature of any change
programs in the future, and this can only happen when there is two way
dialogue within an organisation. Similarly, the reinforcement of values and
behaviours can be communicated through ~various channels such as
performénce management and compensation systems, where rewards are
given to those who demonstrate desired behaviours, such as attendance and
high levels of performance (p200, Huczynski & Buchanan).  The
communication process is vital when communicating any strategic change,
and employers will also need to make their expectations clear during a period

of strategic change (CIPD 2008 b).

‘Communication within an‘organisation is key to .ehsuring'high levels of
engaged employees, and I feel that the communication policy within SAL
should be reviewed to ensure that it is enabling employees to voice their
concerns in a positive and constructive way for the benefit of both the

‘employees and the organisation.

5.2.4 Leaders reinforcing culture

As highlighted in Sections 2.3.4 and 4.3.4, it is essential for SAL to ensure
that Senior Management are visible at all levels within the organisation, and
that they commuhicate and embed the desired values and behaviour of the
organisation to all employees. This is vital to ensure that the desired culture
of an organisation becomes a reality, and will be important in achieving high

levels of employee engagement.

The most effective methods of reinforcing and embedding a culture within an
organisation must be driven by the leaders in the organisation, according to

Schein (p224, 1999). Leaders are the most effective drivers of cultural
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change, and this is apparent in the actions of leaders in many different ways.
This is essential in ensuring that employées learn the approved behaviours
that are required for the future deveiopment of the organisation, but can only
be achieved if the Senior Managers are visible in the eroanisation and by the
employees. When the required changes in Secnon 4.4 are 1mplemented it is
essential to ensure that a change manaoement prooram is created and
‘followed, ensuring that the reasons for the change, ‘along with the benéfits

expected are fully communicated throughout.the organisation.

In particular, Schein (1999) highlights that what leaders. consistently pay
attention to, and measure and control, sellda clear signals about the priorities,
valuesf and beliefs ‘o}f an organisation. It is by~‘teaching3 and coaching the
values and beliefs the leaders believe in,A.that.theseprierities will become
embedded in the culture of the organisation. In addition to this, by setting
spec1flc standards for: recrultment selectlon and prom0t10n leaders can ensure
that a de51red culture and way of th1nk1n0 is built,  once the cr1ter1a for

-selection is consistent in.its achievements.

Change- can be strongly resisted . by employees, and this must also "be
considered when implenlenting change within the organisation. One of the
main reasons why employees resist ‘change is because r‘nana’gers and
employees see change as different things, for lexample managers see the
benefits of change as both a businese and 'pe‘rsenal dpportunity; whereas,
elnployees see change as being disruptive and intrus_ive (Strebel, p139). This’
must be considered when considering the message to- be given to employees
while communicating any changes in processes, behaviours and values within

the organisation.
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5.3 Has the research question been answered?
5.3.1 Level of employee engagement

While it certainly is possible to evaluate the levels of employee engagement
within an organisation, I do not feel that Exit Interview information is the best
place to identify the levels of engagément, and I feel that a dedicated
employee engagement survey conducted with all employees would be the best
indicator of this within SAL. Even though other companies are using this data
to evaluate the levels of engagement, [ feel that information from exit
interviews is best used to supplement the information from a dedicated

employee engagement survey.

While the difficulties of the past few years had resulted in a reluctance to
conduct a full survey, I feel that this would be the best possible indicator of
the level of engagement within SAL, and would provide more .specific
information on where to make improvements for the benefit of the .

organisation.
5.3.2 Improving employee engagement

Improving the levels of employeé engagement is certainly possible for all
organisations, once they are prcpared to face the reality that bpportunities in
every aspect of organisational management can be continually improved
upon. This is evident throughout the research in both the Literature Review in
Chapter 2 and the external survey.in Chapter 4. Continual improvement is
dne of the key principles of Lean transformation, and to use this concept in
the management of its employees should hopefully aid the organisation in

critically evaluating the employee-employer relationship.
5.3.3 Best practice methods

As can be seen throughout both the Literature Review and Section 4.2, there

are a number of best practice methods for the effective management of
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employees that can be adopted by an organisation in. order to improve
employee engagement. They are all ‘based on the similar themes of,
Communication, Performance Management, Leadership and Organisational
‘-"Valués and Behayiours_. H_owevef, it is also essential to -ensure that people
management policies are developed in line with organisational strategies,
which will differ from company to company,.depending on the external

environment and industry.

‘ 5.4 Conclusion

I firmly belleve that this singular focus w1th the primary aim of 1mprov1no
" employee engagement will ensure that SAL will have a fully motlvated
workarce, and that the improvements would-have an effect on many different
aspects of the buclness On a posmve note, many aspects of the company
score hlgh]y, spec1f1cally in the areas of team cohesion and lme manager
direction, however a concentrated focus on the areas such as communication,
career progression and senior management visibility, will ensure an increase

in workforce motivation and engagement.

As 1 have ‘shown, the concept of Employee Engagement can bring many
benefits td an organisation.- CertainAl»y, it is-obvious that each of these benefits
can be achieved by companies through effective human resburée inanagémenl
_ jpo]icies and procedures. However, | feel that hévinga coordinated focUéed
approach to improve qualify, productivity and performance would ensure that
these benefits are achieved in a more efficient way and reap more-rewards in a

shorter timeframe. .
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APPENDIX |
GALLUP Q12

The 12 Elements of Great Managing

To identify the elements of worker engagement, Gallup conducted many
thousands of interviews in aH kinds of organizations, at ail levels, in most
industries, and in many countries. These 12 statements - the Gallup Q 1 -
emerged from Gallup’s pioneering research as those that best predict
employee and workgroup performance.

1. | know what is expected of me at work.
2. | have the materials and equipment | need to do my job right.
3. At work, | have the opportunity to do what | do best every day.

4. In the last seven days. | have received recognition or praise for doing
good work.

5. My supervisor, or someone at work seems to care about me as a person.
6. There is someone at work who encourages my development.
7. At work, my opinions seem to count.
8. The mission or purpose of my company makes me feel my job is important.
9. My associates or fellow employees are committed to doing quality work
10. |have a best friend at work
11. In the last six months, someone at work has talked to me about my progress.

12. This last year. | have had opportunities at work to learn and grow.



APPENDIX I

EXIT Interview Form

Name: Employee ID:

Department: Start Date:

Reporting to: Leave Date: .
_ Skill Level: : Skill Type: Joined as:

Overall Reason for. leaving (ERS Input):

Relocation Salary Worki

ng Hours Termination - Disciplinary Other {please detail)

Travel College Career Progression Grievance e

PONIOPON A

-
N =0

13.
14.
. Feedback on Lean transformation?
16.
17.

Questions for Exit Interview

My job made good use of my skills and abilities.........

There was good cooperation among the members of my work group

| am paid fairly for the work 1 do............ocoveerneneene.n.
Compared to similar organisations in the locality, | am

. Job promotions in SAL are fair and objective.................... e
My Lead Engineer/ Manager is friendly and helpful................oooeiioieoieeieeiesveeiee e
My Lead Engineer/ Manager encourages my work group to work as a team.. .

My Lead Engineer/ Manager has enough job knowledge to make decisions about my work

Organisation policies are clearly communicated........

. Senior management frequently visited my department
. IfeltlI bad job security.:......ooreeniieneniiiii
. | would recommend SAL as a good place to work to fr

Reason for leaving?
Where is the employee going to?

Strdngl y Agree Disagree
Strongly ;
Agree Disagree

satistfied with my benefits package

iends or relatives

{this section for input by ERS only, not directly

Any particular experiences that the employee would like to glve feedback on? asked or given to employee to complete)

Traineeship Experience?




' > " APPENDIX Ill
EMPLOYEE ENGAGEMENT QUESTIONNAIRE

'Employee Engagement Survey

An engaged erhployee has been described as being one who is “enthusiastic and fully involved in
their work, and are attracted, inspired and committed to what they are domg every day.” Seijts and
Crim, 2006 : .

1. Whatis your understendihg of the concept of ‘Employee Engagement’? -

‘2. Are you awa_i'e of what aspects of business employee engagement can have an influence on?
3. How do you think that employee engagerhent can be achieved in organizations?

4. Whatin your opinion are the' primary lnfluences on the levels of employee engagement in any
company"

5. Is your organization aware of the levels of engag’emenfamong- its emblbyees?

6. If so, how has it collected this information? S

7. Do you think that levels of empioyee engagement can be improved upon in any organization?

8. How do you think that these improvements can be achieved?

» 9. In your orgamzatlon have any pollcles or procedures been changed |n order to improve the
levels of engagement among its employees’ : :

10. Inyour opmlon are there any benetfits to be galned by improving levels of employee
engagement? ,



APPENDIX IV

Performance Management Review Form

EMPLOYEE'S NAME: . EMPLOYEE #:
DEPARTMENT NAME: ' REVIEW DATE:
REVIEWING MANAGER:

Criteria Exceptionally | Very . Not

Good Good | Satisfactory Satisfactory Comments

Commitment/
" reliability

Productivity

Quality

Teamwork

House-keeping/safety

Initiative

Attendance/Punct
# sick days
# days late

. 1. What tasks were performed particularly well during the review period?

2. In what areas could performance be improved?

3. What training or development is required to improve effectiveness?

4. Employee Feedback

EMPLOYEE'S SIGNATURE: DATE:

REVIEWING MANAGER'S SIGNATURE: . i DATE:



APPENDIX V

Exit Interview Data

. . L Strongly - . — T Strongly .
Exit Interview Questions Agree Agree | Positive | Disagree Disagree Negative
~ My job made good use. of my o

y | Skills and abilities ' 286% | 57.1% | 85.7% |  9.5% 48% | 14.3%
There was good cooperation 4

2 | among the members of my 334% | 47.6% | 81.0%| 14.3% 47% | 19.0%
work group ,

I am paid fairly for the work |
do

3 23.8% 23.8% 47.6% 38.1% 14.3% 52.4%
Compared to similar
organisations in the locality, | - : :

4 | am satistied with my benefits 38.1% 47.6% 85.7% 9.5% 4.8% 14.3%
package ' : ‘

Job promotions in SAL are
5 | fairand objective 95% | 61.9% | 714%| - 19.1% 95% |  28.6%
My Lead Engineer/ Manager .

6 | i friendly and helpful 429% | 523% | 95.2% 4.8% 0.0% 4.8%
My Lead Engineer/ Manager

7 | encourages mywork groupto | 5g ger | G999 | 90.5% 9.5% 0.0% 9.5%
work as a team ‘

My Lead Engineer/ Manager
has enough job knowledge to :

8 | make decisions about my 38.1% 42.9% 81.0% 19.0% 0.0% 19.0%
work ' :
Organisation policies are .

g | Clearly communicated 143% | 66.7% | 81.0% | 14.2% 48% | 19.0%
Senior management
frequently visited my ‘ .

10 | department 9.5% 47 6% 57.1% 33.4% 9.5% 42.9%
| felt | had job security :

1 19.0% 52.4% 71.4% 28.6% 0.0% 28.6%
I would recommend SAL as a

12 | 900d place to work to friends 42.9% | 47.6%| 90.5% 9.5% 0.0% 9.5%
or relatives ‘




Appendix VI
. Employee Engagement Survey -

Respondent A - Carol

An engaged employee ‘has been described as being one who is “enthusiastic and fully-involved in
_ their work, and are attracted, inspired and committed to what they are doing every day.” Seijts and
Crim, 2006

1. What is your-understanding of the concept of ‘Employee Engagement’? _ ,
A-.combination of commitment to the organisation and it's values plus a willingness to help out colleagues.
It goes beyond job satisfaction and is not just motivation. Engagement is somethingthe employee has to
-offer themselves, it cannot be 'required’ as part of the employment contract.

2. Are you aware of what aspects of business employee engagement can have an influence on?
Yes, improved business performance, promotion of the Employer's 'brand', attractlng and retaining
employees

3.. How do you think that employee engagement can be achieved in organizations?

Measure em ployee attitudes via a survey and from the results, identify areas in need of |mprovement '
Build on good people management and development: pohcres '

The.active support of Ilne managers

4. What in your opinion are the primary influences on the levels of employee engagement in any
_company? , . . .

For employees to:

have opportunities to feed their views upwards

feel well informed about what is happening in the organisation

believe that their manager is. committed to'your organisation

have a sense of feeling valued and involved '

feeling enabled to pen‘orm well -

feeling the organisation is concerned for EEs health and weII being

5. Is your organization aware of thelevels of engagement among its employees?
Yes : / -

6. If so, how has it collected this information?
Survey done. in November 2007 across the whole (global) organisation and there was a 73% response rate

7. Do you think that Ievels of employee engagement can be improved upon |_n any organijzation?
Yes

- 8. How do you think that thése |mprovements can be achieved?
See Q.3

¢

9. Inyour orgamzatlon have any policies or procedures been changed in order to rmprove the
levels of engagement among its employees?
Yes

10. In your opinion, are there any benefits to be gained by improving levels of employee
engagement? Absolutely, as stated above two of the key areas are improved business performance and
staff retention, both of which have a large impact on the bottom line financials of an: orgamsatlon



Employee Engagement Survey
Respondent B - Maureen

An engaged employee has been described as being one who is “enthusiastic and fully involved in
their work, and are atiracted, inspired and committed to what they are doing every day.” Seijts and

Crim, 2006

1. What is your understanding of the concept of ‘Employee Engagement’?
Engagement is the extent to which employees commit to something or someone in their organization.and

how hard they work and how long they stay as a result of that commitment

2. Are you aware of what aspects of business employee engagement can have an influence on?
Profit, the move motivated and committed your workforce is then that should lead to increased productivity..
and in turn profit. '

Stalf retention.

3. How do you think that employee engagement can be achieved in organizations?
By identifying specific engagement motivators and implementing measures that address these motivatorgz

examples: Employee commitment, retention, communication, career development, management ta
relationships, strategic line of sight and work environment i.e. opportunities for challenging work. g w
. : = i
- H g
4 What in your opinion are the primary influences on the levels of employee engagement in anyf w2
' company? SZe
Compensation & benefits, management relatxonshlps career development & work environment i.e. 2 CZ':; o
opportunities for challenging work. - ¢ =
s <=L
5. Is your organization aware of the levels of engagement among its employees? e ==

Yes

’
.l

6. If so, how has it collected this information?
" The company | work for.completes an employee engagement survey annually this survey is completed by/«

the entire company and the results are available by region, department etc.

7. Do you think that _Ievels of employee engagement can be lmproved upon in any organization?
Yes, there is always room for improvement. :

8. How do you think that these improvements can be achieved?
By identifying factors that motivate employees and putting policies/procedures in place that address these

areas.

9. Inyour organization, have any policies or procedures been changed in order to improve the

levels of engagement among its employees?
Yes, work life balance is a major‘motivator for a number of our employees. The company introduced a

working from home policy. This has been a major motivator and certainly has aided staff retention.

10. In your opinion, are there any benefits to be gained by improving levels of employee

engagement?
Yes by way of increased productivity and staff retention.



Employee Engagement Survey
Respondent C = Rene

An engaged employee has been described as being one who-is “enthusiastic and fully involved in
their work, and are attracted, inspired and committed to what they are doing every day.” Seijts and
Crim, 2006

1. Whatis your understanding of the concept of ‘Employee Engagement"’
| agree with the above definition, but would add that the employees are committed to individual
performance goals, which are in turn aligned with company goals

2. Are you aware of what aspects of business employee engagement can have an influence on?
Every aspect: an engaged employee is a blessing, who can influence productivity and therefore the bottom
line, i.e. profit. Other examples are: reduced labour-turn-over, company image as an attractive'employer,
both to employees and “outsiders”, increased employee suggestions/ideas for more. effective running-of the .
company/new and improved products : '

3. How do you think that employee engagement can be achieved in organizations?

Employee Engagement needs to be adopted at Management level as a strategic aim. It should then
permeate every aspect of man management from recruitment, selection and induction right through to the
work environment, performance management trarnrng and development opportunrtles

4. Whatin your opmron are.the primary mfluences on the Ievels of employee engagement in any
company? :

Communication.— two way is one of the-primary influences on levels of employee engagement, as it
opennéss’and transparency Managers*supervisory styles are of partlcular rmportance as em ponee
management strategres are more likely to fail in a dlctatonal envrronment i

5 s your orgamzatlon aware of the levels of engagement among its employees?
| provide consultancy services to one Iarge company and they are aware of levels of employee
~engagement .

6. If so, how has it collected this information?
Annual Surveys and Employee Feedback (anonymous system) Less drrectly, exit rntervrews and
performance appraisal meetings: ,

7. Do you think. that Ievels of employee engagement can be |mproved upon in any organrzatlon"
Yes .

8. How do you think that these rmprovements can be achieved? :

1 Analysis of current levels of engagement and areas of concern . C
2. Decision on priority areas for improvement -

3 Senior Management buy-in

4 implementation and Monitoring

‘9. In your organization, have any. policies or procedures been changed in order to improve the’
levels of engagement among its employees?

- In the organisation | mentioned in Q5. increased.opportunities for training and development have been
introduced. Also a Career Management Structure has systemised the requirements (in terms of
qualifications, training, experience; skrlls) for promation.

10.  In your opinion, are there any benefits to be gained by improving Ievels of employee
engagement?

As listed in Q2, | think improving levels of employee engagement can have huge benefits for an
organrsatron Employees are first and foremost human beings and they functlon best i in an envrronment
that is understanding of their needs and aspirations.



Employee Engagement Survey
Respondent D — Elaine

An engaged employee has been described as being one who is “enthusiastic and fully involved in
their work, and are attracted, inspired and committed to what they are doing every day.” Seijts and
Crim, 2006 '

1. Whatis your understanding of the concept of ‘Employee Engagement’?
Employee Engagement looks at the different aspects that affect an employee’s level of motivation and
commitment to their job.

2. Are you aware of what aspects of business employee engagement can have an influence on?
s Retention :

¢ Productivity

¢ Morale

e Commitment to job

e Motivation

¢ A willingness to go beyond your dutles

3. How do you think that employee engagement can be achieved in orgamzatnons"
Ensuring people feel valued ie their work is recognised
Indliction- ensuring people are given a proper induction, included in the dept when they start

4. Whatin ‘your opinion are the primary mfluences on the Ievels of employee engagement in any
company?

5. Is your organization aware of the levels.of engagement among its employees?
Yes to a certain degree ’

6. If so, how has it collected this mformatlon”
Exit interview analy5|s

7. Do you think that levels of employee engagement can be improved upon in any organization?
Yes

8. How do you think that these |mprovements can be achleved"

Proper induction

Taking on board feedback that is received from employees in relation to issues they may have and
addressing them.

9. In your organization, have any policies or procedures been changed in order to improve the
levels of engagement among its employees?
No

10. In your opinion, are there any benefits to be gained by improving levels of employee
engagement?
Yes... same as question 2.



" APPENDIX VII ,
EXIT INTERVIEW RESPONSES

Copies of-21 interviews to follow, in Employee ID order
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:porting to: : 7/“’4/&""""‘ (- / WC— Leave Date: Jz ﬂ[ =X
(ilk Level: Cren % Skill Type: ~ Joined as:’ 7};9~c~f £

”

Iverall Reason for leaving {ERS Input):

) Relocation 0 Salary \;/Wor‘xing Hours 0 Termination — Disciplinary O Other (please detail)
1Travel O College O Career Progression O Grievance '

luestions for Exit Interview . ) Strongly  Agree Disagree >Strdngly
Agree Oisagree

My job made good use of my 'skills and abilities:........ccoemriiiiri e
There was good cooperation among the members ofmy work QIOUP.....eieiie e
I am paid fairly for the work | do..
Compared to similar orgamsahons in khe Iocaht I am sat!sfed wnth my benefts package
Job promotions in SAL are fair and objective /¢ =f’0'ﬂ/w/ oz £ e
My Lead Engineer/ Manager is friendly and helpful...............7 .....coooo L
My Lead Engineer/ Manager encourages my work group to work as a team
My Lead Engineer/ Manager has enough job know.e ge toma F def,lsmns abozlt my work
. Organisation policies are clearly communicated. £ Lﬁ’m.— At v (G
0. Senior management frequently visited my department...
. tfelt | had job security...
. 1would recommend SAL as a good place to work to fnends or relatlves ................ e
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. Reason for leaving? ‘
. Where is the employee going to? (this section for input by ERS only, not directly
. Feedback on Lean transformation? asked or given to employee to complete)

. Any particular experiences that the employee would like to gIVB feedback on?
. Traineeship-Experience?
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EXIT Interview Form

/935

me: : - . Cem ‘ Employee ID:

N ' ‘ . —
partment: . MY e Start Date: _ s/ /57
:porting to: . D‘Qﬁé(- e SR Leave Date: ) D2V A D )

—_—

;ifl Level: Ly 'C Skill Type: ~  |Joined as: /> —

sverall Reason for Ieavin;q (ERS Input):

1 Relocation C O Salary \[EﬁyWorking Hours: O Termination - Disciplinary O Other (please detail)
1 Travel o O College ’ Career Progression O Grievance e, ‘
westions for Exit Interview ) . : | Strongly  Agree: Disagree Strongly
L Agree ) “ Disagree.
!
My job made good use of my skills.and abilities................... R PP O B/ . D a
. There was good cooperation among the members of my woOrk group ..... e s . (u] a] B/ ) 0
5. F-am paid fairly for the work | do................ T S SOOI o] o : (Z/ ]
IR Compared to similar organisalions in the locahty. lam saushed with my benems package 0 D - Q/ o S0/
5. Job promotions in SAL are fair and objeclive.............. e e 0 o, o U/
. 'My Lead Engineer/ Manager is {riendly and helpful . o} g/ o 0
. My Lead Engineer/ Manager encourages my work group lo work.as a team.............._. 0 J o ..o -
3. My Lead Engineer/ Manager has enough job knowledge to make dec1s1ons aboul my work o o, 4{ ‘ a
). - Organisation policies are-clearly communicated.............-..:0. 0L USSR ‘a : \l;/ o el -
10. Senior management frequenlly visited my depanmem . 0 (u] 0 -
1. Tfelt 1 had Job SeCUTIlY. ... i e e e e e o v 0
12. 1 would recommend SAL as a good place to work lo fnends or relallves 0 p/ m 0
13. Reason for leaving? .o
14.-Where is the employee going to? E : - i (this section forinput by ERS only, not directly
15. Feedback on Lean transformalion? asked or given to employee to complete)
16.. Any particular experiences:that-the’ employee would like.lo gwe feedback on? -
17. Traineeship Experience? - D :
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| EXIT Interview Form

ame: I, e Fiel Employee ID: /e J
epartment: dﬂ"j S Start Date: ‘3??4 7/ 9
eporting to: (el Leave Date: g Sirf o)
kill Level: Cort 2 Skill Type: —— Joined as: D&

dverall Reason for Jeaving (ERS Input):

Relocation
Travel

Salary
College

Working Hours

Career Progression Grievance

Termination — Disciplinary

L-Other {please detail)

duestions for Exit Interview Strongly  Agree Disagree Strongly
. Agree ' Disagree
1. My job made good use of my skills and abilities.......................ii B s
2. There was good cooperation among the members of my work group........................... /
3. lam paid fairly for the Work 1 do.......... . i e v
1. Compared to similar organisations in lhe locality, | am satislied with my benefils package |, v Y
E. Job 'promotions in SAL are fair and objective................. ;
p. My Lead Engineer/ Manager is friendly and helpful................. i /
f. My Lead Engineer/ Manager encourages my work group to work asa team................. S
3. My Lead Enginees/ Manager has enough job knowledge to make decisions about my work v
p. Organisation policies are clearly communicated....................o i ' ._/
0. Senior management frequently visited my depariment
1. Heltihad Job SeCuUrity.........oooo i , /
2. I would recommend SAL as a good place to work to friends or relatives .. e
3. Reason for leaving?
4. Where is the employee going to? (this section for input by ERS only, not directly
5. Feedback on Lean transformalion? : asked or given to employee to complete)
6. Any padicular experiences that the employee would like lo give feedback on?
7. Traineeship Experience?
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EXIT Interview Form

. '(" o
yme: - - _ ) Employee ID: : (5 S
rpartment; 7@’/@4’ <0 Start Date: A e
:porting to: K_S;/_'/# L/ . —_" Leave Date: [/ Qrg,zq (o i
= _ .
(il Level: o ‘ Skill Type: _— Joined as: e nae
iverall Reason for leaving (ERS input):
r@cation 0O Salary . 0 Working Hours 0 Termination — Disciplinary O’ Other (please detail) -
1 Travel D College . OCareer Progression O Grievance ... SER
tuestions for Exit Interview ' Strongly Agree Disagree Strongly
- : Agree Disagree

." My job made good use.of my skills and abilities......................c..c..corveee i 1o W ‘o D
:. There was good cooperation among the members of my work group.............. a - o o a]
b 1am paid fairly 107 the WOork 1 0. .. ..ovuue. e e e e e, a 0 s} a7
v, Compared to similar organisations in the locality, 1 am satisfied with my beneﬁts package 0 D/ a o
i Job promolions in SAL are fair and objective... 0 ) \D/ a 0
i.. My Lead Engineer/ Manager is friendly and helpful . . o - | a a
. My Lead Engineer/ Manager encourages my work group to work asa team a D/ a 0
i. My Lead Engineer/ Manager has enough job knowledge to-make decisions about my work | O e a 0
). Organisation policies.are clearly communicated..........c....oov i @/f lla/ o - -a -
0. Senior management frequently v|5|ted my depanment ...... \D/ a 0 - a
1. lfelt | had job security... B PO U S U SOOI a . a o ]

2. | would recommend’ SAL as a good place to work lo fnends or relatlves ...................... a o a 0
3. Reason for leaving? - . . .
4. Where is the employee going-to? : (thls section for input.by ERS’ only, not directly
S. Feedback on Lean transformation? asked or.given to employee to complete)
6. Any panticular experiences that the employee would like to give feedback on?
7. Traineeship Experience?
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EXIT Interview Form

me: . - Employee ID: /&7

‘pantment: ‘ l’ﬁ/i’,'—/z S : Start Date: 3 / X [ d QD
-porting to: S./M Z,L o _ Leave Date: Lo)/z— / /Q ré

— N
ill Level: Cert (0 Skill Type: __~ Joined as: .5

verall Reason for leaving (ERS Input):

| Relocation 0 Salary D Working Hours D Termination — Disciplinary 0O Other (please detail)
) Travel D College D Career Progression  |3-Grievance ... SRRSO
uestions for Exit Interview Strongly Agree Disagree Strongly
Agree Disagree
My job made good use of my skills and abilities. .. T UPRORUPPRPN I N ¥ | (?/ a a
There was good cooperation among the members of my work group.... B N D/ u] a .
I am paid fairly forthe work Fdo. .. ... o a o o
Compared to similar organisations in the locality, | am satisfied with my benefits package {l/ o a o
Job promotions in SAL are fair and objective...............coee it a a a o
My Lead Engineer/ Manager is friendly and helpful... - u] 8] a
My Lead Engineer/ Manager encourages my work group to work as a team ................. a u] 0 0
My Lead Engineer/ Manager has enough job knowledge to make decisions about my work \D/ n} 0 .a .
. Organisation policies are clearly communicated...................ooccovieiieiiin e, a o 0 e
0. Senior management frequently visited my depatment...................coocvviiieiiii il a . -.a’/ a . a
1. 1Rl 1 NAd JOD SECURLY. ... .eeeeeeietee i ettt e e e e et et eeerere e S 1] 0 1]
2. | would recommend SAL as a good place to work to friends or relatives ...................... '\B/ u] 0 u]
3. Reason for leaving?
4. Where is the employee going to? ' (this section for input by ERS only, not directly
5. Feedback on Lean transformation? asked or given to employee to complete)
6. Any particular experiences that the employee would like to give feedback on?
+ﬂ3’raineeship Experience?
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EXIT Interview Form

ame: T Employee 1D:
. 4 _
) Ve e
apartment: - s 9{/ Start Date:
2porting to: S APy : Leave Date:
<ilt Level: ﬁ"ff(/’ 2__. Skill Type: __—"__ Joined as:

yverall Reason for leaving (ERS input):

Relocation - ) Salary Working Hours Termination - Disciplinary Other (ptease detail)
Travel College ~Career Progression Grievance N -
Juestions for Exit Interview ‘ ) Strongly ~ Agree Disagree Strongly
: Agree o . Disagree
1. My ]ob made good use of my skills and abilities............................. e / ’
2. There was good cooperalion among the members of my: work group. ... R \//
3. lam paid fairly for the work 1d0........ ...c....ocoi et s
1. Compared to similar organisalions in the Iocallty, I am satisfied with my benefits package /
5. Job promotions in SAL are fair and objective...................ccoiiienii ) J
3. My Lead Engineer/ Manager is friendly-and helplul., S
7. My Lead Engineer/ Manager encourages my work group to work as a learm.. e
3. My Lead Engineer/ Manager has enough job knowledge lo make: «decisions about my work . o S
3. Organisation policiés are Clearly communicated. ... ....................... e 7
10. Senior management frequently visited my department .@ Vv
11, 11elt 1 had JOD SECUIMY. .o ot ot vy
12. | would recommend SAL as a good place to work to.friends or relatwes ...................... 4 ’

13. Hea’son‘for,leaving? :
14.. Where is the employée going to? (this section for input by ERS only, not directly
15. Feedback on Lean transformation? - asked or gjven to employee to complete)

16. Any pardicular experiences that'the employee would like to give.leedback on?
17. Traineeship Experience?’ :
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EXIT Interview Form

ime: et TE e S Employece 1D:

:partment: Star! Date:
porting 10: Ja et Leave Date: ol A Ay
il Level: e 2 Skill Type: Joined as: ;ﬁ"’"‘(_

werall Reason for teaving (ERS Input):

Relocation
Travel

Salary
College

Working Hours

Career Progression i~Grievance

Termination = Disciplinary

Other {please detail)

luestions for Exit Interview

My job made good use of my skilis and abilities..................c.o
There was good cooperation among the members of my work group...
l'am paid fairly forthe work [ do. ...
Compared to similar organisations in the locality, | am satisfied with my benelils package
Job promotions in SAL are fair and objective................ooiiiiiii
My Lead Engineer/ Manager is friendly and helpful......................o

My Lead Engineer/ Manager encourages my work group to work as a team
My Lead Engineer/ Manager has enough job knowledge to make decisions about my work
Organisation policies are clearly communicaled...........ccooooiii i
0. Senior management frequently visited my depariment
- Helt Thad job security.........ooo
. I would recommend SAL as a good place to work to friends or relatives ......................

N -

. Reason for leaving?

. Where is the employee going to?

. Feedback on Lean transformation?

. Any particular experiences thatthe employee would like to give feedback on?
. Traineeship Experience?

NP B W

Strongly  Agree Disagree Strongly
Agree Disagree
s
Y
I
g
J;
/
/
7,
S

(this section for input by ERS only, not directly
asked or given lo employee to complete)
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‘ ”EXIT lnterview For,m‘

lame: < - Employee ID:

‘epartment: 5”"7‘7 & | start Date: (Ve b D&
leporting to: \SH47 Leave Date: G Ao D7D

kil Level: i Joined as: e st

Skill Type: —

Overall Reason for'leaving (ERS Input):

‘ Salary™
College

Relocation
Travel

Working Hours
Career Progression

Termination ~ Disciplinary

Grievance

Other (please detail)

Questions for Exit Interview

There was good cobperation among.the members of my work group

My job made good use of my skills and abilifies. ...................ccoeevveeiveeeiieiiee e,

I am paid fairly for the work | do

Compared to similar organisations in the locality, | am:satisfied with my beneflts package
Job promotions in SAL are fair and objective............. e eans P .
My Lead Engineer/ Manager is friendly and helpfui :
My Lead Engineer/ Manager encourages my work-group to work as a team..

LN D LN =

-.Organisation policies.are clearly communicated................c..al
10. Senior.management frequently visited my department
11, [elt 1 had Job SECUTItY . cooeiee T e e e
12. | would recommend SAL asa good place to work to fnends orrelatives

13. Reason for leaving?

14, Where is the.employee going'to?

15. Feedback on'Lean transformation?

16. Any pamcular experiences that the employee w0uld like to give feedback on?
17. Trameeshlp Experience?

My Lead Engineer/ Manager has enough’job knowledge.to make decisions about my work '

Disagree

| Strongly  Agree Strongly
| Agree Disagree
S
v - .
Ve
)
S
-~/
' ' J
J
-/

(this 'section.for input by ERS only, not directly
asked or given to'employee to complete)

42 (/JM@ N el _
5 o e n ot oot
@ A <o éf@@Ay L U//

O oot adpmce




‘EXIT Interview Form

pora
lame: . S S Employee ID: °2C£ o/
lepartment: _/)]‘:‘/’Z t Start Date: /3 3/ Qe
o . N - /
‘eporting to: DO@ /Z' Leave Date: 3/ OS
- -7 *
kill Level: (= Skill Type: s Joined as: Lo ¢

Overall Reason for leaving (ERS Input):

Relocation ) 1/Salary Working Hours Termination — Disciplinary Other (please detail)
Travel College . Career Progression Grievance

Duestions for Exit Interview : Strongty  Agree Disagree Strongly
' Agree Disagree

My job made good use of my skills angd abilities. .................oo i
Thére was good cooperation among the members of my work group
1 am paid fairy for e WOTK 1 G0........ooerieiiiiiee it »

- Compared to similar organisations in the locality, 1 am satisfied with my benefits package
Job promotions in SAL are fairand objective.....................L L
My Lead Engineer/ Manager is friendly and helpful................. 0
My Lead Engineer/ Manager encourages my work group to work as ateam.................
My Lead Enginees/ Manager has enough job knowledge to make decisions about my work
Organisation policies are clearly communicated................ N e ’

10. Senior management frequently visited my department

11. | felt ) had job security :

TENTO BN =

LRELCRARA &

’

12. 1 would recommend SAL as a good place to work lo friends or relatives ...................... ‘ v

13. Reason for leaving? - .
14. Where is the employee going to? , . (this section for input by ERS only, not directly
15. Feedback on Lean transformation? asked or given to employee (o complete)
16. Any paricular experiences that the employee would like o give feedback on? )

17. Traineeship Experience?
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EXIT Interview Form

- . ‘ 22C

ne: - E - . Employee |10D:

} . ' . '\u e
sartment: g)ﬂm/; (f’ ~ |start Date: SR Ll SR

porting to: _2()&"; teave Date: : 29D el CF

. —_—
Il Level: é‘(""z 4 Skill Type: — Joined.as: g o
seralt Reason for leaving (ERS Input):,
Relocation . Salary " v"Working Hours: “Termination —'-Disr;iplinary Other (please detail) -
Travel - College Career Progression Grievance - TR eeens
uestions for'Exit Interview Strongly Agree - Disagree Strongly
" Agree R ’ o - Disagree
My job - made good use of my skills and abilities............. e, . v
There was goaod cooperation among the members of my work-group.................cc........ . v . .
lam paid fairly for the work. L do.. ... ’ 4 . ,
Compared lo similar organisations in the locality, | am satisfied with my benefits package : S <
Job promotions in SAL are fair and objeclive...........ooooviiiiii e cieeens Yy T /
My Lead Engineer/ Manager is friendly and helpful............ L PT o J )
. My Lead Engineer/. Manager encourages my work group-10 work as a team. : . \/
.My Lead Englneer/ Manager has enough job knowledge to make deC|5|0n5 about my work /
. Organisation policies are cfearly communicated............. PP PPN v ;o
0. Senior management frequently visited my department.. . ¥4
1. 11l FREAOD SECUMRY. ..ot o toviitiit ettt e e -
2. | would recommend SAL as a good place to'work to friends or relatives ...................... v
3. Reason for leaving? i : i
4, Where is the employee gomg 10? . . (this section for input by ERS only, not directly -
5. Feedback on Lean transformation? asked or given ta employee to complete)
6. Any particular:experiences that the employee would Mke lo give feedback on? -
7. Traineeship Experience?
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EXIT Interview Form

me: . ,—— LS ol Employee ID:

J & a(ll -

Bz oS~

/o2 /:—?f avld

2partment: Start Date:

R . ] ’ ! —
aporting 1o: ‘J//‘"""‘—v' - Leave Date: 2§ e T
<ill Level: At : - Joineg as: 4/_/‘,;_';,«_,\_.'—\:.:,_1

Skill Type: _ _~

yverall Reason for leaving (ERS Input):

Relocation
/ Travel

Salary
College

Working Hours

Career Progression Grievance

Terminalion - Disciplinary

Other (please detail)

Juestions for Exit Interview

1. My job made good use of my skills and abilities........................ooc
2. There was good cooperation among the members of my work group........................... .
3. lam paid fairly for e work 1 d0...........oiiiiiiee e e
4. Compared o similar organisations in the locality, 1 am satistied with my benefits package
5. Job promotions in SAL are fairand objeclive.....................o
5. My Lead Engineer/ Manager is friendly and helplul..............o.oootvevieeien . e
7.. My Lead Engineer/ Manager encourages my work group to work as a team...............:.

B. My Lead Engineer/ Manager has enough job knowledge to make decisions about my work
9. Organisation policies are clearly communicated.....................ocoiiiiiiiciiii e
10. Senior management frequently visited my depaﬂmenl ; ’ .
11, Hel 1 had Job SECUTILY. ... et e e 8
’12. | would recommend SAL as a good place to work (o friends of relatives ......................

13. Reason for leaving?

14. Where is the employee going 0?
15. Feedback on Lean transformation?
16. Any panticular experiences lhat the employee would like to glve feedback on?
17. Traineeship Experience?

A

Strongly  Agree Disagree Strongly
Agree Disagree
VA
/
. v
\;,: .
Ve
A
: S
: \// .
ey
'/
-//

{this section for input by ERS only, not directly
asked or given to employee lo complete)
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_EXIT Interview Form

ne: . L Employee 10: ()2 i
. :"‘/ P 2 ) . S o - /
>artment: eLettee f ) Start Date: s NG /&
2 ‘* . ~N e— . . L
sorting to: -/—)'OQ et Leave Date: =2\ e 5:@
=~ - - — -
h Level: et Skill Type: " Joined as: L e ——

serall Reason for leaving {(ERS Input):

\/Working Hours
Career Progression

Salary
College

Relocation

Travel Grievance

Termination = Disciplinary

Other {please detail)

sestions for Exit Interview

My job made good use of my skills-and abilities.......................... I
There was good cooperation among the members of my work group...........................
I am paid fairly 10r the work 1 0. ... oo
Compared to similar organisations in the locality, | am satisfied with my benems package
Job promotions in SAL are fair and objective. ..o
My Lead.Engineer/'Manager is friendly and helpful..................... SRRSO RRP

My Lead Engineer/ Manager encourages my work group to work as a team.................

My Lead Engineer/ Manager has enough job knowledge to rnake decrsxons -about my work

. Orgamsmon pol\ctes are’clearly communicated..................0.. O
0. Senior management frequently visited my department...
1. 1Helt 1 had JOD SECUMY. ..ev v re e e
2. 1 would recommend SAL as a good ptace to work to friends or-relatives ............ e .

3. Reason for leaving?

4. Where is the employee.going to?

5. Feedback on Lean translormatlon'7

5. Any particular experiences that the employee would like to gwe feedback on?
7. Traineeship Experience?

Strongly  Agree Disagree Strongly.
Agree Disagree -
e
./
v
v
v
s .
v
v
v
/
{this section for input by ERS only, not directly
-asked or given to employee to complete) -
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EXh' lﬁféwiéw ;F'orm

ne: e - : Employee ID: 2/ 05‘/’
£ s : ' 2 :
sartment: [/:2’/“7 Y Start Date: ‘\Dgz_é'i/""
»orting to: -+ 5'/3[/ 7 (;/ . - e Leave Date: : é; Omey
o, s . 7
Il Level: M 2 - skill Type: < #-7 Joined as: : @/{fé/
erall Reason for leaving (ERS Input):
Iéocaﬁon ' D Salary O Working Hours 0 Termination — Disciplinary 0 Other (please detail)
Travel O College O Career Progression . O'Grievance e,
iestions_ for Eiit'lnterview ) X K ‘ Strongly . Agree Disagree ‘ Strongly
’ ‘ Agree Disagree
i - .y < ) 4
- My job made good use of my skills and abilities................ ST e o o= 0 0
There was gcod cooperation among:the membe(s of my work-group........ o 'a 8] o
I am paid fairly for the work | do... : : D/ - D 8] (u]
. Compared.to similar organlsahons in lhe Iocahty, I am sahsred wnlh my benefsls package \.B/ o u] o
. Job promotions in SAL are fair and objective............... ..o i vl \B//' 0 ‘a 0o
. My Lead Engineer/ Manager.is friendly and. he!pful...,.......; ..................... ST o .0 0 -0
_ My Lead Engineer/ Manager encourages my work-group to werk.as a team.. Nz u] u} s}
My Lead Engineer/ Manager:-has enough job knowledge to make decasmns about my work | n} D 8]
~"Organisation policies are clearly communicated.. O S S S (S o o a- o
r Senior management frequently wsxted my department ....... SO e e e e, u] a” P n} 0
, 1 felt 1 had job security....... o . 3 o o
~ I would recommend’ SAL'as.a good, place to work to fnends or relatives . i ©a 8] a
. Reason for leaving? ; o
. Where’is the employee’going tg? ’ -| (this section for input-by ERS only, not directly
. Feedback on Lean transformatlon’? T ’ ‘ asked or given to employee to complete)
. Any particular experiences that the employee would like to gwe feedback on?
. Traineeship Expenence?){)‘(
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EXIT Interview Form

me: ! o Employee ID:
T 7
partment: [P < Start Date:
S .
porting 1o; LDE D) Leave Date:
il Level: Cenn / - Joined as:

Skill Type: -~

veralt Reason for leaving (ERS Input):'

" Termination'— Disciplinary

‘Relocation Salary i ~Working Hours Other-(please detail)
Travel College . Career Progression . Grievance
uestions for Exit Interview Slrdngly " Agree Disagreev Strongly
Agree " Disagree
My job made good use of my skills and abilities. ............ccoovrviiiennrenns e, S S

There was good cooperation among the members of my work group
I am paid fairly for the work 1.d0.............o.oooviii e
Compared to sumnlar organisations in the locallly I am saushed with my benefits'package
Job promotions in SAL are fair and objective.......................L e e e
My Lead Engineer/ Manager is friendly and helpfub.................c.ooci e e,
‘My Lead Engineer/ Manager encourages my work group to-work as a team.................

My Lead Engineer/ Manager has, enough job knowledge to make decisions about my work |

Organisation policies are clearly communicated............... e e
. Senior management frequently visited i my depariment.......... e ieeeee e S I
. I felt  had job security........... e E e e e e te e e re et nesvee et iras :
. 1 would recommend SAL:as &’ good place to work 1o friends or relatives

N -0

. Reason for.leaving?

. Where.is the employee going to?

. Feedback on Lean transformation?

. Any pamcular experiénces thal the employeé would like to give feedback on?
. Traineeship Experience?. .

NN a&w

.

NCSNNN

i
Y 7

(this section for input by ERS only, not directly
asked or given to employee to comptete)
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EXIT Interview Form

Employee 10:

partment: gﬂ‘r\/"? 9“’ Start Date:
porting to: __sﬂ/F'}’/ R - Leave Date:

il Level: At [ Skill Type: ___—— Joined as:

400\,\.-_:\(’,_’ <

verall Reason for leaving (ERS Input):

I Relocation 0O Salary 0O Working Hours 0O Temination — Disciplinary & Other {please detail)
i Travel 0O College O Career Progression 0 Grievance @z/ 2 2nnn b, .A‘
uestions for Exit Interview Strongly Agree Disagree Strongly
Agree . Disagree
!
My job made good use of my skills and abilities.. . u] e u} u]
There was good cooperation among the members of my work gr0up... u] Df, a 0
1 am paid fairly forthe work 1 do.......... ... it et e e e a JF a 0
Compared to similar organisations in the locality, | am satisfied wnh my benefits package u] - a u]
Job promotions in SAL are fair and objective... B e o B u] -0
My Lead Engineer/ Manager is friendly and helpful a ' a s}
My Lead Engineer/ Manager encourages my work group to work asa team . u] Q// o ]
My Lead Englneer/ Manager has enough job knowledge to make decisions about my work a. O u} 0.
. Organisation policies are clearly communicated........... e e e e a A a 0
0. Senior management frequently visited my department............ccooovviiiier i s [m] o _ a 0
1 1Rl Thad JOD SECUIY. .. .o e e s et et e e e a - u} u]
2. | would recommend SAL as a good place to work to friends or relatives ...................... a] \.13/ u] 0

. Reason for leaving? /10 © Loy | ¢ eleesd

. Where is the employee going t0? < - ey u,o.:—q_,‘.,._/.{, P VS PO~
. Feedback on Lean transformation? ~J/-7- .

- Any particular experiences that the employee would like to give feedback on? ;4. .

. Traineeship Experience?l,j/“n...uw/_

~NoOnhL L

- {this section for input by ERS only, not directly

asked or given to employee to complete)




EXIf Interview Form.

ame: ——— - Employee ID: o D 2
epartment: .56.1?7 S Start Date: IS / Ez <RY
Dl A=t
eporting to: /7/“«‘5""‘.(' Leave Date: s A=)
v R
Cen ¢ Skill Type: et Joined as: 2

Kill Level:

yverall Reason for leaving (ERS Input):

e
Termination ~ Disciplinary o Other (please detail)

Relocation Salary Working Hours
Travel College Career Progression Grievance L

luestions for Exit Interview Strongly  Agree Disagree Strongly

Agree Disagree

. My job made good use of my skills and abilities.............cc..ooo ; V4

2. There was good cooperation among the members of my work group..............coeeeeeinin v/

3. 1 am paid fairly for the work 1 0. ..c.ovireiniioi e /

. Compared to similar organisations in the locality, | am satisfied with my benefits package e ; \

5. Job promotions in SAL are fairand objective..................... v

5. My Lead Engineer/ Manager is friendly and REIPIUL ..o, A/

7. My Lead Engineer/ Manager encourages my work group to work as a leam.. / ;

3. My Lead Engineer/ Manager has enough job knowledge lo make decisions about my work ; J

3. Organisation policies are clearly communicated.............cccoooo i, v

10. Senior management frequently visited my department . ) v

11, 1I@H 1 NAT JOD SECURY. ... et eeeveeieeeteie et et e ee s ees saree s enee e aes e een e sen e v

12. | would recommend SAL as a good place to work lo friends or relatives ...................... v

13. Reason for leaving? :

14. Where is the employee going to? (this section for input by ERS only, not directly

15. Feedback on Lean transformation? asked or given to employee to complete)

16. Any particular experiences that the employee would like to give feedback on?
7. Traineeship Experience?
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EXIT Interview Form

. 2¢, C
ime: TR P Employee ID: 226 ¢k
v - = 4 M
partment: 70/ ¢ [{’O Start Date: LO folo &7
porting to: : S#’ i 7 i Leave Date: N G O
iill Levet: Lo« Skill Type: 4 Joined as: L -
'verall Reason for leaving (ERS Input):
I Relocation '\D'S/alary 0 Working Hours 0 Termination — Dlsc1plmary T Other (please detail)
) Travel O College O Career Progression 0 Grievance
uestions for Exit Interview Strongly  Agree Disagree Strongly
Agree Disagree
My job made good use of my skills'and abilities.................................. SO (9/ 0 u} u}
There was good cooperation among the members of my work group................ccoceueeen.. a \E/ a . o
I am paid fairly for the work | do.. o 8] a” (u]
. Compared to similar orgamsahons in the Iocallly l am sallsfed wnh my benefls package u] o o a
.. Job promotions in SAL are fair and objective... u} 8] n} a
.. My Lead Engineer/ Manager is friendly and helpful s Negs o 0 0
. My Lead Engineer/ Manager encourages my work group lo work asa team u] e a a
'. My Lead Engineer/ Manager has enough job knowledge to make decisions about my work a” Llél/‘ 8] 8]
1. Organisation policies are clearly commumcated,..-.:.......) ....................................... 5} ' ) 2] O
0. Senior management frequently visited my department. .’ ‘u"l uC& £ o / m a
1. Hfelt 1 had JOD SECURIY........oevtt it e ittt et et e ettt e eaa e a o o a
2. } would recommend SAL as a good place to work to friends or relatives ...................... o Q/ m a
3. Reason for leaving? . .
4. Where is the employee going t0? (this section for input by ERS only, not directly
5. Feedback on Lean transformation? asked or given to employee to complete)
6. Any particular experiences that the employee would like to give feedback on? .
7. Traineeship Experience?
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EXIT Interview Form

- o g <
me; e D e o S Employee ID: 0‘23 71
:partment: KM—) ¥ Start Date:
' Y58 R .
rporting to: ’ /Mk‘ Leave Date: 2 R

dll Level: ad é Skill Type: — Joined as: /)C’

yverall Reason for leaving (ERS Input):
Relocation Salary . Working Hours Termination - Disciplinary Other (please detail)
Travel College Career-Progression Grievance e,
westions for Exit Interview Strongly  Agree Disagree Strongly
Agree Disagree
. My job made good use of my skills and abilities............................ /
2. There was good cooperation among the members of my work group............ce.ceeeveennn.s e
3. Yam paidfairly forthe work 1 do. ... Vi
1. Compared to similar organisations in the locality, | am satisfied with my benefils package J
5. Job promotions in SAL are fair AN ODJECHVE. ..............c.evveeereirecerosreeeerenaen . e /
5. My Lead Engineer/ Manager is friendty and helpiul v
7. My Lead Engineer/ Manager encourages my work group to work as a team................. : J/
3. My Lead Engineer/ Manager has enough job knowledge to make decisions about my work /
3. Organisation policies are clearly communicated. ................oocooiiiiiiiiiiiciee e /
0. Senior management frequently visited my department................coooii -/,
1.1 T NA JOD SECUIY. ... ooeti ittt e e ae s « _/
2. 1 would recommend SAL as a good place to work to friends or relatives ...................... S
3. Reason for leaving? : _
4. Where is the employee going to? . (this section for input by ERS only, not directly
5. Feedback on Lean transformalion? asked or given tc employee to complete)
6. Any particular experiences thal the employee would like to give feedback on?
7. Traineeship Experience?
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EXIT Interview Form

me - _ Employee iD: < - s/
partment: {30(/1 - /%V/ A/ (O’v A r Start Date: / S QCA &0
porting to: /39& ’»‘v ol : Leave Date: -'>L§—g XL )
ill Level: Corg o Skill Type: _=> 7 & Joined as: D -

verall Reason for leaving (ERS Input):

" O Salary
(O College

Relocalion
Travel

0O Working Hours

QO Career Progression 0 Grievance

0 Termination — Disciplinary

uﬁher (plea%e\détail)

A A NE LS e

uestions for Exit Interview

]

My job made good use of my skills and abilities........................
There was good cooperation among the members of my work group
I am paid fairly for the, work I do.. ﬂZ/‘/‘ ...... T e
Compared.to similar orgamsatlons in the locality, | am satisfied with my benefits package
Job promotions in SAL are fair and objectwe..........,..__.._......._...........4._ ......................
My Lead Engineer/ Manager is friendly and helpful....................... ........
My Lead Engineer/ Manager encourages my work group-to work as a leam................
My Lead Engineer/ Manager has enough job knowledge lo make demswns about my work
. Organisation policies are clearly cornmunicated....................oo.l s,
0. Senior management frequently visited my department
el 1 had Job SECURItY.....vvuii it i

..l would recommend SAL .as 3 good lace 10 work to friepds or reiahves
(/S! A LR (DL

(S

. Reason for leaving?

. Where is the employee going to?

. Feedback on Lean transformation? :

. Any particular experiences, that the employee would like to’ glve feedback on?
. Traineeship Experience?

~NON aWw

Agree

Strongly Disagree Strongly
Agreg ' Disagree )
a, .,B/ 8] o

0 - o a

0 N4 a 0

a a O :a

0 \éﬂ? a a

D \J{ 0 0 -

8] . o’ a]

u] 8] o

D g// 8] o

0 a a

0 v o 0

{this 'section for input by ERS only, not directly
asked or given to employee to complete)
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EXIT Interview Form

v . . ) L
me CE oy Employee 1D: = r .
partment: Ly, S ' Start Date:
porting to: T)OAC_ Leave Date:

; y
ill Level: Ce g Skill Type: Pl Joined as:

verall Reason for leaving (ERS Input):
Relocation Salary Working Hours Termination - Disciplinary Other (please detail)
Travel College Career Progression Grievance e e e
uestions for Exit Interview Strongly  Agree Disagree Strongly
Agree Disagree
‘My job made good use of my skills and abilities. ..............cccovevrrecrreerrs s v
There was good cooperalion among the members of my work group............ e
1 am paid fairly for the work 1 dO..............oiiiiiii e /.
Compared 1o similar organisalions in the locality, | am salisfied with my benefils package ,
Job promotions in SAL are fair and objective..............cooeviiiiinii S
My Lead Engineer/ Manager is friendly and helpful............ccooeeoi i /
My Lead Engineer/ Manager encourages my work group {o work as a team L//
My Lead Engineer/ Manager has enough job knowledge to make decisions aboul my work o
Organisation pohcnes are clearly communicated. ... ......cooeiriieiininnii e /
0. Senior managemenlt frequently visited my department.. /
1. 11l 1 had JOD SBCURY . ..vvvvivre e et e ee e e n s S
2. 1 would recommend SAL as a good place to work to friends or relatives ...................... v
3. Reason for leaving?
4. Where is the employee going to? (this section for input by ERS only, not directly
5. Feedback on Lean transformation? ) ‘ - asked or given to employee to complete)
6. Any parlicular experiences that the employee would like 1o give feedback on?
7. Traineeship Experience?
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EXIT Interview Form

\e: —u . T, ] ] E_mploye'e‘ID:

et -

. . P ]
partment: /f P A P B B Start Date: -

5 Jl g 7

tporting to: —fé% C— =t Leave Date: A Pl 26T
Gl Level: R Skill Type: Joined as: NV

werall Reason for leaving (ERS laput):

Working Hours  *
. ~Career Progression

. Relocation
Travel

Salary
College Gnevance

Termlnauon - Dlsc1p mary

Other (please detail)

luestions for Exit Interview

My ;ob made-good-use ol my-skills,and abilities. ........ SO PI PP U L
'. There was good cooperalion among the members of my work group ........... e eriaes e
). 1 am paid fairly for the work | do..
}.  Compared to'similar organnsanons in the locahly I am sahshed W|th my benems package
» Job promotions in SAL are fair and objective......................... e SRR
i. My Lead Engineer/ Manager is friendly and helpul..«....... S TP PSRN '
. My Lead Engineer/ Manager encourages my work group o work as a team.................
. My Lead Engineer/.Manager.has enough job knowledge to make decisions about my work
). Organisation policies are clearly communicated.....................coiin SRR
|0. Senior management frequently visited my. depariment '
1. [felt 1 had oD SECURItY. ... oo e e e
12. | would recommend SAL as a 'good’ ptace to work to friends or relatives .....................

13, Heason for leaving?

|4. Wheére is the employee going 10?

|5. Feedback on Lean transformation?

16. Any particular experiences that the employee would Ilke to-give feedback on?
[7. Traineeship Experience? |

Strongly
Disagree

-

Swrongly  Agree Disagree

Agree

N

<
N,

RN ENER S

W
{this'section for input by ERS only, not directly

asked or given to employee to complete)
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