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CHAPTER 1

INTRODUCTION



1.1 Introduction _

To accomplish great things, organisations must surround themselves with people who
complement their business. As global competition intensifies organisations seek to retain
their talent, engaging employees becomes an issue of increasingly high importance. To be
surrounded by talented people, good work practices need to be in place. Most companies
understand the importance of having an engaged and involved workforce, yet often it is seen
as a ‘nice thing’ rather than a must have. Whilst company value statements may mention
employee engagement and harnessing the potential of all employees, this may not be backed
up by the investment into it. There are many case studies tﬁat have shown that by having a
committed and engaged workforce can add to the bottom line and it is something that all
employers should nurture. Employee engagement is becoming increasingly important for
organisations that want to remain competitive and deliver a great customer experience.
Organisations are under growing pressure in todays economy to be competitive and to
achieve profitability and it is through employees that they can accomplish this. A strategic
approach to employee engagement, one that is built on trust, open channels of
communication, fair procedures and processes and the development of employees creates a
working environment in which employees are willing to go the extra mile. Engaged
employees impact on the productivity and financial performance of a company. The
relationship between employer and employee has become increasingly more important in
recent years,‘ there needs to be that right balance there in order to extract the best from people

in the work place.

The objective of this dissertation is primarily concerned with employee engagement practices
in Irish Business and Employers Confederation (IBEC). The objectives of this study are as
follows:
e To identify the employment relationship between employer and employee to see if
employee engagement actually exists in IBEC. |
e To determine who has the responsibility to ensure that employee engagement
practices are in place.
-e To identify some of the existing gaps that IBEC have at present in their employee
engagement pfactices and be able to put forward recommendations to be able to

remedy these gaps and improve engagement.



In these harsh economic times how IBEC staff service their customer depends greatly on
whether IBEC retain their member companies resulting in success, so therefore employee
engagement is essential now more than ever and they need to realise this and structure it for
success and the need for leaders and managers to play a part in building.an engaged

workforce.

1.2 Structure of the dissertation

Chapter 2 examines all relevant literature to enable the reader to have a clear mnsight into the
topic of employee engagement. It will also highlight how by having an engagedv workforce is
linked to better business performance for an organisation.’ ft will discuss what practices are

deemed best in the workplace to ensure that an organisation has a fully engaged workforce.

Chapter 3 outlines the chosen research methodology adapted for the purpose of the study, the
research objectives and the reasons as to why I have chosen that method and the advantages

associated with it.

Chapter 4 presents the findings of the survey and a discussion and analysis of the findings to

see whether employee engagement actually exists in IBEC.

Finally, Chapter 5 contains a further discussion about the findings of the research and then
puts forth recommendations that IBEC might find useful for the future to improve employee

engagement practices.

1.3 Organisation background

This section will enable the reader to visualise the current activities in IBEC at the moment.
IBEC are a representative body that provides a wide range of services to member businesses
and organisations from all sectors and of all sizes. They are a trade association representing
the needs of enterprises in Ireland from multi-nationals organisations to small and medium
enterprises. They provide advice and assistance to member companies of all sectors in
Ireland on matters such as, Employment Legislation, Human Resource Management,
Information Communication and Technology (ICT), European Affairs, Education and
Training, Economics and Taxation, Social Affairs, the Environment and Health and Safety.

IBEC are a very high profile organisation in Ireland. They are at social partner level. They
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try to establish the views affecting organisations in todays economy. They do this by their
~direct negotiations with Government Ministers and State Officials, they try to ensure that the
issues that are affecting organisations stay high on the Governments agenda and that they are
at the centre of policy formulation. They are the national voice of Irish business and-
employers. IBEC are a non-profit organisation. Its income is generated by membership

subscriptions from member organisations on a yearly basis.

In relation to the context of employee engagement in IBEC, there are questions around as to
does it actually exist at all? It may exist for some but not for all employees. Although IBEC
gives out advice and assistance to member companies about employee engagement it appears
even before investigation that they do not practice what they preach. Reality in the company
is very different to what they advise member companies. With the recession that Iréland is in
at the moment this is having a substantial decrease on the renewal of organisations remaining
in membership. This is the first recession IBEC has ever traded through so it is vital that we
have an engaged workforce to support us through this time. In these harsh economic times
IBEC has had to make cut backs and has opened up a voluntary. redundancy package process.
People have come forward but not enough, therefore, there is the possibility that compulsory
redundancies further down the line may occur. From speaking with work colleagues it is’
apparent that everyone seems to be feeling apprehensive and demotivated at the moment
because of the unknown that faces them and having to pick other workloads from the staff

members who have gone and not even knowing if their own jobs are safe in the future.

Ultmately we need to make our members feel they cannot be without our service and it is
through our staff that we are going to achieve this. What IBEC need to realise is that internal
practices that resolve employee issues and build employee commitment in turn build
customer commitment and that is what we need to focus on moving forward. There is a
direct link between levels of engagement within an organisation and the level of its customer
satisfaction. The link between employee engagement and customer satisfaction is irrefutably »
positive and common sense. Customers interacting with engaged employees have a more
positi>ve experience when compared with dealing with a 'disengage'd employee. Customer
commitment builds earnings and value for shareholders. It is our mission in IBEC to serve

our members promptly and professionally and to aid as a backbone to them in present times.



Members dealing with engaged employees experience higher satisfaction from the service
and higher satisfaction leads to more repeat business and word of mouth leads to more
4business. By having an engaged workforce this should enable us to service our members
better in these harsh times. This dissertation needs to find out are IBEC employees “willing

" to go the extra mile” for the company. It is a time of change and some uncertainty prevails |

and trying to engage a workforce in times of change can be difficult.



CHAPTER 2

. EMPLOYEE ENGAGEMENT



2.1 Undersfanding employee engagement‘

Employee engagement can be defined in a number of ways such as a positive attitude held by
the employeé towards the organisation and its values. An engaged employee is aware of
‘business context and works with colleagues to improve pérformance within the job for the
benefit of the organisation. It is ultimately about what employees think and believe about
their company and its values and how they feel about working for the company and how they
act in relation to their company. A combination of all the above that are harnessed in a
positive way within an employee can lead to high engagement levels. It means the employee
is “willing to go the extra mile” for the company. There may be organisations out there that
are performing very well that may not have an engaged workforce, however, if they are
leading the way with a less than fully engaged workforce, imagine what they could achieve
with a fully engaged workforce that are willing to go the extra mile. As stated on the Towers
Perrin website, 9 out of every 10 workers in the world want to take on challenges, are eager
to learn and reédy to put discretionary effort into their jobs. Unfortunately, only two do so.
They call this discrepancy “A workforces engagement gap”. Companies need to imagine an
organisation where not only do employees show up but they consistently do exceptional
work. Companies need to start working on closing the engagement gap and companies that

act on this see performance soar.

2.2 The business case
The business case for engagement shows that having an engaged workforce is good for
business. According to the Towers Perrin International Survey Research (IRS):
“It goes without saying that no company, small or large, can win over the long run
without energised employees who believe in the mission of the company and
understand how to achieve it”,
Towers Perrin IRS have shown time and time again through their research that there is a
proven link between employee engagement and business performance is undeniable. An
example of this would be where engaged employeés in customer focused roles are more
likely to treat customers in ways that positively influence customer satisfaction resulting in
return business. They say that organisations that fail to engage their people fail to reach their
full potential. Engaged employees are more loyal, the greater the number of loyal employees,
the lower the cost of recruiting, hiring, training, and developing, not to mention the positive

effects on productivity, and there are overall lower absenteeism rates, improved customer



experience, customer loyalty, boosted business growth and sustained long-term success.

Therefore, there are significant benefits to the company by having an engaged workforce.

-Some of the main drivers as to why companies should look at employee engagement are:

1.

People have become the primary source of competitive advantage — they are more
likely to stay and thrive in an environment where they feel engaged by the company
and the work it performs. .
As recruitment and retention are costly exercises, companies are realising the cost
advantages of keeping and rewarding their key people. A company that values and
develvops employees and encourages them to feel that what they do makes a difference
to the company, will be more likely to retain those emp_loyées than not.

HR practitioners have found a way of positively influencing business strategy through
employee engagement initiatives. The role of the HR function is to support and
influence the overall business strategy. If, as many companies claim, people are their
key resource, then HR can lead the way in ensuring the most effective use of that

resource through employee engagement initiatives.

There are many companies out there who are thriving without dedicating time and resources

to employee engagement, however, given the turbulent economic climate that we now find

ourselves in, change will be necessary in order for any business to survive and thrive and the

importance of having an engaged workforce now is ever more important. As CIPD state:

“Employee engagement is vital to organisations seeking sustainable competitive

advantage”.

Companies need to commit to employee engagement, employee advocacy and learning

and development more than ever because they are going to be critical components in

retaining the strength of an organisation and enabling it to build for the future in these

diffiéult times. As stated by Breadley in an article by Searle (2009, p. 21):

“If you stop looking for people with great capability and stop developing.people —

they may stay with you while times are tough but they will leave when times get

better again”.

Therefore, if you invest in people it pays off in the long-term.



2.3 Levels of engagement
As stated in an article by Treacy (2008, p. 7),
“There are different levels of engagement among employees”.
They are as follows:
e FEngaged — employees work with passion and feel a profound connection to their
company. They drive innovation and move the organisation forward. |
® Partially engaged / disengaged — Employees are essentially “checked out”. They
sleepwalk through their workday, putting time, but not energy or passion into their
work. _
e Actively disengaged — employees aren’t just unhappy at work, they are busy acting out
| “their unhappiness. . Every day these workers undermine what their engaged co-
workers accomplish. |
The importance of employee engagement as a key to harnessing the potential of the
workforce is vital. It is now time for companies to start working on those employees who are
on the “partially engaged or disengaged stage” and work to bring up their levels of
engagement and this can aid as an invaluable tool to ensuring that your company stays the
course and thrives through difficult times ahead. Where there is diéengaged employees a
company may come up against some hostility when -tryiﬁg to implement change because
employees feel threatened. To overcome barriers to engagement senior managers and line
managers need to demonstrate organisational values and behaviours that they want to foster
within the organisation and they need to communic'ate with employees openly and
consistently. Acknowledging the impact of chénge but including people iq building a better
future helps to maintain an employee’s engagement. Having a high number of disengaged
employees is a warning sign and employers need to act on trying to turn it around.
Companies would notice a fundamental shift from disengaged to engaged workers. It can

literally transform the workplace.

2.4 Drivers of engagement for employees

There are a number of common factors that drive and raise employee engagement within
organisations. According to research done by Watson Wyatt and the World at Work
Association, they found that many companies do not fully understand employee priorities. It
is important for organisations to identify what engagement means to their own employees '

before taking steps to increase it, particularly in view of the increasing diversity of the

?



workforcé, Various research comf)anies such as the ISR and Towers Perrin have identified
through carrying out research surveys that according to employees in various organisations
across countries, that the main drivers for employee engagement and why they stay in
companies are the following, well thought out induction and training programmes when they
started, the nature of the work, job secufity, employee development, communication
processes, relationships with management, flexible working and work-life balance initiatives

and recognition and reward. Let us discuss some of them.

2.5 Induction and training into a new job
It is important that new recruits are given a thorough induction in to the new workplace.
Induction emerged where a new employee‘ has a fear about walking into a new job. It is a
period of change, a new socialisation process. Induction is about giving a new employee the
basic information they need to eﬁable them to settle down quickly and happily and to become
productive as soon as possible. Its about diffusing any apprehensions a new employee' maybe
experiencing. . Individuals in a state of transition will experience anxiety, which can be
stressful. The Small Firrns Association believes (2002, p. 3):

“Induction is not just the formal introductory course that staff members take on their

first couple of weeks, its a staff members full integration into the new company and

organisations have a responsibility for this”.
A new persons first couple of weeks in a new job sets the tone of their attitude towards the
company and their expectations about their career there. .Decisions to stay in or leave
organisations and feelings of commitment or alienation would appear to follow from sense
made by newcomers from the early stages of the job experience. New employees who are
_thrown straight into a job and not given a formal induction, their attitudes towards an
organisation turn from bright enthusiasm of starting a néw job t_owards feelings of sourness
and disillusionment. Therefore, companies need to realise that first impressions are
important. Induction lets a new employee know what is expected of them by the organisation‘
in terms of behavioural norms and the values that employees should uphold. As Cook states
(2008, p. 146):

“This is a great opportunity to inform employees of the vision and goals of the

organisation and to share its values”.
Or in other words as Armstrong states (2003, p. 455):

“It provides them with the way things are done around here”.

10
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Induction is important for organisatiohs to place importance on not only for the .new
employee but also for the company itself as the company themselves will have most likely
put considerable time, effort and finances into recruiting the new employee. Giving more
attention to induction pays off as it increases the commitment from the new employee. It is
the beginning of the engagement process and it allows the company to send the right message
across that they care about their new employees by equipping them with the tools they need
to be able to start their new job. As we stated earlier the first few weeks in a new job are

vital, by paying attention to induction the employee is less likely to leave the company.

There are various training techniques available to companies to use to assist them in helping a
new employee to settle into their new role such as:

e On the job training — consists of instruction or coaching by tréiners or fellow work
colleagues in the workplace. This method is often known as the “sit by Nellie”

~ approach. It is a technique of telling or showing trainees how to do a job and then
allowing them to get on with'it. It is the most commonly used training method. It is
direct and the employee is actively engaged.

¢ Mentoring — new employees are guided by more experiencéd employees who guide,
.encourage and support them. Mentoring is aimed at complementing learning on the
job. It also complements formal training by providing those who benefit from it with
the individual guidance from experienced managers who are “wise in the ways of the
organisation”.

e Coaching — is a person to person technique designed to develop individual skills
know]ed_gé and attitudes. Coaching is most effective‘if it can take place informally as
part of the normal process of management. It is about helbing people to become
aware of how well they are doing and what they need to learn in a job.

e In-house systems — which are specific software packages that organisations use for the
needs of the company. In-house systems can be specific to an organisation. Most
new employees get trained in on these when they start in an organisation. Eg LT.

packages.

An induction and training programme should not be perceived as an end in itself. Itis good
practice for a manager to monitor and review progress of the new employee after just a few

weeks of employment and discuss any problems the employee may have.
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2.6 Job design
Job design has two main aims, first to satisfy the requirements of the organisation for
productivity, operational efficiency and quality of the product or service and second of all to
satisfy the needs of the individual for interest, challenge and accomplishment, thus providing
for “job engagement” — a commitment to carrying out the job well. As Armstrong states
(2003, p. 341): '
“Clearly these aims are interrelated and the overall oﬁjective of job design is to
integrate the needs of the individual with those of the organisation”.
When managers are creating jobs and redesighing jobs in times of change they need to ensure
that the job role is designed to:
1. Influence skill variety, provide opportunities for people to do a variety of tasks.
Influence task identity, combine tasks.
Influence task significance, to inform people of the importénce of their work.

Influence autonomy, giving people responsibility for their own work.

oA »N

Influence feedback, establish open feedback channels.

The design of jobs themselves is important to the level of engagement and ultimately has an
impact on health. It is important to create a job so that an employee can enjoy challenging
work and to be able to broaden their skill set and to use their full skills and capabilities. By
taking this into account in job design it is providing for job enrichment. The purpose of job
enrichment is to maximise the interest and challenge of the work for an employee. It
increases motivation énd stimulation within an individual and engages the employee in their
job thus providing for better productivity for the company. Both sides are gaining. As stated
by Beardwell, Holden and Claydon (2004, p. 552):
“Its about designing jobs that employees can own”.

It is also important that employees are clear about what is expected of them in their job and
that they receive regular and timely motivational and developmental feedback. These are all
key factors in employee engagement. Employees want to feel that the work they do
contributes to the overall bottom line of the purpose of the organisation. They want to know
that their work has meaning to it and ultimately helps the organisation achieve its mission.
Théy want to be proud of who they work for. By designing and structuring jobs that uses an
individual’s skills and capabilities the company are building on their employer branding. An

effective employer brand is a set of attributes and qualities that make an organisation
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attrélcti\;e and distincﬁve to potential and existing employees. It is ultimatély about as stated
by Cooke, (2008, p. 91):
“The companies image as seen through the eyes of its employees and potential
hires”. '
By designing jobs that are taking account of employees needs and challenging them is adding

to their overall brand as companies who people would most likely want to work for.

2.7 Employee development
This is a significant toll for engagement and recognition of employees. It is important for an
employee to have a self development plan in place. Employees like to know where they are
going in terms of their development. As stated by Cook (2008, p. 142):
“There needs to be ready access to training and development that meets an
individual’s needs”.
This builds both orgariisational capability as well as individual skills. By providing
development for all émployeeé it creates self worth and makes employees feel they are a
valuable member of staff and increases their sense of loyalty and corﬁnﬁtment to the
organisation. As stated iﬁ an article by Hayes (2007, p. 44): '
“Successful businesses treat employee training and development as an essential
investment”.
By offering careér developmént plans for all emplbyees is a way of offering opportunities to
grow, learn and ultimately progress within the organisation. There is a strategic importance

of learning and develbpment for organisations.

People are the source of differentiation and sustainable competitive advantage. The
continuous learning and development of individuals is crucial and is of a high strategic
importance to organisations and to the overall economy. Career- development gives
individuals the encouragement they need if they are to fulfil their potential and achieve a
successful career with the organisation in tune with their talents and aspirations. By
following this approach companies will find that they are looking after the needs of staff and
showing that the company has a commitment to them. This will help to build a psychological
contract and hence contribute to the overall strategic business goal of competitive advantage.

As stated by Arthur (2008, p. 45):

13



“Career development opportunities show to emplorye'es thét they can have é future in

the organisation”, |
Thus engaging them. Coaching and training ensure that employees have the technical skills
necessary to do their job effectively. Wider development provides them with personal skills
and business knowledge to improve their 'co.ntribution to the company. Career development
opportunities show to employees that the company considers their career aspirations and that
they have a future in the organisation and that they have excellent career advﬁncement
opportunities. It all contributes to engaging the employee. If employees feel that the
organisation is committed to them, they are more likely to show increased commitment in
return. Managers need to realise that if no one-to-one time is given in relation to an
employées‘ performance and development, ' performance will- quickly start to drift .and
motivational levels fall. In an example of a case study of AXA in Cook (2008, P. 147), when
AXA introduced a new performance management system several years ago, they made it part
of a managers objective to hold four performance reviews with their staff each year. Setting

out defined goals and development opportunities for employees to achieve.

Even in a downturn like now, where companies are making people redundant, this can have a
negative impact on remaining employees. They may feel vulnerable and overworked and
very much disengaged. Therefore, even if job security cannot be guaranteed moving into the
future, development of remaining employees is ever more important. Companies need to
commitment to them and try to up skill people to make them more employable in the .
likelihood that they lose their jobs. Employees are mc;re likely then to continue to be
engaged in their roles if they see that the organisation still has a commitment to them and are
doing their best for them in terms of their development. Alse as workers gain clarity and
confidence in themselves in their future they become more engaged — a key determinant of

business success and profitability. -

2.8 Relationships with management

As the concept of employee engagement has increased in recent years the role of
management has evolved accordingly. There is a link between management and employee
engagement. The requirement for management to become the central point of contact for
employees regarding their development, performance and reward is more evident. Some

‘managers are not aware of the impact that their management style has on employees. It is
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important that management know how to interacti vwith their remployées through -
communicating, motivating them, rewarding and developing them. Management need to be
able to éarry out all aspects of people management. The impact of organisational
management cannot be underestimated. It is important that managers know how to deal and
handle employees accordingly to make a more effective contribution to the organisation. As
stated by Arthur (2008, p. 18):

“The importance of management in the development of positive working

relationships influences well-being at work™.
The role of leaders and managers lies at the heart of employee engagement. In evaluating
engagement from an employee perspective, employees consider their relationship with their
manager to be crucial to their success. They need to believe that their manager is setting
them up for success. The values and behaviours of employees have to be role-modelled by
managers and their commitment to employee communication and dialogue is crucial. As
stated in an article by Alimo-Metcalfe and Bradley (2008, p. 38):

“For the effects of ehgagerﬁent to be sustained, it is crucial to embed the leadership

behaviours that promote it in the ‘culture of the organisatioﬁ. To be effective,

therefore, any interventi_ons designed to create such a culture must start with the CEO

and the top team”.

Employees engagement with their work is influenced by their relationships with their
managers. Employees are as interested as managers in working for a positive and engaged
organisation. Wofkjng with a disengaged team can be stressful and difficult. Managers need
to be aware that the most valuable source of competitive advantage is a workforce that
consistently and willingly performs to their best. Engagement levels are not helped in
organisations where managers do not demonstrate that they care about their employees.
Fundamental to the overall engagement that an employee has is that their direct manager
cares about them as a person. One of the most powerful means of creating stronger ties in a
team is for the manager and team members to find out more about each other as people.
Showing an interest in others emotional and physical well-being is fundamental to employee
engagement so managers need to be able to know how to create this connection. When there
is low morale amongst employees and teams it is important thgt middle management
understand their roles and that the moti\}ation of the workforce is their responsibility. As

stated by Macleod and Brady (2008, p. 202):
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“It isn’t the chief executive standing on the stage once a year and doing an annual
review, it’s the person that you see every day that is responsible for inspiring
enthusiasm for work”.

Good managers have the power to create the conditions within engagement behaviours can

flourish.

2.9 Flexible working and work-life balance initiatives
Many people nowadays need to combine work with family responsibility and consequently'
need to achieve a sensible and satisfactory balance between the two. Work-life balance
(WLB) initiatives support staff on a personal level and it encourages a healthy work-life
balance by allowing staff to combine employment with other aspects of their lives. As stated
on the Work-life Balance we;bsite, companies can benefit from these work-life balance
polices and it helps to build a more supportive culture and .develops'a more motivated,
committed and productive workforce who feel valued and supported by their organisation.
Some of the benefits of promoting a work-life balance can be that:
e Employees are more likely to demonstrate more loyalty and commitment to the
employer if the employer is showing consideration for their needs.
e Increased loyalty and commitment lead to better performance at an individual level
and thus increased productivity at an organisational level.
e There will be a decrease in sickness absence and its associated costs.
e There will be lower staff turnover, substantially reducing the employers recruitment,
induction and training costs. .
e A more relaxed and flexible workplace culture can encourage employees to come
forward with ideas and suggestions for improvement, which in turn can benefit the
© organisation.
e The employer will become an employer of choice and will be able to retain and attract

the best people.

Flexible working needs to be done in a way so that all employees believe they cén access the
benefits should they need to. In a recent CIPD survey, two of the major concerns that
emerged most frequently from companies were the hours and the work intensity level
required by the employees, which was contributing to stress levels. Employers have a

responsibility for the health. of their employees whilst they are in the workplace and by
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mtroducmg”WIv,B this can helpﬁ to alleviate stresses at work. The value employers get back
from this is the retention of staff and not having to incur high recruitment and selection costs
as well as time spent on induc'tion. What companies have trained and developed in terms of
staff-they need to hold on to, their intellectual property. They need to reap the benefits that
they have invested in. By allowing employees have greater flexibility in working patterns

they can balance what they do at work with responsibilities and interests they have outside of

work. As stated by CIPD:

“Its about finding out about employees needs and prlorltles and considering how they
* can be met in ways that are consistent with the needs of the business”.
Work-life balance initiatives retain valued staff and raise employee engagement
carried out by Watson and Wyatt found that emplo.yees who were satisfied with stress levels
and'\;vork—life balance were less likely to leave for a comparable job elsewhere and were more
likely to be advocates fof the employer. As stated by McDonald (2005, p. 30):
“Managers should offer. employees choice,'if possible as to their working patterns
and number of hours, they should encourage alternative ways of working, such as
job-sharing, home working and the introduction of flexible working hours”.
By having flexible working arrangements will allow a company to provide a more responsive

service to their customers in addition to increasing production processing time through a
variety of shift and other working arrangements.

~ Overall, work-life balance policies and programmes foster good employee relations within
companies. They have positive impact all round both for employee and company. In a case
study of PriceWaterHouse Coopers, they found a-connection between employee engagement
and health and safety at work-. They emphasise to‘employees that it is not healthy for
employees to overwork. The message that they give out to employees is that it is the quality
of the work that is done rather than the time spent at work. They support a healthy lifestyle

Employers who want to get the most out of their employees need to consider the negative

consequences of allowing or condoning workaholic habits. Employers need to ensure that

there is -a reasonable balance there for their employees. Failure for employers to look after

their employees well-being represents a lost opportunity, as staff who feel fit and healthy will

be empowered to produce high-quality work, cope well with pressure and work in partnership
with the organisation to achieve its goals.
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2.10 Communication prdceéses

It makes sense that people who are involved and kept in the picture feel part of things and are
able to do their jobs to the best of ‘their ability. The oppoéite — a secretive climate, where
people are kept in the dark, receiving little regular communication — makes people feel left
out, vulnerable and exposed. As stated by Cooke (2008, p. 169):

“This fuels an us and them atmosphere of mistrust”.

Typical problerhs faced by employees are that there is either too much information or a
scarcity of it. Management set the tone for engagement in any organisation.. What they say
and do is critical in driving higher levels of employee engagement. Good two-way
communications are required so that management can keep employees informed of the
policies and plans affecting them and employees can react promptly with their views .about
managements proposals and actions. Change in an organisation cannot be managed
effectively if there is not an understanding of the feelings of those who are going to Be
affected by it. Internal communication is key to engaging with employees and creating and

maintaining a supportive organisational culture. -

Management need to communicate the vision of the company to employees, the direction that
the company wants to go'in and where it wants to be. By management communicating the
vision of the company it provides employees with a picture of a future state to which the
organisation is striving. Organisations with successful employee engagement programmes
use their vision statements to paint a clear picture of where the organisation wants to be.
Empfoyeés should be encouréged to put forward ideas about how they‘could improve the way
they work to go along with these visions. To encourage participation and involvement
management need to keep employees involved by using a variety of different communication
channels to get their message across in an interactive way and by allowing staff members to
question senior management so they have a better understanding of business rationale. This

" method makes information much more understandable and meaningful.

There are a number of communication methods such as in-house ‘intranet systems, staff / team
"meetings, corporate newsletters, email, personal voice messages, notice boards, employee
annual reporté and corporate video. One to one communication is important but companies
can use all of the above to inform employees of key corporate goals and how they relate to

individuals jobs. The most imporiant thing is that the information is presented in an
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interactive and pdrticipativé-_t‘éshion_ and that staff have an dpportu‘nity to ask ’ql-lestio"ns‘ and
contfibute ideas. The important thing is in times of change in an organisation is that the
company brings the employees along the change journey with them. The important thing is
not to keep them in the dark as it only creates suspicion and causes resistance. Open channels
of communication between manégers and employees is key. Front line managers' are key to
ensuring information is communicated effectively to employees, as employees will look to

them in times of change to want to find out how change will impact on them.

2.11 Reward and recognition
. The issue of reward is at the centre of the employment relationship. The reward package is
important to the employer because it helps attract and retéiﬁ employees and to influence
performance and behaviour at work. The reward system should encourage staff to-make full
use of their abilities and to develop their potential and to achieve both objectives of their job
and the organisation. This should be part of the orgénisational strategy to engage employees.
Believing that you are being fairly rewarded and recognised for the amount of work and |
~ effort that you put into a job is a key driver of engagement. As Arms‘trong states (2003, p.
613): '
“Reward management is concerned with the formulation and implementation of
strategies and policies that aim to reward people fairly, equitably and consistently in
accordance with their value to the organisation”.
In IBEC .when it comes to salaries, everyone is on different pay. There is no structure in
place for pay scales in relati.on to job roles. It is very much under the carpet as to what one
employee gets and what another employee gets. From the offset and just from hearing
- employees talk in IBEC there is some inequality in terms of what one person gets paid and
another gets paid for the same similar work. This createé feelings of resentment and .

annoyance.

Organisations can use a number of reward systems including attendance, loyalty and sales:
Clearly base salary is important and compensation has always been in the top characteristics
that are important to job.satisfaction. Other incentives can include bonuses;; benefits and
equity. A range of small and large gifts and public recognition of effort can also be used.
Employees today tend to look at the total work package that is on offer. A flexible benefits

package is becoming more common and gives an individual freedom to make choices on how
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to divide uvp'trhe rewards accrording" to their Vpriic.)ritie; at that pbint in time. ;Organ.isat-ions need
to give careful consideration to the range of reward that they offer employees. As stated by
Cook (2008, p. 160), she believes the following: ‘
“My advice on rewards is to carry out a systematic and at least annual benchmark of
remuneration to ensure that compared to your peer groups your policies are fair”.
Therefore, there can be no feelings of bitterness and unfairness that fester bad feelings inside.
As Armstrong states (2003, p. 613):

“Reward management is an integral part of an HRM approach to managing people”.

Equally important is the whole topic of recognition. The worst 'thing a manager can do is
ignore an employee’s good effort or achievement. Recognition should be managements most
fundamental communication with staff telling teams and individuals whether their activities
are on target and indicating the value of employees contribution to the company.
Recognising employees is a delicate business and it needs to be done right and it needs to be
sincere. Giving praise for good work done creates a positfve and inhovative culture in an
organisation and if it is done correctly it can focus staffs attention on the strategic goals of the
organisation. An effective but overlooked approach is to have a senior manager or CEO
. acknowledge the contribution of an employee,. based on feedback from that employee’s
manager. One of the benefits of praise is that it releases a chemical in the brain called
dopamine. This produces a feel good factor which in turn promotes positivé emotions. It
builds self esteem and confidence of employees. The higher the level of positive emotions
employees feel, the more engaged they are with the organisation. Managers need to be aware
that just giving praise at the annual performance review does not equate to adequate. They
need to do it on a regular basis when good work is done. As stated by Cooké (2008, p. 161):
“Receiving recognition or praise for doing good work can increase productivity and
' revenue by between 10 and 20 per cent”. .
Often a gehuine “thank you™ is really appreciated and managers should never underestimate

the power of what a simple thank you can do.

Féedback is critical to employees,'whether negative or positive, it lets them know how they
are doing and whether they are on the right track or not and if not then to build the basis for
improvement. Feedback helps managers maintain and improve employees performance and
in creating engagement. When it comes to using reward and recognition initiatives they must

- be used fairly and equitably. If they are not used in that manner then they should not be used
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at all. Combahies need to have clear pvrocessesri'ni pléée to reward and recdgnirser the pédpié
who perform well. Training and career development, and aligning rewards are generally key.
Reward and recognition play a part in engaging employees in the workplace but it needs to be

fair and across broad.

This chapter has explained what employee engagement is and the business case for it for an
organisation and what it can bring to an employee and the benefits that it can bring to both
parties. Raising engagement levels and maintaining them takes time, effort, commitment.and
investment. As we have discussed it is a two way process, the organisation must work to
engage employee who in turn has a choice about' the level of engagement that they offer to
the employer. The next chapter will outline the methodology for carrying out the research to

get answers to see if employee engagement actually exists in IBEC.
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CHAPTER 3

RESEARCH METHODOLOGY
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3.1 Relevance of research
To research employee engagement practices in IBEC, the information must first be collected
before it can be interpreted. As in any other field, in employee engagement, what gets
‘measured gets attention. To find out how engaged employees are they have to be asked and
listened to. This then forms the basis for analysis of what impact engagement levels are
having on IBEC and for decisions on what actions will help to improve them. Gathering
information in a structured way gives reliable measurement and a representative view of a
current situation. The main source for the collection of the raw data will be fellow work
colleagues. As previously mentioned in chapter 1 (1.3), there is a problem with staff feeling
apprehensive and scared about the future of their employment in IBEC because of the current
economic climate that we find ourselves in. Therefore, it is going to be very difficult for staff
members to feel happy and engaged in their work. The way management lead and
‘communicate to employees in these times is vital if they want to achieve competitive
advantage in these harsh times. Therefore, the relevance of this research is to see what they
are doing and what engagement practices they have in place if any. A company needs to
have engaged employees to have a good business. It is important to find this out if IBEC are
going to be able to trade through this recession and to be able to come out doing well on the
other side and this all depends on the staff they employee and how happy they are in their
jobs in order to perform well. It is therefore employee opinions that are the critical element

here to find out our answers.

3.2 Method of research

Questionnaires are going to be the main source of data collection. Itisa sufvey that 1s going
to be completed on paper. The survey is going to be distributed to different employee levels
such as Executive Support, Officers, Executives, Senior Executives, Assistant Directors and
Directors. Each persc;n will be asked to respond to the same set .of questions in a
predetermined order. It is important to get different views from across the organisation to -
give me a broader outlook on engagement practices. This will allow me to obtain
information from staff to give me a current view to see whether employee engagement
actually exists in IBEC. I would propose to explore the scope of their experiences and
analyse the information to gain a better understanding of it. It is necessary for me to do this
before I can put forward any recommendations to IBEC so they can improve on employee

engagement.b "This questionnaire method of data collection is known as quantitative. The
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choice -of-'-cilrxe'st-i(')nnairé that T am gomg to use is self—é&nﬁhistered, del_ivéf& and return
through internal post questionnaire. This is a questionnaire that I am going to deliver by hand
to each respondent and ask them to put it into an internal IBEC envelope and return it to
myself. I will have a return date wrote on the front cover of the questionnaire so they know
what date that I need to have it completed by and returned back to me. As stéted by Babbie
(1998, p.176):

“This method of questionnaire style overall seems to produce a higher completion

rate than do most surveys”.

By using questionnaires, I can assess information from a large group. - It produces
quantitative data, which is easy to analyse. = As stated by Garavan, Hogan and Cahir-
O’Donnell, (2003, p.157): | |
“It is an economical way of surveying many people”.

It enables individuals to complete questionnaires at their own pace and all respondents are
asked a same serious of questions. The advantages of using questionnaires are as follows, it
'is inexpensive to produce and administer and it is a reliable means for gathering quantitative
feedback. - It is non-obtrusive and it is relatively simple and straighfforward and does not

require an excessive amount of an individual’s time.

I am going to construct a questionnaire that consists of a combination of descriptive /.
categdrical questions, which are questions that can be ranked into a particular category. I am
also using open questions. These are usually a respondent’s view to a question and I am élso
going to use cloéed questions, which aré pre-determined answers, being Yes or No answers.
This method of data collection will allow me to analyse the information numerically and
apply statistical evidence through the use of representing the data I receive back through

various different charts to make it easy to read and understand.

3.3 Questionnaire format |

It is important that the format of the questionnaire is laid out properly. The format of a
questionnaire is just as important as the nature and wording of the questions asked. If a
questionnaire is not laid out properly, it can lead to respondents missing questions and
confusing them as to the nature of the data required and in some cases throwing the

questionnaire away. Because a participant is not answering directly to me I need to take extra
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care to ensure the (juesfibns arerrelrevant, free from jié;go;nwzindr ambiguity and without double-
barrel items. Therefore, before I use the questionnaire to carry out the research and collect
the raW data, I will issue a pilot test first. As quoted by Saunders, Lewis and Thornhill (2003,
p.308): '

“Do your best to give the questionnaire a tfiél run, as without a triél run, you have no

way of knowing your questionnaire will succeed”.
The advantages of administering a pilot test of my questionnaire will ensure that the
respondents will have no problems completing the questionnaire and so there will be no
problems in récording the data collected. It tests the language, sequence, layout of the
questionnaire and it will highlight any ambiguities or problems. Another advantage of using
a pilot questionnaire is that of 'reliability. No instrument can measure with one hundred
percent accuracy. However, by using a pilot test, this can help to stamp out this degree of
error. It will identify the errors.  As a result of admjnistering a pilot run, amendments can

then be made to the questionnaire if need be making it more reliable.

I have asked respondents to answer 15 questions and kept it to a minimum of 2 pages, which
is deemed to be a reasonable length survey. As Saunders, Lewis and Thornhill state (2003,
p.304): o
“In general we have found that a length of between four .anc‘l eight pages has been
acceptable for within organisation self-administered questionnaires”.
My survey will be shorter so it will not discourage people from filling it out. I have wrote a
note on the first page of the questionnaire at the top of the page to explain the purpose and
objective of the survey as this intends to encourage more people to complete the survey if

they know what it is about. I will also ensure to people that it is strictly confidential.

When I have all the surveys back I can then analyse the data which will then allow me to put
forward recommendations for improvement. I will also use certain theorists beliefs and also
use case studies of other organisations for comparison of their employee engagement
methods to help 'put forward recommendations for improving things so IBEC will be able to
see the advantages of having a better engaged employee workforce. I believe that there is
scope for improving employee éngagement in IBEC through investigating what is currently

ongoing and then putting forward recommendations for enhancing the current systems.
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3.4 Reliability and validity |
Reiiability of the survey is so important because of its relationship with the validity of the
findings from the questionnaire. Validity of the questionnaire is concerned with its relevance
and the extent to what information that I have designed the questionnaire for, which is to find
out what the current engagement practices are in IBEC, so that I can put forward valid
recommendations for improvement. By carrying out the pilot test, it will ensure reliability
and validity of the questionnaire that I have constructed. It will ensure that I have the
appropriate questionnaire in place for my research aims and it will allow me to investigate the

areas that I am looking to improve.

3.5 Ethical considerations _
There are also ethical considerations that have to be taken into account when carrying out
research. Surveys can be a form of intrusion into an individual’s life. As quoted by Babbie
(1998, p. 338): ' ‘

“Survey research almost always represents an intrusion into peoples lives”.
Surveys are an activity that the respondent has not requested and it is-asking them to reveal
personal information. Survey research should never injure or damage the respondent who has
volunteered to co-operate and help answer the survey. They should not endbanger the
respondent in any way. As quoted by Saunders, Lewis and Thornhill (2003, p. 105):

“The general ethical issue here is that the research design should not subject the -

research population to any embarrassment or any other material disadvantage”.
Therefore, 1 have ensured that the questionnaire that I have constructed is non-obtrusive and
it is a voluntary questionnaire to fill out. It is important to inform the respondents about the
aspects of the research, about the nature of the research, about requirements of taking part,
about implications of taking part and about use of the data collected and the way in which it
will be reported. This I have explained on the first page of the questionnaire to all

respondents.

To ensure full co-operation with respondents it is important to ensure confidentiality.
Because of the data that I am looking for from people there are some sensitivities around it.
Staff members will not want me to know who said what. Quantitative surveys can guarantee
anonymity. I will notAprovide identification codes on the questionnaires and I will just put

them into envelopes, hand them out, and ask respondents to send them back to me in internal
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fnail en;zélo'peslso their idenﬁty will be kebt rprivatre.r Whe;Iée{ the queéﬁohhairé back T will
file them and not make them available to anyone but myself for data analysis burposes only.
Once given, a promise on my part not to reveal identities it must be kept and honoured.
When the results of the data are analysed then participants of the survey will not be

1dentifiable.

3.6 Analysis of the information received

In planning my survey I need to decide how the responses will be collated and analysed. My
survey is going to be paper based so I will be doing data entry onto an excel spreadsheet to
collect my answers. 1 will be getting percentages showing how each respondent answered
each questions. This will highlight the most positive answers and the most negative answers.
As I mentioned earlier I am going to analysé the information numerically and apply statistical
evidence through the use of representing the data I receive back through various different

charts to make it easy to read and understand.

3.7 To conclude on methodology

By following all the methodology steps discussed above it will allow me to explore the scope
of the experiences from work colleagues and it will help me to gain a better understanding of
the employee engagement practices at present in IBEC. It is necessary for me to do this so I
can my collect my data, analyse it and discuss it, which I will doihg in the next chapter and
then put forward recommendations in chapter 5 to enhance the current systems and there is

always scope for improving things.
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CHAPTER 4

- RESEARCH FINDINGS
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4_.1 The i‘éisipvonse |
Of the 40 questionnaires that I distributed to staff, I got an 82% response rate back. This
good response rate waé because of the chosen method of questionnaire style that was chosen
to carry out which was, a delivery by hand and return through internal post style and total
confidentiality with no coding or names on the questionnaire, to ensure that staff would feel
comfortable about participating in the survey. In this chapter, I will discuss the findings of
my questionnaires énd I will identify what the levels of employee engagement are in IBEC

and what areas are contributing to some employees not being engaged in their work.

From the findings of the survey I carried out it has become very apparent that IBEC do not
have a consistent employee engagement practices in place. Everyone appears to have.
different experiences in different departments and depending on what level job you hold.
Surely, it would be better if IBEC had the correct method of engagement practices in place
and regardless of what level of job you hold or what department you work in, it should be
consistent across the organisation. There should be set practices in place to try and éngage
employees from the very start when they commence a new job, through to aiding them.to get
settled in and kn.owing what to do in their job; through to motivating them, encouraging them

and having.development plans in place for them and allowing for work-life balance. I am

~ now going to discuss some of the findings from the survey.

4.2 Findings on when an individual starts a new job

As we spoke of in chapter two it is important that new recruits are given a thorough induction
and training in to a new workplace. Induction is about giving a new employee the basic
information they need to enable them to settle down quickly and happily and to become
productive as soon as possible. The fifst few days of an individuals experience in a new .job
sets their tone of attitude towards the organisation. By giving them the appropriate.training,
it will allow them to become productive as soon possible and help them to settle in quicker.
It is important for employees to know what is expected of them in their new jobs to enable
them to have an understanding of what it is they have to achieve in their role and only by
induction and other forms of training will that happen. Results from the survey highlighted
that 94% of employeeé in IBEC know what is expected of them in their roles and 6% of
employees do not know what is expected of themselves in their roles. This is represented in

figure 1 on the next page.

29



Figure 1- Employees who know what is expected of them in their jobs

Yes No

The results show quite a positive response here, however there should be no employees who
do not know what is expected of them in their role. All employees should have clarity on
that. This straight away sets a barrier against engagement to exist if an individual is unsure of

what it is they should be doing in their job.

It has become apparent from the research that 73% of employees were given training to help
them do their job when they started in IBEC and the other 27% of the respondents said that
they did not receive any training to help them settle into their new job when they started.

Figure 2 demonstrates this below.

Figure 2 - The percentage of people who felt that they received appropriate training and development

People who do not receive the correct training and development when starting a new job can
cause stress to an individual. People are eager to learn during this stage to reduce any levels
of anxiety that they may be experiencing. When starting a new job the process can either be

a smooth one or a person can feel like they have been submerged into deep water.
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Of the 73% of employees who did receive training to help them do their job when they
started, majority of them underwent a combination of training activities. Figure 3 below
highlights the training that employees received. 87% of people went through the induction
process, which is good. Although there is no excuse for any employee not to have gone
through an induction process as the importance of it cannot be understated. 79% of people
received on the job training. On the job training can be very beneficial and is one of the best
training methods because it is planned and conducted at the employees worksite. 21% of
people underwent mentoring training, where experienced employees find value in
contributing to the development of newer colleagues. 21% of the respondents who received
training underwent coaching, which is the process of directing, instructing and training a
person to extract the best from them and to unlock their true potential in order to maximise
performance. Finally 96% of people underwent the in-house I.T. systems training. This is a
necessity, as without that training they could simply do nothing. However, why 4% of
respondents did not receive the in-house 1.T. systems training is a mystery as this is the very

basic level of training required.

Figure 3 - Types of training employees received when they started their job

If these are peoples experiences so far, it becomes highlighted that from the beginning of the
employment relationship that IBEC are not fully committing to employees. They are not
engaging with all employees from the offset. Although majority of employees have received
training from the beginning the percentage of those who have not IBEC are failing to commit
to and it is more unlikely that those employees will be willing to commit in return to the
organisation. As we spoke of in chapter 2 (2.5), induction and training into a new job is the

beginning of the engagement process and it allows the company to send the right message
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across that the company cares about their new employees by equipping them with the tools
they need to be able to start their new job. We also spoke of how the first few weeks in a
new job are vital, by paying attention to induction and training programmes the employee is

less likely to leave the company.

4.3 Findings from when employees are carrying out their jobs

There are various factors that employers have to take account of when they are designing jobs
to allow for an individual to use their full skill set and capabilities to ensure that an employee
stays fully focused, motivated and engaged in their job. We highlight in chapter 2 (2.6), that
in order for that to happen employers must design jobs to allow for skill variety, task identity,
task significance, autonomy and feedback. 1 asked participants of the survey did they feel
their job allowed them the opportunity to use their full skills and capabilities. What is
highlighted in figure 4 below is that 73% of respondents said yes that their job did allow for
them to use their full skills and capabilities. However, 27% of respondents said that the job
that they carry out does not give them the opportunity to use their full skill set and
capabilities.  Although a relatively high number of employees in IBEC do have the

opportunity to use their full skill set it is saddening to see that 27% of employees don’t.

Figure 4 - Employees who use their full skills and capabilities in their job and those who don't

0% 20% 60% 80%

From asking an open question to those respondents who said that no their jobs do not allow
them to use their full skill set and capabilities, the reasons are because the role they carry out
which is Executive Support does not allow for it. One respondent stated that they are very
defined and limited in their roles in terms of the work content they are allow to do although
being capable of more. Others stated that they have qualifications that they are not being

able to put to use. Of the 27% of respondents that are not allowed to use their full skill set



all of these employees carry out an Executive Support role level in the organisation. This is
highlighting that IBEC do not allow for job satisfaction and variety and do not give much

consideration for lower level job design.

Respondents were asked did they feel that their job contributed to IBEC’s overall mission.
73% of people said that yes they felt their job contributed to IBEC’s mission and 27% of
respondents said no they felt that their job did not contribute to IBEC’s overall mission. Of
the respondents who answered no, 24% of them were Executive Support level staff and 3%
were officer level staff. As we spoke of in chapter 2 (2.6), employees want to know that the
work they do contributes to the overall bottom line of the purpose of the organisation. They
need to know that their work has significance to it and helps the organisation achieve its
mission. They want to be proud of the work they do. What IBEC need to realise here is that
regardless of what level job you hold, all jobs need variety, autonomy, identity, significance

and feedback.

4.4 Findings in relation to receiving feedback and recognition

It has become apparent from the findings of the survey that some supervisors / management
in EBEC do give feedback on a one to one basis on how employees are performing in their
jobs and others don’t. Feedback is critical to employees, whether negative or positive, it lets
them know how they are doing and whether they are on the right track or not and if not then
to build the basis for improvement. Feedback helps managers maintain and improve
employees performance and in creating engagement. Figure 5 below demonstrates from the
findings of the survey that 61% of respondents stated that their manager gives them feedback
on a one to one basis on how they are performing and 39% stated that their manager gives

them no feedback on their work.

Figure 5 - Employees responses to whether or not they receive feedback
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This is a high number of people not receiving feedback. Of the 61% of people who stated
that they do receive feedback from their manager they were asked how often they received it.
Figure 6 below shows us that 10% of them said they get feedback every three months, 30%

receive it every six months and 60% every twelve months.

Figure 6 - Frequency of feedback received

10%
Frequency of feedback
received Every 3months

Frequency of feedback

0,
30% received Every 6 months

60% Frequency of feedback
received Every 12 months

Giving feedback or holding performance reviews is a basic requirement that all managers
need to do and as we spoke of in Chapter 2 (2.11), managers need to be aware that just giving
the annual performance review does not equate to adequate. They need to do it on a regular
basis and it needs to be constructive. The inconsistency in relation to performance and
feedback process in IBEC is showing up as a haphazard approach. Some managers take part
in it and others not. This is clearly a leadership issue not being modelled down from the top
senior management. There is no fairness or structure in place in terms of any of the practices.
As stated by Cooke (2008, p. 147):

“If one to one time with the manager is not built into everyones diary, performance

quickly starts to drift and motivation levels fall”.
Performance reviews need to be built in as one of a managers objectives, to hold on one to
one regular basis with employees. The statistics show us very clearly that this is not
happening in IBEC. It all depends on who the manager is whether an employee receives

feedback or not and how often.

Respondents to the survey were also asked do they receive praise or recognition for good
work that they do. 21% of respondents stated that they received it frequently and 55% said
sometimes and 24% said that they never receive it. Managers have a key role in motivating

staff and simply by recognising the effort and good work that an employee carries out

34



motivates them and helps to develop a high performance culture. In chapter 2 (2.11), we said
that the worst thing a manager can do is ignore an employees good effort or achievement.
Here we have 24% of respondents saying they never get any praise or recognition for good
work that they do, hence there are managers in IBEC that simply do not seem to care what
type of work employees carry out, it appears to just be taken for granted. Recognition plays a
part in engaging employees in the workplace, IBEC management need to realise that often a
genuine “thank you” can really be appreciated and theyneed to start actively giving
recognition where it is due and to those who deserve it. This needsto be embedded into the

culture though and not just for some managers to do it and others not.

4.5 Findings in relation to personal development
From the findings of the survey, it has become apparent that IBEC do not have personal
development plans in place for all of their employees. As we can see represented in figure 7
below, 61% of respondents stated that they do have a personal development plan in place and
39% stated that they have no plan in place. The question is why don’t the 39% of people not
have a development / career plan in place? By asking an open question allowed me to find
out why they had no plan in place and the general feedback was:

e There was never one put in place for them.

* Their job level does not allow for it.

 They were just to busy in the job they are doing to allow time for a career /

development plan.

Figure 7 - Number of employees who have a development plan in place

Yes - development planin No - development plan in
place place

Employees who have a personal development plan in
place
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IBEC need to ensure that there is development plans in place for all their employees. Again,
inconsistency is being brought to forefront in terms of differing practices for different
employees. It is important for IBEC to encourage lifelong learning and it is a very powerful
weapon in engagement. Personal and career progression does not have to mean upwards
progression. Many people are happy with the level they are at but they may like to have the
opportunity for lateral moves. Therefore, it is also just about giving people the opportunity to
learn new skills and knowledge so that if the opportunity did come up for lateral moves they
could apply for it. The survey also asked employees had they the opportunity to learn and
grow in the last year. What was highlighted is represented in figure 8 below is that 64% said
yes they have grown and learnt in the last year in work and 36% of people said they had not

grown or learnt anything in the last year.

Figure 8 - Employees who have had opportunities at work to learn and grow in the last year

IBEC need to see that learning and development opportunities show employees that the
company considers their development aspirations and even though in these difficult economic
times where job security cannot be guaranteed, by committing to giving them opportunities to
learn new skills and knowledge in other areas and build on what knowledge they currently
have that they have a future of being more employable because of their intellectual capital
and skill range. It all contributes to engaging the employee. If employees feel that the
organisation is committed to them, they are more likely to show increased commitment in

return even in harsh times when things seem bleak.
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4.6 Findings on rewards and benefits

As we spoke of in chapter 2 (2.11), employees want to believe that they are being fairly
rewarded and recognised for the amount of work and effort that they put into their jobs. It is
a key driver of engagement. From asking a descriptive question of the participants the
following results emerged as to whether people felt they were rewarded appropriately for the
work they carry out. 33% felt they were rewarded unfairly for the work they do, 46% said
they received fair reward, 18% said they received a very good reward and 3% said they
receive an excellent reward for the work they carry out. These statistics are represented

below in figure 9.

Figure 9 - Statistics of employees on how fairly they feel they are rewarded for their work

m Unfair reward
. Fairreward
Vpry good reward

m Excellent reward

Although they say that salary comes surprisingly low on the list of overall engagement
drivers, this is generally because the pay of such respondents is within an acceptable
bandwidth for the job they are carrying out. If employers get salary wrong in terms of
fairness for similar jobs carried out by employees it can be a significant leak in the company
well-being and can create animosity amongst staff and management. Employers need to
avoid getting financial and non-financial rewards wrong. They need to be fair and similar
depending on the level of job. It can be very demotivating for employees if they feel they are
not being rewarded fairly for what they do and this will affect employee engagement with the
company. Of those 33% of employees who responded saying they felt they are rewarded
unfairly, IBEC need to find out why these employees feel that way. It is important for all

employees to feel that they are being rewarded fairly.
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4.7 Findings on relationships with management

Relationships with management can effect employee engagement. It is so important that
management know how to interact with their employees and that they have proper people
management skills. As we stated in chapter in 2 (2.8), employees need to feel that their
managers are setting them up for success. What is highlighted from the findings of the
survey is that 58% of employees felt that their manager cared about them as a person and
how they were doing in their job. 42% of employees felt that their manager did not care
about them at all or how they were doing in their job. Figure 10 below represents these

statistics.

Figure 10 - Employees who feel their supervisor cares about them as a person & how they are doing in

their job

The results are very high from respondents who feel that their manager has no interest in
them. IBEC need to address this if this is the case as engagement levels are not helped in
organisations where managers do not demonstrate that they care about their employees. One
of the most fundamental things for engagement is that an employee has a manager that cares
about them as a person. Showing an interest in employees and their work and getting to
know them as a person and their well-being is fundamental to employee engagement so

managers need to be able to know how to create this connection.

4.8 Findings on work-life balance initiatives
What is highlighted in the findings on work-life balance practices in IBEC is extremely
negative. There are practically no provisions for work-life balance for employees in IBEC.

As represented in figure 11 on the next page, 27% of respondents stated that the department
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they work in promotes work-life balance. However, the other 73% of respondents stated that

no they do not benefit from work-life balance practices.

Figure 11 - Respondents who avail of work-life balance

m Yes - department
promotes work-life
balance

m No -department does not
promote work-life
balance

It seems bizarre that only some employees can avail of the benefit of work-life balance.
IBEC need to pay attention to the practicalities of employees lives and they are not acting as
if their people are important to them. They need to take positive steps to show that they care
about their employees well-being. Many people today need to combine work with family
responsibilities and IBEC need to be aware of that. Of the 27% of respondents that state that
they can avail of work-life balance practices | asked a categorical question of them to state

what practise they can avail of. Figure 12 below represents the practices that they can avail

Figure 12 - Work - life balance initiatives that 27% of respondents state they can avail of in IBEC

44%

Of the 27% of respondents that said they can avail of work-life balance in their job, 44% of
them said that they get flexi-time, 44% of them said they can work part-time and 12% said

they can avail of tele-working. Nobody in IBEC could avail of job sharing, career break or



sabbatical leave. If having work-life balance practices within an organisation it needs to be
fair and across board. It is not fair just certain areas within the company promoting it and
some employees being able to reap the benefits of it. IBEC need to respect the wishes of
employees to achieve a fair and reasonable balance between their working lives and their

personal time.

4.9 Findings on communications
39% of respondents stated that they felt the lines of communication in IBEC are open. 15%
stated that they felt they were closed and 46% felt that communication and information was

drip fed to them. This is represented in figure 13 below.

Figure 13 - Communications in IBEC

aw*

Drip fed

Channels of communication in IBEC

As we spoke of in chapter 2 (2.10), in communication processes, good two-way
communications are required so that management can keep employees informed of the
policies and plans affecting them. The opposite, a secretive climate, where people are kept in
the dark and not told anything creates an “us and them” atmosphere of mistrust. The findings
highlight that majority of employees are not communicated to in the correct way in IBEC.
Some are drip fed information and then others hear nothing. Internal communication is key
to engaging with employees and creating and maintaining a supportive organisational culture.
Employee trust is gained by making things clear in the organisation. Internal communication
processes need to be transparent. But the findings from the survey indicate to us that
communications in IBEC are not open and transparent. Especially in these times of change
within the organisation due to the recession and the restructuring processes that are going on

at present, they need to realise that one of the most important things is not to keep employees



in the dark, this only leads to rumours being spread and issues becoming exaggerated.

Openness and honesty go along way and people appreciate it.

4.10 Findings on engagement levels

| asked an outright question to the respondents whether they felt engaged in their current

roles or not and the answers | received back are illustrated in figure 14 below.

Figure 14 - Levels of engagement that employees have in their jobs in IBEC

24%

43% m Fully engaged
m Partially enaged

Disengaged

33%

43% of the respondents said that they were fully engaged in their jobs, 33% said that they
were partially engaged in their jobs and 24% said they were totally disengaged from their
work. This highlights that more than half of the workforce are not totally engaged in their
roles. That is not good for IBEC. Imagine what they could achieve if they had a 100% fully
engaged workforce. IBEC need to work at swaying the massively ambivalently minded staff.
Even the smallish percentage swing towards engagement has the capacity to change the
attitudes of a large number of employees. IBEC need to ensure all staff are engaged because
in the long run it pays off, employees are willing to go the extra mile for the organisation and

willing to put the extra effort in.

This concludes the data analysis chapter and it has highlighted what the main findings of the
employee engagement survey have been and where the errors appear to be. Just to recap they
are the following:
1 IBEC do not have the same consistent induction and training procedures in place for
new employees coming into the organisation.

2. Some staff felt they do not know what is expected of them exactly in their jobs.
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3. Somé job design doés -ﬁot. a-ll;)w”f_o_r- so;n;a 7em[7)717(;yééisr to use theiirifulii ';kiils an;i
capabilities. |
4. Some employees do not get feedback on their performance.
5. A lot of employees to not receive recognition for the good work they do.
6. A high number of employees .do not have personal development plans in place and
have not had‘ opportunities to learn and grow in their roles.
7. A number of people feel like they do not receive fair reward for the work they do.
8. Majority of employees feel their manager does not care about them. ‘
9. There are not fair practices in place for work-life balance were all employees can
avail of the benefits of it. '
10. The channels of communication are not fully open and transparent between

management and employees.

11. Over half the workforce are not fully engaged in their jobs.

Following on from here, in the next chapter I will put forward recommendations to show

ways that IBEC can improve on their current employee engagement practices.
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CHAPTER 5

CONCLUSIONS AND RECOMMENDATIONS
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5.1 Conclusions drawn from the data analysis

Although the statistics of the survey did reveal some positive results from some of the
respondents, IBEC still have a lot of work to do to improve their employee engagement
levels. Some engagement levels do exist among the staff in IBEC however, all employees
need to be engaged and not just a few and the survey revealed constant inconsistencies across
ﬂl the drivers for engagement in the organisation. Every employee has had al different
experience in relation to engagement practices-in IBEC. One rule for one petson, and another
for someone else. I draw from there that the inconsistency of practices is contributing to
employees not being fully engaged in their jobs. IBEC need to review the practices thét they
currently have in place to ensure that they can turn this around and engage all employees that
they have. As we spoke of in chapter 1 (1.3), IBEC may give out advice and assistance to
member companies about employee engagement and what is best practice but it is clearly
evident from the findings that they do not follow suit themselves on what they prbvide advice
on to ensure an engaged workforce. It has always been said that an organisation is only as
good as the people in it and can only achieve its true potential by harnessing its people. What
IBEC need to realise is that every employee has the capacity to be engaged but it is up to the
company to institute a culture which encourages them to invest that engagement on the
companys behalf. Engagement levels are the companys responsibility, they are something to
be worked oh, not simply hoped for. The company needs to decide to make an investment in
it and the good news is it can happen because the reins to this powerful tool lie in the hands

of the company depending on what practices they put in place to allow for it.

5.2 Recommendations for improvement

From the findings of the data analysis I am now going to put forward recommendations that I
believe IBEC should follow that will improve employee engagement levels amongst staff. I
believe that by following the recommendations that we are about to discuss will increase

employee engagement for IBEC in the long-term.

5.3 Recommendations to improve the induction and training process into a
new job |
What arose from the data analysis was that majority of emp.loyees know what is expected of

them in their job roles, however, there were some employees who stated that they did not

know what was expected of them in their roles when they started their employment in IBEC.
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V'They statéd that they did not receive the appropriate training and development when they
~ started.  This does not set the beginning of a good wborking relationship for either party
involved which is a downfall on IBEC’s behalf here as it is their responsibility to ensure that
the appropriate training is in place for new employees. By giving new employees the
appropriate training, it Will allow them to become productive as soon possible and help them
to settle in quicker. It is important for employees to know what is expected of them in their
new jobs to enable-them to have an understanding of what it is they have to achieve in their

role and only by giving induction and other forms of training will that happen.

The results from the survey highlighted that those employees who did receive training
underwent various different training methods when they started. However there was no
consistent trainihg in place for all employees, everyone had a different experience. IBEC
need to put a structure on new employees joining the company. Putting induction and other
training systems such as coaching, mentoring and on the job learning in place so that all
émployees go through the same starting procedures. All employees should receive induction
training especially, rcgardleés of what level job they are coming in at. As we described in
chapter 2 (2.5), induction is described as the process by which an employee is welcomed into
the organisation and introduced to the new working envifonmen’t. The importance to paying
attention to receiving a new employee is very important. It is to ensure the effective
integration of staff into the company for the benefit of both parties. A well-planned and
structured induction programme is critical in shaping the new employees attitude and
potential commitrhent to the organisation. A few employees did not even receive the in-
house I.T. systems training when they started -and without that there is very little you can do
for a period of time. Therefore, IBEC should focus a lot more on training new employees
when they join the organisation. Perhaps spending the first week on induction and training
new employees on all L.T. packages required to allow them to start working straight away and
then assigning a mentor or a coach to an individual that they can go and seek assistance from

when they need it.

As previously stated the benefits of an induction programme for a new employee are that it is
giving them the basic information that they require to enable them to settle down quickly and
happily and to start work and become as effective Aas soon as possible. This will allow, the
new employee to ease more comfortably into the new role and dissolve any stresses they may

be experiencing. New employees are eager to learn when they start a new job as it reduces
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the stress of the transition process. Without effective induction new employees gef éffrtc; ;1
bad start and never really understand the organisation and this may lead to poor integration
into the team, low moral, particularly for the new employee, loss of productivity and failure
to work to their best potential and in extreme cases the employee leaves. The costs incurred
then for the organisation are, additional costs for recruiting a replacement, wasted time that
was spent on trying to train the new person in, lowers morale of remaining employees and
then finally having to repeat the unproductive learning curve of the leaver. I believe that if
IBEC pay a little bit more attention té induction and training, the process of when an
individual starts a new job will improve greatly and as we spoke of in chapter 4 (4.2),
induction and training into a new job is the beginning of the engagement process and it

allows the company to send the right message across that the company cares about their new

employees by equipping them with the tools they need to be able to start their new job. This

s easy to change and will make a big difference both to new employees and the organisation.

5.4 Recommendations to improve the design of jobs

Our survey results showed us that 27% of respondents were not given the opportunity to use
their full skill set and capabilities in the job that they are employed to do. This is all a part of
an individual’s welfare in their job and it is often overlooked. Results from the data analysis
have shown us that IBEC are over looking job satisfaction for some of their employees. Part
of an employee’s well-being is feeling that they have-a stimulating and challenging role to.
carry out. Employees do not like work that is repetitive and boring, it causes them to lose
motivation and interest in the job and performance decreases thus resulting in lower
productivity for the company. Managers make choices concerning work design that have an
impact on workers satisfaction and satisfaction being performance. Management need to
design jobs to ensure maximum motivation fbr an individual. They need to start from an
analysis of what work needs to be done and the tasks that have to be achieved. Management
should then consider how the jobs can be set up to provide the maximum degree of intrinsic
motivation for those who have to carry out the job with a view to improving performance and
productivity. As we spoke of in chapter 2 (2.6), as stated by Beardwell, Holden and Claydon
(2004, p. 552)

“ft’s about designing jobs that employees can own”,
and by designing jobs that are taking account of employees needs and challenging them is

adding to the overall brand of IBEC as a company who people would most likely want to
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work for. So when designing the job they need to include task variéty, task identity, task
significance, autonomy and feedback. Its about creating a sense of excitement in a job,

allowing for responsibility, achievement and recognition. The outcome of this personally for

a person then is high intrinsic motivation and work satisfaction.

27% of our respondents also stated that they felt that the work they do does not contribute to
IBEC’s over all ‘mission. IBEC need to highlight to all staff the significance of their work
and how it contributes to the-bottom line, to the overall mission. They need to tell employees
the importance of their work and give them feedback on the substantial impact that it will
‘have for the company and if they can show them. Employees want to know that the work
they do has meaning to it and that it will help the organisation achieve its mission. They

want to be proud of what they do.

Excitement in jobs is also created by the quality of leadership and the willingness of
management to recognise that they will obtain increased motivation and commitment if they
pay attention to the ways in which they delegate responsibility and givé staff the scope to use
their skills and abilities. By designing jobs that are full of job enlargement, enrichment,'
allowing for autonomy and giving direct feedback motivates people and is what contributes
to keeping a person in job. The results_from the survey showed us that in IBEC it is the lower
level positions such as Executive Support roles that do not allow for job satisfaction and
again Executive Support roles and Officer roles that employees felt their jobs did not
contribute to the overall mission of IBEC. Regardless of what job level it is management
need to treat them the same when designing jobs. The outcome for the company then is
improved higher performance and it can be achieved by giving people the opportunity to
.perform. - Thus strengthening the employee engagement link between employee and-
employer. Its aligning the two together. This practice is slightly more difficult to change but
it will make a big difference in the long run. If IBEC follow the above recommendations for
improvement they should see employees who are happier in their job roles and performing

better.

5.5 Recommendations to improve giving feedback and recognition
What was highlighted to us in our survey was that 39% of employees do not receive feedback

on their performance from their manager. Although 61% of staff did receive it, all staff need
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to receive it. People learn from feedback and it lets them know how they are getting on. As
we stated in chapter 4 (4.4), giving feedback or holding performance reviews to let people
know\how they are doing is a basic requirement that all mahagers need to do. All feedback
needs to be constructive. Consistent communication is a crucial means of increasing
engagement. This means that ju'st having the yearly performance review is not adequate,
feedback needs to be consistent and regular. Of the 61% of respondents that stated they
receive feedback some of them receive it twice a year and others three times a year. Again,
there are inconsistencies across the organisation. All employees need feedback and coaching
from their managers which involves having straight forward conversations on a regular basis.
Employees need to feel that their manager cares about their future and how they are doing in
the job. As we spoke of in chapter 2 (2.11), feedback is crucial for employees to receive back
from their manager, whether negative or positive, it lets them know how .they are doing and
whether they are on the right track or not and if not then to build the basis for improvement.
Feedback also helps managers maintain and improve employees performance and in creating
engagement. What IBEC need to do here is to ensure that all employees receive feedback and
not only a proport'ion of the workforce. All levels of all employees need to receive it and it
needs to be reviewed throughout the year. As Armstrong states, (2003, p. 492):
“‘Managers need to treat it as continuous process which reflects good management

practices”.

Progress reviews can take place informally also, they don’t just have to happen at the yearly
performance appraisal. It can be through when certain milestones are achie.ved that feedback
is'discussed then between manager and employee, informal cups of coffee chats a few times a
year or team meetings. IBEC need to know that feedback providés a framework in which
they can support their employees rather than dictate to them and it significantly impacts on
results if it is regarded as transformational feedback. And again it is a practice that all
employees need to go through and not just a few. Whatever praétices IBEC implement needs
to apply to all staff. By following these recommendations in relation to giving feedback to
staff on how they are performing IBEC should see performance .improve and employees

engagement levels increase in their roles.

Our data also showed to us that not all employees in IBEC receive praise or recognition for
good work that they do. Recognition for good work carried out is important. As we spoke of

in chapter 2 (2.11), the worst thing a manager can do is to ignore an employee’s good effort
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ror achieyemerit. By ignoring it may lead an employee to adapt the attitude “what is the
point”.  Recognition should be managements "most fundamental communication with
employees. Effective managers need to use various means to build an atmosphere of
accomplishment and pride through recognition and appreciation. Good managers will ensure .
that this occurs. By giving recognition for good work done motivates people to identify more
effective ways of doing their jobs. By not recognising it, it can utterly discourage such
efforts and as we said above brings on the attitude of “what is the point”. By not receiving
praise and recognition for good work done can demoralise employees as they will feel
ignored, unappreciated and used. Whereas on the other hand if they make a mistake or when
performance drops they are quick to be pulled in and criticised. Therefore, if they are not
appreciated for when they do a good job, they will start just to do enough to get by. Their
engagement level has fallen beyond the level IBEC want it to be. Management need to give
recognition that is genuine and appreciated. There are many ways that they can give this to-
employees such as:

e Operating employee of the month schemes.

e Promotion - sends out a message that the émployee is recoghised by 'fheir_

employer.

® Financial rewards — work done that serve both to recognise and reward.

e A meal out amongst the team.

° F'ormal commendation at a workplace meeting.

o A thank you letter.

o Direct praise from Director General of the company for good work achieved.
Or as previously mentioned in chapter 2 (2.11), Often a geﬁuine “thank you” is really
appreciated and managers should never underestimate the power of what a simple thank you
can do. By following these recommendations and methods for giving employees praise for
good work done they should see motivational levels surge in employees, as they will know

what they do is now appreciated, but it needs to apply to all employees.

5.6 Recommendations to iinprove rewards for employees

The findings of our survey informed us that 33% of respondents felt that they are unfairly
rewarded for the work that they do in IBEC. As we spoke of in chapter 2 (2.11), employees
need to believe that they are being fairly rewarded and recognised for the amount of work and

effort that they put into a job. It is a driver for engagement. When it comes to reward
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packages it needs to be fair and consistent across the organisation. “There should be no
inequality in relation to.pay for same or similar work being carried out by different people.
As we spoke of in chapter 4 (4.6), if employers get salary wrong in terms of faimess for
similar jobs carried out by employees it can be a significant leak in the company well-being
and can create animosity amongst staff and management. It can be demotivating through a
lack of perceived fairness. 'Employers need to avoid getting financial and non-financial
rewards wrong as this has a significant impact on engagement levels then and they end up
with disgruntled employees. IBEC need to realise that reward goes beyond the salary aspect
of a remuneration package, it extends to other benefits also that employees receive within the
organisation such as maternity pay, sick pay, flexible working arrangements, different type of
leave enﬁtlements and educational support etc. Employees that have a perception df unfair
rewards will withdraw effort in their jobs and most employers would only consider that to be
common sense. To prevent the 33% of IBEC employees withdrawing from their jobs and
being disgruntled IBEC need to ensure the reward system is fair and equitable that is in place.
If needs be they need to re'view it and it has got to be fair and to speak to the employees that
feel their reward package is unfair. By rewarding an employee fairly is contributing to one of
the divers of engagement. The main thing is as long as employees think the reward system
that is in place in IBEC is ok and fair, then it is. By following these recommendations for fair
rewards IBEC will have employees who are not disgruntled and who feel like they are valued

for the work that they do because they are rewarded well.

5.7 Recommendations on improving relationships with management

As the concept of engégement had gained increased currency in recent years, the role of the
manager has evolved accordingly. The requirement is for managers to become the central
point of contact for employees on their performance, development and reward. As we spoke
of in chapter 2‘ (2.8) and chapter 4 (4.7), employees need to believe that their manager
believes in them and that they are setting them up for success and that they care about them
as a person and their development. They need to genuinely care about their staff and show it.
We stated in chapter 2 (2.8), that there is a link between management and employee
engagement, although 42% of our respondents stated that they felt their ménager has no
interest in them. IBEC need to know that this will affect engagement levels with employees
in their jobs. If management do not understand that engagement delivers added value, they

have missed a part of their own development. An employee’s involvement starts at one-to-
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one level with their direct line manager. Managers who do not involve erhployeeé inrvrvlilai is
happening in the organisation or the department can cause disillusionment and reluctance for
employees to go the extra mile. As stated by MacLeod & Brady (2008, p. 202):
“Results of engagement 'studies in the last few years have shown that a manager’s
behaviour, and the work environments they create around them, have a more
profound effect than any reward programme on the ownership feelings, engagement
levels and behaviours of employees”.
It is the manager who can best inspire enthusiasm for work and em'powef their people to take
the initiative and encourage them when they do. Good managers have the [;ower to create the
conditions within people can flourish in their roles. Some Managers in IBEC may need to go
on people management 'skills training courses in order to know how to extract the best from
their emplbyees. IBEC need to ensure that management are equipped with coaching,
facilitatioh and motivating skills, as these are the skills that managers need to help create a
more involving and supportive environment for employees. IBEC need to havé managers
who are seen to be mentors and figures who inspire others in the organisation. For any
organisatidn interested in engagement, managers are the vital.lé);er to target because they are
the direct contact with employees. IBEC need to ensure that they have managers who attain
all the necessary skills to motivate employees. If necessary IBEC should send managers on
people management training programmes to equip them with the skills they will need. By
following these recommendations relationships between management and employees will

flourish.

5.8 Recommendations on improving employee development

From our data it was highlighted to us in chapter 4 (4.5), that 39% of employees in IBEC do
not have personal development plans' in place. IBEC need to ensure that there are
development plans in place for all employees to contribute to engagement. Employees must
have opportunities for learning and development. These are rated extremely important for
retaining and engaging employees across the workforce and it demonstrates to the emplbyee
thatAthe organisation cares about them to develop them. From an employees perspective
learning new skills and improving abilities ranks as a driver of engagement. It gives them
confidence in performing the job they currently fulfil as well a equipping them for the future,
perhaps for even more senior roles. Employees tend to be switched on to the needs of their

own careers as well as the needs of the organisation and acknowledging this fact and trying to
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cater for it is good in a sense as it will help the organisation to retain and dev;aliorp”al ;'llgh:
quality workforce. Gone are the days of job security and people know that now, so it is
sensible for IBEC to have a commitment to their employees that they have remaining and
develop their skills and knowledge to allow them to become more employable in case the
time comes that they have to let more people go. As previously discussed in‘ chapter 2 (2.7),
as stated by Cook (2008, p. 142):
“There needs to be ready access to training and development that meets an
| individual’s needs”.

If job security cannot be guaranteed moving into the future, development of remaining
employees is ever more important. Employees are more likely then to continﬁe to be engaged
in their roles if they see that the organisation still has a commitment to them and are doing
their best for them in terms of their develbpment. Development underpins employee
engagement. What IBEC could do here is to ensure that career plans form part of
performance review process with management and that the development plan that is put in
place incorporates the employees objectives and the business‘objectives. So both parties
needs are being catered for and the employeer is beihg given the opportunity to develop
themselves. As we stated earlier in this chapter in 5.5, mangers need to give regular feedback
on how an individual is performing in their development and to give good honest,
- constructive feedback. Good managers are just as important when the learning is occurring
because without their guidance and encouragement aﬁd help if necessary the learning
opportunity will be outweighed if an individual finds the learning and development process
quite stressful. By following these recommendations IBEC will have staff who are more
committed to them and willing to put the extra effort in as they know IBEC are putting the

effort in to them.

5.9 Recommendations to improve work-life balance initiatives

The findings from our survey revealed to us that majority of employees in IBEC cannot avail
of work—iife balance practices within the organisation. Only a small proportion of employees
are allowed to avail of the benefits associated with work-life balance, that figure being .
repreSented by 27% of the respondents to our survey. Again practices across IBEC are
inconsistent. One rule for one person and another for someone else. IBEC do not seem to
recognise the benefits associated with work-life balance and how it can benefit both the

employee and the organisation for a number of reasons. By having work-life balance
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p-ractices-a.vailable to-all staff alds ir_1 the ée;ehfion of employees; 7W7ho the éoiﬁﬁzin& havé; épent
time training in as a valuable members of staff. It also reduces the stresses for individuals
trying to balance their personal life along with their working life. It enables them to
accommodate both aspects of their life. "It is giving flexibility to employees. In return IBEC
will see reduced absenteeism levels, imprdved fnotivation, increased productivity whilst
employees are at work, higher morale amongst staff, increased commitment and loyalty to the
organisation and enhanced corporate image. They will be seen as a company that people
want to work for. As stated by Anderson (2009, p. 37):
“IBEC themselves carried out a survey in 2007 of their member companies on
flexible working arrangements; and the survey revealed that in the eyes of managers,
innovation in working time improves whilst they are in work, for those employees
who can avail of flexible working arrangeménts”.
Here IBEC really need to start -practicing their own advice that they preach to member
combanies. They need to lead by example as IBEC are meant to be role models for
employers. We also discussed in chapter 2 (2.9), how overall, work-life balance policies and
programmes foster good empioyee relations within companies. By following these
recommendations By implémeming work-life balahce initiatives; IBEC should see a happier
more motivated and less stressed workforce who are able to handle their work commitments a -
lot better. They need to make sure that they open it up to all employees so they believe that
they have access to thé bénefits of it should they need to. They will see that they have a
workforce who have both the energy and the inclination to produce high quality work, which

in turn benefits the organisation.

5.10 Recommendations to improve communications

IBEC need to realise that communication is critical. Although 39% of respondents stated
- that they felt communications were open in IBEC, the other 46% or respondents felt like they
were just drip fed information and then the other 15% said communications were closed.
Employeés need to know the big picture in terms of the focus of the business and future
direction. Employees will -also perform better when they know their views-are valued and
taken on board. This means a consistent interactive dialogue with all employees. What
IBEC need to realise here is that all channels of communication need to be open and
transparent. To ensure that all employees are kept fully informed of all matters that are

ongoing in the organisation and to be allowed to participate.
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In é'reicenit ééiéie by Terner (2009, 7p.7 iS)ihe l'ligh_li_g-hted how Eirmihghar-n —C_it-y_(fe_uneil hrad-
undergone a recent serious of change programmes which. had not gripped the organiéation. Its
employees were not motivated and they were disengaged, suffering from a bad case of
initiative fatigue. They managed to turn this around to having employees who are high
performing and engaged employees. They realised that they can put in new LT. systems,
policies and proceduree but if the people working for them are not engaged then it is not
going to work and company customers will not see the real difference. They remedied this
by involviﬁg staff and asking them why they were so unmotivated and the answers that eaIne
up again and again emphasised the importance of employees believing in themselves, using
their initiative, taking responsibility for getting results and treating others with respect. They
hela workshops to find out this infermation. They listened and used open channels of
communication and got input from employees when putting new policies and procedures in
place. This case shows that employees should be allowed discuss their concerns and to be
~involved in deeision — making where apprepriate: The importance of this cannot be over-
emphasised. O.r_xe of the most important things organisations have to realise is not to keep
employees in the dark. By keeping employees in the dark can lead to stalled and (jelayed
change programmes because of resistance and half-hearted acceptance, especially in times of

'ch_ange like IBEC is going through at the moment.

If IBEC are to properly engage their employees in the process of change then they.need to
bring their employees on the change journey and keep them involved and fully informed of
the organisations longer term strategies. Openness and honesty go along way afld people
appreciate it. The Birmingham City case study is a good example for IBEC to pay attention
to as Birmingham City were ensuring that they were engaging with their staff and got all their
staff involved and aJloWed'them to communicate and get involved in the whole change
process. IBEC front line managers are key to ensuring information is communicated /
delivered correctly to their staff. Employees will look to their own manager to determine the
effect that change will have on them. To bring about lasting change requires a serious
engagement by all levels of the organisation and not just a serious of announcements from the
top. As we discussed in chapter 2 (2.10), a good eommunications theory is as stated by
Armstrong (2003, p. 816):
“A company that can develop loyalty by keeping people informed and treating them

well”. -
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That means communicating to all and not just a few z;nd by uSing all the various
communication tools available in the company as we nientioned in chapter 2 (2.10), in-house
iniranet systems, email, staff meetings, pérsonal voice messages, notice boards and annual
reports. By following these recommendations and keeping an interactive dialogue with all

-employees IBEC should see a workforce that performs better.

5.11 Recommendations to improve engagement levels
From our data results chapter 4 (4.10), it showed us that more than half the workforce in
IBEC are not fully engaged in their job roles. IBEC needs to ensure that they have an
engaged workforce as they need their employees to have the desire to want to always do the
best they can in their jobs. They need employees who are willing to go above and beyond in
their roles and as we stated in chapter 2 (2.1), “willing to go the extra mile”. Evidence shows
that engaging employees in the organisation leads to long-term success for the organisation.
They need to ensure that the foundations for Aemployee engagement are implemented
' correctly such as welcoming a new employee into the company, work design, communication
systems, learning and development opportﬁnifies, relationships with rnanagerhent, reward and
recogﬁition for work done and work-life balance measures. IBEC need to treat employees as
adults, engage their talents and watch them grow so that the organisation grows, especially in
these hard times that the organisation is going through. IBEC need to see that employeés
want to be engaged with their work, they want to understand, they want to take pride in the
organisation they work for, they want to care and it is the job of IBEC to make sure that |
nothing stands in the way of that impulse. Engagement is not magic wand, it is a mindset that

should run from the top of the organisation to the-bottom.

5.12 Implementation

I believe that by implementing these recommendatiohs discussed, IBEC should see a big
improvement in their employee engagement practices. If they apply fair process acrosé the
organisation to all employees then they should see all employees become fully engaged in
their jobs. If they put a time plan in place to implement these recommendations and then
review them in six to twelve months, they'will be able to see the advantages of having a fully
engaged workforce. They need to keep an eye on engagement levels and monitor the
progress that it can contribute to the organisation as well as to the employees. If needs be
amendments may need to take place along the way to sure that the correct drivers are there in

. - place to ensure engagement. But by implementing. correct process. like the. ones we have
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discussed in the recommendations then they should be on the right path. IBEC just need to
put their workforce under the same microscope as they do their cﬁstomers — to understand
employees needs, issues and values to ensure employees make the right choices about what
tasks they will undertake with what level of focus and invest their time and energies most
appropriately to drive the right business outcomes. ‘I personally have learnt a lot from
carrying out this research issue and have learnt the best way on how two parties can satisfy
their own interests by working together. I am convinced that through an amalgamation of
methods that IBEC can raise the current engagement levels in IBEC to improve

organisational outcomes.
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o EmployersConfederntlon Aattain. _

- An Employee Engagement Survey IR
¥

This survey is being undertaken to find out about the current employee engagement levels ‘that employees m»‘\]"s'l Business and

_ This survey is being carried out so employee engagement practices can'be improved.
‘ 'This.survey is ggig!ymcolmt_lgnﬁal and will be used for analysis purposes only,
Please complete thils,‘questionnaji"e by close of business on Thursday 25 of Juhé 2009,
‘When completed if you 'codld place this survey into an internal envelope and return .to Aisling 'Igoe.

If you have any questions regarding this suiveypleasé'ds. not hésitate 16: coiitact Me on ext 1668; Thank.you. -

Q.1  What is your Gender?

Male : D vFeil'nale '

Q.2 Whatis your age grodp ‘ '

18162‘5‘ ERRN faeA {«2:16.“-,3.5 g _ D [ENE ‘36_ 45¢ ‘, |
" 46-55 () 56 - 65 )

Q 3 What job level do you hold?
Executlve Support G Officer (] - Executive - D

e e e e ' I " Yodisr G
Assistant Ditector (] Director (] *
F R TO A e gredaop T et e gl Tk e o e T L ;0

Q 4 Do you know what'is expected of you in your job"
' YeS' - ‘, ’ 'No’ " ()

Q.5 Dld you receive approprlate tralmng and development to help you do your job?

wah ) K o ., v, .
{C 2ok ~1‘,__ . PR R A A S £ N P ' - “ A ~7

4., .
Ifayo}l—ahswe;:ed-No please specify why:

AT N AT A

Q.6 Does your job allow you ample opportunity to u’se'you'r’fl.l'l,l skills and capabilities?_

Yes D o No - A'

If you answered No please specify why it does not: _ g .

rN
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Alm Empﬂoyee Engagement Survey

This survey is being undertnken to find out about the current employee engagement levels that employees in the Irish Business-and
. Employers Confederation attain.

B e T -2 e e B e

[

This survey is being carried out so employee engagement practices can be improved.
This survey is strictly confidential and will be used-for analysis purposes only.

Please complete this questionnaire by close of busmess on Friday 26" of June 2009
N ¢

- When completed if you could place. this survey into an internal envelope and return te Aisling Igoe, Thank you.

[#]

. Q.l What job"level do you hold? _ S . -
Executive Support - () Officer () Execuive [ )

Senior Executive [:] Assistant Director [:] . Director [:]

Q.2 Do you know what is expected of you in your job?

~ . .

vs ‘() N [

Q.3 Dld you receive appropriate training and. development to help you do your jOb when you
started? v

Yes | '[:]. ooNe (]
1If Yes please tick the.appropi'ia'te Boxés of what training you received:
Ind_uction . D On the job" | [:] Mentoring D

Coachmg o [:] In-house systems L.T. training [:]

Q.4 Does your job allow you the opportunity to use your full skills and capabilities?
0 aflow _

Yes C] No [:]

If No please specify why it does not:

Q.5 Does your supervisor review your performance and give you feedback on a one to one
basis regularly? ‘

Yes'D .NO'[:]

If Yes please-state how often it is reviewed:

Every 3 months - D 'Every6rﬁonths »- D Evefy 12 months D
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An Empﬂﬂyee Engagement Survey

This survey is being undertaken to find out about the current employee engagement levels that em ployees in the Irlsh Busmess and
“Employers’ Confederatlon AtEAINT— -5 = - S o e e s s e A e e e

This survey is being carried out so. employee engagement practices can be improved.
This survey is strictlx confidential and will be used for analysis purposes only.
Please complete this questiennnire by close of business on Friday 26“' of June 2009,

When completed if you could place this survey into @an internal envelope and return to Aisling Igoe. Thank you.

Q.1  What job level do you hold?

Executive Support (] Officer ' ®/ Executive ]

Senior Executive D Assistant Director D - Director D

Q.2 Do you know what is expected of you in your job?

Yes - [X] No (]

Lo e L L I

Q3' Did you receive approprlate training and. development t0 help you do your ]Ob when you
started?

Yes : -+No- D A

If Yes please tick the appropriate boxes of what training ‘,yousrec‘eived:
Induction (L) Onthejob (A Mentoring (K]

Coaching D In-house systems L.T. training . @

Q.4 Does your job allow you the opportunity to use your ful(s_k_ills and capabilities? ..
Yes [z] No - Q

If No please specify why it does not:

Q.5  Does your supervisor review your performance and give you feedback on a one to one
basis regularly? :

Yes @ No D

If Yes please state how often it is reviewed:

t

Every 3 months. G Every 6 months _ @ Every 12 months , D _:

1



Ama Employee Engagement Survey

This survey is being undertaken to find out about, the current employee engagement levels that employees in the. lnsh Busmess and

== —<Employers.Confederation attain. - ——- - «oom coms voe s cn s e 2 e e S e

This survey is being carried out so employee engngement practices can be impf_oveii.
. This survey is strictly confidential and will be used for annlyéispurbmes only.
Plense complete this questionnaire by close of business on Friday 26" of June 2009.

When completed ifydu could place this survey into an internal envelope and return to Aisling Igoe. Thank you, -

EI i What iob level do you hold?

Executive Support D Ofﬁcer ’ D Executive D

Senior Executive D Assistant Dlrector @ Dlrector D

Q.2 Do you know what isexpected of you in your job?

v o @ w O

R ata s . . . )
H . N . B !

Q.3 Did you receive appropnate tralnmg and development to help” you do your job when you
started?

.Yes _ I No D

If Yes please tick the appropria‘te boxes of -_wha,t training.you received: . -

' Induction (] Onthejob Q/Mento_ring 3
Coaching D In-house systems L.T. training [2/

Q.4 Does your job allow you the iipportnnity to use your fu"l;lii's,j_c‘i‘l_“ls nnd; capabilities?

Yes ' Q/ : >N0,., D

If No please specify why it does not: |

Q.5  Does your supervisor review your p'ef‘fofnianee'and give'you feedback on a one to one -
basis regularly? '

Yes C{ No (]

If Yes please state how often it is reviewed:

Every 3 months () Every 6 months D Every 12 months [:3/



An Employee Engagement Survey

This survey is being undertaken to find out about the current em ployee engagement levels that employees in the'Irish Business-and
—— <Employers Confederation-attain. - - - -« = o, «ocoo ez i e L et e L 6 s mmee i et = e e

This survey is being carried out so employee engagement practices can be improved.
This survey is strictly confidential and will be used for analysis purposes enly.
Please complete this questionnaire by close of business on Friday 26" of June 2009.

When compleied if you could place this survey into an internal envelope and retuin to Aisling Igoe. Thank you,

Q.1 What job level do you hold?

Executive Support Cj Ofﬁcer D Executive [2(

Senior Executive [:] Assistant Director [:} Director [:]

Q.2 Do you know what is expected of you in your job? -

Yes () ‘ No ()

- 4 . .o g L
X LS PN SAENN s 8

Q.3 Did you receive approprlate training and, development to help you do your job when you
started? _

 Yes D . No. @
I Yes please tick the appropriate boxes:of what training you received:
'Induetibn . B’ On the job @ Mentdfing: C]

~ Coaching (] In-house systems LT. training (S

.,' WBay Bt 4 oy

Q.4 Does your job allow you the opportunity to use your-ful"l_‘:_skjl(ls and-capabilities?

Yes [Z] No D

If No please specify why it does not:

aoenakiad e

Q.5 Does your supervisor review your- performance and give you feedback on a one to one
basis regularly?

Yes (] '-NO. g

If Yes please state how often it is reviewed:

'Every_3 months D Every 6 months C:] Every 12 months @/
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An Employee Engagement Sun'vey

This survey is being undertaken to fnd out about the current employee engagement Ievels that employees in the Irish Busmess and

This survey is being carried out so employee engagement practices can be improved.
This survey is strietlx confidential and will be used for analysis purposes only. ’
Please complete this questionnaire by close of business on Frid.ay, 26™ of June 2009.

Whén completed if yon could place this survey into an interna] envelope and return to Aisling Igoe. Thank you.

Q.1  What job level do you hold?
_ Executive S'upportv @ Officer - , C] Executive C]

Senior Executive () Assistant Director (]  Director ]

Q.2 Doyou l(now what is‘expected of you in your job?

Yes . @’ ,No. ]

Q.3 Did you receive approprlate training and development to help.you do your job when you
started? , . -

..Yes-- @ No D

- If Yes please tick the appropriate boxes of what training you ‘re.ceiye(l:

Induction [ onthejob L~ Mentoring (]

Coaching @ In-house systems I.T. training @-

Q.4 Does your job allow you the opportunity to use your full's:k_ills and capabilities?

Yes z No D .

If No pleaseysbecify why it does not:

Q.5 Does your supervisor review your p'erfornlance and give you feedback on a one to one -
basis regularly?

Yo N (O
Hf Yes please state how often it is reviewed:

Every3months (] Every 6 months () Every 12 months T

~



An Employee Engagement Survey

This survey is being undertaken to. ﬁnd out about the current employee engagement levels that employees in'the Irish Business and

-..Employers. Confederation:attain, ... .. __ G e e e . R P L et = e e e oo

This survey is being carried out so employee engagement practices can be improved.

This survey is strictly confidential and will be used for analysls purposes only.

Please complete this questionnaire by close of business on Friday 26" of June 2009,

When completed if you could place this’ survey into an internal envelope and return to Aisling Igoe. Thank you.

Q.1 What jOb level do you hold?

Executive Support ] @ Qfﬁcer [j 'E.xecutive [j

Senior Executive D Assistant Director D Director- D

Q.2 Do you know what'is expected of you in your job?

Yes V) - _No () |

L PN » el e o P N .- PP
_l;‘ ot .l_‘-l ‘. I T PR - LA St N p M

Q.3 Did you receive approprlate training and development to help ‘You do your jOb when you.
started? .

ves . & N[ °

If Yes please tick.tl;_e appropriate boxes:of what-trainingiyou received:.

Induction . [E/‘On the job. - B Ment(‘)ﬁﬁé D

Coachmg D In house systems L.T. tralmng C]

. . \ ; . . - ,
Lpahet % ul"" :,5,.,,' Lo st Ly . RSN . RN

Q.4 Does your .j.ob allow you the opportunityito use your fullrs;:lgjlls and capabilities?

Yes lZl, No D,_

CE

If No please specify why it does not:

.

Q.5  Does your supervisor rewew your performance and give you feedback on a one to one-
basis regularly?

Yes [Z]/ ' . No B

If Yes please state how often it is reviewed:

L

. Every_ 3 months C] Every 6 rn_onths [:] | Every 12 months [2/



An Employee Engagement Survey

This survey is being undertaken to find out about the current emplovee engagement levels that employees in the Erish Business and
~=-== Employers.Confederation-attain. .. ... - L . . . el o e

This survey is being carried out so employee engagement practices can be improved.
This survey is stricﬂx conﬁ‘dentialtand‘will be used for analysis purposes only.
Please complete.this questionnaire by close of business on Friday 26™ of June 2009.

When completed if you could plaé'e this survey into an internal envelope and return to Aisling Igoe. Thank you.

Q. 1 What job level do you hold?

Officer C] Executive C]

Senior Executive C] Assistant Director [:] Director [:]

Execuuve Support

What is-expected of you in your job?

No D

Q.2 Doyoukno
Yes
Q.3 Did you receiye-dppropriate training and development to ‘help 'yoﬁ do your job when you
started? - D : ‘

~ Yes

_If Yes please tick the appropriz

] On the job -Mentoring -
I b .

Coaching () In-house systems LT. training

¢boxes of-what training you received:

Induction

Q.4 Does your job allow you the opportynity to use your full skills and ,capabilit'iés?
ves () No @/M R

If No please specify why it does not:

Q.5 Does your supervnsor review your performance and give.you feedback on a one to one
basis regularly?

Yes No C] k - ‘ : NS

If Yes please state how often it is reviewed:

- Every 3 months - G Evéry 6 months K D Every 12 months

»



An Employee Engagement Survey

This survey is being undertaken to find out about the current employee engagement Ievels that employees in the Irrsh Busmess nnd
Employers Confederation attain, ~ > ~ > - R e e i e

This survey is being carried out so employee engagement practices can be improved.
This survey is strictly confidential and will be used for analysis purposes only.
Please complete this questionnaire by close of businiess on Friday 26" of June 2009,

. When completed if you-could place this survey into an.internal envelope andvretu_rn to Aisling Igoe. Thank you.

Q.1  What job level do you hold?

Executive Support ' CZ/ Officer | D Executive D '

Senior Executive D Assistant Director D Director D

Q.2 Do you know what is expected of you in your. job?

Yes.@./“v NOD

A . 0 H -
R I N L P N . I Y P . eyt

Q.3 Did you recelve approprlate training and. development to help you do your job when you
started? - : :

Yes - @/ .‘»~'No D

If Yes please tick the appropriate boxes o_f;v'yha,t training'you received: - - o e
Induction [:j On the job . Mentoring D

Coaching () In-house systems LT. training - . @/

Q.4 Does your job allow you the opportunity to-use your full skills and capabilities? -

‘.‘Yes D . "_No. /

If No please s'pe_cify»‘why it does not:

Q.5 Does your supervisor review your performance and give you feedback on a one to oné -
basis regularly?

P
Yes 7] . No
If Yes please state how often it.is reviewed: .
Every 3 months D Every 6 months . D . Every 12 months -@



An Employee Emgagemem Survey

_ This survey is being unt_iertaken to find out about the current employee -engagement Ievels that employees in the lrlsh Busmess and
Employers Confederation attain. . - T e

This survey is being carried out so employee engagement practices can be improved.
This survey is strictly confidential and will be used for analysis purposes only.
Please complete this questionnaire by close of business on Friday 26" of June 2009,

When completed ilyou could place this survey into an internal envelope and return to Aisling Igoe. Thank you.

Q.1  What job level do you hold?

Executive Support @ Officer _ D Executive (]

Senior Executive D Assistant Director D Director D

Q.2 Do you know what is expected of you in your job? | "
e @ N O -

Q.3 Did you receive appropnate training and, development to help’ you do your job when you
- started?

Yes [j No' D

If Yes please tick the appropriate boxes of what training you.received:

Induction ‘ | @ On the job : D ' Mento’r{’ing @

Coaohing D In-house systems IT training

Q.4 Does your job allow you the opportunity to use your full‘skills and capabilities? -

_Yes' CE | No D

If No please specify why it does not:

Q.S Does'your supervisorlreview your pe'rfom'id’n'ce and give you féedback on a one to one
basis regularly?

Yes @ | No D

If Yes please state how often it is reviewed:

Every 3 months [:] Every 6 months _' (:] . Every 12 months - Cl/:]



An Empﬂoyee Engagement Survey

This survey is being undertaken to find out about the current employee engagement |eve|s that employees in the Irish' Business and

>~ ==~ Employers Confederation attain. -7 = -+ == --- - —ne s = S e e e

This survey is being carried out so employee engagement practices can be improved.

This survey is strictly confidential and will be used for analysis purposes only.

Please complete this questionnaire by close of business on Friday 26% of June 2009:.,
. . ¥

When completed if you could place this survey into an internal envelope and return to Aisling Igoe. Thank you.

Q.1 What job level do you hold? _
Executive Support D Officer D Executive gj

Senior Executive [j Assistant Director [j Director [j

Q.2 Do you know what'is expected of you in your job?
Yes X] ~ No (7

Q.3 Did you receive approprlate training and development. to help you do your job .when you
started? :

Yes [;E . No D

If Yes please tick the appropriate boxes of what training you received: - - - .~
Induction D On the job @ Mentoring
Coaching - o [:] In-house systems LT. training [:] .

Q.4 Does your job allow you the opportunity to use fyouf full;s:l_gjlls and capabilities?
v X m [

If No please specify why it does not:

Q.5 Doesyour supervnsor review your performance and give you feedback on a one to Oile
basis regularly?

v (0 No ()

If Yes please state how often it is reviewed:

<

Every 3 months () Every 6 months Every 12 months - m =



An Employee Engagement Survey
This survey is being undertaken to find out about the current employee engagement levels that employees in the ll |sh Busmess and
Employers ‘Confederation attain. . T T
This survey is being carried out so employee engagement practices can be improved.
This survey is strictly confidential and will be used for analysis purposes only.

Please complete this questionnaire by close of business on Friday 26™ of June 2009,

o8
h]\a
When completed if you could place this survey into an internal envelope and return to Aisling Igoe. Thank you,
Q.1  What job level do you hold?
Executive Support C] Officer [:] Executive C]
Senior Executive [Z Assistant Director D Director )
Q.2 Do you know what is expected of you in your job? :'*%q‘%
iy

Yes ' [Z . No D

1t iy

Q.3 Did you receive appropriate trammg and development to help you do your job when you
started?

Yes @ ‘No D

If Yes please tick the appropriate boxes of what training you received: . .

Induction On the job [Z Mentoring - C] ‘tﬁ&»‘.;'

Coaching , [:] In-house systems LT, training [Z

A,

£

Q.4 Does your job allow you the opportunity to use.your full skills and capabilities? ‘i%‘*‘-‘a

Yes z No. C] '

If No please specify why it does not:

Q.5 Does your supervisor review yoiir performance and give you feedback on a one to one
basis regularly? -

Yes [2' - No C]

If Yes please state how often it is reviewed:

Every 3 months [:] Every 6 months Z Every 12 months [:]

"Tpa,
o
Ry
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An Employee Engagement Survey

. -..w..This survey.is being undertaken to find gu!,aghgutjllggurgggtrggngp}_qyﬁqe engagement levels that'gmployees in the Irish Business and
Employers Confederation attain. T T T T T I T T s e e s

This survey is being carried out so employee engagement practices can be improved.,
This survey is strictly confidential and will be used for analysis purposes only.
Please complete this duestionnaii’e by close of business.on Friday 26™ of June 2009,

When completed if yon coild place this survey into an internal envelope and return to Aisling Igoe. Thank you.

Q.1 What job level do you hold?

Executive Support D Officer o D Executive D

Senior Executive (/7] Assistant Director {__]  Director )

Q.2 Do you'know what. is expected of you in your job?

‘Yes»'.,['Z]‘ '.NO'D
- A e e

CATE s ey, AL N

Q3 Didvyou receive appropriate training and.development to help you do your job when you
started? -

Yes_ [Z] " No- D

If Yes please tick the apprbpriate boxes of what training:you received: - _

Induction ' [z On the job ° | D Mentoring - D

Coaching. D In-house systems L.T. training [2

Q.4 Does your job allow you the opportunity to use your fullskllls and capabilities?

Yes @ ~ No D

If No please specify why it does not:

Q.5 Does your supervisor review your performance-and give you feedback on a one to one
basis regularly?

Yes [Z] | No D

If Yes please state how often it'is reviewed:

Every 3 months C] Every 6 months - z Every 12 months D



~ An Employee Engagem‘em}t Survey

... This survey is being undertaken to- find out. about the current employee engagement Ievels that employees in the Irish Busmess and
Employers Confederatmn attain. ) CoTTm e = T

This survey is-being carried out so employee engagement practices:can be improved.
This survey is strictly confidential and will be used for analysis purposes only.
Please complete this guestionnaire by close.of business on Friday 26™ of June,200§.

When completed if you could place this survey into an internal envelope and return to Aisling Igoe. Thank you,

Q.1 What job level do you hold? .
Executive Support C] Officer v [:] Executive C]
‘Senior Exécutive C] Assistant Director Z Director C]

Q'.2 Do-you know what is expected of you in your job?

Yes. Z No C]

Q3 Dld you receive approprlate training and development to help you do your JOb when you
started?

Yes @ ’ No [:]

If Yes please tick the appropriate boxes of what training-you received:. .

Induction. D On the job 9 Mentoring - C]
Coaching . Q In-house systems I.T'._t'raining H

ot

Q.4 Does y_our job allow you the opportunity to use your full skills and capabilities? |

Yes Z No : [———]

If No please opecify why it does not:

Q.5  Does your supervisor review your performance and give yo'i. feedback on a one to one
basis regularly?

v (O N
If Yes please state how often it is reviewed:

Every 3 months [:] Every 6 months C] Every 12 months D



An Employee Engagement Survey

This survey is bemg undertaken to find out about ‘the current employee engagement levels.that employees i the lrlsh Busmess and

Employers Confederatlon attain. Tm

This survey is being carried out so employee engagement practices can be improved.

This survey is strictly confidential and will be used for-analysis purposes only.

Please complete this questionnaire by close of business on Friday 26" of June 2009.

When,comple'ted if you could place this survey into an internal envelope and return to Aisling Igoe. Thank you.

Q.1 What JOb level do you hold"

Executive Support [:] Ofﬁcer C] Executive [:] _
Senior Executive C] Assistant Director C] Director Q/

[T

Q.2 Do y'ou‘knfow what is-expected of you in your job?

Yes X Noo ()

UL Ped e MMUGoa u e 2o om0 o g

. Q.3 Did you receive appropnate training and. development to . help you do your job: when you
started?

‘Y¢5 ’. NO—"‘V. D
If Yes please tick the appropriate boxes.of what trainiig:you receivéd: - .. o N
Induction - _@;On the job &4 Mentoring’ 4 PR

Coachlng . D In-house systems LT, training - @\

Q.4 " Does your job allow you the opportunity to use yourfull,{\sﬁl{iiis and-capabilities?

Yes (@\ ) N<‘)v D

A

If No please specify why it does not:

Q.5 Does your supervisor review your peérformance and give you feedback on a one to one
basis regularly?

Yes @. : No D

If Yes please state how often it is reviewed:

Every 3 months D Every 6 months - @ Every 12 months D



An ]Empll@yee Engagement Survey

This survey is being undertaken to find out about the current employee engagement Ievels that employees in the Irish Business and
. .Employers Confederation.attain, .. _ . e

This survey is being carried out so employee engagement practices can be improved,
This survey is strictly confidential and will be used for analysis-purposes only.
Please complete this questionnaire by close of business on Friday 26" of June.2009.

When completed if you could place this survey into an internal envelope and return to Aisling Igoe. Thank you.

Q.1  What job level do you hold?

Executive Support D Officer D Executive @

Senior Executive D Assistant Director D Director D

Q.2 Do you know what is expected of you in your jAob?
Yes ) No (]

Q.3 Dld you receive approprlate training and. development to help you do your jOb when 'you
started" )

‘.Yes | _ , No D

If Yes please tick the appropriate boxes of what training you recéived:-

Induction ' @ On the job Mentéring B

Coaching ' D In-house s'yStems I.T. training [X]

Q.4 Does your job allow you the opportunity to use your full skills and ‘c"apabilities?

Yes [E | No D

If No please si)ecify why it does not:

Q.5 Does your supervnsor review your performance and give you feedback on a one to one
basis regularly?

vs (3 Mo
If Yes please state how often it is reviewed:

Every 3 I_nonthé D Every 6 months D Every 12 months D
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An Employee Engagement Survey

... This.survey is.being.undertaken to find out about the current employee engagement lg,vels't!,lat employees in the Irish Businessand =

Employers Confedération attain.

This survey-is being carried out so employee engagement practices can be.improved.
This survey is strictly confidential and will be' used for analysis purposes only.

Please co'mplete this questionnaire by close of business on Friday 26" of June 2609.

When completed if you could place this survey into.an internal envelope and return to Aisling Igoe. Thank you.

Q.1  What job level do you hold?

Executive Support B/Ofﬁce_r (]  Executive (]

Senior Executive () Assistant Director (] Director B

Q.2 Do you know what is expected of you in your job?
Yes =3 No ()

Q.3 Did you receive appropriate training and .development. to help you do your job when you
started? o N :

v (J° 0 N (7
If Yes please tick the aﬁpropriate boxes.of what training-you received: -
Induction (=} On the job () Mentdfing (]

Coaching (] In-house systems L.T. training Q

o

Q.4 Does your job allow you the opportunity to use your full skills and;"‘c.apabilitie's?

ves (] No (L

If No please specify why it does not:
o r ‘ | |
Haoo ol@‘% Qg™ CAU\CJ Adald use. L e et

Q.5  Does your supervisor review yodr performancé and give you feedback on a one to one
basis regularly? ' '

Yes D ' No Q/

If Yes please state how often it is reviewed:

S

Every 3 months (] Every 6 months ) Every 12months (]



Alﬂi ]Empﬂoyee Engagement Survey

__This suryey is being undertaken to find out about the current'employee engagement Ievels that employees in the l| lSlI Busmess and )
“Employers Confederation attain. - R

This survey is being carried out so employee engagement practices can be iljlproved.
This survey is strictly confidential.and will be used for analysis purposes only.
Please complete this questionnaire by close of business on Friday 26™ of June 2009.

When conii[)_ieted if you could placeé this survey into an internal envelope and return to Aisling Igoe. Thank you.

- . R .

Q.1 What ]Ob level do you hold" ,
EXecutlvexSupport @’ Ofﬁcer - 7 D Executive - D

Senior Executive D Assistant Director [:] Director . D

B . oo T

Q.2 Do you know what is expected of you in your job?
e 7 N (O

tLL . . BT ‘) . w N - ) . . - . .
gl T L TEDL et e e R g ’ el T Loy
4 - ' . N .

Q3 Dld you receive approprlate training and cdevelopment to help ° you do your job when you
started?

If Yes please tick the appropriate boxes of whht-t'i*ﬁinjiii"gi&‘(iuré’cei,\'zédt ST R
Inductio’ (< Onthejob - [ Menioting' [ )
Coaohing, v ' [:] In-house systems L.T. training @’

Q.4 Does your job allow you the opportunity to use your full skills and capabilities? !

Yes D : .'I\‘Io‘ 3 @/ -

If No please specify why it does not:

_/&m//ec/ and. 2o m&m / A/M/JP/W/Z/’

o

Q.5 Does your supervisor-review your performance and glve you feedback on a one to oiie
basis regularly?

Yo () N 3
If Yes please state how often it is reviewed:

Every 3 months - C] ’ EVery 6 months . [:] Every 12 months D



An Employee Engagement Survey

~_This survey is being undertaken to ﬁnd out about the current employee engagement levels that employees in the ll‘lSh Busmess and
"Employers Confederation attain, i _ _ T o

This survey is being carried out so employee engagement practices can be improved.
This survey is strictly confidential and will be used for analysis purposes only.
Please complete this questionnaire by close of business on Friday 26™ of June 2009.

W'he'n c'ompieted if YOu co'uid.place'this survey into an internal envelope and return to Aisling Igoe. Thank you.

Q.I What _|ob level do yoy 101d?
Executxve Support Ofﬁcer N D Executive D
Senior Executive D Assistant Director D Director C]

A .
U L At IR

Q.2 Do.you know what is expected of you in your job?

Yes No ()
B T T A T AL S TR S PRI I Taoc

Q.3 Did you receive approprlate training and_development to help you do your job when you
started?

Yes ‘ ~ Now D
If Yes please tick the appropriate boxes’of';what trainingiyou received:- = - - - . B
* Indiiction () On the job () Mentoring -

Coaching o D In-house systems L.T. training Q/

Q.4 Does your job allow you the opportunity to use your full:] skllls and capabilities?

Yes Ez ' No D

DL

If No please.specify why it does not:

Q.5  Does your supervisor review your p'e‘rfor'ma'nce- and give you feedback on a one to one
basis regularly?

Yes E/( ~ No D

If Yes please state how often it is reviewed:

1

Every 3 months D Every 6 months D Every 12 months @/



‘An Employee Engagement Survey

_This survey is being undertaken to find out about the current employee engagement Ievels that employees in the l: lSh Business and
Employers ‘Confederation attain. =~ e e e -

This survey is belng carried out so employee engagement praétices can be improved.
This survey is strictly confidential and will be used for analysis purposes only.
Please complete this questionuaire by close of business on Friday 26" of June 2009,

When completed if you could place tliis survey into an internal envelope and return to Aisling Igoe. Thank you.

Q.1  What job level do you hold?
Executive Support {Z/ Officer [:] Executive D

Senior Executive [:] Assistant Director [:] Director D

Q.2 Do you know what is expected of you in your job? ' , .
v O N O

Q.3 Did you receive appropfiate training and_development to help ‘you do your job when you
started?

Yes () - No @/
If Yes please tick the appropriate boxes of what: training you received:

Induction [j On the job D Mentoring G

Coaching D _In-house systems I.T. training D

‘Q.4 Does your job allow you the opportunity to use your full skills and capabilities?

Yes l[Z/ No | D

If No please specify why it does not:

Q.5 Does your supervisor review your performance and give you feedback on a one to one
basis regularly?

| Yes D - No @’

If Yes please state how often it is reviewed:

Every 3 months D Every 6 months D Every 12 months. - D



An Employee Engagement Suwey

This survey is being undertaken to find out about the current employee engagement Ievels that employees in the Irlsh Busnness and

Employers Confederation-attain.
This survey is being carried out so employee engagement practices can be improved.

This survey is strictly confidential and will be used for analysis purposes only.
Please complete this questionnaire by close of business on Friday 26" of Juie 2009,

When completed,if'you couid place this survey into an internal envelope and return to Aisling Igoe. Thank you.

Q.1 What _|0b level do you hold?

Executive Support @ Ofﬁcer o [:] Executive D

Senior Executive D Ass1stant Director D Director D
Q.2 Do you know what is expected of you in your job? ~

-0t » ‘ P -, Y DRSO o et fi v
st R FE A1 Vo e it e

Yes D | No d

Q.3 " Did you receive approprlate trammg and, development to help you do your job when y@u

started?

If Yes please tick the appropriate bo')le,s.;(jff'what:t_railiihg?y‘Ou;:received-:- :

Induction () Onthejob () Mentoring ()
anching‘ o D In-house systems I.T. training D
Q.4 Does your job allow you the opportunity to use your ‘fﬁll?sjgiils and-chpabilities?

R

If No please specify why it does not:

Q.5 Does your supervisor review your performance and glve you feedback on a one to one
basis regularly?

Yes D . No [2/

If Yes please state how often it is reviewed:

«

Every 3 months D Every 6' months . D Every 12 months - D

}w
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An Employce }Engagemem Survey

- This survey is being undertaken to find out about the current employee engagement levels that employees in the lnsh Business and
_. Employers Confederation.attain..

This survey is being carried out so employee ehgagement practices can be improved.
This survey is strictly confidential and will be used for analysis purposes only.
Please complete this questionnaire by close of business on.Friday 26™ of June.2009.

When completed if you could place this survey into an internal envelope and return to Aisling Igoe. Thank.you.

Q.1  What job level do you hold?

Executive Support D Officer . @ Executive D

Senior Executive D Assistant Director D Director D

Q.2 Do you know what is expected of you in your job?
ve (O N (T

Q.3 Did you receive appropriate training and development to help you do your job when you
started? ' : ’

Yes_.[:],..NOQ_

If Yes please tick the appropriate boxes of what train’ilig‘ you received:.

Induction D On the job Mentoring D

Coaching D In;hquse systems LT, training [B’

Q.4 Does your job-allow you the opportunity to use your full skiils and capabilities?

Yes [:] No @ .

If No please specify why it does not:

Aot S \omd aews K SGole s dowt AT 0
oA QACL ;

- Q.5 Does your supervisor review your performance and give you feedback on a one to one
basis regularly? ‘

Yes D No

If Yes please state how often it is reviewed:

Evéry 3 months [3 Every 6 months D Every 12 months- D



" An Employee Engagement Survey .

v ...This survey is being undertaken to find out. about the current employee engagement Ievels that employees in the lnsh Busmess and

: Employers Confederation.attain. - ] TETTeeme T s s 2 e

This;survey is being carried out so'emplo_yee ‘engugement practices can ‘be-improved.
This survey is strictly confidential and will be used for analysis purposes.only.
Please com‘pl'ete this questionnaire by close of business on Friday 26"™ of June 2009.

When completed if you could place this survey inte an internal envelope and return to Aisling Igoe. Thank you.

Q.1 What job level do you hold?

Executive Support. D Officer ' [Q/ Executive D

Senior Executive D Assistant Director [____] Director D

Q2 Doyou know what is expected of you in your job?
Yo I N (O

Q3 Did you receive appropnate trammg and- development to help you do your job when you
started?

e (] N (7
If Yes please tick the appropriate boxes of what training you received: . 2

Induction - D On the’ job D _,AMéntorihjg C]

Coaching L C] In-house systems I:.T.,tr‘aj'ningq . D o

Q.4 Does your job allow you the opportunity to use your full ;sl;iils and capabilities?

Yes ! [E/ No D )

If No please specify why it does not:

Q.5  Does your supervisor review your perform'émce and give you feedback on a one to one
basis regularly?

Yes D . No @/ '

If Yes please state how often it is reviewed:

t

.Every 3 months D Every 6 months [D Every 12 months ' C]



- ..Employers.Confederation.attain.. . ....... e et

An Employee Engagement Suu)rvey ,,

This survey is being undertaken to find out about the current employee engagement lévels that employees in the Irish Business and

This survey is béing carried out so employee engagement practices can be improved.
This survey is strictly confidential and will be used for analysis purposes only.
Please complete this questionnaire by close of business on Friday 26™ of June 2009.

When completed if you could place this survey into an internal envelope ﬁnd return to Aisling Igoe. Thank you.

'Q.1  What job level do you hold? |
Executive Support D Officer @/ Executive D 7
Senior Executive () Assistarit Director ()  Director (]

Tage N wroers et . N Sy

Q.2 Do you know what is expected of you in your job?

Yo No 'D

e I S UL TR TANP SR O A Vi

e - ‘u '
PR LR B LR he L, Y e

Q.3 Did you receive apprdpriate training aqgl;,_.d,eyqlgpment to help you do your job when you
started? CoT ‘ B :

v (F N ()

If Yes please tick the'appropr’iate bOXCSa;OfﬁWhat, trainiiig’aydil;,receivvéd:‘ T
Induction @On thejob . [E/ Mentoting; @/
Coaching ‘ @(In-h(‘)use systems LT. traiﬁing A @/ |

N au vy - LN
R B s GHE Y

Q.4 Does your job allow you the opportunity to use your full'hs‘k_ilf,l's and capabilities?
Yes [E/ . No D

RN v A

If No please specify why it does not:

Q.5 Does your supervisor review your performance and give'you feedback on a one to one

basis regularly? :
Yes M No W

If Yes please state how often it is reviewed:

+

Every '3‘_mo’nt'hs D Every 6 months Every 12 months D
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An Employee Engagement Survey

... This survey is being undertaken to find out about the current employee engagement levels that employees in the Irish Business and
Employers Coafederation attain. : - T T i

This survey is beinvg;carried out so employee engagement practices can be.improved.
This survey is strictly confidential and will be used for analysis purposes only.
Please complete this questionnaire by close of business on Friday 26" of June 2009.

Whéﬁ;completed if you could place this survey into an internal envelope and return to Aisling Igoe, Thank you.

Q.1  What job level do you hold? . ‘
Executive Support [:] Officer L3}~ Executive (]
Senior Executive D Assistant Director D Director  ° D |

Q.2 ° Do you know what is expected of you in your job?

Y (0 N (]

A ' R R O P T
- N . . . o e “ - ~

Q.3 Did you receive appropriate training and developmelit to help you do your job when you
started? '

Yes () No @/

- If Yes please tick the appropriate boxes of what training you recéived: -

: Inc'.i‘uction' D On the jqb D Mentori;ng, D

Coaching . D In-house systems L.T. training G

=¥

Q.4 Does your job allow you the opportunity to use your full skills and capabilities?

~Yes @’ No . ) D .

%
T,

If No please specify why it does not:

Q.5 Does your supervisor réview your performance and give you feedback on a one to one
basis regularly?

Yes D . No (9/

If Yes please state how often it is reviewed:

Every 3 months D Every 6 months D Every 12 months D



An Employee Engagement Survey

This survey is being undertaken-to find out about the current employee engagement | Ievels that employees in the ll'lsh Busmess and

_‘Employers Confederation attain. ’ e D

Thiis survey is being carried out so employee engagement practices can be improved.
This survey is strictly confidential and will be used for analysis purposes only.
Please complete this questionnaire by close of business on Friday 26" of June 2009.

When completed if you could place this survey into an internal envelope and return to Aisling Igoe. Thank you. -

Q.1  What job level do you hold? _
Executive Support D Officer D Executive \S

Senior Executive D Assistant Director D Director D

Q.2 Do you know what is expected of you in your job?

Yes » - No' D

2 ) L

Q.3 Did you receive appropriate training and; development to help ‘yovu‘do your job-when you
started?

Yes _ [:  “No E

If Yés please tick the appropriate boxes of what training you received: -

Induction | D On the job [:] Mentoring [:]

Coaching In-house systems L.T. training [__—]

Q.4 Does your job allow you the opportunity to use. your full skills and capabilities?

o N ow O

If No please specify why it does not:

Q.5  Does your supervisor review your performance and give you feedback on a one to one
basis regularly?

Yes () | ‘Nok\B

If Yes please state how often it is reviewed:
\ i

Every 3 months D Every 6 months D Every 12 months D



An Employee Engagement Survey

- . . This:survey Is béing undertaken to find out about the current employee engagement levels that employees in the Irish Business and
Employers Confederation attain. T T T e e e e e e

This survey is being carried out;'sofemplquevengag'ement practices can be improved.
This survey is strictly confidential and will be used for analysis purposes only.
Pleése'cdmplete this-questionnaire by close of business on-Friday 26" of June 2009,

When completed if you could place this survey into an internal envelope and return to Aisling Igoe. Thank you.

Q.1  What job level do you hold?

Executive Support D Officer D Executive g

Senior Executive D Assistant Director D Director G

P

Q.2 Do you know what is expected of you in your job?

Yes_"EX] :H'No D

LA o It 5 o ‘

Q.3 Did you receive appropriate trainiﬁg and development to help yoh do your job when you
started? ' o

vo (@ X
If Yes please tick the appropriate boxes-of what training you received:

Induction D On the job D Mentoring

C(Qa_ch_ing D In-house systems LT, training D

Q.4 Does your job allow you the opportunity to use your full s_kjiis ;and’c‘ap.abilities?

Yes,. & :NQ D

. If No please specify why it does not:

Q.S Does your supe‘rvisoi' review your performance and give you feedback on a one to one
basis regularly?

Yes @ . No D

If Yes please state how often it is reviewed:

*

- Every 3 months g/ Every 6 months D Every 12 months D
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‘An Empﬂoyee Engagement Survey

..This:survey.is.being.undertaken to.find out about the current employee.engagement levels that employees in the Irish Business and
, Employers Confederation attain.

This survey is being:carried out so employee engagement practices can be improved,
This survey is strictly confidential and will be used for analysis purposes oaly.
Please complete this questionnaire by close of business on Friday 26" of June 2009.

When com'pieffegl if )"tqu could place this survey into an internal envelope and return to Aisling Igoe. Thank you.

Q.1 . Whatyjob level doyou hold?

Executive Support /7 Ofﬁcer - . Executive . (]
Senior Executive D A551stant Director D Director D
B B T T ’

Q2 Do you know what is expected of'yeu in your job?

Yes - G . N ([

e n e, A . L e . .
iy A Lo Vi

Q3 Dld you recelve appropnate training and- development to help you do your job when you
started? - : '

If‘Yes_please tick the appropriate Hoxes of-w-h_ﬁt«tfaiiiiii’gi)"'buf received: -

 Induction " @) Onthejob FZ)  Mentring

Cosching {7 In-house systems LT, training

et T

Q.4 Does your job allow you the opportunity to use youf'fufliskflls and ‘é“'apabilities? o

ves (] No. |

‘ If No please specify why it does not:

SR}

'DIL':}@)A | a'/ ﬂu\‘l;ll"t;l»@l"' bi;/ui ied

Q.5 Does your supervisor review your performance and give you feedback oh a one to one
basis regularly? '

Yes , No D |

If Yes please state how often it is reviewed:

¥

Every 3 months i D Every 6 months - D Every 12 months



An Employee Enﬁgagemem Survey

This survey is being' undertaken to find out about the current employee engagement levels that employees in the Irish Business and
. ,.Employers Confederation attain. .. . .. . ... .ol S

This survey.is being carried out'so employee engagement practices can be improved.
Thiis survey is strictly confidential and will be used for analysis purposes only.
Please complete this questionnaire by close of business on Friday 26" of June 2009,

When completed if you could place this survey into an internal envelope and return to Aisling Igoe. Thank you,

Q1 Whatjoblevel doyouhold? | -
Executive Support (] Officer () Executive [ )

/ .
Senior Executive: @ Assistant Director C] Director D

Q.2 Do you know what is expected of you in your job?
Yo T N O

" Q.3 Did you receive appropriate training and. development to help. you do your job when you
started? :

Yo 2T N (O
If Yes please tick the'appropriate boxes of what training youQreceived:
Induction L7 0on the job B/ Mentoring ’E]/

Coaching . gm-hgase systems LT. training )

R ST

Q.4 Does your job allow you the opportunity to use your full skills and"'c’apabilitieS? .

Yes = No [ ]

If No please specify why it does not:

Q.5 Does your supervnsor review your performance and give you feedback on a one to one
basis regularly?

ves () =g

If Yes please state how often it is reviewed:

Every 3 months D .Every 6 months D Every 12 months - ’ Jz/ v
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. This survey is being undertaken to find gut about the current employee engagement levels that employees in the Irish Business and

An Employee Engagement Survey

Employers Confederation attain. -

This survey is being carrieq out so employee engagement practices can be improved,

This surveg.y is strictly confidential and will be used.for analysis purposes only.

Please complete this questionnaire by close of business on Friday 26" of June 2009.

When completed if you could place this survey'into an internal envelope and return to Aisling Igoe. Thank you.

Q.1  What job level do you hold?

Executive Support D Officer . C] Executive @/

Senior Executive D Assistant Director D Director [:]

Q.2 Do you know what is expected of you in your job?
Yes @/ No D

Q.3  Did you receive appropriate training and development to help -yo'li do your job‘wheh you
started? . :

Yes [:2/ . No [:]

If Yes please tick the appropriate boxes of what training you received:

Induction (X7 Onthejob (9 Mentoﬁng ()

Coaching D In-house systems 1.T. training @"’ .

Q.4 Does your job allow you the opportunity to use your full skills and capabilities?

R e U

If No please specify why it does not:

Q.5  Does your supervisor review your performance and give you feedback on a one to one
basis regularly?

Yes CD/ ' No C] '

If Yes please state how often it is reviewed:

\

Every 3 months D Every 6 months D Every 12 months @-—



An Employee Engagement Sun‘ifey |

- This-survey is being undertaken to_find out about the current employee engagement levels (I)gl! employees in the Irish Business and
Employers Confederation attain. o

This survey is being carried out so employee engagement practices can be improved.

This survey is strictly confidential and will be used for analysis purposes only,

| Please complete ;his questionnaire by close of business on Friday 26" of June 2009,

When completed if you could place this survey.into an internal envelope and return to Aisling Igoe. Thank you..
Q.1  What job level do you hold? .-

Executive Support fﬁcer , [:] Executive [:]

Senior Executive [:] Assistant Director [:] Director . [:]

Q.2 Do you know what is expected of you in your job?

er‘s @/ ".Nvo -

A . . .
A ) g

Q.3 Did you receive appropnate training and development to help you do your job when you
started? 4 :

Yes @’ ' N.o: | [:]

If Yes please tick the appi‘opriate boxes of what training you received:

Induction ,_ ~ ([ 3-Onthe job (C«{J— Mentoring [:]

Cbag:hing o [:]_,In;housp systems L.T. training @»———

Q.4 Dges your job allow you the opportunity to use your full Skills ahd'-'caipzibilities?

'.Ye-s 0 o~ -

If No please specify why it does not:

._4//@114 a(&w d&aﬂ/o_ ot :/'J]\au»a/\@

Q.S Does ydur supervisor review your performance and give you feedback on a one to one
basis regularly?

Yes () . No

—

If Yes please state how often it is reviewed:

Every 3 months (] Every 6 months - Every 12 months (]
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