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The Importance of People

What makes one company more successful than another? Better products, services, strategies,
technologies or, perhaps, a better cost structure? Certainly, all of these contribute to superior
performance, but all of them can be copied over time. The one thing that creates sustainable
competitive advantage i and therefore ROI, company value and long-term strength 7 is the
workforce, the people who are the company. And when it comes to people, research has shown,
time and again, that employees who are engaged significantly outperform work groups that are
not engaged. In the fight for competitive advantage where employees are the differentiator,
engaged employees are the ultimate goal.

Engagement vs. Satisfaction

Every morning millions of people put on their shoes and head to work, but what drives them towards it may
be different for different people.

While the exact definitions of employee satisfaction and employee engagement may differ from organization
to organization, HR professionals would generally agree that satisfaction refers to how employees feel &
their i hda about timei jplbsadd conditions, such as compensation, benefits, work environment, and
career devel opment opportunities. Engagement , aud
connection to work as measured by the amount of discretionary effort they are willing to expend on behalf of
their employer.

Can an organization have a satisfied employee who is not engaged and vice versa? Chances are an engaged
employee is also a satisfied employee; few people are willing to go the extra mile for their employer unless
they are fundamentally happy in their jobs. Satisfaction, therefore, is a necessary condition for engagement
for most people. As such, we have included many of the dimensions associated with Satisfaction in this
survey.

However, it is certainly possible to have a satisfied employee with a low engagement level 3 someone who
shows up to work and goes through the motions, but does not demonstrate a lot of initiative or put in a lot of

extra effort to further the success of the organi

engagement is unlikely to foster the kind of exceptional workforce performance that drives business results.
The Engaged Employee

Highly engaged employees go above and beyond the core responsibilities outlined in their job descriptions,
innovating and thinking outside the box to move their organizations forward & much like volunteers are willing
to give their time and energy to support a cause about which they are truly passionate.

Why Measure Engagement?

Why should organizations care about their workforce engagement level? The primary goal of a business is
to make money; even nonprofit organizations exist to fund their specific causes. This means that
organizations need to get employees at all levels focused on driving revenue and profit. Many studies have
linked employee engagement to workforce performance, customer satisfaction, productivity, absenteeism,
turnover, and support of the organizationd all of which can significantly impact on the bottom line.

The Cost of Disengagement

You pay disengaged employees 100% of their salary.

66% of our employees are giving 50% effort for what they are paid, then 33% of payroll is pure cost without
any return!
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DI MENSI ONS BE EMPLDO
ENGA GENM

The XYZ Employee Engagement Survey takes into account 18 dimensions of Employee
Engagement which form the basis of our analysis. For ease of understanding, these 18 dimensions have been
categorized into 7 broad groups of dimensions.

Work Life Balance
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The survey was conducted through the online medium. Two separate forms were used - one
for the senior management and one for everyone else. There was a lot of overlap between the
two forms, yet some questions were unique to each. Both forms were bilingual i.e. all
instructions and questions in both forms were available in 2 languages - English and Hindi.

The employeesat XYZ1 ndi a LXYROi)t ewder(efi noti fi ed of tXY&Z

Human Resources department. Following this, emails were sent by GreenThumbs to all

intended participants. The email invited them to take part in a survey and provided a generic
survey link. Once a participant clicked on the link they were sent to the survey page which required them to
fill out a unique one-time verification PIN. On the basis of the PIN they were directed to the relevant survey
form.

The survey was administered t hr ougvww.Bayfecom,establishedtd
conduct Surveys and Assessments exercises. The portal provided clear instructions on how to complete the
survey with helpline numbers and email IDs to help the participants in completing the survey.

A step-plan of the entire exercise is explained below:

STAGE llI:
Analysis & Reporting

STAGE II: .
S uData processing and
Survey Administration Analysis of the responses
] received. The analysis
STAGE I: wThe online was presented in two
Planning & Design administration was done parts:
(KNRdzZZK DNBSYy ¢ KdzYoaQ
Understanding the key dedicated web portal wPart A Overall
objective and vision of ataetue Employee Engagement
XYZn conducting the with the organisation
survey. wThe portal provided
clear instructions on how uPart B:Engagement
Questionnaire design to complete the survey SCOTes across
and customisation. with helpline numbers to demographlc variables.
help the participants in
Provision in the survey completing the survey.
to capture demographic
information of the wResponse rate tracking

participants.
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Survey Instrument

The Employee Engagement Survey questionnaires used for this exercise are valid instruments customized
to the needs of the organization and designed to assess the current level of employee engagement at XYZ
India Limited. The questionnaires went through several iterations through joint discussions between
GreenThumbs and XYZ HR department.

The questionnaire administered to the senior management (level G-16 and above) had a total of 46 questions.
The questionnaire administered to the rest of the sample (level G-15 and below) had a total of 50 questions.
The questions in this survey could be further categorized into three types:

Ov

statement type questions (5-point Likert scale)

Ov

rank-ordered/partially open-ended questions (Top 3 statements to be marked in order of priority)

Ov

and an open-ended question (designedt o ge't a detailed subjective
perception of XYZ)

These questions were used to find out how engaged the employees are with the organization. The level and
extent of their engagement has been mapped across 5 levels of engagement as follows.

ACTIVELY These employees are the ones who feel most closely associated with the

ENGAGED organization and hence exert maximum effort to go out of their way and align
their individual goals to that of the organization. They contribute fully to the
success of the organization and find great satisfaction in their work. They need
to be kept engaged as they may transition over time to any of the other levels
highly affecting employee morale.

ENGAGED These employees are constantly motivated to perform and seem to be
reasonably satisfied with their jobs. Every day may not be theirs, but they
definitely know how it feels when it does. They are critical for the organization
as they are most prone to being lured away, and they have the shortest
distance to travel to reach full engagement, promising the biggest payoff.

PASSIVE These employees are yet to find their stride or clearly align their perception
with the organization. There are times when they seem to be extremely
involved and committed to their work but often tend to dislike some aspects of
the organization which reduce employee morale and impact overall job
performance.

DISENGAGED Disoriented and potentially exhausted, these are the employees who are likely
to be on the exit gates of the organization. They might be bitterly vocal about
their opinions and may work less hard to do their job. They may also take

ey others down with them and hence these are the people to focus on and push

o them up on to the ladder of engagement.

e

ACTIVELY They appear to be the most disconnected from organizational priorities, often

DISENGAGED feel under-utilized and believe they do not get meaningful work. They are likely
to be skeptical of their co-workers and tend to spread the negativity around
them. | f they candt be aligned to hi
pave way for their exit which would benefit everyone, including them.
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SAMPRDETAI LS

Sample Size

In all, 98 employees were invited to participate in the survey. Responses were obtained from
a total of 84 participants. The participation rate was healthy at 85%.

Here are some other essential demographic characteristics of the sample that have been used to draw up
this report. Please note that the numbers have been rounded off to the nearest whole number.

Gender Split Seniority Levels of Participants

M Males (89%) Il Females (11%) B Level G-16 and above (20%) ] Level G-15 and below (B0%)

Tenure - Wise Sample Split

W <1 yr (8%)

W 1-5 yrs (39%)
6-10 yrs (36%)
11-15 yrs (15%)

W 16-20 yrs (1%)
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Age - Wise Sample Split

W <25 yrs (1%)
25-29 yrs (10%)
I 30-34 yrs (35%)
35-38 yrs (24%)
I 40-44 yrs (11%)
W 45-49 yrs (8%)
50-54 yrs (8%)
Wl >55 yrs (4%)

Department-Wise Sample Split

B Long-term Marketing (5%)
M Short-term Marketing (8%)
M Finance (13%)
Business Development (10%)
M Operations (17%)
B Commercial {19%)
HR (5%)
W 5S (4%)
M PEL (5%)
M CS & Legal (0%)
W IT (5%)
W Risk (5%)
W CS &P (4%)
Secretarial S.. (2%)
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A Overall engagement level

A Comparative Analysis of engagement scores

A Engagement scores on each of the 7 dimension groups, and how the engagement scores

A Responses to some of the partially open-ended rank order questions i both quantitative

A Lastly, the results have been supplemented with an in-depth qualitative analysis of the

RESULTS

This chapter contains a detailed analysis of the responses obtained via the survey
guestionnaires. Since the questions included in the survey were open-ended, partially open
ended and closed ended, the resulting analysis is, therefore, both quantitative and qualitative.

For ease of understanding, the results have been split into the following sub-sections:

- of the organization at large

- by seniority levels

- across various demographic variables

- across various dimensions groups

vary across the chosen demographic variables within each of 7 dimensions
and qualitative analysis

specific comments made by the XYZ employees in response to the open-ended question
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Overall Employee Engagement

At a general level, employees in the organization appear to be Averagely Engaged. Only about 10% of

the employees appear to be niR®tfiakl yukEdgagehdeé, A wh

The per cent ag employees are at areundv3&% - these people are those who are neither
engaged nor disengaged. They are dispassionate and need to re-align themselves to the organization
and enhance their sense of belongingness to it. However, the finding to be concerned about is the

number of employees found to be Disengaged and Actively Disengaged. With 12% falling in these

categories, they are a drag on overall organizat:.

Employee Engagement by Seniority Levels

Differences were observed in the engagement levels of the 2 groups i Levels G16 & above and Levels
up to G151 with the senior group displaying a distinctively higher amount of engagement compared to
the rest of the employees. Also, while there were no Disengaged or Actively Disengaged participants in

the senior group, the other group had significant number of such participants i nearly 14%.

Demographic Highlights

Engagement scores were also studied across the various demographic groups of the survey population

i i.e. Age, Gender, Department and Tenure.

- Among the various age groups, the 4571 49 years age group scored the highest, while the Under 25
years age group scored the lowest.

- No or very slight Gender Differences were observed.

- Moderate variations were observed among the various departments, with the PEL department
notching the highest engagement score.

- Scores for various tenure groups were in line with the general trend, with the most recent and oldest

employee groups scoring the highest.

Dimension Highlights
Engagement scores were also studied individually for all dimension groups. The highest scores being
observed for the dimension General Satisfaction. The dimension group Compensation, Rewards &

Recognition was scored the lowest, followed closely by the dimension group Organizational Culture.
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Employee Engagement with organization is analyzed to highlight how closely the employees feel related to
XYZ and consider it a part of their own identity. It measures the extent to which employees are enthusiastic
about their jobs, are committed to the organization and go beyond their duties at work. The overall Employee
Engagement score is mapped in terms of the overall percentage score obtained on the basis of all 18
dimensions covered in the survey. Following is a representation of the engagement levels - the distribution

of employees within the 5 categories of engagement.

Overall Engagement

B Actively Engaged (10%) Engaged (42%:) Fassive [37%) Disengaged (11%:)
B Actively disengaged (1%)

About 10% ofthesur vey partici pants appeari nt ot hbkee off Aycathifalkealt yi
under t he AtEgory. argise iddicates that about half of the surveyed employees feel closely
associated with the organization and align themselves with the organi zat i onsé goal s.
percent ageved @RMpkesyees %;s afrowmd t1d % eof37T he employe

about 1% of the employees are fAActively Disengaged?o
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5.3 EMPLOYEENHNGAGEMENI O
LEVELS

Engagement has also been studied separately for the 2 subsets of population i Levels G16 & above and
Levels up to G15. This was done to observe if there were any differences in the engagement levels and

perceptions of the 2 groups.

LEVELS G16 & ABOVE

Overall Engagement for Levels G-16 & above

B Actively Engaged (12%) [ Engaged (47%) Passive (41%) | Disengaged (0%)
M Actively Disengaged (0%)

About 12% of t he senior employees appear to be AActivel
category. This indicates that large proportion of the senior employees feel closely associated with the

organization and are willing to go beyond the call of duty. However, the percentage o
is found to be 41%, which is also a fairly | arge nu
AActively Disengagedo employees in this group.
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LEVELS UP TO G15

Overall Engagement up to Level G-15

B Actively engaged (9%) I Engaged {40%) Passive (36%) [ Disengaged (13%)
B Actively disengaged (1%)

The engagement levels for this group were found to be slightly different to that of the senior group of
employees. The percentage of yelBplhgageds fActihvel gheupEngag
category is 40%. This indicates that a proportionately lesser number of employees in this group feel closely
associated with the organization. On the other hand
that of HAActi vel yeshil%.dmadddignaodhis, 36%na the gmployees have been found
to besiiPado. We can 0%efehe sunvaytpartitipaats ih this group fall in the Passive to

Actively Disengaged categories.
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5.4 EMPLOYEENHNGAGDBDMMOG

VARI ABLES

In addition to seniority, overall Employee Engagement levels were also mapped on to the 4 demographic
variables - Age, Gender, Department and Tenure - for comparative purposes. This representation gives us a

clearer view of the level of engagement in the sub-sets of each of these demographic variables.

5.4.1. OVERALL EMPLOYEE ENGAGEMENT SCORE AGE

The overall Engagement score is mapped on to the various demographic variables under study, one of them
being age. Usually engagement increases with age and there are two explanations for this: the most actively
disengaged young employees may have a tendency to change jobs frequently, since they are at the
beginning of their careers and hence are more open to other career opportunities, whereas a sense of

acceptance and maturity may set in as the age increases.

However, in the present case, the engagement levels are mostly similar across all the age groups, with the

age group 451 49 years emerging as the most engaged.

: =
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|
£ 4
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1
u __________ - - _ NN _ _ SRR _ _ _eeeeeamn _ __ e ______.
Age Groups
B Under 25 years [l 25-29 years [ 30-34 years 35-39 years 40-44 years [ 45-49 years [l 50-54 years
Above 55 years
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5.4.2. OVERALL EMPLOYEE ENGAGEMENT SCORE GENDER

There is similarity between the engagement scores of Male and Females whichputsor gani zati on i

bal anced as i n many c atha [Hales usually dave higle engageméns seares. §Hus is
because in case of organi zationbi fwdi bhl dmcéd,t of @ema
difficulty inthe laterye ar s of their respective careers. A good

to be engaged with their organization. This aspect has also been cited by many respondents.

Engagement Score
R - - T

—5

Genders

B Female [ Male

5.4.3. OVERALL EMPLOYEE ENGAGEMENT SCOREY DEPARTMENT

In evaluating engagement scores across departments, the department of Operations appears to score low,
in contrast to the PEL department which has a very high score. Other departments have fairly consistent
engagement scores as can be observed below:

5.05

Engagement Score
- N W R O @ N @ W

Departments

B Business Development [l Commercial [l CS and P 1 Finance HR IT Long-term Markeating Operations
B PEL I Risk [ Secretarial Staff (CMD) B Short-term Marketing [ S5
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5.4.4. OVERALL EMPLOYE ENGAGEMENT SCOREYBITENURE

It is usual that employee engagement increases with the number of years spent in an organization. However,
results of the present survey indicate that engagement levels are equally high on both the extremes i.e., those
who recently joined the organization (with a tenure of less than a year) and those who have been relishing

their stay in the company for more than 15 years.

Overall Engagement Score by Tenure

Engagement Score

Tenure Ranges

Less than 1year  1-5years [ 6-10 years [l 11-15 years [ 16-20 years
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The overall engagement scores have been mapped on the 7 dimension groups which are depicted by the

green line revolving in the graph. The 7 nodes represent various dimension groups which are hypothesized

to be key drivers for employee engagement.

Management's
Vision 72

55

Performance /

Management
System

General
Satisfaction

10.0
9.0
8.0

79

Compensation,
Rewards &
Recognition

One's Job

Leadership Culture

—Engagement Score

© GREENTHUMBS. 2D1ALL RIGHTS RESERIVHECONFIDENTIA



DEMOGRAPHIC ENGAGEMENT SC(

FOR EACH DIMENSION GRC

5.6 05.11
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Overall General Satisfaction Score

The dimension General Satisfaction relates to a broad sense of satisfaction with the organization as a whole.
It relates to an individual empl oyeebs gener al | e v e
experience of a positive or negative psychological state in the individual with regard to his/her job. Each
empl oyeebs experience of gener al satisfaction may v

the extent of general satisfaction/contentment that XYZ employees feel.

Satisfacti on scores on 6Gener al Satisfactiond across Vv

in this section. Consistently high scores have been obtained on each demographic variable.

There was negligible gender difference in scores. Both male and female employees have scored equally

high on this dimension.

Only marginal differences are noted among the various age groups, with Under 25 years age groups scoring

a perfect score, closely followed by the 407 44 years age group.

Some notable differences have emerged among various departments, with HR, SS, PEL and Risk
departments scoring the highest; and Commercial, Short Term Marketing and Secretarial Staff scoring

comparatively lower.

The scores across the various tenure groups are also more or less consistent. The tenure groups of 16-20

years and Less than 1 year have scored the highest.

Individual charts for each demographic variable have been included here for a deeper analysis.
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5.6.1. GENERAL SATIFACTIONOJ AGE WISE

######### il

Satisfaction score

Under 25 years || 25-29 years 30-34 years [0 35-39 years [ 40-44 years [ 45-49 vears
M 50-54 years [l Above 55 vears

5.6.2. GENERAL SATISFACTIONO GENDER WIE

Satisfaction Score
o - %) w . o @ -l

Satisfaction Score

= M oW B @ @

Gender
B Female [ Male
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5.6.3. GENERAL SATIFACTIONS DEPARTMENTWISE

—_
=

Satisfaction Score
A = T =

Departments

B Long-term Marketing [ Short-term Marketing [0 Finance Business Developmeant [l Operations 1 Commercial HR
Wss WPEL WIT [ Risk ~ CSandP [l Secretarial Staff (CMD)

5.6.4 GENERAL SATISRACTIONS TENURE WISE

a.11

—
=1

Satisfaction Score
4 M W B M o~ W@

Tenure Ranges

Less than 1 year | 1-5years 7] 6-10 years [l 11-15 years [l 16-20 years
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Overall Engagement Score for the Dimension
Compensation, Rewards & Recognition

This dimension relates to a sense of engagement that arises from being adequately rewarded, in both
monetary and non-monetary terms, for the work an employee puts in. It is one of the key drivers of

engagement for any employee.

Engagement scores on 6Compensation, Rewards & Recog

been represented in this section. The scores obtained hover around the average mark.

There was again no significant gender difference observed in scores. Both male and female employees

have scored equally on this dimension.

Only marginal differences are noted among the various age groups, with the notable exception of the age
group Under 25 years. This group has scored extremely low, indicating a high level of disengagement on
account of Compensation & Rewards. The age group 45 i 49 years has scored the highest on this

dimension.

Some differences have emerged among various departments, with PEL department scoring the highest; and

Short Term Marketing, Operations and Business Development scoring comparatively lower.

The scores across the various tenure groups are also more or less consistent and centering around average.

Individual charts for each demographic variable have been included here for a deeper analysis.
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5.7.1. ENGAGEMENT WTH COMP., REWARDS &RECOGNITIONS AGE WISE

Engagement Score

7
5.67
6
5
4
3
2
.1
0 --------- - S L LR T - - _————
Age Groups
0 Under 25 years [ 25-2% years = 30-34 years = 35-39 years [ 40-44 years [ 45-49 years 50-54 years
B Above 55 years

ENGAGEMENT WITHCOMP., REWARDS & REGGNITIONS GENDERWISE

Engagement Score

[#5]

o]

=

Gender

B Female [ Male
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5.7.3. ENGAGEMENT WTH COMP., REWARDS &RECOG.0 DEPARTMENTWISE

Departments

Engagement Score
I~ I N - -
| a

o
&
w
&
w
&

B Business Development [ Commercial CSand P [ Finance I HR [ IT [ Long-term Marketing Operations [ PEL [ Risk
B Secretarial Staff (CMD) Shori-term Marketing [ 55

5.7.4 ENGAGEMENT WIH COMP., REWARDS & RCOGNITIONd TENUREWISE

Engagement Score

Tenure Ranges

Less than 1 year 1-5years [ 6-10 years [l 11-15 years [l 16-20 years
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Overall Engagement Score for the Dimension
One's Job/Role

This dimension of employee engagement refers to the feelings of competence and contribution that an
employee experiences in relation the content of their work. In order to be engaged, an employee must feel
that his or her work is worthwhile.

Engagement scores on 6 0n e dlanoglaphic vaRablesshdve beerr repsesentadanr i o
this section. Fairly consistent and above average scores have been obtained on each demographic variable.
The general opinion of employees with regard to their work content seems to be positive.

Once again, there was almost no gender difference in scores. The dimension has received relatively high
scores. The age groups 451 49 years and 501 54 years have scored the highest, closely followed by the
Under 25 years group. The lowest scoring age groups were 301 34 years and 35i 39 years, but even these

groups have scored the dimension above average.

Among various departments, PEL, CS&P and Risk departments have emerged the highest scorers; and

Short Term Marketing department has scored the lowest.

The scores across the various tenure groups were found to be consistently high. The tenure groups of

16-20 years and Less than 1 year have scored the highest.

Individual charts for each demographic variable have been included here for a deeper analysis.
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5.8.1. ENGAGEMENT WITH JOBROLEJ AGE WISE

Engagement Score
MW R o @~ @

—5

Under 25 years | 25-29 years  30-34 years [ 35-39 years [l 40-44 years [ 45-49 years [l 50-54 years
B Above 55 years

5.8.2. ENGAGEMENT WTH JOB/ROLEJd GENDERWISE

Engagement Score
S - -

—

Bl Female [ Male
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5.8.3. ENGAGEMENT WTH JOB/ROLEd DEPARMENT WISE

=]
ot
P

Engagement Score
= N W B @~ @@

Departments

B Business Development [l Commercial © CSand P Finance I HR 0 IT Long-term Marketing [l Operations
B PEL M Risk [ Secretarial Staff (CMD) Short-term Marketing 35

5.8.4 ENGAGEMENT WIH JOB/ROLES TENUREWISE

Engagement Score
B N I - - -

Tenure Ranges

M Less than 1 year W 1-5years ~ 6-10 years [l 11-15 years [l 16-20 years
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Overall Engagement Score for the Dimension

Organizational Culture

The dimension €Otganedatriedrneals to the quality -of
dependence felt by employees for their co-workers. A positive culture gives an immense boost to overall
engagement levels of an organization, while a negative culture not only mars engagement but also kills

productivity.

Engagement scores on this dimension across various demographic variables have been represented in this
section. Largely below average engagement scores have been obtained on this dimension.

In line with the overall pattern, no gender difference emerged in scores on this dimension. In fact, both the

genders have scored equally on this dimension.

The scores across age groups are also more or less hovering around the dimension average mark. The 45i
49 years and 50i 54 years age bands have scored the highest, while the Under 25 years and 55+ years

age groups have scored the lowest.

When comparing departments, we can observe that the Business Development department had scored

towards the lower end and the PEL department, once again, emerges as the highest scorer.

The scores across the various tenure groups are also more or less consistently average. The notable
difference being that for this dimension, the otherwise high scoring tenure group of 16-20 years, has scored
the lowest.

Individual charts for each demographic variable have been included here for a deeper analysis.
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5.9.1. ENGAGEMENT WTH ORGANIZATIONAL CUTUREJd AGE WISE
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Overall Engagement Score for Performance
Management System

This dimension was included to study the opinions of XYZ employees about the newly launched Performance
Management System (PMS). Opinions were sought on matters such as the effectiveness of the system, user-
friendliness, the clarity of instructions etc. The results on this dimension will be food for thought for improving
the system and making it more effective.

Engagement scores on OPerformance Management Syste
been represented in this section. Once again, largely scores have been obtained across various demographic
variables.

There was almost no gender difference in scores. Both male and female employees have scored around

the middle mark on this dimension.

Among the various age groups, the Under 25 years group scored the lowest and 55 years+ age group

scored the highest.

The Operations and BD departments once again figure among the lowest scorers; while IT department
has scored the highest.

The scores across the various tenure groups are also more or less consistent, with the exception of the 16-

20 years group, which has scored significantly higher than other groups.

Individual charts for each demographic variable have been included below.
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5.10.3. ENGAGEMENT WTH PMS3 DEPARTMENTWISE

5.10.4 ENGAGEMENT WITH PMBTENURE WISE
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