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HDA 1T Who we are

A Quality accredited human capital consultancy, (S
with 30 yearso expert | ==5/y

A Integrated solutions team across the UK

A Key and complementary strategic partnerships
with a range of specialist global and UK hemsleyfraser

partners The
E manufacturers’
organisation

A Why organisations work with us:

Blended International Outcomes Client Relationship

Offering Network Focused Flexibility

AHel ping organisations and empl oyee



HDA - Mission hda

To help employees
A Perform better in their current role
A Fit better within their organisation

A Transition successfully into a new role

AHel ping organisations and empl oyee



What we do

Attraction

Transition/ Selection/

Onboardi
nboarding Identification

HDA impact
Promotion/ durlng Managing

Succession emp|oyment Performance
life-cycle

Learning &

Retention Development

Engagement/
Wellness

AHel ping organisations and empl oyee



1100 consultants at 165 offices around the world


http://www.careernet-international.org/partners/

People we work with
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H D A &sgagement Matrix

9-component (9-Box) engagement matrix
which looks at the following elements of a business:

PROCESS

The right processes are in place to
support the business

WORK-LIFE BALANCE

Workloads are full but not excessive

MANAGEMENT

Performance objectives are clear,
performance is regularly reviewed,
and performance is fairly managed

for ongoing improvement

ROLE CHALLENGE

Roles are challenging, and
motivating

INFORMATION

Line managers and CEO provide
business with appropriate level of
information

WORK ENVIRONMENT

The work environment is
supportive & empowering

VALUES

Company values are clear, and are
clearly subscribed to by
management

STAKE / LEVERAGE
REWARD/ RECOGNITION

People have significant long-term

stakes, & rewards / recognition &
career leverage are competitive

PRODUCT

Products and services continue to
excite and challenge




HDA Engagement

Surveys

Qe LPke

&) oore

-0

HDA SURVEY
MTV NETWORKS UK & TRELAND EMPLOYEE ENGAGEMENT SURVEY 2006
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Thank you for your participation in this MTV Networks UK & Ireland
Employee Engagement survey. We want to know how you are really
feeling about the business and about your roles in it. By contributing to
the survey, the results will enable us to actively manage any important
issues and to make general or specific improvements.

To ensure complete confidentiality for all respondents, the survey is
being conducted on our behalf by an independent consultancy (HDA).

The questionnaire is expected to take no longer than 10 minutes of your
time to complete - thank you for your time.
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® tntemet

L0
N

H

The Power of Dreama

& oone

MORe
FORWARDS
pLease

Thank you for your participation in this Honda Associate Engagement
Survey. We want to know how you are really feeling about the
and about your roles in it. By contributing to the survey, the res
enable us to actively manage any important issues and to make general
or specific improvements.

To ensure complete confidentiality for all respondents, the survey is
being conducted on our behalf by an independent consultancy (HDA).

The questionnaire is expected to take no longer than 10 minutes of your
time to complete - thank you for your time.
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HDA SURVEY
PARAMOUNT COMEDY TEAM SURVEY 2006
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Engagement Themes hda
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Definitions
Best practice research hda SN . Ensuing i Gt Q_
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A word on surveys =
Why worry ? S LE. - —
.y Y Sl = ——
Drivers T | = —

Sector / size / context dn‘ferences
Telling stories

Engagement, authenticity & corporate
citizenship

New challenges - Generations Y & F
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Definitions
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NThe extent to whioc
discretionary effort into their work in
the form of brainpower, extra time and

energy. o
(Towers Perrin, 2003)



...there are three things we know about
It: it IS measurable; it can be correlated
with performance; and it varies from
poor to great.

(Engaging for Success i The McLeod Report, 2009)



NYou sort of smell |t
engagement of people as people. What goes
on In meetings, how people talk to each other.
You get the sense of energy, engagement,
commitment, belief in what the organisation
stands foro

Lord Currie, former Chair of the Office of Communications (Ofcom)
and Dean of Cass Business School

nda




Main engagement hd
metrics a

A Financial valuation / share price volatility metrics
A Turnover cost metrics

A Talent attraction cost metrics

A Performance metrics

A Absenteeism metrics




MacLeod Report
AEngaging fo
Mar 2009 MacLeod Report
AEngaging fo
Mar 2009

Business

financial Absence
performance

up 400% down
43%

Engagement metrics

MacLeod Report
AEngaging
Successo

Mar 2009
MaclLeod Report

AEngaging fo

Mar 2009 Staff
retention up
87%

Individual
performance
up 20%
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Best practice
research




Recommended hda
resources

Engaging sh he
d
for Success: FUTURE S

enhancing performance
through employee engagement

Executive summary
January 2011

SUSTAINABLE
ORGANISATION
PERFORMANCE

WHAT REALLY MAKES
THE DIFFERENCE?

: . ;

A report to Government by
David MaclLeod and Nita Clarke




Table 1: The eight themes that are important for sustainable organisation performance

THEME

OUR DEFINITIONS

Alignment

Shared purpose

Leadership

Locus of engagement

Assessment and evaluation

Balancing short- and long-term
horizons

Agility

Capability-building

Perceptions of consistency, fit, links or integration between the values,
behaviours or objectives of different stakeholders, both internal and
external and with the organisation purpose.

An organisation’s purpose is its identity, the reason why it exists and the
golden thread to which its strategy should be aligned. Shared purpose
takes the connection with the organisational purpose one step further
to be shared by all employees and often beyond, to include external
stakeholders.

Senior leaders articulate a future-oriented vision in an appropriate style
that informs decision-making and empowers employees to achieve
arganisational effectiveness. The ability to lead, however, is not confined
to senior leaders and can be demonstrated at all levels.

People can be engaged at different levels and with various aspects of
the organisation or the work and their engagement can be transactional
or emotional in nature.

The processes that occur at different organisational levels to gather
qualitative and quantitative information, to assess the impact of actions
and inform decision-making.

Active awareness, management and communication of both known and
unknown organisational issues and pressures affecting the short term
(of less than a one-year timeframe) while maintaining an active focus on
longer-term priarities (with longer than a one-year timeframe).

The ability to stay open to new directions and be continually proactive,
helping to assess the limits or risks of existing approaches and ensuring
that leaders and followers have an agile and change-ready mindset

to enable them, and ultimately the organisation, to keep maving,
changing, adapting.

Equipping the people in the organisation with the skills and knowledge
they need to meet both present and future challenges. Also identifying
existing necessary and potential capabilities, ensuring they are accessible
across the organisation. Capability-building applies not only 1o
individuals, but also to teams and organisations.

2011 CIPD
Shaping the
Future
Headlines
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A word on surveys



Effective Staff a
Engagement Surveys ...

@ulsetest6 t he degree to which peopl
ar en g a gmvehdth@ objectives of the organisation, and the

degree to which there are any specific factors across the

organisation which need to be managed to improve associate
engagement levels.

about identifying manageable issues which can be constructively
dealt with T not about measuring opinion, or creating metrics, or
creating benchmarks in the first instance.

a means (a measure) towards an end (organisational
Improvement), rather than an end in itself. A good associate
engagement survey leads to actions.

hence, the survey process is not overly complex, and it is
intended that the results of the survey are capable of being
followed up in a managed, systematic fashion



nWe work hard to avoili d f
some other organisations make T assuming that

doing a survey is doing engagementi i1 t 6 S an
Important part of the process, but only part of it.

There Is a danger that you can spend too long

looking at and analysing the figures, rather than
engaging with staff on hi

Mark Mitcheson, Talent and Organisation
Capability Lead at Pfizer
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NNo one ever got a p

Andrew Templeman,
Cabinet Office Capability Building Programme
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Why worry ?



NThe way employers treat empl

how employees treat customers. Customers, or service users,

vote with their feet depending on the quality of the interaction

they experience with any given organisation. Quality

customer and employee interactions are, over the long

run, the lifeblood of any business. These quality

Interactions ensure brand loyalty, advocacy and can give an

organisation a competitive edge, which if rooted in their

Ocultured can be hard I f not
Jonathan Austin, Best Companies



Engagement hda

A ...correlates with performance

A Gallup 2006 - 23,910 business units

I engagement scores in the bottom quartile averaged 31 17 51 per cent more
employee turnover, 51 per cent more inventory shrinkage and 62 per cent more
accidents.

I engagement scores in the top quartile averaged 12 per cent higher customer
advocacy, 18 per cent higher productivity and 12 per cent higher profitability.

I earnings per share (EPS) growth of 89 organisations found that the EPS growth
rate of organisations with engagement scores in the top quartile was 2.6 times
that of organisations with below-average engagement scores.

A ... correlates with innovation

A .iemployee engagement is the sine qua non
can have engaged employees who invest their time in multiple directions (such as
servicing clients, creating quality products) but you cannot foster true innovation
without engaged empl oyees. 0

Professor Julian Birkinshaw of the London Business School
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The Training Foundation

The virtuous circle...

Engaged
employees
/ ‘go-the-extra-mile’

Increased Excellent
employee benefits customer service
Superior bottom line Customer advocates

and cash flow volunteer ambassadors!
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The Training Foundation

Table 1: Nationwide — Employee Engagement and Sales
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New research carried out by the Chartered
Management Institute (CMI) has revealed
that nearly half (48 per cent) of UK
managers expect to have to implement
more redundancy in 2011.



http://www.kcj.co.uk/redundancy-law.asp

nda

UK Engagement Deficit

No fewer than 42 per cent of employees would
refuse to recommend their organisation as an
employer to friends and family, according to a
report by ACCOR
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Drivers



nNAt a basic | evel, emoti onal
strategy personal . | t 0s about
between what | do and delivering something larger and

more meaningful, the overall result. An emotionally

Intelligent strategy is about people getting fired up by the
thought that the world will somehow be a better place as a
result of what theyore doi ng,
the strategy. If a strategy engages people emotionally,
thherebdbs an authentic commit me

Stuart Fletcher, President of the international division of Diageo.



Comparison of employers’ and employees’
views on motivational rewards
What do you feel are the key reword factors in ottracting, retoining and motivating
employees in your organisation? (Source: Mercor. Difference shawe in peccentage peants)

Attraction

Rt factor (randed 1. 2 o¢ 3) Ermployes Employee D ference

Bose poy S4% LA 4 10

Coreer deseloprment W% 30% 17

Bonus L1% 8%

Orgonisotionod culture WK 5%

Jab satsfoction 9% LT% -

Job s ity 0% S59%

Tramnng and development 0% 15% g

e e Emp oyer vs
Retention

Reword factor (mnked 1, Zor 3) Frmployes Fmployee Difference E m I O e e
Job sotstodtion 61X S2% +9 p y

Coreer developenont S9% 2% @

Qigonisotionod culture 39K 4% -

Boms IS 8% 17 VIeWS On
Bose poy 19% W% 4

Daseable werkng enveoament 1% 18% A =

Workdlife balance palickes 4% 1% m O t I V at O r S
Jab seciaity 10% B

Motivation

Reward factor (randed 1,2 ox 2) Employes Employes Diffecence

Jab wtkfoction Uy b 4 [ 4 ) M E R C E R

Coveer developenent WIx 2%

Organiiotior conmre nLi.. 4 ] MARSH MERCER KROLL

Job sexurity 29% 51X > | MMC GUY CARPENTER  OLIVER WYMAN
Training and development 29% 13X W16

Bose poy 2] % W% -17

Work life balanoe polickes L% 4 X !

Perion 23% 26K ol



The Training Foundation

< heartfelt commitment! ‘

enthusiastic cooperation ‘

< conditional cooperation‘

The engagement ladder Qn%rent compliance‘

- attitudes correlate with Qesenﬁuld)e(iencel

< performance|
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Sector / size /
context
differences
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Public Sector

Seventy-eight per cent of highly engaged employees in the
UK public sector say they can make an impact on public
services delivery or customer service, as against just 29 per
cent of the disengaged

2007 Towers Perrin report.



SMES hda

...there has ... been a large drop in the
number of employees in small businesses
willing to recommend their firms as a place to
work: down from 74 per cent in 2005 to 52
per cent in 20009.

1.2 million SMEs (organisations with fewer than 250 employees) employ

30.55 per cent of the total workforce in the UK, delivering 44 per cent of
the total turnover of UK private sector companies.

The majority of employees in SMEs are owner-managed (61 per cent
compared to 9 per cent in larger firms).



Unionised a

ABAE SystemsoO6 industrial relations
typical of many British engineering firms, with a long history of

iIndustrial action and a relationship between management and unions

that was aggressive, adversarial and characterised by a complete lack

of trust. This traditional approach has been replaced by a process of
solving issues together through joint working parties based on

partnership, not conflict. The aim of the whole process is to solve

problems, not to create disputes. At first it was hard for managers and

trade union representatives to change culturally embedded behaviours,
because change of this nature is uncomfortable, and in some cases it
was more comfortable to adopt a ¢tr
However, both parties have shifted towards a collegiate attitude to such
matters.

BAE HR director (employee relations) Dave Ryan



Mavericks hda

A Feel that recruitment processes drive out the
very talented people organisations are seeking
to recruit

A In organisations they like to roam free to
contribute across the business

A Speed of response frustrates them

ASometi mes feel H@AFool 6s ¢
about others who lack vision

A Often lose interest after initial burst of creativity
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Telling stories



2011 CIPD Engagement
Conference Headlines . a

No OO
size fits Leadership Those tasked with
- championing
a_ I | / aUthent|C|ty engagement need to
1S key show bravery in order

to break the rules to
embrace low or zero-

cost guerrilla tactics.

Achieving

engagement
requires innovative
thinking, which Engagement D, =
needs to be unlikely to be ..
: participation in
supported by new achieved by an benchmark surveys i
communication annual staff eg. The Sunday
technologies. engagement Times 100 Best

survey ...unless Companies to Work
inputs / outputs For i provide brand

clearly extremely rallying point for
well joined up employees

cipd



Cipd Cougar Automation hda
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Play to our
Strengths

Freedom

Passion - Openness - Responsibility
Respect - Continuous Learning

Fow -

awards

Bos sk bamny Cmbocrvas sarvics

WINKER 2008

THE SUNDAY TIMES

BEST SMALL
COMPANIES
TO WORK FOR

real people — real solutions



Essex Council hda

Maximising employee
feedback...

* You Said, We Did

e
o ‘
Thanks foc taking part
VRUEp S

EssexWorks
For 2 better qualisy of lif
VOIKCE
it's time to
talk - don't '
siss ol ™~

Employee engagement
consultancy...

Carlsherg workshops g —

— Interactive workshops where ™
employees tell it how it is

— - [ Carsberg did leadership ..... It would
be the best leadership in the world ...
probakbhyl

— What would this mean for you?

Supporting individual teams and
services through change
—  Working with those personally impacted
by change
—  Interpreting their survey reports
— Supporting action planning

b L
n@ Probably the best beer in the world

Eecawv

Feeding back to our leaders... EssexWerks.

For a better quality of life

“Live the values”

“Be visible and "Trust us”
approachable”

“Lead from the front” Ll t lk
“ta
o

"Make time to talk”

“Show an interest”

“Look beyond where we
want to be”

~ connect

ight”

30,000
Intranata
Havij

Engagement... it’'s a mix... EssexWarks

For a batter qualisy of life 9

yunty Council

Essex County Council




Nokia

Action Response Accountability Matrix |
» 4 4
By end of October 2010 By end Nov 2010 Baginning 2011 or =
! Alm b Increass A The New Rules — according to Gary Hamel
awWnarship
your role In fransfoeming  youwr feedback & I32as  on agreed priorties siay Inwalve i i
Empioyeca M Nokia Cutre Engagemer 1. All ideas compete on an equal footing.
agenda 2. Confribution counts for more than credentials.
Managers what the Resuls ams the Lty results onthe priontised t=ms  the agreed: | 3. Higrarchies are natural, not prescribed.
tellin thitle .
2 e — 4. Leaders serve rather than preside.
whiere you are now and  your respanse, ipralse Engagement  Pedformanc i
umt Where you want fo be Expectaions v 5. Tasks are chosen, not assigned.
Laaders and support 6. Groups are self-defining and self-organizing.
HR youwemvironmeniand  howyouwdl suppori o contribuie fo capabimes | /- Fesources gef aftracted, not allocated.
capaniities M Blsinzss Businass Goals Emionmer | 5 Power comes from sharing information, not hoarding it.
GEE  Impiications for Mokla Mokla's Stratagie io transfom Nokla Moklastrat | 9. Opinions compound and decisions are peer-reviewed.
gy Responss Culture . L.
[T i, 10. Users can veto most policy decisions.
YIM P 11. Intrinsic rewards matter most.
fr.p '1{}“ L el ki i
' PaBORL A




