Employee Engagement

Can You Harness
Company Culture to
Engage Your Workforce?

In association with

Foreword

The UK workforce has never been under more pressure to perform. From
managing work life balance to staying connected 24/7 with technology, the
impacts on mental health are far-reaching.
With this in mind, company managers now need to change their focus.
Rather than homing in on profit margins and hours worked, they need to
assess productivity and efficiency. They can guarantee both of these using an
employee-centric approach.
The following report looks at the significant impact of company culture on
employee engagement. It questions what drives us to work, what makes us
take pride in a company, and how we’re adapting to modern-day working
patterns.
A staff-first approach could save UK businesses £8 billion a year. Using key
insights from organisations such as the CIPD, this report is ideal for human
resources, finance directors or anybody else who wants to get the best from
their staff.

Nick Wagg
All Points North
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What is Employee
Engagement?
Employee engagement covers many facets of the workforce,
from individual wellbeing to self-awareness, motivation and
skills development.
We can categorise employee engagement into four main motivators, but
each of these influence one another. When combined, they represent the
company’s core values and work together towards a common goal. The
MacLeod ‘Engaging for Success’ Report outlines these motivators.

Attitudes and behaviours

Attitude and behaviour directly correlate with how well-valued an employee
feels at work. Internal structure, like a clear hierarchy and job description,
helps employees to understand what they bring to a role, and how they can
help the organisation achieve its objectives.

Pride and loyalty

An engaged employee will have an intrinsic desire to push the business
forward – be it through increased productivity or using his/her key skills to
improve processes. When employees feel proud of their work, they remain
loyal to the company and are committed to reaching goals.

Personal development

Every employee comes with a base set of skills. It is up to employers to
continue nurturing these skills so that staff feel engaged and motivated.

Wellness

Employees want to know that their managers value their physical and mental
health. Engaged employees have lower absence records, reduced sickness,
fewer conflicts and more productivity.
So, how are today’s businesses keeping employees engaged?
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Company Culture
According to TINYpulse’s 2019 Employee Engagement
Report, company culture is one of the biggest driving forces
for employee engagement.
We can define this using Edgar Schein’s Organisational Culture system:
•

Behaviour and artefacts: these are the visual or tangible elements to a
company, such as office layout, furniture and dress codes.

•

Espoused values: these are the organisation’s written values/behaviours
which dictate how the company runs – you may find this on posters/
internal communications. Employees should uphold these values when
representing the company.

•

Basic assumptions: these are the taken-for-granted behaviours of
individuals which shape the overall culture of the company, for example
working longer hours.

Promoting a healthy company culture

How we implement our company culture has a direct effect on employee
engagement. For example, remote working policies, casual Fridays or unique
employee benefits can all impact retention and productivity.
Managers need not only to have a culture, but a strong one. Employees
need to see daily reminders, whether it’s a mission statement on the wall or
staff incentives. The most successful companies have an employee-centric
approach, whereby they encourage an open stream of communication
between all levels of the hierarchy.
Moreover, they offer staff unique incentives. Bean bags and ping pong tables
are the tired clichés of the past – managers should use their industry the
motivate their employees. For example, hospitality industries can treat their
teams to experience days. At All Points North, we believe in bringing people,
places and experiences together.

5

How Do We Encourage Loyalty
in a Job-hopping Age?
The era of the gold watch is over. According to Small Business
Trends, 75% of employees have no intention of staying at a
company for more than five years.
One significant factor is the simple amount of competition we face today.
We’re seeing an unprecedented rise in ‘unicorn companies’, whose forwardthinking start-up culture proves an attractive proposition to many workers.
Other factors may include a lack of technological foresight, changing
customer trends, or the abovementioned weak company culture. We need to
manage expectations from the moment the employee is hired – for example,
graduates should be aware that they will need time to develop their skills
before heading for high-responsibility roles.
According to the TINYpulse 2019 Employee Engagement Report:
•

43% of workers would be willing to leave their jobs for a 10% salary
increase

•

This figure has risen from 23% in 2018

•

Happiness is a key factor, which may be affected by boredom and first
impressions.

How does this affect your company?

The effects of high employee turnover go far beyond demotivating existing
staff. They also have a profound financial impact. A 2018 study by Employee
Benefits News confirmed:
•

The average employee exits costs 33% of their annual salary

•

Low-paying roles cost an average of 16% of a person’s salary to replace

•

Recruiting executives can cost up to 2.3 times the new employee’s salary.

To understand how we can improve our company culture, first we must get a
better understanding of why employees leave.
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Why Do Employees Leave?
Whether it’s a bad boss or a better offer, many employees’
reason for leaving could have been prevented with a change
in company culture.
As the latest surveys suggest, salary is by no means the most important
factor. 43% of us would leave a job for just a 10% increase in pay. According
to this survey, the following cultural problems would make us consider leaving:
•

Weak culture, such as no working from home policies

•

No sense of teamwork

•

Lack of a work/life balance

•

A company mission they could not support

•

A sense of unhappiness in the workplace

Much of this comes down to the behaviours of the senior management teams.
Many participants who were unhappy said they were because there were poor
or no relationships between managers and employees. They valued regular
feedback, and also needed to feel challenged to avoid boredom.
When asked what they felt hindered productivity, workers said needless
meetings, internal conflict and bad internet connections were all contributors.
Other pain points included:
•

Noisy office environments

•

Lack of training

•

Bad leadership

•

Lack of resources

The key to employee happiness

Managers need to foster a ‘safe space’ to satisfy the two key drivers
of employee happiness: mental stimulation and emotional security. The
workplace should promote regular communication among all staff, as well as
individual opportunities to develop.
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The Future of Employee
Engagement
As we’ve seen from the above data, the modern-day workplace isn’t about
presenteeism or the bottom line. It’s about fostering a healthy company culture,
whereby managers communicate directly with employees and encourage wellness.

A renewed focus on wellness

Financial incentives simply no longer deliver. Employees want to feel like their
managers value their health, so enforced overtime or a presenteeism culture are
no longer valid in the workplace.
According to the Mental Health Foundation, 1 in 7 people suffer mental health
problems in the workplace. The foundation states that a renewed focus on
wellness can result in a net return of £350,000 for organisations. These initiatives
could include:
•

Personalised information and advice

•

Risk-assessment questionnaires

•

Seminars

•

Workshops

•

Web-based materials.

The figure has been calculated based on lost productivity to presenteeism, as
well as absenteeism due to ill health. The foundation also predicted that all UK
businesses could save up to £8 billion a year with good wellness practices.

Keeping everybody in the loop

Gone are the boardrooms and golfing days out for senior executives only.
Today’s thriving company culture sits on the foundations of transparency. Today’s
employees need to feel that:
They matter
Each staff member has a role to contribute to the company purpose.
They belong
A teamwork-focused culture results in better productivity.
They are enabled
They have the right tools and information to get the job done.
They contribute
Their job role is relevant and they receive feedback.
They are respected
They can trust their co-workers.
By fostering a culture of transparency, workers need no longer feel like they
cannot trust senior management. Instead, everybody is aware of the company’s
current situation and what they can do to pull together and reach a common goal.
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A New Kind of Reward
According to CIPD, 97% of employers are planning to
increase their reward spend in the next two years. This is a
positive trend when we think back to 2013, when spending
reached its peak before a gradual decline.
Rewards go far beyond company incentive days. While team building and
celebrations work wonders for employee morale and ice-breaking, staff teams
still want unique rewards. For example:

Personalised rewards

CIPD research shows that teams still value ‘traditional’ rewards like car
parking spaces, but they also want more personalised rewards. Some of these
may include contributions towards fertility treatment, sabbaticals for charity
work, or even – unconventional as it may seem – paid leave to adopt a pet.

Training and development

While some of these may seem like lofty demands, modern-day workers aren’t
turning away from simple benefits. A staggering 94% of employees would stay
in a role if they were offered adequate training and personal development.

Technology

While all employees agreed that up-to-date tech was crucial for engagement,
analytics tools are also a burgeoning asset for HR managers. They can use
these to run employee engagement surveys, monitor key issues like diversity,
and tailor-make their rewards for individual employees.
At present, less than half of all UK companies are using tech to understand
their workforce. By investing in technology, organisations can increase
productivity, promote engagement and enjoy better employee retention.
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Conclusion
They say people don’t leave bad jobs – they leave bad
managers. As proponents of a company-wide culture, it is
up to senior management teams to recognise the changing
needs of their employees and adapt.
Of course, all of these are rooted in our basic emotional and mental needs –
to feel respected, valued and trusted. However, as we confront the challenges
of modern technology and an ageing population, we must pivot our internal
practices to reflect this. The changing workplace presents us with a great
opportunity: to offer flexible working, to let teams collaborate remotely, and to
analyse our employee wellbeing using cutting-edge analytics tools.
Times have changed, and with them, so have inefficient office practices.
The 21st Century employee recognises the barriers to engagement – like
time-wasting meetings and poor communication – and isn’t afraid to jump
ship if they’re not engaging. As managers, it is our duty, not just to our profit
margins, but to the wellbeing of our staff, to promote employee retention.
Focusing on employee engagement doesn’t have to cost the earth. In fact, as
the figures present here, it can actually reward a huge return on investment.
But to change, we must change from the inside out. We must look at
ourselves and ask what it is we do every day to propagate our company
culture. Otherwise, we face high turnover of our employees.
The modern-day worker isn’t complicated. He/she has the same basic needs
as ever – we just need to find new ways of meeting them.
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Nick Wagg is Managing Director at All Points North DMC, based in
Macclesfield, Cheshire.
His destination management company specialises in providing professional
and reliable event management at key destinations, ideal for company outings
and client incentives.
From researching hotels to finding the best ground services, the organisation
delivers unique and unforgettable experiences for corporate organisations.
As an advocate of employee engagement, Nick recognises the essential role
that human resources and management teams have to play in maintaining a
happy workforce.
This is why All Points North goes beyond event management. They can advise
on company training, team building and other company-wide activities to
really engage your teams.
Nick has a performing arts background and has run All Points North since
2006. From sourcing destinations to planning and developing trips, the team
provide expertise for those looking to reward their employees.
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