Inspiring people and workplaces to thrive



15t July 2025 - Engage for Success Employee Engagement Survey and Index— 2025 Report

2.00pm Welcome and introductions from David MacLeod OBE, co-founder Engage for Success

2025 Report presentation by report authors and Engage for Success Advisory Board members
2.10pm
Dr Sarah Pass, Nottingham Trent University Business School and James Court-Smith, Stillae

Panel discussion with:

* Nick Green, Chief People Office, CNWL NHS Foundation Trust
* Anne Burt, Head of Employee Engagement, DEFRA
2.55pm ° Kate Sanders, OD and Engagement Manager, Encirc
* David MacLeod OBE Co-Founder of Engage for Success
* Nita Clarke OBE Co-Founder of Engage for Success
* Hosted by Jo Moffatt, Engage for Success Advisory Board and 7 Seas, the Culture
Consultancy

3.40pm Q&Awith audience
4.00pm Closing remarks from Nita Clarke OBE

Nottingh
w Bgsinlgssagzhool Thank you to Nottingham Trent University Business School for hosting and supporting this event

Nottingham Trent University
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BACKGROUND

Annual engagement survey

UK working population
Conducted since 2022

Examine experiences of work,
attitudes and behaviours

Aim to provide actionable
insights to enable evidence-
based recommendations

EXPLORING THE CURRENT
STATE OF EMPLOYEE
ENGAGEMENT IN THE UK

EMPLOYEE
ENGAGEMENT

AT THE HEART OF
KEEPING BRITAIN
WORKING




EFS EMPLOYEE ENGAGEMENT INDEX

Overall Overall, how satisfied are you with your organisation as a place to work?
S I aile A\ 5-point scale from Very Dissatisfied (1) to Very Satisfied (5)

Loval | plan to be working for my organisation three years from now
Y ty 5-point scale from Strongly Disagree (1) to Strongly Agree (5)

| would recommend my organisation as a great place to work
5-point scale from Strongly Disagree (1) to Strongly Agree (5)

Advocacy

Simple average across the 3 questions
Converted to % to make it more intuitive
Used as a benchmark
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ENGAGEMENT ACROSS SECTORS AND ORGANISATIONAL SIZE

80%
75%

70%
66% 66%

oo 64% 65% 64% c39% 65%
60%
55%
50%
45%
40%
Public Private Third Micro (<50)  Small (<250) Medium Large (1,000+)

(<1,000)



INDIVIDUAL ENGAGEMENT

No significant

difference in
gender or ethnicity

80%

75%

70% oo 67% oo 6% 67%
65% i 63% 63% . 63% 6%
60% 58%
55%
50%
45%
40%
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ENGAGEMENT LEVELS AND SOCIO-ECONOMIC
GROUPS (NS-SEC)

8

74%

75%
71%

66%
64%
63%
58% 58%

B Higher managerial and professional B Small employers and own accounts B Lower managerial and professional

70%

65%

60%

55%

50%

B Intermediate Occupations Lower supervisory and technical Semi routine and technical

B Routine occupations
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ENGAGEMENT AND ATTITUDES TO WORK

Employees with higher engagement levels...

...less likely to view work as purely financial and more likely to enjoy it

...more likely offer discretionary effort and
support to others during busy times

...more likely to propose innovations that
enhance team performance

...more likely to see their work as meaningful




ENGAGEMENT AND ATTITUDES TO WORK

mLow Engagement ®m Mid-low  m Mid-high  mHigh Engagement

90%
82%

||| |

78%

65%
I 46%I II

80%

70%

70% 65%

60%  28%

50% 47%
) I I i I
30% I

Ajobis just away of  Volunteer to do things not Help others when their Make innovative | would enjoy having a
earning money, no more  formally required by the workload increases suggestions to improve  paid job even if | did not
job the overall quality of my need the money

team or department



ENGAGEMENT AND RETENTION

W Low Engagement ®m Mid-low  m Mid-high  mHigh Engagement

100% 96%
90%

80% 76%

24%
3 I

| often think about leaving this organisation | plan to be working for my organisation three years
from now

70%

60%

50%

40%

30%

20%

10%

0%



PERFORMANCE

Highly engaged employees have higher
self-ratings of individual performance

Engaged employees view their
organisation as outperforming
competitors

90%

80%

70%

60%

50%

40%

30%

W Low engagement ® Mid engagement M High engagement

79%
73%

67%

Individual performance

76%

64%

47%

Organisational performance



ENGAGEMENT AND INDIVIDUAL PERFORMANCE

W Low engagement M Mid engagement M High engagement

100%

90%

80%

70%

60%

50%

40%

30%

20%

10%

0%

79%

73%
| I I

Carried out core parts of job well

89%

84%

79%
67%

61%
53% I I

Adapted well to changes in core job Initiated better ways of doing my core
well tasks




ENGAGEMENT AND ORGANISATIONAL PERFORMANCE

= Mid engagement

90%

80%

70%

60%

50%

40%

30%

20%

10%

0%

81%

69%

55%

Quality of products,
services or programs

W Low engagement

72%

63%

48%

Development of new
products, services, or
programs

79%

70%

54%

Satisfaction of
customers or clients

69%

58%
39% |

Ability to attract
essential employees

B High engagement

73%

59%
35% |

Ability to retain
essential employees

78%

68%

51%

Relations among
employees in general
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THE FOUR ENABLERS OF ENGAGEMENT

The were established in the MaclLeod Review
. Engaging
Strategic @ Engaging for Success:
Narrative Managers

Employee @ % Organisational
9 Voice ‘tm" Integrity

One question representing each enabler was selected Jg
based on strength of correlation to engagement
measures and useability




FOUR ENABLERS OF ENGAGEMENT AND ENGAGEMENT LEVELS

W Bottom quartile  ® Mid-low quartile ~ ®m Mid-high quartile B Top-quartile
90%

o 86%
85% 84%

81%

80%

70%

60%

Engagement

50%

40%

30%

Strategic Narrative Engaging Managers Employee Voice  Organisational Integrity



4 ENABLERS INDICATORS

Strategic Narrative

80%

Leaders in my organisation provide a coherent, 72%
compelling story about its vision, values, and goals’ o o 66%
Engaging Managers -

‘My manager supports me to perform at my best’ .

Voice a0%

‘My organisation actively seeks the views and ideas of o

employees, whenever possible’ 20%

Integrity 0%

‘The values of my organisation are reflected in the " stvategic Engaging Voice  Integity

day-to-day behaviours’ Narrative Managers
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People Issues Prioritised
2 in 5 UK employees

]

——

People Issues NOT Prioritised
2 in 5 UK employees

25% Unmanageable job stress

4% Unmanageable job stress
48% Engagement level

79% Engagement level



IMPACT OF UNMANAGEABLE JOB STRESS

...more likely to view their job as ‘just for the money’
...less likely to find enjoyment in work, beyond pay

...frequently think about leaving the organisation
...plan to go within 3 years

...reduced willingness to ‘go the extra mile’ or
...reduced willingness to support others during busy times
...more likely to work while ill




Employees with low engagement levels were....

.../ times more likely to be experiencing discrimination at work
...> times more likely to be experiencing bullying at work

...53.5 times more likely to feel unwell due to work stress
...4 times more likely to feel depressed due to work



ENGAGEMENT MITIGATES UNMANAGEABLE JOB STRESS

B Unmanageable job stress and LOW engagement

100%

90%

80%

70%

60%

50%

40%

30%

20%

10%

0%

65%

37%

Manager support

56%

29%

Organisation
seeks employee
views

60%

36%

behaviour will be
addressed

58%

44%

Believe unethical Work just to earn Enjoy job without

money

B Unmanageable job stress and HIGH engagement

53%
43%

need for money

58%

47%

Willing offer
discretionary
effort

91%

76% 79%
70%| |

Willing help ~ Worked while ill
others




LONG TERM HEALTH CONDITIONS

1 in 4 employees had a physical and/or mental health condition

36% had not told their employer
Those with long-term health condition were...
...more likely to suffer from unmanageable job stress

...experienced higher levels of presenteeism
...more likely to consider leaving the organisation

8% LOWER engagement level than those with no-LT health conditions



NEURODIVERGENT CONDITIONS

13% had a neurodivergent condition (diagnosed and suspected)
69% had not told their employer

Those with neurodivergence...

...experienced higher levels of unmanageable job stress ( /
...experienced higher levels of presenteeism

...higher numbers reported in 18-34-year-olds

/% LOWER engagement than those without neurodivergent conditions



IMPACT OF REASONABLE ADJUSTMENTS

Prevalence

7%
3%

12%

12%

m No LT Health/Neurodivergence

m LT Health/Neurodivergence not shared personal

m LT Health/Neurodivergence WITH reasonable adjustments
m LT Health/Neurodivergence not disclosured FEAR

m LT Health/Neurodivergence NO reasonable adjustments

80%

70%

60%

50%

40%

30%

20%

[s)

0%

75%
71%
68%

58%

50%|

Worked while ill

Presenteeism and
Stress are highest
NO reasonable
adjustments

34%

23%

149% 16%
10%I I

Unmanageable job stress




NO REASONABLE ADJUSTMENTS

...unmanageable job stress 3x higher than those with no health conditions or
neurodivergence

...more likely to consider leaving the organisation

...less likely to offer discretionary effort

...less willing to offer help to others during busy times

...less willing to make suggestions to improve productivity



80%

Reasonable

adjustments Lift
engagement
levels

75%
70%

65%

REASONABLE ADJUSTMENT AND ENGAGEMENT

NO long-term health LT health condition or LT health condition or LT health condition or LT health condition or

condition or neurodiverse WITH neurodiverse NOT neurodiverse NOT  neurodiverse WITHOUT

neurodivergence  reasonable adjustments  disclosed personal disclosed due FEAR reasonable adjustments
reasons

60%

54%

55%

50%

47%

45%

40%

35%

30%
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IMPACT OF LINE MANAGERS ON ENGAGEMENT

Employees with high levels of engagement stated their line manager...
...supported their performance

...set clear expectations and provided feedback
...encouraged and supported their development
...treated all employees fairly

BUT...

...less than half were accountable for the engagement levels of
their team

...only 1/3" of managers have engagement of their team as part
of their appraisal

...only 1/3" develop action plans with their team in response to
survey results




LINE MANAGERS TRAINING

Managers who had received training had significantly higher levels of
engagement...

...were more likely to feel their work was important and meaningful
...more confident in management skills

BUT...

...only 1/3 managers had mandatory training

...1/3 managers had no training available

...majority of training was undertaken after the role has started
...organisational size impacted availability of training
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TEAM ACTION PLANNING

Does your team agree an action plan in response to survey results?

Never
19%

Always
11%

Does your team agree an action plan ...?

B About half the time m Most of thetime m Always

m Never = Sometimes

Engagement (EFS Index)

Strategic Narrative

Engaging Managers

Employee Voice

Organisational Integrity

56%
73%
51%
70%
66%
80%
52%
72%
56%
75%

0%

=

20%

o
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=
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=
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100%



ORGANISATIONAL PRACTICES MATTER
HIGHER engagement if...

...offered different types of training and
development opportunities

...organised social activities

...supported the health and wellbeing of
employees through health benefits

...used employee voice approaches for
employees to share their ideas and concerns
...used multiple methods of communication
...used engagement champion networks
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OUR EXPERT PANEL

Nick Green Anne Burt

Katy Sanders
Chief People Officer Head of Employee Engagement OD and Engagement Manager
CNWL NHS Foundation Trust Dept for Environment, Food and Encirc

Rural Affairs (DEFRA
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Download the 2025 Report at
engageforsuccess.org/efs-uk-employee-engagement-
survey-2025/ or tap the home page banner

Sign up to the newsletter — scan the QR code now!
Listen to our weekly radio show podcast
Promote Engage for Success to your network

Follow us on social media and visit
www.engageforsuccess.org for lots of free resources

Develop your expertise and network by volunteering

.
-------------------------------------------------------------------------------------------------------


http://www.engageforsuccess.org/

= THANK YOU

Inspiring people and workplaces to thrive
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