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PROBLEM- Employee 
Engagement 



PURPOSE
This study aims to:

- Examine the reasons behind poor engagement in Allied 
Health staff at Runnymede

- Identify core leadership competencies that impact 
engagement and 

- Provide recommendations for enhancing leadership 
competencies and, subsequently, engagement among 
Allied Health professionals at Runnymede.



Employee 
Engagement  Theory 

“Harnessing of organizational members’ selves to their work roles; in engagement, people 
employ and express themselves physically, cognitively, and emotionally during their role 
performance”. (Kahn, 1990, p. 694) 



Competency Theory 

An underlying characteristic of a leader that results in effective/superior performance 
(Spencer and Spencer, as cited in Kim & McLean, 2015). 

Competency 
Theory

Traits and 
Motives

AttitudeKnowledge



Why Bother about 
Leadership  Competency?

• Empirical evidence confirming positive association between leadership attributes and employee 
engagement

• Leadership attributes are the greatest predictors of employee engagement
(Carasco-Saul, et.al., 2015; Kahn, 1990; Rana, et.al., 2014; Xu & Thomas, 2011). 

• Competent leaders create an environment of trust, clear communication, empowerment, support 
and flexibility

• Engaged employees demonstrate increased utilization of their capabilities and productivity, 
experience enhanced well-being, and have better retention rates 

(Rana, et.al. 2014; Xu & Thomas, 2011). 



Case Study 
Methodology

• Single Case Study

• Runnymede – Case Organization 

• Why: Why is employee engagement lower in Allied Health staff when compared 
to other departments at Runnymede

• What: What leadership competencies can enhance employee engagement

• How: How can leaders promote employee engagement in staff

(Ebneyamini & Sadeghi-Moghadam 2018;  Yin ,  2018).  



Analysis  and 
Findings 
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Communication

CUSTOMERS

 Staff are aware of the strategic direction of the 

hospital (-22.8%)

 Enough organizational communication is passed 

on to people at my level (-15.7%)

 Senior management effectively communicates 

the organizational goals (-30.3%)

 “Communication between ourselves is good but 

communication with upper management isn't”

What did we see? What Staff Said? 

What is the Best Practice?

 Employees feel engaged when leaders provide 

transparent communication at individual, group 

and organizational level.

(Jiang & Shen, 2023; Pihlainen, et.al. 2015)



Cul ture  o f  Sa fety  and  We l l -be ing

CUSTOMERS

• Senior managers are committed to providing a 
safe and healthy workplace (-19.7%)

• Staff feel comfortable raising concerns of 
fairness and appropriate business practices with 
the leadership team in the organization (CEOs 
and VPs) (-17.7%).

What did we see? What is the Best Practice?

• Strong association exists between employee

engagement and healthcare worker 

perceptions of safety culture (Biddison, et.al., 2015; 

De-la-Calle-Duran & Rodriguez-Sanchez, 2021; Rasool, et.al., 

2021). 

• Leaders manifesting visible presence, 

exemplifying healthy lifestyles, and exhibiting 

respectful, considerate and empathetic conduct 

are positioned advantageously to promote 

staff's emotional and physical well-being (Dickson 

& Tholl, 2020)



Vis ib le  Leadersh ip  

CUSTOMERS

 Organizational leadership team (CEO and VPs) 

effectively respond to issues raised (-28.7%)

 Senior managers act on staff feedback (-25%)

 Staff can count on supervisors to assist with 

difficult tasks (-15.1%)

 “Just hear the upper management names but 

doesn’t know what they mean or how they relate 

to us” 

 “It's overwhelming seeing emails every week not 

knowing who's who. It doesn’t feel good.”

What did we see? What Staff Said? 

What is the Best Practice?

Leadership presence and timely responsiveness to the issues can result in higher EE

(Bailey, et.al., 2022, Sexton, et. al., 2018; Studer, 2011)



Empower ing  Front- l ine  Sta f f

CUSTOMERS

• Staff are able to decide how to do their 
work (-11.3%)

• Staff are able to make improvements in 
how their work is done (-17.6%)

• Staff are consulted about changes 
affecting their job (-17.3%). 

 “I think maybe senior’s management, before they 

implement change, should inquire from the people that 

would be affected by the decision. Instead of saying 

we’re gonna start doing this, they should follow up with 

those people who are actually with the patients.”

 Changes are always going through and we are not part 

of the decision making”.

What did we see? What Staff Said? 

What is the Best Practice?

Empowered staff exhibit higher confidence 
executing their job, experience greater job 
satisfaction, a reduced turnover intentions, and 
enhanced work performance 

(Hocine & Zhang; Jose & Mampilly, 2014). 



Recogni t ion

CUSTOMERS

• Staff receive recognition for good work 
(-14%). 

What did we see? What is the Best Practice?

Manager-delivered recognition of employee 
performance boosts engagement the way a turbo-
charger cranks up a sports car’s horsepower                     

(Watson, as cited in Majernik & Patrnchak (2014)

Organizations struggling with low engagement can 
boost engagement levels by 60% by having 
leaders recognize their employees

(Majernik & Patrnchak). 



Impl ications



Recommendations 

• Establish leadership Commitment to conduct daily rounds during “No

Fly Zone”

• Establish a peer mentoring process to support novice leaders

• Rounding for Outcomes

• What is working well today?

• Are there any individuals whom I should be recognizing?

• Is there anything we can do better?

• Do you have the tools and equipment to do your job?” (Studer, 2003, p. 144). 



Recommendations 

• Establish a process to identify, 
document, respond and escalate 
issues identified during leadership 
rounds. 

• Document issues using stop-light 
report

• Post stoplight report on huddle 
board



Recommendations 

• Communicate better using multiple communication channels to facilitate 

bi-directional communication between leaders and staff. 

• Town Hall Meetings 

• Safety Rounds 

• Leadership Rounding 

• Team meetings 

• Establish feedback mechanisms and act on it 



Recommendations 

• Foster Just Culture

• Number of incident reports

• Feedback box 

• Establish employee engagement Committee

• Establish reward and recognition practices 

• Thank you note tradition 





Impl ications

1. Recognize that visible and responsive leadership significantly impacts how employees perceive and

trust their leaders.

2. Promote effective communication and a supportive work environment that values autonomy

3. Strive to create an atmosphere where employees feel safe to voice their opinions, share concerns,

and take calculated risks without fear of negative consequences.

4. Implement a system of rewards and recognition that can motivate employees and reinforce their

sense of value within the organization.



Conclusion
• Leadership Competencies are crucial element for staff engagement

• Five leadership competencies were identified as key contributing traits 
effecting staff engagement. These competencies include:
• Effective Communication,
• Promoting a Culture of Safety and Well-being
• Visible Leadership
• Empowering Front-line Staff, and
• Recognition. 



References
Bailey, KD, Losty, LS, Albert, D, Rodenhausen, N & De Santis, JP 2022, ‘Leadership presence: A concept analysis’, Nursing Forum, vol. 57, no. 6, pp. 1069-1079.

Biddison, ELD, Paine, L, Murakami, P, Herzke, C & Weaver, SJ 2016, ‘Associations between safety culture and employee engagement over time: a retrospective 
analysis’, BMJ quality & safety, vol. 24, no. 1, pp.31-37.

De-la-Calle-Durán, MC & Rodríguez-Sánchez, JL, 2021, ‘Employee engagement and wellbeing in times of COVID-19: A proposal of the 5Cs model’, International 
Journal of Environmental Research and Public Health, vol. 18, no. 10, p.5470.

Dickson, G & Tholl, B 2020, Bringing leadership to life in health: LEADS in a caring environment: Putting LEADS to work, Springer Nature.
Hocine, Z & Zhang, J 2014, ‘Autonomy support: Explaining the path from leadership to employee creative performance’, Open Journal of Social Sciences.

Kahn, WA 1990, ‘Psychological conditions of personal engagement and disengagement at work’, Academy of Management Journal, Vol 33, no. 4, pp.692-724.

Kim, J & McLean, GN 2015, ‘An integrative framework for global leadership competency: Levels and dimensions’, Human Resource Development International, Vol. 
18, no. 3, pp.235-258. 

Majernik, ME & Patrnchak, JM 2014, ‘Rewards, recognition, and caregiver engagement at Cleveland Clinic’, Journal of Healthcare Leadership, pp.29-37.

Metrics@Work 2021 ‘Employee Engagement Surveys’, Available at: https://metricsatwork.ca/surveys/employee-surveys/ [Accessed 10 September 2023]

Pihlainen, V, Kivinen, T & Lammintakanen, J 2016, ‘Management and leadership competence in hospitals: a systematic literature review’, Leadership in Health 
Services, vol. 29, no. 1, pp. 95-110.



References
Rana, S, Ardichvili, A & Tkachenko, O, 2014 ‘A theoretical model of the antecedents and outcomes of employee engagement: Dubin's method’, Journal of 
Workplace Learning, vol. 26, no. 3-4, pp.249-266.

Saks, AM 2006, ‘Antecedents and consequences of employee engagement’, Journal of Managerial Psychology, vol. 21, no. 7, pp.600-619.

Saks, AM & Gruman, JA, 2014, ‘What do we really know about employee engagement?’, Human Resource Development Quarterly, vol. 25, no. 2, pp.155-182

Sangal, RB, Bray, A, Reid, E, Ulrich, A, Liebhardt, B, Venkatesh, AK & King, M 2021, ‘Leadership communication, stress, and burnout among frontline emergency 
department staff amid the COVID-19 pandemic: A mixed methods approach’, Healthcare, vol. 9, no. 4, p. 100577).

Sexton, JB, Adair, KC, Leonard, MW, Frankel, TC, Proulx, J, Watson, SR, Magnus, B, Bogan, B, Jamal, M, Schwendimann, R & Frankel, AS 2018, ‘Providing feedback 
following Leadership WalkRounds is associated with better patient safety culture, higher employee engagement and lower burnout’, BMJ Qual Saf, vol. 27, no. 4, 
pp. 261-70.

Studer, Q 2003, Hardwiring excellence: Purpose, worthwhile work, making a difference, Fire Starter publishing, Gulf Breeze.

Xu, J & Thomas, HC 2011, ‘How can leaders achieve high employee engagement?’, Leadership & Organization Development Journal, vol. 32, no. 4, pp.399-416.

Yin, RK 2018, Chapter 6 ‘Reporting case studies: How and what to compose’, Case study research design and methods, 6th edition, Sage, California, pp 219-257. 

Zainal, Z 2007, ‘Case study as a research method’, Jurnal kemanusiaan, vol 5, no. 1.



Thank you

Questions


