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About PF10: Engagement

What are Psychosocial Factors?

Psychosocial factors are elements that impact employees’ psychological responses to work and work conditions, potentially 
causing psychological health problems. Psychosocial factors include the way work is carried out (deadlines, workload, work 
methods) and the context in which work occurs (including relationships and interactions with managers and supervisors, 
colleagues and coworkers, and clients or customers).

What is PF10: Engagement?

GM@W defines PF10: Engagement as present in a work environment where employees feel connected to their work and are 
motivated to do their job well. Employee engagement can be physical, emotional and/or cognitive.

Physical engagement is based on the amount of exertion an employee puts into his or her job. Physically engaged employees 
view work as a source of energy. Emotionally engaged employees have a positive job outlook and are passionate about their 
work. Cognitively engaged employees devote more attention to their work and are absorbed in their job. Whatever the source, 
engaged employees feel connected to their work because they can relate to, and are committed to, the overall success and 
mission of their company. 

Engagement is similar to, but should not be mistaken for: job satisfaction, job involvement, organizational commitment, 
psychological empowerment, and intrinsic motivation. 

Why is Engagement important?

Not only is employee engagement important for individual satisfaction and psychological health, but it also leads to positive 
outcomes for the organization. The three-year Total Return to Shareholders (TRS) for companies with engaged workforces 
can be double that of the average company. In addition to profitability, employee engagement is related to greater customer 
satisfaction, enhanced task performance, greater morale, greater motivation, and increased organizational citizenship behaviours 
(discretionary behaviours that are beneficial to the organization and are a matter of personal choice).

What happens when employees aren’t engaged? 

A recent poll in the U.S. found that the economic impact of disengaged workers is an estimated $300 billion annually in 
productivity losses. Furthermore, disengaged workers can lead to greater economic impact from psychological and medical 
consequences. In addition to financial hardships, a workforce that is not engaged is more likely to demonstrate greater 
employee turnover, workplace deviance (in the form of withholding effort), counterproductive behaviour, and withdrawal 
behaviours.

How can Engagement be improved?

Start by conducting the GM@W Organizational Review and/or the GM@W Survey and reviewing the results. If Engagement 
is identified as an area of concern or relative strength, refer to the GM@W Action Resources for a practical strategy and 
evidence-based and effective suggested actions that can improve Engagement. It is also important to discuss the findings 
with employees to gain a further understanding of the results and to obtain input into possible interventions. Furthermore, it is 
important to evaluate the undertaken interventions over time to ensure they are effective and to take corrective action where 
needed. Consider reviewing the resources below. Finally, refer back to the GM@W website on occasion for new ideas about 
how Engagement can be enhanced.
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