
The impact of engagement within healthcare systems 
has been well researched.  Studies have shown that 
higher work engagement is associated with safer patient 
outcomes.  Doctors who score highly on engagement are 
less likely to make mistakes.  Engagement is therefore 
fundamental to a successful healthcare system, but how 
do we ensure that this happens?

Good leadership can create real engagement.  A good leader 
will work towards not only meeting public and patient 
demands but also ensuring good engagement across the 
workforce.  The more inclusive style of leadership being 
heralded off the back of the Francis Report will serve 
to promote this.  Creating a culture of transparency and 
openness will encourage greater autonomy but this will also 
rely heavily on good levels of engagement.  

In recruitment we can work to assist this.  We can use 
behavioural assessments mapped to individual trusts’ core 
values.  We can also look specifically at behavioural aspects 
which will help contribute towards levels of engagement.  
It is important to find people that not only fit with the 
requirements of the role but also your values to ensure 
that patient care is optimised.  How well does that person 
communicate? Can they listen to others? Can they deal with 
issues?  Can they manage change effectively?  For those at 
less senior levels, how well do they cope with change?  All of 
these behavioural aspects can help us to build up a picture 
of how an individual will cope with the day to day demands 
of the role as well as when the organisation responds to 
change. In developmental feedback, this sort of information 
can be used to make more sense of behavioural aspects that 
might otherwise be more difficult to uncover.  

However, assessment of NHS staff needs to give 
consideration not only to looking for behaviours that map 
to NHS core values but also those behaviours aligned 
to understanding how well an individual will cope and 
respond emotionally to things.  Resilience and levels of 
general emotional intelligence are especially important in 
understanding how well the more difficult aspects of the 
role will be dealt with.  By using assessments which highlight 
these aspects quickly and easily, we can utilise our time on 
other aspects of the recruitment process.  

With the up and coming generations purporting a desire 
to work for companies with a clear purpose, it is important 
that NHS trusts make clear the direction in which they 
want the culture to travel. An assessment of how well an 
individual is likely to perform in your specific trust’s culture 
will add an extra dimension to assessing how their levels 
of engagement may be affected by specific cultural factors 
unique to the environment.  For new recruits, it is essential 
to try and align this to ensure best performance and also to 
consider the impact of any organisational cultural changes 
that may be required.  

A focus on individual strengths, either during recruitment 
or as part of an onboarding programme, can help to stream 
individuals into areas of best fit and may be particularly 
relevant in general support and administrative roles.  Insight 
into how individuals work within a team can also be valuable 
in assisting with developmental hurdles, finding champions 
to lead with change initiatives or knowing where to plug 
gaps in recruitment drives.  The notion of ensuring that team 
members are supported, doing the role they naturally fall 
into best and playing to individual strengths will all serve to 
further increase overall levels of engagement.

How do I get real engagement? 
Real engagement for real results

To learn more about how Saville Consulting can help create 
engagement within your NHS trust or to trial one of our 

assessments for free please contact us quoting NHS2014. 

Email us on info@savilleconsulting.com 
or Call us at 020 8619 9000  
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