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Abstract 
 
The current socio-economic situation creates similar conditions and rules for companies 
in various industries around the world. The task of staff productivity increase and the 
overall effectiveness of its activities is relevant. The most important role in addressing 
the issue of employee productivity and performance increasing, as well as his retention 
is played by employee engagement. The researchers studying engagement at work 
recognize that this phenomenon is multifaceted and define it as an employee's physical, 
cognitive and emotional state, causing excessive performance of his functional duties. 
Involvement is interconnected with the motivational potential of work, therefore, the 
conditions for the engagement development are the following ones: work significance 
and diversity, the comparison of work with its result. The authors of the article 
conducted the study of engagement at work in the enterprises of fishing and fish 
processing industries. We determined the problems that impede the growth of staff 
engagement. The authors of the article implemented the program of corrective actions 
aimed to improve the factors affecting the engagement at work and retention of staff. We 
determined the interdependence of involvement level and the coefficient of staff 
turnover, as well as the return of employees to some holding. 
 
Keywords: assessment of engagement at work, engagement at work, job satisfaction, 
employee loyalty, staff retention, labor motivation, staff turnover. 
 
 
1 INTRODUCTION 
 

In modern economic environment, company executives are aware of the 
importance of not just the availability of qualified human resources, but also of key 
employee special value, who differ not only in the highest possible efficiency, but also in 
their high level of engagement at work. In recent years, more and more attention of 
Russian experts is attracted by the process of company employee engagement 
development. One of the most important factors of an enterprise efficiency engagement 
at work is to increase employee engagement in the activities of his enterprise. Many 
successful companies strive to create the most comfortable, safe working conditions, to 
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unite people into an emotionally positive team that is aimed to achieve results. An 
involved employee feels necessary for an organization and feels that his contribution to 
the work is assessed properly by management. Engagement at work is considered the 
highest level of attitude towards the performance of functional duties when a person 
works as best as possible for the good of a company. Engagement reflects the level of 
organization-employee relationship. This problem and the search for the ways of its 
solution are more than urgent for Russian organizations. HR-services currently have the 
task of valuable personnel attraction and retaining using various tools. 
 
2 METHODOLOGY 
 

The term “personal engagement” was introduced by V. Kahn in 1990, describing 
the interaction of an employee and an organization as a unique motivational concept: 
the use of employee self-awareness from the point of view of physical, cognitive and 
emotional components for functional duty performance (Kahn, 1990). Involvement 
characterizes the state of an employee, in which he is fully absorbed by the values of an 
employer and shares them (Thomas, 1990). People who are aware of their importance 
tend to feel worthy, useful, valuable and able to carry out their responsibilities more 
effectively (Kan, 1990). They describe several levels in studies that determine the 
attitude of employees to a company: 

- satisfaction is an “emotional state” (Locke, 1976), which focuses on one's own 
expectations, experience and is characterized by “self-serving behavior” (Kjell et al., 
2015); 

- loyalty as a socio-psychological attitude of an employee to an organization, who 
is characterized by the acceptance of its goals and values, the desire to work in it 
(Shaufeli et al., 2002; Demushina, 2015); 

- engagement is characterized by satisfaction with the functional component of 
their work, interest in their own professional growth, employees accept and support the 
organizational culture of a company. 

From the very beginning, involvement was viewed as a positive opposition to 
burnout associated with the work of a state characterized by mental exhaustion 
(Maslach et al., 2001; Tsareva et al., 2019). Inactivity in the workplace, like burnout, is 
characterized by low inspiration and discontent (Lowedow et al., 2009), while labor 
activity is characterized by high inspiration and pleasure. Participation in work can be 
determined using the JD-R model "Requirements and Operational Resources" (Bakker, 
Demerouti, 2014). The JD-R model provides a clear overview of the relationship 
between requirements, resources, psychological states and work results. The 
combination of high work requirements and high resources leads to high levels of 
motivation, and involvement in work (Tuckey et al., 2012), which in its turn leads to 
high levels of productivity (Bakker, Bal, 2010; Van Wingerden et al., 2015). Employees 
can increase their own work engagement and productivity by their work requirement 
and resource optimization via job crafting (Tsareva et al., 2018). A high level of labor 
resources (e.g., feedback, remuneration, autonomy, support) leads to the reduction of 
work requirements, the achievement of work goals and facilitation of training and 
advanced training (Demuriti et al., 2001; Arnaut, 2017).  

The conditions for staff engagement development are the following ones: 
personnel strategy, organizational and psychological climate, satisfaction with working 
conditions, self-realization, motivation (Yakimova, Tsareva, 2017). In order to involve 
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employees, it is important to have the sense of belonging to a common cause, the 
satisfaction with new opportunities for intellectual development (Nedoluzhko et al., 
2016). Employee engagement in an enterprise activity, being a special type of 
employee’s attitude to work, is characterized by a set of motives for effective work and 
socio-economic indicator improvement of an enterprise activity (Terentyeva, 2017). The 
level of an employee engagement is determined by the strength of internal motivation - 
labor motives that are formed under the influence of internal factors, the system of 
incentives provided by an organization (Tsareva et al., 2016). Intrinsic motivation is 
encouraged by both the working context and individual differences that contribute to a 
sense of competence, autonomy and relativity (Gagne, Deci, 2005), and it is argued that 
this affects productivity through the internalization of the goals faced by an organization 
(Baard et al, 2004). The motives of work, which form the engagement of staff, are 
influenced by many internal and external factors: the value system, the incentive system, 
the level of corporate culture, the socio-psychological atmosphere, the relations with the 
manager and colleagues, the conditions of life in an organization, and many other factors 
(Yakimova et al., 2018; Yakimova et al., 2019). The knowledge of the main factors that 
have the greatest influence on the engagement of the majority of enterprise personnel is 
of practical value.  
 
3 RESULTS AND DISCUSSION 
 

The conduct of research on engagement in Russian companies is becoming an 
increasingly common practice every year. Most managers consider it necessary to 
maintain feedback with employees by conducting annual surveys (Tsareva et al., 2017). 
Top managers track the ways of existing process and recently implemented project 
evaluation (Karimova, 2017). To identify the level of engagement by most researchers, 
they use Utrecht scale of engagement in work (UWES) (Schaufeli, Bakker, 2003). In 
order to study the engagement of staff, the Human Capital Development Agency (HCDA) 
developed its questionnaire, which includes four blocks with 22 factors: engagement, 
commitment, loyalty, and satisfaction. 

The study was conducted in the fishing and fish processing holding, which 
includes a fish canning plant, 3 floating bases, a repair and shipbuilding plant, a tin 
canned food industry, 12 fishing vessels, and an administrative warehouse complex. The 
main method of the study was chosen HCDA questionnaire, adapted for employees and 
including 30 questions, combined into 5 blocks: satisfaction with working conditions; 
work satisfaction; satisfaction with the interaction; interest in the company; satisfaction 
with opportunities and development prospects. The company began to study this issue 
in 2017 in order to determine the employee engagement index and identify the areas to 
increase the attractiveness of the holding as an employer and employee retainer. 1537 
people were interviewed (46% of workers). The survey was conducted in all divisions, 
the proportion of respondents amounted to 65% of the crew. The total level of employee 
engagement was 70.4% in 2017, which is in the range of average values for the 
companies around the world. The lowest rates were identified by the following factors: 
wage system, interactions, work processes. According to the results of the study, focus 
groups were organized in each division and they prepared the plan of corrective actions. 
According to the factor “Labor Remuneration System”, they developed the brochure, an 
employee was appointed to explain this calculation; trainings were conducted for the 
employees who work on piecework wages. The regulation was adopted for the factor 
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“Vertical communications”, - all appeals should be considered as a matter of priority and 
an answer should be provided. They worked out the rules for meetings with the head of 
the workers to discuss production indicators, plans, etc. Corrective work was carried out 
on the factors “Resources” (equipment was updated), “Experience and knowledge” 
(training was resumed through the mentoring system), etc. 

When they conducted a re-survey at the beginning of 2019, the question was 
added - readiness to the next sailing/ to stay and the new scale "Importance". The 
changes allowed to focus on those who fell into the zone “Important - not satisfied”. 
1818 people took part in the survey, which made up 53% of all working employees and 
68% of the crew. Thus, the increase was found in all indicators throughout the holding. 
The overall level of employee engagement was 73.5. Table 1 shows the staff engagement 
ratio. 
 
Table 1 - The staff engagement rate by personnel fields and categories in 2019 

Factor 

Administrati
ve and 
warehouse 
complex 

Fish 
cannery 

Shipyard 
Canning 
production 

Fleet 

Work
ers 

Man
age
men
t 

Wor
kers 

Man
age
men
t 

Wor
kers 

Man
age
men
t 

Wor
kers 

Man
age
men
t 

Wor
kers 

Man
age
men
t 

Employee engagement 
index, % 

84,3 81,5 68,0 72,0 76,1 78,3 78,0 80,6 65,9 77,8 

Satisfaction with basic 
working conditions, % 

83,5 80,6 66,1 68,7 72,2 75,3 70,8 76,2 65,3 74,0 

Satisfaction with work 
processes, % 

86,3 87,4 71,2 75,2 81,3 84,2 80,5 83,5 69,8 84,5 

Satisfaction with 
interaction, % 

84,2 78,1 66,0 68,4 78,3 78,8 75,6 75,7 64,6 75,6 

Interest in company, % 87,2 84,1 66,9 72,4 77,1 80,5 81,8 85,0 56,1 71,1 

Satisfaction with 
opportunities and 
development 
prospects, % 

80,2 77,2 69,8 75,2 71,7 72,8 81,4 82,8 73,7 83,9 

 
The overall result of all remedial work was a general decrease of the holding staff 

turnover rate by 5%. The corrective action program is aimed at of working and living 
condition quality improvement on ships. The turnover rate of personnel for individual 
vessels decreased by 30%. The result of employee engagement level study was the 
division of the overall results into 4 groups: “Develop”, “Save”, “Strengthen”, “Weigh” 
(Figure 1). 
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Figure 1 – General indicator of satisfaction and importance for the holding 
 

The indicator “Opportunities for Development” hit the critical zone. One of the 
main reasons for this low rate is the lack of rotation system in a company. There is 
“School of Masters” only at the fish cannery, after which employees can upgrade their 
qualifications and acquire the position of master. The factor “Labor remuneration 
system” grew by 6.5%. After corrective actions, the staff turnover rate dropped to 
36.8%. Every fourth employee of the holding works on floating bases or fishing vessels. 
The return to a fishing vessel allows you to talk about both employee loyalty and his 
involvement. According to the survey of 2019, the crew asked the question about the 
previous place of work - 60.3% got on ships after the work in this holding in 2017, while 
their share was only 24.2% in 2016. The overall result of the measures taken to increase 
the level of staff engagement was the reduction of the staff turnover rate throughout the 
holding and the return of employees to work at the fishing and fish processing vessels of 
the holding. 
 
4 CONCLUSION 
 

In the current conditions of economic relations at an enterprise, success-oriented 
enterprises must control the level of employee engagement and evaluate the factors that 
reduce it. The study examined the main theoretical and methodological foundations of 
engagement. In the course of work, they conducted the review of methods to study the 
engagement of personnel in the work of an organization. Questionnaires are formed on 
the basis of practical developments of specific companies, carrying out applied research 
of staff engagement in various foreign and Russian organizations. The research results 
show that the program of corrective actions in personnel management contributes to 
the engagement of employees, can improve productivity, through engagement in work, 
job satisfaction and intrinsic motivation. Another consequence of engagement level 
increase is the retention of the company staff - the decrease of staff turnover rate and 
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the return of the crew to the fishing company vessels. An organization can improve the 
level of staff engagement by improving working conditions, employees' awareness of 
wage calculation procedure, vertical communication development that provide 
feedback. Managers using this practice to increase the factors can increase the level of 
employee engagement and, thus, reduce the staff turnover rate, and guarantee the 
return of employees to ships for the crew. Thus, the conducted studies have led to the 
conclusion that the development of the company personnel engagement occurs through 
the provision of labor and production resource interaction to achieve the goals of an 
enterprise - improvement of efficiency in general and qualified employee retaining. 
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