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Executive Summary & Survey
Methodology

Anxiety about employee engagement has gone mainstream, with even major

news outlets weighing in on the issue. Not only are employers still grappling a
with the repercussions of the 2021 “Great Resignation,” they are now having
to contend with a potentially even worse problem popularly called “quiet
quitting.” 1

About the Survey

The Future of Employee Engagement survey
ran in the third quarter of 2022. We gathered

When an employee quits their job, it is often expensive, but the problem 275 complete and partial responses from HR

IS visible, easy to identify and relatively straightforward to remedy. The professionals  in virtually every industry vertical.
problem of disengaged employees, however, is not so easy to identify or Respondents are located all over the world, but
remedy.

most of them reside in North America, especially
the United States.

f-17"1Y T Yo -T Y _T_JAT Tl e-e-T "-T "1- _TA YJu=_AYYe J- 'V’
likely to outright quit their jobs. But that doesn’t mean that, when faced with The participants represent a broad cross
a role that is not rewarding, they are going to give their all to it. The term
% fO-Y1 fO-21-T ES"'1" O ' _GYYT 'u__*=A"lY TYIA -Ju=-Ye 11" J'TH

section of employers by number of employees,

ranging from small businesses with fewer than
are doing only the basic requirements of the job rather than putting forth 100 employees to enterprises with 20,000+

1Y f-e oY lo Tl e Vii_ele 170176 T'=" oYV IV YT * YIVTY| YIu= AYYe|"TTY+ G1'° G eYeu TeVe &Y
organizations with over 500 employees. For

the purposes of this report, large organizations

1 Kilotz, A. C. & Bolino, M. C. (2022, September 15). When quiet quitting is worse than the real thing. have 1,000 or more employees, mid-sized
Harvard Business Review. Retrieved from

https://hbr.org/2022/09/when-quiet-quitting-is-worse-than-the-real-thing organizations have 100 to 999 employees, and

small organizations have 99 or fewer employees.

2 Armano, D. (2021, June 16). Emerging data suggests remote employees are less engaged. Forbes.
Retrieved from https://www.forbes.com/sites/davidarmano/2021/06/15/emerging-data-suggests-
remote-employees-are-less-engaged/?sh=3d5f60f24460
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Coupled with the fact that remote work

IS more prevalent than ever before, it may
become even more challenging to connect
with employees and to monitor their

work. Remote work itself is complicated

to manage, with the potential for more
employee distractions, stressors and
miscommunications that lead to reduced
engagement.
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Organizations today must focus on developing and nurturing corporate cultures, systems and
processes that maximize employee engagement. To increase understanding of this topic, this
report will focus on:

The extent to which company workforces are engaged, and whether engagement levels have

changed over the last two years

Who is responsible for engagement, and the extent to which engagement initiatives are

funded, supported and measure

f' 'L e "T-g’'l- Te uYe Y-BY 'L "¥Y 'Y Ue-J oA ¥YTY 2" G'YT ' YIYTL'T
8'-"" YA Y¥YTY le 'eY oY '=-gVYI
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-T OYT 'Y YT * YJYT?

€77 _JI_T 1.7 _e"YJu=_fiYees'1 Y = T e

communication, training and development practices

The practices that seem most closely associated with engagement success
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MAJOR FINDING 1

Employee engagement levels have declined
when compared to last year, and many

e '"T-g’l- Te " T1-TOY' 1T “"¢eOQ{lilYe = &' =Y@Y SAY THE ENGAGEMENT LEVEL
o o o - o OF THE AVERAGE EMPLOYEE IS
of engagement

,.&, TN" "ju, _T.Ng 'k H

 When we asked HR professionals how the level of employee engagement in

their organizations had changed over the last year, we found that: K %" "H c& "M BTc.q%  Xxq, q°
KkKE aj{ qT jut{z " T% q, .c’

o Just over a quarter (27%) say their engagement levels have risen, but 41%
WORKFORCE IS WELL ENGAGED

say engagement is down
 Only a third say engagement has stayed about the same

 Only 23% indicate that the engagement level of the average employee is high

on a 10-point scale: that is, being an 8, 9 or 10 SAY ONLY 60% OR LESS OF

THEIR EMPLOYEES ARE HIGHLY
ENGAGED

o Just 1l1%indicate that the large majority (that is, 81% to 100%) of their

workforce is well engaged

 Nearly three-fourths say only 60% or less of their employees are highly

engaged
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MAJOR FINDING 2

Companies recognize there is value In
employee engagement and recognize Its

Impact on organizational outcomes
OF HR PROFESSIONALS VIEW

EMPLOYEE ENGAGEMENT AS
* A majority of participants say employee engagement positively impacts the A CRUCIAL CONCERN AT OR

following areas to a high or very high degree: NEAR THE TOP OF THEIR LIST

« Customer service  (72%) OF PRIORITIES

* Productivity (71%)

 Retention (70%)
« Well-being (69%) BELIEVE THERE IS SOLID
EVIDENCE LINKING
ENGAGEMENT TO

e Product quality (64%) PEREORMANCE

« Company brand (64%)

e M_eY 1T 1'eYY +(a2%) of HR professionals view employee engagement

as a crucial concern at or near the top of their list of priorities

 Fully 96% believe there is solid evidence linking engagement to performance
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MAJOR FINDING 3

Only half of companies measure engagement
In their organizations, and most do not engage
INn continuous assessments

« Although 87% say there are reliable ways to measure engagement, only 53%

actually measure it. Large organizations with 1,000 or more employees (67%) 640/ OF ORGANIZATIONS USE EXIT
0 INTERVIEWS TO MEASURE

EMPLOYEE ENGAGEMENT.*

are far more likely to measure it than are small organizations (40%)

« Among those that measure engagement, there is no consensus about which

metrics to use. Methods used by more than half of organizations are:

o EXit interviews 64%
( ) *Of organizations that measure employee

 Annual surveys (58%) engagement

 Retention rates (53%)

J_T e ' T-g’t-_Te 1717 Y 0V VT ' YIVTIE 1 e¥YY+ Gl'e 0oV e¥eO=1e 1"
department/division level with individual leaders

TT=A"18_+ G1'e " JJOT- 'Y '=="1"1""1 "1'¥Y ' YTi-eY o 'Tog'i. T

GlYe ==Y "1-T "I’VAE _T=A""¥_01"""=0"1";Y euY’ - "7"71- _Te’1 "-Jue_@Y"’

engagement to a high/very high degree
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MAJOR FINDING 4

Vd Vd Vd 7 Vd
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engagement, but the most widely cited this
AY o "eYA

» Opportunities for career growth

» Growth and development conversations
« Compensation levels

* QOrganizational culture

* Relationship with immediate supervisor

e

B ¥ Y&-¥-=-1f
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MAJOR FINDING 5

When asked about leadership behaviors,
arTi_etarratiiTrels T =A°-T OYTOYY Leaders need to
engagement, we found that, to a high or

YA '- "YOIYTLAE  T=dA do better.

» 45% of leaders foster collaboration
 40% of leaders recognize superior contributions
e 37% of leaders build trust

e 36% of leaders take time to listen to feedback or to communicate clear

expectations to employees
 33% of leaders remove barriers to good performance

o 24% of leaders spend time coaching employees to develop strengths

8 THE FUTURE OF EMPLOYEE ENGAGEMENT 2023 Research Report
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MAJOR FINDING 6

Compared to those organizations with lower
employee engagement levels, those with
= YeY=e e YA

* Five times more likely to say senior leaders prioritize employee engagement
* Five times more likely to have leaders who build trust to a high extent

« Almost four times as likely to maintain a positive work culture

 Three times more likely to communicate all employee engagement data to the entire organization
 Three times more likely to listen carefully to employee feedback

 Three times more likely to say they have leaders who foster employee collaboration and recognize superior contributions to a high extent
e M _eY 1T 18-"Y e = ¥Y=f"1 "1 eyuY - 7707 1. Te'l T eY eY YT P YIYTLI ¥ eY[” T 2'Y |1
* More than twice as likely to give employee the chance to do meaningful work well

« Considerably more likely to say that more than 80% of their workforce is highly engaged

« Considerably more likely to utilize one-on-ones with managers to measure employee engagement and employ continuous real-time collection of

engagement data

« Considerably more likely to hold immediate supervisors, top leadership and employees themselves responsible for improving employee engagement

9 THE FUTURE OF EMPLOYEE ENGAGEMENT 2023 Research Report
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employee engagement in our survey and in the context of this

Employee Engagement is
 Employees’ willingness to give their best at work, and DeClining and WOrriSOmeW Weak

study as having two primary characteristics:

 Employees’ emotional commitment to the organization 10 G T 1= JU'T-YVe eV eOUYe-T ‘Ge J = 8 YIu= AYY’

and its goals

engagement as of late 2022, there is a general trend
toward reduced engagement levels, with a plurality of
organizations indicating the engagement levels of the

average employee are relatively low.

10 THE FUTURE OF EMPLOYEE ENGAGEMENT 2023 Research Report
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Disengagement is on the rise. Although over a quarter (27%) say employee engagement levels in their organizations are higher than they

were last year, fully 41% say they are lower. Only a third say employee engagement levels are about the same as last year.

~UY YT Yo ¥ oY Te-g¥Y _G"_« 'T-g'*-_T

Larger organizations report a larger drop in engagement levels, with
kOe<&Yi aOY-«Howhas the level of employee engagement

21% reporting a drop by more than 10% compared to 13% of mid-size
changed in your organization over the last year?

organizations and none of the smaller organizations.

¥ Ot7te 4+ (¢t

Down by more than 10%

say engagement
levels are lower

Down between 1% and 10% 27% <

About the same 33%

Up between 1% and 10% Just over a
| quarter say

engagement
Up by more than 10% . 7% < levels are higher
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employee engagement

The state of talent management in an organization tends to be key both to improved engagement levels and to declining ones.

Of those who said engagement levels are higher, 1@ +1'-e]e’’11e.¥Q1lY =171 "¥Y11Ye ' L’=YTL1 J'T’ YIYTL Waa{y 'TI'J oY YO-¥=Y & o;: "ee’T YIYT1le’
(63%). "BOe1" _TY -T tYT '11e-¥O1Y -171 _"¥Y11Ye  T'T -'="uYel_+J'T Y|

kOe<&Yn aOYe«Whylda you think your organization has seen
Increases in engagement? (select all that apply)

Better talent management 66%

More flexible work arrangements 63%

Better financial performance

12 THE FUTURE OF EMPLOYEE ENGAGEMENT 2023 Research Report
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On the other hand, of those who said engagement
levels are lower, more than  two-thirds attribute it to
worse talent management (68%), one-third to worse
T'T -"="uYeU_<J' T Y and méne than a quarter
1 "=Yee YH-¥=Y & o; e’ T YIYTie|” ¥ OjA[{

L e VAT TeEY e O e 1. T T.. 4y KOe@&YA aOY-Whylda you think your organization has seen

burnout. decreases in engagement? (select all that apply)

Worse talent management 68%

Worse financial performance 33%

Less flexible work arrangements 28%

13 THE FUTURE OF EMPLOYEE ENGAGEMENT 2023 Research Report
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kOe<&Yi aOYe-0Onalséale of one to ten, please estimate

We asked respondents to rate how engaged the average employee is in how engaged the average employee IS In your organization.

their organization on a scale of 1 (completely disengaged) to 10 (perfectly

engaged). Just under a quarter (23%) say the average employee in their Prefectly engaged (10) 2304 indicate
organization has a high engagement level of 8 or above. employee
9 engagement is
Meanwhile, almost half say the engagement levels are at 6 or below, high
scores that we believe indicate overall weak levels of engagement. Later g |
T 1Y eYUu 17 @Y @-=="1Y=@Y J Y IYYUu=A"-T: "€ ]-0UYeY
engaged organizations from others.
Z
6
)
4 B 49% indicate
employee
3 M engagement is in
B the lower ranges
2

Completely disengaged (1)
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© JU'T-Ye o AT1ULITR0{E

VA 10 - _ s . 7Ny ” _ 7 _ N — ¢ , , s -
_u Y- e_°*,u_- Y * = 1 kOe<&Yin aO Y About what percentage of your
engaged organization's workforce is highly engaged?

We wanted to estimate what proportion of the
organization’s workforce is highly engaged. Results
indicate that that just 1 in 10 organizations say that
more than 80% of their workforce is highly engaged.
Further, about half say just 40% or less of their

&i{°t “juuf 11%

- ’ 1 7 O as 0
workforce is highly engaged. This is another indication — ] { _ ad { 16%
LAY T O YIYTLe PeY e T T ue_¥=YJ U_e"
swath of organizations.
23%
About three-
fourths say only
60% or less of 1 ; 2804
their workforce is
highly engaged
21%
| | | | | | |
i jua ) 1a 1 Au
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The Responsibility for Engagement Falls
on Multiple Parties

% N . N &AE burden of employee engagement kO«&Yn aOY-.Teowhatdegree are the following groups
, , , N £ .0 . responslble for improving employee engagement in your
u'== YfO ==~ T’ OJ T'cYe O Y 'T |-71Y” organization?
° C') U Y é PP /LE V4 O 17 U 7= Y d | Y o' - U g C') ° O ’ \ Y ' o o [Percent responding high or very high degree]
eYeu T - ¥ - 1R" e’ eY:: 66% 66%
62%
fY 7e;YI"’¥ _O171'Y Y «YY 1 7 érert'drbufis are responsible for improving ’

employee engagement in the organization. In two-thirds of organizations, the onus
to improve employee engagement falls on the human resources and immediate
supervisors to a high or very high extent.

¥ Ol'1'«YY+ ('« ¢’ {1 Povisibilfty is on the top leaders to a high and very
high extent. This is understandable since HR professionals are often tasked with
developing policies to improve engagement and supervisors are critical in determining
the employee experience. Further, no engagement related initiative will be successful
without top management’s support.

Top Human Immediate = Employees
leadership  Resources  supervisors themselves

16 THE FUTURE OF EMPLOYEE ENGAGEMENT 2023 Research Report
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Six Key Factors Drive Employee

Engagement

We asked respondents two related question to discover the factors
that currently seem to have the greatest impact on employee
engagement. Together, they suggest that the six most impactful
factors are:

* QOpportunities for career growth
 Growth and development conversations

 Compensation levels

« Organizational culture % . N -N&Q&I‘YY'U"l ",”Yll'Yll,l.,J o ¥Y-T °J

« Relationship with immediate supervisor hlghly linked to engagement

* B_¥" YO8-¥-=-17 T YIYTL -¢""T -eeQY 1'énEed byla fange of talent management factors. We

Q'Y U _== &-T "18 ~ Ti-T ¢ «'YI"GOe1'Ye ' =- "1 T 1'Yey (g’ 1 ,,l--l"-;\'(f%f'-"’ Y  _071'Y U _==_&6-T "0’7°1 ee’7eY J 17" "= =-T;YI"t _"YJu
B B B B B engagement in your organization?” Organizations are faced with a plethora of options

when looking to improve employee engagement. We wanted to discern which factors
eYeu TIYTLe '¥Y=-YEY I "¥Y J 2 -T OYT:-"="6"'"-=Y " -Jue_&-T "YJu=_AYY Y"

q'eYY 0’1 ee’ oY 1.Y[ (1 e  eel’y=""TWnb others are close behind:

e Opportunities for career growth » Flexibility (e.g., in time, location
e QOrganization culture and/or how work is done)
« Relationship with immediate supervisor o _JuYTe't- _T7UTIT¥YTY 1o

17 THE FUTURE OF EMPLOYEE ENGAGEMENT 2023 Research Report
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based on size of organization. Respondents in large
e 'T-g’'1- Te 7!
factor to engagement, compared to organization culture
iIn mid-size organizations and enjoyment of work in small

organizations.

V4
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kO<éYn aOyYe¥'-TA ée of the following factors
are most highly linked to employee engagement in your
« 'T-g’1- T, WeY=Y"1"0Ou"1_

" éYy

Opportunities for career growth _ 48%
Relationship with immediate supervisor _ 48%
location and/or how work is done)
Relationship with colleagues 43%

Trust in leaders 43%

A sense of purpose 39%

Enjoyment of work

Belief in the organization's mission 27%

Availability of support and resources 18%

Sense of equity 14%

Sense of well-being and safety 14%

Physical environment of the workplace 6%

No factors are linked to engagement

o
=3
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We also asked survey participants to rate a series of items in
terms of the degree to which they drive employee engagement.
Among these drivers, the ones with the strongest impact are
compensation levels (62%) and growth and development
conversations (61%). In other words, employees are likely to be
engaged when they are paid enough and have opportunities for
growth.

This data indicates, even if compensation is not the most widely
AYITG e T Y ueYe-_ O TI-T EUY 11100V ¥ _ 01 -1 ey Y
most strongly held.

Ofcour «Y/&E '- '"-T ’'fatesTalso play into this. Job seekers want éTwo-fifths believe
L5 YYu Yl _an-T - _TAETE-TTTTUeT¥Y T _JIY T = ¥ =TT T fevedst programs

U.S. concern. 3 drive engagement

3 International Monetary Fund (2022, October). Countering the cost of
living crisis. Retrieved from https://www.imf.org/en/Publications/WEO/
Issues/2022/10/11/world-economic-outlook-october-2022#:~:text=Global%20
-T Pt T{Tu-«{T00_eY ’er{Tur AL {10 |j{TouyYe YT{Tu¥a{lialul |
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kO<éYi aOY - Towhat degree do the following factors
drive employee engagement in your organization?
(please provide your best guess)

41%

62%

Compensation levels

43%

Growth and development conversations

61%

Performance conversations 38% 47%
Programs specifically intended to 33% A41%
boost employee engagement
Recognition program(s) 33% 40%

M High degree Very high degree
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Some Metrics Are Problematic, Others
Just Nonexistent

% .N .N&RO-1"_éYe"""=0"_0G _* 'T-g'1-_Te’
JY’'eOeY ' YJu=_ AYY YT ' YJYTL

We believe that, as a starting point, most organizations should measure employee i~ a0 Y - Does your organization measure
engagement if they are serious about making improvements to it. Organizations that employee engagement?

fail to measure do not have any benchmarks, cannot show measurable improvements,

and lose the ability to employ analytics or set up tangible goals. Therefore, ey  TI -17

discouraging that almost half of organizations (47%) aren’t measuring employee
engagement. Itis true that smaller organizations may be better able than others to
“Intuit” the level of employee engagement, but even those organizations may draw the
wrong conclusions at times.

cUYeYT Yo ¥ oY _T e-gY _ 0 _¢ 'T-0'1-_T
Larger organizations are more likely to measure employee engagement, with more than
two-thirds (67%) saying they do so compared to under half of mid-size organizations

W ={y "TI"1é_+ G1'« _07¢J'=="_¢ 'T-g'1-_Te"w U{y]|
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The respondents who do measure employee engagement were asked to choose which methods
1Y e e Tt le_Te QY| M_eY 1T 1YY+ (e wa {y_ G _e 'T-g''-_Te YJu=_fA YO-

and over half use annual survey (58%) and retention rates (53%).

Many organizations seem to equating, or at least strongly relating, an employee’s engagement
levels with their turnover intentions. Moreover, tools such as exit interviews, while helpful,
can also be viewed as more reactive than proactive in nature.

While employee turnover is linked to engagement, it is obviously not the only driver of turnover.
Further, with the increase in phenomena such as “quiet quitting,” organizations may want to
pay more attention to other metrics of employee engagement.

TTO'="¢0¢YfAe J'A""=e_"eOUYe Ue_J eYBY e = |e’8¥ ;e eO0 """ YIJu=_AYYe T_17¥Y-T °
U 1" J-T "€-1""" TYel 'TegYeeE '@ ¢A-T "IY T-2-_Te " 0'YJIJu=_AYY' YT ' YIYTIE'TI 'L -
becoming quickly outdated. 4

4 Klotz, A. C. & Bolino, M. C. (2019, May). Where measuring engagement goes wrong. Harvard
Business Review. Retrieved from https://hbr.org/2019/05/where-measuring-engagement-goes-
wrong
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More than a third of organizations utilize one-on-ones with managers
(46%), surveys conducted multiple times in a year (42%) and
performance management systems (33%). We think that, if done well,
these are likely to provide more continuous and holistic estimates of

kOe<&Yi aOYe.Howldées your organization measure
employee engagement? (select all that apply)

employee engagement levels, allowing organizations the opportunity , _ 540
: o : : : L 5-1"-TiYeé- 0
to identify issues early and intervene with appropriates initiatives. ©
_ . 7 o g VRS o ’ y o %, T 7 ’ . _ “, 7 Va4 o y A y 1 ~

Smaller organizations (74%) employ one-on-ones with managers to

measure employee engagement more than mid-size (43%) and larger TTY+—TJ’—TY"'EL"“'J’T’- 46%
organizations (40%). The smaller size may allow for a more personal
atmosphere in addition to the smaller number of subordinates which .~~~ kOeé&Yfe""_TIO*YI"JO=1-u=Y"1-] _ 42%
may allow managers more time to spend with each employee. Large ~ Under a quarter
. : o : : YelU_J'T Y J'T’ YIYTL eii 0
organizations are most likely to rely on exit interviews, retention rates  (24%) rely - - - 33%
and annual surveys. ~ on employee .
b S E— T
as an estimate , o ,
of employee Ori I T - 20%
engagement
..................................................................................................... % I O ° ._ ~ 19%
_T1-TO_O-'-O-éYﬁ-’Wl'Y-Y"’T’¥Y’1’;-ﬁ11-8]%y
K” eYe Ge J'i-eY'1"eQuY 41 %

Editor s Note: this chart only lists methods that were chosen by over 10% of respondents

22 THE FUTURE OF EMPLOYEE ENGAGEMENT 2023 Research Report



Most Measure Engagement More Often Than Once a Year

4

%.N .N&A{ 07 o 'T-g’t- Te JY'eQeY"

employee engagement 2x or more per year

The accuracy of employeeengag YJY T2 JY’ eOeYe ""T ¥YTY 170 J "= oYE’
continuous monitoring. A more frequent and holistic measurement of

engagement provides more current feedback and helps organizations keep a pulse

on employee sentiments. °

The good news is that annual surveys have become the exception rather than

therule. TT=A"A={" _T=A"JY eOeY T 'Y ""AY' el , BYEYeLE '¥ Ol 1l'eYY
organizations measure employee engagement either annually (36%) or twice a year

(23%)).

About a quarter measure engagement level about four times a yeatr.

5 F=-T ' UYe&E |"*" M OTYAE |"wlulTE BOTY T y| f'A"M-"¢ ¢ (G1°JY'eOeYe ' YIu=_fdY
engagement. Harvard Business Review. Retrieved from https://hbr.org/2022/06/why-microsoft-
measures-employee-thriving-not-engagement

23 THE FUTURE OF EMPLOYEE ENGAGEMENT 2023 Research Report

kO+&Yn aOY - Howloften does your organization

measure employee engagement levels?

- Just 5% of
organizations do
continuous real-time
data collection

...............

Annually

Twice a year

Quarterly

Monthly

Weekly

P> Continuous real-time
data collection

worktango

(select the one that best applies)

36%

Editor’'s Note: The data above does not include some who selected “Other” and wrote in responses.

Some of those respondents indicated they measure less frequently than once one a year.




worktango
There’s No Consensus About Sharing Engagement Data

% .N .N&R*YY+ (l'e e'’eY eYeO=1e" "1 Yy e2JYTLO]-8-0- T°
=YeY="e-1""-Tl-e-10"="=Y"'|Yeo
How organizations share engagement data varies widely. Most share the results at department/division
level with individual leaders (59%) and communicate select results with entire departments and/or

division teams (55%). Other arrangements are less common, and it is the exception rather than the rule to
communicate all data to the whole organization or share at least parts of it externally.

We believe that sharing engagement information with managers, when done correctly, has particular utility ‘
¥V OY YA Y I et = YR C¥Y Y=Y LY euY e e _Te eV ee YT YIVTL -0 OYe|T O17EY
believe that managers and executives need to have the proper skills and training to do this well.
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T e-g¥Y " (G e 'T-g't- T kO«&Yn aOY-Howisé you share employee engagement
S - data? (select all that apply)

-UYeYT Yo ¥ oY
Smaller organizations are more likely to communicate all data to the
entire organization, with almost a third (32%) saying they do so compared

V4

to 17% of mid-size and 12% of larger organizations. They are also more likely Show related results at

to share all data in real time with leaders— small (47%) versus large (33%). department/dlv_lspn_ level with _ 59%
Individual leaders

Large organizations are, however, considerably more likely than small

organizations to show related results at department/division level with Communicate select .

individual leaders (69% for large and 53% for small), communicate select results tgrghéieniezr;[;irgn 95%

results to the entire organization (61% for large and 47% for small), and show

select results with entire departments and/or division teams (61% for large Show select results with
and 47% for small). entire departments and/or 43%
division teams
Share all data in real
34%

time with leaders

Communicate all data to

0
the entire organization 20%

Share at least parts of it
externally as part of 17%
employer branding

Other 504
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% .N .N&M\ *1 e ’eY [’1°7 g1

_JIYIi-"1Y eOQuYed-o ee/F ' XOL 1'Y" kO+&VYfA aOY-Howldd you share employee engagement
. . . , — ., . data? (select all that apply)
GeYfOYT fi"@'e-Ye &-1Y=H
Among organizations that share engagement data, 95% share Only when we think it's relevant 6%
it with immediate supervisors to some extent. Of course, the
frequency often depends on how frequently engagement data is Once every two or three years 6%

collected, but 41% say it is shared at least quarterly. We believe
that, in general, more often is better because it can lead to more

: . . 22%
timely data-based decision making.

Once a year

Every six months 15%

Quarterly 19%

Monthly 5%

Weekly 1%

Continuously (i.e., "always on") 16%

Other 6%

We do not share this data 500
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Most Take Action Based on Engagement Data,
But the Degree Varies

0 _ 7 1 A N I A VA 4 y _ y 1 _ ’ , ) o o .
% . N . N &Bi\O ° -u _u _-° T-9 — Te kO«&Yn aOyY -Afteiflgathering engagement data, to what
eUY - 7771 Te'l T_T eY'eY YT * YJ degree does your organization take specific actions to

. . 1 P
a high or very high degree increase engagement’
The objective of gathering engagement data is to benchmark, identify gaps Onlv half tak

: : o Very high degree nly halitake
and use the information to make constructive improvements. Most (87%) y nig 9 specific actions
take action to at least a moderate degree, but only about half take it to a to improve
high or very high degree. engagement to
High degree a high/very high

degree

Moderate degree

Low degree 11%

Very low degree
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Few Organizations Excel at a Wide Range
of Talent Management Practices

q'Y  TIi-T « -T’section are based on questions that are not about employee

engagement per se, even where they mention engagement.

Rather, the questions are designed to gain insights into the general talent
management practices of responding organizations so we could later correlate

practices with engagement levels. You will see some of those comparisons in the

next section of the report.
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rd 7

%.N .N&WA *1" ¢ '"T-g't- Te 1 _"O¢ T YTeOe-T°
YJu=_fAYYe "TEY ' TY Yee'ofi’é

Vd

YJu-= ﬁYYo'l'Y""T'Y’l ’|' ’JY’T_T L’JO:’é . the following?

—_ — — — [Percent responding high or very high degree]

. V4 Vd s Vd 3 4 Vd B A\ ', V4 B B
°, ¢ ° O ° Y * T I k& L \Xﬁ “a O Y « Towhat degree does your organization do

\

Pal e e

To increase engagementle @Y =e/FE "J oY 1" T 1'eYY+ Gl e wal{y 0 ¢ 'T-erehtingTe us-_e-1-gY’

the atmosphere for employees to do work without hindrances by providing necessary work Ensure employees have 62%
necessary work resources

resources and giving them the chance to do meaningful work. This is useful because an important

aspect of what makes a “good job” is doing tasks that one feels passionate about and receiving help .

_ _ Give employees the chance to do 620/
navigating challenges. ° meaningful work well 0
Other important aspects include positive work culture, which was chosen by over half of Maintain a positive work culture 01%
eYeu TIYTLe| "M Y 17T 168 + (l'e¢ ’=¢ "0 _"0O¢ T3 ;-T "YJIJu=_AYYe ' UYY="€'=0YI1"2'e O ""=-0lYT-T "~
carefully to employee feedback (46%) and sharing others’ praise with them, such as a client

Listen carefully to employee feedback 46%

compliment (44%).

Share others’ raise with them,

: . 44%
such as a client compliment

Host celebrations 35%

¢ Buckingham, M. (2022, September 19). What is a good job? Harvard Business Review. Retrieved

from https://hbr.org/2022/09/what-is-a-good-job g .
P g ooty Offer employees specific recognition

for their performance

34%

Invest in programs intended to
boost engagement
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% .N .N&R*YY+ Gl'«"ue é-1Y" ' YJu=_fiYYe &-2"
—V'e _ 4 ol ( _1_-V e kOe&Yn aOY - Whichlf the following is true in your
Y T T —_ uu —_ O T Y organization? (select all that apply) E

Ve Vg Vg Ve

Employee engagement begins from recruitment a TI7-¢"-T OYT ' YI"¥A 'Y ' YTl-eY o'T Y’  ( _ .
_ _ _ o - We provide employees with
Interactions that make up the employee experience. Apart from providing resources to do learning opportunities
the actual job, it involves supporting people in their careers, making them feel safe and We have activities intended to nurture
included, providing opportunities for growth, and even helping them navigate their life a positive corporate culture
outside work. We provide employees with career
growth advice and opportunities
Employees are encouraged to
We wanted to see which factors are most prevalent in organizations while designing manage their own engagement
work systems and structures to improve engagement. Results show that organizations We have low voluntary turnover rates
predominantly focus on providing employees with learning opportunities (61%), activities
intended to nurture a positive corporate culture (52%), providing employees with career Our senior leaders prioritize engagement
growth advice (41%) and encouraging employees to manage their own engagement levels _ _
We train managers in how to 18%
(40%). boost employee engagement 0
Most employees like our -------------------------
15% | g
performance management system
We invest enough in o
engagement-related resources 13%
Most of our managers are highly skilled at
: L 0L —
fostering engaged individuals and teams
None of the above 11%

Just 22% believe their senior leaders prioritize
engagement, and just 10% believe most of their
managers are skilled at fostering engaged employees
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% .N .N&AY’ [Yee J 177 JJ T=R"0 1Y’
employee collaboration to a high extent and o |
kOe<&Yi aOY-Te what degree do the leaders in your

=Y'el " JJ _T=n eeuYTI| t-JY ~ " '-T "o o’rg'anization do the following? (please provide your best estimate)

7z rd

1 “IY&Y= u' YJu= AYY eleVYT 1'e [Percent responding high or very high degree]

q u =Y'IYee ""T " -T OYT ¥ angagemeént in numerous ways. Results

L . _— Foster employee collaboration 37% Wi 45%
indicate that top leaders engage in these activities to a much lesser degree

LT YBUY LYI]” Yo ue -G L'YRA™" _Te-IYe ' 1'Y" T'T -7="" ole” (77 |-eYT ' YI’
workforce, these actions may seem more of a priority. 7"BOet _@Ye e _+ U1« 0_*1Ymacognize superior contributions 20%
employee collaboration and recognize superior contributions and just over a
third work on building trust, take time to listen to feedback and communicate
clear expectations to employees to a high or very high degree. Build trust V4 37%
Take time to listen to feedback 36%
_Communlcate clear 804, 36%
expectations to employees
" Borysenko, K. (2019, May 2). How much are your disengaged employees costing you? Forbes. _
Retrieved from https://www.forbes.com/sites/karlynborysenko/2019/05/02/how-much-are-your- Help remove barriers to 4% 3304
disengaged-employees-costing-you/?sh=21829c603437 good performance

Spend time coaching employees

0) 0) 0
to develop strengths LY 2 24%

B High degree ™ Very high degree
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Employee Engagement Has a Positive
Impact in Multiple Areas

%.N .N&A ' YIYT1 e'lYe 'Y=y’
-Jue Y Ol JYe oY
and retention

J-17 Ye Y " _JuYi-1- T7'TI Y~ upheadval, organizations today
are looking to gain competitive advantage through their employees.

Engaged employees perform better, experience less burnout and stay

in organizations longer. 8" . T '[1-2- TA _Oe¢ eOe&Y@mplbyeé1' 1~
engagement has a positive impact on a number of organizational

outcomes, with almost three-fourths saying it improves customer

service (72%) and over two-thirds saying it improves productivity (71%),
retention (70%) and well-being (69%).

More than three-
fifths say employee
engagement has a
positive impact on
8  Stein, D., Hobson, N., Jachimowicz, J. M., & Whillans, A. (2021, October 13). How company brand
companies can improve employee engagement right now. Harvard
Business Review. Retrieved from https://hbr.org/2021/10/how-companies-can-
Improve-employee-engagement-right-now
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Surv YA~ aO Y «!d4n yolr organization, to what degree
do higher rates engagement have a positive impact on
the following areas?
[Percent responding high or very high degree]

Customer service _ 72%
roceivy [ -
Retention _ 70%
-------------------------------------------------------- P> Company brand 64%
: Product quality 64%
Ability to attract new talent 56%
Financial performance 5204
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% .N .N&AJ'8 -1 "w-l{y O’
eYeu TIYTle ' ¥Y=-YEY ' YJu=_AYY’
YT " YIYTL -e""eQ " -’=""T|"e' O=I
a top priority

Employee engagement has become a top concern for many
e T e _Te M _eY 1T Y Y+ Gl e wal{y ¥V =YY a1 e e O =T
should be at or near the top of their company’s list of priorities.

Surv Y i~ aO Y ! Which of the following best describes the
way you feel about the subject of employee engagement?
(select the one that best applies)

It's crucial and should
be at or near the top of
e our IlSt Of priorities

About one-fifth

62%

However, more than one in ten (14%) believe that while engagement

. . . . . . . (22%) say employee _ o
Is an important issue for HR professionals, it is not important to their  engagement is It's important put it's just )
operational leaders . ot it e P> one of multiple factors 22%
' - Importantbutit's that concern us
just one of multiple
factors that |
concern them It's important to HR,

but not to our 14%
operational leaders

It's moderately important
but tends to be overhyped 3%
as a concept

It's way oversold and does
not deserve nearly as much 1%
attention as it gets
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% .N .N&AT el ’=="eYeu TIYTle ¥Y=-YEY’
’ vV T 1 ’ 1

1''1°YJu= AYY' YT ' YJ e =-T:Y

—\
N\

performance

We asked respondents to indicate if they felt statements regarding . _

employee engagement were true or false. An overwhelming majority Surv Yn aO ,Y ° 1, Please rate tl:‘e,f()”OW'ng )
(96%) believe that there is solid evidence linking engagement to ¢1'1YJY Tle "e 1eQY _e Uu'=eY A
performance. Almost 9 in 10 (87%) also say that there are reliable ways to [Percent responding true]

measure employee engagement.

It's possible to focus too

_ much on employee
Further, three-fourths believe engagement and performance have a engagement as a goal

reciprocal relationship, with performance driving engagement at least
as much as engagement drives performance. On the other hand, almost

37%

16 _+ UL« " WA!{y G eYeu_TIYTLe oA -1E e " U_ee-¥=Y"1 "0G_"0¢"1__"JO There is solid evidence linking 06%
employee engagement as a goal. engagement to performance 0
There are reliable ways
of measuring employee 87%

engagement

Performance drives engagement
at least as much as engagement 1490
drives performance
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Practices Linked to a Greater Chance of
Engagement Success

How We Classify Highly Engaged Organizations

For this report, we conducted various analyses to gain insights into which practices are
J 17 8-1Y=A"OeYI " ¥A o 'T-g’1- Te @-1"""- 'Ye'=YBY=e¢" (YT ' YJY
analyzed responses and segmented the data into two groups:

e - '=A'YT * YI~  _e 'T-g’ t-Thesekepresent respondents who rank the
engagement for the average employee as an 8, 9, or 10 on a scale of 1 to 10.

e HYee YT ' YIi” e« 'T-g’ 1TheBe fepresent respondents who rank the engagement

for the average employee as 1, 2, 3, 4, 5 or 6 on a scale of 1 to 10.

Note that we did not include those who gave a ranking of 7 in either cohort.

Of course, correlation is not the same as causation. While we cannot state that any
U'el-"O="e Ue’ 1.7V &-=="1Y T-1V=A ' =Y'["t "= "YT ' YIVTIE &Y' [ _ oYY -Tie- O
relationships that may, if used judiciously, result in greater success.
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from Others in Key Ways

% . N N&AJT +17'=G"_G "= '=A" YT ' VI’
¢ 'T-g'l- _Tele 7Y _eY 1T AG{ _G 1Y -0

Vd

& o (0 o Y -e - "ZA'YT ' YIi

About three-fourths of respondents in highly engaged organizations say that
more than 60% of their workforce is highly engaged, compared to just 6% of

respondents in less engaged organizations. In fact, none of the respondents in
less engaged organizations say that more than 80% of their workforce is highly
engaged.
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On the other hand, almost a third (32%) of
respondents in less engaged organizations

say 20% or less of their workforce is highly
engaged compared to just 5% of highly engaged
organizations.

Surv Y aOY ! -About what percentage of your
organization's workforce is highly engaged?

q'YeY  Ti-T ¢ =YTi"eOQuu_et"1_" O iYe- T'1-_Te _0°

highly engaged and less engaged organizations. 0%
Iy EN9as Ja9 J 81% to 100%

o -
61% to 80%
26%
23%
o R

7 out of 10 13%

- respondents in
e

~ organizations say
c kwHgk T%" ,.,kaw c q kg 0% or fewer of

409 S 0
A chi-squared test of independence shows that their employees are _ 32%

, - , - | 0% to 20%
=AY T VI e 'Tegi- Te oY e- T- 'Tizii ~ highly engaged B 5%

more likely to say that more than 80% of their S
workforce is highly engaged.

48%

B Less engaged organizations I jyhly engaged organizations
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% . N N&A "= YT " YI ¢ 'T-g’'1- T’
likel | itif d Surv Y i~ aOY e«!-Doésyour organization
are more likely o empioy mu litacete measure employee engagement?
,TI’" Tl_-l-c’) O"JY"O'YJYTll 0 [Percent responding yes]
employee engagement

=J «171'eYY+ (1'e hlyiéngaged organizations measure employee
engagement, compared to just 44% of less engaged organizations.
Therefore, we see that measurement, although not ensuring high
employee engagement, is positively correlated with organizations that
have more success in this area.

58%

c kwHgk " T%" ,.,kaw ¢ g kg

A chi-squared test of independence shows

that highly engaged organizations are

- T- "Ti=f"J Y "=-:¥Y=fA"Yr "Ol-=-gY TY+_ T+
ones with managers to measure employee

engagement and employ continuous real-time

data collection of engagement data than less

engaged organizations.

Highly engaged organizations

B [ess engaged organizations
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Highly engaged organizations are Less engaged organizations are more

also more likely to rely on managerial likely to rely on an annual survey or one- Surv Y i~ aOY e« HowMoes your organization measure
interactions to assess engagement, with CUTJY e OeYJIYTLe” G°'YT *» YIYTL =YEY: employee engagement? (select all that apply)
two-thirds saying they measure employee such as exit interviews (72%) and annual

engagement through one-on-ones with surveys (66%). One-on-ones with managers 06%
managers. - 40%
q'-e - T¥YTY "-0="e-TIY - == B 0o Retention rates oI

49%

a more continuous assessment of
engagement levels, even while building
good relationships between managers

and employees. By placing the onus of
assessing engagement levels on managers,

56%
Exit interviews

72%

it makes them more conscious of the Surveys conducted 6%
decisions they take that might adversely multiple times in a year - 36%
UYL U'YTYT O YIYTY =Y@éY=e (O 1'Y-e"1Y'J’

members. 47%

Annual surveys
66%

28%
Focus groups

17%

. 0
Continuous surveys 28%

(these can be taken anytime) 15%

Highly engaged organizations M Less engaged organizations
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Highly engaged organizations are also more likely

to engage in continuous real-time data collection,

with 13% saying they do so compared to none of the

less engaged organizations. Half of the less engaged

organizations collect engagement data annually
@'-=Y 7’=J] el 1YY+ (Ol'e’w ~{y" G- "=SA'YT ’ YI’
organizations collect engagement data at least twice a

year (28%) or quarterly (28%).

40
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Surv Y~ aOYe!Howhften does your organization
measure employee engagement levels?
(select the one that best applies)

Continuous 13%
real-time data
collection

Quarterly
22%
28%
Twice a year
17%
22%

Annually
50%

Highly engaged organizations L @s engaged organizations
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Te’
’ Y Y e
Surv YA~ aOYe-!HoWwhas the level of employee engagement

changed in your organization over the last year?

Y
'Y’

Less engaged organizations report a higher drop in engagement levels
when compared to highly engaged organizations, with more than half 58%
(54%) reporting a decrease in engagement. None of the highly engaged
organizations saw a drop in engagement of more than 10%, compared

About the same

. . . . . .. . . - 0
1 T BY e fO eIV e’ (T=Yeo YT ' YT o 'T-g'l- Te| %Ol Ve 1 eY) 14%
highly engaged organizations say engagement levels remained about the
same, compared to just 14% of less engaged organizations.
10%

Down between
1% and 10%

38%
c kwHgk " T%" ,.,kaw ¢ “q kg
0
A chi-squared test of independence shows that Down by 0%
=Yee YT ' YI " o 'T-g’1- Te ’eY oo T- ""T1=f{" more than 10%
26%

more likely to report a drop in employee

engagement over the last year compared to

Highly engaged organizations Ldlis engaged organizations

highly engaged organizations.
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engagement data

Engagement data has potential utility for all stakeholders of the organization and serves
to inform and devise initiatives that improve employee engagement. It gives everyone a
sense of what’'s working and what'’s not, and it helps everyone get on the same page.

Highly engaged organizations are more likely to share this information, with two-

(1 e e enT = U LT Y = gV e =Y (Ve B _JuteY it 1801

of less engaged organizations. They are also more than twice as likely as less engaged
organizations to communicate all data to the entire organization (31% vs. 13%).

c kwHgk " T%" ,.,kaw ¢ g kg

A chi-squared test of independence shows that

L= RCYT O YIT e 'Tegi- _Te oY e T- UTLZR
more likely than less engaged organizations to

communicate all employee engagement data to

LYY TL.eY e Tegito_TUTITU Y euY - T

to increase engagement based on the data.
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Surv YA aOYe«!Howdo you share employee
engagement data?

Share all the data In
real time with leaders

28%

31%
Communicate all
data to the entire

organization

13%

Highly engaged organizations Ldlls engaged organizations
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It is also important for organizations to tak Y euY - "7 1. TI¥ YT _TIL'YS

engagement data.  Not only does this tend to improve engagement initiatives,

but also communlcates to employees that their feedback gnd Input into Survey Question: After gathering engagement data, to what
the process Is valued. More than three-fourths (77%) of highly engaged -~~~ =~ ,qe\?rg,e does your organization take specific actions to
e 'T-g’1t- Te 1Y euY - Tl Tel¥'eY T TTYT P YJYTI P71 T T e" @Y e increase engagement?

high degree, versus just one-third of less engaged organizations. [Percent responding high or very high degree]

1 1%

33%

Highly engaged organizations Ldlls engaged organizations
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oY ) oY ' =-:Y=A'1 "-T@& =Z8Y '=="el’:
INn Improving employee engagement

We believe that employeee T ' YJYT1 -Té =&Y« """ T YelYI YU _ 1’
from top management, human resources, immediate supervisors and

employee themselves. Highly engaged organizations are most likely

to place the responsibility for improving employee engagement on

Immediate supervisors (84%), compared to only about half of less

engaged organizations (53%). Further, two-thirds (63%) of highly engaged

organizations place this responsibility on employees themselves, versus just

one-third of less engaged organizations.

Highly engaged
c kwHgk " T%" ,.,kaw ¢ “q kg ~organizations are

twice as likely to
A chi-squared test of independence shows say employees
that highly engaged organizations are themselves are

responsible for

- T- "T1=f"J oY =-:Y=A"1 "' =["-JJYI-"1Y" e

- - - their engagement
supervisors, top leadership and employees _to a high or very
themselves responsible for improving employee high degree |
engagement. e
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Surv YA aOYe!Towhat degree are the following groups
responsible for improving employee engagement in your
organization?
[Percent responding high or very high degree]

- 4%
Immediate 84%

supervisors

Human
Resources

Top
leadership

Employees
themselves

Highly engaged organizations Ldlls engaged organizati
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employee engagement

Highly engaged organizations are more than twice as likely to give employees the chance
to do meaningful work well (90% vs. 43%), to listen carefully to employee feedback (71%
vs. 28%), and to share others’ praise with them (such as a client compliment). They are
over three times as likely to maintain a positive work culture (80% vs. 24%).

¥ 017 1YY+ (1
boost engagement, compared to about just one in ten of less engaged organizations
(14%).

c kwHgk " T%" ,.,kaw ¢ “q kg

A chi-squared test of independence shows that

- '=ATYT P YD e "T-g’l- Te leY e T- T'TIz={’
more likely to employ all listed engagement

related practices compared to less engaged

organizations.
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Te 1

Surv YA aOY ! Towhat degree does your organization do
the following? (please provide your best estimate)
[Percent responding high or very high degree]

_ 90%
Give employees the chance to

do meaningful work well - 43%

80%

work culture - 4%

Ensure employees have

necessary work resources

Listen carefully to

employee feedback - 28%

Share others’ raise with them,

such as a client compliment
it 2

Offer employees specific 58%
recognition for their performance
o -

75%
71%

63%

Invest in programs intended to 56%

boost engagement
g9ag . 14%

Highly engaged organizations Ldls engaged organizations
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% . N .N&A "=A YT * YI o 'T-g’1- Te 'eY’

1.JYe J oY =-:

Y
Y =R 1 “e'R eYT- e =VY'| “11e-. e-1_ogVY~
Y=n N YT-_ Y Yoo éﬂjrv \Lﬁ'aOYﬂolY-VMth& of the following is true in your

employee engagement organization? (select all that apply)
More than half of highly engaged organizations have activities to nurture a positive
corporate culture (63%) and have low voluntary turnover rates (53%). On the other We have activities intended to 63%

CTIAE 801716 + Gl'e’w 1{y G =Yee YT ' Vi~ o ,T_g,l__T.,TO.lé.Y',,u_._l_é\nurtuie.auogsjti,vggorporateculture _ 4204
TO=10Y T =V 1T _TY+ G wl{y eV =_&°8_=OTi A 10T_&Ve o1V
We provide employees with career

prioritize engagement, compared to just one in ten (9%) of less engaged organizations. growth advice and opportunities _ 23204
Highly engaged organizations are also six times more likely to invest enough in

engagement related resources (24% vs. 4%) and 12 times more likely to say most of the Our senior leaders prioritize engagement 45%
managers are highly skilled at fostering engaged individuals and teams. - 9%

53%
We have low voluntary turnover rates

Almost half (45%) of highly engaged organizations also say their senior leaders 49%

Most employees like our performance 29%

management system I 4%

We train managers in how to boost 28%

c kwHgqk ' T%” ,.,kaw ¢ “q kq employee engagement I 1196

highly engaged organizations are likely to have related resources I 4%

all listed engagement related factors in their
o Most of our managers are highly skilled at 24%

e 'T-g’l- T7L 70 es T- PTLI=fR7'- 'Ye Y oYY’ fostering engaged individuals and teams I 20

compared to less engaged organizations.

Highly engaged organizations Ldls engaged organizations
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talent management

When top leaders prioritize excellent talent management, it is often
correlated with a more highly engaged workforce. For example, leaders in

Surve i~ aOY «!-Towhat degree do the leaders in your
organization do the following?
[Percent responding high or very high degree]

Foster employee 2%
highly engaged organizatif)ns are thﬂree times as ,Iikely tolfoster employee ' , , collaboration - 24%%
==Y _ette TOwll{Tee'T {y/ET Y 1-JYe e = Y=A"L_"¥O0-=1"1eQet w!lU{ &’
14%), almost three times as likely to recognize superior contributions 70%
(67% vs. 23%), more than four times as likely to take time to listen to Puld s . 14%
feedback (67% vs. 15%) and four times as likely to communicate clear
expectations to employees (64% vs. 16%). Recognize superior 67%

contributions - 2304

Take time to listen to feedback

67%

Communicate clear 64%
expectations to employees
16%

c kwHgk " T%" ,.,kaw ¢ g kg

A chi-squared test of independence shows Just one in _ _ 50%
_ _ _ _ ten leaders in Help remove barriers to
that leaders in highly engaged organizations less engaged good performance - 18%
are likely to engage in all listed engagement organizations s
.y " Y ;s . a Ny - spend time Spend time coaching employees 44%
¥  e1.T 1-e-1-Ye 1 - T- TiI=n" '- "Ye cgaching to develop strengths . 1%
. OSSOSO > 0
degree compared to leaders in less engaged employees to
organizations. deve|0p Strengths Highly engaged organizations Ldls engaged organizations
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KEY TAKEAWAY 1
Help employees cope with work-from-home

2

KEY TAKEAWAY 2
Measure employee engagement and follow-up

fatigue. with action.
f'-=Y " J'TA"YJu=_AYYe UueYUYe oY 1Y & «:""TI'2'Y '==0Y  _ 0~ Y&-¥-=Measdring employee engagement requires organizations to listen to
CUYee /E -177=e 77 JYe g-1'"""" 17 ['TYE@ eleYeeo oo’ 1177 T 7 "QeY’ |-¢YTemplay¥eE and collect quantitative and qualitative data. With solid

from work. Work from home increases employees’ propensity to engage in multi-

tasking, skip breaks and not have a routine work time.

With organizations expecting employees to be always “on” when working from
home, it increases chances of burnout and reduces engagement with work.
Organizations must work with employees in managing expectations regarding
remote and hybrid work. Training must be given on healthy work habits and
scheduling that improves engagement and reduces stress. Further, instead

of tracking average time worked, evaluating employees on goals achieved
Reducing work fragmentation and allowing meaningful time to focus on a task till

completion also helps improve engagement.

metrics, it becomes possible to detect early signs of disengagement and

to take remedial action quickly.

However, some measurement tools such as surveys necessitate that
employees have enough trust in the process to frankly communicate their
true feelings. Further, an engagement survey that is not followed up with
action signals to employees that what they say does not matter. In addition
to surveys, there are also other ways of acquiring data about engagement,
such as through interviews or sentiment analysis. The latter refers to

Y & - ¥amaly&ing text to gain insights in the subjective state of employees.



KEY TAKEAWAY 3 KEY TAKEAWAY 4

Monitor engagement more frequently, perhaps Optimize collaboration for remote work.
even COﬂtIﬂUOUSly. Remote employees sometimes face more distractions and interruptions

Considering the ever-changing business landscape, we think it's important to than do employees in traditional workplaces. In the absence of in-

evaluate engagement levels more regularly than just once a year. This requires person cues about when someone is busy, employees are more likely to

organizations to assess engagement through a multifaceted approach. This could unintentionally disrupt each other or miss opportunities for collaboration,

be done through methods such as more frequent pulse surveys, assessments both of which can potentially reduce engagement. Providing data about

U 1Y -0 eYlo T efi”’YU e’ uOr -T'¥A'YJu=_AYYAE J'T’ YIYT! fO’=-cplleagiies-focus times and schedule preferences can help employees
=="¥_ 1Y ) _ oY YUY 1-8Y=AAEITYY¥A -T oY e-T "YT

Invested with employee (such as time spent on one-on-one meetings with L
manager), the number of strong relationships the employee has within the

organization, and more.

 YJYT1



KEY TAKEAWAY 5

Focus on managerial relationships to build
engagement.

KEY TAKEAWAY 6

Cultivate and reinforce an organizational
culture that maximizes engagement.

"= -T OYT!-'="-T [Cukireswherd employees feel valued, appreciated and safe are likely

frlamY 3T Yeor=te¥=tio Teous eV =E e ¥V YT

the employee experience, the role of the manager has arguably become even

to increase employee engagement. Engagement feeds on trust and

"o autenomy. Empowé&rment is often key to developing proactive and

J oY u-& =|"f-1""YJu=_AYYe TOl 070 _J 'Y 10" _p Y eu’"Y
and a lack of engagement potentially increase. In this scenario, managers play

a key role in making sure all members of their team are seen and heard. They are

also instrumental in making employees feel valued through appreciation and

meaningful feedback. And managers may be able to remove obstacles to work.

However, organizations must recognize that these increasing responsibilities

may burn out managers and so must invest in providing managers with the time

engaged employees. Further, organizations that create an inclusive and
safe atmosphere for all employees increase belongingness and employees’

engagement levels.

["YT " YIYTY

'"Ti eYe Oe ' Ye 'l "J'T’ Y 1'Y-0 1Y J IYJ¥Yee YUY 1-8Y=A""TI ¥O-
levels. This may be done by providing them with relevant training, manuals, tools

and technologies.



KEY TAKEAWAY 7
Focus on creating engaging jobs.

In addition to nurturing a culture that supports employee engagement,

organizations should also consider the job itself. It helps if the jobs themselves

are engaging. Designing engaging jobs involves assessing if jobs are leveraging

employees’ strengths, matching their interests and allowing for autonomy. In

e JY TeYe/E 1’e:e  "T YAYT ¥Y ' J'IY I Y %UOTS t'e O ' ’J-

getting regular feedback allows employees to continuously improve and develop

skills. In addition, employees today want to do purposeful jobs that make a

KEY TAKEAWAY 8
Personalize compensation and rewards.

While compensation itself can be a major driver of employee engagement,

¢« 'T-g'1- _Te JOel oY _ T-gY 117 [-0YeYTI YJu=_AYYe &'=0Y"I

things. One employee may focus more on pay while another may want more

YO-¥=Y & o: 7ee’T YJYTle o ¥YLllYe "’oYYe ' [YEY= uJYT! uu

“r1. T | vPersonaliziiy total rewards allows for targeted use of resources to provide

things that actually matter and that work better to increase engagement

levels.

(CGY YT Y|” _JJOT-""1-T "t _"YJu= AYYe ' & 1'V-e"8 ¥e'  Tle.¥Oiy’'t ‘1Y’

organization’s purpose can drive engagement.



KEY TAKEAWAY 9
Increase leadership involvement in engagement
Initiatives.

An organization that maximizes employee engagement not only focuses on the

¥YTY " 07'- ""YT > YIYTY WweO """e¢ -Jue _é&YI[Iue 107 2-6-1A&E"

and brand reputation) but on issues such as employee well-being. Organizations
that merely pay lip service to taking care of their employees and do not follow
through with action will be met with “gquiet quitting” and disengaged employees.
There must be integrity between the message from the top leadership and
Initiatives that promote engagement. This requires the right behaviors and
communications from top leaders, who must set the tone for a healthy and
positive organizational culture where employees are engaged and willing to go

the extra mile.

KEY TAKEAWAY 10

Build social relationships to improve
engagement levels.

10

Employees with close social connections at work are more engaged,

O+l _JY . collabérative and creative.

YIUu=_AYYe "eY -T oY’ 'e-T =fi"€_«;-T "Ge_J""_

® This is even more important today when

JY|"Te "T-g’1-_Te"°

a variety of ERGs based on special interests and/or wellness programs to

Improve social connections. Managers can help build social connections

within their teams by helping members bond over similar interests,

holding meetings to talk about non-work interests, and creating fun virtual

celebrations of team goals.

9
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Harvard Business Review. Retrieved from https://hbr.org/2022/08/dont-let-employee-
YT
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About WorkTango

At WorkTango, we’re revolutionizing how the world’s most forward-thinking

T JUWT-Y YT P Y T -Teu-eY ' 1'Y-e'uY u=Y| fY _UYe 'Y T=f""_=-e1-77
Employee Experience Platform built for the modern workplace that enables

meaningful recognition and rewards, CUYee 1. T'¥=Y -Te- '"le'1'e O '

employee surveys, and supports alignment through goal setting and

feedback.

WorkTango is built for the workplace we all want to be a part of — where
priorities become clear, achievements are celebrated, and employees have a
voice. Learn more at worktango.com or schedule a platform demo.




About HR.com and the HR Research Institute
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Powered by HR.com, the world’s largest community of Human Resources
professionals, the HR Research Institute benchmarks best practices

and tracks trends in human resources to help more than 2 million HR
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up their strategic decisions with informed and insightful HR.com research
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Over the past few years, the HR Research Institute has produced more
than 180 exclusive primary research and state of the industry research
reports, along with corresponding infographics, based on surveys of
thousands of HR professionals. Each research report highlights current
HR trends, benchmarks and industry best practices. HR Research Institute
reports and infographics are available online, and always free. Visit
hrresearchinstitute to maximize your HR potential. #hrresearchinstitute

hr.com/




