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Building an Employee Engagement Program

Resources and Guidance to Support Engagement Leaders

What does it take to create successful employee engagement programs? 

The simple answer is a lot. Of course, there’s really nothing simple about that answer. HR leaders know that executing 

any people initiative demands conducting the right research, exploring different approaches, and identifying not just 

best practices but practices that will fit the unique needs of their organizations. 

And that’s the “easy” part — because most of the time, the most challenging requirement of launching and sustaining 

a program is securing buy-in from key stakeholders. So, whether you’re just starting your journey to better understand 

what’s possible or already deep into the process of championing employee engagement in your organization,  

this toolkit will provide you with the resources you need to make a solid business case. 

Problems and opportunities 

If you’re reading this, it hopefully means you already believe in the importance of engaging your people  

and creating a great culture. You may also recognize that a terrific employee experience is a key foundation  

of growing organizations. There’s also a good chance that you — and your senior leadership team —  

have come across often-quoted research by Gallup indicating 

that roughly two-thirds of employees are not engaged.

But what are the business implications of disengagement? 

What could this mean for your organization? To garner support 

for employee engagement programs, it’s critical to frame the 

problem (and ensuing strategy) in terms of how it will impact 

your company with measurable outcomes.

Gallup findings also reveal strong connections between employee engagement and key performance indicators.  

For example, work units in the top quartile in employee engagement outperform bottom-quartile units by:

•  10% in customer ratings

•  21% in productivity

•  22% in profitability
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A Hewitt study of 1,500 
companies also reported that 
where 60% to 70% of employees 
were engaged, average total 
shareholder return was 24%.
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Top-quartile units also see:

•  37% lower absenteeism

•  25% and 65% lower turnover in high- and low-turnover organizations, respectively

•  48% fewer safety incidents

•  41% fewer quality defects

Further reading:

•  Employee Engagement: Getting a Complete Picture of the Employee Experience

It’s what’s on the outside that counts 

The problems — and opportunities — related to employee engagement are far clearer than finding the right solutions. 

A Google search will yield many ways to boost engagement. Many of those options include leveraging technology  

to achieve your objectives. The right approach can help ensure that no employee is left behind. Technology can offer:

•  Real-time feedback

•  Deep people insights

•  Ability to address the needs of diverse and dispersed workforces

•  A consumer-grade user experience to boost usage and adoption

That said, getting a good grasp of how to tackle engagement inside your organization requires exploring engagement 

trends more broadly outside of your organization. An understanding of what’s happening among engagement solution 

providers can help level-set realistic expectations, as well as give you insight into current engagement initiatives you 

might be deploying.

Here are a few trends with the potential to impact employee engagement programs at your company:

•  Consolidation: The growing pace of change doesn’t just influence the way you do business. It has  

also impacted many employee engagement providers. Increasingly, platforms are expanding to include 

recognition, diversity and inclusion, health and well-being, service anniversaries, learning, rewards,  

social interaction, reporting and analytics, and other point solutions. So even if you looked into providers  

in the past, it’s worth revisiting them to check out their current offerings. 

•  Programmatic solutions: Some providers are choosing to take a more programmatic approach to  

employee engagement. That is, they are offering a set of programs that can help support and enable 

success in a variety of ways. For example, in addition to the consolidated solutions just cited, providers  

may also infuse a focus on safety, career pathing, diversity and inclusion, and a range of other HR 
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initiatives. Doing so can help ensure that employee engagement doesn’t happen in a vacuum — in the 

sense that engagement and various people efforts fuel each other in ways that create a culture of success  

at organizations. 

•  Anytime, anywhere: Today’s employees expect to access information 24/7 from any location. Adults use 

an average of 2.5 connected devices, according to Google Insights. What’s more, as MarketsandMarkets 

points out, “Increased productivity and employee satisfaction, reduced hardware cost for enterprises, 

increased smartphone penetration, demand for enterprise mobility software in large enterprises with in-house 

IT departments, and growing prominence of 

managed mobility services are some of the 

driving forces of the BYOD and enterprise 

mobility market.” It’s therefore no surprise that 

more and more providers are optimizing their 

solutions for mobile use.  

•  Whole self: A revolution in the mindset of 

organizations is underway. Companies are 

paying more attention to people’s desire to bring their whole selves to work. Employees increasingly 

want to feel comfortable being authentic and sharing personal details about their lives in the workplace. 

Consequently, many  

of the best engagement programs empower people to bring their true, multifaceted selves to work.

Further reading:

•  The Employee Experience Advantage: How to Win the War for Talent by Giving Employees  

the Workspaces They Want, the Tools They Need, and a Culture They Can Celebrate

•  Enhancing the Employee Experience

•  2017 Global Workplace Trends Report Offers Though Leadership From Leading Voices 

What’s on the inside counts, too 

With a greater understanding of the external employee engagement landscape, your next step is to look inside  

your organization to evaluate what’s already working well — and what isn’t. You’ll want to take the following steps:

•  Program census:  Take inventory of your current offerings — not just recognition and rewards,  

but well-being, learning, performance, diversity and inclusion, and other efforts that contribute  

to the employee experience.  
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“People who bring 100% to  
work give 100% to their work.”  
 
— Sharlyn Lauby at Great  
Place to Work
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•  Stakeholder sentiments:  Talk to executives, managers, and employees to discover their feelings on some 

key drivers of engagement. Specifically, you’ll want to gather opinions on what Mercer identifies as the  

four universal drivers of engagement:

•  The work itself

•  Confidence and trust in leadership

•  Recognition and rewards

•  Organizational communication

You may consider exploring other drivers like brand reputation, corporate responsibility, performance management, 

collaboration, autonomy, learning and development, safety, work-life balance or work-life blend (Gen Z), customer 

focus, and other engagement variables.

Perhaps most important at this stage, you should ask two main questions: 

•  “What’s working?” After all, you don’t want change for change’s sake.

•  “What isn’t working?” Be sure to tackle the right problems to produce the right outcomes.

In asking these questions, you’ll want to collect input on objectives people would like to achieve with employee 

engagement programs. Whether goals focus on reducing turnover, bolstering productivity, improving employer brand, 

enhancing performance, or fostering better managers, it’s vital to assemble valuable opinions that will inform eventual 

programs. 

•  Share findings: Now that you’ve found some great information, it’s time to share it with key stakeholders to 

help them understand actions you’re considering and how they might benefit the organization. The goal at 

this point is not to gain agreement but to spur more dialogue and refine thinking to guide decision-making. 

•  Craft a strategy: Now that you have deeper feedback, you’re ready to create a strategy, which should 

include the following:

•  Long-term commitment: It’s important to recognize that employee engagement is not  

a one-and-done endeavor and that results don’t happen overnight. 

•  Consistent measurement: Think about how you will ultimately define a program’s success  

— not according to supposed best practices or public benchmarks but based on your  

company’s unique needs.

•  Connection to business results: Your strategy has to move hand in hand with your business strategy, 

so it’s particularly critical that you tie the two together to generate outcomes that support not just HR 

objectives but wider organizational goals.
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•  Employee input: Make sure your strategy is set up to continually gain ongoing input from your 

workforce. This could be through pulse surveys, town halls or other means to capture the voice  

of the employee.

•  Leadership support: Yes, you’ve already spoken to senior leaders to get to this point, but now 

you’ve got to ensure that they’re all-in. Nothing will make or break your strategy more than your 

ability to earn top-level backing and advocacy capable of building support, alignment and usage 

throughout your organization. 

Further reading:

•  Everybody Matters: The Extraordinary Power of Caring for Your People Like Family

•  Connecting and Engaging: The Role of Diversity, Inclusion and Community in Organizations

Bringing your strategy to life 

You understand your needs. You’ve got a strategy in place. Now it’s time to start evaluating potential solutions to help 

you bring that strategy to life. Typically, HR will lead this process, though it will certainly need the support of corporate 

communications, procurement, IT, and other critical functions to ensure success. Leaders from such areas will often be 

part of an HR-led committee that will evaluate and ultimately recommend to executive stakeholders a solution that maps 

to the organization’s goals. 

To ensure that this process goes smoothly, it may help for an HR leader to sit down with the company’s top executives 

— because you can’t bring your strategy to life in your organization until you first bring it to life inside the minds of 

senior executives. Moreover, committee decisions can be notoriously slow and difficult. By getting critical departments 

and leaders involved early in the process, you can help speed decision-making.

In its report “Employee Engagement and Commitment,” the SHRM Foundation provides some useful suggestions.  

Two of the most important are:

•  Make sound investments: Think about where money is best spent. There are probably many ways to 

activate your strategy — and a lot of them will likely have a positive impact. But which will have the most  

or best impact? Which will yield better ROI? Plus, don’t lose sight of the goals you’ve set. For example, 

you’ll likely invest differently depending on whether you’re aiming to increase people’s engagement  

with their work, improve customer focus or foster a stronger commitment to the organization. 
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•  Consider unintended consequences: Sure, your strategy may spawn terrific outcomes, but at what cost  

(and we’re not just talking financial)? Keeping in mind that different employees are likely to respond in 

different ways to your strategy, it’s important to contemplate potential side effects. For instance, engaging 

people by focusing on monetary rewards for short-term results risks dampening intrinsic motivation,  

especially to achieve longer-range goals. 

Is an employee engagement platform Right for you?

An employee engagement platform can be a powerful means to transform your strategy into reality. By combining 

what have traditionally been disparate programs into a unified solution, the right platform can help create an 

employee experience that will yield significant results. In deciding on — and making a case for — a platform,  

here are some points to consider:

•  Money matters. Paying for a platform rather than a collection of disparate solutions can save on expenses. 

That’s obviously important, especially for the finance leaders you will likely need on board. But there’s  

a more paramount reason for choosing a platform. 

 

•  Employee experience: An engaging platform can help boost engagement in your organization.  

By leveraging a single place where people want to go, employees are more apt to find information they 

need and take action on a daily basis. Instead of managing multiple logins, apps and programs that don’t 

communicate with one another, you can realize greater synergy, usage and adoption by consolidating.

At Inspirus, we know firsthand how to leverage an employee engagement platform to encourage people to interact 

with it in meaningful ways. Our platform includes:

•  Recognition made easy and fun for colleagues to give and receive on a daily basis while motivating 

employees

•  Diversity and inclusion that improves the employee experience and overall business results

•  Health and well-being that offers choice to sustain behavior change and empowers employees

•  Service anniversaries that celebrate people’s commitment and accomplishments

•  Learning that elevates micro-learning and knowledge retention to grow skills

•  Rewards that account for cultural differences

•  Social interaction that helps connect colleagues, create excitement and build a better culture

•  Reporting and analytics that take the mystery out of organizational performance

Naturally, not all organizations and employees need or want the same features of a platform. That’s why it’s important 

to use one that offers flexibility to configure engagement programs to meet your organization’s special requirements. 

Ultimately, a platform should be as expansive or as focused as needed to achieve specific business outcomes.
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Further reading:

•  How to Make Sense of Engagement Technology

•  Re-engage: How America’s Best Places to Work Inspire Extra Effort in Extraordinary Times

•  Five Ways to Know You’re Ready for an Engagement Platform 

•  Employee Recognition Programs: A Spend That Will Save You Money

•  Start with Why: How Great Leaders Inspire Everyone to Take Action

What happens now? 

Once you’re ready for implementation and rollout, you’ll also need a plan to support new program adoption on a 

continual basis. To build a culture of engagement, it’s important to weave your efforts into the daily fabric of activities. 

At the same time, it’s vital to pick a provider that offers a high level of responsiveness to continually adapt your 

programs. 

Ultimately, we know how difficult all this can be to navigate. We’ve been there with many companies and we can 

help. We’re here to answer questions about engagement trends, assist you in getting executive buy-in, and support 

you in defining and designing your programs. 

Visit us at inspirus.com.

About Inspirus

Inspirus believes employees make up the foundation of culture, which is shaped and evolved through everyday 

experiences that are essential to the development of strong, high-performing organizations. We seek to influence  

the employee experience through our six Quality of Life dimensions: recognition, health and well-being, personal 

growth, physical environment, social interaction, and ease and efficiency.  

Only Inspirus combines an integrated rewards engine, learning courses, communication tools and analytics into 

a single global platform spanning recognition, well-being, diversity and inclusion, service anniversary and community 

involvement. Through Sodexo’s broader mission of improving the Quality of Life for all we serve, Inspirus aims to bring 

joy to work, one experience at a time.
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