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Introduction: Understanding Employee Engagement
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Employee engagement is a critical facet of organizational psychology, representing the depth
of enthusiasm and connection that employees feel towards their workplace. This concept, defined
by The Conference Board' as a heightened emotional and intellectual connection that an employee
has for his/her job, organization, manager, or co-workers, influencing them to apply additional
discretionary effort in their work, extends beyond mere job satisfaction to encompass a deeper,
more personal commitment to one’s role and workplace.

In the landscape of workplace dynamics, the concept of employee engagement has emerged
as a critical indicator of organizational health and effectiveness. As reported by Gallup?, in 2023
only 33% of U.S. employees were actively engaged in their work, a measure that has declined since
2020. This trend points towards an increasing detachment of employees from their employers,
signalling potential challenges in maintaining a committed and productive workforce.

The same report highlights that employees who are not engaged or actively disengaged
contribute to approximately $1.9 trillion in lost productivity across the nation. This staggering
figure underscores the urgency for organizations to address engagement issues, as low levels
of engagement not only affect employee morale and job satisfaction but also have a profound
impact on overall business performance and economic health.
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This research aims to analyze the multifaceted factors influencing
job engagement, aims to provide a deep understanding of what
employees are specifically looking for in their work environments
to remain engaged and committed. This study delves into the
elements of organization that most resonate with employees,
contributing to their engagement, loyalty, and satisfaction. It also
explores the motivators for excelling in current roles and the factors
leading to disengagement and the search for new opportunities.

Mapping Out Employee Needs

The study explores dimensions such as work-life balance, recognition,
career development opportunities, organizational values alignment,
and the impact of leadership on employee engagement. By of fering
insights into these critical areas, the research will equip organizations
with anuanced understanding of the dynamic needs and expectations
of their workforce. This understanding is crucial to foster an
environment where employees feel valued, understood, and motivated,
thereby enhancing overall job engagement and
organizational productivity.
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Data Gathering: Surveying the Workforce
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For this study, a cross-sectional, observational survey was designed to gather perspectives
on job engagement and related factors from 1,010 participants who are currently employed,
across diverse demographics. Respondents ranged in age from 18-24 (10%), 25-34 (21%), 35-44
(19%), 45-54 (20%), 55-64 (187%) and 65+ (12%), reflecting 2020 U.S. census population distributions
as closely as possible. Gender identity was reported as male (47%), female (52%) and other (1%).
Participants completed the online questionnaire with 12 questions designed and delivered
through the Sogolytics survey platform. The survey was constructed with carefully designed
Likert-scale questions, allowing participants to express their level of agreement or disagreement
with various statements related to job engagement. These inquiries focused on various aspects
such as job purpose, organizational culture, compensation, and benefits, technology etc. The
objective was to delve into the elements that drive motivation and identify potential obstacles
in the workplace. The use of weighted scales enables a more nuanced analysis of the data, as it
allows for the quantification of the intensity of respondents' feelings or perceptions about specific
aspects of their job. Ranking questions were incorporated to determine the relative importance or
priority that employees place on various factors influencing their engagement.

Quantitative Insights

The quantitative approach of this survey aims to provide a statistically robust understanding
of job engagement patterns. The result was analyzed to identify significant correlations and
trends, that lead to the development of strategies for enhancing employee engagement. While
qualitative data would offer contextual insights, this study focuses on quantifiable metrics to
provide generalizable outcomes that apply across various organizational contexts.
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Job Levels & Engagement

The survey data, encompassing 1,010 respondents, revealed the distribution of participants across
different job levels. 33% of the respondents occupy upper-level positions, 29% are in mid-level roles,
and 38% hold lower-level positions. Additionally, as seen in Fig 1 below, when respondents were
asked to rate their level of engagement on a scale of 1to 5, 36% each reported being very and

extremely engaged, while the remaining 287 people reported either being not engaged at all
or moderately engaged.

(N=1,010)
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Fig 1: A Deep Dive into Employee Engagement Factors and Strategies
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Findings: Engagement Across the Board

Engagement Over Time

Furthermore, engagement levels were segmented by employee tenure, which revealed the
insights highlighted below in Fig 2. It was found that the largest proportion of respondents who
feel engaged have been in their job for more than 10 years. This suggests a strong link between
longer tenure and higher engagement levels. The general trend also indicated men identifying
more as extremely engaged than women.
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Fig 2: A Deep Dive into Employee Engagement Factors and Strategies
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Findings: Engagement Across the Board

The Impact of Engagement on Retention

Subsequent analysis focused on the impact of job engagement levels on employees' decisions
to stay or leave their positions. The findings align with expectations: individuals who reported
higher levels of engagement were less inclined to seek new job opportunities. Specifically, as seen
in Fig 3, 55% of respondents who self-identified as very engaged or extremely engaged indicated
alow likelihood of leaving their current jobs within the next six months. Conversely, as Fig 4 points
out, among those who considered themselves not engaged at all or slightly engaged, 287
expressed an intention to change jobs in the ensuing months.

Weighted Score: 176

(N=725)
Somewhat unlikely 25%
Somewhat likely - 10%
Very likely - 1%
0% 10% 20% 30% 40% 50% 60%

Fig 3: Job Change Intention: High Engagement Level

Weighted Score: 2.60

(N=68)
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20% 30%

Fig 4: Job Change Intention: Low Engagement Level

This data underscores a clear correlation between job engagement and employee retention,
highlighting the critical role of engagement in influencing career decisions.
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Findings: Engagement Across the Board

Engagement & Career Decisions

To gain a more nuanced understanding, further segmentation and analysis focused on the
intricate relationship between engagement levels and employees' decisions to stay or leave.
This deeper analysis aimed to unravel the paradoxical scenarios: why an individual with low
engagement might choose to remain in their position and, conversely, why someone highly
engaged would consider leaving.

Factors Influencing Job Change

Our comparative analysis of the data regarding intention to change jobs, segmented into overall
respondents (check Appendix) and those with high engagement levels (Fig 5), yielded insightful
trends. In both groups, A competitive salary increase emerged as the paramount factor, receiving
unanimous importance. Additionally, better overall benefits and greater job security were highly
prioritized in both segments. Notably, the emphasis on better overall benefits was more pronounced
among the highly engaged group.

(N=147)
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Fig 5: Prioritization of Factors Influencing Job Exit Decisions: Highly Engaged Employees

Career advancement opportunities held more significance for individuals with high engagement,
ranking fourth, compared to alower seventh position in the overall group. Furthermore, the ranking
of improvement in work-life balance differed between the two groups: it was the second most
important factor for the overall group, but it fell to fourth place among those with high engagement.
This indicates a variation in priorities based on engagement levels.
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Findings: Engagement Across the Board

Factors Influencing Employee Retention

Switching to the opposite perspective, factors influencing employees decisions to stay were ranked
from most to least important. Clear dif ferences were seen when the top factors for employees overall
were compared with the top factors for those employees with low engagement levels (Fig 6).

For those with low engagement, satisfaction with current salary emerged as the paramount factor,
with all respondents in this category ranking it as number one inimportant. Conversely, contentment
with work-life balance was the most important factor in the overall group. Both groups consistently
valued feeling of job security and satisfaction with current benefit package, indicating these as
key components in the decision to stay with an employer.
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Fig 6: Prioritization of Factors for Job Retention: Low Engagement Employees

Interestingly, strong leadership and clear organizational direction and regular, constructive
feedback for your work were ranked lowest in both groups. Positive and supportive work culture
at your company and opportunities for career advancement currently available showed differing
levels of importance between the two groups. The overall group placed more emphasis on work
culture, while the low engagement group prioritized career advancement opportunities.
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Engagement Patterns & Implications

The study's findings illuminate the key aspects that anchor employees in their current roles,
enhancing their engagement and satisfaction. Notably, compensation and work-life balance
emerge as critical factors for all staff, yet the importance placed on career progression, sense
of purpose and organizational culture varies distinctly among different engagement levels. This
indicates that employee retention strategies should be tailored to meet diverse employee needs.
Additionally, the importance of recognition, autonomy, and collaborative environments suggests
that employees thrive in settings where they are valued and can contribute meaningfully. These
insights offer a deeper understanding of the motivators and deterrents affecting employee
engagement and retention.

Varied Patterns Across Engagement Levels

The study also reveals a correlation between longer job tenure and heightened engagement,
suggesting that sustained employment fosters deeper workplace attachment. This extended
attachment significantly influences the likelihood of employees remaining with their company,
especially among those highly engaged. In contrast, individuals with lower engagement levels
show a greater propensity towards exploring new job opportunities. These insights point to the
importance of enhancing engagement among newer employees.
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Recommendations:

Fostering Enhanced
Engagement

In addressing employee engagement, it is imperative for organizations to recognize and act upon
the factors that employees themselves have identified as critical to their engagement levels.

The survey results, as depicted in Fig 7, reveal key drivers of engagement from the perspective of
employees with lower levels of engagement. These findings underscore the significance of
understanding and addressing the needs of employees. Specifically, the survey points to
several critical areas for potential improvement, which, if effectively addressed, can significantly
enhance employee engagement.
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Fig 7: Key Drivers of Engagement: Perspectives from Low-Engagement Employees
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Recommendations: Fostering Enhanced Engagement

Reimagining the Work Environment: Flexibility as Keystone

With 46% of respondents strongly affirming that remote and flexible working arrangements
enhance their engagement, organizations are encouraged to implement adaptable work policies.
These policies should accommodate varying personal circumstances and promote a balance
between professional and personal life, reflecting a modern understanding of workforce needs.

Cultivating a Purpose Driven Culture

A significant 64% of employees either strongly agree or agree that a sense of purpose keeps
them engaged, suggesting that organizations should help employees see the value and impact
of their work within the broader mission of the company.

Fostering a Culture of Recognition

With 437 valuing and 32% strongly valuing recognition, a culture that regularly acknowledges
employee contributions could enhance engagement.

Empowering Autonomy in the Workplace

297 strongly agree and 50% agree that autonomy improves engagement, indicating that strategies
which empower employees to make decisions could be beneficial.

By focusing on these areas, organizations can create an
environment that not only maintains high engagement
but also maximizes the potential of their workforce for
the collective benefit.
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A Snapshot
In Time:

The study's quantitative methodology successfully yields data that can be generalized across
broader contexts, yet it is noteworthy that this approach does not delve into the nuanced,
descriptive insights typically provided by qualitative analysis. The intent of this approach was
strategic, aimed at producing a foundational, generalized report that paves the way for future,
in-depth qualitative inquiries.

Moreover, the cross-sectional design of the study offers a snapshot of job engagement at a
specific moment in time. This design inherently limits the ability to infer causal relationships or
to comprehensively track the evolution of engagement over time. Additionally, the reliance on
self-reported data introduces the possibility of biases.
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