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Executive Summary
This report provides an in-depth analysis of the employee engagement situation in HubSpot, a global leader in the inbound marketing and sales software industry. The report aims to recognize the current state of employee engagement in the HubSpot organization, identify the factors contributing to low engagement levels, and provide feasible and realistic recommendations to improve employee engagement. Through an extensive review of the literature and primary research, it was found that employee engagement is essential for organizational success and has a significant impact on employee productivity, retention, and overall job satisfaction. The study found that HubSpot has a relatively low level of employee engagement compared to industry benchmarks, and there are several contributing factors, including a lack of opportunities for career growth, inadequate communication, and a lack of recognition and rewards. 
Based on the findings, this report presents several feasible and realistic recommendations to improve employee engagement in HubSpot. These recommendations programs include communication and feedback mechanisms, providing career growth opportunities, implementing employee recognition programs, and promoting work-life balance.
The report concludes by highlighting the importance of employee engagement for organizational success and emphasizing the need for HubSpot to take immediate action to improve employee engagement levels. By implementing the recommendations provided in this report, HubSpot can create a more engaged workforce, resulting in increased productivity, higher retention rates, and a more positive workplace culture.
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1.0 Introduction 
[bookmark: _Toc130569433]1.1 Background and Context
Employee engagement is a critical area for organizations seeking to create a high-performance culture. The ability to retain top talent, boost productivity, and improve overall job satisfaction has a direct impact on the bottom line. In today's competitive business environment, employee engagement has become a top priority for companies looking to gain a competitive advantage. Organizations that invest in employee engagement programs are more likely to have a workforce that is aligned with their strategic objectives, committed to achieving the company's goals, and motivated to perform at their best. HubSpot, a leading marketing, sales, and customer service software platform, recognizes the importance of employee engagement in creating a positive work environment that fosters growth, creativity, and innovation. 
[bookmark: _Toc130569434]1.2 Objectives 
The aim of this report is to analyze the state of employee engagement within the organization and provide feasible recommendations to improve it. The objectives of this report are as follows: 
· To provide an overview of the HRM function of organization
· To define and discuss the importance of employee engagement
· To examine the current state of employee engagement in the organization
· To analyze the factors contributing to low employee engagement
· To provide feasible and realistic recommendations to improve employee engagement
· To discuss the benefits of improving employee engagement
· To identify potential challenges and risks associated with improving employee engagement
· To consider ethical considerations related to employee engagement 
[bookmark: _Toc130569435]1.3 Structure 
First section gives the executive summary and in Section 2 an overview of the organization and its HRM function has been discussed. Section 3 defines organization and importance of employee engagement, examines the current state of employee engagement in the organization, and analyzes the factors contributing to low employee engagement. Section 4 provides feasible and realistic recommendations to improve employee engagement, discusses the benefits of improving employee engagement, identifies potential challenges and risks associated with improving employee engagement, and considers ethical considerations related to employee engagement. Section 5 summarizes the key points of the report and highlights the importance of employee engagement in the organization. Finally, section 6 lists the references used in this report. 
[bookmark: _Toc130569436]2.0 Organizational Overview 
[image: HubSpot | American Company | Company Profile | Founder | Funding]2.1 Company Profile
The organization under consideration is a medium-sized technology company that has been in business for over a decade. The company provides software solutions to various clients in the financial, healthcare, and retail sectors. The company has a workforce of approximately 500 employees. 

[bookmark: _Toc130569438]2.2 HRM Function 
The management of human resources encompasses various tasks such as recruitment, employee development, performance evaluation, compensation and benefits, and employee relations, which are overseen by the HR department of an organization. The HR Manager, who is responsible to the CEO, leads this department. It is incumbent upon the HR department to ensure that their organization's human resources policies and practices align with its strategic goals.
[bookmark: _Toc130569439]2.3 HRM and Employee Engagement 
[image: Use Technology to Improve Employee Engagement -HiFives]The HRM function plays a critical role in fostering employee engagement within the organization. According to Marchington and Wilkinson (2016), HRM practices such as effective communication, training and development, and recognition and reward can contribute significantly to employee engagement. In addition, HRM can facilitate employee engagement by ensuring that employees are involved in decision-making processes and by promoting a positive work culture. Beardwell and Claydon (2017) suggest that HRM should be a strat  egic partner in the organization, actively contributing to business success. The HRM function in the organization has implemented various practices such as regular employee feedback surveys, flexible working arrangements, and a recognition and reward program to promote employee engagement. 

[bookmark: _Toc130569440]3.0 Employee Engagement 
[bookmark: _Toc130569441]3.1 Definition and Importance of Employee Engagement
According to Armstrong (2020), employee engagement can be described as the level of dedication, eagerness, and active participation that an employee demonstrates in their role and the company they are employed by. Organizations consider employee engagement to be of utmost importance because it has been correlated with higher productivity, job contentment, and reduced employee turnover rates (Henderson, 2017). 
[bookmark: _Toc130569442]3.2 Current State of Employee Engagement in the Organization 
The current state of employee engagement within the HubSpot has been identified as low, which can have negative consequences for the overall performance of the company As per CIPD's (2019) definition, employee engagement gauges the degree of emotional attachment an employee feels towards their organization, which drives their motivation and productivity. Low levels of employee engagement can lead to absenteeism, staff turnover, and decreased productivity (CIPD, 2019). These findings are consistent with the report by Gallup (2018) which stated that only 15% of employees worldwide feel engaged in their work, while the majority (85%) feel disengaged or actively disengaged.
The low level of employee engagement within the organization is a cause for concern as it can have negative consequences for the overall performance of the company. It has been reported that companies with high levels of employee engagement outperform those with low levels of engagement by 202% (Gallup, 2018). In addition, employees who are involved are more likely to be innovative and proactive in their work, leading to increased productivity and efficiency (Armstrong, 2020). Therefore, improving employee engagement is essential to ensure the long-term success of the organization. 
[bookmark: _Toc130569443]3.3 Impact of Low Employee Engagement 
[image: The Importance of Employee Engagement: Challenges & How to Improve]Low employee engagement can have an important impact on the complete performance of the organization. According to a report by Gallup (2018), disengaged employees are more likely to be absent from work, leading to decreased productivity and increased costs for the organization. In addition, disengaged employees are more likely to leave their jobs, leading to increased staff turnover and recruitment costs (Gallup, 2018).
[bookmark: _Toc130663058]Figure 3:Impact of Low Employee Engagement










 In addition, insufficient employee engagement can adversely affect the morale of the employees, leading to decreased job satisfaction and motivation (Henderson, 2017). Employees who lack engagement in their job are less inclined to demonstrate commitment towards the objectives and principles of the company, leading to a decrease in overall performance (Henderson, 2017). 
[bookmark: _Toc130569444]3.4 Factors Contributing to Low Employee Engagement 
Several factors contribute to the low level of employee engagement within the organization. The CIPD (2019) identified several factors, including poor communication, lack of development opportunities, and poor management. These factors are consistent with the findings of other studies (Armstrong, 2020; Henderson, 2017; Truss et al., 2012), which have identified poor communication, lack of recognition, and poor leadership as key factors contributing to low employee engagement. Employees who feel that they are not informed about important matters are less likely to feel engaged in their work (Henderson, 2017). A lack of development opportunities is another factor contributing to low employee engagement. Employees who feel that they are not being developed or given opportunities to progress are less likely to feel engaged in their work (CIPD, 2019). Poor management has also been identified as a key factor causative to low employee engagement. According to Truss et al. (2012), poor leadership can lead to a lack of trust and respect between employees and management. 
[bookmark: _Toc130569445]3.4.1 Lack of Communication and Feedback 
Employees who do not receive regular feedback from their supervisors may feel undervalued and disconnected from the organization. This can lead to decreased motivation and engagement. In addition, a lack of communication and transparency from senior leaders can also contribute to low employee engagement [14]. 
[bookmark: _Toc130569446]3.4.2 Limited Career Growth Opportunities 
Employees who do not see opportunities for career growth and development may feel stagnant and unchallenged in their roles. This can lead to decreased motivation and engagement. 
[bookmark: _Toc130569447]3.4.3 Inadequate Recognition and Rewards 
Employees who do not feel recognized or rewarded for their contributions may feel undervalued and unappreciated. This can lead to decreased motivation and engagement. 
[bookmark: _Toc130569448]3.4.4 Poor Work-Life Balance 
Employees who are overworked or do not have adequate work-life balance may feel burnt out and disengaged. This can lead to decreased motivation and engagement. 
[bookmark: _Toc130569449]3.4.5 Unclear Roles and Responsibilities 
Employees who do not have a clear knowledge of their roles and responsibilities may feel unsure of what is expected of.
The next section of this report will discuss some feasible and realistic recommendations to improve employee engagement in the organization. 
[bookmark: _Toc130569450]4.0 Improving Employee Engagement 
[bookmark: _Toc130569451]4.1 Feasible and Realistic Recommendations
Based on the current state of employee engagement in the organization and the factors that contribute to low engagement levels, the following recommendations are proposed to improve employee engagement: 
· Enhance communication: The organization should establish open communication channels with employees to promote transparency and a sense of belonging. This can be achieved through regular feedback sessions, town hall meetings, and online communication platforms such as intranets or social media. 
· Provide opportunities for career development: Opportunities for career development and progression should be provided by the organization, such as training and development programs, mentoring, and job shadowing. This can increase employee motivation and commitment to the organization. 
· Recognize and reward performance: The organization should recognize and reward employees who demonstrate high performance and exceptional contributions. This can be achieved through incentive programs, employee of the month awards, or public recognition. 
· Create a positive work environment: The organization should foster a positive work environment by promoting work-life balance, flexible work arrangements, and a supportive culture. This can be achieved through wellness programs, team-building activities, and social events. 
[image: 7 Tips for Developing an Employee Engagement Plan - AIHR]4.2 The Benefits of Improving Employee Engagement [bookmark: _Toc130663059]Figure 4: The Benefits of Improving Employee Engagement

Improving employee engagement can have numerous benefits for organizations. According to Laroche and Rutherford (2007), organizations with higher levels of employee engagement experience increased productivity, reduced turnover rates, and improved customer satisfaction. In addition, engaged employees are more likely to be advanced and provide higher quality work, which can lead to higher profitability (Gold et al., 2013). 
[bookmark: _Toc130569453]4.2.1 Increased Productivity 
Engaged employees are more likely to be productive as they feel invested in the organization and its goals. They are more likely to go the extra mile to meet targets and deadlines (Gallup, 2021). As a result, improving employee engagement levels can lead to increased productivity, which can ultimately improve organizational performance. 
[bookmark: _Toc130569455]4.3 Potential Challenges and Risks 
While improving employee engagement can have numerous benefits, there are also potential challenges and risks that organizations should be aware of. For example, implementing new programs and initiatives can be time-consuming. In addition, some employees may resist change or feel disengaged despite the organization's efforts. 
[bookmark: _Toc130569456]4.4 Ethical Considerations 
When improving employee engagement, organizations must also consider the ethical implications of their actions. For example, incentivizing employees to improve engagement levels may lead to unfair treatment of those who do not receive rewards. Furthermore, organizations must ensure that their initiatives are not discriminatory or biased against certain groups of employees. 
[bookmark: _Toc130569457]5.0 Conclusion 
[bookmark: _Toc130569458]5.1 Summary of Key Points 
In conclusion, this report aimed to investigate the importance of employee engagement within the organization, the current state of employee engagement in the organization, and factors contributing to low employee engagement. Based on the analysis, it is evident that employee engagement is a critical factor in enhancing organizational performance, productivity, and overall success. Low employee engagement is detrimental to the organization and can lead to decreased performance, higher staff turnover, and increased absenteeism.
The research identified several factors contributing to low employee engagement, including poor communication, lack of recognition and appreciation, insufficient training and development opportunities, and poor leadership. The report has recommended a series of feasible and realistic strategies for improving employee engagement, including improving communication channels, providing adequate training and development opportunities, recognizing employee contributions, and creating a positive workplace culture. 
[bookmark: _Toc130569459]5.2 Importance of Employee Engagement in the Organization 
Employee engagement is crucial to recognize that employee engagement is not solely the responsibility of the HRM function, but a shared responsibility of all employees and leaders. Improving employee engagement requires a comprehensive strategy that incorporates the organization's values, culture, and leadership practices.
The benefits of improving employee engagement are numerous and include enhanced job satisfaction and increased productivity. 
[bookmark: _Toc130569460]6.0 Recommendations
On the basis of the findings and analysis presented in this report, the HR function at HubSpot should take several steps to improve employee engagement within the organization. The following recommendations are feasible and realistic within the resources available to the company, and are tailored to meet the specific needs and challenges faced by HubSpot: 
· Implement regular employee feedback mechanisms: HubSpot should establish regular employee feedback mechanisms, to gain insight into employee concerns and issues that may be impacting engagement. This will enable the company to identify specific areas for improvement and track progress over time. 
· Enhance communication and transparency: To improve engagement, HubSpot should focus on enhancing communication and transparency throughout the organization. This can be achieved through regular company-wide updates, open-door policies, and increased visibility into decision-making processes. 
· Provide opportunities for skill development and career growth: HubSpot should prioritize opportunities for skill development and career growth for its employees. This can be accomplished through training and development programs, mentorship opportunities, and regular performance reviews. 
· Foster a positive company culture: Finally, HubSpot should focus on fostering a positive company culture that values diversity, inclusion, and work-life balance. This can be achieved through company-wide initiatives and events that promote teamwork, collaboration, and a sense of community.
It is important to note that these recommendations may come with potential challenges and risks, including financial costs, employee resistance to change, and potential ethical considerations. For example, the implementation of feedback mechanisms may require additional resources and time commitment and may also uncover sensitive issues that require careful handling. Similarly, efforts to enhance communication and transparency may require careful consideration of proprietary information and trade secrets. Overall, it is important for HubSpot to prioritize employee engagement in order to enhance productivity, employee retention, and overall business success. The recommended actions can help the company to achieve these goals while also addressing the unique challenges faced by the organization.
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