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Introduction
Employee engagement is the commitment employees feel and show towards the organization, not only about satisfaction and happiness. It is the degree to which employees in an organization are passionate, motivated, and invested in their work (Yaneva, 2018). This, in turn, makes the employees productive and care about their role in the organization and the company’s overall success. Employees’ engagement is influenced by factors such as enjoying strong colleagues’ relationships, working with a common purpose, employees feeling clear about their specific role in the organization, and having various opportunities to develop their skills and competencies. (Ali and Anwar, 2021). More factors include individual characteristics, location, and culture. If employee engagement is done successfully in HSBC -The Hongkong and Shanghai Banking Corporation Limited- it will result in a colleague not being driven by salary but by emotion. Additionally, employee engagement shows the individual’s commitment to the organization and the emotional connection to the colleagues. HSBC should be proactive in creating a team environment that cultivates and fosters employee development.
Body
Concept and drivers of employee engagement
There are different drivers that HSBC organization can undertake to ensure employee engagement, enhancing improved performance and employee well-being. The first employee engagement driver is giving employees the necessary tools to do the job. This is the most straightforward consideration, even though it has been overlooked. This will ensure the employees of HSBC have the required resources to fulfill their role. Some of these tools include Technology, capacity, and training. Even though HSBC will incur a lot of money investing in improved systems, it will benefit greatly. Additionally, the hours spent creating staff schedules should be cut and invested in the highlighted tools. This will open up time for the managers in HSBC to get back to important work; this improves employees’ experience, which inversely promotes employee engagement.
The second driver of employee engagement is creating a safe work environment for employees in HSBC, especially during this pandemic period. By making the workplace in HSBC Covid-19, safe employees will feel more appreciated, and their well-being is taken care of, resulting in high employees’ engagement. This is because the working environment for employees has a direct impact on their productivity and performance, and overall job satisfaction (Rao, 2017). HSBC should also ensure the workplace is a positive and comfortable space. The top management should ensure the place is well sanitized after a duration of time, and factors such as light, temperature, and air quality are considered. This will ensure the needs of employees are taken addressed. Additionally, a safe working environment should allow employees to work from home or have a coworking space.
The third employee engagement driver that HSBC could focus on is restructuring the employees’ roles to align with the organization’s values. By HSBC outlining the core values, culture code, mission, and the organization’s proposition, it will increase employee engagement. This will not only provide a distinct, cohesive vision that all the employees will work towards but will also make the employees of HSBC feel part of a wider strategy too. HSBC should design the jobs in a way it creates a concise message that the current employees and future employees are able to relate to the organization’s goals (Pritchard, 2016). Additionally, while HSBC restructures the role of the employees, the top management should communicate and give goal-setting practices.
The last employee engagement driver which HSBC should focus on is adequate communication, clarity, and feedback. Regular communication is vital from both the managers and the senior leadership in HSBC. When the organization’s employees are kept up to date with the company updates, their feedback and business performance, they will feel more valued and are more likely to be engaged in their different roles. Additionally, communicating efficiently will ensure the employees of HSBC are clear on their responsibilities within the organization, enabling them to work with intention and confidence. Further feedback is also a key driver, which needs to be a two-way conversation; thus, constructive feedback between managers and direct reports will help both parties boost employee engagement. The communication done should be timely, and the employees should be given adequate time to give their feedback.
Diagnostic tools to measure employee engagement
There are several diagnostic tools that HSBC can use to measure employee engagement. The first tool is employee surveys, as they will help the senior leaders get feedback on employees’ attitudes and feelings. For this survey, HSBC should ensure they are filled out and submitted anonymously, and this will make sure the participation of the employees in the organization is increased. This will also allow the employees to give more honest responses on how they feel about the organization (Rajagopal and Pillai, 2019). HSBC should also invest in hiring a third-party administrator, increasing the employees’ comfort in knowing they can be genuine with their opinions without the fear of retribution. Among the questions to ask in the survey, HSBC should focus on; if the employees are determined to give their best efforts and skillset at work each day. HSBC should ensure that the survey, an engagement measurement tool, is objective to understand employees’ job satisfaction, motivation, and passion.
The second measurement tool of employee engagement that HSBC can undertake has exit interviews for their employees. The organization’s management can ask the right questions in a well-designed engagement manner can be very crucial (Surber, 2017). The employees should, especially key performers in HSBC, be asked tough questions about why they choose to depart the company. By so doing, HSBC will get valuable feedback which will help them in identifying areas of improvement, and this will as well attract and retain the best employees who are fully engaged in the organization. HSBC can choose to conduct an exit interview with a written questionnaire, especially during the employee’s final week on the job. Where possible, the organization’s management can conduct a follow-up phone interview after a short duration after the exit.
The third measurement tool of employee engagement is HR tools. This will involve modern platforms to collect feedback and measure employee satisfaction. At the same time, the HR tools will enable the HSBC human resource department to manage the employees and their data by storing the survey results in a convenient place. In addition, HR can use performance management software that is crucial in tracking employee performance as employee engagement directly affects the performance of the employees in an organization. This will inversely ensure everyone is happy on track, working as an individual and together as a department, and overall achieving the company-wide goals.
The fourth tool HSBC can use to measure employee engagement is social media. This is because the drastic rise of social media, which everyone almost uses in this day and age, will be a powerful tool for the organization. HSBC can, for example, monitor Glassdoor ratings and review and use the results in measuring employees’ sentiments. Since it is an internal social media network, HSBC leaders will easily access the ideas posted by employees and can also conduct them. The organization doing this will allow managers to understand better the employees and their sense of morale and the company culture, which are influential in employee engagement (Stoneman, 2019).
The last tool that HSBC can use to measure employee engagement is measuring productivity and retention rate. The productivity metric and retention rate will help the managers of HSBC to determine how engaged their employees are. The management should develop different ideas for keeping the employees motivated to increase the retention rate. It is critical for HSBC to understand that engagement of their employees has a direct effect on the retention rate and productivity metrics. When there is improved productivity and a higher rate of retention, there is an overall exemplarily customer experience by measuring the retention rate in HSBC. It will clearly indicate the level of employee engagement, which will inversely give room for fine-tuning the strategy to high employee satisfaction.
Employee value proposition
An employee value proposition is the distinctive set of benefits that an employee of an organization gets in return for the experience, skill, and capabilities that they bring (Bell, 2016). When HSBC integrates the employee value proposition in all aspects of the organization, it will enhance employee retention of best performers. One of the employee value proposition ideas that HSBC can use is a conducive environment for their employees to improve their work-life balance. This may include allowing their employees to work from home, when necessary, especially during this pandemic. Another employee value proposition that HSBC can use is ensuring that the employees’ location is safe from Covid 19. Employees can have alternative places where they can work to ensure their safety. The last employee value proposition is compensation. HSBC management should ensure the employees are motivated through their compensation using mechanisms like fair promotions and regular incentives.
Strategies to raise levels of engagement
There are various strategies that HSBC can employ to ensure their employee engagement as it is critical in the organization’s performance. The first strategy HSBC can undertake is evaluating processes and addressing inefficiencies. Unnecessary tasks slow down the organization’s operations and frustrate the employees (Dr. V. Tulasi Das and Ch. Vijayalakshmi, 2016). When the tasks employees are doing are tedious and extra, they will end up not engaging in their work. HSBC should operate with the mindset of optimizing processes and executing resources to enable the employees to work successfully. HSBC leaders should carefully analyze each team’s strategies and then look for methods to smooth out operation for the organization’s long-term success.
Another strategy that HSBC can employ is training the managers in employee engagement best practices. Research shows that how an employee in any organization rates their manager accounts for almost 13% of the employees’ level of engagement (Devi and Mahajans, 2019). HSBC should invest in their senior and middle managers the tools needed to connect with and entitle their direct reports. The training programs will help the managers to equip themselves in their roles, ensuring their junior employees have good relationships with them, which inversely increases employee engagement. By properly training the managers, HSBC will effectively know how to engage their team; Having a conversation about how they enjoy receiving feedback and being recognized will enable managers to engage employees in a meaningful way. HSBC should be thoughtful with its approach to increase employee engagement, and they will  reap the rewards of an engaged workforce for years to come.
Conclusion
In conclusion, HSBC should invest in employee engagement as it is vital to its success. There are different drivers which the organization can undertake to ensure the employees stay engaged. Among the drivers include employees being given the necessary tools to perform their tasks effectively, the employees in HSBC need to feel safe in their working environment, especially during the Covid 19 pandemic, the organizations should look for ways of restructuring the roles of the employees to align with the organization’s values and the organization should make sure there is a clear line of communication and feedback for the employees to feel engaged. There are different tools that HSBC can use to measure the level of employee engagement in HSBC. These include, Human Resource tools, frequently conducting surveys, having exit interviews and lastly, employee retention and productivity metrics. An idea of an employee value proposition which HSBC can implement is ensuring the employees have a work-life balance. Also, the organization should prioritize the safety of the employees. Strategies which HSBC can employ to ensure the level of engagement of employees is raised is by training managers in the best practices to ensure all employees feel engaged at all levels in the organization and lastly is evaluating processes and addressing inefficiencies to avoid any slowdown which would end up making the employees feeling disengaged. HSBC should ensure that the employees remain engaged, as engaged employees are Optimistic, Go above and beyond, Team-oriented, Solution-oriented and Selfless.
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