
Maximizing Employee Engagement                 

in the New Workplace



What We’ll Cover

1. The new world of work

2. Employee engagement – what it is and why 

it matters

3. Maximizing engagement in                                                        

our new working environment



CPS HR Consulting

▪ Independent, self-supporting government agency

▪ Mission – promote excellence in public sector

▪ Full range of HR solutions for government
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The New 
World of Work
▪ Permanent evolution in 

where and how we work

▪ Employee expectation –

more flexibility

▪ More competition for talent 

based on this expectation

▪ Remote v. “essential” 

employees – haves, have 

nots? 





A Few Highlights



Essential or Remote?
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Overall, How Are You Doing?



Remote v. Essential 

Employees
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Recent Communications Have Been Helpful
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Question:

What % of employees working remotely                          

for the first time want to continue                       

after COVID-19?



0%

10%

20%

30%

40%

50%

60%

Work remotely

part-time

Work remotely

full-time

Go back to work

site

Can't work

remotely

28%

3%

When I Can Return to Work

57%

9%



▪ Provide employees with wellness and mental health support

▪ Monitor workloads – minimize burnout, ensure productivity 

▪ Because employees’ demands to work remotely will persist:

• Help managers and supervisors manage results and outcomes

• Redesign jobs to adapt them to remote work

• Give employees working remotely flexibility

▪ Beware of creating two classes of employees – remote and essential

▪ View remote work as opportunity to expand search for talent

▪ Systematically ask employees for feedback

Recommendations



Maximizing Engagement in 
Our New World of Work





Question:

How do you define employee 

engagement (three words or less)?



What is Employee Engagement?

Heightened connection

Beyond job satisfaction

Personal meaning:

▪ Pride 

▪ Organization values me

“Discretionary effort”





Engaged Employees

✓ Have strong relationships in organization 

✓ Go extra mile for customers

✓ Volunteer ideas

✓ Work hard – and smart                                   

✓ Will stay – even for less money

✓ Recommend organization as good place to work

✓ Show up for work

✓ Get things done



Why Does Engagement Matter?
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Engagement Drives Results
Key Performance Indicators:  Top-Quartile v. Bottom-Quartile Work Groups

Gallup





Highly Engaged Employees 

▪ 480% more committed to 

organizational success

▪ 250% more likely to 

recommend improvements

▪ 370% more likely to 

recommend their employer

Temkin Group



Federal Government

U.S. Merit Systems Protection Board
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State and Local Government

83

59

94

76

39

84

58

29

55

I can impact customer service

I can influence cost savings

I can contribute to quality
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% Who Agree

Towers Watson



Engagement and Mission Success
My Organization is Successful at Achieving its Mission (% Agree)

Institute for Public Sector Employee Engagement



Overall, How Satisfied are You With Your Life?

Institute for Public Sector Employee Engagement

Engagement and Life Satisfaction



VA Medical Centers

Partnership for Public Service



Engagement and Recruiting



… said they’d willingly forgo a substantial pay raise in 
exchange for seeing their direct supervisor fired

35% of U.S. workers polled…

USA Today

It’s About Leadership
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Engagement Value Chain

Improved 
engagement

Better 
performance

Higher 
customer 

satisfaction

More trust in 
government



Question:

What percentage of public-sector 

employees are fully engaged? 



How Engaged is the U.S. Workforce?
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Improving Engagement                 

Requires Measuring It

▪ Indirect – turnover, attendance, performance 

evaluations, exit and stay interviews

▪ Direct – employee surveys



Roadmap to Improved Engagement



Maximizing Engagement  
During a Pandemic –

and Beyond



Some Keys to Engagement

1. Provide strong and visible leadership

2. Communicate, communicate, communicate

3. Don’t neglect training and development

4. Focus on the mission and the work

5. Appreciate and recognize

6. Set expectations and provide tools

7. Ask for feedback



◆ #
1

1. Provide Strong and Visible Leadership



Make Engagement a Strategic Priority

Strategic Goal 4.1

Empower GAO’s Workforce to Excel through Strategic 

Talent Management:  Promote Employee Engagement, 

Diversity and Inclusiveness



King County, WA

Strategic Plan Goal

Ensure that County government operates efficiently and 

effectively and is accountable to the public 

1. Develop a highly engaged, diverse, culturally 

responsive, and high-performing workforce



2. Communicate, Communicate, Communicate



COVID-19 FAQs
▪ What does this extended closure mean to 

me as an employee?

▪ I am essential, but do not want to come 
to work because I’m fearful of catching 
COVID-19. What are my options?

▪ Should I wear a face covering?

▪ Is the County going to provide any 

additional leave to assist with the 
impacts COVID-19 is having on my job?

▪ Are there special considerations for older 
adults and those who have elevated risk?

▪ Can I use sick leave to care for an ill 
family member?

▪ What if I am placed under a government-
mandated quarantine? 

▪ What should employees do who return 
from high-risk areas or are exposed to 
COVID-19?

▪ What should I do if I suspect a coworker 
has flu-like symptoms?

▪ What do I do if I believe I was exposed to 

COVID-19 while at work?

▪ My child’s school is closed and I have no 
child care – what are my options?

▪ Should I cancel my work-related travel?



Communication Plan Template

Date
Targeted 

Audience

Message/

Objective

Method/

Media
Who Delivers Status



3. Don’t Neglect Training and Development



Building Engagement – New Employee Onboarding



4. Focus on the Mission and the Work



“I help send men to the moon”



5. Recognize and Appreciate



State of Employee Recognition

▪ 64% of Americans who leave jobs do so because 

they don’t feel appreciated

▪ Only 50% of federal employees are satisfied with 

recognition for doing good job

▪ Organizations with recognition programs:
• 14% higher employee engagement, productivity, and 

customer service

• 31% lower voluntary turnover



Recognition “Without Spending a Dime”

▪ Recognize employee achievements at staff meeting

▪ Surprise employee with Post-it note of thanks

▪ Put thank-you note on department bulletin board

▪ Compliment employee within earshot of others (and word will 

spread)

▪ Mail handwritten note to employee’s home

▪ Send department-wide email praising employee or team

▪ Start meetings by recognizing employees, and ask employees to 

recognize each other

▪ Pull employee aside and ask for his/her opinion

U of WI Hospital and Clinics



6. Set Expectations and Provide Tools



Building Engagement – Supervision

Manage performance effectively

▪ Link expectations to mission

▪ Meet regularly with employees

▪ Provide opportunities to grow and develop 

▪ Conduct at least semiannual discussions on  performance 

and development

▪ Hold employees accountable – deal with poor performers



Management/Supervision

Select 
supervisors        

to supervise –
and build 

engagement

Develop 
competencies 

around 
engagement

Provide 
training, 

resources 
and support

Hold leaders 
accountable 

for 
engagement



Planning Worksheet



One City’s Approach
▪ Employee website to encourage participation and interaction

▪ Blog-like articles to support remote work and supervision

▪ Wellness articles and information

▪ Virtual counseling

▪ Onsite wellness activities

▪ Volunteer activities for community partners to keep employees in paid status

▪ Bi-weekly virtual supervisors’ meetings

▪ Survey of both those working or telecommuting on resource and training needs

▪ Micro trainings and other resources – remote work and remote supervision



Managers’ Toolkit
Managing Remote/Teleworkers – Managing remotely can be complicated. Add a 

dash of national emergency, and it becomes even more challenging.

Articles – A few of the best articles for navigating and leading through this difficult time.

• Leading Remotely: What Managers Need to Keep Teams Engaged (Gallup)

• Top 15 Tips To Effectively Manage Remote Employees (Forbes)

• Keeping a Remote Workforce Engaged (PA Times)

• A Guide to Managing Your (Newly) Remote Workers (Harvard Business Review)

• 15 Questions About Remote Work, Answered (Harvard Business Review)

Webinar
• Six Keys to Maintaining the Engagement of a Remote Workforce



7. Ask for Feedback



Survey Categories

▪ My work

▪ Mission

▪ My team

▪ My supervisor

▪ Leadership and                   

managing 

change

▪ Training and development

▪ Resources and workload

▪ Pay and benefits

▪ Culture

▪ Diversity, equity                                  

and inclusion

▪ COVID-19



Engagement Culture 

Set of accepted 
organizational values, 

behaviors, and                     
practices that  

promotes increasing 
levels of engagement 

as a cultural norm 



Engagement Culture
Engagement business case broadly understood

Engagement linked to mission, critical business outcomes

Leaders/managers work together to drive engagement

Engagement visible across organization (not just HR program)

Engagement regularly measured/analyzed – and action taken

HR components linked to engagement

Robust communication strategy, especially by leaders



Some Keys to Maximizing Engagement

1. Provide strong and visible leadership

2. Communicate, communicate, communicate

3. Don’t neglect training and development

4. Focus on the mission and the work

5. Appreciate and recognize

6. Set expectations and provide tools

7. Ask for feedback



Key Take-Aways

Employee 
engagement 

drives 
performance

The world of work 
has changed

Engagement should 
be measured – and 

results acted on

Engagement efforts need to 
be tailored and adapted to 

the new workplace

Long-term goal –
create culture of 

engagement



Bob Lavigna

608-395-8472

rlavigna@cpshr.us

www.cpshr.us

mailto:rlavigna@cpshr.us
http://www.cpshr.us/

