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How to utilise technology to develop a  
talent management strategy to recruit, 
develop and nurture your top employees

Create an Effective Employee 
Engagement Strategy
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Your goal is to build a truly employee 
centric business  

After all, your employees are the ones that engage,  support and grow your existing customer base.  
They’re on the front line every day. And their thoughts and ideas are often the most effective at evolving 
your products and services based on customer feedback.

So why do so many fail to listen to the voices of their employees? Put quite simply, it’s always been 
extremely difficult to gain a simple view of their thoughts and feelings during the various stages of their 
employment journey.

To help, we have put together this quick reference guide to help you create an effective employee 
engagement strategy or to improve the processes you already have.

Having an effective strategy in place will help you recruit a higher quality of candidate, gain valuable insight 
into your existing employee base to support business growth, and ensure teams always perform at the 
top of their game.

This guide looks at the five areas that are key to most 
organisations’ talent management strategy. The guide 
provides an overview of the main areas; however, we fully 
understand that talent management means different things 
to different people and is often unique to each organisation.

In this guide, we will explore 5 areas:

  1   Talent Acquisition Strategy

  2   Workforce Analytics Challenges

  3   Employee Listening and 
Engagement Plan

  4   Performance Management Reports

  5   Independent Workers



3  |  CREATE AN EFFECTIVE EMPLOYEE ENGAGEMENT STRATEGY 

Making the difficult feel easy bell-integration.com

1. Talent Acquisition Strategy

HR professionals 
and hiring managers 
would not rehire four-
in-10 of their recent 
recruits, given the 
chance to do it again.

Strategy tips

 è Profile your existing employees. Then attract and hire candidates like your best employees. 

Previously, employee backgrounds, skills and character traits were held in dusty personnel files. But today, 
thanks to collaborative social platforms, profiles, skills and character surveys can all be created, shared and 
stored in one place. Making the job of finding out what a key employee looks like easier than ever before. 

 è Use social engagement tools to attract the right candidates to you rather than you seeking them. 

When candidates seek you out they’ve already decided they want to work for your organisation. Having done 
the research, they now fully understand the culture, reputation and values of the business – all before making 
first contact with you! If selected for the role, they’ve completed a journey they’ve been in control of, making 
them feel valued and creating a deep loyalty.

 è Have existing employees write an overview of what the role has to offer to excite and inspire new candidates. 

Allowing candidates to see what the role has to offer, but more importantly where it could lead them as a 
career, can often inspire candidates to complete the application process. Many successful organisations now 
allow potential applicants to see who already works there, making it easy to emotionally connect, learn and 
develop even before their feet are under the desk.

Dealing with employee churn is a real issue – in some industries 
(retail, customer service, hospitality) turnover rates of 30-40% are 
common and sometimes even accepted. These are extremes, but 
with significant effort required to attract, engage and on-board new 
starters many organisations cannot afford the time and expense to 
recruit the right talent.

The situation is getting progressively worse; many organisations 
are waiting till the last possible minute to advertise positions due to 
market uncertainty. This leaves a very short period for recruitment 
teams and hiring managers to look for those stand-out candidates. 

The most successful UK organisations are now evolving their 
recruitment departments to closely mirror their marketing team 
– delivering social strategies, attraction campaigns, building
employment brands and defining target audiences.
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Strategy tips

 è Ensure the application process is as smooth as possible.

Today’s applicants utilise laptops, phones and tablets to complete the application process. However, many job 
sites haven’t caught up with this new breed of candidate. Get your IT team to highlight where the majority of 
incomplete applications are occurring and review any roadblocks – you could be missing out on top talent by 
asking for too much information too soon.

 è The first few weeks are critical to align employee performance targets with business objectives by 
providing continued feedback.

Ensure your on-boarding strategy clearly explains the company’s culture, values and goals. Get this across as 
regularly as possible, ideally through a number of different communication methods – face-to-face, employee 
handbook, new starter communities etc.

 è It’s not all about acquiring the right talent – much of your existing talent is already within the business. 
Keep your top employees with market comparative pay and tailored rewards.

Employee surveys are important – management teams get a quick snapshot of what really matters to groups, 
teams and individuals. But equally important is the speed at which the executive team reviews and responds 
to the results. Having a system that can do much of the heavy lifting will ensure the employee voice is heard 
and responded to.

Business impacts

 è Staying abreast of the latest ideas in talent 
management can help your organisation lead 
in the market.

 è Identifying talent begins with defining what 
talent means to your organisation.

 è With the right development, your talented 
people can generate even more value for your 
organisation, now and into the future.

 è Data can help you understand which elements of 
talent management have the greatest impact on 
your organisation.

 è Recruiters would not rehire 39% of their recent 
hires if given the time again.
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2. Workforce Analytics Challenges

The potential of these 
new capabilities 
to improve HR 
effectiveness is 
bringing workforce 
analytics to the 
forefront of HR 
executives’ minds.

Strategy tips

 è Setting your direction and mission early.

To ensure your projects gets off to the best possible start, set a clear vision for the workforce analytics 
function. This takes time but it is important that the vision is laid out. Often the vision becomes tighter over 
the first 30, 60 and 90 days but it shows intent, direction and commitment. Once set, test it with the HR team, 
partners and executives, and refine if needed.

 è HR data often comes from a variety of sources. Identify what’s required and work with data owners to 
ensure access to data sources and continued accuracy.

Many organisations on the road to workforce analytics invest vast amounts of time trying to sort data into a 
perfect format, when in reality ensuring accuracy, mapping and architecting the existing data provides the 
greatest results. 

 è Don’t be scared of the data or the technology.

Analytics projects can seem daunting before the project kicks off but, like any large scale activity,  
it’s all about breaking it down into smaller more manageable tasks. Identify the skills your team already has, 
assign roles, allocate a project manager or team lead, and continually communicate internally and  
externally to build momentum.

The number of organisations adopting a data-led approach to 
decision making is rising. They’re utilising analytics to gain clear 
insight into what has historically happened within their business – 
and predictive analytics to guide them on what’s ‘likely’ to happen 
next.

However, HR leaders are also becoming interested in using workforce 
analytics to address internal issues – such as attracting and 
hiring the best candidates and managing employee attrition – as 
well as responding to external factors – like managing regulatory 
requirements and labour market issues.

The future of HR is going to involve analytics. It has to. The whole 
world is focused on data, data sources, and the analytics and the 
insight these offer. And forward thinking organisations are getting on-
board early to ensure they gain a competitive edge over competitors.
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Strategy tips (continued)

 è Never lose sight of the human element in analytics.

Once you’ve installed your system and used it in anger, you can really start utilising the insights you glean to 
make better, more informed business decisions. Talk to your executives about the high level findings. It’s fun 
work, it’s fascinating and it will really push your employees and your business to the next level.

Business impacts

 è 40% of organisations are limited by basic 
HR reporting capabilities.

 è Increased innovation is a top business challenge 
HR practitioners are looking to improve upon.

 è Less than 20% of organisations are able to apply 
predictive analytics to address people issues.
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3.  Employee Listening and Engagement Plan

Strategy tips

 è Embrace the consumer mindset.

Successful consumer brands actively solicit feedback on the consumer experience, and social media has made 
it easy to share opinions – good or bad. Understandably, employees want similar conversations within the 
workplace. They want to be able to rate their work experiences and share opinions about their employers, 
work environment and colleagues. Give employees a method to communicate – then shut up and listen.

 è Move beyond engagement to insight.

Get engagement right and organisational performance increases. But achieving this outcome depends on you 
fully understanding how your employees feel, both physically and emotionally. That means understanding the 
complex relationship between employees, managers and the organisation as a whole. Use technology to quiz, 
collate and report back on the results.

The need for action is the most important element for  
listening programmes.

Building a highly engaged workforce is more 
important  than ever before. It’s one of the key 
differentiators between a good company and an 
exceptional one – and why many organisations are 
investing in technology to listen to their employees.

Put simply, an engaged workforce is more 
productive and a clear ‘employee voice’ can be 
a great source of creativity and innovation. But 
organisations have to do more, it’s not simply 
enough to encourage employees to speak up 
about topics that matter to them. Businesses need 
to actively solicit, analyse and engage in ongoing 
conversations with past, present and even future 
employees.

Having a collective ‘employee voice’ can help 
leaders achieve diverse goals, identify innovation, 
prevent discord and improve productivity, as well 
as building a better connection to the organisation 
and its mission.

A new breed of technology now allows 
organisations to work more effectively with an 
increasingly vocal and dispersed workforce and 
gain valuable workforce insights – from spotting 
warning signs to garnering innovative ideas. 
Organisations can transform those ideas into 
actions to improve organisational knowledge, 
productivity and performance and, most 
importantly, deepen employee engagement.
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Strategy tips (continued)

 è Use a collection of tools to gain feedback.

Not every employee will want to participate, but using a number of different collection methods will ensure you 
spread your net as wide as possible. Census surveys, mini-polls, social analytics, wearable devices and beacon 
technology are just some of the ways of collecting data to analyse. The more data you capture, the more 
insight you can glean. 

 è Don’t force audience participation – inspire it.

Your employees are smart cookies, after all, they’re running your business. Explain the objectives and expected 
programme benefits to inspire their participation. FORT (Feedback, Opt-in, Reciprocal, Transparent) is a good 
model to gain buy-in. Once your employees are on board it’s just a case of selecting your engagement tool and 
matching your data sources.

Business impacts

 è 83% of surveyed employees said they would 
participate in an employee listening programme. 

 è 62% of baby boomers surveyed believe 
management will act on their input, compared to 
78% of Millennials.

 è HR practitioners who use multiple listening 
methods rated their organisational performance 
and reputation 24% higher than those who do 
not.
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4.  Performance Management Reports

Strategy tips

 è Engage with your employees to find out the type and volume of feedback they desire.

It seems obvious, but the age, sector and type of business you run often dictates the style of feedback your 
employees are looking for. Consult with them, find out what the majority want, set a programme up, and work 
on a strategy to bring exceptions into the new programme – or adapt the plan to cater for the odd few that 
don’t fit the mould.

 è Consider the global approach to technology.

Some industries and countries use technology for feedback more extensively than others. It’s a trend that 
appears to be aligned with their use of technology in general. No surprise here, but worth noting.

 è Multiple use of technology for increased engagement.

The use of technology, and the variety of different forms of technology used to collect and deliver feedback, 
has a positive effect on job satisfaction, employee engagement, recognition and managers’ feedback 
effectiveness. So the point is – use verbal, written, social, collaborative, online and offline tools to give and 
receive feedback.

Organisations 
that are using 
multiple channels 
for performance 
feedback are seeing 
higher engagement, 
greater job 
satisfaction and an 
enhanced feeling of 
recognition amongst 
employees.

To get the most out of a business, employees need effective feedback 
– it improves their work performance which, in turn, drives business 
growth. Feedback helps reduce ambiguity and uncertainty about 
what goals to pursue, delivers understanding on what behaviours are 
required for success, and provides insight on how others view and 
evaluate one’s performance. 

Traditionally, performance feedback has been delivered face-to-face 
in regular or semi-regular appraisals. But many organisations find this 
traditional approach destroys morale, kills teamwork and hurts the 
bottom line. 

Innovative organisations are now moving to a more collaborative way of 
providing feedback, using a variety of new media and technologies. This 
media-rich working environment is leading to more regular interactions 
and improving social emotional communications – which all adds up to 
a better feedback experience for the majority of employees.

In general, employees believe frequent appreciation and coaching 
feedback helps their professional growth and work performance.
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Business impacts

 è 59% of employees report receiving performance 
feedback via one or more technologies.

 è Manager feedback effectiveness increased 36% 
when four or more technologies are used.

 è Workers who use technology for feedback 
are more satisfied, more engaged, feel more 
recognised and have higher opinions of their 
managers.
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5. Independent Workers

Strategy tips

 è Engage with your employees, contractors, freelancers and consultants with one voice.

But importantly treat them differently, according to their individual needs and desires – but using the same 
rule book. Sounds complex, but HR professionals just need to let the conversations develop organically.

 è Foster collaboration between independent workers and regular employees. 

It’s a common misconception that independent workers are less inclined to work towards a common goal. 
Organisations that give contractors, freelancers and consultants full access to information related to 
their projects find they pick up the baton – and run with it. They’re motivated by, and appreciative of, the 
information share and will dip in and out of the information flow as needed.

 è Cultivate autonomy among your employees.

Facilitating autonomy through job enrichment interventions, such as shadowing or job rotations, allows 
all employees to fully understand the value of the projects they deliver and work harder to ensure the end 
customer is fully satisfied. Working toward an online job board is fast becoming the norm for market-leading 
organisations, as it offers employees a degree of choice and variety that brings everyone together to succeed.

The traditional employee/employer relationship is evolving. 
Businesses have had to become more agile to survive and, as a 
consequence, their approach to working patterns has changed. 
We’re seeing more zero hour contracts, more consultants and more 
strategic partnerships to mitigate as much risk as possible.

This poses its own set of unique challenges. How do you engage 
with a large group of diverse workers in varying countries, on varying 
contracts, especially when some aren’t technically employed by you? 
One approach is to allow everyone to collaborate at their own pace. 
It allows zero hour contract workers to feel part of the team, even if 
they’re not currently being utilised. Meanwhile, independent workers 
can utilise their autonomy as much as they desire – increasing their 
satisfaction, pride, advocacy and commitment toward you. And you 
can grant access, suspend or delete the access of strategic partners 
as and when relevant.

Employee engagement has always been a common goal of 
HR practitioners, managers and business leaders across the 
organisation. Because engaged and satisfied workers perform better, 
which is good for business results.

Organisations 
that are using 
multiple channels 
for performance 
feedback are seeing 
higher engagement, 
greater job 
satisfaction and an 
enhanced feeling of 
recognition amongst 
employees.
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Business impacts

 è Independent workers are more engaged than 
regular employees.

 è Setting their own work schedule is top of many 
employees’ wish list.

 è Fostering collaboration between independent 
workers and regular employees using social 
technologies is on the rise.
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Next Steps

This is a lot to take in, and this guide will not have answered all of your questions. 

To find out more, simply drop us an email using the link below and one of the 
team will be in touch to set up a simple review to discuss any questions you have.

See how Bell Integration can help your business succeed. Please contact us on

marketing@bell-integration.com  
or visit www.bell-integration.com
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