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Abstract
Purpose: Analysis of the shift from Employee Engagement 
to Employee Experience, its effect on Organization Efficien-
cy, and impact on Employee Advocacy. It aims to reframe 
human resource practices that fit better in the modern work-
place.
Design/Methodology: Conduct Survey with early adopt-
ers or in the stage of adopting Employee Experience concept 
across different sectors and Systematic & A critical review of 
Literature on Evolution, Global trends & Impact of Employee 
Experience.
Findings: Employee Experience leads to great customer ex-
perience, which creates loyal customers and stronger finan-
cial results, resulting in Employee Advocacy and Employer 
Branding.
Practical Applications: Employee Experience is considered 
the most trending HR practice and has implications on the 
workplace’s physical, technological & cultural environment.
Originality Value: To retain the multigenerational workforce, 
we need to bring personalization in experiences across differ-
ent stages of the employment cycle & employee-first approach 
rather than the traditional customer-first approach.

Keywords
COVID-19, Employee Engagement, Moments That Matter, Em-
ployee Advocacy, Workplace Experience, Performance

Imprint
Madhura Ahire, Vinita Sinha. After-COVID era: Workplace 4.0 
as the new revolution of employee experience. Cardiometry; 
Issue 23; August 2022; p. 272-282; DOI: 10.18137/cardiome-
try.2022.23.272282; Available from: http://www.cardiometry.
net/issues/no23-august-2022/after-covid-era

1 Introduction 
As society changes, so do the business world, each 

day moving towards being more adaptable, global, and 
diverse in terms of its workforce. In this ever-chang-
ing world, where the organizations strive towards a 
boundary-less abode, it has become challenging to 
engage, enhance, and retain the workforce. The dig-
ital age defines the concept of workplace 4.0. With 
advancements in technology and globalization, the 
concept of a workplace has changed dramatically [1]. 
Technology has allowed people to work remotely and 
hire talent from other countries, which was not pre-
viously the case a few decades ago. In workplace 4.0, 
getting teams digitally proficient and growing their 
capabilities with the correct communication technol-
ogy has become a pressing need. “Over the last two 
decades, we have seen a shift from satisfied employees 
to dedicated employees who are not prone to turn-
over, but who are deeply invested in the organization’s 
mission and success, and who frequently serve as the 
driving force behind it.”, according to Buckingham, 
Avery [2].

“For the first time, we have four generations work-
ing side by side - traditionalists, baby boomers, Gen-
eration Xers, and Millennials – each with its own set of 
expectations for the workplace,” as stated by Plaskoff. 
Employee Experience becomes a crucial notion be-
cause of the necessity to reinterpret policies to im-
prove the link between the staff and the organization 
[3]. The focus must move from traditional “transac-
tional” human resource strategies to “transformation-
al” human resource strategies that focus on individu-
al employee’s needs, wants, anxieties, and emotions.” 
Employee experiences have a direct impact on em-
ployee satisfaction, engagement, commitment, and, 
ultimately, performance.” The employee journey has 
many milestones and interactions (or touchpoints). 
The quality of employee experiences directly impacts 
employee satisfaction, engagement, commitment, 
and, in the end, performance”, as stated by Plaskoff 
[4]. “They are delighted if the employees come first. A 
motivated employee well serves a consumer. The cus-
tomer is satisfied, so they return, which benefits the 
shareholders. It is not one of history’s great mysteries; 
it is just the way things work”, as observed by Herb 
Kelleher, Freberg, Jackie, and Kevin Freberg; Roderic 
Yapp; Curt Fowler; Anderson.
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“The shift to EX is rooted in a silent revolution 
taking place in organizations around the world as 
companies transition from treating humans as as-
sets or capital (Engagement) to treating them as hu-
man beings (Employee Experience) [5], from forcing 
them to submit to and work within certain processes 
and norms (managing assets) to understanding and 
designing solutions around them (Employee Experi-
ence). Yasaman Gheidar and Mehdi Shami Zanjani; 
Frank Van Den Brink, Jacob Morgan, Nelson, Elliott, 
and Hannah Doman; Connect with Content: our top 
three on #TheFutureOfWork to read while in ‘vaca-
tion mode,’ 2018. “Several studies from leading en-
gagement research, declining all confirm engagement 
scores firms, Gallup, Aon Hewitt, Hay, Mercer, Willis 
Towers Watson, Bersin over several decades” Frank 
Van Den Brink; Jacob Morgan, Nelson, Elliott, and 
Hannah Doman; Connect With Content: our top 3 on 
#TheFutureOfWork to read while in ‘holiday mode,’ 
2018). It will no longer be enough to focus solely on 
employee engagement [6]. “EX and Engagement are 
constructed in various ways. EX is based on Design 
Thinking, which entails corporations watching and 
observing employees and asking them open-ended 
qualitative questions: What is most important to you 
rather than speculating? Is X more important than Y? 
When it may be none of the above. Employee Journey 
prototypes are built and tested by EX Pioneers. EX, 
like CX, incorporates the Net Promoter Score into the 
equation” Jacob Morgan, Nelson, Elliott, and Hannah 
Doman; Frank Van Den Brink; Plaskoff [7]. Accord-
ing to a study, Barrett observed, “a great employee ex-
perience leads to higher revenues.” Employee engage-
ment is a mentality that starts at the top and works its 
way down. An organization hopes that employees will 
choose to connect with the company’s ideals, culture, 
work, and outcomes. Employee experience, on the 
other hand, is a bottom-up notion, in which process-
es, locations, and workflow are tailored to the employ-
ees’ pre-existing preferences.” Nordstrom, David Sturt, 
and Todd) [8].

In comparison to other criteria, organizations have 
begun to consider that devoted, engaged, and happy 
employees substantially affect organizational perfor-
mance. “The establishment of a positive employee 
experience begins in the pre-employment stage when 
the company communicates work schedules, advance-
ments, expectations, remuneration, and obligations to 
applicants through job ads and interviews. Employee 

experience tactics aid all employer branding, recruit-
ment, organizational rankings, and performance; 
therefore, keeping this in mind, this study will high-
light the value placed on employees as advocates for 
their employers [9].

2 Literature review
Jacob Morgan has explained the Evolution of Em-

ployee Experience. It started from Utility Stage where 
the basic needs to work, i.e., chair, table, basic tools, 
etc. Then, it moved to the Productivity stage where 
certain processes started to automate, or efficiency of 
tools was improved to work faster & better. The third 
stage was engagement, where annual surveys started 
to analyze if employees were happy to perform better 
[10]. The Fourth stage is the move towards Employee 
Experience, where culture, technology & space be-
came the focus. As per the specialists, in the fourth 
industrial revolution, the labor market will have an 
excess of workers, and a deficit of those talents that 
poses the right competencies for specific job openings. 
“although the return on sales and return on assets can 
be contributed by many variables, positive employ-
ee experience and engagement play an instrumental 
role in influencing these metrics, as well as have as-
sociations with lower attrition, discretionary behavior, 
an individual worker performance,” as researched by 
Ibm.com, Gupta [11].

Instead of inside-out thinking, i.e., company first 
and then customers, there is a need for outside-in 
thinking, which involves starting with the customers 
by empathizing their needs and designing strategies 
accordingly, as studied by Manning, Bodine, and Bern 
off. “Years ago, companies focused on customer expe-
rience and delivering the best experience to remain 
competitive and profitable in the market.” “Employee 
engagement deals with what is already done and how 
satisfied employees are, whereas employee experience 
is about creating a human experience through design 
thinking, journey mapping, and completely custom-
ized as per organization’s needs [12]. The environmen-
tal factors comprising employee experience include 
physical, technological, and cultural, as recorded by 
Grover, Gupta. The cultural aspect defines an employ-
ee’s feelings at work and is attributed to the organi-
zation’s leadership, hierarchy, and structure. Techno-
logical environment entails the tools used in carrying 
out work, such as mobile devices, software, computer, 
etc. Lastly, as Grover explains, the physical environ-
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ment includes all that can be tasted, touched, smelled, 
heard, or seen, e.g., the workplace infrastructure [13]. 
“The moments that matter is the special moments that 
individual experiences in his journey of life, which 
are very important and influential and hence should 
be celebrated as Workplace & Workforce becomes the 
second Home & Family because of the long duration 
of time we spend in a day (Morgan, How to Win the 
War for Talent by Giving Employees the Workspaces 
They Want, the Tools They Need, and a Culture They 
Can Celebrate 2017), according to Jacob Morgan. “The 
employee experience, however, is an extensive view of 
the relationship between the individual and the orga-
nization and includes the entire employment journey; 
right from the application process and continues even 
after being separated,” as observed by Soumyasanto 
Sen [14].

3 Research methodologies
• Research objective: To analyze the effect of em-

ployee experience on organizations’ financial 
metrics and its correlation with processes across 
different stages in the employee lifecycle and Em-
ployee Advocacy [15]. The impact of a few demo-
graphic variables on EX will also be explored in 
this research. The research is a mix of primary & 
secondary data-based research. I have used a ques-
tionnaire to collect the primary data & Literature 
review on Evolution, the latest trends & the Impact 
of Employee Experience.

• Sampling: The Questionnaire was distributed to 
160 people. We got responses from 132 employees, 
which belong to 48 companies spread across differ-
ent sectors and sizes. Either the respondents belong 
to the human resource department or are normal 
employees to get a complete view of the employee 
experience. Not all employees are aware of the con-
cept of its existence within the organization. These 
business organizations belong to various industries 
that either was early adopters or are planning to 
adopt Employee Experience [16]. 

• Analysis tools: My primary research involves 
quantitative data. Hence, statistical analysis will be 
conducted to check the relationship between vari-
ous variables. Using SPSS software, the correlation 
was measured by conducting Pearson correlation 
analysis and understanding the impact and link 
between selected variables; regression analysis was 
used. 

4 Data Analysis and Interpretation

4.1 Reliability statistics test
In order to check the reliability of our data, the 

SPSS tool is used to find the value of Cronbach’s alpha. 
The Number of Items exhibits total questions asked to 
measure Employee life cycle processes and Employee 
Advocacy. Alpha measures the Consistency between 
the responses given by the respondents. Data is con-
sidered reliable if the value of Cronbach’s alpha is more 
than 0.6.

Variable 1: Employee Life Cycle Processes
BEST START:  1) Job Application to Onboarding
MEANINGFUL  2) Training & Development
GROWTH:  3) Career Growth & Development
BEST BOND:  4) Relationship with manager & 
 senior leaders
WE OWE YOU:  5) Rewards & Recognition
 6) Are you heard? (Feedback & 
 suggestions)
 7) Moments that Matter
BEST MEMORIES:  8) Exit 

Dependent: Employee Experience 
Table 1 shows Employee Life Cycle process vari-

ables are reliable as our “Cronbach’s Alpha score is 
.73,” which exceeds .60.

Table 1
Employee life cycle process

“Reliability Statistics Test”
“Cronbach’s 

alpha”
“Cronbach’s alpha Based on 

Standardized Items.” “N of Items”

.734 .734 8

Variable 2: Employee Advocacy
Dependent: Employee Experience 
Employee Advocacy: 
1) How likely are you to refer someone to work in 

your organization?
2) How proud do you feel about being associated 

with the organization?
Table 2 shows Employee Advocacy variables are reli-

able as “Cronbach’s Alpha score is .64,” which exceeds.60.
Table 2
Employee advocacy variables

“Reliability Statistics Test”
“Cronbach’s 

alpha”
“Cronbach’s alpha Based on 

Standardized Items.” “N of Items”

.649 .651 2



Issue 23. August 2022 | Cardiometry | 275

4.2 Impact of demographics on employee 
experience

Ho: There is no significant difference in employee 
experience across different age groups.

H1: There is a significant difference in employee 
experience across different age groups.

ANOVA test is used to test the Hypothesis.
Table 3 shows the Employee experience and age. 

Table 4 Shows the F (3, 128) = 1.743, p-value = .161, 
which exceeds 0.05, hence the alternate hypothesis is 
rejected. Therefore, no significant variation is found in 
employee experience across different age groups.

Ho: There is no significant difference in employee 
experience between genders.

H1: There is a significant difference in employee 
experience between genders. 

Table 6 shows the F (2, 129) = .508, p-value = .603, 
which exceeds 0.05, hence the alternate hypothesis is 
rejected. Therefore, no significant variation is found in 
employee experience between Genders. Table 5 shows 
the Employee Experience and Gender

Ho: There is no significant difference in employee 
experience between Marital Status.

H1: There is a significant difference in employee 
experience between Marital Status

Table 8 shows F (2, 129) = .156, p-value = .855, 
which exceeds 0.05, hence the alternate hypothesis is 
rejected. Therefore, no significant variation is found in 
employee experience between Marital Status. Table 7 
shows the Employee experience and marital status

Ho: There is no significant difference in employee 
experience across Employment Experience.

H1: There is a significant difference in employee 
experience across Employment Experience

Table 10 shows the F (3, 128) = .602, p-value = .615, 
which exceeds 0.05 hence the alternate hypothesis is 
rejected. Therefore, no significant variation is found 
in employee experience across years of Employment 
Experience. Table 9 shows the Employee experience 
and years of employment experience.

4.3 Impact of employee life cycle processes 
variables on employee experience

4.3.1 Analysis of Correlation between Variables
It is used to measure the association of variables. 

Correlation Analysis between Employee Experience 

Table 3
Employee experience and age

Please select the age range you belong to Mean N Std. Deviation Variance
25-35 3.64 42 .692 .479
35-50 3.42 38 .793 .629
50 & above 3.75 12 1.422 2.023
Below 25 3.30 40 .687 .472
Total 3.48 132 .815 .664

Table 4
ANOVA table

“Sum of 
Square”

“df” “Mean 
Square”

“F” “Sig.”

How satisfied are you with your 
Employment Experience? Please select 
the age range you belong to

Between Groups (Combined) 3.414 3 1.138 1.743 .161
Within Groups 83.556 128 .653
Total 86.970 131

Table 5
Employee experience and gender

Please select your 
gender

Mean N Std. Deviation Variance

Female 3.40 57 .799 .638
Male 3.54 70 .811 .658

Prefer not to say 3.60 5 1.140 1.300
Total 3.48 132 .815 .664
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and different processes in the employee life cycle is 
shown in Table 11.

Job application to Onboarding and Relationship 
with Senior Leaders are the Employee Life Cycle vari-
ables that are not correlated statistically with Employ-
ee Experience as the significance value for these is 
greater than 0.05, whereas the other six variables, i.e., 
Training and Development Career Growth and De-

velopment, Rewards and Recognition, Moments that 
Matter, Feedback and Suggestions, and Exit Experi-
ence are the Employee Life cycle variables that show a 
statistical correlation with Employee Experience. The 
significance value for these variables is less than 0.05. 
From 132 survey responses, amongst these six vari-
ables, Rewards and Recognition shows the strongest 
statistical correlation with Employee Experience be-

Table 6
ANOVA table

“Sum of 
Squares”

“df” “Mean 
Square”

“F” “Sig.”

How satisfied are you with your 
Employment Experience? Please select 
your gender

Between Groups (Combined) .679 2 .339 .508 .603
Within Groups 86.291 129 .669
Total 86.970 131

Table 7
Employee experience and marital status

Please select your marital status Mean N Std. Deviation Variance
Married 3.47 51 .857 .734
Separated 3.67 6 .816 .667
Single 3.48 75 .795 .631
Total 3.48 132 .815 .664

Table 8
ANOVA table

“Sum of 
Squares”

“df” “Mean 
Square”

“F” “Sig.”

How satisfied are you with your 
Employment Experience?
Please select your marital status

Between Groups (Combined) .210 2 .105 .156 .855
Within Groups 86.759 129 .673
Total 86.970 131

Table 9
Employee experience and years of employment experience

Please select your years of Employment Mean N Std. Deviation Variance
0-2 yrs 3.52 25 .714 .510
15 years & beyond 3.57 7 .535 .286
2-5 yrs 3.55 66 .727 .529
5-15 yrs 3.32 34 1.065 1.135
Total 3.48 132 .815 .664

Table 10
ANOVA table

“Sum of 
Squares”

“df” “Mean 
Square”

“F” “Sig.”

How satisfied are you with your 
Employment Experience? Please select 
your years of work experience

Between Groups (Combined) 1.211 3 .404 .602 .615
Within Groups 85.759 128 .670
Total 86.970 131
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cause the value of Pearson’s Correlation is .436. Hence, 
there is a strong relationship between these six vari-
ables with Employee Experience. An increase in score 
across these processes would mean an increase in the 
scores of Employee Experience.

4.3.2 Analysis of Impact Using Regression Tool
Table 1 show that there are eight predictors in the 

study. These eight variables help in predicting the de-
pendent variable, i.e., Employee Experience. The value 
is 0.483 means that the model accounts for 48.3% of 
the total variability, and the predictors can be used to 
predict employee experience as shown in Table 12.
Table 12
Summary

“Model” “R” “R Square” “Adjusted 
R Square”

“Std. Error 
of the 

Estimate”
1 .671a .527 .483 .690

Table 3 shows the ANOVA test to verify if the vari-
ables can significantly predict their impact on employ-

ee experience. From the above table, the p-value .000, 
which is less than 0.05, appropriately shows the perfect 
significance required to predict its impact on the de-
pendent variable as shown in Table 13.
Table 13
ANOVAa

“Model” “Sum of 
Squares”

“df” “Mean 
Square”

“F” “Sig.”

“Regression” 28.402 8 3.550 7.456 .000b
Residual 58.568 123 .476
Total 86.970 131

4.4 Impact of employee advocacy variables 
on employee experience

It was shown by Melián-González & Bul-
chand-Gidumal that “endorsement as an employer 
of choice has a substantial effect on an organization’s 
ability to attract talent as well as improve sales.” “Sug-
gest that positive employee WOM on Glassdoor or 
any other crowd-sourced employer branding web-
site causes a company to be seen as a good place to 

Table 11
Correlation between employee experience and employee life cycle
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work, and employees feel pride in being a part of that 
organization,” as stated by Melián-González & Bul-
chand-Gidumal. In order to demonstrate their quality, 
organizations use rankings. 

“Identifying the unique work experience by an-
alyzing the whole of tangible and intangible reward 
elements that a particular firm gives to its employees 
is what employer branding is all about.”, as observed 
by Edwards, Tereza Semerádová, Pet Weinlich, Pet 
Weinlich, Pet Weinlich, Pet Weinlich, Pet Weinlich, 
Pet Weinlich, Pet Weinlich, Pet Weinlich, Pet Wein-
lich, Pet Weinlich. As a result, the hiring quality will 
improve, the number of job applications will increase, 
and current employees will be retained.

There were two questions in the survey to analyze 
Employee Advocacy and one Question to Rate the 
overall Employee Experience. These three questions 
are used to identify the correlation amongst these vari-
ables. The first tested relationship was between Em-
ployee Experience & Employee Reference. The value 
of p <0.01, hence correlation is statistically significant 
between Employee Experience & Employee Reference. 

The second tested relationship is between Employee 
Experience & Proud feeling of being associated with 
the organization; the value of p <0.01, correlation is 
statistically significant; Pearson’s correlation for Em-
ployee Experience and Employee Referrals is equally 
high, i.e., .515. A strong relationship would mean that 
an increase in score for Employee Advocacy increases 
the scores of Employee Experience and vice versa as 
shown in Table 14.

4.4.1 Analysis of impact through Regression
Table 1 show that there are two predictors in the 

study. The value is 0.491, which shows that the model 
accounts for 50% of the total variability as shown in 
Table 15. The predictors can be used to predict em-
ployee experience. Table 2 shows the ANOVA test to 
verify if the variables can significantly predict their 
impact on employee experience. From the above 
table, the p-value .000, which is less than 0.05, ap-
propriately shows the perfect significance required 
to predict its impact on the dependent variable as 
shown in Table 16.

Table 14
Analysis of correlation between variables

How likely are you to 
refer someone to work 
with your organization?

How satisfied are you 
with your Employment 

Experience? 

How proud do you feel 
about being associated 
with the organization? 

How likely are you to 
refer someone to work 
with your organization?

Pearson Correlation 1 .515** .482**
Sig. (2-tailed) .000 .000
N 132 132 132

How satisfied are you 
with your Employment 
Experience?

Pearson Correlation .515** 1 .590**
Sig. (2-tailed) .000 .000
N 132 132 132

How proud do you feel 
about being associated 
with the organization? ( 
1 being low)

Pearson Correlation .482** .590** 1
Sig. (2-tailed) .000 .000
N 132 132 132

Table 15
Model summary

“Model” “R” “R Square” “Adjusted R Square” “Std. Error of the Estimate”
1 .646a .417 .491 .627

Table 16
ANOVAa

“Model” “Sum of Squares” “df” “Mean Square” “F” “Sig.”
“Regression” 36.262 2 18.131 46.124 .000b
“Residual” 50.708 129 .393
Total 86.970 131
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5 Discussions

5.1 Moments that matter
Maya Angelou, an American poet, said, “People 

will always remember how you make them and feel” 
Employee Experience is how organizations treat their 
employees and how they feel about their employment 
journey. It helps to Attract, retain & drive perfor-
mance. “The ‘Employee Experience 2020’ report by 
EX Leaders the network defines a Moment That Mat-
ters (MTM) as a transformative point in time within a 
journey, where someone does something that changes 
and makes a lasting impression on how you feel about 
them and by extension, the organization”, as researched 
by Shweta Modgil, 2020; Elliott Nelson and Maria Nei-
cu as shown in Figure 1. Moments vary across various 
employee segments, such as age, gender, generation, 
and geography. Below are the results of our survey re-
sponses concerning Moments that Matter:

53% Organizations Experimenting with Moments that Matter

Celebrating Moments that Matter is Importante
77%

Fig. 1. Employee experience 2020

Organizations need to start focusing on moments 
that matter and build one specific for the organiza-
tion and personalized based on various employee seg-
ments to which employees belong. It will come when 
Organizations start focusing on experiential rewards 
& recognition, attention to feedback and suggestions, 
and designing interventions by thinking from an em-
ployee’s perspective. The blurring of our personal and 
work lives during the current times means that these 
moments also transcend these boundaries. Employ-
ee experiences have always been dominated by orga-
nizations’ investment in building fancy office décor, 
attractive chairs & sports arena, and a great cafeteria. 
Workplace 4.0 will help companies understand that 
employee experience cannot be limited to these things 
only. It is time to create a more meaningful and lasting 
emotional connection between the employee and their 
employer. Moments that matter can include things 
such as your first day at work decided to get married, 
having a child, first-time manager, leaving the compa-
ny, or anything in between. To bring in personaliza-
tion, organizations should build Employee Personas 

& craft strategies to improve these decisive moments, 
which has become more important in digital/online 
space & social distancing.

5.2 The shift towards flexible and virtual 
workplaces

In the era of Industry 4.0, the concept of the work-
place is also undergoing a major transformation. 
Workplace 4.0 is not restricted to the physical infra-
structure of work. However, due to advancements in 
technology, it has now become virtual. Digital devel-
opment has affected employees’ work style and espe-
cially the place from where they want to work. “Thanks 
to technological innovation, individual productivity, 
and business productivity now overlap, and it is not 
only our working methods and hours that are chang-
ing, but also the workplace itself, both in terms of fru-
ition and dimension,” as studied by Zanotti. “Culture 
is fast becoming the new infrastructure for work,” as 
recorded by Jeanne Meister. The success of this work-
place 4.0 will depend upon the effective collaboration 
between HR- and IT. Every employee should be given 
access to required tools and applications, which will be 
available anywhere and on any device since the usage 
of smartphones is increasing. Today, it is difficult to 
draw boundaries between work and leisure time, be-
tween the office and home, freelancers, and employ-
ees, which has resulted in the move towards work-
place 4.0. Survey Response for Level of Engagement in 
Work from Home Environment (Past three months) 
as shown in Figure 2

Not affected, as an organization is doing enough 
for employee well being & job security 

There is uncertainty about my job & lack of 
transparency is leading to negative emotions. 

Work from home is leading to burnout 
security. 

Efforts are put by the organization has for 
smooth virtual experience security. 

29%

36%

12%

23%

Fig. 2. Survey response for level of engagement in work from 
home environment

The Speed of the Internet and various tools and 
technology, and data security can be the challenges of 
implementing Workplace 4.0. Flexibility remains the 
most popular and often requested work-life benefit. 
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Apart from this, organizations benefit by saving huge 
real estate investment costs and expenses incurred to 
maintain & use it daily, flexibility & access to hiring 
talent worldwide. As per the survey analysis, 27 % be-
lieve Work from Home will be the future. It will help 
in work-life integration, 52% believe it is the future of 
work, but it will be stressful & affect the productivity 
& efficiency of work, 21% believe this is temporary, 
and things will be back to normal post-COVID-19. 
Figure 3 shows the Motivation to work for an organi-
zation.

33%

29%

24%

11%
3%

Worklife balance

Meaningful & challenging work assignments

Compensation

Support in career development

performance feedback and social recognition

Fig. 3. Motivation to work for an organization

5.3 Impact of employee expert on financial 
performance

“The unprecedented nature of the corporate world 
brought about by the fierce global competition, and 
the rapid technological changes have steered the 
growth of market analysis for the adoption of sound 
business strategies,” according to Cadogan, cited Din 
et al. The study conducted by the IBM team examin-
ing the association between employee experience and 
organizational business outcomes, it was found that 
organizations, which have high scores on employee 
experience index accrue a high performance in the 
market (Ibm.com, 2019). In a study, Juneja, highlights 
“Increased Productivity, Lower Employee Turnover, 
and Improved Customer Satisfaction are factors that 
lead to enhancing financial performance.”

As per our Survey Analysis, 53% of Respondents 
said employee experience is very important, 33% be-
lieve it will gain importance in the next few years, and 
only 14% felt it is not relevant. 55% of the respondents 
said they have EX teams, heads, or initiatives in their 
organizations. Out of the Respondents, which do not 
have this concept implemented in their organizations, 
56% plan to implement it shortly. 

The challenges faced in implementing or imple-
menting employee experience concept are as follows: 
28% - Lack of Employee Experience Expertise, 42% 
- Difficult to change the culture & leadership mind-
set,17% - Involvement of functions outside HR (IT, 
Marketing, etc.) and 14%- Complex organization 
structure.” Organizations that score in the top 25% on 
employee experience report that they see nearly three 
times the return on assets as those in the bottom quar-
ter” according to research ( IBM Smarter Workforce 
Institute and the Global Workforce). “The same group 
also reports having twice the return on sales, which 
is the efficiency at which organizations generate prof-
its from revenues” ( IBM Smarter Workforce Institute 
and the Global Workforce).11% of Respondents felt 
that Employee Experience would help in achieving a 
Competitive Advantage (EVP).49% felt it would result 
in higher employee commitment & loyalty, 34% felt 
it would help enhance Productivity & Efficiency, and 
6% felt that it would help organizations attain Business 
Growth & Profit.

Following are the results of research conducted 
by Jacob Morgan of comparisons between companies 
with Employee Experience vs. non- Employee Experi-
ence companies:
• “EX companies are 4.5x more frequently listed on Most 

Innovative Companies lists by Fast Company, Boston 
Consulting, and Forbes than non-EX companies

• 6x more frequently listed on Glassdoor’s Best Places 
to Work, Fortune’s 100 Best Companies for Millen-
nials, and LinkedIn’s Most in Demand Employers

• 3x more frequently listed on Brand Z and Forbes’ 
“Top Brand Value” companies

• 40x more frequently on the list of Exponential Or-
ganizations (companies whose impact is dispropor-
tionately large – 10x larger - vs. other organizations)

• 4.4x Average Profit vs. non-EX companies
• 2.9x Average Revenue per employee vs. non-EX 

companies
• 4.3x Profitability vs. non-EX companies” (Jacob 

Morgan; Nelson, Elliott, and Hannah Doman; 
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Frank Van Den Brink, 2017; Lesley, 2018); (Vieira 
dos Santos, 2018);(Why Invest In Employee Expe-
rience? Six (Proven) Reasons, 2020)

6 Recommendations

6.1 Use of analytics and design thinking
In order to gain maximum benefit from employee 

experience, organizations should start implementing 
the use of people analytics to analyze the preferences of 
employees accurately. In Design, thinking work is not 
just a source of employment, but it is a life journey of 
employees acting as heroes of their journeys. It helps in 
creating personalized experiences based on the unique 
demands of organizations. Design Thinking was used 
by EX pioneers, e.g., Google, LinkedIn, ING. It starts 
with observing, conducting empathy interviewing, and 
listening through multiple channels. After identifying 
patterns, experiences are designed by creating employ-
ee personas. Solutions are then tested and prototyped, 
which finally transforms into a Digital People Strategy.

6.2 Change in organization culture
Organizations will have to make changes in cul-

ture and involve empathy. Thinking from employees’ 
perspectives and designing strategies accordingly will 
help solve major people problems faced in organiza-
tions. Journey mapping can identify employee touch-
points across different stages of the employee lifecycle 
and implement changes or initiatives to enhance the 
employee experience. Support from top leadership 
will be required to bring changes in the Change in the 
organization culture.

6.3 Building agile teams and not restricting it 
to HR only

Building agile teams would be of utmost impor-
tance to respond faster and efficiently to the changing 
needs of employees. Employee Experience cannot be 
achieved by working in silos. It is the responsibility of 
HR departments and involves the organization at large. 
It will require the HR department to partner with Mar-
keting & IT departments to successfully implement 
Employee Experience and make it sustainable.

6.4 Developing expertise through customer 
and user experience

Organizations, which are in the early stages of 
planning to implement employee experience, should 

gain expertise by understanding concepts like user & 
customer experience. The concepts like customer life 
cycle, customer journey mapping quality of the user’s 
interaction with and perceptions of his experience can 
be implemented in employee experience.

6.5 Focus on total well-being
The definition of well-being needs to be relooked 

at in terms of HR benefits. The Employee well-being 
concept should not be limited to medical reimburse-
ments but should involve a total well-being package. 
It should cover the mental & emotional, physical, and 
financial well-being of employees. It will help boost 
employees’ morale, which will result in highly moti-
vated & committed employees, reduce absenteeism, 
and improve productivity and efficiency, leading to 
organizational success.

7 Limitations

7.1 Less research is done 
on employee experience

As compared to other HR subjects, Employee Ex-
perience is yet to be explored fully by researchers. 
There are few books and articles on Employee Experi-
ence, but empirical research is very limited.

7.2 Research method and sample size 
Due to the limited amount of time, I was able to 

collect only 132 responses. For primary research, only 
a questionnaire survey was used. The objectives of this 
research, it was satisfactory. However, I was unable to 
draw an inference on, e.g., variations between sectors 
and organizations. For future research, a larger audi-
ence should be targeted to analyze better these differ-
ences also cover a certain percentage of sample size 
by conducting in-depth interviews. There is a further 
scope of research using more demographics and larger 
sample size to understand its effect on employee ex-
perience.

8 Conclusions
“Treat your organizations more like a laboratory 

and less like a factory. Factories are linear and pro-
cess-centric; they are all about the status quo Lab-
oratories, on the other hand, embrace failure; they 
test ideas, use data, and constantly experiment with 
things. As stated by Jacob Morgan, Bhavana Sarin, 
Yasmin Taj, your organization must be an employee 
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experience laboratory”. We need to shift our focus 
from traditional HR practices of systems, policies, 
and rules to science, psychology, and neuroscience to 
understand how and why human functions the way it 
does. To make Workplace 4.0 a success, Organizations 
will have to focus on Moments that Matter and build 
a strong digital people strategy so that the connection 
and bond are maintained virtually. The employee Ex-
perience concept starts right from the job application 
stage until the alumni relations stage. By using Em-
pathy, Agility, and Design Thinking, Organizations 
will be able to better meet the perceived expectations 
criteria of employees at every stage. As discussed, it 
becomes important to focus on employee experience, 
which impacts employee advocacy. Employees are the 
biggest cheerleaders and ambassadors for any organi-
zation, which helps employers brand and recruit new 
candidates. 

To Build an Employee Experience focused organi-
zation, Cultural Metamorphosis is required along with 
alterations in the way organizations used to think and 
operate. Most organizations are in the primitive stages 
of adopting Employee Experience. Many are trying to 
understand the concept to implement it shortly. In-
clusivity and sustainability should be the new goals of 
Human Resource Managers in an organization, which 
will help create innovative HR practices to provide 
enriching experiences and better understand percep-
tions about interactions with the Workforce, Work-
place, and Work Environment.
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