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Happy, Productive, and Engaged Employees 

THE	TRUST	FACTOR	
What is the secret to workplace happiness and 
satisfaction? Ultimately, the most distinctive  
feature – shared by companies that retain the 
most talented and productive employees – is 
trust. Trust is the foundation upon which healthy 
human relationships evolve, whether these  
relationships play out at the office or in the  
living room.

This begs the question: how can a company create 
trust? Perhaps surprisingly, it is seldom related 
to higher salaries. More often than not, it boils 
down to making an employee feel like a person 
rather than an asset or cost. Managers, executives, 
and HR departments can do this by giving people 
more than they’ve been promised. 

Take the example of a leading coffee chain.  
This company doesn’t refer to its workers as 
“employees” – they’re called “partners.” Secondly, 
a partner’s first day on the job isn’t consumed 
with paperwork and accelerated coffee-making 
training, as one might expect. Instead, new hires 
are guided through an experience in which the 
first activity is a relaxed, casual coffee-tasting 
tour. Nothing intense. Just coffee. 

It’s actually a nice way to spend the morning  
– and that’s the point. Sure, part of the purpose  
is to boost employees’ coffee knowledge. But  
it’s mainly designed to encourage bonding and, 
ultimately, welcome outsiders into the company 
family. Is this company obligated to treat fresh 
faces this way? No, it isn’t. New hires, after all, 
have entered into a contract with the company: 
we give you money, you give us time. That’s 
the deal. 

But this company is forward thinking. It under-
stands that by providing people with something 
extra, especially on the first day, it is far more 
likely to create the kind of trust that grows  
into loyalty. 

The point is that the less employees feel like a 
commodity, the more they trust their managers 
and the organization as a whole. More trust creates 
more personal happiness. This drives on-the-job 
effort, promotes positivity, and increases employee 
energy – energy that, in the hands of a skilled 
manager, can be molded into productivity,  
innovation, and growth.

As an HR leader, you’re constantly looking to develop your skills and know-how. 
This paper can help. It’s chock-full of tips to help you keep your people enthusiastic 
about their jobs. Whether you manage salaried employees, hourly workers, or both, 
the tips, tricks, and strategies you’re about to read will help you create a healthy, 
rewarding environment for the people who make up your company.
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Maintaining a proper work-life balance can be a challenge 
for most of us. For managers and HR, it is part of the job to 
recognize when that balance has tipped too far.  

Let’s have a look at a workplace scenario that highlights 
some of the key signs that employees are tired, overworked, 
and unproductive.

SIGNS	OF	EMPLOYEE	EXHAUSTION	
Every Monday morning at 9:00 a.m., Mike meets with his 
team for weekly updates. On this Monday morning, everyone 
is on time – except for Jonah. He arrives at 9:20 a.m. 

“Sorry,” he says and closes the door behind him. His head 
casts a shadow on the projector screen as he walks past 
Mike to his seat. It looks like he’s tired again. The bags under 
his eyes are dark and heavy. 

“Good morning, Jonah,” says Mike. “We’re ready for your  
update when you are.” 

“Give me a minute.” Jonah’s aggravated tone is jarring. 

“Everything alright?” 

“I said I need a minute!” snaps Jonah. The room goes stiff. 
The only sound comes from Jonah’s bag as he shuffles 
through it. Finally, he stops and tosses the bag aside,  
exasperated. “I forgot the drive at home.” 

Clearly, something’s wrong. This isn’t Jonah. This isn’t the 
person Mike hired last summer. Jonah is hardworking,  
competent, and dedicated. He hasn’t missed a day in six 
months. His work is thoughtful, creative, and effective.  
And he’s courteous – people love being on Jonah’s team. 
 
But not lately. Lately, something’s been wrong, and the 
signs point to a simple explanation: Jonah’s exhausted.

One might think that to get back on an even keel, employees 
would simply self-diagnose, raising their hands when they 
feel overloaded and overwhelmed. But many people are  
uncomfortable doing this.  

Work-Life Balance and  
Employee Productivity 
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Fear, complacency, and lack of process: these are 
all factors that can keep an employee from seeking 
relief. This is where leaders come in. A leader’s 
knowledge, awareness, and action can make the 
difference between an acute situation and getting 
back on track. 

Here’s what Jonah’s manager likely saw (and 
overlooked) leading up to the Monday morning 
meeting.

Out-of-Check	Emotions	
At work, Jonah has always operated with  
professionalism and composure. He was calm 
and consistent. When his counterpart, Alina,  
left for another job, he seemed to take it in stride.  
But in time, a rudeness began to bubble up in 
him. Sometimes it would manifest itself as a  
dismissive comment or a snap reaction. Other 
times it was the tone he took or simply a look  
he gave. His emotions were getting the better  
of him.

Consistent Lateness
Jonah isn’t a robot. Sometimes he’s late – but 
usually with a reasonable excuse. But since  
losing Alina, the late arrivals have piled up, and 
the reasons why have ceased to exist. Jonah has 
been late to every Monday morning meeting in 
the past month. 

A Cluttered Workspace
Jonah doesn’t clean the cups, pens, wrappers, 
and sheets of paper that litter his desk. He merely 
shifts them around, creating taller, wider piles. It 
looks like he’s given up. 

Forgetfulness
When Jonah forgets to update a presentation 
deck, the team can tell he’s embarrassed. It’s 
written on his face. He’s disappointed in himself. 
He knows he let the team down. But that doesn’t 
fix anything. Jonah’s forgetfulness still affects 
other people – their time and their performance 
– in ways he can’t make up to them. 

Disregard for the Team at Large 
And even though Jonah is embarrassed by  
his lateness, forgetfulness, and moodiness, his 
colleagues no longer care. They don’t excuse  
it. And why should they? Why should they care 
when his behavior persists day after day, week  
after week? That level of consistency speaks  
volumes. It says, “I don’t care.”

Productivity Dips Despite Longer Hours
Since Alina’s exit, Jonah’s been trying to make 
up the difference by working more hours – at the 
office and at home. But little comes of the effort. 
It’s the law of diminishing returns: the more a 
person works, the less they get done. This is  
because people only have so much focus to use 
up at one time. It’s a commodity that’s earned 
back with sleep, exercise, or fun – anything but 
more work.
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STRATEGIES	FOR	LESS	STRESS	AND	FEWER	
SICK	DAYS
When good employees suddenly develop new 
flaws, it might be time to consider reviewing their 
workload. Ask simple yet explicit questions such 
as, “Do you have too much on your plate?” Start 
the conversation – and back up your concerns 
with the above indicators. 

Remember, an ounce of prevention is worth a 
pound of cure. A more proactive approach to  
employee retention starts with a recognition that 
chronic workplace stress invariably affects an 
employee’s relationships, happiness, productivity, 
and even hours worked.

This is a big reason why employees call in sick. 
Most managers, rightfully, give their people the 
benefit of the doubt when they report sick. That 
said, managers also know what’s going on – mostly, 
people are calling in for reasons that have to do 
more with the work-life balance than with illness. 

Trying to fix the issue using rudimentary absence 
management strategies (for example, asking  
employees for a doctor’s note) won’t work in the 
long run, and it certainly won’t increase trust. After 
a brief dip, absence rates would typically return 
to normal.

To make a lasting difference, employers must  
address the core work-life balance issue. Here  
are some innovative approaches. 
 
 
 
 
 
 
 
 

The Six-Hour Workday
Sweden does it without taking a productivity hit. 
Perhaps your company, no matter where it is, 
could have similar success. Reducing hours overall 
can help staff focus more effectively throughout 
the day – while giving them time and energy back 
to enjoy their personal lives.

Days	Off
Some companies will shut down for a day, giving 
everybody a day off. Others cut Fridays entirely to 
give employees a three-day weekend every week. 

Paid Parental Leave 
If an employee has a baby, some companies offer 
up to a year of paid leave along with congratulations 
on the growing family. This shows commitment 
to the employee and helps build trust.

Annual Stipend 
How about money toward the products and 
services you provide? For an airline, this could 
give employees free vacation travel, and for 
restaurants, this could provide free meals. Or 
your employees could simply spend it on whatever 
they choose.

Freebies 
Employees love freebies – and they’re good for 
morale. The occasional trinket is nice, but to 
show you really care, kick it up a notch. One 
company gives employees a free Kindle and 
US$30 a month to spend on books. 

On-Site	Bliss	
Acupuncture therapy, improv classes, and three 
square meals a day: these are just a few ideas 
about how you can make life at work better and 
more fun.  
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Diversity
Commitment to LGBTQ rights and diversity can 
help you pull from a wider pool of diverse and  
talented workers. Some companies make it easy 
for same-sex couples to access benefits without 
a hassle, which hasn’t always been the case. Others 
also cover gender reassignment procedures for 
their employees.  

Baby Cash
Employees in the prime of their lives want to start 
families. Why not show you support them with 
cash payments to employees for every newborn? 

Paid Sabbaticals
It’s one of the perks of academia – and now you 
can extend it to your own company. Your employees 
can go off, engage in new projects, help do good 
in the world, and return refreshed. 

Financial Security 
What can be more difficult than losing a spouse 
to illness? Show your people that you care with  
a substantial benefit. One leading company  
provides the surviving husband, wife, or partner 
of a deceased employee with 50% of that  
worker’s salary for 10 years.

While not every organization can afford these 
kinds of benefits and perks, every organization 
can learn from the sentiment behind them: be 
kind, be generous, and do everything in your  
power to care for your most important assets, 
your employees. 

Fostering a transparent, positive, and employee-
centric environment is fundamental to developing 
workplace trust. One way to do so is by making 
absence management an easy process for  
employees and their managers – which, in turn, 
will help your company manage workflows, stay 
current and compliant with the latest regulations, 
determine eligibility, meet due dates, and establish 
clear return-to-work guidelines. 

Another way is to provide fantastic benefits,  
creating a workplace culture that supports  
employees’ health and work-life balance. If your 
organization can swing this, great. But if not, that’s 
okay too, because adopting the mindset of  
caring for employees is a potent, powerful start  
in its own right.

© 2021 SAP SE or an SAP affiliate company. All rights reserved.
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More Than Money 

When Marnie walked into her manager’s office and gave 
her two-week notice, the news surprised her manager, Lisa. 

“You’re resigning?” Lisa said, surprised. “But we just gave 
you a raise.”

“I know,” said Marnie, “and I appreciate it. But it’s not 
about the money.” 

“Is there anything I can do?” Lisa didn’t want to lose Marnie. 
She was a valuable employee. She received that raise for 
a reason. 

But did Marnie want the raise, or did money take a back 
seat to other employment factors? Was Marnie after 
something else, something less tangible yet equally or 
even more valuable?

Like most modern professionals, Marnie was eager for  
a workplace shift. What she wanted – even more than 
a raise – was autonomy and flexibility. Who wouldn’t want 
those things?

AUTONOMY
Lisa was good at giving Marnie goals to achieve, but  
she failed when it came to giving her the freedom to  
accomplish those goals independently, on her own terms. 

Marnie resented working in a box. She resented the  
micromanagement and the constant check-ins. It robbed 
her of the intrinsic drive she needed to be happy and  
engaged at work. It made the job less rewarding.

© 2021 SAP SE or an SAP affiliate company. All rights reserved.
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This is no way to make an employee feel. In  
Marnie’s case, a little autonomy would’ve gone  
a long way. Here are some ways that you, as a 
manager, can provide your employees a greater 
sense of autonomy.
 • Explain every goal’s intended value. 
Before asking someone to commit themselves 
to a goal, be sure to expound on the conse-
quences of being successful. Intrinsic motivation, 
after all, is born out of passion – which can be 
hard to come by if you don’t understand the  
impact of your efforts on yourself, your company, 
or even your community. 

 • Create a blueprint, then step back.  
As a manager, you’re the architect. You set the 
parameters, the deadlines, and the end goals  
of each project. It’s your strategy, your vision. 
Your autonomous employees, then, should be 
trusted to fill in the blanks in a way that works 
for them. As long as their approach is within 
your parameters and accomplishes the goal, 
there’s no harm in relinquishing control.

 • Let employees tailor unique, individual  
approaches to their goals.  
Give your people a chance to develop their own 
strategies and approaches. Employee autonomy 
will empower them while also providing you  
with a fresh perspective to inform your future 
decisions. 

FLEXIBILITY	
Marnie wanted to work for a manager that  
considered her work-life balance. Having a clear 
personal and professional divide was a priority 
for Marnie, who felt more productive, less 
stressed, and generally happier if she could  
“turn off” after each workday. 

 

Working under Lisa, however, left Marnie  
feeling anything but balanced. The demanding,  
unpredictable schedule made her miserable, 
stunting her creativity, ambition, and potential.  

This is why, if possible, it’s important to give your 
employees a degree of control when it comes to 
when, where, and how they work. Here are a few 
tips:
 • Focus on the results.  
As a manager, you’re a professional  
communicator. You know how to clearly articulate 
goals and objectives to your team members. 
Don’t become overly concerned with how your 
people achieve the goals you set out for them. 
Focus on the end result and final product. Focus 
on creating a culture that values the destination 
more than the journey. 

 • Break the 9-to-5 chains.  
Some of us are productive in the morning,  
others come alive at night. Some like to work 
from home, some prefer the office. As a manager 
in today’s highly connected professional  
landscape, it’s important to capitalize on  
employees’ individual differences, not suppress 
them. In that sense, offering flexible hours and 
telecommuting options could help you increase 
output. 

 • Allow	hourly	staff	to	choose	and	trade	shifts. 
Hourly workers often fall victim to rigid, inflexible 
schedules. But when emergencies happen, why 
should experienced, valuable, and engaged 
hourly workers be forced to choose between 
their life and their livelihood? This is a false 
choice based on antiquated policies that were 
put in place before technology made it easy to 
swap shifts, give them away, or bid for empty 
ones. Hourly employees need workplace flexibility 
as much as their salaried counterparts – and 
they need managers who will quickly realize the 
engagement and productivity benefits that may 
have been eluding them.

© 2021 SAP SE or an SAP affiliate company. All rights reserved.
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HR Powered by Artificial Intelligence

Imagine the following scenario.  

You wake up at 7:30 a.m. with a start. You missed 
your 6:00 a.m. personal training session with  
Kareem. How could this have happened? You  
had set your alarm – you’re never late. Then you 
see the text: “Hi, it’s Kareem. The baby’s sick. I 
canceled our workout, which triggered an alarm 
readjustment. Hope you got to sleep in. See you 
tomorrow at 6:00 a.m. sharp!” 

The alarm readjustment is a function of the 
scheduling system Kareem uses with his clients. 
You smile to yourself, pleased. Then you’re off to 
start your workday. 

Ever since the pandemic hit, you’ve been working 
at home overseeing your company’s HR depart-
ment. As you speed-walk to your desk in the spare 
room, hallway sensors capture and measure your 
body heat, adjusting the temperature in each  
room to fit your preset comfort level. The air is 
cool and refreshing when you walk in. As you  
near your oversized touchscreen display, it  
immediately turns on, projecting a red laser  
keyboard onto the top of your desk. 

Simultaneously, your digital assistant, Sarah, 
comes to life. “Good morning,” she says. “As of  
today at 7:35 a.m., zero overtime hours have 
been recorded or requested. Would you like to 
see all of this week’s overtime recap?” 

“No,” you say. “But can you give me a sense of 
what next week will look like?” 

Instantly, the system goes into “predictive mode” 
and next week’s numbers are in front of you.  
You scan the dashboard, reading the overtime 
predictions. 

“Thanks, Sarah,” you say, relieved. “These are the 
figures I was hoping for. I woke up nervous that 
we’d be over.”

“My pleasure,” responds Sarah. “Would you like 
me to pull up any other information, such as next 
week’s engagement levels, next month’s attrition 
rates, or current compliance stats?” 

“No, that’s okay. I got what I needed,” you say. 
“Have a nice day.” 

“You, too. Remember your workout tomorrow at 
6:00 a.m. sharp.” 

The keyboard disappears. The monitor goes black.

THE	HR	DEPARTMENT	OF	THE	FUTURE	
Pandemic or not, we can expect the trend of HR 
professionals working remotely to continue. And 
as this scenario illustrates, two technologies will 
play a key role in the future of HR.

The	Virtual,	Intelligent	Assistant
Sarah, the efficient digital assistant that keeps 
you on task, is coming, and you don’t need to 
wait years to hire her. In fact, digital assistants 
are already in development. These assistants 
can integrate with common productivity tools 
such as Slack, Office 365, and Google apps, 
using natural-language processing to understand 
human speech. Think Google Voice Search but 
much, much more robust. 

© 2021 SAP SE or an SAP affiliate company. All rights reserved.
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For example, you could say something like, “Send out this 
employee survey and organize the feedback in a Microsoft 
Excel document.” Just like that, it’s on your virtual assistant’s 
to-do list and one less thing for you to remember. 

If you have an HR assistant, you understand how valuable 
they can be. You understand that without them, your work 
would suffer, stress would distract you, and fatigue would 
bog you down. A competent assistant is a tremendous 
help. Now, imagine if they had the ability to see into next 
week and help you predict what’s coming.

Software	That	Tells	You	the	Future	
Sarah wasn’t kidding when she offered to pull up next 
week’s employee engagement levels and attrition rates. 
With integrated predictive analytics technology, she had 
them on hand, ready to go at a moment’s notice. 

Predictive analytics crunches large volumes of data 
– distilling and summarizing it all for human consumption 
(such as the results of that employee survey you asked your 
virtual assistant to organize).

Today, of course, we have more data at our disposal than at 
any other point in history – so much so that even the term 
“Big Data” is now becoming passé. Data is simply the water 
businesses swim in. What sets organizations apart is the 
ability to process, analyze, and generate insights from it. 

In one sense, of course, predictive analytics is nothing 
new. Cab drivers use it to foresee when the best fares will 
come. Teachers use it to anticipate absences. Ultimately, 
it’s pattern recognition – except today, with more data on 
hand and more sophisticated technologies to process it, 
organizations can get to deeper insight faster and at 
greater scale than ever before. 

© 2021 SAP SE or an SAP affiliate company. All rights reserved.



12 / 12

On the Road to Happy 

If your goal is happy employees who are more 
engaged and productive, then your HR practices 
may need to change. Leading HR organizations 
are finding ways to instill trust throughout the 
workforce – because trust is the key to employee 
engagement and productivity. 

As we’ve seen, one way to instill trust is to establish 
policies and conditions that help support better 
work-life balance. Exhausted employees are 
ineffective employees. To recharge, they take 
more sick days – the costs of which are borne 
directly by the organization. 

It’s better to be proactive. Scheduled time off, 
on-site perks, and other ways to make life easier 
for employees can go a long way toward showing 
you care. 

When the issues are trust and work-life balance, 
it should come as little surprise that throwing 
money at employees isn’t always the answer. 
Increasingly, the employees who stay do so 
because they have the autonomy to make  
decisions and the flexibility to work the way  
that is best suited for them.

At the same time, technology is changing HR 
and workforce management dramatically. Artificial 
intelligence is helping drive the accelerated 
transition to remote and at-home work. Virtual 
assistants are helping us stay on task – and 
predictive analytics is helping us see and 
prepare for what’s coming. 

At SAP, we offer solutions to help you transform 
HR and nurture a more productive workforce with 
happier employees. Three solutions in particular 
are offered by SAP in partnership with WorkForce 
Software, a provider of cloud-based workforce 
management solutions. These solutions empower 
employees and managers to digitalize time and 
labor processes, optimize demand-driven sched-
uling, simplify absence management, and enable 
strategic business insights. These three solutions 
include:

 • SAP® Time and Attendance Management  
application by WorkForce Software: Gain visi-
bility into workforce costs, reduce administrative 
effort, monitor compliance with local laws, and 
improve employee engagement.

 • SAP Workforce Forecasting and Scheduling 
application by WorkForce Software: Optimize 
employee productivity and schedules while 
forecasting and planning your workforce 
requirements.

 • SAP Absence and Leave Management  
application by WorkForce Software: Honor 
your employees’ leave entitlements while  
complying with increasingly complex absence 
and leave regulations.

All these solutions run in the cloud and are  
integrated into the SAP SuccessFactors® portfolio 
for fast deployment and a rapid return on your 
investment.

FIND	OUT	MORE
To learn more about how SAP can help you build 
a better, happier, and more productive workforce, 
visit us online. 

© 2021 SAP SE or an SAP affiliate company. All rights reserved.
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