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Are we saying RIP to 
the Employee 
Engagement 
Survey? Or is it still 
alive and kicking?
 
In this whitepaper, 
you’ll discover 
insights by key panel 
speakers from Part 1 
of our Engagement 
Survey Webinar 
series.

Laura Belyea
COO & Co-Founder

Talivest

Dr. Na Fu
Associate Professor, HRM

Trinity Business School

Neil Millen
Senior Business Partner 

Intercom

Edel Colgan 
Head of HR Commercial

Paddy Power Betfair



Talivest Webinar
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Have you 
watched the  
Webinar yet?

“Is the Employee 
Engagement 
Survey Dead?”

       Watch Webinar
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https://youtu.be/yfkVEEd5cgI
https://youtu.be/yfkVEEd5cgI


Defining 
Employee 
Engagement 
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What is 
Employee 
Engagement?

Origins of 
Engagement

Show your True 
Self at Work

How you Feel 
about your Job

Employee Engagement 
studies originated from 
Human Resources 
practice in the 1990s. 
There are two main 
definitions, one from 
Kahn and the other from 
Schaufeli & Bakker. 

This definition is about 
your relationship with 
your organisation. 
“People employ and 
express themselves 
physically, cognitively, 
and emotionally during 
role performances.” 

This definition is about 
your relationship with 
your job and is described 
as a “positive, fulfilling, 
work-related state of 
mind characterised by 
vigor, dedication, and 
absorption.” 

Dr. Na Fu
Associate Professor,
Human Resources Mgmt
Trinity Business School

- Schaufeli & Bakker 
(Europe), 2004

- William A. Kahn 
(U.S.A), 1990 
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Measuring 
Engagement
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Why Measuring Engagement Matters
Employee engagement is a critical driver of commercial success in today's competitive marketplace. 

If you don’t measure it, you can’t improve it. 

Higher Performance 
Engaged employees 
are more productive 
and perform better, 
improving your 
overall organisational 
performance & value. 

Increased Retention 
Engaged employees 
feel more valued and 
listened to. They stay 
longer and have 
greater trust in, and 
commitment to, your 
organisation’s vision. 

Happier Customers 
More engaged 
employees build a 
more satisfied 
customer base, which 
enhances your brand 
and increases 
revenue.

Higher Profits  
The most engaged 
companies in the 
world are also the 
most profitable. 
Better performance 
leads to higher 
profits. 

Boosted Brand
Higher engagement  
boosts your 
Glassdoor scores 
and enhances your 
employer brand, 
helping you attract 
top talent. 
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Start with the 
business issue in 
mind that you’re 
trying to solve, e.g. 
poor productivity. 
This will help you get 
leadership buy-in for 
running your survey, 
as it focuses on a 
commercial outcome.
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Once you’ve 
identified the 
business issue, look 
at the related people 
issue. E.g. how can 
you improve 
employee 
engagement to 
increase productivity? 
What does success 
look like?

Only now should 
you start designing 
your survey. The 
initial work you’ve 
done will help you 
understand the key 
factors that will 
drive both the 
people and 
business outcomes. 

When results come 
back, analyse the 
data and test any 
hypotheses. E.g. 
Could mobile 
working enhance 
engagement and 
productivity? You 
could run this as a 
pilot to measure 
outcomes.

1. Business Issue 2. People Issue 3. Survey Design 4. Testing

Dr. Na Fu
Associate Professor,
Human Resources Mgmt
Trinity Business School

Building your 
Business Case 
for Employee 
Engagement 



Annual Engagement Survey 

An annual or biannual check-in 
that takes the temperature of 
your employees across a range 
of topics. 

Lifecycle Programs

Event-triggered feedback 
that gets employees’ views 
at key milestones in their 
journey. It includes 
candidate, interview, 
onboarding, exit  
and training feedback.

360 Assessments 

Performance & development 
evaluations from peers, 
managers, and direct 
reports.

Ad hoc

Survey on a specific change 
or event. 

Always on 

On-demand, usually 
anonymous where 
employees can provide 
real-time feedback.

Pulse 

Regular, structured feedback 
mechanisms that track the same 
event over time. For example, 
tracking the progress and 
impact of your employee 
engagement action plans.

How To Measure Engagement
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At Least Once a Year

Most companies still adopt the 
traditional annual survey, 
measuring engagement on an 
annual or biannual basis. This is 
great for small to medium size 
businesses who are starting out 
on their engagement journey. 

How Often Companies Measure Engagement
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79%
Quarterly 

Over 1/5 measure engagement 
quarterly. This Pulse is often 
combined with an annual survey 
to get a holistic, real-time 
company view. This gives you 
deeper insights to help you 
predict turnover and burnout. 

22%
None

There are still companies who 
have yet to start measuring 
engagement. If you fall into this 
category, it’s easy to get started 
using a tool like Talivest that 
does the hard work for you, 
making it a simple process.  

14%

- Deloitte Human Capital Trends



How Often 
Should you 
Measure 
Engagement?

Your Organisation Get Pulsing Take Action
“How often you measure 
depends on your 
organisation. Millennials 
are the largest generation 
in the workforce. They 
want an organisation that 
listens and makes them 
feel valued. If Millennials 
make up the majority of 
your workforce, then once 
a year isn’t enough.”

“We complete our 
survey twice a year. For 
some teams this wasn’t 
regular enough, so now 
we take a quarterly 
Pulse – it’s quick and 
easy. It allows us to see 
trends and drill down, 
whilst getting in-the- 
moment feedback from 
different locations.”

“Our managers use 
real-time results to 
host deep dive 
sessions, creating 
supporting action 
plans. We know if it’s 
not tracked then it 
can’t be measured, so 
we ensure we review 
actions quarterly.”

14

Edel Colgan
Head of HR Commercial
Paddy Power Betfair

Only launch a survey if you’re going to take action on the 
feedback. This increases trust and reduces survey fatigue. 



Real-Time 
Feedback 
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How to 
Gather 
Real-Time 
Feedback 

Employee Net 
Promoter Score 

Organisational 
Health 

Pulse Surveys 

“We do a monthly 
employee Net Promoter 
Score (eNPS) to measure  
how seasonality impacts 
on engagement. The 
statement used to 
measure Net Promoter 
Score is ‘I would 
recommend Intercom as a 
great place to work.’”

“There’s plenty of 
metrics you can use to 
measure org health, 
such as attrition 
statistics, exit survey 
data, data about why 
people stay, referral 
metrics, diversity and 
inclusion metrics, key 
talent groups and 
performance curves. 

“We do an annual 
survey, which is a full 
question set. Then we 
do a Pulse throughout 
the year, which is 
around 10 questions - 5 
company questions 
and 5 tailored from 
each team, based 
around their own action 
planning.” 

Neil Millen

Senior Business Partner  
Intercom 16



“We do our engagement survey twice a year. Some teams 
gather quarterly feedback too. This gives us the in-the- 
moment feedback we’re looking for across our different 
locations. To get a holistic view, we look at our company-wide 
results and pick out key focus areas to work on.“ 

Edel Colgan 
Head of HR Commercial

Paddy Power Betfair

In-the-moment feedback
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Response Rates
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Communications 
Make sure it’s not just a ‘HR thing’. Your CEO & managers 
need to encourage participation by explaining the ‘why.’

Timing 
Don’t keep the survey open too long. 7 - 10 days is enough. 
Be mindful of the time of year, month and day you send.

Trust 
Response rates will be higher if employees trust that action 
will be taken based on feedback. Always remind employees 
what actions were previously taken based on survey results.

How Can I 
Increase 
Response 
Rates?

Top Tip 
Talivest response rates are on 
average between 72% - 93%.



1
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8 Top Tips to 
Boost Response 
Rates

Communications
Create a detailed communications plan for 
before, during and after your survey. 

Start with why
To incentivise employees, explain why you care 
and why participation is important.

Launch
Have your CEO launch the survey as part of a 
town hall or all-hands meeting.

Manager support
Get manager buy-in to encourage participation, 
so it’s not just a ‘HR initiative.’ 

2

3

4
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Actions reminder
Tell employees what actions were taken as a result 
of previous survey feedback. 

Anonymity
Response rates go up 40% when you switch to an 
anonymous 3rd-party provider.

Reminders 
Send nudges to complete the survey. Talivest’s tool 
has automated reminders built in, saving you time.

Sample Size
High response rates are not as important as a good 
sample size representing your organisation.  

5

6

7

8

8 Top Tips to 
Boost Response 
Rates



“Don’t just focus on high response rates. Instead, see if your 
sample is representative of the organisation. Check the survey 
respondents’ profiles to make sure you’re getting a good 
sample from each team, location, seniority, etc.  A 30% response 
rate with a high representative sample is better than a 60% 
response rate that doesn’t represent your entire organisation.”

Dr. Na Fu
Trinity Business School

Dr. Na Fu
Associate Professor, HRM

Trinity Business School

A Word about Response Rates
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Engagement 
Survey Analysis 
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Descriptive 
Analytics 

This is where you 
start to tell the story 
of how engaged 
your organisation is 
on a high level. 
Report on the 
highest and lowest 
scoring questions, 
your eNPS and what 
engagement pillars 
perform best/worst.
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What’s the 
Best Way to 
Report Survey 
Results?

Predictive 
Analytics 

If you have high 
engagement as 
your outcome, you 
need to discover 
the key drivers of 
engagement. 
Talivest gives you 
predictive insights 
about what’s likely 
to cause burnout 
or high turnover.

Group Analysis 

Use group analysis 
to see which groups 
are more or less 
engaged than 
others. This tells you 
what factors cause 
the differences in 
engagement 
between groups so 
you can take actions 
for those groups.

Sentiment 
Analysis 

Free text responses 
help you understand 
overall sentiment. 
Talivest’s built-in 
Sentiment Analysis 
shows you a word 
cloud of comments. 
This saves you time 
spent reading and 
interpreting every 
single comment. 



Communicating 
Results
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How to 
Communicate 
Results

Take Time to 
Analyse the Data

Communicate in 
a Timely Manner

Transparency is 
Key  

“Resist the temptation to 
jump into solution mode. 
Try not to react straight 
away to areas that are 
scoring low or fixate on a 
single negative comment. 
Look at the bigger picture 
and take time to read 
deeply into the results. 
Have a look at your 
internal or external 
benchmarks too.”  

“Don’t wait too long 
before sharing results. 
Otherwise employees 
will start to wonder what 
happened to their 
feedback. Sequencing is 
important too, i.e. 
depending on your 
organisation, you can 
share from leadership 
down to team level, or 
with teams first.” 

“We bias towards 
transparency when it 
comes to sharing 
results. What we don’t 
want is for people to 
feel that feedback is 
held behind closed 
doors and discussed. 
We try to relay results 
back as openly as 
possible and get those 
conversations going.” 
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Neil Millen

Senior Business Partner  
Intercom



Taking Action 
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How to Take 
Action on 
Survey Results

Look at your Data Team Results Employee Ownership
“Data is key for everything. 
You can make better 
decisions once you have 
data. Creating a culture of 
engagement is key and you 
can only do that through 
feedback from your 
employees. When you 
reflect on that feedback you 
can make better decisions.  
But remember, survey data 
goes out of date quickly.”  

“Break the data down by 
each team, rather than 
just looking at overall org 
engagement. Each team 
is set up differently with 
different nuances. Go out 
to teams, share the 
results and ask what they 
think can be done 
differently, what’s not 
working and get 
suggestions for actions.” 

“This is not just a HR 
activity. Teams and 
individuals have the 
biggest impact on 
engagement, so when 
they own and drive the 
actions this makes the 
results more measurable. 
This helps you improve 
engagement both from 
the top down as well as 
from the bottom up.” 
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Edel Colgan 
Head of HR Commercial 
Paddy Power Betfair



“There’s the temptation to go after everything, taking 
your 10 lowest-scoring questions and putting plans 
around them. Instead, what are the two or three areas 
you can go after and do really well? Talk to your teams to 
understand what they feel strongest about, as it might 
not be the lowest scoring questions.” 

Neil Millen
Senior Business Partner 

Intercom

Do Fewer Things Well
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So, is the 
Engagement 
Survey Dead?
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“The annual engagement survey is definitely not dead, but 
you can’t use it in isolation. You need to have a plan and use 
other tools available to you. Make sure you’re asking the right 
questions and thinking about those business outcomes. It’s 
definitely still alive and kicking.”

Edel Colgan 
Head of HR Commercial

Paddy Power Betfair

No - But don’t use it in isolation 
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“The annual survey definitely has a place. We’re seeing a 
new evolution now with data analytics and how quickly we 
can respond to feedback. We can now be so much more 
responsive because of the tools and apps that are available 
to companies to gather feedback.”

Neil Millen
Senior Business Partner 

Intercom
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No - And it’s evolving  



“The annual survey isn’t dead. However, it has been around 30 
years and we still haven’t found a shared, agreed definition of 
‘engagement.’ So there’s plenty of work to do. If HR continues 
to do the survey year after year just out of ‘tradition’ - instead of 
taking action - it will no longer get buy-in from employees or 
the senior management team, and it won’t survive.” 

Dr. Na Fu
Trinity Business School

Dr. Na Fu
Associate Professor, HRM

Trinity Business School

No - But don’t just do it out of ‘tradition’

33



“We’re seeing a big disruption to engagement at the 
moment. There are a lot of new tools available to HR 
leaders that help take the work out of engagement. We’ve 
got a lot to learn from customer experience, where 
feedback is captured in real-time. If you want to start doing 
predictive analytics, you need to capture feedback in a 
timely way so that the data is continuously up-to-date.” 

No - But we need more real-time feedback

Laura Belyea
COO & Co-Founder
Talivest
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About Talivest
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Talivest is an Employee Insights 
Platform that allows you to measure 
engagement through best-in-class 
surveys in a single dashboard. 

● Onboarding Surveys
● Pulse & Engagement Surveys
● Exit Surveys

Talivest gives you a continuous evaluation of 
engagement across your organisation 
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REQUEST A DEMO

https://talivest.com/request-a-demo/


Manage surveys and feedback all in one platform. No 

need for spreadsheets, separate emails or additional 

reports. Our intuitive dashboards give instant and 

up-to-date insights and feedback at any time. 

● Short and easy to complete on all devices

● Real-time data to create actionable insights

● Strategic action plan recommendations 

● Standardised, benchmarked questions

● Automatic Pulse survey scheduling 

TALIVEST INSIGHTS

REQUEST A DEMO

https://talivest.com/request-a-demo/


https://talivest.com/
https://talivest.com/

