STAFF ENGAGEMENT SURVEYS

Great communication doesn’t just happen. It takes work to
understand, plan, and execute any important messages. It's
part of the hard work of leadership, so don’t avoid this work.
It is the foundations for everything good that happens

In your organisation

Martin G. Moore

THE IMPORTANCE OF EMPLOYEE ENGAGEMENT

Organisations that are committed to meaningful employee engagement derive multiple benefits.

|
Are more culturally |

|
L |

Make a positive \ ¥ aligned and committed A Are more |_§|ﬁ|]

impact to oY @ =

to the organisations

) : productive

service delivery 7 A X vision and values 7~ .|II||||||||||
| ‘ |
| |

Are focused on Have more Are

corporate and job @ happier

personal success ‘ satisfaction ‘

1

Are more 00 0
loyal %@@
w

To maximise impact and success it is essential to utilise multiple approaches to communicating, engaging

and receiving feedback. They triangulate the insights they derive to build a picture of their opportunities and
concerns, short term risks and longer-term potential.

SOUTH EAST EMPLOYERS | 1



ENGAGEMENT APPROACHES
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The annual (or every other year) staff survey is an essential tool to measure
employee engagement, workforce satisfaction, commitment and motivation alongside
core considerations, including alignment to corporate goals, vision and values, corporate
leadership, management support, strategy, the work environment, and reward and
recognition, for example.

Positioned and combined alongside other tools the survey provides data and insight that
is essential for corporate improvement.
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SUCCESSFUL STAFF SURVEYS SE E

Routinely conducting err

whether whole organis

discrete topic focused pulse surveys is

an essential element of your Workforce /
People Strategy.

The survey offers distinct benefits to your
broader employee engagement toolkit.

Q UANT' FIAB I_E The survey is the most efficient and effective way of getting

guantifiable and measurable data that can be tracked. It enables
DATA the identification of trends and areas for improvement.

E M PLOYE E Surveys give employees a voice, allowing them to anonymously

express their concerns and suggestions and helping to foster a

FE E D BAC K culture of openness and trust.

If available, the survey can benchmark against industry standards.

B E N C H MAR Kl N G Through the SEE Organisation Information Service we are building

baselines that can be interrogated across the region. If requested, we
can build into the survey the LGA core engagement questions.

A survey is a point in time census of views and opinions. Timing and the context can affect results.
Ideally, the staff survey should be scheduled for the same point in the year and follow a similar style and
format. SEE recommend avoiding launching a survey close to year-end when teams are engaged in accruals,
financial year-end close, performance development reviews or appraisals.

Finding the right time does not mean that surveys should be avoided in times of change. To ensure that
one-off events do not distort your longitudinal trend data, we recommend deploying a more focused pulse
survey to measure a specific aspect of concern or to receive feedback.

Surveys, when accompanied by a commitment to share results and develop an action plan for areas that are
priorities, are a significant and essential element in your engagement toolkit.
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SEE

SURVEY PROCESS

The survey process contains 5 core elements:

RUNNING
THE SURVEY

SURVEY
DESIGN ‘

SURVEY e REPORTING
PROCESS

1. SURVEY DESIGN

The goal is for as many employees as possible to understand the questions and respond. The
requirement, therefore, is to keep the survey simple and intuitive, so you get the best possible
feedback to act on. Design phase considerations:

e Scope —aim and objectives for the engagement, what is it that you want to understand
e Scale - whose input do you need (whole organisation, or specific teams or grades)

e Format and approach — will the survey be administered on-line, or include paper versions,
phone or in-person support to complete (particularly for any employees who do not speak
English as a first language or may have literacy restrictions)

e Tactics - any incentives for completion
e Timescales for the survey - reporting and action planning

e Pre-survey engagement - engagement with Trade Union representatives and/or employee fora,
can be powerful if there are specific issues to address in the survey

* Project management — who will sign-off the survey
e Communications strategy - to accompany the survey and promote employee participation.
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2. QUESTION DESIGN SEE

The questions we develop for your approval are designed to provide the insights desired by the
organisation. There are three broad categories of questions:

1. Employee engagement questions

These questions are framed utilising Kahn, 1990 research into personal engagement and
disengagement. Questions explore personal motivations, work involvement and their contribution to
corporate goals, pride in the organisation, job satisfaction, intention to stay, well-being etc.

2. Core questions

These questions focus on the organisation and include exploring autonomy and empowerment,
progression, collaboration, leadership, recognition, strategy, resources, management support, training
and development.

3. Any additional area questions

These questions are more situational, they could be about specific corporate plan priorities or changing
local circumstances that may be a one-off question.

3. MEASUREMENT

A typical survey has between 30-50 questions. Fewer is not likely to give the body of evidence required,
more can be overwhelming and act as a deterrent to completion. We use two established measurement
scales to enable longitudinal tracking over successive surveys and years:

e Agreement scale (strongly agree to strongly disagree)
e Rating scale (very good to very poor)

4. RUNNING THE SURVEY

Our approach to running your survey
Prior to survey launch we recommend:

Organisation wide communications from the Chief Executive and potentially the political leadership,
explaining why the employee voice is important, introducing SEE and explaining what will happen.

We advise utilising multiple medias to communicate and stress the importance of feedback and to
provide reassurance about anonymity and confidentiality.

Engagement with Trade Union and / or employee fora, this can be powerful if there are specific
issues to address and / or to mobilise their support to maximise the response rate.

During the survey window we recommend:

e Visual communications to maintain awareness.

e Use of QR codes to access the survey.

e On-going communications throughout the survey window to encourage responses.

We recommend a survey window of a minimum 3 weeks to mitigate a reduction in responses due to
longer holidays or sickness.

We recommend avoiding the summer holiday or festive break periods.

5. REPORTING

The report should tell the story and blend data, visuals and supplementary information. Reporting can be
whole organisation and by Directorate or Team. The form of reporting can be bespoken to the needs of
the Council and can include a report(s), presentations, visuals, action plans etc.
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OUR APPROACH

SEE

Our work with Councils on staff engagement or culture surveys is a paid for service, discounted for SEE

Member organisations.

CORE SURVEY OFFER

Developing template communications, collateral
including posters and infographics

e Survey and question design service

e Running the online survey

e Producing an organisational report of findings
e Dedicated Project Manager

e Discovery, inception and project management
check in sessions and progress reports

SEE MEMBER PRICE
up to 200 employees - £5,000
over 300 employees - £5,800

NON-MEMBER PRICE
up to 200 employees - £7,000
over 300 employees - £7,800

*Prices do not include VAT

ENHANCED SURVEY OFFER

Developing template communications, collateral
including posters and infographics

e Survey and question design service

e Running the online survey

e Dedicated Project Manager

e Producing an organisational report of findings
e Producing Directorate reports of findings

e Senior team presentation of findings

e Discovery, inception and project management

check in sessions and progress reports

SEE MEMBER PRICE
up to 200 employees - £6,200
over 300 employees - £7,200

NON-MEMBER PRICE

up to 200 employees - £8,200
over 300 employees - £9,000

*Prices do not include VAT
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OPTIONAL EXTRAS GE E

MEMBER PRICE NON-MEMBER
PRICE

ADMINISTERING PAPER SURVEYS INCLUDING DATA
ENTRY

Paper surveys can be important for front-line staff eg Depot
workers, who may not have access to IT or mobile technology.

ted £200 perday peq £300 per day

TELEPHONE SURVEY SERVICE INCLUDING DATA ENTRY
This service can support employees who have difficulties £250 per day 4.4 £350 per day
reading or writing and for who being asked the questions
verbally could be beneficial to support their participation

IN-PERSON SURVEY SERVICE INCLUDING DATA ENTRY
This service can support employees who have difficulties
reading or writing and for who being asked the questions cef £500 perday |
verbally could be beneficial to support their participation.
It can be done on site to support participation.

£700 per day

FOCUS GROUPS

These are beneficial post survey to enable a ‘deeper dive’
into the major themes or topics arising from the survey. We .. £700 per day
recommend Focus Groups are in-person, but we can facilitate
these on-line if preferred. Each Focus Group is c90 minutes
and we can undertake up to 3 per day.

.o| £850 per day

IDEAS WALL
This is a creative engagement tool, linked to a specific theme.
The Ideas Wall is a basic post-it notes or graffiti style (on paper) f « { £150 oo £300

engagement to get short sharp solutions, or options. We ask
the Client to set this up and we collate the responses.

ADDITIONAL INTERNAL FACILITATION MEETINGS

Initial inception, project management check-in sessions

and final ppresentgtién sessionsgare included in the core and Up to three fZQO per hour
enhanced offer. We can undertake additional facilitation o SZSS.'Q“S nlo .| online .
sessions if required. These could include engagement meetings additional £350 per hour in
with Trades Union Representatives, Employee Fora leads, charge if online. Person

Senior Leadership Team and political leaders etc at either the

survey design or reporting stages.

PULSE SURVEY

Pulse surveys are a quick and simple method of gathering
feedback on how employees are feeling and act as a touch o £1200 . £1800
point to gauge improved or declined engagment.

TRAVEL For on-site engagement or Focus Groups we include expenses
(second class travel or HMRC mileage rates).
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