The DIY guide to employee engagement surveys

Introduction
So you are a HR leader looking to embark on a project to measure employee engagement within your business.
Well that’s great, congratulations for taking the first step to really listening to what your employees feel and want.  
The depth of understanding you are about to uncover will not only improve the experience you provide to your team members but could also be the key to boosting your business and setting you apart from your competitors.
There is a well known phrase “anyone can copy the products and services of your business but no-one can duplicate your culture”.  Developing your employee engagement within your business is the start to creating a new culture driven by your most precious company assets, your employees.
A Bit About Me!
My business, L2YT, designs and delivers employee engagement surveys for businesses with 30+ employees (averaging 200 employees).  We have worked with businesses from a wide range of industries from professional services to large manufacturing plants.
We manage the survey project right through from obtaining buy in to creating people engagement plans based on the results.
Each of our surveys are completely bespoke and are designed to meet the objectives of the business as opposed to ‘off the shelf’ generic information.
Why write a DIY Guide?
The purpose of this guide is simply to share my experience of developing employee engagement surveys.  I am passionate about employee engagement and believe that asking the right questions is the number one way to developing a highly engaged and motivated team.
As the online offerings for surveys grows I see many HR Leaders are opting to have a go and do it themselves.  This is great as it shows the appetite for listening to employees.  Unfortunately what is generally offered online is only one piece of the process (usually starting in the middle by creating your survey). 
I have seen the effects of businesses making a poor job of employee surveys often leading to a negative impact on engagement levels.
So my view is if you are going to do it then let’s do it right.
To reap the great benefits there are from listening to the voice of your team leaders need to ensure they follow the right steps.  
So my guide is simply here to help you do it right.  All that I ask in return is that, if along the way you decide you need a little support you think of me.

How to Use This Guide
Creating and delivering an employee engagement survey is a task not to be underestimated!
It takes time and effort and unfortunately there is no quick fix way to doing it yourself.  Where the majority of survey projects fail is usually down to failing to prepare for the survey or failure to review and adequately respond to the feedback.
That’s why I have created a 10 step guide to creating and delivering your own employee engagement survey.  Sure, its possible to skip a step, however, to maximise the outcome we recommend you work through each of the core steps.
The following 10 chapters make up each of the 10 steps so it should be easy to go back should you want to.


Step 1 – Getting Buy In
Blog – Why Bother

Getting buy in from the leadership team is the first crucial step in developing an employee engagement project.
Your entire project will be floored if you miss this step.
Employee engagement projects are often viewed as the HR Directors responsibility and not of concern to other Directors and Leaders.  This is absolutely untrue and if this is your starting point you have some work to do.
Having a number of upfront conversations around the two points below before initiating your project are vital to gaining Board/Senior Leadership approval.  
[bookmark: _GoBack]In my business I always say that if I need to influence a business to buy my services then they are not yet in a position to receive them.
There are two levels of buy in you will need:
All Board Members must:
1. Understand the value and importance of the survey project.
2. Understand their role within the project.
Benefits & Value
Smart businesses are now understanding the value in developing engaging teams.  Having an engaged work force means:
List key benefits.
Leadership role within the project
Leaders must understand what they are personally committing to as part of agreeing to initiate the project and their role in responding positively to the feedback
What the Board are signing up to:
· Be prepared to hear both positive and constructive feedback about the business (without considering as personal criticism).
· Listening objectively to the feedback received (without judgment or personal interpretation).
· Being advocates of the project, actively encouraging completion of the survey amongst their leadership team and all other employees.
· Responding positively to all general feedback themes.
· Seeking clarification and taking positive action to make changes as a result of the feedback.


 


