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Benchmark the unit
Overall assessment
The purpose of any Engagement survey is to determine the employees’ assessments of their engagement and the 
factors affecting it. The reports are designed to help employees and managers improve the workplace. 

How good is good?
Our example to the right shows the results of an employee engagement survey in Unit 1. Conducting surveys using 
our methods and approach allows you to compare your score with other employee groups in the organisation, the 
European Employee Index, or perhaps your own unit score from previous years. Finding the right benchmark varies 
between organisations and all graphs produced reflect your individual requirements.

Priority maps - show the way to improvement
Overall priority map
The overall priority map shows the employees’ rating of the seven drivers from the Engagement Model combined 
with the impact that an improvement will have on employee engagement. By singling out action areas, the priority 
maps indicate where improvements are needed. In other words, the priority map is a valuable tool for identifying 
areas of improvement.

Priority map for Daily Work
Taking a closer look at the priority map to the right we can detail the employees’ rating of e.g. »Daily Work«. The 
priority map shows the employees’ rating of the specific questions regarding Daily Work moving us one step closer 
to acting on our newly-gained knowledge. By unfolding the priority map we are able to determine the specific condi-
tions affecting Daily Work and which priorities will result in an overall improvement of employee engagement. 

Report content examples
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Segmentation maps - a different perspective on results
Ennova has developed a number of segmentation tools that clarify several issues that are important at top or division level. 
Of these, management segmentation, loyalty segmentation and employee branding are powerful tools that effectively identify 
areas of interest. These segmentation maps can be used to identify e.g. management competencies, risk of employee churn 
and employee branding opportunities. Segmentation maps can be used in many different ways, but most importantly they tell us 
precisely where to concentrate our efforts. 

Example: Loyalty segmentation
The example to the right depicts a loyalty segmentation map, illustrating how a specific link to employee engagement is handled 
in our customised reports. An easy to read overview enables decision makers to act on knowledge rather than spend time deci-
phering advanced statistical data. The segmentation map is only one of many ways to report survey data. Acting on knowledge is 
the goal, and segmentation maps are the path. 

Linkage analysis and customized themes
As part of our customer focus and analytical competence, Ennova offers a wide variety of reporting options including linkage 
studies and customised themes. Being able to customise a survey to the specific needs of the organisation enables decision mak-
ers to peel off the layers of information required for further analysis. 

Organisations vary in size, industry and management style and so do reporting needs. Linkage studies designed specifically for 
the individual organisation are valuable tools for optimising and improving effectiveness. Linking employee engagement to unique 
internal data such as absenteeism or employee churn often reveals bottom line economic results. A customised theme based on 
employee development explores the link between a chosen theme and employee engagement:
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Follow-up - The key to succes
Measuring employee engagement in itself will not yield results. When the results differ from the ideal, it takes a focused effort to reach the goal. 
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Ennova has developed and perfected the art of conducting surveys over many years, and 
our extensive experience is always an integral part of our projects. Be it deciphering reports, 
addressing organisational challenges or providing top management guidance, Ennova has 
the experience, objectivity and dedication to ensure your survey is done within a specific 
time frame and with continuous improvement in mind. 

Strap on the tool belt 
Stepping on the scales does not result in weight loss by itself. Even though it is a precise and 
action-oriented tool, employee engagement surveys need to be closely linked to the follow-
up process. The survey helps you to identify local or widespread organisational challenges, 
but improvements must come from within. By creating a process for follow-up that matches 
your strategy and business processes, you will be able to optimise on the survey results. 

Informing and training employees and managers is crucial to any survey. By involving employ-
ees in the follow-up and keeping all lines of communication open before, during and after 
the survey helps to ensure high response rates and dedication to the project. Managers not 
only need to motivate participation in the survey, but also to focus on disseminating the 
results. Planning deadlines for presentations and making sure deadlines are met, are just as 
important. Having the support of the entire organisation is key to a successful survey and 
it is even more important when introducing changes to the organisation as a result of the 
survey. 

Creating a suitable framework for the follow-up process and preparing the appropriate  
material are paramount to a successful survey, and involving employees in the entire survey 
process has proven to be invaluable. Some organisations have more experience working 
with internal surveys than others. This must all be taken into account when planning the 
employee engagement survey, and Ennova is able to help in any scenario.

The work ahead

Management consulting
Management consulting faces off with results in a hands-on session 
with individual managers. The advise from Ennova is based on the 
managers unit reports and the challenges related to the follow-up. 

Educating HR
Within large organisations with a need for several HR consultants 
to assist in the follow-up and introduce new managers to survey 
concepts, Ennova can help conduct workshops for HR and relevant 
HR development consultants. 

Follow-up for managers
The purpose of the follow-up session, is to introduce managers to 
a set of important managerial tools. The idea is to introduce a com-
mon framework and comprehension of the work of follow-up. 

Make the most of your survey with Ennova: 
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Conduct the employee engagement survey 
Employees respond to the survey, results are calculated and analysed. Subsequently, reports are delivered to managers. 

Read the reports
Managers receive and read their individual unit reports. 

Discuss the results with your immediate manager 
Ennova recommends that managers discuss their reports with their superior after having read the reports. Another option is to discuss the results with colleagues in a 
management group setting. This could be of particular interest if challenges converge across different units. 

Presentation and dialogue within the unit 
Strengths and weaknesses should be rendered visible through a dialogue within the unit. This enables the unit to raise or maintain employee engagement.  
During data collection, employees were asked to evaluate using a numeric scale, whereas here they are asked to formulate their experiences. The dialogue must be 
constructive, forward and specific. 

Prepare the action plan
Based on the dialogue, the unit prepares an action plan for future changes and how these changes are to be implemented. The challenge of improvement should be 
founded on what is actually possible within the unit. When planning the course of action, limitation is key - It is better to have few achievable ambitious goals, than over-
ambitious ideas which can only be partially implemented. 

Maintaining focus
When all the action plans have been prepared, maintaining focus is paramount to success. Different approaches can be used -  displays in the office, presentations at 
meetings, etc. The challenge of maintaining focus in everyday work needs to be addressed. 

New survey
Employee engagement surveys should be conducted on a regular basis. This enables managers as well as employees to visualise the changes they have enabled. 12

Continous improvement
1
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