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1 State of the art in organizational research

2 Level 1 (entry level): Measuring employee engagement , its key 
drivers and impact on organizational success

3 Level 2 (standard):  Creating HPO (high performing organizations)  -
measuring employee engagement plus the organizational environment

4 Level 3 (advanced) : Highly customized fact -based consultancy

6 Why GfK?

5 The process
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State of the art in organizational research1
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Employees in midst different interests and emotions
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Employee surveysé

The (Austrian) labor force: Attitudes towards employee surveys 
Basis: working n=2.518 , entrepreneurs/self -employed  n=271

In percent
Source: GfK Austria Social Research, Lifestyle 2009, n=4.300, May ïJuly 2009

enable all employees in a company 
to express their opinion and to be heard

are the best way to find out about 
many things that a company needs to succeed

are a way to compare strength and 
weaknesses of a company in different areas

should be conducted particularly
in economically difficult times

should be done more often and regularly in order to 
contribute to increased economic stability

make employees anxious in economically difficult times 
because they worry that honest answers have 

unpleasant consequences
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Science: Paradigms - Past, present and future

Next steps: State of the art: Focus on creating HPO (high performing organizations) (level 2)

Advanced (level 3): Focus on customized measurement and monitoring of organizational 
culture, diagnosing change processes, evaluating effectiveness achieving targets, customer 
orientation, etc. 

The past:

About 20 years ago: Surveys to measure working atmosphere

During the 1990s: Hypothesis, based on Frederick Herzberg, that employee satisfaction leads to increased 
performance. However,  employee satisfaction proves to be an insufficient indicator

Today: Focus at least on employee engagement (level 1) , on organizational commitment  

according to 3 major social psychological  dimensions 

Ą cognitive and
Ą emotional attachment with the organization and 
Ą resulting behavior at work
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The approach: Fact-based, holistic, scientifically sound

X

=

Organizational analyses based on employee surveys

All levels:  room for additional customized elements

measuring 
organizational 

culture, 
diagnosing 

change processes, 
evaluating 

effectiveness 
achieving

targets, customer 
orientation, etc. 

ORGANIZATIONAL 
FITNESS
regarding
- strategy and
- high performance 

ORGANIZATIONAL 
ENERGY

EMPLOYEE 
ENGAGEMENT

PROFITABLE 
GROWTH

Level 1: EMPLOYEE ENGAGEMENT

Level 2 (standard level): HIGH PERFORMING ORGANIZATIONS
(employee engagement plus organizational environment)

Level 3 (advanced level): HIGHLY TAILORED & CONSULTANCY 
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2
Level 1 ( entry level): Measuring employee engagement, 
its key drivers and impact on organizational success
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Scientific evidence for the correlation of employee 
engagement and organizational performance

Highly engaged employees had 
Å higher overall performance scores than those employees with average level of engagement
Å higher individual productivity (sales) than moderately engaged or disengaged employees

The Corporate Leadership Council (2004), Bates (2004), Towers Perrin, (2003), ISR (2003), Hewitt (2005), Pont (2004), Oakley (2005)

On the individual level

Companies with highly engaged employees had 
Å higher growth in total revenues compared to the average growth within their sector
Å a higher increase in operating margin and in net profits than companies with low employee 

engagement
Å an increase in financial performance indicators
Å a higher level of customer loyalty
Å increases in customer engagement levels

On the organizational level


