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EMPLOYEE RESEARCH 
FACT SHEET
An engaged workforce is critical to sustained organisational performance. 
Empirical research has long established a significant link between measures 
of employee engagement and business outcomes such as product/service 
quality, customer satisfaction, employee productivity, and employee 
retention. Engaged employees not only contribute their time, energy, and 
ideas to build success, they also serve as advocates of their organisation’s 
products and services, foster a sense of community, support attraction and 
retention of talent, and are resilient to short-term sources of dissatisfaction.

For over 25 years, Mercer has been a leader in the design and 
implementation of employee research platforms. We work with our  
clients to effectively measure, diagnose, and enhance their people strategy, 
culture, and change initiatives. Our global benchmarks and evidenced-
based research methods assist our clients in the identification of relative 
areas of strength and opportunity, as well as the underlying drivers of 
employee behaviour. Coupled with well-executed action plans, these 
diagnostic tools can have profound effects on employee engagement  
and organisational performance. 

ADVANTAGES
Survey research quickly compiles information from a broad cross section of 
the workforce, or from selected employee segments. Given both the speed 
of data collection, as well as the quantitative data generated, the insights 
obtained from a well-designed survey instrument are generally superior to 
information gathered through qualitative research methods (for example, 
focus groups) or through informal channels. 

• Survey data provide leaders and managers with insights into their 
employee populations and reveal the high-impact levers that affect 
employee engagement.

• Linking survey results and employee-affect measures statistically to HRIS 
archival data (for example, rewards and promotion history, performance 
ratings) as well as other data sources (for example, productivity data) 
provides evidenced-based insights into the true drivers not only of 

1 For example: Harter J.K., Schmidt F.L and Hayes T.L. “Business-unit-level Relationship Between Employee 
Satisfaction, Employee Engagement, and Business Outcomes: A Meta-Analysis,” Journal of Applied Psychology, 87/2 
(2002), pp. 268–279. This was a meta-analytic review of 7,939 business units in 36 companies to assess the link 
between employee outcomes of satisfaction and engagement and business outcomes of customer satisfaction, 
productivity, profit, turnover, and accidents.



long-term engagement, but outcome measures such as employee 
retention, productivity, and customer retention/satisfaction. 

• Survey data are collected on a confidential basis and therefore provide 
more candid and reliable data than other upwards communication 
channels. As an independent research partner, Mercer guarantees  
the confidentiality of survey data.

• Organisational surveys provide uniform, enterprise-wide metrics that can 
be incorporated into a management or human capital scorecard. 

• Surveys can quickly provide comprehensive information to a new CEO or 
CHRO on the prevailing workforce climate. 

• Advanced sensing techniques, such as conjoint analysis, provide powerful 
ways of asking employees what they most value in an employment 
relationship. These findings can inform the design of benefits 
programmes, rewards, and pension plans and can be an effective tool  
for helping retain valued employees.

• In addition to census surveys of the entire workforce, interim pulse 
surveys are an effective means of capturing ongoing feedback from  
a sample of employees. 

• Change programmes find greater support and have a greater chance of 
gaining traction when employee perspectives are taken into account.

SURVEY RESEARCH SERVICES
Mercer provides the following employee research services:

• Engagement surveys — broad-based surveys to assess the level of 
employee engagement and identify those factors that have the largest 
influence on engagement.

• Pulse surveys — short-form questionnaires, typically delivered to a 
sample of the workforce on an ongoing basis (for example, quarterly)  
to measure views on a focused set of issues.

• Management surveys — to evaluate the leadership’s views on more 
strategic themes such as business and people strategies, competitive 
positioning, budgeting, talent management, alignment of HR planning 
and business planning, and executive reward programmes.

• Culture surveys — to assess gaps between the current and ideal culture or 
between different (or merging) entities; to create concrete, actionable 
steps to align the business and people strategies with the ideal culture.

• Benefits/rewards surveys — to quantify the relative value of total reward 
components to different employee segments, as well as the trade-offs 
employees are willing to make, enabling organisations to optimise the 
allocation of their people investments.

• Diagnostic management interviews — to seek input from stakeholders on 
topics that should be covered by an employee survey and to understand 
current organisation goals and initiatives.



• Employee focus groups — pre- or post-survey, to inform questionnaire 
design, or to validate survey results by investigating the root causes of 
areas of concern and to seek employee ideas for improvement.

RESEARCH TOOLS AND PRODUCTS
• Flexible survey methods — online and paper-based surveys that can be 

conducted in any language required, in any location.

• Real-time reporting of response rates to online surveys.

• Reporting of results in formats that are easy to understand and use:

– Batch reporting of survey results for multiple lines of business and 
departmental units with the ability to produce hundreds or thousands 
of results reports in order to provide data to all levels of management. 
Reports are delivered over the internet using the MercerConnect™ tool, 
providing easy storage and retrieval of reports.

– Benchmarking of results data against Mercer’s What’s Working™ norms: 
available for 30 countries, for multiple business sectors and Global 
Leading Companies. 

– Mercer’s Surveyor™ Reporting Tool: a desktop tool for exploring your 
survey results and producing custom charts of key findings; suitable for 
“power users” who need to review and analyse results across multiple 
employee groups.

• Targeted, scalable analyses to facilitate identification of priorities  
from results: 

– Expert interpretation and advanced statistical analysis of survey data.

– Segmentation analysis to differentiate the views of demographic groups 
(for example, segmentation by age, tenure, job level).

– Key driver analysis: multiple regression analysis to determine the key 
correlates of employee engagement.

– Say/do research: statistical modelling that combines employee affect 
measures  (for example, engagement) with both HRIS archival data and 
outcome measures such as employee productivity, employee turnover, 
and customer satisfaction.

– Conjoint analysis to assess the relative importance employees assign to 
different elements of the employment deal or total reward package.

• Survey champions briefings: pre- and post-survey briefings of key 
stakeholders in the survey process. These sessions are designed 
(conducted with a network of individuals from different lines of business/
geographies) to help implement the survey by maximising response rates 
and supporting management in the interpretation of survey results and 
the design and implementation of action plans.
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• PACE (determining Priorities, establishing Accountabilities, implementing 
Change and Evaluating impact): Mercer’s survey follow-up methodology 
assists clients with post-survey action plan design  
and implementation: 

– Consulting, training, communication, and technology tools help clients 
implement PACE and obtain maximum value from their survey findings 
through effective action planning programmes.

– Survey Action Planner: an online tool for central monitoring of post-
survey action plans across all lines of business and departments. 

WHY MERCER?
The combination of research expertise and human resources consulting 
enables Mercer to provide an end-to-end service that delivers real value  
to our clients.

• An experienced team with global expertise. 

• Survey content tailored to each client.

• Proven process, methodology, and technology.

• Business-focused analysis.

• Leader in survey data processing and reporting.

• Change management and implementation expertise.

• More than a survey firm, Mercer offers a wide range of HR  
consulting services.
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