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Executive Summary:  
2017 Employee  
Engagement Trends 
 

KEY FINDINGS 
 
Engagement by Industry (page 3) 

• Engagement differs by industry. The Professional Services, Finance, and Healthcare industries 

have the most engaged workforces.  

• Across all industries, leadership has the opportunity to focus on communicating a motivating 

and inspiring vision for the organization. 

 

Engagement by Generation and Tenure (page 4) 

• Engagement levels tend to be relatively similar across generations, but do vary by tenure.   

 

 
Engagement by Gender (page 6) 

• Overall engagement is similar for men and women, but experiences differ, especially related to leadership, 

communication, team trust, and feeling valued. 

• Men and women have different engagement levels depending on the industry. 

 

Key Drivers of Engagement (page 8) 

• Career growth and development were the most frequent key drivers of engagement in 2017, followed by 

confidence in senior leadership.  

 

Personal and Professional Events Impact Engagement (page 10) 

• Events related to 1) Growth and Development, 2) Relationships at Work, and 3) Work-Life Balance influence 

employees’ engagement levels. 

In 2017 workplaces were impacted by a year of politics, speaking out against sexual harassment, 

and record low unemployment. At Newmeasures, we have the privilege of collecting feedback 

from hundreds of thousands of employees across many industries every year. In this report we 

highlight key trends and findings from 2017 in the hopes of continuing our vision of providing 

insights for an exceptional workforce.  
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Engagement Survey Dimensions  
 
Every year, Newmeasures collects data from hundreds of thousands of employees across a wide variety of 
industries to help organizations enhance employee engagement levels. The findings in this report are based on 
Newmeasures 2017 benchmark data collected from 1,600 organizations and nearly 1.8 million survey 
responses.  
 
In measuring employee engagement, Newmeasures uses a validated engagement index. In addition, 
Newmeasures also asks for employee feedback on five key dimensions that drive employee engagement. The 
findings in this report summarize differences in engagement across industries, age, tenure, and gender, as well 
as key drivers of engagement. We also share learnings about how personal and professional events can 
influence employees’ engagement. 
 
 
 

NEWMEASURES DRIVERS OF ENGAGEMENT 
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Engagement by Industry  
 
Engagement norms differ by industry. Engagement tends to be highest, on average, in the Professional 
Services, Finance, and Healthcare industries and lower in the K-12 Education and Higher Education industries. 
There may be many reasons for these differences. Broadly, industries have differing natures of work, industry 
norms, paces of change, and pressures from the external environment, to name a few. Not all organizations 
fall in line with these trends, but understanding the high-level patterns can shed light on how and why 
engagement may differ across industries.   
 
Figure 1: Engagement Index Benchmarks Across Industry 

 
While there are differences in engagement by 
industry, as can be seen in Table 1 below, there 
are commonalities in the engagement drivers that 
are perceived as strengths and opportunities for 
improvement. Across all industries, employees view 
Visionary Leadership as the dimension with the 
biggest opportunity for improvement. Conditions to 
do Best Work and Trust and Collaboration are 
viewed as the strongest engagement dimensions. 
This supports what we often hear from employees: 
they value and respect the people they get to work 
with, they have a clear understanding of how the 
work they do supports the vision of the 
organization, and for the most part, they have the 
tools and resources they need to be effective.  
 

Conversely, employees see a need and opportunity 
to feel inspired by a compelling vision, understand 
the reasons behind key decisions, and receive 
consistent, transparent communication from 
leadership. This reinforces the concept that people 
are driven to contribute to something larger than 
themselves; the caveat (and leadership challenge!), 
is doing so in a way that is personally meaningful 
across a staff who may have different values or 
aspirations. As such, leaders would be wise to 
consider how to communicate the vision of the 
organization and the importance of it from a variety 
of angles: how does it impact the organization, 
individual employees, the community, the earth, the 
globe, etc.? 

 
Table 1: Strongest and Lowest Scoring Survey Dimensions Across Industry  

Industry  Strongest Dimension Lowest Dimension  

All Industries Conditions to do Best Work  Visionary Leadership 

Technology  Trust and Collaboration  Visionary Leadership 

Higher Education Conditions to do Best Work  Visionary Leadership 

Finance  Trust and Collaboration  Visionary Leadership 

Healthcare Conditions to do Best Work  Visionary Leadership 

Professional Services Trust and Collaboration  Visionary Leadership 

Hospitality Supportive Supervisor  Visionary Leadership 

Manufacturing Trust and Collaboration  Visionary Leadership 

K-12 Education Conditions to do Best Work  Growth and Autonomy 

78
80 79 79 78

75 75

66 64

All Industries Professional
Services

Healthcare Finance Hospitality Technology Manufacturing K-12 Higher Ed
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Engagement by Generation  

and Tenure 

  
GENERATION  

Figure 2: Engagement Index Benchmark Across Age Groups 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Note. The benchmark comparisons shown above are based on percent favorable scores that represent the 50th percentile 
in each age group.  

  

1 Fry, R. (2015). Millennials surpass Gen Xers as the largest generation in the U.S. labor force. Retrieved from 
http://www.pewresearch.org/fact-tank/2015/05/11/millennials-surpass-gen-xers-as-the-largest-generation-in-u-s-labor-force/   

78 77
79

77 75
78

All Employees 20-29 30-39 40-49 50-59 60+

Given the fact that 50% of the workforce will be comprised of Millennials (those who are between the ages 
of 20 and 36 in 2017) by 20201, many organizations are considering how their workforce practices are 
perceived by this employee group and are adjusting organizational practices based on their feedback. 
Interestingly, as can be seen in Figure 2, engagement levels are largely consistent with only minor 
differences by age group. In fact, the age group with the lowest levels of engagement are those between 
the ages of 50 – 59 (Baby Boomer and Silent generations).  
 
 
Our research suggests that regardless of generation, all employees are looking for opportunities to grow, feel 
appreciated and heard, and do meaningful work. Where we see the biggest generational differences, however, is 
in how organizations go about delivering on those common needs. For example, a Baby Boomer may feel 
valued based on receiving a bonus as a token of appreciation, whereas a Millennial may feel most valued by 
getting a paid day off from work. And even this example may be an oversimplification. Individual differences and 
preferences also have an impact how meaning and value are derived at work. Organizations are most successful 
at valuing people when they understand individuals, not just small generational differences.  
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TENURE 

 
Perhaps not unsurprisingly, we do see engagement levels vary based on an employee’s tenure, as can be 
seen in Figure 3. Employees who have been with an organization less than one year tend to have the highest 
engagement. We attribute this to a honeymoon phase where many aspects of work are novel, there is support 
and training via the onboarding process, and employees are challenged with opportunities to learn and grow.  
 
Figure 3: Engagement Index by Tenure  

 
Note. The benchmark comparisons shown above are based on percent favorable scores that represent the 50th percentile 
in each tenure group.  

 
After the first year, we see engagement levels decrease; some of the biggest changes in perceptions between 
the first and second year of employment are around trust and collaboration across the organization, 
perceptions of senior leaders, and perceptions of opportunities for growth and autonomy. In fact, we see these 
perceptions (and engagement) at their lowest when employees are between 3 – 5 years of tenure. Why might 
this be? At this state of the employee life-cycle, employees typically feel competent within their roles, 
understand expectations, and have a familiarity with the organization. Newmeasures data suggests that 
opportunities for growth and career development are key drivers as mid-tenured employees contemplate what 
is next, where they want to take their careers, what new challenges to take on, and whether the current 
organization is the place to pursue their goals.  
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74
76

80

All Employees Less than 1 year 1-2 years 3-5 years 6-10 years More than 10 years

Based on this pattern, we suggest that organizations consider how to extend the 
valuable activities that happen during the onboarding process to a longer-term 
strategy. For example, after one year of employment, managers could consider 
one-on-one conversations to re-cap the last year, discuss successes and 
opportunities, and most importantly, ensure there is a clear understanding of the 
employee’s career goals and determine a plan for how to get there.   
 

Going back to the generational perspective, this 
may be particularly important for Millennials, as 
they greatly value development and career 
opportunities and are more likely than other 
generations to move to a new organization if they 
feel that is what they need to do to advance. 
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Engagement by Gender  
 
Across organizations, men and women tend to have similar levels of engagement. Similarly, across key 
dimensions, norms for men and women are generally consistent. Both groups view Trust and Collaboration 
and Conditions to do Best Work as strengths, and Visionary Leadership as the greatest challenge. These 
findings highlight that men’s and women’s tendency and potential to be engaged at work are largely the same. 
 
Figure 4: Engagement Norms for Men and Women 

 
Note. The benchmark comparison shown above is based on percent favorable scores that represent the 50th percentile.  

 
Interestingly, we commonly see more exaggerated gender differences in organizations where one gender 
comprises a smaller proportion of the workforce than the other, or, in organizations were leadership positions 
are dominated by one gender. In these environments, it is important to be aware of gender norms, stereotypes, 
opportunities to connect and develop good relationships, and availability of growth and development 
opportunities.  
 
Although engagement levels are comparable by gender, the feedback we have collected indicates there are 
differences in some aspects of how the work environment is experienced by men and women. As seen in 
Figure 5, women generally feel more valued than men and tend to have higher trust in their teams. Men, on the 
other hand, tend to perceive that communication from senior leaders is more consistent and inspiring. Men 
also generally feel more listened to than women. Closing the gap in these areas may require crucial 
conversations and action at multiple levels of the organization. For example, how can senior leaders ensure 
that communications are reaching all areas of the organization in a meaningful way? Are managers equipped 
with a variety of strategies for listening and soliciting input? Do employees have the right skills and resources 
to get information, exert influence in productive ways, and build trust within diverse teams?     
 
Figure 5: Largest Norm Differences between Males and Females  

 
Note. The benchmark comparisons shown above are based on percent favorable scores that represent the 50th percentile 
for males and females.  
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GENDER DIFFERENCES ACROSS INDUSTRIES 
 
Although we don’t see large differences in engagement by gender overall, data collected by Newmeasures 
indicates that there can be differences when it comes to specific industries. In the hospitality industry, we see 
that women are more engaged by a wide margin. However, in other industries like Manufacturing, Professional 
Services and Healthcare, men tend to be more engaged. It is important to note that we often find that gender 
differences may also be exaggerated by the type of roles or work being done, leadership level, and proportion 
of men vs. women in the organization. While it can be harmful to overstate gender differences and stereotypes, 
understanding differences in the experiences of men and women can highlight important opportunities.  
 
Table 2: Engagement Differences between Males and Females Across Industries  
 

Industry Difference in Engagement 
Between Men and Women 

Hospitality Women more engaged (+14) 

Manufacturing Men more engaged (+8) 

Professional Services Men more engaged (+7) 

Healthcare Men more engaged (+7) 

Finance Men more engaged (+3) 

Technology Men more engaged (+1) 
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When it comes to building a highly engaged workforce, the diagram above emphasizes the importance of 1) 
growth and development opportunities, and 2) leadership. Time and again, we see that employees who 
have learning and advancement opportunities tend to be more engaged than employees who do not or those 
who are unable to take advantage of them. Managers play a critical role in fulfilling these drivers, as they are 
often employees’ direct line to opportunities. Additionally, regular, meaningful feedback conversations are an 
essential part of development (emphasis on the ‘meaningful’).  
  

M
o
s
t 

C
o
m

m
o
n
 E

n
g
a
g
e
m

e
n
t 

D
ri
v
e
rs

 i
n
 2

0
1
7

#1: Confidence in One's Ability to 
Achieve Career Goals at the 

Organization 

#2: Opportunites to 

Develop New Skills

#3: Communication of an Inspiring 
Vision from Leadership

#4 Confidence in the Leadership 
and Direction Provided by Senior 

Leadership

Most Important Drivers of Engagement 
 
Perhaps one of the most important insights that can come out 
of an engagement survey is for an organization to understand 
where it can focus improvement efforts for the biggest impact 
on engagement levels. To identify these critical drivers of 
engagement, organizations leverage Newmeasures Key 
Driver Analysis® which highlights items with the most 
opportunity for improvement (low percent favorable scores) 
AND the largest correlation with engagement. The top four 
drivers in 2017 for Newmeasures clients are listed below.  
Newmeasures recommends that organizations focus on 
these topics in the spirit of driving overall improvements to 
employee engagement. 
 

Figure 6: Most Common Drivers of Engagement from Newmeasures Clients in 2017 
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It is interesting to note that satisfaction with compensation, fair pay, or any topic related to compensation did 
not emerge as a key driver of engagement in 2017 (and other years). This is not to say that pay is unimportant. 
However, contrary to widespread belief, our research does not support that compensation is a key driver in 
determining employees’ engagement.  
 

  

Though related, the difference between 
development and advancement isn’t always clear. It 
can be valuable to help employees and managers 
understand the connection between skill 
development and career advancement, and that 
development is a necessary step to be prepared for 
formal advancement opportunities when they arise. 
Employees may not have considered the full range 
of formal and informal development opportunities 
that could push them closer to long-term goals. 
Opportunities to work on new projects/teams, peer-
to-peer mentoring, increased variety in work, or 
provide input on decisions can be just as 
rewarding, if not more so, than getting a pay raise, 
promotion, or bonus. And, will ready employees for 
advancement opportunities when they come.  
 
Second to growth and development, having 

motivating and inspiring leaders who communicate 

vision and direction, instill confidence, and provide 

clarity around the organization’s future are highly 
influential for engagement. Employees see the 

meaning and impact of their work when they 

understand how it fits into the greater vision. 

Leaders create safety, trust, and confidence when 

employees know where the organization is headed, 

what’s on the horizon, and why decisions are 

made. As we see all too often, communication is 

difficult because it’s not a one-time-and-done kind 

of deal, but a constant exchange between leaders 

and employees. The most successful leaders 

communicate often, share information openly when 

appropriate, and keep the vision front-of-mind for 

employees.  
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EVENTS THAT SUPPORT GROWTH AND 

DEVELOPMENT  

 
Consistent with the top key drivers in 2017, 
Newmeasures data shows a clear relationship 
between engagement and events related to career 
growth or development. For example, employees 
who said they had a meaningful conversation with 
their supervisor about their professional 
development within the last year were 4 times 
more likely to be engaged than employees who 
did not. Also related to development, employees 
who participated in a work-related training or 
conference were 3 times more likely to be 
engaged than employees who didn’t have or take 
advantage of these opportunities.  

 

 

CHANGES IN WORK RELATIONSHIPS 

 
Changes in employees’ relationships at work also 
influence engagement. First, those who said they 
were assigned a new supervisor in the last 12 
months were 2 times less likely to be engaged. 
Similarly, employees who said they had a close co-
worker or friend leave the organization were 2 
times less likely to be engaged. 

 
Relationships are a source of trust, belonging, and 
collaboration, and therefore have an impact on 
engagement. The key learning for organizations is 
to ensure that employees feel supported as they 
experience milestone events. For example, if an 
employee is transitions to a new department or 
supervisor, being mindful about setting clear 
expectations and relationship building can ensure a 
smooth transition and keep engagement levels 
strong. 
 

 

TIME TO REFRESH 

 
A third key trend emerged from our analysis of 
events. Employees who said they had taken a full 
week off from work to do something fun or relaxing 
were 2 times more likely to be engaged than 
employees who didn’t take this time to unplug. This 
finding supports the importance of work-life 
balance, taking breaks to refresh and renew, and 
encouraging employees to utilize their personal 
time.   

 

 

Personal and Professional Events Impact Engagement  
 
In our work with clients it has become all too apparent that engagement is often impacted by factors beyond 
the usual suspects (leadership, supervisors, etc.). Events that are experienced by employees in both their 
personal and professional lives can also have an impact on levels of motivation and commitment to work. For 
example, changes in reporting relationships, re-structuring, opportunities for training and development, or 
increases in compensation can influence how one feels about work. Not only that, but major life events outside 
of work, like having a baby, moving, or going through a divorce can also impact employees’ perceptions of the 
workplace. 
 
Newmeasures clients often include “event-related” questions on their engagement surveys to better understand 
the percentage of employees who have experienced such events and if they have a positive or negative 
relationship with engagement. Doing so can help organizations proactively manage and support employees as 
they go through such experiences.  
 
An analysis of input from over 1,000 employees has revealed themes in the events that have a significant 
impact on engagement. Interestingly, these events (described below) align with the topics that emerged as 
important based on key driver analysis. Events related to growth and development, critical relationships at 
work, and work-life balance have an important relationship with employee engagement.   
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Engagement Best Practices  
 
We see organizations with various levels of sophistication when it comes to managing employee engagement. 
There are some best practices that we have known for decades are critical to creating an engaged workforce – 
leadership support and buy-in, communicating follow-up efforts, and focused action. Below are several new 
trends that we see best-in-class organizations embracing to take employee engagement efforts to a new level. 
 
Pulse Surveys. Surveying employees once a year or every other year used to be an effective approach, but 
times have changed. With intense competition, ever-changing technology, low unemployment, and a world of 
constant communication, waiting a year or two to check in with employees leaves a gap in leadership 
understanding of employee sentiment. As such, many best-in-class organizations are turning to pulse surveys 
in which they ask for employee feedback twice a year, quarterly, or even monthly. Regardless of this trend, 
there remains a lack of clarity and best practices about when and how to “pulse.”  Pulse surveys should be 
short and focused surveys that indicate trending from one time to another on a few critical topics. For example, 
quarterly pulse using an index of engagement can help leaders understand the impact of change or a new 
initiative. A pulse survey that homes in on a key driver of engagement can indicate the effectiveness of follow-
up efforts or provide insight into areas that warrant a course correction.  
 
At a minimum, Newmeasures recommends administering at least one pulse survey 6-8 months between full-
engagement surveys to maintain an understanding of changes and trends. That being said, we have also seen 
organizations that are too ambitious with their pulse survey programs, meaning they have feedback coming in 
too frequently to digest the information and consider what response, if any, is warranted. In this scenario, a 
pulse program can cause more harm than good if employees feel that their feedback is not being taken 
seriously. In the coming year, we look forward to working with organizations to implement best practices 
around survey cadence, using pulse surveys effectively, and developing holistic strategies for collecting 
employee experience data.  
 
Integrating employee life-cycle data. Many organizations are collecting data across the employee life-cycle 
(onboarding, exit, etc.), but few are doing a good job at connecting the data from these key milestones to 
answer strategic talent management questions. For example, Newmeasures has helped organizations answer 
questions like: 1) what should I focus on to keep my top performers engaged? 2) how does the onboarding 
experience impact long-term engagement? 3) where should I focus on improving the employee experience for 
the biggest impact on the customer experience? Newmeasures can help your organization strategize about 
how to integrate onboarding, exit, employee engagement, performance data, and beyond for true talent 
management insights. The future of employee experience management is less about more data and more 
about better insights from the data you already have. 
 
 
 
  

11 
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Newmeasures. Insights for an exceptional workforce.  
 
 
VISIT NEWMEASUSRES.COM TO LEARN MORE  
ABOUT OUR OFFERINGS 

Newmeasures is focused on survey and consulting expertise in leadership, culture, and engagement. 

Our experienced consultants are passionate about helping leaders and organizations become more 

mindful of the employee life-cycle by providing insights via employee feedback. Contact us to learn 

more about our services: 

> Employee Engagement Surveys 

> Pulse Surveys 

> Onboarding and Exit Surveys  

> 360° Leadership Surveys  

> Executive Coaching  

> Benchmark Data 

> Linkage studies connecting employee feedback to other business metrics 

 

Contact us at: 877-888-3817  

newmeasures.com 
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