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In this 
document …

This document is a roadmap to help you to set your 
annual Employee Communications (EC) objectives and 
demonstrate the value of your team. 

You will find perspectives from organisations that 
showcase best practice, to help you establish your 
team’s aspirations, including:

• Great Place to Work

• Sunday Times best companies to work for

• Gallup

• Glassdoor



Why bother planning? 
We’re so busy delivering!

For exactly that reason! 
To become less busy

You can’t plan everything in 
Employee Communications, but 
you can plan a large percentage of 
activity

If you plan, you can connect, 
coordinate and join things up from 
an employee perspective avoiding 
‘crashes’ and overload

You importantly avoid overload of 
your Employee Communications 
team – ensuring you resource the 
team based on demand flexing as 
required

Taking time to plan will save you time, cost and your sanity!



Setting your annual 
Employee Communications objectives



Create a clear Employee Communications’ direction

Understand your 
organisation’s 

priorities –
including people 

strategy

Identify what 
you need people 
to think, feel and 

do

Establish how 
Employee 

Communications 
can enable 

delivery

Define SMART 
EC objectives

Monitor, 
measure and 

learn

Report progress 
related to your 
organisation’s 

priorities

Specific

Measurable

Achievable

Relevant

Time-bound

Understand your organisation’s priorities to establish your annual EC objectives

Objectives may focus on achieving changes in employee awareness, understanding, belief, commitment, action or advocacy

Example objectives:
We will achieve an XX% increase in employee awareness of our values.

XX% of managers believe they are equipped to confidently communicate change to their teams



Questions for valuable planning conversations

Ask: Internal customers

12 months from now, what do you hope to have 
achieved?

What would employees be thinking, feeling and doing 
differently?

What sensitivities, obstacles or people-related aspects 
could get in the way?

What has worked well in the past and what has not?

Ask: Employee Communications 
team

What are the overarching and measurable objectives for 
our team to support the organisation’s priorities?

Can we map and link topics and themes to ensure a 
joined up and singular story for employees?

What resources, ways of working and learning do we 
need to be able to deliver?

Ask: Those involved in the employee 
experience (HR, Marketing etc)

How can work together at the moments that matter to 
deliver on the organisation’s priorities?

Are accountabilities, decision making and ways of 
working clear to ensure we are successful?

What are the key measures for our employee experience 
and how/when will we measure and learn?



Think 
Employee 
Experience

Consider how you come 
together with other functions 
at the moments that matter 
to create a stronger and 
more impactful employee 
communications plan



Measure your Employee Communications’ impact 
on outcomes and not just the outputs

Reach

e.g. online views, event attendees

Engagement

e.g. social media comments, 
questions asked at events

Enabling business 
outcomes

e.g. influence on actions being 
taken to deliver business goals, 
Employee Net Promoter Score 
(NPS) linked to Customer NPS

Measurement focus areas

About Employee Net Promoter Score
It’s simply one powerful question: “On a scale of 0-10, how likely are you to recommend this company as a place to work?”

Each individual response will be on a scale of 0-10. 
Promoters answer 9-10 – they are the most loyal and are advocates for your organisation.
Passives answer 7-8 – they are neutral and not necessarily negative but is not entirely loyal either. 
Detractors answer 0-6 – they are unlikely to recommend working with that organisation and may be a toxic influence.

The formula for calculating your eNPS: (Number of Promoters — Number of Detractors) / (Number of Respondents) x 100



Measurement approaches

There are organisations like Smarp
whose employee communications platform 
provides A.I. driven analytics and actionable 
insights that help communicators make data-
driven decisions. Smarp’s analytics allow you to 
link your communications with business 
initiatives such as revenue growth, recruitment, 
and employee retention – a process that makes 
it easy to demonstrate the ROI your 
communications program is generating.

In an increasing data driven world, this information can provide 
critical information to ensure the EC remains current and 
demonstrates their value.

EC measurement should warrant the same investment as any 
external communication.

If you don’t have the necessary investment for an external tool, you 
can measure success through simple pulse surveys – using consistent 
questions at different events and online related to your objectives to 
establish trends over time.

You can also do as Angela Sinickas suggests and consider a ‘before 
and after’ in terms of a project or campaign, focusing on outcomes. 
For example, you could ask people involved in the project, what 
percentage (of the overall success of the project) do they believe 
communications contributed?

Keep a record of evidence of delivery and internal customer 
feedback during the year.

https://smarp.com/


Tell people how you’re doing 
An example Employee Communications dashboard to discuss with your stakeholders and internal customers

Employee Net Promoter Score

Promoters

XX%

Passives

XX%

Detractors

XX%

Progress against 2021 Employee Communications objectives

Overall score [add] and trends
[List your annual EC objectives]

Engagement: Likes, comments, actions taken

Discussion forum Intranet

Newsletter Monthly meeting

Learning

Reach: Views/attendance

Discussion forum Intranet

Newsletter Monthly meeting

You may want to include factors such as communication tonality and specific measures around your objectives.

[Add internal customer testimonials]

[Add data related to linking communications delivery to 
business outcomes]



Taking action on measurement insights

Identify someone in your team who 
has the time and space to review 
measurement data and draw out 
actionable insights for your team.

Discuss the trends, insights and assign 
actions to learn and improve, as part of 
your regular monthly team meeting.

Raise the trends and insights with your 
senior leadership team, identifying 
actions they can take to better 
engagement people and support your 
organisation’s success.

Consider ENPS data in relation to 
customer NPS and track trends and 
correlation.



Setting your longer-term aspirations 
– inspired by external benchmarks



Great Place to Work



About Great 
Place to Work

Great Place to Work are the Global 
Authority on Workplace Culture

Their mission is to build a better world 
by helping organizations become a 
great place to work FOR ALL.

Their website: 
https://www.greatplacetowork.com/



What do Great Place to Work look for?

Winners of Great Places to Work awards have the highest levels of trust and 
most inclusive cultures in the world.

Great Place to Work’s Trust Model© consists of these five dimensions:

• Trust: Credibility - Employees see management as credible (believable, 
trustworthy); assesses employees’ perceptions of management’s 
communication practices, competence, and integrity.

• Trust: Respect - Employees feel respected by management; assesses 
employees’ perceptions of professional support, collaboration and 
involvement in decisions, and the level of care management shows for 
employees as people.



What do Great Place to Work look for? (continued)

Great Place to Work’s Trust Model© consists of these five 
dimensions (continued):

• Trust: Fairness - Employees believe management practices 
and policies are fair; assesses the equity, impartiality, and 
justice employees experience in the workplace.

• Pride - Measures how employees feel about their own 
individual impact through their work, their pride in the work 
of their team, and their pride in the organization overall.

• Camaraderie - Measures whether employees believe their 
organization is a strong community where colleagues are 
friendly, supportive, and welcoming.



From the manager’s perspective, a great 
workplace is one where managers:

• Achieve organizational objectives;

• With employees who give their personal best; and

• Work together as a team / family in an environment of trust

Through Great Place to Work, they’ve identified the nine areas where leader and manager actions, behaviors, 
and communications have the greatest impact on the level of trust in an organization. They are:

1. Hiring: Hiring practices ensure new employees fit into the culture and are welcomed

2. Inspiring: Employees see how they contribute to the organization’s higher purpose

3. Speaking: Leaders provide information honestly and transparently

4. Listening: Leaders are accessible and actively seek employee input



From the manager’s perspective, a great 
workplace is one where managers:

Through Great Place to Work, they’ve identified the nine areas where leader and manager actions, behaviors, 
and communications have the greatest impact on the level of trust in an organization (continued):

5. Thanking: Employees are appreciated regularly for their work.

6. Developing: Leaders help employees to grow professionally and personally.

7. Caring: Employees are supported as people with lives outside of work, especially in times of need; 
workplace is inclusive and mbraces diversity; benefits are meaningful and distinctive.

8. Celebrating: Organizational and team successes are regularly celebrated.

9. Sharing: Rewards of mutual efforts are shared equitably with all who helped produce the results and are 
shared with communities.



About the best 
workplaces 2020

https://www.greatplacetowork.com/best-
workplaces-international/world-s-best-
workplaces/2020



Sunday Times best 
companies to work for 



About 
Sunday 
Times best 
companies 
to work for

• Best Companies is the brainchild of our founder and CEO 
Jonathan Austin. He was inspired by a Servant 
Leadership conference in the USA in 2000, where they 
talked about how they attributed over-achievement as a 
business to the level of workforce engagement.

• The Sunday Times came on board as a publishing 
partner and launched the first list in 2001. 

• Today they work with some of the world’s best-known 
organisations: measuring, improving and recognising 
great workplace engagement.



What do Sunday Times best 
companies to work for look at?

The academically tested and verified methodology they’ve built 
feeds their 8 factors of workplace engagement.

They break down survey results to reflect how an organisation 
performs across the following eight factors, so organisations 
can target specific areas for improvement.

• Leadership: How employees feel about the head of the 
organisation, senior management and the organisation's 
values and principles

• My Manager: How employees feel about and communicate
with their direct manager

• My Company: The level of engagement employees
feel with their job and organisation

• Personal Growth: How employees feel about training
and their future prospects



What do Sunday Times best companies to work for look at?

8 factors (continued):

• My Team: Employees’ feeling towards their immediate colleagues and how well they work together

• Wellbeing: How employees feel about stress, pressure at work and life balance

• Fair Deal: How happy employees are with pay and benefits

• Giving Something Back: The extent to which employees feel their organisation has a positive impact on 
society



About the Sunday 
Times best 
companies 2020

https://www.b.co.uk/the-lists/

Big companies Mid companies



Gallup



About Gallup

Gallup is a global analytics and advice firm that helps leaders and organizations solve their most pressing problems. They 

claim to know more about the will of employees, customers, students and citizens than anyone in the world. They know 

what matters most to them at work and in life and how those priorities change over time. And we use that knowledge to 

create transformation.

For more than a decade, Gallup has recognized the most engaged workplace cultures in the world - organizations that 

challenge the status quo and transform their workplaces by putting people at the heart of their business strategies.

In 2020, they renamed the Gallup Great Workplace Award as the Gallup Exceptional Workplace Award to more fully 

capture the extraordinary achievement of the winners.

https://www.gallup.com/



What do Gallup look for?

• The results are based on survey questions.

• There are criteria for the percentage of respondents.

• Organisations need to be able to link engagement with business 
outcomes.



2020 Gallup 
Exceptional 
Workplace 
Award 
recipients

https://www.gallup.com/workplace/287672/g
allup-exceptional-workplace-award-winners-
2020.aspx



Glassdoor



About Glassdoor

Glassdoor is a website where current and former employees 
anonymously review companies. 

They also allows users to anonymously submit and view salaries as well 
as search and apply for jobs on its platform.

https://www.glassdoor.co.uk/



What do Glassdoor look for?

Unlike other workplace awards, there is no self-nomination process and 
no cost involved. 

To win a Glassdoor Employees’ Choice Award, winners are determined 
solely based on feedback provided by those who really know a company 
best — the employees.



Glassdoor Best 
Places to Work in 
the UK 2020

https://www.glassdoor.co.uk/Award/Best-
Places-to-Work-UK-LST_KQ0,22.htm



Fit2Communicate specialises in:

• Communicating major transformation programmes, new
strategies and introducing new technology, supporting long 
term employee behaviour change.

• Employee Communications channel audits, strategies, 
frameworks, processes and ensuring effective adoption.

• Developing Employee Communications teams.

• Leadership communication coaching and training.

• Maximising team effectiveness through communication.

• Individual communication coaching.

• Message and content writing and editing.

Created by Fit2Communicate

www.fit2communicate.com
hello@fit2communicate.com

Co-founders Karen Dempster and Justin Robbins have over 40 
years’ experience of empowering people to communicate and 
inspire teams behind strategic goals and major change 
programmes. 

They were both awarded a Fellowship of the Institute of Internal 
Communications in 2017, recognising their contribution to the 
profession.


