Happy Teams Pulsometer

Al-Powered Survey Analysis Report

| Claude Analysis
Here is a comprehensive report on the staff engagement survey results:
« Executive Summary

The survey data reveals an overall positive sentiment toward the organization, with most employees
feeling inspired, purposeful, and appreciative of the meaningful work. However, there are clear areas
for improvement around workload management, career development opportunities, and work-life
balance to prevent burnout. While the team's passion for the mission is a key strength, leadership
must address the emerging risks around retention, role clarity, and resource allocation.

+ Engagement and Satisfaction Trends

« Likelihood to recommend as a great place to work: Very high (8-10 out of 10 for 83% of
respondents)

« Likelihood to stay for 2+ years: Moderately high (8-10 for 67%), but some risk of attrition (25% at
5-6)

« Emotional states: Predominantly positive (inspiration, pride, purpose) but also signs of stress and
exhaustion

« Burnout levels: Moderate overall (average 6 out of 10) but several individuals at high risk (8-9 out of
10)

+ Engagement Drivers and Retention Factors

Strengths to reinforce:

« Motivation for the mission and ability to make a meaningful difference
Pride in the work and alignment with personal values

Supportive coworker relationships and leadership integrity

Interesting and challenging work that allows creativity

Areas for improvement:

« Career development and growth opportunities (cited as both important and lacking)
« Work-life balance and adequate resources (drivers of stress/burnout)

« Fair compensation and job security concerns

« Open Text Insights

Positives: Amazing team, trust/flexibility, global impact, remote work
"The people-everyone is supportive, collaborative, and genuinely cares."

Areas to fix: Workload, compensation, unclear communication, career growth
"Streamline tools and platforms to avoid duplication and inefficiencies. Also, better workload
balance-sometimes it feels like we're constantly stretched.”

Ideas to consider:

« Structured professional development programs
« Shorter workweeks and meeting-free days

« Mental health resources and burnout prevention
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Clearer policies around leave, benefits, contracts
Emotional Landscape

The emotional pulse reflects a mix of energizing positives (inspiration, pride, confidence) and
concerning negatives (stress, exhaustion, frustration). This disconnect suggests employees are
passionate about their purpose but struggling with sustainable workloads and unclear expectations.
Left unaddressed, this tension could fuel detrimental burnout.

Recommendations for Action

Quick Wins:

1) Audit and streamline communication channels/meetings for clarity and efficiency

2) Implement team-wide practices for work-life balance (e.g. no-meeting days, defined work hours)
3) Provide training on stress management, emotional intelligence, and burnout prevention

Medium-Term:

4) Develop transparent career frameworks with growth plans for all employees

5) Review compensation, benefits, and job security policies against industry benchmarks
6) Increase resources for learning, development, and exploration time

Longer-Term:
7) Cultivate a more sustainable performance culture around quality over quantity of work

Leadership should prioritize open discussions around these findings, commit to acting on key issues
within set timelines, and continuously gauge sentiment through regular pulse checks.

Suggested Tools/Frameworks

Job Demands-Resources Model: This framework maps drivers of burnout (e.g. workload, lack of
autonomy) against motivational factors (e.g. feedback, development opportunities). Analyzing current
states through this lens can identify areas to reduce demands and increase resources.

Gallup Q12: Adopting elements of this employee engagement survey (e.g. clear expectations,
opportunity to grow, caring colleagues) could enhance your strengths while measuring progress over
time.

By leveraging such evidence-based approaches, the organization can build an engaged, energized
workforce that is empowered to deliver maximum impact sustainably.

l OpenAl GPT Analysis

Executive Summary:

The overall sentiment from the Employee Engagement Pulsometer survey indicates high levels of
engagement and positivity among staff members. The data suggest that employees are likely to
recommend the organization to friends as a great place to work. The dominant emotions reported
include inspiration, pride, purpose, and connection. The likelihood of employees staying with the
organization for at least the next two years is generally high. However, there are also concerns about
burnout levels and work-related stress.

Engagement and Satisfaction Trends:

Based on the survey responses, employees value factors such as alignment with personal values,
career development, supportive leadership, and recognition for good work. While many important
factors are working well, challenges related to work-life balance, job security, and career growth
opportunities need to be addressed.

Engagement Drivers and Retention Factors:
Key organizational strengths include trust from management, supportive colleagues, interesting work,
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and the sense of making a difference. Areas requiring attention include structured career development
plans, clear communication on meeting durations, and streamlining workflow processes.

Open Text Insights:

Common themes from open-ended responses include the positive impact of team camaraderie and
meaningful work. Suggestions for improvement revolve around stress management support,
structured career growth paths, and clearer communication on meeting schedules.

Emotional Landscape:

Overall, employees report positive emotional states, balanced with concerns about work-related stress
and burnout. The emotional disconnects highlight the need to address communication styles, workload
management, and work-life balance issues.

Recommendations for Action:
Implement wellness initiatives to support mental health and prevent burnout.
Develop structured career development programs with clear growth targets.
Enhance communication by setting clear meeting agendas and establishing feedback channels.
Consider adopting flexible work arrangements, professional development opportunities, and
organizational-wide holidays.
Address specific concerns raised by employees, such as stress management support and career
growth opportunities.

Suggested Tools or Frameworks:
Consider using employee engagement framewaorks such as Gallup Q12 or SCARF model to further
evaluate and enhance staff engagement and retention strategies.

In conclusion, the survey results highlight a positive organizational culture with opportunities for
improvement in areas such as career development, work-life balance, and internal communication. By
addressing these key areas and implementing evidence-based recommendations, the organization
can further enhance employee engagement, satisfaction, and retention rates.
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