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Request for City Council Committee Action 
from the Human Resources Department 

 
Date:  September 22, 2011 
 
To:  Executive Committee 
 
Referral to:  Ways & Means/Budget Committee 
 
Subject:   2011 Employee Engagement Survey 
 
Recommendation: Continue to Support Employee Engagement Survey Efforts 
 
Previous Directives: None 
 
Prepared by:  Charles J. Bernardy, Human Resources Manager 
 
Approved by:  ______________________                   ________________________ 
                       Pam French, HR Director                       Steven Bosacker, City Coordinator 
 
Presenters in Committee:  Pam French and/or Charles Bernardy  

Reviews 
Department Heads Information presented to the City Leadership Team on 08.17.2011  
City Labor Management Committee Information shared with the Minneapolis Board of Business Agents on 09.08.2011 
Policy Review Group (PRG)     Not Applicable 
 
Business Case: Employee engagement has emerged as a critical driver of business success in today’s 
competitive marketplace.  High levels of engagement promote retention of talent, foster customer loyalty 
and improve organizational performance and stakeholder value.1 
 
History: The first employee survey was launched in 2004. Subsequent surveys were administered in 2006 
and 2009. The 2011 survey will open on October 17 and close on November 10. In 2009, 61 percent 
(2436 employees) of the workforce completed the survey versus 63 percent (2474 employees) in 2006.  
 
Survey Goals: The Employee Engagement Survey has three goals: 
 

1. Provide each employee an opportunity to share thoughts on what is working well and where there 
are opportunities for improvement in the City.  

2. Develop effective action plans that respond to Citywide and department specific employee 
engagement issues.  

3. Implement lasting change to our work environment that makes the City a great place to work, and 
supports the achievement of City goals.  
 

Impacts of Previous Surveys: In the past two surveys, the City has been successful in taking action 
and making changes that are designed to improve the work environment. In response to the 2006 survey, 
the following are examples of initiatives that were undertaken: 
 

 Implementation of Business Process Improvement (BPI) 
 Total Compensation Statements 
 Minneapolis Matters Employee Newsletter 

                                          

1 Developing and Sustaining Employee Engagement, Society of Human Resources Management (SHRM), December 30, 2010 



2 

 
In response to the 2009 survey, examples of changes or improvements that were made include: 
 

 The concept of employee engagement was incorporated into the City goal, “A City That Works. City 
employees high-performing, empowered and engaged.” 

 Integration of employee engagement and performance excellence into other City processes 
including Results Minneapolis, Business Planning and the Priority Budgeting Process. 

 Alternative Work Arrangements Policy & Procedures 
 

In addition to the efforts above, significant work has been done at the department level through the 
deployment of departmental and divisional “Survey Champions.”  In 2009, Survey Champions were 
trained on report interpretation, provided with access to tools to assist in responding to the survey results 
and were given access to tools to plan, take action and track progress.  
 
Survey Champions also led or coordinated various response efforts that led to change and initiatives 
involving: 
 

 Employee Recognition (13 Departments) 
 Improving Communication (Nine Departments) 
 Employee Involvement (Nine Departments) 

 
What’s Next? 
 
For the 2011 Employee Engagement Survey, the City is using survey research firm Kenexa to provide 
expertise in developing and administering the survey. Staff from Kenexa will also provide support to City 
leadership and departments as they interpret the results, identify key priorities, and create action plans 
that engage employees and respond to the survey findings.  
 
Based on the survey results, and in partnership with Kenexa, Department Heads will assist in identifying 
organizational priorities for improvement. All departments are encouraged to develop survey response 
teams to address Citywide priorities and any department opportunities for improvement. Department 
Survey Champions will play critical roles in action planning and tracking overall progress at the 
department level. 
 
The City Coordinator’s Office and Human Resources staff will assist and monitor department efforts and 
help develop any necessary Citywide actions to address the organizational priorities.  


