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How to Conduct an Employee Pulse Survey
This session will cover:

•What is an employee pulse survey

•Why conduct regular pulse surveys

• How to interpret the results from your pulse surveys

• How to use survey results to improve team culture and the overall 
employee experience

•Q&A 



What do we mean by ‘Employee Pulse Check’

Gathering employee feedback to make more informed decisions that affect 
your people.

Opportunity to show the team that we care about them, their professional 
success, and their overall happiness. 

Give them an opportunity to reflect on what they need to be successful, 
and to hold manager/employer accountable to create an environment for 

success.

Source: https://www.cultureamp.com/blog/employee-pulse-survey  &   https://medium.com/swlh/one-on-ones-are-my-most-valuable-meetings-heres-how-i-run-them-d9ae7c64dade



Benefits of pulse checks

• Track engagement levels & drivers of engagement

• Understand if employee interventions are working so you can make 
modifications quickly

• Demonstrate that employee feedback is important to your business

• Fewer surprise employee departures

• Higher retention 

• Better performance (e.g. better customer service & more innovation)

Source: https://www.cultureamp.com/blog/employee-pulse-survey 



How frequent should pulse checks be?

Survey only as fast as you can act

• Start with a baseline pulse check survey

•Aim to do a follow up pulse check in 3 months, after some changes
have been made

• Monthly pulse checks are ideal if you have 1:1 meetings with team 
members

• Monthly pulse checks can also be useful with new team members



Sample Employee Pulse Check Questions (Req 5 to 6)

• How do you feel about your work overall at the moment?

• In the past month, what have you been happy about?

• In the past month, what have you been less happy about?
• Any questions or feedback for me?

• Anything you feel could help you in your role?

• If you were me, what would you do differently?

• How could I be a better manager for you?

• How do you feel the team is doing?

• How can we make things better?

• How do you feel about working here at the moment?

Source:  https://medium.com/swlh/one-on-ones-are-my-most-valuable-meetings-heres-how-i-run-them-d9ae7c64dade



What to do with pulse check results

Make sure to take action
• Go through results with an open mind. This is neither the time to be 

defensive nor to justify the state of things

• Aim is NOT for a glowing review of how great an employer you are

• Aim is to learn where your team are at & what’s getting in the way of the 
best working experience

• Inform your team about what you’ve learned & how you intend to address it

• Give some timeframes for when employees can expect changes

• Offer options of who/how to provide additional feedback to or ask follow up 
questions from



What to do with pulse check results

• Share findings and explore solutions with the broader management team

• Involve employees in discussions and exploration around possible ways of 
addressing gaps or making improvements

• If there is an area you’re unable to ‘fix’, consider providing context for the 
limitations and inviting suggestions for alternative improvements

• Follow through with any promised improvements

• Inform the team when changes are made

• Follow up to check if changes made have had the desired impact



The GROW model

• Goal: Set goals for how you’d like the situation to resolve (What 
would you like to get out of this initiative?)

• Reality: Check where are we now? What have we tried? What’s 
currently blocking progress?

• Options: Explore alternatives & possible courses of action

• Will: Decide what will be done, by when and by whom

Source: Whitmore, Sir John. Coaching for Performance: The Principles and Practice of Coaching and Leadership
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The GROW model
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The GROW model
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The GROW model
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Q&A



Thank you for participating!


