
At MI, we try to practice what we preach, and we think we do a pretty good job of it. 
But, when we recently decided to develop a revolutionary new employee engagement 
platform, we knew it was time to take things up a notch.

We decided to truly live and breathe this great new product in order to accomplish 
several business goals. Aside from just putting this exciting new tool under the 
microscope of the industry experts in order to prove its merits and improve its potential, 
we aspired to:

That may be expecting a lot from a single platform, but if it didn’t live up to our standards 
then how could we really put our stamp of approval on it and expect our Sales team to 
believe their own words? The next page tells our story.

A Challenge And An Opportunity
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Every company that resolves itself to 
address and improve employee 
engagement eventually runs into the same 
problem: how to maintain the excitement 
of their new programs and truly elevate 
their workforce experience in the long term. 
Even an experienced engagement 
company like MI can suffer program 
atrophy if it’s taken for granted.

Step one was to really think through 
the strategy and expectations of 
implementing this sleek new tool. What did we really want to gain from this? What would 
our employees, as industry experts themselves, really think of the user experience and 
features of the new hub? Can we really move the needle that far when we already do so 
much? How were we going to get the word out, and more importantly, how would we 
keep the spark alive after launch?

With these soul-searching questions, and many more, in mind, we decided on a phased 
roll-out, custom branding, and a strong communications strategy. Starting with the basics 
ensured an easy transition and allowed us the benefit of adding excitement with every 
new feature we added over time. We also ensured broad awareness with a carefully 
considered brand name, logo, colors and tone-of-voice, along with several 
communications via email, posters, company meeting mentions, and a launch party.

But two important features of this platform were the keys to solving the engagement 
problem: surveys and feedback. We sent a series of incentivized surveys at regular intervals 
to capture data and encourage ownership. We also solicited direct feedback about specific 
features from individuals. And of course, posting steady social communications ensured 
that this new platform would become a daily stopping point for all employess.

Our Results: A Future To Be Excited About!
To be fair, not all expected results were easily 
measurable. How do you quantify unity and 
alignment? Would it even be productive to try? 
Maybe, but some things are more important than 
that which can be displayed on a bar graph. 

That being said, we did see quantifiable increases 
in cross-departmental communications as well as 
monetary and non-montary awarding behaviors. 

How We Solved The “Engagement Problem”



What’s Next?
As we mentioned above, there’s still a lot of work to do getting actionable insights out of 
this experiment. But beyond that, we plan to keep upping our ante by experimenting with 
new ways to move the bar, new ways to shift our 
potential forward, and new ways to share what 
we’re learning.

If you think you’d like to be a part of that process, 
and truly elevate your workforce experience along 
the way, don’t hesitate to give us a call. Helping 
companies treat their employees better is what 
gets us out of bed in the morning!

Prior to launch there was a near-zero level of peer-to-peer recognitions, despite the 
presence of that feature in our old platform, and that behavior shot up to 25%, 
consistently, as soon as we saw more than half of our employees using the platform on a 
weekly basis, which occurred in the third week.

That’s a massive shift in unity and values aligment, two big factors in real engagement! To 
give some perspective, a typical organization can expect, at most, 10% of their workforce 
to be highly engaged at any given time. To make a significant dent in our own levels, in 
such a short time, really tells us we’re on to something big here.

Of course, there’s a lot more work to be done testing and verfiying these results to make 
sure we’re not seeing something ephemeral or worse, illusory. Could there be hidden 
factors at play that are skewing our results? What’s the counterfactual (meaning: what 
would have happened if we’d done something else)? Are these insights broadly applicable 
or mostly contextual to MI? We’ll be spending the next few months answering those 
questions, and more.

In the meantime, let’s look at what we know for sure:
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