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The survey warns of  
gaps between the perception 
and reality of talent management 
program effectiveness.
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Most organizations agree that 
talent is their most important asset, 

but the results of a new survey 
show that most businesses are not 
in tune with employee perceptions 

around key talent imperatives, 
including engagement, training  

and career development.  

Reaching 1,800 HR leaders and employees across the 

U.S. and the UK, the recent 2017 State of Employee 

Engagement Survey conducted by Saba Software 

highlights the challenges many organizations face in 

capturing consistent employee feedback and accurately 

assessing engagement across the organization. The 

survey also warns of gaps between the perception and 

reality of talent management program effectiveness, and 

the impact on critical talent outcomes. 

This report delves deeper into the survey findings, 

providing insight organizations can use to close 

potential gaps that exist between business leaders and 

employees in critical areas, including feedback and 

engagement, training, performance management and 

career development.
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Absence of an Effective 
Feedback Channel
There is no doubt that employee engagement is a top 
concern among HR professionals. Our survey reveals 
nothing surprising here – 75 percent of HR leaders report 
that employee engagement is more important or much 
more important than it was just two short years ago.  

How is it that employee engagement still remains so 
elusive to most organizations? 

Why do nearly 70 percent of employees remain 
disengaged?1
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Only 42 percent of employees surveyed said they had 

access to a mechanism through which they could engage 

with the business and share their feedback. Further, 

only around 10 percent of HR leaders and employees 

reported that their organization was leveraging software 

to automatically or regularly assess employee satisfaction. 

Quite bluntly, most businesses are not regularly hearing 

what their employees are thinking, and that’s a problem.

What’s more, when companies do solicit feedback, they 

don’t do it effectively. They often use external consultants, 

broad manual surveys or cumbersome interviews to assess 

employee engagement and satisfaction. These types of 

“point in time” surveys can take weeks or even months to 

process, so by the time the responses are analyzed, the data 

is outdated and it’s too late to take action. 

Indeed, the 2017 State of Employee Engagement Survey 

found that 58 percent of employees think that, when asked 

for their feedback, their concerns won’t be addressed in a 

timely manner. And 51 percent feel their concerns will be 

dismissed outright. This is a wasted opportunity, because 

asking for feedback and not taking action further disengages 

employees. Additionally, the survey results indicate that 

some employees also fear a lack of anonymity—that they 

could be singled out for their feedback.

of employees aren't asked 
for feedback very often

58%

of employees think 
their concerns won't be 

addressed quickly

58%

of employees feel 

their concerns will be 

dismissed outright

51%

1 Adkins, Amy. "Employee Engagement in U.S. Stagnant in 2015." Gallup. Date published: January 13, 2016.  
Date accessed: January 10, 2017. http://www.gallup.com/poll/188144/employee-engagement-stagnant-2015.aspx

The primary reason is that companies do not yet have an effective, 
continuous channel for collecting employee feedback. Results 
from the 2017 State of Employee Engagement Survey reveal that 
employees are rarely asked for feedback, with 58 percent of 
employees reporting that they are asked for feedback just a few 
times a year or less.
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Another notable finding in the 2017 State of Engagement Survey was related to gender 

perceptions in feedback. The study found that 62 percent of female employees are 

rarely asked for feedback, versus just 55 percent of male employees. Not surprisingly, 

women indicate that they are also less comfortable giving their input. The survey showed 

that only 57 percent of women are comfortable giving feedback, compared to 64 

percent of men. This is a potentially damaging disconnect that requires the immediate 

attention of business leaders.

 

Based on these survey results, it’s understandable why more than 
half of HR leaders (51 percent) and employees (52 percent) believe 
their organizations do not have a good feedback process.    

62% 55%
of female employees of male employees

are rarely asked for feedback

vs.

Employee engagement is a known accelerator of 

business performance, but simply implementing 

a survey tool or collecting isolated feedback 

isn’t enough. For today’s modern businesses, an 

automated, real-time feedback mechanism that’s 

tightly connected to talent management can 

supercharge the impact of talent programs on 

employee engagement and performance and is the 

key to driving overall business success.
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Women in the workforce often feel that 
their concerns aren’t being heard. That’s 
understandable given that they aren’t being 
asked for feedback as often as their male 
counterparts. But women also aren’t as 
vocal about giving feedback. In fact, men 
are 7 points more likely to say they are 
comfortable giving feedback compared  
to women.

HR can be a catalyst for engagement in 
the workplace by empowering women 
to be more vocal and share their input 
and ideas. Technology that offers a 
consistent, continuous feedback channel, 
like Saba Pulse 360, can help businesses 
engage employees more broadly, and 
encourage anonymous input from groups 
that may otherwise feel apprehensive or 
disconnected.

THE HR/EMPLOYEE GENDER GAP:  

It’s Not Just Pay,  
          It’s Having a Say
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Talent Leaders are 
Running Blind

Without the visibility that comes from a consistent, 
continuous feedback channel, talent teams and 
businesses find themselves running blind. Our 2017 
State of Employee Engagement Survey has revealed 
a significant gap exists between talent leaders and 
employees when it comes to the perception and reality 
of talent program effectiveness.
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An example of this is employee training and 

development, which supports the critical outcomes of 

developing high-potential employees, reducing time 

to competency and improving retention, especially 

with millennial employees. Our survey revealed that 

80 percent of HR leaders believe they are delivering 

training and development that is both accessible and 

effective. Despite significant investment in training 

tools and programs, however, employees don’t agree. 

In fact, one third of employees (33 percent) report 

that training and development programs are not too 

effective, or not at all effective.

Employees also don’t think their organizations 

are hitting the mark on the desired outcomes of 

training and development. When it comes to career 

development, for instance, 35 percent of employees 

surveyed do not believe that the training provided 

by their employers is effective in developing and 

advancing careers. Meanwhile, 80 percent of HR 

executives believe the training they’re providing is 

effective at helping employees develop skills and 

advance careers. 

When it comes to social learning and collaboration, 

just 51 percent of employees believe their 

organizations are effective in providing a forum for 

collaboration to better engage and empower them. 

Yet the vast majority of HR executives—nearly three 

quarters of them—believe the opposite to be true.

This same disconnect can be seen in performance 

management. About half of employees surveyed 

(54 percent) believe that the current performance 

review and management process is not helpful when 

80%
of HR leaders agree

67%

TRAINING & DEVELOPMENT

Belief: training and development are 

accessible and effective

Belief: training provided is effective in 

developing and advancing careers

of employees agree

80%
of HR leaders agree

65%
of employees agree

SOCIAL LEARNING & COLLABORATION

Belief: organizations provide effective 

forums for collaboration

72%
of HR leaders agree

51%
of employees agree

PERFORMANCE MANAGEMENT

Belief: performance review process  

is helpful

75%
of HR leaders agree

46%
of employees agree
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it comes to improving individual performance, or the performance of their organization 

overall. In comparison, 75 percent of HR executives believe that performance reviews  

are helpful in advancing individuals and the business.

Overall, roughly a third of employees (35 percent) consistently say that their company’s 

training tools are not effective in achieving the most basic talent outcomes. And here’s 

the kicker: due to this ineffective training and development, nearly 70 percent of 

employees surveyed said they would take an offer outside the organization if it  

came along.

At some point, every business must conduct a reality check on the effectiveness of its 

current talent management technology and approach. The ultimate goal of talent programs 

is to improve performance – both for individual employees, and for the business overall. 

When these programs do not drive performance, by improving skills, advancing careers, or 

improving engagement and retention, a perception gap is created between management 

and employees around just how effective these talent programs really are.
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of millennials would stay at 
company if given access to 
training and development

86%

of Gen-Xers and Baby 
Boomers would stay if 

given quality development 

62%
versus

Give employees a reason to stay

Quality training and development is critical to employee retention 
since employees will leave if they are not happy with their ability 
to develop new skills or advance their careers. What’s interesting 
is that HR executives often underestimate the power of good 
training and development in retaining employees. In particular, HR 
executives miscalculate their younger employees’ commitment to 
professional development. While most HR teams are resigned to 
the fact that millennials will be first out the door, the survey found 
that quality training and development could be a magnet for people 
under the age of 35.

Millennials are perceived to be the highest flight risk in 

any organization. Many businesses have tried to combat 

this by juicing up their culture with foosball tables and 

all-you-can-eat sushi lunches. But, as the 2017 State of 

Employee Engagement Survey found, the solution has 

been right in front of them the whole time. Indeed, 86 

percent of millennials are more inclined to stay at their 

current company if they’re given access to quality training 

and development. That’s higher than Gen-Xers and Baby 

Boomers (62 percent), who are less likely to stick around 

even when they are given quality development. 

The survey also revealed that all employees—including 

the youngest set of workers—care deeply about career 

advancement, leadership and professional training, and 

would even stay with their companies longer if given 

quality development. This proves the fact that career 

development, job satisfaction and employee retention are 

the very outcomes that talent programs should enable.
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On Technology,  
We Can All Agree

Perhaps the biggest lesson learned from our 2017 State 
of Employee Engagement Survey is that in today’s 
modern world of work, employee demand for continuous 
professional development, accelerated career growth, 
and “always on” engagement is only getting stronger. 
Given these increasing demands, technology is 
emerging as the great enabler for HR leaders and 
employees alike when it comes to development, 
performance, engagement and satisfaction. 
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The statistics found in the 2017 State of Employee Engagement 
survey bear this out: 83 percent of HR leaders and 67 percent of 
employees agree that modern technology tools are very important 
to effective communication and collaboration in the workplace. This 
is especially true for younger employees who are digital natives 
and expect workplace tools to be on par with the consumer-friendly 
tools they use in their personal lives.

When it comes to advancing technologies, the survey 

revealed consistent alignment, with the majority of HR 

leaders and employees agreeing that, in order to more 

effectively communicate with the younger workforce, 

companies need to increase mobile, video, and social 

media capabilities.

For example, nearly three quarters of both HR leaders 

and employees believe that mobile tools that allow 

employees to have access to learning materials 

when and where required, and social tools that 

help employees on teams collaborate from different 

locations, are more important or much more important 

than they were even two or three years ago.

83% 67%
of HR leaders of employees

agree that modern technology tools are important  
for effective communication and collaboration
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The survey results also point to the 

increased consumption of video content 

for employee training purposes being 

a likely trend for 2017. Video content 

that provides easily digestible training 

or opportunities to learn received a 

similar “thumbs up” from HR leaders 

and employees, with 68 percent of both 

groups reporting that video content will 

continue to increase in importance.

Organizations will surely face a new set 

of challenges as the next generation of 

employees enters the workforce. Those 

that will thrive in the future will adopt 

these anytime, anywhere, any way tools 

— including mobile, video and social — to 

meet the needs of an increasingly tech-

savvy and demanding workforce.  
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According to the U.S. Bureau of Labor Statistics, millennials will 
account for 46 percent of the total workforce by 2020. This so-
called YouTube generation is accustomed to consuming information 
visually in bite-sized chunks, anywhere, anytime, on any device. As 
the percentage of these video-centric millennials in the workforce 
rises, it’s important to engage them in their preferred learning 
mode. Incorporating video content into your L&D program:

If a picture is worth 1,000 
words, how many words 
is a video worth?

Enables self-paced learning: Employees 

can interact with content at the speed that 

works best for them. 

Fosters global collaboration: Teams 

across the globe can access the content 

in real-time, and subject matter experts 

can participate no matter where they are.

Reduces training costs: Employees don’t 

have to remove themselves from the office 

and they don’t need to incur travel and 

accommodation costs. Less money is also 

spent on professional trainers, as well as 

classroom and infrastructure expenses.
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Conclusion
 

Talent management technologies and programs have come a long 
way, but as the 2017 State of Employee Engagement Survey reveals, 
we have more work to do. 

The success of talent management 

initiatives is no longer about course 

completions or stack rankings. Instead, 

by improving the performance of 

individual employees and thereby 

positively impacting the performance 

of the business overall, everyone in the 

organization can move forward together.

To accomplish this, organizations can 

prioritize modern and continuous learning 

and development technologies, and 

rethink their measurement of learning 

success to focus on performance-oriented 

outcomes. Further, organizations can 

capitalize on new technologies to not just 

modernize talent management, but to 

further improve employee engagement 

through the implementation of more 

frequent and friendly feedback channels. 

These feedback channels can then 

be integrated with talent management 

to maintain a constant pulse on the 

effectiveness of talent programs, and drive 

the right action at the right time.

By focusing on performance-based 

outcomes in learning and development, 

connecting talent programs to critical talent 

outcomes, and creating a channel for 

more frequent and consistent employee 

feedback, HR leaders can get a more 

accurate, real-time pulse on employee 

engagement and performance. Armed with 

this insight, they can convert feedback into 

action, close the engagement gap and, 

ultimately, demonstrate HR’s impact on the 

overall performance of their employees 

and their business.
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The Saba Pulse 360 
Advantage

With our unified talent suite, now including 
Saba Pulse 360, Saba can help you create 
a more engaged, performance-oriented 
business. Visit www.saba.com to learn more.

As we discovered in the 2017 State of Employee Engagement Survey, 
continuous, modern, and performance-oriented learning and development 
– in addition to real-time feedback mechanisms – do more than just improve 
employee engagement. These capabilities can bridge the critical perception 
gap that still divides HR executives and employees when it comes to talent 
management.

Saba Pulse 360 is an award-winning employee feedback and engagement 
tool that is integrated directly into our unified talent management platform, 
and enables today’s HR leaders to connect the dots between employee 
engagement and business performance. 

Saba Pulse 360 not only gives you real-time visibility into the state of 
workforce engagement, but creates a clear and direct line of sight between 
talent management programs and individual and organizational performance.

Saba Pulse 360 provides a complete 360° view of your organization 
and employees, with a simple and friendly way to collect feedback from 
employees, the instant dashboard-driven insight you need to take targeted 
action, and the metrics to demonstrate how you are moving the needle on 
individual and business performance.
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Survey Methodology

This independent survey was conducted online, between August 4 and August 11, 2016, reaching N=900 HR Execs and N=900 Employees. 

Among the HR Execs, N=600 were located in the U.S., and N=300 were located in the UK. Respondents had to say they were currently in a 

management or decision-making role responsible for HR and/or learning and development in their organization. Among the employees, N=600 

were located in the U.S., and N=300 were located in the UK. Respondents had to say they were full-time employees and that they did not work 

within the human resources field.


