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As leaders at DTE Energy, you know that strong employee engagement 
is essential to reaching our aspiration to be the best-operated energy 
company in North America and a force for growth and prosperity in the 
communities where we live and serve. That’s why building employee 
engagement, creating a work environment that enables and inspires 
our employees to do and be their best every day, is our top priority. 

The Gallup Survey helps us know whether our efforts are succeeding.  
The questions it asks are fundamental to what creates an engaging 
workplace: Do you have the materials and equipment you need to 
do your job well?  Do you know what’s expected of  you at work?  
Employees’ answers to these questions let us know where we’re 
making progress, and where we have work to do.  

This booklet takes a closer look at those questions and includes insights 
into each one from high-scoring DTE Energy leaders and their team 
members whom we surveyed. We hope their answers to how they build 
engagement around the survey questions will provide you with best 
practices you can use to make our company a more engaging place 
for your employees.



Clarity of expectations is the most basic need of an employee 
in the workplace.  It is a detailed understanding of what and 
how for the employee’s job – how the job fits in with what 
others do and readiness to accept new expectations when 
circumstances change.

How does your workgroup set expectations and know what is 
expected of them every day?

• Most of  the jobs in the electrical shop are long-term projects. I   
 walk  the shop floor every morning and meet with the employees  
 in each area of  the shop to discuss safety and what will be worked  
 on. We have established Standard Work Instructions (SWIs) in two  
 of  the areas in the electrical shop and SWIs will eventually be 
 written for each area of  our shop. When we begin a new project, 
 the work scope and expected completion date are reviewed with 
 the employees. 

• By conducting bi-monthly staff  meetings, we talk about what 
 went on in the past two weeks, receive/give action items and 
 communicate often on what is expected. We also have monthly   
 one-on-one meetings with our leader where we talk about our 
 assignments, what we might like to do, or she will offer a new 
 challenge for us to take on. 

• We first have group meetings to set group objectives. During
 the meeting we jointly set those objectives/expectations and 
 ensure alignment with our next level of  management and corpo-  
 rate objectives. Then I meet with each employee to ensure he or   
 she understands his or her role in meeting those group and 
 individual objectives. 

• Everyone’s work is important and has certain expectations and   
 responsibilities in the company. Supervision sets what is expected  
 out of  the job position and employees find ways to go beyond what  
 is expected. Performance review is one of  the ways we write down 
 our minimum goals for the year, however, we strive to go beyond 
 what is written in our performance review. All of  our goals require 
 dedication on a day-to-day basis, therefore, through the encouragement  
 of  our supervisor, we are able to perform and exceed expectations. 

I know what is expected of me at work

Today’s work environment 
changes constantly, so some 
employees find it hard to 
agree with Q1. Leaders and 
employees can help reduce 
some uncertainty by 
creating yearly SMART goals. 
Job assignments change, so 
it’s important to meet 
periodically to determine 
if these goals should be 
revised. It’s also vital to 
gain agreement on work 
performance.  Leaders need 
to ensure that employees 
can define and understand 
the difference between 
expected, below standard 
and above average job 
performance levels. It is 
always helpful to provide 
examples. 

• Create yearly SMART goals 

• Meet one-on-one and as a 
 work group periodically 

• Define expectations of
 work performance 

TIPS



Opinions on materials and equipment vary from one employee 
to another. However, the perception by employees that they don’t 
have the necessary resources to do their job will affect their 
engagement.

How does your team make sure they have the materials and 
equipment they need to do their jobs? 

• It is a general understanding in [our area] that when material is 
 used  it is replaced. The employees or station analysts do a great job  
 communicating this information back and forth so we always have  
 stock to draw from. The team discusses the need for new and 
 updated tools or equipment to perform our jobs more effectively 
 and within budget. 

• We try to plan ahead for each project we take on. The team also gets  
 great support from our manager when we provide a good business case  
 for the needed tools or equipment. We have also built a network for  
 sharing tools and materials with other groups on site. 

• They communicate with me on an ongoing basis, so that they identify  
 needed material in advance of  budgeting for the upcoming year. These  
 items are included in annual budgets and earmarked for them and not  
 redirected to other needs. This commitment to needed materials 
 provides the assurance that what they do matters and is important. 

• If  we do not have what we need we get it or work around it. We don’t  
 spend a lot of  time dwelling on the fact that everything we need is not 
 in place all the time. We are in the people-pleasing business, and we  
 do what it takes to get the job done. As for long-term planning, we 
 have  a panel set up of  union and management personnel that tries to  
 forecast our shop’s needs and get the proper equipment on site. 

I have the materials and equipment 
I need to do my work right

At DTE Energy, the definition 
of “materials and equip-
ment” varies tremendously. 
For some “materials and 
equipment” refers to office 
supplies. For others, it means 
tools or vehicles. For some, 
it means technology or 
people resources. Problems 
arise when an individual’s 
definition differs from his or 
her leaders and coworkers. 
Effective leaders collabo-
ratively discuss and define 
this with their workgroups 
and then outline actions to 
ensure high agreement. Be 
creative with your solutions. 
Leaders should always follow 
up to discuss results. 

• Plan ahead to ensure availability   
 of tools needed for each project 

• Identify tools/materials needed
 and communicate with your 
 leader

• Build a network for sharing tools   
 and materials with other groups
 on site 

TIPS



Matching personal talents to the right job can be complicated.  
Employees should use their natural talents and acquired skills 
and knowledge every day.

What makes your workgroup different from others when it comes 
to opportunities to do their best every day? 

• These people CARE and they take pride in their performance! When a  
 customer or coworker requests assistance, they don’t approach the  
 issue with the attitude of  just doing their job and nothing further.  Even  
 if  the request falls outside of  their realm of  expertise or responsibility,  
 they follow up with other departments and coordinate handoffs to  
 ensure that issues are resolved. Also, these people ‘own’ their processes  
 and they are given quite a bit of  latitude to interact with customers and  
 coworkers on a regular basis. They have the knowledge to identify and  
 implement improvements, and they do so without having to be told. 

• We do not make excuses and we believe in each other. We build teams  
 with other units of  the company. We are confident that we can resolve  
 issues and prevent problems. We never study things to death. We use  
 a similar approach with our external clients. We are straightforward.  
 We are diverse in our group both in the conventional sense and in the  
 talents team members bring to the group. We have become more than  
 associates, we are friends who support each other. When we fill 
 vacancies we form a team and their recommendations are my charge. 

• The employees are highly skilled and motivated individuals that do not  
 require a tremendous amount of  hand holding to do their daily tasks.  
 What does motivate them to perform is treating them fairly and with  
 respect and showing appreciation for a job well done. Including them  
 in the decision-making process and sharing with them the goals and  
 issues of  the corporation helps to put in perspective their daily tasks  
 and how they are helping the corporation reach their goals. 

At work, I have the opportunity to 
do what I do best every day

DTE Energy employees 
should understand their 
strengths and weaknesses 
and how each relates to 
their job performance. If 
employees are dissatisfied 
at work, perhaps it is 
because they lack the 
skills necessary to do their 
best every day. Effective 
leaders empower employees 
to reach their full potential 
by identifying appropriate 
team roles, suggesting 
cross-training and develop-
mental assignments, and 
encouraging employees 
to take advantage of 
available training.

• Make sure there is an 
 understanding of individual/team  
 strengths and weaknesses 

• Identify appropriate team roles 

• Rely on team’s knowledge and   
 what needs to be accomplished 

TIPS



We can never give too much recognition as long as it’s honest and 
deserved and based on positive behaviors and outcomes.

What kinds of recognition and praise does your workgroup provide 
or receive? 

• Each of  the last two years, there has been a Sarah Sheridan award 
 winner in the group. The customer groups we support provide 
 positive feedback to assessment teams and management. We try 
 to provide praise to each person as they perform well (simple 
 compliments and emails). We intend to give a plaque to one 
 individual to recognize his performance. I use performance reviews
 to recognize good performance. 

• Not only I, but the employees are quick to praise and recognize. 
 Praise and recognition are contagious. There is something done 
 well by each  of  us each day. We just need to appreciate the fact that  
 it is extraordinary when it occurs instead of  simply expecting it. 
 I don’t have to do my best each day or give a little extra to complete  
 the task, but when someone says thanks or that was great, I will 
 surely do it again. Not only that, but I will feel good about doing it  
 whether anyone is there or not. 
  
• I try to communicate daily with everyone in my group, and I 
 constantly praise and thank them for the good work they are 
 accomplishing. I think this makes a difference in their attitude. 
 Also this makes me a more effective leader when I’m assisting 
 them to overcome hurdles and difficult situations. I’m fortunate 
 to have an experienced and talented group of  professionals 
 to supervise. 

• Our main recognition is in knowing that the company is successful 
 and that we have satisfied customers. Our leader is constantly letting 
 us know when we did a great job! 

In the last seven days I have received recognition 
or praise for doing good work

According to Gallup, the 
number-one reason people 
leave their jobs is that they 
don’t feel appreciated.  
Good leaders make it a 
point to communicate 
appreciation for each 
team member’s hard work. 
Kudos should be specific 
and genuine and come 
from leaders as well as 
coworkers. Publicly 
acknowledge good team 
performance in meetings.  
Effective praise also
recognizes the efforts 
of each team member 
involved.  

• Communicate each team 
 member’s hard work relating 
 it to measurable behavior

• Recognize individuals who go 
 above and beyond 

• Practice a support system by 
 giving positive feedback

TIPS



Caring means setting each person up for success. Relationships 
that indicate high levels of trust, robust personal networks, 
vibrant communities, shared understandings and a sense 
of equitable participation are the glue that holds great 
workplaces together. 

What does your work team or leader do to create a 
caring environment? 

• We engage in group activities such as lunches, Habitat for 
 Humanity, diversity learning and socializing to better understand one  
 another. Through these activities as well as day-to-day work, we have  
 recognized that the individuals on the team bring different strengths,  
 and working together we are a stronger unit. When there is conflict, our  
 leader helps us to work and resolve it to an amicable agreement. 

• We have monthly “group bonding” activities. Each employee of  the  
 group is assigned a month to be in charge of  planning the activity. The  
 activities are social and fun, and help people to get to know each other  
 better and connect socially. 

• I talk to them. I make myself  available and pay attention for whatever  
 they want to talk about. I am concerned for their troubles and offer to  
 just listen if  that is what they want or offer suggestions if  requested. 

• As a work team leader, I let them know their contributions, opinions  
 and interaction with me and the work team are important. The work  
 team is not a team without everyone’s participation. I clearly estab- 
 lished my expectations from day one, try to treat everyone fairly, and,  
 even though it is an old saying, I never ask anyone to do anything that  
 I would not do myself. The employees know I care about their safety,  
 their work conditions, personal success and our success as a team and  
 a company. 

My supervisor or someone at work, 
seems to care about me as a person

In a productive workplace, 
people feel safe enough to 
make mistakes, to challenge, 
to support each other, and 
to give their leader and the 
company the benefit of the 
doubt. Each of us should 
find ways to illustrate that 
we care about our coworkers’ 
success. Have a lunch meet-
ing with your team members. 
Take time to listen to their 
concerns and aspirations. 
If they are having difficulty 
with a project, try to remove 
obstacles. Relationships are 
the glue that holds great 
workplaces together.  

• Engage in offsite meetings with   
 work teams to establish a bond   
 between members

• Spend time with employees 
 listening to their challenges, 
 troubles and aspirations 

• Recognize individuals for the
 strengths that they bring to 
 the team 

TIPS



Development means having a commitment and understanding 
to help individuals find roles or positions that fit their unique 
combination of skills, knowledge and talents.

How does your work team or leader encourage development 
within your group? 

• The philosophy is to be in a constant state of  learning in the group.  
 Employees are encouraged to self-study; go through professional 
 certification programs and share ideas and topics of  interest with the  
 group. The leader sends out emails on current corporate, industry and  
 risk management issues and takes the time to discuss how it impacts  
 the group and lessons we can learn. 

• We are each encouraged to work on development. Courses, seminars  
 and conferences are included on each individual’s professional 
 development plan. These opportunities are included in the budget, 
 and participation is coordinated so as not to unduly interfere with our  
 ability to support the business units. 

• Our leader allows us to decide how much we want to take on and 
 waits to step in until we ask for help. We’re able to purchase reference  
 materials, attend training, etc.  We’re also encouraged to look outside  
 our group for opportunities to be engaged with DTE Energy.

There is someone at work who 
encourages my development

Development means finding 
roles that fit each employee’s 
unique combination of 
skills, knowledge and talent. 
Leaders should encourage 
employees to seek out 
assignments and volunteer 
for new projects that develop 
their skills. Remember to 
discuss the progress of 
your new roles with your 
employees. Current leaders 
are not the only ones 
who can encourage your 
development; it could be a 
formal leader, coworker or 
mentor.  Document changes 
on your Performance Review 
and Development Plan.  

• Supply others with constant 
 feedback 

• Find roles that align with skills,   
 knowledge and talent 

• Encourage on-going learning 
 within the group

TIPS



Employees who feel they are heard by different levels across the 
organization give this question a high score.  Incorporating em-
ployee ideas and opinions produces greater feelings of inclusion 
among workers.

What does your work team or leader do to let you know that your 
opinion counts? 

• During our meetings everyone is encouraged to speak to whatever  
 issues are on their minds. Time is allotted for this. Any issue that is a  
 problem is discussed and swift action is taken to correct the problem.  
 Our management also has an open door policy that encourages 
 communication. 

•	Follow through - if  an employee raises an issue or has a question, we  
 try to listen, understand, and then take it to the appropriate person 
 or party and take action if  appropriate. Lastly, and probably most 
 importantly, we try to get back to the employee - whether the answer 
 is the one they were looking for or not. 

•	They are always willing to listen to anyone’s opinion, which is 
 encouraged routinely. They generally make the effort to incorporate  
 your opinion in the final solution when it is workable and makes sense.  
 If  they don’t, they make a point to discuss it with you so you under- 
 stand the reasoning behind their decision. 

• Whenever possible, we try to make group decisions when trying to  
 solve problems. We do this with meetings, conference calls or through  
 emails. This encourages feedback and input from the group. 

At work my opinions seem to count

Everyone on the team 
should have a chance to 
express his or her ideas. 
When employees feel that 
their opinions count, they 
are more engaged and 
committed to their team’s 
success. When employees 
think their opinions don’t 
matter, they feel insignificant 
or irrelevant. Leaders should 
try to include their team’s 
ideas when making decisions 
and when they can’t, honest-
ly explain the reason why. 
 

• Create and sustain an open 
 door policy to clear a path for 
 communication

• Listen to others’ concerns and 
 get back to them on important   
 issues

• Follow through and share 
 progress whether it’s positive 
 or negative 

TIPS



This statement measures how much an individual identifies with 
his or her company’s mission or purpose.  Do they believe in what 
their company does for the community? 

How does your work team or leader communicate DTE’s Aspira-
tion, Purpose and Values to the group?

• [Our work] is very closely aligned to the enterprise mission. 
 Numerous activities and discussions throughout the year reinforce 
 this alignment. Safety is reinforced through our safety committee. 
 The new processes reflect customer focus. Learning is a byproduct 
 and is encouraged through training and development of  the new 
 processes. 

• My leader does this primarily through formal meetings. I do it with 
 my team by cascading the DTE Energy leadership team materials  
 and commentary, and by describing our strategy and goals at every  
 opportunity. I also try to explain my decision-making in the context of   
 our goals and strategy; this serves to reinforce the strategy. Core values  
 are emphasized at every opportunity. For example, I try to do some 
 thing safety-related upon entering each facility. The other values are a  
 regular part of  our conversations and influence our decisions explicitly. 

• By living them, incorporating them into the way we work. Keeping the  
 mission in mind as we continue through our work asking questions 
 that pertain to the core values during the progression of  a products  
 development. 

• Post all talking points, and ensure that DTE Daily is made available  
 to all field employees. A five- to-10-minute meeting with all employees  
 is held every day. When available, guests come from other areas of  the  
 company to inform our employees of  information.

The mission or purpose of my company 
makes me feel my job is important

Employees should be 
familiar with our company’s 
Purpose, Aspiration and 
priorities – and understand 
how important their work 
is to our success in these 
areas. Leaders should 
discuss this with their 
employees and encourage 
them to learn about our 
company and industry.  
Good ways to do this include 
reading company publica-
tions, and attending town 
hall, all-hands and other 
business unit meetings. 

• Review company publications
 to stay informed 

• Connect core values to every 
 day work tasks 

• Leaders should encourage 
 employee understanding of the   
 energy industry and DTE Energy’s
 corporate strategy 

TIPS



Employees are keenly aware of work standards and their cowork-
ers’ performance, efforts and results.  Employees who feel part of 
a solid, committed and skilled team are more productive.

How does your work team or leader determine if your group is 
committed to quality work? 

•	We are the quality assurance team, so quality is important to our group.    
 Our group measures emphasize quality equally with productivity,   
 which sends a clear message. Because we measure the quality of  
 other people, it’s understood by everyone on the team that our team  
 must be above reproach quality-wise.    

•	When something does go wrong, we discuss what went wrong and  
 what corrective action should have been done so it does not happen  
 again. We are sent back to correct problems with a more experienced  
 employee to gain hands-on experience on how to do it correctly.  
 When in a bind, we ask for and receive help when justified. We are sent  
 for refresher classes to keep updated on new technology. We share with  
 workgroups at staff  meetings when we come across something new in  
 the field. 

• The work team manages case filings and hearings at the Michigan 
 Public Service Commission, so quality work is imperative. Anything  
 less than quality would be quite evident and could have a significant  
 impact for the company. Because each employee is aware of  the 
 potential impact, there is a commitment to performing quality work. 
 As process changes occur, employees will meet to come to a 
 consensus on the proper procedures. 

• [We are] known for quality work within our industry. We have a full-
 time quality person. We treat quality issues in much the same way 
 as we do safety. We have regular quality meetings. We conduct quality  
 investigations when we have a nonconformance. We have extensive  
 quality training. 

My associates or fellow employees are 
committed to doing quality work

How does your team define 
quality work? How do your 
customers define quality 
work? Are the two defini-
tions similar?  Before you 
can determine if your fellow 
employees are committed to 
quality work, your team must 
reach a common understand-
ing of this concept. One of 
the ways to achieve quality 
work is through teamwork 
and cooperation. Are all the 
members of your workgroup 
team players?  Maybe it is 
time to conduct an After 
Action Review to determine 
which parts of the work pro-
cess need to be changed. 

• Draw a clear definition of what 
 your team considers quality work 

• Measure quality to ensure it is 
 balanced with productivity

• Investigate and take corrective   
 action when quality standards 
 are not met 

TIPS



Employees who have friends at work, who nurture trust and 
emotional loyalty have higher engagement than employees 
who don’t have these bonds. People look out for their friends. 

What does your leader or work team do to create a friendly work 
environment? 

• We are a very open and casual group! Our leader gave each of  us of   
 a couple of  frames and told us to bring in pictures of  our families. 
 We then put them on the refrigerator. It is good to see our coworkers’  
 life outside of  work. We all have a great time together! We have team  
 building days once a month that encourage us to be more creative and  
 have fun together. 

• We have fun; we share family and personal life issues and experiences.  
 We stop once in a while and joke around. Our leader makes sure he  
 talks to everyone daily on an individual basis, not always about work. 

• We all get to know each other on a personal level, not only a 
 professional one. Our personal lives are intertwined with our 
 professional lives and each impacts each other. We honestly care 
 about each other and I could safely say we are a “family.” I don’t 
 think of  my work as just a job, but an opportunity to learn and 
 grow as an individual and as a group. 

• We try to have fun at work in order to relieve the stress of  the job.  
 Humor is a wonderful tool that works with virtually everyone here. 
 Not that we don’t work extremely hard at the service center, but why  
 not add a smile and some humor to offset the tension? 

I have a best friend at work

Why ask this question on 
the Gallup Survey?  Because 
the best work environments 
foster friendship and trust 
among coworkers. We are 
most productive when we 
cooperate, when we combine 
our efforts and when we 
can do our jobs without 
competition.  We need to 
trust the people around us. 
Trust creates a productive 
work environment. Friend-
ship is the gateway to trust 
and best friendship is the 
proof of trust.  Encourage 
your employees to get to 
know each other. You’ll be 
surprised what you can learn.

• Plan a team building event 
 once a month 

• Schedule a team lunch off-site 
 every couple months 

• Ensure trust and respect among 

 all team members

TIPS



Employees want to know how they are doing, how others perceive 
them, and that their work is valued. This can be done formally 
with yearly appraisals or informally with regular check-ins of 
progress throughout the year.

What kind of feedback do you receive from your leader or team 
members? How often do you receive feedback?

• Feedback is continuous. I have received positive as well as 
 constructive feedback. Feedback helps me learn and grow 
 and there are always lessons to be learned from each other. 

• I receive (and provide) feedback virtually every day.  It’s typically 
 informal and face-to-face. I utilize a ‘managing by walking around’  
 approach where I have many one-on-one or small group discussions  
 a day rather than saving it all for periodic staff  meetings. That keeps  
 the communication timelier, and allows people to surface ideas in a  
 more comfortable, less public way. 

• Our manager frequently drops by to chat and find out our concerns 
 and tasks. At the beginning of  the year we discuss goal settings;   
 along the way, we review our progress, and finally we review the 
 tasks achieved. 

• Formally, twice a year during performance evaluation. On an 
 as-needed basis. I have learned to be open to all feedback – the 
 good and bad. This is how I grow. I can’t fix my weak screws if  you 
 see them and I don’t and you don’t tell me. 

• I receive feedback on a weekly basis primarily in the form of  
 questions about projects, including encouragement on past work 
 and ways to improve. 

In the last six months, someone at work
has talked with me about my progress

How much feedback are 
you giving or receiving? 
Feedback is an exchange 
of information that helps 
employees understand how 
their leaders perceive them.  
Effective feedback gives 
insight and motivation. 
Don’t wait until the mid-year 
or annual performance man-
agement reviews to discuss 
progress. Employees should 
schedule regular meetings 
with their leaders to discuss 
progress. Employees should 
document and discuss 
accomplishments during 
the progress meetings.  
 

• Provide and listen to feedback
 on a daily basis 

• Schedule one on one meetings 
 with others to discuss current   
 progress

• Track your learning

TIPS



Where there is growth, there is innovation and continuous 
improvement.  Engaged employees seek out opportunities 
to master new skills through training, projects or new 
responsibilities.

What opportunities does your leader or workgroup provide for 
members to learn and grow? 

• We are improving each area in the shop and we are looking at 
 expanding our services to not only DTE Energy companies but 
 also to the external customers. We take volunteers to perform onsite  
 work which enables the employees to gain experience with the 
 equipment in the substations as well as when the equipment is in 
 our shop for repair. 

• Development plans are created at the beginning of  the year and 
 updated throughout the year based on feedback. Formal meetings 
 are quarterly to discuss progress in implementing the development  
 plans. We’ve also developed a number of  special assignments/projects  
 to broaden the skills and knowledge of  the managers in this group. 
 As the director, I try to make sure that I delegate meaningful 
 assignments so others can learn, rather than implementing 
 them myself. 

• The leader distributes assignments, initially pairing new employees  
 with experienced employees to learn processes and history needed  
 to complete tasks and make informed decisions. Once employees 
 gain experience, individuals are provided assignments with 
 opportunities to continue learning and enhance skill levels. 

• We have tried to provide opportunities for personnel to provide 
 internal training on subjects they have experience in. We also make  
 individuals responsible for updating others on company standards. 
 The leaders allow field trips to other departments to learn from them.

 
 

This last year, I have had opportunities 
at work to learn and grow

How do employees define 
opportunities to learn and 
grow?  For some, it means 
increased training opportuni-
ties. Others see promotions 
and increased responsibility 
as opportunities to learn 
and grow.  Before tackling 
this question, find out what 
this means to your work 
team. Remember that 
learning is valued at DTE 
Energy. Try to create an 
environment of learning in 
your workgroup so everyone 
can learn from past mistakes 
and model successes. 

• Create developmental assignments

• Use a mentoring system to pair
 more experienced employees 
 with less experienced employees

• Create developmental plans and
 update them throughout the year,  
 recording any progress or changes 

TIPS



If you wish to obtain additional information 
regarding DTE Energy’s employee engagement 

process, please contact Organizational 
Learning at org_learning@dteenergy.com 

or call 313.235.4664.


