
Page 1terryberry.com

When  
Employee  
Listening is  
Grounded  
In Science
How Terryberry’s  
Be Heard® Platform Is  
Turning Independent 
Academic Research  
into Actionable 
Culture Insights

terryberry.com



Page 1terryberry.com

In today’s crowded employee listening marketplace, many organizations struggle to see 
meaningful differences among providers. Survey tools often look and work the same on the 
surface. They seem to have similar dashboards, similar questions, and promise a similar set 
of outcomes. As a result, people leaders are left wondering whether any employee listening 
program is actually going to make a difference or will simply generate data without impact.

Without transparency into where 
survey questions come from, how 
effective engagement is defined 
and measured, or whether insights 
are grounded in proven research, it’s 
difficult to trust that one platform 
is truly better than another—or that 
results will translate into reduced 
turnover, improved productivity, 
or stronger culture. This is why it's 
crucial to see the science behind Be 
Heard to see what truly sets it apart.

This skepticism is understandable. Comparing 
similar elements between providers can make 
it feel like there’s no discernible difference in 
options. Frankly, anyone can develop an  
employee listening program. What truly 
determines a program's effectiveness is 
the guiding strategy and expertise behind its 
construction. Terryberry’s strategy behind Be 
Heard, our employee listening platform, isn’t 
just based on our 100+ years of experience in  
employee engagement; it’s also built on the  
rigorous input of independent PhD researchers  
from acclaimed U.S. universities.

Why 
Employee 
Listening 
Feels Like a 
Commodity
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Moving 
Beyond 
Opinion to 
Evidence

From Engagement Science 
to Organizational Action 

Terryberry approaches employee 
listening differently. Rather than relying 
on generic engagement frameworks 
or trend-driven questions, Be Heard is 
built in collaboration with independent 
doctorate‑level academic researchers 
whose work focuses on the behavioral 
science behind employee motivation, 
recognition, and engagement 
measurement. 

This partnership ensures that Be Heard is 
not just collecting employee sentiment, 
but measuring the specific drivers 
of behavior that research has shown 
influence engagement, collaboration, 
and performance. The result is an 
employee listening platform rooted in 
evidence—not assumptions. 

Terryberry’s academic collaborators work 
with our product team to help ensure our 
program is reinforced by research. As a result, 
how questions and reporting are structured in 
Be Heard is backed by academic findings on 
how employee engagement programs can 
be more representative of work culture and 
more effective at providing a guide to more 
effective workplaces.

The result is a practical, scalable system that 
helps organizations measure, understand, 
and improve company culture in ways that 
meaningfully impact business outcomes. 
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Introducing 
The 
Researchers 
Behind Be 
Heard
Be Heard’s foundation and strategy is 
validated by the combined expertise of 
three independent academics whose 
research digs into how engagement, 
recognition, and culture function to help 
or hinder real organizations.

	 	 Laura W. Wang, PhD 
University of Illinois

Dr. Laura Wang’s work focuses on how 
management controls affect employee 
behavior, task strategy, and task 
performance. Her work has focused on:

∙	 Formal and informal management  
	 control systems

∙	 Connections between reporting,  
	 disclosure of failure, and employee  
	 performance

∙	 How peer recognition systems  
	 affect behavior, work strategy, and  
	 performance

Dr. Wang’s work broadly focuses on how  
incentives, information, and organizational  
systems influence decision-making and 
performance in real-world settings.

SUMMARY

Dr. Wang provides insight into the 
relationship between performance 
recognition, reporting, and performance  
itself, helping to understand how reporting  
relationships and recognition can make 
employees more effective.
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	 	 Ryan Sommerfeldt, PhD 
Brigham Young University

Dr. Ryan Sommerfeldt’s research examines 
how organizational systems influence 
employee behavior. His work focuses on:

∙	 Monetary and non‑monetary incentives 

∙	 Peer recognition systems

∙	 Ethical decision‑making and  
	 misreporting

∙	 Mechanisms that motivate performance  
	 and cooperation

Dr. Sommerfeldt’s studies explore how 
recognition and control systems shape 
behaviors such as collaboration, helping, 
whistleblowing, and engagement. Some 
of his co-research has analyzed how peer-
recognition systems influence the key 
engagement behavior of help-seeking.

SUMMARY

Dr. Sommerfeldt brings deep expertise 
in how organizational systems influence 
employee motivation, engagement, and 
ethical behavior. 

	 	 Joe Burke, PhD 
Colorado State University

Dr. Joe Burke specializes in experimental 
research focused on managerial 
accounting, including employee 
judgement, effort, and behavior. His areas 
of expertise include: 

∙	 Monetary vs. non‑monetary incentives

∙	 Recognition program design

∙	 Behavioral responses to reward  
	 structures 

Dr. Burke’s work evaluates how different 
incentive and recognition approaches 
translate into measurable changes in 
effort, engagement, and performance. His 
research provides clarity on when and why 
recognition systems succeed—or fail—at 
driving desired behaviors. He also worked 
with Dr. Sommerfeldt on how recognition 
systems influence help-seeking behavior. 

SUMMARY

Dr. Burke’s research helps organizations 
understand how recognition and rewards 
translate into real engagement outcomes.
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How Science Shapes Be Heard

Engagement Drivers 
of Recognition and 
Incentives
Research by Sommerfeldt and  
Burke shows that recognition  
systems and incentives 
influence critical engagement  
behaviors—such as 
collaboration, helping,  
and discretionary effort.

BE HEARD APPLIES THIS 
RESEARCH BY

∙	 Measuring employee  
	 perceptions on the key  
	 drivers of recognition,  
	 motivation, and culture

∙	 Allowing organizations to  
	 assess whether recognition  
	 programs are driving their  
	 intended outcomes

Engagement Science to 
Organizational Action:

This research explains what  
drives engagement behavior. 
Be Heard applies it by 
measuring whether those 
drivers are present and 
effective.

Peer Recognition 
and Help-Seeking
Joint research by 
Sommerfeldt, Burke, and 
Wang demonstrates that 
recognition system design 
can either strengthen or 
weaken collaboration as 
shown through help‑seeking 
behaviors.

BE HEARD APPLIES THIS INSIGHT BY

∙	 Using pulse and experience  
	 surveys to track teamwork,  
	 communication, and  
	 support

Engagement Science to 
Organizational Action:

Research findings inform 
which questions to ask to 
determine the effectiveness 
of recognition systems. 
Be Heard applies those 
insights to include questions 
and structures that map 
to meaningful data and 
analytics to help draw 
actionable, science-
supported conclusions.

Measurement 
Science and Survey 
Validity
Our collaborators’ expertise 
in psychometrics and 
engagement measurement 
ensures reliable surveys and 
data that are interpretable 
and predictive.

BE HEARD REFLECTS THIS BY

∙	 Using a science‑backed  
	 culture model

∙	 Applying validated  
	 question structures and  
	 metrics

∙	 Delivering interpretable,  
	 reliable engagement data  
	 leaders can trust 
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Engagement 
Science to 
Organizational 
Action

Research outlines how to measure 
engagement in a way that produces 
meaningful data and, as a result, meaningful 
observations. Be Heard puts this research 
into action by using it to develop a structured, 
data-driven survey design and analytical 
dashboards designed for optimum 
effectiveness.

A Summary of Practical 
Synthesis: From Research 
to Results 

RESEARCH BE HEARD APPLICATION 

How incentives & recognition drive 
behavior (Burke, Sommerfeldt) 

The impact of recognition on 
collaboration/help seeking 
(Burke, Sommerfeldt, and Wang) 

Rigorous standards that optimize 
for engagement measurement

Connecting behavior to 
performance outcomes 

Survey feedback & analytics 
on engagement drivers 

Analysis of pulse surveys tracking 
teamwork and experience 

Science‑based questions, 
metrics, and analytics dashboards 

Insights tied to business impact

Be Heard combines research on what drives engagement with data-guided practices for effective 
measurement and reporting into a scalable, data-driven engagement survey program based on 
independent scientific analysis—not in-house residents.
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A Path to the Future
Terryberry's work with Drs. Burke, Sommerfeldt, and Wang is ongoing. As new raw data 
emerges from Be Heard, our academic partners continue to analyze it as part of their 
continuing research.We're working together to advance our understanding of employee 
behavior and how to best measure, analyze, and influence it to develop better, more 
efficient outcomes for both businesses and employees.

Going 
Deeper

To explore how this research translates into real‑world 
outcomes, connect with Terryberry—or dive deeper into 
six data-based pillars of engagement that our partner 
researchers have established to drive high-quality 
workplaces.

Learn More

https://www.terryberry.com/contact-us/
https://www.terryberry.com/resource/six-pillars-to-drive-impactful-engagement/

