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PURPOSE AND USE OF THE SURVEY 
The university conducts the annual employee survey to obtain employee perceptions on aspects of job 
satisfaction and institutional performance, including employee engagement, communication, and 
operations. All faculty and staff members employed by University of Western States for a minimum of 
six months were provided an opportunity to respond in June 2018, including those individuals who 
perform their duties remotely.  

Mission and Core Themes 

Mission:  

To advance the science and art of integrated health care through excellence in education and patient 
care. 

Core Themes: 

1. Student Success 
2. Faculty & Staff Engagement 
3. Integrated Health 

Redesign of Surveys under New Mission, Core Themes, and New Strategic Plan 

While UWS has conducted an employee survey since FY12, significant changes to the scope and 
length of the survey instrument occurred with the FY17 administration and were sustained in FY18 
instrument. Most notably, items were aligned with the mission and core themes, and items were added 
to provide the opportunity to comment on all services provided to students by UWS. Prior to FY17, only 
select university services were included in the survey. Additionally, the university implemented a new 
strategic plan starting July 1, 2017, and several survey items were updated or added accordingly to 
collect necessary data.  

Lastly, the survey response scale changed from five-points (Strongly Agree-Agree-Uncertain-Disagree-
Strongly Disagree) to six-points (Strongly Agree-Agree-Slightly Agree-Slightly Disagree-Disagree-
Strongly Disagree), which is explained further below. Questions continue to be scored by aggregating 
the positive and negative sides of the scale in order to maintain comparative consistency across survey 
years. Additionally, starting with the FY17 survey, item means are compared over time. 

Table 1: Survey Items Related to Planning 

Survey Item 
FY15 FY16 FY17 FY18 
SA/A 

(mean) 
SA/A 

(mean) 
SA/A/SLA 

(mean) 
SA/A/SLA 

(mean) 
I am familiar with my department's 
continuous improvement plan 
(CIP). 

70.2% 
(4.54/6.00) 

52.6% 
(4.10/6.00) 

79.8% 
(4.63/6.00) 

76.3% 
(4.41/6.00) 

I am involved in my department's 
continuous improvement efforts. 

75.0% 
(4.68/6.00) 

66.2% 
(4.57/6.00) 

90.5% 
(4.98/6.00) 

80.9% 
4.70/6.00) 

I am familiar with the UWS 
strategic plan. NA NA 

85.4% 
(4.57/6.00) 

80.7% 
(4.38/6.00) 
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Core Theme Objective 2.1.1 

Under core theme 2 (faculty and staff engagement), the first objective (2.1.1) relates to employee 
feedback on “perceptions of employment experience.” The performance target for this objective is for 
70% of responses to be on the positive side of the scale (strongly agree, agree, slightly agree). The 
employee survey is an important measure of performance related to objective 2.1.1.  

Core Theme Objective 2.1.2 

The second objective within core theme 2 relates to a subset of items in the employee feedback survey 
focused on engagement. There are 12 questions that address various aspects of engagement, such as 
the ability to contribute to decision-making, as well as feelings of inclusivity and collegiality within the 
organization. The performance target for this core theme objective is 75% of responses on the positive 
side of the scale.  

Response Scale and Calculation of Mean 

The data produced by instruments prior to FY17 were limited, in that the 5-point scale utilized offered 
little ability to discriminate, due to a strong degree of skew toward the positive side of the scale. The 
five-point scale also included a middle option, which presented uncertainty regarding the need to take 
action. In fact, the middle option on the scale was the term “uncertain.” As a result, it was challenging to 
determine if action was needed when a large proportion of respondents selected this item.  

Furthermore, the institution has been, and continues to use, the “percentage of positive responses” as a 
performance indicator. The five-point scale created a limitation within the data related to this 
methodology. The “uncertain” responses were counted as negative, by definition. A scale with an even 
number of response options was needed in order to provide a valid positive/negative aggregation. As a 
result of these issues, the scale utilized in these instruments was modified to six points, using similar 
semantics: (6) Strongly Agree, (5) Agree, (4) Slightly Agree, (3) Slightly Disagree, (2) Disagree, (1) 
Strongly Disagree, (null) Not Applicable.  

In the following sections, when data from any of these instruments are presented, several values are 
reported: the percentage of strongly agrees and agrees (related to FY13 – FY16), the percentage of 
strongly agrees, agrees, and slightly agrees (related to FY17 & FY18), and the mean for all five years. 
The means from FY13-FY16 have been recalculated to the six-point scale to enable comparison across 
time. The formula used for recalculating the mean was:  

𝑂𝑂𝑂𝑂𝑂𝑂𝑂𝑂𝑂𝑂𝑂𝑂𝑂𝑂𝑂𝑂 𝑀𝑀𝑀𝑀𝑂𝑂𝑂𝑂
5

 𝑥𝑥 6 

Survey Reliability 

Following the survey administration, academic affairs personnel conducted a test for internal 
consistency. The Cronbach’s alpha score was 0.993, involving 58 items that utilized the Likert scale. 
The internal consistency statistic is well above the threshold (0.70, Vogt & Johnson, 2011) for 
considering the instrument to be reliable. This result demonstrates the items in the survey reflect the 
same construct, employee satisfaction.  

Methods  

The office of academic affairs administered this survey utilizing a web-based survey instrument hosted 
online by Survey Monkey™. On June 4, 2018 a survey link was sent via UWS e-mail to 259 full- and 
part-time university employees who had been employed for at least six months. The office of academic 
affairs sent reminder emails on June 6th and June 11th to encourage employee participation. Data 
collection closed on June 15, 2018. Employee identities were not collected to ensure confidentiality and 
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encourage responses. “NA” responses received no numerical value, and therefore, did not affect 
percentage or mean calculations.  

Response Rates  

123 out of 259 full- and part-time employees contacted completed at least some of the survey for a 
47.5% overall response rate. Employees were asked to self-identify as faculty or staff and full-time or 
part-time. It should be noted that the FY18 survey is the first time adjunct faculty have been included. 
The survey was distributed to 44 individuals classified by UWS as College of Chiropractic faculty, 54 
individuals classified by UWS as College of Graduate and Undergraduate Studies faculty, and 161 
individuals classified by UWS as staff or administrator. Based on the selections made, 61.4% of College 
of Chiropractic faculty, 13.0% of College of Graduate and Undergraduate Studies faculty, and 44.7% of 
staff or administrators responded to the survey. The response rate for the last five iterations of the 
survey is available in Table 2 and respondent group characteristics are included in Table 3 below. 

Table 2: Survey Response Rate 
  FY14 FY15 FY16 FY17 FY18* 

Surveys Sent  132 139 158 150 259 

Respondents  90 106 81 105 123 

% Responding  67.7% 76.3% 51.3% 70.0% 47.5% 
*Prior iterations of the employee feedback survey were distributed only to benefitted employees.  

Table 3: Survey Respondent Characteristics 

 Breakdown # 
Respondents 

% of Total 
Respondents 

(123) 
Part-time  23 18.7% 
Full-time  89 72.4% 
Unreported  11 8.9% 
    

0-1 year  15 12.2% 
2-5 years  50 40.7% 

6-10 years  27 22.0% 
11-15 years  8 6.5% 
16-20 years  2 1.6% 
21 + years  6 4.9% 
Unreported  15 12.2% 

Results  

The full FY18 survey is presented in the Appendix. As shown in Table 4 below, overall, at 87.3 percent, 
the University has achieved its performance target of 70 percent of responses on the positive side of 
the scale (strongly agree/agree/slightly agree) when aggregating all survey items. Similarly, at 88.2 
percent, the University has achieved its performance target (75% positive responses) for items 
specifically related to workplace engagement, which measures elements of employee collaboration and 
participation. The University has achieved the desired threshold for engagement items since 2013. The 
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appendix includes the full survey, and lists the items related to engagement, which are labeled “CT 
2.1.2.”  

Table 4: Core Theme Indicator Performance 

Core Theme Indicator Performance 
Target 

FY18 % Positive 
(SA/A/SLA) 

CT 2.1.1 (all survey items) ≥70% 87.3% 

CT 2.1.2 (engagement items) ≥75% 88.2% 

In order to compare performance over time, survey item means were calculated (as previously 
described) and aggregated according to the applicable core theme indicator.  

Figure 1 presents the item means for the last four complete administrations of this survey. The trend 
with these groups of items has been generally an increasing mean each year. There was a decline in 
the overall mean on this survey in 2015, which may have been associated with changes in leadership 
that occurred in FY15 and FY16.  

Figure 1: Core Theme Indicator Means

 
* Several of the engagement items were not administered in 2016, making it invalid to make a 
comparison over time for this domain.  

Consistently Measured Survey Items 

As a result of several modifications made to the employee feedback survey over time, a subset of 
questions was asked consistently throughout the FY14, FY15, FY17, and FY18 administrations. The 
FY16 survey included most, but not all of these items. The means of these survey items (converted to a 
6-point scale) appear in Table 5 below. In the majority of instances, UWS has shown improvement from 
FY14-FY18.  
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Table 5: Consistently Measured Survey Items 

Survey Question FY14 FY15 FY16 FY17 FY18 
Mean Mean Mean Mean Mean 

I am proud to be an employee of UWS. 4.89 4.72 NA 5.15 4.88 
I understand the mission of UWS.  5.00 4.88 NA 5.25 5.17 
UWS’ mission makes me feel my job is 
important.  4.73 4.47 NA 4.76 4.82 

The work that I do supports the university 
mission.  5.17 5.13 NA 5.37 5.24 

I feel my professional development is 
encouraged.  4.70 4.87 5.08 4.99 4.86 

I feel that my supervisor cares about me as a 
person.  4.90 5.05 NA 5.15 5.27 

I sense that my opinions count at work.  4.46 4.47 NA 4.69 4.41 
I have a friendly relationship with my co-
workers.  5.27 5.20 5.29 5.38 5.35 

I have the equipment and/or materials 
needed to do my job.  4.55 4.58 4.72 4.60 4.85 

In general, I am satisfied with my current 
position/role with the University.  4.63 4.68 NA 4.89 4.71 

I know what is expected of me in my job.  4.87 4.72 5.14 5.28 5.15 
UWS employees are committed to doing 
quality work.  5.02 5.08 NA 5.05 5.09 

I have received positive feedback for doing 
good work within the last month.  4.22 4.21 4.39 4.74 4.83 

I have access to the data I need in order to 
perform my job well.  4.57 4.34 4.85 4.60 4.75 

I have the opportunity to learn and grow in 
my position.  4.45 4.50 4.75 4.82 4.63 

I am familiar with my department’s goals and 
objectives.  5.18 4.97 NA 5.09 4.84 

My work space is adequate for me to perform 
my job well.  4.39 4.60 NA 4.88 4.71 

Not Applicable Survey Items 

Analysis of survey items where a high percentage of respondents marked “Not Applicable” (NA) 
indicate a need to evaluate the item and its administration to determine what changes can be made to 
reduce the proportion of “Not Applicable” responses. Areas where 20% or more of respondents marked 
NA are listed in Table 6 below (sorted highest to lowest on the first column). The wide disparity between 
faculty and staff with respect to applicability demonstrates that certain functions/operational units may 
be used more heavily by either faculty or staff.  
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Table 6: Not Applicable Survey Item Distribution by Group 

NA = Not Applicable  FY18 

Survey Question % NA 
(All) 

% NA 
(Faculty) 

% NA 
(Staff/Admin) 

The following UWS services meet my employment-related 
needs: research office (e.g. development of research 
protocols, scholarly work support, grant writing and 
administration) 

55.9% 47.1% 63.9% 

The following UWS services meet my employment-related 
needs: development office (e.g. fund raising) 54.7% 67.7% 48.6% 

The following UWS services meet my employment-related 
needs: continuing education 49.6% 47.1% 50.0% 

The following UWS services meet my employment-related 
needs: alumni services (e.g. alumni survey, peer mentorship, 
communication support) 

41.5% 41.2% 37.5% 

The following UWS services meet my employment-related 
needs: center for teaching and learning (e.g. online learning, 
webCampus, Panopto, instructional design support) 

36.4% 29.4% 40.3% 

The following UWS services meet my employment-related 
needs: risk management (e.g. review of contracts) 34.8% 50.0% 29.2% 

The following UWS services meet my employment-related 
needs: registrar’s office 29.7% 17.7% 36.1% 

The following UWS services meet my employment-related 
needs: library 24.6% 5.9% 36.1% 

The following UWS services meet my employment-related 
needs: communications & marketing (e.g. website, 
marketing materials) 

22.2% 29.4% 15.3% 

New Questions 

In order to adequately measure strategic plan achievement and core theme fulfillment, UWS 
constituents collaborated on the selection of the new survey questions listed below. Table 7 provides a 
listing of new items in the FY18 survey and the alignment of each item with a strategic plan or core 
theme indicator. Additionally, in FY18 the university purchased the rights to distribute the Maslach 
Burnout Inventory General Survey (MBI-GS), a validated instrument which assesses the phenomenon 
of burnout via employees’ levels of exhaustion, cynicism, and professional efficacy (Maslach, Jackson, 
& Leiter, 1986-2016). The MBI-GS is described in more detail in below. 

Table 7: New Items for Core Themes and Strategic Plan 
New Survey Item Alignment 
I feel confident that I know what to do in the event of an emergency. Strategic Plan Objective 3.3 
The following UWS services meet my employment-related needs: risk 
management (e.g. review of contracts) 

Core Theme Objective 2.1 

I feel emotionally drained from my work.* Core Theme Indicator 2.1.1 
I feel used up at the end of the workday.* Core Theme Indicator 2.1.1 
I feel tired when I get up in the morning and have to face another day on 
the job.* 

Core Theme Indicator 2.1.1 

Working all day is really a strain for me.* Core Theme Indicator 2.1.1 
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New Survey Item Alignment 
I can effectively solve the problems that arise in my work.* Core Theme Indicator 2.1.1 
I feel burned out from my work.* Core Theme Indicator 2.1.1 
I feel I am making an effective contribution to what this organization 
does.* Core Theme Indicator 2.1.1 

I have become less interested in my work since I started this job.* Core Theme Indicator 2.1.1 
I have become less enthusiastic about my work.* Core Theme Indicator 2.1.1 
In my opinion, I am good at my job.* Core Theme Indicator 2.1.1 
I have accomplished many worthwhile things in this job.* Core Theme Indicator 2.1.1 
I just want to do my job and not be bothered.* Core Theme Indicator 2.1.1 
I have become more cynical about whether my work contributes 
anything.* Core Theme Indicator 2.1.1 

I doubt the significance of my work.* Core Theme Indicator 2.1.1 
At my work, I feel confident that I am effective at getting things done.* Core Theme Indicator 2.1.1 

*MBI-GS item.  

Maslach Burnout Inventory General Survey (MBI-GS) 

The MBI-GS assesses three core aspects of the burnout syndrome: exhaustion, cynicism, and lack of 
professional efficacy. The frequency with which the respondent experiences feelings related to each 
scale is assessed using seven points: (0) Never, (1) A Few Times a Year or Less, (2) Once a Month or 
Less, (3) A Few Times a Month, (4) Once a Week, (5) A Few Times a Week, (6) Every Day. It should 
be noted that the MBI-GS scale is 0 to 6, and the scale utilized for other UWS survey items is 1 to 6. 
The Cronbach’s alpha score for this instrument was 0.86, involving 16 items that utilized the frequency 
scale. The internal consistency statistic is well above the threshold (0.70, Vogt & Johnson, 2011) for 
considering this group of items to be reliable. The MBI-GS will be used as an additional indicator to 
assess core theme objective 2.1—faculty and staff have a positive experience. The FY18 administration 
of the MBI-GS will serve as the baseline, and these statistics will be tracked annually in conjunction with 
the Employee Feedback Survey. Additional details regarding the MBI-GS can be found in the FY18 
Annual University Appraisal (AUA).  

Table 8 below represents the average scores for the MBI-GS by employment category. The statistical 
analysis of results indicates no significant differences within groups of UWS employees on any of the 
sub-scales of the MBI-GS. In comparison with national benchmarks, UWS employees overall, and in 
sub-groups, performed equally as other employees on two of the three sub-scales in terms of 
exhaustion and cynicism. However, UWS employees, overall and in sub-groups experience a 
significantly greater degree of professional efficacy than benchmark employees. The factors influencing 
the result are unclear. The survey administration procedure was not designed to examine such a 
question. Table 9 provides interpretation as to the overall levels for each subscale, according to 
instructions provided by the authors of the instrument. Additional qualitative investigation will be 
necessary to explore this phenomenon in greater depth. 
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Table 8: MBI Scales and Scores by Group 
Maslach Burnout 
Inventory Items FY18 Frequency Score 

Scales All Faculty Staff/Admin 

Exhaustion* 2.25 2.52 2.15 

Cynicism** 1.61 1.73 1.37 

Professional Efficacy*** 4.96 4.86 5.03 
Note. The MBI-GS scale is 0 to 6. 
*  Higher scores indicate higher degrees of burnout; closer to zero is preferred. 
**  Higher scores indicate higher degrees of burnout; closer to zero is preferred. 
*** Lower scores indicate higher degrees of burnout; closer to six is preferred. 

Table 9: MBI-GS Score Interpretation 
Sub-scale UWS Employees Experience 

Exhaustion* 2.25 between “Once a month or less” and “A few times a month” 

Cynicism** 1.61 between “A few times or less a year” and “Once a month or less” 

Professional Efficacy*** 4.96 between “Once a week” and “A few times a week” 

Note. The MBI-GS scale is 0 to 6. 
*  Higher scores indicate higher degrees of burnout; closer to zero is preferred. 
**  Higher scores indicate higher degrees of burnout; closer to zero is preferred. 
*** Lower scores indicate higher degrees of burnout; closer to six is preferred. 

Summary of Written Comments  

Employees were given the opportunity to respond to two open-ended questions at the conclusion of the 
survey. The responses were categorized into in vivo themes using an induction analysis. The direct 
quotation of key words/phrases serves to illustrate and reinforce the theme selection. Frequency of 
response was the primary driver behind the selection of themes. Not all responses are captured in 
Tables 10 and 11 below. Representative comments have been included with each theme. Themes 
were then compared with related objective items to determine the degree to which the comments may 
be considered representative. A discussion about this comparison is included in the Discussion of 
Findings section below. All responses to open-ended survey items 1 and 2 have been confidentially 
distributed to the appropriate unit director.  

Table 10: Comment Themes Regarding What Employees Like Most about UWS 
What do you like most about UWS? 
Emergent 
Themes Key Words/Phrases 

Interacting with 
co-workers 

• “I enjoy the people that I work with and feel as though we have a strong team.”  
• “Many employees are dedicated and hard-working.”  
• “We are all chipping in to make the university a better place.”  
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What do you like most about UWS? 
Emergent 
Themes Key Words/Phrases 

University 
benefits  

• “I like the work-life balance and flexibility. I also like using the services at the 
clinic.” 

• “Competitive pay, 100% covered health insurance” 
• “I appreciate the favorable benefits offered and the regular reminders from HR and 

other departments about taking advantage of the tools and services at my 
disposal.”  

University 
mission 

• “Being part of such an excellent educational program that supports and promotes   
integrative medicine.” 

• “Knowing that I am contributing to the education and success of future doctors.” 
• “We are working toward a greater good.”  

Table 11: Comment Themes for What UWS Could Do to Improve as an Employer 
What could UWS do to improve as an employer?  
 Emergent 
Themes Key Words/Phrases 

Reduce 
uncertainty 

•  “After reading what has been occurring with Marylhurst, and knowing we are 
similar in size, it makes for a lot of uncertainty.” 

• “I feel that some people joke whether or not they will be here tomorrow; kind of 
unsettling at times (based off of several people being let go, or leaving).”  

• “There is an undercurrent that I am exposed to as I am sure everyone is. It leaves 
one with the feeling of not being entirely secure and that never bodes well for office 
morale.” 

Increase 
transparency 

•  “Better communication on decisions affecting employee work schedule and 
staffing” 

• “Since accreditation passed, the communication markedly dropped and I do not 
understand UWS operations as well.”  

• “Don’t underestimate the importance of sharing even what may seem trivial 
information”  

Improve 
performance 
evaluation 
process 

•  “I believe there is a need to have managers be reviewed by their own staff over 
time—so that the growth process goes both ways.” 

• “taking on lots of new responsibilities rarely equates to a raise in pay” 
• “working towards holding everyone accountable to complete the tasks/work 

assigned to them”  

Discussion of Findings 

Results indicate that UWS has exceeded its performance targets for both engagement items (75% 
target; 88.2% actual—core theme indicator 2.1.2) and the survey in its entirety (70% target; 87.3% 
actual—core theme indicator 2.1.1). Year-over-year comparisons between the means on various survey 
questions illustrate UWS’ continuous improvement on critical measures of University climate and 
mission fulfillment. Further, the FY18 score for core theme indicator 2.1.1 was the highest overall in the 
last five years.  

Moreover, some of the open-ended comments are elucidated when compared with scores on related, 
scalable items, which may indicate the comments represent a majority opinion. For example: 
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• 59.8% positive response to the following question: “UWS decision-making structures and 
processes create opportunities for consideration of my views.” 

• 69.6% positive response to the following question: “The performance appraisal and evaluation 
(P&E) process provides me information to develop and grow in my role.” 

• 72.5% positive response to the following question: “Communications at UWS have improved 
compared with the past.”  

• 74.1% positive response to the following question: “Information sharing at UWS has improved 
compared with the past.”  

Additional analyses of individual responses and the MBI-GS can be found in the Implications section 
below.  

Study Limitations  

With a response rate of 47.5%, This narrative summary fails to capture the opinions of the majority of 
UWS employees. Furthermore, employees have varied knowledge and interest in facets of university 
management and aspects of employment. This study relies on employee perceptions based upon their 
direct knowledge or experience with survey topics. The university should expect a high degree of 
uncertainty for items that are not necessarily of interest or within a particular employee’s sphere of 
influence.  

Answers with high volumes of “NA” selection should be carefully considered in light of an employee’s 
interactions with other aspects of the university’s operations. Certain questions with large “NA” 
percentages may be attributable to an employee’s classification (e.g. staff/admin vs. faculty). For 
example, it is not surprising that faculty interact more closely with the registrar’s office, library, and 
center for teaching & learning. Similarly, it is unremarkable that staff and administrators interact more 
closely with risk management and communications & marketing. However, other questions, which 
should equally apply to both faculty and staff/admin employees, still exhibit high proportions of “NA” 
responses (e.g. use of continuing education services, use of alumni services, etc.). The “NA” responses 
on these survey questions may relate to the emergent theme of “increasing transparency,” where 
improved communication may help increase awareness of these university services. The administration 
uses the outcomes of this and subsequent studies to discover trends on employee opinion and to 
provide a basis for proposed actions. The outcomes of the FY18 employee feedback survey suggest 
where further study/inquiry may be appropriate to identify the specifics influencing employee opinion.  

Implications for the University  

• 56 out of 58 objective items (those with the Likert scale) scored at or above the performance 
target for CT2.1.1 (70% positive). The two items that did not reach the performance target were 
as follows: 

o The performance appraisal and evaluation (P&E) process provides me information to 
develop and grow in my role. 

o UWS decision-making structures and processes create opportunities for consideration of 
my views. 

• Eleven items (listed below) scored above 95% positive: 

o I understand the mission of UWS. 
o The work that I do supports the university mission. 
o UWS employees are committed to doing quality work. 
o I know what is expected of me in my job. 
o I have a friendly relationship with my coworkers. 
o I believe I perform my job well. 
o The following UWS service meets my employment-related needs: grounds keeping 



 

Fiscal Year 2018 Employee Feedback Survey   11 

o The following UWS service meets my employment-related needs: mailroom 
o The following UWS service meets my employment-related needs: financial services 
o The following UWS service meets my employment-related needs: payroll 
o The following UWS service meets my employment-related needs: library 

• Fourteen items (listed below) scored between 90% and 95% positive: 

o UWS’ mission makes me feel my job is important. 
o I feel that my supervisor cares about me as a person. 
o I feel physically safe at the UWS location where I spend the majority of my time. 
o I use data to support the decisions I, or my department, makes in performing our job. 
o The following UWS service meets my employment-related needs: campus safety 
o The following UWS service meets my employment-related needs: facility services 
o The following UWS service meets my employment-related needs: Campus Health Center 
o The following UWS service meets my employment-related needs: campus store 
o The following UWS service meets my employment-related needs: risk management 
o The following UWS service meets my employment-related needs: human resources 
o The following UWS service meets my employment-related needs: technical services 
o The following UWS service meets my employment-related needs: center for teaching and 

learning 
o The following UWS service meets my employment-related needs: development office 
o The following UWS service meets my employment-related needs: alumni services 

Perhaps the most significant result in the survey was that 95.0% of employee responses were on the 
positive side of the scale regarding their understanding of the university’s Mission. Responses to two 
other items fell below the performance target and had relevant comments emerge as themes in the 
inductive analysis. These items related to UWS decision-making structures (59.8% positive) and the 
performance evaluation process (69.6% positive). Further, while questions pertaining to 
communications and information sharing remain above 70% positive, year-over-year positive 
percentages have declined (80.6% positive in FY17 versus 72.5% positive in FY18 and 80.6% positive 
in FY17 versus 74.1% positive in FY18, respectively). These results indicate action is needed in order 
to address employee concerns related to these functions.  

Recommendations for Actions to be Taken in FY19 

The results of the FY18 Employee Feedback Survey will be reviewed by the Strategic Planning/Core 
Theme Committee; a smaller working group will be tasked with formulating recommendations. The 
Strategic Planning/Core Theme Committee includes representation from operational units, in addition to 
academic affairs personnel. The goal of this procedural change is to encourage unit-specific buy-in and 
to ensure that plans are in place for improving services for UWS faculty and staff. The plans formulated 
by this working group will be reported in the FY18 Annual University Appraisal report. Additionally, 
mechanisms to identify and validate the list of employees to be included in the future employee 
feedback surveys will be explored to ensure accuracy of participation rates. 
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Appendix 

Legend:  
SA=Strongly Agree  
A=Agree 
SLA=Slightly Agree 
SLD=Slightly Disagree 
D=Disagree 
SD=Strongly Disagree 
NA=Not Applicable (not factored into percentage calculations)  

Survey Question %SA %A %SLA %SLD %D %SD %NA n/Mean % Pos. 
I understand the 
mission of UWS. 42.2% 42.2% 10.7% 0.8% 3.3% 0.8% 0.0% 121/5.17 95.0% 

UWS’ mission makes 
me feel my job is 
important. (CT 2.1.2) 

24.8% 47.9% 20.7% 0.0% 4.1% 2.5% 0.0% 121/4.82 93.4% 

I can name UWS’ core 
themes. 19.8% 34.5% 26.7% 6.9% 6.9% 5.2% 0.9% 116/4.38 81.0% 

The work that I do 
supports the university 
mission. 

38.0% 50.4% 9.1% 2.5% 0.0% 0.0% 0.0% 121/5.24 97.5% 

I’m proud to be an 
employee of UWS. 35.5% 38.0% 11.6% 10.7% 1.7% 2.5% 0.0% 121/4.88 85.1% 

UWS employees are 
committed to doing 
quality work. (CT 
2.1.2) 

34.7% 45.5% 16.5% 1.7% 0.8% 0.8% 0.0% 121/5.09 96.7% 

I am familiar with the 
UWS strategic plan. 17.5% 34.2% 29.0% 10.5% 5.3% 3.5% 2.6% 114/4.38 80.7% 

I am familiar with my 
department’s 
continuous 
improvement plan 
(CIP). 

28.0% 27.1% 21.2% 9.3% 10.2% 4.2% 2.5% 118/4.41 76.3% 

I know what is 
expected of me in my 
job. (CT 2.1.2) 

40.8% 40.8% 15.0% 0.8% 0.8% 1.7% 0.0% 120/5.15 96.7% 

I have the opportunity 
to learn and grow in 
my position. (CT 2.1.2) 

33.9% 33.1% 14.1% 6.6% 5.8% 6.6% 0.0% 121/4.63 81.0% 

I have a friendly 
relationship with my 
coworkers. (CT 2.1.2) 

49.6% 40.3% 5.9% 4.2% 0.0% 0.0% 0.8% 119/5.35 95.8% 

In accordance with the 
employee 
performance appraisal 
or faculty performance 
evaluation process, 
my supervisor has 
talked with me about 
my performance. (CT 
2.1.2) 

31.6% 31.6% 19.3% 4.4% 6.1% 7.0% 5.8% 114/4.57 82.5% 
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Survey Question %SA %A %SLA %SLD %D %SD %NA n/Mean % Pos. 
The performance 
appraisal and 
evaluation (P&E) 
process provides me 
information to develop 
and grow in my role. 

15.7% 26.5% 27.5% 9.8% 9.8% 10.8% 15.7% 102/3.96 69.6% 

I am given the 
opportunity in my job 
to do my best work. 
(CT 2.1.2) 

32.8% 42.9% 10.9% 8.4% 4.2% 0.8% 0.0% 119/4.89 86.6% 

I have received 
positive feedback for 
doing good work 
within the last month. 
(CT 2.1.2) 

38.8% 36.2% 9.5% 3.5% 8.6% 3.5% 1.7% 116/4.83 84.5% 

I feel that my 
supervisor cares about 
me as a person. 

56.4% 29.1% 5.1% 6.0% 1.7% 1.7% 0.9% 117/5.27 90.6% 

I feel my professional 
development is 
encouraged. (CT 
2.1.2) 

41.9% 24.8% 21.4% 4.3% 5.1% 2.6% 1.7% 117/4.86 88.0% 

I sense that my 
opinions count at 
work. (CT 2.1.2) 

30.3% 29.4% 14.3% 11.8% 5.9% 8.4% 0.0% 119/4.41 74.0% 

I am involved in my 
department’s 
continuous 
improvement efforts. 

37.4% 27.8% 15.7% 10.4% 4.4% 4.4% 3.4% 115/4.70 80.9% 

I am familiar with my 
department’s goals 
and objectives. 

36.8% 33.3% 17.1% 5.1% 5.1% 2.6% 1.7% 117/4.84 87.2% 

During the last year I 
attended three or 
more university-
related events (e.g. 
commencement, 
continuing education, 
holiday gala, NW 
Symposium) that were 
not required for my 
employment. 

29.8% 28.9% 13.5% 2.9% 21.2% 3.9% 12.6% 104/4.32 72.1% 

The university 
maintains an 
atmosphere of respect 
regardless of age, 
gender, race, national 
origin, position, 
religion, sexual 
orientation, or 
disability. 

33.9% 40.0% 14.8% 5.2% 4.4% 1.7% 3.4% 115/4.89 88.7% 

In general I am 
satisfied with my 
current position/role 
with the university. 

26.7% 41.4% 19.0% 5.2% 4.3% 3.5% 0.9% 116/4.71 87.1% 
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Survey Question %SA %A %SLA %SLD %D %SD %NA n/Mean % Pos. 
I believe I perform my 
job well. 47.9% 51.3% 0.8% 0.0% 0.0% 0.0% 0.0% 119/5.47 100.0% 

I feel physically safe at 
the UWS location 
where I spend the 
majority of my time. 

45.0% 35.8% 11.9% 4.6% 2.8% 0.0% 2.7% 109/5.16 92.7% 

Communications at 
UWS have improved 
compared with the 
past. 

16.5% 31.2% 24.8% 12.8% 10.1% 4.6% 9.2% 109/4.17 72.5% 

I use data to support 
the decisions I, or my 
department, makes in 
performing our job. 

23.9% 48.7% 18.6% 5.3% 3.5% 0.0% 5.8% 113/4.84 91.1% 

I understand how my 
role and work 
processes impact 
university data. 

29.2% 37.2% 20.4% 10.6% 1.8% 0.9% 5.8% 113/4.79 86.7% 

I am aware of the 
university’s disaster 
readiness plan. 

19.5% 40.7% 20.4% 8.0% 8.9% 2.7% 5.8% 113/4.46 80.5% 

I feel confident that I 
know what to do in the 
event of an 
emergency. 

17.5% 40.4% 24.6% 5.3% 11.4% 0.9% 5.0% 114/4.46 82.5% 

I participate in shared 
decision-making, such 
as serving on a 
committee, completing 
surveys, attending 
meetings, and the like. 

32.4% 36.9% 18.0% 4.5% 5.4% 2.7% 7.5% 111/4.78 87.4% 

Information sharing at 
UWS has improved 
compared with the 
past. 

12.0% 33.3% 28.7% 10.2% 13.0% 2.8% 10.0% 108/4.13 74.1% 

UWS decision-making 
structures and 
processes create 
opportunities for 
consideration of my 
views. 

15.2% 20.5% 24.1% 13.4% 19.6% 7.1% 5.9% 112/3.77 59.8% 

My work space is 
adequate for me to 
perform my job well. 

23.4% 51.4% 9.9% 7.2% 4.5% 3.6% 1.8% 111/4.71 84.7% 

I have access to the 
data I need in order to 
perform my job well. 

26.1% 43.7% 16.8% 7.6% 4.2% 1.7% 0.8% 119/4.75 86.6% 

I have the equipment 
and/or materials 
needed to do my job. 
(CT 2.1.2) 

25.9% 54.5% 8.0% 3.6% 6.3% 1.8% 0.0% 112/4.85 88.4% 
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The following UWS services meet my employment-related needs: 
Survey Question %SA %A %SLA %SLD %D %SD %NA n/Mean % Pos. 
housekeeping (e.g. 
vacuuming, trash 
removal, toilet paper, 
paper towels, restroom 
cleanliness). 

11.0% 54.1% 19.3% 9.2% 3.7% 2.8% 3.5% 109/4.51 84.4% 

grounds keeping (e.g. 
sidewalk safety, 
landscaping) 

24.1% 64.8% 9.3% 0.0% 1.9% 0.0% 4.4% 108/5.09 98.1% 

campus safety (e.g. 
after hours building 
access, lighting, vehicle 
escort services). 

18.6% 52.6% 21.7% 2.1% 5.2% 0.0% 14.2% 97/4.77 92.8% 

facility services (e.g. 
space remodels, 
building access, 
equipment repair, keys, 
plumbing, pick-ups and 
delivery) 

17.6% 52.8% 20.4% 5.6% 2.8% 0.9% 3.6% 108/4.74 90.7% 

UWS Health Centers 28.9% 50.5% 12.4% 5.2% 1.0% 2.1% 12.6% 97/4.95 91.8% 
campus store (e.g. 
hours, resources, 
products). 

30.3% 48.5% 12.1% 6.1% 3.0% 0.0% 11.6% 99/4.97 90.9% 

parking services (e.g. 
availability of spaces, 
parking pass 
procedures). 

20.8% 47.2% 18.9% 3.8% 1.9% 7.6% 5.4% 106/4.58 86.8% 

mailroom (e.g. 
availability of supplies, 
mailbox maintenance). 

29.7% 59.3% 6.6% 2.2% 2.2% 0.0% 18.8% 91/5.12 95.6% 

financial services (e.g. 
accounts payable, 
accounts receivable). 

33.7% 51.5% 9.9% 4.0% 1.0% 0.0% 9.8% 101/5.13 95.1% 

risk management (e.g. 
review of contracts) 23.4% 54.6% 14.3% 1.3% 6.5% 0.0% 34.8% 77/4.87 92.2% 

payroll 37.7% 57.0% 3.5% 0.9% 0.9% 0.0% 3.4% 114/5.30 98.3% 
human resources 
(services offered by the 
department, not 
benefits, such as hiring, 
recruiting, manager 
resources). 

25.0% 56.7% 11.5% 3.9% 1.0% 1.9% 11.9% 104/4.95 93.3% 

technical services (I.T.) 
(e.g. IT infrastructure, 
help desk, phones). 

25.6% 43.6% 21.4% 4.3% 3.4% 1.7% 0.9% 117/4.79 90.6% 

information services 
(e.g. data/information 
services, project 
management, software 
applications and 
process improvements). 

23.8% 42.9% 19.1% 5.7% 5.7% 2.9% 11.0% 105/4.65 85.7% 

library 51.7% 44.9% 3.4% 0.0% 0.0% 0.0% 24.6% 89/5.48 100.0% 
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The following UWS services meet my employment-related needs: 
Survey Question %SA %A %SLA %SLD %D %SD %NA n/Mean % Pos. 
The Center for Teaching 
and Learning, formerly 
referred to as academic 
support and training 
(e.g. online learning, 
WebCampus, Panopto, 
instructional design 
support). 

24.0% 46.7% 22.7% 4.0% 1.3% 1.3% 36.4% 75/4.84 93.3% 

research office (e.g. 
development of 
research protocols, 
scholarly work support, 
grant writing and 
administration, IRB). 

19.2% 42.3% 17.3% 7.7% 7.7% 5.8% 55.9% 52/4.40 78.9% 

development office (e.g. 
fund raising). 34.0% 47.2% 11.3% 7.6% 0.0% 0.0% 54.7% 53/5.08 92.5% 

communications & 
marketing (website, 
marketing materials) 

24.2% 42.9% 19.8% 8.8% 4.4% 0.0% 22.2% 91/4.74 86.8% 

registrar’s office. 32.5% 36.1% 19.3% 6.0% 4.8% 1.2% 29.7% 83/4.82 88.0% 
continuing education. 28.8% 52.5% 8.5% 8.5% 1.7% 0.0% 49.6% 59/4.98 89.8% 
alumni services (e.g. 
alumni survey, peer 
mentorship, 
communication 
support). 

31.9% 44.9% 17.4% 2.9% 1.5% 1.5% 41.5% 69/4.99 94.2% 

 
 

Please indicate how often you have experienced each job-related feeling described below: 

Survey Question 
(MBI-GS items) 

% % % % % % % 

n 
Never 

A Few 
Times a 
Year or 

Less 

Once a 
Month or 

Less 

A Few 
Times a 
Month 

Once 
a 

Week 

A Few 
Times 
a Week 

Every 
Day 

I feel emotionally drained 
from my work. 14.7% 20.7% 12.1% 20.7% 12.1% 13.8% 6.0% 116 

I feel used up at the end of 
the workday. 12.3% 21.1% 13.2% 21.9% 12.3% 12.3% 7.0% 114 

I feel tired when I get up in 
the morning and have to face 
another day on the job. 

20.9% 27.8% 13.0% 11.3% 11.3% 7.8% 7.8% 115 

Working all day is really a 
strain for me. 37.2% 20.4% 12.4% 14.2% 7.1% 6.2% 2.7% 113 

I can effectively solve the 
problems that arise in my 
work. 

3.5% 1.8% 0.0% 4.4% 3.5% 25.7% 61.1% 113 

I feel burned out from my 
work. 19.1% 27.8% 12.2% 22.6% 2.6% 7.8% 7.8% 115 

I feel I am making an 
effective contribution to what 
this organization does. 

4.3% 4.3% 1.7% 6.8% 6.8% 24.8% 51.3% 117 

I have become less 
interested in my work since I 
started this job. 

43.1% 25.0% 5.2% 9.5% 6.0% 4.3% 6.9% 116 
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Please indicate how often you have experienced each job-related feeling described below: 

Survey Question 
(MBI-GS items) 

% % % % % % % 

n 
Never 

A Few 
Times a 
Year or 

Less 

Once a 
Month or 

Less 

A Few 
Times a 
Month 

Once 
a 

Week 

A Few 
Times 
a Week 

Every 
Day 

I have become less 
enthusiastic about my work. 35.3% 25.0% 9.5% 10.3% 4.3% 8.6% 6.9% 116 

In my opinion, I am good at 
my job. 2.6% 0.9% 0.9% 0.0% 5.1% 21.4% 69.2% 117 

I feel exhilarated when I 
accomplish something at 
work. 

4.4% 6.1% 5.2% 7.8% 11.3% 32.2% 33.0% 115 

I have accomplished many 
worthwhile things in this job. 3.4% 3.4% 2.6% 8.6% 8.6% 38.5% 35.0% 117 

I just want to do my job and 
not be bothered. 25.2% 25.2% 9.6% 16.5% 9.6% 4.4% 9.6% 115 

I have become more cynical 
about whether my work 
contributes anything. 

39.1% 20.9% 12.2% 13.9% 4.4% 4.4% 3.5% 115 

I doubt the significance of my 
work. 53.9% 21.7% 9.6% 8.7% 1.7% 2.6% 1.7% 115 

At my work, I feel confident 
that I am effective at getting 
things done. 

4.3% 0.9% 0.9% 4.3% 7.8% 31.9% 50.0% 116 
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