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Purpose and Use of the Survey 

University of Western States (UWS) conducts the annual employee survey to obtain perceptions on aspects 
of job satisfaction and institutional performance, including employee engagement, communication, and 
operations. The university provided all faculty and staff members, including those individuals who perform 
their duties remotely, with an opportunity to respond in March 2019. 

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 Survey Instrument & Impacts to Core Theme Objectives 

UWS transitioned to ModernThink’s Great Colleges to Work For® instrument in FY19, replacing the 
traditional in-house survey utilized from FY12-FY18. The reasons for this transition are numerous, and 
include: off-site data hosting, which ensures anonymity of responses, the availability of peer and superlative 
benchmarking, and access to a robust data analysis gateway for survey interpretation. In addition, 
institutions with high scores in certain thematic categories specified by ModernThink will receive recognition 
in the September 20, 2019 issue of The Chronicle of Higher Education.  

In FY17, UWS changed the survey response scale from five-points (Strongly Agree-Agree-Uncertain-
Disagree-Strongly Disagree) to six-points (Strongly Agree-Agree-Slightly Agree-Slightly Disagree-
Disagree-Strongly Disagree). However, the ModernThink instrument utilizes the legacy scale. With the 
return to a 5-point instrument, UWS has converted the percent positive performance targets for Core Theme 
Objectives 2.1.1 and 2.1.2 to the equivalent means of 3.5 (formerly 70% positive) and 3.75 (formerly 75% 
positive), respectively. The Strategic Plan/Core Theme Committee recommended retaining these prior 
fiscal year targets to ensure continuity; these targets will be re-visited once multi-year data are available.  

Core Theme Objective 2.1.1 
Under Core Theme 2 (Faculty & Staff Engagement), the first objective (2.1.1) relates to employee feedback 
on “perceptions of employment experience.” The performance target for this objective is an overall survey 
mean of 3.5. 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 19 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. Appendix A includes the full survey, and lists the items related to engagement, which are 
labeled “CT 2.1.2.” The performance target for this core theme objective is an overall mean of 3.75 across 
the engagement items.  

Methods  

ModernThink administered this anonymous survey utilizing a web-based instrument hosted online. The first 
60 questions, as well as those questions pertaining to university benefits, are common to all institutions 
participating in the Great Colleges to Work For® program. A subcommittee of the Strategic Plan/Core 
Theme Committee selected 15 questions (see UWS Custom Items in Appendix B), which are unique to 
UWS. On March 18, 2019 ModernThink sent a survey link via UWS e-mail to 247 full- and part-time 
university employees. ModernThink sent reminder emails on March 21st, March 25th, and March 28th to 
encourage employee participation. Data collection closed on April 1, 2019. “NA” responses received no 
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numerical value, and therefore, did not affect mean or percentage calculations. ModernThink suppressed 
data when there were less than five responses for any particular demographic category.  

Response Rates and Demographics 

Of the 247 full- and part-time employees contacted, 135 answered the survey, resulting in a 54.7% overall 
response rate. This rate represents a 7.2% increase in participation from FY18. The overall response rate 
for the last five iterations of the survey is available in Table 1 below. 

Table 1: Survey Response Rate 

 FY15 FY16 FY17 FY18* FY19 

Surveys Sent 139 158 150 259 247 

Respondents 106 81 105 123 135 

% Responding 76.3% 51.3% 70.0% 47.5% 54.7% 
*Prior iterations of the employee feedback survey were distributed only to benefitted employees.  

Employment Classification 

ModernThink distributed the survey to 43 individuals classified by UWS as faculty, 82 individuals classified 
by UWS as adjunct faculty, 16 individuals classified by UWS as administration, 75 individuals classified by 
UWS as exempt professional staff and 31 individuals classified by UWS as non-exempt staff. Based on 
these selections, 76.7% of faculty, 9.8% of adjunct faculty, 93.8% of administration, 78.7% of exempt 
professional staff and 64.5% of non-exempt staff responded to the survey.  

Due to the relatively small numbers of employees at UWS, certain employment categories have been 
grouped together to increase statistical power. For the purposes of this analysis, faculty and adjunct faculty 
have been grouped together; the same is true for exempt professional staff and non-exempt staff. Figure 1 
provides a comparison of the total number of employees for each of these three categories at UWS and 
the corresponding number of respondents.  

Figure 1: Comparison of Number of Employees by Category with Number of Respondents by Category 

 

Respondent group characteristics by employment status and category are included in Table 2 below. Part-
time employees are primarily representative of adjunct faculty.  

Table 2: Survey Respondent Characteristics 
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Length of Service 

Table 3 below includes respondent group characteristics reflective of years of service to the university.  

Table 3: Years of Service to UWS 

Years of Service # Respondents 

< 2 years  35 

2-4 years  24 

5-7 years  23 

8-10 years  11 

11-15 years  14 

16-20 years  1 

21-25 years 1 

25+ years  2 

Unreported  17 

Figure 2 below presents the number survey respondents by length of service at UWS. The largest group of 
survey respondents indicated working at UWS for less than two years (27%) which is predominately 
reflective of new staff hires. It is worth noting that 13% of respondents did not identify years of service to 
the institution.  

Figure 2: Percentage of Total Survey Respondents by Length of Service 

 

Results  

The full FY19 survey, including standard deviation by question, is presented in Appendix A. As shown in 
Table 4 below, with an overall mean of 3.67, the university has achieved its performance target mean of 
3.50/5.00 when aggregating all survey items. Similarly, with a mean of 3.80, the university has achieved its 
performance target (mean of 3.75) for items specifically related to workplace engagement, which measures 
elements of employee collaboration and participation.  

Table 4: Core Theme Indicator Performance 
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FY19 UWS 

Mean 
Peer 
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Carnegie 

Class 
ModernThink 

Honor Roll 

CT 2.1.1 (all survey items) ≥3.50 3.67 3.86 3.83 4.16 

CT 2.1.2 (engagement items) ≥3.75 3.80 3.94 3.89 4.20 
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Due to the transition to the ModernThink survey instrument, year-over-year mean comparisons with prior 
iterations of the employee feedback survey are not statistically appropriate. Means on the ModernThink 
survey instrument will be tracked and compared with future administrations of the survey. However, 
comparator means for UWS peer benchmark, Carnegie class and ModernThink Honor Roll are listed in 
Table 4.  

While UWS has tracked engagement in prior iterations of the employee feedback survey, new items were 
selected in FY19 in accordance with engagement literature for Core Theme indicator 2.1.2. Building on 
Kahn’s (1990) foundational concept, recent scholarship has focused on the predictors of employee 
engagement (Harter, Schmidt, & Hayes, 2002; Mani, 2011; Saks & Gruman, 2014); the survey items labeled 
in Appendix A as “CT 2.1.2” align with the scholarly consensus on this topic. In order to obtain a comparative 
benchmark, UWS selected its engagement items from among the 60 common questions. However, it is 
important to note that the following customized question has been asked consistently over the past three 
administrations of the employee feedback survey: “I participate in shared decision making, such as serving 
on a committee, completing surveys, attending community meetings, and the like.” When calculating the 
mean for this item on a six-point scale for comparative consistency, the results are as follows: 5.04 (FY17), 
4.78 (FY18), and 4.87 (FY19). While the mean for this item has declined relative to FY17, the mean has 
rebounded from its FY18 low.     

Thematic Analysis 

As part of its inter-institutional analysis for recognition in The Chronicle of Higher Education, ModernThink 
groups its 60 common questions into 15 themes. The mean for each theme is first examined for UWS 
(overall mean) and is then compared with the peer benchmark, followed by further analysis.  

The complete thematic dataset is available in Appendix C. Appendix B presents the survey items associated 
with each theme. Figure 3 below presents ranking of each theme by overall mean for UWS. Eight of the 
fifteen categories were above the 3.50 target mean identified for Core Theme indicator 2.1.1.  

Figure 3: Thematic Ranking by UWS Overall Mean 
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ModernThink provides three types of benchmark data to institutions for further analysis. The first is a “peer” 
group of institutions self-identified by UWS, with similar missions (health science), program offerings 
(graduate-level), and enrollment characteristics (small universities). The list of institutions UWS provided to 
ModernThink for peer benchmark analysis is available in Appendix D. It is important to note that peer 
benchmark data provided by ModernThink is not inclusive of all institutions identified by UWS. ModernThink 
provided aggregate data only for those institutions concurrently participating in the Great Colleges to Work 
For® survey. To protect institutional confidentiality, ModernThink does not disclose which institutions were 
included as part of the peer benchmark data. The only way to confirm that an institution participated in the 
ModernThink survey is if they are recognized in the September 20, 2019 issue of The Chronicle of Higher 
Education.  

Additionally, ModernThink provides benchmark data for institutions included in the same Carnegie 
Classification® as UWS (Special Focus Four-Year: Other Health Professions Schools), as well as “honor 
roll” institutions. Additional information regarding this framework for describing institutional context and 
diversity can be found on the Carnegie Classification® website. Honor roll institutions are those scoring the 
highest on the survey and thus receive recognition by ModernThink in The Chronicle of Higher Education. 
Figure 4 below compares the UWS mean for each theme with all three benchmark groupings.  

Figure 4: UWS Means by Survey Thematic Grouping Benchmarked with Other Groups 

 
While UWS did not meet the peer benchmark for 14 of the 15 categories, the university did approach parity 
of Job Satisfaction/Support with a mean of 4.04 compared to 4.03 (peers). The institution did approach or 
surpass means for institutions included in the same Carnegie classification for Job Satisfaction/Support, 
Pride, Supervisors, Collaboration, and Professional Development. The largest gaps among UWS and the 
peer, Carnegie and honor roll comparisons occurred in the categories of Fairness, Teaching Environment, 
Respect & Appreciation, Faculty, Administration & Staff Relations, Shared Governance, Senior Leadership 
and Policies, Resources & Efficiency.   

Table 5 below presents the mean score for each theme by UWS employment category. Examining means 
for each theme by employment group reveals an agreement gap between administration and members of 
the faculty and staff. Means for administration exceed the means for faculty and staff for all themes, with 
the largest agreement gaps occurring in Professional Development, Shared Governance and Senior 
Leadership.  
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Table 5: Mean by Theme and Employment Category 

Theme 
Faculty 
(n=41) 

Staff 
(n=79) 

Administration 
(n=15) 

Job Satisfaction/Support 4.00 3.95 4.64 

Pride 3.87 3.84 4.65 

Supervisors 3.60 4.02 4.29 

Facilities 3.76 3.69 4.33 

Compensation, Benefits & Work/Life Balance 3.68 3.71 4.51 

Collaboration 3.43 3.61 4.32 

Professional Development 3.53 3.52 4.43 

Communication 3.23 3.59 4.12 

Fairness 3.13 3.50 4.21 

Teaching Environment 3.13 3.60 3.93 

Respect & Appreciation 3.34 3.45 3.86 

Faculty, Administration & Staff Relations 3.13 3.50 4.13 

Shared Governance 3.01 3.49 4.18 

Senior Leadership 2.88 3.36 4.33 

Policies, Resources & Efficiency 3.10 3.29 3.89 

Overall Thematic Mean 3.48 3.65 4.28 

Figure 5 below compares the mean for each survey theme by employment group with the mean of all UWS 
employees. Administrative employee means were higher than the overall university mean for each of the 
15 thematic categories. Staff means scored close to the university mean for most categories with the faculty 
mean falling below that of the university mean in most categories.  

Figure 5: Survey Theme and Employment Grouping Compared with UWS (Overall) Mean 
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Benefit Analysis 

In addition to the 60 common questions/themes noted above, ModernThink surveyed institutional 
employees regarding their satisfaction with university benefits. The complete benefit dataset is available in 
Appendix E. Figure 6 below presents the ranking of each benefit category by overall mean for UWS. 13 of 
the 16 categories were above the 3.50 target mean identified for Core Theme indicator 2.1.1. 

Figure 6: Benefit Category Ranking by UWS Overall Mean  

 

Table 6 presents the mean for each benefit by employment group. Similar to the thematic analysis, there is 
a satisfaction gap between administration and faculty and staff. Means for administration exceed the means 
for faculty and staff for all university benefits, with the largest satisfaction gaps occurring in Flexible Work 
Arrangements, Professional/Career Development Programs, Work/Life Balance Programs and Tenure 
Clarity and Process. 

Table 6: Mean by Benefit and Employment Category  

Benefit 
Faculty 
(n=41) 

Staff 
(n=79) 

Administration 
(n=15) 

403b/401k (Retirement Plan)  4.32 4.16 4.67 

Vacation/PTO 4.13 4.07 4.53 

Life Insurance 3.69 3.87 4.40 

Dental Insurance 3.63 3.92 4.47 

Long-Term Disability 3.44 3.84 4.36 

Flexible Work Arrangements (e.g. telecommuting, 
compressed work weeks) 
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Tuition Reimbursement for Employees 4.09 3.52 4.36 
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Medical Insurance 3.54 3.21 3.87 

Work/Life Balance Programs 3.10 3.66 4.40 
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Benefit 
Faculty 
(n=41) 

Staff 
(n=79) 

Administration 
(n=15) 

Tenure Clarity and Process 2.91 3.00 3.88 

Overall Benefits Mean 3.86 3.78 4.33 

Figure 7 below compares the mean for each benefit category by employment group with the category mean 
for all UWS employees. Administrative employee means were again higher than the overall university mean 
for each of the 15 benefit categories. Staff means were higher than faculty means for satisfaction with life 
insurance, dental insurance, long-term disability, flexible work arrangements, short-term disability, 
professional/career development programs, work/life balance programs, physical work space conditions, 
and tenure clarity and process. Faculty means were higher than staff means for satisfaction with the 
university retirement plan, vacation/PTO, vision insurance, tuition reimbursement for employees, medical 
insurance and tuition reimbursement for family members.  

Figure 7: Benefit Category Mean by Employment Grouping Compared with UWS (Overall) Mean 

 

ModernThink provides an overall benefit mean for UWS, peer, Carnegie class and honor roll groups for 
comparison purposes (Table 7 below). The UWS benefit mean is slightly higher than that of the peer 
benchmark and comparable to similar Carnegie institutions. However, it is important to note that benefit 
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such as medical, dental and vision insurance. 
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Satisfaction,” which includes items related to professional/career development programs, tenure clarity and 
process, physical work space conditions, flexible work arrangements and work/life balance programs. 

Table 8: Benefit Satisfaction Comparison  

Benefit UWS 
Peer 

Benchmark 
Carnegie 

Class 
ModernThink 
Honor Roll 

Health Care Benefits* 65.8% 71.0% 76.6% 77.9% 

Other Benefits** 75.4% 69.9% 77.8% 84.0% 

General Satisfaction*** 53.5% 66.4% 61.7% 75.6% 

*  Includes medical, dental, vision, short-term disability, long-term disability and life insurance 
**Includes vacation/PTO, 403b/401k, tuition reimbursement for employees and family members and overall 

satisfaction 
***Includes professional/career development programs, tenure clarity and process, physical work space conditions, 

flexible work arrangements and work/life balance programs 

Top 10/Bottom 10 by Employment Category 

Analyzing the highest responses by employment category provides additional context for university 
decision-makers; Table 9 below presents the Top 10 responses by employment category, ranked 
descending from highest mean score.  

Table 9: Top 10 Responses by Employment Category 

 Faculty (n=41) Staff (n=79) Administration (n=15) 

1. I understand how my job 
contributes to this institution's 
mission. 

I understand how my job 
contributes to this institution's 
mission. 

I am given the opportunity to 
develop my skills at this 
institution. 

2. I find personal meaning and 
fulfillment in my work. 

My supervisor supports my efforts 
to balance my work and personal 
life. 

I understand how my job 
contributes to this institution's 
mission. 

3. My job makes good use of my 
skills and abilities. 

I have a good relationship with my 
supervisor. 

My supervisor supports my efforts 
to balance my work and personal 
life. 

4. I am given the responsibility and 
freedom to do my job. 

I am given the responsibility and 
freedom to do my job. 

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

5. At this institution, people are 
supportive of their colleagues 
regardless of their heritage or 
background. 

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

People in my department work 
well together. 

6. I am proud to be part of this 
institution. 

My supervisor actively solicits my 
suggestions and ideas. 

I am given the responsibility and 
freedom to do my job. 

7. I have a meaningful connection to 
my program [e.g. other faculty, 
students, my program 
director/dean(s)]. 

Overall, my department is a good 
place to work. 

My department engages in 
continuous quality improvement 
efforts. 

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

I believe what I am told by my 
supervisor. 

I have a meaningful connection to 
the institution. 

9. I am aware of the university's 
disaster readiness plan. 

My supervisor regularly models 
this institution's values. 

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

10. There is a commitment to 
academic excellence at this 
university. 

At this institution, people are 
supportive of their colleagues 
regardless of their heritage or 
background. 

This institution's policies and 
practices give me the flexibility to 
manage my work and personal 
life. 

Additionally, understanding the lowest responses by employment category provides further perspective for 
university decision-makers; Table 10 below presents the Bottom 10 responses by employment category, 
ranked ascending from lowest mean score.  
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Table 10: Bottom 10 Responses by Employment Category 

 Faculty (n=41) Staff (n=79) Administration (n=15) 

1. Our orientation program prepares 
new faculty, administration and 
staff to be effective. 

Our recognition and awards 
programs are meaningful to me. 

Our recognition and awards 
programs are meaningful to me. 

2. Senior leadership shows a 
genuine interest in the well-being 
of faculty, administration and staff. 

I participate in campus events on 
a regular basis [lectures, concerts, 
athletic events, workplace 
wellness, etc.] 

Our review process accurately 
measures my job performance. 

3. Changes that affect me are 
discussed prior to being 
implemented. 

Our orientation program prepares 
new faculty, administration and 
staff to be effective. 

Our orientation program prepares 
new faculty, administration and 
staff to be effective. 

4. The role of faculty in shared 
governance is clearly stated and 
publicized. 

Our review process accurately 
measures my job performance. 

This institution places sufficient 
emphasis on having diverse 
faculty, administration and staff. 

5. There's a sense that we're all on 
the same team at this institution. 

Senior leadership provides a clear 
direction for this institution's 
future. 

We celebrate significant 
milestones and important 
accomplishments at this 
institution. 

6. I can speak up or challenge a 
traditional way of doing something 
without fear of harming my career. 

Senior leadership communicates 
openly about important matters. 

There is appropriate recognition of 
innovative and high-quality 
teaching. 

7. Our review process accurately 
measures my job performance. 

This institution places sufficient 
emphasis on having diverse 
faculty, administration and staff. 

At this institution, we discuss and 
debate issues respectfully to get 
better results. 

8. Senior leadership provides a clear 
direction for this institution's 
future. 

I understand the necessary 
requirements to advance my 
career. 

Changes that affect me are 
discussed prior to being 
implemented. 

9. I believe what I am told by senior 
leadership. 

There's a sense that we're all on 
the same team at this institution. 

There's a sense that we're all on 
the same team at this institution. 

10. Our recognition and awards 
programs are meaningful to me. 

This institution's culture is special 
- something you don't find just 
anywhere. 

People at this institution treat 
each other with respect. 

Summary of Written Comments  

UWS provided employees with the opportunity to respond to three open-ended questions at the conclusion 
of the survey. Office of Institutional Effectiveness personnel categorized the responses 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 11 through 13 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 narrative about this comparison is included in the 
Discussion of Findings section below. All responses to open-ended survey items 1-3 have been 
confidentially distributed to the appropriate unit director.  

Table 11: Comment Themes Regarding What Employees Appreciate Most About Working at UWS 

What do you appreciate most about working at UWS? 

Emergent Themes 
# Related 

Comments 
Key Words/Phrases 

Work/Life Balance 21 

• “Ability to work from home” 

• “The freedom to choose my own hours” 

• “work schedule (M-F as opposed to 24/7)” 

• “37.5 hour work week” 
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What do you appreciate most about working at UWS? 

Emergent Themes 
# Related 

Comments 
Key Words/Phrases 

Interacting with Students 16 

• “The sense of unity that we are all here for the benefit of the 
students.” 

• “Seeing the gratitude the interns give for our time” 

• “I love the students; I love teaching” 

• “They give me hope for the future of the chiropractic profession” 

• “Student and faculty collaboration”  

Collegial Co-Workers  63 

• “There is a lot of camaraderie and work towards common goals.” 

• “I feel a great sense of teamwork within my department and those I 
work with on a regular basis.” 

• “Friendliness of community”  

• “have felt welcomed and appreciated here”  

 

Table 12: Comment Themes for What UWS Could Do to Improve as an Employer 

What could UWS do to improve as an employer?  

Emergent Themes 
# Related 

Comments 
Key Words/Phrases 

Manage Change More 
Effectively 

54 

• “Accountability and clearer messaging in senior leadership 
decisions—these decisions sometimes feel impulsive.” 

• “Solution based thinking, rather than holding on to things that have 
happened in the past.”  

• “Large decisions within the institution are also often made or 
announced without much notice” 

• There is also a lot of room for improvement in…knowledge 
management as a whole”  

Increase Diversity/Inclusion 6 

• “I am from a marginalized community, and it is often difficult feeling 
like I’m one of the only people from my community on staff.” 

• “Be committed to diversity, equity, and inclusion” 

• “I’d like to see a thoughtful effort to attract and retain a more diverse 
faculty, staff and student population.”  

Technological 
Advancement 

11 

• “More streamlined and synced technical infrastructures” 

• “Get a working student information system and train staff how to use 
it.” 

• “UWS is 10-15 years behind on standard practices for a higher 
education institution” 

• “There are countless programs on campus that are not being fully 
utilized.” 

 

Table 13: Comment Themes for Sources of Stress at UWS 

Sources of Stress at UWS  

Emergent Themes 
# Related 

Comments 
Key Words/Phrases 

Job Security 13 

• “Culture of silence stemming from fear” 

• “Fear of losing job, if honest with constructive criticism.” 

• “I would like to have less stress about the future of my job.”  

• “The current environment seems to be every man for themselves.”  

• “It leaves employees feeling very stressed out and worried that they 
are going to inadvertently do something wrong and get fired” 

• “I also do not feel like I have a viable outlet to air any grievances 
without fear of retaliation”  
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Sources of Stress at UWS  

Emergent Themes 
# Related 

Comments 
Key Words/Phrases 

Impending campus move 14 

• “I know everyone in my department is somewhat worried over the 
move in terms of getting everything they need and transparency on 
the timeline” 

• “Not knowing what’s going to be happening in the future as we move 
to a new location” 

• “The move. Complete the move!” 

• “Ongoing change (university relocation)”  

Gossiping  6 

• “It is so stressful to have people spreading rumors that are untrue or 
only half true.” 

• “The amount of gossiping that occurs.” 

• “While I focus on my work and avoid gossip and ill feelings discussed 
surrounding the campus move, it permeates the institution.”  

• “the rumor mill”  

Discussion of Findings 

Results indicate that UWS has exceeded its performance targets for both engagement items (3.75 target; 
3.80 actual—Core Theme indicator 2.1.2) and the survey in its entirety (3.50 target; 3.67 actual—Core 
Theme indicator 2.1.1). While these means are important indicators of overall university performance, 
analysis by employment category provides additional insight into opinions that are either widespread 
(appear across multiple categories) or isolated (appear in only one category).  

Table 14 includes statements from Table 9 (Top 10 Responses by Employment Category) which appear 
two or more times across employment categories. Table 14 includes statements from Table 10 (Bottom 10 
Responses by Employment Category) which appear two or more times across employment categories. 

Table 14: Top 10 Statements which Appear Across Two or More Employment Categories 

Top 10 Statement Faculty Staff Administration 

I understand how my job contributes to this institution’s mission ● ● ● 
I am given the responsibility and freedom to do my job. ● ● ● 
At this institution, people are supportive of their colleagues regardless of 
their heritage or background. 

● ●  
My supervisor supports my efforts to balance my work and personal life.  ● ● 
I am familiar with my department’s goals and objectives.   ● ● 

Analysis of the Top 10/Bottom 10 statements across employment categories is further contextualized when 
coupled with analysis of benefits and open-ended comments. Flexible work arrangements received 
relatively high marks across employment categories, with administration rating this as their top employment 
benefit. Moreover, several of the Top 10 statements align with the ModernThink themes of Job 
Satisfaction/Support and Supervisors, as well as the emergent themes of work/life balance, interacting with 
students, and collegial co-workers identified in Table 11 (Comment Themes Regarding What Employees 
Appreciate Most About Working at UWS). Such statements include: 

• At this institution, people are supportive of their colleagues regardless of their heritage or 
background. 

• My supervisor supports my efforts to balance my work and personal life. 

• I am given the responsibility and freedom to do my job.  

• I understand how my job contributes to this institution’s mission.  
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Table 15: Bottom 10 Statements which Appear Across Two or More Employment Categories 

Bottom 10 Statement Faculty Staff Administration 

Our orientation program prepares new faculty, administration and staff to 
be effective. 

● ● ● 
Changes that affect me are discussed prior to being implemented. ●  ● 
There's a sense that we're all on the same team at this institution. ● ● ● 
Our review process accurately measures my job performance. ● ● ● 
Senior leadership provides a clear direction for this institution's future. ● ●  
Our recognition and awards programs are meaningful to me. ● ● ● 
This institution places sufficient emphasis on having diverse faculty, 
administration and staff. 

 ● ● 

Similarly, several of the Bottom 10 statements align with the ModernThink themes of Senior Leadership, 
Communication and Policies, Resources & Efficiency, as well as the emergent themes of managing change 
more effectively, increasing diversity, and job security identified in Table 12 (Comment Themes for What 
UWS Could Do to Improve as an Employer). Such statements include:  

• Senior leadership provides a clear direction for this institution's future. 

• There's a sense that we're all on the same team at this institution. 

• Changes that affect me are discussed prior to being implemented. 

• Our review process accurately measures my job performance. 

• This institution places sufficient emphasis on having diverse faculty, administration and staff. 

With respect to university benefits, changes to medical insurance coverage in 2019 likely factored into the 
low marks for this university benefit (please see Appendix C for the full UWS benefit ranking). In contrast, 
the university retirement plan received consistently high marks, and was the top university benefit for faculty 
and staff. Tenure clarity and process was the lowest scoring item on the benefit ranking; this finding requires 
additional follow-up and analysis to determine the most appropriate course of action.  

While the overall UWS mean is the indicator for mission fulfillment purposes, it is important to note the stark 
differences in agreement/satisfaction between the administration and faculty. While this gap is also 
apparent between administration and staff, the vast majority of academic scholarship details the cultural 
conflict between administration and faculty (Ehrenberg, 2011; Ginsberg, 2011; Kezar, 2012; Morgan, 2006). 
This divide is often linked to the professionalization of higher education administration, which sharply 
curtailed the prevailing faculty-to-administrator model (Ginsberg, 2011). Though there were many areas of 
disagreement between administration and faculty, the statements contained in Tables 14 and 15 highlight 
areas of mutual agreement, which can be used to foster constructive dialogue and help bridge the divide 
between these two employment categories.  

Finally, benchmark data affords additional opportunities for constructive introspection. UWS failed to meet 
its internal threshold (mean ≥ 3.50) for 7 out of 15 themes. Further, UWS failed to exceed its peer 
benchmark for all categories except Job Satisfaction/Support. The UWS mean was higher than the 
Carnegie mean for the themes of Pride and Supervisors; UWS did not meet or exceed the means for Honor 
Roll institutions in any thematic category.  

Study Limitations  

With a response rate of 54.7%, the university has received constructive feedback from more than half of all 
university employees. However, these responses are not evenly distributed across employment categories. 
With an adjunct response rate of only 9.8%, UWS is unable to accurately determine superlatives and areas 
for improvement from an important student-facing group. While a majority of administration (93.8%), faculty 
(76.7%), exempt professional staff (78.7%), and non-exempt staff (64.5%) responded to the survey, those 
who chose not to respond may hold opinions which do not conform to the emergent themes of this analysis. 
Further, 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 standard deviations reported for each question in Appendix A can provide additional 
context, with smaller standard deviations serving as proxy for greater employee consensus.  
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Implications for the University  

Of the 74 objective items (those with the Likert scale), 17 (listed below) achieved a mean ≥4.0 indicating a 
high level of satisfaction: 

• My job makes good use of my skills and abilities.  

• I am given the responsibility and freedom to do my job. 

• I understand how my job contributes to this institution’s mission. 

• My supervisor actively solicits my suggestions and ideas. 

• People in my department work well together. 

• I have a good relationship with my supervisor. 

• Overall, my department is a good place to work. 

• The institution takes reasonable steps to provide a safe and secure environment for the campus. 

• At this institution, people are supportive of their colleagues regardless of their heritage or 

background.  

• My supervisor supports my efforts to balance my work and personal life. 

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

• I understand how my role and work processes affect the quality of university data. 

• I participate in shared decision making, such as serving on a committee, completing surveys, 

attending community meetings, and the like. 

• I have a meaningful connection to my program [e.g. other faculty, students, my program 

director/dean(s)]. 

• There is a commitment to academic excellence at this university.  

• I find personal meaning and fulfillment in my work. 

• My department engages in continuous quality improvement efforts.  
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Of the 74 objective items, 47 scored at or above the performance target for CT 2.1.1 (mean of 3.5). The 

27 items that did not reach the performance target (mean <3.5) were as follows: 

• I am regularly recognized for my contributions. 

• I understand the necessary requirements to advance my career. 

• I am paid fairly for my work. 

• I can speak up or challenge a traditional way of doing something without fear of harming my career. 

• Promotions in my department are based on a person’s ability.  

• Our review process accurately measures my job performance.  

• Changes that affect me are discussed prior to being implemented.  

• Senior leadership provides a clear direction for this institution’s future. 

• My department has adequate faculty/staff to achieve our goals. 

• Our orientation program prepares new faculty, administration and staff to be effective. 

• Our senior leadership has the knowledge, skills and experience necessary for institutional success. 

• There is a good balance of teaching, service and research at this institution.  

• Our recognition and awards programs are meaningful to me.  

• Senior leadership shows a genuine interest in the well-being of faculty, administration and staff. 

• The role of faculty in shared governance is clearly stated and publicized.  

• Senior leadership communicates openly about important matters. 

• Faculty, administration and staff are meaningfully involved in institutional planning. 

• At this institution, we discuss and debate issues respectfully to get better results. 

• This institution places sufficient emphasis on having diverse faculty, administration and staff. 

• There is appropriate recognition of innovative and high-quality teaching. 

• We celebrate significant milestones and important accomplishments at this institution. 

• There is regular and open communication among faculty, administration and staff. 

• I believe what I am told by senior leadership. 

• This institution is well run.  

• There’s a sense that we’re all on the same team at this institution.  

• This institution’s culture is special—something you don’t find just anywhere. 

• I participate in campus events on a regular basis [lectures, concerts, athletic events, workplace 

wellness, etc.] 

Perhaps the most significant result in the survey was the agreement among faculty, administration and staff 
as to the need to improve the employee orientation, employment review process, and university 
recognition/award programs. These results echo prior employee feedback survey sentiments, and align 
with Objective 4.1 of the 2017-2022 UWS Strategic Plan, which states: “Improve performance and 
evaluation systems to enhance accountability and leadership by 2020”. A roll-out of a new performance 
review process is slated to occur after the campus relocation in spring of 2020. The delay in enacting a new 
performance review process, as well as other strategic initiatives, as a result of the impending campus 
move may be a contributing factor in the low thematic rankings assigned to senior leadership and policies, 
resources and efficiency (see Appendix C for the full UWS thematic ranking). Further, many of the low-
scoring items pertaining to physical workspace conditions may be resolved as a result of improved facilities 
at the new campus.  

In decisive contrast, there was an almost universally positive response to the following statements: “I am 
familiar with my department's goals and objectives” and “I’m given the responsibility and freedom to do my 
job.” Indeed, this rated in the Top 10 responses for faculty, administration and staff. This is in alignment 
with the highest scoring theme of Job Satisfaction/Support (see Appendix C). The administration uses the 
outcomes of this and subsequent studies to discover trends on employee opinion and to provide a basis 
for mutual understanding and inclusive, corrective actions. The outcomes of the FY19 Employee Feedback 
Survey suggest where further study/inquiry may be appropriate to identify the specifics influencing 
employee opinion. 
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Recommendations for Actions to be Taken in FY20 

The results of the FY19 Employee Feedback Survey will be reviewed by the Strategic Planning/Core Theme 
(SP/CT) committee; a smaller working group will be tasked with formulating recommendations. The SP/CT 
committee includes representation from operational units, in addition to faculty and institutional 
effectiveness personnel. This strategy was implemented in FY19 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 FY19 Annual University Appraisal report. As the timing of the 
Great Colleges to Work For® survey coincides with the UWS campus move (spring 2020), the SP/CT 
committee will need to determine an appropriate course of action relative to the FY20 administration of this 
instrument.    
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Appendix A: Items 

Legend:  
SA=Strongly Agree  
A=Agree 
AD=Sometimes Agree/Sometimes Disagree 
D=Disagree 
SD=Strongly Disagree 
 

Survey Question %SA %A %AD %D %SD n/Mean 
Standard 
Deviation 

My job makes good use of my skills and 
abilities.  

40.0% 35.6% 17.0% 4.4% 3.0% 135/4.05 1.01 

I am given the responsibility and freedom to do 
my job. (CT 2.1.2) 

48.1% 34.8% 11.9% 5.2% 0.0% 135/4.26 0.86 

My supervisor makes his/her expectations 
clear.  

30.6% 35.8% 23.1% 8.2% 2.2% 134/3.84 1.02 

I am provided the resources I need to be 
effective in my job.  

25.9% 43.0% 20.7% 7.4% 3.0% 135/3.81 1.00 

I understand how my job contributes to this 
institution’s mission. (CT 2.1.2) 

47.4% 41.5% 10.4% 0.7% 0.0% 135/4.36 0.69 

I am given the opportunity to develop my skills 
at this institution. (CT 2.1.2) 

34.8% 36.3% 14.1% 12.6% 2.2% 135/3.89 1.09 

I receive feedback from my supervisor that 
helps me. (CT 2.1.2) 

25.4% 37.3% 19.4% 11.2% 6.7% 134/3.63 1.17 

When I offer a new idea, I believe it will be fully 
considered. (CT 2.1.2) 

25.2% 35.6% 21.5% 13.3% 4.4% 135/3.64 1.13 

I am regularly recognized for my contributions. 
(CT 2.1.2) 

15.8% 32.3% 32.3% 12.8% 6.8% 133/3.38 1.10 

I understand the necessary requirements to 
advance my career.  

16.7% 34.8% 23.5% 16.7% 8.3% 132/3.35 1.18 

I am paid fairly for my work.  9.7% 44.0% 29.9% 13.4% 3.0% 134/3.44 0.94 

I believe what I am told by my supervisor.  34.6% 36.8% 18.8% 6.0% 3.8% 133/3.92 1.05 

We have opportunities to contribute to 
important decisions in my department. (CT 
2.1.2) 

30.3% 36.4% 18.9% 10.6% 3.8% 132/3.79 1.10 

I can speak up or challenge a traditional way 
of doing something without fear of harming my 
career. (CT 2.1.2) 

20.3% 35.3% 22.6% 7.5% 14.3% 133/3.40 1.29 

My supervisor regularly models this 
institution’s values.  

33.3% 40.9% 16.7% 6.8% 2.3% 132/3.96 0.99 

Promotions in my department are based on a 
person’s ability. (CT 2.1.2) 

18.2% 30.0% 28.2% 14.5% 9.1% 110/3.34 1.19 

Our review process accurately measures my 
job performance.  

8.1% 21.8% 41.9% 16.9% 11.3% 124/2.98 1.08 

Issues of low performance are addressed in 
my department. (CT 2.1.2) 

16.4% 34.4% 35.2% 10.7% 3.3% 122/3.50 0.99 

My supervisor is consistent and fair. (CT 2.1.2) 30.5% 41.2% 21.4% 5.3% 1.5% 131/3.94 0.93 

My supervisor actively solicits my suggestions 
and ideas. (CT 2.1.2) 

40.2% 33.3% 17.4% 6.8% 2.3% 132/4.02 1.03 

In my department, we communicate openly 
about issues that impact each other’s work. 
(CT 2.1.2) 

31.8% 43.9% 15.9% 7.6% 0.8% 132/3.98 0.92 

Changes that affect me are discussed prior to 
being implemented. (CT 2.1.2) 

15.2% 25.8% 33.3% 18.9% 6.8% 132/3.23 1.13 

People in my department work well together. 
(CT 2.1.2) 

33.8% 45.9% 17.3% 0.8% 2.3% 133/4.08 0.86 

I have a good relationship with my supervisor. 
(CT 2.1.2) 

40.6% 41.4% 13.5% 2.3% 2.3% 133/4.16 0.90 
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Survey Question %SA %A %AD %D %SD n/Mean 
Standard 
Deviation 

Overall, my department is a good place to 
work.  

39.6% 39.6% 16.4% 3.7% 0.7% 134/4.13 0.87 

I can count on people to cooperate across 
departments.  

13.8% 36.2% 40.0% 7.7% 2.3% 130/3.52 0.91 

Senior leadership provides a clear direction for 
this institution’s future.  

15.9% 26.5% 29.5% 15.9% 12.1% 132/3.18 1.23 

My department has adequate faculty/staff to 
achieve our goals.  

13.6% 40.2% 28.0% 9.8% 8.3% 132/3.41 1.10 

The institution takes reasonable steps to 
provide a safe and secure environment for the 
campus.  

33.9% 40.9% 18.9% 4.7% 1.6% 127/4.01 0.93 

Our orientation program prepares new faculty, 
administration and staff to be effective.  

7.6% 25.4% 34.7% 19.5% 12.7% 118/2.96 1.12 

The facilities (e.g., classrooms, offices, 
laboratories) adequately meet my needs.  

12.6% 44.5% 31.1% 9.2% 2.5% 119/3.55 0.91 

Our senior leadership has the knowledge, 
skills and experience necessary for 
institutional success.  

17.4% 32.6% 31.1% 7.6% 11.4% 132/3.37 1.19 

There is a good balance of teaching, service, 
and research at this institution.  

10.6% 40.7% 31.9% 15.9% 0.9% 113/3.44 0.91 

This institution’s benefits meet my needs.  20.2% 43.4% 16.3% 16.3% 3.9% 129/3.60 1.10 

Our recognition and awards programs are 
meaningful to me.  

6.3% 19.8% 34.2% 27.0% 12.6% 111/2.80 1.09 

I am proud to be part of this institution.  33.8% 37.6% 24.1% 3.0% 1.5% 133/3.99 0.91 

Senior leadership shows a genuine interest in 
the well-being of faculty, administration and 
staff.  

18.6% 31.8% 22.5% 14.0% 13.2% 129/3.29 1.28 

The role of faculty in shared governance is 
clearly stated and publicized.  

13.3% 40.7% 18.6% 15.9% 11.5% 113/3.28 1.22 

Faculty are appropriately involved in decisions 
related to the education program (e.g. 
curriculum development, evaluation).  

20.0% 42.0% 24.0% 11.0% 3.0% 100/3.65 1.01 

Teaching is appropriately recognized in the 
evaluation and promotion process.  

19.3% 41.0% 25.3% 10.8% 3.6% 83/3.61 1.03 

Senior leadership communicates openly about 
important matters.  

13.7% 31.3% 33.6% 13.0% 8.4% 131/3.29 1.12 

Faculty, administration and staff are 
meaningfully involved in institutional planning.  

15.7% 33.1% 29.1% 15.0% 7.1% 127/3.35 1.13 

At this institution, we discuss and debate 
issues respectfully to get better results.  

9.4% 40.2% 28.3% 17.3% 4.7% 127/3.32 1.02 

This institution’s policies and practices ensure 
fair treatment for faculty, administration and 
staff.  

15.4% 39.2% 27.7% 15.4% 2.3% 130/3.5 1.00 

At this institution, people are supportive of their 
colleagues regardless of their heritage or 
background.  

37.1% 43.9% 15.2% 1.5% 2.3% 132/4.12 0.88 

Faculty, administration and staff work together 
to ensure the success of institution programs 
and initiatives.  

14.6% 43.8% 33.1% 4.6% 3.8% 130/3.61 0.92 

My supervisor supports my efforts to balance 
my work and personal life. (CT 2.1.2) 

45.4% 36.2% 13.8% 3.1% 1.5% 130/4.21 0.90 

Senior leadership regularly models this 
institution’s values.  

20.8% 34.4% 28.8% 7.2% 8.8% 125/3.51 1.16 

This institution actively contributes to the 
community.  

19.0% 52.4% 21.4% 7.1% 0.0% 126/3.83 0.81 

This institution places sufficient emphasis on 
having diverse faculty, administration and staff.  

14.2% 31.5% 32.3% 13.4% 8.7% 127/3.29 1.13 
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Survey Question %SA %A %AD %D %SD n/Mean 
Standard 
Deviation 

There is appropriate recognition of innovative 
and high- quality teaching.  

11.8% 38.2% 30.4% 16.7% 2.9% 102/3.39 0.99 

We celebrate significant milestones and 
important accomplishments at this institution.  

10.5% 36.3% 40.3% 12.1% 0.8% 124/3.44 0.86 

This institution’s policies and practices give me 
the flexibility to manage my work and personal 
life. (CT 2.1.2) 

31.5% 42.3% 16.9% 5.4% 3.8% 130/3.92 1.02 

This institution has clear and effective 
procedures for dealing with discrimination.  

15.7% 49.6% 20.9% 10.4% 3.5% 115/3.63 0.98 

There is regular and open communication 
among faculty, administration and staff. (CT 
2.1.2) 

13.2% 34.1% 31.0% 14.7% 7.0% 129/3.32 1.09 

I believe what I am told by senior leadership.  19.7% 28.8% 27.3% 15.2% 9.1% 132/3.35 1.21 

This institution is well run.  12.9% 34.1% 30.3% 15.9% 6.8% 132/3.30 1.09 

There’s a sense that we’re all on the same 
team at this institution.  

12.9% 30.3% 28.0% 18.9% 9.8% 132/3.17 1.17 

This institution’s culture is special—something 
you don’t find just anywhere. 

16.9% 30.0% 27.7% 19.2% 6.2% 130/3.32 1.15 

All things considered, this is a great place to 
work.  

27.8% 40.6% 22.6% 8.3% 0.8% 133/3.86 0.94 

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

38.5% 45.4% 13.1% 3.1% 0.0% 130/4.19 0.78 

I am able to access the data I need in order to 
make informed workplace decisions.  

25.4% 45.4% 19.2% 7.7% 2.3% 130/3.84 0.97 

I understand how my role and work processes 
affect the quality of university data.  

33.9% 42.5% 16.5% 5.5% 1.6% 127/4.02 0.93 

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

25.2% 46.3% 17.1% 7.3% 4.1% 123/3.81 1.02 

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

25.8% 49.2% 16.1% 8.1% 0.8% 124/3.91 0.90 

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

35.5% 44.4% 12.9% 5.6% 1.6% 124/4.06 0.92 

I have a meaningful connection to the 
institution.  

28.5% 40.8% 19.2% 10.0% 1.5% 130/3.85 1.00 

I have a meaningful connection to my program 
[e.g. other faculty, students, my program 
director/dean(s)].  

27.3% 60.6% 6.1% 6.1% 0.0% 33/4.09 0.75 

There is a commitment to academic 
excellence at this university.  

29.9% 50.4% 14.2% 4.7% 0.8% 127/4.04 0.84 

People at this institution treat each other with 
respect.  

17.8% 45.0% 29.5% 4.7% 3.1% 129/3.70 0.92 

We are making effective strides in becoming a 
more diverse and inclusive institution.  

21.8% 43.5% 24.2% 8.1% 2.4% 124/3.74 0.97 

I find personal meaning and fulfillment in my 
work.  

39.2% 33.8% 18.5% 6.9% 1.5% 130/4.02 1.00 

My department engages in continuous quality 
improvement efforts.  

34.9% 40.3% 20.2% 3.1% 1.6% 129/4.04 0.90 

I participate in campus events on a regular 
basis [lectures, concerts, athletic events, 
workplace wellness, etc.].  

15.1% 27.7% 33.6% 19.3% 4.2% 119/3.30 1.07 

I have sufficient technology and resources to 
do my job.  

26.2% 43.1% 20.8% 6.2% 3.8% 130/3.82 1.01 
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Appendix B: Survey Themes and Corresponding Items 

Theme Survey Items 

Collaboration 

We have opportunities to contribute to important decisions in my department. 

People in my department work well together. 

I can count on people to cooperate across departments. 

There’s a sense that we’re all on the same team at this institution. 

Compensation, 
Benefits & 
Work/Life 
Balance 

I am paid fairly for my work. 

This institution’s benefits meet my needs. 

My supervisor supports my efforts to balance my work and personal life. 

This institution’s policies and practices give me the flexibility to manage my work and personal 
life. 

Facilities 
The institution takes reasonable steps to provide a safe and secure environment for the campus. 

The facilities (e.g. classrooms, offices, laboratories) adequately meet my needs. 

Faculty, 
Administration 
& Staff 
Relations 

Faculty, administration and staff work together to ensure the success of institution programs and 
initiatives. 

There is regular and open communication among faculty, administration and staff. 

Fairness 

I can speak up or challenge a traditional way of doing something without fear of harming my 
career. 

Promotions in my department are based on a person’s ability. 

Issues of low performance are addressed in my department. 

This institution’s policies and practices ensure fair treatment for faculty, administration and staff. 

This institution has clear and effective procedures for dealing with discrimination. 

Job 
Satisfaction/ 
Support 

My job makes good use of my skills and abilities. 

I am given the responsibility and freedom to do my job. 

I am provided the resources I need to be effective in my job. 

Pride 

I understand how my job contributes to this institution's mission. 

Overall, my department is a good place to work. 

I am proud to be part of this institution. 

This institution's culture is special - something you don't find just anywhere. 

All things considered, this is a great place to work. 

Communication 

When I offer a new idea, I believe it will be fully considered. 

In my department, we communicate openly about issues that impact each other's work. 

Changes that affect me are discussed prior to being implemented. 

At this institution, we discuss and debate issues respectfully to get better results. 

Policies, 
Resources & 
Efficiency 

Our review process accurately measures my job performance. 

My department has adequate faculty/staff to achieve our goals. 

Our orientation program prepares new faculty, administration and staff to be effective. 

This institution actively contributes to the community. 

This institution places sufficient emphasis on having a diverse faculty, administration and staff 

This institution is well run. 

Professional 
Development 

I am given the opportunity to develop my skills at this institution. 

I understand the necessary requirements to advance my career. 

Respect & 
Appreciation 

I am regularly recognized for my contributions. 

Our recognition and awards programs are meaningful to me. 
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Theme Survey Items 

At this institution, people are supportive of their colleagues regardless of their heritage or 
background. 

We celebrate significant milestones and important accomplishments at this institution. 

Senior 
Leadership 

Senior leadership provides a clear direction for this institution's future. 

Our senior leadership has the knowledge, skills and experience necessary for institutional 
success. 

Senior leadership shows a genuine interest in the well-being of faculty, administration and staff. 

Senior leadership communicates openly about important matters. 

Senior leadership regularly models this institution’s values. 

I believe what I am told by senior leadership. 

Shared 
Governance 

The role of faculty in shared governance is clearly stated and publicized. 

Faculty are appropriately involved in decisions related to the education program (e.g. curriculum 
development, evaluation). 

Faculty, administration and staff are meaningfully involved in institutional planning. 

Supervisors 

My supervisor makes his/her expectations clear. 

I receive feedback from my supervisor that helps me. 

I believe what I am told by my supervisor. 

My supervisor regularly models this institution’s values. 

My supervisor is consistent and fair. 

My supervisor actively solicits my suggestions and ideas. 

I have a good relationship with my supervisor. 

Teaching 
Environment 

There is a good balance of teaching, service, and research at this institution. 

Teaching is appropriately recognized in the evaluation and promotion process. 

There is appropriate recognition of innovative and high quality teaching. 

UWS  
Custom 
Items 

My department engages in continuous quality improvement efforts. 

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

I am able to access the data I need in order to make informed workplace decisions.  

I participate in campus events on a regular basis [lectures, concerts, athletic events, workplace 
wellness, etc.]. 

I have sufficient technology and resources to do my job.  

I understand how my role and work processes affect the quality of university data. [Strategic plan 
indicator] 

I am aware of the university's disaster readiness plan. [Strategic plan indicator] 

I feel confident that I know what to do in the event of an emergency. [Strategic plan indicator] 

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

I have a meaningful connection to my program [e.g. other faculty, students, my program 
director/dean(s)]. [Faculty only] 

I have a meaningful connection to the institution. 

There is a commitment to academic excellence at this university.  

People at this institution treat each other with respect.  

We are making effective strides in becoming a more diverse and inclusive institution.  

I find personal meaning and fulfillment in my work.  
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Appendix C: Thematic Ranking 

UWS means shaded in orange below fall below the 3.50 target set for Core Theme indicator 2.1.1. Custom 
UWS survey items are not included in thematic analysis. 

Great Colleges to Work For® Theme 
UWS 
Mean 

UWS Rank 
(by Mean) 

Peer 
Benchmark 

Carnegie 
Class 

ModernThink 
Honor Roll 

Job Satisfaction/Support 4.04 1 4.03 4.06 4.32 

Pride 3.94 2 4.25 3.73 4.50 

Supervisors 3.93 3 4.07 3.88 4.33 

Facilities 3.79 4 (tie) 4.11 3.92 4.28 

Compensation, Benefits & Work/Life 
Balance 

3.79 4 (tie) 3.89 3.98 4.06 

Collaboration 3.64 5 3.85 3.65 4.17 

Professional Development 3.62 6 3.87 3.62 4.18 

Communication 3.55 7 3.69 4.19 4.02 

Fairness 3.47 8 (tie) 3.78 4.01 4.00 

Teaching Environment 3.47 8 (tie) 3.68 3.68 4.16 

Respect & Appreciation 3.46 9 (tie) 3.84 3.70 4.07 

Faculty, Administration & Staff Relations 3.46 9 (tie) 3.72 3.67 4.11 

Shared Governance 3.42 10 3.59 3.79 4.07 

Senior Leadership 3.33 11 3.73 3.65 4.17 

Policies, Resources & Efficiency 3.30 12 3.63 3.79 3.99 

 

Examination of survey categories by employment group. Means shaded in orange below fall below the 
3.50 target set for Core Theme indicator 2.1.1.  

Theme 
Faculty 
(n=41) 

Administration 
(n=15) 

Staff 
(n=79) 

 UWS 
(All) 

Job Satisfaction/ Support 4.00 4.64 3.95  4.04 

Teaching Environment 3.13 3.93 3.60  3.47 

Professional Development 3.53 4.43 3.52  3.62 

Compensation, Benefits & Work/ Life 
Balance 

3.68 4.51 3.71 
 

3.79 

Facilities 3.76 4.33 3.69  3.79 

Policies, Resources & Efficiency 3.10 3.89 3.29  3.30 

Shared Governance 3.01 4.18 3.49  3.42 

Pride 3.87 4.65 3.84  3.94 

Supervisors 3.60 4.29 4.02  3.93 

Senior Leadership 2.88 4.33 3.36  3.33 

Faculty, Administration & Staff 
Relations 

3.13 4.13 3.50 
 

3.46 

Communication 3.23 4.12 3.59  3.55 

Collaboration 3.43 4.32 3.61  3.64 

Fairness 3.13 4.21 3.50  3.47 

Respect & Appreciation 3.34 3.86 3.45  3.46 
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Appendix D: List of Peer Institutions 

The following is a list of peer institutions provided to ModernThink by UWS. Identified peers are 
predominately small, health science institutions with at least one doctoral-level professional degree. 
Additionally, these institutions focus on the delivery of graduate-level education. The number of participating 
peer institutions are not disclosed to UWS in order to maintain institutional confidentiality. Therefore, it is 
possible that as few as three or all ten may be subsumed within the UWS peer benchmark.  

1. Fielding Graduate University 

2. Southern California University of Health Sciences 

3. National University of Health Sciences 

4. Maryland University of Integrative Health 

5. Northwestern Health Sciences University 

6. Logan University 

7. New York Chiropractic College 

8. Bastyr University 

9. Parker University 

10. Pacific Northwest University of Health Sciences 
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Appendix E: Benefit Ranking 

Means shaded in orange below fall below the 3.50 target set for Core Theme indicator 2.1.1.  

Benefit Mean 
Rank 

(by Mean)  

403b/401k (Retirement Plan)  4.28 1 

Vacation/PTO 4.14 2 

Dental Insurance 3.90 3 

Life Insurance 3.89 4 

Overall Satisfaction with Benefits 3.87 5 

Long-Term Disability 3.81 6 

Flexible Work Arrangements (e.g. telecommuting, compressed work weeks) 3.80 7 

Tuition Reimbursement for Employees 3.78 8 

Work/Life Balance Programs 3.61 9 

Vision Insurance 3.60 10 

Short-Term Disability 3.59 11 

Professional/Career Development Programs 3.57 12 

Tuition Reimbursement for Family Members 3.50 13 

Medical Insurance 3.38 14 

Physical Workspace Conditions 3.36 15 

Tenure Clarity and Process 3.06 16 

 

Examination of benefit category by employment group. Means shaded in orange below fall below the 3.50 
target set for Core Theme indicator 2.1.1. 

Benefit 
Faculty 
(n=41) 

Administration 
(n=15) 

Staff 
(n=79) 

UWS 
(all) 

403b/401k (Retirement Plan)  4.32 4.67 4.16 4.28 

Vacation/PTO 4.13 4.53 4.07 4.14 

Life Insurance 3.69 4.40 3.87 3.89 

Dental Insurance 3.63 4.47 3.92 3.90 

Long-Term Disability 3.44 4.36 3.84 3.81 

Flexible Work Arrangements (e.g. telecommuting, compressed work weeks) 3.42 4.80 3.75 3.80 

Vision Insurance 3.65 4.47 3.39 3.60 

Tuition Reimbursement for Employees 4.09 4.36 3.52 3.78 

Short-Term Disability 3.29 4.21 3.58 3.59 

Professional/Career Development Programs 3.31 4.27 3.54 3.57 

Medical Insurance 3.54 3.87 3.21 3.38 

Work/Life Balance Programs 3.10 4.40 3.66 3.61 

Tuition Reimbursement for Family Members 3.47 4.00 3.41 3.50 

Physical Work Space Conditions 3.21 4.07 3.28 3.36 

Tenure Clarity and Process 2.91 3.88 3.00 3.06 

Overall Satisfaction with Benefits 3.86 4.33 3.78 3.87 

 


