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Introduction

Thank you for your participation in the Survey of Employee Engagement (SEE). We trust that
you will find the information helpful in your leadership planning and organizational development
efforts. As an organizational climate assessment, the SEE represents an employee engagement
measurement tool based on modern organizational and managerial practice and sound
theoretical foundations. In short, the SEE is specifically focused on the key drivers relative to the
ability to engage employees towards successfully fulfilling the vision and mission of the
organization.

Participation in the SEE indicates the willingness of leadership and the readiness of all
employees to engage in meaningful measurement and organizational improvement efforts. The
process is best utilized when leadership builds on the momentum initiated through the surveying
process and begins engagement interventions using the SEE data as a guide. Contained within
these reports are specific areas of organizational strengths and of organizational concern.

The SEE Framework initially consists of a series of items to ascertain the demography of the
respondents. The purpose is to measure whether or not a representative group of respondents
participated. The second section contains 71 primary items. These are used to assess essential
and fundamental aspects of how the organization functions, the climate, potential barriers to
improvement, and internal organizational strengths. The items are all scored on a five-point scale
from Strongly Disagree(1) to Strongly Agree(5) and are averaged to produce various summary
measures - Constructs, Climate indicators, and the Synthesis Score.

The SEE has 14 Constructs which capture the concepts most utilized by leadership and those
which drive organizational performance and engagement. These constructs are: Supervision,
Team, Quality, Pay, Benefits, Physical Environment, Strategic, Diversity, Information Systems,
Internal Communication, External Communication, Employee Engagement, Employee
Development, and Job Satisfaction. In the Climate section of the reports are the Climate
indicators: Atmosphere, Ethics, Fairness, Feedback, and Management.
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Organization Profile

University of Mary Hardin-Baylor

Randy O Ed.D, President

Benchmark Groups

The most current benchmark data are provided in your report. To get a better idea of how this
organization compares to others like it, we provide three types of benchmark data: organizations
with a similar size, similar mission, and organizations belonging to a special grouping.

The Benchmark Categories for this organization are:

Organization Size: Size category 4 includes organizations with 301 to 1000 employees.
Mission Category: Mission 3 (Education)
The Education category includes Universities, Colleges, Institutes and other Agencies
involved with students, teachers, administrators and families throughout many areas of
learning.
Special Grouping: None

Survey Administration

Collection Period: 
03-20-2018 through 04-13-2018 

Additional Items and Categories (if applicable)
may be used to target areas specific to the
organization. Refer to the Appendix of the Data
Report for a complete listing.

Category 1 (4 codes)
Category 2 (2 codes)
Category 3 (2 codes)

 

Survey Liaison:
Susan Owens (254) 295-8686
Vice President for HR
900 College Street
Belton, TX    76513
 
susan.owens@umhb.edu
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Overall Score and
Participation

Overall Score

The overall survey score is a broad
indicator for comparison with other
entities. The Overall Score is an
average of all survey items and
represents the overall score for the
organization. For comparison purposes,
Overall scores typically range from 325
to 375.

Response Rates
Overall Response Rate
Out of the 473 employees who were invited to take
the survey, 318 responded. As a general rule,
rates higher than 50 percent suggest soundness.
Rates lower than 30 percent may indicate
problems.

At 67%, your response rate is considered average.
Average rates mean that many employees have a
reasonable investment in the organization, want to
see the organization improve and generally have a
sense of responsibility to the organization. Other
employees may suffer from feelings of alienation or
indifference.

Response Rate Over Time
One of the values of
participating in multiple
iterations of the survey is the
opportunity to measure
organizational change over
time. In general, response rates
should rise from the first to the
second and succeeding
iterations. Rates tend to plateau
around the 60 to 65 percent
level. A sharp decline in your
response rate over time can be
a significant indicator of a
current or potential developing
organizational problem.
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Construct Analysis

Constructs have been color coded to highlight the organization's areas of strength and areas of
concern. The 3 highest scoring constructs are blue, the 3 lowest scoring constructs are red, and
the remaining 8 constructs are yellow.

Each construct is displayed below with its corresponding score. Highest scoring constructs are
areas of strength for this organization while the lowest scoring constructs are areas of concern.
Scores above 350 suggest that employees perceive the issue more positively than negatively,
and scores of 375 or higher indicate areas of substantial strength. Conversely, scores below 350
are viewed less positively by employees, and scores below 325 should be a significant source of
concern for the organization and should receive immediate attention.
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Organizational Typology: Areas of Strength
The following Constructs are relative strengths for the organization:

Strategic Score:429

The Strategic construct reflects employees' thinking about how the organization responds to
external influences that should play a role in defining the organization's mission, vision, services,
and products. Implied in this construct is the ability of the organization to seek out and work with
relevant external entities.

High scores indicate employees view the organization as able to quickly relate its mission and
goals to environmental changes and demands. It is viewed as creating programs that advance
the organization and having highly capable means of drawing information and meaning from the
environment. Maintaining these high scores will require leadership to continually assess the
ability of the organization and employees at all levels to test programs against need and to
continue to have rapid feedback from the environment.

Physical Environment Score:419

The Physical Environment construct captures employees' perceptions of the total work
atmosphere and the degree to which employees believe that it is a 'safe' working environment.
This construct addresses the 'feel' of the workplace as perceived by the employee.

High scores indicate that employees view their work setting positively. It means that the setting is
seen as satisfactory, safe, and that adequate tools and resources are available.

Benefits Score:416

The Benefits construct provides a good indication of the role the benefit package plays in
attracting and retaining employees in the organization. It reflects employees' perceptions of how
well their benefits package compares to those of other organizations.

High scores indicate that employees view the benefits package positively. The benefits package
(health care, vacation, retirement, etc.) is seen as appealing and providing appropriate flexibility.
Important benefit items are available at a fair cost. To maintain these scores, it is important to
regularly check benefits provided by competing organizations, as well as, examine environment
factors that may make existing benefits less desirable.
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Organizational Typology: Areas of Concern
The following Constructs are relative concerns for the organization:

Pay Score: 316

The Pay construct addresses perceptions of the overall compensation package offered by the
organization. It describes how well the compensation package 'holds up' when employees
compare it to similar jobs in other organizations.

Low scores suggest that pay is a central concern or reason for satisfaction or discontent. In
some situations pay does not meet comparables in similar organizations. In other cases
individuals may feel that pay levels are not appropriately set to work demands, experience and
ability. Cost of living increases may cause sharp drops in purchasing power, and as a result,
employees will view pay levels as unfair. Remedying Pay problems requires a determination of
which of the above factors are serving to create the concerns. Triangulate low scores in Pay by
reviewing comparable positions in other organizations and cost of living information. Use the
employee feedback sessions to determination the causes of low Pay scores.

Internal Communication Score: 381

The Internal Communication construct captures the organization's communications flow from the
top-down, bottom-up, and across divisions/departments. It addresses the extent to which
communication exchanges are open, candid, and move the organization toward its goals.

High scores indicate that employees view communication with peers, supervisors, and other
parts of the organization as functional and effective. Appropriate communication technology is
available and useful. Maintaining these high scores will require continual attention to
communication needs and technology.

Diversity Score: 390

The Diversity construct addresses the extent to which employees feel personal differences, such
as ethnicity, social class or lifestyle, may result in alienation from the larger organization and
missed opportunities for learning or advancement. It examines how the organization understands
and uses creativity coming from individual differences to improve organizational effectiveness.

High scores indicate that employees view the diversity within the work setting, work teams and
supervisory process positively. It means individuals feel that the cultural, gender, and income
variations within organization reflect the relative diversity within the community.
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Climate Analysis
The climate in which employees work does, to a large extent, determine the efficiency and
effectiveness of an organization. The appropriate climate is a combination of a safe,
non-harassing environment with ethical abiding employees who treat each other with fairness
and respect. Moreover, it is an organization with proactive management that communicates and
has the capability to make thoughtful decisions. Climate Areas have been color coded to
highlight the organization's areas of strength and areas of concern. The 2 highest scoring climate
areas are blue (Atmosphere, Ethics), the 2 lowest scoring climate areas are red (Feedback,
Fairness), and the remaining climate area is yellow (Management).

Each Climate Area is displayed below with its corresponding score. Scores above 350 suggest
that employees perceive the issue more positively than negatively, and scores of 375 or higher
indicate areas of substantial strength. Conversely, scores below 350 are viewed less positively
by employees, and scores below 325 should be a significant source of concern for the
organization and should receive immediate attention.

Climate Definitions:
Atmosphere: The aspect of climate and positive Atmosphere of an organization must be free of
harassment in order to establish a community of reciprocity.

Ethics: An Ethical climate is a foundation of building trust within an organization where not only
are employees ethical in their behavior, but that ethical violations are appropriately handled.

Fairness: Fairness measures the extent to which employees believe that equal and fair
opportunity exists for all members of the organization.

Feedback: Appropriate feedback is an essential element of organizational learning by providing
the necessary data in which improvement can occur.

Management: The climate presented by Management as being accessible, visible, and an
effective communicator of information is a basic tenant of successful leadership.
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Over Time Comparisons

One of the benefits of continuing to participate in the survey is that over time data shows how
employees' views have changed as a result of implementing efforts suggested by previous
survey results. Positive changes indicate that employees perceive the issue as adequately
improved since the previous survey. Negative changes indicate that the employees perceive that
the issue has worsened since the previous survey. Negative changes of greater than 50 points
and having 10 or more negative construct changes should be a source of concern for the
organization and should receive immediate attention.
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Participant Profile

Demographic data helps one to see if the Survey response rate matches the general features of
all employees in the organization. It is also an important factor in being able to determine the
level of consensus and shared viewpoints across the organization. It may also help to indicate
the extent to which the membership of the organization is representative of the local community
and those persons that use the services and products of the organization.

Race/Ethnic Identification
Racial/Ethnic diversity
within the workplace
provides resources for
innovation. A diverse
workforce helps ensure
that different ideas are
understood, and that the
community sees the
organization as
representative of the
community.

Age
Age diversity brings
different experiences and
perspectives to the
organization, since people
have different challenges
and resources at various
age levels. Large
percentages of older
individuals may be a cause
of concern if a number of
key employees are nearing
retirement age.

Gender
The ratio of males to females within an
organization can vary among different
organizations. However, extreme
imbalances in the gender ratio when
compared to actual gender diversity within
your organization should be a source of
concern and may require immediate
attention as to why one group is
responding at different than anticipated
rates.
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