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How to Understand Your Report 

• This report presents survey results for your work group. 

• The survey measures employees’ levels of engagement through the key metrics  
of commitment & dedication and effective environment. The survey also looks  
at other drivers (dimensions) of employee engagement.  

• The report is divided into the following sections: 

• Summary of Definitions, Engagement Process and Survey Model 

• Dimension and Engagement Results  

• Strengths and Opportunities 

• Additional Question Detail 

• Next Steps 
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Summary of Definitions, Engagement 
Process and Survey Model 
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Note: The definitions below are solely for the 2013 Employee Engagement (E2) Survey only.   
They are not intended to reflect official University policy definitions. 

•University of Minnesota: Refers to the specific campus where you work (i.e., Crookston, Duluth, Morris, 
Rochester, Twin Cities).  

•College: The larger academic or administrative unit above a department (work group), such as the College  
of Liberal Arts or Office of Information Technology. These are usually led by a vice president, dean,  
vice-chancellor, or vice-provost.  

•Work Group: For these results, work group refers to your immediate work group. It can be a lab, library, institute, 
program or other organizational unit that you work in on a day-to-day basis based on your  
primary appointment.  

•Primary Appointment: The academic unit through which a faculty member or administrator has a primary 
affiliation. For this survey, provide responses based only on your interaction within your primary  
appointment department.  

•Leader: Refers to any leader who manages direct reports and is responsible for the action planning process and 
communicating results. 

•Supervisor or Manager: The individual you report to within your department. This is typically the person who is 
responsible for conducting your performance review. For this survey, department is used to mean your local work 
group.  

Important Definitions 



5 

Employee Engagement Model 
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Dimension and Engagement Results 



Dimension and item results are 
presented in a graphical format 
showing the percentages of 
favorable, neutral, and unfavorable 
responses. 

Comparisons to benchmarks are expressed as percentage-point 
differences in percent favorable scores, with “+” signaling that 
your score is outpacing the benchmark and “-” indicating that 
your score is falling below the benchmark.  Dashes (“--”) are 
shown where comparisons are not possible.  Benchmarks 
include: 

• Total University:  Results for the University overall 
• Total Campus:  Results for the campus overall 
• Total College/Unit:  Results for the college/unit overall 

Favorable = “Strongly Agree” + “Agree”  
& “Very Good” + “Good” 
Neutral =  “Neither Agree nor Disagree” 
Unfavorable = “Strongly Disagree” + “Disagree” & 
“Very Poor” + “Poor” 

These numbers indicate the question 

numbers from the survey. 
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How to Understand Your Results 



Summary of Engagement Dimensions 
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Commitment and Dedication 
• Focus: Motivating employee dedication and commitment to excellence.  

Consists of results from the following survey questions: 
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Results for Key Metric: 

• Focus: Motivating employee dedication and commitment to excellence.  
Consists of results from the following survey questions: 



Effective Environment 
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Results for Key Metric: 

• Focus: Supporting employees’ success with the tools and resources of an effective 
work environment. Consists of results from the following survey questions. 



Engagement Profile 
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Strengths and Opportunities 
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• How are strengths and opportunities determined? 

• A number of factors are considered in identifying your work group’s distinctive 
strengths and opportunities including the absolute scores on the survey items 
(percent favorable and unfavorable), how your work group’s scores compare  
to internal benchmarks (Total University, Total Campus, and Total College/Unit),  
and whether or not the item is a key driver of Commitment and Dedication 
and/or Effective Environment. 

• How can I leverage strengths and address my opportunities? 

• While the opportunities present clear areas for action planning, it’s also 
important not to lose traction in those areas in which your group excels  
in order to maintain and build upon your group’s key strengths. 

Strengths and Opportunities 



Key Strengths 

• Key strengths identify areas in which your work group is currently most successful. 
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Key Opportunities 

• Key opportunities point to areas offering the greatest room for improvement. 
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Additional Question Detail – 
Commitment and Dedication Drivers 



Clear & Promising Direction 

• Focus: Connecting employees to college/unit strategy and goals 
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Commitment to Excellence 

• Focus: Encouraging high quality education, research, and services 
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Confidence in Leaders 

• Focus: Inspiring trust through open communications and leadership support 
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Development Opportunities 

• Focus: Supporting employees in developing and achieving career objectives 
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Respect & Recognition 

• Focus: Valuing employees and acknowledging their contributions 
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Additional Question Detail –  
Effective Environment Drivers 



Authority & Empowerment 

• Focus: Encouraging employee autonomy and innovation to improve work 
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Clear Expectations and Feedback 

• Focus: Clarifying performance expectations and providing regular feedback 
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Collaboration 

• Focus: Supporting cooperation and sharing of ideas within and across work groups 
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Support and Resources 

• Focus: Ensuring that employees have the skills, information and resources to do their 
job well 
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Work, Structure, & Process 

• Focus: Promoting innovation and equitable distribution of workload 
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Next Steps 



Engagement Key Next Steps 
  

Understand Results 

January – February 

Develop Action Plans 

February – March 

Execute Action Plans 

March – January 

Measure Progress 

Through November 

Leaders Share results with the 

team / department; lead 

discussion of results 

Lead creation of an action plan 

and set expectations that 

other leaders do the same 

Ensure that meaningful 

actions are taken; hold 

other leaders 

accountable for action 

Communicate and 

celebrate progress to-

date; encourage 2014 

survey participation 

Local HR Leads 

and Staff 

Ensure that key issues, 

goals, initiatives, are 

accounted for when 

data is interpreted 

Ensure that action plans are 

focused and aligned with 

other local work; include 

employee input 

Help leaders 

implement action 

plans and monitor 

effectiveness 

Implement local 

communications plan for 

2014 survey 

administration 

OHR Create and roll out 

reports, action-planning 

tools and process; 

deliver executive 

presentations 

Conduct additional data analysis; provide information 

and guidance for use in reports and action-planning 

tools; identify enhancements/changes to the survey 

process for fall of 2014 

Implement system-wide 

2014 survey promotion 

and administration 
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