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Survey	
  Administra0on	
  Summary	
  
When 

n  October 14th – November 8th, 2013 

What 
n  Separate Faculty and Staff questionnaires 

Ø  33 scored questions in each survey 

Ø  12 dimensions (2 outcome measures and 10 driver   
dimensions) 

How 
n  Externally managed by Hay Group to ensure confidentiality 

Participation All benefits-eligible University of Minnesota Faculty and Staff 

n 2,267 faculty responses (47% participation rate) 

n In SPH: 72 faculty responses (55% participation rate) 

n 8,770 staff responses (60% participation rate) 

n In SPH: 214 staff responses (56% participation rate) 
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  Engagement	
  Model	
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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	
  “-­‐”	
  indicaBng	
  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 order in which 
questions were asked on the survey. 
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How	
  to	
  Understand	
  Your	
  Results	
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Absolute	
  scores	
  
These	
  focus	
  on	
  the	
  percentage	
  of	
  faculty	
  or	
  staff	
  responding	
  
favorably,	
  unfavorably,	
  	
  
or	
  in	
  a	
  neutral	
  way	
  
Here	
  are	
  some	
  rough	
  guidelines	
  when	
  reviewing	
  survey	
  
results	
  on	
  an	
  “absolute”	
  basis	
  

	
  

Clear strength >75% favorable 

Moderate strength 65-75% favorable 

Warning sign <60% favorable or >20% unfavorable 

Red flag <50% favorable or >30% unfavorable 



Engagement Survey 2013-14 
SPH Faculty Results 



SPH	
  Faculty:	
  Summary	
  of	
  Engagement	
  
Dimensions	
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Commitment	
  and	
  Dedica0on	
  
•  Focus:	
  MoBvaBng	
  employee	
  dedicaBon	
  and	
  commitment	
  to	
  excellence.	
  	
  

Consists	
  of	
  results	
  from	
  the	
  following	
  survey	
  quesBons:	
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SPH	
  Faculty:	
  Results	
  for	
  Key	
  Metric	
  

•  Focus:	
  MoBvaBng	
  employee	
  dedicaBon	
  and	
  commitment	
  to	
  excellence.	
  	
  
Consists	
  of	
  results	
  from	
  the	
  following	
  survey	
  quesBons:	
  



Effec0ve	
  Environment	
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SPH	
  Faculty:	
  Results	
  for	
  Key	
  Metric	
  

•  Focus:	
  SupporBng	
  employees’	
  success	
  with	
  the	
  tools	
  and	
  resources	
  of	
  an	
  effecBve	
  
work	
  environment.	
  Consists	
  of	
  results	
  from	
  the	
  following	
  survey	
  quesBons.	
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•  How	
  are	
  strengths	
  and	
  opportuni0es	
  determined?	
  

•  A	
  number	
  of	
  factors	
  are	
  considered	
  in	
  idenBfying	
  your	
  work	
  group’s	
  disBncBve	
  
strengths	
  and	
  opportuniBes	
  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),	
  	
  
and	
  whether	
  or	
  not	
  the	
  item	
  is	
  a	
  key	
  driver	
  of	
  DedicaBon	
  and	
  Commitment	
  and/
or	
  EffecBve	
  Environment.	
  

•  How	
  can	
  I	
  leverage	
  strengths	
  and	
  address	
  my	
  opportuni0es?	
  

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

Strengths	
  and	
  Opportuni0es	
  



SPH	
  Faculty:	
  Key	
  Strengths	
  

•  Key	
  strengths	
  idenBfy	
  areas	
  in	
  which	
  your	
  work	
  group	
  is	
  currently	
  most	
  successful.	
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“I am rewarded for being 
independent and self-
motivated; sometimes that 
means working in direction 
that I believe are innovative 
rather than easy.” 

“The system and process of 
evaluation and feedback on 
my progress is very clear and 
well-articulated so I do not feel 
mystified by the tenure 
process or my progress 
toward that goal.” 

“I work with some outstanding 
faculty who work well together. I 
also have an outstanding team 
of support/research staff.” 

“good mentoring by some 
senior faculty” 



SPH	
  Faculty:	
  Key	
  Opportuni0es	
  

•  Key	
  opportuniBes	
  point	
  to	
  areas	
  offering	
  the	
  greatest	
  room	
  for	
  improvement.	
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SPH	
  Faculty:	
  Work,	
  Structure,	
  &	
  Process	
  

•  Focus:	
  PromoBng	
  innovaBon	
  and	
  equitable	
  distribuBon	
  of	
  workload	
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“More equitable sharing of teaching load 
within the division.” 

“We spend a lot of time 
dealing with red tape. Less 
could be more.” 

“More teaching 
support (both in 
effort allocation 
and in TA 
assignment)” 

“We need stronger leadership to articulate a mission of excellence and how 
we will get there at every level – teaching, research, outreach, hiring, national 
reputation. We also need better communication about process and rationale 
for decisions at all levels.” 

“More mentoring for 
faculty career 

development is 
needed” 



SPH Faculty by Rank: Work, 
Structure, and Process 
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  P	
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  P	
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Engagement Survey 2013-14 
SPH Staff Results 



SPH	
  Staff:	
  Summary	
  of	
  Engagement	
  
Dimensions	
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Commitment	
  and	
  Dedica0on	
  
•  Focus:	
  MoBvaBng	
  employee	
  dedicaBon	
  and	
  commitment	
  to	
  excellence.	
  	
  

Consists	
  of	
  results	
  from	
  the	
  following	
  survey	
  quesBons:	
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SPH	
  Staff:	
  Results	
  for	
  Key	
  Metric	
  

•  Focus:	
  MoBvaBng	
  employee	
  dedicaBon	
  and	
  commitment	
  to	
  excellence.	
  	
  
Consists	
  of	
  results	
  from	
  the	
  following	
  survey	
  quesBons:	
  



Effec0ve	
  Environment	
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SPH	
  Staff:	
  Results	
  for	
  Key	
  Metric	
  

•  Focus:	
  SupporBng	
  employees’	
  success	
  with	
  the	
  tools	
  and	
  resources	
  of	
  an	
  effecBve	
  
work	
  environment.	
  Consists	
  of	
  results	
  from	
  the	
  following	
  survey	
  quesBons.	
  



SPH	
  Staff:	
  Key	
  Strengths	
  

•  Key	
  strengths	
  idenBfy	
  areas	
  in	
  which	
  your	
  work	
  group	
  is	
  currently	
  most	
  successful.	
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“I have the greatest, most supportive bosses around! They push you to excel at 
your position, and they are great at setting you up to succeed if you listen to their 
wisdom. It’s more of a mentoring relationship than it being a situation where a 
boss micromanages your every move.” 

“When our group is 
cooperating, we can 
do great things.” 

“I have a demanding job, but 
my supervisor always 

encourages me to find a 
work-life balance, which is 
one of the most important 

things to me, and helps me to 
reach my maximum potential 

when at work.” 
“I have a great team to work 
with; very responsive to ideas 
and suggestions.” 



SPH	
  Staff:	
  Key	
  Opportuni0es	
  

•  Key	
  opportuniBes	
  point	
  to	
  areas	
  offering	
  the	
  greatest	
  room	
  for	
  improvement.	
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Respect	
  &	
  Recogni0on	
  

•  Focus:	
  Valuing	
  employees	
  and	
  acknowledging	
  their	
  contribuBons	
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Collabora0on	
  

•  Focus:	
  SupporBng	
  cooperaBon	
  and	
  sharing	
  of	
  ideas	
  within	
  and	
  across	
  work	
  groups	
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“There are occasional issues 
with cooperation and 
teamwork, especially 
between offices/
departments/division. It 
would be nice to see a more 
cooperative atmosphere 
developed, wherein we all 
see the benefits of working 
together.” 

“I’m often 
the last to 
learn about 
things.” 

“Better communication among the 
different offices/sections/
departments.centers of the SPH and an 
enhanced environment of collaboration.” 

“More training, newer 
software, better computers.” 

“ I have no idea 
how I would be 
able to move up 
in my career 
ladder or path.” 



Next Steps 



Communicating Survey Results 
•  Share division level results within divisions!
•  Present school results at Spring Assembly!
•  Post school results on SPH Intranet under 

Human Resources link!
•  Form two informal advisory teams (faculty 

and staff) to help shape next steps on a 
school level!



Facilitating Discussions to Explore and 
Act on Key Opportunity Areas 

Exis0ng	
  Junior	
  Faculty	
  
Group	
  &	
  New	
  Associate	
  

Professor	
  Group	
  

EliminaBng	
  Barriers	
  

Being	
  InnovaBve	
  

EffecBve	
  Mentoring	
  &	
  
Coaching	
  

New	
  Supervisory	
  
Excellence	
  Group	
  

EliminaBng	
  Barriers	
  

Being	
  InnovaBve	
  

CollaboraBng	
  

Coaching	
  Development	
  



Identifying and Eliminating 
Different Types of Barriers 

Work	
  group,	
  
division,	
  school	
  

University,	
  
state,	
  naBon	
  

advocacy 

action 



Demonstrating a Strong Commitment 
to Diversity and Inclusion 

•  Coffee with the Dean conversations!
•  SPH task force advising how to better 

articulate, prioritize, understand, and 
support diversity!
– Students!
– Faculty!
– Staff!


