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University’s Employee Engagement Cycle

The 2019 E2 survey was
administered from
October 14 through

November 1, 2019.

The next E2 survey will
be administered in
October 2021.

SPH leaders will work with
faculty and staff to incorporate
this feedback into priorities and
action steps and use the intranet
to communicate updates.

E2 survey results for the
school and divisions are
being shared on the intranet
and in Feedback Meetings in
each division from February
through April, 2020.

Additional discussions to
clarify results, gather
additional feedback, and
generate/refine ideas for
action will take place as
needed after those initial
meetings.
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Why Employee Engagement Matters

Employee engagement is the extent to which individuals
devote time, energy, and effort at work.

The highest levels of engagement result from facing

meaningful challenges while also having the support,
resources, and confidence needed to address those

challenges.

Leadership and Talent Development, Office of Human Resources
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https://supervising.umn.edu/module-5-employee-engagement/employee-engagement-overview

The survey tool the University uses measures engagement
around two drivers that each have key question areas.

The first one is Commitment and Dedication which represents
employees’ commitment, motivation, and pride for their work
and the organization. It is measured through questions grouped
around:

— Clear & Promising Direction

- Commitment to Excellence

- Confidence in Leaders

- Development Opportunities

- Respect & Recognition
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The second driver, Effective Environment, represents
conditions that allow employees to be effective in their jobs
without barriers to their productivity. It is measured through
guestions grouped around:

- Authority & Empowerment

— Clear Expectations & Feedback
— Collaboration

- Support & Resources

- Work, Structure & Process

- Survey Follow-up

The University began using this E2 survey format in 2013 and
transitioned to a biennial approach in 2015. So we have five
surveys worth of data for our school — all available on the
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https://intranet.sph.umn.edu/human-resources/employee-engagement/

Longitudinal View of SPH Employee Engagement Drivers
(With 2019 University System Results as reference)
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In 2019, we had our highest survey response rates for SPH faculty

and staff.
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We continue to see our workplace as respectful and are

making strides to advance a diverse and inclusive

environment.
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We feel confident and appropriately challenged in our work.

| have enough authority to My job provides me the | understand the results In my work, | am able to
carry opportunity to do expected of me in my work. make
out my job effectively. challenging and interesting full use of my skills and
work. abilities.

m Faculty mStaff




We value colleagues in our own units and recognize their hard
work to deliver our tri-partite mission and provide quality
services.

(o)
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There is room for improvement in supporting faculty in
mission-related work.

% Favorable Resposes

| have the resources and support |
B need to pursue my scholarly
interests.

| have the resources and support |
B need to deliver high quality
teaching.

| have the resources and support |
B need to deliver high quality
service.
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While faculty and staff alike feel individually supported to be
innovative, faculty especially would like to see more efficiencies
and, to some extent, innovation in the way their units operate.
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Also, faculty and staff perceptions of inequitable
distributions of workloads persist.

Favorable Responses: Equitable Distribution of Workload within Department
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While we continue to have strong cooperative spirit within units and
faculty have a high sense of support of interdisciplinary work,
collaboration across the school remains low from a staff viewpoint.
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While most faculty report receiving quality feedback, there is
room for improvement in providing feedback, mentoring, and
support of their overall wellbeing.

| receive clear and regular
feedback on how well | do

my
work.

G
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Most staff similarly report receiving regular feedback but many
lack coaching from their supervisors.

| receive clear and regular
feedback on how well | do my
work.

-y

My manger/supervisor coaches me
in my development.
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The survey shows that SPH leaders must work even closer
with faculty and staff to set strategies, communicate, and
build greater trust.

Staff: | have trust and confidence in my college’s 62%
leadership team. °579 63%
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We have increased participation in survey feedback sessions and
are making modest strides in acting and communicating about
those responsive actions.

Participation in Feedback Meeting Action was Taken on Issues Raised in
about Survey Results Last Survey
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Please Join the Feedback Session in Your Division to
Discuss Division Survey Results and Ideas for Action

 Faculty: Tuesday, March 31 (tentative)
« Staff: Friday, March 27 (tentative)

E CH  Faculty Executive Committee: Friday, February 21
p]  Faculty and Staff: Thursday, April 23 (tentative)

E HS e Faculty: Thursday, February 27
n « Staff: Wednesday, March 18

H P M  Faculty: Friday, February 14
« Staff: Wednesday, February 19

SChOOl-Wide Un'its « Staff: Wednesday, March 4
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Small Steps We All Can Take to Create a More
Engaging Environment

Supervisors and employees can meet regularly to talk about the employee’s work.
Supervisors can provide and employees can request ongoing feedback and coaching.

We can take an interest in our colleagues wellbeing and talk with them about their life
outside of work.

Employees can set professional development goals and seek support to meet these
goals from their supervisors throughout the year.

As work groups, we can talk about how our work connects with the University’s
mission and our work group’s mission and annual goals.

Leaders, managers, and governance representatives can share important information
from leadership in one-on-one and group meetings and electronically.

We can share ideas for workplace efficiencies with our managers and leaders.

We can recognize the accomplishments of our direct reports and peers informally and
through SPH Staff SPOT awards and annual school award nominations.
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Thank you for taking the 2019
E2 survey!

How can we do even better in creating the conditions that foster
employee engagement?

Share your ideas at a division feedback session. Also feel free to
email comments and ideas to: sphdean@umn.edu

See SPH E2 information at https://intranet.sph.umn.edu/human-resources/employee-engagement/
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