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Employee Well-Being and Satisfaction Survey Results 2013 

 

The project had multiple purposes. CMU’s Human Resources (HR) Department wanted to 

assess the well-being of the (nonfaculty) staff, compare these results with the results of 

previous surveys for the items that were the same since 2004, and highlight areas of potential 

strengths or concerns. This is the 7th administration of similar CMU employee surveys for HR 

over more than a decade, and with the help of the CMU staff, these surveys have provided 

valuable information to ensure CMU continues to be a good work environment.  The present 

survey was completed through an online format, though paper copies were also provided to 

employees in the Service Maintenance employee group.  All participants were sent an initial 

email that included a description of the study, the importance of their responses, and a link to 

the survey. One week later, a follow-up email was sent as a reminder. In general, employee 

well-being and satisfaction have improved over the years.    

  

PARTICIPATION 

There were 452 Central Michigan University employees who answered all or nearly all of the 

survey questions this year (a response rate of 29%). This was similar to the 2008 

administration which had a response rate of 33%. Of those who responded this year, 69% 

were female and 86% were Caucasian. The average age of the sample was just under 46 

years, with an average length of employment at CMU of about 11 years. The largest employee 

work groups represented were the Professional and Administrative (about 51% of the sample) 

and Office Professional (about 29% of the sample) groups.     

 

This report provides a comparison of survey results over time for the CMU employees as a 

whole.   

 

COMPARISON OF RESULTS OVER TIME  

 

CMU’S CLIMATE 

Table 1 provides the average responses to the 12 organizational climate items in 2004, 2006, 

2008, and 2013. CMU Employees rated each item on a 5-point scale (1=disagree, 2=slightly 

disagree, 3=neutral, 4=slightly agree, 5=agree). These items, taken as a whole, indicate 

employees’ overall feelings and experience about many aspects of working at CMU. Overall, 

the results suggest that employee opinions seem to be slightly more favorable or about the 

same in 2013 compared to 2008 and 2006, and much better than in 2004.  Now that there is 

about a decade of data to examine, it is apparent that the climate was probably least favorable 

in 2004 and it has generally improved since then.  If there is any single item that presents a 

concern, it is “I am rewarded for exceptional work,” for which the average answer is below 

the midpoint of the scale.  This may mean that CMU is not a place where there are clear 

contingencies that focus on rewarding extraordinary work.  

 

In addition to Table 1, Table 1a provides a specific breakdown of 2 items that was requested. 

These items were first, “I would recommend CMU as a good place to work” and second, “I 

am provided opportunities for professional development.” The first item has been in previous 

surveys, but the second item was included in the 2013 satisfaction survey for the first time. It 
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is encouraging that an overwhelming majority felt that they would recommend CMU as a 

good place to work and that very few employees said that they disagreed. Most employees 

also said that they had opportunity for professional development, but many more disagreed 

about their opportunities for development than disagreed with the previous item. Supervisors 

tend to feel more opportunity for professional development than non-supervisors (see Table 

13). By employee group, senior officers said they have the most opportunity for professional 

development and service maintenance employees feel that they have the least (see Table 15). 

This helps identify where the disagreement regarding professional development lies in CMU’s 

employees. 

 

Table 1 

Comparison of Descriptive Statistics for Original Climate Items 

Item 
2004 
Mean 

2006 
Mean 

2008 
Mean 

2013 
Mean 

I trust CMU’s management/administrators to 
make good decisions 

3.12 3.56 3.66   3.75 

I would recommend CMU as a good place 
to work 

3.97 4.30 4.40 4.42 

I am actively seeking employment outside of 
CMU 

2.07 1.98 1.95 1.86 

I am rewarded for exceptional work 2.57 2.68 2.67 2.75 

I fit in comfortably as a member of this 
organization 

4.05 4.03 4.00 4.06 

I feel inhibited to express my personal 
individuality at work 

2.46 2.58 2.55 2.52 

CMU is an exceptional place to earn a 
degree 

3.85 3.99 4.02 4.09 

CMU employees are caring and helpful 4.04 4.22 4.25 4.31 

CMU employees follow through on their 
commitments to me 

4.12 4.02 4.07 4.03 

CMU employees are knowledgeable about 
their jobs 

4.09 4.18 4.26 4.20 

CMU employees are available when I need 
them to assist me 

2.26 4.11 4.14   4.17 

It is difficult to form social ties with my 
coworkers 

4.22 2.46 2.36   2.44 

I am provided opportunities for professional 
development 

-- -- -- 3.86 

Note.  N = 466 for 2004. N = 403 for 2006. N = 422 for 2008. N = 452 for 2013.  Possible range is 
from 1 (disagree) to 5 (agree).  The last item in the table was used for the first time in 2013. No 
significant differences were found from 2008 to 2013. 
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DIVERSITY AT CMU 

Table 2 provides four items that reflect perceptions pertaining to diversity at CMU.  

Respondents rated each item on a 5-point scale (1= disagree, 2= slightly disagree, 3= 

uncertain/neutral, 4= slightly agree, 5= agree).  Overall, the opinions about diversity have 

been very similar or slightly improving from 2006 until 2013, and they tend to range from 

neutral to positive.  Employees generally reported that CMU values and supports diversity in 

the workplace.  

 

 

 

 

 

 

 

 

 

 

 

LEADERSHIP AT CMU 

In order to evaluate the leadership expectations given to CMU leaders by President Ross in 

July of 2010, a new set of items was created based on the information given in the Senior 

Leadership Team Expectations document. Three items were written for each of the five 

different areas of expectations, for a total of 15 items. Employees were asked to respond to 

items about the actions and attitudes of their supervisor. Table 3 below displays the items and 

the mean for each item. Higher scores indicate that leaders more closely meet the leadership 

expectations.  There are no previous data for these new items, and therefore trends cannot be 

assessed. 

Item Disagree
Slightly 

Disagree
Neutral

Slightly 

Agree
Agree % Agree % Disagree

I would recommend CMU as a 

good place to work 1.11 4.42 6.64 27.65 60.18 87.83 5.53

I am provided opportunities for 

professional development 7.52 10.40 11.28 30.09 40.71 70.80 17.92

Percent of 2013 Responses For 2 Climate Items

Table 1a

Note. N=452. 1=disagree, 2=slightly disagree, 3=neutral, 4=slightly agree, 5=agree.% Agree is the 

combined percent of responses above neutral. % Disagree is the combined percent of responses 

below neutral.

Table 2 

Comparison of Descriptive Statistics for Diversity Items 

Item 
2006 
Mean 

2008 
Mean 

2013 
Mean 

I feel that diversifying the campus 
should be a higher priority at CMU 

3.02 3.04 2.93 

Employees at CMU support and 
promote diversity 

3.81 3.86 3.99 

CMU embraces diversity and is 
welcoming of people from many 
cultures 

4.00 4.08 4.17 

I feel my diversity is respected at CMU 3.77 3.80 3.85 

Note.  N = 403 for 2006.  N = 422 for 2008. N = 452 for 2013. Possible range 
is from 1 (disagree) to 5 (agree).  No significant differences were found from 
2008 to 2013. 
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Overall, it seems that CMU leaders are following the leadership expectations, as viewed by 

their subordinates. On a 7-point scale, all but 1 of the 15 items had an average above 5. The 

only item that was not at 5 or higher reads, “my supervisor manages by motivating people” 

with an average score of 4.61 (still above the midpoint or neutral point of the scale).  The 

item, “my supervisor acts with integrity,” had an especially high score.   

 
 

Table 3 

Descriptive Statistics for CMU Leadership Items 

Item 
2013 
Mean 

My supervisor accepts the consequences (good or 
bad) of his/her work performance 

5.17 

My supervisor always acts with integrity 5.52 

My supervisor treats people fairly 5.48 

My supervisor constantly seeks new ways to 
improve our team 

5.11 

When changes make our work uncertain, my 
supervisor is open to trying new methods 

5.33 

When mistakes are made, my supervisor uses 
them to learn and improve in the future 

5.32 

My supervisor listens attentively to concerns 
expressed by others 

5.35 

My supervisor considers the views of those who 
come from different backgrounds 

5.53 

My supervisor collaborates well with others in 
order to meet joint goals 

5.46 

My supervisor communicates effectively in high 
pressure situations 

5.18 

My supervisor has an appropriate sense of 
urgency regarding current goals 

5.28 

My supervisor is willing to confront difficult issues 
head-on 

5.10 

My supervisor respects people even if there are 
disagreements 

5.43 

My supervisor manages by motivating people 4.61 

My supervisor recognizes the accomplishments of 
people in our team 

5.14 

Total Scale Mean: 5.27 

Note. N = 415 to 417. Possible range is from 1 (strongly disagree) to 
7 (strongly agree). 

 

 

 

 



7 

 

CMU’S HEALTH CULTURE 

Health culture was measured with two different scales. The first one contained 7 items, and 

the second was a single item measuring the degree to which health is promoted overall and 

emphasized among CMU employees. The 7-item measure (CMU health culture) is presented 

in Table 4, and then the overall health emphasis item is included in Table 5. Because both of 

these measures were included in a 2008 survey, the comparison to previous results is provided 

in the tables. 

 

In Table 4, all of the items in the CMU health culture scale had similar or slightly improved 

scores over the two years.  In Table 5,   For the single item measuring culture in Table 5, 

percent frequencies were presented in 2008 and again here.  In terms of mean scores, there 

was little difference over the five-year period (footnote to Table 5).  The result for this item 

was placed in a separate table in order to discourage comparing its results to the results in 

Table 4, because its response scale was quite different from the items in Table 4. 

 

Table 4 

2008-2013 Comparison of Health Culture 

Item 
2008 

Mean 

2013 

Mean 

My immediate supervisor supports my efforts 

to adopt  healthy lifestyle practices 
3.53 3.59 

People are rewarded and recognized for 

efforts to live healthy lifestyle 
3.98 4.07 

New employees at CMU are made aware of 

the university's support for healthy lifestyles 
3.51 3.77 

People at CMU are taught skills needed to 

achieve a healthy lifestyle 
3.57 3.62 

CMU demonstrates its commitment to 

supporting healthy lifestyles through its 

resources such as time. space and money 

3.58 3.63 

CMU leaders are models for a healthy 

lifestyle 
3.24 3.28 

Coworkers support one another in efforts to 

adopt healthy lifestyle practices 
3.63 3.72 

Note.N 2013=452. N 2008 = 422. Statistical significance tests are 

unavailable for these data. 
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Table 5 

2008-2013 Comparison of Response Frequency for Overall Health 
Culture 

"The culture of health at CMU can best be described as…" 

  

Not at 
all 

Visible/
Evident 

Talked 
About, Not In 

Practice 

Programs 
Offered Not 
Promoted 

Somewhat 
Promoted 

Strongly 
Promoted 

Integral 
Part of 

Company 
Mission 

% of Responses 
2008 

1% 1% 2% 28% 56% 13% 

% of Responses 
2013 

1% 5% 2% 30% 44% 18% 

Note. N=452 in 2013.  On a six-point scale, the mean score was 4.79 in 2008 and 4.67 in 2013. 

 

 

EMPLOYEES’ VIEWS OF AND REACTIONS TO THEIR JOBS 

The following variables (Tables 6 and 7) were measured to assess the employees’ views of 

their job (workload, role conflict, and autonomy) and their reactions to their jobs (job 

satisfaction, turnover intentions, emotional exhaustion, and good citizenship behavior).  Each 

of these variables consists of the averages of more than one item, which is done to provide 

more reliable results. Four of these variables were measured in 2006 and again in 2008 and 

2013, two were measured in 2008 and 2013, and two were measured only in 2013.  Most of 

these scores were about the same or slightly improved from 2006 and 2008 to 2013.  The 

exception is workload, which had a much higher score in 2008 than in 2013.  The workload 

reported by employees in 2008 was very high, and in 2013 it appears to have returned to a 

more normal range.  Note that job autonomy is placed in a different table to discourage 

comparing its scores with scores on the other variables here; this was done because its 

response scale was quite different from the others. 

 

Good Organizational Citizenship Behaviors (OCB) were measured only in 2013.  These 

consist of employees doing “extra” behaviors that are not usually part of their formal job 

description but that can help the organization (OCB-O) or their individual coworkers (OCB-

I), for example by conserving or protecting organizational property, and by helping a 

coworker who has been absent.  The CMU employees indicated that they do quite of a lot 

these behaviors.  
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Table 6 

2008-2013 Comparison of Descriptive Statistics for 
Psychological Variables 

Variable 
2006 
Mean 

2008 
Mean 

2013 
Mean 

Job Satisfaction 5.17 5.51 5.62 
Turnover Intentions 2.68 2.70 2.52 

Emotional Exhaustion 3.04 3.00 3.25 

Workload -- 5.48 3.92 

Role Conflict  -- 3.20 3.38 

Citizenship Behavior (I) -- -- 5.83 

Citizenship Behavior (O) -- -- 6.31 
Note. N = 403 for 2006.  N = 392 for 2008. N = 400 to 441 for 
2013. Job satisfaction, turnover intentions, role conflict, emotional 
exhaustion, and both sets of citizenship behaviors scored on 1 to 
7 scale.  Citizenship behaviors (I) refers to good behaviors 
targeted at individuals, and (O) refers to good behaviors targeted 
at the organization.”—“ indicates that no score was available for 
that year. Bold text indicates significant difference from 2008 to 
2013. 

 

 
Table 7 

2010-2013 Comparison of Autonomy 

Variable 
2010 
Mean 

2013 
Mean 

"...to what extent does your job 
permit you to decide on your own 
how to go about doing the work?" 

5.51 5.62 

Note. 2010 N=209, 2013 N=386. Autonomy answered on a 1 to 7 
scale. Significance tests are unavailable for these data. 
 
 

 


