
Institutional Summary 

As part of RMUoHP’s comprehensive institutional assessment and continuous improvement process, the purpose of the annual Employee Engagement Survey is to collect 
institutional data to assess factors related to University employees and their RMUoHP experience.  The survey was conducted via an online tool July 2017.  All of RMUoHP’s 107 
full- and part-time employees were provided the survey invitation, instructions, and follow-up reminders.  While 102 employees started the survey, 99 employees (92.52%) 
completed it in its entirety.  The survey included the following topics:  demographics; Mission, Vision, Core Values, and Core Themes; employee/supervisor relationship; job 
quality; engagement and recognition; benefits and professional development; and overall satisfaction.  The survey included additional open-ended items to clarify and supplement 

quantitative data.  When a similar idea appeared in at least 10% of the item comments and had at least three occurrences, the idea was considered a theme.  Many comments 
included multiple ideas and each of these ideas was counted individually. 

This report contains means for all scaled survey items, additional quantitative data, and a summary of themes related to open-ended items.  When appropriate, institutional 
means for the 2016 Employee Engagement Survey were included for comparison. Variations in response counts were attributed to a “no basis for judgment” choice that was 
excluded from calculations.  For appropriate five-point Likert scaled items, the University defines score values as follows:  scores ≤ 3.99 are improvement opportunities (bolded 
red); scores between 4.0-4.49 are acceptable; and scores ≥ 4.5 are exceptional (bolded black).  In addition to means, statistical analysis explored a variety of variable 
relationships and, as appropriate, these relationships were described in this report. The summary report was provided for the consumption of the entire University community.  
Data from this report were used as a tool within the University’s assessment and continuous improvement cycles.  

Institutional Strengths 
 Fulfillment of Mission, Vision, Core Values, and Core Themes. 
 Strong employee/supervisor relationships and sense of community. 
 Quality, safe workplace. 
 Employees felt they contributed to Mission fulfillment. 
 Clear job duties and responsibilities. 

 University commitment to continuous improvement; empowered employees to 
explore and improve processes. 

 Quality benefits. 
 Support of employee professional development. 
 Strong loyalty and overall satisfaction.

Improvement Opportunities & Implementation Suggestions  
o Increase Employee Cross-Training – The University has made conscious efforts to 

cross-train employees as part of its risk management and continuity planning.  As 
the University grows, there are both noted needs and noted opportunities to 
continue addressing cross-training.  

o Evaluate Healthcare Insurance Offerings – While employees expressed broad 
agreement about the quality of benefits provided by RMUoHP, healthcare insurance 
was rated as an improvement opportunity.  As part of the regular evaluation of 
healthcare insurance options, the University may consider in addition to cost, 
quantity, needs, provider accessibility, and geographic locations of participating 
employees.  

o Prioritize University-Wide Training – The most frequently noted group training 
recommendations were related to communication. An exploration of the facets of 
communication training may reveal specific aspects to prioritize (e.g., written, 
verbal, conflict, closing the loop, inclusiveness). 

o Enhance Recognition Programs – While there was appreciation for the University’s 
recognition programs, many specific suggestions emerged to help the University 
define, refine, communicate, and enhance the current system.  For example, 
updating and communicating award criteria to address the growing employee 
population, adding monetary rewards for employee tenure milestones, providing 
branded clothing, and increasing social and celebratory activities.
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o Evaluate Diversity – The current definition of the University’s Core Value Diversity is 
explained by a non-traditional definition that includes three unique ideas: academic 
freedom, varied educational experiences, and broad recruitment of students and 
faculty. This presents a challenge in accurately measuring the response, as diversity 
is traditionally interpreted as diversity of race, ethnicity, gender, gender identity and 

expression, socioeconomic status, nationality, citizenship, religion, sexual 
orientation, ability, and age.  By evaluating this Core Value definition, the University 
may be better positioned to evaluate perception by various constituents of 
RMUoHP’s alignment with its Core Values and implement related improvements.   

RMUoHP employee survey participants included twice as many Academic Affairs personnel as Administrative Affairs personnel (Table 1), the majority of whom were located on-
campus and in exempt positions (Tables 2-3).  Of those within the category of Academic Affairs, 72.83% were in faculty roles (Table 4).  An optional item to indicate sex 
demonstrates a comparable respondent population for males and females (Table 5).  Finally, over 56% of respondents had been employed by RMUoHP two or fewer years 
(Table 6), a statistic of which to be aware when considering growth and change at the University. 
 
Table 1.  Organizational Category (n = 102) 

# Answer n 

1 Administrative Affairs (e.g., Operations, Enrollment Management, 
Finance, Institutional Effectiveness) 

36 (35.29%) 

2 Academic Affairs (Anyone under the leadership of the Provost.) 66 (64.71%) 
 
Table 2.  Primary Employment Location (n = 102) 

# Answer n 

1 On-Campus 88 (86.27%) 
2 Off-Campus 14 (13.73%) 

 
Table 3.  Employee Status (n = 102) 

# Answer n 

1 Exempt (Salaried Positions) 83 (81.37%) 
2 Non-Exempt (Hourly Positions) 19 (18.63%) 

 

Table 4.  Faculty Classification (n = 66) 
# Answer n 

1 Faculty 48 (72.73%) 
2 Non-Faculty 18 (27.27%) 

 
Table 5.  Sex (Response Optional; n = 100) 

# Answer n 

1 Female 46 (46.00%) 
2 Male 54 (54.00%) 

  
Table 6.  Years of Employment at RMUoHP (n = 102) 

# Answer n 

1 Less Than One Year 28 (27.45%) 
2 1-2 Years 30 (29.41%) 
3 3-4 Years 18 (17.65%) 
4 5-6 Years 11 (10.78%) 
5 Greater than 6 Years 15 (14.71%) 
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Employees were asked to rate the University’s fulfillment of its Mission, Vision, Core Values, and Core Themes (Table 7). Of the 14 items, 12 means were in the exceptional range 
(≥ 4. 50) and either remained the same or increased over 2016.  Two items, Diversity and Sustainability, were in the acceptable range (4.00-4.49); however, the mean for 
Diversity decreased 0.28 from 2016.  This may indicate and opportunity to explore the changing perception of Diversity (e.g., change in awareness or change in practice). 
 
Table 7.  Mission, Vision, Core Values, & Core Themes 

# Statement Strongly 
Disagree 

Somewhat 
Disagree 

Neutral Somewhat 
Agree 

Strongly 
Agree 

n Mean 2016 
Mean 

1 The University fulfills its mission to educate current and future healthcare 
professionals for outcomes-oriented, evidence-based practice.   The University 
demonstrates mission fulfillment through the quality of its education and success of 
its students in academic programs that develop leaders skilled in clinical inquiry and 
prepared to effect healthcare change. (Mission) 

0 (0.00%) 0 (0.00%) 0 (0.00%) 3 (3.09%) 94 (96.91%) 97 4.97 4.94 
(n = 68) 

2 The University is progressing towards fulfilling its vision to advance the quality, 
delivery, and efficacy of healthcare. (Vision) 

0 (0.00%) 0 (0.00%) 1 (1.02%) 9 (9.18%) 88 (89.80%) 98 4.89 4.78 
(n = 67) 

3 The University advocates clinical inquiry that challenges practice standards, expands 
evidence-based practice, increases clinical research, develops healthcare change 
agents, and encourages experiential learning. (Clinical Inquiry) 

0 (0.00%) 0 (0.00%) 2 (2.15%) 17 (18.28%) 74 (79.57%) 93 4.77 4.75 
(n = 64) 

4 The University provides a student-centered environment through relevant and 
participatory courses and a supportive University community. (Student-Centeredness) 

0 (0.00%) 1 (1.01%) 1 (1.01%) 7 (7.07%) 90 (90.91%) 99 4.88 4.75 
(n = 69) 

5 The University demonstrates integrity in its interactions with all its constituents. 
(Integrity) 

1 (1.02%) 3 (3.06%) 1 (1.02%) 18 (18.37%) 75 (76.53%) 98 4.66 4.49 
(n = 69) 

6 The University cultivates diversity through academic freedom, varied educational 
experiences, and broad recruitment of students and faculty. (Diversity) 

0 (0.00%) 7 (7.07%) 9 (9.09%) 27 (27.27%) 56 (56.57%) 99 4.33 4.61 
(n = 61) 

7 The University fosters skills essential to leadership roles in healthcare, academia, 
research and the community. (Leadership) 

1 (1.05%) 1 (1.05%) 4 (4.21%) 18 (18.95%) 71 (74.74%) 95 4.65 4.65 
(n = 65) 

8 The University operates with respect for the natural environment. (Sustainability) 1 (1.06%) 2.13%) 5 (5.32%) 32 (34.04%) 54 (57.45%) 94 4.45 4.46 
(n = 68) 

9 The University generates and manages its resources in a manner that will ensure the 
long-term success and operation of the institution. (Viability) 

0 (0.00%) 1 (1.09%) 2 (2.17%) 26 (28.26%) 63 (68.48%) 92 4.64 4.45 
(n = 64) 

10 The University promotes service to community, healthcare, and education. (Service) 0 (0.00%) 1 (0.99%) 0 (0.00%) 9 (8.91%) 91 (90.10%) 101 4.88 4.81 
(n = 69) 

11 RMUoHP develops evidence-based practitioners by educating current and future 
healthcare professionals to synthesize evidence-based principles into practice. (Core 
Theme 1:  Developing Evidence-Based Practitioners) 

0 (0.00%) 1 (1.05%) 0 (0.00%) 5 (5.26%) 89 (93.68%) 95 4.92 4.86 
(n = 65) 

12 RMUoHP elevates clinical inquiry proficiency through learning experiences that 
challenge practice standards, expand evidence-based practice, increase clinical 
research, develop healthcare change agents, and encourage experiential learning. 
(Core Theme 2:  Elevating Clinical Inquiry Proficiency) 

0 (0.00%) 0 (0.00%) 1 (1.06%) 16 (17.02%) 77 (81.91%) 94 4.81 4.79 
(n = 63) 

13 RMUoHP ensures educational quality through student-centered academic programs, 
services, and continuous improvement. (Core Theme 3:  Ensuring Educational Quality) 

1 (0.99%) 0 (0.00%) 1 (0.99%) 13 (12.87%) 86 (85.15%) 101 4.81 4.65 
(n = 69) 

14 RMUoHP nurtures student success by engaging students in professional and personal 
growth opportunities. (Core Theme 4:  Nurturing Student Success) 

0 (0.00%) 0 (0.00%) 2 (2.11%) 13 (13.68%) 80 (84.21%) 95 4.82 4.71 
(n = 66) 

Institutional Factors Mean 4.75 4.69 
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Employees were asked to respond to items regarding their relationship with their supervisor.  Six of the 12 item means fell into the exceptional range (≥ 4. 50) in 2017, compared 
with only one item in the same range the previous year (Table 8).  The remaining items all have means in the acceptable range (4.00-4.49) and all of which show improvement 
over 2016 means.  Employees who strongly disagreed or somewhat disagreed to the statements were provided an opportunity to provide additional detail through an open-
ended item. Relevant themes are included in Table 9. 
 
Table 8.  Employee/Supervisor Relationship (n = 101) 

# Statement Strongly 
Disagree 

Somewhat 
Disagree 

Neutral Somewhat 
Agree 

Strongly 
Agree 

Mean 2016 Mean 
(n = 75) 

1 My supervisor provides adequate training for me to perform my duties. 0 (0.00%) 3 (2.97%) 7 (6.93%) 22 (21.78%) 69 
(68.32%) 

4.55 N/A 

2 I have adequate supervisor direction to fulfill my responsibilities. 0 (0.00%) 2 (1.98%) 5 (4.95%) 21 (20.79%) 73 
(72.28%) 

4.63 4.51 

3 My supervisor provides me professional growth opportunities beyond formal 
training (e.g., challenging tasks, leadership opportunities, scholarly activity). 

2 (1.98%) 2 (1.98%) 7 (6.93%) 15 (14.85%) 75 
(74.26%) 

4.57 4.33 

4 My supervisor is actively engaged in my goals and development at RMUoHP. 3 (2.97%) 5 (4.95%) 5 (4.95%) 28 (27.72%) 60 
(59.41%) 

4.36 4.29 

5 My supervisor understands my workload. 3 (2.97%) 2 (1.98%) 9 (8.91%) 20 (19.80%) 67 
(66.34%) 

4.45 4.19 

6 My supervisor has realistic expectations of my job duties. 1 (0.99%) 2 (1.98%) 7 (6.93%) 13 (12.87%) 78 
(77.23%) 

4.63 4.39 

7 I receive regular feedback from my supervisor regarding the work I perform. 1 (0.99%) 7 (6.93%) 9 (8.91%) 24 (23.76%) 60 
(59.41%) 

4.34 4.19 

8 I am confident my feedback is thoughtfully considered by my supervisor. 1 (0.99%) 3 (2.97%) 8 (7.92%) 19 (18.81%) 70 
(69.31%) 

4.52 4.43 

9 I am comfortable addressing concerns or issues with my supervisor. 1 (0.99%) 4 (3.96%) 0 (0.00%) 23 (22.77%) 73 
(72.28%) 

4.61 4.35 

10 The overall communication with my supervisor is satisfactory. 1 (0.99%) 2 (1.98%) 7 (6.93%) 18 (17.82%) 73 
(72.28%) 

4.58 4.36 

11 My evaluations are conducted in a timely manner according to policy. 2 (1.98%) 4 (3.96%) 11 (11.88%) 21 (20.79%) 62 
(61.39%) 

4.36 4.31 

12 My input on my annual performance evaluation is carefully considered by my 
supervisor. 

1 (0.99%) 2 (1.98%) 17 (16.83%) 17 (16.83%) 64 
(63.37%) 

4.40 4.19 

Employee/Supervisor Relationship Factors Mean 4.50 4.32 

 
Table 9.  Themes for Supervisor/Employee Relationship Disagreement (n = 10) 

n Theme 

5 Limited Engagement/Feedback from Supervisor 
4 Challenges with Evaluation Process 
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For eight items on job quality, seven means were within the acceptable or exceptional ranges (Table 10).  Both 2016 and 2017 showed improvement opportunities related to 
adequacy of cross-trained employees, a priority currently being addressed by the University. Employees who strongly disagreed or somewhat disagreed to the statements were 
provided an opportunity to provide additional detail through an open-ended item. Relevant themes are included in Table 11. 
 
Table 10.  Job Quality (n = 101) 

# Statement Strongly 
Disagree 

Somewhat 
Disagree 

Neutral Somewhat 
Agree 

Strongly 
Agree 

Mean 2016 
Mean 

(n = 75) 

1 My job description is clearly defined. 0 (0.00%) 8 (7.92%) 7 (6.93%) 33 (32.67%) 53 (52.48%) 4.30 4.31 

2 I understand my job duties and responsibilities. 0 (0.00%) 3 (2.97%) 4 (3.96%) 15 (14.85%) 79 (78.22%) 4.68 4.60* 

3 My skills contribute to the achievement of successful outcomes. 1 (0.99%) 0 (0.00%) 1 (0.99%) 10 (9.90%) 89 (88.12%) 4.84 4.40* 

4 I have adequate resources to do my job and achieve performance goals (e.g., supplies, 
technology, equipment, space). 

0 (0.00%) 4 (3.96%) 9 (8.91%) 31 (30.69%) 57 (56.44%) 4.40 4.39, 
3.96, 
4.00+ 

5 There is another employee adequately cross-trained to cover my job duties. 6 (5.94%) 15 (14.85%) 14 
(13.86%) 

30 (29.70%) 36 (35.64%) 3.74 3.72* 

6 I am provided adequate training to stay current with changing aspects of my job. 0 (0.00%) 3 (2.97%) 7 (6.93%) 35 (34.65%) 56 (55.45%) 4.43 4.41 

7 I feel safe when I am on campus. 0 (0.00%) 1 (0.99%) 1 (0.99%) 7 (6.93%) 92 (91.09%) 4.88 N/A 

8 RMUoHP provides quality facilities. 0 (0.00%) 1 (0.99%) 3 (2.97%) 27 (26.73%) 70 (69.31%) 4.64 N/A 

Job Quality Factors Mean 4.49 4.22 

*Minor phrasing changes from 2016. 
+2016 survey had separate items regarding budgetary support, adequate personnel, and adequate time, respectively. 
 
Table 11.  Themes for Job Quality Disagreement (n = 26) 

n Theme 

11 Inadequate Cross Training 
7 Challenges with Job Description 
3 Lack of Professional Development Opportunities 
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Employees responded to 13 items on employment and recognition; all means were within acceptable ranges, including eight means in the exceptional range (Table 12). All items 
compared to the 2016 survey increased in 2017.  Employees who strongly disagreed or somewhat disagreed to the statements were provided an opportunity to provide 
additional detail through an open-ended item. Relevant themes are included in Table 13. 
 

Table 12.  Employment & Recognition (n = 101) 
# Statement Strongly 

Disagree 
Somewhat 
Disagree 

Neutral Somewhat 
Agree 

Strongly 
Agree 

Mean 2016 Mean 
(n = 75) 

1 The teams or committees on which I serve are collaborative in achieving their 
objectives. 

0 (0.00%) 2 (1.98%) 11 (10.89%) 25 (24.75%) 63 (62.38%) 4.48 4.27* 

2 I have freedom to explore and improve processes within my job responsibilities. 1 (0.99%) 1 (0.99%) 2 (1.98%) 15 (14.85%) 82 (81.19%) 4.74 4.57 

3 My feedback to others is thoughtfully considered. 1 (0.99%) 1 (0.99%) 6 (5.94%) 24 (23.76%) 69 (68.32%) 4.57 3.95* 

4 Conflicts are resolved in a positive, appropriate manner. 1 (0.99%) 4 (3.96%) 8 (7.92%) 26 (25.74%) 62 (61.39%) 4.43 3.96* 

5 University leadership utilize transparent and open communication. 1 (0.99%) 9 (8.91%) 5 (4.95%) 35 (34.65%) 51 (50.50%) 4.25 N/A 

6 RMUoHP is proactive and timely in recognizing exemplary employee performance. 0 (0.00%) 1 (0.99%) 11 (10.89%) 26 (25.74%) 63 (62.38%) 4.50 N/A 

7 The monthly Difference Maker Award is effective in recognizing exemplary 
employee performance. 

1 (0.99%) 4 (3.96%) (9.90%) 39 (38.61%) 47 (46.53%) 4.26 4.09, 4.05+ 

8 The annual Presidential Excellence Award is effective in recognizing exemplary 
employee performance. 

1 (0.99%) 5 (4.95%) (12.87%) 34 (33.66%) 48 (47.52%) 4.22 4.23, 4.03+ 

9 The University demonstrates a commitment to continuous improvement. 0 (0.00%) 0 (0.00%) 1 (0.99%) 21 (20.79%) 79 (78.22%) 4.77 4.33* 

10 Through interactions with University employees and students, I feel a sense of 
belonging to the RMUoHP community. 

0 (0.00%) 3 (2.97%) 6 (5.94%) 15 (14.85%) 77 (76.24%) 4.64 N/A 

11 I feel appreciated at RMUoHP. 2 (1.98%) 4 (3.96%) 2 (1.98%) 25 (24.75%) 68 (67.33%) 4.51 N/A 

12 At the end of the workday, I feel good knowing I contributed to RMUoHP's mission 
fulfillment. 

0 (0.00%) 1 (0.99%) 3 (2.97%) 18 (17.82%) 79 (78.22%) 4.73 N/A 

13 My development and career opportunities at RMUoHP support my long-term 
employment at the University. 

1 (0.99%) 2 (1.98%) 10 (9.90%) 20 (19.80%) 68 (67.33%) 4.50 N/A 

Employment & Recognition Factors Mean 4.51 4.16 

*Minor phrasing changes from 2016. 
+2016 survey phrasing for the Difference Maker measured if it was 
meaningful and clearly linked to employees making improvements 
to others in their job through excellence; phrasing for the 
Presidential Excellence Award measured if it was meaningful and 
clearly linked to exemplary employee performance throughout the 
year. 
 

Table 13.  Themes for Employment & Recognition (n = 16) 
n Theme 

6 Challenges with Recognition Programs 
4 Ongoing Communication Challenges 
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For 12 items on benefits, employees rated 11 of 12 items within acceptable ranges, including five means in the 
exceptional range (Table 14). All but one item from 2017 increased over the institutional mean from 2016.  Although 
satisfaction of health insurance increased over 2016, it continues to be an opportunity for review. Employees who 
strongly disagreed or somewhat disagreed to the statements were provided an opportunity to provide additional 
detail through an open-ended item. Relevant themes are included in Table 15.  Ninety-one percent of respondents 
indicated understanding the total compensation costs for all RMUoHP benefits provided (salary, vacation time, sick 
time, paid holidays, health savings account, 401K contributions, employer-paid taxes, tuition-reimbursement, tuition 
discounts, short- and long-term disability, life insurance, health insurance, dental insurance, professional 
development, et cetera) (Table 16). In the last year, 77.78% of employees participated in professional development 
activities funded by RMUoHP or free, while an additional 5.05% participated in similar activities that were paid out-of-
pocket (Table 17).  Employees were asked to submit suggestions regarding what group training the employee perceived would be beneficial to the entire organization, which 
themes are included in Table 18. Table 19 includes themes for additional suggestions regarding events, benefits, policy, recognition, appreciation, or training. 
 
Table 14.  Benefits 

# Statement Strongly 
Disagree 

Somewhat 
Disagree 

Neutral Somewhat 
Agree 

Strongly 
Agree 

n Mean 2016 
Mean 

1 I am satisfied with the contributions RMUoHP makes towards my HSA account. 1 (1.59%) 2 (3.17%) 3 (4.76%) 15 (23.81%) 42 (66.67%) 63 4.51 4.50 
(n = 
50) 

2 I am satisfied with the health and/or dental insurance allowance program. 1 (1.43%) 4 (5.71%) 3 (4.29%) 12 (17.14%) 50 (71.43%) 70 4.51 4.32* 
(n = 
44) 

3 I am satisfied with United Healthcare Medical Insurance. 0 (0.00%) 8 (13.56%) 8 (13.56%) 21 (35.59%) 22 (37.29%) 59 3.97 3.88 
(n = 
48) 

4 I am satisfied with EMI Dental Insurance. 0 (0.00%) 2 (3.17%) 9 (14.29%) 24 (38.10%) 28 (44.44%) 63 4.24 3.81 
(n = 
53) 

5 I am satisfied with EMI (VSP) Vision Insurance. 2 (4.17%) 2 (4.17%) 8 (16.67%) 17 (35.42%) 19 (39.58%) 48 4.02 4.00 
(n = 
35) 

6 I am satisfied with the 401K employer contribution amount of up to 4%. 1 (1.28%) 7 (8.97%) 3 (3.85%) 20 (25.64%) 47 (60.26%) 78 4.35 4.42 
(n = 
60) 

7 I am satisfied with John Hancock and their management of my 401K contributions. 0 (0.00%) 2 (2.70%) 10 (13.51%) 15 (20.27%) 47 (63.51%) 74 4.45 4.25* 
(n = 
56) 

8 I am satisfied with my vacation day accrual rate. 3 (4.17%) 3 (4.17%) 7 (9.72%) 12 (16.67%) 47 (65.28%) 72 4.35 4.41* 
(n = 
64) 

9 I am satisfied with my sick day accrual rate. 1 (1.22%) 3 (3.66%) 7 (8.54%) 7 (8.54%) 64 (78.05%) 82 4.59 4.58 
(n = 
65) 
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10 I am satisfied with the quantity of official holidays. 1 (1.09%) 3 (3.26%) 7 (7.61%) 22 (23.91%) 59 (64.13%) 92 4.47 4.32* 
(n = 
75) 

11 I am satisfied with the benefits RMUoHP provides. 0 (0.00%) 3 (3.30%) 4 (4.40%) 26 (28.57%) 58 (63.74%) 91 4.53 4.35+  
(n = 
75) 

12 RMUoHP supports a culture of continuous improvement by investing in employee 
training and development. 

1 (1.08%) 1 (1.08%) 4 (4.30%) 19 (20.43%) 68 (73.12%) 93 4.63 N/A 

Benefits Factors Mean 4.39 4.26 

*Minor phrasing changes from 2016. 
+2016 survey phrasing asks employees to respond to a statement that RMUoHP provides generous benefits.  
Table 15.  Themes for Benefits (n = 22)
 

n Theme 

6 Challenges with Current Vacation and Sick Policies 
5 Request for Expanded Coverage 
4 High Deductible Complaint 
3 Challenges Working with Healthcare Insurance Provider 

 

Table 16. Understanding of Total Compensation Costs of All RMUoHP Benefits (n = 100) 
Answer % Count 

Yes 91.00% 91 

No 9.00% 9 

 
Table 17. Participation in Professional Development Related to Job Duties & Responsibilities (n 
= 99) 

Answer % n 

Yes, and RMUoHP paid part or all of the expenses. 68.69% 68 

Yes, and there were no expenses. 9.09% 9 

Yes, and I paid all expenses. 5.05% 5 

No 17.17% 17 

Table 18.  Themes for Group Training Suggestions (n = 49)  
n Theme 

15 Communication Skills 
9 Diversity, Sensitivity, and Discrimination 
6 IT Training 
5 Leadership 
4 Health and Wellness in the Workplace 
4 Collaboration and Teamwork 

 
Table 19.  Themes for Recommendations on Events, Benefits, Policy, Recognition, appreciation, 
or Training (n = 57)  

n Theme 

10 Enhance Employee Recognition Program 
9 Adjustments to Vacation and Sick Policies 
5 Increase Benefit Matching Programs (HSA, 401k) 
5 Update Dress Code and Provide More Logo Shirts to Employees 
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Multiple data points were utilized to explore employee satisfaction.  RMUoHP 
measured the likelihood of employees in referring the University to a friend, family 
member, or colleague for his or her education or employment (Table 20) through the 
Net Promoter Score (NPS), which measures loyalty and may be used to promote 
growth. The University aspires to a NPS of at least 50%.  For 2017, the NPS for 
Education was 67.68% and the NPS for Employment was 59.60%.  While both NPSs 
increased over 2016, the Employment NPS more than doubled.  The open-ended 
comment themes for detractors and promoters for education and employment are 
found in Tables 21-24.  These themes add clarification to the quantitative data 
towards understanding what challenges remain or positive changes occurred within 
the past year.  Additional open-ended feedback are founds in Table 25-26, which 
includes themes related to employees’ most positive, memorable experience and 
what one thing the employee would change to make RMUoHP the best place to 
work.   
 
The increased NPSs were confirmed by the high overall satisfaction responses found in Tables 27-28, whereby 98.99% of employees indicated they were satisfied with their 
RMUoHP experience and at an exceptional institutional mean of 4.75.  Both of these scores are also improvements over 2016, which were 93.33% and 4.51, respectively. A final 
open-ended item requested any additional feedback that were not addressed in the survey.  Related themes were included in Table 29. 
 
Table 20.  Net Promoter Scores for Education and Employment 

Answer Education 
NPS% 

Education n Employment 
NPS% 

Employment n 

0 1.01% 1 0.00% 0 

1 0.00% 0 0.00% 0 

2 0.00% 0 1.01% 1 

3 0.00% 0 0.00% 0 

4 0.00% 0 0.00% 0 

5 2.02% 2 1.01% 1 

6 2.02% 2 4.04% 4 

7 8.08% 8 8.08% 8 

8 14.14% 14 20.20% 20 

9 21.21% 21 20.20% 20 

10 51.52% 51 45.45% 45 

NPS 
(Mean) 

67.68% NPS 
(8.98) 

99 59.60% NPS 
(8.86) 

99 

2016 NPS 
(Mean) 

60% NPS 
(8.79) 

75 28% NPS 
(7.83) 

75 

 

Table 21.  Themes for NPS Education Detractors (n = 5)  
n Theme 

- N/A 
 
Table 22.  Themes for NPS Education Promotors (n = 51)  

n Theme 

24 Culture of Student-Centeredness 
20 Quality Faculty 
13 Quality Academic Programs 

9 Commitment to Core Values 
5 Overall Positive Experiences 

 
Table 23.  Themes for NPS Employment Detractors (n = 4)  

n Theme 

- N/A 
 
Table 24.  Themes for NPS Employment Promoters (n = 51)  

n Theme 

34 Overall Positive Experience 
9 Positive Feelings of Value and Respect 
8 Quality University Leadership 
5 Quality Employee Benefits 
5 Adequate Resources to Succeed 
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Table 25.  Themes for Most Positive, Memorable Experience (n = 59) 

n Theme 

25 Specific Personnel 
11 Overall Positive Experience 
10 Feeling Valued 
10 Collaboration and Camaraderie 

9 Positive Experience with President Nielsen 
9 Helping Students Achieve Goals 
9 Quality Colleagues 
7 Positive Experiences with Students 

 
Table 26.  Themes for One Things to Change to Make RMUoHP the Best Place to Work  
(n = 83) 

n Theme 

10 Relax Dress Code 
10 New Benefit Request 

8 Increase Pay 
 
Table 27.  Satisfaction with Overall RMUoHP Experience (Y/N; n = 99) 

Answer n 2016 (n = 75) 

Yes 98 (98.99%) 70 (93.33%) 

No 1 (1.01%) 5 (6.67%) 

 
Table 28.  Satisfaction with Overall Experience at RMUoHP (Likert; n = 99) 

Answer n 2016 (n = 75) 

Very Dissatisfied 0 (0.00%) 0 (0.00%) 

Somewhat Dissatisfied 1 (1.01%) 3 (4.00%) 

Neither Satisfied nor Dissatisfied 1 (1.01%) 3 (4.00%) 

Somewhat Satisfied 20 (20.20%) 22 (29.33%) 

Very Satisfied 77 (77.78%) 47 (62.67%) 

Mean 4.75 4.51 

 
Table 29.  Themes for Any Additional Feedback (n = 31) 
n Theme 

6 Praise for Survey Opportunity 

3 
Praise for Specific 
Employee/Department 

3 Address Parking Challenges 

 
 
 
 

 
 


