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Session Objectives

 Introduction to ModernThink LLC

 Overview of the ModernThink Higher 
Education Insight Survey©

 Best Practices in survey administration

 Timeline and next steps

 Q&A
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2007 - ModernThink develops higher 
education specific climate/engagement 
survey.

The Chronicle of Higher Education and 
ModernThink launch the Great Colleges 
program® in 2008 with 89 institutions.

125,000+ Faculty & Staff surveyed 
annually from 300+ institutions.

“The Academic Workplace” becomes one 
of The Chronicle’s most popular special 
Supplements.

Great Colleges To Work For Program
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Relevant Benchmark:

 Enrollment Size

 Geographical Location

 Control (Public vs. Private Institutions)

 Faculty-only Benchmarking and Other Job Categories

 Minority Aggregate Benchmarking

 Missouri Community Colleges--- 9 of the 12 Missouri Community Colleges have 

participated in Great Colleges over the past eight years and 5 of those have been 

recognized. This includes East Central College. Several have participated more than 

once and for some it has been awhile. The five institutions and years recognized are: 

Crowder CC (2017; 2016; 2015; 2014; 2011—they have been honor roll the last three 

years), East Central College (2009), Metropolitan CC (2011), Mineral Area CC 

(2010), and St. Charles CC ( 2014, 2009). 

 In the past two years, we have had 4 community college systems participate 

collectively.
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Benchmarking
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Participation in the CGC Survey:   

2016, 2014, 2012, 2010, 2009 (recognized in

Benefits- Vacation, PTO & Tuition Reimbursement)

Survey Response Rate History:

(CGC average response rate is 40% across all 

participants)

 2016 RR 45% (103/229) Includes NES

 2014 RR 60% (152/252) Includes NES

 2012 RR 39% (102/261)

 2010 RR 26% (102/395) 

Report Investment: 

 Oversampled 2016, 2014, 2012, 2010, 2009

 Comments Report in 2016

Other Surveys:   Top Workplaces (2015/2013/2012)

I hope that administration 

takes a look at the survey 

results this year...It doesn't 

seem like they ever look at 

the results or they look at 

the results but do not try to 

resolve any of the issues 

expressed. We say we value 

employees, but do we 

really….actions speak louder 

than words. 

Communication - The lack of it...for instance, it 

would have been nice to receive an email from 

the college president before we got this survey 

instead of after the fact. That in itself makes it 

appear that this survey isn't very important 

to the President if he waits until after the 

survey is distributed to say "hey, we value your 

input"...sure doesn't make me feel that way. 

East Central College Survey History
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Tap into ModernThink

 Survey Customization

 More detailed reports  

 Onsite consultations and support 

 Guidance on communication and action planning 

Greater Leadership Support 

 Commitment to Sharing Results

Utilization of survey results 

 Develop Strategic Plan 

 Contribute to address HLC findings
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What’s Different this Year?
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Outcomes, Benefits & Impact

Assessment 

Tool

Communication 

Tool

Road Map
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 Values

 Strategic Planning

 Accreditation

 Board Mandate

 Leadership Transition

 Campus Climate Goals

“It isn't that they 
can't see                    

the solution.                                         
It's that they 

can't see                        
the problem.”

- G. K. Chesterton

Strategic Linkages
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Strategic Linkage – Values
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Strategic Linkage – Strategic Plan
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HLC Standard ModernThink Higher Education Insight Survey 

Statement

Criterion One. Mission

 This institution places sufficient emphasis on having a diverse 
faculty, administration and staff. 

 There is appropriate recognition of innovative and high quality 
teaching.

 Teaching is appropriately recognized in the evaluation and 
promotion process.

Criterion Two. Integrity: Ethical and 
Responsible Conduct

 This institution’s policies and practices ensure fair treatment for 
faculty, administration and staff.

 Senior leadership shows a genuine interest in the well being of 
faculty, administration and staff. 

 Faculty are appropriately involved in decisions related to the 
education program (e.g. curriculum development and 
evaluation).

Criterion Three. Teaching and Learning: 
Quality, Resources, and Support

 My department has adequate faculty/staff to achieve our goals. 
 Our review process accurately measures my job performance.
 I am provided the resources I need to be effective in my job.

Criterion Four. Teaching and Learning: 
Evaluation and Improvement

 Teaching is appropriately recognized in the evaluation and 
promotion process.

 There is appropriate recognition of innovative and high quality 
teaching.

Criterion Five: Resources, Planning, and 
Institutional Effectiveness

 Our senior leadership has the knowledge, skills and experience 
necessary for institutional success.

 My supervisor/department chair actively solicits my suggestions 
and ideas.

 I understand how my job contributes to this institution's mission.

Strategic Linkage – Accreditation: HLC
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Job Satisfaction/Support Policies, Resources & Efficiency
Faculty, Administration & Staff 

Relations

Teaching Environment Shared Governance Communication

Professional Development Pride Collaboration

Compensation, Benefits & 

Work/Life Balance
Supervisors/Department Chairs Fairness

Facilities Senior Leadership Respect & Appreciation

15 Core Survey Dimensions
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15 Core Survey Dimensions
 Job Satisfaction/Support – provides insight into the satisfaction with job fit, 

autonomy and resources

 Teaching Environment – with a particular focus on faculty, this dimension 
consists of statements that address the balance between teaching, research 
and service; the support for advising/mentoring students; and recognition for 
outstanding teaching

 Professional Development – provides insight into the reported satisfaction 
with career/professional development opportunities; and for faculty, support 
for research and clarity of the tenure process

 Compensation, Benefits & Work/Life Balance – captures information about 
the perceived fairness of compensation and the effectiveness of the benefits 
offered

 Facilities– provides insight into the reported satisfaction with physical 
workspace, overall campus appearance and confidence in experiencing a 
safe and secure environment
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 Policies, Resources & Efficiency – assesses the perceived 
effectiveness of various systems, policies and infrastructure 

 Shared Governance – captures information about the perception of 
inclusion and cooperation as related to shared governance 

 Pride – evaluates the sense of pride and connection faculty/employees 
report regarding their affiliation with the institution

 Supervisors/Department Chairs – provides insight into the relationship 
faculty/employees report with their department chair or supervisor and 
assesses critical managerial competencies

 Senior Leadership – measures the confidence faculty and employees 
report in the capabilities and credibility of senior leadership; senior 
leadership was defined as the most senior members of the institution

15 Core Survey Dimensions
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 Faculty, Administration & Staff Relations – provides insight into the 
quality of faculty, administration and staff relations with a focus on the 
perception of support, cooperation and camaraderie

 Communication – assesses the quality of internal communications 
specifically as related to transparency, clarity and interactivity

 Collaboration – measures the perceived cooperation and collegiality 
within workgroups and across the institution

 Fairness – measures confidence in fair and consistent treatment, 
especially regarding performance management and issues of 
accountability 

 Respect & Appreciation – provides insight into the degree to which 
faculty/employees feel respected and valued 

15 Core Survey Dimensions
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Reliability and Validity: Tested to be 

highly reliable and reviewed each year

Audience:  Designed for Faculty and 

Staff

Survey Format:  Online, optimized for 

tablet and smartphone 

Time to complete: 15-20 minutes

16

ModernThink Higher Education Insight Survey
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Timeline
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Month Activity

March 2018 Finalize Survey Content and Customizations

IT Test

Pre-survey Communication Sent

April 2 – April 13, 2018 Administer Survey

Help Desk Available

3-4 Reminders During Survey

Post-survey Communication Sent

June 2018 Reports Delivered

Survey Results Preview 

August 2018 Onsite Presentations

Action Planning



 Reports & Analysis – Electronic-based Delivery and/or 

Interactive Web-based Report Gateway. 

 Summary Report - Analyzing Patterns, Themes and 

Benchmark Comparisons Inclusive of Recommendations

 Onsite Presentation- Senior Administration; Board; 

Committees; Open Forums for Faculty/Staff 

(credibility/third-party); Office Hours for Senior Leaders; 

Round Tables; Co-Facilitation of Initial Action Planning
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Deliverables Post-Survey
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Goal Requirement Action to date

Foster greater engagement in the 
life of the University

Give staff, faculty and 
administration spirit gear to wear 
on specific days identified as Spirit 
Days to build campus pride and 
recognition.

Pride Days
We have established First Friday of each month as Pride 
(Spirit) Day, encouraging the entire campus to wear spirit 
gear to build pride and enhance University recognition. 
Barnes and Noble Bookstore offered Faculty-Staff 
Appreciation Week in December, providing 20%-off 
discounts on all branded clothing and school spirit items.

Improve confidence in senior 
leadership

Establish regular extended cabinet 
meetings. 

Extended Cabinet Meetings
We have more clearly defined the membership of the 
extended cabinet and established regular extended cabinet 
meetings with defined expectations for decision-making and 
communication with staff. Topics this semester have 
included budget, enrollment action plan, housing action plan 
and our reaccreditation efforts. 

Promote greater professional 
accountability

Develop a new Performance 
Management System that 
promotes our values, includes 
service quality and climate, 
addresses disrespectful comments 
and behavior, offers models of 
professionalism, and a financial 
incentive for exceptional 
performance.

Performance Management System
A new performance evaluation tool for staff is being 
implemented that articulates college standards and revises 
the review process to include professionalism and civility. 
This more robust pay-for-performance management system 
evaluates and rewards performance, tying it back into 
outcomes and cash and non-cash recognition. More work 
needs to be done but the instrument has been piloted and a 
timeline for rollout will soon be communicated. 
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Examples – Post Survey Actions/Results
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Reporting
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Pre Email from 
the President

Newsletters, 
Banners, 

Table Tents, 

Pre-Survey 
Summits

During
Monitoring 
Response 

Rates

Blast
Reminder 

Emails

Targeted 
Reminders

Post
Thank You 
from the 
President

Survey Results 
to President & 

Cabinet

Town Hall 
Meetings
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Communication Strategy
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CUPA-HR
Employee engagement is the act of committing - rationally or emotionally -
to something or someone within the organization. Engaged employees 
hold a positive emotional connection to their work. They value, enjoy and 
believe in their jobs, managers, teams, and organizations. A complex 
concept, engagement is influenced by many factors—from workplace 
culture, organizational communication and managerial styles to trust 
and respect, leadership and company reputation.

SHRM
Employee engagement is a key business driver for organizational success. 
High levels of engagement in domestic and global firms promote retention 
of talent, foster customer loyalty and improve organizational performance 
and stakeholder value. A complex concept, engagement is influenced by 
many factors—from workplace culture, organizational communication and 
managerial styles to trust and respect, leadership and company reputation.

Employee Engagement
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Additional Resources

Richard K. Boyer

rboyer@modernthink.com

302.764.4477

Liz Flood

lflood@modernthink.com

302.764.4477

Adebusola Oyinlola

ade@modernthink.com

302.764.4477
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