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This sample report was produced directly from the
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Introduction: Components of Engagement and Performance

1

What is "Employee Engagement"?

Employee engagement is the extent to which employees feel passionate about their
jobs, are committed to the organization, and put discretionary effort into their work.

There are two primary factors that drive employee engagement. These factors are based on statistical
analysis and widely supported by industry research.
Engagement with "The Organization" measures
how engaged employees are with the organization
as a whole, and by extension, how they feel about
senior management. This factor has to do with
trust, fairness, values, respect, and confidence in
organizational leadership.

Engagement with "My Manager" is a more
specific measure of how employees feel about their
direct supervisors. Topics include feeling valued,
being treated fairly, receiving feedback and
direction, and generally, having a strong working
relationship between employee and manager
based on mutual respect.

Engagement with
The Organization

Engagement with
“My Manager”

High
Performance

Strategic Alignment

Competency

Beyond Engagement
An organization needs more than just engaged employees in order to succeed. This report also includes
two additional measures that relate to performance and that are closely linked to engagement.
Strategic Alignment: Does the organization have
a clear strategy and set of goals? Do employees
understand the strategy and goals? Do employees
understand how the work they do contributes to the
organization's success? Strategic Alignment
ensures that employee effort is focused in the right
direction.

Competency: Do managers have the skills needed
to get the job done? Do they display the behaviors
needed to motivate employees?
Competency is measured with the Upward
Feedback Module or via 360 Degree Feedback.
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Understanding the Data
Engagement vs. Disengagement

It is important to look at engagement and disengagement separately since the dynamics and challenges associated
with each are often quite different.
25%

Sample Group

50%

25%

75%

50%

n

120

25%

Engagement and Strategic Alignment results in this report are shown as "percent engaged", "percent disengaged", and
"percent in between". The percentages indicate the percent of employees who fall into each category.
"Engaged" is defined as employees whose average score on items in the engagement factor are one standard
deviation above the mean. Average/typical levels of engagement are in the range of 25% - 35%.
"In Between" is everybody who does not fit into either the "engaged" or the "disengaged" category. These are
people whose responses were about average compared to all responses in our database.
"Disengaged" is defined as employees whose average score on items in the engagement factor are one standard
deviation below the mean. Average/typical levels of disengagement are in the range of 20% - 30%.

Survey Item Scores
DR IVER

Sample Item

2

3

4

AVG

% ILE

3.2

45

FREQ

AVG is simply the average of all responses. The lowest possible score is a 1 (strongly disagree) and the highest
possible score is a 5 (strongly agree). The position of the colored circle from left to right represents the AVG score.
Percentile Scores (%ILE) show how your scores compare to the scores received by other organizations. By
themselves, raw (AVG) scores do not give any indication of whether your scores are high or low. Percentiles make this
possible by eliminating the natural variations between items and providing a benchmark to measure the raw scores by.
The percentiles on this report show how your
organization scored versus a broad range of
other organizations.
Percentiles indicate what percentage of
organizations scored lower that your
organization. For our purposes, the lowest
possible score is a 1 (1st percentile) and the
highest possible score is a 99 (99th percentile).
The 50th percentile would be average.
Percentile scores in this report are distributed on
a bell-shaped curve, as illustrated in the
diagram to the right.
The position of the colored circle relative the black and gray bars represents the Percentile Score. The center of the
black and gray bars is the benchmark average score. The black and gray bars extend one and two standard deviations
above and below the mean. Think of them as a flattened out bell curve covering a range from the 2nd percentile to the
98th percentile.
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Understanding the Data

2

Frequency Distributions
A frequency distribution is provided next to each item in the form of a small histogram. This provides an indication of
how much agreement or disagreement there was among survey respondents.
A high level of agreement among respondents means you have a clear, consistent, and more reliable result.
A high level of disagreement, where responses are more spread out across the 5-point scale, can indicate that you
need to dig deeper into the results for that item, or it can simply indicate an inconclusive finding. Items with especially
high levels of disagreement are shown in red.
For groups with fewer than 10 respondents, a high level of disagreement usually means you have an inconclusive
result. Because the group is so small, there is generally nothing more that can be concluded. The important point here
is that you should not take action based on an inconclusive result before gathering more information to find out what is
really happening.
For larger groups of respondents, a high level of disagreement is often an indication that there are differing opinions
coming from different parts of the organization. When you encounter this situation, zoom into the "Item Detail" view for
that item to compare results across all demographic subgroups.

Number of Respondents ("n")
It is easy to overlook the importance of the number of respondents, represented by the letter "n". As you dig into the
data, be sure to always check the number of respondents and keep these general rules in mind:
• Data for groups with fewer than 4 respondents are not included in this report because they are too statistically
unreliable.
• A smaller "n" will often yield more extreme results. Just one or two extreme responses can have a strong effect.
• When looking at groups with a small "n", look for extreme results and clear trends, not subtleties. Check the small
frequency distribution chart to see how consistent or inconsistent the responses are.
• A larger "n" will often appear less extreme, but could be more relevant than a comparable score from a group with a
small "n".
• When looking at groups with a large "n", focus on the most clear results and patterns, but keep in mind that more
subtle results or patterns could also be relevant.
• When comparing two groups with similar scores, but vastly different numbers of respondents, the group with the
larger "n" is usually the more meaningful result.

Drivers of Engagement
Drivers help you understand what matters most to your employees so you know which areas are most important to
focus on. Fixing these areas when they are broken, or improving upon them when they are already strong, will have the
biggest impact on engagement in your organization.
The strength of a driver is based on how highly an item is correlated with engagement. These correlations are specific
to one of the two engagement factors - either engagement with the organization or engagement with "my manager".
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Engagement, Alignment, and Competency

3

All Respondents

The chart below provides a high-level overview of engagement, alignment, and competency. Engagement tells you
whether employees are motivated to put discretionary effort into their work. Alignment tells you whether employee effort
is focused in the right direction, and competency tells you whether managers have the necessary skills and display the
necessary behaviors. Together, these are the critical workforce-related elements that determine whether your
organization is performing effectively.

Engagement with "The Organization"

Engagement with "My Manager"

E NG A G E D

IN B E T WE E N

DIS E NG A G E D

E NG A G E D

IN B E T WE E N

DIS E NG A G E D

31%

47%

22%

42%

34%

23%

(average)

(high)

(average)

Strategic Alignment
A LIG NE D

IN B E T WE E N

33%

43%

(average)

(average)

Competency (Upward Feedback)

NO T A LIG NE D

M O T IV A T E

RE LA T E

E X E CUT E

25%

62nd

61st

67th

(average)

%ile

%ile

%ile

Engagement versus Disengagement
It is important to look at and think about engagement and disengagement separately since the dynamics and
challenges associated with each are often quite different.
The changes needed to move employees from "disengaged" to "in between" are often quite different from the changes
needed to move employees from "in between" to "engaged".
Average/typical levels of engagement are in the range of 25% - 35%.
• If your percent engaged is above 35%, you have a high level of engagement. (this is good)
• If your percent engaged is below 25%, you have a low level of engagement. (this is bad)
Average/typical levels of disengagement are in the range of 20% - 30%.
• If your percent disengaged is above 30%, you have a high level of disengagement. (this is bad)
• If your percent disengaged is below 20%, you have a low level of disengagement. (this is good)
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Highest Engagement Priorities

The items and demographic groups listed below are the most urgent engagement trouble spots within your
organization. The black box next to each item indicates how high of a priority the item is for increasing engagement
within the specified group. Priority level is determined statistically and takes into account the benchmark score, the
correlation with engagement, and the number of employees in the group.

P

= Priority level. Larger boxes indicate that an item is a higher priority for increasing engagement.
= Score is OK
= Moderate to low score. Potential problem area. Take a closer look.
= Low score. Problem area.
= Benchmark reference line.

FREQ = Frequency distribution of responses. Red indicates a high level of disagreement.

Highest Priorities - "The Organization"
AVG

% ILE

Function:
Operations Support

2.6

5

Mgr name: Peters

2.5

4

Function:
Operations Support

2.7

13

Respect for Management: The leaders of
Function: Marketing
SampleCo really know what they are doing.

3.1

10

Function:
Operations Support

2.9

12

Mgr name: Lopez

2.8

7

Mgr name: Bower

2.1

1

Function:
Operations Support

2.8

21

Function:
Operations Support

3.0

11

Tenure: More than
10 years

3.0

15

P

Communication: Information and
knowledge are shared openly within
SampleCo.
Communication: Information and
knowledge are shared openly within
SampleCo.
Fairness: Everybody is treated fairly at
SampleCo.

Teamwork and Cooperation: There is a
strong spirit of teamwork and cooperation
among employees.
Teamwork and Cooperation: There is a
strong spirit of teamwork and cooperation
among employees.
Fairness: Everybody is treated fairly at
SampleCo.
Teamwork and Cooperation: It really
feels like everybody is on the same team at
SampleCo.
Personal Expression: Our senior leaders
are genuinely interested in the opinions of all
employees.
Personal Expression: Our senior leaders
are genuinely interested in the opinions of all
employees.
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4

Highest Engagement Priorities

The items and demographic groups listed below are the most urgent engagement trouble spots within your
organization. The black box next to each item indicates how high of a priority the item is for increasing engagement
within the specified group. Priority level is determined statistically and takes into account the benchmark score, the
correlation with engagement, and the number of employees in the group.

P

= Priority level. Larger boxes indicate that an item is a higher priority for increasing engagement.
= Score is OK
= Moderate to low score. Potential problem area. Take a closer look.
= Low score. Problem area.
= Benchmark reference line.

FREQ = Frequency distribution of responses. Red indicates a high level of disagreement.

Highest Priorities - "My Manager"
AVG

% ILE

Purpose and Direction: I receive useful
Mgr name: Kelvin
and constructive feedback from my manager.

2.2

1

Teamwork and Cooperation: My manager
emphasizes cooperation and teamwork
Mgr name: Kelvin
among members of my workgroup.

3.2

1

Respect for Management: I am very
satisfied with my manager.

Mgr name: Salvo

3.3

4

Respect for Management: I am very
satisfied with my manager.

Mgr name: Kelvin

2.9

1

Values: My manager always acts in a way
that is consistent with SampleCo's values.

Mgr name: Salvo

3.5

6

Personal Expression: I can disagree with
my manager without fear of getting in
Mgr name: Salvo
trouble.

3.3

5

Respect for Employees: I am always
treated fairly by my manager.

Mgr name: Peters

3.5

4

Purpose and Direction: I receive useful
Mgr name: Peters
and constructive feedback from my manager.

3.1

4

Respect for Management: I am very
satisfied with my manager.

Mgr name: Peters

3.5

12

Respect for Employees: I am always
treated fairly by my manager.

Function:
Administration

3.5

4

P
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"The Organization" Engagement

5

All Respondents

Engagement with "The Organization" measures how engaged employees are with the organization and how they feel
about senior management. This factor has to do with trust, fairness, values, respect, and confidence in organizational
leadership.

25%

All Respondents

22%

50%

75%

47%

n

453

31%

The items listed below are the strongest drivers of engagement for this group. All items on this list are important, but
items near the top have a stronger influence on engagement.
Items with high scores are having a positive impact on engagement. The message here is "keep up the good work" or
even "build on your strengths and double down here". Just don't do anything to undermine these areas.
Items with low scores are having a negative impact on engagement. These are problem areas that need to be fixed.

= Driver of engagement. The number of bars indicates how strong the driver is.
= Score is OK
= Moderate to low score. Potential problem area. Take a closer look.
= Low score. Problem area.
= Benchmark reference line.
FREQ = Frequency distribution of responses. Red indicates a high level of disagreement.

DR IVER

AVG

% ILE

Respect for Employees: SampleCo respects its employees.

3.7

48

Teamwork and Cooperation: It really feels like everybody is on
the same team at SampleCo.

3.3

58

Trust: There is an atmosphere of trust at SampleCo.

3.5

65

Values: The actions of our senior leaders support SampleCo's
mission and values.

3.8

59

Personal Expression: People with different ideas are valued at
SampleCo.

3.6

44

Communication: Information and knowledge are shared openly
within SampleCo.

3.2

41

Respect for Management: The leaders of SampleCo really know
what they are doing.

3.7

48

Personal Expression: Our senior leaders are genuinely
interested in the opinions of all employees.

3.3

32

Fairness: Everybody is treated fairly at SampleCo.

3.2

44

Communication: Our senior leaders communicate well with the
rest of the organization.

3.3

44
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"My Manager" Engagement

6

All Respondents

Engagement with "My Manager" measures of how employees feel about their direct supervisors. Topics include feeling
valued, being treated fairly, receiving feedback and direction, and generally, having a strong working relationship
between employee and manager based on mutual respect.

25%

All Respondents

23%

50%

75%

34%

n

453

42%

The items listed below are the strongest drivers of engagement for this group. All items on this list are important, but
items near the top have a stronger influence on engagement.
Items with high scores are having a positive impact on engagement. The message here is "keep up the good work" or
even "build on your strengths and double down here". Just don't do anything to undermine these areas.
Items with low scores are having a negative impact on engagement. These are problem areas that need to be fixed.

= Driver of engagement. The number of bars indicates how strong the driver is.
= Score is OK
= Moderate to low score. Potential problem area. Take a closer look.
= Low score. Problem area.
= Benchmark reference line.
FREQ = Frequency distribution of responses. Red indicates a high level of disagreement.

DR IVER

AVG

% ILE

Respect for Management: I am very satisfied with my manager.

4.1

70

Leadership and Motivation: My manager creates an
atmosphere that inspires others to achieve at a higher level.

3.8

66

Respect for Employees: I am always treated fairly by my
manager.

4.1

52

Opportunities for Growth: My manager plays an active role in
my professional development and advancement.

3.6

52

Execution: My manager follows through on commitments.

4.1

75

Leadership and Motivation: My manager is sensitive to
satisfaction and morale in our workgroup.

3.9

71

Teamwork and Cooperation: My manager emphasizes
cooperation and teamwork among members of my workgroup.

4.0

57

Purpose and Direction: I receive useful and constructive
feedback from my manager.

3.7

50

Values: My manager always acts in a way that is consistent with
SampleCo's values.

4.1

77

Communication: My manager always makes sure I am informed
about decisions or changes that will affect me.

3.8

50
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Strategic Alignment

7

All Respondents

The amount of effort employees put forth is a function of engagement. Strategic Alignment ensures that employee effort
is focused in the right direction. If that effort is not focused in the right direction, it could be wasted.

25%

All Respondents

25%

50%

75%

43%

n

453

33%

Aligning employees with the organization's strategy requires that you (a) have a clear strategy, (b) communicate that
strategy, and (c) make sure that employees understand how that strategy relates to them. The items listed below
address these topics.

= Driver of engagement. The number of bars indicates how strong the driver is.
= Score is OK
= Moderate to low score. Potential problem area. Take a closer look.
= Low score. Problem area.
= Benchmark reference line.
FREQ = Frequency distribution of responses. Red indicates a high level of disagreement.

DR IVER

AVG

% ILE

SampleCo has a clear set of priorities and objectives.

3.8

50

I have a clear understanding of SampleCo's strategic goals.

3.8

48

I have a clear understanding of SampleCo's values and behavioral
standards.

4.2

75

I understand how my work directly contributes to the overall
success of SampleCo.

4.2

51

The work I do makes a difference to the organization.

4.2

59

I know what I need to do to succeed at SampleCo.

3.9

43

My manager clearly defines goals and expectations.

3.9

59
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Competency (Upward Feedback)

8

All Respondents
Do managers have the skills needed to get the job done?
Do they display the behaviors needed to build relationships and motivate others?

The 3-factor competency model is based on statistical analysis of 360 degree feedback results for thousands of
managers and leaders across a wide range of organizations. All three of these areas are relevant to any person who is
in a management or leadership role.
The competency scores below reflect how direct reports rated their managers(i.e. "upward feedback"). This report can't
provide the same depth and detail as a complete 360 degree feedback survey, but it can provide high-level insight into
the effectiveness of managers and leaders.

99

75

50

25

1
Motivating and Inspiring

Building Relationships

Managing Execution

AVG

% ILE

Motivating and Inspiring

3.9

62

My manager is sensitive to satisfaction and morale in our
workgroup.

3.9

71

My manager creates an atmosphere that inspires others to achieve
at a higher level.

3.8

66

My manager effectively persuades others in order to build
commitment for ideas.

3.8

63

My manager makes decisions based on business needs rather than
a personal agenda.

4.1

60

My manager is personally committed to our strategy.

4.1

59

My manager helps people develop passion for their work.

3.6

54

25
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Competency (Upward Feedback)

8

All Respondents
AVG

% ILE

Building Relationships

4.0

61

My manager always acts in a way that is consistent with
SampleCo's values.

4.1

77

My manager tolerates honest mistakes as learning experiences.

4.2

76

My manager gives me the freedom I need to do my job effectively.

4.3

73

My manager values my talents and the contribution I make.

4.1

63

My manager emphasizes cooperation and teamwork among
members of my workgroup.

4.0

57

My manager plays an active role in my professional development
and advancement.

3.6

52

I am always treated fairly by my manager.

4.1

52

I can disagree with my manager without fear of getting in trouble.

3.9

52

My manager always makes sure I am informed about decisions or
changes that will affect me.

3.8

50

I receive useful and constructive feedback from my manager.

3.7

50

AVG

% ILE

Managing Execution

3.9

67

My manager consistently holds people accountable.

4.0

79

My manager follows through on commitments.

4.1

75

My manager is strongly results-oriented.

4.2

72

My manager remains focused, even under pressure.

4.1

71

My manager plans effectively and avoids firefighting.

3.8

61

My manager clearly defines goals and expectations.

3.9

59

My manager always addresses poor performance appropriately.

3.6

52

25

25
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Complete List of Scale and Item Scores

9

All Respondents
The list below includes all scales and items from the survey. The list is sorted by the average raw scale score.

When considering engagement-specific issues, the data in the engagement breakdown sections will help you focus on
the things that matter most to your employees. Just because an item on the list below has a low score does not mean it
is an area to focus on for increasing the level of employee engagement.
However, there may be other topics or issues that are of interest on this list - things that might not be as directly related
to engagement, but that are still relevant to your organization.

= Driver of engagement. The number of bars indicates how strong the driver is.
= Score is OK
= Moderate to low score. Potential problem area. Take a closer look.
= Low score. Problem area.
= Benchmark reference line.
= Industry benchmark (Healthcare Services).
FREQ = Frequency distribution of responses. Red indicates a high level of disagreement.

DR IVER

AVG

% ILE

Execution

4.0

70

My manager is strongly results-oriented.

4.2

72

My manager follows through on commitments.

4.1

75

My manager remains focused, even under pressure.

4.1

71

My manager plans effectively and avoids firefighting.

3.8

61

Workplace and Resources

4.0

55

My workplace is safe.

4.5

67

My workplace is well maintained.

4.0

57

My workplace is physically comfortable.

3.9

50

I have the resources I need to do my job well.

3.7

45

2

3

4

FREQ

mgr
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Complete List of Scale and Item Scores

9

All Respondents
DR IVER

AVG

% ILE

Purpose and Direction

4.0

52

I understand how my work directly contributes to the overall
success of SampleCo.

4.2

51

The work I do makes a difference to the organization.

4.2

59

My manager clearly defines goals and expectations.

3.9

59

I know what I need to do to succeed at SampleCo.

3.9

43

I receive useful and constructive feedback from my manager.

3.7

50

Respect for Employees

4.0

55

I am always treated fairly by my manager.

4.1

52

My manager values my talents and the contribution I make.

4.1

63

SampleCo respects its employees.

3.7

48

Quality and Customer Focus

3.9

53

At SampleCo, we maintain very high standards of quality in
everything we do.

4.3

83

Customer needs are the top priority at SampleCo.

3.9

32

Our senior leaders really understand the needs of our customers.

3.6

39

Values

3.9

70

I have a clear understanding of SampleCo's values and behavioral
standards.

4.2

75

4.1

77

4.0

70

3.8

59

3.4

67

2

3

4

FREQ

mgr

mgr

org

My manager always acts in a way that is consistent with
SampleCo's values.

mgr

High ethical standards are always maintained throughout
SampleCo.
The actions of our senior leaders support SampleCo's mission and
values.

org

Everybody at SampleCo lives up to the organization's values.
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Complete List of Scale and Item Scores

9

All Respondents
DR IVER

AVG

% ILE

Leadership and Motivation

3.9

62

My manager is personally committed to our strategy.

4.1

59

My manager makes decisions based on business needs rather than
a personal agenda.

4.1

60

3.9

71

3.8

66

My manager effectively persuades others in order to build
commitment for ideas.

3.8

63

My manager helps people develop passion for their work.

3.6

54

Respect for Management

3.9

61

I am very satisfied with my manager.

4.1

70

Our senior leaders are highly ethical.

3.9

70

Our senior leaders demonstrate strong leadership skills.

3.8

57

The leaders of SampleCo really know what they are doing.

3.7

48

Empowerment/ Autonomy

3.8

52

My manager gives me the freedom I need to do my job effectively.

4.3

73

Employees are empowered and encouraged to solve problems on
their own.

3.8

50

Employees are given the freedom and authority they need to make
necessary decisions.

3.6

52

I can take action without the need for excessive formal approvals.

3.4

31

My manager is sensitive to satisfaction and morale in our
workgroup.

mgr

My manager creates an atmosphere that inspires others to achieve
at a higher level.

mgr

2

3

4

FREQ

mgr

org
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Complete List of Scale and Item Scores

9

All Respondents
DR IVER

AVG

% ILE

Organizational Effectiveness

3.7

52

SampleCo has high performance standards.

4.2

81

SampleCo has a clear set of priorities and objectives.

3.8

50

SampleCo is willing to make changes when necessary in order to
remain competitive.

3.8

46

SampleCo retains its most talented employees.

3.0

26

Compensation

3.7

72

The benefits I receive are comparable to those offered by other
organizations.

4.0

80

I am paid fairly for the work I do.

3.4

63

Opportunities for Growth

3.7

60

My manager tolerates honest mistakes as learning experiences.

4.2

76

3.6

52

I have plenty of opportunities for professional growth at SampleCo.

3.3

49

Accountability

3.7

64

My manager consistently holds people accountable.

4.0

79

People are held accountable for achieving goals and meeting
expectations.

3.9

74

Our senior leaders are held accountable for achieving results.

3.6

53

My manager always addresses poor performance appropriately.

3.6

52

Poor performance is effectively addressed throughout this
organization.

3.3

56

My manager plays an active role in my professional development
and advancement.

2

3

4

FREQ

mgr
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Complete List of Scale and Item Scores

9

All Respondents
DR IVER

AVG

% ILE

3.7

58

4.0

57

3.7

60

It really feels like everybody is on the same team at SampleCo.

3.3

58

Feedback

3.6

52

I am given adequate feedback about my performance.

3.7

58

When I do a good job, I receive the praise and recognition I
deserve.

3.5

47

Personal Expression

3.6

46

I can disagree with my manager without fear of getting in trouble.

3.9

52

My ideas and opinions count at work.

3.8

57

3.6

44

3.3

32

Trust

3.6

57

I could report unethical activities without fear of reprisal.

3.8

66

There is an atmosphere of trust at SampleCo.

3.5

65

Our senior leaders will take action based on the results of this
survey.

3.3

41

3.5

46

3.8

50

3.8

48

3.3

44

3.2

41

Teamwork and Cooperation
My manager emphasizes cooperation and teamwork among
members of my workgroup.

2

3

4

FREQ

mgr

There is a strong spirit of teamwork and cooperation among
employees.
org

org

People with different ideas are valued at SampleCo.
Our senior leaders are genuinely interested in the opinions of all
employees.

org

org

Communication
My manager always makes sure I am informed about decisions or
changes that will affect me.

mgr

I have a clear understanding of SampleCo's strategic goals.
Our senior leaders communicate well with the rest of the
organization.

org

org

Information and knowledge are shared openly within SampleCo.
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Complete List of Scale and Item Scores

9

All Respondents
DR IVER

AVG

% ILE

Fairness

3.2

42

Favoritism is not an issue in raises or promotions.

3.3

45

Everybody is treated fairly at SampleCo.

3.2

44

SampleCo's policies for promotion and advancement are always
fair.

3.1

38

Stress and Workload

3.2

26

The pace of the work at SampleCo enables me to do a good job.

3.5

35

The amount of work I am asked to do is always reasonable.

3.4

19

My job does not cause stress or anxiety in my life.

2.6

25

2

3

4

FREQ

org
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Written Comments
All Respondents

10

Sample only – additional comments have been omitted for brevity

General Comments
What do you like most about working for this organization?

• I love working for a company that takes action, and is very involved with the Community.
• The people I work with and the people I work for. The goal oriented atmosphere and the drive of the
company to grow.

• The feeling that what I do on a day to day basis has a direct impact on our company and its success.
That there is always something new and exciting in the works, everyday there is an effort to make
things better for the company and the clients

What causes you the most stress or frustration at work?

• The lack of trust from management that we can do our jobs without having so many other people
approving. We have all been hired for our skills but are often not trusted to use them.

• Disorganized processes, not consistent with managerial decisions
If you were the president of this organization, what would you do differently?

• I would set goals and rewards for my staff. We talk about it all day long to our clients, but were not
doing it ourselves.

• More staff participation in the monthly staff meetings. There seems to be a hierarchy type of
management developing. I would make the organization flat. Say things the way they are instead of
always trying to sugar coat things. Staff appreciated when one is being open & honest.

• Be more clear from the top down - lay out a vision, give clear expectations and job descriptions to
each person and "let go" so the business runs in an efficient manner as possible. Give timely and
effective feedback.

What about this organization causes you to give more than what’s expected (or
necessary to keep your job)?

• I really connect with what SampleCo believes in and what they are trying to accomplish and I feel
honoured to be part of their team! I want to see SampleCo succeed.

• I think because the owners have such high standards of worth Ethic. I think everyone that works for
SampleCo has that. So, we all work hard. Also when you enjoy what you do its easy.

What about this organization causes you to withhold your extra effort?

• My specific role within the company does not tap into my full potential. I feel I am unchallenged here
and therefore I don't feel that I am working as hard or trying as hard as I could be.

• Seeing a lack of effort from others. When others direct work towards myself or other coworkers, that
they are capable of doing themselves.
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Written Comments
All Respondents

10

Sample Virtual Focus Group comments. Additional comments omitted for brevity.

What gets in the way of teamwork and/or cooperation in this organization?

• People who do not take every effort to educate themselves about the company and its products and
procedures. Procedures that are set up for very good reasons but not followed. Managers that are not
available when you really need them because they are always in a meeting. Meetings are important
but so is supporting your team in every way that you can.

• There is an 'US vs Them' mentality between the OSRs and Head Office staff. There is also a lack of
understanding by senior management that as a company marketing itself as 'green', we need to 'walk
the walk' in all respects, not just the ones that are convenient.

• 1) Other team members not going to same distance for another as they would for themselves, i.e.;
rushing through a call with one of my accounts and not bothering to update them on anything new
when they would definitely do that with their own account. 2) Other team members writing down
orders instead of putting them directly into WOE but they do their own orders in WOE.

• Sometimes I feel that things at head office aren't consistent. It seems to be getting much better. It just
is frustrating when new decisions are made and we don't hear about it till after.

• My Direct Supervisor tried to outwardly say that she is a "cheerleader" for me when she is nothing
but. I get phone calls that are completely negatively based. I feel I have devoted my life to SampleCo
and have given it my blood, sweat and tears and to now get regular phone calls giving me solely
negative feedback. It is very discouraging.

What could be done to improve teamwork and cooperation?

• People need to be trained properly and by a manager so that they can learn the proper procedures
and be encouraged to take notes for future reference. This will also allow the manager to see the
progress or lack thereof and make the right decision within the three month probation period on
whether or not the person will fit with the team and be able to grow with the company. The three
month probation is not being utilized.

• Better communication and cooperation throughout the whole company.
• Better communication
• Having monthly meetings are great, however when they first started, there wasn't time for staff to ask
questions and hence the standard was set for the meeting to be 1 way vs a 2 way communication
medium. Honest and open communication vs. trying to over-sell things. It becomes obvious.
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