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EXECUTIVE SUMMARY

Florida Gulf Coast University as a part of the State University System and in a continued
effort to meet its mission of providing quality education is committed to a planning and
evaluation system designed to continuously assess and improve its performance. The
Institutional Effectiveness Plan, which has been developed with full participation of all
university constituencies, provides an overall framework and direction for evaluation. Included
within this framework are the evaluation of students, faculty, staff, administrators, and the
University as to climate and effectiveness and efficiency of service.

Last year, as part of the implementation of the Institutional Effectiveness Plan, a climate
survey was administered to all full-time faculty who are assigned to teach 50% or more of their
workload. In July of 2002, as a continuation of the assessment of FGCU’s climate, a survey was
administered to full-time USPS and A&P staff. This survey shared many items with the survey
administered to faculty, but was tailored to the unique demands and conditions experienced by
staff. This effort was initiated by the Staff Advisory Council and carried out by a eight-member
task force comprised of staff, one member from Human Resources, and one member from the
Office of Planning and Evaluation. This report is one step in the process of continual
improvement of the climate at our University.

Special thanks go to the group who developed the survey and assisted in the interpretation of the
data for their perseverance in this complex and somewhat complicated task.
Georgia Allen, Coordinator, Library Computer Systems;
Steve Belcher, Director, Human Resources;
Jon Brunner, Director, University Counseling Center;
Aixa Chaves, Laboratory and Senior Stores Manager, College of Arts and Sciences;
Troy Kelly, Senior Utilities Supervisor, Physical Plant;
Marc Laviolette, Assistant University Registrar; and
Wanda Smith, Executive Secretary for Occupational Therapy, College of Health Professions.
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Description of Respondents

There was a total of 234 (71%) staff who responded to the survey. Of these, 168 (75%) reported
working in a non-academic unit and 55 (25%) reported working in an academic unit. One
hundred forty-five (64%) identified themselves as being in a non-supervisory role while 83
(36%) identified themselves as supervisors.

When asked how long they had been employed at FGCU, 106 (47%) reported more than 4 years,
71 (32%) reported between 2 and 4 years, and 48 (21%) reported fewer than 2 years. Prior to
their employment at FGCU, 90 (39%) had worked at another university or college while 138
(61%) had not.

In their current position at FGCU, 96 (42%) sometimes work directly with students, nearly the
same amount (N=91, 40%) often work with students, and only 40 (18%) never work directly
with students. When asked if they felt they made an important contribution to student success,
176 (76%) agreed or strongly agreed, 45 (19%) reported that it did not apply to them, and only
11 (5%) disagreed or strongly disagreed with the statement.

Most of the respondents, (N=178, 81%) reported that they planned to stay at FGCU with 96
(44%) planning to stay in their current position and 82 (37%) planning to seek a promotion here
at FGCU. Twenty-three (10%) plan to take a position at another institution or company and 6
(3%) plan to retire. The remaining 13 (6%) chose “other” as their response with nearly half
stating they weren’t sure about their future plans.

Perception of Current Environment

When respondents were asked whether or not their workload had gotten heavier over the last
year, 180 (78%) reported that it had gotten either generally heavier or much heavier. The other
22% reported that it had remained about the same. Regarding stress at work, 152 (65%) reported
that their level of stress had gotten generally higher or much higher. Another 32% reported that it
had remained about the same with 3% stating it had gotten generally lower.

Respondents were asked about how well staff, faculty, and administrators worked together to
solve common problems. When the question centered on co-workers, the responses were
generally more positive than when it centered on working with administrators and they were
even less favorable when reporting on working with faculty. This pattern was consistent
regardless of whether the question was posed in the context of their office/department or their
division/college with responses being somewhat more positive when referring to their
office/department. A slight majority of the respondents did report that they had repeated
difficulty working with at least one other division/college (N=126, 55%).

Addressing Issues Internal to a Department

When problems arose initially, 128 (56%) reported that they first would speak with their
immediate supervisor and 79 (35%) reported that they would first speak with a co-worker. If the
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problem was not resolved, then they would speak to their immediate supervisor (N=99, 46%) or
the person in the next supervisory level (N=85, 40%).

Summary of Open-Ended Responses

Regarding Future Plans

Respondents were given the opportunity to write-in comments in two different sections of the
survey. The first pertained to their plans regarding their employment in the immediate future.
The second section gave respondents an opportunity to write whatever they wanted to add that
they believed was not adequately addressed elsewhere in the survey.

When asked what their plans were for the next two to three years, thirteen respondents answered
“other”. Three of these did not provide any comment. Five stated that their plans depend on what
happens at FGCU in the near future, and three reported that they were pursuing employment
outside of FGCU. One stated that s/he was seeking another position at FGCU and another one
stated that s/he was returning to school full-time.

An additional 36 people provided comments in this section. Fourteen (39%) of them addressed
the lack of opportunities for advancement within the University. Two of the fourteen stated that
they were taking courses to improve their opportunities. The following are examples of the other
twelve comments. “My preference would be to career advance here as FGCU is an excellent
employer and leading organization regionally. However, if advancement is not available I may
seek advancement elsewhere to remain true to personal life planning goals.” “I plan to seek
employment with another company because after 5 years at FGCU I have not had any
opportunity to advance and do not see any opportunities in the next 4-5 years.” “The process of
advancement at FGCU seems to be unnecessarily burdensome.”

There were six (17%) comments related to salary and benefits. The following are examples of
these comments. “I hope my salary can be brought up to the level of other similar department
heads in my division. It’s now nearly $10,000 less.” “The benefits of working for the state
(university) are disappearing. Need to find employment that allows for growth, advancement and
decent income.”

Four (11%) comments were positive regarding their current position. The following are
examples of these comments. “I plan to be here for the long haul until retirement. My position /
department is a good place for advancement in the future.” “I’m looking forward to being here
for several years. I enjoy my job and am able to think ‘long term’ for the first time in many
years.”

There were an additional four (11%) comments made where respondents reported that they felt
overworked and stressed in their position. The following are examples of these comments. “Most
employees are understaffed and overworked which leads to a stressful workplace. I plan on
working at another institution that meets a professional and caring atmosphere.” “Working at the
University in my current position has been frustrating. In fact, with unforeseen budget cuts,
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student population growth and lack of appropriate staffing, it is becoming difficult to serve the
campus in the manner the office should.”

Three (8%) respondents made comments about low morale and a lack of leadership.
One example of these comments is: “Our best people are put under great stress and leave to work
elsewhere under what seems like duress. It is the opinion of many current and former employees
that this building needs changes in its upper management to survive.”

There were five (14%) comments that did not fit under any already mentioned classification and
were so different from each other that they could not be classified together as an additional
grouping. Examples of these comments are: “Length of time may vary” and “Take a nice
vacation.”

NOTE: One comment was a criticism of the survey itself. The Office of Planning and Evaluation
will take the comment under consideration when creating its next survey.

General Comments

There were a total of 123 comments made by 81 (35%) of the respondents. All but seven were
negative in nature. Most of these addressed the areas of administrative leadership, inequity of
compensation, evaluations and distribution of bonuses, and morale.

Points of Divergence:
Importance versus Satisfaction

The greatest differences between what was important and the level of satisfaction was found in
the areas of adequate staffing in their office to do their work and opportunities for promotion.
The next two areas of greatest difference were in earning a comfortable living and being treated
equitably at FGCU. Other areas of note were: being treated equitably within their division,
feeling that co-workers were treated equitably, and experiencing professional growth.



Report - Staff Climate Survey (N=234) - 10/20/03 - 7 of 31 pages

FULL-TIME USPS AND A&P STAFF CLIMATE SURVEY REPORT



Report - Staff Climate Survey (N=234) - 10/20/03 - 8 of 31 pages

FULL-TIME USPS AND A&P
CLIMATE SURVEY RESULTS

Description of the Respondents

There were a total of 234 (71%) of all full-time USPS and A&P employees who responded to the
survey. While not all respondents answered all questions, the average response rate for items was
96%. The lowest response rate for any single item in section one, Perception of the Current
Environment, was 90%, the lowest response rate for any item in section two, Importance, was
68%, and the lowest response rate for any item in section three, Satisfaction, was 96%. These
response rates are considered more than adequate to represent the full-time USPS and A&P
employees at FGCU.

The majority of these respondents (75%) reported working in a non-academic unit while 36%
stated that they are currently in a supervisory role. Forty-seven percent reported having worked
at FGCU for four or more years, and 39% reported that they had worked at another university or
college prior to their employment at FGCU, and 82% report working directly with students often
or sometimes. This is representative of the population of full-time USPS and A&P staff.

In addition, 81% plan to remain at FGCU with a little over half of those in their current position
and the rest seeking a promotion. Only 10% reported that they plan to seek a position at another
company or institution (See Tables 1-6).

Table 1. Are you currently working in an academic or non-academic unit?
(N=223)

Academic Non-Academic
N (%) N (%)

55 (25) 168 (75)

Table 2. Are you currently working as a supervisor?
(N=228)

Yes No
N (%) N (%)

83 (36) 145 (64)

Table 3. How many years have you been employed at FGCU?
(N=225)

Fewer than 2 years Between 2 and 4 years More than 4 years
N (%) N (%) N (%)

48 (21) 71 (32) 106 (47)

Table 4. Prior to your employment at FGCU, have you worked at another university/college?
(N=228)

Yes No
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N (%) N (%)
90 (39) 138 (61)

Table 5. In my current position, I work directly with students:
(N=227)

Often Sometimes Never
N (%) N (%) N (%)

91 (40) 96 (42) 40 (18)

Table 6. What are your plans for the next two to three years?
(N=220)

Continue in my
current position
here at FGCU

Seek a promotion
here at FGCU

Take a position at
another

institution/
company

Plan to retire Other

N (%) N (%) N (%) N (%) N (%)
96 (44) 82 (37) 23 (10) 6 (3) 13 (6)

Future Plans

Respondents were given the opportunity to provide written comments regarding their future
plans when asked what their plans were for the next two to three years. Thirteen respondents
answered “other” with 10 of these adding comments. Five stated that their plans depend on what
happens at FGCU in the near future, and three reported that they were pursuing employment
outside of FGCU. One stated that s/he was seeking another position at FGCU and another one
stated that s/he was returning to school full-time.

An additional 36 people provided comments in this section, Future Plans. Fourteen (39%) of
them addressed the lack of opportunities for advancement within the University. Two of the
fourteen stated that they were taking courses to improve their opportunities. The following are
examples of the other twelve comments. “My preference would be to career advance here as
FGCU is an excellent employer and leading organization regionally. However, if advancement is
not available I may seek advancement elsewhere to remain true to personal life planning goals.”
“I plan to seek employment with another company because after 5 years at FGCU I have not had
any opportunity to advance and do not see any opportunities in the next 4-5 years.” “The process
of advancement at FGCU seems to be unnecessarily burdensome.”

There were six (17%) comments related to salary and benefits. The following are examples of
these comments. “I hope my salary can be brought up to the level of other similar department
heads in my division. It’s now nearly $10,000 less.” “The benefits of working for the state
(university) are disappearing. Need to find employment that allows for growth, advancement and
decent income.”

Four (11%) comments were positive regarding their current position. The following are
examples of these comments. “I plan to be here for the long haul until retirement. My position /
department is a good place for advancement in the future.” “I’m looking forward to being here
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for several years. I enjoy my job and am able to think ‘long term’ for the first time in many
years.”

There were an additional four (11%) comments made where respondents reported that they felt
overworked and stressed in their position. The following are examples of these comments. “Most
employees are understaffed and overworked which leads to a stressful workplace. I plan on
working at another institution that meets a professional and caring atmosphere.” “Working at the
University in my current position has been frustrating. In fact, with unforeseen budget cuts,
student population growth and lack of appropriate staffing, it is becoming difficult to serve the
campus in the manner the office should.”

Three (8%) respondents made comments about low morale and a lack of leadership.
One example of these comments is: “Our best people are put under great stress and leave to work
elsewhere under what seems like duress. It is the opinion of many current and former employees
that this building needs changes in its upper management to survive.”

There were five (14%) comments that did not fit under any already mentioned classification and
were so different from each other that they could not be classified together as an additional
grouping. Examples of these comments are: “Length of time may vary” and “Take a nice
vacation.”

NOTE: One comment was a criticism of the survey itself. The Office of Planning and Evaluation
will take the comment under consideration when creating its next survey.

Perception of Current Environment

Respondents were asked whether their workload had gotten lighter or heavier over the past year.
Out of the 231 who responded to this question, 180 (78%) reported that it had gotten generally or
much heavier (Table 7). When asked whether or not their level of stress had changed over the
past year, 152 (65%) stated that it had gotten generally or much higher (Table 8).

Table 7. Has the workload placed on you gotten lighter or heavier in the last year?
(N=231)
Much lighter Generally

lighter
About the same Generally

heavier
Much heavier

N (%) N (%) N (%) N (%) N (%)
0 - 1 - 50 (22) 104 (45) 76 (33)

Table 8. Has the stress level of your work environment gotten lower or higher in the last year?
(N=233)
Much lower Generally lower About the same Generally

higher
Much higher

N (%) N (%) N (%) N (%) N (%)
1 - 6 (3) 74 (32) 85 (36) 67 (29)
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Staff were then asked to rate how well they and others were able to work together to solve
common problems. Regarding how well co-workers and supervisors and staff within an office/
department work together to solve common problems, 60% and 57% respectively, respondents
rated them as excellent or above average. Regarding how well staff and faculty either within an
office/ department or across offices/ departments work together to solve common problems, 45%
or more respondents rated them as excellent or above average.

Concerning how well administrators or co-workers work together across offices/ departments, at
least 36% of the respondents rated them as excellent or above average. Fewer than 35% rated the
as excellent or above average the ability of supervisors and staff or faculty and staff across
offices/ departments to work together to solve common problems (Table 9). In addition, 126
(55%) of the respondents reported that there was a particular division or college that their office/
department had difficulty working with repeatedly (Table 10).

When a problem initially arises, 128 (56%) of these respondents reported that they first speak
with their immediate supervisor and 79 (35%) speak first with a co-worker. If the problem is not
resolved, 85 (40%) go to the person in the next supervisory level while 99 (46%) speak with their
immediate supervisor (Table 11).

There were 176 (76%) of respondents felt that they made an important contribution to student
success. This number may be reflective of the report that only 25% of the respondents work in an
academic unit and only 40% indicated that they worked directly with students often (as opposed
to sometimes or never; Table 12).
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Table 9. Ratings of How Well Employees Work Together
Statement Excellent Above Average Average Below Average Unsatisfactory

N (%) N (%) N (%) N (%) N (%)
How would you rate your
office/department as to the extent to
which co-workers work together to solve
common problems? (N=233)

58 (25) 81 (35) 60 (26) 25 (10) 9 (4)

How would you rate your
division/college as to the extent to which
co-workers work together to solve
common problems? (N=219)

19 (9) 59 (27) 71 (32) 51 (23) 19 (9)

How would you rate your
office/department as to the extent to
which supervisors and staff work
together to solve common problems?
(N=232)

55 (24) 77 (33) 52 (22) 30 (13) 18 (8)

How would you rate your
division/college as to the extent to which
supervisors and staff work together to
solve common problems? (N=218)

21 (10) 47 (21) 67 (31) 59 (27) 24 (11)

How would you rate your office
department as to the extent to which staff
and/or faculty work together to solve
common problems? (N=228)

32 (14) 77 (34) 79 (35) 32 (14) 8 (3)

How would you rate your
division/college as to the extent to which
staff and/or faculty work together to
solve common problems? (N=211)

15 (7) 44 (21) 86 (41) 51 (24) 15 (7)

How would you rate your staff and/or
faculty as to the extent to which they
work together with staff and/or faculty of
other divisions to solve common
problems? (N=227)

27 (12) 76 (33) 84 (37) 33 (15) 7 (3)
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Overall, how would you rate the
administrators of your division/college as
to the extent to which they work together
with administrators of other
divisions/colleges to solve common
problems? (N=226)

26 (12) 57 (25) 91 (40) 33 (15) 19 (8)

Table 10. Are there specific divisions/colleges that your staff, faculty, or administrators have repeated difficulty working with to solve
common problems? (N=230)

Yes No Unsure
N (%) N (%) N (%)

126 (55) 50 (22) 54 (23)

Table 11. Addressing Problems At Work
When a problem initially arises, I first talk to: (N=226)

A co-worker My immediate
supervisor

The person in the
next supervisory

level

Vice-President/
Provost

President Other

N (%) N (%) N (%) N (%) N (%) N (%)
79 (35) 128 (56) 6 (3) 0 - 2 (1) 11 (5)

If a problem is not resolved, I then speak to: (N=214)
A co-worker My immediate

supervisor
The person in the
next supervisory

level

Vice-President/
Provost

President Other

N (%) N (%) N (%) N (%) N (%) N (%)
12 (6) 99 (46) 85 (40) 5 (2) 0 - 13 (6)

Table 12. In my position at FGCU, I feel I make an important contribution to student success.
(N=232)

Strongly Agree Agree Disagree Strongly Disagree Does Not Apply
N (%) N (%) N (%) N (%) N (%)

77 (33) 99 (43) 7 (3) 4 (2) 45 (19)
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Importance

Ninety-two percent of the respondents reported that to have the support of their immediate supervisor was very or somewhat more
important to them. The items identified as very or somewhat more important by 90% of the respondents were: to have respect for my
immediate supervisor, to be treated equitably within my department/ division, and to work with people who treat each other with
respect.

More than 88% of the respondents identified to have a sense of personal accomplishment, to receive respect from my immediate
supervisor, and to be treated equitably at FGCU as very or somewhat important. Eighty-seven percent of the respondents reported that
earning a comfortable living, having sufficient staffing to do their work, and to feel that their expertise is used productively as very or
somewhat important.

Between 85% and 86% of the respondents reported that knowing their co-workers were treated equitably, having sufficient technology
resources to do their work, being able to work within their own set of ethics, having a pleasant atmosphere to work in, being free of
harassment, and feeling physically safe in their work environment as very or somewhat important.

More than 83% of the respondents identified being part of an organization I feel proud of, having employment security, experiencing
professional growth and development, and having sufficient fiscal resources to do their work as very or somewhat important. More
than 80% reported that receiving respect from my co-workers, being kept informed of campus-wide events, being kept informed of
events sponsored by their department/ division, and having opportunities for promotion as very or somewhat important.

Of interest is that all items in this section were identified by more than 50% of the respondents as very or somewhat important. Table
13 displays the results in greater detail.

Satisfaction

More than 90% of the respondents agreed or strongly agreed with the statements: I feel physically safe in my work environment, my
co-workers respect me, and I feel a sense of personal accomplishment. Eighty-eight percent agreed or strongly agreed that they
respected their immediate supervisor and that they were able to work within their own set of ethics.

Between 86% and 87% agreed or strongly agreed that their immediate supervisor respects them, that they work with people who
embrace diversity, that they are proud to work at FGCU, and that they are free of harassment. Between 84% and 85% agreed or
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strongly agreed that they have adequate opportunities to get to know their co-workers, they know the expectations their immediate
supervisor has for them, and they have the support of their immediate supervisor.

More than 80% of the respondents agreed or strongly agreed that they were satisfied with their work hours, they have a comfortable
physical work environment, they can set their own priorities, and they are kept informed of events sponsored by their office.

Staff reported least satisfaction with opportunities for promotion, sufficiency of staffing in their office / department, having support
from the vice-president/ provost, having support from the president, and earning a comfortable living. Table 14 displays the results in
greater detail.

Importance vs. Satisfaction

The greatest differences between what was important and the level of satisfaction was found in the areas of adequate staffing in their
offices to do their work and opportunities for promotion. While 87% felt that having sufficient staffing in their office was very or
somewhat more important, only 43% were satisfied with the current level of staffing. Similarly, where 81% of the respondents
reported that having opportunities for promotion was very or somewhat important, only 38% were satisfied with their current
opportunities. These reflect differences of 44% and 43%, respectively.

The next two areas of greatest difference were in earning a comfortable living and being treated equitably at FGCU. Eighty-seven
percent reported that earning a comfortable living was very or somewhat more important, while 49% agreed or strongly agreed with
the statement that they earned a comfortable living. Eighty-eight percent reported that being treated equitably at FGCU was very or
somewhat more important, while 57% reported satisfaction with equitability of their treatment. These reflect differences of 38% and
31%, respectively.

Other areas of noticeable differences were: being treated equitably within their division, feeling that co-workers were treated
equitably, and experiencing professional growth. Ninety percent of respondents indicated that being treated equitably within their
department/ division was very or somewhat more important, while 67% reported that they felt they were treated equitably. Eighty-six
percent indicated that knowing their co-workers were treated equitably was very or somewhat more important, while 63% reported
that they felt their co-workers were being treated equitably. Experiencing professional growth and development related to their current
positions was identified as very or somewhat more important by 83%, but just 61% of the respondents indicated satisfaction with the
statement that their current position allows them to experience this kind of growth. Each of these last three areas reflects differences
greater than 20%. Figures 1 through 8 illustrate the differences between the reported importance of each item with the satisfaction
with that item.



Report - Staff Climate Survey (N=234) - 10/20/03 - 16 of 31 pages

Table 13. Importance

Statement Very Important Somewhat more
important

Important Not important Not able to
evaluate

N (%) N (%) N (%) N (%) N (%)
To earn a comfortable living (N=233) 167 (72) 36 (15) 30 (13) 0 - 0 -
To receive recognition from my immediate
supervisor for my efforts (N=233)

102 (44) 58 (25) 67 (29) 6 (2) 0 -

To have enough time to accomplish my
responsibilities (N=233)

125 (54) 41 (18) 66 (28) 1 - 0 -

To have a manageable work load (N=233) 113 (49) 55 (24) 63 (27) 2 (1) 0 -
To have clear expectations from my
immediate supervisor (N=233)

131 (56) 57 (25) 42 (18) 3 (1) 0 -

To have the support of my immediate
supervisor (N=233)

175 (75) 39 (17) 16 (7) 3 (1) 0 -

To have the support of the person in the next
supervisory level above my immediate
supervisor (N= 231)

111 (48) 67 (29) 42 (18) 5 (2) 6 (3)

To have the support of the vice-president/
provost (N=233)

94 (40) 51 (22) 52 (22) 9 (4) 27 (12)

To have the support of the president (N=233) 95 (41) 43 (19) 51 (22) 15 (6) 29 (12)
To have a satisfactory procedure for
performance evaluation (N=234)

121 (52) 51 (22) 55 (23) 6 (3) 1 -

To have employment security (N=234) 158 (67) 37 (16) 35 (15) 4 (2) 0 -
To have a sense of personal accomplishment
(N=233)

172 (74) 35 (15) 23 (10) 3 (1) 0 -

To have independence and freedom to set my
own priorities (N=233)

96 (41) 72 (31) 53 (23) 11 (5) 1 -

To be part of an organization that I feel proud
of (N=234)

153 (65) 45 (19) 30 (13) 6 (3) 0 -

To receive respect from my immediate
supervisor (N=227)

157 (69) 44 (19) 25 (11) 1 (1) 0 -
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To receive respect from my co-workers
(N=225)

123 (55) 61 (27) 41 (18) 0 - 0 -

To receive respect from faculty (N=225) 76 (34) 55 (24) 59 (26) 11 (5) 24 (11)
To receive respect from the students (N=224) 81 (36) 48 (21) 55 (25) 11 (5) 29 (13)
To have respect for my immediate supervisor
(N=225)

159 (71) 42 (19) 24 (10) 0 - 0 -

To have respect for the director/dean of my
unit (N=224)

132 (59) 44 (19) 33 (15) 2 (1) 13 (6)

To have respect for the vice-president/
provost (N=224)

102 (46) 44 (19) 53 (24) 9 (4) 16 (7)

To have respect for the president (N=225) 106 (47) 41 (18) 56 (25) 10 (4) 12 (5)
To work in partnership with faculty (N=224) 67 (30) 60 (27) 58 (26) 9 (4) 30 (13)
To feel as though I belong (am a part of
FGCU) (N=224)

104 (46) 64 (29) 49 (22) 6 (3) 1 -

To understand the mission of the University
(N=225)

80 (36) 54 (24) 73 (32) 15 (7) 3 (1)

To experience professional growth and
development related to my current position
(N=226)

140 (62) 48 (21) 32 (14) 6 (3) 0 -

To be treated equitably at FGCU (N=226) 160 (71) 39 (17) 27 (12) 0 - 0 -
To be treated equitably within my
department/division (N=225)

166 (74) 36 (16) 23 (10) 0 - 0 -

To know that my co-workers are being
treated equitably (N=224)

144 (64) 49 (22) 31 (14) 0 - 0 -

To work with people who are accepting of
views different from their own (N=225)

114 (51) 62 (27) 42 (19) 6 (3) 1 -

To work with people who treat each other
with respect (N=226)

172 (76) 32 (14) 22 (10) 0 - 0 -

To work with people who embrace diversity
(N=233)

99 (43) 50 (21) 69 (30) 14 (6) 1 -

To have adequate opportunity to get to know
my co-workers (N=232)

54 (23) 64 (28) 97 (42) 17 (7) 0 -
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To have fiscal resources to do my work
(N=233)

135 (58) 57 (25) 37 (16) 3 (1) 0 -

To have technology resources to do my work
(N=232)

140 (60) 60 (26) 31 (13) 0 - 1 (1)

To have sufficient staffing in my office/
department to do our work (N=233)

158 (68) 44 (19) 31 (13) 0 - 0 -

To be kept informed of campus-wide events
that affect the work I do (N=232)

119 (51) 68 (30) 39 (17) 3 (1) 3 (1)

To be kept informed of events sponsored by
or held within my department/division that
affect the work I do (N=233)

147 (63) 41 (18) 43 (19) 1 - 1 -

To be kept informed of events sponsored or
held within my office (N=233)

151 (65) 41 (18) 38 (16) 0 - 3 (1)

To be able to work in accordance with my set
of ethics (N=231)

161 (70) 34 (15) 32 (14) 3 (1) 1 -

To be satisfied with work hours and schedule
(N=233)

127 (54) 53 (23) 51 (22) 2 (1) 0 -

To have a comfortable physical work
environment (N=231)

121 (52) 61 (26) 46 (20) 2 (1) 1 -

To have a pleasant atmosphere in which to
work (N=232)

152 (65) 46 (20) 32 (14) 2 (1) 0 -

To be free of harassment (N=171) 124 (72) 22 (13) 22 (13) 3 (2) 0 -
To feel physically safe in my work
environment (N=160)

113 (71) 21 (14) 24 (15) 1 - 1 -

To have adequate parking (N=169) 80 (47) 29 (17) 51 (30) 8 (5) 1 (1)
To have opportunities for promotion
(N=162)

99 (61) 33 (20) 25 (15) 4 (3) 1 (1)

To feel that my expertise is used
productively (N=160)

111 (69) 29 (18) 20 (13) 0 - 0 -
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Table 14. Satisfaction

Statement Strongly Agree Agree Disagree Strongly
Disagree

Not
applicable

N (%) N (%) N (%) N (%) N (%)
I earn a comfortable living (N=231) 16 (7) 97 (42) 76 (33) 42 (18) 0 -
My immediate supervisor give me
recognition for my efforts (N=233)

83 (36) 100 (43) 34 (14) 14 (6) 2 (1)

I have enough time to accomplish my
responsibilities (N=234)

23 (10) 130 (56) 54 (23) 26 (11) 1 -

I have a manageable work load (N=234) 22 (9) 131 (56) 51 (22) 30 (13) 0 -
I know the expectations my immediate
supervisor has for me (N=233)

61 (26) 135 (58) 22 (9) 13 (6) 2 (1)

I have the support of my immediate
supervisor (N=233)

105 (45) 92 (39) 21 (9) 13 (6) 2 (1)

I have the support of the person in the next
supervisory level above my immediate
supervisor (N=231)

56 (24) 103 (44) 34 (15) 25 (11) 13 (6)

I have the support of the vice-president/
provost (N=230)

28 (12) 81 (35) 32 (14) 27 (12) 62 (27)

I have the support of the president (N=232) 32 (14) 81 (35) 24 (10) 26 (11) 69 (30)
The procedure for how my performance is
evaluated is satisfactory (N=234)

38 (16) 126 (54) 36 (15) 28 (12) 6 (3)

I feel secure in my position (N=234) 43 (18) 136 (58) 37 (16) 18 (8) 0 -
I feel a sense of personal accomplishment
from my work (N=234)

103 (44) 108 (46) 16 (7) 7 (3) 0 -

I can set my own priorities (N=232) 56 (24) 131 (56) 34 (15) 9 (4) 2 (1)
I am proud to work at FGCU (N=231) 96 (42) 101 (44) 24 (10) 9 (4) 1 -
My immediate supervisor respects me
(N=227)

107 (47) 91 (40) 19 (8) 9 (4) 1 (1)
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My co-workers respect me (N=226) 66 (29) 150 (66) 8 (4) 2 (1) 0 -
The faculty respect me (N=225) 31 (14) 118 (53) 28 (12) 3 (1) 45 (20)
The students respect me (N=226) 44 (19) 118 (52) 6 (3) 2 (1) 56 (25)
I respect my immediate supervisor (N=224) 121 (54) 77 (34) 16 (7) 9 (4) 1 (1)
I respect the director/dean of my unit
(N=224)

82 (37) 81 (36) 26 (12) 23 (10) 12 (5)

I respect the vice-president/provost (N=224) 55 (25) 96 (43) 34 (15) 20 (9) 19 (8)
I respect the president (N=225) 66 (29) 101 (45) 26 (12) 17 (7) 15 (7)
The faculty and I work together in
partnership to accomplish common goals
(N=224)

41 (18) 95 (42) 25 (11) 8 (4) 55 (25)

I feel a sense of community here at FGCU
(N=225)

28 (12) 110 (49) 60 (27) 24 (11) 3 (1)

I understand the mission of the University
(N=226)

34 (15) 136 (60) 39 (17) 12 (6) 5 (2)

My position allows me to experience
professional growth and development
(N=226)

46 (20) 93 (41) 58 (26) 29 (13) 0 -

I feel I am treated equitably at FGCU
(N=225)

30 (13) 99 (44) 56 (25) 40 (18) 0 -

I feel I am treated equitably within my
department/division (N=226)

57 (25) 95 (42) 39 (17) 35 (16) 0 -

I feel that my co-workers are treated
equitably (N=223)

42 (19) 98 (44) 57 (25) 26 (12) 0 -

People I work with are accepting of views
different from their own (N=225)

38 (17) 135 (60) 32 (14) 19 (9) 1 -

I work with people who treat each other with
respect (N=225)

61 (27) 113 (50) 34 (15) 17 (8) 0 -

I work with people who embrace diversity
(N=233)

57 (24) 147 (63) 23 (10) 4 (2) 2 (1)

I have adequate opportunity to get to know
my co-workers (N=232)

34 (15) 162 (70) 32 (14) 3 (1) 1 -
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I have adequate fiscal resources to do my
work (N=231)

22 (10) 126 (55) 54 (23) 28 (12) 1 -

I have adequate technology resources to do
my work (N=232)

35 (15) 132 (57) 44 (19) 20 (9) 1 -

There is sufficient staffing in my
office/department to do our work (N=231)

16 (7) 83 (36) 77 (33) 55 (24) 0 -

I am kept informed of campus-wide events
that affect the work I do (N=233)

26 (11) 124 (53) 51 (22) 22 (10) 10 (4)

I am kept informed of events sponsored by or
held within my department/division that
affect the work I do (N=233)

46 (20) 129 (55) 38 (16) 16 (7) 4 (2)

I am kept informed of events sponsored or
held within my office (N=233)

62 (27) 124 (53) 31 (13) 11 (5) 5 (2)

I am able to work in accordance with my set
of ethics (N=230)

72 (31) 131 (57) 19 (8) 6 (3) 2 (1)

I am satisfied with work hours and schedule
(N=231)

59 (26) 131 (57) 33 (14) 7 (3) 1 -

I have a comfortable physical work
environment to work in (N=232)

56 (24) 137 (59) 21 (9) 17 (7) 1 (1)

I have a pleasant atmosphere in which to
work (N=232)

56 (24) 121 (52) 37 (16) 17 (7) 1 (1)

I am free of harassment (N=225) 99 (44) 95 (42) 21 (9) 10 (4) 0 -
I feel physically safe in my work
environment (N=225)

98 (44) 116 (52) 9 (4) 1 - 1 -

I have adequate parking (N=226) 35 (16) 101 (45) 39 (17) 50 (22) 1 -
I have opportunities for promotion (N=226) 17 (7) 69 (31) 63 (28) 72 (32) 5 (2)
I feel that my expertise is used productively
(N=226)

42 (19) 112 (49) 48 (21) 24 (11) 0 -
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Figure 3.
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Figure 5.
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Figure 7.
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Additional Comments

When given the opportunity to provide additional written comments, 69 (30%) provided a total
of 171 comments. The largest number of comments addressed morale and working conditions
(N=38, 22%). Examples of these comments include, “It seemed like a wonderful opportunity to
come here and open up a new university. We could have made a significant impact, a
tremendous difference. We failed miserably. Morale is depleted, respect is not demonstrated.
Gone is the enthusiasm which was so prevalent in the beginning.” and “The faculty attitude
toward staff needs great improvement. Everyone at FGCU is a team – and nobody should feel
they are better than others on the team. Faculty are often pompous and dismissive of non-faculty
at FGCU.” Other examples are “due to lack of financial resources (supposedly), we are
overworked and understaffed and forced to operate at the lowest level…”; “lack of staffing is a
major issue which needs to be addressed soon”; and “workload has skyrocketed – it’s
excessive!”

The next largest number of comments addressed leadership issues (N=33, 19%). Examples of
these comments are: “There is a lack of leadership at all levels. Administrators who cannot or
will not make decisions contribute to the frustration.” and
“I am proud to work at FGCU and I work very hard and do an excellent job but I am never
appreciated by my supervisor.” Other examples include: “At FGCU we have a caste system,
clearly delimited by job classification. Executives, Faculty, A&P, USPS, OPS and student
workers. Unless a bridge is built creating a collaborative community spirit, we will not grow
successfully.” “Too many layers of administration. They all want things done their way which
makes a stressful situation.” Other comments in this category cited a lack of visibility of the
president and provost and a lack of concern from the executive leadership about the needs of the
staff and institution.

The third largest category addressed concerns about parking (N=15, 9%). These comments
focused on accessibility as well as the cost of parking permits. Examples of  comments
concerning access include: “Staff and faculty need parking spaces. If you have to leave campus
during the day, you will never get a parking space when you return;”
“Parking: should not have any designated parking for any specified employees – all should have
equal access to the same spaces;” and “Parking! We lost parking to the trailers and the student
union building. Also, state vehicles are parked in prime spots.” Examples of comments referring
to the cost of parking permits are: “I think the increase of $25.00 should be justified. Where have
our funds for the last five years been spent?” and “There isn’t a parking spot on campus worth
the $50.00 per year for employees, let alone the pending increase in this fee.”

The issues of inequity, monetary compensation, and teamwork each have 14 (8%) comments.
The majority of comments regarding inequity focused on salary inequities with other comments
addressing workload and resource issues. Examples are:
 “Unfortunately, all positions are not created equal nor are salaries or bonuses;” “There is
inequity in salary and bonus opportunities campus wide. As long as these inequities exist, morale
and productivity will diminish;” “A salary equity committee was supposed to have been formed.
What have they done? Why is there such a big difference in salary for people with the same job
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title no matter whether they have degrees and experience or not?” and “The staff I know at
FGCU work hard. Are we treated equitably and paid fairly? I sincerely question that.”

Comments regarding monetary compensation focused on the distribution of bonuses and the
granting of raises. Examples are: “I would like to express my dissatisfaction with the recent
distribution of ‘Bonuses’. The annual performance evaluation is too ambiguous and subjective to
have been the major factor for these awards. The money would have been better used as seed
money for a parking garage, scholarship fund, or environmental effort;” and “The recent
situation with employee bonuses was an example of poor administrative practices. I can think of
no better way to destroy morale.”

The category of teamwork focused on the need for all FGCU employees to collaborate and
cooperate in order to effectively serve students and meet University goals. The following
comments are examples from this category. “There is too much interoffice / interdivision
bickering and rivalry. People do not know how to work as a team.” “Competition rather than
cooperation, exists amongst existing academic and administrative entities. This seems to be fairly
pervasive, much to the detriment of the institution.” “Student satisfaction is a priority for me and
my department. However, it’s been difficult when help is needed from a different division /
department.”

There were 9 comments (5%) concerning benefits with about half of them targeting work-time
issues and the other half targeting the state’s benefit package. An example of statements
regarding work-time issues is: “The option of selecting flex time would be nice. The University
should also close for a longer amount of time at Christmas, between semesters.” Examples of
statements regarding the state’s benefits are “A better health plan should be negotiated –
increases in cost will soon be exceeding annual state pay raises;” and “Deteriorating state
benefits concern me greatly.”

There were 9 comments (5%) concerning the physical environment with three comments stating
that the work areas were too cold and four making suggestions for the campus. The suggestions
included: buildings should have windows that open to serve as an emergency exit, loading zone
areas for each building, staff/faculty lounges, covers on outside bench areas, and a gazebo in the
lawn area.

There were 8 comments (5%) that were classified as positive and of a general nature. Some
examples of these comments are: “I enjoy working at FGCU and appreciate the opportunity for
more communication.” “It is a great place to work. It is encouraging to have upper management
(President, Provost) care so much about the welfare of our students. With the entrepreneurial
attitude on campus, it is a great deal of fun coming to work every day.” “The University has
many talented, creative, energetic, motivated people both in the Faculty and Staff areas.”

Of the 5 comments (3%) made about resources, three centered on the insufficiency of technical
resources and the lack of support for the technical resources the University does have. The other
two addressed the poor management of technical and other resources. Examples of each follow.
“We do not have the technical capabilities to produce reports this office should” “The technology
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promised and believed are substandard; equipment is unreliable and getting help is almost as
bad.” “The University is not efficient at using the resources it already has.”

Five comments (3%) were made that reflected skepticism on the part of some respondents.
Examples are: “I truly believe these issues will never be addressed nor be equitable /fair. Thank
you for asking anyway;” “…to tell you the truth I do not see things getting any better for another
3-5 years or more;” and “Nothing will change as a result of this survey.”

Four comments (3%) were made concerning the FGCU mission. Examples of these comments
are: “I no longer know what the FGCU vision is. It seems like we no longer care about the
community and improving the lives of people in SW Florida. I think our President is good at
raising money and PR but I don’t know what we stand for anymore” and “There is a lack of
understanding of, and/or commitment to the goals of the University.”

There were another four comments (3%) that did not fall into any category. Two discussed the
influence of the media describing it as negative and two addressed specific academic units.

NOTE: In addition to the 171 comments made, five comments were made that were criticisms of
and/or suggestions for the survey itself. The Office of Planning and Evaluation will take these
comments under consideration when creating its next survey.
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CONCLUSION

There was a total of 234 (71%) staff who responded to the survey. Of these, 168 (75%) reported
working in a non-academic unit and 145 (64%) identified themselves as being in a non-
supervisory role. When asked how long they had been employed at FGCU, 106 (47%) reported
more than 4 years, 71 (32%) reported between 2 and 4 years, and 48 (21%) reported fewer than 2
years. Prior to their employment at FGCU, 90 (39%) had worked at another university or college.
Most of the respondents, (N=178, 81%) reported that they planned to stay at FGCU for at least
the next two to three years. In their current position at FGCU, 187 (82%) sometimes or often
work directly with students, and 176 (76%) agreed or strongly agreed that they felt they made an
important contribution to student success.

When respondents were asked whether or not their workload had gotten heavier over the last
year, 180 (78%) reported that it had gotten either generally heavier or much heavier and  152
(65%) reported that their level of stress had gotten generally higher or much higher.

Respondents were asked about how well staff, faculty, and administrators worked together to
solve common problems. When the question centered on co-workers, the responses were
generally more positive than when it centered on working with administrators and they were
even less favorable when reporting on working with faculty. This pattern was consistent
regardless of whether the question was posed in the context of their office/department or their
division/college with responses being somewhat more positive when referring to their
office/department.

When problems arose initially, 128 (56%) reported that they first would speak with their
immediate supervisor and 79 (35%) reported that they would first speak with a co-worker. If the
problem was not resolved, then they would speak to their immediate supervisor (N=99, 46%) or
the person in the next supervisory level (N=85, 40%).

Importance versus Satisfaction

The greatest differences between what was important and the level of satisfaction was found in
the areas of adequate staffing in their office to do their work and opportunities for promotion.
The next two areas of greatest difference were in earning a comfortable living and being treated
equitably at FGCU. Other areas of note were: being treated equitably within their division,
feeling that co-workers were treated equitably, and experiencing professional growth.

There were a total of 123 comments made by 81 (35%) of the respondents. All but seven were
negative in nature. Most of these addressed the areas of administrative leadership, inequity of
compensation, evaluations and distribution of bonuses, and morale.
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RECOMMENDATIONS

Three general areas needing attention are revealed in this survey.

Adequate Staffing
• Conduct a work unit analysis comparing the duties stated in the position descriptions with

duties actually performed. This may reveal areas where talents and time could be better
utilized or where additional training may be beneficial.

• Examine the distribution of equipment needed by staff to perform their job in order to
assess if the equipment can be more efficiently utilized.

• Examine software needs. In addition to equipment, technology support and software
programs could increase efficiency through automatization of tasks where appropriate.

• Encourage cross-training that would allow units and divisions to assist during times when
a unit is experiencing unusually large volumes of work.

• Investigate developing a trained pool of volunteers to assist during peak periods, such as
registration. There also may be the opportunity to hire additional staff for periods when
work is especially demanding.

Opportunities for Promotion, for Professional Growth, and to Earn a Comfortable Living
• Increase opportunities for inservice training and/or waivers for classes for employees and

their immediate family. This could provide the opportunity for staff to acquire additional
skills and knowledge.

• Increase opportunities for professional growth. This will likely increase employee
retention and promotional opportunities which in turn, increases the likelihood that
employees will earn a comfortable living.

• Encourage administrators and supervisors to provide office coverage in order for staff to
participate in workshops and training opportunities. Knowing their job and workload are
covered in their absence allows staff the benefit of additional training and development
without the stress of facing unfinished work upon returning to their office.

• Explore other forms of giving incentives, promotions and/or pay raises. Example:
position grades.

Equitable Treatment
• Revise the process used to determine raises, bonuses and promotions. Inform all staff of

the eligibility criteria using a variety of methods of communication; not just e-mail.
• Investigate additional methods of showing employees that their contributions are valued

and appreciated. Monetary compensation is only one factor that employees consider
when asked if their employer treats them in an equitable manner.

Increased Stress and Workloads
• Investigate further to clarify:

o The cause of stress staff are experiencing
o Specific events, in any, that have exacberated staff stress
o When staff report that workloads have increased, are they being asked to do:
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q more in less time?
q more without an increase in resources?
q tasks for which they are not adequately trained?

• Based on the information gathered from this investigation, an action plan can be
considered.

Communication with the Advisory Council

Any A&P or USPS employee who has questions, concerns or further comments or has an interest
in participating in future discussion groups regarding the Climate Survey or recommendations is
encouraged to contact any member of the Staff Advisory Council. The members are:

Officers

President Bob Swank x7036
Vice-President Mary Price x1172
Secretary Julie Heuer x1122
Treasurer Lisa Wasson x1203

Members
Catherine Brown x7001
Carolyn DeLuccia x1067
Sandy Iding x1404
Bob Klein x7079
Reid Lennertz x7960
Rosemary Meza x7301
Eileen Regelski x7952
Linda Summers x7016
Janet Ullman x7952
Noyra Valentin x1415


