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Umpqua Community College 

Organizational Climate Survey 2014 

 

 

To the Campus Community, 

The effort expended to complete the Campus Climate Survey process demonstrates your candor, insights, 
and commitment toward making this campus a better place. Without your input the college would not be able to 
make necessary changes, changes that promote a positive campus culture and ultimately, the success of our 
students. Together, we will develop strategies that keep the college moving in a positive direction. The Campus 
Climate Survey is a collaborative effort and an example of how we dynamically plan to proceed in the future.  

Thank you all! 

Dr. Joe Olson, President 

 

 

 

 

Prepared by the Institutional Research Department:  Dan Yoder, Mary Mack and Michelle Harding-Olson 
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Introduction 

The 2014 Umpqua Community College Organizational Climate Survey has been conducted as a follow-up to 
the original 2012 Organizational Climate Survey. Comparing results from the two surveys will provide 
insights into organizational effectiveness, employee empowerment, communication, decision making, 
problem resolution, and organizational structure from 2012 to the present, as well as indicators of 
differences in perception between personnel classifications. Again, respondents were asked to focus on 
their perceptions and perspectives’ regarding the College at this moment in time so that the information 
collected reflects the College as it is today. 

As in the 2012 survey, there were 39 statements, 5 text based feedback and perspective questions, and 2 
demographic questions from the following areas: 

• Personal work environment 
•  Entire organization 
• Organizational support of employees 
• Organizational communication 
• Organizational decision making 
• Organizational management practices 
• Campus feedback and perspective 
• Demographic questions – reduced and modified for 2014 

The Board has indicated an interest in continuing the Climate Survey in subsequent years but no formal 
decision has been made. The campus has experienced a 12.5% reduction in workforce since 2012, 
approximately 70 employees. This survey had 129 respondents compared to 179 respondents in the 2012 
survey. Respondent input could not be included for those demographic areas where respondents did not 
report their employment category; however, this input is included in the overall summary analysis.  

  



6 
 

Survey Methodology 

 Questions from the previous survey were reviewed by a Task Force consisting of 4 Administrator/Exempt 
employees, 2 Classified staff, and 2 Faculty members. With the exception of two demographic category 
changes, the questions on the 2014 survey were identical to those asked in 2012 so that comparisons could 
be made across the two years.  In 2012 respondents provided feedback to that Task Force indicating they 
felt too identifiable by the selections offered in the Length of Employment and Employment Category 
questions. After review, the 2014 Task Force agreed, and as a result these two questions were modified to 
offer 3 options instead of 6, please see chart below. In addition, in 2013 the Payroll Department collapsed 
the separate employment categories of Administrative and Exempt into one category. 

2012 Demographic choices 2014 Demographic choices 
Length of Employment  
 
Less than 2 years 
2 to 5 years 
6 to 10 years 
11 to 15 years 
16 to 25 years 
26 years or more 

Length of Employment 
 
Less than 3 years 
3 to 10 years 
10 or more years 
 

Employment Categories 
 
F/T Faculty 
P/T Faculty 
/T Classified 
P/T Classified 
Exempt 
Administrative 

Employment Categories 
 
Classified 
Faculty 
Administrative/Exempt 
 

 

In an attempt to discourage the use of “No Opinion” the Task Force decided to move it from the middle of 
the selection options, to the far right.   A reduction in the use of “No Opinion” was realized in the 2014 
survey. The value assigned to each response remained the same in both surveys. Once again a weighted 
‘Likert Scale’ was used.  The “Rating Average” generally indicates overall correlation of the answers to the 
scale. For example: If the majority selected “Strongly Agree” or “Agree Somewhat” then the rating average 
will be between three and four. If the rating average is close to a two then either nearly everyone had “No 
Opinion” or about 50% agreed and about 50% disagreed. A rating average below a two indicates a level of 
disagreement with the statement with the strongest disagreement rising as the rating average approaches 
zero. 

Likert Scale Weight 
Strongly Agree 4 
Somewhat Agree 3 
Disagree Somewhat 2 
Strongly Disagree 1 
No Opinion 0 
 

Comment [MM1]: Since I did not use this data 
point, should this paragraph be removed? 
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Survey Monkey, a web-based tool, was used to conduct the survey. Announcements about the forthcoming 
survey began in February via email and specific details were sent to the campus community via email on 
May 2nd and 8th, respectively.  An email with the link was sent to the entire campus on May 12th and a 
reminder on May 20th.  Employees had 16 days to respond. Responses from 18 Administrative/Exempt, 56 
Classified staff, and 38 Faculty  were received in 2014 compared to 29 Administrative/Exempt, 56 Classified 
staff, and 78 Faculty in 2012. In 2014 seventeen respondents failed to report their employment category, as 
a result their data was included in the summary only. 
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Executive Summary 

There is evidence of positive change in the campus climate from 2012 to 2014 with the greatest gains 
realized in the focus areas of Entire Organization, Support of Employees, Organizational Communication, 
and Organizational Decision Making.  Favorable increases in responses were indicated in seventeen of the 
twenty-three questions in these sections or (2/3rds of the survey questions).  Individual Statement Focus 
Areas yielded the following respondent outcomes when compared to respondent outcomes in 2012: 

Personal Work Environment: 6 out of 9 questions reflect positive respondent outcomes 

Entire Organization: 4 out of 5 questions reflect positive respondent outcomes 

Support of Employees: 3 out of 6 questions reflect positive respondent outcomes 

Organizational Communication: 4 out of 6 questions reflect positive respondent outcomes 

Organizational Decision Making: 4 out of 6 questions reflect positive respondent outcomes 

Organizational Management Practices: 3 out of 8 questions reflect positive respondent outcomes 

Out of thirty-nine total questions, and across all Employment Categories, twenty-three questions 
show increases in positive responses, three questions indicate no change from 2012 to 2014, and thirteen 
show negative respondent outcomes from 2012 to 2014. The focus area in need of the greatest attention is 
Organizational Management Practices where five out of eight questions generated negative respondent 
outcomes from 2012 to 2014.   

Variations in Employment Category participant proportions occur between survey years. In 2012 the 
campus was comprised of 8% Administrative/Exempt employees, 35% Classified staff, and 57% Faculty; in 
2014 the campus was comprised of 9% Administrative/Exempt employees, 38% Classified staff, and 53% 
Faculty.  In 2012, 18% of the Administrative/Exempt employees participated in the survey, 34% of Classified 
staff, and 48% of the Faculty. In 2014 16% of the Administrative/Exempt employees participated in the 
survey, 50% of the Classified staff, and 34% of the Faculty.  There were 423 (both full time and part time) 
UCC employees in May of 2012 and 179 employees participated in the survey. In 2014 there were 464 
employees in May, and 129 employees participated in the survey.   

Faculty and Classified staff by far agree the most that the campus has experienced positive change from 
2012 to 2014.  Faculty in 2014 indicates negative responses to just 10 of the 39 questions presented, and 
Classified Staff indicates negative responses to just 13 of the 39 questions presented. 
Administrative/Exempt respondents in 2014, however, indicates there is less positive change from 2012 to 
2014; reporting negative responses in 23 of the 39 questions presented.  Employment turnover rates from 
May 2012 to May 2014 are as follows: 10 Administrative/Exempt employees (1 pt, 9 ft), 98 Classified staff 
(73 pt, 25 ft) and 167 Faculty (153 pt, 10 ft). It is increasingly difficult to attract qualified 
Administrative/Exempt candidates to Douglas County and several key Administrative/Exempt positions 
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remain unfilled resulting in compression of duties.  This may have some bearing on the decrease in 
Administrative/Exempt positive responses. 

In 2014 Administrative/Exempt, Classified staff and Faculty unanimously agree there has been 
positive change from 2012 to 2014 in the following 9 out of 39 questions:  

My workplace functions so that I can see the relationship between my role and the goals of the college? 
77% agree in 2014, 74% agree in 2012 

Interpersonal conflicts interfere with my ability to resolve disagreements? 72% disagree in 2014, 65% 
disagree in 2012 

I have a lot of freedom to determine how to do my work? 95% agree in 2014, 93% agree in 2012 

Classified and Faculty leadership and College management work well together? 64% agree in 2014, 48% 
agree in 2012 

My work is appreciated by the College? 70% agree in 2014, 68% agree in 2012 

I feel informed regarding issues that face the College? 64% agree in 2014, 58% agree in 2012 

The mission and values of the college are clearly and consistently communicated? 67% agree in 2014, 50% 
agree in 2012 

Task forces and committees are used effectively to solve problems and make decisions? 54% agree in 2014, 
34% agree in 2012 

The Board of Trustees is responsive to input from the college community? 46% agree in 2014, 27% agree in 
2012 

  

Length of Employment and overall agreement to each question cannot be compared to the responses from 
2012 as the Length of Employment questions were drastically different between the two survey 
instruments. However, comparison data by Length of Employment does indicate employees with 0-3 years 
of employment and employees with 10 or more years of employment are more positive than employees 
with 4-9 years of employment. 
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Task Force Recommendations 
 
Environment:  

Stay the Course – affirms that the campus is moving in the right direction. 

Engage in a forward-looking process that reviews, updates, and affirms the College organizational 
structure. 

Support of Employees: 

Develop strategies to address time and workload stressors in administrative services and business 
functions. 

Organizational Communication: 

President continues personal campus updates via email. 

Regularly provide information to the campus community regarding the status of funding, 
enrollment, program development/maintenance, planned facilities updates or changes, and 
environmental/regulatory factors impacting the college. 

Organizational Decision Making: 

Governance – revisit the purpose and make-up of each campus standing committee to insure each 
committee is relevant and contributing to the success of the college. Disband or consolidate where 
appropriate. 

Ensure, where appropriate, that impact analysis of proposed changes includes input from the 
employees affected or providing services and conducting organizational business. 

Organizational Management Practices: 

President more visible on campus. 

Develop strategies for maintaining continuity within departments and programs in the event of staff 
turn-over/Cross-training. 

Continue to bring employee groups together for training with the goal of insuring consistent 
understanding and application of Board Policies in support of good leadership and management 
practices. 
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Key Findings 
 
Positive Outcomes: 

Questions with the highest overall agreement (70% or greater) are: 

 I am engaged in my work – 95% agree 
 I have enough time to get my work done in a reasonable time frame – 71% agree 
 Collaboration exists within my program and/or service area – 78% agree 
 My workplace functions so that I can see the relationship between my role and the goals of the college - 77% 

agree 
 Interpersonal conflicts interfere with my ability to resolve disagreements – 72% disagree 
 I have a lot of freedom to determine how to do my work – 95% 
 I am satisfied with the work environment at UCC – 71% 
 I make a positive difference in the organization – 91% 
 The college supports diversity in the workplace – 73% 

Overall, respondents agree there has been positive change in the entire organization from 2012 to 2014. The areas 
indicating the greatest change (10% or more increase from 2012 to 2014) are: 

 Collaboration exists across College Departments, Programs, and Service areas – 14% increase 
 The Classified leadership, Faculty leadership, and College management work well together – 17% increase 
 There is an alignment of the mission, value, and goals across the organization – 18% increase 
 The mission and values of the college are clearly and consistently communicated – 16% increase 
 The organization has a long term vision and communicates it – 18% increase 
 Adequate mechanisms exist for communication between the Board of Trustees and the College Community – 

12% increase 
 Short term thinking compromises the long term goals and vision – 11% decrease in strongly disagrees or 

somewhat disagrees 
 Task forces and committees are used effectively to solve problems and make decisions – 20% increase 
 The organization resolves problems by finding and implementing solutions rather than focusing on processes 

– 23% increase 
 The Board of Trustees is responsive to input from the college community – 18% increase 
 Innovation and risk taking are practiced and encouraged – 11% increase 
 The college deals effectively with poor job performance by employees – 12% increase 
 The institution is appropriately organized – 13% increase 
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Negative Outcomes 

2014 Survey questions with the highest overall disagreement are: 

 Issues are resolved in the organization – 42% disagree 
 Collaboration exists across College Departments, Programs, and Service areas – 40% disagree 
 The purposes and rationales behind policy decisions are consistently communicated clearly and in a timely 

manner – 53% disagree 
 There is a free flow of information throughout the college – 50% disagree 
 The organization uses problem-solving approaches that focus on resolving issues rather than defending 

positions – 40% disagree 
 Decisions are made at the level where the best information is available – 45% disagree 
 The organizational approach to problem solving is consistent and predictable – 46% disagree 
 New systems, projects, and initiatives are coordinated across the organization – 54% disagree 
 Adequate preparation is made in support of orderly organizational change – 53% disagree 
 The college deals effectively with poor job performance by employees – 57% 

Five text based questions were asked to the respondents at the end of the survey. The questions included: 

What do you see as an important strength of UCC? 
What do you see as the greatest obstacle/roadblock to progress at UCC? 
What do you see as the top challenges the College will face in the next two years? 
What is the best action, focus or change that would improve our organization? 
If these are not the right questions; what additional questions should we have asked? 
 
When considering the strengths of the College respondents noted the following: 

• Positive attitudes on campus 
• Campus appearance 
• Relationship of the College to its community and the communities around it 
• Dedicated staff, with several references to Dr. Joe Olson 

With reference to the greatest obstacles/roadblocks to progress at UCC and top challenges: 
• Budget and funding issues 
• Decreasing enrollment 
• A feeling of area and departmental silos across campus 
• Poor communication 
• Limited Information Technology staff 

In order to improve the institution respondents suggest: 
• Clear vision with concise communication 
• Continued and reenergized focus on teaching and student success 
• Better communication between areas of campus 
• Unified College image to promote and represent the institution 
• Maintaining program relevancy to the employment opportunities available in the local area 
• Clear standard operating procedures for departments 
• Cross training 



13 
 

Rating Average Changes from 2012 to 2014 Survey 
• Note: The closer the rating average is to 4 the higher the level of agreement and the closer to 1 the lower the 

agreement is with the listed statement.  

Please review each question in determining if more or less agreement indicates a positive or negative change. 

1. Please consider the following statements in context with your personal work environment. 
  

Answer Options Strongly 
Agree 

Agree 
Somewhat 

Disagree 
Somewhat 

Strongly 
Disagree 

No 
Opinion 

Rating 
Average 

Resp. 
Count 

2012 
Rating 
Average 

Rating 
Average 
Difference 

I am engaged in my work. 109 14 3 3 0 3.78 129 3.77 0.01 

I have enough time to get my work done in 
a reasonable time frame. 

42 50 23 13 1 2.92 129 2.63 
0.29 

I feel a lot of stress related to my work 
assignments. 

21 47 37 24 0 2.50 129 2.02 
0.48 

There is a free flow of information among 
employees in my area. 

47 42 22 14 4 2.88 129 2.72 
0.16 

Collaboration exists within my program 
and/or service areas. 

57 43 15 13 0 3.13 128 2.86 
0.27 

My workplace functions so that I can see 
the relationship between my role and the 
goals of the college. 

55 44 18 11 1 3.09 129 2.86 
0.23 

Interpersonal conflicts interfere with my 
ability to resolve disagreements. 

5 21 27 65 10 1.58 128 1.13 
0.45 

Interpersonal conflicts with my peers are 
resolved quickly and effectively. 

35 39 26 9 18 2.50 127 2.45 
0.05 

I have a lot of freedom to determine how 
to do my work. 

79 41 5 1 1 3.54 127 3.50 
0.04 

 

2. Please consider the following statements in context of the entire organization. 
  

Answer Options Strongly 
Agree 

Agree 
Somewhat 

Disagree 
Somewhat 

Strongly 
Disagree 

No 
Opinion 

Rating 
Average 

Resp. 
Count 

2012 
Rating 
Average 

Rating 
Average 
Difference 

Issues are resolved in the organization. 17 49 28 26 9 2.30 129 2.15 0.15 
I am satisfied with the work environment 
at UCC. 

41 50 26 11 1 2.92 129 2.66 
0.26 

Collaboration exists across College 
Departments, Programs, and Service 
areas. 

12 58 34 18 7 2.39 129 1.92 
0.47 

The Classified leadership, Faculty 
leadership, and College management 
work well together. 

25 58 19 12 15 2.51 129 2.45 
0.06 

There is alignment of the mission, value, 
and goals across the organization. 

24 54 25 13 12 2.51 128 2.18 
0.33 
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3. Please consider your responses in context with organizational support of employees. 
  

Answer Options Strongly 
Agree 

Agree 
Somewhat 

Disagree 
Somewhat 

Strongly 
Disagree 

No 
Opinion 

Rating 
Average 

Resp. 
Count 

2012 
Rating 
Average 

Rating 
Average 
Difference 

I make a positive difference in the 
organization. 

70 46 5 3 4 3.37 128 3.41 
-0.04 

I have opportunity to be involved in 
organizational decisions, plans, and 
problem solving. 

38 49 20 19 2 2.80 128 2.67 
0.13 

I am consistently treated with respect. 54 44 21 7 2 3.10 128 3.05 0.05 

The College supports diversity in the 
workplace. 

53 40 13 8 13 2.88 127 2.81 
0.07 

I have the time, freedom, and resources to 
identify problems and to make 
improvements. 

26 46 38 10 8 2.56 128 2.24 
0.32 

My work is appreciated by the College. 40 49 22 12 5 2.84 128 2.65 0.19 
 

4. Please consider the following statements in context of organizational communication. 
  

Answer Options Strongly 
Agree 

Agree 
Somewhat 

Disagree 
Somewhat 

Strongly 
Disagree 

No 
Opinion 

Rating 
Average 

Resp. 
Count 

2012 
Rating 
Average 

Rating 
Average 
Difference 

The purposes and rationales behind policy 
decisions are consistently communicated 
clearly and in a timely manner. 

7 49 44 24 5 2.22 129 1.84 
0.38 

I feel informed regarding issues that face 
the college. 

17 66 34 11 1 2.67 129 2.28 
0.39 

The mission and values of the college are 
clearly and consistently communicated. 

24 62 30 10 3 2.73 129 2.22 
0.51 

There is a free flow of information 
throughout the college. 

8 53 38 26 4 2.27 129 1.92 
0.35 

The organization has a long term vision 
and communicates it. 

21 57 31 14 6 2.57 129 2.04 
0.53 

Adequate mechanisms exist for 
communication between the Board of 
Trustees and the College Community. 

16 42 23 19 29 1.98 129 1.95 
0.03 

 

  



15 
 

5. Please consider the following statements in the context of organizational decision making. 
  

Answer Options Strongly 
Agree 

Agree 
Somewhat 

Disagree 
Somewhat 

Strongly 
Disagree 

No 
Opinion 

Rating 
Average 

Resp. 
Count 

2012 
Rating 
Average 

Rating 
Average 
Difference 

Task forces and committees are used 
effectively to solve problems and make 
decisions. 

20 50 29 15 15 2.35 129 1.98 
0.37 

Short term thinking compromises the long 
term goals and vision. 

26 45 31 8 19 2.40 129 2.44 
-0.04 

The organization uses problem-solving 
approaches that focus on resolving issues 
rather than defending positions. 

13 48 37 14 17 2.20 129 2.09 
0.11 

The organization resolves problems by 
finding and implementing solutions rather 
than focusing on processes. 

8 55 28 15 23 2.08 129 1.85 

0.23 

The Board of Trustees is responsive to 
input from the college community. 

15 44 20 5 45 1.84 129 2.09 
-0.25 

Management is consistently open to my 
questions, concerns, and suggestions. 

34 44 31 15 5 2.67 129 2.51 
0.16 

 

6. Please consider the following statements in the context of organizational management practices. 
  

Answer Options Strongly 
Agree 

Agree 
Somewhat 

Disagree 
Somewhat 

Strongly 
Disagree 

No 
Opinion 

Rating 
Average 

Resp. 
Count 

2012 
Rating 
Average 

Rating 
Average 
Difference 

Decisions are made at the level where the 
best information is available. 

12 43 39 19 16 2.12 129 1.96 
0.16 

When disagreements occur, people work 
hard to find a "win-win" solution. 

12 53 38 13 12 2.31 128 2.25 
0.06 

The organizational approach to problem 
solving is consistent and predictable. 

11 41 41 18 17 2.09 128 1.89 
0.20 

New systems, projects, and initiatives are 
coordinated across the organization. 

14 33 50 20 12 2.13 129 1.68 
0.45 

Innovation and risk taking are practiced 
and encouraged. 

11 52 31 23 11 2.23 128 2.00 
0.23 

Adequate preparation is made in support 
of orderly organizational change. 

11 35 44 24 15 2.02 129 1.81 
0.21 

The college deals effectively with poor job 
performance by employees. 

7 28 39 34 21 1.74 129 1.39 
0.35 

The institution is appropriately organized. 13 51 32 23 9 2.28 128 2.02 0.26 
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1. Context of personal work environment: 
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Overall (95%) respondents agreed they are engaged in their work at Umpqua Community College, with less than one 
in 20 (5%) disagreeing. Nearly all (95%) employees also felt they have the freedom to determine how to do their 
work, with three in five (62%) respondents strongly agreeing with this. Nearly four in five (78%) strongly agreed or 
agreed somewhat that collaboration exists within their program and/or service area, and agreed that their workplace 
functions so that they are able to see the relationship between their role and the goals of the college. 71% of staff 
members responding agreed they have enough time to get their work done in a reasonable timeframe.  The majority 
of staff (69%) also agreed that there is a free flow of information among employees in their area. UCC employees had 
confidence about conflict resolution, with three in five (58%) strongly agreeing or agreeing somewhat that 
interpersonal conflicts with their peers are resolved quickly and effectively, and nearly three in four (72%) disagreed 
that interpersonal conflicts interfere with their ability to resolve disagreements. Finally, more than half (53%) of the 
respondents agreed that they had a lot of stress related to their work assignments. 

 

Please consider the following statements in context with your personal work environment. 

Answer Options Strongly 
Agree 

Agree 
Somewhat 

Disagree 
Somewhat 

Strongly 
Disagree 

No 
Opinion 

Rating 
Average 

Response 
Count 

I am engaged in my work. 109 14 3 3 0 3.73 129 
I have enough time to get my work done in a 
reasonable time frame. 42 50 23 13 1 2.66 129 

I feel a lot of stress related to my work assignments. 21 47 37 24 0 2.03 129 
There is a free flow of information among employees in 
my area. 47 42 22 14 4 2.67 129 

Collaboration exists within my program and/or service 
areas. 57 43 15 13 0 2.91 128 

My workplace functions so that I can see the 
relationship between my role and the goals of the 
college. 

55 44 18 11 1 2.88 129 

Interpersonal conflicts interfere with my ability to 
resolve disagreements. 5 21 27 65 10 1.02 128 

Interpersonal conflicts with my peers are resolved 
quickly and effectively. 35 39 26 9 18 2.51 127 

I have a lot of freedom to determine how to do my 
work. 79 41 5 1 1 3.51 127 

answered question 129 

skipped question 0 

 

 

  



18 
 

2. Context of the entire organization: 
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The majority (71%) of employees responding to the 2014 climate survey agreed they have a satisfactory work 
environment. 64% agreed the leadership among the classified, faculty and college management work well together, 
however one in eight (12%) of respondents replied “no opinion” to this question. Three in five (61%) agreed that 
there is alignment of the mission, value, and goals across the organization. Around half strongly agreed or agreed 
somewhat that collaboration exists across College Departments, Programs, and Service areas (54%), and that issues 
are resolved in the organization (51%). 

 

Please consider the following statements in context of the entire organization. 

Answer Options Strongly 
Agree 

Agree 
Somewhat 

Disagree 
Somewhat 

Strongly 
Disagree 

No 
Opinion 

Rating 
Average 

Response 
Count 

Issues are resolved in the organization. 17 49 28 26 9 2.02 129 

I am satisfied with the work environment at UCC. 41 50 26 11 1 2.65 129 
Collaboration exists across College Departments, 
Programs, and Service areas. 12 58 34 18 7 2.09 129 

The Classified leadership, Faculty leadership, and 
College management work well together. 25 58 19 12 15 2.50 129 

There is alignment of the mission, value, and goals 
across the organization. 24 54 25 13 12 2.40 128 

answered question 129 

skipped question 0 
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3. Context of organizational support of employees: 
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Umpqua Community College employees who responded to the 2014 Organizational Climate survey overall (91%) 
agreed that they make a positive difference in the organization, and perhaps because of this, more than three-
fourths (77%) felt they are consistently treated with respect. Just under three-quarters (73%) agreed the College 
supports diversity in the workplace. Seven in ten strongly agreed or agreed somewhat that their work is appreciated 
by the College (70%), and they have the opportunity to be involved in organizational decisions, plans, and problem 
solving (68%). Finally, around three in five (56%) respondents agreed they have the time, freedom, and resources to 
identify problems and to make improvements. 

 

Please consider your responses in context with organizational support of employees. 

Answer Options Strongly 
Agree 

Agree 
Somewhat 

Disagree 
Somewhat 

Strongly 
Disagree 

No 
Opinion 

Rating 
Average 

Response 
Count 

I make a positive difference in the 
organization. 70 46 5 3 4 3.37 128 

I have opportunity to be involved in 
organizational decisions, plans, and problem 
solving. 

38 49 20 19 2 2.52 128 

I am consistently treated with respect. 54 44 21 7 2 2.91 128 
The College supports diversity in the 
workplace. 53 40 13 8 13 2.92 127 

I have the time, freedom, and resources to 
identify problems and to make 
improvements. 

26 46 38 10 8 2.31 128 

My work is appreciated by the College. 40 49 22 12 5 2.65 128 

answered question 128 

skipped question 1 
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4. Context of organizational communication: 

 
N = 129 

3.9% 
0.8% 2.3% 3.1% 4.7% 

22.5% 
18.6% 

8.5% 7.8% 

20.2% 
10.9% 

14.7% 

34.1% 

26.4% 23.3% 

29.5% 

24.0% 

17.8% 

38.0% 

51.2% 

48.1% 

41.1% 

44.2% 

32.6% 

5.4% 

13.2% 
18.6% 

6.2% 

16.3% 
12.4% 

0%

10%

20%

30%

40%

50%

60%

70%

80%

90%

100%

Strongly Agree
Agree Somewhat
Disagree Somewhat
Stronly Disagree
No Opinion



23 
 

Overall, the respondents did not agree as much toward organizational communication as they did toward other 
sections of the survey. Two out of three (67%) respondents agreed that the mission and values of the college are 
clearly and consistently communicated. 64% strongly agreed or agreed somewhat they felt informed regarding issues 
that face the college. Three-fifths (60%) of employees responding to the 2014 climate survey agreed the organization 
has a long term vision and communicates it. Less than half (45%) agreed that adequate mechanisms exist for 
communication between the Board of Trustees and the College Community. Finally, at least half strongly disagree or 
disagree somewhat that there is a free flow of information throughout the college (50%), and that the purposes and 
rationales behind policy decisions are consistently communicated clearly and in a timely manner (53%). 

 

Please consider the following statements in context of organizational communication. 

Answer Options Strongly 
Agree 

Agree 
Somewhat 

Disagree 
Somewhat 

Strongly 
Disagree 

No 
Opinion 

Rating 
Average 

Response 
Count 

The purposes and rationales behind policy decisions 
are consistently communicated clearly and in a timely 
manner. 

7 49 44 24 5 1.78 129 

I feel informed regarding issues that face the college. 17 66 34 11 1 2.34 129 
The mission and values of the college are clearly and 
consistently communicated. 24 62 30 10 3 2.47 129 

There is a free flow of information throughout the 
college. 8 53 38 26 4 1.84 129 

The organization has a long term vision and 
communicates it. 21 57 31 14 6 2.31 129 

Adequate mechanisms exist for communication 
between the Board of Trustees and the College 
Community. 

16 42 23 19 29 2.10 129 

answered question 129 

skipped question 0 
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5. Context of organizational decision making: 
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The responses in regards to the context of organizational decision making were not as positive as other areas 
surveyed, however they were not overall negative either. Three in five (60%) respondents strongly agreed or agreed 
somewhat that management consistently was open to their questions, concerns, and suggestions. Around half of the 
respondents were satisfied with the problem-solving at Umpqua Community College agreeing that task forces and 
committees are used effectively to solve problems and make decisions (54%), the organization resolves problems by 
finding and implementing solutions rather than focusing on processes (49%), and the organization uses problem-
solving approaches that focus on resolving issues rather than defending positions (47%). Nearly half (46%) of the 
respondents agreed that the Board of Trustees was responsive to input from the college community, however more 
than one in three (35%) respondents decided to not state their opinion on this question, by far the most selecting 
“no opinion” for any question in the survey. Lastly, more than half (55%) of the respondents agreed that short term 
thinking compromises the long term goals and vision. 

 

Please consider the following statements in the context of organizational decision making. 

Answer Options Strongly 
Agree 

Agree 
Somewhat 

Disagree 
Somewhat 

Strongly 
Disagree 

No 
Opinion 

Rating 
Average 

Response 
Count 

Task forces and committees are used effectively to 
solve problems and make decisions. 20 50 29 15 15 2.24 129 

Short term thinking compromises the long term goals 
and vision. 26 45 31 8 19 2.39 129 

The organization uses problem-solving approaches 
that focus on resolving issues rather than defending 
positions. 

13 48 37 14 17 2.07 129 

The organization resolves problems by finding and 
implementing solutions rather than focusing on 
processes. 

8 55 28 15 23 2.10 129 

The Board of Trustees is responsive to input from the 
college community. 15 44 20 5 45 2.34 129 

Management is consistently open to my questions, 
concerns, and suggestions. 34 44 31 15 5 2.40 129 

answered question 129 

skipped question 0 
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6. Context of organizational management practices: 
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There was not much positive agreement in regards to the context of organizational management practices. Just half 
of the respondents agreed that when disagreement occurs, people work hard to find a “win-win” solution (51%), the 
institution is appropriately organized (50%), and innovation and risk taking are practiced and encouraged (49%). 
However nearly three in five (57%) strongly disagreed or disagreed somewhat that the college deals effectively with 
poor job performance by employees. More than half disagreed that new systems, projects, and initiatives are 
coordinated across the organization (54%), and that adequate preparation is made in support of orderly 
organizational change (53%). Only about two in five (43%) strongly agreed or agreed somewhat that decisions are 
made at the level where the best information is available, with nearly half (45%) disagreeing. Two-fifths also agreed 
(41%) but nearly half disagreed (46%) that the organizational approach to problem solving is consistent and 
predictable. 

 

Please consider the following statements in the context of organizational management practices. 

Answer Options Strongly 
Agree 

Agree 
Somewhat 

Disagree 
Somewhat 

Strongly 
Disagree 

No 
Opinion 

Rating 
Average 

Response 
Count 

Decisions are made at the level where the best 
information is available. 12 43 39 19 16 1.92 129 

When disagreements occur, people work hard to find 
a "win-win" solution. 12 53 38 13 12 2.10 128 

The organizational approach to problem solving is 
consistent and predictable. 11 41 41 18 17 1.89 128 

New systems, projects, and initiatives are coordinated 
across the organization. 14 33 50 20 12 1.78 129 

Innovation and risk taking are practiced and 
encouraged. 11 52 31 23 11 1.98 128 

Adequate preparation is made in support of orderly 
organizational change. 11 35 44 24 15 1.73 129 

The college deals effectively with poor job 
performance by employees. 7 28 39 34 21 1.50 129 

The institution is appropriately organized. 13 51 32 23 9 1.99 128 

answered question 129 

skipped question 0 

 

Overall Comparison to 2012 Survey Results 

While some results were unchanged from the 2012 Organizational Climate Survey there were some major 
breakthroughs and a few fallbacks. The most notable change for more positive agreement came when survey 
respondents were asked if they agree or disagree with the statement “the organization resolves problems by finding 
and implementing solutions rather than focusing on processes.” In 2012 just over a quarter (26%) strongly agreed or 
agreed somewhat, in 2014 this increased by nearly 100% with almost half (49%) strongly agreeing or agreeing 
somewhat. 

On the other hand some questions had an increase in disagreement, while most had a decrease in the proportion 
responding “no opinion.” Although the statement “when disagreements occur, people work hard to find a ‘win-win’ 
solution” had an increase of about 4% of respondents agreeing, it had the largest increase of respondents 
disagreeing with 14 percentage-points more than in 2012. At the same time the percentage that chose “no opinion” 
dropped by nearly one-fifth (18%) from 2012 to 2014. 
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1. Context of personal work environment: 

Overall there was mediocre change from 2012 to 2014 in the section on personal work environment. Conflict 
resolution appears to have gotten better in the past two years. 9% more agreed in 2014 than agreed in 2012 that 
interpersonal conflicts with peers are resolved quickly and effectively. 7% more in 2014 then in 2012 do not think 
interpersonal conflicts interfere with their ability to resolve disagreements. There was a small change in the 
proportion of respondents who disagree they have a lot of freedom to determine how to do their work, with fewer 
disagreeing with this statement in 2014 than did in 2012. Although more agreethat interpersonal conflicts with their 
peers are resolved quickly and effectively , 8% more responders in 2014 also disagree with this statement than did in 
2012. The key difference is that in 2012 52 respondents, or about 31% stated “no opinion” with this question, while 
in 2014 only 14% had no opinion for this question. Fewer respondents agree that there is a free flow of information 
among employees in their area, and that they are engaged in their work now than did in 2012. 

 
2014 N = 129 2014 N = 129 
2012 N = 161 2012 N = 16 

1.1 I am engaged in my work. 

The majority of respondents agree that they feel engaged in their work. However, slightly more respondents disagree 
somewhat or strongly disagree with this statement now (5%) than did in 2012 (3%). Nonetheless, over 95% of 
respondents report feeling engaged in their work.  

1.2 I have enough time to get my work done in a reasonable time frame. 

Nearly three quarters (71%) of 2014 respondents agreed they have enough time to get their work done in a 
reasonable timeframe, just slightly less strongly agreed or agreed somewhat with this in 2012 (69%). However, this 
leaves more than a quarter (28%) who strongly disagreed or disagreed somewhat with this. 
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2014 N = 129 2014 N = 129 
2012 N = 159 2012 N = 160 

1.3 I feel a lot of stress related to my work assignments. 

Between 2012 and 2014 the proportion of staff who strongly agree or agree somewhat that they have a lot of stress 
related to work assignments has increase from 45% to 53%. However, the percentage that disagree has also slightly 
increased from 46% to 47%. The noted difference is that no respondents in 2014 selected “no opinion” while about 
one in 12 (8%) answered “no opinion” to this question in 2012. 

1.4 There is a free flow of information among employees in my area. 

There was very little change in response rates from 2012 to 2014 pertaining to the free flow of information amongst 
employees in each respondent’s employment area, with over two thirds agreeing (71% and 69% respectively). 

 

2014 N = 128 2014 N = 129 
2012 N = 160 2012 N = 161 

1.5 Collaboration exists within my program and/or service areas. 

There were only minor differences in the proportion of respondents who agreed that collaboration exists within their 
program and/or service areas from 2012 to 2014. More respondents strongly disagreed or disagreed somewhat with 
this statement in 2014 (23%) than did in 2012 (16%). 
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1.6 My workplace functions so that I can see the relationship between my role and the goals of the college. 

Overall the majority (77%) of 2014 respondents agreed that their workplace functions so that they are able to see the 
relationship between their role and the goals of the college. This is a slight increase from 2012 (74%) however one in 
four (23%) now strongly disagree or disagree somewhat whereas just under one in six (16%) felt this way in 2012. 

 
2014 N = 128 2014 N = 127 
2012 N = 159 2012 N = 159 

1.7 Interpersonal conflicts interfere with my ability to resolve disagreements. 

While 7% more strongly disagree or disagree somewhat that interpersonal conflicts interfere with their ability to 
resolve disagreements now (72%) than in 2012 (65%), the proportion of respondents choosing “no opinion” at this 
question is 50% less than in 2012. One in five (20%) agreed in 2014 that interpersonal conflicts interfere with their 
ability to resolve disagreements in 2012 (19%), but the major decline in respondents choosing “no opinion” may be 
an indication that staff are becoming more comfortable voicing their opinions.  

1.8 Interpersonal conflicts with my peers are resolved quickly and effectively. 

In 2012 nearly one-third (31%) of respondents did not want to answer if interpersonal conflicts with their peers were 
resolved quickly and effectively. By 2014 this had decreased to only one in seven (14%) not wishing to answer this 
and nearly three in five (58%) strongly agreeing or agreeing somewhat conflicts are resolved quickly and effectively, 
an increase by nearly one-tenth from 2012 (49%).  
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2014 N = 127 
2012 N= 161 

1.9 I have a lot of freedom to determine how to do my work. 

In 2014 and in 2012 the majority (95% and 93%) of respondents felt they had a lot of freedom to determine how to 
do their work. No large change was observed for the proportion disagreeing or choosing “no opinion” between the 
baseline and follow-up survey.  

2. Context of the entire organization: 

There was positive change from 2012 to 2014 when respondents considered the entire organization. From 2012 to 
2014 the proportion that agree that there is an alignment of the mission, value, and goals across the organization 
increased by 18%. 17% more of the respondents in 2014 than in 2012 strongly agree or agree somewhat that the 
Classified leadership, Faculty leadership, and College management work well together. The proportion dis-agreeing 
that collaboration exists across College Departments, Programs, and Service areas decreased slightly from 2012 to 
2014, and the proportion agreeing increased by nearly 14%. However, there were still negatives and not all 
respondents feel positive about the work environment, and more respondents disagree now that issues are resolved 
in the organization than did in 2012. 

 
2014 N = 129, 2012 N=158 2014 N = 129, 2012 N= 158 
 
2.1 Issues are resolved in the organization. 

Slightly more than half (51%) of the 2014 respondents feel issues are resolved in the organization, just less than half 
(49%) agreed with this statement in 2012. However, more than two in five (42%) disagreed with this statement in 
2014 while only one in three (34%) disagreed in 2012.  
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2.2 I am satisfied with the work environment at UCC. 

There was no change in the proportion of respondents (71%) that strongly agreed or agreed somewhat that they are 
satisfied with the work environment at UCC. However, more 2014 respondents (29%) signified that they are not 
satisfied with the work environment at UCC than 2012 respondents (24%).  

 
2014 N = 129, 2012 N = 157 2014 N = 129, 2012 N= 157 
 
2.3 Collaboration exists across College Departments, Programs, and Service areas. 

In 2012 only two out of five (41%) respondents strongly agreed or agreed somewhat that collaboration exists across 
college departments, programs, and service areas, and it 2014 this increased to over half (54%) of respondents 
agreeing. Notably, a slightly smaller proportion of respondents in 2014 (40%) disagreed than in 2012 (42%). 

2.4 The Classified leadership, Faculty leadership, and College management work well together. 

A major change from 2012 to 2014 was the proportion agreeing that the leadership throughout the different areas of 
the institution work well together. In 2012 just under half (48%) strongly or somewhat agreed that the classified 
leadership, faculty leadership, and college management worked well together, in 2014 this increased to nearly two 
out of three (64%) respondents agreeing. There is evidence once again that employees are feeling more comfortable 
with voicing their opinions on campus: in 2012 more than a third (36%) answered this question with “no opinion”, in 
2012 less than one in eight (12%) had “no opinion”, a change of 24 percentage-points. 
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2.5 There is alignment of the mission, value, and goals across the organization. 

When asked about apparent alignment of the mission, value, and goals across the organization three-fifths strongly 
agreed or agreed somewhat, this is a nearly 20% increase from the 2012 responses (43%). Also, there was a 21% 
decrease in respondents selecting “no opinion” at this question from 2012 (30%) to 2014 (9%). 

 

3. Context of organizational support of employees: 

The institution may have lost some ground in the area of organizational support of employees. There were increases 
in agreement that the college does support diversity in the workplace, and that employees do have the time, 
freedom, and resources to identify problems and to make improvements from 2012 to 2014. However, there was a 
decline in agreement from 2012 to 2014 that employees feel they are consistently treated with respect (5%) and that 
they have the opportunity to be involved in organizational decisions, plans, and problem solving (3%). Although the 
majority of respondents agree still, notice should be taken when agreement levels decline over personnel. 

 
2014 N = 128 2014 N = 128 
2012 N = 161 2012 N = 162 

3.1 I make a positive difference in the organization. 

In 2012 the majority (91%) of respondents strongly agreed or agreed somewhat that they make a positive difference 
in the organization; this majority (91%) did not change for the 2014 respondents. Despite this positive message there 
was a six time increase in the percentage that disagreed in 2012 (1%) to the percentage that disagreed in 2014 (6%). 
Nonetheless, 9% in 2012 answered this question with “no opinion” and only a third of that (3%) answered “no 
opinion” in 2014. 

3.2 I have opportunity to be involved in organizational decisions, plans, and problem solving. 

The percentage of respondents agreeing that they have the opportunity to be involved in organizational decisions, 
plans, and problem solving decreased from 2012 (71%) to 2014 (68%), and the proportion disagreeing increased from 
one in five (21%) in 2012 to nearly one in three (31%) in 2014. The amount of respondents choosing “no opinion” 
dropped by 75% from 2012 (8%) to 2014 (2%). 
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2014 N = 128 2014 N = 127 
2012 N = 162 2012 N = 160 

3.3 I am consistently treated with respect. 

The institution appears to have lost some ground in how respondents perceive they are being treated. In 2012 82% 
strongly agreed or agreed somewhat that they were consistently treated with respect, in 2014 this had dropped to 
77%. Likewise, in 2012 15% of respondents strongly disagreed or disagreed somewhat that they were treated with 
respect, but in 2014 this rose to 22%. 

3.4 The College supports diversity in the workplace. 

Despite the fact that the rates of agreement among respondents that they are treated respectfully and have the 
opportunity to be involved have gone down from 2012 to 2014, overall respondents agree more now, nearly three in 
four (73%), than did in 2012 (64%) that the college supports diversity in the workplace. 

 
2014 N = 128 2014 N = 128 
2012 N = 162 2012 N = 161 

3.5 I have the time, freedom, and resources to identify problems and to make improvements. 

Another area that has seen improvement in agreement, and a decline in disagreement, is employee’s agreement 
they have the time, freedom, and resources to identify problems and make improvements. In 2012 52% strongly 
agreed or agreed somewhat they had the ability to deal with problems and make improvements with 40% 
disagreeing, in the follow-up survey 56% agreed and 38% disagreed. Although these differences are slight, in 2012 
there was only a 12% difference in agreement and disagreement, in 2014 this difference had increased to 19%. 
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3.6 My work is appreciated by the College. 

Overall there was not much change in respondents’ view of their work being appreciated by the college from 2012 to 
2014. In 2012 68% strongly agreed or agreed somewhat and in 2014 70% strongly agreed or agreed somewhat that 
their work is appreciated by the college. 

 

4. Context of organizational communication: 

The 2014 respondents increased their overall agreement that the organization is communicating well (18% more in 
2014 than in 2012), the organization is clear and consistent in its mission and value messages (16% more in 2014 than 
in 2012), and there are adequate communication mechanisms between the Board of Trustees and the college 
community (12% more in 2014 than in 2012).  

 
2014 N = 129 2014 N = 129 
2012 N = 161 2012 N = 161 

4.1 The purposes and rationales behind policy decisions are consistently communicated clearly and in a timely 
manner. 

While the proportion of respondents who agree that the purposes and rationales behind policy decisions are 
consistently communicated clearly and in a timely manner has increased slightly from 2012 (40%) to 2014 (43%), the 
proportion that disagree increased more from 45% in 2012 to 53% in 2014. Though most respondents disagreethat 
the purposes and rationales behind policy decisions are consistently communicated clearly and in a timely manner 
more than 10% fewer had no opinion in 2014 (4%) than did in 2012 (15%). 

4.2 I feel informed regarding issues that face the college. 

6% more respondents in 2014 (64%) strongly agreed or agreed somewhat that they feel informed regarding issues 
that face the college than in 2012 (58%). More notably, the percentage that disagreed (35%) did not change between 
the two years, and the proportion that listed “no opinion” dropped from 7% to just 1%. 
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2014 N = 129 2014 N = 129 
2012 N = 161 2012 N = 161 

4.3 The mission and values of the college are clearly and consistently communicated. 

In 2012 one in two (50%) respondents agreed the mission and values of the college were clearly and consistently 
communicated, in 2014 this increased to two in three (67%) respondents. The proportion disagreeing dropped by 4%, 
the proportion selecting “no opinion” dropped by 12 percentage-points, from 14% to just 2%. 

4.4 There is a free flow of information throughout the college. 

Although slightly more respondents strongly agreed or agreed somewhat that there is a free flow of information 
throughout the college in 2014 (47%) than did in 2012 (44%), the increase of disagreement is greater, now at 50% 
and only 45% in 2012. And although there is more disagreement, there were also fewer selecting “no opinion” in 
2014 (3%) than did in 2012 (12%) signaling employees’ comfort in stating their views openly. 

 
2014 N = 129, 2012 N= 161 2014 N = 129, 2012 N= 159 
 
4.5 The organization has a long term vision and communicates it. 

Employees had a noticeable change in view from 2012 to 2014 regarding the institution’s communication of its long 
term vision. In 2012 just over two in five (43%) agreed, in 2014 this increased by one-fifth to three in five (61%). In 
2012 two in five (39%) also disagreed and nearly one in five (18%) were not willing to give their opinion. In 2014 just 
over a third (35%) disagreed strongly or disagreed somewhat while only one in 20 (5%) chose to not give their 
opinion. 

14.3% 

35.4% 

50.3% 

2.3% 

31.0% 

66.7% 

0% 10% 20% 30% 40% 50% 60% 70%

% No Opinion

% Disagree

%Agree

The mission and values of the college are clearly 
and consistently communicated 

2014 Response

2012 Response
11.8% 

44.7% 

43.5% 

3.1% 

49.6% 

47.3% 

0% 10% 20% 30% 40% 50% 60%

% No Opinion

% Disagree

%Agree

There is a free flow of information throughout 
the college 

2014 Response

2012 Response

18.0% 

39.1% 

42.9% 

4.7% 

34.9% 

60.5% 

0% 10% 20% 30% 40% 50% 60% 70%

% No Opinion

% Disagree

%Agree

The organization has a long term vision and 
communicates it 

2014 Response

2012 Response 31.4% 

35.2% 

33.3% 

22.5% 

32.6% 

45.0% 

0% 10% 20% 30% 40% 50%

% No Opinion

% Disagree

%Agree

Adequate mechanisms exist for communication 
between the Board of Trustees and the College 

Community 

2014
Response

2012
Response



37 
 

4.6 Adequate mechanisms exist for communication between the Board of Trustees and the College Community. 

Less than half (45%) of employees responding to the 2014 Organizational Climate survey agreed that adequate 
mechanisms exist for communication between the Board of Trustees and the College Community. However, this is a 
noticeable increase from the 2012 results, where only a third (33%) agreed. The percentage strongly disagreeing or 
disagreeing somewhat from 2012 to 2014 has decreased slightly from 35% in 2012 to 33% in 2014. Also, the 
proportion not choosing to state their opinion decreased from 31% in 2012 to 23% in 2014. 

 

5. Context of organizational decision making: 

Of all the areas of the survey, organization decision making had the overall greatest increase of agreement from the 
2012 survey. There was at least a 20% increase in agreement when it came to problem solving and implementing 
solutions. 18% more respondents in 2014 than in 2012 also found the Board of Trustees to be more responsive from 
the college community. The only portion of this section that did not see a growth of agreement was concerning the 
openness of management to questions, concerns, and suggestion, in fact 10% more disagreed with this in 2014 than 
did in 2012. 

 
2014 N = 129 2014 N = 129 
2012 N = 161 2012 N = 159 

5.1 Task forces and committees are used effectively to solve problems and make decisions. 

In 2012 the respondents were nearly evenly split across agreement (34%), disagreement (37%), and not giving an 
opinion (29%) when asked if they agree or disagree that task forces and committees are used effectively to solve 
problems and make decisions. In 2014, more than half (54%) agree, about a third (34%) still disagree, but 3% less 
than in 2012, and only 12% gave no opinion. 

5.2 Short term thinking compromises the long tem goals and vision. 

There was no change in agreement that short term thinking compromises the long term goals and vision from 2012 
(55%) to 2014 (55%), with over half agreeing. However, in 2012 one in five (20%) strongly disagreed or disagreed 
somewhat that short term thinking compromises the long term goals and vision and in 2014 this increased by 10% 
(30%). Also, there was an 11 percentage-point decrease in the proportion giving no opinion from 2012 (26%) to 2014 
(15%). 
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2014 N = 129 2014 N = 129 
2012 N = 161 2012 N = 161 

5.3 The organization uses problem-solving approaches that focus on resolving issues rather than defending 
positions. 

Two in five (40%) respondents in 2012 strongly agreed or agreed somewhat that the organization uses problem-
solving approaches that focus on resolving issues rather than defending positions, in 2014 nearly half (47%) agreed 
and two in five (40%) disagreed. The proportion that chose “no opinion” was cut in half from 2012 (27%) to 2014 
(13%). 

5.4 The organization resolves problems by finding and implementing solutions rather than focusing on processes. 

Only about a quarter (26%) of 2012 respondents agreed that the organization resolves problems by finding and 
implementing solutions rather than focusing on processes, two in five (40%) disagreed with this. There has been an 
apparent change of view and in 2014 nearly half (49%) strongly agreed or agreed somewhat that the organization 
resolves problems by finding and implementing solutions rather than focusing on processes and only one in three 
(33%) now disagree. In 2012 a third (34%) did not want to give their opinion and in 2014 only about one in five (18%) 
chose “on opinion” as their response to this question. 

 
2014 N = 129 2014 N = 129 
2012 N = 161 2012 N = 160 

5.5 The Board of Trustees is responsive to input from the college community. 
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proportion of “no opinion” is shocking for the 2014 results in 2012 half (50%) of the respondents chose “no opinion” 
when they were asked if the Board of Trustees is responsive to input from the college community. The other half of 
2012 respondents were nearly split between agreeing (27%) and disagreeing (23%).  

5.6 Management is consistently open to my questions, concerns, and suggestions. 

The proportion of respondents agreeing that management is consistently open to their questions, concerns, and 
suggestions did not change from 2012 (60%) to 2014 (61%) with three in five either strongly agreeing or agreeing 
somewhat. 36% of 2014 respondents disagreed, an increase of 10% from 2012 (26%). The proportion without an 
opinion for this question also changed by 10% from 2012 (14%) to 2014 (4%), signaling that although more 
respondents disagreed, perhaps more respondents feel comfortable stating their opinion. 

 

6. Context of organizational management practices: 

There was a noticeable increase of agreement in the area of organizational management practices. Nearly 13% more 
strongly agreed or agreed somewhat that the institution is appropriately organized in 2014 than did in 2012. The 
proportion of respondents that agreed the college deals effectively with poor job performance by employees grew by 
12% from 2012 to 2014, and of those that agreed that innovation and risk taking are practiced and encouraged grew 
by 11%. 14% more disagreed in 2014 than did in 2012 that when disagreements occur, people work hard to find a 
“win-win” solution. Also, 13% more disagreed in 2014 than in 2012 that adequate preparation is made in support of 
orderly organizational change. 

 
2014 N = 129 2014 N = 128 
2012 N = 159 2012 N = 161 

6.1 Decisions are made at the level where the best information is available. 

While the percentage of respondents agreeing that decisions are made at the level where the best information is 
available increased from 37% in 2012 to 43% in 2014 the percentage disagreeing also increased slightly from 2012 
(42%) to 2014 (45%).  
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6.2 When disagreements occur, people work hard to find a “win-win” solution. 

More than half (51%) of the respondents who took the survey in 2014 agreed that when disagreements occur, people 
work hard to find a “win-win” solution, a slight increase from 2012 with just under half (47%) agreeing. However, two 
in five (40%) 2014 responding in 2014 did not agree that people work hard to find a “win-win” solution when 
presented with a disagreement, while only a quarter (26%) disagreed in 2012. More than a quarter (27%) chose “no 
opinion” in 2012 but just 9% did not state their opinion in 2014. 

 
2014 N = 128 2014 N = 129 
2012 N = 159 2012 N = 161 

6.3 The organizational approach to problem solving is consistent and predictable. 

There was a 10% increase in agreement for the statement “the organizational approach to problem solving is 
consistent and predictable” from 2012 (31%) to 2014 (41%), but still more respondents disagreed (46%) in 2014, an 
8% increase in disagreement over 2012 (38%). There was a large change in proportion of those selecting “no opinion” 
from 2012 (30%) to 2014 (13%) for this same question.  

6.4 New systems, projects, and initiatives are coordinated across the organization. 

Less than two in five (36%) agreed that new systems, projects, and initiatives are coordinated across the 
organization, an increase over the 27% that agreed in 2012. Yet, more than half (54%) of 2014 respondents strongly 
disagreed or disagreed somewhat that new systems, projects, and initiatives are coordinated across the organization, 
an increase of 9% over 2012 (45%).  
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6.5 Innovation and risk taking are practiced and encouraged. 

Less than two in five (38%) respondents agreed that innovation and risk taking are practiced and encouraged in 2012, 
this increased to nearly half (49%) agreeing in 2014. A quarter (25%) did not wish to state their opinion in 2012 while 
only one in 11 (9%) did not state their opinion in 2014. The percentage disagreeing did increase slightly from 37% in 
2012 to 42% in 2014. 

6.6 Adequate preparation is made in support of orderly organizational change. 

Results have indicated that decisions are not necessarily made at the level where the best information is available, or 
that new systems, projects, and initiatives are not coordinated across the organization, further solidifying this 
sentiment, more than half (53%) found that adequate preparation is not made in support of orderly organizational 
change, an increase in disagreement over 2012 (39%) by 14%. The proportion that agreed, however, did slightly 
increase from 2012 (29%) to 2014 where nearly two in five (36%) agreed. 

 
2014 N = 129 2014 N = 128 
2012 N = 161 2012 N = 161 

6.7 The college deals effectively with poor job performance by employees. 

There was an 11-percentage point increase in agreement that the college deals effectively with poor job performance 
by employees from 2012 (16%) to 2014 (27%). However, nearly three in five (57%) strongly disagree or disagree 
somewhat, a slight increase over the half (54%) that disagreed in 2012. 

6.8 The institution is appropriately organized. 

Exactly half (50%) of the respondents in 2014 strongly agreed or agreed somewhat that the institution is 
appropriately organized; there was only 37% agreement in 2012. There was nearly a 20% drop in the proportion of 
respondents selecting “no opinion” from 2012 to 2014 (7%), which is interesting that more than one in four (26%) in 
2012 did not want to voice an opinion about the appropriateness of how the institution was organized and in 2014 all 
but 7% gave their opinion. 
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Comparison by Employment Category 

 

Each employment category may see different issues in a diverse way. Overall analysis of the staff categories and 
proportion responding to the survey is important to review prior to reviewing each question by employment 
category. Between the 2012 survey administration and the 2014 survey administration all exempt positions were 
made into administrative positions. In May 2012 when the initial Campus Climate survey was conducted there were 
558 employees. 8% were administrative or exempt employees, 35% were full or part time classified employees, and 
57% were faculty. In 2014 the percentages remained relatively similar with 9% administrative or exempt employees, 
38% classified employees, and 53% faculty out of the 484 total employees (a drop of total employees nearly 13% 
from 2012). 

The proportions responding in each category were similar to the population of the institution but not the same. In 
2012 29% of the population responded with 18% administrative or exempt employees, 34% full or part time classified 
employees, and 48% full or part time faculty. In 2014 23% of the college’s population replied with 16% of the 
respondents administrative or exempt employees, 50% classified employees, and 34% faculty. 

  Entire Institution Survey Respondents 

  2012 2014 2012 2014 

Employment Category Number % of Total Number % of Total Number % of Total Number % of Total 

Administrative or Exempt Employees 46 8.2% 43 8.9% 29 17.8% 18 16.1% 

Full or Part Time Classified Employees 194 34.8% 186 38.4% 56 34.4% 56 50.0% 

Full or Part Time Faculty 318 57.0% 255 52.7% 78 47.9% 38 33.9% 

Total 558 100.0% 484 100.0% 163 100.0% 112 100.0% 
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Although the proportion of respondents in each employment category was similar but not the same from the 
population to the actual survey respondents, the proportion of employees by each employment category type 
actually responding should also be reviewed. General rules to follow when reviewing if your data can be inferred 
upon the population can be based off of either the percentage replying, or having at least n responses. For web-
based surveys a 20%-30% response rate is to be expected and is an acceptable rate, on the other hand an acceptable 
amount for enough responses is generally n=30, but 20 to 30 responses can be considered sufficient. 

 In 2012 29% of the total employee population responded to the Organizational Campus Climate survey. 63% of 
administrative or exempt employees, 29% of classified employees, and 25% of faculty completed the survey. In 2014 
23% of the total employee population responded to the Organizational Campus Climate survey. 42% of 
administrative or exempt employees, 30% of classified employees, but only 15% of faculty completed the survey, 
however there were over 30 faculty who completed the survey. 

  2012 2014 

Employment Category Institution Respondents % Responding Institution Respondents % Responding 
Administrative or Exempt Employees 46 29 63.0% 43 18 41.9% 

Full or Part Time Classified Employees 194 56 28.9% 186 56 30.1% 

Full or Part Time Faculty 318 78 24.5% 255 38 14.9% 

Total 558 163 29.2% 484 112 23.1% 
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1. Context of personal work environment: 

1.1 I am engaged in my work. 

 
2014 N = 17 2014 N = 56 
2012 N = 29 2012 N = 55 

 
2014 N = 38 
2012 N = 77 

Across all employment types at least 92% of respondents from the 2014 survey strongly agreed or agreed somewhat, 
yet over 7% of classified staff and nearly 6% of administrative or exempt staff disagreed that they are engaged in 
their work – only 2.6% of faculty disagreed and there was no change in opinion for the faculty from 2012 to 2014. 
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1.2 I have enough time to get my work done in a reasonable time frame. 

2014 N = 17 2014 N = 56 
2012 N = 29 2012 N = 54 

  
2014 N = 38 
2012 N = 77 

When staff classification is split apart there are noticeable differences between administrative or exempt staff and 
classified and faculty staff. Faculty by far agree the most that they have enough time to get their work done in a 
reasonable timeframe, nearly four-fifths (79%), three quarters of classified staff agree (73%), and only 59% of 
administrative or exempt employees agree with this.  

1.3 I feel a lot of stress related to my work assignments. 
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2014 N = 38 
2012 N = 76 

It appears that an increased feeling of stress related to work assignments has only increased for administrative (77% 
verses 59%) and classified (57% verses 50%) from 2012 to 2014. Meanwhile the proportion of faculty that strongly 
disagree or disagree somewhat that they feel a lot of stress related to their work assignments has increased (from 
58% to 63%) while those that agree has remained constant at 37%. 

1.4 There is a free flow of information among employees in my area. 
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The proportion of administrative or exempt employees agreeing that there is a free flow of information among 
employees in their area decreased by nearly 10% from 2012 to 2014 (86% to 78%). The proportion of classified 
employees who agree increased by nearly 10% from 2012 to 2014 (57% to 66%), but yet nearly one third (30%) still 
disagree. 2014 numbers for faculty are similar to 2014 numbers for classified staff – 66% strongly agree or agree 
somewhat and 34% strongly disagree or disagree somewhat – however, three quarters (74%) of faculty agreed that 
there was a free flow of information among employees in their area in 2012, and in 2014 this diminished to two-
thirds. 

1.5 Collaboration exists within my program and/or service areas. 

2014 N = 18 2014 N = 55 
2012 N = 29 2012 N = 54 

 
2014 N = 38 
2012 N = 77 

More administrative or exempt and classified staff strongly agree or agree somewhat now that collaboration exists 
within their program and/or service areas than did in 2012. The difference was greater for administrative or exempt 
employees (nearly 10% more) than for classified staff (nearly 8% more), but within all groups three-quarters agreed. 
Faculty on the other hand were not as in agreement here, and their level of agreement decreased by over 10% from 
2012 (79%). Two-thirds (68%) of faculty agreed leaving a third (32%) to strongly disagree or disagree somewhat that 
collaboration exists in their area. 
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1.6 My workplace functions so that I can see the relationship between my role and the goals of the college. 

2014 N = 18 2014 N = 56 
2012 N = 29 2012 N = 55 

  
2014 N = 38 
2012 N = 77 

There is not much variation across employment category, at least three-fourths of employees in any category 
strongly agree or agree somewhat that their workplace functions so that they can see the relationship between their 
role and the goals of the college. All employment categories had a large drop in proportion selecting “no opinion” 
with Administrative/Exempt employees dropping to zero from 14% and faculty also dropping to zero from 9%, and 
classified staff dropping to just 2% from 11%. 
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1.7 Interpersonal conflicts interfere with my ability to resolve disagreements. 

2014 N = 18 2014 N = 55 
2012 N = 29 2012 N = 53 

  
2014 N = 38 
2012 N = 77 

When asked if respondents agree or disagree with the statement “interpersonal conflicts interfere with my ability to 
resolve disagreements”, the overall differences between the 2012 results and the 2014 results are not too extreme 
however, when employment classification is taken into account differences between each category and even within 
the categories over time are apparent. By far the administrative or exempt staff (39%) feels the most that 
interpersonal conflicts interfere with their ability to resolve disagreements. However, 17% more from the 2014 
survey than from the 2012 survey now disagree, more than half (56%) of administrative or exempt staff strongly 
disagrees or disagrees somewhat. In 2012, one in five (21%) administrative or exempt staff stated no opinion for this 
question, while in 2014 it dropped to about one in 20 (6%). Classified staff jumped from less than two in three (62%) 
disagreeing to three in four (75%) disagreeing that interpersonal conflicts interfere with their ability to resolve 
disagreements. More than four in five (84%) faculty disagree, leaving only about one in ten (11%) faculty who 
strongly agree or agree somewhat that interpersonal conflicts interfere with their ability to resolve disagreements. 
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1.8 Interpersonal conflicts with my peers are resolved quickly and effectively. 

2014 N = 17 2014 N = 55 
2012 N = 29 2012 N = 55 

  
2014 N = 37 
2012 N = 75 

The variance is extreme among the employment categories. 35% of administrative or exempt employees, 67% of 
classified employees, and 54% of faculty strongly agree or agree somewhat that interpersonal conflicts with peers are 
resolved quickly and effectively. Three in five (59%) administrative or exempt employees disagree, nearly double 
from the 31% that disagreed in 2012. The proportion of administrative or exempt staff not willing to answer this 
question dropped from 35% in 2012 to just 6% in 2014. 

1.9 I have a lot of freedom to determine how to do my work. 

2014 N = 18 2014 N = 55 

34.5% 

31.0% 

34.5% 

5.9% 

58.8% 

35.3% 

0% 10% 20% 30% 40% 50% 60% 70%

No Opinion

Disagree

Agree

Administrative or Exempt 

Administrative or
Exempt-2014
Administrative or
Exempt-2012

27.3% 

23.6% 

49.1% 

14.5% 

18.2% 

67.3% 

0% 10% 20% 30% 40% 50% 60% 70% 80%

No Opinion

Disagree

Agree

Classified 

Classified-2014
Classified-2012

32.0% 

13.3% 

54.7% 

21.6% 

24.3% 

54.1% 

0% 10% 20% 30% 40% 50% 60%

No
Opinion

Disagree

Agree

Faculty 

Faculty-2014
Faculty-2012

3.4% 

3.4% 

93.1% 

0.0% 

0.0% 

100.0% 

0% 20% 40% 60% 80% 100% 120%

No Opinion

Disagree

Agree

Administrative or Exempt 

Administrative or
Exempt-2014

Administrative or
Exempt-2012 1.8% 

10.9% 

87.3% 

1.8% 

7.3% 

90.9% 

0% 20% 40% 60% 80% 100%

No
Opinion

Disagree

Agree

Classified 

Classified-2014

Classified-2012



51 
 

2012 N = 29 2012 N = 55 

 
2014 N = 37 
2012 N = 77 

There is practically no variation based off of employment for proportion of agreement of if a respondent states they 
have a lot of freedom to determine how to do their work. 91% of classified staff agrees while 100% of administrative 
or exempt staff and faculty agree. There was also a decrease of 4% of classified staff disagreeing from 2012 (11%) to 
2014 (7%). 

 

2. Context of the entire organization: 

2.1 Issues are resolved in the organization. 
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2014 N = 38 
2012 N = 77  

The responses from the classified staff between 2012 and 2014 did not change, however there were noticeable 
changes for the administrative or exempt and faculty responses. The administrative or exempt staff increased by 10% 
in their agreement that issues are resolved in the organization, however the rate disagreeing also increased to more 
than half (56%) of administrative or exempt employees strongly disagreeing or disagreeing somewhat that issues are 
resolved in the organization. Notably, more than one in six (17%) did not answer this question in 2012 but all 
administrative or exempt employees answered this question in 2014. The proportion of faculty reporting that issues 
are resolved in this organization increased from 56% to 63%. 

2.2 I am satisfied with the work environment at UCC. 

2014 N = 18 2014 N = 56 
2012 N = 29 2012 N = 52 
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2014 N = 38 
2012 N = 77  

There was very little difference when employment category is taken into account when looking at if employees are 
satisfied with the work environment at UCC. The most difference was for the classified staff. In 2012 three in five 
(62%) agreed that they are satisfied with the work environment at UCC, in 2014 two in three (68%) agreed, however 
this is the lowest proportion of agreement for the three groups with 72% of administrative or exempt employees 
strongly agreeing or agreeing somewhat, and 79% of faculty agreeing. 

2.3 Collaboration exists across College Departments, Programs, and Service areas. 

2014 N = 17 2014 N = 56 
2012 N = 29 2012 N = 52  

 
2014 N = 38 
2012 N = 76  
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Although the proportion of administrative or exempt staff increased from one-third (35%) to two-fifths (41%) from 
2012 to 2014 of those who agree that collaboration exists across college departments, programs, and service areas 
the percentage of administrative or exempt staff that disagree also increased from 52% in 2012 to 59% in 2014. In 
2012 about one in seven (14%) administrative or exempt employees responded with “no opinion”, however in 2014 
no administrative or exempt employees respondent with “no opinion”. Classified staff had the most notable change 
of opinion. In 2012 half (50%) of the respondents strongly disagreed or disagreed somewhat that collaboration exists 
across college departments, programs, and service areas, but in 2014 this had decreased to only 38% with more than 
half (55%) strongly agreeing or agreeing somewhat. The change for faculty was noticeable but not as drastic as it was 
for classified personnel. In 2012 more than two-fifths (45%) of faculty agreed, and in 2014 three-fifths (61%) also 
agreed that collaboration exists. 

2.4 The Classified leadership, Faculty leadership, and College management work well together. 

2014 N = 17 2014 N = 56 
2012 N = 29 2012 N = 53  

 
2014 N = 38 
2012 N = 75  

Since 2012 the majority (55% in 2012 and 65% in 2014) of administrative or exempt staff agreed that the various 
leaders on campus work well together, but the changes for the classified staff and faculty are more extreme. In 2012 
43% of classified staff chose to answer this question with “no opinion” and only 38% agreeing, in 2014 only 14% 
answered “no opinion” and nearly three out of five (59%) agreed. Faculty were similar to classified. In 2012 39% 
answered “no opinion” but more than half (52%) strongly agreed or agreed somewhat, in 2014 the percentage 
choosing “no opinion” dropped to 13% and 71% agreed. 

  

13.8% 

31.0% 

55.2% 

0.0% 

35.3% 

64.7% 

0% 10% 20% 30% 40% 50% 60% 70%

No Opinion

Disagree

Agree

Administrative or Exempt 

Administrative or
Exempt-2014

Administrative or
Exempt-2012

43.4% 

18.9% 

37.7% 

14.3% 

26.8% 

58.9% 

0% 10% 20% 30% 40% 50% 60% 70%

No Opinion

Disagree

Agree

Classified 

Classified-2014
Classified-2012

38.7% 

9.3% 

52.0% 

13.2% 

15.8% 

71.1% 

0% 10% 20% 30% 40% 50% 60% 70% 80%

No Opinion

Disagree

Agree

Faculty 

Faculty-2014
Faculty-2012



55 
 

2.5 There is alignment of the mission, value, and goals across the organization. 

2014 N = 17 2014 N = 55 
2012 N = 29 2012 N = 53 

 
2014 N = 38 
2012 N = 76 

The majority of classified staff (56%) and faculty (71%) do not follow the same pattern as administrative and exempt 
staff and do agree that there is alignment. Administrative or exempt staff are not as positive and instead the majority 
(53%) strongly disagree or disagree somewhat that there is alignment of the mission, value, and goals across the 
organization leaving just under half (47%) agreeing. In 2012 more than a quarter (28%) of administrative or exempt 
staff selected “no opinion” in 2014 all administrative or exempt staff answered this question with agreement or 
disagreement.  
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3. Context of organizational support of employees: 

3.1 I make a positive difference in the organization. 

2014 N = 18 2014 N = 55 
2012 N = 29 2012 N = 55 

 
2014 N = 38 
2012 N = 77 

In the baseline and the follow-up Organizational Campus Climate surveys 100% of administrative and exempt staff 
strongly agreed or agreed somewhat that they make a positive difference in the organization. Both classified staff 
(89% from 86%) and faculty (92% from 91%) had minor increase in the proportion agreeing. 
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3.2 I have opportunity to be involved in organizational decisions, plans, and problem solving. 

2014 N = 18 2014 N = 55 
2012 N = 29 2012 N = 55 

 
2014 N = 38 
2012 N = 78  

The percentage of agreement change is noticeable when broken out by employment classification. Both 
administrative or exempt personnel (from 79% in 2012 to 72% in 2014) and classified staff (from 71% in 2012 to 60% 
in 2014) had a decrease in agreement that they have the opportunity to be involved in organizational decisions, 
plans, and problem solving and an at least ten percentage-point increase in disagreement. Faculty, however, did not 
follow this same pattern and more respondents strongly agreed or agreed somewhat that they have the opportunity 
to be involved in organizational decisions, plans, and problem solving in 2014 (71%) than in 2012 (68%). 
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3.3 I am consistently treated with respect. 

2014 N = 18 2014 N = 55 
2012 N = 29 2012 N = 55 

 
2014 N = 38 
2012 N = 78  

Among the staff, classified staff were the only group that experienced a positive change from 2012 to 2014 when 
asked if they agree or disagree that they are consistently treated with respect. In 2012, 69% of classified staff strongly 
agreed or agreed somewhat that they were consistently treated with respect, in 2014 75% agreed. Administrative or 
exempt staff had the largest drop: 14% from 2012 (86%) to 2014 (72%) agreeing. The proportion disagreeing was one 
in ten (10%) in 2012 and jumped to two in seven (28%) in 2014. Faculty responses did not change as much from 2012 
to 2014 with a 5% change from 89% in 2012 to 84% in 2014 agreeing. 
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3.4 The College supports diversity in the workplace. 

2014 N = 17 2014 N = 54 
2012 N = 28 2012 N = 55 

 
2014 N = 38 
2012 N = 77  

Among the staff, the views have not changed for administrative or exempt staff, but nearly 10% more of classified 
staff now strongly agree or agree somewhat (74%) that the college supports diversity than did in 2012 (66%). There is 
an even greater change of agreement among faculty, nearly four in five (79%) now agree that the college supports 
diversity, while only about two out of three (64%) did in 2012. 

3.5 I have the time, freedom, and resources to identify problems and to make improvements. 
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2014 N = 38 
2012 N = 78  

Half (50%) of the administrative or exempt employees strongly disagree or disagree somewhat that they have the 
time, freedom, and resources to identify problems and make improvements, while only 44% agreed. This is switched 
from the administrative or exempt employees’ attitudes in 2012 when 52% agreed and 38% disagreed. Among the 
classified staff and faculty group is where improvement in this area has been made with 53% of classified and 66% of 
faculty now strongly agreeing or agreeing somewhat that they have the time, freedom, and resources to identify 
problems and make improvements, in 2012 it had been 49% and only 37% respectively. 

3.6 My work is appreciated by the College. 

2014 N = 18 2014 N = 55 
2012 N = 29 2012 N = 55 
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2014 N = 38 
2012 N = 77 

Both administrative or exempt employees (59% in 2012 to 67% in 2014) and faculty (69% in 2012 to 79% in 2014) 
experienced about a 10% increase in agreement from 2012 to 2014 that their work is appreciated by the college. 
Classified staff did not have the same pattern, and in 2012 71% strongly agreed or agreed somewhat but in 2014 the 
percentage of agreement had dropped to 66%. 

 

4. Context of organizational communication: 

4.1 The purposes and rationales behind policy decisions are consistently communicated clearly and in a timely 
manner. 
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2014 N = 38 
2012 N = 77  

Half (50%) of administrative or exempt staff agree that the purposes and rationales behind policy decisions are 
consistently communication clearly and in a timely manner, with the other half (50%) disagreeing. Faculty are also 
split evenly with 47% agreeing and 47% disagreeing, the remaining 5% responded “no opinion”. Nearly three in five 
(57%) classified respondents strongly disagree or disagree somewhat that the purposes and rationales behind policy 
decisions are consistently communicated clearly and in a timely manner, while two in five (39%) do find this 
statement agreeable. 

4.2 I feel informed regarding issues that face the college. 

2014 N = 18 2014 N = 56 
2012 N = 29 2012 N = 55 
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2014 N = 38 
2012 N = 77  

Faculty appear to feel the most informed about issues facing the college, with more than three in four (76%) 
agreeing, two-thirds (67%) of administrative or exempt staff also agree, and nearly two in five (57%) classified staff 
agree as well. Both the administrative and exempt and the classified employees did not change their views much 
from 2012, however, there was a 16% gain in agreement from 2012 (60%) to 2014 for the faculty. 

4.3 The mission and values of the college are clearly and consistently communicated. 

2014 N = 17 2014 N = 56 
2012 N = 29 2012 N = 55 

  
2014 N = 38 
2012 N = 77  
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Faculty agree the most (76%) that the mission and values of the college are clearly and consistently communicated, 
with only one in five (21%) disagreeing. The majority (64%) of classified staff also strongly agree or agree somewhat 
that the mission and values of the college are clearly and consistently communicated, but not to the extent of faculty, 
and nearly a third (32%) disagree. Administrative or exempt personnel however do not agree that the mission and 
values of the college are clearly and consistently communicated with over half (53%) strongly disagreeing or 
disagreeing somewhat. 

4.4 There is a free flow of information throughout the college. 

2014 N = 18 2014 N = 56 
2012 N = 29 2012 N = 55 

  
2014 N = 38 
2012 N = 77  

Interestingly administrative or exempt staff are split down the middle when asked if they agree or disagree that there 
is a free flow of information throughout the college with half (50%) agreeing and half (50%) disagreeing. This is 
different from 2012 where over half (52%) disagreed and only about two in five (38%) agreed. Classified staff mostly 
do not find there to be a free flow of information throughout the college with 57% disagreeing and only two in five 
(41%) agreeing. 
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4.5 The organization has a long term vision and communicates it. 

2014 N = 17 2014 N = 56 
2012 N = 29 2012 N = 55 

  
2014 N = 38 
2012 N = 77  

While more than half (53%) administrative or exempt staff strongly disagree or disagree somewhat that the 
organization has a long term vision and communicates it, the percent disagreeing dropped slightly from 2012 (55%), 
and although only about two in four (41%) agree, this was a 17% increase for administrative or exempt agreeing from 
2012 (24%). More than three-fifths (63%) of classified staff agree that the organization has a long term vision and 
communicates it, an increase of 17% as well from the baseline survey (46%). Faculty agreement rates increased by 
18% from 2012 (48%) to 2014 (66%), and the proportion that disagreed that the organization has a long term vision 
and communicates it decreased from 38% in 2012 to 29% in 2014. The proportion of respondents selecting “no 
opinion” dropped noticeable from one survey to the next as well from a minimum of nine percentage-points for 
faculty to an 18% drop for classified staff. 
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4.6 Adequate mechanisms exist for communication between the Board of Trustees and the College Community. 

2014 N = 17 2014 N = 56 
2012 N = 28 2012 N = 55  

  
2014 N = 38 
2012 N = 76  

Administrative or exempt staff did not change much in their agreement or disagreement from 2012 to 2014 with 47% 
agreeing in 2014 and 43% agreeing previously that adequate mechanisms exist for communication between the 
Board of Trustees and the College Community. Classified staff had increases in both agreement and disagreement, 
more (38%) disagree now than agree (36%), while in 2012 slightly more agreed (31%) than disagreed (29%). 
Althought the responses are not showing a clear concensus for the classified staff in their view of if adequate 
mechanisms exist for communication between the Board of Trustees and the College Community the proportion 
dropped from two in five (40%) to only about a quarter (27%) who replied with “no opinion” from 2012 to 2014. 
Once again, faculty had the most obvious change between the baseline and follow-up surveys. In 2012 only 32% 
strongly agree or agreed somewhat that adequate mechanisms exists for communication between the Board of 
Trustees and the College Community, in 2014 the proporation of faculty agreeing nearly doubled to 63% agreement. 
Just less than two in five (38%) disagreed in 2012 and in 2014 this dropped to just less than one in five (18%). 
Respondents chosing “no opinion” also decreased by 12% from 2012 (30%) to 2014 (18%). 
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5. Context of organizational decision making: 

5.1 Task forces and committees are used effectively to solve problems and make decisions. 

2014 N = 17 2014 N = 56 
2012 N = 29 2012 N = 55  

  
2014 N = 38 
2012 N = 77 

The percentage of administrative or exempt employees strongly agreeing or agreeing somewhat that task forces and 
committees are used effectively to solve problems and make decisions nearly doubled from 2012 (24%) to 2014 
(47%). Still, just over half (53%) disagree that these groups are used effectively for their intended purpose(s). 
However, one in five (21%) responded with “no opinion” during the 2012 survey and in 2014 no administrative or 
exempt respondents answered with “no opinion”. The pattern for classified staff was similar to the previous survey 
but with an 8% increase in agreement with more than half (52%) agreeing that task forces and committees are used 
effectively to solve problems and make decisions. The faculty had the most extreme change of all the employment 
groups. In 2012 they were split fairly evenly among the answer options with 36% answering “no opinion”, 33% 
answering “strongly disagree” or “disagree somewhat”, and 31% answering “strongly agree” or “agree somewhat”. In 
2014 more than seven in ten (71%) agreed that task forces and committees are used effectively to solve problems 
and make decisions, over two in ten (21%) disagreed, and just less than one in ten (8%) did not state their opinion. 
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5.2 Short term thinking compromises the long tem goals and vision. 

2014 N = 18 2014 N = 56 
2012 N = 28 2012 N = 54  

  
2014 N = 38 
2012 N = 77 

When administrative or exempt employees were asked whether or not they agree that short term thinking 
compromises the long term goals and vision over three-fifths (61%) agreed, an increase of 4% over 2012 (57%), and 
one-third (33%) disagreed, an increase of 8% over 2012 (25%). Classified employees agreement remained unchanged 
from 2012 to 2014 with 59% agreeing in both surveys, yet there was a 7% increase in disagreement from 2012 (20%) 
to 2014 (27%). Half (51%) of the faculty agreed with this statement in 2012 but only 45% agreed in 2014. The 
proportion of faculty disagreeing that short term thinking compromises the long term goals and vision more than 
doubled from 17% in 2012 to 40% in 2014. 
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5.3 The organization uses problem-solving approaches that focus on resolving issues rather than defending 
positions. 

2014 N = 18 2014 N = 56 
2012 N = 29 2012 N = 55  

  
2014 N = 38 
2012 N = 77 

In 2012 less than two in five (38%) administrative or exempt staff disagreed that the organization uses problem-
solving approaches that focus on resolving issues rather than defending positions, in the 2014 survey three in five 
(61%) administrative or exempt respondents disagreed with this, however none listed “no opinion” yet in 2012 
nearly three in ten (28%) chose to not give their opinion. Classified employees slightly increased their agreement 
from 2012 (46%) to 2014 where now just over half (52%) agree. Once again, faculty had the largest increase in 
positive agreement from only 38% agreeing in 2012 to 53% strongly agreeing or agreeing somewhat in 2014. The 
proportion of faculty who did not want to give their opinion was more than halved from 2012 (34%) to 2014 (16%). 
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5.4 The organization resolves problems by finding and implementing solutions rather than focusing on processes. 

2014 N = 17 2014 N = 56 
2012 N = 29 2012 N = 55  

  
2014 N = 38 
2012 N = 77 

The differences in opinion between administrative or exempt, and classified or faculty when asked if they agree or 
disagree whether the organization resolves problems by finding and implementing solutions rather than focusing on 
processes was great. Only about a third (35%) of administrative or exempt employees agreed while over half of 
classified employees (54%) and faculty (53%) agreed, on the other hand, nearly three fifths (59%) of administrative or 
exempt staff disagreed while just over a quarter of classified (27%) and faculty (26%) disagreed. 
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5.5 The Board of Trustees is responsive to input from the college community. 

2014 N = 18 2014 N = 56 
2012 N = 29 2012 N = 55  

  
2014 N = 38 
2012 N = 77 

For the first time, the administrative or exempt staff and the faculty seemed to be in agreement when asked if they 
believe the Board of Trustees is responsive to input from the college community, differing by at least 24 percentage 
points. 58% of faculty and 56% of administrative or exempt employees strongly agreed or agreed somewhat that the 
Board of Trustees is responsive to input from the college community while only 32% of classified felt this to be true. 
In 2012 the overall majority did not wish to give an opinion to this question with 56% of faculty, 51% of classified 
staff, and to a lesser extent, 31% of administers or exempt personnel selecting “no opinion”, but in 2014 respondents 
were mostly willing to give their opinions with about two-fifths (41%) of classified staff, one-third (34%) of faculty, 
and just one in six (17%) of administrative or exempt staff choosing “no opinion”. 
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5.6 Management is consistently open to my questions, concerns, and suggestions. 

2014 N = 18 2014 N = 56 
2012 N = 29 2012 N = 55  

  
2014 N = 38 
2012 N = 76 

There was not great change between the baseline survey and the follow-up, nor between the employment categories 
when asked if management is consistently open to my questions, concerns, and suggestions. Overall, faculty (68%), 
administrative or exempt employees (67%), and classified employees (55%) agreed. However, both administrative or 
exempt and classified employee agreement diminished slightly from 2012 to 2014, but agreement for faculty 
increased by 10%. 
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6. Context of organizational management practices: 

6.1 Decisions are made at the level where the best information is available. 

2014 N = 18 2014 N = 56 
2012 N = 28 2012 N = 55  

  
2014 N = 38 
2012 N = 76 

Three out of five (61%) administrative or exempt employees agree that decisions are made at the level where the 
best information is available, a nearly double increase of agreement from the baseline survey (32%) for 
administrative or exempt employees. Faculty also had an increase of agreement, but not as obvious as the change for 
administrative or exempt employees, from 37% in 2012 to 45% in 2014. Classified staff, however, do not agree that 
decisions are made at the level where the best information is available with more than half (52%) selecting strongly 
disagree or disagree somewhat, a 5% increase in disagreement from 2012 (47%). 
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6.2 When disagreements occur, people work hard to find a “win-win” solution. 

2014 N = 17 2014 N = 56 
2012 N = 29 2012 N = 55  

  
2014 N = 38 
2012 N = 77 

Overall (53%), classified staff agreed in 2012 that when disagreements occur, people work hard to find a “win-win” 
solution, the agreement has increased to 57% for classified staff responding to the 2014 survey. Half (50%) of faculty 
also agree, slightly more than in 2012 (48%), but the proportion disagreeing has doubled to 40% from only 20% in 
2012. The percentage of faculty not stating an opinion has decreased from one in three (33%) to just one in nine 
(11%). Finally, the least agreement is amongst the administrative or exempt employees who were evenly split 
between agreement (47%) and disagreement (47%). However, it is noteworthy that the proportion agreeing 
increased by 12% while the proportion disagreeing only increased by 6%. 
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6.3 The organizational approach to problem solving is consistent and predictable. 

2014 N = 18 2014 N = 56 
2012 N = 28 2012 N = 55  

  
2014 N = 38 
2012 N = 76 

Employees seemed to disagree that the organizational approach to problem solving is consistent and predictable, 
with at least half of the administrative or exempt (56%) and faculty (50%) disagreeing. Classified, on the other hand 
were evenly split between agreeing (43%) and disagreeing (43%). 

6.4 New systems, projects, and initiatives are coordinated across the organization. 

2014 N = 18 2014 N = 56 
2012 N = 29 2012 N = 55  
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2014 N = 38 
2012 N = 77 

At least half of the respondents disagreed that new systems, projects, and initiatives are coordinated across the 
organization regardless of employee category. Although the majority are disagreeing, the pattern is not the same for 
each employment category from the baseline survey to the follow-up survey. In 2012 three in five (62%) of 
administrative or exempt employees disagreed, only one in seven (14%) agreed, and one out of four (24%) chose “no 
opinion”. The pattern was not the same for the 2014 administrative or exempt respondents, the percent disagreeing 
dropped by 6% to 56%. More importantly, the percent agreeing jumped 30% from 14% to 44%. The proportion 
answering “no opinion” dropped completely from one in four to none. Classified employees opinions did not change 
much, both agreement and disagreement increasing just a few percentage points. In 2012 nearly two in five (38%) 
did not give an opinion, in 2014 this decreased to just one in eight (13%), the proportion agreeing jumped by 7% from 
30% in 2012 to 37% in 2014. Half (50%) of the 2014 faculty responders strongly disagreed or disagreed somewhat 
that new systems, projects, and initiatives are coordinated across the organization, an increase of nearly 18% from 
2012 (33%). 

6.5 Innovation and risk taking are practiced and encouraged. 

2014 N = 18 2014 N = 55 
2012 N = 29 2012 N = 55  
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2014 N = 38 
2012 N = 76 

Although half (50%) of administrative or exempt employees disagree that innovation and risk taking are practiced 
and encouraged, 44% do strongly or somewhat agree, while in 2012 only 28% agreed. More than half (51%) of the 
classified staff agree, and the proportion disagreeing dropped slightly from the 2012 (42%) results to the 2014 (40%) 
results. Faculty agree the most with more than half (55%) agreeing, a jump of 11 percentage-points from 2012.  

6.6 Adequate preparation is made in support of orderly organizational change. 

2014 N = 18 2014 N = 56 
2012 N = 29 2012 N = 55  
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2012 N = 76 
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Again, at least half of all respondents, regardless of employment category, strongly disagree or disagree somewhat 
that adequate preparation is made in support of orderly organizational change. Administrators and exempt staff have 
the overall most agreement of any group, with just over two in five (44%) agreeing. Around a third of both faculty 
(34%) and classified (34%) agree, and nearly three in six disagree (58% of faculty and 55% of classified). In 2012 more 
than two in five (43%) faculty respondents selected “no opinion” when they were asked this, in 2014 this dropped to 
just 8%. 

6.7 The college deals effectively with poor job performance by employees. 

2014 N = 17 2014 N = 56 
2012 N = 29 2012 N = 55  

  
2014 N = 38 
2012 N = 77 

In 2012 just 3% of administrative or exempt employees strongly agreed or agreed somewhat that the college deals 
effectively with poor job performance by employees, in 12 this increase by 20% to a quarter (24%) of administrative 
or exempt staff agreeing, still the majority (71%) disagree which is unchanged from 2012 (72%). Nearly a quarter 
(23%) of classified employees agree also, this is only a one-twentieth increase over 2012 (16%), however the 
percentage disagreeing did drop slightly from 2012 (67%) to 2014 (63%). In 2012 more than two in five (43%) faculty 
did not state their opinion, with just under two in five (38%) disagreeing, and the remaining one in five (20%) 
agreeing that the college deals effectively with poor job performance by employees, but in 2014 a third (34%) 
agreed, still two in five (42%) disagreed, but only one in four (24%) chose to not give their opinion. 
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6.8 The institution is appropriately organized. 

2014 N = 18 2014 N = 56 
2012 N = 29 2012 N = 55  

  
2014 N = 37 
2012 N = 77 

When asked if the institution is appropriately organized there was a vast array of opinion across the employment 
categories. On the one hand, three in five (62%) of faculty now strongly agree or agree somewhat, only about two in 
five (38%) agreed in 2012. On the next hand, classified employees were evenly split in their agreement (46%) and 
disagreement (46%). And on the third hand, just two in five (39%) administrative or exempt employees agreed, which 
was no different from 2012, while three in five (61%) disagreed, only two in five (41%) disagreed in 2012. 
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Comparison by Length of Employment 

Length of employment at Umpqua Community College and overall agreement to each question cannot be compared 
to the responses from 2012 as the length of employment questions were drastically different between the two 
survey instruments. Hence, the analysis that follows is only for the 2014 results.  

Two patterns emerge when length of employment is taken into effect. There is either a clear pattern of change in 
agreement as length of employment increases. For example when respondents were asked if they agree or disagree 
with the statement “collaboration exists within my program and/or service area” there is a 25 percentage-point 
difference in agreement and disagreement from zero to three years employed respondents to ten years or more 
employed respondents with the results for the three to ten years employed respondents falling between these two 
groups.  

The other distinct pattern is a sharing of views between the newest and longest employed staff with a generally more 
negative perspective for staff employed at Umpqua Community College for a mid-length of three to ten years. As an 
example, respondents were asked if the college deals effectively with poor job performance by employees. Around a 
third of the newest (36%) and the longest (32%) employed staff agreed while only 17% of the mid-length employed 
staff agreed. On the other hand nearly three-fourths (72%) of the staff employed three to ten years strongly 
disagreed or disagreed somewhat while only about half of the newest (46%) and longest (49%) employed staff 
disagreed. 

1. Context of personal work environment: 

0 to 3 years N = 22 0 to 3 years N = 22 
3 to 10 years N = 47 3 to 10 years N = 47 
10 years or more N = 46 10 years or more N = 46 

1.1 I am engaged in my work. 

The majority (over 90%) of the respondents, regardless of how long they have been employed at the College, agree 
that they feel engaged in their work, with employees that have been working at the institution for three to ten years 
(91%) with the lowest agreeing and 100% of respondents who have worked at UCC for zero to three years agreeing. 

1.2 I have enough time to get my work done in a reasonable time frame. 

When asked if a respondent agrees they have enough time to get their work done in a reasonable timeframe one-
fifth more of employees who have worked at UCC for zero to three years (86%) agree than of employees who have 
been with UCC for three to ten years (65%), with employees who have worked at UCC ten years or more falling nearly 
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in the middle of these two groups with 72% agreeing that they have enough time to get their work done in a 
reasonable time frame. 

0 to 3 years N = 22 0 to 3 years N = 22 
3 to 10 years N = 47 3 to 10 years N = 47 
10 years or more N = 46 10 years or more N = 46 

1.3 I feel a lot of stress related to my work assignments. 

Less than half of employees who have worked here zero to three years (46%) and employees who have worked here 
ten or more years (47%) agree there is a lot of stress related to work assignments, yet nearly two-thirds (63%) of 
employees who have worked at UCC for three to ten years agree there is a lot of stress related to work assignments. 

1.4 There is a free flow of information among employees in my area. 

It appears that the longer a respondent has been employed at Umpqua Community College the tendency to agree 
that there is a free flow of information among employees in an employee’s area decreases: 77% of those employed 
zero to three years, 74% of those employed three to ten years, and 58% of those employed ten or more years agree. 
This pattern is further confirmed by the percentage that disagree: 14% of those employed zero to three years, 24% of 
those employed three to ten years, and 43% of those employed ten years or more strongly disagree or disagree 
somewhat that there is a free flow of information among employees in their area. 

0 to 3 years N = 21 0 to 3 years N = 22 
3 to 10 years N = 47 3 to 10 years N = 47 
10 years or more N = 46 10 years or more N = 46 
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1.5 Collaboration exists within my program and/or service areas. 

Once again, there is a pattern of agreement when compared with length of employment at UCC, with a 24% drop in 
agreement from three to ten years to ten years or more of employment when staff were asked if they believe 
collaboration exists within their program and/or service area 91% of zero to three years employees, 85% of three to 
ten years employees, and two-thirds (66%) of ten years or more employees agree that collaboration exists. 

1.6 My workplace functions so that I can see the relationship between my role and the goals of the college. 

Once more there is a pattern that as length of employment increases the proportion of respondents agreeing that 
their workplace functions so that they can see the relationship between their role and the goals of the college 
decreases. Still the majority of respondents still agree, with 86% of zero to three years employees agreeing, 78% of 
three to ten years employees agreeing, and 70% of ten years or more employees agreeing. 

0 to 3 years N = 22 0 to 3 years N = 21 
3 to 10 years N = 46 3 to 10 years N = 46 
10 years or more N = 46 10 years or more N = 46 

1.7 Interpersonal conflicts interfere with my ability to resolve disagreements. 
Regardless of the length of time employed at UCC the majority of employees do not agree that interpersonal conflicts 
interfere with their ability to resolve disagreements. Four in five (82%) zero to three years employees, three in four 
(76%) ten years or more employees, and two in three (65%) three to ten years employees do not agree that 
interpersonal conflicts interfere with their ability to resolve disagreements. There is a noticeable increase in 
agreement for staff members who have been at UCC for three to ten years with over a quarter (26%) agreeing, but 
only 15% of ten years or more employees and 14% of zero to three years employees agree. 

1.8 Interpersonal conflicts with my peers are resolved quickly and effectively. 

Overall at least half (62% zero to three years, 59% three to ten years, 54% ten years or more) of respondents agree 
that interpersonal conflicts with their peers are resolved quickly and effectively, and yet a third (33%) of respondents 
who have been employed with Umpqua Community College for three to ten years do not agree with this. 
Interestingly, both the newest employees and the employees who have worked at UCC the longest chose no opinion 
one in five times (19% and 20%), while just 9% of three to ten year employees listed “no opinion” as their answer.  
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0 to 3 years N = 21 
3 to 10 years N = 47 
10 years or more N = 45 

1.9 I have a lot of freedom to determine how to do my work. 

Regardless of length of employment, the majority (98% ten years or more, 95% zero to three years, 93% three to ten 
years) of respondents strongly agreed or agreed somewhat that they have a lot of freedom to determine how to do 
their work with 5% or less in any group disagreeing. 

 

2. Context of the entire organization: 

0 to 3 years N = 22 0 to 3 years N = 22 
3 to 10 years N = 47 3 to 10 years N = 47 
10 years or more N = 46 10 years or more N = 46 

2.1 Issues are resolved in the organization. 

More than three in five (64%) employees employed at UCC zero to three years agree that issues are resolved in the 
organization, more than half (53%) of the employees employed at UCC ten years or more agree, but just two in five 
(41%) employees employed at UCC three to ten years agree with nearly half (48%) disagreeing. 

2.2 I am satisfied with the work environment at UCC. 

When asked if their work environment is satisfactory, and length of employment is considered there is a dip in 
agreement (63%) for the employees who have worked for three to ten years but for ten years or more employees it 
increases to 70% and for zero to three years employees it jumps to 86%. 
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0 to 3 years N = 22 0 to 3 years N = 22 
3 to 10 years N = 47 3 to 10 years N = 47 
10 years or more N = 46 10 years or more N = 46 

2.3 Collaboration exists across College Departments, Programs, and Service areas. 
Two in three (64%) zero to three years employees agree that collaboration exists across college departments, 
programs, and service areas. Only about half of ten years or more employees (55%) and three to ten years employed 
staff (50%) agree with nearly half (45%)of the longest employed respondents not agreeing that collaboration exists. 

2.4 The Classified leadership, Faculty leadership, and College management work well together. 

More than four out of five (82%) of employees who have worked at UCC for zero to three years strongly agree or 
agree somewhat that the classified leadership, faculty leadership, and college management work well together, two-
thirds (66%) of employees who have worked at UCC for ten years or more, and over half (54%) of employees who 
have worked at UCC for three to ten years agree also. 

 
0 to 3 years N = 22 
3 to 10 years N = 47 
10 years or more N = 45 

2.5 There is alignment of the mission, value, and goals across the organization. 

Noticeable differences appear when length of employment is taken into account when respondents were asked if 
they agree or disagree that there is alignment of the mission, value, and goals across the organization. By far, staff 
who have been employed at UCC the shortest length of time are more likely (82%) to agree. Three-fifths (60%) of 
staff who have been employed at UCC the longest agree, and mid-length employees have the least proportion of 
agreement, with just under half (49%) agreeing. 

 

0.0% 

44.7% 

55.3% 

10.9% 

39.1% 

50.0% 

4.5% 

31.8% 

63.6% 

0% 20% 40% 60% 80%

No Opinion

Disagree

Agree

Collaboration exists... by Years Employed at UCC 

0 to 3 years

3 to 10 years

10 years or more 10.6% 

23.4% 

66.0% 

13.0% 

32.6% 

54.3% 

9.1% 

9.1% 

81.8% 

0% 20% 40% 60% 80% 100%

No Opinion

Disagree

Agree

The Classified leadership... by Years Employed at 
UCC 

0 to 3 years

3 to 10 years

10 years or more

10.6% 

29.8% 

59.6% 

11.1% 

40.0% 

48.9% 

4.5% 

13.6% 

81.8% 

0% 20% 40% 60% 80% 100%

No Opinion

Disagree

Agree

There is alignment... by Years Employed at UCC 

0 to 3 years

3 to 10 years

10 years or more



85 
 

3. Context of organizational support of employees: 

0 to 3 years N = 22 0 to 3 years N = 22 
3 to 10 years N = 47 3 to 10 years N = 47 
10 years or more N = 45 10 years or more N = 45 

3.1 I make a positive difference in the organization. 

Regardless of length of employment, overwhelmingly all respondents strongly agree or agree somewhat that they 
make a positive difference in the organization with nine in ten agreeing (96% of zero to three years employees, 94% 
of ten years or more employees, and 89% of three to ten years employees). 

3.2 I have opportunity to be involved in organizational decisions, plans, and problem solving. 

Respondents employed ten years or less agree that they have the opportunity to be involved in organizational 
decisions, plans, and problem solving seven in ten times (69% of three to ten years employees, and 68% of zero to 
three years employees). Slightly fewer employees agree who have worked at UCC ten years or more, with just over 
three in five (62%) agreeing and nearly two in five (38%) disagreeing. 

0 to 3 years N = 22 0 to 3 years N = 22 
3 to 10 years N = 47 3 to 10 years N = 47 
10 years or more N = 45 10 years or more N = 44 

3.3 I am consistently treated with respect. 

Nine out of ten (91%) newer employees feel as though they are treated consistently with respect, while about three-
quarters of employees who have worked here three to ten years (73%) or ten years or more (77%) strongly agree or 
agree somewhat. 
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3.4 The College supports diversity in the workplace. 

Nearly nine in ten (86%) zero to three years employees, more than three-quarters (77%) of ten years or more 
employees, and at least three in five (61%) three to ten year employees strongly agreed or agreed somewhat that the 
College supports diversity in the workplace. However more than a quarter (27%) of staff employed at UCC three to 
ten years disagree. 

0 to 3 years N = 22 0 to 3 years N = 22 
3 to 10 years N = 47 3 to 10 years N = 47 
10 years or more N = 45 10 years or more N = 45 

3.5 I have the time, freedom, and resources to identify problems and to make improvements. 

At first glance it would appear that the longer a respondent is employed with UCC the more likely it is they will agree 
that they have the time, freedom, and resources to identify problems and to make improvements with 55% staff 
employed zero to three years, 56% of staff employed three to ten years, and 57% of staff employed ten years or 
more agreeing. However there is still plenty of room for change because the same assumption could hold true for 
disagreement with 32% of staff employed zero to three years, 38% of staff employed three to ten years, and 40% of 
staff employed ten years or more strongly disagreeing or disagreeing somewhat that they have the time, freedom, 
and resources to identify problem and make improvements. Finally, and perhaps most telling, the longer a 
respondent is employed at UCC the more likely they are to answer this question with 14% of zero to three years 
employees, 7% of three to ten years employees, and 2% of ten years or more employees answering “no opinion”. 

3.6 My work is appreciated by the College. 

More than four fifths (82%) of respondents employed at UCC zero to three years strongly agree or agree somewhat 
that their work is appreciated, nearly three quarters (72%) of respondents employed ten years or more. Respondents 
employed at UCC for three to ten years (64%) appear to agree the least that their work is appreciated by the college. 
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4. Context of organizational communication: 

0 to 3 years N = 22 0 to 3 years N = 22 
3 to 10 years N = 47 3 to 10 years N = 47 
10 years or more N = 46 10 years or more N = 46 

4.1 The purposes and rationales behind policy decisions are consistently communicated clearly and in a timely 
manner. 

Respondents that have been employed the longest are the most disenchanted with 64% disagreeing that the 
purposes and rationales behind policy decisions are consistently communicated clearly and in a timely manner. 
However, more than half (55%) of staff employed at UCC for zero to three years strongly agree or agree somewhat. 

4.2 I feel informed regarding issues that face the college. 

Overall, most employees feel informed regarding issues that face the college with at least three in five (61% three to 
ten years) employees agreeing to a quarter (73% zero to three years) agreeing when length of employment is 
considered. 

0 to 3 years N = 22 0 to 3 years N = 22 
3 to 10 years N = 47 3 to 10 years N = 47 
10 years or more N = 46 10 years or more N = 46 

4.3 The mission and values of the college are clearly and consistently communicated. 

Most of the respondents find the mission and values of the college to be clearly and consistently communicated. 
More than three in four (77%) zero to three years employees, more than two in three (68%) ten years or more 
employees, and three in five (59%) three to ten years employees, strongly agreed or agreed somewhat. 
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4.4 There is a free flow of information throughout the college. 

The respondents are fairly split when asked if they agree or disagree that there is a free flow of information 
throughout the college, however, there is a pattern that the longer one is employed the more they disagree. This is 
only a slight change in agreement over time with only 10 percentage-points between the percent agreeing of zero to 
three year employees (55%) and ten years or more employees (45%). 

0 to 3 years N = 22 0 to 3 years N = 22 
3 to 10 years N = 47 3 to 10 years N = 47 
10 years or more N = 46 10 years or more N = 46 

4.5 The organization has a long term vision and communicates it. 

There are differences in opinion based on time employed at Umpqua Community College when respondents were 
asked if they think the organization has a long term vision and communicates it. More than three-fourths (77%) of 
zero to three years employees and nearly two-thirds (64%) of ten years or more employees strongly or somewhat 
agreed, while less than half (48%) of three to ten year employees agreed. 

4.6 Adequate mechanisms exist for communication between the Board of Trustees and the College Community. 

Similarly, half of the zero to three years employees (50%) and ten or more years employees (51%) agree that 
adequate mechanisms exist for communication between the Board of Trustees and the College Community while 
only 37% of three to ten years employees agree. 
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5. Context of organizational decision making: 

0 to 3 years N = 22 0 to 3 years N = 22 
3 to 10 years N = 47 3 to 10 years N = 47 
10 years or more N = 46 10 years or more N = 46 

5.1 Task forces and committees are used effectively to solve problems and make decisions. 

The majority (68%) of longer employed respondents agreed that task forces and committees are used effectively to 
solve problems and make decisions, but only about half of the less than ten years employees agree (55% of zero to 
three years employees, 48% of three to ten years employees). 

5.2 Short term thinking compromises the long tem goals and vision. 

When the respondents were asked about short term thinking and if this compromises the long term goals and vision 
half (50%) of the newest employees strongly disagreed or agreed. Of the other opinion, half (51%)of the longest 
employed staff agreed and two-thirds (65%) of mid-length employees think short term thinking does compromise the 
long term goals and vision. 

0 to 3 years N = 22 0 to 3 years N = 22 
3 to 10 years N = 47 3 to 10 years N = 47 
10 years or more N = 46 10 years or more N = 46 
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5.3 The organization uses problem-solving approaches that focus on resolving issues rather than defending 
positions. 

More than half (55%) of ten years or more employees and zero to three years employees agree the organization uses 
problem-solving approaches that focus on resolving issues rather than defending positions. The opposite is true for 
three to ten years employees with over half (54%) disagreeing. 

5.4 The organization resolves problems by finding and implementing solutions rather than focusing on processes. 

Respondents were asked if the organization resolves problems by finding and implementing solutions rather than 
focusing on processes, at least half of the ten years or more employees (57%) and the zero to three years employees 
(50%) strongly agree or agree somewhat and nearly half (48%) of three to ten years employees disagree. 

0 to 3 years N = 22 0 to 3 years N = 22 
3 to 10 years N = 47 3 to 10 years N = 47 
10 years or more N = 46 10 years or more N = 46 

5.5 The Board of Trustees is responsive to input from the college community. 

Only a majority (55%) of respondents employed at UCC for ten years or more strongly agree or agree somewhat that 
the Board of Trustees is responsive to input from the college community, while only about a third of zero to three 
years employees (36%) and three to ten years employees (35%) agree. 

5.6 Management is consistently open to my questions, concerns, and suggestions. 

Employees that have only been with the institution for three years or less generally (86%) find that management is 
consistently open to their questions, concerns, and suggestions. This drops to around half for three to ten years 
employees (52%) and ten years or more employees (55%). 
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6. Context of organizational management practices: 

0 to 3 years N = 22 0 to 3 years N = 22 
3 to 10 years N = 47 3 to 10 years N = 46 
10 years or more N = 46 10 years or more N = 46 

6.1 Decisions are made at the level where the best information is available. 

If a respondent has worked at Umpqua Community College for three years or less they are more likely (59%) to agree 
that decisions are made at the level where the best information is available. Two in four zero to three years 
employees (39%) and ten years or more employees (40%) agree. Half of three to ten years employees (48%) and ten 
years or more employees (55%) strongly disagree or disagree somewhat. 

6.2 When disagreements occur, people work hard to find a “win-win” solution. 

Three-fourths (73%) of zero to ten years employees agree that when disagreements occur, people work hard to find 
a “win-win” solution, more than half (54%) of ten years or more employees agree, and two in five (41%) mid-length 
employees agree with over half (52%) disagreeing. 

0 to 3 years N = 22 0 to 3 years N = 22 
3 to 10 years N = 47 3 to 10 years N = 47 
10 years or more N = 46 10 years or more N = 46 

6.3 The organizational approach to problem solving is consistent and predictable. 

Three in five (64%) newer employees agree that the organizational approach to problem solving is consistent and 
predictable while three in five (63%) mid-length employees are the opposite and strongly disagree or disagree 
somewhat. The longest employed staff, staff employed ten years or more, was split evenly with 45% agreeing and 
45% disagreeing that the organizational approach to problem solving is consistent and predictable. 
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6.4 New systems, projects, and initiatives are coordinated across the organization.  

Overall the staff at Umpqua Community College responding to the Organizational Campus Climate survey do not 
agree that new systems, projects, and initiatives are coordinated across the organization. Nearly three-fifths of three 
to ten years staff (59%) and ten years or more staff (57%) strongly disagree or disagree somewhat. Yet newer 
employees are evenly split with about half (46%) agreeing and about half (46%) disagreeing that new systems, 
projects, and initiatives are coordinated across the organization. 

0 to 3 years N = 21 0 to 3 years N = 22 
3 to 10 years N = 47 3 to 10 years N = 47 
10 years or more N = 46 10 years or more N = 46 

6.5 Innovation and risk taking are practiced and encouraged. 

Staff employed ten years or less were not swayed either way when asked if they agree or disagree that innovation 
and risk taking are practiced and encouraged with half (48%) agreeing and half (48%) disagreeing. The majority (57%) 
of ten years or more employees do agree that innovation and risk taking are practiced and encouraged. 

6.6 Adequate preparation is made in support of orderly organizational change. 

Overall, staff do not agree that adequate preparation is made in support of orderly organizational change with at 
least half (50% of zero to three years employees and 53% of ten years or more employees) and up to three-fifths 
(63% of three to ten years employees) strongly disagreeing or disagreeing somewhat. 
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3 to 10 years N = 47 3 to 10 years N = 47 
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6.7 The college deals effectively with poor job performance by employees. 

By far mid-length employed staff do not agree that the college deals effectively with poor job performance by 
employees with nearly three in four (72%) choosing “strongly disagree” or “disagree somewhat” at this question. 
Zero to three years employed staff and staff employed ten years or more did not have as strong of a pull in one 
direction or another. For zero to three years employees just more than one in three (36%) agreed, nearly half (46%) 
disagreed and about one in five (18%) decided to not give their opinion. Staff employed ten years or more had a 
similar pattern to the newest employees with just less than a third (32%) agreeing, half (49%) disagreeing, and a fifth 
(19%) not giving their opinion when asked if the college deals effectively with poor job performance by employees. 

6.8 The institution is appropriately organized. 

Finally the question was asked if the institution is appropriately organized. Just under half of the mid-length 
employees (46%) and the longest employed staff (47%) agreed, however three-fifths (62%) of the newest employees 
found this statement to be true. 

 

Demographic Questions 
How many years have you been employed with the College? 

Answer Options Response 
Percent Response Count 

0 to 3 years 19.1% 22 

3 to 10 years 40.0% 46 

10 years or more 40.9% 47 

answered question 115 

skipped question 14 

Of the respondents that chose to answer the questions that asked how many years they have been employed with 
the College one-fifth (19%) of the respondents reported that they have worked at Umpqua Community College for 
zero to three years, two-fifths (40%) reported they have worked at the College for three to ten years, and two-fifths 
(41%) reported they have worked at the College for ten years or more. 

I am employed in the following employment category: 

Answer Options Response 
Percent Response Count 

Classified 50.0% 56 

Faculty 33.9% 38 

Administrative or Exempt 16.1% 18 

answered question 112 

skipped question 17 

Half (50%) of the respondents who chose to disclose which employment category they are employed in were 
classified staff, one-third (34%) were faculty, and the remaining 16% were administrative or exempt employees. 
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UCC Organizational Climate Survey – Text Based Comments 
Five text based questions were asked to the respondents at the end of the survey. The questions included: 

o What do you see as an important strength of Umpqua Community College? 
o What do you see as the greatest obstacle/roadblock to progress at Umpqua? 
o What do you see as the top challenges the College will face in the next two years? 
o What is the best action, focus or change that would improve our organizations? 
o If these are not the right questions; what additional questions should we have asked? 

When considering the strengths of the College many respondents noted the positive attitudes on campus, the 
appearance of the institution and campus, the relationship the College has with the communities around it, and the 
dedication of the staff including several references to Dr. Joe Olsen. There were some opposing responses, for 
instance many stated a strength of UCC was the open communication while at the same time there were several 
references to poor communication in the questions on the challenges and roadblocks to progress. Overall, 
respondents stated that the greatest obstacles/roadblocks to progress at UCC include budget and funding issues, 
decreasing enrollment, a feeling of area and departmental silos across campus, poor communication, and a limited 
Information Technology staff. The most responses to the top challenges the College would be facing in the short run 
were similar to the prior question. Again, funding and budget issues were mentioned several times, maintaining high 
enrollment and retention numbers, and creating an environment where different areas and departments can work 
together. In order to improve the institution respondents felt that there needs to be a clear vision with concise 
communication, a continued and reenergized focus on teaching and helping students succeed, better communication 
between areas of campus, a unified College image to promote and represent the institution, maintaining program 
relevancy to the employment opportunities available in the local area for the students after graduating from UCC, 
and clear standard operating procedures for departments and areas on campus need to be created so that an area is 
not dependent on a single person. 

SWOT Analysis (Strengths, Weaknesses, Opportunities, and Threats) 
Strengths: 

• Clear vision for student success and retention 
• Our President provides a positive work environment and works very hard to build strong relationships. UCC 

makes a strong effort to connect with all levels of community 
• Beauty of the campus; we are Douglas County's access to higher education- a stepping stone for some, 

degree/certificate towards finding work for others; community ed has fulfilling, fun and informative classes for 
those not seeking a degree; we can work with local businesses to see what they need for educated employees 
and offer that. UT&E services really help get students to us 

• Community involvement and outreach to high school students 
• It’s employees 
• Our faculty is dedicated and supportive. Students are able to work directly with them to better access education 
• Our sense of family and community continues to grow. We've come a long way from the discord of a couple of 

years ago 
• The passion that most staff members and faculty have for this college 
• The President communicates with the staff and campus in general. I believe that he is sincere as well 
• UCC is a pillar in our community 
• UCC is able to provide learning assistance to the marginalized populations of Douglas county 
• Beautiful campus, awesome President, varied of courses offered, great Faculty 
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• Collegiality. Supportive community. Student-centered leadership 
• Faculty care about their students and what their students learn 
• The pool is great to have again 

Weaknesses: 

• Despite focus on initiatives like Achieving the Dream, there seems to be little focus on teach and learning. There 
are a lot of strengths in our faculty that could be maximized for our student’s benefit. It seems like we are more 
focused on politics than what works and don’t work for students and in classrooms. More full-time staff (instead 
of revolving-door part-time) plus more collaboration and in-house training along with focus on student outcomes 
would dramatically improve the learning on our campus 

• Indecisions and not very clear communication about our strategies 
• Not enough staff to keep up with updates to computer systems and all of the mandates from the state and feds 
• Decisions are not necessarily followed up with an action, and/or committee members are not working towards 

the same goal. Time and effort is lost in member doing their own thing or not doing the tasks they agreed to 
• Faculty & Classified not working together as a cohesive unit. They are still separate and there will continue to be 

issues and lack of communication until both entities come together and put aside differences and begin working 
TOGETHER! This isn’t about us as staff, but about our students. There has to be an awareness and resolution to 
this problem for UCC to truly become successful 

• Lack of communication among the campus community. Lack of understanding as to what each department does 
• Limited IT support. Lack of technology that helps streamline student records. (i.e. scanning, or workflow 

programs) 
• Personality conflicts within the different departments interfering with focus on our student body and how we can 

retain them from term to term better 
• Stubborn mindset among most administrators 
• The greatest obstacle here at UCC is the lack of clearly documented departmental and organizational procedures 
• Lack of communication 

Opportunities: 

• Only higher education entity within 70 miles 
• The location. We are in a place where education is needed and we provide this service 
• We’ve got some good people that care 
• New projects and initiatives Growing support from the community 
• The president is fantastic in attempting to fix the disorganization of the community 
• I believe an important strength Umpqua Community College has is the vocational practices such as welding and 

automotive. With all the resources in Oregon especially lumber and mill practices it would be beneficial to the 
college to expand and invest in these practices 

• A clear long term vision has not been well-communicated. Processes are unclear or undefined. It is difficult for 
people to know where to focus their effort for maximum effect 

• Organizational protocol. Conversations that don’t take place due to lack of mixing of the depts. and levels 
• Fear of failure. By accepting that some new ideas may be failures, there is less of a need to sit around and discuss 

and more action. Also, with new ideas that enrich progress at UCC, there is a hard time letting go of old customs. 
The only way to progress is to keep what works and try new ways to do what doesn’t work 

• Determining the balance between the need to communicate across silos and the need to have separateness and 
confidentiality 

• Staying relevant to changing times. Promoting our student/academic successes with the community 
• Hard decisions need to be made and implemented. Although not always easy these are decisions that need to be 

made to help our organization and campus move forward. With our current leadership, this would be the best 
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time to make those hard decisions and implement them. Giving clear direction would not be a bad thing. If we 
fail, at least we tried 

• Improve communication within and across departments/divisions and improve the collaborative decision making 
process. There is an ongoing perception that information is withheld when important decisions are needing to be 
made. Power and politics have a negative impact on meaningful collaboration 

• Better communication between departments and less competing with each other. We should all be working 
together for the betterment of our community 

• I think that anything that would bring more money to the college. The pool is great to have again 
• Identifying our top priorities as an institution (what does UCC what to be known for – affordable transfer 

degrees, international students, Allied Health?) and aligning the organizational structure to match that vision 
• Recruiting and retention of students. Continuing to offer quality classes and assistance to students to ensure 

their success 
• Improve inter and intra-departmental communication. Listen and respond to concerns from employees 
• Identify innovative leaders and risk-takers in the community and explore partnerships with them 
• Are we effective? Why do we provide the services that we provide? Does UCC reflect the needs and sensitivity of 

the times? 

Threats: 

• Change. Not everyone is open to change. We need change for innovation. So many processes/positions could be 
streamlined/changed, which could add up to cost savings for the college! 

• Departmental silos 
• Funding is always an issue and having to raise tuition. Internal communication seems to be an issue, especially in 

instruction. Personnel agendas 
• There is a lack of consistency with dealing with employee conflict and job performance. There is also a huge 

problem with diversity. I am starting to see more blacks, Hispanics, and native americans here, but the campus 
isn’t prepared to deal with them. People say derogatory words when describing them 

• Too much influence of a small group of community members 
• Decisions are made at top levels with no input from the folks actually doing the job 
• Financial constraints 
• Failure to address problems that affect departments and student learning 
• Funding 
• Decisions impacting the college appear to be made at only the executive level with little to no input from others 

(to clarify, opinion are asked, but are rarely actually acknowledged) 
• Funding, staff turnover, declining enrollments 
• Financial Aid issues, state funding, enrollment issues 
• Funding for students. Consistent enrollment numbers 
• Keeping Tuition down! 
• Lack of high level job opportunities in the community for graduates. Minimum wage jobs will not support their 

educational debt. 
• Lack of state funding if enrollment doesn’t increase the default rate doesn’t decrease 
• How do we hold employees accountable for their jobs here? 

What do you see as an important strength of Umpqua Community College? 

Answer Options Response Count 

  96 

answered question 96 

skipped question 33 
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Emp. Category Response 

Administrative or Exempt 

1) Collaborative work environments. We are all seeking the same outcomes. It seems 
most areas work well together. Although, divisions in some areas could do better.  2) Our 
EC Leadership- We have strong leadership for the most part. Now that Leadership is in 
place- time to implement clear recommendations and direction 

Administrative or Exempt 
Ability to respond quickly to changes in circumstances or to take advantage of 
opportunities. 

Administrative or Exempt Beautiful grounds and facilities. Manageable size. 
Administrative or Exempt Clear vision for student success and retention 
Administrative or Exempt For the most part, there is a lot of genuine concern about student success. 
Administrative or Exempt Only higher education entity within 70 miles 

Administrative or Exempt 
Our President provides a positive work environment and works very hard to build strong 
relationships. UCC makes a strong effort to connect with all levels of community. 

Administrative or Exempt The beautiful campus and the dedication to students 
Administrative or Exempt The location. We are in a place where education is needed and we provide this service. 
Administrative or Exempt The people are very committed to student success. 
Administrative or Exempt The people of UCC - both employees and students 

Administrative or Exempt 
The people. For the most part, people here care a great deal about the college and take 
pride in the work that they do in support of students. 

Administrative or Exempt We've got some good people that care. 
Classified ? 
Classified A willingness to learn new techniques. 
Classified affordable, community involvement 

Classified 
Attentiveness to students' needs, employees do care about their jobs and the people we 
serve 

Classified 

Beauty of the campus; we are Douglas County's access to higher education- a stepping 
stone for some, degree/certificate towards finding work for others; community ed has 
fulfilling, fun and informative classes for those not seeking a degree; we can work with 
local businesses to see what they need for educated employees and offer that. UT&E 
services really help get students to us. 

Classified Being the only local college to Douglas county. 
Classified Classified and Faculty 
Classified Classified Workers. 
Classified Community involvement and outreach to high school students. 
Classified Community outreach 

Classified 
Dedication of the employees - people are willing to pitch in and help out when they see a 
need. 

Classified Everyone seems to care about the students. Even to a fault. 
Classified Excellent programs 
Classified Focus on student success. 

Classified 
I believe that the greater majority of the employees are committed to the betterment of 
the college and success of our students. 

Classified I feel that most of our employees really do want to help the students 
Classified Intent 
Classified It is striving for improvement in student success and a positive college experience. 
Classified It's employees. 
Classified Many talented and unique people who care about what we do here. 
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Classified motivated employees 
Classified New projects and initiatives Growing support from the community 

Classified 
Open to anyone who wants additional education, as long the as money flows seats will be 
filled. 

Classified Our college president 

Classified 
Our faculty is dedicated and supportive. Students are able to work directly with them to 
better access education. 

Classified 
Our sense of family and community continues to grow. We've come a long way from the 
discord of a couple of years ago. 

Classified people working together 
Classified President Olson. The history and respect it has in Douglas County 
Classified Programs, outreach 

Classified 

strength: college has diversity of courses of study concern: college leadership favors 
politically correct views and actions. vision: college needs to have a politically free 
offering of courses for the population to meet their needs for employment, not just to 
attend liberal four year colleges. 

Classified Students 

Classified 
The Employees and Faculty are very dedicated to the College as an institution and to the 
Students. 

Classified 
The focus we have on students ones enrolled at UCC. Quality full-time instructors that 
care about their students and their success. 

Classified The passion that most staff members and faculty have for this college. 

Classified 
The people who work here in general seem to CARE about UCC and WANT to do a good 
job. (With a few exceptions.) 

Classified 
The President communicates with the staff and campus in general. I believe that he is 
sincere as well. 

Classified The president is fantastic in attempting to fix the disorganization of the community. 

Classified 
The professional Development of the staff. Another strength is the connectivity with the 
surrounding community. 

Classified UCC is a pillar in our community. 

Classified 
UCC is able to provide learning assistance to the marginalized populations of Douglas 
county. 

Classified 
UCC's strength is its employees. The vast majority care about the success of the students 
and their fellow staff members. 

Classified We are a strong presence in the community for educating and training. 
Classified We are the only game in town. 
Classified You're the only "game in town." 

Faculty 
Ability to respond to local needs for employment and relationshipsp with junior/senior 
high schools 

Faculty beautiful campus, awesome President, varied of courses offered, great Faculty. 
Faculty Collegiality. Supportive community. Student-centered leadership. 
Faculty Concern for student success 
Faculty Connection to community 
Faculty faculty and people who are well prepared and who really care about students 
Faculty Faculty are very focused on helping students to succeed. 
Faculty Faculty care about their students and what their students learn. 
Faculty Faculty commitment to students' understanding and progress 

Faculty 
High student/staff and student/faculty ratio. Uniquely positioned to serve students with 
little or no other opportunities 
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Faculty 
It is a very welcoming and safe place to start your education. Small classes and involved 
staff and faculty make it feel this way. 

Faculty Joe has encouraged openness and communication. 
Faculty Joe's leadership 

Faculty 
local programs that bring in the community. Collaborations with high schools and other 
agencies 

Faculty many great instructors 
Faculty Most college employees work to support student engagement and success. 
Faculty Ongoing connection with the community. 
Faculty Our board, and all of UCC's employees. 
Faculty Overall the college tries to stay student focused. 
Faculty Sense of community. Our faculty. 
Faculty Sense of purpose and belonging 

Faculty 
staff's work ethic, staff's relationships to students, UCC's attempt to keep multiple and 
diverse programs, outcome mgmt, staff morale 

Faculty Student centered philosophy. 
Faculty The collaboration between students and staff 
Faculty The college is community oriented and a valuable part of the community. 
Faculty The community and need for an educational model in the community 
Faculty The work ethic of its employees. 
Faculty There are caring instructors who are there to help students. 
Faculty There is a lot of autonomy. 
Faculty We are a team of professionals dedicated to the success of students. 

 

I believe an important strength Umpqua Community College has is the vocational 
practices such as welding and automotive. With all the resources in Oregon especially 
lumber and mill practices it would be beneficial to the college to expand and invest in 
these practices. 

 Most of the staff cares about our students and other staff members. 
 Service to students and to the community. The passion and dedication of employees. 
 Students 
 Students are the biggest strength of UCC. 

 
The offer of such a diverse range of studies is a strength in this county that deals with 
such a range of incomes and lifestyles. 

 The people that make up UCC are the college's greatest strength and resource. 

 

There are pockets of very strong initiatives and programs at the college, mainly because 
of the people who lead and implement them. While there are only a few, those forward-
thinking people have the ability to grow the college in a positive, innovative way. Dr. 
Aman has been able to make some lasting, positive changes at UCC and I am grateful he 
could be here. 

 UCC Faculty 
 

What do you see as the greatest obstacle/roadblock to progress at Umpqua? 

Answer Options Response Count 

  100 

answered question 100 

skipped question 29 
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Emp. Category Response 

Administrative or Exempt 

As we begin moving toward obtaining funds for the AHS building I believe we must take a 
different approach to passing a bond. If UCC uses doesn't focus on the middle/lower 
middle class the vote will again fail and resources will be wasted. 

Administrative or Exempt 

Change. Not everyone is open to change. We need change for innovation. So many 
processes/positions could be streamlined/changed, which could add up to cost savings 
for the college! 

Administrative or Exempt Departmental silos 

Administrative or Exempt 

Despite focus on initiatives like Achieving the Dream, there seems to be little focus on 
teaching and learning. There are a lot of strengths in our faculty that could be maximized 
for our students' benefit. It seems like we are more focused on politics than what works 
and doesn't work for students and in classrooms. More full-time staff (instead of 
revolving-door part-time) plus more collaboration and in-house training along with focus 
on student outcomes would dramatically improve the learning on our campus. 

Administrative or Exempt 
Funding is always an issue and having to raise tuition. Internal communication seems to 
be an issue, especially in instruction. Personnel agendas. 

Administrative or Exempt Indecisions and not very clear communication about our strategies 

Administrative or Exempt 
Not enough staff to keep up with updates to computer systems and all of the mandates 
from the state and feds 

Administrative or Exempt Short term vision. Unions run everything here, Board is driven by unions. 
Administrative or Exempt Still somewhat unsure of a relationship with the State and Community regarding funding 

Administrative or Exempt 
Strong, consistent leadership that models appropriate behaviors that are student 
focused. 

Administrative or Exempt 
The challenge of communicating a clear, consistent vision across campus that everyone 
can buy into and stay true to and support one another in striving for. 

Administrative or Exempt The current Administration and a lack of leadership. 

Administrative or Exempt 

There is a lack of consistency with dealing with employee conflict and job performance. 
There is also a huge problem with diversity. I am starting to see more blacks, hispanics, 
and native americans here, but the campus isn't prepared to deal with them. People say 
derogatory words when describing them. 

Administrative or Exempt Too much influence of a small group of community members. 

Classified 

A clear long term vision has not been well-communicated. Processes are unclear or 
undefined. It is difficult for people to know where to focus their effort for maximum 
effect. 

Classified community withholding funding 
Classified Decisions are made at top levels with no input from the folks actually doing the job. 

Classified 

Decisions are not necessarily followed up with an action, and/or committee members are 
not working towards the same goal. Time and effort is lost in member doing their own 
thing or not doing the tasks they agreed to. 

Classified Decreasing enrollment, economic challenges, which are linked. 
Classified Ego 
Classified Employees feeling that they can't change things 
Classified Everything takes FOREVER; everything moves at a snail's pace. 

Classified 

Faculty & Classified not working together as a cohesive unit. They are still separate and 
there will continue to be issues and lack of communication until both entities come 
together and put aside differences and begin working TOGETHER! This isn't about us as 
staff, but about our students. There has to be an awareness and resolution to this 
problem for UCC to truly become successful. 

Classified Financial constraints. 
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Classified Funding and the best way to utilize it. 
Classified Funding from local and state sources. 
Classified Funding. While we stay fairly stable, the threat of loss of funding is always there. 
Classified Higher Management 

Classified 
If you are not part of the "group", you will not progress as an employee at Umpqua. It is 
only for the special employees who play the game correctly and keep their mouth shut. 

Classified 

Inability to keep good people in their positions; very limited job mobility; if you're not 
with the "in" group, forget about any possibility of being treated respectfully or fairly 
when trying to move into another position. 

Classified Lack of communication across the campus and departments. 

Classified 
lack of communication among the campus community. Lack of understanding as to what 
each department does. 

Classified Lack of communication/relationships between on campus and off campus entities. 

Classified 
Lack of community support for jobs to employ the graduates we will be sending out into 
the community in June. 

Classified lack of good supervision in some areas 

Classified 
Limited IT support. Lack of technology that helps streamline student records. (i.e. 
scanning, or workflow programs) 

Classified Money, now way to grow. 
Classified Money. 

Classified 
Organizational protocol. Conversations that don't take place due to lack of mixing of the 
depts. and levels. 

Classified Our relationships with high schools. 

Classified 
People want to move forward with class/technology/procedures but there is not support 
in place to allow it. It is demanded but no backing to get it done. 

Classified 
Personality conflicts within the different departments interfering with focus on our 
student body and how we can retain them from term to term better. 

Classified power hungry admins 
Classified Real open communication on all levels! 

Classified 
Red tape along with wanting to grow to fast. Instead of just updating what is already 
here. 

Classified 

Roadblock to progress is the liberal ideology that is forcing education to be modeled in 
the ideology's image. True progress is defined as the delivery of instruction that benefits 
students for success in the real world, not just in the ivory towers of education. 

Classified 

Some students using us to get by and not taking their subjects seriously. There is no 'rah, 
rah, UCC' feeling of belonging or loyalty. Students come, put in their time and go home. 
They don't come out for evening concerts or hang out when they don't need to for 
classes. The campus center is mainly a place to hang out until the next class. Not as a 
destination. It shuts down at night because we do not have student housing and are far 
enough out where students and staff don't return for fun. Disparity 

Classified 
Stagnant leadership and ways of thinking- people seem stuck in their ways and the 
processes 

Classified State funding, low enrollment 
Classified Stubborn mindset among most administrators. 
Classified student attendance and apathy 
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Classified 

The college has shown itself to be rigid and unresponsive to strong issues with its 
organizational structure. It does not effectively evaluate how its employees lead to the 
obstruction of relevant and needed change. Unevaluated policy is regarded as an end-all 
and there seems to be an overall push for decision-making that perpetuates UCC's 
current institutional perspectives. These perspectives resist most any form of change and 
will be absolutely detrimental to the college's health if an evaluation of its rigidity is not 
performed. 

Classified 
The complaining that goes on behind the scenes of staff members. It's detrimental to the 
overall strength of an organization. 

Classified 
The default rate of loans will be a challenge. It is difficult to push a rope... need to find a 
way to draw them toward seeking proper direction/help. 

Classified The economy in Douglas County 

Classified 
The greatest obstacle here at UCC is the lack of clearly documented departmental and 
organizational procedures. 

Classified 
The Student Services Division is broken and this dysfunction directly affects students in a 
negative way. 

Classified 
The Wine Program. I have more people complain about all the money that was wasted 
on that building and how much other stuff could have been done with the money... 

Classified 
There are decisions made by a few who don't seem to consider how those decisions are 
perceived by others or how they may affect others. 

Classified 

time constraints/availability on class offerings (early morning classes vs afternoon and 
evening classes to meet the demands of those who need to work and still want to 
complete their degree/education. 

Classified 
When a new idea comes along (usually backed by agenda) the big picture is not always 
looked at. Who is this going to affect? How will this change others jobs? etc 

Faculty 
Administrators under Joe are not as open to communication with faculty as they should 
be. 

Faculty 

As a part time instructor, it is quite obvious that my opinions, though given the courtesy 
of being heard, are given little weight. Decisions are top down and already made when 
input is solicited. Top down decision making, politics, and turf protection need focus. 

Faculty 

budgets are cut with no assistance on how to do the same work with inadequate 
resources; support for programs is reducing; staff is asked to "get a grant" w/o assistance 
or administrative understanding of work load; administrative staff always rushed; 
indiscriminate supply budget cuts 

Faculty 
Careerism and lack of accountability. People need to know they will be held responsible 
for doing the work they are paid to do. 

Faculty 
change for the sake of change at higher levels fear of change at lower levels these two 
form a dangerous feedback loop 

Faculty Consistent communication across campus 
Faculty Consistent State funding 

Faculty 
continued fiscal restraints placed on state funded agencies. Also the lack of forward 
thinking people 

Faculty 

Decisions are still made by administrators and/or classified employees without adequate 
input from faculty. It feels as if faculty are very unimportant. If we created an 
organization chart listing the most important people at the top, it would be (1) students 
(that part is correct), (2) community (3) administrators, (4) classified, and (5) faculty (at 
the very bottom because we are so unimportant). 

Faculty Failure to address problems that affect departments and student learning. 
Faculty Finances and space 
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Faculty Funding 
Faculty Funding 
Faculty Funding/facilities. Student poverty. 
Faculty I see union efforts getting in the way of college success. 

Faculty 
Lack of a marketing focus; fear, on a certain level of being innovative and cutting edge in 
this area. 

Faculty Lack of communication 

Faculty 

Lack of efficient counseling when students enroll, for whatever bureaucratic reasons, so 
that students overload and end up failing/dropping out. Retention strategies help but all 
too often they cannot remedy the underlying issues. 

Faculty 
Lack of innovative programs that connect students with an ever changing economy. Also, 
the development of programs that do not connect UCC with the community. 

Faculty Money for growth and buildings. 
Faculty Not enough sports programs. Need more spaces for students to hang out. 
Faculty Not enough time. People overworked and doing too much. 

Faculty 
Obtaining adequate funding to staff full-time faculty positions to best serve our county 
and state. 

Faculty our bigness and the many levels of management 

Faculty 
Some employees are more interested in protecting their status than in meeting students' 
needs. 

Faculty 
State and local funding and decreased enrollment. Try a bond issue again for a Health 
Sciences Building. 

Faculty the lack of adequate funding to bring in qualified individuals at the administrative level 

Faculty 
There is lack of communication between the college and part-time faculty, especially 
those that work only at night. 

Faculty 
Too much energy devoted to defending historical best practices rather than embracing 
necessary changes. 

Faculty 

We added new administrative positions when we had a big influx of students. Now that 
enrollment is down, we are cutting back on faculty (mostly part-time) but are still keeping 
layers of administrators. 

Faculty We need to attract more students who can succeed at the 4 year level schools. 

 

Fear of failure. By accepting that some new ideas may be failures, there is less of a need 
to sit around and discuss and more action. Also, with new ideas that enrich progress at 
UCC, there is a hard time letting go of old customs. The only way to progress is to keep 
what works and try new ways to do what doesn't work. 

 
Funding and staff who micro manage. 

 

I have seen a disturbing trend of UCC employees, especially the really hard-working, 
ethical, caring and intelligent ones, become extremely disheartened by the direction of 
the college. They feel powerless and disenfranchised here now. One of the greatest 
roadblocks to progress has been the illegal hiring practices that have existed for three 
years, which entail several employees moving into higher positions without adhering to 
college policy or even acknowledging to the campus community that changes have been 
made. Giving underqualified people higher positions hurts the college, and does 
everyone a disservice. Paired with that comes poor decision-making practices. Decisions 
impacting the college appear to be made at only the executive level with little to no input 
from others (to clarify, opinions are asked, but are rarely actually acknowledged). Lastly, 
the college’s disinvestment in workforce and economic development will ultimately pull 
us away from one-third of our mission, and dilutes our effectiveness that ultimately is 
intended to serve students and the community. 
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I see the greatest roadblock or obstacle being financial support. Once students get upset 
with a particular process they usually give up. In my experience I've seen many of student 
give up because they can't afford school and don't understand the process. 

 
Lack of innovation and risk taking. Personal agendas of highly placed administrators 
supplant organized responses to institutional problem solving 

 
The institution fails to plan on a long term basis. We tend to be very reactive instead of 
proactive. 

 
Two divisions working together and one division willing to open up to receive feedback to 
improve programs and to evaluate services. 

 

Upper level administrators seem to be either competitive with each other or they are too 
"close" to each other.  Upper level administrators need to function independently and 
collegially--but they should also have separateness. Perhaps the fact that the VPs and the 
CFO all share the same confidential assistant is not the best way to create an 
environment of independence for these upper level managers.   There doesn't seem to 
be any level of confidentiality that can be assumed--if you share something in confidence 
you can reasonably assume that it will not stay there. This is particularly harmful when 
there is no director of HR (and when the previous director was also not capable of 
confidentiality for personnel and other difficult issues).   It feels like many decisions are 
made without input from classified, faculty, and middle level administrators.   Significant 
issues of nepotism have been allowed to exist, which have created environments in 
which employees are scared to communicate for fear of being seen as troublemakers. 

 

What do you see as the top challenges the College will face in the next two years? 

Answer Options Response Count 

  99 

answered question 99 

skipped question 30 

 

Emp. Category Response 
Administrative or Exempt Budget Challenges and student retention 
Administrative or Exempt Budgetary challenges and funding for New construction 

Administrative or Exempt 

Diversity and Leadership. If we are going to be recruiting international students we need 
to be able to deal effectively with them, and the leadership needs to exercise some 
courage and make decisions! 

Administrative or Exempt Enrollment growth and retention. 
Administrative or Exempt Finances and slow or no enrollment growth. 

Administrative or Exempt 
Funding for the Allied Health & Science Building and the Industrial Arts & Technology 
building 

Administrative or Exempt Funding, staff turnover, declining enrollments 
Administrative or Exempt Funding. 

Administrative or Exempt 
Infrastructure upgrade and renovation of existing buildings.  Next new construction 
should be related to CTE. 

Administrative or Exempt 
Not enough staff to do what needs to be done. Can't hire the right people because we 
don't pay enough. Other colleges pay more so we have to train everyone we hire. 

Administrative or Exempt Raising funds for an allied health building, lack of leadership or direction. 
Administrative or Exempt Stable funding - which affects our ability to provide a high level of service to students - in 
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terms of program and class offerings and out of class support. 
Administrative or Exempt Top admin turn-over. 

Administrative or Exempt 

Top Challenge will be trying to pass a bond during a downturn in enrollment and 
economy. Trying to meet contractual obligation while trying to maintain and improve the 
student experience. 

Administrative or Exempt Unbalanced budgets that are unsustainable 
Classified $$$ 

Classified 
Adequate funding of programs that see the best return on investment for the student. 
After they receive a degree, will they be able to find employment in their field of study? 

Classified 

Again, funding. Keeping enrollment up. Recruiting and Student Development as well as 
faculy need to work together to keep our students, promote their success and build 
enrollment. 

Classified 

As usual - finances. There is only a short time to raise money for the Allied Sciences 
Building, and it would be a shame to not be successful in that effort. We also need to 
attract more students! 

Classified 

Bringing accountability to the student services division, developing effective program 
evaluations for the division and mending the ever widening divide between SS and 
Instruction. 

Classified 
Budget Personnel- Lack of strong leadership and too few people trying to handle too 
much 

Classified budget, changing management 
Classified Budgeting Money 
Classified Economic 
Classified Economic Challenges 
Classified Employee morale 
Classified Enrollment 
Classified Enrollment Building expansion funding 
Classified Enrollment and getting students to stay enrolled for the full 2 years. 
Classified enrollment lower that recent past and continue need to improve FA issues 
Classified Enrollment numbers and cost of projects projected. 

Classified 

Everyone working together and communicating appropriately. There shouldn't be "fear" 
or "intimidation" between departments. We are a family and we should feel comfortable 
enough to work this out together! 

Classified Financial Aid issues, state funding, enrollment issues 

Classified 

Financial - focus is on keeping the doors open vs. quality of education (some students 
need better guides/direction to get past their own personal pride and ask for help)... $ 
quantity vs. quality guidance. 

Classified Financial Aid existence. 
Classified Financial constraints. 
Classified Funding and Student enrollment. 
Classified Funding for students. Consistent enrollment numbers. 

Classified 

Funding may be a challenge. Finding faculty and administration with personal integrity 
who have common sense and values which cause them to truly serve and care for the 
clients and staff of the college. 

Classified Funding of programs and funding for building or expanding. Image within the community. 

Classified 

Higher costs of everything. Disparity of administrators getting high raises while classified 
are stuck with small ones and all departments getting budget cuts. Why should 
administrators get such high raises at the expense of the rest of us? They are already 
doing so much better and wielding the power besides. 
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Classified Hiring diverse and responsive employees as expressed in question number 10. 
Classified Keeping Administrators. 
Classified Keeping the loan default rates at a reasonable level and growing our number of students. 
Classified Keeping Tuition down! 

Classified 
Lack of high level job opportunities in the community for graduates. Minimum wage jobs 
will not support their educational debt. 

Classified Lack of state funding if enrollment doesn't increase or the default rate doesn't decrease. 
Classified Medical insurance and the Affordable Care Act. 
Classified Meeting the workforce needs of local employers. Remaining relevant to the community. 
Classified Money is always an issue and the default rate can impact UCC greatly if funding is lost 
Classified Money. 
Classified New buildings 
Classified Providing quality education with reduced funding 
Classified recruitment and retention 
Classified recruitment and retention of students 
Classified Same issues as always. 

Classified 
Securing additional funding; Getting the Allied Heath Building built; getting qualified 
staff/ and more student enrollments 

Classified student attendancestudent attendance and apathy 

Classified 

Student retention in an area that does not have capacity in the job market to retain us 
after graduation. Most of us have to leave the local area to find suitable paying 
employment. 

Classified tax base, enrollment, infrastructure repairs 

Classified 
The possibility of losing financial aid. Without financial aid we would lose a large 
percentage of students. 

Faculty 

1) Better utilization of the Lang Center - what a waste of real estate. Let money be spent 
to upgrade it instead of floating a reduced bond for a new building. Hubris and arrogance 
produced that building. Counting on a bond is not a given. 2) Work to improve the high 
schools' output. What they produce and we accept is a disgrace. 3) Make problem solving 
collaborative and follow an agreed to process. Otherwise, we will continue to stumble 
and think that the best ideas only come from those in high placed administrative 
positions. 

Faculty Aligning cost with enrollment based upon a declining population. 

Faculty 
Budget, of course. Succession for our parade of administrators, to ensure we have 
leadership in place when we loose administrators. 

Faculty Budgetary issues 

Faculty 
Coordination of all initiatives into a cohesive, understandable course (i.e. - Achieving the 
Dream, Title III, etc.) 

Faculty Dwindling resources and enrollment 
Faculty Enrollment and a bond issue 
Faculty Enrollment and instability at the administrative level. 
Faculty Enrollment and retention 
Faculty Enrollment, the changing format of education and financing 
Faculty Finances 

Faculty 

Financial challenges, not just in having less to work with but in making decisions about 
where to cut and where to invest. "Penny-wise and pound-foolish" seems too often the 
order of the day. 

Faculty Financial issues 
Faculty Funding 
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Faculty Funding and sustainability of experienced faculty 
Faculty funding needs 
Faculty Funding; attracting & keeping good faculty; attracting new Douglas County students. 
Faculty Growth 
Faculty I do not know. 
Faculty keeping tuition reasonable while maintain quality services 

Faculty 
Money. We also need to look at our small size as being a strength and play to that. See 
below. 

Faculty Number of students enrolling and completing their programs 

Faculty 
one challenge would be to refine the placement process so students have a better 
chance of succeeding 

Faculty 
program funding, enrollment, completion, staff aging (new generation of employees 
likely won't carry the current work load of the old timers) 

Faculty Raising $8.5 million for Health/Science bldg. Falling enrollment? 
Faculty To retain students and attract new students. 
Faculty turnover at administrative level 
Faculty Under prepared students. 

Faculty 
using the money appropriated by the state for capital projects e.g., the health science 
building 

Faculty 

We need to be more careful to encourage the innovative endeavors of employees (often 
classified staff or "lower" administrators in educational support areas) rather than resist 
or marginalize both their ideas and the employees. Entrenched administrators should not 
feel threatened by those who are, for example, systems thinkers or exceptionally skilled 
at their jobs and as a result, force those people to leave UCC. 

 

Decreasing student enrollment, difficult budget decisions, the continuing message that 
the college will have to do "more with less", determining the balance between the need 
to communicate across silos and the need to have separateness and confidentiality. 

 

Expansion in the midst of less enrollment. There seem to be several new ideas that sound 
exciting, but the lack of enrollment to support the programs, building, and additions is a 
concern. 

 Funding 
 Funding will be first and foremost. Morale will be a challenge as well. 
 Getting divisions to work together, instead of an us versus them. 

 

I think one of the top challenges the college will face is more diversity without a means to 
handle it. With this ever growing community there is without a doubt it will bring change 
and we have to adapt to it to survive. 

 

Staying relevant to changing times. Promoting our student/academic successes with the 
community. 

 

The top challenge in the next two years will be management of the general fund budget. 
Budget decisions have been made with very little foresight, and decisions from 2012 and 
2013 will have a lasting and destructive impact here. Faculty and administrative contracts 
that were completed last year with no input or legal advice, will create an unsustainable 
burden that will eventually force long-term layoffs. Drawdown of the reserves is also not 
sustainable. I am also extremely disappointed in the lack of communication about the 
allied health building. Are we building it? How are decisions being made? If we are to 
move forward with a master plan, people need to know what is going on, not just one 
email that goes out to the whole campus that says we are doing this now. 
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What is the best action, focus or change that would improve our organization? 

Answer Options Response Count 

  85 

answered question 85 

skipped question 44 

 

Emp. Category Response 

Administrative or Exempt 
A clearly communicated vision from top leadership and an expectation that all staff will 
support that vision. 

Administrative or Exempt A reorganization of the administration and a focus on student service. 
Administrative or Exempt Add Staff. Update computer systems 
Administrative or Exempt Assess the processes of enrollment, and get rid of ineffective leaders, staff and faculty. 
Administrative or Exempt Better internal communication. Hiring good people is always key. 

Administrative or Exempt 

Focus on teaching and learning. Move away from politics and toward collaboration. Also, 
negotiate the faculty contract so that we can modify in-service. More frequent, shorter 
opportunities for professional development would keep everybody more energized. 

Administrative or Exempt 

Hard decision need to be made and implemented. Although not always easy these are 
decisions that need to be made to help our organization and campus move forward. With 
our current leadership, this would be the best time to make those hard decisions and 
implement them.  Giving clear direction would not be a bad thing. If we fail, at least we 
tried. 

Administrative or Exempt 
I believe we should analyze our newly developed Master Plan and begin implementing 
recommendations as budget allows. 

Administrative or Exempt 

Improve communication within and across departments/divisions and improve the 
collaborative decision making process. There is an ongoing perception that information is 
withheld when important decisions are needing to be made. Power and politics have a 
negative impact on meaningful collaboration. 

Administrative or Exempt Increase number of students in each class; reduce size of all staff 

Administrative or Exempt 
Keep efforts focused on recruitment and retention on the input side - keeping existing 
programs current and developing new programs as needed. 

Administrative or Exempt 
Transparency. We talk about transparency but I feel that some of things are less 
transparent than a couple of years ago: ex. Budget, hiring practices, etc. 

Classified 

Be more compassionate to employees, help us feel more a part of UCC. Happy employees 
make happier atmosphere and that spreads to the community. Most employees I know, 
work more than their allotted time and do not get paid for it. Just more stuff added on to 
their jobs. 

Classified 
Better communication Mutual respect between the departments and 
administrative/faculty/classified 

Classified 
Better communication between departments and less competing with each other. We 
should all be working together for the betterment of our community. 

Classified Better inter-department communication 

Classified 

Bringing program evaluation to the forefront and creating a safe environment for people 
to identify needed improvements and work toward them in collaboration with other 
people/departments who are also working on improvements. This will strengthen every 
function at the college. 

Classified 
Build alliances with local businesses to tailor educational programs to fit their 
employment needs. 
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Classified 
Communication and focus on the strengths of each division rather than perceived 
weaknesses 

Classified 
Culinary teaches how but does not emphasize quality of product used. Bad stuff in, bad 
stuff out. 

Classified 

Document ideal departmental and organizational procedures by referencing a(n) 
position(s) and/or committee(s), so as to not rely on individual people or persons (by 
name) as the sole driver of an entire process. 

Classified 

efficiency for enrollment/registration/first week startup, some good changes have been 
made but we have a long way to go, students still shuffled around (in person or on 
phone) to get the answers and services they need 

Classified employee morale 

Classified 
Focus on collaborating with multiple organizations across the community to create and 
enhance our collective impact. 

Classified 
Focus on retaining students and making UCC the place for students to start their 4 year 
education. 

Classified 

Focusing on helping all students, part or full time or in programs. TOPS is only full time 
and the reality is that working, parenting part-time students needs TOPS more or just as 
much. 

Classified 

Have administrators be REAL role models for the rest of us. Administrators should share 
information openly, they should follow established procedures, and they should consider 
how their actions look to others. In other words, what they do and how they are treated 
should be the same as for anyone else. 

Classified 
Hire people of integrity and focus on helping students enter the workplace or secondary 
education through pertinent instruction. 

Classified 
I think anything that would bring more money to the college. The pool is great to have 
again. 

Classified 

I think you did a lot by fixing the pool. Find out what the general people want from the 
campus. maybe survey the people coming in to use the pool. They may not be your best 
customers but they are an important group and they vote - parents of the kids using the 
pool. 

Classified I wish I knew. Sorry I do not know. 

Classified 

Identifying our top priorities as an institution (what does UCC want to be known for - 
affordable transfer degrees, international students, Allied Health?) and aligning the 
organizational structure to match that vision. 

Classified I'm not sure how to fix something this broken. 
Classified It doesn't matter what some of us think, they do and say what they want. 

Classified 
Less barriers between groups, and stop circumventing policies - if we've put those 
policies in place why aren't we using them???? 

Classified Less top management 
Classified Listen to the students! 
Classified Long term focus 

Classified 

More focus group around topic of concern; more PR for to recruit students; you did the 
top students getting free tuition, what about students are may not be at the top of the 
academic charts, but still could use a hand in getting their education. 

Classified 
More involvement in the local government to entice large business to expand in 
Roseburg. Providing job opportunities and less educational debt. 

Classified 
More resources towards Financial Aid. Improve the experience for the student and free 
up more employees to focus on the ones that are in default. 

Classified more time to think things through and less knee-jerk reaction 
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Classified Nothing is springing to my mind. 

Classified 
Recruiting and retention of students. Continuing to offer quality classes and assistance to 
students to ensure their success. 

Classified 

restructure class times to meet the changing world or try a new approach to block 
scheduling for more effectiveness; use more green approach to saving utility cost when 
replacing roofs, installing double entrances into buildings to accommodate less energy 
loss, etc. 

Classified 

Start by doing SOMETHING. One step leads to another and then another. Set aside 
differences and get out of the separation mindset. We are ONE team working towards 
the same goal. 

Classified 

The college needs to focus on the global organizational and institutional changes that 
have been quickly transforming both local and global structures. It needs to become 
sensitive to the changing needs of its students and to the educational innovations that 
have transformed many colleges into relevant and forward thinking institutions - free 
from many of our college's unspoken problems. These changes can be brought to UCC by 
hiring employees that are innovative and diverse, employees who are systemic thinkers 
and can recognize the great interdependence of all levels of organization within an 
institution, and employees who are not afraid to bring change to an otherwise, largely, 
unadaptive institution. By no means should this imply that UCC is not a valuable or 
respectable institution, but it should merit the reflection of our institutional goals and 
values and especially our effectiveness. 

Classified There is not any one thing that is going to be the "fix all" 

Classified 
To have a full understanding of all of the grant programs and how they interfaces with 
the college. Specifically the TRiO program that provides high school support. 

Classified 
Use funds available to update current buildings. Focus on finding funds for projects other 
then going to the tax payers time and time again. 

Classified 
We need to focus on promoting the college, with the main focus being on what programs 
are available here at UCC. 

Faculty a dedicated budgetary approach to finding the best people we can to run the college. 

Faculty 

A unified image that is shared through the entire organization, down to the stupid quotes 
people end their email messages with. Those need to become a single message about the 
college. But there needs to be a discussion CAMPUS WIDE about how this is done.  I'd 
also like to see campus wide advising groups: students divided into small cohorts that 
meet once per month with faculty/staff to check in on progress. Competitions between 
the cohorts for community service, GPA, successful completion. 

Faculty 

Although we have had useful conversations about the impact of generational poverty, we 
should as an institution examine all the barriers--beyond inadequate academic 
preparation and financial difficulties--our students face. We need to be more aware of 
the profound problems that keep students from achieving even their most basic 
academic goals and then work to help them overcome those problems. 

Faculty 

better listening from leadership on program needs and assistance on how to meet those 
needs; better student academic support (training on how to be a college student + 
assistance in completing homework) 

Faculty Continue to focus on increasing full-time students; adequate funding. 

Faculty 
Decisions that affect instruction needs more input from faculty (all faculty- not just union 
leaders) 

Faculty 
decrease amount of change for the sake of change increase amount of change that has 
been analyzed and vetted as positive change 

Faculty Faculty development regarding instruction and learning. 
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Faculty 
focus when asking the public for resources, don't ask for "pie in the sky", target the 
requests for moneys to specific projects. 

Faculty I do not know. 

Faculty 

Improve communication and get rid of anyone who puts the needs of their area or the 
institution ahead of the needs of students. If you aren't willing to bend over backwards to 
help our students, you should not be here. 

Faculty 
Improve inter and intra-departmental communication. Listen and respond to concerns 
from employees. 

Faculty Improved communication 

Faculty 
Keep working on communication across the campus. Still surprised by some 
announcements as to changes in processes. 

Faculty 
Making programs relevant to the work environment so students are employable upon 
graduation. 

Faculty More mentorship and connect to staff with compensation to help students through 

Faculty 
Much improvement in recruitment from the high schools in the county. Funding 
specifically dedicated to this issue 

Faculty 
Need to continue to work on communication and collaboration of administration and 
faculty and staff. 

Faculty 

One change which would benefit faculty, and everyone else also, including students and 
administrators, would be to honor more the input of part-time instructors. They are 
responsible for teaching most of the credit classes, as well as those in other areas. Yet 
they are all too often treated as though their input does not matter. Sure, the college 
asks for their participation, but is asking them to volunteer their time, whereas full-time 
employees are paid for such work. Eliminating pay for part-time faculty to attend 
inservice is an example of this. Sure we can attend--nobody will contest our right to be 
there--but our participation is voluntary and thus not of value enough to the college to 
provide any pay. I have been asked to participate on committees and do various other 
duties, all without any pay. In essence, the college loses a lot, not only in ideas and the 
sharing of vital information, but in the feelings of rapport and well-being which are part 
of any truly successful organization. Instead of inclusion and participation, those who are 
responsible for most of the direct education of the students are faced with exclusion and 
a sense of non-importance. While there are many changes which might benefit the 
college, I believe that financial decisions in a time of budgetary restriction should take 
into account the long lasting corrosive effects of disregarding a large number of 
employees, and indeed, employees who are already saving the college enormous 
amounts of money through their lesser pay and lack of benefits. Employees who feel 
valued, who see themselves as an equitable part of the whole, are much more likely to 
perform well, to have a great attitude, and to then charge their work environment with 
greater enthusiasm and success. 

Faculty 
Outreach/networking with high schools, 4-year institutions to build seamless pathways. 
Explore becoming a branch campus of Portland State Univ. (like COCC and OSU). 

Faculty Reduce layers of bureaucracy. 

Faculty 
Review existing programs and do away with those not contributing to the support of the 
college and emphasize program development and/or revision. 

Faculty Serving our community internally and externally 
Faculty slowing down decision-making and including instructor input 
Faculty Stop looking on adjuncts as second class personnel. 

Faculty 
The superiority mentality (i.e. a PhD has all the answers and knows what to do). True bi-
lateral communication and respect are needed without fear of repercussion. 
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A realization that it takes all of us, no person/department is more important than 
another, and without our students none of us would be here. 

 Be willing to engage in courageous conversations with all areas of the campus. 
 Continue to set policies and SOP to create unity on campus and put them online. 
 Focus more on taking care of the people that make up UCC. 

 

I feel that a void of strong leadership and transparency has stalled the growth of UCC. It 
has been very disappointing. If we are to move forward, we need focus and clarity of 
vision. We need leaders who lift us up, not who bring us down. We deserve to be 
informed and included, not kept in the fearful darkness or be made to feel excluded. We 
want direction, not hand-wringing. 

 
Identify innovative leaders and risk-takers in the community and explore partnerships 
with them. 

 

In my opinion, if we were to strive to promote diversity, culturally and professionally, I 
think we will be able to target a bigger audience. Possibly targeting a younger audience, 
as in high school students, to get them started thinking about opportunities early. 
Targeting working learners will benefit the organization in the way of "unconventional 
thinking" or in showing us what the generation workforce is looking like and how we can 
better provide for them. 

 
Review structure of one VP over SS and instruction. 

 

If these are not the right questions, what additional questions should we have asked? 

Answer Options Response Count 

  31 

answered question 31 

skipped question 98 
 

Emp. Category Response 
Administrative or Exempt  How could we spend down our reserves to pay for ongoing expenses? 

Administrative or Exempt 
Thoughts on organizational leadership, and structure as well as specifics about 
departments. 

Administrative or Exempt 

What are the strengths and stumbling blocks of particular areas? What do you think we 
should do to boost enrollment? How can UCC better build on staff's strengths and 
passions to create an awesome learning environment for students? 

Administrative or Exempt What is UCC's long range plan and goals? Which direction is the ship headed? 
Classified ? 

Classified 
Are we effective? Why do we provide the services that we provide? Does UCC reflect the 
needs and sensitivity of the times? 

Classified Can't think of any. 
Classified How does management style affect morale. 
Classified I think this had well written questions. 
Classified If you had the power to make changes, what would be your vision of UCC? 

Classified 
Is our pay rate competitive with other regional higher ed institutions (so that we attract 
and keep talented staff)? 

Classified 

Is there a process or protocol that has impeded project or desired progress. What 
surprising person or dept. has been your "ace-in-the-hole" for problem solving and 
solutions, Or just good advice? 
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Classified n/a 
Classified na 

Classified 
Questions about employee morale, ethics, equitable treatment, etc. - questions that truly 
dig in to what the working "climate" is at UCC. 

Classified The pool is back! What could there be? 
Classified these are fine. 

Classified 

These are good questions but I think some things need to be defined. For example what 
do you mean by "The College" is that Joe? what about "college community" is that all 
employees or is it employees and students or the neighborhood around the college or all 
of those. Then what is "management" is that the manager/director of our department or 
Joe/Roxanne/Rebecca? Just a little confusing. Not knowing those things lowered my 
rating overall. 

Classified 
These are ok questions, but there are issues that are not addressed. Asking questions 
about these issues would not be possible in a closed thinking system. 

Classified 

Why are programs and departments not required to look at their outcomes/data/and 
other forms of feedback and structure departmental goals around this information? How 
do we hold employees accountable for their jobs here? 

Classified Why does the administration not listen to complaints? 

Faculty 
Does top management include others in the decision making outside their "core group"? 
Not as much as they should. It is sometime a club like environment. 

Faculty 
I am so happy to have our current faculty union and executive team. I love how we work 
together to solve issues that arise. 

Faculty I like this question and have never seen it in a survey before. 

Faculty 

Is two years’ worth of tuition at UCC a good investment for students? What fraction of 
students who spends two years’ worth of full-time tuition at UCC sees a resulting 
financial benefit that allows them to make up that tuition cost within a span of 10 years? 

Faculty Next time ask before the survey. 

Faculty 
Perhaps to also ask what the individual’s top challenge is to get better insight as opposed 
to just institutional. 

Faculty These are fine 

Faculty 
What about this issue of student loan default. Avenues for improvement and dedicated 
funding for that. 

 

A couple of statements about the Foundation to elicit the campus community 
understanding of its operations, agenda, budget priorities, alignment with college 
mission. 

 
No comment. 
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