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Anderson, Emily E.  Organizational Culture and Satisfaction in a Manufacturing Company  

Abstract 

The purpose of the following research study was to understand how a continuous improvement 

initiative had affected several variables including organizational culture, job satisfaction and 

engagement within a manufacturing company. Company XYZ was interested in identifying what 

improvements were needed to maintain job satisfaction and continuously improve their 

organizational culture. A similar research effort was put forth the previous year and the 

researchers were asked to replicate and compare to what was completed previously where 

applicable. Company XYZ distributed surveys to employees. Once completed, survey results 

were given to UW-Stout researchers for analysis. In total, a sample of 142 survey responses were 

collected from employees of the organization. Results indicated Company XYZ’s 

implementation of their continuous improvement efforts were well received by employees, but 

there was also room for improvements that would benefit their employees’ job satisfaction and 

the organization’s culture. Limitations and recommendations for future investigation are 

discussed.  
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Chapter I: Introduction and Literature Review 

The following research paper reflects the work done during the course of a Field Project, 

completed during the Fall semester of 2015 and Spring semester of 2016. 

Statement of the Problem 

Organizational culture and job satisfaction are important variables in a company. A 

Wisconsin manufacturing company, Company XYZ, had an organizational mission that focused 

on continuous improvement and their organizational culture was based around this principal. A 

previous research initiative was completed the prior year and an initiative to replicate the 

findings was needed. A goal of this research initiative is to understand employees’ opinions and 

perceptions of Company XYZ’s organizational culture and the employees’ actual job satisfaction 

based on several variables. This would help the organization understand if their mission of 

continuous improvement is being practiced.  

Purpose of the Study 

The goal of the current research is to survey employees within Company XYZ to 

understand their perceptions of the organizational culture and levels of satisfaction with certain 

parts of their job position as it relates to their continuous improvement initiative. The survey 

comprised of five overarching subjects: Communication and Involvement, Engagement, Benefits 

and Compensation, Company Image and Culture, and Company Effectiveness. Survey data was 

collected on these subjects in order to present general findings to Company XYZ’s leadership to 

ensure their efforts of continuous improvement had merit. 

Assumptions of the Study 

In regard to this study, the following assumptions exist: 

1. Survey participants completed the questionnaire without coercion from supervisors  
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2. Survey participants’ anonymity was protected, and no answers could be tied back to 

each individual respondent. 

Limitations of the Study 

Limitations to the current research include: 

1. The results of the current research apply to a specific organization, led by a specific 

group of individuals in a specific geographical location. While the results may be 

generalizable to similar workplace settings, each organization has a unique culture 

and climate amongst its employees. A sizeable number of factors are to be considered 

in terms of making any assumptions that might apply in different settings. Results to 

this study were meant to only be shared and generalized amongst leadership and 

employees of the specific organization. 

2. Not every individual employee of the organization was surveyed, and as such, results 

were drawn from a sample of individuals in the organization.  

3. The instrumentation used in the study was created initially by the organization and 

was shortened from the prior research initiative by the researchers. It was not a 

validated instrument. 

Literature Review 

 This research focuses on a variety of predominant organizational psychology and 

management topics and how they relate to each other. The first construct is organizational 

culture. This refers to a set of shared values, customary ways or collective norms within a given 

company or organization. The second is job satisfaction within an organization and how this 

relates to employee engagement and training. The third is continuous improvement which can be 
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described as organized, ongoing change of existing practices in order to improve company 

performances.  

Organizational Culture  

 A culture within an organization can be defined as a shared set of values, beliefs or 

customary ways of thinking and doing things that shape and guide the behavior of the 

organization’s members (Awal et al., 2006). By this definition, it can be broadly conceptualized 

to include work groups, teams or departments (subculture) as well as the entire organization. 

Having a culture is necessary for effective performance and the stronger the culture, the more 

effective the organization (Schein, 2004). The main components of an effective corporate culture 

of the organization's mission and goals, work environment, management style, organizational 

practices and policies, recruitment and career development and benefits and rights (Tohidi & 

Jabbari, 2011).  

With there being several variables that can and do affect an organization’s culture, 

leadership is another an important component. Leadership is different from management (Tohidi 

& Jabbari, 2011). Culture norms help define how an organization might define leadership and 

members of leadership set a certain tone of culture for the rest of employees. It can be argued 

that leadership creates and changes cultures while management acts within a given culture 

(Schein, 2004). This does not mean that organizational cultures are easy to change. On the 

contrary, culture refers to those elements of a group that are most stable and least malleable 

(Schein, 2004). Just like building an organization’s culture, changing an organization’s culture 

takes time. Creating even the smallest shift in culture requires time and the active engagement of 

senior leadership (Mierke &Williamson, 2016).  Creating a sustained culture transformation 
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requires a long-term commitment of organization’s leaders and the implementation of strategies 

that are aimed at shifting the culture (Mierke & Williamson, 2016). 

Job Satisfaction  

 Work becomes a large part of a person’s identity and offers insights into what is 

important to us. When people find meaning in their work it has been shown to increase items 

such as motivation, engagement, job satisfaction, individual performance and stress (Rosso, 

Dekas, & Wrzesniewski, 2010).  Job satisfaction has been defined as an individual’s reaction to 

the job experience (Berry, 1997). These reactions can be either positive or negative. There are 

several components that are considered important to job satisfaction, but the relationship 

between job satisfaction and performance has often been described as the “Holy Grail” to 

industrial psychologists (Landy, 1989). A link between employee attitudes and their 

performances dates back to the Hawthorne studies and the results (Judge et al., 2001). There 

have been several ways that this relationship has been studied as well. It is possible that job 

satisfaction causes performance or that high performance causes the job satisfaction (Judge et al., 

2001).  

Employee engagement has also been linked to increasing job satisfaction. Employee 

engagement refers to employees’ investment of physical, cognitive and emotional energy and 

their full deployment of themselves into their work roles or tasks (Kahn, 1990). Evidence 

suggests that when employees are engaged in their work it can provide organizational benefits 

including increased commitment to their organization and increased efficiency. Employees could 

also personally benefit from their engagement by feeling more satisfaction in their job position 

(Serrano & Reichard, 2011).  
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When employees feel competent in their job positions, they are much more likely to feel 

satisfied with their organization. Training is one of the most key techniques that organizations 

can use to have some control over enhancing job satisfaction (Dardar et al., 2011). Training 

opportunities provide employees with the knowledge, skills, and abilities to perform their work 

to the expectation of the organization’s standard, which consequently enhances the employees' 

confidence in their abilities and satisfaction with their jobs (Costen & Salazar, 2011). There are 

some key components about the training that should be considered. Training methodologies, time 

spent in training and the content of the training were significant in their relationship to job 

satisfaction (Schmidt, 2007). Shelton (2001) studied the effects of employee development 

programs on job satisfaction and employee's retention aiming on business success. He found that 

training and development increase employee satisfaction. It further concludes that the impact of 

training decreases if organizational culture is not supportive for employee's development 

process. 

Continuous Improvement 

Continuous improvement was first introduced and developed by Masaaki Imai based on 

the word Kaizen. This comes from two Japanese concepts: Kai (change) and Zen (to improve) 

(Sanchez & Blanco, 2014). Methods of continuous improvement were published in the early 

1980s through the 1990s such as Lean Management (Womack, Jones, & Roos, 1990) and Total 

Quality Management (Deming, 1982). Continuous improvement has been defined many ways 

over numerous decades. Each author of the topic seems to have a slightly different definition but 

there are consistencies that should be highlighted: continuous improvement is a constant activity 

that must be done over time as it is a cycle and all employees from the organization should 

participate in the endeavor (Sanchez & Blanco, 2014). Several factors have motivated the 
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implementation of continuous improvement into organizational culture. Specifically, the 

business environment has evolved over the last several decades with globalization, technological 

advances, emergence of educated consumers and the importance of quality and time (Bayraktar 

et al., 2007).  

 Though popular among manufacturing organizations, continuous improvement initiatives 

may not always have much merit or worth and are actually likely to fall short of their initial goals 

(McLean & Antony, 2013). This could happen for a variety of reasons including but not limited 

to having the wrong motives or expectations for the initiative, the organizational culture or 

environment not being encouraging to a change, training could fall short or a lack of employee 

involvement (McLean & Antony, 2013).  

Starting a continuous improvement initiative under improper motives and expectations 

can lead to such an initiative to fail due to starting it under external pressures (Beer, 2003) or in 

hopes of creating a short-term fix (Choi & Behling, 1997). Some cultures within an organization 

are not conducive to change at the beginning of an initiative. If the changes to come with the 

continuous improvement initiative are too dissimilar in comparison to what the current culture is, 

it could create resistance to the change (Reger et al., 1994). Some organizations could also make 

impracticable assumptions about their ability to transform beliefs and create a new culture 

(Powell, 1995).  

Incorrect content or delivery method of training could cause the initiative to a demise 

(Cudney & Elrod, 2011). The participants of the training must have the opportunity put their 

learnings into practice (Klein & Sorra, 1996). Finally, it is typical that a continuous improvement 

activity will ask for employees to increase their levels of effort and involvement. This could 

ignite some concerns. Addressing employee reservations regarding the change efforts should be 
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a requirement for management or human resources (Choi & Behling, 1997). This would include 

having senior management and leadership driving and advocating for the continuous 

improvement efforts and learning from the results (Mike & Anderson, 1999).  
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Chapter II: Methodology 

The purpose of this project was to better understand how employees at a manufacturing 

company felt about several facets of their job position and the organization’s culture. The client, 

Company XYZ, has a mission to put forth effort into a continuous improvement initiative as it 

pertains to employee satisfaction and organizational culture. Company XYZ was interested in 

identifying what improvements were needed to maintain job satisfaction and continuously 

improve their organizational culture. A similar research effort was put forth the previous year 

and the researchers were asked to replicate and compare to what was completed previously 

where applicable.  

Subject Selection and Description 

Participants in this research were limited to employees of Company XYZ. The study was 

open to any employee that was not considered in a leadership role with the organization and were 

a part of a variety of departments including administrative/sales, process, 

production/manufacturing, quality or engineering. They also had to work at the Baldwin, WI 

facility. Tenure of the employees ranged from less than one year to those of over ten years. No 

employee was required to participate but it was highly encouraged by leadership staff. Individual 

answers to the questionnaire were promised to be kept anonymous.  142 employees completed 

the questionnaire.  

Instrumentation 

A questionnaire was modified from the prior year’s research initiative. The instrument 

was shortened to uncover the core concerns. The questionnaire for this study comprised of 38 

quantitative questions organized into four overarching topics and an additional section of four 

qualitative questions (Appendix A). Each question in the quantitative sections were asked on a 
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five-point Likert scale, 1 being strongly agree to 5 being strongly disagree. Participants selected 

the number that most represented their opinions for each question. The four open-ended 

questions were asked at the end of the survey to give the participants an opportunity to provide 

their exact thoughts and opinions in their own words. Participants were also asked two 

demographic questions: tenure with the company and department in which they worked within 

the organization. 

Communication and involvement questions. This section of the survey consisted of 11 

questions. This section of questions was tailored to understand how participants felt about the 

organization’s communication style and how involved in decisions employees were. Participants 

were asked questions about whether they were kept informed about company decisions, if 

management listened to employee concerns, if communication between departments was well 

coordinated and if employees received adequate feedback on their performance. This section also 

asked about employee’s overall satisfaction with the communication and involvement at 

Company XYZ.  

Engagement questions. The Engagement section of the survey comprised of nine 

questions that focused on training and the actual work employees were performing. Participants 

were asked about whether training was available and adequate for their positions, if they had 

enough information to perform their jobs well, if people are treated with respect and if 

advancement opportunities exist with Company XYZ. 

Benefits and compensation questions. This section of the survey entailed six questions. 

These questions concentrated on the physical monetary and benefits packages received by 

employees. Employees were asked if they felt that they were paid fairly for their work, if 

compensation at Company XYZ was based on objective criteria and if compensation was 
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consistent for all employees. This section also asked if the benefits packages that employees 

received met all their needs.  

Company culture and image questions. This section was the lengthiest of the survey at 

12 questions. The focus of this section was primarily on how employees perceived the 

organization as a whole. Employees were asked to answer questions pertaining to the company’s 

ethics and policies, if employees are held accountable and if their mission of continuous 

improvement was being encouraged. Participants also answered questions about trusting 

coworkers, being proud to work for Company XYZ and their overall satisfaction with the 

company’s image and culture.  

Company effectiveness questions. Finally, participants ended the survey by being asked 

four open-ended questions about the company’s effectiveness. Questions included asking 

employees what the organization should continue to do, what tools and resources do employees 

need to do their jobs effectively and how they do as employees in contributing to the daily 

management of the organization. The final question was, “overall, what is the single most 

important thing Company XYZ could do to improve as a company?”  

Data Collection Procedures 

Upon IRB exemption, the 42-question questionnaire was administered by Company XYZ 

leadership. The researchers were not heavily involved in the data collection process to follow 

what had been completed in the prior year’s research. It was available for participants to 

complete online via Survey Monkey. For those employees that did not have a designated work 

computer, lunch room and training room computers were available with the link on the 

organization’s campus. Paper surveys were not available unless requested.    
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Data collection lasted a total of 15 days. The dates of the data collection were between 

Tuesday July 19, 2016 and Tuesday August 2, 2016. Employees were reminded to participate 

repeatedly throughout the fielding period. This was done via email and verbally by their 

supervisors. The Survey Monkey site housed the data as it was collected, and it was sent via 

email to a Company XYZ Vice President. Raw data and verbatim responses were then forwarded 

onto the researchers for analysis.  

Data Analysis   

Quantitative and qualitative data analysis was used in this study due to the variety of 

questions asked. Data analysis on the quantitative questions was conducted first in Excel. Each 

question of the survey was analyzed separately then questions that belonged within each topic 

were analyzed as a group. Each question had a percentage of participants that strongly agreed, 

agreed, were neutral, disagreed or strongly disagreed via a cross tabulation. Point values were 

assigned to each response to identify an average for each question: 1 point when strongly agreed 

was selected up to 5 points when strongly disagreed was selected. After the averages were 

calculated for each question, an average for each topic of the survey was identified.   

Qualitative data analysis was conducted for each of the four open-ended questions’ 

responses. Themes were identified for each question through a content analysis. A theme was 

defined as an idea that occurred in at least three different participants’ responses per question. 

When a response was classified as part of a common theme, it was grouped with other similar 

responses. Percentages were calculated from these groupings for each of the four questions. The 

most popular themes were reported to leadership.  

Limitations 

 Limitations to the current research methodology include: 
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1. Not every individual employee of the organization was surveyed, and as such, results 

were drawn from a sample of individuals in the organization.  

2. The instrumentation used in the study was created initially by the organization and 

was shortened from the prior research initiative by the researchers. It was not a 

validated instrument. 

3. The procedure was not in the control of the researcher. The researcher had to follow 

the past procedure from a prior research initiative. The organization distributed the 

survey and passed data along to the researchers thereafter.  
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Chapter III: Results 

The following is a summary of the results from a study done for a manufacturing 

company, Company XYZ, conducted Tuesday July 19, 2016 through Tuesday August 2, 2016 

with 142 employees. The purpose of this study was to better understand how these employees 

felt about main facets of their job position and the organization’s culture. Company XYZ has a 

mission to put effort on continuous improvement as it pertains to their employee’s satisfaction 

and their organizational culture. Company XYZ was interested in identifying what improvements 

were needed to maintain job satisfaction as well as maintain their strong organizational culture 

based on the opinions of their employees. A 42-question survey was administered to employees 

and data was analyzed. Percentages and means were calculated for each question and for each of 

the four sections within the survey. These percentages and averages were compared to those of 

the previous year’s questionnaire where applicable.  

Quantitative Data Analysis 

As stated, data analysis on the quantitative questions was conducted in Excel. Each of the 

four sections of the survey was analyzed separately as its own group. Each question had a 

percentage of participants that strongly agreed, agreed, were neutral, disagreed or strongly 

disagreed via cross tabulations. Point values were assigned to each response to identify an 

average for each question: 1 point when strongly agreed was selected up to 5 points when 

strongly disagreed. After the averages were calculated for each question, an average for each 

section of the survey was identified.   

Communication and involvement. These questions averaged a score of 2.8 indicating 

more employees were neutral or disagreed with items in this section. “I understand how my 

efforts contribute to Company XYZ’s mission” had the largest percentage of participants agree at 
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73.7%, M=2.3. Another question in this section, “I feel my efforts are recognized,” had over half 

of employees agree (55.4%, M=2.7). “Communication between departments is well coordinated” 

had the highest percentage of employees disagree (62.1%, M=3.6). This would indicate that 

Company XYZ has room for improvement on communication methods. 

Engagement. The Engagement section of the survey averaged a score of 2.6, the best 

average compared to all sections. Seventy-four percent of participants agreed “I am properly 

trained for my position” and “I perform interesting work” (M=2.2). Over half indicated they 

know how to access and apply for training opportunities (M=2.6). The results in this section 

indicated that employees feel engaged with their work and training appeared readily available to 

employees.  However, when asked if the continuous improvement initiative at Company XYZ 

has been effective since its implementation, only 15% agreed (M=3.3).  

Benefits and compensation. The results of the Benefits and Compensation section 

received the poorest average at 2.9 indicating this is an area of needed improvement for 

Company XYZ. Over a third of participants disagreed on the item “I am paid fairly for the work 

I do” (33.8%, M=2.9). Participants also disagreed that compensation practices are administered 

consistently for all employees (32.6%, M=3.1).  

Company culture and image. This section of questions had an average score of 2.7. 

Participants agreed that Company XYZ encourages continuous improvement (73.2%, M=2.3). 

This supported that their employees feel that the company was embodying their mission. 

Employees also agreed they were proud to work for Company XYZ (63.8%, M=2.3) and agreed 

that Company XYZ cares about the community (64.5%, M=2.4). These results indicate a strong 

culture and image of the company. An area of concern in this section was when employees were 

asked “Company XYZ holds people accountable,” over 40% disagreed (M=3.2). Employees also 
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disagreed that people are concerned about is good for the organization instead of what is good 

for themselves (42.8%, M=3.1).   

Qualitative Data Analysis 

Qualitative data analysis was conducted for each of the four open-ended questions’ 

responses as they pertain to company effectiveness. Themes were identified for each question 

through a content analysis. A theme was defined as an idea that occurred in at least three 

different participants’ responses per question. When a response was classified as part of a 

common theme, it was grouped with other similar responses. Percentages were calculated from 

these groupings for each of the four qualitative questions.   

Things Company XYZ should continue to do. When participants were asked about 

what things Company XYZ should continue to do, three primary themes appeared: 1) continuous 

improvement, 2) proper training and 3) raises/advancement opportunities. In line with the 

previously stated quantitative results, 27% of participants made comments about continuing the 

organization’s mission of continuous improvement and another 18% made comments referring to 

proper training offerings. Additionally, 13% of employees felt advancement opportunities should 

continue to be offered. One participant stated: “Continue to improve on equality, cross-training 

and yearly raises.”  

Tools and resources needed. Participants were asked what tools and resources they need 

to do their jobs effectively. Forty percent of the respondents stated there was a need for improved 

equipment/software/tools in order for job performance to increase. One participant stated: “Up to 

date computer, software and equipment. Adequate number of licenses for software so we do not 

need to wait for other people to finish using [it].” Other themes that appeared were offering 

additional/continuous training (28%) and better communication (20%).  



21 

Daily management and what works well. Daily management is a term that is used 

amongst employees and leadership at Company XYZ referring to the day to day input and output 

of the company. Employees were asked about how they contribute to daily management and 

what is working well. Researchers discovered three different themes from the participants’ 

responses: 1) communication, 2) speed/efficiency/time management and 3) meetings. Employees 

felt they are contributing to the daily management of the company through communication 

whether that be between shifts or departments (23%). One respondent stated: “[I] do my best to 

pass on to the next shift, whether face to face or via email, any open issues or concerns 

encountered throughout my shift.” Seventeen percent of the participants mentioned using speed, 

efficiency and time management to contribute to the company’s daily management. This 

included staying on a given production schedule and managing time effectively. The final theme 

that participants felt was contributing to daily management was the use of meetings to relay 

information amongst every employee when necessary. One participant stated: "Daily sample 

meetings, going over daily action items and if action items are completed on time. Project 

updates to [my] team as necessary.” 

Most important thing to improve as company. The final question of the survey asked 

employees to tell leadership what the single most important thing that Company XYZ could do 

to improve as a company. Several suggestions were mentioned, and two primary themes 

appeared: 1) communication and 2) training. Of all participants that responded to this question, 

27% mentioned that communication at Company XYZ would be an important factor in 

improving as a company. One employee stated: “It’s rare that the people on the floor and the 

people in the office are on the same page. There is a small amount of effort put into asking the 

opinions of policy changes. Especially the ones that directly effect a specific group of people.”  
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Training (16%) was the second most mentioned topic for this question. Participants felt that 

training could be more readily available, have a better formalized program and have cross-

training opportunities.  Appendix A displays all themes that appeared for this question.   
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Chapter IV: Discussion 

The purpose of this project was to better understand how employees at a manufacturing 

company felt about several facets of their job position and the organization’s culture. Company 

XYZ has a mission to put forth effort into a continuous improvement initiative as it pertains to 

employee satisfaction and organizational culture. Company XYZ was interested in identifying 

what improvements were needed to maintain job satisfaction and continuously improve their 

organizational culture. A survey was implemented by Company XYZ to their employees. 

Quantitative and qualitative analysis were utilized to determine the results of the study. Results 

were discussed with leadership within Company XYZ.  

 Based on the results of the quantitative results, employees believed in the continuous 

improvement mission. Over three quarters of the respondents said they believed that Company 

XYZ encourages continuous improvement. Employee also appeared to be engaged within their 

work and the training available to them. The majority of employees agreed that they perform 

interesting work, that they felt properly trained for their position and that training opportunities 

are readily available for employees. The qualitative results signified that providing quality and 

continuous training opportunities was something employees would like to continue within the 

organization. This is consistent among research in which employees feel more connected and 

fulfilled within the organization and being interested in their work improves overall efficiency.  

As stated before in the literature review, continuous improvement initiatives do not 

always succeed with its intended purpose in manufacturing companies. In Company XYZ’s case, 

the continuous improvement initiative had been encouraged and socialized to the employees by 

the leadership which in turn could help it flourish. Quantitative analysis uncovered that only a 

small percentage agreed that the implementation of the continuous improvement efforts have 
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been effective. The changes that the continuous improvement initiative put in place were not 

extremely dissimilar from the culture prior to the changes, but as previously stated, 

organizational culture changes take time to transition and become a norm. 

Despite results exhibiting that employees are engaged and satisfied within their 

organization and job position, some of the quantitative and qualitative results of the research 

initiative indicated that there was still some room for improvement especially in areas of 

communication within the company and the culture and image of the company.  

Some respondents indicated that they disagreed when asked about Company XYZ 

holding people accountable and that people are more concerned with what is good for the 

organization rather than themselves. These types of attitudes and opinions could quickly affect a 

culture within an organization if not addressed by leadership. Leadership has the opportunity to 

set an example to help mold the culture to what their needs are. 

Communication within the company was another item that surfaced as an area of concern 

among the employees. When asked if communication between departments is well coordinated, 

over 60% disagreed. Within the qualitative data, it was considered a primary theme that could 

help Company XYZ improve as an entire organization. Quality communication was also 

considered one of the most important resources among employees. Introducing more open 

methods of communication across departments and seniority could greatly improve work 

conditions and satisfaction among employees.   

Limitations 

One of the limitations to this study that should be noted is the sample size. While it was 

sufficient to draw directional conclusions, a larger sample would have been even more 

representative of the entire employee population at Company XYZ. An additional limitation was 
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that Company XYZ had control over the procedure of the research initiative due to following the 

same protocols in the prior year’s research initiative. Company XYZ distributed the survey to the 

employees and gathered all the results rather than the researcher. This may have given the 

employees the perception that answers were not confidential thus answering the questions not as 

honestly as they should have. Finally, the instrument used to survey the employees was not a 

validated instrument. It was created by Company XYZ from various sources during the prior 

year’s research initiative thus needed to be used for the current research initiative to understand 

any changes. Instrument was also modified and shortened from the original. 

Recommendations 

It would be recommended to continue putting forth efforts in working toward further 

improving items such as the satisfaction, engagement and organizational culture of Company 

XYZ as these types of variables do not evolve suddenly rather over several years. Continuous 

improvement initiatives that have already been implemented have shown their merit and value. 

To build these efforts out additionally, Company XYZ should implement additional training 

opportunities for employees and find new ways to enhance communication methods. Finally, 

Company XYZ should continue to be proactive in implementing research efforts to understand 

where they are as an organization and assist them in understanding where they are falling short.  
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Appendix A: Overall, What Is the Single Most Important Thing Company XYZ Could Do 

to Improve as a Company? 

Theme Frequency (N=95) Percentage 

Communication 26 27% 

Training  15 16% 

Adequate pay and benefits 

Listen to employee ideas 

Update equipment/software 

Treat employees better 

Efficiency 

Teamwork 

Other 

11 

10 

9 

8 

8 

6 

12 

12% 

11% 

9% 

8% 

8% 

6% 

12% 
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Appendix B: Questionnaire 

In keeping with Company XYZ’s goal to continuously improve, we want your feedback to 
measure our performance as your employer. It is our intention to publish the results of the survey 
annually and to track your satisfaction with our progress (good or bad) on the following 
categories: Communication and Involvement; Engagement; Benefits and Compensation; 
Company Culture and Image. You are not required to participate but are encouraged to do so. 
We need your candid feedback to make this process constructive and effective. You can 
discontinue participation in the survey at any time. 
Communication and Involvement  

1= Strongly Agree     2= Agree        3= Neutral       4= Disagree      5= Strongly Disagree  

___ I get the information I need to coordinate my work with others  
___ I am kept informed about what is going on in the company  
___ Management listens and responds to my concerns  
___ I am involved in making decisions that affect my job  
___ Communication between departments is well coordinated  
___ The right people are involved in company meetings and initiatives  
___ I feel my efforts are recognized  
___ Communication within my department is acceptable  
___ I understand how my efforts contribute to Company XYZ’s mission  
___ I receive adequate feedback on my performance  
___ Overall, I am satisfied with communication and involvement at Company XYZ 
 
Engagement 

1= Strongly Agree     2= Agree        3= Neutral       4= Disagree      5= Strongly Disagree  

___ The environment at Company XYZ is supportive of different opinions,  
styles, and perceptions 

___ People are treated with respect  
___ I have the information I need to do my job well  
___ Training is available to me  
___ I know how to access and apply for training opportunities 
___ I perform interesting work 
___ I am properly trained for my position 
___ Advancement possibilities exist at Company XYZ 
___ Since its implementation, the Learning a Living program has been effective  
 
Benefits and Compensation  

1= Strongly Agree      2= Agree       3= Neutral      4= Disagree      5= Strongly Disagree  

___ I am paid fairly for the work I do  
___ Compensation is based on objective criteria 
___ I understand how the compensation system works  
___ Compensation practices are administered consistently for all employees  
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___ Merit increases are based on employee performance  
___The benefits package I receive at Company XYZ meets all my needs 
 
 
Company Culture and Image  

1= Strongly Agree       2= Agree       3= Neutral      4= Disagree      5= Strongly Disagree  

___ Company XYZ is an ethical company  
___ I trust my co-workers  
___People are concerned about what is good for the entire organization instead of 
       what is good for themselves  
___ Company XYZ holds people accountable 
___ Company XYZ promotes people based on performance  
___ Company XYZ policies are administered fairly  
___ Company XYZ encourages continuous improvement  
___ Company XYZ cares about the community  
___ I am proud to work at Company XYZ  
___ Company XYZ focuses on developing people and helping them grow professionally  
___ Company XYZ cares about me  
___ Overall, I am satisfied with Company XYZ’s company image and culture  
 
Company Effectiveness 
 
 
Things Company XYZ should continue to do: 
 
 
What tools and resources do you need to do your job effectively? 
 
 
How do you contribute to daily management and what is working well? 
 
 
Overall, what is the single most important thing Company XYZ could do to improve as a 
company? 
 
 


