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Introduction

The Nevada System of Higher Education (NSHE) is committed to building a workplace
where every employee feels valued, included, and genuinely eager to contribute each
day. Recognizing that this vision requires ongoing commitment, NSHE commissioned the
Workplace Climate and Culture Survey, which was conducted in April and May of 2026.

To ensure transparency and objectivity throughout the process, NSHE partnered with
Interwoven Insights (formerly, Rankin Climate), a firm with more than 25 years of
experience with over 300 climate assessment projects nationwide. Working in close
collaboration with an NSHE internal working group, Interwoven Insights developed and
implemented the assessment ensuring alignment with NSHE's goals and organizational
needs. The anonymous employee survey assessed NSHE workplace experiences,
including organizational culture, leadership effectiveness, communication, and employee
confidence.

This summary report highlights the key findings from the survey. Both general
descriptions and statistically significant differences are summarized across the following
pages. These results are intended to aid NSHE as it continues to identify programs,
policies, and practices to be strengthened and highlight those that cultivate a thriving
workplace climate. Taken together, these findings offer NSHE a foundation for informed
decision-making to promote a thriving workplace.
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Methodology

The Workplace Climate and Culture Survey opened on April 28, 2026, and data collection
concluded on Tuesday, May 12, 2026. Participation in the survey was entirely voluntary,
and employees were required to be 18 years or older and provide informed consent to
participate before beginning the survey. NSHE employees who consented to participate
were allowed to skip any of the survey questions except an initial question regarding their
position at NSHE (e.g., Professional or Classified Staff, Letter of Appointment). All
responses were anonymous and confidential; no individual information was collected in
the climate survey, and all findings are reported in the aggregate.

Participant Recruitment

One hundred fifty-six (156) NSHE employees were invited to participate in the survey. A
week before the survey launched all NSHE employees were informed of the survey via an
NSHE-wide email detailing the rationale for the project and the collaboration with
Interwoven Insights. The survey was launched on April 28, 2026 via an email invitation
sent by Interwoven Insights to all NSHE eligible employees. Survey response rates were
monitored throughout data collection and NSHE representatives sent reminder emails as
needed to increase participation. A final reminder was sent to employees on May 12, 2026
reminding them of the final hours of the survey availability.

Data Management & Analysis

After data collection concluded, all data were thoroughly reviewed and cleaned. Any
responses identified as inauthentic, made in bad faith, or duplicate submissions were
removed from the dataset. Respondents who completed at least one survey question (not
including consent or position) were included in the final dataset for analysis.

Data Analysis

Survey data were analyzed using IBM® SPSS® Statistics software (SPSS) to compare
various groups' responses (in raw counts and percentages). Missing data analyses (for
example, missing data patterns, and survey fatigue) were conducted. Descriptive
statistics were calculated by salient group memberships (for example, years employed or
division) to provide additional information regarding the employee sample. Throughout
much of this report, including the narrative and data tables within the narrative,
information is presented using the percentage of valid responses. Chi-square and ANOVA
tests provide only omnibus results, meaning they identify if significant differences exist
between groups or categories in the data table. But those tests do not identify which
specific groups are different from each other. Therefore, these analyses included post
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hoc investigations of statistically significant findings by conducting z-tests between
column proportions for each row in the contingency table, with a Bonferroni adjustment,
which accounts for the number of comparisons conducted for larger contingency tables.
This approach is useful because it compares individual cells to each other to determine if
they are statistically different.' Thus, the data may be interpreted more precisely by
showing the source of the greatest discrepancies. The statistically significant distinctions
between groups were noted whenever applicable throughout the report. Note that the
percentages printed in this report are rounded.

In summarizing the overall distribution of a Likert-type item in the survey, “strongly agree”
and "agree” as well as "disagree” and “strongly disagree” were often combined to
represent overall agreement or disagreement. Additionally, when at least one statistically
significant result emerged between demographic analysis groups, only one category of
the metric is reported, indicating exactly where the significant difference is located. For
example, “A higher percentage of respondents employed at NSHE for 6-10 years (40%, n
= 10) than participants employed at NSHE for 1-5 years (20%, n = 5) agreed that...." If
more than one significant difference existed, Interwoven Insights offered multiple
sentences to describe the results for that survey item.

Open-ended responses were analyzed using qualitative thematic analysis? to
systematically identify and interpret recurring patterns in the text to uncover both explicit
and inferred meanings. The process involved repeated readings of the data, generating
initial codes, grouping them into refined themes, and defining each theme with
descriptive names and narratives.

Means Testing Methodology

The means across employee subgroups were compared after creating the factor scores
for participants based on the factor analyses and where ns were of sufficient size. The
aim was to determine whether the factor scores differed based on personal experience
with the different forms of workplace climate and employee experiences.

When only two categories existed for the specified demographic variable, a t-test was
used to test differences between means. Any moderate-to-large effects are noted in a
footnote. When the specific variable of interest had more than two categories, a one-way
Analysis of Variance (ANOVA) was run to determine whether any differences existed.
Similar to chi-square tests, the ANOVA is an omnibus test that indicates if there is a
difference big enough between groups to be statistically significant - it does not identify
which groups are different from each other. If the ANOVA was significant, post-hoc tests
were run to determine which differences between pairs of means were significant.

'Sharpe, D. (2019)
2 Krippendorff (2018).
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Survey Participant Characteristics

Of the 156 NSHE employees invited to participate in the assessment, 121 followed the link
in the survey invitation to review the consent information, resulting in a 78% overall
response rate. Of these respondents, 3% (n = 4) decided not to participate after
reviewing the survey details; 1% (n = 1) were removed because they did not provide their
current position at NSHE, and 1% (n = 1) were removed because they did not answer any
questions regarding climate and culture. Ultimately, 95% of the survey responses were
retained, resulting in a final sample of 115 NSHE employees available for analysis.?

Toward the end of the survey, participants were asked a series of questions related to
their role at NSHE along with a few demographic questions. The sample characteristics,
broken down by these variables, are below.* Please note that many NSHE employees
chose to skip one or more demographic items.

Division

Nearly two-thirds of respondents
were employees in the Board of
Regents Office or System
Administration (63%, n = 58) and
37% (n = 34) were employees in
System Computing Services.

Figure 1. Survey Sample by Division
(right)

© Board of Regents or System Admin. @ System Computing Services

Supervisor/Manager

Six in ten employees were notin a
Supervisory or Managerial
position (60%, n = 67), while the
remaining four in ten were (40%,
n = 45).

Figure 2. Survey Sample by
® Supervisor/Manager @ Not Supervisor/Manager Supervisor/Manager Status (left)

3 After removing non-consent and incomplete responses, the final response rate was 74%.

4 In many places throughout the report, key findings will be disaggregated by Division,
Supervisory/Managerial Status, and Years Employed at NSHE. Where appropriate, statistical testing was
utilized to determine significant differences in group perceptions and experiences at NSHE, specifically by
these three variables,
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Years Employed

Respondents' time working at NSHE varied widely, from less than one year to more than
20 years. Nine percent (n = 8) of respondents had been employed at NSHE for less than 1
year, roughly one-third had been employed at NSHE for 1-5 years (35%, n = 31),19% (n =
17) had been with NSHE for 6-10 years, 6% (n = 5) had been employed for 11-15 years,
16% had been employed 16-20 years (n = 14), and 16% had worked at NSHE for more

than 20 years (n = 14).

Lessthan 1 year @ 1-5years ©® 6-10years ® 11-15years
® 16-20 years @ More than 20 years

Figure 3. Survey Sample by Years Employed (above)

Work Modality

Regarding work modality, roughly half of
the respondents were hybrid (49%, n =
52) and just over one-third were fully
on-site (35%, n = 37); the remainder of the
respondents were fully remote (17%, n =
18).

Figure 4. Survey Sample by Modality (right)

© On-site @ Hybrid @® Remote
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Gender Identity

Over half of employee participants
identified as women (58%, n = 39), and
42% (n = 28) as men.

Figure 5. Survey Sample by Gender Identity
(right)

® White @ Another racial identity

Age

Over one-third of respondents were ages
41-50 (36%, n = 20), and just under one
third were ages 51-60 (30%, n = 16). The
remaining respondents were 30 years
old or younger (9%, n = 5), ages 31-40
(16%, n = 9), or 61 or older (9%, n = 5).

Figure 7. Survey Sample by Age (right)

© Man @ Woman

Racial Identity

Just over two-thirds of respondents
identified as White (68%, n = 44),
and 32% (n = 21) identified with
another racial identity.®

Figure 6. Survey Sample by Racial
Identity (left)

30 oryounger @ 31-40 @ 41-50 © 51-60 @ 61 or older

% To protect the confidentiality of respondents, those who self-identified as Asian/Asian American,
Black/African American, Hispanic/Latine, South Asian, or Multiple Races were collapsed into “Non-White"
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Educational Attainment

Most participants held a bachelor’s
degree or higher: 46% (n = 41) held
a bachelor's degree and 41% (n =
37) held a graduate or professional
degree. Thirteen percent of
respondents had less than a
bachelor's degree, including a high
school diploma, GED, some college,
or an associate's degree (13%, n =

12). ® Less than Bachelor's degree @ Bachelor's degree

. ) @ Graduate or Professional degree
Figure 8. Survey Sample by Educational

Attainment (right)

Disability Status

Over three-quarters of respondents
indicated they did not have a
disability (78%, n = 58), and 22% (n
= 16) indicated they had one or more
disabilities.®

Figure 9. Survey Sample by Disability
Status (left)

© Has a disability @ No disability

% Respondents could indicate having a variety of disabilities, including a chronic diagnosis or medical
condition, a mental health/psychological condition, a physical/mobility condition, or multiple disabilities. To
protect the confidentiality of respondents, anyone who indicated they had one or more conditions/disability
was collapsed into a single group.
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Organizational Culture

Employees were asked a series of questions related to the organizational culture at NSHE,
including their comfort with the climate, perceptions of the culture and climate,
considerations of leaving, personal experiences with misconduct, and feelings of
belonging within the organization. The following section explores key findings across
these assessment topics.

Comfort with Climate

Roughly half of the employee participants indicated that they were “comfortable” or “very
comfortable” with the overall climate at NSHE (50%, n = 57), whereas nearly 3 in 10
participants indicated that they were “uncomfortable” or “very uncomfortable” (29%, n =
33). See Table 1 for details by division, supervisory role, and years employed.

Neither
Comfortable [elolpiielgc:1el[Naleld Uncomfortable
uncomfortable

Very
comfortable

Very
uncomfortable

Overall, how

comfortable are you 1% 38% 22% 16% 13%
with the climate at (n =13) (n =44) (n =25) (n =18) (h =15)
NSHE?

Division’

Board of Regents

Office/ System 3% 43% 17% 22% 14%
Administration (n=2) (n = 25) (n =10) (n=13) (n = 8)
System Computing 21% 47% 29% — 3%
Services (n=7) (n =16) (n = 10) (n = 0) (n=1
Supervisory Role
Supervisor/Manager 13% 31% 22% 16% 18%
p g (n = 6) (n = 14) (n = ’|O) (n - 7) (n _ 8)
Nota 10% 45% 22% 13% 9%
Supervisor/Manager (n=7) (n = 30) (n = 15) (n=9) (n=6)
Years Employed
Less than 1year - 38% 25% 38% _
/ (n=0) (n=3) (n=2) (n=3) (n = 0)

7 Employees in System Computing Services (n = 34; X = 3.8) reported feeling significantly more comfortable
with the overall climate at NSHE than employees in the Board of Regents Office/System Administration (n =
58; X = 3.0); t(84.87) = -3.85, p < .001. No significant differences emerged by Supervisory Status or Years
Employed.
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Very

comfortable

Comfortable

Neither

comfortable nor [Uleeliajie)a=1s] =)

uncomfortable

Very
uncomfortable

1-5 years 6% 45% 26% 10% 13%
Y (n = 2) (n = 14) (n = 8) (n = 3) (n - 4)
6-10 years 18% 47% 12% 12% 12%
Y (n=3) (n:8) (n=2) (n=2) (n=2)
11-15 years - 40% 20% 20% 20%
y (n=0) (n=2) (n=1 (n=1 (n=1
— 50% 43% 7% —
16-20 years (n = 0) (n = 7) (n = 6) (n - 1) (n - 0)
14% 50% 14% 21% —
More than 20 years (n=2) (n=7) (n=2) (n = 3) (n=0)

Note: Missing data are not included in percentage calculations. Percentages may not sum to 100 due to

rounding.

Table 1. Comfort with Overall Climate

Eighteen percent of employee respondents (n = 21) indicated that, over the past year,
their comfort with the overall climate at NSHE has “slightly” or “significantly” increased,
whereas four in ten employees (40%, n = 46) indicated that their comfort level “slightly”

or “significantly” decreased (see Table 2).

Significantly Slightly Remained Slightly Significantly
increased increased the same decreased decreased

In the past year, your
comfort with the 4% 14% 42% 13% 27%
overall climate at (h=5) (n =16) (n = 48) (h =15) (n=231)
NSHE has...2
Division
g?f?g‘i /Oéjsetgem“ts 2% 12% 33% 21% 33%
Administration (n=") (n=7) (n =19) (n=12) (n =19)
System Computing 9% 18% 62% 3% 9%
Services (n=23) (n=06) (n=21) (n=1) (n=3)
Supervisory Role
Supervisor/Manager 7% 13% 33% 13% 33%

P 9 (h=23) (n=6) (n =15) (n=06) (h =15)

8 Employees in System Computing Services reported more often that the overall climate has remained the
same or increased (n = 34; X = 3.2) compared to employees in the Board of Regents Office/System
Administration (n = 58; X = 2.3); t(77.50) = -3.89, p < .001. No significant differences emerged by Supervisory

Status or Years Employed.
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Not a
Supervisor/Manager

Years Employed

Less than 1year

1-5 years

6-10 years

11-15 years

16-20 years

More than 20 years

Note: Missing data are not included in percentage calculations.

rounding.

Significantly

increased

3%
(n=2)

(n=0)

(n=0)

12%
(n=2)

20%
(n=1)

(n=0)

(n=0)

Slightly Remained
increased the same
15% 49%
(n =10) (n =33)
— 38%
(h=0) (n=23)
19% 45%
(n =6) (n =14)
6% 53%
(n=1) (n=9)

20% —
(n=1) (n=0)
21% 57%
(n=3) (n=18)
14% 50%
(n=2) (n=7)

Table 2. Change in Comfort with Overall Climate

Slightly

decreased

12%
(n =8)

38%
(n=3)

13%
(n=4)
6%
(n=1)

(n=0)

14%
(n=2)

21%
(n=3)

Significantly
decreased

21%
(n =14)

25%
(n=2)

23%
(n=7)

24%
(n=4)

60%
(n=3)
7%
(n=1)

14%
(n=2)

Percentages may not sum to 100 due to

Most participants (80%, n = 91) indicated feeling “comfortable” or “very comfortable” with
the climate in their work unit. See Table 3 for details by division, supervisory role, and

years employed.

Overall, how
comfortable are you

with the climate in your

work unit at NSHE?®
Division

Board of Regents
Office/ System

Administration

System Computing
Services

Supervisory Role

Very

comfortable

38%
(n = 43)

38%
(n =22)

47%
(n =16)

Neither
(81e)0q1{0]a=1o] (S8 comfortable nor
uncomfortable

42% 9%
(n = 48) (n =10)
45% 2%
(n = 26) (n="1)
a41% 12%
(n =14) (n=4)

Uncomfortable

4%
(n=5)

9%
(n=5)

(n=0)

° No significant differences emerged by Division, Supervisory Status, or Years Employed.

Very

uncomfortable

7%
(n=8)

7%
(n=4)

(n=0)

Interwoven Insights | 11

(BOARD OF REGENTS 06/22/26) Ref. BOR-3, Page 12 of 37



Neither
Comfortable [elelpgiielgc:1el[Naleld Uncomfortable
uncomfortable

Very

Very

comfortable uncomfortable

Supervisor/Manager 47% 33% 9% 2% 9%
(n =21 (n =15) (n=4) (n=1) (n=4)
Not a 33% 47% 8% 6% 6%
Supervisor/Manager (n=22) (n=31 (n =5) (n=4) (n=4)
Years Employed
Less than 1 year 38% 50% - 13% -
v (n=3) (n = 4) (n=0) (n =" (n=0)
1-5 vears 32% 52% 3% 6% 6%
v (n = 10) (n = 16) (n=1) (n=2) (n=2)
6-10 years 53% 1% — — 6%
v (n=9) (n=7) (n=0) (n =0) (n=1
11-15 years 40% 40% - — 20%
y (n=2) (n=2) (n=0) (n=0) (n="1
29% 50% 14% 7% —
16-20 years (n = 4) (n=7) (n=2) (n=1) (n=0)
43% 43% 14% — —
More than 20 years (n = 6) (n = 6) (n=2) (n=0) (n=0)

Note: Missing data are not included in percentage calculations. Percentages may not sum to 100 due to
rounding.

Table 3. Comfort with Work Unit Climate

Regarding work unit climate, just over half of employee participants (54%, n = 61)
indicated that their comfort level has “remained the same.” Roughly one-quarter each
were on either side of neutral, with 24% indicating their comfort with their work unit
climate has “slightly” or "significantly” increased (n = 27) and 23% indicating their
comfort with their work unit climate has “slightly” or “significantly” decreased (n = 26).
See Table 4 for details by division, supervisory role, and years employed.

Significantly Slightly Remained Slightly Significantly
increased increased the same decreased decreased

In the past year, your

comfort with the 6% 18% 54% 13% 10%
climate in your work (n=7) (n = 20) (n =61 (n =15) (h=m)
unit at NSHE has...”®

Division

' Employees in System Computing Services reported more often that the climate in their work unit has
remained the same or increased (n = 34; X = 3.3) compared to employees in the Board of Regents
Office/System Administration (n = 58; X = 2.9); t(77.87) = -2.17, p < .05. No significant differences emerged by
Supervisory Status or Years Employed.
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Significantly Slightly Remained Slightly Significantly
increased increased the same decreased decreased

Board of Regents

Office/ System 2% 22% 50% 16% 10%
Administration (n=1) (n=13) (n = 29) (n=9) (n = 6)
System Computing 12% 15% 65% 9% —_
Services (n=4) (n =5) (n=22) (n=23) (n=0)
Supervisory Role
Supervisor/Manager 2% 22% s1% 13% %
P d (n=1 (n = 10) (n = 23) (n = 6) (n = 5)
Not a 8% 15% 56% 12% 9%
Supervisor/Manager (n=5) (n =10) (n=37) (n=8) (n =6)
Years Employed
Less than 1year - 13% 75% — 13%
Y (n =0) (=1 (n = 6) (n=0) (=1
1-5 vears 3% 26% 48% 13% 10%
v (n=1) (n=8) (n = 15) (n = 4) (n=3)
6-10 years 12% 12% 65% 6% 6%
Y (n=2) (n=2) (n =) (=1 (n=1
11-15 vears —_ 40% 20% 20% 20%
Y (n=0) (n=2) (n=1 (n=1 (n=1
—_ 14% 57% 29% —_
16-20 years (n = 0) (n=2) (n = 8) (n=4) (n=0)
— 21% 79% — —_
More than 20 years (n=0) (n = 3) (n =10 (n=0) (n=0)

Note: Missing data are not included in percentage calculations. Percentages may not sum to 100 due to
rounding.

Table 4. Change in Comfort with Work Unit Climate
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Dimensions of Culture and Climate

In addition to employees sharing their level of comfort with the climate overall and in their
work units, they were asked to indicate their perceptions of various aspects of NSHE
culture and climate (see Table 5). Approximately two in three of the employees agreed
that the climate at NSHE is respectful (66%, n = 75), friendly (69%, n = 79), and safe
(72%, n = 82), respectively. Sixty-one percent (n = 69) of participants agreed that the
climate is welcoming, and approximately half indicated that it is collaborative (47%, n
=54) and caring (50%, n = 57), respectively. Although many sentiments regarding the
dimensions of NSHE's climate were positive, 45% (n = 50) of employees agreed that the
climate is stressful.

The overall climate Strongly Adree Neither agree Disagree Strongly
at NSHE is... agree 9 nor disagree 9 disagree
7

a

Carin % 43% 31% 13% 6%
d (h=18) (n = 49) (n = 35) (n =15) (n=7)

Collaborative 1% 37% 26% 18% 9%
(n=12) (n=42) (n = 30) (n = 20) (n =10)

Competitive 3% 24% 48% 18% 7%
’ (n=3) (n=27) (n =54) (n = 20) (n = 8)

Friendl 19% 50% 19% 7% 4%
y (n=22) (n =57) (n =22) (n = 8) (n =5)

Improvin 7% 18% 42% 12% 20%
p g (n = 8) (n = 20) (n - 48) (n - 14) (n _ 23)

Respectful 15% 51% 16% 13% 4%
. (n = 17) (n = 58) (n = 18) (n = 15) (n = 5)

Safe 18% 54% 16% 8% 4%
(n=21) (n =61 (n = 18) (n = 9) (n=5)

Stressful 21% 23% 38% 16% 2%
(n =24) (n = 26) (n = 42) (n =18) (n=2)

Welcomin 12% 48% 24% 1% 5%
g (n = 14) (n = 55) (n — 27) (n - 12) (n _ 6)

Note: Missing data are not included in percentage calculations. Percentages may not sum to 100 due to
rounding. Because combined percentages in text are rounded from raw counts rather than from the
displayed cells, some of the percentages provided in this table do not equal the sum of percentages
included in this table.

Table 5. Dimensions of Culture and Climate
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Respondents Who Seriously Considered Leaving NSHE

Forty-two percent of respondents (n = 47) indicated that they have seriously considered
leaving NSHE in the past year. Employees were more likely to seriously consider leaving
NSHE in the past year if they were in the Board of Regents Office or System
Administration (45%, n = 26), were a Supervisor/Manager (49%, n = 22), had been
employed less than 1year (50%, n = 4), been employed 11-15 years (80%, n = 4), or had
been employed more than 20 years (50%, n = 7)." See Table 6 for additional details by
division, supervisory role, and years employed.

Percent of Employees who Seriously
Considered Leaving NSHE in the Past Year

All Respondents 42% (n = 47)
Division

Board of Regents Office/System Administration 45% (n = 26)
System Computing Services 32% (n=11)

Supervisory Role
Supervisor/Manager 49% (n = 22)
Not a Supervisor/Manager 35% (n = 23)

Years Employed

Less than 1 year 50% (n = 4)
1-5 years 26% (n = 8)
6-10 years AN% (n=7)
11-15 years 80% (n = 4)
16-20 years 43% (n = 6)
More than 20 years 50% (n =7)

Note: Missing data are not included in percentage calculations.

Table 6. Respondents who Seriously Considered Leaving NSHE in the Past Year

" This determination is based on the percentage of employees in each group that indicated
seriously considering leaving in the past year, not a determination of statistically significant
differences between groups. Therefore, these differences should be interpreted in a practical
sense by comparing the percentages across employee groups.
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When employees who indicated they seriously considered leaving NSHE in the past year,
were asked why they considered leaving, those respondents cited senior administrators
(61%, n = 28), limited advancement opportunities (50%, n = 23), and feeling unvalued
because of low salary/pay (41%, n = 19). Considering these 47 respondents still work at
NSHE, they were also asked why they have stayed. One-third or more of respondents
respectively cited the opportunity to make positive contributions (39%, n = 18),
relationships with supervisors/managers (35%, n = 16), flexible work options (33%, n =
15), and fulfilling/satisfying work (33%, n = 15) as reasons they have stayed. Additional
information on why respondents considered leaving and why they stayed is included in
Table 7.

Quualitative Findings

Additional context on why survey employees considered leaving NSHE was gleaned from
responses to an open-ended question. Participants were also provided the opportunity to
share more about what made them decide to stay. Thirty-nine of the 47 respondents
shared their perspectives on what contributed to their consideration of leaving NSHE and
why they stayed. Five themes emerged as employees discussed their considerations of
leaving: leadership instability and inconsistency, unsustainable workload, inequitable
compensation, divisive climate, and feeling undervalued. Two themes emerged as
employees discussed why they stayed: supportive colleagues and commitment to the
mission.

Leadership Instability & Inconsistency

Staff expressed considering leaving due to frequent changes in senior leadership, noting
that reporting to numerous leaders over short periods led to a "recurring loss of
institutional knowledge." Additionally, respondents expressed a perceived disconnect
between NSHE leadership and the day-to-day realities of the System. Trust was
described as eroding, and respondents called for stronger direction and clarity of
long-term goals.

Unsustainable Workload

Employees reported workloads growing beyond their capacity due to what they described
as personnel cuts and shifting priorities. Many described a "do more with less" culture
where new visions are introduced without the necessary support staff, leading to more
stress and degrading work-life balance.

Inequitable Compensation

Respondents shared concerns regarding pay that has failed to keep pace with their cost
of living, and a perceived compensation bias in favor of newly-hired external candidates
over long-tenured staff. Employees also noted that taking on additional responsibilities
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rarely resulted in proportional raises, making it "difficult to make sense of staying with an
employer."

Divisive Climate

The workplace environment was described by many as increasingly tense and
uncomfortable, with some calling it "toxic" and “divisive.” Respondents highlighted
deterioration in professional relationships and a cultural shift toward division rather than
unification.

Feeling Undervalued

Respondents expressed the feeling that individual expertise and institutional knowledge
were overlooked by senior leadership. Staff described feeling excluded from
decision-making processes and treated as "dispensable," creating a sense of
disconnection between staff and leadership.

Supportive Colleagues

Strong bonds with co-workers and immediate supervisors were primary reasons
employees stayed. Many credited their daily persistence to "incredible teammates" and
the encouragement found within their immediate working groups.

Commitment to the Mission

A shared commitment to the mission of higher education in Nevada provided a powerful
incentive for staff to remain. Many stayed because they "value the impact of the work"
and believe in the importance of serving students and faculty.
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Top reasons why respondents... Considered Leaving Decided to Stay

Division
Board of Regents
Office/System Administration

System Computing Services e

Supervisory Role

Supervisor/Manager

Senior administrators (64 %)

Limited advancement opportunities (40%)

Siloed organizational structure (36%)

Feel unvalued because of low salary/pay rate (36%)

Limited advancement opportunities (91%)
Feel unvalued because of low salary/pay rate (55%)
Cost of living (45%)

Senior administrators (71%)

e Feel unvalued because of low salary/pay rate (48%)
e Limited advancement opportunities (43%)

Not a Supervisor/Manager °

Limited advancement opportunities (57 %)
Senior administrators (48%)

e Feel unvalued because of low salary/pay rate (39%)

Years Employed "

1-5 years

Senior administrators (75%)

e Feel unvalued because of low salary/pay rate (50%)
e NSHE climate unwelcoming (50%)

6-10 years

16-20 years

More than 20 years

Senior administrators (57%)
Limited advancement opportunities (57 %)

Limited advancement opportunities (67 %)

Recruited or offered a position at another organization (67 %)

Feel unvalued because of low salary/pay rate (50%)
Increased workload (50%)

Limited advancement opportunities (71%)
Senior administrators (57%)

Note: Missing data are not included in percentage calculations.

Table 7. Top Reasons Respondents Considered Leaving and Why They Stayed

Opportunities to make a positive contribution (50%)
Fulfilling/satisfying work (38%)
Relationship with supervisor/manager (31%)

Flexible work options (60%)

e Personal reasons (50%)

Relationship with supervisor/manager (50%)

Fulfilling/satisfying work (52%)
Opportunities to make a positive contribution (43%)
Flexible work options (33%)

Relationship with supervisor/manager (39%)
Opportunities to make a positive contribution (39%)

e Flexible work options (35%)

Opportunities to make a positive contribution (38%)

e Flexible work options (38%)

Did not receive another offer | found more desirable (38%)

e Flexible work options (71%)

Opportunities to make a positive contribution (57%)
Fulfilling/satisfying work (57%)

Relationship with supervisor/manager (67 %)
Opportunities to make a positive contribution (50%)

Opportunities to make a positive contribution (57%)
Fulfilling/satisfying work (43%)
Connection with NSHE's values (43%)

"2 Data for respondents who have been employed at NSHE for Less than 1 year or 11-15 years are not presented because n < 5.
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Experiences with Exclusionary Conduct

The academic literature consistently illustrates the negative impact of hostile workplace
climates on employee productivity. Specifically, negative dimensions of a workplace
environment - including exclusion, incivility, harassment, and bullying — significantly
decrease productivity, with employee burnout mediating this relationship.™

For the purposes of this study, “exclusionary conduct” was defined as “exclusionary (e.g.,
shunning, ignoring), intimidating, offensive, and/or hostile (e.g., bullying, harassing)
conduct that has interfered with [the participant’s] ability to work at NSHE."” Sixteen
percent (n = 18) of respondents reported that they experienced at least one incident of
exclusionary conduct in the past year; this percentage varied across division, supervisory
role, and years employed (see Table 8).

Percent who Experienced
Conduct in the Past Year

All respondents 16% (n = 18)
Division™

Board of Regents Office/System Administration 21% (n =12)
System Computing Services 6% (n = 2)

Supervisory Role
Supervisor/Manager 16% (n =7)
Not a Supervisor/Manager 15% (n = 10)

Years Employed

Less than 1year 25% (n = 2)
1-5 years 3% (n="1)
6-10 years 6% (n=1)
11-15 years 20% (n =1)
16-20 years 29% (n = 4)
More than 20 years 21% (n = 3)

Note: Missing data are not included in percentage calculations.

Table 8. Respondents Who Experienced Exclusionary Conduct in the Past Year

™ Anjum, Ming, Siddiqi, & Rasool (2018)

4 A significantly higher percentage of respondents in the Board of Regents Office/System Administration
(21%) than respondents in System Computing Services (n < 5) indicated experiencing exclusionary conduct in
the past year; t(88.81) = 2.14, p < .05, d = 0.41. No significant differences emerged by Supervisory Status or

Years Employed.
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Respondents who experienced exclusionary conduct were asked what they believed the
basis of conduct to be. Two-thirds of the respondents who experienced exclusionary
conduct (67%, n = 12) cited their position at NSHE as the perceived reason for the
conduct, and just under half (44%, n = 8) cited their length of service at NSHE.
Additionally, when asked if they reported the incident(s) to an NSHE official or staff
member, approximately one-quarter of the 18 respondents who experienced exclusionary
conduct (22%, n = 4) indicated they did officially report at least one experience.
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Workplace Experiences

Employee respondents were asked to share their perceptions of the workplace climate
and more about their experiences working at NSHE. These items focused on topics such
as workload and responsibilities, policies and procedures, and compensation and

benefits. (see Table 9)

| am given a reasonable time frame to
complete assigned responsibilities.™

My workload has increased without
additional compensation because of
other staff departures.

| feel pressured by work requirements
that occur outside of my normally
scheduled hours.™

The performance evaluation process is
productive.

Clear expectations of my responsibilities
exist.

Clear procedures exist on how | can
advance at NSHE.

Staff salaries are competitive.

Vacation and personal time benefits are
competitive.

Retirement/supplemental benefits are
competitive.

Note: Missing data are not included in percentage calculations.

Table 9. Respondent Workplace Experiences

Strongly agree
or agree

79%
(n =89)

49%
(n = 55)

24%
(n=27)

23%
(n = 26)

70%
(n=79)

10%
(h=11)

25%
(n =28)

91%
(n =104)

76%
(n =86)

Neither agree
nor disagree
12%
(n=13)

29%
(n=232)

29%
(n=232)

23%
(n = 26)

17%
(n=19)

29%
(n = 33)

27%
(n = 30)

5%
(n=6)

18%
(n =20)

Strongly disagree
or disagree

10%
(n=1m)

22%
(n = 25)

47%
(n = 53)

54%
(n =61

13%
(n =15)

61%
(n = 69)

48%
(n = 54)

4%

> Employees in System Computing Services (n = 34; X = 4.4) reported a higher level of agreeance than
employees in the Board of Regents Office/System Administration (n = 58; X = 3.8); t(89.03) = -3.89, p < .001.
No significant differences emerged by Supervisory Status or Years Employed.
8 Employees who are Supervisors/Managers (n = 45; X = 3.0) reported a higher level of agreeance than
employees who are Not Supervisors/Managers (n = 66; X = 2.5); t(109) = 2.83, p < .01, d = 0.55. No

significant differences emerged by Division or Years Employed.

Interwoven Insights | 21

(BOARD OF REGENTS 06/22/26) Ref. BOR-3, Page 22 of 37



Seven in ten employee participants agreed that clear expectations of their responsibilities
exist (70%, n = 79), and nearly eight in ten agreed that they are given a reasonable time
frame to complete their assigned responsibilities (79%, n = 89). Nearly half of
respondents (47%, n = 53) disagreed that they feel pressured by work requirements that
occur outside of scheduled hours, but about one-quarter (24%, n = 27) agreed with this
statement. Nearly half of the employees indicated that their workload has increased
without additional compensation because of other staff departures (49%, n = 55).

Employee responses indicated concerns regarding evaluation and advancement at NSHE.
Over half of the employees disagreed that the performance evaluation process is
productive (54%, n = 61), and 61% (n = 69) disagreed that clear procedures for
advancement exist.

Although roughly one-quarter of employee participants agreed that staff salaries are
competitive (25%, n = 28), nearly half (48%, n = 54) disagreed that staff salaries are
competitive. Despite some staff feeling that salaries are not competitive, staff generally
highlighted additional benefits available to them; 76 % (n = 86) agreed that
retirement/supplemental benefits are competitive, and 91% (n = 104) agreed that vacation
and personal time benefits are competitive.

Qualitative Findings

Respondents were asked to elaborate on their experiences with the NSHE workplace
climate and leadership. Sixty-five respondents shared their perceptions. Four themes
emerged across respondents related to workplace climate: compensation, recognition,
and equity; internal advancement and professional development; workload, reactivity, and
sustainability; and organizational identity and inter-unit cohesion. Findings related to
NSHE leadership findings are reported in the leadership effectiveness section later in this
report.

Compensation, Recognition, and Equity

Respondents further described growing salary inequity, where external candidates are
hired at disproportionately high salaries, sometimes requiring training from existing
long-tenured employees who are paid significantly less and have had their requests for
raises denied. One respondent stated,

"It is hard for longtime employees to watch others come in with fancier job titles
and higher salaries, and that is worse when you consider that many of the longtime
employees are helping to train the new people, even if the new people have higher
titles and salaries".

Additionally, employees described the current merit system as flawed because it
minimizes the distinction between excellent and satisfactory performance, thereby failing
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to incentivize high achievement. Employees also felt that their expertise, contributions,
and institutional knowledge were insufficiently valued, noting that performance-driven
staff often take on expanded responsibilities without corresponding adjustments in
compensation or formal role recognition.

Internal Advancement and Professional Development

Employees expressed that internal avenues for advancement and professional
development were non-existent for current staff, even while opportunities were provided
to external candidates, fostering the perception of a glass ceiling for some. As one
respondent described, "Not a single executive position filled in the last year has been an
internal organization candidate." Employees described an absence of clear, documented
pathways for career advancement, suggesting that movement often requires switching
jobs rather than internal progression. Although professional development is theoretically
supported at NSHE, employees highlighted that budget constraints limited actual
opportunities. Furthermore, a lack of formal recognition or salary adjustment for staff who
pursue advanced education was seen by employees as inconsistent with the
organization's mission.

Workload, Reactivity, and Sustainability

Employees described a workplace defined by escalating workload, reactivity, and
sustainability challenges. Staff elaborated that a significant amount of time is spent
reacting to shifting expectations, constantly reprioritizing tasks, and justifying efforts
instead of pursuing strategic planning or forward progress. One employee summarized
the challenge:

"The combination of constant reactivity, unclear expectations, lack of stable team
structure, and limited ability to consistently translate priorities into execution
makes the current model difficult to sustain over time, even for highly committed
staff."

The work was described as fragmented due to an absence of consistent team structures,
leading staff to focus narrowly on individual tasks to keep pace.

Organizational Identity and Inter-Unit Cohesion

Employees described a sense of friction and perceived marginalization between System
Administration (SA) and System Computing Services (SCS). SCS staff expressed feeling
undervalued and misunderstood, believing their critical statewide work is reduced to a
simple departmental support function. One SCS staff member wrote:

"It feels like we've been marginalized. SCS shouldn't just be a department in
Finance. Our statewide work is too important and these changes don't do anything
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to help stakeholders understand our work and services. It's demoralizing to feel
like we're being erased."

Employees expressed that these types of structural decisions, including placing SCS
within Finance and shifting personnel, has reinforced a perception of SCS as less
important than SA, which some employees found demoralizing. Whereas a cohesive
NSHE identity was stated as a goal, the divisions operate as disconnected, siloed entities.
This lack of cooperation was linked to a deeper, unresolved philosophical tension across
employee responses concerning the roles of the Board Office and the Chancellor's Office.
Furthermore, employees highlighted tangible inequities, such as differential parking
benefits and resource prioritization favoring SA improvements over critical SCS systems,
as implicit organizational hierarchies.
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Sense of Belonging

Sense of Belonging can be defined in this context as one’s perceived social support,
feeling of connectedness to others in their workplace, and experience of mattering or
importance as an employee. For many, a sense of belonging is paramount to workplace
success.” Together, the items listed below quantitatively measure Staff Sense of

Belonging.”™ (see Table 10)
Strongly agree Neither agree Strongly disagree or
or agree nor disagree disagree

| feel valued by coworkers in my work 86% 10% 4%
unit. (n =97) (h=11) (n =5)
| feel valued by coworkers outside my 60% 28% 12%
work unit. (n = 68) (n=32) (n=13)
| feel valued by my supervisor/manager 86% 7% 6%
v mysup ger. (n = 95) (n=8) (n=7)
25% 66% 8%
| feel valued by NSHE students. (n = 28) (n = 73) (n=09)
33% 56% 1%
| feel valued by NSHE faculty. (n = 36) (n = 61) (n =12)
| feel valued by NSHE senior 33% 44% 24%
administrators. (n =36) (n = 48) (n =26)
| feel that the NSHE climate encourages 20% 38% 42%
open discussion of difficult topics. (n=22) (n=42) (n=47)
| feel that NSHE val kill 57% 22% 21%
eel tha values my skills. (n = 63) (n = 24) (n = 23)
| feel that NSHE val k 57% 27% 15%
eel tha values my wor (n = 63) (n = 30) (n =17)

Note: Missing data are not included in percentage calculations.

Table 10. Respondent Sense of Belonging Items

7 Strayhorn (2012).
'® For more information regarding Staff Sense of Belonging as a factor, see Appendix A. No significant
differences emerged by Division, Supervisory Status, or Years Employed.
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Many respondents indicated that they feel valued within their work unit, particularly by
coworkers (86%, n = 97) and their supervisor/manager (86%, n = 95). Employees were
split on their level of agreement regarding feeling valued by NSHE senior administrators,
with one-third indicating agreement (33%, n = 36), 44% (n = 48) feeling neutral, and
nearly one-quarter indicating disagreement (24%, n = 26). Over half of employee
participants indicated they agreed that NSHE values both their skills (57%, n = 63) and
their work (57%, n = 63).
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Leadership Effectiveness

The employees responded to a series of items that assessed their perceptions of NSHE
leadership (see Table 11). Over one-third of respondents indicated that they have
confidence in NSHE leadership (“strongly agree” or "agree”: 38%, n = 43). A similar
proportion (34%, n = 38) indicated that they do not have confidence in NSHE leadership
("strongly disagree” or "disagree”). Approximately one-third of the employees agreed that
NSHE leadership inspires trust and integrity (32%, n = 36), whereas 37% (n = 41)
disagreed with that statement.

Four in ten respondents agreed that NSHE is moving in a positive direction under current
leadership (40%, n = 45), whereas 34% (n = 38) disagreed with that sentiment.
Approximately half (50%, n = 56) of the employees disagreed with the notion that NSHE
leadership’s decision-making is transparent, equitable, and consistent, whereas 21% (n =
23) agreed with that sentiment. Almost half of the employees (48%, n = 54) perceived
that NSHE leadership does not understand the employee's role in the organization,
compared with only 5% (n = 6) who perceived that their supervisor does not understand
the employee’s role in the organization.

Strongly agree Neither agree Strongly disagree
or agree nor disagree or disagree

. . . 38% 28% 34%
| have confidence in NSHE leadership. (n = 43) (n = 31) (n = 38)
NSHE is moving in a positive direction 40% 27% 34%
under the current leadership.™ (n = 45) (n =30) (n = 38)
NSHE leadership decision-making is 21% 29% 50%
transparent, equitable, and consistent. (n=23) (n=33) (n = 56)
NSHE leadership understands my role in 23% 29% 48%
the organization. (n =26) (n=32) (n =54)
My supervisor understands my role in 88% 6% 5%
the organization.?° (n =100) (n=7) (n=6)
NSHE leadership inspires trust and 32% 31% 37%
integrity. (n =36) (n = 35) (n = 41)

Note: Missing data are not included in percentage calculations. Some row percentages do not sum to 100%

due to rounding

Table 11. Respondent Perceptions of NSHE Leadership

® Employees in System Computing Services (n = 34; X = 3.8) reported a higher level of agreeance than
employees in the Board of Regents Office/System Administration (n = 58; X = 2.9); t(89) = -2.06, p < .05. No
significant differences emerged by Supervisory Status or Years Employed.
20 Employees in the Board of Regents Office/System Administration (n = 58; X = 4.2) reported a higher level of
agreeance than employees in System Computing Services (n = 34; X = 4.6); t(90) = -2.43, p < .05. No
significant differences emerged by Supervisory Status or Years Employed.
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When asked to indicate how their confidence in NSHE leadership may have changed in
the past year, 25% indicated it has increased (“significantly increased"” or “slightly
increased”: n = 28), 38% indicated it has “remained the same"” (n = 43), and 37%
indicated it has decreased (“significantly decreased” or “slightly decreased”: n = 42).

My supervisor provides adequate
resources to help me manage work-life
balance.

NSHE leadership provides me with
resources to pursue training/professional
development opportunities.?

My supervisor provides me with
resources to pursue training/professional
development opportunities.??

My supervisor is supportive of my taking
extended leave.

My supervisor is effective in their role.?

| have sufficient opportunities to meet
with my supervisor to discuss my
performance and career.?*

My supervisor communicates their
expectations of me clearly.

The decision-making process at NSHE is
effective.

NSHE leadership fosters a culture of
teamwork and collaboration.

Strongly agree
or agree

84%
(n =94)

a41%
(n = 46)

72%
(n=81)

81%
(n =91)
85%
(n = 95)

84%
(n =94)

84%
(n =94)

19%
(n=21)

31%
(n = 35)

Neither agree
nor disagree

10%
(n=1)

33%
(n=37)

16%
(n =18)

16%
(n =18)
12%
(n =13)

12%
(n =13)

12%
(n =13)

42%
(n=47)

36%
(n = 40)

Strongly disagree
or disagree

6%

4%
(n=5)

39%
(n = 44)

33%
(n=37)

Note: Missing data are not included in percentage calculations. Some row percentages do not sum to 100%

due to rounding

Table 12. Respondent Perceptions of their Supervisor and NSHE Leadership

2 Employees in System Computing Services (n = 34; X = 3.6) reported a higher level of agreeance than

employees in the Board of Regents Office/System Administration (n = 57; X = 3.0); t(89) = -2.77, p < .01. No
significant differences emerged by Supervisory Status or Years Employed.
22 Employees in System Computing Services (n = 34; X = 4.3) reported a higher level of agreeance than

employees in the Board of Regents Office/System Administration (n = 58; X = 3.6); t(86.34) = -3.24, p < .01.
No significant differences emerged by Supervisory Status or Years Employed.
23 Employees who are Not Supervisors/Managers (n = 65; X = 4.4) reported a higher level of agreement than
employees who are Supervisors (n = 45; X = 4.1); t(108) = -2.08, p < .05. No significant differences emerged

by Division or Years Employed.

24 Employees in System Computing Services (n = 34; X = 4.7) reported a higher level of agreeance than
employees in the Board of Regents Office/System Administration (n = 58; X = 4.1); t(89.85) = -3.32, p < .01.
No significant differences emerged by Supervisory Status or Years Employed.
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Employees generally indicated confidence in their supervisors. Most agreed that their
supervisor is effective in their role (“strongly agree” or “agree”: 85%, n = 95),
communicates expectations clearly (84%, n = 94), provides sufficient opportunities to
discuss performance and career development (84%, n = 94), and provides resources for
training and professional development opportunities (72%, n = 81). Eighty-four percent (n
= 94) of respondents agreed that their supervisor provides resources to help manage
work-life balance, and 81% (n = 91) agreed that their supervisor supports taking extended
leave (see Table 12).

Roughly four in ten agreed that NSHE leadership provides resources for training and
professional development opportunities (41%, n = 46), whereas one-third remained
neutral (33%, n= 37), and one-quarter disagreed with that statement (25%, n = 28).
Respondents were closely split regarding their level of agreement that NSHE leadership
fosters a culture of teamwork and collaboration, where 31% (n = 35) agreed, 36% (n =
40) neither agreed nor disagreed, and 33% (n = 37) disagreed. Additionally, 39% (n= 44)
disagreed that the decision-making process at NSHE is effective.

Qualitative Findings

As outlined earlier in the report, respondents were asked to elaborate on their
experiences with NSHE workplace climate and leadership. Sixty-five (65) employees
shared their perceptions in response to this question. In specific relation to NSHE
leadership and organizational governance, the employees described a lack of
transparency in decision-making alongside a perceived gap between NSHE executive
leadership’s stated values and their actions. As one employee noted, "Executive
leadership is not transparent and they are not trusted by the staff at the organization."
Employees expressed concerns regarding financial allocations while existing staffing and
salary needs go unmet. The climate was described as fostering a sense of fear and
reluctance among staff to raise concerns. Furthermore, staff reported confusion
regarding the system structure, role clarity, and a growing imbalance. Although these
descriptions were widespread, a subset of respondents expressed confidence in their
immediate supervisors and mid-level leaders, indicating that mistrust is not universally
distributed across the organization.
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Internal Communication

In addition to the questions regarding leadership effectiveness at NSHE, employees were
asked to share their level of agreement with a number of items related to internal
communication practices by both NSHE leadership and their direct supervisor (see Table
13).

Eighteen percent of the employees (n = 20) agreed that NSHE leadership knows and
understands the problems faced by employees, whereas half disagreed (50%, n = 55). In
contrast, more than three-quarters of the employees agreed with that notion in relation to
their supervisor (77%, n = 84), with just 9% (n = 10) expressing disagreement. Sixteen
percent (n = 18) of the employees agreed that NSHE leadership sends communication
that motivates and stimulates enthusiasm for meeting its goals, compared to half of
respondents (50%, n = 54) who indicated that their supervisor sends communication that
motivates and stimulates enthusiasm for meeting its goals.

Twenty percent (n = 22) agreed that NSHE leadership sends communication that makes
them feel like a vital part of the organization, whereas 65% (n = 70) indicated that
sentiment about their supervisor. A similar pattern emerged regarding perceptions on
leadership sending communication that is interesting and helpful, where 20% (n = 21)
agreed in reference to NSHE leadership compared to 69% (n = 75) in reference to their
supervisor.

Although just under one-third (30%, n = 33) of the employees agreed that NSHE
leadership is open to ideas, one-quarter (25%, n = 27) of the employees disagreed with
that notion. Eighty-five percent (n = 92) agreed that their supervisor is open to ideas, with
6% (n = 6) disagreeing. Twenty-three percent (n = 25) agreed that NSHE leadership has
communication practices that are adaptable to emergencies, compared with 72% (n = 79)
who agreed their supervisor demonstrates this quality.

Thirty percent (n = 33) of respondents agreed that NSHE leadership provides informal
communication that is active and accurate, whereas 87% (n = 94) indicated this in
reference to their supervisor. Finally, 21% (n = 23) of the employees agreed that NSHE
leadership provides just the right amount of communication in the organization, compared
to nearly three-quarters (73%, n = 80) who indicated this in reference to their supervisor.
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NSHE Leadership My Supervisor

NSHE Leadership/ Strongly agree Neither agree dsggngéi Strongly agree Neither agree gggngi
My supervisor... or agree nor disagree ag or agree nor disagree ag
or disagree or disagree
Knows and understands the 18% 32% 50% 77% 14% 9%
problems faced by employees. (n =20) (n = 35) (n =55) (n =84) (n =15) (n =10)
o (n =18) (n=38) (n = 55) (n = 54) (n = 40) (n =14)
meeting its goals.
Sends communication that makes me 20% 37% 43% 65% 27% 8%
identify with it or feel a vital part of it. (n=22) (n = 40) (n=47) (n =70) (n=29) (n=29)
Sends communication that is 20% 42% 38% 69% 23% 8%
interesting and helpful. (n=21) (n = 45) (n=241) (n =75) (n = 25) (n=29)
Is open to ideas 30% 45% 25% 85% 9% 6%

P : (n = 33) (n = 49) (n =27) (n = 92) (n =10) (n = 6)
Has communication practices that 23% 59% 18% 72% 24% 4%
are adaptable to emergencies. (n = 25) (n = 64) (n=20) (n=79) (n=26) (n=4)
Provides informal communication 30% 42% 28% 87% 10% 3%
that is active and accurate. (n =33) (n = 46) (n = 30) (n =94) (h=1) (n=3)
Provides just the right amount of 21% 44% 35% 73% 18% 8%
communication in the organization. (n=23) (n = 48) (n = 38) (n = 80) (n =20) (n=29)

Note: Missing data are not included in percentage calculations. Some row percentages do not sum to 100% due to rounding

Table 13. Respondent Perception of Internal Communications from NSHE Leadership and their Supervisor
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Employee Confidence

One of the latter sections of the survey asked employee participants to reflect on their
confidence in completing their assigned duties, their general careers at NSHE, and what
has contributed to or hindered their success in their position.

Nearly three-quarters of the employees agreed that they can complete their assigned
duties during scheduled hours (74%, n = 81). Additionally, over half agreed that they have
job security (53%, n = 59), and 58% (n = 64) agreed that they would recommend NSHE
as a good place to work. Perspectives regarding career opportunities at NSHE were
mixed: just over one-third agreed that they felt positive about their career opportunities at
NSHE (35%, n = 38), whereas 38% (n = 42) disagreed with that sentiment.

Strongly agree Neither agree Strongly disagree
or agree nor disagree or disagree

| can complete my assigned duties 74% 9% 17%

during scheduled hours.?® (n=81) (n =10) (n =19)

| feel positive about my career 35% 27% 38%

opportunities at NSHE. (n = 38) (n =30) (n=42)
53% 19% 28%

H H 26

| have job security. (n = 59) (n = 21) (n = 31)

I would recommend NSHE as a good 58% 24% 18%

place to work.?” (n = 64) (n=27) (n =20)

Note: Missing data are not included in percentage calculations.

Table 14. Employee Confidence

25 Employees in who are Not Supervisors/Managers (n = 64; X = 4.0) reported a higher level of agreeance
than employees who are Supervisors/Managers (n = 45; X = 3.2); t(79.3) = -3.36, p < .01. Additionally,
employees in System Computing Services (n = 34; X = 4.1) reported a higher level of agreeance than
employees in the Board of Regents Office/System Administration (n = 58; X = 3.4); t(89.67) = -3.2, p < .01. No
significant differences emerged by Years Employed.

26 Employees in System Computing Services (n = 34; X = 3.7) reported a higher level of agreeance than
employees in the Board of Regents Office/System Administration (n = 58; X = 3.1); t(90) = -2.53, p < .05. No
significant differences emerged by Supervisory Status or Years Employed.

27 Employees in System Computing Services (n = 34; X = 3.8) reported a higher level of agreeance than
employees in the Board of Regents Office/System Administration (n = 58; X = 3.3); t(90) = -2.61, p < .05. No
significant differences emerged by Supervisory Status or Years Employed.
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The survey closed by asking the employees to write in initiatives, programs, or policies
that have contributed to their work successes, as well as those that have served as
barriers to their work at NSHE. Table 15 details the themes identified across employees,
which closely align with the quantitative findings described throughout this report.

Contributions to Success Barriers to Success

Lack of Communication

Disconnect from Leadership
Workload

Limited Advancement Opportunities
Compensation

Collaborative Relationships
Workplace Flexibility

Clear Communication
Supportive Supervisor
Benefits
Grants/Scholarship

Table 15. Top Barriers and Contributions to Respondent Success
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Key Takeaways

The survey findings reveal both strengths and opportunities for continued improvement.

General Climate

Comfort with the overall NSHE climate was noted as an opportunity for continued
investment, with approximately half of the employees indicating that they were
“comfortable” or “very comfortable” with the overall climate at NSHE (50%, n = 57). A
notable portion of employees (40%, n = 46) indicated that their comfort with the overall
NSHE climate had “slightly” or “significantly” decreased in the past year. However, most
of the employees (80%, n = 91) indicated feeling “comfortable” or “very comfortable” with
the climate in their work unit, providing a pathway for extending the positive climate
experienced across work units to the rest of the organization.

Employee Retention

Employee retention was also identified as an area for focus across participants, with more
than two in five employees (42%, n = 47) indicating that they seriously considered
leaving NSHE in the past year. When asked why they seriously considered leaving,
employees cited senior administrators (61%, n = 28), limited advancement opportunities
(50%, n = 23), and feeling unvalued because of low salary/pay (41%, n = 19). When
responding to why they stayed, employees cited opportunities to make a positive
contribution (39%, n = 18), relationships with supervisors/managers (35%, n = 16),
flexible work options (33%, n = 15), and fulfilling/satisfying work (33%, n = 15).
Responses to open-ended questions aligned with these findings and offered key retention
strategies.

Compensation & Advancement

Compensation and career advancement opportunities were identified as areas for
attention. One in four (25%, n = 28) employees "“strongly agreed” or “agreed” that
compensation is competitive, and only 10% (n = 11) indicated that clear procedures exist
on how they can advance at NSHE. Additionally, employees consistently cited
compensation and limited advancement opportunities among the top factors perceived to
hinder their success at NSHE, with particular concern over perceived organizational bias
favoring external candidates and new hires — often brought in at higher salaries — over
tenured staff. In contrast, employees highlighted the benefits NSHE provides as a strong
point. More specifically, employees largely “strongly agreed” or "agreed: that the paid
time off (91%, n = 104) and retirement benefits (76%, n = 86) NSHE offers are
competitive. Additionally, employees listed benefits among the top factors they perceive
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to promote their success at NSHE. These findings suggest that maintaining and
communicating the value of the current benefits package are important for employee
retention. The data additionally support a comprehensive review of employee
compensation and advancement practices and decision-making processes.

Leadership Effectiveness & Communication

Leadership engagement emerged as an area for investment. Employees broadly indicated
that senior leadership did not understand their role at the organization. They specifically
described leadership as disconnected from the day-to-day realities of the NSHE's work.
Half (50%, n = 55) of the employees "disagreed” or “strongly disagreed” that leadership
understands the problems employees face. Additionally, half of respondents (50%, n =
56) did not perceive leadership's decision-making as transparent, equitable, and
consistent, pointing to an opportunity to strengthen these areas, a theme that also
emerged in the qualitative responses. However, the employees were generally more
positive regarding their direct supervisors. Many indicated feeling supported by their
direct supervisor and appreciative of the clarity of communication provided by their
supervisors. Supervisor relationships can serve as a tangible model for the kind of trust,
understanding, and open communication that could be extended across the organization.

Workplace Differences

Disparities were highlighted across systems units, indicating some unit-specific concerns.
For example, employees in the Board of Regents Office/System Administration units
(combined for analysis) were less comfortable with the overall climate at NSHE; a higher
percentage of them indicated they had seriously considered leaving NSHE in the past
year; and they were more likely to have experienced exclusionary conduct at NSHE
compared to their peers in System Computing Services. Meanwhile, some System
Computing Services staff members expressed feeling undervalued, believing (1) their
critical statewide work is reduced to a simple departmental support function and (2) that
structural decisions have reinforced a perception of SCS as less important than SA. These
differences suggest a need for unit-specific strategies to address some of the issues that
arose from the data.

These findings underscore the importance of addressing institutional climate and senior
leadership relations at the organization level, while investing in the factors, such as
supervisory culture and competitive benefits, that are already working well.
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