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1. Summary of Key Findings 
Of the 42 people who completed the survey (i.e., 35 who responded to the online 

survey plus the 7 who completed the survey after in-person interviews): 

• 28 (67%) … report an annual household income of $20,000 - $49,000 a year → 

Appendix A, page 3 

• 5 … report an annual household income $90,000+ 

• 15 (36%) … are primary wage earners in a home with at least one child  

o 100% … annual household income of $49,000 or less 

o 5 receive some form of income assistance 

• 7 (16%) … say they cannot accommodate both their work and home 

responsibilities → Appendix A, page 10 

o All but one have at least one child at home 

• Employees indicate working at COMPANY is the same or better compared to 

“other employment opportunities” on the following dimensions → Appendix A, 

page 5 

o 93% = boss  

o 90% = company  

o 88% = job  

o 86% = benefits 

• 16 (38%) … perceive wages at COMPANY are worse than at other jobs they 

know of → Appendix A, page 5 

o Although 4 of 5 in high-income households ($90K+) think wages are worse 

→ Appendix B, page 1 

o When high-income household respondents are removed, drops to 30%  

• 20 (47%) … worked for COMPANY (any location) for 11+ years and express 

positive attitudes on all dimensions about the company → Appendix B, page 1, 

except 

o Majority responds “sometimes” or “rarely” regarding productive 

interaction with their bosses → Appendix B, page 2 

• 22 (54%) … employed less than 10 years at COMPANY (any location) also have 

favorable attitudes, except 

o Nearly half responds “sometimes” or “rarely” regarding productive 

interaction with their bosses → Appendix B, page 2 

o Most feel wages are worse compared to other jobs → Appendix B, page 1 

• 16 (38%) … say the quality of management/managers is the “one thing that must 

change” → Appendix C, page 2 
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o Other complaints include pay, corporate pressure/policies, dress code, 

and being under-staffed 

• Of the 8 who self-assess on a scale of 1 to 5 (with 5 being highest) their 

relationship with their boss to be “3” or lower → Appendix A, page 7  

o their answers on the other dimensions are also low 

o 100% report their bosses talk to them “sometimes” or “rarely” → Appendix 

A, page 11 

o 5 of 8 specifically state quality of management/managers must improve 

• 19 (44%) … view being a professional, above all else, as “a career (that gives me 

pride and fulfillment)” → Appendix A, page 6 

o Overwhelmingly positive views on all dimensions, except on wages – 

where nearly 1/3 view wages as comparatively worse 

• Among the 10 who view this solely as “a job to pay the bills,” their opinion of 

working at COMPANY—on all dimensions—is unfavorable  

• Top 4 most important factors when considering employment → Appendix A, 

page 5  

1. Wages 

2. Benefits 

3. Good supervisor 

4. Schedule/flexible schedule 

• Nearly 60% (25) … selected benefits as among the top three most important 

factors when considering employment → Appendix A, page 5 

• 23 (55%) … selected “schedule” or “flexible schedule” as a top factor  

o Of these, 14 (61%) have children  

o Of those who seek a flexible schedule that don’t have children, two are 

60+ and two have $90,000+ household incomes 

• Nearly 50% indicate a “good supervisor” is important when seeking employment   

• 34 (81%) … report having a positive relationship with their boss (i.e., “4” or “5”) → 

Appendix A, page 7 

• 7 (17%) … work fewer than 30 hours → Appendix A, page 2 

o 2 have household income of less than $50K 

o 5 of 7 think wages are worse 

o 3 of 7 think benefits are worse 

o 6 of 7 view it as “a job to pay the bills” 

o While describing positive relationships with their bosses, the majority feel 

their boss talks to them “sometimes” or “rarely”  

o When asked what might cause them to leave, they say things like: 

▪ “I have not decided if I will continue to do this work”  



 

 
 

 

Transforming your workforce into 

your competitive advantage 

 

41 W. Frankfort St.   |   Columbus, OH 43206   |   www.applegate-talent.com   |   (614) 425-1183 
SAMPLE REPORT – Findings & Recommendations 

3 

▪ “I might decide to retire, or I find a job I’d like to try” 

▪ “I received a job with the similar flexible hours and a higher pay”  

 

2. Narrative Discussion 
A. Proud and Committed Workforce 

Overall, COMPANY’s workforce has a positive impression of their employment. First, they 

are proud of the work they do. Many have been doing this work since they were 

children, and many feel being a professional is not just a job, it’s a calling. Most 

describe the deep satisfaction of bringing joy to their customers through great service. 

They value the relationships they have with their customers and they strive to maintain a 

strong reputation as a skilled professional. They delight in making a living doing work 

they love … work that enables people to be great and feel their best. 

 

Even though being a professional has “chosen” them, many are explicit that they 

choose to work for COMPANY. Many are proud to work at COMPANY and are 

especially loyal to their own location (i.e., “Mine has a great reputation, but the other 

stores, not so much.”) Many workers express an appreciation for the COMPANY business 

model. They like the narrow focus and quick turnaround. They understand that volume 

is where the money is.  

 

Many employees articulate positive feelings about their coworkers. They value these 

relationships, especially the teamwork and camaraderie that comes with working in a 

busy location. Indeed, a number specifically describe in positive terms what it’s like 

when everybody gets into a “groove” or a “zone” and the work just flows.  

When characterizing relationships among coworkers, however, some describe it as 

being “like a family.” There are both positive and negative connotations to a “family” 

culture. While a family environment can be caring, loyal, supportive, and fun, it can also 

permit people to be rude and petty, play favorites, impose informal systems of “justice” 

(i.e., rewards and punishments), or take advantage of others. It is not uncommon for 

COMPANY’s employees to express concern about the lack of professionalism among 

their peers in the workplace. 

Many people assign a positive label to their personal relationship with their manager 

while, at the same time, describing bad or unprofessional behavior by the manager or, 

obliquely, “management.” As with their opinion of the locations, some felt loyal to their 

own manager (“mine is good”) while acknowledging that managers, in general or, in 



 

 
 

 

Transforming your workforce into 

your competitive advantage 

 

41 W. Frankfort St.   |   Columbus, OH 43206   |   www.applegate-talent.com   |   (614) 425-1183 
SAMPLE REPORT – Findings & Recommendations 

4 

their experience at COMPANY, managers are not or have not been good. The three 

most common complaints about managers were:  

• lack of expressing gratitude/appreciation 

• displaying favoritism 

• treating people unfairly, especially in scheduling 

Three employees explicitly stated being on the verge of quitting because they feel so 

strongly about how bad their managers are.  

B. Heterogenous Workforce 

COMPANY’s workforce is not a homogenous unit. Though they are professionals—and 

their profession unites them—there is quite a bit of diversity among employees. To 

understand what motivates or irritates them, for instance, it is useful to segment them to 

uncover commonalities (i.e., themes, trends, etc.). Six subgroups were identified from 

among employees who participated in this research project and were formed either 

because of statements overtly expressed by the employees themselves (i.e., “I love my 

boss”) or because of their similar demographic characteristics (i.e., “I work 30 – 39 hours 

per week”). A sixth subgroup, “managers,” was not self-identified; rather, this subgroup 

emerged from consistent comments made by other employees. People can fall into 

multiple subgroups. The subgroups are: 

1. Employees experiencing poverty 

2. Heads of Households, especially single parents  

3. High income households  

4. Part-time employees (<30 hours/week) 

5. Employees with 1-2 years and 6-10 years of service 

6. Managers 

IMPORTANT: While we gain helpful insights by recognizing and investigating these 

similarities, it is vital (and the law) to avoid stereotyping or singling out those groups for 

specific action or attention. 

1. “Poverty Culture.” More than two-thirds of respondents answered that their 

“estimated annual income” for their home is less than $50,000 (Appendix B, page 2). 

While it’s possible some respondents misinterpreted the question and listed their sole 

income and not their combined family income, depending on family size, individuals in 

these homes can be defined as living in poverty. Individuals living in poverty experience 

different pressures and, often, respond differently to pressures than people living in more 

financially stable households. For instance, these individuals may be sensitive to wages 
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and may leave for opportunities to earn even a few cents more an hour. Though the 

survey results indicate employees in this subgroup have a positive view of COMPANY, 

their perception of the wages is fair, at best (Appendix B, page 3). In addition, people 

experiencing poverty often make different decisions based on the situation or 

circumstances they face. For example, saving for retirement is unthinkable when $20 

means the difference between making the rent or getting evicted, having enough to 

buy groceries or going to the food pantry, etc.  

2. Single Parent Households. Thirty-six percent of the workforce, who describe 

themselves as primary wage earners (i.e., “heads of household”), say they have at least 

one child in the home (Appendix B, page 3). All of them have a household income of 

less than $50,000 per year (and, consequently, show up in the above-mentioned 

category). These individuals, especially if they are single parents, may be particularly 

sensitive to scheduling concerns, such as: 

• Inconsistent schedules 

• Last-minute posting of schedules and/or schedule changes  

• Having requested days off ignored 

The twin pressures related to scheduling are 1) being present for their children (e.g., at 

an event) and 2) ensuring their children are cared for (e.g., school closure). Among 

employees who work at COMPANY who are parents, scheduling is one of the most 

common complaints articulated.  

3. High Income Households. A handful of employees come from high income 

households (Appendix B, page 1). Overall, this group is the least satisfied with working at 

COMPANY. The challenge from a “people practices” perspective is that the 

experiences, motivations, and messaging for this group is likely to be substantially 

different than for other groups. It is wise to speak to people in the way it makes sense for 

them to be spoken to without alienating other segments of the workforce.  

4. Part-Time Employees. More than any other demographic at COMPANY, part-time 

employees are the most alienated from their managers (Appendix B, page 3). 

Obviously, part-timers have less opportunity to interact with their managers and the 

company as compared to their fulltime colleagues. These people also have the most 

tenuous connection to their future at COMPANY. When asked what might cause them 

to leave, they say things like: “I have not decided if I will continue to do this work” or “I 

might decide to retire, or I find a job I’d like to try” or “I receive a job with the similar 

flexible hours and a higher pay.” If negative feelings manifest in outward attitudes and 

behaviors, these individuals can be disruptive to the workplace. Improving 
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communications, increasing opportunities for engagement, and facilitating intentional 

and thoughtful interaction with their managers are keys to improving this group’s 

satisfaction. 

5. Mid-Tenure Employees. The greatest “flight risk” among your workforce is those with 1-

2 years of service and those with 6-10 years of service (Appendix B, page 2). They have 

the least favorable attitudes on two key dimensions—wages and managers—than any 

other group based on tenure. What the data do not reveal is whether employees stick it 

out or if these are the times at which employees are most likely to exit. Further 

investigation is required of these two groups to determine what, if any, plan of action 

should be pursued. 

6. Managers. While an overwhelming majority of employees (except part-timers 

Appendix B, page 3) believe their boss is comparatively better, all groups seek more 

and positive interaction with their managers. This is especially true when it comes to 

discussing the employees’ future and their development needs/opportunities. A 

majority interviewees indicate “professional growth and development” is important to 

them (Appendix C, page 4). Moreover, in interviews and in the open-ended questions 

on the survey, employees describe how their bosses’ bad behavior negatively impacts 

morale and contaminates the work environment. While more than a few admit they 

would leave because of a bad boss, many aspire to become managers themselves.  
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3. Recommendations  
Be intentional about communicating with part-time employees and create specific 

opportunities for them to engage with the company and their managers 

Train managers how to be thoughtful and intentional when dealing with part-timers  

Conduct more research on the 1- to 2-year and the 6- to 10-year employees who are 

“flight risk” to learn more about them and determine what they need to stay satisfied  

Establish a culture to be intentional about expressing gratitude at all levels, especially 

from management to workers, but also among workers and their coworkers 

Improve the skill and abilities of managers  

• Conduct regular training and coaching for managers to address and eliminate 

things like “pettiness” and “favoritism”  

• Set up expectations and structure regarding managers’ interaction with their 

employees  

• Ensure consistent standards that are easily communicated and implemented 

across the COMPANY  

Be intentional about professional growth and development opportunities   

Bring stability and structure to scheduling, especially for single parents and parents 

Offer wage premium for employees who work less desirable shifts and hours  

Cultivate and reinforce a professional work environment rather than a family work 

environment 

Conduct more research on the extent to which employees experience poverty 

• Implement policies and practices (both corporate and individual managers) 

that are appropriate for people from different backgrounds based on the 

cultural framework introduced in “Bridges Out of Poverty” 

• Set up no interest loans and automatic repayment plans for employees in 

financial trouble 

• Offer a “concierge” to help employees navigate available resources or service 

providers, to access assistance (e.g., time, financial, etc.)   
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4. Interpreting Charts 
Appendix A – Employee Engagement Survey - General Responses  

• N = 35 (charts only reflect responses to initial survey) 

Appendix B - Employee Engagement Survey – Segmented Responses  

• N = 42 (analysis combines initial and post-interview survey respondents) 

• Interpret Qs by demographics (6 total) 

o Estimated annual income 

o Years worked at COMPANY 

o Worked at another franchise 

o Number hours work weekly 

o Heads of household w/ children 

o Families possibly living 150% of poverty 

• 8 Qs for each 

• Colors rank from dark green (strong) to dark red (weak).  

o Anything with 50% or higher gets a dark color 

o Anything with 40 – 49% gets a light color 

o Tan indicates even distribution across 3 dimensions (better, same, worse)  

• Blue cells indicate opportunities for improvement 

o Any box with a red (regardless of whether there is a green) 

o Any box with a yellow (unless there is a green) 

Appendix C – Employee Engagement Survey – Responses to Open-Ended Questions 

• N = 42 (combines initial survey and post-interview survey respondents) 

• Numbers indicate the number of times a similar answer or theme was expressed 

• Numbers don’t necessarily equal 42 as some people expressed multiple ideas 

• Color coded 

o Green indicates positive 

o Red indicates areas over which COMPANY has influence or control 

Appendix D – Compilation of Employee Interviews 

• N = 15 (reflect only responses from interviews) 

• Numbers indicate the number of times a similar answer or theme was expressed 

• Numbers don’t necessarily equal 15 as some people expressed multiple ideas 

• Bolded text indicates opportunities for improvement 
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• Blue boxes indicate direct quotes 

 

Appendix E – Research Methodology 

• Online Survey + questions 

• Interviews + questions 

 


