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Project Background  
Red River College (RRC) conducted an employee engagement survey with all staff, both full-time and part-time, in 

November-December 2019 (Phase 1). Continuing from Phase 1, a qualitative research approach was implemented for the 

second phase of the employee engagement research plan.  

A series of focus groups aimed to both investigate and augment specific ideas from the survey for the purpose of 

developing Action Plans.  Employee participants were selected to help dig deeper into themes, provide feedback, and help 

provide valuable insights.  

The discussion guide, designed by Léger in consultation with RRC, collected feedback on perceptions of employee 

engagement, communications with internal teams and supervisors, communications surrounding work priorities and 

performance feedback, communication initiatives at the college, organizational changes, and feedback on the college’s 

current corporate culture and community.  

Fourteen focus groups were conducted with a total of 87 participants. All participants were employees with RRC and 

volunteered to take part by completing a short online screening questionnaire. Participants were contacted by Léger’s 

recruitment team and scheduled to participate in one of the 14 groups. The groups were divided by employment area and 

location. A total of six different segments were included in the research. The chart on page four identifies the segments, 

the campus locations, and the number of participants in each group.  

The Léger consultants and moderators included Research Directors Llisa Morrow and Ashley Simac, and Executive Vice 

President, Andrew Enns.  

This report summarizes the findings of the 14 focus groups, conducted between November 16th and November 26th, 2020.  
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Methodology 
 

Study Population 

• Participants in each group segmented into different categories based on position within the college. The segments 

included management chairs and program managers, faculty members, non-academic managers, academic services 

and non-academic services, and coordinators.  

• Participants were recruited by Léger. All those who participated in the evening sessions (outside of regular working 

hours) received a $75 Visa Gift Card honorarium.   

 

Data Collection 

• A total of 92 individuals participated in the focus groups.  

• All focus groups were conducted online using the Teams platform.  

• The groups were held on Monday, November 16th to November 26th, 2020
 
 

 
Respondent Profile  

Segment Campus Locations Number of 
Participants 

Coordinators 
 

All locations 9 

Faculty Members & Non-Managerial 
Steinbach, Winkler, Selkirk, 

Portage 
5 

Faculty Members & Non-Managerial 
Steinbach, Winkler, Selkirk, 

Portage 
2 

Faculty Members 
 

Downtown 8 

Faculty Members 
 

Downtown 5 

Faculty Members 
 

Notre Dame 10 

Faculty Members 
 

Notre Dame 9 

Management Chairs & Program Managers 
 

Notre Dame & Downtown 6 

Management Non-Academic Managers 
 

Notre Dame & Downtown 8 

Non-Managerial Academic Services & Non-Academic Services 
 

Notre Dame 7 

Non-Managerial Academic Services & Non-Academic Services 
 

Notre Dame 7 

Non-Managerial Academic Services & Non-Academic Services 
 

Notre Dame 8 

Non-Managerial Academic Services & Non-Academic Services 
 

Downtown 3 

Non-Managerial Academic Services & Non-Academic Services 
 

Downtown 5 
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Executive Summary  
 

Working During COVID-19 

Employees are feeling the pressures of working through the pandemic and many are struggling to find the appropriate 

work-life balance. Many are working long hours to ensure that student needs are being met, leading to increased stress 

and anxiety. Providing additional supports, sufficient lead time for new projects and requests, as well as scaling back the 

number of new initiatives will help employees get through this challenging time.  

 

Employee Engagement  

Employee engagement is a multi-dimensional concept in the eyes of employees. Employees view engagement as being 

rooted in active participation, fluid communication, and strong leadership. Robust employee engagement lends to a sense 

of community, high levels of job satisfaction, and feeling valued. Employees believe that engagement is formed through 

strong, transparent leadership that ensures the alignment of organizational goals and values to those of employees.  

 

Communication  

Communication channels within working groups and departments, between colleagues and direct supervisors is generally 

well organized and effective, even as many employees are working remotely. Communication methods and frequency can 

vary drastically between departments and working groups, with each team finding the method that works best for their 

group.  

 

The staff news and the staff forum are viewed as excellent channels for communication. Employees believe that additional 

improvements can be made by incorporating more information from all campuses, ensuring information is more 

streamlined by removing duplicate information and making information easier to find. Employees also acknowledge and 

praise the recent updates and changes made to the staff news and forum, including better organization and the use of 

headers. Employees would like to have more notification for events and activities that impact them directly, especially for 

training and social event opportunities. More notice will enable staff to plan accordingly, arrange their very busy 

schedules, and lessen stress.  

 

Employees suggest several different ways communication at the college can be improved, especially in the pandemic work 

environment. Improvements include scaling back the amount of information shared, ensuring information is relevant to 

the audience, and allow for more notification of event and activities. 

Incorporating more information about external campuses is important to employees, especially those who do not work 

at the Notre Dame campus. Many employees feel that communication from the college is very Notre Dame-centric. 

Employees would also like to see improvements made to the communication channels across departments/divisions, 

making it easier for cross-team collaboration.  

Employees see an opportunity to build stronger and more efficient communication channels with the senior leadership 

team, helping to overcome the current sense of disconnection with upper management. The “top-down” structure that 

limits decision making abilities to program chairs and managers is viewed as a major roadblock in communication channels 

and engagement initiatives. Employees also want to understand the “big picture” regarding the direction of the college, 

with a focus on communicating changes in a transparent and timely manner.  
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Employees feel their ideas, feedback, and concerns are heard by their supervisors but are less heard/listened to by senior 

management. Information is often shared with supervisors but the ideas “don’t get past the 7th floor.” Employees would 

like to see their supervisors and chairs be more empowered in terms of decision making.  It is important to note that 

feeling heard results in employees feeling valued and appreciated. 

 

In comparison to managers, coordinators, academic and non-academic services, employees in faculty positions feel 

significantly less heard/listened to by upper management.  This is rooted in the lack of feedback that is provided when 

ideas or different requests are “passed up the chain” to the senior leadership team. Employees indicate they often don’t 

hear answers or responses back from upper management and that the amount of time required for requests and concerns 

to be addressed is quite lengthy.  

 

While employees do feel their ideas are considered as part of the decision-making process, a critical element to ensuring 

employees feel heard and valued is follow-up; it is important for all management, including supervisors, chairs, deans etc., 

to follow-up on ideas and requests and provide employees with outcomes. Often the outcome is not shared or expressed 

to employees. This can lead to feelings of frustration, disappointment, and distrust.  

 

Performance Feedback  

Employees generally receive some type of feedback from their direct supervisors through regular meetings and informal 

communications. Almost all employee’s express frustration with the absence of a formal review system. They believe the 

lack of a formal review process hinders professional development and leads to feelings of being undervalued and 

underappreciated.  Employees agree that a consistent, standard, and formalized review process is needed at the college. 

 

Communications About College & Divisional Initiatives  

Communication strategies around COVID-19, events and activities across departments and divisions, and major initiatives 

happening at the college are executed well by RRC and employees feel informed in these areas. The communication areas 

that could be improved include communications around newsworthy stories (both positive and negative) and strategic 

planning. Communication through the staff news, the staff forum, emails, and face-to-face strategies are flagged as ideal 

channels. However, for employees to become engaged and feel included, communication must go beyond being told or 

informed of happenings at the college; communication should incorporate a two-way dialogue and provide opportunities 

for employees to share their feedback and opinions. Additionally, it is important for management to provide updates and 

outcomes on a regular basis to employees.  

 

Employees understand that the college is a large organization which creates communication challenges with the senior 

leadership team. Employees agree that having a visible and approachable senior leadership team is important for building 

a sense of trust and transparency at the college, as well as building a strong sense of community. Actions and opportunities 

suggested by employees to increase the visibility and approachability of the senior leadership team include developing a 

strategy in consultation with employees, making the senior leadership team known by sharing bios, pictures, and videos, 

host events and opportunities to connect with leadership and other colleagues, and have leaders drop in on meetings, 

online and in person. Having the senior leadership team working to be visible and engaged with all departments and 

divisions across all campus locations is important to employees.  
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Organizational Change 

RRC can encourage and promote engagement and involvement with different college initiatives, including organizational 

change initiatives, by involving employees in the development processes, communicating outcomes and decisions, and 

approaching initiatives with a clearly communicated plan. Building trust and transparency with employees is needed to 

encourage engagement, participation, and a stronger sense of community. It is also important to note that many 

employees feel overwhelmed with the number of initiatives that are taking place at the college, indicating they have 

limited time to invest in initiatives, especially during the pandemic.  

 

Additional Findings  

Employees generally feel well connected to their teams but there is a great deal of uncertainty that is magnified by the 

pandemic and the sense that there is a lack of information communicated from upper management. Some employees, 

particularly faculty, express concern regarding their job security. Many feel that the leadership team should communicate 

changes and events at the college in a more timely and transparent manner. 

 

Most employees, especially long-term employees, feel there has been a dramatic shift in the corporate culture at the 

college over the last several years. Employees believe this may be attributed to the changes in senior leadership, the lack 

of communication provided around these changes, and the growing “top-down” structure at the college. This has led to a 

great deal of frustration and lack of trust in leadership. Many also cited that the lack of social events, opportunities to 

meet colleagues and leaders, has had a negative impact on employee morale. 

 

During these unprecedented times, employees are working hard to deliver the best services to students, and they are 

proud of the work they do. They are encouraged by the employee engagement initiative and are hopeful that the 

communication issues facing the college can be addressed.  
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Detailed Findings  
 
Working During COVID-19 
 
Everyone has made a lot of adjustments over the last several months due to COVID. Can you tell me briefly about what 

has been the biggest adjustment for you, in terms of work? 

 

• Adjustments related to working from home and the challenges related to working in a virtual world. For faculty, this 

included adjusting to teaching online and communicating with other staff members through virtual means. For 

academic leaders, adjustments included managing working with teams remotely. Not having the same face-to-face 

communication element was also seen as a major challenge and adjustment for most.  

• Being overworked and difficulty finding the work/life balance. Employees indicated that they were overworked and 

finding it very difficult to manage the amount of work they have vs. the number of hours in the day. Several also 

indicated difficulties in finding work/life balance while working from home, increased stress and anxiety, and more 

pressure in general.  

 

 

➢ “The biggest thing for us is knowing the situation we’re in is not ideal. I’d never recommend it as a good way to deliver 

our programming because of the type of students we work with. It’s dependent on personal relationship development 

and they gain as much in terms of identity, mental/social development, as well as academically, because it is 

preparatory and exploratory. It’s very precarious.” 

 

Employee Engagement  

What does employee engagement mean to you? 

• Active involvement, participation, taking part, being proactive. Being a part of the processes and taking part in the 

different initiatives offered. Being a part of the decision-making processes and outcomes. Contributing to the overall 

goals and welfare of the institution.  

• Building a sense of community. Engagement from every level of management and every department, including the 

student body. Having and making connections to colleagues and the institution.  

• Feeling valued.  Being shown appreciation and having efforts recognized. Feeling/knowing you are making a 

difference.  

• Being motivated. Motivation must be continual which means that results and outcomes must be communicated 

clearly and effectively.  

• Job satisfaction. Enjoying your work, being happy, productive, and satisfied.  

• Being heard. Having opinions matter, questions, and requests answered.  

• Fluid communication. Communication between departments and across different levels of management. Two-way 

communication between employees and leadership.  
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• Being informed. Ensuring that employees are informed of major changes and maintaining a level of transparency that 

builds trust.  

• Sharing the same goals and values. Aligning organizational and personal goals and values.  

• Strong leadership. Employee engagement must be backed and fully supported by a strong leadership team.  

 

 
➢ “It's a way or approach of an institution or company to create an ecosystem for success. True employee engagement 

with the factors in place, to help the employee be successful, which helps meet the institution goal and strategies.”  

 

➢ “I think of it in terms of internal public relations. You’re involving the employees as your stakeholders, being 

transparent, involving them with the decision-making process, given the opportunity to make ownership in the 

organization. I find that a lot of times, decisions made for instructors are made by people who have never been in a 

classroom in terms of equipment and learning tools.” 

 

➢ “When I hear the term, it’s synonymous with being genuine, about wanting employees to participate in an as many 

ways as they can. I just think back to a leadership’s honest desire for information and encouraging participation.” 

 

➢ “I think of connection - not just the work you do for the paycheck you get but how connected you feel to that work, 

how connected you feel to your colleagues and to the larger institution.”  

 

➢ “I think it means that people have some kind of intrinsic motivation to contribute and do their work because they care 

about what’s happening at the college, student experiences or student success.”  

 

➢ “For me, it is about what I can bring to the organization, to my peers. I’ve been working on a project for about 18 

months now and what I like about that is it takes me out of my comfort zone, I get the opportunity to meet a lot of 

amazing people at the college and getting a better understanding what their work life is like. So, it’s about meeting 

others outside of my very small world.” 
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Communications Within Your Team  

How informed are you about events and activities within your work group which affect you personally? 

• Well informed. There are multiple means of communication, including Teams, emails, staff news, and weekly 

communication from the President. 

• Communication only with my direct team. Good communication with the direct team but limited communications 

outside of the team, especially with employees that are not at the Notre Dame Campus.   

• Varying degrees of being informed. Employees from different divisions, departments, campuses, and roles have 

varying perceptions on how well informed they are regarding events and activities within their working group, and 

outside of their working group as well.  

• Sometimes there is too much information and employees feel overloaded. Having less meetings or scheduling one 

daily meeting to address multiple issues may be beneficial in addressing this overload.  

• Communication has changed drastically during the pandemic. While in the office, a lot of communication was done 

in person, now everything is a scheduled meeting. This can be time consuming and difficult for employees to manage. 

On the flipside, some employees feel they are more connected now then prior to the pandemic.  

• Communication tends to focus on the Notre Dame Campus (Notre Dame-centric). Employees suggest increasing 

communications with other campuses by including more information specific to each campus in the staff news or 

having a representative from each campus responsible for contributing to the staff news/updates.  

• Those closer to the leadership team feel the most informed. Those who work directly with or close to the leadership 

team feel well informed. Those who work further away from the leadership team (facility, those located at satellite 

campuses) tend to feel less informed, particularly about events and activities outside of their direct working group. 

 

 
➢ “We’re extremely informed about our immediate colleagues and what they’re doing.”  

 

➢ “It’s all-staff emails, the entire college - even things like staff news is so tailored to NDC and EDC it has little value to 

us. Even though half our campus is within the perimeter, we may as well be past Winkler. It’s such a weird thing.”  

 

➢ “Right now, we have weekly meetings with my work group and we never had weekly meetings before. We do 

communicate quite a bit better that way. As far as past that group, I hear more from Fred than I do my director. I 

probably don’t hear anything from the college. I used to chat with PA a bit and we can’t do that much anymore. It’s 

just an unfortunate reality with the way things are. I wish there were more communications within my division, 

certainly.”  

 

➢ “We use Teams excessively but in a good way. I quite like it, so our communication has improved in the pandemic, we 

are more connected than previously. Pre-COVID, I’d see my manager once a month and I never talked to the director. 

In COVID, I see my manager weekly, multiple times a week either in group meetings or 1:1 appointment, so we’re more 

connected and there’s more cohesion in the team and understanding what’s happening.”  
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➢ “The scrums are great as far as engagement goes. In my dept we had the daily every morning for 30 minutes. It was a 

good touch point to go over the things you’re dealing with. Unfortunately, due to the workload now on my dept, the 

scrum meetings have disappeared almost entirely. It’s almost impossible to get an answer on how to proceed on a 

number of things and without the empowerment to do them yourself, you’re left in a bind and have to revisit issues 

over and over again.”  

 

Do you get information in a timely manner?  

• Sometimes but not always. Depending on where the information is coming from, it can be delayed. Information within 

the department is usually timely but information from “the top down” can lag and come with little notice.  

• Too much to sort through. Employees would like to see information streamlined in some way so that it is easier to 

locate. Often, there is a vast amount of info to sort through and this can be overwhelming.  

• Chairs and managers are extremely busy. Employees recognize that chairs and managers are extremely busy, and 

this can negatively impact communications.  

 

 
➢ “There’s some [information] you hear about far in advance and that’s within our department. From our chair on down, 

we seem to have regular and well-timed access to info. The problem happens between the chair and whomever is 

above the chair. We find things out like, for instance, a shut down in March that threw everyone backwards and we’re 

all trying to figure out what’s going on, delivering courses, graduating students, what do we do in the fall? And we find 

out, during this fall, our program is going to go through CBR - which means taking our whole program and redesigning 

it and it has to happen now - we’re all like, what?! Certainly, this would have had to be decided a long time ago and 

certainly there’d be cause to discuss if this needs to happen given everything going on? Information just comes down, 

here’s the date, there’s no people assigned to do it but you need to figure it out - it seems like somewhere up there, 

there’s been a schedule made and there’s a plan, and it’s good to have a plan, but the people who are running and 

making the plan aren’t connected to the people putting the plan into place and finding out that’s what would be the 

best way, the best impact for both students and the college.”  

 

➢ “Over the years, I’ve sensed the chairs, to a large extent, are caught in the middle between deans, instructors, and 

students. And it seems the ones bucking to move up the chain will spend more time with management than instructors. 

I know most chairs are extremely busy, probably 2-3 days behind their emails and selective to ones they answer, and 

that doesn’t aid in engagement with instructors. Managers will be answered first.”   
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Can you tell me about the strategies your supervisor and your team use to keep up to date? 

• MS Teams. Using Teams for chat groups, meetings (both formal and informal), and for daily check-ins.  

• Daily/Weekly meetings. Set scheduled meetings with supervisors and working groups.  

• Setting aside time for informal chats. Making time with colleagues to have the informal “hallway” conversations and 

making sure to make time to connect virtually.  

• The Staff News. Is viewed as a great communication tool. Improvements could include information being timelier, 

less duplication, and less Noter Dame focused.  

 

 
➢ “We live on MS Teams. Massive, massive. Emails have to be politically correct when they're sent out, but an MS Teams 

is to ask for two minutes to talk and you can just say it and get the information you need.”  

 

➢ “I agree, staff news is a wonderful communication tool. I read it almost every day. But sometimes the information isn’t 

very timely. I’ll read or hear about events that are happening that day so I can't plan to be there or join it. It’s a good 

tool otherwise. Within our department, the communication is patchy and always has been. I always got more from 

informal channels than formal channels. As to the big picture and college direction, very little, if any, information.”  

 

How can communicating information to you, especially in our new working environment, be improved? 

➢ Scale back the amount of information. Too much information can be overwhelming and lends to burn out.  

➢ Allow for more time leading up to events and changes. Employee schedules are full, so more lead time is needed to 

take part in events, activities, or extra training.  

➢ Share the “big picture”. Employees want to be kept in the loop regarding big changes at the college and they want to 

know about them as soon as possible. Communication from the supervisors and leadership that is transparent is 

viewed as essential.  

➢ Keep working to improve the staff forum site. The staff forum site is generally viewed as a good source of information. 

There are some improvements that need to be made in terms of how the information is organized and duplicated 

information.  

➢ Improve communication channels across departments/divisions. Employees feel the colleague operates in silos and 

this impedes communication across departments/divisions.  Removing barriers and making cross-departmental 

collaboration easier is viewed as important and beneficial.  

 

 
➢ “One thing is, please stop helping me. I just get so much information from all the different organizations. I get so much, 

videos, how-tos, ways to improve tests. Some of us get inundated and it’s well-meaning but we get bombarded with 

so much information. We have a full schedule, I can’t go to a session to learn, and it leads to extra frustration.”  
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➢ “What I do find is having a lot of information, we have no time to act on the information. That’s a great thing, I’d love 

to attend that racism seminar, whatever we find out about - there’s no time to do any of that.”  

 

➢ “We all want to know what is happening at the college, especially when there are big changes. I feel information 

around some of the big changes, like staffing changes and whatnot, has been really poor. We all want to know the big 

picture and know what the direction of the college is. Share this with us and be transparent.”  

 

➢ “We have a fun game called, “Where do I find…” and it changes every time, like an expense form. You can search the 

website 100x and get 3 different answers. It’s like a scavenger hunt to figure it out. Hopefully, the staff forum site will 

at least fix that; our SharePoint sites are garbage at best. They’re not well organized or easy to look at. If they could 

get rid of that scavenger hunt, that’d be lovely. At least they’ve made staff news have headlines with categories so you 

can try to skim what’s coming up in a day. Sometimes it’s just stupidly long with all these repetitive posts. There needs 

to be better editing of that. I don’t need to know for example the anti-racism session. I saw it 3-4x in the same message. 

It’s a tough question, to figure out how to communicate better or getting the information out. Even finding out where 

SAC minutes are so I can know what the academic people are talking about, what changes are happening.”  

 

Can you tell me about the different opportunities that you have to share information with your supervisor? How about 

with colleagues?  

• Opportunities to share information with supervisors and colleagues varies between departments and working 

groups. Some employees work on a “need to know” system and only meet with supervisors when necessary. Others 

have regularly scheduled meetings (daily, weekly, biweekly, monthly).  

• Some have limited or no opportunities. Some employees feel very isolated from their supervisor and colleagues with 

little opportunities for information sharing. This has been greatly increased by the pandemic and remote working, but 

some employees indicated they felt this way prior to the pandemic as well.  

• Different channels of communication are used for different information. Emails are often used for more formal 

communications and important information, whereas Teams is used for more day-to-day communication that is less 

formal.  

• Difficulties communicating across departments. There can be challenges in terms of communicating across 

departments. The college operations are perceived very siloed and this can make communication and collaboration 

across departments challenging.  

 

 
➢ “In terms of connection with other colleagues in the dept, I have no idea. I feel isolated in that way. I want to know 

what people are going through teaching on campus. I want to talk through some of the problems I’m having in my role 

with colleagues and that’s totally missing. That would happen at the lunch table.”  

 

➢ “For myself, I’m working directly with instructors and students. We have a meeting every two weeks, so we don’t have 

too many communications at this time. Maybe try to collect more information instead of giving out direction or orders. 



 

14 

I think we are going to have some changes, but I don’t know what kind of changes we’re going to have. I’m still waiting 

for the information.”  

 

➢ “Our manager will send out an email at the end of the week of major things that happened. We have a very fast-paced 

department, we come up with programs and put it together behind the scenes within 24 hours, so the manager sends 

out emails about what happened. In those emails, the manager will do shout-outs, saying thank you to people. It’s 

really neat to see, like it’s awesome that the manager created this thing behind the scenes.”  

 

Do you feel heard/listened to by your supervisor?  

• Employees tend to feel heard by their direct supervisors but not by upper management. Employees feel their ideas, 

feedback, and concerns are heard by their supervisors but are less heard/listened to by senior management. 

Information is often shared with supervisors but the ideas “don’t get past the 7th floor.” Employees feel frustrated at 

the top-down structure of communication and would like to see their supervisors and chairs be more empowered in 

terms of decision making.  It is important to note that feeling heard results in employees feeling valued and 

appreciated. 

• Faculty members feel they are not heard/listened to. In comparison to managers, coordinators, academic and non-

academic services, employees in faculty positions feel significantly less heard/listened upper management.  

• The communication process is very lengthy. The amount of time required for requests and concerns to be addresses 

can take a very long time and sometimes go unanswered.  

 

 
➢ “I would say I feel like my voice is heard from my direct supervisor but further up can be very time consuming and 

extremely exhausting. For example - and maybe I don’t know the process - we’re trying to acquire a new platform and 

I’ve been talking about it since early summer. Finally, something went to ITS, that took a while, and then all of a sudden 

it has to go past Legal and that takes two weeks. It seems like processes take forever and I don’t know if - I know my 

supervisor knows we’re 12 weeks away from the event and need it to happen now but, I don’t know. We are big a 

company, everything takes forever. It’s really draining.”  

 

➢ “I have to say my dept is also really good at this. Our dean gets everyone involved when we do larger team meetings. 

They’ll ask me if I want to do a presentation on something, so we have our smaller dept we work with and we also 

have the continuing education dept, which is large, so we have a meeting with our marketing person and then our 

dean to help out with other tasks, so we all feel connected. I feel involved and valued.”  

 

➢ “I think at the department level and the working group level, for sure, I feel my ideas are considered and people will 

tell me if they’re stupid ideas, too. I think even a chair has very little power to implement ideas that come forward. So 

even if a chair is enthusiastic, my experience over my decade here is there’s very little point in having ideas because 

they never go beyond the department.”  
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➢ “I do feel that sometimes you bring it to the chair and the chair agrees with it, procedurally, things don’t work out 

because the chair doesn’t have the power to enact that. I’m in a weird situation in which I have two chairs, so I’m in a 

weird limbo space. It’s a bit awkward dealing with two chairs.”  

 

➢ “You talk to your supervisor and managers. Sometimes you talk about things, but nothing changes. The other part of 

it is it tends to play lip service to what you say. You say it, but they already made their mind up, so I don’t know why 

they’re talking to us anyway.”  

 

➢ “I’ve presented many ideas to my manager as the appropriate channel and they seem to be of interest and then you 

hear nothing. Interestingly, you’ll see a new process several years later that is directly related to what you said. Maybe 

someone else took credit for that down the road. There’s no recognition. Many times, it feels like your input isn’t valued 

and they don’t have time for it.”  

 

Do you feel like your ideas are considered as part of the decision-making process? 

• It depends. Those who are in decision making roles or those who work closely with senior leadership tend to feel like 

their ideas are part of the decision-making process. Those who work further away from the senior leadership team 

feel their opinions are considered less.  

• Supervisor and coordinators value ideas, opinions, and feedback. Employees feel heard by their supervisors and feel 

their ideas are considered as part of the decision-making process. This results in employees feeling valued and 

appreciated. As previously mentioned, employees would like to see their supervisors have more empowerment and 

decision-making abilities.  

• Follow-up is essential. Employees believe that having their ideas considered as part of the decision-making process is 

only part of the equation; it is just as important to follow up on ideas and requests and provide employees with 

outcomes. Often the outcome is not shared or expressed to employees. This can lead to feelings of frustration, 

disappointment, and distrust.  

 

 
➢ “I would feel so empowered if my program manager was empowered by senior leadership.”  

 

➢ “That piece is confusing to me because you may be heard, people may ask for your ideas, many times you don’t know 

if it’ll go anywhere or not. For me, I don’t feel like when I say something or provide an idea, I’m not getting an update 

on it. So maybe it’s because my direct supervisor’s way or approach or dealing with things but for me, most of the time, 

if I talk about something, the idea is being received but most of the time I don’t know if that idea goes anywhere.”  

 

➢ “Sometimes there’s a sense of being asked in a way that I’m being used. My intelligence is desired and my context and 

perspective and experience, but then the person wanting the input goes away and I don’t ever hear anything again. 

And it becomes clear it’s been disregarded in a decision.”  
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Communications – Work Priorities – Performance Feedback 

 
Does your supervisor provide you with effective feedback to do your job effectively?  

• General feedback is usually provided. Most employees felt their direct supervisors are consistent with general 

feedback or informal feedback. This includes feedback provided during regular meetings, both in-person and virtually.  

• Not everyone receives feedback. There is no standard process for feedback across departments and faculty 

employees are the most likely to indicate they receive little to no feedback from their managers/supervisors. Most 

found this frustrating but were not surprised to hear others indicate they has similar experiences regarding lack of 

supervisor feedback.  

• Formal reviews are a must. Almost all employee’s express frustration with the absence of a formal review system. 

They feel the lack of a formal review processes hinders professional development and makes them feel unvalued and 

unappreciated.  Employees agreed that a consistent, standard, and formalized review process is needed at the college.  

 

 
➢ “With regard to feedback, to help me get things done, I think the supervisor has been effective in doing that. An area 

for improvement may be around how I do my job - so it could be that feedback is continuous but not formal. So, I’m 

wondering whether - I know the college is finally getting around to look at performance management/support, so I 

think that’s an area for improvement - an actual, formal performance appraisal so we are aware of something not 

working in the way it should be, that feedback would get back to me.”  

 

➢ “I do get feedback, I have 1:1 with my dean every two weeks. It’s productive, an hour long, current events, what 

challenges I have, and he’s there to support me through changes. It’s working well for me. Building a relationship 

together is very important to me, too.” 

 

➢ “What feedback?”  

 

➢ “The only feedback we seem to get is when there’s a crisis or revolt. If you’re doing a great job, you don’t hear about 

it.”  

 

➢ “I really think we don’t do a good job of providing feedback. Somebody mentioned they hadn’t had feedback in 15 

years and that was my experience as well as an instructor. It has to be a priority, to focus on finding ways to have 

deeper and more consistent, regular conversations about work, about learning, about professional development, 

about all the things that it would take for us to do the work we do.”  

 

➢ “I think an organization, if we expect effective or good performance, we need to know what’s the basis for what we 

are being measured against. It cannot come at the end of the year, mid-year, you need to know what you’re being 

measured on and what’s lacking. If you look at every department, most departments don’t do performance 

management. Some others have different formats. I look at our departments in our division, they have so many 

templates and differences of performance management. Very inconsistent.”  
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Do you feel you have enough time to do your work effectively during regular work hours? 

• Workloads have increased significantly during the pandemic. Most employees report a significantly increased 

workload since the start of the pandemic in March. Working remotely has very specific challenges in terms of how 

communication is managed and how students are given assistance. Many faculty members indicated they feel 

overwhelmed and “at the end of their rope.”  

• Prior to the pandemic, workloads were manageable. Most employees indicated that workloads were manageable 

for the most part. Busy periods were anticipated and just viewed as part of working at the college.  

• Having strong boundaries between work and private life is required. Several employees indicated that a major 

drawback of working at home was the result of work and home life blending. Employees feel it is important to set 

clear boundaries such as set work hours, not checking email during off hours, and scheduling down time and time off. 

Maintaining a work-life balance must be made a priority, especially during the pandemic.  

 

 

➢ “I’ll say I add an hour or two to my daily workday just because. A portion of that is reaching out to my team and making 

sure people are okay.”  

 

➢ “Just by eliminating the drive, I’m putting in the extra time. Now I start work as soon as I leave my bedroom. I usually 

get the work done but with certain situations, new things add up and of course that’ll add a few more hours. There are 

things with the current situation where I don’t have an executive director - there’s additional work required just to fill 

the new need, which is not typically part of our daily routine.”  

 

➢ What I usually do, I’ll plan my days off and when I’m on my day off, everything is off. My computer, I ignore my email, 

because as soon as I open up my email on my phone, the gears will start turning and I’ll be tempted to work.”  

 

Communications About College & Divisional Initiatives  

In general, how informed do you feel about each of the following?  

Communications about COVID- such as re-entry planning, rules for coming on campus, etc. 

• Employees are very well informed. A great deal of praise was expressed by employees for the communications 

regarding the pandemic. Employees indicated they were extremely well-informed regarding information such as re-

entry planning, rules for coming on campus and general campus changes related to COVID-19.  

 

Events and activities within your department 

• Employees are very well informed. Employees indicated that communications within their department regarding 

events and activities was well managed and they felt very informed. Many employees praised communication efforts 

of coordinators and supervisors within their departments.  
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Events and activities your Division 

• Employees are well informed. Employees indicated that communications within their division regarding events and 

activities was well managed and they felt informed. Faculty members were more likely to indicate they only felt 

somewhat informed when it came to events and activities within their division. Several employees, including faculty, 

indicated that the best way to stay up to date on events taking place outside your immediate working group was to 

ready the staff news each day and check the staff forum.  

 

Major initiatives happening at the College – e.g., CBR, Academic Transformation, Employee Engagement 

• Employees are somewhat informed. Most employees indicated they were somewhat informed regarding major 

initiatives at the college. Faculty members were more likely to indicate they felt uninformed or very uninformed.  

Some employees indicated that there are many initiatives that are underway at the college and sometimes it can be 

overwhelming, creating an information overload. Employees also stated that the outcome of initiatives are often not 

communicated. It was noted by several employees that initiatives start off strong but tend to “disappear” over time. 

This is viewed as discouraging and frustrating, especially when employees have put time and effort into helping start 

the initiative.  

 

Positive Newsworthy stories – achievements, recognition, major events, funding, major HR news 

• Employees are somewhat informed. Most employees indicated they were somewhat informed regarding positive 

newsworthy stories at the college. Faculty members were more likely to indicate they felt uninformed or very 

uninformed.  Most employees indicated they would like to hear more positive/success stories and welcomed this 

opportunity.  

 

Negative Newsworthy stories – safety, major HR news, events that hit mass media 

• Employees are not very informed. Most employees indicated they were not very informed regarding negative 

newsworthy stories at the college. Faculty members were more likely to indicate they felt uninformed or very 

uninformed.  Several employees said they felt the college did not do a good job of informing employees of potential 

negative events, many indicating that they often had to read about events in the paper. One example that was 

discussed by several employees was the changes to senior leadership and how these changes were not well 

communicated to employees. The lack of transparency creates feelings of mistrust and many employees worry about 

their job security as a result.  

 

Strategic planning for the college / your division 

• Employees are not very informed. Most employees indicated they were not very informed regarding strategic 

planning at the college. Faculty members were more likely to indicate they felt uninformed or very uninformed. 

Several employees said that with changes in the senior leadership team, the direction of the college in terms of 

strategic planning, is not currently clear. They also commented that due to the pandemic, they feel this type of 

communication may have been put to the side for the time being.  
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➢ [Regarding Negative News] “The college is slow on making sure people are aware. Even when we do get informed, 

getting the press release that went out is not of any positive benefit from the college. We need that paragraph of 

context that says what our messaging is and who to direct any questions to.”  

 

➢ [Regarding strategic planning] “For me, strategic planning. We’ve got a couple of those. But again, we’re not given any 

feedback from the staff and faculty about it. It’s pushed at us, what we’re doing, whether or not we like it. I’m not 

saying management doesn’t have the right to make decisions but allow us to engage. When the federal government 

comes up with legislation, they always have stakeholders give feedback. It’d be nice if we did that at the college.”  

 

➢  “I’m well-informed because I choose to be well-informed. I subscribe to all the college blogs that send out notifications. 

I know about the culinary menus. But that’s intentional because my area works with every part of the college. I need 

to be well-informed. It’s very easy to choose to not be informed about these things. The low score I gave was strategic 

plan and that’s because there hasn’t been any solid vision work. They discuss how it’ll be collaborative and hearing 

from employees and I have no clue what values SLT has. I have no idea what Fred stands for.”  

 

➢ [Regarding taking part in major initiatives at the college] “You’re willing to engage but after you see you’re wasting 

your time. You do all this work, you’re trying to be engaged, trying to take things seriously, do the right thing. And then 

everything you worked on wasn’t part of the picture. The decision was made already. Or it gets to the point where they 

haven’t made a decision and now it’s too late to make a decision. There’s a lack of accountability when it comes to 

making decisions.”  

One area of improvement identified through the Engagement Survey is the visibility and approachability of Senior 

Leadership.  What actions or opportunities would you need to see to feel that the Senior Leadership Team is visible and 

approachable?   

• Develop a strategy for connecting with staff. Engage employees on the development of this strategy and keep them 

up to date on the follow through. Ensure that the strategy looks beyond the Notre Dame campus.  

• Make the members of the senior leadership team known. Share bios, write-ups, videos, and informal introductions.  

• Drop-in cafés, breakfast, and coffee events.  

• Social events. Golf tournaments, Christmas parties, social events that allow for face-to-face interaction.  

• Round tables with executive leaders. Get a deeper understanding of what the challenges are for faculty/teaching.  

• Join staff/departmental meetings. Online and in person.  

 

 
➢ “It’s hard to get to know everyone but I think it’s important that senior staff come to visit us in our department. And 

to at least, if they don’t come visit, send a quick email to say hey, we really thank you for your work, or send us a 

Christmas card or something. Any way to make that connection is very important. Making that effort is very important. 

And have appreciation and knowledge of the work each department is doing. So, think about various strategies. I know 

the current president, the past few, have Friday coffee meetings but how many coffees with the president can you do? 
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We have over 2000 staff, only a few people are able to go have coffee. I think really sit down and have a good strategy 

to proactively connect with staff.”  

 

➢ “How about knowing who is on the senior leadership team? Maybe a photo, a bio, so I can go on to the hub and I can 

find that group. That would be fundamental to visibility. We had to make a presentation to senior leadership, and I 

had to ask who is on the team. Maybe it’s out there and I don’t know where to look for it but that in of itself is a 

problem.”  

 

➢ “Not sure how many years ago, at least 5-6, there was one event that was set up as a drop-in cafe with senior 

leadership at different stations. You could sit and chat, so that was a very low risk way to communicate with SLT. 

Unfortunately, it only happened the one time.”  

 

➢ “Going back 10-15 years, some of you may remember Ken Webb, and he was somebody you could see in the hall and 

he’d chat with you. You Could bring up a concern. He genuinely heard you and tried to do something about it. Those 

days are in the past though and you don't see senior management in the hallway. It changed, too, we used to have 

great Christmas parties and a golf tournament. We don’t do those anymore; something has changed, and not for the 

better.”  

 

➢ “I like that they’re even doing these focus groups. It’s all good signs. It’s not like they don't want to hear from us but 

they're not looking for the right things. Coming to our classroom is really good, it gives visibility, they’re willing to spend 

a few hours but if they’re not experts in the areas we teach in, they can’t’ tell if we’re teaching well or not. It would be 

far more effective to have executive people to have roundtables with 9-10 people. Each exec does one a week, just ask 

us what's going on so we can explain it to them. There’s so much about what’s challenging to us in the classroom that 

they'd never be able to tell from watching us teach because we don’t convey that to our students.”  

 

➢ “Part of me thinks attending staff meetings. Knowing we’re in an online environment, they can’t walk into our areas, 

so I think an easy win would be attending some staff, departmental meetings. I know they’ve extended the opportunity 

to view classes, but has Fred attended? I know there have been attempts made but it’s not as organic in the online 

environment, so it needs to be very intentional.” 

 

Organizational Change 

The College is currently working on many activities that will impact the way the organization functions and the way 

education is delivered. 

Employees are familiar with CBR, the diversity and inclusion initiative, LinkedIn learning, and employee engagement. 

Employees are less familiar with the finance transformation, strategic planning, and change management 

strategy/PROSCI.  

• Employees who had been directly involved with the change management strategy/PROSCI training were familiar with 

this activity. They also used it as an example of an initiative that was started but did not seem to go anywhere. A few 
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participants who had taken the PROSCI training indicated they were not sure what the outcome of the change manage 

strategy was or if the strategy had been dropped altogether.  

• Employees were very excited to learn more about next steps with employee engagement initiative and wanted to 

know how they could access the results of the focus groups.   

• Many employees indicated they have very little extra time to invest in these activities as they were overloaded with 

their day-to-day work requirement. Several indicated that rolling out new initiatives during the pandemic was not 

ideal.  

 

 
➢ “Just a question about the change management strategy. I was sent on the course, there’s a change management 

course, PROSCI, a very expensive course to be sent on. I know people who were on it even further back. But as far as 

I’m aware, nobody I know who has taken it has used it. I don’t know anyone who has talked about being in the meeting 

with the specialist doing it. So, it feels like a lot of money was spent on it but it’s not being used. I know the buzzwords 

but as far as who is going to use it and when, I don’t know much about that.”  

 

➢ “You mentioned the engagement survey we did. I’m frustrated a bit because we haven’t gotten the results from that. 

The college is talking about accountability and transparency, they have all this data, they should release it.”  

 

➢ “To be honest, my workload is so fast paced now, and I have so many responsibilities. It’s hard for me to keep up with 

the inner workings of the college to feel like I’m wholly and fully engaged and relate to them. I focus on the day to day, 

what’s right in front of me. As a result, I wish I could give better answers, but I don’t feel too connected to these 

initiatives or what they entail. I have a lot of meetings, a lot of classes to teach.”  

 

➢ “Providing a really clear context and background is key to what is going to be changed, the impact of that change in 

terms of benefits, when will it be done? Overall, key communications for that change needs to be done early and also 

give ample time for staff to transition to that change. As long as that information is provided early as to why the 

change is needed in terms of impacts and benefits, those are the key areas that have been good.”  

 

What is the ideal way to ensure that employees are engaged in a college-wide initiative? 

• Face-to-face interactions. 

• Have a consistent strategy around the platform used to communicate information.  

• Use the Staff News as it is a great source of information and employees regularly read it.  

• Involve employees in the decision-making process from the start. Remove barriers. Keep the focus on what is best for 

the students.  

• Setting clear expectations for employees in terms of what is expected for engagement.  

• Listening to employees’ ideas and incorporating a two-way communication approach with senior leadership.  

• Provide clear communication, early as possible. 

• Keep in mind, there is an information overload with new initiatives announced frequently.  
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➢ “What is important is making sure the information coming through has clear context of why, what, and how - what 

are the requirements for that person. I found over the past few years, the challenge is not getting information, it’s 

about getting too much information. There’s new initiatives every day, new COVID information, it’s information 

overload.”  

 

➢ “Different initiatives are communicated in different platforms. For COVID, I go to the website but for the strategic 

planning I go to HUB, for HR I go to email. I would suggest the college might have a more consistent strategy around 

the platform they will use with this audience, and another platform they’d use for another audience, so to be clear, so 

I’m not remembering to go to HUB or the website or email for various things. It’s confusing and it’s exacerbated by the 

volume of information”  

 

➢ “There is a lot of information in the staff news. If you read it every day, you know what’s going on. Thankfully they’ve 

done a new thing, if it’s a new item, you look for the new icons and do that every day, it’s not hard to stay up to date.”  

 

➢ “I’d like to be informed earlier and consulted about what would be the best way to make it happen. I’m not aware of 

any employees who don’t want the college to do well and succeed. We’re all proud to work here and are invested in 

our students’ success. For me, the frustration you hear from colleagues, I feel like the college keeps putting obstacles 

in my way to do the best job for my student while telling me the college is doing what’s best for the college. I don’t 

understand the disconnect between what’s best for students and what’s best for the college down the line.”  

 

Employee Engagement Revisited 

 
How have you contributed to Employee Engagement at the College?  

• Recently, there have not been a lot of opportunities.  

• The employee engagement survey.  

• The transition to online learning due to the pandemic. 

• The envision program. 

• The PROSCI training.  

 

How do you think you and your colleagues could be more engaged with different college initiatives?  

• Sharing initiative plans as soon as possible and keep employees updated throughout the process.  

• Taking individual initiative and encouraging colleagues to take initiative.  

• Ensure that outcomes will be communicated.  

• Build trust and transparency with employees to encourage participation.  
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➢ “Prior to COVID, there was at least 4-5 things that were major changes happening at the college and I would think a 

lot of it has to do with COVID and that’s why it’s not moving forward but I did see they were going in that direction. 

But it was a lot to take in as well. There were so many directions of change. I don’t know if that’s any good either - all 

at the same time. But having a delay because of COVID. It’s good to do this.”  

 

➢ “I think I’d like to know what our plan is moving forward. We’ve done this great job of moving here but I want to know 

what our plan is. Are we thinking about what’s happening moving forward? But even in terms of classroom - are we 

going to outfit our classroom with cameras? The equipment we need has to be able to provide online and in-person. 

Are we cutting edge on that? Or do we just say we’re at the forefront of technology but aren’t?”  

 

Looking forward, what do you think RRC can do to create the best work environment for its employees?  

• Build trust through transparency.  

• Be forthcoming with information, both good and bad.  

• Bring back engagement opportunities (Red Forum, baseball events, social events, etc.). 

• Normalize irregular working hours (due to the pandemic and working from home). 

• Don’t limit communications and the focus of communications to the NDC. Reach out to the other campuses as they 

often feel overlooked.  

• Focus on re-building a stronger community and corporate culture.  

 

 
➢ “To me, trust is the foundation of any relationship. We’re talking about relationships between management and 

employees and that’s where it has to start, then good things flow through it. We can do some exercises in building 

trust and that will go a long way to healing the problems.”  

 

➢ “Honesty in terms of their goals, their priorities, and the restrictions they’re under. So, we’re all grownups if we’re 

facing cutbacks, let us know. Let us know the bad news. That’d go a long way to building trust, which is critical.”  

 

➢ “I think just trying to break down those physical barriers, whether it be campus to campus or the SLT on 7th floor looking 

down on us. Just engaging people. It wouldn’t hurt to meet people, some of the minions. They used to do breakfast 

with the president - I don’t know if that’s the proper channel but things like that, engaging with the general population 

of the campus.”  

 

➢ “One thing I really liked was red forum.”  

 

➢ “I feel like there has been an overemphasis on these initiatives, I think we’ve lost the culture of what it means to be 

RRC. They are trying to do everything that looks sexy. Let’s do anti-racism because everyone else is doing it. There are 

so many identities you’re forgetting about your staff.”  
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➢ “It would start with more in-person communication from NDC. They really need to embrace the fact that the college is 

more than the two main campuses in Winnipeg. It comes across in everything they do, they don’t think about anyone 

else other than those two facilities. It’s a slap in the face, they're not thinking about us, completely oblivious we’re even 

out here and that shoots themselves in the foot.”  

 

What are the potential roadblocks that might be faced in creating the best work environment? 

• Lack of trust and transparency.  

• Damaged corporate culture.  

• Lack of funding.  

• The physical space and distance between the campuses.  

• Lack of standardized performance reviews.  

 

 

➢ “There’s a trust issue at this point with employees in a lot of areas. We’ve seen initiatives that are called employee 

engagement but really boil down to the same thing every time. We’re all in a place where our hair is on fire and there’s 

not a whole lot of actual listening, that produces results that reflect what they heard. That’s an obstacle, but it’s not 

insurmountable, but it’s important to be aware it’s there so they can let people know this is real.”  

Additional Feedback  

Employees generally feel well connected to their teams but there is a great deal of uncertainty that is magnified by the 

pandemic and the sense that there is a lack of information communicated from upper management. Some employees, 

particularly faculty, expressed concern regarding their job security. Many felt that the leadership team could communicate 

changes and events at the college in a more timely and transparent manner.  

 

➢ “As a team, we feel very well connected but when it comes to upper management levels, there seems to be a barrier. 

There’s a sense of uncertainty, or not that engagement relationship but within ourselves, there’s lots of engagement 

and conversation, a lot of wondering, and probably a lot more exacerbated anxieties when you don't’ hear or know. 

And they can't tell us because of COVID but some of those things - COVID is magnifying issues already in existence, 

whether it’s family, friends, or the work environment. It’s bringing to light a lot of things we were experiencing but 

really amplifying it now.”  

➢ “COVID is magnifying issues as well in the sense that we all saw more online learning, greater use of classroom space, 

but some of us suspect now that with COVID, it gives educational institutions to get rid of teachers, staff, do more 

remote teaching, limit space. It’s like the accelerator for what they needed to push it in that direction, so a lot of people 

are concerned about their job.”  
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More Empowerment for Program Managers and a Reduction of Red Tape.  

Employees would feel more empowered if their direct supervisors were more empowered. Currently, many employees 

are discouraged from bringing up issues or communication needs because they feel their requests do not have an 

outcome.  

 

 
➢ “I’d love for my program manager to come back from a meeting and tell me they’re allowed to go ahead with a work 

process idea I had. Like to empower my program manager to be able to make decisions on their own within a certain 

period of time so it doesn’t take months to get a simple response on something that’s urgently needed because of 

COVID. Being able to empower managers to make immediate changes without having to consult multiple places and 

then cycle through the same”  

 

Corporate Culture Changes  

Most employees, especially long-term employees, feel there has been a dramatic shift in the corporate culture at the 

college over the last several years. They indicated this may be attributed to the changes in senior leadership, the lack of 

communication provided around these changes, and the growing “top-down” structure at the college. This has led to a 

great deal of frustration and lack of trust in leadership. Many also cited that the lack of social events, opportunities to 

meet colleagues and leaders, has had a very negative impact on employee morale.  

 

➢ “I feel like there’s a lack of transparency on how the college is really operating at top. At the same time, do I need to 

know exactly how the college is operating at the top? Not necessarily. But I do need to know some decisions that are 

made to adjust my operations if necessary.”  

 

➢ “I’m a long-term employee and recently got my 35-year award. I can say, the last decade has been incredibly 

challenging in that regard and has really negatively affected the moral overall college-wide because of that sense of 

no transparency. I didn’t get that before. We’ve gone through several presidents and some of them have difficult jobs 

to do but we knew what they are doing. They were honest and up front. That was lost. I think Fred is doing an amazing 

job to try to shift that but the results of the past engagement survey, you see a lot of the negativity from long-term 

employees from the last decade. People are still very wary.”  

 

➢ “I’ve been at the college for about 13 years. I would have to say, when I first started, I was amazed. I felt like I had 

friends in pretty much every department of the college. Management knew our names. If they didn’t, they certainly 

wouldn’t hesitate to talk to you. I’d say the first 5 years, I thought I’d be one of those 85 years old still teaching. Now 

I’m looking for Freedom 55. I’m so disappointed in the downward trend in the culture at RRC.”   
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 Data modeling and analysis 
 
• Legerweb  
 Panel management 
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OUR CREDENTIALS 

 

Leger is a member of the Canadian Research Insights Council (CRIC), the 
industry association for the market/survey/insights research industry. 

 

Leger is a member of ESOMAR (European Society for Opinion and 
Market Research), the global association of opinion polls and marketing 
research professionals. As such, Leger is committed to applying the 
international ICC/ESOMAR code of Market, Opinion and Social Research 
and Data Analytics.  

 

Leger is also a member of the Insights Association, the American 
Association of Marketing Research Analytics. 

https://canadianresearchinsightscouncil.ca/
https://canadianresearchinsightscouncil.ca/
https://canadianresearchinsightscouncil.ca/
https://www.esomar.org/
https://www.esomar.org/uploads/public/knowledge-and-standards/codes-and-guidelines/ESOMAR_ICC-ESOMAR_Code_English.pdf
http://www.insightsassociation.org/
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