








Most notable results and trends per theme

e ESE’s overall Engagement score remains stable at 7.0, aligning with the broader EUR trend,
which has consistently maintained a score of 7.2 over the past two years. The department
of Applied Economics stands out with a notably score of 7.7 and has shown steady
improvement in recent years.

e ESE’s score on work stress has decreased from 5.0in 2024 t0 4.8, in 2025, marking a
concerning development that requires focused and immediate attention in the upcoming
Action plan. Employees from diverse cultural backgrounds, particularly those who preferred
not to disclose their specific background, report relatively low levels of work-related stress
(score below 4 out of 10). Similarly, employees at the early stages of their academic
careers, namely assistant professors, lecturers and PhD candidates, also score low on this
construct (below 4 out of 10). Across all departments and Professional Support Staff teams,
the scores remain below 5.5, suggesting that work-related stress is not only a prevalent
issue within ESE but also a broader concern across the university as a whole. Given that the
overall EUR score for thistheme in 2025 is 5.2, the issue clearly extends beyond individual
departments, underscoring the need for coordinated and effective measures at both School
and University level.

e Overall, Leadership scores at ESE are perhaps not an immediate reason for concern, apart
from one team—Education Management (4.7)—which has faced challenging
circumstances in the past period due to the absence of permanent leadership and reliance
on interim arrangements. This situation has since than been resolved.

Nonetheless, the leadership scores should be elevated, as ESE places high value on strong
and effective leadership that fosters sustainable, high-quality results and positive
commitment with employees and colleagues. Please note that the Professional Support
Staff results are presented as one combined group, encompassing both Operations and
Education Management in the current Action Plan, rather than as separate results in the
2025 E&E Scan. ESE’s 2025 leadership score is 6.5, reflecting an improvement from 6.3 in
2024. For comparison, the EUR score for this theme in 2025 was 6.8.

e The 2025 scores for the theme Autonomy are the same for both EUR and ESE, at 7.3. While
this score remains solid, it has shown a slight decline over the past three years. This trend is
not an immediate cause for concern but does warrant continued attention. Within ESE, the
departments of Applied Economics (8.2) and Business Economics (7.7) stand out positively
onthis theme.

e The theme Clarity shows a gradual improvement over the past three years at both the EUR
and ESE levels, with each scoring 6.6 in 2025. The only ESE-team scoring significantly lower
than the rest is Education Management (5.7); however, as mentioned earlier, this team
experienced challenging circumstances in the recent period.

e Also, the theme Development opportunities show a gradual improvement for ESE. Both
EUR and ESE score 6.3 in 2025 for this theme. The only ESE team scoring significantly lower
than the rest is Education Management (4.1); however, as mentioned earlier, this team
experienced challenging circumstances in the past year.

e The theme of Hybrid Working has shown consistent year-on-year improvement at both the
EUR (7.7) and ESE (7.4) levels. Within ESE, the departments of Applied Economics (7.8) and
Business Economics (7.9) stand out positively on this theme.

e Collaboration is a new theme introduced in the 2025 E&E-scan. Both EUR and ESE achieved
a score of 7.3. Within ESE, the Applied Economics (7.9) department and Education
Management (8.0) team stand out even more positively on this theme.

e ESE’s score for Inclusion is 6.9 in 2025, marking a slight improvement from 2024. There is
also a modest positive trend in comparison with the EUR score (7.2).

e The theme of Psychological Safety has declined at EUR level, decreasing from 6.6 in 2024 to
6.4 in 2025. At ESE, the score remains unchanged at 6.0, hovering just above a concerning
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threshold and therefore warranting continued attention. Employees from diverse cultural
backgrounds, particularly those who preferred not to disclose their specific background
(5.2 and 4.8), as well as employees from outside Europe (5.9), report relatively low levels of
psychological safety. Interestingly, PhD candidates score significantly higher on this
construct, with a score of 7.5, well above ESE's average. In fact, all academic roles report
scores above ESE's average: lectures (6.3), assistant professors (6.2), associate professors
(6.4), and professors (6.7). By contrast, four of the six ESE departments and teams fall
below this average: Business Economics (5.9), General Economics (5.4), and the
Professional Support Staff teams, including Operations (5.7) and Education Management
(4.5). The lower score of the Education Management team can be partly attributed to the
challenging circumstances they experienced in the period preceding the E&E scan.
However, the overall results indicate a broader and persistent concern.

It is essential to continue prioritizing and actively strengthening psychological safety across
all departments and teams to foster a supportive, open, and trust-based work environment.

Regarding the theme Recognition and Appraisal, the EUR score decreased slightlyto 6.2,
while ESE’s score increased by 0.1 to 6.0 compared with last year. Within ESE, the
Econometrics department scores below the overall ESE average at 5.4, and the Education
Management team scores even lower at 4.5.

The theme of Societal Impact shows a slight increase at the EUR level, risingt0 6.9. In
contrast, ESE’s score has declined over the past three years, reaching 6.3 in 2025. While the
department of Applied Economics performs relatively better with a score of 6.6, this still
represents a decrease of 0.5 points compared to last year. Within ESE, the departments of
Econometrics (5.9) and General Economics (5.6) score even lower, indicating that
strengthening societal engagement and visibility remains an important area for
improvement.

ESE’s Work Pressure score showed a slight improvement compared to last year, reaching
5.51in 2025. All ESE departments and Professional Support Staff teams scored below 5.9,
with Econometrics recording the lowest score at 4.5, unchanged from the previous year. In
2024, Applied Economics also scored 4.5, but successfully increased their score to 5.8 in
2025. Employees from diverse cultural backgrounds, particularly those who preferred not to
disclose their specific background, reported relatively low levels of work pressure (score of
4.0). Similarly, assistant professors scored lower on this construct (score of 4.5). For
reference, the overall EUR score this yearis 5.9.

The theme of Work-Life Balance has improved at ESE, increasing from 5.7 in 2024 t0 6.2 in
2025. However, scores on this theme remain considerably lower among academic staff.
Employees from diverse cultural backgrounds, particularly those who preferred notto
disclose their specific background, report relatively low levels of Work-Life Balance (around
4.5). Similarly, lecturers (4.5), assistant professors (4.8), and associate professors (5.6),
also score below average on this construct. In contrast, PhD candidates report relatively
high levels of Work-Life Balance, with a of 7.1 in 2025.

At the departmental level, Econometrics (4.8) and General Economics (5.3) fall below the
ESE average, while Business Economics (5.7) scores slightly below average. Only Applied
Economics performs well above average at 6.8, matching the score of Operations.
Education Management reports the highest score at 7.2, marking an improvement of one
full point compared to last year.
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Conclusions MT

The 2025 E&E Scan results for Erasmus School of Economics (ESE) present a nuanced picture,
showing encouraging progress in several areas alongside persistent challenges that warrant
continued attention. Themes such as Hybrid Working, Clarity, Development Opportunities, and
Work-Life Balance show clear positive trends, reflecting ongoing efforts to enhance flexibility,
communication, and staff development across the School.

At the same time, several themes remain cause for concern. Work Stress and Work Pressure
continue to be critical issues across most departments and teams, highlighting the need for
sustained action, both at the School and university level, to improve workload management
and overall well-being. Similarly, the stagnating or declining results on Psychological Safety and
Societal Impact point to the importance of fostering a more open, supportive, and externally
engaged work culture.

Leadership scores show gradual improvement, suggesting that previous interventions are
starting to take effect. However, continued effort is required to ensure consistent, high-quality
leadership practices across all levels of the organization. While overall Engagement at ESE
remains stable and in line with the EUR average, maintaining and strengthening Engagement
will depend on addressing the underlying challenges related to stress- and psychological
safety.

Although the 60% response rate achieved in this year’s scan is satisfactory, the MT aims to
further increase participation in future editions. Broader participation will ensure that an even
wider range of perspectives and experiences is represented, providing a more inclusive and
reliable basis for action.

In summary, the MT is encouraged by the positive developments in areas such as Hybrid
Working, Clarity, Development Opportunities (with the exception of Lecturers) and Work-Life
Balance, particularly among PhD candidates and Professors. However, the notably low scores
on Work-Life Balance among Assistant Professors, Lecturers, and Associate Professors, as well
as the persistently low scores on Work Stress, Work Pressure and Psychological Safety remain
matters of concern. Employees from diverse cultural backgrounds, especially those who
preferred not to disclose their specific background, and employees from outside Europe report
relatively low levels of psychological safety.

The ESE Management Team (MT) is dissatisfied with the results in these areas and particularly
concerned about the well-being of specific groups, including international employees and staff
from diverse cultural backgrounds, Lecturers, Assistant Professors and PhD candidates. The
MT is committed to gaining a deeper understanding of the underlying causes of these outcomes
and to taking targeted action to address them.

Most of the proposed actions (see ESE Action Plan on the next page) are designed to achieve
sustainable, long-term improvements. At the same time, the MT recognizes the need for short-
term measures that can provide immediate relief, for instance, extending the grading period for
examinations by one week. The School Council will be invited to contribute ideas and
suggestions for such short-term initiatives.

While there are reasons for cautious optimism, the results emphasize the need for sustained,

focused, and collective efforts, both within ESE and in close alignment with university-wide
initiatives, to strengthen a healthy, supportive, and high-performing academic community.
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