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The survey was administered to employees in the Administrative, Maintenance/Fleet 

& Facilities, and Operations divisions in May & June 2026, with 78 responses. 

Managers were surveyed for the first time.

Employees were able to complete the survey on a tablet, via a QR Code flyer, or 

through an emailed link. All results were transmitted directly to TransPro and have 

been compiled and reported at an aggregate level.

When available, results are compared to previous waves. Results by employee 

group are available starting in Wave 2.
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Methodology

Employee Group Respondents Response Rate

Administrative 12 86%

Maintenance/Fleet & Facilities 5 56%

Operations 52 70%

Managers 9 100%

Total 78 74%

Survey Wave Date

Wave 1 Nov. & Dec. 2022

Wave 2 Nov. 2023

Wave 3 Sept. 2024

Wave 4 Oct. 2025

Mountain Line Employee Engagement Survey – Wave 5 | May - June 2026



Results Overview
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Mountain Line overall employee engagement score is 71.

Employees are MOST satisfied with…

► Believing job performance is important to the success of Mountain 

Line [92%]

► Understanding what success looks like for Mountain Line [87%]

► Encouraged to learn from mistakes, continue growing, and develop 

skills as an employee [82%]

Employees are LEAST satisfied with…

► Mountain Line taking feedback seriously [47%]

► Receiving consistent and objective performance evaluations delivered in a 

timely and constructive manner [47%]

► Everyone at Mountain Line is treated with kindness and grace [49%]

Mountain Line Employee Engagement Survey – Wave 5 | May - June 2026

22%

32%
28%

18%

Respondent Tenure

Less than 1 year

1-3 years

4-10 years

More than 10 years



Key Takeaways
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• Employees remain highly committed to Mountain Line's value of customer 

commitment and embodiment of challenges.

• Mountain Line’s Employee Engagement Score decreased for the second 

consecutive wave.

• Communication from management continues to emerge as the primary 

organizational challenge.

• Employees want stronger feedback loops, not simply more communication.

• Supervisory consistency appears to be affecting trust.

Mountain Line Employee Engagement Survey – Wave 5 | May - June 2026
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Employee Engagement

To better understand and define employee engagement, four (4) key elements of the workplace 

experience are reflected:

Do employees feel they understand what success looks like for Mountain Line and 

how they contribute to that success?

Do employees believe they work in a safe environment where their perspective is 

invited?

Do employees believe they have the resources/tools necessary to perform their 

duties?

Do employees feel their supervisors provide feedback on their performance?

Mountain Line Employee Engagement Survey – Wave 5 | May - June 2026
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Employee Engagement

Wave 2 76

Wave 3 76

Wave 4 74

Wave 5 71

Employee 

Engagement Score

Mountain Line Employee Engagement Survey – Wave 5 | May - June 2026

88%

69%

82%

63%

85%

69%

83%

67%

85%

65%

82%

64%

87%

65%

78%

54%

I understand what success looks like for Mountain Line
and how my work contributes to that success

I believe I work in a safe environment where my
perspective is invited and valued, even if it differs from

that of my supervisor/manager and leadership

I have access to the appropriate information,
tools, and support I need to complete my job

satisfactorily

My supervisors/managers provide frequent and 
meaningful feedback on my performance and 

contribution to Mountain Line’s success

Wave 2 Wave 3 Wave 4 Wave 5
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Wave 5 Employee Engagement 

by Division

Administrative 85

Maintenance 75

Operations 67

Managers 75

Employee 

Engagement Scores

Mountain Line Employee Engagement Survey – Wave 5 | May - June 2026

92%

92%

92%

67%

60%

80%

100%

60%

87%

56%

73%

52%

100%

78%

78%

44%

I understand what success looks like for Mountain Line
and how my work contributes to that success

I believe I work in a safe environment where my
perspective is invited and valued, even if it differs from

that of my supervisor/manager and leadership

I have access to the appropriate information,
tools, and support I need to complete my job

satisfactorily

My supervisors/managers provide frequent and 
meaningful feedback on my performance and 

contribution to Mountain Line’s success

Administrative Maintenance/Fleet & Facilities Operations Managers
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Mountain Line Values

Customer 
Commitment

Collaboration

Respect

Integrity

Embrace 
Challenges

Mountain Line Employee Engagement Survey – Wave 5 | May - June 2026

100%

69%

67%

76%

98%

94%

75%

61%

73%

91%

96%

62%

55%

65%

87%

96%

69%

49%

71%

91%

I commit to making a welcoming environment for all, using
my expertise, skills, and knowledge

I feel actively listened to by my teammates and am treated
with compassion

Everyone at Mountain Line is treated with kindness and
grace

My work environment is built on trust and honesty

I commit to solving problems with an eye for improving our
service and our community

Wave 2 Wave 3 Wave 4 Wave 5
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Mountain Line Values by Division
Wave 5

Mountain Line Employee Engagement Survey – Wave 5 | May - June 2026

100%

83%

50%

83%

100%

100%

80%

60%

80%

100%

94%

63%

48%

67%

87%

100%

78%

44%

67%

100%

I commit to making a welcoming environment for all, using my
expertise, skills, and knowledge

I feel actively listened to by my teammates and am treated with
compassion

Everyone at Mountain Line is treated with kindness and grace

My work environment is built on trust and honesty

I commit to solving problems with an eye for improving our service
and our community

Administrative Maintenance/
Fleet & Facilities

Operations Managers

Customer 
Commitment

Collaboration

Respect

Integrity

Embrace 
Challenges
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Employee 

Perceptions
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Performance

*In Waves 3, 4 & 5, the onboarding question was only asked to employees who have been 

employed at Mountain Line for less than one year. There were 17 respondents in Wave 5. Mountain Line Employee Engagement Survey – Wave 5 | May - June 2026

83% 82%

89%

67%

80%

90%

84%
82%

71%
67%

82%

94%

88%87%
83%

88%

68%

77%

94%

85%
87%

82%

73%

67%

76%

93%

85%78% 78% 76% 74% 74%

92%
87%

My responsibilities
have been clearly

defined

I have access to the
appropriate
information,

tools, and support I
need to complete my

job satisfactorily

The onboarding
process was complete
and comprehensive*

On-going, job specific
training has been

consistently
 offered to assist me in

becoming a more
efficient employee

I see a clear 
connection between 
my work, department 

priorities, 
and Mountain Line’s 
mission, vision and 

goals

I believe my job
performance is
important to the

success of Mountain
Line

I understand what
success looks like for

Mountain Line and
how my work

contributes to that
success

Wave 1 Wave 2 Wave 3 Wave 4 Wave 5
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Performance: Administrative

Mountain Line Employee Engagement Survey – Wave 5 | May - June 2026

*In Waves 3, 4 & 5, the onboarding question was only asked to employees 

who have been employed at Mountain Line for less than one year.

91%

100%

82%

73% 73%

100% 100%

67%

78%

100%

67%

78%

89% 89%

100%

92%

67%

75%

92%

100%

92%83%

92%

67%

83% 83%
92% 92%

My responsibilities
have been clearly

defined

I have access to the
appropriate
information,

tools, and support I
need to complete my

job satisfactorily

The onboarding
process was complete
and comprehensive*

On-going, job specific
training has been

consistently
 offered to assist me in

becoming a more
efficient employee

I see a clear 
connection between 
my work, department 

priorities, 
and Mountain Line’s 
mission, vision and 

goals

I believe my job
performance is
important to the

success of Mountain
Line

I understand what
success looks like for

Mountain Line and
how my work

contributes to that
success

Wave 2 Administrative Wave 3 Administrative Wave 4 Administrative Wave 5 Administrative
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Performance: Maintenance/Fleet & Facilities

Mountain Line Employee Engagement Survey – Wave 5 | May - June 2026

*In Waves 3, 4 & 5, the onboarding question was only asked to employees who have been employed at 

Mountain Line for less than one year. There were no respondents in Wave 3 or 4 in that category.

88% 88%

63% 63%

100% 100%

75%

100% 100%

0

100%

86%

100%

57%

75%

88%

0%

75% 75%

88% 88%

100% 100% 100%

80% 80% 80%

60%

My responsibilities
have been clearly

defined

I have access to the
appropriate
information,

tools, and support I
need to complete my

job satisfactorily

The onboarding
process was complete
and comprehensive*

On-going, job specific
training has been

consistently
 offered to assist me
in becoming a more
efficient employee

I see a clear 
connection between 
my work, department 

priorities, 
and Mountain Line’s 
mission, vision and 

goals

I believe my job
performance is
important to the

success of Mountain
Line

I understand what
success looks like for

Mountain Line and
how my work

contributes to that
success

Wave 2 Maintenance/Fleet & Facilities Wave 3 Maintenance/Fleet & Facilities

Wave 4 Maintenance/Fleet & Facilities Wave 5 Maintenance/Fleet & Facilities
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Performance: Operations

Mountain Line Employee Engagement Survey – Wave 5 | May - June 2026

*In Waves 3, 4 & 5, the onboarding question was only asked to employees 

who have been employed at Mountain Line for less than one year.

80%

73%
70%

67%

80%

90%
87%

89%

81%

87%

62%

76%

95%

89%
86%

77%
75%

63%

71%

91%

83%77%
73% 73% 71% 71%

92%
87%

My responsibilities
have been clearly

defined

I have access to the
appropriate
information,

tools, and support I
need to complete my

job satisfactorily

The onboarding
process was complete
and comprehensive*

On-going, job specific
training has been

consistently
 offered to assist me
in becoming a more
efficient employee

I see a clear 
connection between 
my work, department 

priorities, 
and Mountain Line’s 
mission, vision and 

goals

I believe my job
performance is
important to the

success of Mountain
Line

I understand what
success looks like for

Mountain Line and
how my work

contributes to that
success

Wave 2 Operations Wave 3 Operations Wave 4 Operations Wave 5 Operations
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Performance: Managers

Mountain Line Employee Engagement Survey – Wave 5 | May - June 2026

67%

78%

100%

78% 78%

100% 100%

My responsibilities
have been clearly

defined

I have access to the
appropriate
information,

tools, and support I
need to complete my

job satisfactorily

The onboarding
process was complete
and comprehensive*

On-going, job specific
training has been

consistently
 offered to assist me in

becoming a more
efficient employee

I see a clear 
connection between 
my work, department 

priorities, 
and Mountain Line’s 
mission, vision and 

goals

I believe my job
performance is
important to the

success of Mountain
Line

I understand what
success looks like for

Mountain Line and
how my work

contributes to that
success

Wave 5 Managers

Managers were surveyed for the first time in Wave 5.
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Positive Feedback
• Mentorship: One employee actively works to encourage and support newer, more enthusiastic team members by welcoming their problem-

solving proposals.

Areas for Improvement
• Communication and Transparency: Employees requested advance notice for operational changes–such as construction and stop 

closures–rather than learning about them as an afterthought while in the field. There is also a desire for greater transparency regarding the 

company’s overall direction.

• Operational Efficiency: One employee suggested better utilization of operators on the extra board during downtime.

• Support and Workload: There is a need for better support during times of shifting responsibilities, as staff feel pressured to "just get it done" 

without consideration for sustainable workloads.

• Recognition and Role Clarity: One employee feels that their value is overlooked by leadership and that they are assigned "leftover" tasks 

rather than meaningful projects.

• Structure and Equipment: Feedback highlighted a lack of structure compared to previous years and a need for updated, professional 

uniforms to replace those that are faded or outdated.

Performance –

Open Response Summary 

Mountain Line Employee Engagement Survey – Wave 5 | May - June 2026
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• #10 [I commit to solving problems with an eye for improving our service and our community], I do feel that way but I think that leadership often overlooks the 

value that I bring to the organization

• My role has a long-term effect on Mountain line's success, but it could be dissolved and operations would not suffer in the short-term. My role does not ever 

directly support the mission, vision, or values, but supports other departments in their pursuit. 

• Responsibilities change all the time but no extra help is given. People are expected to "just get it done" without thinking about how much work one person 

can really handle.

• As an operator, I would expect that need-to-know changes to the daily operations would be communicated in advance and not an afterthought.  Example: 

Kaspar construction and stop closures not clearly defined for both passengers and operator and the latest changes and not passed on at check in. Example: 

ongoing detour on Butler, is anyone in communication with the contractor?  Dispatch seems to rely on operators to know what's happening.

• No, all I know is this place is way different than it was 8 years ago. There is no structure, no standard uniform, and the majority just seem to do what 

whatever they want.

• I will perform the first priority of Mountain Line's mission, safety, customer service and satisfaction, and to remain on track and time for the scheduled service 

of our commitment to our customers, co-workers, and the administration of mountain line, thanks!

• I believe that is assigned for me is just what's left over and never given any actual project as its always given to my counterpart.

• Do the best of my knowledge and be able to understand to be the mountain line driver. Do the best I can through out the day everyday that is all I can do if I 

make a mistake that's a learning experience 

• With all the changes happening in the company it's hard to navigate where the company is going. More transparency would be appreciated in the changes 

going on. 

• Need to get better pay

Performance –

Open Response Full Results 

Mountain Line Employee Engagement Survey – Wave 5 | May - June 2026
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• There are times when, during the summer months, there are several operators on extra board for like 4 hours or more after their shift. It’s hard figuring out 

what we should all be doing besides sitting in the breakroom. I appreciate that we are all still getting paid, it just seems like if there are 18 people on extra 

board then we should just have some extra routes running during the summer?

• Work hard.

• I think this feedback that I am giving is overall positive. With respect to question 9 [I commit to making a welcoming environment for all, using my expertise, 

skills, and knowledge], I think that I can do better. I've worked here for a while, and sometimes when I encounter newer employees who have more energy 

and enthusiasm, I try to encourage them if they have proposals to solve problems. With respect to question 8 [I believe my job performance is important to 

the success of Mountain Line], I think that I can do a little better to apply my talents here. That's something that I've been working on for a few years at least. 

Otherwise, Mountain Line is inclusive and does a good job with all kinds of different employees with respect to questions 3-7 [The onboarding process was 

complete and comprehensive; My responsibilities have been clearly defined; I have access to the appropriate information, tools, and support I need to 

complete my job satisfactorily; On-going, job specific training has been consistently offered to assist me in becoming a more efficient employee; I see a clear 

connection between my work, department priorities, and Mountain Line’s mission, vision and goals].

• To be successful, we need an updated uniforms. The uniforms are beginning to look faded and outdated. Can that be done? 

• We as drivers need better communication when things change in the field. often there are major changes due to construction or other issues and we are not 

informed until we're in the field and we encounter the changes. 

Performance –

Open Response Full Results 

Mountain Line Employee Engagement Survey – Wave 5 | May - June 2026
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Feedback

Mountain Line Employee Engagement Survey – Wave 5 | May - June 2026

55%

75%

52%

61%

54%

67%

88%

69%
71%

57%

63%

57%

76%

57%

69%

61%

67%
69%

76%

56%

62%

49%

64%

47%

82%

58% 58%

47%

54%

I receive consistent and
objective performance

evaluations delivered in a
timely and constructive

manner

I am encouraged to learn
from my mistakes, to

continue growing in my
position, and develop my

skills as an employee

I am recognized and
respected when I bring

ideas or make
suggestions to improve

Mountain Line processes

Mountain Line
communicates in a

manner that meets my
learning needs

I believe Mountain Line
takes employee feedback

seriously

My supervisors/managers 
provide frequent and 

meaningful feedback on 
my performance and 

contribution to Mountain 
Line’s success

Wave 1 Wave 2 Wave 3 Wave 4 Wave 5
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Feedback: Administrative

Mountain Line Employee Engagement Survey – Wave 5 | May - June 2026
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Line’s success

Wave 2 Administrative Wave 3 Administrative Wave 4 Administrative Wave 5 Administrative
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Feedback: Maintenance/Fleet & Facilities
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23

Feedback: Operations
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respected when I bring

ideas or make
suggestions to improve

Mountain Line processes

Mountain Line
communicates in a

manner that meets my
learning needs

I believe Mountain Line
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Line’s success

Wave 2 Operations Wave 3 Operations Wave 4 Operations Wave 5 Operations
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Feedback: Managers

Mountain Line Employee Engagement Survey – Wave 5 | May - June 2026
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Wave 5 Managers

Managers were surveyed for the first time in Wave 5.
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Feedback –

Open Response Summary
Positive Feedback
• Mentorship and Role Modeling: Some supervisors are highly praised for their work and role as mentors for newer team members.

• Improvement in Supervisory Interaction: One employee notes an improvement in supervisor-operator interactions, with many supervisors now 

described as friendlier and more mellow compared to the past.

• Respectful Culture: Employees generally describe the people at Mountain Line as very respectful.

• Accessibility: A newer employee has found supervisors to be willing to listen when they ask questions.

Areas for Improvement
• Communication: This is the most frequently cited issue. Employees report a lack of transparency from administration, ineffective use of email, and 

a disconnect between leadership's "big picture" and the daily reality of front-line staff. There is a strong desire for more direct, face-to-face 

communication regarding why decisions are made.

• Feedback Quality: There is a significant lack of balanced feedback; one employee notes feeling they only hear about errors and receive little 

recognition for successes. Many express a desire for more consistent, constructive, and evaluative feedback.

• Management and Supervision Style: Concerns were raised regarding inconsistent leadership, favoritism, and unfriendly or standoffish behavior 

from some supervisors. Some staff feel their suggestions are not truly considered or acted upon.

• Administrative Disconnect: Employees perceive a divide between "upper administration" and the staff responsible for daily operations, feeling 

that their value is sometimes overlooked.

• Operational Support: There are concerns regarding heavy supervisor workloads, which sometimes leads to radio traffic being ignored. 

Additionally, scheduling issues–such as overbooking drivers–and a lack of consistency in leadership are creating challenges.

• Retention and Growth: One employee suggested that the company should focus more on understanding employee needs (perhaps through a 

retention department) to reduce turnover.

Mountain Line Employee Engagement Survey – Wave 5 | May - June 2026
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• Feedback on my performance from the GM team is limited to errors, with very little feedback on successes

• Operation Supervisors need work and adjustment regarding supervising Operators with more professionalism, positivity, and motivating drivers. 

• Lower rungs on the ladder are not always supported or treated with respect by upper administration. There is a disconnect between the bigger picture of 

admin positioning ML for the future and the people doing the day-to-day keeping the lights on and busses running. Most of it could just be solved through 

more effective communication. A quote I heard from a tradesperson in the company ran something like "Admin makes decrees from the ivory tower that we 

have to follow and we grumble because they have adverse effects. If they would just come down the steps and tell us face to face why the decrees are made, 

we'd have a lot less to grumble about.“

• Rankings of neutral are driven by lack of consistency in Director level leadership in Planning. I have had 4 different supervisors in last 3 years since Planning 

was "decentralized" and then recently brought back under Deputy GM. During this time, it has been challenging to develop a quality trusted 1:1 relationship 

with my supervisor for ongoing constructive feedback. 

• Don, the main supervisor is an unfriendly person and has his "favorites". He does not acknowledge other drivers and does not give positive feedback unless 

its negative. 

• No news is good news

• As stated previously, I will make it my mission to perform on a professional manner.

• I think they need a retention department to analyze what employees needs or wants are and you may not have such a revolving door of employees 

• Communication is important. It's not used properly. Being yelled at ain't Communicating it's disrespectful making the other person feel bad. We all need to 

respect each other and help another besides getting discouraged and frustrated. Respect goes both ways. 

Feedback –

Open Response Full Results

Mountain Line Employee Engagement Survey – Wave 5 | May - June 2026
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• With some supervisors and management, I don't feel as if my suggestions are truly considered, and if they are, there is no follow up. It sounds that with some, 

they listen, but don't truly plan to do anything. Some supervisors I don't even try to talk to because they are standoffish and unfriendly. It seems as if they are 

too busy to listen.

• Focus

• We first had reviews every quarter, it seems like we haven't received them in a while? Most of the supervisors have significantly improved and have had much 

friendlier, mellow interactions with the operators. It does seem like the supervisors have a significant workload and are constantly busy with putting together 

the schedules, and sometimes don't answer the radio traffic, sometimes? It seems like a specific position, like a scheduler position like we use to have would 

be helpful? 

• Communication is the single greatest shortcoming of this organization. It is 2026 and some carpet dwellers still don't seem to realize that email does in fact 

exist. 

• I haven't done this job very long. I asked enough questions and a supervisor is always willing to listen.

• I think in spite of some administrative shake ups, Mountain Line has made some forward strides from last year and previous years with respect to question 19 

[Everyone at Mountain Line is treated with kindness and grace]. As far as question 20 goes [My work environment is built on trust and honesty], I have mixed 

feelings about supervisors doing evaluative duties on top of their other responsibilities, but that seems to have been the direction we've headed in. People at 

Mountain Line are very respectful. The supervisors—particularly Nick, Clairice, Marco, and Rachel (I hope I'm not leaving anyone out)—have done absolutely 

superlative work and have apparently been good mentors and role models for our newer supervisors who've come on board this past year. This is an 

improvement from the way things were in the past with respect to questions 17-18 [I believe Mountain Line takes employee feedback seriously; I feel actively 

listened to by my teammates and am treated with compassion]

• Could be better

• No feedback is provided nor available to drivers. Is there a way to see how we're doing? Once a person see their flaws, surely, that can be corrected. 

Supervisors have some dishonesty going around them with scheduling, which results in over booking drivers. 

Feedback –

Open Response Full Results

Mountain Line Employee Engagement Survey – Wave 5 | May - June 2026
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Job Satisfaction

Mountain Line Employee Engagement Survey – Wave 5 | May - June 2026
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I believe I am fairly
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I would recommend
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I am satisfied with the
benefits I receive
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Job Satisfaction: Administrative

Mountain Line Employee Engagement Survey – Wave 5 | May - June 2026
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Job Satisfaction: Maintenance/Fleet & Facilities
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Job Satisfaction: Operations
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Job Satisfaction: Managers
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Job Satisfaction –

Open Response Summary
Positive Feedback
• Professional Growth: One employee values internal promotion opportunities and appreciates the professional development paths available 

within the organization.

• Workforce Quality: One employee mentions that there are "many great people" to work with at Mountain Line.

Areas for Improvement
• Compensation and Pay Equity: A primary concern is the "step table," which employees feel does not accurately reflect years of service, 

leading to morale issues. Employees also reported issues with pay accuracy for those in dual roles and a feeling that compensation does not 

keep pace with the cost of living.

• Benefits Affordability: Multiple respondents indicated that benefits are too expensive and that the deductions significantly reduce their take-

home pay.

• Workplace Culture: Some staff perceive the culture as having become "stiff" and less collegial post-COVID. Concerns were also raised 

about a "punitive" work environment, lack of respect, and issues with interpersonal honesty.

• Leadership and Communication: Feedback highlighted a need for more supportive leadership, better transparency regarding operational 

decisions, and proactive supervisory check-ins regarding employee workload and time-off needs.
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• I believe my compensation could have increased when I took on more responsibilities for other departments to cover the loss of Maintenance Superintendent 

and Operations Director, but I'm not too worried about it providing my workload decreases back to normal level when those positions are rehired. 

• I wish the BCBS was better and more affordable for the family 

• I have conflicted feelings about Mountain Line work culture. It seems to have changed especially since Covid but it's also about when my department was 

formally eliminated which has contributed to my own perception of the workplace as being less collegial. We used to have some fun together at work; now it 

seems the workplace is far more "stiff", people not as willing to share new ideas or bring up issues of concern and provide proactive solutions. My scoring of 

neutral for recommending Mountain Line as employer stems from knowing how hard the role of operator is (managed down to the minute) and what appears 

to be a fairly punitive work environment of constant HR write-ups. I also am aware that fleet and facilities team, which seem to be deprioritized for 

compensation increases compared to operators.

• Benefits could be cheaper

• The benefits are expensive and other add-ons that increases the benefit amounts. The wage goes down after all the benefits are applied along with the 

retirement. 

• Mountain Line is a tolerable place to work.

• Engage with precision and on a professional level.

• I am very satisfied with my job but being we work 51 weeks out of the year including holidays could supervisors see if their team employees are happy or need 

time off or schedule adjustments. I don't believe in the fake sick call off program to get a day off 

Job Satisfaction –

Open Response Full Results
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• By working here the atmosphere is way off. No respect, people dishonesty, no communication skills, and putting another employee down, really no help with 

problems that needs to be solved from. Higher-ups. 

• Compensation is an embarrassment at Mountain. If this were a union house, I would be much more fairly compensated. I don't advocate for unions, but in this 

area i feel grossly disrespected. There have been 2 times where this company committed raises, and through no fault of our own the raises were denied. I 

have never worked for a company that made such irresponsible decision making and in this regard I am truly ashamed to be a part of this organization. 

• More money is always more desirable especially with the economy the way it is. Gas prices are killing me and so is the cost of everything else. I can make 

more somewhere else but I want to stay here.

• I believe I am fairly compensated in my position. I am compensated for my supervisor position, but when I drive, accounting low balled me on my drive pay!!!!! 

• It's fine. It's a job. It's not the worst run company I've worked for but also not the best. Notably, Don is not great at his job

• Many great people here.

• There are a lot of opportunities at Mountain Line. Usually, people who have been promoted internally have done quite well, and it's been encouraging to see 

their professional development (question 22). Mountain Line has a good employee compensation and benefits package. It seems like we're employing more 

drivers than we ever have.

• Benefits are too expensive. On top of that, they added some more extras. This down sizes our paydays. Flagstaff is high priced of living and every penny 

counts when living here. As a driver, what more of a professional growth do we need? Do we need to go higher to supervisor positions, which is a bit 

demanding? 

• The step table is supposed to represent years of service. and yet there are drivers who have many years of service that are receiving pay at a level well below 

those years of service. this is not conducive to positive morale. 

Job Satisfaction –

Open Response Full Results
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Management
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Management: Administrative
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Management: Maintenance/Fleet & Facilities
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Management: Operations
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Management: Managers
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Management –

Open Response Summary
Positive Feedback
• Valued Mentorship and Management: Several managers and supervisors are highly regarded for their support, accessibility, and ability to act 

as effective buffers between administration and staff.

• Accessibility: One employee reports positive experiences with supervisors who maintain open-door policies or are available via direct 

messaging for urgent issues.

• Organizational Stability: There is recognition of steady improvement within the organization over the last few years, particularly following the 

initial challenges of the COVID-19 pandemic.

• Respectful Supervision: Employees noted that some direct supervisors are respectful and treat them well.

Areas for Improvement
• Communication Gaps: A significant theme is the lack of transparency from management, particularly regarding workflow changes, operational 

decisions, and construction/detours in the field. Drivers expressed frustration at learning about issues only after encountering them in the field.

• Management Presence and Engagement: Employees reported concerns about "absent" management, noting a lack of physical presence 

among drivers, failure to communicate everyday happenings, and infrequent or non-existent drivers' meetings.

• Supervisory Workload and Responsiveness: Supervisors are perceived as being overwhelmed, which negatively impacts their ability to 

respond to radio calls or offer meaningful support to drivers.

• Perceptions of Hiring and Promotion: There is confusion and skepticism regarding how promotions are handled, with some staff questioning 

the criteria used for advancement and expressing concern that positions may not always be filled by the most talented candidates.

• Administrative Disconnect: Staff described a divide between administration and "worker bees," citing a need for better translation of strategic 

goals into tactical/operational realities.

• Payroll Issues: There are recurring reports of unresolved payroll problems that cause frustration for staff.
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• My direct supervisor is respectful and treats me well, but the GM team can be very harsh.

• My manager has a lot of different responsibilities and has to attend serval conferences throughout the year which can cause delays in responses, but they 

always make sure to check back in their email to follow up on items, and if something important is on a short timeline, I can send them a direct message and 

they'll help make it a priority. 

• Jon is the best manager I have had in my decade of work experience and probably will be the best manager I ever have. He listens, supports, and jumps in 

the trenches when he needs to. Outside of that, he knows that he is the buffer between administration and us "worker bees." He does an effective job of 

translating between administrative strategic goals and our tactical / operational needs. 

• Do not currently have a Direct Manager, just a supervisor so that is why my answers are all neutral with a disagree lean

• I am still in process of getting to know my current supervisor's preferred communication style and working relationship. She is generally fairly accessible; I 

have scheduled 1:1s and feel comfortable with informal communication (TEAMs) for certain items and she has an open-door type working style that I feel that 

I can drop by her office to quick chat on an immediate issue. 

• Manager is in basically absent.  Lacks a physical presence among the drivers.  Fails to strategize and communicate with the drivers about everyday goings-

on. Stays hidden, only engages with drivers when drawn out of his cave.  Fails to respond to emails from drivers. Fails to fix payroll problems that reoccur for 

months and never get solved. Talks the talk, but doesn't walk the walk. Nice guy, though - just ineffective.

• When suggestions or ideas come across, supervisors have an awkward reaction and response. Supervisors are slow to respond when called on the radio 

which makes the current situation stressful. Supervisors are over worked and not strict enough on policies & procedures. 

• I have a manager? Somebody approves my timesheet and requested days off, but I thought that just might've been AI since most of this is self-service 

programs and apps.

• Stated as previously, on my mission for Mountain Line.

Management –

Open Response Full Results
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• Too much management supervisors if I owned the company and I owned companies before I would have more drivers with only one supervisor per shift and 

then be able to cover drivers' days off 

• Work together not against each other

• We don't have drivers' meetings anymore. This ended years ago - a very clear indication of what they think of our ideas and suggestions. 

• Most managers or supervisors seem way to overwhelmed with there work to offer any kind of real relationship with the drivers. There's only 1 that really takes 

extra time but that person is way over worked and has way too much to do.

• I’ve had conflicting thoughts on why certain people have gotten promoted and others demoted back to an operator? There are things I don’t understand which 

is why I have questions regarding promotions? Some people haven’t been employed with the company too long and have gotten promoted.

• Notably, Don is not great at his job. Sometimes at companies, people who are not suited to their position hire and promote more people who are also not 

suited to their position. Sometimes at various companies, people who are present are promoted simply because they are present, not because of any 

particular talent or ability. This can be a death spiral. 

• As anywhere, some supervisors are much better than others. I am grateful to have more than one resource.

• There is no transparency from Management and supervisors. There is no transparency when there are changes made in the work flow. Only transparency is 

when there is a detour for particular routes. Some drivers are openly opinionated, and when we use that, we are looked down as a mean person or they 

alienate that person by not talking to them and/or ignoring them. The manager is never available. He is always tied up in meetings. Supervisors are not in 

dispatch nor at the Kaspar office, which is understandable. 

• We need more consistency from supervisors. and more communication when things change. construction, detours, and other things happen in the field and 

we receive no communication about these things until we encounter them and even then, sometimes nobody knows or if they do, they don't tell us what is 

going on.

Management –

Open Response Full Results
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• I think that Don Palmer has done exemplary work as manager. I think someone in that position should delegate responsibility and step in and intervene in 

situations as is necessary, and that seems to be how he's handled it. I cannot imagine doing that job myself in the situation I'm in right now. We are blessed to 

have him. I also had favorable interactions with and impressions of previous managers like David Doss, Randy Sharping, and Randy Biles, but I understand 

that they ran into some personal difficulties and had to step aside. Heather also has really been a very steady presence. I think the last years of her tenure 

were really the best, but it was steady improvement after a couple of rocky years (with the COVID-19 epidemic) after she first took over for Erika. Kate Morley

also seems very intelligent and is a very impressive public speaker. It was reassuring to hear that Kate would be stepping into the interim CEO role because 

some of us were anxious when we heard Heather was stepping down, though I had a feeling that it was going to happen this year. Jim was good too, but I 

thought that he was hard to reason with sometimes. He used this broken record tactic on you sometimes. I heard that Erika was a good listener, but I never 

had to come to her with a problem.

Management –

Open Response Full Results
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Employee Safety
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Employee Safety: Administrative
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Employee Safety: Maintenance/Fleet & Facilities
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Employee Safety: Operations
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Employee Safety: Managers
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Employee Safety –

Open Response Summary
Positive Feedback
• Supervisor Support: Some employees generally feel that supervisors are supportive.

• Peer Support: Staff value their internal support systems, noting that peer collaboration helps manage stressful customer interactions.

Areas for Improvement
• Workplace Culture and Fear: There is a concern regarding a "culture of fear" surrounding incident reporting. Employees feel consequences 

are unpredictable and that they risk their jobs when reporting issues.

• Compensation and Staffing: Employees cited insufficient pay, understaffing, and a lack of additional compensation for "duties as assigned" 

as major stressors.

• Safety and Maintenance: Feedback highlighted concerns regarding unsafe driving behaviors by some colleagues, poor vehicle conditions 

(specifically scratched/bent buses), and physical equipment hazards such as dangerous pump handles.

• Work Environment: The open-desk office arrangement makes it difficult for an employee to concentrate, and high workloads with insufficient 

time are common complaints.

• Professional Development: Employees suggested that the organization should implement a mentorship program and increase the frequency 

of safety training for experienced drivers.
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• I deal with a lot of angry people and help a lot of customers which will interrupt my workflow and combined will cause a good bit of stress. However, I feel like I 

have a good support system and a second person with me to help with the customers and we can talk to each other about these stressful situations which 

really helps.

• It is hard to concentrate on certain job tasks because of the open desk arrangements

• In regards to work stress, my department remains under staffed due to insufficient pay for all current duties especially with the cop out of "duties as assigned". 

Any duties as assigned should be paid at time and a half. 

• Question #38 [I am well informed of the risks in my job, how Mountain Line and I are required to address them, and given the necessary tools needed to 

complete my job safely] doesn't make sense under Employee Safety unless you are in Operations/Fleet/Facilities? 

• Too much work, not enough time

• Some drivers do not drive in a safe manner. The buses are bent out of shape and scratched up. Some drivers do not drive with safety in mind when around 

school buses, they run the spot sign of the school buses. Some drivers go fast at the dcc parking lot. Some drivers are not patient for other drivers and do not 

proceed accordingly. 

• Stated as previously for Mountain Line's mission.

• Safety for the experienced driver should be revisited every year in my opinion not just when accidents happen. I think a mentorship program might benefit the 

newer drivers. 

• Good attitude and stay positive at works, always smile 

• I understand the risks and am perfectly fine with it. 

• Almost all the supervisors have our back on the platform.

Employee Safety –

Open Response Full Results
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• Regarding question 38, driving is really mentally demanding. The safety department is really good about training people to be aware of distracted driving and 

minimize it. 

• Can be stressful

• The fear is great!! The consequences are unpredictable. One day it's ok to report an incident, the next your job is on the line. So, yes, the fear is great when 

reports or incidents are made.

• Pump handles need to be replaced, squeezing hazard hard to hold on to it for 5 minutes. When a bus it takes 50 gallons at times how many buses that are out

Employee Safety –

Open Response Full Results
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Open Response Themes
Areas for Improvement
• Communication and Transparency: Employees requested more transparency 

regarding operational changes, company-wide updates, and bid information. Concerns 

were raised about last-minute rule changes and hidden duties on bid paddles.

• Administrative and Operational Disconnect: Staff identified a significant rift between 

upper administration and operational/trades staff, exacerbated by geographical 

separation. There is a call for leadership to better understand day-to-day operations or 

focus solely on high-level strategy to avoid conflicting directives that undermine 

departments.

• Operational Efficiency and Staffing: Suggestions included fixing chaotic scheduling 

(specifically the extra board and Route 7), assessing staffing needs, and providing better 

training for staff transitioning into new positions.

• Payroll and Compensation: Employees cited recurring issues with the payroll process, 

a need for a dedicated payroll specialist, and concerns regarding wage equity between 

tenured and newer staff, as well as high costs for family benefits.

• Infrastructure and Facilities: Feedback highlighted an urgent need to replace 

outdated, hazardous fuel pumps and improve the maintenance and cleanliness of bus 

stops.

• Workplace Culture: Suggestions included fostering a non-toxic environment, 

addressing favoritism, and showing more appreciation for long-term employees rather 

than appearing to focus solely on new hires.

Best Parts of Working at Mountain Line
• Colleagues and Camaraderie: This is the most frequently cited positive aspect. 

Employees deeply value the friendly, supportive, and "tight-knit" atmosphere 

created by their coworkers, drivers, and team members. Many describe their 

team as feeling like family, with coworkers who "have their back."

• Service and Community Impact: Staff find meaningful fulfillment in serving the 

public, interacting with riders, and helping community members (especially those 

who are differently-abled) get where they need to go.

• Supportive Culture and Management: Many employees appreciate the 

inclusive, well-being-focused culture. Specific praise was given to supervisors 

who remain helpful and supportive despite heavy workloads, as well as positive 

feedback for HR and certain administrative staff.

• Compensation and Benefits: Several employees mentioned that the benefits 

package, pension, and overall compensation are significant perks of working at 

Mountain Line.

• Work Environment and Innovation: Positive remarks were made regarding the 

clean, beautiful facility; the scenic routes in Flagstaff; and the company's 

willingness to innovate and experiment with new technologies.

“Leadership is all over the place. People are forced to wear too many hats, and it [lessens] 

their ability to see the entire field, and to be a good manager.”

“Organization and communication might be some areas of improvement. Also, some set 

policies that everyone can go off of. There is also some institutional knowledge that 

tenured employees might have? Don’t hire someone new, then completely change the way 

that the tenured employees have been taught for a number of years before. There needs to 

be more focused attention on long term employees and appreciation vs hiring new 

employees and appearing to make the old employees look toxic to get a new crew.”

Mountain Line Employee Engagement Survey – Wave 5 | May - June 2026

“The best part of working here is the genuine focus on your well-being.” 

“The people that I work with and the opportunity to serve the community.” 

“Working with people from various backgrounds. Diversity is awesome. The 

best part of working at Mountain Line is the morning shifts and greeting 

passenger/riders. Along with the beautiful scenery on routes.”
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Areas of Improvement
• Getting input from more departments on large changes. Communication between departments has been getting a little better, but it's really shown me how 

important it is. For example, the Customer Service reps hear all of the requests and know where a lot of people are traveling around town, and this is great 

information for the Service Planning department to know. Similar with our Paratransit Program, the Schedulers, Dispatchers, and Drivers all learn different 

information about what the riders like and dislike, and what things are working and not working overall. 

• Continued work on keeping a Positive, Non-Toxic work environment as well as motivating events.

• Fix the schedule for the drivers. it is a bit too chaotic.

• Enhancing cross-departmental communication and alignment.

• Leadership is all over the place. People are forced to wear too many hats, and it lessons their ability to see the entire field, and to be a good manager. 

• I believe ML needs to work on company-wide communication and continue developing workplace culture.

• Wages. Hired on as hourly. Now salary, flex hours. Pay is too low for skill level.

• Benefits cost for Employee  1 should be half of what it is. Also, Family plans need to be more broken down instead of a family of 3 paying the same as a family 

of 5 or more.

• We need to be better about transitioning people into new positions and giving them the training needed to be successful. 

• In addition to the re-org plan to hire mid-level strategic managers in fleet and facilities, increase staff capacity in finance, grants and procurement.

• Hire more people

• Assess staffing needs and fill in gaps.

• Limit change until we have a mastery of what has already changed.

• Better communication between departments.

• More performance reviews

• Seeing supervisors out with drivers 

• Communication and clarity of that communication
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56

Areas of Improvement
• Fix the payroll process.  Time sheets should be uploaded on the first day of the pay period and  any changes made should be approved in a timely manner 

and then left alone.  There should be ONE person who is the payroll specialist and who UNDERSTANDS the program. STOP hiding EXTRA BOARD duties 

inside a bid - you need to DISCLOSE these shifts UPFRONT with the release of the bid sheet.  Why are there four or five extra boards who are sitting around 

on many days with nothing to do?  This is a complete waste of time for the drivers and a waste of money for Mountain Line.  You take away double time for 

the operators under the guise of fiscal responsibility, and then you proceed to schedule multiple people every day whose sole purpose seems to be as a 

hedge against call-offs. But FIVE or SIX of these guys for hours at a time? What a waste of resources and a glaring indication that management is clueless.  

We are being managed out of a sense of fear by managers, not out of a sense of leadership.

• Communication could be better

• Taking better care of the buses is important for Mountain Line. Reminding customers to be on time for the buses. Mountain Line should not have favorite 

customers, which makes it impossible to work with when they get aggressive or upset. Employees are also stubborn when asked to do something. If Mountain 

Line does a secret rider (secret shopper), they should use new riders, not the same riders. Mountain Line management needs to keep transparency at bay for 

the transit operators. Operators are told at the last minute of new rules or procedures or policies that are implemented. Ex: Ambassador are not allowed to 

direct drivers to reverse or any traffic situations.

• I don't think I have been here long enough to have any suggestions.

• Route 7 is guaranteed to fail as scheduled.

• Communication has always been a challenge for Mountain Line and regardless of the lip service I hear from management, will likely always be a challenge.  It 

seems to have gotten worse and not better.

• Get back to the way it was!

• Have more reflection or lighted service stops for better visibility of customers at night.

• Employee retention talk to employees about needs and time off and this will  cut unnecessary call offs 

• Reduction in blatant favoritism amongst peers

• Attitude,  communication,  respect,  treat equally,  and speak up clearly 

• Professional development. 
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Areas of Improvement
• Many of my co-workers refuse to submit for many reasons.  Lack of follow through, guarantee of anonymity, the very vague question. 

• Turn over. We lose too many drivers because we aren't doing a good enough job to keep them. Either more pay more education and a welcoming 

environment. Analyze why people are leaving and adjust. We cannot continue to operate as a bus company efficiently if we are so short handed.

• Organization and communication might be some areas of improvement. Also, some set policies that everyone can go off of. There is also some institutional 

knowledge that tenured employees might have? Don’t hire someone new, then completely change the way that the tenured employees have been taught for a 

number of years before. There needs to be more focused attention on long term employees and appreciation vs hiring new employees and appearing to make 

the old employees look toxic to get a new crew.

• I believe I am fairly compensated in my position.

• Communication, promote talent, better wages. Replace the damn gas pumps. It's embarrassing to use pumps from 1977 everyday, how is this not in the 

budget. 

• All areas are fine

• I have no comment here. You guys already got me to say a lot more than I wanted to say. Please don't take what I say out of context in the summary report or 

leave out the specifics or context following a comment you excerpted and claim in the report that the excerpted comment "needs more specifics." That just 

seems like a cat-and-mouse game or moving the benchmark and goes against the sentiment and objective of what has been surveyed, considered, and 

discussed in this form. It's discouraging.

• Communication could be better, having bid materials transparent not having hidden duties  on bid paddles, the bid sheet should show everything that is going 

to be on paddle and having more than 10 hours to look over bids, also have a cover sheet explaining the bid packet.

• Relief drivers reporting on time

• Mechanics are doing a fantastic job. Only problem is having the drivers to better take care of the buses, especially evening/night drivers. In the AM, during pre 

tips, there would be new dents or scratches on them. Some mechanical issues are still there on the buses which would take time to fix, like the axles, 

drivelines, or the braking mechanism, cracks on windows, etc.. Facilities needs to immediately respond to dirty and trash invested bus stops. They take their 

time in doing so. 
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Areas of Improvement
• Communication Is lacking. The pay scale issues should be fixed. drivers that have been here just a few years. should not be making more than drivers that 

have been here much longer. The job of scheduler should be a full-time position for someone. this job is too important to be given to somebody as an 

additional task over and above their regular duties. The supervisors are given so many tasks that they are unable to perform their most important task which is 

overseeing and helping the drivers. it's hard for them to be able to help us if they're always scheduled to do something else. 

• Fuel pumps and handle replacements, so you don't have a squeezing hazard.

• Director and GM level administration needs to find a good middle-ground between strategy and operations. With the departure of so many leadership 

positions, it is becoming increasingly clear that the CEO and Deputy GM are struggling to handle the day-to-day tasks put on them by the vacancies, on top of 

their high-level, big-picture goal setting and strategy. This has led to a disconnect between admin and operational staff, exacerbated by the appearance of an 

"ivory tower" that is the second floor of the DCC. With the new building, admin staff was removed from the grasp of operators and trades so that if they need 

access to HR, IT, planning, etc, they have to waste valuable time to go across town. There is a definite rift between admin and trades because of geographical 

location and disparate access to administrative support.  If the CEO, Deputy GM, etc are going to effectively lead the company, they either need to have an 

understanding of operations, or stick to the big-picture. As it is, when upper admin needs to step in to the operational world to request changes in distribution 

lists, suggest planning changes, or comment on perceived inefficiencies, it makes them look extremely out of touch and causes frustration on both sides. It is 

impossible to expect admin to know how everything operates and all that is going on a day-to-day basis, but they need to know at least enough to not cause 

heavy workload or confusion every time they make a suggestion. Upper admin (CEO, deputy GM, etc) also need better communication with each other. 

Directors very frequently make requests that undermine other directors or departments and it is up to the lower rungs of the ladder to be the last line of 

defense before disaster. CEO has frequently made requests to IT that would undermine Finance and cause that department to be dead in the water when 

budgeting, or directors will ask for removal of accounts or users from distribution lists that would interrupt and undermine ongoing important processes. Trades 

and lower admin are often frustrated that they have to be the ones to communicate, figure out what the actual best course of action is, then go back and 

correct upper admin and explain why their directive would have an adverse effect. Again, a lot of this comes down to two buildings and upper admin being 

stretched too thin from firings and attrition. 
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Best Parts of Working at ML
• My coworkers make Mountain Line a wonderful place to be. I have a beautiful, clean building to work in. I'm even able to walk to work. I feel like I am listened 

to and accommodated for in the ways I need. 

• The Operators, the comradery, the riders.

• the people.

• Ability to learn and experiment with new technologies (as long as the impact is helpful to mountain line). We're always looking to innovate and grow which 

keeps things exciting. 

• The best part of working here is the genuine focus on your well-being. Employees consistently highlight a perfect blend of flexibility, a supportive, inclusive 

culture, and a management team that empowers you to thrive.

• The workspace is great and people are trying to navigate difficult positions given the employee and leadership gaps. 

• Our staff as a whole, and the people I work with directly, make Mountain Line a great place to work!

• The best part for me working at ML is my department co-workers.

• Checks don't bounce.

• The Operators, Facilities, and Fleet people I work with.

• The people I work with

• The culture.

• The people that I work with and the opportunity to serve the community. 

• Being part of big transit initiatives that positively impact the community! 

• The people

• Team-based culture, nimble organization that can easily pivot.

• Coworkers

• Money’s good

• Driver safe

• The employees. Some good customers.
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Best Parts of Working at ML
• Pretty tight knit group that helps each other in their ability to keep moving forward 

• Camaraderie among drivers 

• The people I work with and the availability of overtime.

• The friendly atmosphere and I was accepted as part of the team and treated like family at Mountain Line!

• The benefits.

• Fellow Employees are great and friendly to everyone. 

• My team that has my back and is not out to paint me incompetent.

• Wage, benefits  and meeting new people 

• Culture and customer service.

• The benefits and most of the people i work with. 

• The relationships I have made with some of my coworkers

• I always have a good time with my supervisors and my coworkers..

• The people²

• Atmosphere and helping the public get to where they need to go. I like interacting with the public and hearing their stories. I also like the stability of the job, 

and the pension.

• My team and they way we work together

• The people are cool. Heather is a good CEO. Much of admin is friendly and informative. Some supervisors are decent, Rachel for example is quite capable. I 

like pretty much all of the co-drivers. Good folks. 

• In my experience, the support we receive from our supervisors is very important. I recognize that they often have a heavy workload, yet they still make the 

effort to respond and help us in the best way possible. I truly value their willingness to support us and their commitment to the team. It is something I sincerely 

appreciate and am very grateful for.

• My coworkers. We have a good time working together
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Best Parts of Working at ML
• Coworkers. Lots of them!! Super helpful HR department. Debbie!!...and Rhonda is great too for assisting.

• Mountain Line is a good place to work.

• I like the people I work with 

• Comradery

• Working with people from various backgrounds. Diversity is awesome. The best part of working at Mountain Line is the morning shifts and greeting 

passenger/riders. Along with the beautiful scenery on routes. 

• Being able to give riders where they need to go, especially if they are differently abled. 

• The feeling of service to the community. a camaraderie that we have among the driving staff. 

• We have a scenic view of Flagstaff.
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Final Comments
• Overall, the Company and the work itself is fantastic and a great career. As with any industry, it needs continued and constant adjustments and management 

of the work environment. 

• the disconnection from DCC and Kaspar feels like it is getting larger and less cohesive. 

• I want to contribute to quality work product within a safe and collaborative work environment. 

• Hopeful that the coming years will be as great as the past.

• I have been with the company for 13 years and this past year has been one of the most dissatisfying of my career with the company. 

• I respect the General Manager's decision for retirement, and she is also laying out several pathways for executive leadership/CEO transition to the Board's 

consideration. Not every retiring CEO does this! She truly cares about public transit and the people at Mountain Line.

• I enjoy my job though very challenging at times.

• I feel like should compensated slightly higher

• Mountain Line is a great place to work. A lot of new updates are happening, which is good. The Phoenix Avenue needs to be updated and looking new to 

represent the new building. Phoenix Ave. needs to be a one-way street. The bus stop after the train tracks on beaver is a waste of space. The connection 

center is about 1000 feet behind it. A camping area for 10-200s and/or the homeless. All buses should have a bottle of glass cleaner with clean towels to 

keep windows clean. Some drivers can tolerate dirty windows while others can not. New brooms in each buses.

• Thank you.

• Place a higher value on institutional knowledge and maybe it won't feel like we're still an up-start organization instead of one that has been around for 25 

years.  Operations is still making the same mistakes that it did when I started 10 years ago.

• I will fulfill my duty and objectives to strive to do better than before and continue to learn from other team leaders, members, and customers who value our 

core values and mission for Mountain Line, thanks Mountain Line!

• Training dept is great create a retention strategy department 

• I believe the direction Mountain Line is going is not great for an operator as all gas been set against them. But it benefits management to dictate how 

operations should run when having no experience in that matter. I also believe that a lot of these changes are fiscally made not factually made.

• Have a smile on face when greeting people that are entering the bus and say have a nice day when people leaving bus so they know you're acknowledging 

them. (Communication come in again with respect )
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Final Comments
• The supervisors are extremely lazy 

• Please give us a good raise in July. And fix the broken routes 7, 14, 2

• When there's one person that is extra board all day to go downtown to help out back up the bus or help load up 10/50 to ride the bus.

• I believe I am fairly compensated in my position. The pay was insulting!!!!! 

• Everyone could and should do better. The schedule makers must include the amount of extra board in each run, for each bid. Not including that information is 

downright fraudulent. Speaking of extra board, we could use a ping pong table around here since there's a dozen of us at times. 

• Just super grateful for this job. Thanks everyone.

• Be clear on the bids what the if it’s an extra board or not, don't hide it behind tricky wording.

• Some route times really need adjustments for breaks, such as Route 2, 4, 7, 8,and 14. There are hardly any time to breathe or use the restrooms. There 

should be two buses for route 14 like there are two buses for route 4. We do not need an extra bus for route 3, However, route 7 NEEDS an extra bus. This 

route is busy. Can there be extra stops added to route 66? It seems like from dcc to (outbound & inbound) first and last stops, it's to far apart. Can the drivers 

obey rules that are given? It’s frustrating to hear they don't listen to simple instructions or they do not read the fine print when given at start of shifts. Can they 

pay attention? 

• perhaps some of the communication issues could be solved by a daily email informing drivers of the changes to routing and scheduling of the routes each 

day. 

• I believe we are going to miss Heather. When she's gone, she was the backbone of the operation.
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✓ Communicate results to employees at multiple levels of the agency, 

including having conversations at the manager/supervisor levels. 

✓ Communicate how employee concerns are being addressed so 

employees see they are being heard.

✓ Continue to develop strategies to address the most important factors 

that can improve Mountain Line’s future employee engagement score, 

including:

1. Continuing to listen to and address employee feedback—this could 

include identifying priority areas identified within this survey and 

discussing strategies to respond to and address areas where 

scores have decreased between Wave 4 & Wave 5. Biggest 

decreases in employee satisfaction between waves are:

2. Continuing to build capacity, especially in Operations.

3. Keep the momentum going—look for opportunities to engage and 

communicate at all levels of Mountain Line around your “why” and 

how the job the workforce does impacts customers and the 

community.
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• I receive consistent and objective performance evaluations delivered in a timely and constructive manner 

• My supervisors/managers provide frequent and meaningful feedback on my performance

• My manager treats me fairly and with respect

• My responsibilities have been clearly defined
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