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Survey Plan and Questionnaire

Aims


Newman (1994) has found that women are underrepresented in executive positions in distributive state agencies and are overrepresented in distributive state agencies.  She hypothesizes that organizational culture varies across organizations according to policy aims.  The purpose of this study is to examine those differences in more depth.  Specifically, support for diversity and employee satisfaction will be examined in two state agencies.  It is expected that redistributive agencies will exhibit greater support for diversity, and that women and minorities will experience more congruence and job satisfaction in those agencies.  Because of Newman’s findings about the effect of age on attitudes, it is expected that overall, younger men, women and minorities will have more positive perceptions of diversity.  It is expected that support for diversity and level of congruence will be greater predictors of job satisfaction for women and minorities than for white men.  Newman only surveyed executives, but other research (Soni, ) has identified differences among executive and non-management workers’ perceptions of organizational climate.  This study will attempt to identify differences in management and non-management.
Sampling Plan

The sampling frame for this study is the population of employees who work at least half-time for each of two state agencies in Oregon, one distributive and one redistributive for reasons noted above.  Every effort will be made to choose agencies that are comparable in size.  The employees must be at least half time because the concern of the survey is organizational climate and employees who are at the workplace less than that have limited exposure to the work climate.  

The sample for this study will be drawn from the lists of employees at each agency.  This will be a stratified sample, including all executive management employees, as defined by employee grade level and a random sample of non-executive employees.  The inclusion of all executive employees is important because there are fewer of them.  In order to make comparisons across employment level, it is important to include enough executives.  Employee e-mail addresses will be obtained for those who were selected.  In the distributive agency, women and minority employees will be oversampled and minority employees will be oversampled in the redistributive agency because there are fewer of them employed and their responses are essential to this research.  In all, the sample will total 600, 300 from each agency.

Employees who have been selected will be sent an invitation to participate in the survey at their offices or work mail boxes.  Included in the invitation will be a $2.00 gift certificate for a local coffee shop or cart as a thank you for their participation.  The invitation will be sent in a colored envelope to get attention.  It will briefly describe the questionnaire as a survey measuring their feelings about work.  It will let them know that they will receive an e-mail with a link to the survey within the next week and that they can fill out the survey at that point.  The invitation will describe the sender name and subject heading of the e-mail so that respondents are less likely to delete it when they see it.  When the e-mail is sent, responses will be monitored.  After four days, non-respondents will get a follow up e-mail requesting their participation.  A week later, a final follow up by phone will be attempted for remaining non-respondents.

Because of the attention to the level of employee, gender, and race, this sampling plan should yield a representative sample of the employees at the two agencies.  The use of the coupon as incentive should help achieve an acceptable response rate.  Singer (2002) has found that the use of pre-paid incentives is particularly useful in increasing response rate, particularly for mail surveys.  While this is a web survey, the initial contact will be through the mail, so the incentive should produce the desired results.  

As Burlew (2003) notes, recruiting minorities to participate in a survey can be difficult.  It is difficult to tell whether those issues extend to surveys in the workplace, but there is the possibility that minorities will be reluctant to participate.  In any workplace, people are on vacation or out of the office for various reasons.  The random sample of employees may include some who are not at work during the sample period.  The sample may be biased toward people who work in the office.  They will be more easily contacted and have greater access to computers.  Field workers may not be well represented.
Outline of Survey Content

The purpose of this study is to examine the relationship between agency type and organizational climate for employees.  That relationship will be influenced by:

Agency Type

Institutional Support for Diversity

Employee Attitudes

Employee Characteristics

Measurement objectives include:


Agency Type:



Policy type



Number of employees


Institutional Support for Diversity



Receptivity to Diversity



Number of Women and Minority Employees



Number of Women and Minority Executives


Employee Attitudes



Job Satisfaction



Cultural Congruence


Employee Characteristics



Level in Agency



Education level



Age



Race



Gender
Questionnaire Items


The questionnaire items for this survey were taken from three different scales.  The demographic items, excluding race and employee grade, were taken from the US Census long form.  Those items have a reliability of… and 


The questionnaire begins by asking questions about general job satisfaction.  The decision was made to lead with these questions because the other sections ask more specific questions about race, gender, and how the employee “fits” with the organization.  Asking questions like those first could influence the respondents’ answers if the job satisfaction questions were to follow.


To measure job satisfaction the Index of Job Satisfaction (IJS) is used.  This index represents the first fifteen items on the questionnaire after employment information is gathered.  The items are statements such as “I hate work” which the respondents are asked to rate on a seven-point Likert-type scale ranging from “None of the Time” to “All of the Time.”  This measure is extremely reliable with an alpha of .94.  Corcoran and Fisher (2000) report that this index nearly always achieves validity coefficients of .60 or greater.  This measure has been used in a variety of organizational settings with consistent results.  Fisher and Corcoran note that there are not many standardized reliable and valid instruments that measure job satisfaction, but the IJS is one.  It is a good choice for this project because it does provide a broad measure of satisfaction to which feelings about diversity and cultural congruence can be related.  

The second set of questions measure organizational and individual receptivity to diversity.  Soni ()developed this scale which consists of ten statements such as “The concept of diversity should not be emphasized in the workplace.” And “Diverse employees bring new perspectives to this organization.”  Respondents rate the statements on a five-point scale from completely agree to completely disagree.  The scale was originally anchored with “strongly agree” and “strongly disagree” and those responses were changed to “completely agree and “completely disagree.”  Fowler () notes that using the word “strongly” is inappropriate because it has emotional connotations that shouldn’t be associated with the question wording.  Soni measured internal reliability and found an alpha of .8.  Soni did not report on validity specifically, but did find that reception to diversity differed in predicted ways according to race and gender.  

Despite the possible problem with validity, this scale is a good choice for this project for many reasons.  First, this study replicates Soni’s study in many ways.  Soni examined attitudes within a large federal agency and developed the scale for that purpose.  This study examines large state agencies which seem comparable.  So the current study is being done in the type of organizations the scale was developed in.  It is also a good choice because it measures employee positive and negative attitudes toward diversity, which is conceptually part of the culture of an organization which would affect employees’ comfort level and satisfaction.


The problem is that this instrument is relatively recently developed and has not been used outside of the initial study so its validity is uncertain.  In order to be sure that it is a valid measure I will….PUT SOMETHING HERE FROM ONE OF THE BOOKS.  Another possible concern is that the questions ask about experiences relating to race and gender in the same question.  However, Soni has argued that while the experiences of white women, minority women, and minority men may not be the same, the outcome is similar.  Because she is interested in the outcome, she is not so concerned about capturing data on race and gender separately as she is in capturing the overall experience with and perception of diversity.  In future research 


The final scale to be used in this questionnaire is the Cultural Congruity Scale (CCS) (Gloria & Robinson-Kurpius, 1996).  The scale measures how well a person fits in to an organization.  The scale consists of ten items
