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EXECUTIVE SUMMARY OF THE SPRING 2001 EMPLOYEE INVENTORY SURVEY

This report summarizes the main findings from the Spring 2001 Forida International University
Employee Inventory Survey, a Continuous Quality Improvement study conducted by the Office
of Planning and Indtitutiona Effectiveness. This survey was adapted for FIU from asurvey
developed by the University of Central Florida.  The survey was designed to measure
employees satisfaction with and attitudes about the work environment at Horida Internationd
Universty.

The Employee Inventory Survey was placed online at www.fiu.edu/~irsurvey/employee/htm and
anotice was placed (three times over athree month period of time) in a universty-wide mailing
(univmail) which is sent daily viae-mail to al faculty and staff members with an FIU e-mall
address. The survey was returned by 585 employees, for aresponse rate of at least 24%. This
year (2001) was the initid implementation of this particular Continuous Qudity Improvement
Survey; therefore, we did not have comparative data for FIU from previous years.

Employees were asked to rate their level of agreement with 40 survey items. These Satements
ranged from items specific to each individud’ s job (I am given the opportunity to be cregtivein
my work) to items that were of amore globa nature (At FIU, an ethnically and culturaly diverse
environment is valued). The survey encompassed five topic areas. Formal Influence,
Communication, Collaboration, Organizationa Structure and Work Design. An item regarding
employees attitudes toward the upcoming (at that time) changesin the Board of Regents
Sructure was dso included at the end of the survey.

Ten survey items have been singled out to demondirate employees satisfaction, or lack thereof,
with FIU. These particular items were sdlected because they garnered the most positive
responses (top 5) and the lowest positive responses (lowest 5). Graphical anayses of these ten
items gppear on pages 12- 16.

ITEMSWITH THE HIGHEST POSITIVE RESPONSE

Accuracy is expected in my work: Approximately 94% of employees agreed with this
statement (55% strongly agreed, 39% agreed).

My job skills are appropriate for the work that | am expected to complete:
Approximately 93% of employees agreed with this statement (54% strongly agreed, 39%
agreed).

| fed that my work is revant to the university misson: Approximately 90% of
employees agreed with this statement (52% strongly agreed, 38% agreed).

| am responsible for completing meaningful tasks. Approximately 89% of employees
agreed with this statement (48% strongly agreed, 41% agreed).

| have the flexibility to organize my workday: Approximately 85% of employees agreed
with this statement (35% strongly agreed, 50% agreed).




ITEMSWITH THE LOWEST POSITIVE RESPONSE

| fed that the upcoming changes in the Board of Regents Sructure will bring postive
changesto FIU. Approximatdy 9% of employees agreed with this statement (1% strongly
agreed, 8% agreed).

The university has been successtul in influencing pogitive attitudes in its employees.
Approximately 25% of employees agreed with this statement (3% strongly agreed, 22%
agreed).

A spirit of cooperation between departments exists at FIU. Approximately 28% of
employees agreed with this statement (2% strongly agreed, 26% agreed).

Information is shared within the university so that those who make decisions have accessto
accurate/current information.  Approximately 31% of employees agreed with this statement
(5% strongly agreed, 26% agreed).

|_have the opportunity for advancement within the universty. Approximately 35% of
employees agreed with this statement (12% strongly agreed, 23% agreed).

The results of this Continuous Quality Improvement Survey are mixed. While pogtive responses
(at least 65% of respondents selected a response of Strongly Agree or Agree) were reported on
37.5% of the survey items (15 out of 40), there were a number of responses that show some
cause for concern. Of the fifteen items that received positive responses, about 67% (10/15) of
the items had positive responses between 65.0% and 79.9%. The remaining five items (5/15)
had positive responses of higher than 80%. (See Tables 4-8; pages 10-11).

They were saverd very strong relationships detected between certain items on the survey:
employees who agreed that they received quality feedback in their work, also agreed that they
received sufficient feedback in their work; employees who agreed that their ideas are serioudy
consdered by their supervisor, dso agreed that their ideas are actively sought by their
supervisor/chairperson; employees who agreed that they are satisfied with the amount of
information about their job that they receive, dso agreed that the information they recaiveis
useful in their work; employees who agreed that they recelve adequate information about policy
decisons at FIU, aso agreed that information is shared within the university so that those who
make policy decisions have access to accurate/current information; employees who agreed that
they are given qudity guidance regarding their work they dso agreed that their supervisor helps
them to improve their work.

FIU employee respondents seemed more satisfied with their supervisor and their department than
with the university asawhole. In addition, 93% of respondents reported that their job skills are
appropriate for the work that they are expected to complete. However, respondents were
sgnificantly less positive about their workload, only 67% of respondents reported that their
workload is appropriate.

Thereis some cause for concern in regard to the university climate asawhole. Only 25% of
employee respondents believe that the univerdty has been successful in influencing positive
attitudesin employees. Barely 50% of employee respondents believe that they have the
opportunity to express their ideas in gppropriate forums, 28% believe that there exists a spirit of
cooperation between departments at FIU and only 35% of respondents believe that they have an
opportunity for (career) advancement at the university.
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SUMMARY OF THE 2001 EMPLOYEE INVENTORY SURVEY
INTRODUCTION

It is necessary for the employer to help foster pogitive attitudes in employees, not only toward
co-workersin their own departments but aso toward the globa work environment, in this case
the universty asawhole. A positive campus climate for employees enables a positive
environment for sudents and increases productivity.

Therefore, it isvitdly important that the University sysemdticaly dicit employee feedback in an
attempt to measure employee morae and to identify areas in the work environment that need
improvement as part of President Maidique' s mandate of “ Operational Excellence.” One such
avenue of feedback isto request employees to provide survey responses describing their thoughts
and attitudes about their work experiences at Florida Internationa University.

This report summarizes the main findings from the Spring 2001 Horida Internationd University
Employee Inventory Survey, a Continuous Quality Improvement study conducted by the Office
of Planning and Ingtitutiona Effectiveness. This survey was adapted for FIU from a survey
developed by the University of Centrd Florida.  The survey was designed to measure
employees satisfaction with and attitudes about the work environment a Forida International
Universty.

METHODOLOGY

Sampling Design.

The Employee Inventory Survey was placed online at www.fiu.edu/~irsurvey/employee/htm and
anotice was placed (three times over athree month period of time) in a university-wide mailing
(univmail) which is sent daily viae-mail to dl faculty and staff members with an FU e-mall
address. According to the 2000-2001 IPEDS Fdl Staff Survey, there are 2,459 full-time
employees, however, not al employees have daily accessto e-mail. The survey was returned by
585 employees, for aresponse rate of at least 24%. Seventeen surveys had to be discarded
because most of the responses were blank. Thisis possibly due to technicd glitches that
occurred during data submission to the computer server. Thisyear (2001) wastheinitid
implementation of this particular Continuous Qudity Improvement Survey; therefore, we did not
have comparative data for FIU from previous years.

The survey included items that were categorized into five topic areas. Formd Influence,
Communication, Collaboration, Organizational Structure and Work Design. Employees were
asked to rate their level of agreement with each item on afive point Likert scae. An additiona
item on the changing Board of Regents structure was added to the end of the survey.

Statistics. The datawere andyzed using the Statistical Package for Socia Sciences (SPSS)
verson 10.0.05. A five-point Likert scale was used for the survey items, with higher scores
indicating more podtive atitudes. A variety of smple Statistics are reported such as percentages
and mean findings (arithmetic averages). Correaions (aso cdled bivariate reationships) are
used to describe the relationship between two variables and can range between —1.0to 1.0. In
this report, the degree of correlation is denoted by “r” (Pearson Product Moment Correlation). A
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positive correlation indicates that as scores increase for one variable they also increase for a
second variable (or both scores decrease). Anadyssof Variance (ANOVA) tests were performed
and reported by using the“F” satistic. Games-Howell significant tests are dso reported for
certain variables. The Games-Howell test is a post-hoc test, used to determine significant
relationships between two groups of a categorica variable such as gender, race or age. This
particular test was used in an effort to control the overal error rate (the Games-Howell test was
used instead of the tradiitiond t —test because it can test dl possible pairs smultaneoudy using a
preset overdl error rate -- thisis amore dringent test than at - test) and because it was believed
that the variances of the categorica variables were heterogeneous.

Response Rates. Itisnot possble to determine whether the respondents were representetive of
dl ful-time employees. Nearly 44% of the respondents did not respond to the demographic
items. The respondents who indicated their gender were overwhemingly femae (73%), about
20% higher than the percentage of females employed a FIU (54%). For respondents who
indicated their race/ethnicity, Asan employees were underrepresented (1.5% in the sample
versus 5.0% of employees), Black/African American employees were proportionately

represented (11% in the sample and 12.6% in the employee population), Hispanic employees
were dightly underrepresented (34% in the sample and 37.6% in the employee population) and
White employees were dightly overrepresented (47% in sample versus 44.1% of population). Of
the respondents who indicated their employee type, Adminigtrative and Professiond employees
were proportionately represented in the survey sample (30% versus 31.6% in the employee
population), Faculty were underrepresented (14% of the sample versus 35.2% in the employee
population) and USPS employees were a so overrepresented (56% of the sample versus 33.2% of
the employee population).

Tables one through three provide more information about the response rates for the Employee
Inventory Survey. Table one provides information on the gender, race/ethnicity and employee
type of the respondents who provided thisinformation. Table two compares the respondents
employee type with the employee type of dl universty employees. Table three provides
information on the respondents college/schooal, division or department.

TABLE 1
RESPONDENTSBY RACE, GENDER AND EMPLOYEE TY PE (only about 56% of respondentsindicated
their employeetype, race and gender)

82

170

MALE FEMALE
Asian Black Hispanic White Other Asian Black Hispanic  White Other Totals

Employee

Type

A&P 0 3 6 9 0 2 5 25 30 2

Faculty 2 0 2 17 4 0 2 2 14 0

usPs 0 0 5 23 1 1 18 62 46 14
A&Pand

Faculty 0 0 2 ) 0 0 0 4 2 0

Totals 2 3 15 54 5 3 25 93 R 16

Sl




TABLE 2

RESPONDENTSBY EMPLOYEE TYPE

#of FIU % of FIU

Respondents*  Respondents*
A&P 85 26.4
Faculty 45 14.0
USPS 179 55.6
A& P and Faculty 13 _40
Totals 322 100.0

#of FIU % of FIU
Employees**  Employees**
77 316
866 352
816 33.2
2,459 100

*that indicated their employee type
** According to 2000-2001 IPEDS Fall Staff Survey

TABLE 3

RESPONDENTSBY COLLEGE/SCHOOL, DIVISION OR DEPARTMENT

# of

Respondents
Architecture 2
Arts & Sciences 54
Business 15
Education 12
Engineering 17
Health & Urban Affairs 37
Hospitality Management 4
Journalism & Mass Communication 2
Academic Affairs or Business and Finance 50
Athletics 4
Campus Support Services 10
Student Affairs/Student Support Services 47
Other 64
Missing 249
Totals 568

% of
Respondents
4
9.5
2.6
21
3.0
6.5
Ve
4
8.8
V4
18
8.3
11.3
438
100.0




PRIMARY FINDINGS FROM THE 2001 SURVEY
A) SURVEY ITEM ANALYSES

Introduction. Ten survey items have been singled out to demondirate employees satisfaction, or
lack thereof, with FIU. These particular items were selected because they garnered the most positive
responses (top 5) and the lowest positive responses (lowest 5). For the five items with the highest
pogitive responses, the top four items fal under the Work Design topic area. Thefifth item isfrom
the Organizationd Structure topic area. For the five items with the lowest positive responses, the top
item regarded the changes in the Board of Regents structure and does not fall under the five topic
aress. The item with the second lowest positive response is from the Formal Influence topic area, the
third item fals under Collaboration, the item with the fourth lowest positive response falls under
Communication and the last item is from the Work Design topic area. Graphicad analyses of these
ten items appear on pages 12-16.

(Theresponses wererounded to the nearest percent.)
ITEMSWITH THE HIGHEST POSITIVE RESPONSE

Accuracy is expected in my work: Approximately 94% of employees agreed with this
statement (55% strongly agreed, 39% agreed).

My job skills are appropriate for the work that | am expected to complete: Approximately
93% of employees agreed with this statement (54% strongly agreed, 39% agreed).

| fed that my work is rlevant to the universty misson:  Approximately 90% of employees
agreed with this statement (52% strongly agreed, 38% agreed).

| am responsible for completing meaningful tasks. Approximately 89% of employees agreed
with this statement (48% strongly agreed, 41% agreed).

| have the flexihility to organize my workday: Approximately 85% of employees agreed with
this statement (35% strongly agreed, 50% agreed).

ITEMSWITH THE LOWEST POSITIVE RESPONSE

| fed that the upcoming changes in the Board of Regents structure will bring poditive changes to
FIU. Approximately 9% of employees agreed with this statement (1% strongly agreed, 8%
agreed).

The university has been successful in influencing pogitive dtitudes in its employees.
Approximately 25% of employees agreed with this statement (3% strongly agreed, 22% agreed).

A spirit of cooperation between departments exists at FIU. Approximately 28% of employees
agreed with this statement (2% strongly agreed, 26% agreed).




Informeation is shared within the univeraty so that those who make decisions have access to
accurate/current information.  Approximately 31% of employees agreed with this statement (5%
strongly agreed, 26% agreed).

| have the opportunity for advancement within the universty. Approximately 35% of employees
agreed with this statement (12% strongly agreed, 23% agreed).

ITEMSWITH THE HIGHEST POSITIVE RESPONSE IN EACH TOPIC AREA

Formd Influence: My supervisor expresses confidence in my work. Approximately 78% of
employees agreed with this statement (45% strongly agreed, 33% agreed).

Communication: | receive adequate information about events that are taking place a FIU.
Approximately 77% of employees agreed with this statement (21% strongly agreed, 56% agreed).

Collaboration: | have an opportunity to work jointly with others within my department.
Approximately 77% of employees agreed with this statement (24% strongly agreed, 53% agreed).

Organizationa Structure: | have the flexibility to organize my workday. Approximately 85% of
employees agreed with this statement (35% strongly agreed, 50% agreed).

Work Design: Accuracy is expected in my work. Approximately 94% of employees agreed with
this statement (55% strongly agreed, 39% agreed).

MEANSFOR EACH TOPIC AREA

The employee respondents reacted most positively toward the items under the Work Design topic
area (eight items). As noted earlier, four of the top five most positive responses to the survey items
wereinthisarea. The average response to itemsin this topic areawas 3.98, with alarge range of
mean responses from 2.94-4.47 to each individud item. The average response to itemsin the topic
areaof Organizationd Structure (five items) was 3.58, with a smaller range of mean responses from
3.36-4.10 to eech individua item. The Forma Influence items (ten items) had the next highest
average response of 3.54, with arange of mean responses from 2.69-4.11 to each individud item.
The average response to the Communication items (11 items) was 3.49, with arange of mean
responses from 2.92-3.87 to each individua item. Findly, the Collaboration items (five items) had
an average response of 3.42, with arange of mean responses from 2.77-3.90 to each individud item.

The topic areas and survey items are presented on pages 10-11, in the order in which they appeared in

the survey. Inthelast column the response to each itemislisted. If 65% of the respondents agreed
with the item (Strongly Agreed, Agreed), then the response is denoted as postive. If less than 65%
of respondents disagreed with the item, then the response is denoted as negative.



TABLE 4

MEANS FOR FORMAL INFLUENCE ITEMS:

| believe that the actions of the university reflect the FIU mission

My supervisor/chairperson expresses confidence in my work

| am given quality guidance regarding my work

| am given the opportunity to be creative in my work

My supervisor/chairperson emphasizes my personal development

My ideas are seriously considered by my supervisor/chairperson

At FIU | have the opportunity to express my ideas in appropriate forums
My ideas are actively sought by my supervisor/chairperson

| am ableto appropriately influence the direction of my department

The university has been successful ininfluencing positive attitudesin its employees
Average response to FORMAL INFLUENCE items:

TABLES

MEANS FOR COMMUNICATION ITEMS:

| am satisfied with the amount of information about my job that | receive
Thisinformation that | receiveisuseful in my work

Theinformation | generate at work is shared with others

Positive work expectations are communicated to me

Unacceptable behaviors are identified and communicated to me

Work expectations are clarified for me

At FIU, an ethnically and culturally diverse environment isvalued

| receive adequate information about events that are taking place at FIU
| receive adequate job information at FIU

| receive adequate information about policy decisions at FIU
Information is shared within the university so that those who make decisions have
access to accurate/current information

Average response to COMMUNICATION items:

TABLE 6

MEANSFOR COLLABORATION ITEMS:

A spirit of cooperation exists within my department

A spirit of cooperation between departments exists at FIU

Thereisan opportunity in my department for all ideas to be exchanged

| have an opportunity to work jointly with others within my department

I have an opportunity to work jointly with FIU employees outside of my department
Average responseto COLLABORATION items:

TABLE 7

MEANS FOR ORGANIZATIONAL STRUCTURE ITEMS;
University-wide policies guide my work

| receive quality feedback in my work

| receive sufficient feedback in my work

The amount of work | do is appropriate

| have the flexibility to organize my work day

Average response to ORGANIZATIONAL STRUCTURE items:
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Means

3.50
411
353
397
371
381
335
3.50
322
269
354

Means
328
352
3.87
3.67
3.66
354
3.75
3.83
3.32
3.00

292
349

Means
355
277
348
3.90
341
342

Means
343
340
3.36
361
4.10
358

Response
negative
positive
negative
positive
negative
positive
negative
negative
negative
negative

Response
negative
negative

positive
positive
positive
negative
positive
positive
negative
negative

negative

Response
negative
negative
negative

positive
negative

Response
negative
negative
negative

positive
positive



TABLES8

MEANS FOR WORK DESIGN ITEMS: Means
Accuracy is expected in my work 447
My job skills are appropriate for the work that | am expected to

complete 441
| feel that my work isrelevant to the university mission 440
I am responsible for completing meaningful tasks 4.34
I have the opportunity for advancement within the university 294
I have an opportunity to succeed in my work 384
My supervisor helps me to improve my work 351
| feel comfortable working at FIU 3.93
Average response to WORK DESIGN items:; 3.98

EXAMPLESOF BIVARIATE RELATIONSHIPS SHOWING STRONG ASSOCIATIONS

To the extent that employees agreed that they received quaity feedback in their work, they
as0 agreed that they received sufficient feedback in their work (r = .88, p < .001)

To the extent that employees agreed that their ideas are serioudy considered by thelr
supervisor, they also agreed that their ideas are actively sought by their supervisor/chairperson
(r=.83,p<.001)

To the extent that employees agreed that they are satisfied with the amount of information
about their job that they receive, they aso agreed that the information they receiveis useful in
their work (r = .78, p < .001)

To the extent that employees agreed that they receive adequate information about policy
decisons at FIU, they also agreed that information is shared within the university so that
those who make policy decisions have access to accurate/current information (r = .77,
p<.001)

To the extent that employees agreed that they are given quadity guidance regarding their work
they also agreed that their supervisor helps them to improve their work (r = .77, p < .001)
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positive

positive
positive
positive
negative
positive
negative
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GRAPHICAL ANALYSES
ITEMSWITH THE HIGHEST POS TIVE RESPONSE

Accuracy

Expected.

60%
50%
40%
30%7
20%7
10%/

0%

Strongly
Agreed

55%

Neutral

Strongly
Disagreed

Agreement

Figure1l: Accuracy isexpected in
my worKk.

O strongly
Agreed

B Agreed

M Neutral

B Disagreed

O Strongly
Disagreed

Job Skills Are Appropriate.

60%+
50%-+
40%
30%7
20%-
10%-+

54%

0%

Strongly  Neutral  Strongly
Agreed Disagreed
Agreement

Figure2: My job skillsare
appropriate for thework | am
expected to complete.

OsStrongly
Agreed

B Agreed

B Neutral

B Disagreed

O Strongly
Disagreed

Thefindingsin Figure 1 indicate that 94% of

respondent employees agreed that accuracy is expected
intheir work: 55% of employees strongly agreed, 39%
agreed. Only one percent of respondent employees
reported that they did not agree that accuracy is
expected in their work: 1% of employees disagreed
and 0% strongly disagreed. Five percent of employees
were neutrd on thisissue.

Correations. To the extent that respondent employees
agreed that accuracy was expected in their work, they
aso agreed that: their job skills are appropriate for the
work they are expected to complete (r = .55, p <.001),
they are responsible for completing meaningful tasks

(r = .54, p <.001), their work is relevant to the
university misson (r = .50, p < .001), theinformation
they generate is shared with others (r = .43, p < .001)
and they fed that pogtive work expectations are
communicated to them (r = .39, p < .001).

Thefindingsin Figure 2 indicate that 93% of
respondent employees agreed that their job skills
are appropriate for the work they are expected to
complete: 54% strongly agreed, while 39%
agreed. Four percent of respondents disagreed
that their job skills were appropriate: 3%
disagreed, 1% strongly disagreed. Another three
percent of employees were neutra on thisissue.

Correlations. To the extent that respondent
employees agreed that their job kills are
appropriate for the work they are expected to
complete, they dso agreed that: their work is
relevant to the univeraty misson (r = .63,

p <.001), they are responsible for completing
meaningful tasks (r = .61, p <.001), accuracy is
expected in their work (r = .55, p <.001), they

have an opportunity to succeed in their work (r = .40, p < .001) and their supervisor expresses
confidence in their work (r = .35, p < .001).
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Work Relevant To University Mission.

Figure3: | feel that my work is
relevant to the university mission.
-
50%] 38% E strongly Agree
40%1
EAgree
30%
20%: B Neutral
10%1 2% 0 B Disagree
0%
Strongly Neutral Strongly |E Strongly
Agree Disagree Disagree
Agreement

The findings depicted in Figure 3 indicate that
90% of respondent employees agreed that their
work was relevant to the universty misson: 52%
strongly agreed, an additional 38% agreed. Three
percent of respondents disagreed that their work
was rdevant to the university misson: 2%
reported that they disagreed, 1% strongly
disagreed. An additiona 7% of respondent
employees were neutra on thisissue.

Correlations. To the extent that respondent
employees believed that their work is relevant to
the university misson, they dso agreed that: they
are regpongble for completing meaningful tasks
(r=.70, p<.001), their job sills are appropriate
for the work they are expected to complete
(r=.63, p<.001), accuracy is expected in their

work (r = .50, p <.001), they have an opportunity to succeed in their work (r = .40, p <.001) and they
are given the opportunity to be creetive in their work (r = .38, p < 001).

Responsble For Completing M eaningful Tasks.

Figure4: | am responsible for
completing meaningful tasks.

50067 12370

45%1

40%71 B Strongly Agree

35%71"

30%71" EAgree

25%

20%1’ B Neutral

15%7"

10%" EDisagree
5%1" g
0%

0Strongly Neutral ~ Strongly a Strongly
Agree Disagree Disagree
Agreement

Thefindings depicted in Figure 4 indicate that

89% of respondent employees agreed that they are
responsble for completing meaningful tasks. 48%
of employees strongly agreed that they are
respongble for completing meaningful tasks, 41%
agreed. Approximately 4% of respondents
disagreed that they are respongble for completing
meaningful tasks 3% disagreed, 1% strongly
disagreed. Another 7% of respondent employees
were neutrd on thisissue.

Corrdations. To the extent that respondent
employees agreed that they are responsible for
completing meaningful tasks, they aso agreed
that: ther work is relevant to the university
misson (r =.70, p <.001), their job skillsare
appropriate for the work that they are expected to

complete (r = .61, p <.001), accuracy is expected in their work (r = .54, p <.001), they are given the
opportunity to be creative in their work (r = .51, p < .001) and they have the opportunity to succeed in

their work (r = .51, p <.001).
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Flexibility To Organize Wor kday.

Figure5: | havetheflexibility to
or ganize my workday.

50%

50%1
45%:

40%:
35%1
30%-
25%7
20%1
15%
10%7

5%

O Strongly Agree
B Agree
B Neutral

v |EDisagree

0% - O Strongly
Strongly  Neutral Strongly Disagree
Agree Disagree
Agreement

The findingsin Figure 5 indicate that 85% of
respondent employees agreed that they have the
flexibility to organize their workday: 35% of
employees strongly agreed, 50% agreed. Seven
percent of respondents disagreed that they have
the flexibility to organize their workday at FIU:
4% of employees disagreed and 3% strongly
disagreed. Another 8% of respondent employees
were neutra on thisissue.

Correlations. To the extent that respondent
employees agreed that they have the flexibility to
organize their workday, they aso agreed that:
they are given the opportunity to be cregtivein
their work (r = .53, p <.001), positive work
expectations are communicated to them (r = .45,
p <.001), the amount of work they do is
appropriate (r = .44, p <.001), their supervisor

expresses confidence in their work (r = .44, p <.001) and they are responsible for completing meaningful

tasks (r = .42, p< .001).

ITEMSWITH THE LOWEST POSITIVE RESPONSE

Changes In Board of Regents Structure Will Bring Positive Changes To FlIU.

Figure6: Theupcoming changesin
the Board of Regents structure will
bring positive changesto FIU.

2504 O Strongly Agree
25%7
B Agree
20% 16%
15%/1 u
0 aonl 9% Neutral
10%1 .
O Disagree
5%711%
0% O strongly
Strongly Neutral Strongly Disagree
Agree Disagree
Agreement

Thefindingsin Figure 6 indicate that 9% of
respondents agreed that the upcoming changesin the
Board of Regerts structure will bring postive
changesto FIU: 1% of employees strongly agreed,
another 8% agreed. Twenty five percent of
respondents disagreed that the changes will bring
positive changes to FIU: 9% of employees disagreed,
16% strongly disagreed. Twenty-five percent of
respondent employees were neutra on thisissue, and
41% of employees chose not to answer this question.

Corrdations. To the extent that respondent
employees agreed that the upcoming changesin the
Board of Regents structure would bring postive
changesto FIU, they also agreed that: the university
has been successtul in influencing positive attitudes

in employees (r = .47, p < .001), they receive
adequate information about policy decisonsa FIU

(r = .45, p <.001) and they fed comfortable working
a FIU (r = .43, p<.001).
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Successful I nfluence On Positive Attitudes In Employees.

35%
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Figure7: Theuniversity hasbeen
successful in influencing positive
attitudesin its employees.
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Thefindingsin Figure 7 indicate that 25% of
respondent employees agreed that the university
has been successful in influencing postive
atitudesin FIU employees. 3% of employees
strongly agreed, an additiona 22% agreed. Forty-
two percent of respondents disagreed that the
university has been successful: 26% of employees
disagreed and 16% strongly disagreed. Another
33% of respondent employees were neutra on this
issue.

Corrdations. To the extent that employees agreed
that the university has been successful in
influencing pogtive attitudesin its employees,

they also agreed that: informetion is shared within
the university so that those who make decisions
have access to accurate/current informeation

(r= .62, p<001), a FIU they have the opportunity to express their ideas in gppropriate forums (r = .58,
p <.001) and they receive adequate information about policy decisonsat FIU (r = .58, p < .001).

Cooper ation Between Departments Exists At FIU.
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Figure 8: A spirit of cooperation
between departments exists at FIU.
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Thefindingsin Figure 8 indicate that 28% of
respondent employees agreed that a pirit of
cooperation between departments exists a FIU:
2% strongly agreed, another 26% agreed. Forty-
three percent of respondents disagreed that a spirit
of cooperation exists between departments at FIU:
32% of respondents disagreed, while 11% strongly
disagreed. Another 29% of respondents were
neutra on thisissue.

Corrdations. To the extent that respondent
employees agreed that a spirit of cooperation
between departments exists at FIU, they dso
agreed that: the university has been successful in
influencing positive attitudes in employees

(r = .55, p <.001), information is shared within
the university so that those who make decisions

have access to accurate/current information (r = .49, p <.001) and a FIU they have the opportunity
to express their ideas in gppropriate forums (r = .45, p < .001).
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Information |s Shared Within The Univer Sity.
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Figure9: Information isshared
within the university so that those
who make decisions have access to
accurate/current information.
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Thefindingsin Figure 9 indicate that 31% of
respondent employees agreed that information is
shared within the university so that those who
make decisions have access to accurate/current
information: 5% strongly agreed, another 26%
agreed. Thirty-three percent of respondents
disagreed that information is shared within the
university: 22% disagreed, 11% strongly
disagreed. An additiona 36% of respondents
were neutrd on thisissue.

Corrdations. To the extent that respondent
employees agreed that information is shared
within the university so that those who make
decisions have access to accurate/current
information, they dso agreed that: they receive
adequate information about policy decisons at
FIU (r = .77, p < .001), the university has been

successful ininfluencing postive attitudes in its employees (r = .62, p < .001) and they have the
opportunity for advancement within the universty a FIU (r = .55, p < .001).

Opportunity For Advancement Within The Univer Sity.
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Figure 10: | have the opportunity for
advancement within the university.
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The findingsin Figure 10 indicate that 35% of
employee respondents agreed that they have the
opportunity for advancement within the
university: 12% strongly agreed, another 23%
agreed. Thirty-9ix percent of employee
respondents disagreed that they have an
opportunity for advancement within the
university: 20% disagreed, 16% srongly
disagreed. An additiona 29% of employee
respondents were neutral on thisissue.

Correlations. Employee respondents who agreed
that they have an opportunity for advancement
within the university dso agreed thet: information
is shared within the university so that those who
make decisions have access to accurate/current

information (r = .55, p <.001), the university has

been successtul in influencing positive attitudes in its employees (r = .55, p < .001) and they have an
opportunity to succeed in their work (r = .53, p < .001).
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DIFFERENCESIN SURVEY ITEM RESPONSES

It isimportant to note that a large number of employee respondents did not answer some or al of the
demographic itemsin the survey. This makes it somewhat difficult to generdize differencesin
survey item responses to the entire respondent population.

Gender.

Two hundred thirty-seven respondents indicated that they were female, 87 respondents indicated that
they were mae. There were sgnificant differences between mae and fema e respondents on the
following items

Femaes were more likdly to agree that:

- They are given qudity guidance regarding their work (M = 3.78 versus M = 3.46, p < .05).
Information is shared within the university so that those who make decisons have access to
accurate/current information (M = 3.04 versus M = 2.76, p < .05).

They receive sufficient feedback in their work (M = 3.54 versus M = 3.28, p < .05).
They fed comfortable working at FIU (M = 4.01 versusM = 3.75, p < .05).

Males were more likely to agree that:

- At FIU they have the opportunity to express their ideas in gppropriate forums (M = 3.60
versusM = 3.34, p<.05).
They were satisfied with the amount of information about their job that they receive
(M =3.63versusM = 3.33, p<.05).
A spirit of cooperation between departmentsexistsat FIU (M =2.99 versusM = 2.72,
p<.05).
Thereis an opportunity in their department for al ideas to be exchanged (M = 3.78 versus
M =3.50, p<.05).
They have the flexibility to organize their workday (M = 4.33 versus M = 4.07, p < .05).

Race/Ethnicity.

The respondents who saf-reported their race included 5 Asans, 39 Blackg/African Americans, 112
Hispanics, 156 Whites, 3 Non-Residents and 25 Others. There were many significant differencesin
the item responses by racefethnicity. However, Asians and Non-Residents were excluded from
further analyses because of the small number of respondents. Post-hoc anayses were performed for
Black/African American, Higpanic, White and Other respondents. A written summary of the ten
items that the racid/ethnic groups differed the most on appears below, followed by Tables 9-10 (p.
19-20) that further details these differences.

Higpanic employee respondents were more likely than White or Other respondents to agree
that they are given qudity guidance regarding their work (M = 4.09 versus M = 3.46 and 3.55,
respectively).

Hispanic employee respondents were more likely than Black/African American or White
respondents to agree that their supervisor/chairperson emphasizes their persona development
(M =4.16 versus M = 3.43 and 3.58, respectively).
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Higpanic employee respondents were more likely than Black/African American or White
respondents to agree that their ideas are actively sought by their supervisor/chairperson

(M =3.99versusM = 3.29 and 3.42, respectively).

Higpanic employee respondents were more likely than Black/African American or White
respondents to agree that the university has been successful in influencing positive atitudesin
itsemployees (M = 3.13 versus M = 2.50 and 2.57, respectively).

Higpanic employee respondents were more likely than White or Other respondents to agree
that this (job) information that they receiveisussful in ther work (M = 3.93 versusM = 3.49
and 3.20, respectively).

Higpanic employee respondents were more likely than White or Other respondents to agree
that information is shared within the university so that those who make decisions have access
to accurate/current information (M = 3.34 versus M = 2.75 and 2.75, respectively).
Hispanic employee respondents were more likely than Black/African American or White
respondents to agree that they receive quality feedback in their work (M = 3.85 versus

M = 3.06 and 3.42, respectively).

Hispanic employee respondents were more likely than Black/African American, White or
Other respondents to agree that their supervisor helps them to improve their work (M = 4.05
versus M = 3.37, 3.47 and 3.30, respectively).

Other employee respondents were more likely than Black/African American, Hispanic or
White respondents to agree that they fed that the upcoming changes in the Board of Regents
sructure will bring postive changesto FIU (M = 3.10 versus M = 1.80, 2.87 and 2.27,

respectively).
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TABLE9

DIFFERENCES AMONG MEAN FINDINGS FOR RACIAL/ETHNIC GROUPS. DEMOGRAPHIC INFORMATION

1. Gender
Femde
Mae
Totals

2. Employee Type
A&P

Faculty

USPS

A & Pand Faculty
Totals

3. Age Group
Under 25
26—-30
31-35
36-40
41-45
46—-50
51-55
56— 64

65 or older
Totas

4. Employment Status
Part-time Or

Adjunct Employee
Full-time Employee
Totals

5. lworkin
Architecture

Arts & Sciences
Business

Education

Engineering

Health & Urban Affairs
Hospitality

M anagement
Journalism & Mass
Communication
Academic Affairsor
Business & Finance
Campus Support
Student Affairs/Student
Support Services
Athletics

Other

Totals

6. | work at

Biscayne Bay Campus
University Park

Total

Number of Responses

Asian Black/AA Hispanic White  Non-Resident Other
3 25 9% 92 3 15
2 6 15 57 0 5
5 31 111 149 3 20
2 8 31 39 1 1
2 2 4 33 0 4
1 22 68 71 2 13
0 0 _6 7 0 0
5 32 109 150 3 18
0 0 11 3 0 2
1 4 12 20 3 0
0 4 16 12 0 6
2 8 7 13 0 2
0 5 12 20 0 2
2 4 16 36 0 6
0 8 17 22 0 2
0 2 14 22 0 0
0 0 _6 _1 0 0
5 35 111 149 3 20
0 3 4 3 2 2
5 30 103 147 1 16
5 33 107 150 3 18
0 0 0 2 0 0
1 2 18 29 0 4
0 2 3 8 0 2
0 2 4 6 0 0
2 0 4 9 0 2
0 9 11 17 0 0
0 2 2 0 0 0
0 0 0 2 0 0
0 9 24 12 2 3
0 0 3 7 0 0
0 4 18 19 0 4
0 2 0 2 0 0
2 _3 19 33 1 4
5 35 106 146 3 19
2 9 20 26 1 10
3 22 _88 120 2 i
5 31 108 146 3 17

Totals

g 8

319

&5

323

14

316

15

17
37

314

242
310
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TABLE 10

SELECTED SIGNIFICANT MEAN DIFFERENCES FOR RACIAL/ETHNIC GROUPS

There were a number of overall significant differences among the mean findingsfor the different racia/ethnic groupsat FIU. Further post-hocandyses
were performed using Games-Howel| tests between each pair of groups. (Note - Asians and Non-Residents were excluded from further analyses

because of the small number of respondents).

ITEM

| am given quality guidance regarding my work
Hispanic

White

Other

My supervisor/chairperson emphasizes my personal
development

Black/AA

Hispanic

White

My ideas are actively sought by my supervisor/ chairperson
Black/AA

Hispanic

White

The university has been successful in influencing positive
attitudes in its employees

Black/AA

Hispanic

White

Thisinformation that | receive (job information) is useful in
my work

Hispanic

White

Other

Information is shared within the university so that those
who make decisions have access to accurate/ current
information

Hispanic

White

Other

| receive quality feedback in my work
Black/AA

Hispanic

White

My supervisor helps me to improve my work
Black/AA

Hispanic

White

Other

| feel that the upcoming changesin the Board of Regents
structure will bring positive changes to FIU

Black
Hispanic

White
Other

Means

4.09 (more likely to agree)

3.46
3.55

3.43

4.16 (more likely to agree)
3.58

3.29
3.99 (more likely to agree)
3.42

2.50
3.13 (more likely to agree)
2.57

3.93 (more likely to agree)
3.49
3.20

3.34 (more likely to agree)
2.75
2.75

3.06
3.85 (more likely to agree)
3.42

3.37
4.05 (more likely to agree)

3.47
3.30

1.80

2.87 (more likely to agreethan

B/AA, W)
2.27

3.10 (more likely to agree than

B/AA and W)

Overadl F Games-
(degrees of Howell
freedom) Significance (p)
7.61 (3, 316)

<.001

<.05
6.95 (3, 316)

<.05

<.001
7.22 (3, 312)

<.01

<.001
7.07 (3, 312)

<.05

<.001
7.41 (3, 314)

<.001

<.05
7.53 (3, 313)

<.001

<.05
7.83 (3, 313)

<.001

<.01
8.40 (3, 313)

<.05

<.001

=.001

14.68 (3, 315)

<.001 (H, 0); < .05
(W)

<.001 (H); < .01 (O)
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Employment Type.

Respondents who indicated their employment type included 85 A& P employees, 45 faculty members,
179 USPS employees and 13 employees who classified themsalves as A& P and Faculty. There were
some significant differences in the item responses by employment type. Those respondents who
indicated that they were both A& P and Faculty were included in the A& P category to alow further
post-hoc andyses. A written summary of the top items that the employment type groups differed the
most on appears below, followed by Tables 11-12 (p. 22-23) that further detalls these differences.

Faculty member respondents were less likely than A& P and USPS respondents to agree that
they are given quality guidance regarding their work (M = 3.20 versus M = 3.88 and 3.74,
respectively).

USPS employee respondents were less likely than A& P and Faculty respondents to agree that
they are able to gppropriately influence the direction of their department (M = 3.10 versus

M = 3.68 and 3.58, respectively).

USPS employee respondents were more likely than Faculty respondents to agree that
unacceptable behaviors are identified and communicated to them (M = 3.81 versusM = 3.31).
A& P and USPS employee respondents were more likely than Faculty respondents to agree
that work expectations are clarified for them (M = 3.75 and 3.75 versus M = 3.29).

USPS employee respondents were less likely than A& P employees and Faculty respondents
to agree that they receive adequate information about events thet are taking place a FIU

(M =359 versusM = 3.95 and 4.11, respectively).

USPS employee respondents were less likdly than A& P employees and Faculty respondents
to agree that they have the flexibility to organize their workday (M = 3.94 versusM = 4.32
and 4.51, respectively).

Faculty member respondents were less likely than A& P and USPS employee respondents to
agree that accuracy is expected in their work (M = 4.04 versus M = 4.65 and 4.53,
respectively).

A& P employee respondents were more likely than USPS respondents to agree that they have
an opportunity to succeed in their work (M = 4.31 versus M = 3.72).
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TABLE 11
DIFFERENCES AMONG MEAN FINDINGS FOR EMPLOYMENT TYPES. DEMOGRAPHIC INFORMATION

A&P Faculty USPS A&Pand Total
Faculty

1. Gender
Female 67 18 141 6 232
Male 18 25 31 7 81
Totals 85 43 172 13 313
2. Race
Asian 2 2 1 0 5
Black/African American 8 2 22 0 32
Hispanic 31 4 68 6 109
White 39 33 71 7 150
Non-Resident 1 0 2 0 3
Other 1 4 13 0 _18
Totals 82 45 177 13 317
3. Age Group
Under 25 5 0 11 0 16
26 -30 19 2 20 1 42
31-35 12 4 17 3 36
36— 40 16 2 13 0 31
41 - 45 4 11 21 4 40
46 - 50 12 17 32 2 63
51-55 15 4 26 1 46
56 — 64 2 2 30 2 36
65 or older 0 1 _6 0 _7
Totals 85 43 176 13 317
4. Employment Status
Part-time Or Adjunct Employee 2 5 4 0 11
Full-time Employee 82 40 168 11 301
Totals 84 45 172 11 312
5. lwork in
Architecture 0 0 2 0 2
Arts & Sciences 6 12 35 0 53
Business 4 7 4 0 15
Education 2 2 4 2 10
Engineering 0 5 12 0 17
Health & Urban Affairs 9 9 14 4 36
Hospitality Management 4 0 0 0 4
Journalism & Mass 0 2 0 0 2
Communication
Academic Affairs or Business & Finance 12 0 34 4 50
Campus Support Services 0 0 9 0 9
Student Affairs/Student Support Services 16 2 26 1 45
Athletics 4 0 0 0 4
Other 23 4 32 2 _61
Totals 80 43 172 13 308
6. | work at
Biscayne Bay Campus 22 12 28 3 65
University Park Campus 59 29 141 10 239
Totals 81 41 169 13 304
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TABLE 12

SELECTED SIGNIFICANT MEAN DIFFERENCES FOR EMPLOYMENT TYPES

There were a number of overall significant differences among the mean findings for the various employment types at FIU. Further post-hocandyses
were performed using Games-Howel| tests between each pair of groups.

ITEM

| am given quality guidance regarding my work
A&P

Faculty

USPS

| am able to appropriately influence the direction of my
department

A&P

Faculty

USPS

Unacceptable behaviors are identified and communicated to me
Faculty
USPS

Work expectations are clarified for me
A&P

Faculty

USPS

| have the flexibility to organize my work day
A&P

Faculty

USPS

| receive adequate information about events that are taking place
at FIU

A&P

Faculty

USPS

| have the flexibility to organize my workday
A&P

Faculty

USPS

Accuracy is expected in my work
A&P

Faculty

USPS

| have an opportunity to succeed in my work
A&P
USPS

Means

3.88
3.20 (less likely to agree)
3.74

3.68
3.58
3.10 (less likely to agree)

3.31
3.81 (more likely to agree)

3.75 (more likely to agree)
3.29
3.75 (more likely to agree)

4.26
451
3.94 (less likely to agree)

3.95
4.11
3.59 (less likely to agree)

4.32
4.51
3.94 (less likely to agree)

4.65
4.04 (less likely to agree)
4.53

4.31 (more likely to agree)
3.72

Games-
Overall F-vaue Howsdll
(degrees of freedom)  Significance (p)
6.09 (2, 319)

<.001

<.01
10.51 (2, 315)

<.001

< .05
6.16 (2, 316)

<.01
4.79 (2, 318)

< .05
9.37 (2, 317)

< .05

<.001
7.26 (2, 318)

=.01

<.001
9.37 (2, 317)

<.01

<.001
15.34 (2, 319)

<.001

<.01
10.67 (2, 317)

<.001
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Age Group.

Respondent employees who indicated their age group included 16 under the age of 25, 42 between
the ages of 2630, 38 between the ages of 31-35, 32 between the ages of 36-40, 41 between the ages
of 41-45, 64 between the ages of 46-50, 49 between the ages of 51-55, 39 between the ages of 56-64
and 7 who were 65 or older. There were some sgnificant differencesin the item responses by age
group. A written summary of the top items upon which the age groups most differed appears below,
followed by Tables 13-14 (p. 25-26) that further detalls these differences.

Respondents who are in the 46-50 year old range were less likely than respondentsin the 26—
30, 31 35, and 3640 age groups to agree that they are given quality guidance regarding their
work (M =3.17 versus M = 4.07, 3.84 and 3.97, respectively).

Respondents who are in the 46-50 year old range were less likely than respondentsin the
under 25, 26-30, 31-35, and 36—40 age groups to agree that their supervisor/chairperson
emphasizes their persond development (M = 3.19 versus M = 4.50, 4.26, 4.05 and 4.19,
respectively).

Respondents who are in the 41-45 year old range were less likely than respondentsin the 36—
40 and 5664 age groups to agree that the information they generate a work is shared with
others (M = 3.59 versus M = 4.19 and 4.26, respectively).

Respondents who are in the 46-50 year old range were less likely than respondentsin the 36—
40 age group to agree that positive work expectations are communicated to them (M = 3.39
versusM = 4.24).

Respondentsin the 56 —64 year old range were less likely than respondents in the 4145 age
group to agree that they receive adequate information about events that are taking place at
FIU (M = 3.28 versusM = 4.15).

Respondents who are in the 46-50 year old range were less likely than respondentsin the 26—
30, 31 35, 3640 and 5664 age groups to agree that they have an opportunity to work
jointly with others within their department (M_ = 3.48 versus M = 4.02, 4.00, 4.34 and 4.21,
respectively).

Respondents who are in the 46-50 year old range were less likely than respondentsin the 26—
30 age group to agree that their supervisor hel ps them to improve their work (M = 3.28 versus
M =4.05).

24



TABLE 13
DIFFERENCES AMONG MEAN FINDINGS FOR AGE GROUPS: DEMOGRAPHIC INFORMATION

Under25 26-30 31-35 3640 4145 4650 5155 56-64 65orolder Totd

1. Gender

Female 13 36 27 20 21 42 43 25 7 234
Male 3 4 9 10 18 21 6 14 0 _8
Totals 16 40 36 30 39 63 49 39 7 319
2. Race

Asian 0 1 0 2 0 2 0 0 0 5
Black/African American 0 4 4 8 5 4 8 2 0 35
Hispanic 11 12 16 7 12 16 17 14 6 111
White 3 20 12 13 20 36 22 22 1 149
Non-Resident 0 3 0 0 0 0 0 0 0 3
Other 2 0 6 2 2 6 2 0 0 _20
Totals 16 40 38 32 39 64 49 38 7 323
3. Employee Type

A&P 5 19 12 16 4 12 15 2 0 85
Faculty 0 2 4 2 11 17 4 2 1 43
USPS 11 20 17 13 21 32 26 30 6 176
A&P and Faculty 0 1 3 0 A4 2 A1 2 0 _13
Totals 16 42 36 31 40 63 46 36 7 317
4. Employment Status

Part-time Or

Adjunct Employee 2 4 2 1 2 2 0 0 1 14
Full-time Employee 14 38 36 28 35 60 49 37 5 302
Totals 16 42 38 29 37 62 49 37 6 316
5. lwork in

Architecture 0 0 0 0 0 2 0 0 0 2
Arts & Sciences 8 1 2 10 8 11 6 7 1 54
Business 0 1 3 2 4 2 2 1 0 15
Education 2 0 0 0 2 4 2 2 0 12
Engineering 0 2 4 0 3 4 0 1 1 15
Health & Urban Affairs 0 6 3 3 6 8 7 4 0 37
Hospitality Management 0 1 0 1 0 2 0 0 0 4
Journalism & Mass

Communication 0 0 0 0 2 0 0 0 0 2
Academic Affairs or

Business & Finance 0 4 7 6 2 11 12 6 2 50
Campus Support Services 0 2 0 0 1 6 0 1 0 10
Student Affairs/Student

Support Services 3 11 8 1 3 4 9 8 0 a7
Athletics 0 4 0 0 0 0 0 0 0 4
Other 3 8 11 8 7 5 10 8 3 _63
Totals 16 40 38 31 38 59 48 38 7 315
6. | work at

Biscayne Bay Campus 2 8 17 12 6 9 7 6 1 68
University Park Campus 13 32 21 16 33 50 42 31 6 244
Totals 15 40 38 28 39 59 49 37 7 312
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TABLE 14

SELECTED SIGNIFICANT MEAN DIFFERENCES FOR AGE GROUPS

There were anumber of overall significant differences among the mean findings for the different employment types at FIU. Further post-hocandyses
were performed using Games-Howell tests between each pair of groups. (Note — Respondents who designated themselves as 65 or older wereexduded

from further analyses because of the small number of respondents).

| am given quality guidance regarding my work
26-30
31-35
36-40
46-50

My supervisor/chairperson emphasizes my personal development
Under 25

26-30

31-35

36-40

46-50

The information | generate at work is shared with others
36-40
41-45
56-64

Positive work expectations are communicated to me
36-40
46-50

| receive adequate information about events that are taking place at FIU
41-45
56-64

| have an opportunity to work jointly with others within my department
26-30
31-35
36-40
46-50
56-64

My supervisor helps me to improve my work
26-30
46-50

4.19
3.19 (less likely to agree)

4.19
3.59 (less likely to agree)
4.26

4.24
3.39 (lesslikdy to agree)

4.15
3.28 (lesslikely to agree)

4.02
4.00
4.34
3.48 (less likely to agree)
4.21

4.05
3.28 (lesslikely to agree)

Games-
Overall F-vaue Howell
(degrees of freedom)  Significance(p)
3.64 (7, 313)

<.01

<.05

< .05
5.70 (7, 313)

<.001

<.001

<.001

<.001
3.01 (7, 313)

<.05

<.01
2.93 (7, 309)

<.001
3.07 (7, 313)

<.01
5.08 (7, 313)

<.05

<.01

<.001

<.001
2.78 (7, 310)

<.01
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| work in...

Respondent employees who indicated where they worked included 2 from the School of Architecture,
54 from the College of Arts & Sciences, 15 from the College of Business, 12 from the College of
Education, 17 from the College of Engineering, 37 from the College of Hedth & Urban Affairs, 4
from the School of Hospitality Management, 2 from the School of Journalism and Mass
Communication, 50 from Academic Affars or Business and Finance, 10 from Campus Support
Sarvices, 47 from Student Affairs/Student Support Services, 4 from the Athletics Department and 64
employees from other Departments. There were anumber of sgnificant differencesin theitem
responses according to where the respondent works. Respondents from Architecture, Hospitality
Management, Journdism & Mass Communication and Athletics were removed from further post-hoc
analyses because of the small number of respondents. A written summary of the top items that the
groups differed the most on appears below, followed by Tables 15-16 (p. 28-29) that further details
these differences.

Respondents who work in Student Affairs/Student Support Services were more likely than
respondents who work in Campus Support Services and Other (not specified) to agree that
they are given qudity guidance regarding their work (M = 4.28 versus M = 3.00 and 3.44,
respectively).

Respondents who work in Engineering (M = 4.53) and Student Affairs/Student Support
Searvices (M = 4.45) were more likely than respondents who work in Campus Support
Services and Other to agree that they are given the opportunity to be cregtive in their work

(M = 3.00 and 3.62, respectively).

Respondents who work in Campus Support Services were less likely than respondents who
work in Arts & Sciences, Engineering, Hedlth & Urban Affairs, Academic Affairs or Busness
and Finance and Student Affairs/Student Support Services to agree that their ideas are actively
sought by their supervisor/chairperson (M = 2.50 versus M = 3.78, 3.76, 3.78, 3.70 and 3.91,
respectively).

Respondents who work in Education were less likely than respondents from Business,
Engineering and Other to agree that they receive adequate job information at FIU (M = 2.83
versus M = 3.60, 3.88 and 3.45, respectively). Engineering respondents also were more likely
to agree with thisitem than Arts & Sciences respondents (M = 3.06).

Respondents who work in Engineering were more likely than respondents from Business and
Other to agree that they receive quality feedback in their work (M = 4.00 versus M = 2.80 and
3.32, respectively). Student Affairsg/Student Support Services respondents (M = 3.81) were
aso more likely to agree to this item than Business respondents.

Respondents who work in Engineering were more likely than respondents from Arts &
Sciences, Education, Hedlth & Urban Affairs, Academic Affairs or Business and Finance,
Student Affairs/Student Support Services and Other to agree that they have the opportunity
for advancement within the university (M = 4.24 versus M = 2.94, 2.83, 2.80, 3.16, 3.04 and

3.11, respectivey).
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TABLE 15

DIFFERENCES AMONG MEAN FINDINGS FOR “WHERE | WORK”: DEMOGRAPHIC INFORMATION

1. Gender
Female
Male
Totals

2. Race

Asian

Black/African American
Hispanic

White

Non-Resident

Other

Totals

3. Employee Type
A&P

Faculty

USPS

A&P and Faculty
Totals

4. Age Group
Under 25
26 - 30
31-35

36 -40

41 - 45

46 — 50
51-55

56 — 64

65 or older
Totals

5. Employment Status
Part-time or Adjunct
Employee

Full-time Employee
Totals

6. | work at

Biscayne Bay Campus
University Park Campus
Totals
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26 0 32
1 0 2
45 4 61
3 0 3
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8 0 11
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8 0 8
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TABLE 16

SELECTED SIGNIFICANT MEAN DIFFERENCES FOR “WHERE | WORK.”

There were a number of overall significant differences among the mean findings for the different groups at FIU. Further post-hoc andyseswere
performed using Games-Howell tests between each pair of groups.

| am given quality guidance regarding my work

Campus Support Services
Other
Student Affairs/Student Support Services

| am given the opportunity to be creative in my work

Campus Support Services

Engineering

Other

Student Affairs/Student Support Services

My ideas are actively sought by my
supervisor/chairperson

Arts & Sciences

Campus Support Services

Engineering

Health & Urban Affairs

Academic Affairs or Business and Finance
Student Affairs/Student Support Services

| receive adequate job information at FIU
Arts & Sciences

Business

Education

Engineering

Other

| receive quality feedback in my work
Business

Engineering
Other
Student Affairs/Student Support Services

| have the opportunity for advancement within the

university

Arts & Science

Education

Engineering

Health & Urban Affairs

Academic Affairs or Business and Finance
Other

Student Affairs/Student Support Services

3.44
4.28 (more likely to agree)

3.00
4.53 (more likely to agree than CSS, O)
3.62
4.45 (more likely to agree than CSS, O)

3.78
2.50 (less likely to agree)
3.76
3.78
3.70
3.91

3.06

3.60

2.83 (lesslikely to agree than B, Eng, O)
3.88 (more likely to agree than A& S)
3.45

2.80

4.00 (more likely to agree then B & O)
3.32

3.81 (more likely to agree than B)

2,94
2.83
4.24 (more likely to agree)
2.80
3.16
3.11
3.04

Overall F-
vaue
(degrees of
freedom)

Games-

Howell
Significance (p)

3.15 (8, 297)

4,73 (8, 297)

2.61 (8, 293)

2.42 (8, 297)

3.80 (8, 294)

2.32 (8, 292)

<
<

N

NN NN N

N

.01
.001

01 (E, SA/SSS)

05 (E); < .001 (SA/SSS)

.01

.01
.01
.01
.001

.01 (Eng)

< .01 (Ed)

ANAY

ANNNA

01 (A&S); < .001 (Ed)
01

.01 (Eng);
.01 (SA/SSS)

.01 (Eng)
01
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Campus.

Respondents who indicated their campus included 68 employees from the Biscayne Bay Campus and
247 employees from the University Park Campus. There were some significant differencesin the
item responses by campus. A written summary of the top items upon which respondents most
differed gppears below, followed by Tables 17-18 (p. 31-32) that further details these differences.

Respondents who work at the University Park Campus were more likely than respondents
from the Biscayne Bay Campus to agree that their supervisor expresses confidencein their
work (M =4.37 versusM = 3.91).

Respondents who work at the University Park Campus were more likely than respondents
from the Biscayne Bay Campusto agree that they are satisfied with the information about
their job that they receive (M = 3.52 versus M = 3.00).

Respondents who work at the University Park Campus were more likely than respondents
from the Biscayne Bay Campus to agree that a spirit of cooperation exists within their
department (M = 3.80 versus M = 3.29).

Respondents who work at the University Park Campus were more likely than respondents
from the Biscayne Bay Campus to agree that they are responsible for completing meaningful
tasks (M = 4.47 versus M = 4.01).

Respondents who work at the University Park Campus were more likely than respondents
from the Biscayne Bay Campus to agree that they have an opportunity to succeed in their
work (M = 4.04 versus M = 3.50).
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TABLE 17
DIFFERENCES AMONG MEAN FINDINGS FOR CAMPUS. DEMOGRAPHIC INFORMATION

Biscayne Bay Campus  University Park Campus  Totals

1. Gender

Female 50 174 224
Male 16 _67 _83
Totals 66 241 307
2. Race

Asian 2 3 5
Black/African American 9 22 31
Hispanic 20 88 108
White 26 120 146
Non-Resident 1 2 3
Other 10 _7 17
Totals 68 242 310
3. Employee Type

A&P 22 59 81
Faculty 12 29 41
USPS 28 141 169
A&P and Faculty 3 10 13
Totals 65 239 304
4. Age Group

Under 25 2 13 15
26 — 30 8 32 40
31-35 17 21 38
36 —40 12 16 28
41 - 45 6 33 39
46 - 50 9 50 59
51-55 7 42 49
56 — 64 6 31 37
65 or older 1 _6 _7
Totals 68 244 312
5. Employment Status

Part-time or 6 8 14
Adjunct Employee

Full-time Employee 60 229 289
Totals 66 237 303
6. I workin

Architecture 0 2 2
Arts & Sciences 11 42 53
Business 1 14 15
Education 0 12 12
Engineering 0 16 16
Health & Urban Affairs 17 14 31
Hospitdity Management 4 0 4
Journalism & Mass 2 0 2
Communication

Academic Affairs or 11 36 47
Business & Finance

Campus Support Services 0 10 10
Student Affairs/Student 6 41 47
Support Services

Athletics 0 4 4
Other 16 _44 _60
Totals 68 235 303
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TABLE 18
SELECTED SIGNIFICANT MEAN DIFFERENCES FOR CAMPUS

Overall F-vdue
(degrees of Overall
Means freedom) Significance(p)

My supervisor expresses confidence in my work 11.98 (1, 309)
Biscayne Bay Campus 3.91 <.001
University Park Campus 4.37 (morelikely to agree)
| am satisfied with the amount of information about my job that | receive 12.89 (1, 310)
Biscayne Bay Campus 3.00 <.001
University Park Campus 3.52 (more likely to agree)
A spirit of cooperation exists within my department 10.82 (1, 313)
Biscayne Bay Campus 3.29 <.001
University Park Campus 3.80 (more likely to agree)
| am responsible for completing meaningful tasks 18.09 (1, 309)
Biscayne Bay Campus 4.01 <.001
University Park Campus 4.47 (more likely to agree)
| have an opportunity to succeed in my work 14.39 (1, 313)
Biscayne Bay Campus 3.50 <.001
University Park Campus 4.04 (more likely to agree)
CONCLUSIONS

The results of this Continuous Qudity Improvement Survey are mixed. While positive responses (at
least 65% of respondents selected aresponse of Strongly Agree or Agree) were reported on 37.5% of
the survey items (15 out of 40), there were a number of responses that show some cause for concern.
Of the fifteen items that received positive responses, about 67% (10/15) of the items had positive
responses between 65.0% and 79.9%. The remaining five items (5/15) had positive responses of
higher than 80%. It is somewhat difficult to interpret these results without prior comparative data.
Overdl, the campus atmosphere could be vastly improved over afew years ago, things could have
deteriorated rapidly or things could be about the same. Since we do not have the luxury of
comparative data at thistime, we must look instead to the present survey results. In the future, we

can compare the data collected at that time to this previous data, and a clearer picture will emerge.

In generd, FIU employee respondents seemed more satisfied with their supervisor and their
department than with the university asawhole. For example, 78% of respondents indicated that their
supervisor expresses confidence in the respondent’ swork.  Sixty-seven percent report that their ideas
are serioudy consdered by their supervisor/chairperson. Sixty-three percent of respondents reported
that their supervisor/chairperson emphasizes the respondent’ s persona growth. In addition, 93% of
respondents reported that their job skills are appropriate for the work that they are expected to
complete. However, respondents were significantly less positive about their workload, only 67% of
respondents reported that their workload is appropriate. (Employee workload will be expected to
increase in the next couple of years, if the current budget congtraints continue. Thisis not good news
for one-third of employees who dready are presumably feding overworked).

Thereisfurther cause for concern in regard to the university climate asawhole. A meager 25% of
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employee respondents believe that the university has been successtul in influencing positive attitudes
in employees. Only 58% of employee respondents reported that they believe the actions of the
university reflect the FIU mission, and barely 50% of employee respondents believe that they have
the opportunity to express their ideas in gppropriate forums. Thirty-eight percent of employee
respondents report that they receive adequate information about policy decisons at FlU.
Additionaly, while 60% of employees believe that a spirit of cooperation exigtsin their own
department, only 28% bdlieve that there exists a spirit of cooperation between departments at FIU.
While 63% of respondents reported that their supervisor is concerned with their persona growth,
only 35% of respondents believe that they have an opportunity for advancement at the university.

There were dso many differences in responses by the various respondent employee sub-groups
(gender, racelethnicity, employment type, age, etc.) a FIU. Maeswere more likely to report that
they have the opportunity to expresstheir ideas in gppropriate forums. Hispanic respondents were
more likely to report that their supervisor helps them to improve their work. Faculty member
respondents were less likely to report that they are given qudity guidance regarding their work.
Respondents ages 46-50 were less likely to agree that their supervisor emphasizes their persond
development than younger employees.

It seemsfairly evident that there are areas that need attention. Employee respondents are fedling, at
the very leadt, unsure about the Board of Regents changes with only afew positive responses (9%);
however, 41% of respondent employees chose not to answer this question, and another 25% of
respondents were neutral. They are dso very concerned about campus climate, the sharing of
information between departments and the sharing of information between the adminigtration and
employees. It seems clear that while overdl employees are fairly postive about FIU, there clearly
are areas that need improvement.
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APPENDIX A
EMPLOYEE INVENTORY SURVEY
Please note that percentages may not add up to 100%, because some respondents did not answer every question.

FORMAL INFLUENCE
1. | believe that the actions of the university reflect the FIU mission.

Strongly Agree 13.0% Disagree 15.0%
Agree 445% Strongly Disagree 3.0%
Neutral 23.9%

2. My supervisor expresses confidence in my work

Strongly Agree 45.2% Disagree 49%
Agree 33.1% Strongly Disagree 4.2%
Neutral 11.4%

3. | am given quality guidance regarding my work.

Strongly Agree 20.6% Disagree 11.1%
Agree 38.0% Strongly Disagree 7.7%
Neutral 225%

4. | am given the opportunity to be creative in my work.

Strongly Agree 37.0% Disagree 8.1%
Agree 37.9% Strongly Disagree 3.3%
Neutral 13.7%

5. My supervisor/chairperson emphasizes my personal development.

Strongly Agree 31.9% Disagree 8.6%
Agree 31.2% Strongly Disagree 7.7%
Neutral 20.6%

6. My ideas are seriously considered by my supervisor/chairperson.

Strongly Agree 31.7% Disagree 10.0%
Agree 35.4% Strongly Disagree 4.0%
Neutral 18.1%

7. At FIU | have the opportunity to express my ideas in appropriate

forums.

Strongly Agree 11.1% Disagree 15.8%
Agree 38.4% Strongly Disagree 5.1%
Neutral 28.7%

8. My ideas are actively sought by my supervisor/chairperson.

Strongly Agree 19.4% Disagree 13.4%
Agree 37.3% Strongly Disagree 6.7%
Neutral 225%



9. | am ableto appropriately influence the direction of my

department.

Strongly Agree 13.9% Disagree 18.7%
Agree 282% Strongly Disagree 7.6%
Neutral 30.5%

10. The university has been successful in influencing positive attitudesin its
employees.

Strongly Agree 25% Disagree 26.1%
Agree 21.8% Strongly Disagree 15.8%
Neutral 33.1%

COMMUNICATION
11. | am satisfied with the amount of information about my job that |
receive.

Strongly Agree 10.2% Disagree 19.5%
Agree 40.1% Strongly Disagree 6.5%
Neutral 22.7%

12. Theinformation that | receiveisuseful in my work.

Strongly Agree 12.0% Disagree 9.9%
Agree 44.2% Strongly Disagree 3.2%
Neutral 30.1%

13. Theinformation | generate at work is shared with others.

Strongly Agree 20.2% Disagree 6.0%
Agree 55.6% Strongly Disagree 14%
Neutral 16.7%

14. Positive work expectations are communicated to me.

Strongly Agree 20.2% Disagree 8.8%
Agree 46.7% Strongly Disagree 5.8%
Neutral 17.4%

15. Unacceptable behaviors are identified and communicated to me.

Strongly Agree 13.6% Disagree 8.6%
Agree 50.9% Strongly Disagree 2.1%
Neutral 23.6%

16. Work expectations are clarified for me.

Strongly Agree 125% Disagree 11.1%
Agree 48.8% Strongly Disagree 4.2%
Neutral 23.2%

17. At FIU, an ethnically and culturally diverse environment is
valued.

Strongly Agree 234% Disagree 10.7%
Agree 44.4% Strongly Disagree 3.0%
Neutral 18.3%
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18. | receive adequate information about events that are taking place

a Flu.

Strongly Agree 21.3% Disagree 10.0%
Agree 56.0% Strongly Disagree 2.8%
Neutral 9.3%

19. | receive adequate job information at FIU.

Strongly Agree 85% Disagree 18.0%
Agree 39.3% Strongly Disagree 3.0%
Neutral 31.0%

20. | receive adeguate information about policy decisionsat FIU.

Strongly Agree 4.4% Disagree 24.6%
Agree 33.8% Strongly Disagree 9.2%
Neutral 275%

21. Information is shared within the university so that those who make decisions have access to
accurate/current information.

Strongly Agree 53% Disagree 22.2%
Agree 254% Strongly Disagree 10.9%
Neutral 35.7%

COLLABORATION

22. A spirit of cooperation exi sts within my department.

Strongly Agree 23.2% Disagree 14.3%
Agree 36.6% Strongly Disagree 7.0%
Neutral 18.8%

23. A spirit of cooperation between departments exists at FIU.

Strongly Agree 21% Disagree 31.5%
Agree 257% Strongly Disagree 10.7%
Neutral 29.2%

24. Thereisan opportunity in my department for all ideasto be

exchanged.

Strongly Agree 16.4% Disagree 14.1%
Agree 40.0% Strongly Disagree 55%
Neutral 24.1%

25. | have an opportunity to work jointly with others within my

department

Strongly Agree 24.1% Disagree 4.9%
Agree 52.6% Strongly Disagree 3.2%
Neutral 14.8%

26. | have an opportunity to work jointly with FIU employees outside of my
department.

Strongly Agree 11.3% Disagree 15.7%
Agree 40.8% Strongly Disagree 3.3%
Neutral 28.7%
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ORGANIZATIONAL STRUCTURE
27. University-wide policies guide my work.

Strongly Agree 12.1% Disagree
Agree 37.0% Strongly Disagree
Neutral 3A.7%

28. | receive quality feedback in my work.

Strongly Agree 10.2% Disagree
Agree 42.3% Strongly Disagree
Neutral 27.8%

29. | receive sufficient feedback in my work.

Strongly Agree 8.8% Disagree
Agree 41.7% Strongly Disagree
Neutral 28.7%

30. Theamount of work | do is appropriate.

Strongly Agree 19.0% Disagree
Agree 47.7% Strongly Disagree
Neutral 12.1%

31. | havetheflexibility to organize my work day.

Strongly Agree 34.5% Disagree

Agree 50.0% Strongly Disagree
Neutral 74%

WORK DESIGN

32. Accuracy isexpected in my work.

Strongly Agree 54.9% Disagree

Agree 38.6% Strongly Disagree
Neutral 51%

33. My job skills are appropriate for the work that | am expected to
complete.

Strongly Agree 53.9% Disagree
Agree 38.9% Strongly Disagree
Neutral 2.6%

34. | feel that my work isrelevant to the university mission.

Strongly Agree 51.4% Disagree
Agree 384% Strongly Disagree
Neutral 7.0%

35. | am responsible for completing meaningful tasks.

Strongly Agree 48.1% Disagree
Agree 41.4% Strongly Disagree
Neutral 6.3%
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3.0%

11%
04%

3.2%
14%

12%
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36. | have the opportunity for advancement within the university.

Strongly Agree 11.6% Disagree 19.4%
Agree 231% Strongly Disagree 16.2%
Neutral 28.9%

37. | have an opportunity to succeed in my work.

Strongly Agree 26.8% Disagree 5.6%
Agree 45.2% Strongly Disagree 4.8%
Neutral 17.3%

38. My supervisor helps me to improve my work.

Strongly Agree 19.9% Disagree 12.1%
Agree 40.3% Strongly Disagree 85%
Neutral 18.7%

39. | fed comfortable working at FIU.

Strongly Agree 18.7% Disagree 4.6%

Agree 264% Strongly Disagree 1.2%

Neutral 10.0%

BOARD OF REGENTS

40. | feel that the upcoming changesin the Board of Regents structure will bring positive changesto FIU.
Strongly Agree 14% Disagree 8.6%

Agree 7.6% Strongly Disagree 155%

Neutral 254%

DEMOGRAPHIC ITEMS

41. Gender

Mae 15.3%
Femae 41.7%
Missing 43.0%

42. Ethnicity (Check all that apply)

Asian 0.9%
Black 6.9%
Hispanic 19.7%
White 27.5%
Non-Resident 05%
Other 4.4%

43. Employee Type

A&P 15.0%
Faculty 7.9%
UsPs 315%
A& P and Faculty 2.3%
Missing 43.3%
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44. Age Group
under 25
26-30

31-35

36-40

11-45

45. Employment Status
Part-time employee or
Adjunct Faculty
Full-time employee
Missing

46. | work in
Architecture
Arts & Sciences
Business

Education

Engineering

Health & Urban Affairs
Hospitality Management

47. | work at

Biscayne Bay Campus
University Park Campus
Missing

28%
74%
6.7%
5.6%
1.2%

25%
54.0%
435%

04%

9.5%

26%

21%
3.0%
6.5%
0.7%

12.0%
435%
44.5%

46-50
51-55
56 - 64
65 or older
Missing

Journalism & Mass
Communication
Academic Affairsor
Business and Finance
Campus Support
Services

Student Affairs/Student
Support Services
Athletics

Other

Missing
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