Perceptions of the UWGB Campus Community in 2004-05
UW-Green Bay, Institutional Research (Fall 2005)
In 2004-05, UWGB invited all staff and all full-time faculty (including lecturers) to complete one of two surveys about the working environment on campus. Academic and Classified Staff were asked to complete a locally designed on-line survey in December 2004.  After three waves of invitation, 259 staff (or 67%) had completed the survey, including 81% of the academic staff surveyed and 57% of the classified staff surveyed.  The full-time instructional staff (faculty and lecturers) participated in the nationwide 2004-05 HERI Faculty Survey in the spring (Higher Education Research Institute, University of California, Los Angeles, CA).  Results from that survey arrived on campus in June 2005, and summarized the responses from 94 individuals representing 47% of those surveyed. 
Almost all items on the staff survey mirror or reflect similar items from the faculty survey.  Appendix 1 contains aggregate results for each of those items, with comparisons between the types of employees – Faculty, Academic Staff, and Classified Staff – and between the sexes.  The table also contains the nationwide results from over 11,000 full-time undergraduate faculty from four-year public institutions who participated in the 2004-05 HERI Faculty Survey.  Differences between any two groups that are greater than 10% are usually unlikely to have occurred by chance.  (In many cases, differences smaller than 10% may also be statistically significant.) Appendix 1 includes results for some items that were excluded from the staff survey but may reflect on campus worklife.  Many items on the faculty survey deal with issues of pedagogy and are not summarized here.
These surveys span a very wide range of topics, and consider issues relating to the health of the campus community from many different perspectives.  The rest of this document highlights just a few of these possible perspectives, and is intended to illustrate how the results can be used to inform decision-makers.  This document does not draw definitive conclusions about overall campus climate at UW-Green Bay.  It does draw some conclusions about what factors play a role in overall worker satisfaction.
Many survey items focus on a few broad areas, which have been mathematically combined to create the six variables listed in Table 1 (details about these six scales are documented in Appendix 2).  Table 2 summarizes the differences between the means of these variables for men and women and for the three types of employees surveyed.
Table 1.  Six Scales Summarizing Information from the Faculty and Staff Surveys 

	Variable
	Description
	Meaning of a high score
	Range of values

	SATISFACTION
	General satisfaction with a range of different aspects of ones job, such as salary and work load 
	Respondent is  satisfied with various aspects of his or her worklife; “Good”
	7 to 28

Χ=19.0

	WORKSTRESS
	Stress in the past two years caused by work-related experiences, such as “red tape” and technology 
	Respondent has lots of stress at work; “Bad”
	10 to 30

Χ=17.1

	HOMESTRESS
	Stress in the past two years caused by personal experiences, such as child care and poor health 
	Respondent has lots of stress at home; “Bad”
	10 to 30

Χ=15.7

	PRIORITIES
	Perception that the campus has made developing a diverse and equitable campus community a high priority
	Respondent perceives these are  campus priorities; “Good”
	3 to 12

Χ=7.8

	CAREERISM
	The role that the job plays in the person’s life.  
	People who define themselves mostly in terms of their position will have high scores and people who define themselves in terms of their roles away from work will have low scores.
	5 to 15

Χ=12.1

	COMMUNITY
	Perception that the campus community supports individuals and their needs, and respects individual differences 
	Respondent perceives community relationships to be supportive and equitable; “Good”
	1 to 20

Χ=11.0


Table 2.  Differences between Sex and Employee Type for Summary Scales

	Variable
	Differences based on Sex
	Differences based on Employee Type

	SATISFACTION
	None
	None

	WORKSTRESS
	Women perceive significantly more stress at work than men.

t (347) = 2.3, p<.02
	Classified Staff perceive significantly less work-related stress than the other two categories, which are statistically equal.

F (2,347)= 16.3, p<.001

	HOMESTRESS
	None
	None

	PRIORITIES
	Men perceive that the University has made community building, gender equity and diversity a great priority than do women.

t (347) = 3.2, p<.01
	Classified Staff perceive that the University has made community building, gender equity and diversity a great priority than do the other two categories, which are statistically equal.

F (2,347) = 5.7, p<.01

	CAREERISM
	None
	None

	COMMUNITY
	Men perceive that campus relationships are slightly more supportive than do women, but the difference is small.

t (329) = 1.9, p<.05
	The faculty perceive campus relationships to be more supportive than do the Academic Staff; the Classified Staff mean is in the middle between the other two categories and is not statistically different from either of them.

F (2,329) = 3.1, p<.05


Because these measures have no benchmarks, it is hard to use them to draw conclusions about the health of the University.  One can, however, move beyond making broad group-based comparisons, such as the ones listed in Table 2.  For example, one can study how satisfaction is impacted by each of the five remaining measures.  We can assume that maximizing satisfaction is good, and that knowing the best way to do that would be useful.  Table 3 summarizes the result of a regression model that tests the impact of those five measures on SATISFACTION.  The results suggest that the fit between the individual and his or her position (CAREERISM) is the most important predictor of general job satisfaction.  Perceiving the University to operate in an environment of respect and equity, COMMUNITY, is the second most important factor.  The next most important variable to consider WORKSTRESS, which has lowers overall satisfaction. In the context of all of these factors (and including gender), the Academic Staff have statistically higher SATISFACTION than the Faculty, and SATISFACTION is statistically similar between the Faculty and the Classified Staff.  In the context of this model, men and women have statistically equal SATISFACTION scores.
Table 3.  Regression Predicting SATISFACTION

	Predictor Variable
	Coefficients
	Standard Errors
	Standardized Coefficients
	t
	Significance, p

	Intercept
	10.59
	1.58
	
	 6.73
	<.001

	Male
	  -.46
	.352
	-.056
	-1.30
	 .194

	Academic Staff
	 1.36
	.428
	.162
	 3.18
	 .002

	Classified Staff  
	  .47
	.453
	.056
	 1.04
	 .297

	WORKSTRESS
	-.22
	.061
	-.197
	-3.55 
	<.001

	HOMESTRESS
	  .02
	.059
	 .015
	  .31
	 .759

	PRIORITIES
	  .17
	.087
	.091
	 1.91
	 .058

	CAREERISM
	  .68
	.086
	.390
	 7.94
	<.001

	COMMUNITY
	  .17
	.039
	.242
	 4.37
	<.001

	
	
	
	
	
	

	Adjusted R-squared = .45, F (8,321) = 34.3, p<.001


The regression model suggests that keeping workers happy at UW-Green Bay requires doing three things:  maximizing the fit between each individual and the job he or she is hired to do, building a campus community based on respect and equity, and reducing work-related stress.  Figure 1 visualizes the average levels of SATISFACTION for high, medium and low levels of perceived campus COMMUNITY and CAREERISM.  People who score high on the CAREERISM scale (shown in darkest shading with circles) but who feel community relationships are relatively poor are as satisfied as people who score low on the CAREERISM scale (shown in the lightest shading with triangles) but who feel the environment is supportive and equitable.  Indeed, improving the working environment  seems to have the greatest impact on satisfaction for people with the lowest level of CAREERISM.  
[image: image1.emf]Figure 1. Impact of COMMUNITY and CAREERISM on 

SATISFACTION

12

16

20

24

Low Community Medium Community High Community

Low

Careerism

Medium

Careerism

High

Careerism


Although we do not know if COMMUNITY issues are as important to overall worker satisfaction in the national data, we can compare the responses of UW-Green Bay’s full-time Undergraduate Faculty to their peers across the country on the nine elements included in the COMMUNITY scale.  Figure 2 shows that on six of those elements, our faculty gave a more negative response, on one item the responses were the same, and on two items our faculty gave a more positive response.  Although many of the gaps are quite small, the data support the idea that for some areas dealing with respect and equity, relationships at UWGB are less positive than those found at other public four-year universities.  Hopefully, by focusing our attention on components where UW-Green Bay lags behind other schools, we can improve overall worker satisfaction.
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