Steering Committee Roadmap for a Cornell Staff Survey 

Draft September 2008


Purpose of a Staff Survey

In order to continue to meet the challenge of attracting and retaining a talented workforce, it is essential to better understand staff members’ perceptions and opinions about working at Cornell.  A survey of Cornell staff may help in this endeavor, and may touch on job satisfaction; work load; engagement with work; sense of belonging within the workplace; sense of how unit goals relate to those of the University, and/or the relationship between work and an employee’s life outside Cornell. 

Process and Timeline


1. Name a Staff Survey Steering Committee and a Survey Methodology Team (Sept.‘08)

A Steering Committee would initially advise on the overall content of the survey and subsequently provide feedback on drafts of the survey instrument and reports of the analyses.  Committee members should come from positions around the campus and be interested in leading this important project.  The Survey Methodology Team will work more intensively on aspects of the survey design and completes its work when the design is complete.

2. Define research questions and concepts to be explored (Dec.‘08)

Charged by the President with over-arching goals for the survey and chaired by the Vice President of Human Resources and Vice President for Planning and Budget, the Staff Survey Steering Committee would define areas of interest for the survey and advise on the protocol for focus groups.  

3. Conduct focus groups to inform survey (March ’09)

The office of Institutional Research and Planning would conduct three to five focus groups with staff members with diverse job types to identify themes relating to their work experiences at Cornell.  The results from focus groups will inform the selection and construction of individual survey items.

4. Develop and test survey instrument (August ’09)

The office of Institutional Research and Planning will work with the Survey Research Institute to program and pretest the survey instrument, incorporating revisions as necessary.

5. Administer survey to all Ithaca staff (Oct. ’09)

The Survey Research Institute will host the survey.  The office of Institutional Research and Planning can manage emails to staff inviting [and reminding] them to take the survey.  Confidential data is returned to the Institutional Research and Planning secure data archive.

6. Data analysis (Nov. ’09)

Guided by questions vetted through the Staff Survey Steering Committee, researchers from Institutional Research and Planning analyze survey results.  Early findings are reported back to the committee.  

7. Draft report (Dec. ’09)

8. Final report to the President (Feb. 2010)

Focus Groups

Focus groups can inform our understanding of how staff members think about working at Cornell and the language they use to describe their work experiences.  Focus groups would include six to ten participants each.  Participants for each would be invited from pools of job types (e.g. administrative assistants, facilities staff; technical-professional staff) and/or with regards to their tenure at the University (e.g. newcomers).  A protocol for the focus groups might include three to five broad questions such as “When you think about what it means to work for Cornell University, what comes to mind for you?” or “If an acquaintance of yours had an opportunity to come to work for Cornell, how might you advise them?” or “What factors contribute most to the quality of your work life at Cornell?”

Potential Domains of Interest for Survey Instrument

· Characteristics of one’s job

· To what extent do employees report being involved in the design of their jobs?

· To what extent do employees experience autonomy, empowerment, challenge, variety, and flexibility in their jobs?

· To what extent do employees experience “fit” between their skills and values and those of the job?

· Do employees feel overloaded?  

· Do they have the resources required to do their jobs well?

· Workplace environment – Coworkers 

· Are interactions with coworkers within one’s unit characterized by conflict or cohesion?

· Workplace environment – Unit leaders

· Do employees enjoy high quality relationships with their managers?

· Are performance expectations set by leaders clear?

· Does the unit leader facilitate cooperation within and between units?

· Does the unit leader promote a sense of fairness among employees?

· Workplace environment – culture 

· Are employees included in decision making? Do they have “voice?” 
· Is the workplace culture inclusive?
· University/HR practices

· Do employees feel supported by the university?  

· Are the policies/practices that impact employees seen as fair and appropriate (for example, pay, benefits, opportunities for advancement)?

· Life outside of Cornell

· How satisfied are employees with their lives outside of Cornell? 

· Are employees able to balance their work and personal responsibilities?

· What aspects of their lives outside of Cornell are sources of stress (for example, household responsibilities, child care, health, finances)?  

· Satisfaction with work

· How satisfied are employees with their work, coworkers, and managers?

· Sense of belonging and support

· To what extent do employees feel included or ignored at work?

· Do employees enjoy meaningful relationships with people around the university? 

· Do employees feel as though the university cares about their well-being?

· Commitment

· How committed are employees to their jobs and to the university?

· How interested are they in staying at Cornell for the long term?

· How much do employees care about the future of Cornell?

· Engagement with work

· To what extent do employees take personal initiative (for example, to find more effective ways to do their work)?

· To what extent are employees willing to “go the extra mile?”
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