e

University of
Portsmouth

Quality of Working Life
Staff Surveys

Indicative Summary of Services

Applied Psychology Unit
Department of Psychology
University of Portsmouth
Portsmouth PO1 2DY



Introduction

This booklet gives some indication of the Staff Survey services provided by the
University of Portsmouth Applied Psychology Unit (APU). It also provides examples
of the analyses and reports we have produced. Since 1998, our questionnaires have
been used as a staff attitude assessment instrument for over 15,000 people across a
wide variety of public organisations.

If your organisation has an existing staff attitude survey, we can offer advice on the
questions, formatting, distribution and collection of the questionnaires. For
organisations without an existing staff attitude survey, we can provide a basic
guestionnaire format which can incorporate other requirements, as, for example, if
an organisation wishes to meet HSE Stress assessment requirements. Most
organisations also find it useful to include bespoke questions to investigate issues of
local interest. After the questionnaires have been returned we can enter the data on
a database or spreadsheet, and provide a full analysis of the results, including
reports written for the audience and level you require.

We are currently engaged in a major project to further develop our Quality of
Working Life assessment tool, with funding from HEIF/SEPOC. This more complete
assessment of factors affecting employees allows employers to identify more clearly
action that can be taken to deal with issues adversely affecting staff.

Our questionnaires have enabled organisations to:
identify centres of excellence and good practice,

save time and money by employing a group of researchers experienced in the
development, analysis and presentation of the results of both small and large-
scale staff attitude surveys,

answer guestions on the attitudes, beliefs and behaviours of staff at all levels,

provide reliable evidence for Governmental and Human Resource (HR)
information requirements,

help the HR department, Executive and Staff Representatives to prioritise
actions,

allow comparison of year on year, intra and even inter-organisational
performance (using our large database of previous responses),

provide a platform to involve unions, staff representatives and managers in
organisational planning and evaluation of organisational performance,

generate data which can be analysed and presented in a wide variety of user
friendly and accessible ways, and provide information which can be tailored to
different needs (HR, Executive, Managers, other Staff).

If you would like to find out more about our services, or to arrange a free
consultation meeting, then please contact us at the address given at the end of
this brochure.
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The Quality Of Working Life Assessment Tool.

Most recently, Dr Darren Van Laar, Principal Lecturer, and Simon Easton, Chartered
Clinical psychologist of the Applied Psychology Unit have secured substantial
funding to further develop their established Quality Of Working Life Assessment
Tool.

Whilst there has, for many years, been much research into job satisfaction, and,
more recently, pressure has arisen into the assessment of stress from the Health
and Safety Executive, the precise nature of the relationship between key factors
affecting people at work is poorly understood.

Stress at work is often considered in isolation, wherein it is assessed on the basis
that attention to an individual's stress management skills or the sources of stress will
prove to provide a good enough basis for effective intervention.

Alternatively, job satisfaction may be assessed, so that action can be taken which
will enhance an individual's performance. Somewhere in all this, there is often an
awareness of the greater context, whereupon the home-work context is considered,
for example, and other factors, such as an individual’'s personal characteristics, and
the broader economic or cultural climate, might be seen as relevant.

We argue that the whole is greater than the sum of the parts as regards Quality of
Working Life (QoWL), and, therefore, the failure to attend to the bigger picture may
lead to the failure of interventions which tackle only one aspect.

A clearer understanding of the inter-relationship of the various facets of QoWL offers
the opportunity for improved analysis of cause and effect in the workplace.

This consideration of QoWL as the greater context for various factors in the
workplace, such as job satisfaction and stress, may offer opportunity for more cost-
effective interventions in the workplace. The effective targeting of stress reduction,
for example, may otherwise prove a hopeless task for employers pressured to take
action to meet governmental requirements (e.g.; The Management of Health and
Safety at Work Regulations 1999).

Our Quality Of Working Life Assessment Tool is based upon the statistical
analysis of results of surveys conducted in a range of organisations since 1998, and
has been used by employers to highlight good practice, select targets for
intervention, and monitor change.

For further details contact : Dr Darren Van Laar Chartered Psychologist / Principal
Lecturer (Tel: 023 9284 6306, Fax: 023 9284 6300, darren.van.laar@port.ac.uk).
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Example Staff Survey Analysis

A report following a Staff Survey might have the following structure. Please note that
the illustrations and figures shown in this document do not represent the results or
analysis for any particular organisation.

Typically, after printing and distribution, data from completed questionnaires are
analysed, and a Summary Document produced. That information may be all an
employer requires. When requested, we may then make a detailed presentation to
HR, and, where appropriate, an overview presentation to the organisation’s
Executive / Governors.

Summary Survey Document — typical contents:

1. Introduction
Overview, history and context in which the document is to be interpreted.

2. Guide to interpreting the document

Important background information to help understand the figures and
statistics employed within the report.

3. Descriptive Statistics
An summary section providing a basic overview of each question.
4. Year on year comparisons

Where the data is available, tables illustrating how scores for questions
have changed across the years, allowing easy identification of trends.

5. Question by Question analysis
Includes analysis of questions scaled Strongly Agree to Strongly Disagree,
broken down by respondent classification categories (e.g. job grade).

6. Advanced Statistical Analysis

Analyses such as multiple regression or factor analysis or similar can be
used to detect underlying trends in the data.

7. Sample size data and graphs for personnel classification categories

lllustrations of how representative the survey for specified personnel
classification categories.

8. Analysis of Open Questions
A breakdown of open questions organised by category of response.

9. Questionnaires

An appendix containing copies of the questionnaire/s employed.
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lllustration of results

A typical survey generates a wealth of information, which can be broken down in
many ways. The aim of the reports we produce is to communicate the most
important information in such a way that the major trends are highlighted, which may
in turn be investigated in more detail later on. Time and again, the organisations we
have worked with have selected for special mention the high quality and ease of
understanding of the illustrations used in our analyses.

Simple Agreement

One of the most popular
formats for asking questions
within our surveys is to ask
people whether they agree or
disagree with a statement.

This is a flexible format,
which may be summarised in
many ways. An average
rating may be derived from
such a scale, or simple

percentages can be
illustrated, here by a bar
chart showing the

percentage of respondents
who answered in the five
agreement categories to the
guestion ‘Overall | am satisfied
with my job as a whole’.

Agreement by Cateqories

The data produced by
‘Agree’ questions may also
be broken down by selected
categories. Our typical full
report makes extensive use
of the type of figure that
shows the percentage
agreement by each category.
For example, the figure on
the right shows the type of
agreement response

generated by the question ‘I
am paid fairly for the job | do’,
broken down by Work Area.
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Summary of Agree questions

Agree/Disagree questions for all available categories can be illustrated together on a
single page within the overall report. This helps to understand the often complex
relationships between the categories,
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Simple Yes/No guestions

Questions which ask respondents
to indicate yes, no or similar
answers may be illustrated by bar
charts.

Percent of respondents (including
missing category) indicating whether
their performance has been reviewed

in the last 12 months.

Yes/No by Category questions

More complex breakdowns of
Yes/No questions can be produced.
Here the category Area of Work is
used to analyse responses to the
guestion:

Currently my working pattern increases
my childcare costs

Sample Size

5.0 7

To determine whether the
sample of questionnaires
returned is reliable and
valid, sample size analyses
can be produced.

The small boxes in this Error
bar graph show the average
‘Overall Satisfaction’ score for
each Staff Group. The ‘T’ bars
indicate 95% confidence
intervals and show the
expected range of scores for
the average, 95 out of 100
times it is measured. Shorter T
bars indicate more confidence
in the average (mean) value.

Mean rating (1(SD) to 5(SA)) and 95% CI

1.0
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Further Analyses

Although the simple data analyses are of usually of greatest immediate use, it is
possible to analyse the data further to discover hidden trends in the data.

Statistical tests can be used to determine if there are significant differences between
categories for particular questions. Advanced analyses such as multiple regression
and factor analysis can help to understand the overall structure of the data.

A multiple regression analysis is usually included in the full report to help determine
which guestions on the staff attitude survey best predict overall satisfaction.

For example, the table below shows how 5 questions (in the order from best
predictor to worst: 17, 23, 19, 5, 30) accounted for 78.1% of the variation in the
scores for the question ‘Overall, | am satisfied with my job as a whole’.

Regression Details
(Questions that are best predictors of overall satisfaction are higher up in the table).

Unstandardized Standardized
coefficients coefficients
Model B Std. Error Beta t Sig.
(Constant) -.162 .212 -.770 430
ql7 | enjoy my work .35 .036 .28 9.24 .000
g23 The working conditions are 19 .024 2 6.74 .000
satisfactory
ql9 | feel motivated to do my .16 .028 .19 457 .000
best in my current post
g5 Staffing levels are poor -.135 .026 .15 -3.70 .001
g30 | am satisfied with career 134 .025 A3 3.57 .001
opportunities

a. Dependent variable: Overall | am satisfied with my job as a whole

Regression Summary

Model
R R Square Adjusted R Square
.884 781 754

Interpretation

Our statistics experts can help organisations interpret such results. In the example
above, it appears that staff who enjoy their work, who think the working conditions
are satisfactory, are motivated to do well, and who think staffing levels are not poor
(NB negative coefficient) and are satisfied with their career opportunities are likely to
indicate good overall satisfaction (r* = 0.781).
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Year-on-year comparisons

Once an organisation has conducted a staff attitude survey for two or more years,
then across year comparisons may be made. Such comparisons are often seen as a
useful indicator of organisational performance and how successful targeted actions
have been.

The table below illustrates a year on year comparison table showing the percentage
agreement scores for some selected questions on a 2004 and 2005 survey.

2004 2005 Change
% % 2004
Question and question number Agree | Agree | to 2005

This organisation considers its people to be its most important asset. 75 71 -
2 | 1feel myjob is secure. 82 82 =

| am satisfied with information | receive on the performance of my
3 department. 45 a7 +
4 My performance at work has been fairly and accurately appraised in 69 67

the last 12 months. B
5 | I have a clear set of objectives to enable me to do my job. 79 79 =

| am satisfied with the training | receive in order to perform my _
6 present job. /3 73 -

| am satisfied with the career opportunities available for me within the
7 . atisfied wi pportuniti vai withi 59 61 "

ganisation.

8 | When | have done a good job my line manager acknowledges it. 62 66 ++
9 | have a clear understanding as to when | should act on my own and 88 88 _

when | should get approval. -
10 | There is good communication between my line manager and myself. 68 70 +
11 | My colleagues and | co-operate to get work done. 92 96 ++

The staffing levels in my area of work are adequate to handle the
121 workload. 35 37 _

Key
++ Increase by +2% or greater
+ Increase by up to +2%

N.B. ‘% Agree’ refers to the percentage of respondents who indicated either

= No change
- Decrease by up to -2%
-- Decrease by -2% or greater

Agree or Strongly Agree to the questions given.
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Open gquestions

We use experienced researchers who analyse the results of any ‘open’ questions.
Typical questions include:

What do you enjoy most about working for this organisation?

What do you enjoy least about working for this organisation?

What is the most important problem issue or other aspect you wish to see resolved
in this organisation?

Results of open questions are reported back in a completely anonymised format,
usually in the form of a breakdown of categories of responses to such questions.

Questions and Questionnaire format

The format of our questionnaires has been carefully developed over the years to
ensure ease of use and understanding while encouraging good response rates. For
organisations with problems with response rates, we can provide a range of
solutions that we have found to work over the years.

Staff

Our staff are qualified psychologists with years of experience of analysing and
interpreting survey data and presenting findings in an accessible way. We are
experienced in providing feedback presentations for all levels of large public
organisations from staff to managers to executive officers to governors.

For further information about our survey services or to arrange a meeting to discuss
how we can help, please contact:

Simon Easton Chartered Clinical Psychologist / Senior Lecturer (Tel: 023
9284 6304, simon.easton@port.ac.uk),

Dr Darren Van Laar Chartered Psychologist / Principal Lecturer (Tel: 023
9284 6306, Fax: 023 9284 6300, darren.van.laar@port.ac.uk).
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Summary of Survey Services

Not all organisations will wish to take advantage of our full range of services,
however for completeness sake, we offer services in the following areas:

1.

2.

New Survey / Questionnaire research, development and design

Update of existing questionnaire
Analysis of existing surveys
Testing of existing / new designs

Advice on questionnaire format, distribution and collection
Data Coding (and other essential preparation for data entry and analysis)
Data Entry (a typical survey generates more than 60,000 data values)

Data Analysis
Analysis of individual questions
Question by category analyses (e.g. by job type, place of work, gender)
Multivariate analyses
Qualitative analyses of open questions

Written presentation of data
- Overview of each question analysed by major categories, e.g. equal
opportunities by staff grade, and major categories of responses to open
guestions
Detailed breakdown / analysis of selected areas
Executive summaries
Articles for organisational newsletters / publications

Spoken presentation of data / findings tailored to specific groups
To All Staff
To HR Staff
To Staff Representatives
To Managers, Governors, Executive, etc.,

Follow up
Focus groups
Staff interviews
Cross-organisation comparisons
Cross-year comparisons
Questionnaire reliability and validation
Consultancy, training, further research

10.Other

Publication of findings at conferences / in journals
Advice on ethical considerations and preparations for ethics committees
General advice on research methodologies and analysis.
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