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Climate AssessmentClimate Assessment
ObjectivesObjectives

•• Update 2000 climate assessment Update 2000 climate assessment 
Climate for diversityClimate for diversity
Climate for fairness Climate for fairness 
Individual level attitudesIndividual level attitudes

•• Organizational CommitmentOrganizational Commitment
•• Job SatisfactionJob Satisfaction
•• Work Work WithdrawlWithdrawl

•• Assess libraries climate for teamworkAssess libraries climate for teamwork



MethodologyMethodology

March 2004March 2004
•• Focus GroupsFocus Groups

5 groups with Librarians5 groups with Librarians
5 groups with Staff5 groups with Staff
1 group with Executive Council1 group with Executive Council

19.4 % of eligible employees participated19.4 % of eligible employees participated



MethodologyMethodology

•• Summer 2004Summer 2004

UM Libraries Climate SurveyUM Libraries Climate Survey

209 surveys209 surveys
•• 71.1% of eligible employees71.1% of eligible employees

•• Statistical AnalysesStatistical Analyses



Focus GroupsFocus Groups
•• Team climate issuesTeam climate issues

•• Dissemination of organizational informationDissemination of organizational information

•• Interpersonal relations and diversity issuesInterpersonal relations and diversity issues

•• Climate for continual learningClimate for continual learning

•• OtherOther



Team climate issuesTeam climate issues

Mixed messageMixed message
•• ProPro

Team structure is usefulTeam structure is useful
Helped build personal connection among divisionsHelped build personal connection among divisions
Increased efficiency of existing teamsIncreased efficiency of existing teams

•• ConCon
Teamwork takes away from primary jobTeamwork takes away from primary job
Confusion regarding goal of some teamsConfusion regarding goal of some teams
Employees not recognized for teamworkEmployees not recognized for teamwork



Dissemination of organizational Dissemination of organizational 
informationinformation

•• Confusion over who to report toConfusion over who to report to

•• More communication across divisions is More communication across divisions is 
neededneeded

•• Recent remodeling and physical Recent remodeling and physical 
relocation of certain units very helpfulrelocation of certain units very helpful



Interpersonal relations and diversity Interpersonal relations and diversity 
issuesissues

Mixed resultsMixed results

•• Some report good relationship with supervisorSome report good relationship with supervisor

•• Others report favoritismOthers report favoritism

•• LibrarianLibrarian--Staff issuesStaff issues

•• Demographic difference issues?Demographic difference issues?



Climate for continual learningClimate for continual learning

Clearly established continual learning Clearly established continual learning 
climateclimate

Desire for additional skillsDesire for additional skills--oriented oriented 
learninglearning

Feelings of being overwhelmed by Feelings of being overwhelmed by 
amount of learning needed to amount of learning needed to 
maintain performance maintain performance 



OtherOther
•• Employees strive to maintain level of customer Employees strive to maintain level of customer 

serviceservice

•• Employee MoraleEmployee Morale

•• Library employees are viewed as creative and Library employees are viewed as creative and 
talentedtalented

•• Recognition that benefits of working at UM Recognition that benefits of working at UM 
libraries makes up for paylibraries makes up for pay

•• WorkloadWorkload
Recent budget cutsRecent budget cuts



Survey ResultsSurvey Results

Climate for diversityClimate for diversity
•• NonNon--discriminatory practicesdiscriminatory practices

Average = 4.62Average = 4.62
•• UM Libraries have nonUM Libraries have non--discriminatory practicesdiscriminatory practices

•• Standardization of proceduresStandardization of procedures
Average = 3.98Average = 3.98

•• UM Library procedures applied equally to UM Library procedures applied equally to 
everyoneeveryone

•• Valuing diversityValuing diversity
Average = 4.20Average = 4.20

•• UM Libraries value diversityUM Libraries value diversity



Survey ResultsSurvey Results

Ethnicity differencesEthnicity differences
NonNon--discriminatory practicesdiscriminatory practices

•• Caucasians > Asian Americans > AfricanCaucasians > Asian Americans > African--
AmericansAmericans

Standardization of proceduresStandardization of procedures
•• Caucasians = Asian Americans > AfricanCaucasians = Asian Americans > African--

AmericansAmericans

Valuing DiversityValuing Diversity
•• Caucasians = Asian Americans > AfricanCaucasians = Asian Americans > African--

AmericansAmericans



Survey ResultsSurvey Results

Job Position differencesJob Position differences
NonNon--discriminatory practicesdiscriminatory practices

•• Librarians > StaffLibrarians > Staff

Valuing DiversityValuing Diversity
•• Librarians > StaffLibrarians > Staff

Division differencesDivision differences



Survey ResultsSurvey Results

Continuous Learning ClimateContinuous Learning Climate

Moderate level of agreementModerate level of agreement

•• Demographic differencesDemographic differences



Justice/Fairness PerceptionsJustice/Fairness Perceptions

Distributive JusticeDistributive Justice
Moderately positiveModerately positive

Procedural JusticeProcedural Justice
Moderately positiveModerately positive

Interpersonal JusticeInterpersonal Justice
Extremely positiveExtremely positive

Informational JusticeInformational Justice
Fairly positiveFairly positive



Job Satisfaction Job Satisfaction 
•• Moderately positive Moderately positive 

Differences by divisionDifferences by division

Organizational CommitmentOrganizational Commitment
•• Moderate levelModerate level

Differences by ethnicityDifferences by ethnicity

Managerial PracticesManagerial Practices
•• Most believed managers effectively helping to improve Most believed managers effectively helping to improve 

work quality and servicework quality and service

Differences by ethnicity Differences by ethnicity 



Work group conflictWork group conflict
•• Limited to some level of work group conflictLimited to some level of work group conflict

Differences by divisionDifferences by division

Perceptions of fair treatmentPerceptions of fair treatment
•• Fairly highFairly high

Differences by division and ethnicityDifferences by division and ethnicity



Changes over timeChanges over time
20002000--20042004

Support for diversity related policies Support for diversity related policies 
and practicesand practices
•• 2004 average is significantly better than 2004 average is significantly better than 

2000 average.2000 average.
pp < .001< .001

Continuous learning climateContinuous learning climate
•• 2004 average is significantly better than 2004 average is significantly better than 

2000 average2000 average
pp < .05< .05



Changes over timeChanges over time
20002000--20042004

Climate for interpersonal treatmentClimate for interpersonal treatment
•• 2004 average is significantly better than 2004 average is significantly better than 

2000 average.2000 average.
pp < .001< .001

Dissemination of Information*Dissemination of Information*
•• 2004 average is significantly better than 2004 average is significantly better than 

2000 average.2000 average.
pp < .10< .10



Changes over timeChanges over time
20002000--2004 2004 

Respect and Fair Treatment*Respect and Fair Treatment*
•• 2004 average is significantly better than 2004 average is significantly better than 

2000 average.2000 average.
pp < .001< .001

Work Withdrawal**Work Withdrawal**
•• 2004 average is significantly higher 2004 average is significantly higher 

than 2000 average.than 2000 average.
pp < .01< .01
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