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CHAPTER |

INTRODUCTION

Background of the Civil Air Patrol

The Civil Air Patrol (CAP) is a national civic organization and the official
auxiliary of the United States Air Force. It was created on Deceinld®41, just days
before Pearl Harbor was attacked. During World War I, the volunteers GARe
contributed countless hours, resources, and money to defending the nation’s borders.
Coastal patrol, search and rescue (SAR), cargo and carrier flights, ang tamgets for
the Army Air Corps were just a few of the missions assumed by the “Flyingt&nen”

(National Headquarters Civil Air Patrol, 2002).

Times have changed and so has the Civil Air Patrol. Public Law 557 passed in
1948 established the Civil Air Patrol (CAP) as the National Auxiliary of théedr$tates
Air Force. Today, the CAP operates within three main missions: (a) Aerospace
Education, (b) Emergency Services, and (c) Cadet Programs. CAP memberdists
of Cadet and Senior members. For cadet membership, youth must be age 12-17, although
members may remain cadets until they are 21. CAP members classifiecbas seni

members are adults aged 18 and over. All members in the Civil Air Patrol &encivi



volunteers. In addition to these volunteers, Air Force personnel are assigned to provide

advice and guidance (National Headquarters Civil Air Patrol, 2002).

The CAP is broken down nationally into eight regions. These regions are further
broken down into Wings. Each state, the District of Columbia, and the Commonwealth of
Puerto Rico make up the 52 Wings. This study focused on the Oklahoma Wing of the Civil

Air Patrol.

The Civil Air Patrol, Gender, and Organizational Culture

As of August 2010, the Oklahoma Wing of the CAP consisted of 398 senior members
(adult members) and 310 cadet members (youth members). Approximately 20% of the
senior membership was female, and only 3% of the cadet membership wies fema
According to the US Census Bureau (2010), 50.8% of the state’s population in 2010 was
female. This disparity between the percentages of adult females iatdhegbulation
(50.8%) and among female senior members of the Oklahoma Wing of CAP (20%)sugges
there may be some underlying reason why women are not involved in the organization. Low
participation rate by females in aviation is also reflected in the natitatesties for the
aviation profession. Nationally, in the field of aviation, only 6.2% of the 613,746 pilot
certificates held in 2009 were held by women, and only 21.4% of the 678,181 nonpilot

certificates were held by women (FAA, 2009).

Low participation by females in the field of aviation has been well documented for
over a decade (Benoff, 2002; Depperschmidt, 2008; FAA, 2009; Gray, 2007; Haynsworth &
Toomey, 1998; Holden, 1993; Lebow, 2002; Luedtke, 1993; Ramsey & Ramsey, 1996;

Turney, Bishop, Karp, Niemczyk, Sitler, & Green, 2002). While the involvement of women



in the all-volunteer Civil Air Patrol may be higher than in the aviation fielcemegal, it is

still far lower than the percentage of females in the population. Because ofvtferiale
participation, not only is the Civil Air Patrol missing out on the contributions moreamwom
could provide to the organization, but its cadets are missing female role modedaderd |
that could promote increasing gender equity in the aviation industry. In orderdaseacr
female membership, CAP must understand why women are not more involved in the
organization. One answer to the gender gap in the CAP may lie in its organizatiamal cult
defined as “shared philosophies, ideologies, values, beliefs, assumptions, expectati
attitudes, and norms (Hellriegel, Slocum, & Woodman, 1992, p. 502). Little is currently
known about the organizational culture of the CAP in Oklahoma and how it is perceived by
its adult members. Without this information the CAP cannot determine what cultural
changes may need addressing within the organization to facilitate edtifeasale
participation. This study was intended to address the current lack of reseautie int

organizational culture of the CAP and lay the foundation for continued studies.

Statement of the Problem

A cursory search of ProQuest database for “Civil Air Patrol” found 564 documents as
of August 3, 2010. Of these, most were informational articles such as awardsdgece
missions conducted, new capabilities, etc. Two documents were dissertationsfirét the
titled, A History of Air UniversityAlabama) (Tolson, B., 1983), the Civil Air Patrol was
only mentioned in passing. The second dissertafiba,Relationship between Training and
Retention in a Volunteer Organizatigontgomery, J., 2006), dealt with the training and
retention of CAP Cadet Members. CAP is a national organization with over 60,000

members, yet virtually no research has been conducted regarding itzatigaal culture
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and the potential impact of this culture on the organization’s membership. Thetedore, t
problem for this study was the absence of perspective on the organizational culiere of
Oklahoma CAP. Without this perspective, impacts on gender participation cannot be
identified and steps to increase gender equity cannot be developed to optimize the

effectiveness of this civic organization in the state.

Purpose of the Study

The purpose of this study was to describe member perceptions of the culture of the
Oklahoma CAP. Specifically the study described how senior members of tieo@id
CAP perceive their roles in the context of Douglas’ Grid/Group typology. Ty $urther
described and compared differences in how men and women in the organization view its

culture.

Research Questions

Two research questions guided this study:

1. What is the perceived culture of the Oklahoma CAP by its senior members, as
defined by Douglas’ Grid/Group Framework?
2. What differences exist in how male and female senior members of the Oklahoma
Wing CAP perceive the organization’s culture?
In order to address the second research question, the following null research
hypotheses were tested. The hypotheses were tested.@b level.

Hoi: There is no difference in how male and female senior member of the Oklahoma Wi
CAP perceived the organization’s culture on the Grid dimension.

Ha1: There is a difference in how male and female senior member of the Oklahoma Wing
CAP perceived the organization’s culture on the Grid dimension.



Ho2: There is no difference in how male and female senior member of the Oklahaiga Wi
CAP perceived the organization’s culture on the Group dimension.

Ha2: There is a difference in how male and female senior member of the Oklahoma Wing
CAP perceived the organization’s culture on the Group dimension.

These research questions were addressed using quantitative data gamed fr
research survey based on the Grid/Group typology. Table 1 outlines how each research

guestion was addressed.

Table 1

Research Questions, Data Sources, and Analysis Techniques for the study

Research Question Data Source Data Analysis Technique

1. What is the perceived culture of on-line Grid/Group | plotting on Grid/Group
the Oklahoma CAP by its senigrinstrument diagram and description by
members, as defined by Grid/Group Environment
Douglas’ Grid/Group

Framework?

2. What differences exist in how | on-line Grid/Group | t-tests to compare
male and female senior membeiligstrument male/female responses on
of the Oklahoma Wing CAP Likert-type scales
perceive the organization’s

culture?

Researcher’s Perspective

I joined Civil Air Patrol in 1997 with an interest in working with cadets and
participating in the CAP’s Emergency Services mission. Having had previouseexger
working with 4-H, | was interested in becoming more involved in another civic organiza

The CAP appealed to me because | was able to continue working with youth, as well a



having the opportunity to serve the community through search and rescue and @isafster r

efforts.

Through my membership in the organization, | found a passion in aerospace
education which has led to a career in the education field 4% gnade science teacher. |
believe that the CAP provides not only valuable emergency relief progoaimes state and
local communities, but also helps to train future leaders through the cadet progyam.
personal commitment to CAP and a belief that it would benefit from increaselfema

participation provided the impetus for this study.
Theoretical and Conceptual Framework

This study is grounded in two theoretical stances: (a) Hodgetts and Lutixans’ s
characteristics of a culture (2003), and (b) Douglas’ Grid/Group typology ofeult
relationships (1982). Hodgetts and Luthans (2003) identified six characseoisticulture.
They proposed that culture is: (a) learned, (b) shared, (c) transgenérédipsgmbolic, (e)
patterned, and (f) adaptive. Each of these characteristics is denexhstrdite organization
and operation of the Civil Air Patrol, thus justifying its identification as tucell Each of

the characteristics of a culture and an example from CAP are discussed below

Hodgetts and Luthans’ (2003) first characteristic of a culture is thdedrised it is
not part of an individual's natural genetic make-up. In the Civil Air Patrol, #nedd nature
of its traditions and functions is clear. Members participate in numerous trativies to
learn to function in the organization and accomplish the three missions of the CAP

(aerospace education, emergency services, and cadet programs). One ek#mnspie the



"Level One" or introductory training new members in CAP receive (Natioeatigluarters

Civil Air Patrol, 2011b) to learn about the background and functions of the organization.

Hodgetts and Luthans’ next characteristic of a culture is thashiased This
characteristic is evident in the CAP. The CAP is a national organizatigoals, missions,
successes, and failures belong to each and every member, not any one individual. This

structure supports the second characteristic of a culture.

Culture is alsdransgenerational In CAP, members who are senior in rank (those
who have traditionally been in the organization longer) take on the roles of training new
members, thus passing on their knowledge and learning to new “generations” of members
CAP is somewhat unique in that those members who are senior in rank are not mgcessari

senior in age.

Culture hasymbolism As an auxiliary of the U.S. Air Force, the CAP has adopted
much of the symbolism and traditions of this organization. CAP members wearymilit
style uniforms and practice military customs and courtesies, many of af@dymbolic in

nature.

The fifth characteristic of a culture is that ijpiatterned Changes in one area, affect
the whole. This patterning can be seen in numerous ways in CAP. For example, in CAP, if
there is a safety mishap in one Wing or Region, it may cause new regulations to be
implemented across the whole organization (A. S. Wardlaw, personal communication,

February 16, 2003).

Finally, cultures aradaptive Throughout its more than 60 years in existence, CAP
has adapted from its early coastal patrol missions to the three misdiasdaday. The
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CAP is continuing to adapt and take on new roles, as evidenced by CAP's involvement in
homeland security and Operation Liberty Shield (National HeadquartersA@ifAhtrol,

2002).

Based on Hodgetts and Luthans’ (2003) defining characteristics of a cultu@yithe
Air Patrol can be identified and studied as a culture. This study focused obidgsc
perceptions of individuals and gender comparisons within the CAP culture. Mary Douglas
Grid/Group typology (1982) provided a theoretical framework upon which to constsict thi
cultural study. Thus, this study was conceptualized as a study of a speitifie (e.g., the
CAP) - specifically an organizational culture - using the lens of the Beu@tid/Group

typology to focus and guide the analysis.

Douglas’ work as a cultural anthropologist led her to the development of a typology
that looks at the culture of a group in two dimensions: Grid and Group. Harris (2005)
asserted that this typology “brings order to experience and provides a coamgoade to

explain behaviors and interactions” (p. 34) within a culture.

Douglas (1982) created two dimensions, Grid and Group, to measure cultural
relationships.Grid is used for the dimension of individuation, whdeoup represents the
social incorporation dimension (Douglas, 1982). More specifically, the Grid dimension
measures the “degree to which an individual's choices are constrained watigiabsystem
by imposed prescriptions such as role expectations, rules, and procedures; 2da&%p.
34). In a strong Grid environment, individuals are highly constrained by the orgamizat
(Harris, 2005). The Group dimension “represents the degree to which people value

collective relationships and the extent to which they are committed to tee saxgal unit”



(Harris, 2005, p. 36). A strong Group environment seeks to preserve the integrity of the

organization above even that of the members (Harris, 2005).

Aligned along these two dimensions are four types of social environments §9ougl|

1982). These environments were described by Harris (2005) as follows:

1. Individualist (Weak-Grid/Weak-Group) — focus on individual opportunities and
gain.

2. Bureaucratic (Strong-Grid/Weak-Group) — hierarchical environment il li
individual autonomy.

3. Corporate (Strong-Grid/Strong-Group) — hierarchical environment with
individuals defined by association with group.

4. Collectivist (Weak-Grid/Strong-Group) — achieving group goals and group
survival is valued.

The Grid/Group dimensions and the four combination environments are shown

graphically in Figure 1.



Strong Grid]
Strong Grid, Weak Groupé Strong Grid, Strong Group

Bureaucratc Corporate

_______________________________________________________________________________

Weak Grid, Weak Group Weak Grid, Strong Group
Individualist Collectivist

Weak Grid]

Weak Group Strong Group
Figure 1.Grid Group Dimensions & Environments as defined by Harris (2005)

From its beginnings in anthropology, the Grid/Group typology has been used to
understand many different types of cultures. More recently, this framewstieka used
extensively in education research (Harris, 2005) to understand the cultures of Ke@f3 sc
and higher education. This study will build upon the work done in educational settings and
apply it to the volunteer organization of the Civil Air Patrol. The Grid/Group tygolog
provides a theoretical frame and structure for describing and analyzingyheA#
members perceive the organization’s culture, as well as a structure guddarior

discussing these perceptions.
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study:

Assumptions, Delimitations, and Limitations of the Study

The following assumptions, delimitations, and limitations were acceptelligor t

It was assumed that subjects were knowledgeable and interested in
participating in the survey.
It was assumed that subjects responded honestly to the research

guestionnaire.

. Because this study was delimited to senior members of the Oklahoma CAP,

its external validity was limited. No inferences can be drawn from this study
regarding the perceptions of youth members or the members of any other

CAP Wing.

. The majority of respondents reported 5 years or less of experience with CAP.

Because of this, these members may not have a good understanding of the
culture of the organization.
Internal validity of the study may have been compromised by non-response

bias resulting from individuals who did not choose to answer.

. The integrity of the study may have been compromised by researcher bias.

As an active member of the Civil Air Patrol, the researcher brought personal
experiences and perceptions to this study. Because of the researcher’s
personal interest in this organization, she may have tended to see things in a
more positive light or selectively overlook information another researcher
may view as important. On the other hand, because the researcher is a CAP
member and because she is familiar with this unique organization, it helped

her to better understand the experiences of the subjects. Also, because these

11



members knew this and were familiar with the researcher, it is belieggd t
opened up and shared experiences and perspectives with her they may have
been apprehensive of sharing with others. These factors may have increased

the internal integrity of the study.

Definitions of Key Terms

Cadet - a member of the Civil Air Patrol who is between the ages of 12 and 21.
Individuals must be age 12-17 to join as a cadet, but can remain as a cadet memlggr until a
21 (National Headquarters Civil Air Patrol, 2004). These members were not inciuties i

study.

Senior Member — an active member of the Civil Air Patrol who is over the age of 18
years (National Headquarters Civil Air Patrol, 2004). Subjects in this stedylimited to

this membership category.

Non-Traditional Career — According to the U. S. Department of Labor (2007), a
nontraditional career is any occupation in which one gender makes up twenty-fieetperc
(25%) or less of the total number of employees. Aviation was a non-traditional icattgs

study.

Culture — Hodgetts and Luthans (2003) identified six characteristics of a culture.
Culture is: (a) learned, (b) shared, (c) transgenerational, (d) symbpat{erned, and (f)
adaptive. This definition was used in this study to identify the CAP as a chiatis t

suitable for studying using culture-describing instruments.
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Perceived CAP Organizational Culture— the culture of the Oklahoma Wing CAP
as defined by surveyed senior members using the Douglas Grid/Group typologptcamd

instrumentation.

Significance of the Study

This study described how senior members of the Oklahoma CAP perceive the cultur
of their organization. It examined whether or not there are differences in hoande
women perceive this culture. The Oklahoma CAP may choose to use the information
obtained by this study to develop recruiting and retention strategies that coalsesenior
membership in this important civic organization and address gender equity in it
membership. An increase of senior membership, particularly female mémbemild
accomplish two valuable outcomes. First, it could give CAP a more complete fdalpno
Second, it could provide strong role models for young Oklahomans, especially ydsng gir
with whom the Oklahoma CAP routinely comes into contact as a result of its Aezospa
Education and Cadet Programs missions. Both these outcomes could improve and strengthen

an important civic organization and the service it provides to the state and the nation.
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CHAPTER Il

REVIEW OF THE LITERATURE

Introduction

Chapter two is a review of the literature related to this study., &ilsstorical
overview of women in aviation is presented, followed by the participation of women in
non-traditional careers. Next, organizational culture and the culture of Hi®avield
are examined. An overview of the missions and structure of the Civil Air Patrél)(iISA
presented, and female representation in CAP is investigated. Finaraleselated to
the Douglas Grid/Group typology, which provides the theoretical frame forttioig, $s
discussed.

A Historical View of Women in Aviation

In order to gain perspective on how women are treated in the field of aviation and
may perceive its culture, the historical literature was reviewed to dotuheegender
discrepancies that have existed historically. The following discussistrétes the
discrepancies in aviation accomplishment between genders. A study iatrnegtig

differences in men and women in relation to aviation is also discussed.
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Many females from the early days of aviation could tell countless stiries
discrimination. In the early years of aviation, females had to obtain thegseymof
their husbands or fathers before they could participate in any flight trainingiest
(Welch, 1998, p. ix). These females faced not only ridicule, but their safetysoaest al
risk. Male pilots cut brake lines, poured sand in gas tanks, and engaged in other
“dangerous tricks” toward females that wanted to fly (Welch, 1998). Despse the

hardships, great women emerged.

On October 22, 1909, almost six years after the Wright Brothers’ figst fli
Raymonde de Laroche from France made the first solo flight by a womiaow|.2002).
In the United States, Harriet Quimby took to the air and became the firstcameri
woman to earn a pilot’s license on August 1, 1911. In the entire world, only 35 men and
one woman (de Laroche) had preceded her in this accomplishment (Welch, 1998).
Bessie Coleman overcame gender and racial barriers to become theritent Af

American women to earn a pilot’s license (Rich, 1995).

Sally Ride proved that women are not restricted to flight on the earth when she
became the first American woman in space on June 18, 838 Ride’s Biography,
n.d), 22 years after Alan B. Shepard, Jr., became the first American in spaioa@Na
Aeronautics and Space Administration, n.d.). In February, 1995, Eileen M. Collins
became the first American woman to pilot the space shuttle; men had been atwoagpli
this since the beginning of the space program. Collins later became ttiAerfescan
woman to command the space shuttle in July, 1999 (National Aeronautics and Space

Administration, n.d.).
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Benoff (2002) asserted that even today, women in the field of aviation face unique
challenges. First, many of these women in aviation careers feel a séalkmeness"” on
the job. They lack the camaraderie that comes from having coworkers of the same
gender. Additionally, many of these women feel that they have to prove themselves

before they can be seen as equals with males (Benoff).

Davey and Davidson (2000) found that while instances of blatant sexism in
aviation have declined, “female pilots continued to encounter sexist jokes, deyogator
comments about women and, on occasions, aggressive/sexist behavior from male
colleagues and passengers” (p. 218). They concluded that “women had not changed the
airline culture, which continued to be dominated by masculine/military values and
practices, but had adapted to it” (p. 218). Their recommendations involved harassment
education which addresses issues encountered by both males and females and includes
sexual as well as racial harassment. Davey and Davidson concluded that thetulture
aviation could only be changed if there were a greater number of women involved in the
industry. Their recommendations for recruitment included putting case studvesnein
in aviation in recruitment literature, advertising in suitable women'’s niags, and
sponsoring job shadowing opportunities for young girls. They also encouraged &irlines
evaluate their selection criteria for items that may inadvertenttyidimate against

women, such as height requirements (Davey & Davidson).

Women in Non-Traditional Careers

According to the U. S. Department of Labor (2007), a nontraditional career is any

occupation in which one gender makes up twenty-five percent (25%) or less of the total
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number of employees. In 2006, the U.S. Department of Labor identified careers in
Aircraft Pilots and Flight Engineers, Aerospace Engineering, and Aildedhanics and
Service Technicians as nontraditional occupations for women. Both males anesfemal
are beginning to explore nontraditional careers. Wiberg and Harris (2001) found tha
females explore nontraditional jobs for higher wages, better benefits, mdengkal
broader job opportunities, better possibilities for advancements, and increased job
satisfaction. In contrast, benefits for males in nontraditional careéuséniseing able to
work in an area of interest, broader job opportunities, more adventure, fulfilling work,
and increased job satisfaction. Barriers for males and females in noobhalditreers

are similar (Wiberg & Harris). These barriers include social/culhaaiers; limited
exposure and training in education; and discrimination, sexual harassment and lack of
support on the job (Wiberg & Harris).

In Workforce Educatiof1998), Gray and Herr predicted that by the year 2005 the
“number of white women entering the labor force will outnumber white men” (p. 34).
Gray and Herr also pointed out that despite this increase of females in the labpr for
females were still underpaid and either worked in “low-skill/low-wggb’s or bumped
their heads against the “glass ceiling.” Wonacott (2002) concurred that feacads f
discrimination in the workforce and asserted that gender segregation in career a
technology centers had denied females access to “the living wage that premdéssf
the same economic self-sufficiency that males have long enjoyed” (p. 2).

Prior to the passage of Title IX, girls were restricted from tatetagses in shop,
manufacturing, architectural drafting, and ceramics or to attendrcedeational

schools...[and] were directed to classes where they would learn to cook and slew” (T
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IX at 30, 2002, p. 21). ThEitle IX at 30: Report Card on Gender Equ{8002) also
pointed out that while support for girls in nontraditional programs increased with the
Perkins Act in 1978 and its reauthorization in 1984, the reauthorization in 1998 actually
eliminated financial support from gender-equity programs. However, whileireg
funding for gender-equity programs, the Perkins Act of 1998 did include considerati
for “special populations,” which consisted of individuals of both genders training for
nontraditional careers (PL 105-332). Thus, the Perkins Act supported females in non-
traditional roles such as aviation.

Despite legislation, males remain dominant in the field of aviation. Acuptdi
the Federal Aviation Administration, there were approximately 557,477 male pilot
certificates held, compared to only 36,808 female pilot certificates held, (E20%
Table 1 & Table 2). The FAA defines pilot certificates to include studentatanal,
private, commercial, airline transport, and other miscellaneous ratings.iohddit,
according to the FAA, there were an estimated 535,263 male nonpilot cexsifiezid,
while females only held 147,052 nonpilot certificates (FAA, 2009 Table 14 & Table 15).
The FAA classifies certificates for mechanics, repairmen, pamciygters, ground
instructors, dispatchers, flight attendants, flight navigators and engisesosjailot
certificates. The majority of those nonpilot certificates held by wonee Wwight
Attendants N=126,034) (Table 15). The data from 2009 were the most current
information available as of April, 2011. Table 2 shows the breakdown of the estimated
number of active male and female airmen certificates held both nationwide and in

Oklahoma in 2009.
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Table 2

Estimated number of active male and female airman certificates in 2009

Total Pilots | Total Pilots TOt?l Total
Nationwide | Oklahoma No_npllo_ts Nonpilots
Nationwide Oklahoma
Males 557,477 7,569 53,5263 14,056
Females 36,808 451 14,7052 1,090

Source: FAA aviation data statistics, 2009, Tables 1, 2, 5, 14, 15

Many solutions have been proposed to encourage individuals in nontraditional
careers, including aviation (Benoff, 2002; Depperschmidt, 2008; Depperschmidisg& B
2009 ; Luedtke, 1993; Report card on gender equity, 2002; Miller & Hayward, 2006;
Wiberg & Harris, 2001). These sources indicate, of these solutions, casgenass
programs and strong role models in nontraditional careers are two of the most widely
recommended. For example, in an article on female aviation mechanics, RO (
guoted several females as identifying support received from fathers, bratrs
husbands, along with strong, active female role models as being important teincrea
the numbers of females in aviation careers. In a study of Collegiate Figgptams
(Depperschmidt, 2008; Depperschmidt & Bliss, 2009), mentorship programs and
employing female faculty and flight instructors are suggested astow@ysmote and

grow female involvement in these programs is recommended.
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Organizational Culture

General Concepts of Organizational Culture

Hellriegel, Slocum, and Woodman (1992) defined organizational culture as a
shared set of “philosophies, ideologies, values, beliefs, assumptions, expectations,
attitudes, and norms” (p. 502). These researchers asserted that orgahizaitioea
exists on multiple levels, starting with the most superficidtucal symbolssuch as
jargon or physical objects. The Civil Air Patrol has adopted many phrasesgom jar
from the Air Force in its operations. The use of acronyms is heavily @dtural
heroesis the next level, where individuals are praised within the culture for possessing
particular attributes. In the Cadet Program of the Civil Air Patrch €adet
achievement is tied to a cultural hero such as the Wright Brothers, Amgiartand
Carl Spaatz.Organizational rites and ceremonigglude “rites of passage, degradation,
enhancement, and integration” (p. 510). With the Civil Air Patrol, rites and ceremonies
play a particularly high role. Member promotions and awards are causecioratien,
and even training to work on Search and Rescue and other missions requires tests and
certification. Finallycultural valuesmakes up the deepest level of organizational
culture. These values are shared beliefs or assumptions. Members all value the

importance of their mission to the organization.

Hodgetts and Luthans (2003) identified six characteristics of a culture wkich ar
applicable to the culture of organizations. They proposed that culture is: (eded)
shared, (c) transgenerational, (d) symbolic, (e) patterned, and (f) adapgiréeained
nature of the Civil Air Patrol’s traditions and functions is clear. Membergipate in

training activities to learn to function in the organization and accomplish the three
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missions of the CAP (aerospace education, emergency services, and cadetgprogram
One example of this is the "Level One" or introductory training new memb&ar
receive (National Headquarters Civil Air Patrol, 2011b) to learn about therbacki

and functions of the organization.

Hodgetts and Luthans’(2003) next two characteristics of a culture are that it i
sharedandtransgenerational The CAP is a national organization; its goals, missions,
successes, and failures are shared and belong to each and every memberymoteto an
individual. In CAP, members who are senior in rank (those who have traditionally been
in the organization longer) take on the roles of training new members, thus passing on
their knowledge and learning to new “generations” of members. CAP is somewhat

unique in that those members who are senior in rank are not necessarily senior in age.

Hodgetts and Luthans (2003) also stated that a culturgyh@solism As an
auxiliary of the U.S. Air Force, the CAP has adopted much of the symbolism and
traditions of this organization. CAP members wear military style unifamdspractice

military customs and courtesies, many of which are symbolic in nature.

The fifth characteristic of a culture is that ipatterned(Hodgetts & Luthans,
2003). Changes in one area, affect the whole. This patterning can be seen in numerous
ways in CAP. For example, in CAP, if there is a safety mishap in one Wing or Region, i
may cause new regulations to be implemented across the whole organization (A. S.

Wardlaw, personal communication, February 16, 2003).

Finally, cultures aradaptive(Hodgetts & Luthans, 2003). Throughout its more

than 60 years in existence, CAP has adapted from its early coastal pasiohsito the
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three missions it has today. The CAP is continuing to adapt and take on new roles, as
evidenced by CAP's involvement in homeland security and Operation Liberty Shield

(National Headquarters Civil Air Patrol, 2002).

How is organizational culture changed? Schein (1992) outlined some steps
leaders can take to affect culture change in an organization. He cautiondthtigd is
difficult, and won’t happen overnight. According to Schein, first and foremost, a leader
must recognize and understand the old culture and then move to identifying where
changes can and should be made. One of the first steps is what the lead¢eipays at
to. If a leader attributes more importance to meeting attendannesuwaetually that
item will gain more importance in the organization. Deliberate role muagjékaching,
and coaching is another step suggested by Schein. Walking the walk and talkiilg the ta
can send powerful messages to an organization’s members. Yet anothetistejois
rewards and status. Rewarding desired behavior and promoting members who exhibit

those behaviors can, over time, Schein maintained, affect organizational culture.

Culture and Aviation

Looking at data over the last 10 years, the percentage of female padicipati
the aviation field has remained fairly constant at about 6% (FAA, 2009). Why dees thi
gender discrepancy exist? In a study that investigated differencesebatvales and
females as they relate to the world of aviation, Smart (1998) examined fourcspecif

areas:

e Physiological: These issues are related to how the body reactslighhe f

environment. This included conditions such as hypoxia, decompression
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illness, G-forces, tolerance to thermal extremes, and motion sickness and
disorientation.

e Physical: This related to the overall strength and size differencesdoetwe
males and females, as well as different physical dimensions and bone
structure.

e Medical: These were primarily gynecological issues and pregnancy
concerns.

e Cultural: These were issues related to squadron bonding and morale,
protective instincts, and public perceptions — especially in combat

situations.

In addition to these four areas, current issues related to the Royal Amskali

Force and conclusions were provided by Smart (1998).

Smart (1998) determined that although there are various differences between
males and females (specifically physical and medical issues), theyreaason these
issues should prohibit all women from flying. According to Smart, physiologisaks
need more research to fully understand their significance; physical ssuég solved
by modifying aviation and safety equipment; health issues should be addressed en a case
by-case basis; and cultural issues can probably only be overcome with tomeerVédre
still new to the world of aviation and as Smart stated, "The very male fagirjet w
doesn't know quite what to do with these strange creatures" (1998, p. 14).

A study of male and female flight instructors by Ramsey and Ramsey @13866)
discussed the predominantly male culture of aviation. This study reviewed #drendiff
values males and females bring to the field of aviation and how the culture of aviation
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views those value systems. Female flight instructors were found by Ran&amsey
to adopt many of the masculine traits in their instruction mainly becausse$suin an
organization is defined by the values of the culture” (p. 55). For these females to be
successful in the male dominated field of flight instruction, they had to confoima to t

values of the industry.

Similar findings were reported in a study by Turney, Bishop, Karp, dligkn
Sitler, and Green (2002). This study surveyed 195 male college aviation students and
195 female college aviation students to discover the retention rates of women in
collegiate aviation. Learning styles, social acceptance, standardsy faqyort,
confidence, and family and career issues were all addressed by the suwayfound
that women prefer cooperative learning, need female role models, have |ledsromfi
and have strong family concerns. Like the findings of Ramsey and Ramsey;, (h896
researchers found that as women progressed in their pilot training, "they resrend m
like men, gain confidence and adopt more male-like attitudes" (Turney, et. al., 2002, p.

70).

In another study of collegiate flight programs, Depperschmidt (2008) codclude
that the “under representation of female flight students should be a concerndgiatell
flight programs” (p. 75) and that these programs should take steps to recrigisfémna
the aviation industry. Among Depperschmidt’'s recommendations were to provide
mentorship programs to female students and to encourage those female students to
participate in educational outreach programs to inspire young women to pursue an

aviation career.
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Civil Air Patrol

Missions

The Civil Air Patrol has three main missions: Aerospace Education, Emergency
Services, and the Cadet Program.. The aerospace education mission of the CAP is
broken down into two areas: internal and external (National Headquarters Civil Ai
Patrol, 2002). The internal portion of the mission focuses on the training and education
of Civil Air Patrol members, while the external portion focuses on outreach pregram
the community. As a part of this external mission, the Civil Air Patrol provides
numerous training materials, texts, and curriculum guides. The Civil AvlFatlso an

active sponsor of the National Conference on Aviation and Space Education.

As part of its emergency services mission, the Civil Air Patrol exeoutss85%
of all inland search and rescue missions for the Air Force Rescue Coordinatien Cent
(AFRCC) (National Headquarters Civil Air Patrol, 2002). In addition to search and
rescue missions, CAP members participate in disaster relief andnassess natural
and manmade disasters. Since the tragedy of September 11, 2001, the Civil Air Patrol
has taken a major role in homeland security and Operation Liberty Shieldr{®ati
Headquarters Civil Air Patrol, 2002). Operation Liberty Shield is a national plafpto he
protect the United States through increased security at borders, tratnspoatad

emergency preparedness (Department of Homeland Security, 2003).

The CAP cadet program is dedicated to “developing young people into
responsible citizens and aerospace leaders” through five main elemergadNati

Headquarters Civil Air Patrol, 2009, p. 2). These five elements are: Leadership,
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Aerospace Education, Physical Fitness, Character Development, and AxctiYitiath
from the ages of 12 through 21 are also able to participate in CAP’s Emergeviceser
missions while progressing through the ranks. Cadets are able to participatele
range of local and national activities and are eligible for numerous aizadedflight

scholarships (National Headquarters Civil Air Patrol, 2011a).

Structure

The CAP is broken down nationally into eight regions: Northeast, Middle East,
Southeast, Southwest, Great Lakes, North Central, Rocky Mountain, and Pacie. The
regions are further broken down into Wings. Each state, the District of Columbia, and
the Commonwealth of Puerto Rico make up the 52 Wings. These Wings are then broken
down into groups and squadrons (National Headquarters Civil Air Patrol, 2002). In the
Oklahoma Wing, there are 15 squadrons (Oklahoma Wing Civil Air Patrol, 2011). These

Oklahoma squadrons and their locations are shown in Table 3.
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Table 3

Names and locations of Oklahoma Civil Air Patrol Squadrons

Squadron Name Location
Broken Arrow Composite Squadron Broken Arrow
Cleveland County Composite Squadron Norman
Comanche Eagle Composite Squadron Lawton
Council Oak Senior Squadron Claremore

Durant-Eaker Field Composite Squadron  Durant

Edmond Composite Squadron Edmond

Enid Composite Squadron E/Sr:g)e AFB

Flying Castle Composite Squadron Tinker AFB
Grove Composite Squadron Grove

Jackson County Composite Altus AFB
gﬂ;jggrgoene Nighthawks Composite Muskogee
Oklahoma City Composite Squadron Oklahoma City
Riverside Composite Squadron Oklahoma City
Starbase Composite Squadron Tulsa
Stillwater Composite Squadron Stillwater

Women in Civil Air Patrol

Women have been involved in the Civil Air Patrol since its inception in 1941
(CAP Historical Foundation, 2009; National Headquarters Civil Air Patrol, 2002;

Neprud, 1988; Pogorzelski, n.d.). During World War 1l, women took part in all of Civil
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Air Patrol's wartime missions, except coastal patrols. Because ofrigerdaf being

shot down or taken prisoner, coastal patrols were considered too dangerous (Pogorzelski
n.d., ). This corresponds with the military’s stance that women not be allowed to fly
when there was a risk of capture or injury (Chambers, 1984). By the end of the war
women made up approximately 20% of Civil Air Patrol membership. About half of these
women went on to serve with the Women Airforce Service Pilots (CAP Hidtorica

Foundation, 2009; Neprud, 1988).

According to Neprud (1988), women from all walks of life were welcomed into
the ranks of the newly formed Civil Air Patrol. Teachers, secretaridsgedtudents,
telephone operators, and housewives joined with movie stars and well known pilots.
Women Airforce Service Pilots (WASP) Jackie Cochran, Nancy Harkmess and
Cornelia Fort were all once members. These women were all held to the sadasdst
as their male counterparts, and proved themselves in all areas. Commander Colonel
Earle Johnson said, “Women are just as good as men on most flying jobs — and
sometimes better” (Neprud, 1998, p. 105). Major General John F. Curry praised female
members by saying, “There must be no doubt in the minds of our gallant women fliers
that they are needed, and in my opinion, indispensable to the full success of the CAP”

(Neprud, 1988, p. 104).

Even in the early days of the organization, recruiting and training pilots,
particularly women, was a priority (Neprud, 1988). As pilot training and thetCade
Program began to get underway in 1942, members were able to sponsor a cadet between

the ages of 15 and 17 for membership. Male members could sponsor one boy, and
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female members could sponsor one girl (National Headquarters Civil Air 24104).

Today, sponsorship is no longer required for membership.

Civil Air Patrol elected its first female National Commander, Maj. €&sanAmy
S. Courter, in August 2007 (Courter, 2008; Cox, 2008). Maj. Gen. Courter was also the
first female to serve as the National Vice Commander, elected in 2006. Coungelr joi
the organization as a cadet in the Michigan Wing in 1979, and worked her way up to
serving as the Michigan Wing Commander from 1999-2002 and finally National

Commander, 2007-Present (Courter, 2008; Cox, 2008).

In the July-September, 2010ivil Air Patrol Volunteermagazine, Carr wrote an
article which featured a record five female Wing Commanders, fivefd@® Wing
Commanders. According to Carr (2010), the first women to hold the office of Wing
Commander was Nancy Hopkins Tier, who served as the commander for the Connecticut
Wing from 1947-1949. Often women holding this high office find themselves alone, or
with only a couple female counterparts (Carr, 2010). Oklahoma has had one Female
Wing Commander, Col. Virginia Keller who served in the position from 1999-2005 (V.

Keller, personal communication, June 24, 2011).

The Douglas Grid/Group Typology

Through her work in cultural anthropology, Douglas (1982) created two
dimensions, Grid and Group, to measure cultural relationsk8psl. is used for the
dimension of individuation and is located on the vertical axis of the Grid/Group diagram
of cultural environments, whil&roup represents the social incorporation dimension and

is located on the horizontal axis (Douglas, 1982). “Individuals are expected to move, or
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be forced to move, across the diagram, according to choice, or according to

circumstances” (Douglas, n.d., p. 2).

The Grid dimension measures the “degree to which an individual’s choices are
constrained within a social system by imposed prescriptions such as role g&opgcta
rules, and procedures” (Harris, 2005, p. 34). In a strong Grid environment, individuals
are highly constrained by the organization (Harris). The Group dimension “regresent
the degree to which people value collective relationships and the extent to heyicre
committed to the larger social unit” (Harris, p. 36). A strong Group environment seeks to

preserve the integrity of the organization above even that of the members)(Harri

Douglas (n.d.) defined the four environments as Isolate or Fatalists (strong
grid/weak group), Positional or Hierarchists (strong grid/strongp; Individualists
(weak grid/weak group), and Enclave or Egalitarians (weak grid, strong greofgtes
have weak ties to the group; they are, as the name implies isolated. Exainpidastes
might be prisoners or hermits (Douglas, n.d.). The Positional environment is defined by a
highly rigid and hierarchical structure which “supports tradition and order” (Reupl
4). In an Individualist environment “the individual is only concerned with private
benefit” (Douglas, p. 6). Enclave environments are governed by members doingpthe rig

thing, and depend upon the group to self-regulate and correct wrong-doers.

The Grid/Group typology has come a long way since its beginnings in cultural
anthropology. Mars and Nicod (1984) adapted the Grid/Group typology for use in the
hospitality industry and redefined the environments in terms of hotels: Cra#t hotel

(strong grid/weak group), Bureaucratic hotels (strong grid/strong groupgpierieurial
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hotels (weak grid/weak group), and Traditional hotels (weak grid/strong group).

Cameron (2001) used these environments to define the culture of chefs at the Forte Cres
Hotels. He found that of the eight chefs interviewed in the study, five weredgiathe
Bureaucratic (strong grid/strong group) environment. Two of the chefs, who had
achieved culinary rosettes, had obtained a degree of autonomy and fell in the
Entrepreneurial (weak grid/weak group) category. The final chefdeasified as being

“in a state of partial limbo,” (Cameron, 2001, pg. 111) and was in the Craft (strong

grid/weak group) category.

Giles-Sims and Lockhart (2005) applied the Grid/Group typology to families in
their study on disciplining children. In the study each of the four environments were
explained in terms of parental styles, specifically with regards to coganeshment, in
order to help family professionals. The Egalitarian pattern (weak Grid/9SBung),
was seen as the preferential parenting culture. In this culture, thelearéamily
boundaries, and “mutual affection and respect rather than ascribed statustdifére
(Giles-Sims & Lockhart, pg. 203). Corporal punishment is rarely used anda&gabt
“focus on teaching their children to see the consequences of their actions andlttee nee
make amends when these consequences harm others” (pg. 204). Because corporal
punishment, as found in this study, is tied to culture, large scale regulation estineff
The researchers suggested “micro-social” interventions focused onbfeiveils and
value priorities underlying these conceptions” (pg. 211) and external support to help

individuals adopt a more positive family culture (Giles-Sims & Lockhart).

Fisher (2009) used the Douglas Grid/Group typology to look at the relationship

between tourist and host, as it related to tipping. Each of the four environments was
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examined from the perspective of the server and the customer. For examplariBgalit
servers would not expect a tip, and Egalitarian customers would not be apt to leave a tip.
Individualist customers “are the only ones that are likely to tip depending on thig quali

of the service” (Fisher, pg. 43). This information may help managers anddraéttar
understand their workforce and clients. By understanding the clientele, tranew®ik

with staff to achieve a positive outcome for all involved.

The Grid/Group framework has also been used in education research (Harris,
2005) to understand the cultures of K-12 schools and higher education. Harris defined

the four types of social environments as:

1. Individualist (Weak-Grid/Weak-Group) — focus on individual opportunities
and gain.

2. Bureaucratic (Strong-Grid/Weak-Group) — hierarchical environment il |i
individual autonomy.

3. Corporate (Strong-Grid/Strong-Group) — hierarchical environment with
individuals defined by association with group.

4. Collectivist (Weak-Grid/Strong-Group) — achieving group goals and group
survival is valued.

The Grid/Group dimensions and the four combination environments are shown

graphically in Figure 2.
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Figure 2.Grid Group Dimensions & Environments as defined by Harris (2005)

Harris (2005) used these definitions in his work on defining and improving K-12
schools. He developed an on-line survey to use for defining and describing school
cultures in terms of the Douglas Grid/Group typology. By understanding the existing
school culture, teachers and administrators can employ strategies basedcbodhe s
culture to affect improvement in the school. In his bady Strategies to Improve
SchoolsHarris (2005) explained how to understand school culture using the Douglas
Grid/Group typology and gave examples of school culture and leadershipistrateg

aligned to each of the grid/group environments.

Because it most closely aligned to the organizational context of interest in the
present study, this researcher selected the Harris (2005) terminologgsanightibn for
the four Grid/Group environments to analyze the organizational culture of theACivil
Patrol. Similarly, because of its appropriateness for the concepts of inttaest’

Grid/Group instrument was also adapted for use in the present study.
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CHAPTER Il

METHODOLOGY

Chapter three presents the research method and procedures used in this study.
The population and sample for this study are defined, the development of the survey
instrument is presented, procedures used for data collection are explathddia

analysis techniques are presented.

Research Design

Survey methodology was the foundation for data collection in this descriptive
guantitative study through the use of an online instrument. Survey research is the
“administration of questionnaires to a sample of respondents selected from some
population” (Babbie, 2007, p. 280) or to an entire population. Because this method is
appropriate for descriptive studies and exploratory purposes, it was chosen for this

research.

The study used descriptive statistical analysis. “Descriptivetgtatgovide a
picture of what happened in the study” (Shavelson, 1996, p. 8). Additionally, descripti
statistics are used to describe “either the characteristics of a samtipéerelationship
among variables in a sample” (Babbie, 2007, p. 450) or a population. In this

34



study, the researcher’s purpose was to provide a picture of how senior membeve perc
the culture of the Oklahoma Civil Air Patrol. The study also used inferetatatical

analysis to test the generalizability of the sample data to the CAP populat

The analysis of the data was quantitative in nature. Quantitative dataienalys
involves using data which are numerical in nature (e.g., age or years of service
assigning numbers to data (e.g., gender, where 1 equals male and 2 ecpla)s fem

(Babbie, 2007).

The survey instrument for this study was a modification of the online Grid/Group
survey developed by Harris (2005). Harris adapted Douglas’s Grid/Group typofogy f
use in school settings. The researcher further adapted this survey fotrugewi
Oklahoma Civil Air Patrol. While as a whole the survey was kept the same, some of the
wording had to be changed to reflect the nature of the CAP as a non-profit organizati
For example: the word “teachers” was changed to “members” and the word

“administrators” was changed to “commanders.”

Population and Sample

For this study, population was defined as “the total of all persons about whom
information is desired” (Sax, 1997, p. 510). The planned population for this study was
senior members of the Oklahoma CAP. All senior members with available email
addresses in the Oklahoma CAP were invited to participate. As of August 2010, there
were 398 senior members in the Oklahoma Wing; 21% of members were female. Figure

3 shows the gender breakdown of all Oklahoma CAP members.
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H male

H female
N=398

Figure 3. Gender breakdown of all Oklahoma CAP senior members as of August, 2010.

Of the 398 Oklahoma CAP senior members, 351 members had a valid emalil
addresses on file with the organization. This created an available population of 351
members (88.2%). Invitations to participate in the study and complete the sureey we
sent to all 351 members with an email address on file. Eighteen percent (18%) of those
senior members with valid email addresses on file were female. HBigin@ws the
breakdown of senior members who were invited by email to participate inutiistst

gender.
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H male

H female
N=351

Figure 4. Gender breakdown of Oklahoma CAP senior members with a valid email

address as of August, 2010.

For this study, a sample was “defined as a limited number of individualsesklect
from the population” (Sax, 1997, p. 510). The obtained sample from the available
population was all senior members who voluntarily completed and submitted th's study
survey. A total of eighty-five (85) senior members chose to complete and submit the
survey. This resulted in a 24% response rate for the available population. Of those
eighty-five (85) senior members, there were 15 female respondents and 70 male
respondents. Figure 5 shows the breakdown of respondents by gender. These
percentages were identical to the gender percentages in the available populati
indicating that the sample was representative of the available population er gend

composition.
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N=85

Figure 5. Gender breakdown of survey respondents.

To further describe the sample, in addition to gender, study participants were
asked to report their primary role in CAP and their years of service. Thetynajahe
respondents (39%) indicated they had been members of the organization five years or

less. Figure 6 shows the years of service of the respondents broken down by gender.
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Figure 6. Years of service in CAP by gender of respondents.
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The various positions in CAP were grouped into seven (7) categories. These
categories, along with examples of their corresponding CAP positions, are fiotalole
4. Figure 7 shows the breakdown of these roles by gender. As shown in Figure 7, male
respondents tended to be more involved with Operations or Command functions, while
female respondents were more likely to be involved in Command Support or Cadet

Programs functions.

Table 4

Primary Roles in Civil Air Patrol with Example Position Titles

Primary Role Possible Position Titles

Command Commander, Deputy Commander for Seniors, Deputy
Commander for Cadets, Chief of Staff

Command Support  Administration, Finance, Historian, Inspector General, Pérsonne
Public Affairs, Recruiting, Safety

Professional Chaplin, Legal, Medical (requires civilian credential)

Senior Programs Professional Development, Plans, Programs

Cadet Programs Activities, Drug Demand Reduction, Leadership, Moral
Leadership, Testing

Operations Communication, Emergency Services, Logistics, Pilot,
Standardization/Evaluation

Aerospace Aerospace Education, Director of Aerospace, External

Aerospace, Internal Aerospace
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Figure 7. Primary roles by gender of respondents.

An on-line survey was the means of data collection for this study. This survey

Instrumentation

included items related to primary role in CAP, years of service, gendebaglas

the Oklahoma CAP senior member population. The Grid/Group items were used to

members.

The Grid/Group instrument for this study was adapted from the instrument used
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Grid/Group items. The demographic items were used to describe the obtainesl gampl

describe the organization’s culture as perceived by the volunteer samplsewiidts

by Harris (2005) in his work with public schools. Permission was obtained from Dr.
Harris to adapt this instrument for use in this study. An electronic copy ngdamline

survey instrument was obtained and edited to reflect the context of this study. ifibe onl




instrument was adapted for use with the Civil Air Patrol by changing tméni@iogy to
reflect the nature of the CAP organization; for example, the word “téaghs changed
to “member”. The amended instrument was approved by Dr. Harris before beied plac

online. A copy of this instrument is available in Appendix D.

Because this study was based on the Douglas Grid/Group typology, the survey
responses were plotted using the Grid/Group chart. In the Grid/Group model, two
dimensions are identified for describing cultural relationsh@@sd is used for the
dimension of individuation, whil&roup represents the social incorporation dimension
(Douglas, 1982). Aligned along these two dimensions are four types of social
environments (Douglas, 1982). These four environments were described tsy Harri

(2005) as follows:

1. Individualist (Weak-Grid/Weak-Group) — focus on individual opportunities
and gain.

2. Bureaucratic (Strong-Grid/Weak-Group) — hierarchical environment il |i
individual autonomy.

3. Corporate (Strong-Grid/Strong-Group) — hierarchical environment with
individuals defined by association with group.

4. Collectivist (Weak-Grid/Strong-Group) — achieving group goals and group
survival is valued.

The Grid/Group dimensions and the four combination environments are shown

graphically in Figure 8.
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Figure 8.Grid Group Dimensions & Environments as defined by Harris (2005)

The Grid/Group Survey instrument consisted of a total of 24 Likert-scale-type
items. The first 12 items measured the Grid dimension while the last 12 nietsure
Group dimension. Subjects indicated their responses based on how they viewed the
organization on a continuum ranging from 1-8. Because the survey was online, the
subjects indicated their responses by clicking on the button which best indicated thei
response on the continuum. If a subject failed to answer an item, an errorcsoneemp
to inform the subject of the missing information and tell him/her how to fix the mistake
In addition to the Grid/Group items, demographic questions were also included on the
instrument. Members were asked to report their gender, primary role in CAP, and total

years of service in CAP.

Once the survey was completed and submitted, the data went into a data file on
the Oklahoma State University server. These data were imported irmasbficExcel

2010. For each participant, the Grid items were added together and divided by 12 to
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obtain a mean Grid score for each respondent. The Group items for each pasienga
also added together and divided by 12 to obtain a mean Group score for each respondent.
These mean Grid and Group scores were plotted on the Grid/Group graph to determine

how the Oklahoma CAP members viewed the culture of the organization.

Procedures

Approval to conduct the study was obtained from Oklahoma State University IRB
(Appendix A) and from the Oklahoma CAP (Appendix B). Using the Wing email roster,
each senior member in the Oklahoma CAP with an email address on file received a
email invitation to complete the on-line survey (Appendix C). Permission to survey the
Oklahoma Civil Air Patrol Membership was obtained from the then-Vice Wing
Commander, Lt. Col. Joe Cavett. A copy of this permission letter can be found in
Appendix B. Lt. Col. Cavett was promoted to the rank of Col., and took over as
commander for the Oklahoma Wing in April of 2011. The invitation email contained the
informed consent document as well as a link to the survey located on the Oklahoma State
University server. A copy of the invitation letter is located in Appendix C. bhéesn
read the consent information and followed the link to complete the survey if they were
willing to participate. The start page for the survey reminded pantitsiphat their
participation was completely voluntary, and participants had to once again consent to
participate in order to open and complete the survey. Once the survey was ahmplete
the member submitted it electronically. A confirmation page was disptaylet the
member know the survey was successfully completed. If a member failedvier ams
item, a prompt appeared letting him/her know the survey was incomplete amgl telli
him/her how to go back and respond appropriately. Copies of the survey homepage,
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online survey, confirmation page and incomplete survey prompt are included in
Appendix D. Once the survey was submitted, the data were put into a file on the
Oklahoma State University server. There was no way to connect any intltlédia o

the senior member who submitted the information, which preserved the anonyrhity of t
participants. To help increase the rate of participation, a follow-up erasis@nt out

one week after the initial request as recommended by Dillman (1978). yottupe

follow-up letter can be found in Appendix E.

Statistical Analysis

To better understand the perceived culture of the Oklahoma Civil Air Patrol, and
how male and female members viewed this culture, two research questions were

identified for this study:

1. What is the perceived culture of the Oklahoma CAP by its senior members, as
defined by Douglas’ Grid/Group Framework?

2. What differences exist in how male and female senior members of the Oklahoma
Wing CAP perceive the organization’s culture?
In order to address the second research question, the following research

hypotheses were tested. The hypotheses were tested.@b level.

Hoi: There is no difference in how male and female senior member of the Oklahoma
Wing CAP perceived the organization’s culture on the Grid dimension.

Hai: There is a difference in how male and female senior member of the Oklahoma
Wing CAP perceived the organization’s culture on the Grid dimension.
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Hoo: There is no difference in how male and female senior member of the Oklahoma
Wing CAP perceived the organization’s culture on the Group dimension.

Hao: There is a difference in how male and female senior member of the Oklahoma
Wing CAP perceived the organization’s culture on the Group dimension.

The research questions were addressed using quantitative data gaindgekfrom t
on-line research survey. Grid/Group items were mapped according to pracedure
recommended by Harris (2005). For each participant, the 12 Grid items were added
together and divided by 12 to obtain a mean Grid score. This was also done for the 12
Group items. These mean scores were plotted on the Grid/Group plot. This created a

graphic representation of how the study participants viewed the culture of therCihe

Grid/Group quadrants.

To determine if there were statistical differences in how male anddemal
members perceive the CAP organizational culture, the data were analyred us
independent sample t-tests. PASW Statistical Analysis Softwaiewvérs for Windows
was used to calculate the t-tests. For the purpose of this study, a sigaifeaiof 5%
(o =.05) was used. Levene’s tests for homogeneity of variance were useglhairakeif
pooled or unpooled variance estimates should be used in the t-tests. Table 5 summarizes

how each research question was addressed statistically.
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Table 5

Research Questions, Data Sources, and Analysis Techniques for the study

Research Question Data Source

Data Analysis Technique

1. What is the perceived on-line
culture of the Oklahoma | Grid/Group
CAP by its senior members,instrument
as defined by Douglas’
Grid/Group Framework?

plotting on Grid/Group
diagram and description by
Grid/Group Environment

2. What differences exist in | on-line
how male and female seniorGrid/Group
members of the Oklahoma| instrument
Wing CAP perceive the
organization’s culture?

t-tests to compare
male/female responses on
Likert-type scales
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CHAPTER IV

FINDINGS

Introduction

This study described how the senior members of the Oklahoma Civil Air Patrol
(CAP) perceived the organization’s culture in the context of Douglas’ GodfGr
Typology. This study also investigated whether male and female memlilees of
Oklahoma CAP viewed the organization’s culture differently. Senior memb#rs of
Oklahoma CAP were recruited via email and asked to complete an online Gup/Gr
survey. The obtained sample comprised 85 senior members: 15 (18%) females and 70
(82%) males. The gender distribution in the obtained sample matched that of the

available population. This chapter presents the findings of this survey.

Research Question 1: What is the perceived culture of the Oklahoma CAP big i

senior members as defined by Douglas’ Grid/Group Framework?

To answer this research question, members’ survey responses were plotted on

Grid/Group graph. For each respondent there were 12 Grid items and 12 Group items.
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All items were eighpoint Likent-type scales. The responses from the 12 Grics were
added together and divided by 12 to obtain a ma#@h<gore for each respondeiTotal
overall means for the entire sampgN=85) and standard deviations were also calcul
for each of the 12 Grid and 12 Group scores. Thasgle means and ndard
deviations are shown in Table 6 (Grid scores) aaold 7 (Group Score The mean
Grid and Group scorder each respondewere plotted on the Grid/Group graph. T
graph is shown ifrigure9. The red plots on the graph represent femaleoreents, and

the blue plots represent male responde
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Figure 9.Grid/Groupmean scoreof Oklahoma CAP Senior Members

Oklahoma CAP members viewed the organization ageirong Grid/Stron
Group. Harris (2005) defined this contexicorporate a hierarchical setting whe
individuals are defined by their membership indhganizatior and their association wif
the group This seems to fit with the importance placedamk and position. Individua

in the Strong Grid/Strong Group environment mayéey different, but are strong
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bound to the success of the organization (Straker, 2009). Members in CAP are
volunteers, strongly committed to their organization, and defined by their rankopositi

and proficiencies.

The second strongest view of the CAP was lasraaucraticorganization. This
is a Strong Grid/Weak Group, hierarchical environment with little individutreomy

(Harris, 2005). This may reflect the strong military overtones of the CAP.

Research Question 2. What differences exist in how male and female gegn

members of the Oklahoma CAP perceive the organization’s culture?

To address this research question, the following null research hypotheses we

tested. The hypotheses were testet=at05 level.

Hoi: There is no difference in how male and female senior member of the Oklahoma
Wing CAP perceived the organization’s culture on the Grid dimension.

Ho2: There is no difference in how male and female senior member of the Oklahoma
Wing CAP perceived the organization’s culture on the Group dimension.

For each Grid/Group item, an independent sample t-test was performed at the tes
of significance to determine if there were statistically significifferences in the ways
male and female members of the Oklahoma CAP perceived the organization.
Independent sample t-tests were also performed on the mean Grid and the oogan Gr
responses for males and females used on the Grid/Group plot. Levene’s tests for
homogeneity of variances were performed on each item and on the Grid and Gaoup me
scores to determine whether pooled or unpooled variances should be used for the t-tests.

For all t-tests, an alpha level of 0.05 was used(05) to reflect the null hypothesis.
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Table 6 shows the descriptive statistics and independent sample t-testfoesults
gender on the Grid dimension. Pooled variance estimates were used on item Grid 4
bexause the Levene’s test for homogeneity of variance was significehi 04;
df=.019;0=0.05). For all other items, the Levene’s test was not significant and unpooled
variances were used. There were no significant differences on any of thduad$rid

items or on the Grid mean for genders.

50



Table 6

t-test: Descriptive statistics and gender t-test results for the 12t&rid and the grid mean scol=g5)

Item N M SD t df Sig. (2-tailed)

Grid Item 1: Authority structures are decentralized/centralized -1.498 83 .138
Female 15 5.53 1.922
Male 70 6.20 1.480

Grid It.em 3: Individual members have full/no autonomy in educational material 1765 83 081
selection
Female 15 5.07 1.534

Male 70 4.23 1.695

Grid Item 5: Individual members have full/no autonomy in choosing instructional
methods/strategies

-.518 83 .606

Female 15 3.80 2.274
Male 70 4.09 1.863




Grid Item 7: Members obtain instructional resources through individual negotiation/
administrative allocation

Female 15 2.87 1.642
Male 70 3.33 1.674

-.253 83 .801

Female 15 4.20 1.656
Male 70 4.33 1.808

Grid Item 9: Individual members are motivated by Intrinsic, self-defined

. e -.973 83 .333
interests/Extrinsic, institutional rewards.

Grid Item 11: Training schedules are determined with/without member input. .080 83 .936
Female 15 493 2344
Male 70 4.89 2.040

*Levene’s test significant; equal variance not assumed; pooled varisthates used



The t-tests reported in Table 6 failed to reject null hypothesis 1. No significa
differences were found for males and females on the Grid dimension, either on individua

Grid items or the Grid means for gender.

Table 7 shows the independent sample t-test results for gender on the Group
dimension. Pooled variances were used on all Group items because all Leagtge’s t
for homogeneity of variance were not significant. There were no significaatatitfes
in male and female responses on the Group gender means, or most of the Group items.
However, Group Item 8 did have a significant difference{39) between male and

female responses. Group Item 8 was:

20. Communication flows primarily through:

Individual, informal [ [T [ [ [o [T [ [ Corporate, formal
networks 2 3 4 5 6 7 g nhetworks

Female members tended to indicate that communication flowed through individual,

informal networks. Males felt that communication flowed through corporate, formal

networks.
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Table 7

Descriptive statistics and gender t-test results for the 12 Group itehteeaGroup mean scofd<85)

Item N M SD t df Sig. (2-tailed)

Group Item 1: Chain of command is Individual members working alone/ All

members working collaboratively -1.122 83 .265

Female 15 4.60 1.957
Male 70 5.16 1.699

Group Item 3: Extrinsic rewards primarily benefit the individual/everyone in

the organization -403 83 .688

Female 15 4.40 1.805
Male 70 4.60 1.731

Group Item 5: Performance is evaluated according to Individual/group goals,
priorities, and criteria

888 83 377
Female 15 513 1.685
Male 70 4.67 1.855




Group Item 7: Unit goals are generated Individually by Commanders/

Collaboratively by all members 1.365 83 176

Female 15 4.60 1.502
Male 70 3.89 1.900

Group Item 9: Instructional resources are controlled or owned

individually/collaboratively -412 83 .681

Female 15 4.80 1.781
Male 70 5.01 1.838

Group ltem 11: Responsibilities of members and commanders are Ambiguous,

fragmented with no accountability/ Clear/communal with much accountability Lot 88 o
Female 15 4.67 2.289
Male 70 5.27 1.918

® Significant afa < .05



The t-tests reported in Table 7 resulted in the rejection of null hypothesis 2.
Males and females were significantly different in their perception afdh@nunication

environment of the Oklahoma CAP.
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CHAPTER V

CONCLUSION

This study described how senior members of the Oklahoma Civil Air Patrol
(CAP) perceived the culture of their organization using the conceptualizatooifiwfal
environments identified in the Douglas Grid/Group typology. This study alsoiesd
whether male and female members of the (CAP) perceived the culturerdiife The

following research questions guided the study:

1. What is the perceived culture of the Oklahoma CAP by its senior members, as
defined by Douglas’ Grid/Group Framework?

2. What differences exist in how male and female senior members of the
Oklahoma Wing CAP perceive the organization’s culture?

Summary of the Study

In order to address the research questions, an online version of the Grid/Group
instrument developed by Harris (2005) was adapted for use with the OklahomaAicCivil
Patrol. Permission was obtained from Harris to adapt his instrument for ushewith t
Civil Air Patrol. The instrument contained 12 Grid items and 12 Group items, along with

some basic demographic information (gender, years of service, role in orgamizdine

57



Grid/Group items were Likert-scale type questions with answers on a contiramri-

8.

Members were invited to voluntarily participate via an email which contained a
link to the Grid/Group survey. Invitations were sent to all 351 Oklahoma CAP senior
members with an email address on file. Eighteen percent (18%) of those senim@rmem
with valid email addresses on file were female. A total of eighty-fiveg&sior
members chose to complete and submit the survey, for a 24% response rate. Of those

eighty-five (85) senior members, eighteen percent 18% were female.

Data were analyzed using graphic plotting and descriptive and inferential
statistical analyses. Data from the Grid/Group survey instrument weredptwttthe
two-axis diagram of the Grid/Group dimensions as defined by Harris (2005). Bhe dat
were also entered into an SPSS/PASW data file and analyzed using SB8S5/PA
Statistical Analysis Software version 17 for Windows. Both Grid and Groupnetahs
and the means on individual items on the Grid/Group assessment were compared using
independent sample t-test to determine the overall sample perception of the CAP
organizational climate and whether there was a difference betweenndderreale

responses.

Summary of Findings

Research Question 1: What is the perceived culture of the Oklahoma CAP hig i

senior members, as defined by Douglas’ Grid/Group Framework?

Oklahoma CAP members viewed the organization as being Strong Grid/Strong

Group. Harris (2005) defined this contexicasporate a hierarchical setting where
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individuals are defined by their membership in the organization. The second dtronges
view of the CAP was aslaureaucraticorganization. This is a Strong Grid/Weak Group,
hierarchical environment with little individual autonomy (Harris, 2005). Male and

female responses were similar in these top two perceptions.

Research Question 2: What differences exist in how male and female s&n

members of the Oklahoma CAP perceive the organization’s culture?

On 23 out of 24 items, there was no significant difference in how male and female
members of the Oklahoma CAP perceived the organization’s culture. The only area
where males and females showed a significant difference was with resgeeflow of
communication in the organization. Female members tended to indicate that
communication flowed through individual, informal networks, while males felt that

communication flowed through corporate, formal networks

Conclusions and Discussion

Several conclusions can be drawn from these findings.

Conclusion 1

The organizational culture of the Oklahoma CAP is perceived by its senior
members as Strong Grid. The Grid dimension defines how similar individual meember
are. In a Strong Grid environment, members are very different and highlglsseti
This seems to fit with the strong military overtones in the organization and the
importance placed on rank and position. Members in CAP are volunteers who come

from all types of backgrounds and bring different knowledgebases and experiemees to t
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organization. Within the organization, members are defined by their rank, position, and
proficiencies. Males and females both expressed their perception of the digarsza

Strong Grid.

Conclusion 2

There is some disagreement regarding whether the Strong Grid culture of the
Oklahoma CAP is Strong Group or Weak Group. The Group dimension measures how
“connected” members of the organization are. With a Strong Group, members are highly
connected and dependent on one another for success. Members in CAP are volunteers,
strongly committed to their organization. With the Oklahoma CAP, members rely on
each other for success. This is especially evident in the EmergencyeSemssion of
CAP. In this mission, members work together on real-world search and rescue
operations. Ground Teams and Air Crews work together to search for missiafj airc
individuals. Their efforts are coordinated by a Mission Staff. Each membegyaadint

on one another for the mission to be successful.

With a Weak Group environment, members do not feel connected to the
organization. These members may not see how their specialties fit with thessoicttes
organization. Straker (2009) defined weak group as consisting of “distinct and sparate
individuals, perhaps with common reason to be together though with less of a sense of
unity and connection” (para. 1). Within CAP, members tend to be highly specialized, and

through their common interests they are bound together.

Members may have differed on their Group perception based on how connected

they feel with the organization. Strong Group environments are more closely @shnect
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than Weak Group. Differences may be due to the different roles members play in the
organization, or the length of time a member has been involved in CAP. Newer members
may feel more isolated than members who have been in a long time and who have
established friendships within the organization. Males and females werar smikis

perception.

Conclusion 3

Overall, males and females perceive the organizational culture of the Oklahom
CAP very similarly. While surprising, this conclusion was not completelypewzd.
Research on women in aviation has suggested that females adapted masitslindbea
successful within the male dominated culture of aviation (Ramsey & Rat@;,
Turney, et. al., 2002). It may be that female senior members have also adamed to t
male dominated culture of the Oklahoma CAP. Female members who choose not to

adapt to this environment choose not to be involved in the organization.

Conclusions 4

Males and females differ in the way they perceive communication occurring in
the Oklahoma CAP. Female members tended to indicate that communication flowed
through individual, informal networks. Males felt that communication flowed through
corporate, formal networks. It may be that female members felt commaniflaived

through informal “boy’s clubs” because they feel left out of decision makinggses.
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Conclusion 5

Factors that may cause lower female participation in the Oklahoma CAP #&ppear
be outside the elements identified in the Grid/Group organizational cultural typodsgy
a whole, there was no significant difference in how male and female members of the
Oklahoma CAP perceived the organization’s culture. This may be due to the fdoethat
female members who have chosen to stay involved in the organization have adapted to
the existing culture of the Oklahoma CAP (Ramsey & Ramsey, 1996; Turndy, et. a
2002). Therefore, while the culture of the Oklahoma CAP may be prohibitingefemal
membership, additional research with members who have chosen to leave the

organization will be needed.

Recommendations for Further Research

Several recommendations for further research are drawn from this study’s

findings and conclusions.

1. Further research should be conducted to determine if members who leave the
Oklahoma CAP perceive the culture differently from members still involved in the

organization.

2. Further research should be conducted to determindlovinpf communication
was perceived to be different in the Oklahoma CAP by males and femaleeire t
specific characteristics and behaviors in the organization that caugerthisr

difference?
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3. Further research should be conducted to see {fndgeh was not a variable in

this study) affects culture perception among senior members?

4. Further research should be conducted to see if cadet members view the culture

differently than senior members?

5. Further research should be conducted to determine the Grid/Group preference
of members. Is there a gap between the perceived culture of CAP and membmedprefe

culture? If so, how could CAP bridge that gap?

6. There is still a question as to why female membership in the Oklahoma CAP is
so low. Additional studies should be conducted to determine why this is the case. The
reasons appear to be outside the organizational culture characteristiotimnéne
Grid/Group typology and therefore were not determined by this study. Additeneiw
of the literature related to gender differences in culture and behaviact#stics of
other organizations may be useful in conceptualizing such further researaltaiye
interviews with current members, as well as those members who have left the

organization, may also provide helpful insight into providing an explanation.

7. Further research using CAP populations beyond Oklahoma should be
conducted to determine if the perception patterns identified in this study aesllimi

this state or are characteristic of wider groups within the national CABxtont

8. Complete an item analysis of the Grid/Group instrument to examine the

internal validity.
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Significance of the Study

This study was significant in three areas: addition to literature, expansion of
theory, and practice. This study added to the body of literature by providingsaefpst
in understanding the culture of the Civil Air Patrol. Until this study was coedutttere
was no research into the culture of this organization. This study also added to the
literature on the culture of aviation by providing a look at volunteer participati
aviation. The majority of aviation culture studies focused on the professiddaiffie
aviation, the Civil Air Patrol is an all-volunteer organization with a strongtiavi

influence.

This study has also served to expand the Grid/Group theory into previously
unexplored areas. Grid/Group was used to define a volunteer organization, something
this theory has not been used for in the past. Volunteer organizations are unique in the
sense that members are drawn together because of similar interegengraphy or
work constraints. In this study, Grid/Group was also used to define the cultureraf a pa
military organization. In addition to the volunteer nature of the organizatioe, ithalso
a strong military influence since CAP is the Official Auxiliary of thé&. Air Force.

Cultural theory also benefits from the volunteer aspect study. Many culuniadsst
focused on industry culture or geographic culture. The members of this culture are

volunteers.

For the Oklahoma Civil Air Patrol, this study helps members and leadens bette
understand the culture of the organization. Using this information can help the

organization to develop a mentorship program to aid in the recruitment and retention of
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members, especially female members. Growing and retaining its ménplease
would give the organization a more complete range of talent and provide strong role

models for the young people the CAP routinely comes into contact.

Conclusion

The Civil Air Patrol is a national civic organization founded in 1941, yet
relatively no research has been conducted regarding the culture or membetship of t
organization. Women have been involved in the CAP from the beginning; however, in
Oklahoma, females are still underrepresented (20% of membership). This sividggr

a view of the Oklahoma CAP’s culture through the lens of the Douglas Grid/Group

typology.

While there was no significant difference in how males and females peftbee
culture of the Oklahoma CAP, it is meaningful that the culture, as viewed by its
members, has been defined as a Strong Grid/Strong Group environment. Schein (1996)
identified that the first step in changing culture is to have an understanding ristirege
culture. This study provides the first step in gaining an understanding of the culture of
the Oklahoma CAP and identifying where changes should be made. Furthefreaearc

help the organization better identify why there is low female involvement.

Developing a mentorship program may help orientate new members to the
organization, and encourage and retain female involvement (Depperschmidt, 2008).
Aerospace is one of largest industries in the State of Oklahoma, employing
approximately 143,000 individuals with an output of $11.7 billion annually (Oklahoma

Department of Commerce, 2011). CAP can and should play a strong role in promoting
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and growing this industry. Increasing female participation will stregthe
organization, encourage youth (especially young girls) to pursue STEgrsaand

promote the aerospace industry.
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Oklahoma State University Institutional Review Board

Date: Wednesday, March 02, 2011

IRB Application No ED1149

Proposal Title: A Grid/Group Study of Gender Perceptions of the Culture of the Oklahoma
Civil Air Patrol

Reviewed and Exempt

Processed as:

Status Recommended by Reviewer(s): Approved Protocol Expires: 3/1/2012

Principal

Investigator(s):

Kelly Wardlaw Lynna Ausburn

102 E. Marie Dr. 257 Willard
Stillwater, OK 74075 Stillwater, OK 74078

The IRB application referenced above has been approved. It is the judgment of the reviewers that the
rights and welfare of individuals who may be asked to participate in this study will be respected, and that
the research will be conducted in a manner consistent with the IRB requirements as outlined in section 45
CFR 46.

ﬁ The final versions of any printed recruitment, consent and assent documents bearing the IRB approval
stamp are attached to this letter. These are the versions that must be used during the study.

As Principal Investigator, it is your responsibility to do the following:

1. Conduct this study exactly as it has been approved. Any modifications to the research protocol
must be submitted with the appropriate signatures for IRB approval.

2. Submit a request for continuation if the study extends beyond the approval period of one calendar
year. This continuation must receive IRB review and approval before the research can continue.

3. Report any adverse events to the IRB Chair promptly. Adverse events are those which are
unanticipated and impact the subjects during the course of this research; and

4. Notify the IRB office in writing when your research project is complete.

Please note that approved protocols are subject to monitoring by the IRB and that the IRB office has the
authority to inspect research records associated with this protocol at any time. If you have questions
about the IRB procedures or need any assistance from the Board, please contact Beth McTernan in 219
Cordell North (phone: 405-744-5700, beth.mcternan@okstate.edu).

Sincerely,

M_ﬂ%«n—/

‘Shelia Kennison, Chair
Institutional Review Board
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HEANDOUGATERS, DELAHOMA WING
CIVIL AIR PATROL
UNITED STATES Aslt FORCE ALUKILIARY
VM) A Aovense, Heosm 30, Med S =14
K] IR FOECE BASE. Ol a0
Phame: A0 Tas-fdd A mai |: obwinghagatahn

2 February 2011

To Wham it May Cancern,

Kelly Wardlaw has permission from the Oklahoma Wing fo survey its membership for
her dissertation study titled: A GridiGroup Study of Gender Perceptions of the Culture
of the Qklahema Civil Alr Patrol, pending approval from Oklahoma State University's
Institutional Reviaw Board

We will waork with Kelly to provide ber with email addresses for our membership which
she can use to request member participation.

If you have any questions, please feel free to contact me at the number below.

Sincapely,
o

J
F

éa‘mﬂ. LiCal, CAP

Vica Wing Commander
{818)513-2943
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Dear Fellow CAP Member,

My name is Maj. Kelly Wardlaw (Stillwater Composite Squadron), and | amB. P
student in Occupational Education at Oklahoma State University. | dimgno request your
assistance in my dissertation study titled: A Grid/Group Study of Gendmapfiens of the
Culture of the Oklahoma Civil Air Patrol. This study will describe hewier members of the
Oklahoma CAP perceive the culture of the organization. It will examiether or not there are
differences in how men and women perceive this culture. This information megtdo
develop recruiting and retention strategies that could increase semadrership in this
organization. This increase of senior membership, particularly femerdaership, could
accomplish two valuable outcomes. First, it could give CAP a more comghgte of talent.
Second, it could provide strong role models for young Oklahomans, especially ydsingith
whom the Oklahoma CAP routinely comes into contact as a result of ispgeere Education and
Cadet Programs missions. Both these outcomes could improve and strengthportamnt civic
organization and the service it provides to the state and the nation.

The survey will take about fifteen minutes (15 minutes) to complete. Yolicipation is
completely voluntary, all responses you return will be completely anonymalthere will be
no way to identify your individual responses. All data from my study will betaizied
personally by me on a password protected computer in a locked cabinet at omap@sidence,
and no one but me will have access to the data. Data will be kept for o fbag one year.

Your responses will go directly to a secure server at Oklahoma Statersity.. All responses
reported in my study will be in aggregate statistics or as completefymous individual pieces
of data. There will be no way for anyone to identify you as an individual or tgdinkresponses
to you personally.

Your response is important because it represents your opinions and pezspech member of
this community and can help the future development of the Oklahoma CAP.

Click the link below to start the research suniy clicking on the link and then by

completing and submitting the survey, you agree that you understand theformation in

this email and are giving your consent to participate and to have your respeas included in

the report of this research. Make sure to read and answer each question carefully, and click the
“submit” button at the bottom of the survey when you are finished. Please cathglasurvey

by April 1, 2011.

http://frontpage.okstate.edu/coe/wardlaw/

If you have any questions regarding the research survey, please donfattipal investigator,
Kelly Wardlaw (emailk.wardlaw@okstate.edphone: 405-707-0200) or Dr. Lynna Ausburn at
Oklahoma State University (emaynna.ausburn@okstate.eqahone: 405-744-8322). If you
have questions about your rights as a research volunteer, you may contacti®K&imeson,

IRB Chair, 219 Cordell North, Stillwater, OK 74078, 405-744-337irbg@okstate.edu

Thank you for taking the time to help strengthen our organization.
Sincerely,

Kelly Wardlaw

Major, Ok Wing, CAP
Ph.D Student

Oklahoma State University
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Welcome Page

Oklahoma CAP Grid and Group Assessment

Thank you for you interest in participating in my study titled: A Grid/Group Study of Gender
Perceptions of the Culture of the Oklahoma Civil Air Patrol

Your participation in this study is completely voluntary and anonymous. The survey will take
approximately 15 minutes to compete. By clicking the "l Agree” link below, you are consenting to
participate in this study.

Please read each question carefully and click the “submit” button at the bottom of the survey
when you are finished.

If you have any questions regarding the research survey, please contact the principal investigator,
Kelly Wardlaw (email: k.wardlaw@okstate edu, phone: 405-707-0200) or Dr. Lynna Ausbumn
(email: lynna.ausburn@okstate edu, phone: 405-744-8322). If you have guestions about your
rights as a research volunteer, you may contact Dr. Shelia Kennison, IRB Chair, 219 Cordell
North, Stillwater, OK 74078, 403-T44-3377 or i@ okstate edu.

Thank You!
I Agree to Participate | Decline to Participate
Click here to proceed Click e ALH ==
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Survey Instrument

Oklahoma CAP Grid and Group Assessment

Please indicate vour primary role in CAP (select only one):
 Command {Commander, Deputy Commandsr for Sendors, Deputy Commander for Cadets, Chief of Staff)
Command Soppert { Adminictration, Fimance, Historian, Inspector General, Personnel, Public Affairs, Becmiting,
Safety)
Professional (Chaplin, Legal Medical)
Senior Programs (Professionzl Development, Plans, Programs)
Cadet Programs (Actvities, Dmg Demand Feduction, Leadership, Moml Leadership Officer, Testing)
_ Operations (Communication, Emergency Services, Logistcs, Pilot, StandardizationEvaheation)
Asrospace (Asrospace Education OfScer, Director of Aetospace, External Aerospace, Inbernal Asrospace)

Total vears of service in Civil Air Patrol: [ |

Pleaze indicate your Gender:

_ Female _ Male

INSTRUCTIONS
.|

Balow are 24 items. Each item reflects & continonm from 1 to 8. For each item, read the entite item and choose the
statement that you think best represents the Oklahoma Wing of the Civil Air Patol. Then, on the continmum mark the
tutton that represents the degree to which that statement applies to Oklahoma Wing of the Civil Adir Patral.

1. Aunthority stuctures are:

Decentralized/ Centralized’
pop-hisrarchical 3 3 ' r A 1 s Ierarchical

2. Jobr responsibilities are:
I-dafinad Well defined

3. Individual members have:

Full antonomy in Wo autopomy in
educational material - - - - - - - educational material
selection ° + 2 * : & T 8 salartion
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Full szincey in N automomy =
g I:h:‘ ; ] . . g:nnnl:mgﬂlu’
sduzations] go educaticnal goaly
5. Indivichaal members have:
F.ul] !'nh.mg.m Hio m?-:ul:_lm'_riu )
ch:-amgm:::mhn_nl ; ; 3 ‘ . -:hnuu.mg:msh:nutl:lml
mwthods'srabegies methods/sasgiea
6. hembers are:
Excozmaged to D"?’.‘"“"iﬁml
Flm:fﬂmi I 1 1 1 4 T cowmarihip of thedr
wducaticn

7. Members obtan instructional resources throush:

Adminivtrarive allocation

1 1 4
& Instruction is:
Pursonalized for
wach member 1 F; 1 ]

Hot persomalized for
wach mamber

Without peonber imput

Without peemober imput

Fewr <
1 a 4
13. Chain of command is:
Individual peepsbers F
working alome 4 1 4

Al membsers working
collzhomtively
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16. Teaching and leamng are planned’orzamzed around-

Indrvidual goalsmserests ; - ; ; : 'E Group goalsinterssts
17. Performance 15 evaliated accordng to:
Individusl geals, priovities, [ Group goals, pricrites,
amid Criteria 1 z 3 4 5 f 3 and criteris
18. Members work:
In isglation toward , , F ; [ Collsboratively toward
goals and objectives 4 F 3 2 5 t a  goals and objectives
19. Uit goals are generated:
Indviduzlly by p _ 7  Collaboratively by all
Commmanders 1 2 3 4 5 ' 3 members
20, Conmmmmcation flows promamly through:
netorarks 4 Fl ] s 5 ' g Demworks
21. Instruchional resources are confrolled owmed:
Individuilly ; : ; : : | Collaboratively
22, People hold:-
Mo allegiance loyalty Much allegisnceloyalty
to the crganization 1 F: 1 4 5 : 3 tothe organization
23. Responsibiities of members and comumanders are:
with no accountability i 2 3 F 5 . a  much acoountability
24. Most decisions are made:
Privately by factions or [ Corporately by consensus
independent verdict 1 2 3 F 5 ' 8 o group approval
| SubmitForm | Reset Farm

86




Decline to Participate

Oklahoma CAP Grid and Group Assessment

If you would like to preview this instrument

Click Here

to enter the survey.
Close your browser to exit the survey website.

If you change your mind about participating in the survey, simply follow the link on the email you received requesting your participation
and click on the link "I Agree" to give your consent and complete the survey
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Missing Survey Information

Survey Incomplete -
Missing Information

You have submitted an incomplete survey. Please check
the items on the survey form to ensure that they have all
been answered. Hit the 'Back’ button on your browser
(or click here) to return to the survey page.
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Thank You

Oklahoma CAP Grid and Group Assessment

Thank you for your participation in this study.

For more information on this instrument and its use,
please contact the principal investigator, Kelly Wardlaw (email: k.wardlaw@okstate.edu, phone: 405-707-0200) or Dr.
Lynna Ausburn (email: lynna.ausburn@okstate edu, phone: 405-744-8322). If you have questions about your rights as a
research volunteer, you may contact Dr. Shelia Kennison, IRB Chair, 219 Cordell North, Stillwater, OK 74078, 405-744-

3377 or irb@okstate.edu.

SU - COE - |RB
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Dear Fellow CAP Member,

My name is Maj. Kelly Wardlaw (Stillwater Composite Squadron), and | am a
Ph.D. student in Occupational Education at Oklahoma State University. | am
writing to (again) request your assistance in my study titled: A Grid/Group Study
of Gender Perceptions of the Culture of the Oklahoma Civil Air Patrol. This study
will describe how senior members of the Oklahoma CAP perceive the culture of
the organization.

If you have already completed the survey, Thank You!, and you may disregard
this email. Please do not complete the survey again!

If you have not completed the survey, | would like to once again ask for your
help. Your opinions and perspectives on the Oklahoma Civil Air Patrol are
important to this study and the organization. Please remember that your
participation is voluntary and completely anonymous, and that your anonymity
will be fully protected by maintaining all input securely and reporting results
without any reference to you as an individual. There will be no way to track your
answers back to you personally or to attribute them to you personally in the
research report. The survey will only take about fifteen minutes (15 minutes) to
complete.

Please click the link below to start the research survey. By clicking on the link
and then completing and submitting the survey, you agree that you
understand the information and are giving your consent to participate and
to having your input included in the research results.

Make sure to read and answer each question carefully, and click the “submit”
button at the bottom of the survey when you are finished. Please complete the
survey by April 1, 2011.

http://frontpage.okstate.edu/coe/wardlaw/

If you have any questions regarding the research survey, please contact the
principal investigator, Kelly Wardlaw (email: k.wardlaw@ okstate.edu, phone:
405-707-0200) or Dr. Lynna Ausburn at Oklahoma State University (email:
lynna.ausburn@okstate.edu, phone: 405-744-8322). If you have questions about
your rights as a research volunteer, you may contact Dr. Shelia Kennison, IRB
Chair, 219 Cordell North, Stillwater, OK 74078, 405-744-3377 or
irb@okstate.edu.

Thank you for taking the time to help strengthen our organization.
Sincerely,

Kelly Wardlaw

Major, Ok Wing, CAP
Ph.D Student

Oklahoma State University
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The purpose of this study was to describe member perceptions of the culture of the
Oklahoma CAP using an online version of the Douglas Grid/Group typology. This study
further described and compared differences in how men and women in the organization
view its culture. All senior members of the Oklahoma CAP with a valid emnbdibas on
file (N=351) were invited to participate in the study. A total of 85 participants responded,
70 male and 15 female. The following research questions guided this study:
1. What is the perceived culture of the Oklahoma CAP by its senior members, as
defined by Douglas’ Grid/Group Framework?
2. What differences exist in how male and female senior members of the Oklahoma
CAP perceive the organization’s culture?

Findings and Conclusions:

The mean Grid/Group responses for each participant were plotted on the Grid/Group
graph. Grid and Group total means and the means on individual items were compared
using independent sample t-test to determine whether there was a diffeteremnbe

male and female responses. The following conclusions were drawn:

1. The organizational culture of the Oklahoma CAP is perceived by its senior
members as Strong Grid.

2. There is some disagreement regarding whether the Strong Grid culture of the
Oklahoma CAP is Strong Group or Weak Group.

3. Overall, males and females perceive the organizational culture of the Oklahom
CAP very similarly.

4. Males and females differ in the way they perceive communication occurring in
the Oklahoma CAP. Female members tended to indicate that communication
flowed through individual, informal networks. Males felt that communication
flowed through corporate, formal networks.

5. Factors that may cause lower female participation in the Oklahoma CAP &ppear
be outside the elements identified in the Grid/Group organizational cultural

typology.
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