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Abstract 

This study presents an investigation into a potential gender bias within the information 

technology profession through an online email study. Gender and its relationship to IT, as well as 

gender’s effect on writing style and perception have been greatly contested, but not yet studied 

together. Participants were sent a sample IT email, their satisfaction and demographic 

information was surveyed, and their responses were run through sentiment analysis to determine 

if they were more positive or negative. The study aimed to determine what effect, if any, the 

perceived gender of an IT employee would have on the emotional content of participants’ email 

responses and satisfaction levels. The results determined no significant effect on emotional 

content or satisfaction based on both participant gender and perceived employee gender. 

 

Introduction 

 Gender and technology have been inextricably linked in discussions about either of the 

two. When discussing the “gender gap” in technology fields, concerns of wage, or even of 

credibility, the two go hand in hand. Many studies have also been done to attempt to determine 

innate or societal differences between men and women. These curiosities become heightened 

when considering the anonymity that technology can provide to men and women online. 

Employees can perform their entire job while remaining nameless and faceless in the modern 

age, with many examples being found in the Information Technology, or IT, profession. As 

technology allows for employees to become less personal in their communication with clients, it 

is important to investigate the effects that this has on the relationship between them, especially 

when only certain information is revealed.  
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Many details about a person are assumed when little information is provided. This is 

evident in the case of job or college applications, where a person is boiled down to their 

experience and details like their name. A name can reveal a great deal about a person, or at least 

create a great deal of assumptions. For example, a reader can typically detect the gender of a 

writer if they include their name. Some names have different associations to cultural and 

socioeconomic backgrounds as well. Personality and education level can have an effect on 

writing style, allowing for even more assumptions about a writer to be made. These assumptions 

can be the source of a bias, and may be indicative of belief in common stereotypes. These biases 

can potentially work in favor of the writer, but can also be extremely detrimental, morphing the 

reader’s opinion and clouding their objective judgement.  

In this study, the effect of these assumptions is tested, in an attempt to discover whether 

the perceived gender of an Information Technology employee has any bearing on the emotional 

content of responses made via email, as well as the recipient’s recorded satisfaction level. The 

data from this study could be potentially used to maximize client satisfaction in IT companies, 

and may provide insight into the validity of claims of a gender bias between client and employee 

in the IT workforce. 

 

Literature Review 

Careers concerning IT greatly involve working with computers and the internet, as well 

as communicating with others (Ha 2015). One of the most crucial modes of communication for 

IT employees is email, which is used to communicate with fellow employees as well as with 

clients (Desai 2009). In a study performed by Clyde and Klobas, teachers of an online IT course 
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communicated with their students via email and the emails were analyzed for their general 

content. Fifty-five of the emails (the largest percentage) contained questions or answers about 

administration of the course. Other examples of content categories included the educational 

content of the course, problems and solutions with technical aspects of the course, and reflection 

on ideas presented in the course (Clyde and Klobas 2000). These students utilized email as an 

effective tool to solve problems and discuss ideas within their course, which is very similar to the 

process used by actual IT professionals to communicate with clients and solve their technical 

problems. This small-scale example shows the potential effectiveness of email as a 

problem-solving tool, specifically when concerning IT communication. 

Success in the IT field is contingent on a solid and productive relationship with a client to 

ensure efficient and effective communication. When working with a client, proper language is 

key to customer satisfaction in the sense that the client walks away from the interaction having 

had a positive and successful experience. Email provides some interesting obstacles for 

customer-service-type positions, however, as it lacks the ability to convey some social cues and 

body language that could be used in a face-to-face discussion (Thornpson et al. 2002). Gupta, 

Narendra, Gilbert and Di Fabbrizio have tested various algorithms that allow companies to 

distinguish which of the emails they receive is emotional email--emails which involve 

complaints about the product or service and could result in loss of business or legal action--in 

order to ensure that these emails are dealt with in the proper manner. They ran sample emails 

from customers through various types of computer programs to help detect certain features, such 

as negative language, use of punctuation and all-capitalized words, and the length of the emails 

and conclude whether the email was emotional. They used previous examples of emotional 



4 

emails to train the program to be able to detect other examples, which allows for very fast and 

efficient analysis of emails, with very few human-classified examples needing to be found to 

train the program. The researchers concluded that this faster way of analyzing email would be 

beneficial because businesses must pay special attention to these emotional emails, as they 

provide much-needed critiques of the business model, and if left unattended, could lead to loss of 

business or even legal issues (Gupta et al. 2013). The vast amount of resources being allocated to 

algorithms such as the ones tested in this study reflects the attention that businesses must pay to 

customer satisfaction. Another such way to maximise customer satisfaction is to eliminate as 

many potential limits to that satisfaction as possible. This is why it is necessary to determine if 

reported gender has any effect on customer satisfaction. 

Eva Gustavsson conducted a survey of various online virtual assistants that were active 

during the early 2000s, analyzing the way that the businesses who created them chose to present 

their appearances and program their personalities. She would ask each of the assistants a series of 

personal questions that would commonly be asked to a person, record their responses, and 

compare them based on the appearance of the virtual assistant. She found that female virtual 

assistants whose appearance was not based off of a real human were most focused in their work 

and declined to discuss most personal matters. The designs of the female virtual assistants were 

more likely to be sexualized in that some had low-cut tops and one was later utilized for 

pornographic purposes, whereas the male assistants are typically modeled off of a stereotypical 

businessman, and show less emotion than the females (Gustavsson 2005). These virtual 

assistants are not only indicative of the generalisations of the public that utilize them, but also the 

programmers that created them. Based upon these virtual employees, the image that comes to 
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mind for a businessman and a businesswoman are very different. In addition, a study by Selwyn 

concluded that more complicated technology was more commonly associated with masculinity, 

while domestic appliances like a house phone were considered more feminine (Selwyn 2007). 

These associations can have a large influence when members of a conversation do not disclose 

their actual face or are emotionally disconnected in the conversation. This becomes apparent in 

email conversations, as faces of employees are rarely given during an IT related conversation. 

When the face or the gender of an employee is not provided, the client may employ 

strategies to try and ascertain the gender of the person they are communicating with. Andersson, 

Salander, Brandstetter-Hiltunen, Knutsson, and Hamberg conducted a study wherein medical and 

psychology students were asked to read narratives from patients about their experience with 

cancer and attempt to determine the gender of the author. Obvious details referring to gender 

were removed from the narratives and cancers typically specific to one sex were not included. 

Participants were able to guess the gender of the author correctly 62% of the time, with the 

gender of the reader having no effect on success rate. The readers provided their thought 

processes that lead them to believe that the author was one sex or another, which often aligned 

with gender stereotypes, such as women being more emotional in their retellings and men being 

more formal. That being said, some of the reasonings listed by the readers for choosing one sex 

were the same reasons that a different reader used to choose the opposite sex (Andersson et al. 

2008). Not only do generalizations serve as the basis for gender assumption when gender is 

unknown, they can also be the source of internalized bias. A survey conducted by MacNell, 

Driscoll, and Hunt determined that students in an online course were more likely to rate a teacher 

as being more professional, fair, and enthusiastic if the teacher was presented as a male, 
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regardless of their real-life gender (Macnell et al. 2015). These factors have been shown to have 

effects in the academic and medical communities, but it has not been tested in a scenario of 

business communication. 

Despite the generalizations that have been observed, gender does not have a 

determination in IT success. A study by Le, Zhang, and Huang found no significant correlation 

between success in various assignments and exams in an IT course and gender. One hundred 

ninety-six college students enrolled in a 15-week IT business course had their grades on projects, 

exams, and quizzes, and their final grades, recorded and compared to their gender and their 

major. Males did better on exams on average, but the difference was not statistically significant 

(Le et al. 2015). If academic success during an IT course is reflective of success as an actual IT 

employee, then it can be assumed that gender does not play a role in IT success, and any 

perceived difference due to gender is--at least in part--caused by stereotypes and generalisations 

such as those mentioned in the Gustavsson and Selwyn studies. 

There are, however, some observed differences between genders regarding language use. 

These differences are usually based upon whether the person is writing to someone of the same 

gender or a different gender. For example, Guerin concluded that when presented with sentences 

involving gendered subjects and positive or negative actions, readers would describe positive 

actions committed by those of their own gender with more abstract words than negative actions. 

It was also found that whether the action was positive or negative did not have an effect on 

responses when the subject was a different gender from the reader (Guerin 1994). Additionally, 

Thomas-Tate, Daugherty, and Bartkoski tested whether the gender of a professor as well as a 

student had an effect on the emails that the student sent the professor, and determined that female 
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students sent more demanding and informal emails to a female professor than any other group, 

although in general, participants were more likely to include a formal greeting if the professor 

was male (Thomas-Tate et al. 2017). These subtle differences in inter and intra-gender 

communication may provide some insight into biases indicated by other studies, but no testing 

has been done to substantiate this claim, indicating a serious gap in knowledge. This is why it is 

necessary to pursue the inquiry of what effect, if any, the perceived gender of an IT employee 

has on the emotional content of responses from, and the satisfaction of, a client. 

 

Method 

In order to most accurately gather data about the specific question of gender bias in IT 

related emails, an area not yet explored in this context, an experimental method was desired, in 

which actual email would be used to stay as true as possible to the real life conditions that the 

question would apply to. The basis for this experiment was a study conducted by Victor Brajer 

and Andrew Gill, researchers at California State University, in which the influence of gender on 

the length of email responses was investigated. The researchers emailed college students with 

open-ended questions and analyzed the length of their responses in relation to their gender 

(Brajer and Gill 2010). This transferred easily to the investigation of gender bias in IT emails, 

and it was decided to use a similar format of an open-ended email that would be analyzed in 

terms of language sentiment as opposed to length. 

The process of simulating an IT email exchange began with the development of a 

scenario that would be common in an actual workplace, so that participants would be able to 

easily connect to it and respond accurately. A name was selected for the simulated IT company, 
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Helix Tech Solutions, as a combination of common names for such companies found from an 

online search. The scenario itself was developed so that it was vague enough to have a vast 

number of potential responses, yet specific enough as to be believable and immerse the 

participants. In essence, the scenario describes the installment of a new server system for the 

participant’s workplace (the name of which was not provided so that participants could easily 

imagine their own workplace being the location of this study), and asks the participants to 

respond to the email with any problems that the server has caused so that they can be addressed. 

The base email can be found in Appendix A. 

Obviously, with no context to the simulated situation that they have been placed in, 

participants would have no way to accurately respond to this email, so a preface was added to 

provide this needed context. It can be found in Appendix B. 

Once the actual email itself was drafted, the male and female names needed to be chosen. 

The name “James” for the male group and “Mary” for the female group were selected because 

they are common names of their respective genders and are used nearly exclusively as names for 

their gender only. For the control group, it was decided that “an employee of” would substitute 

the name in the email, rather than omitting the line, so as to preserve as much of the base email 

as possible.  

Once the scenario was crafted, surveys were created to gather data about each participant. 

The first survey that participants were to fill out was created using Google Forms and asked the 

participants their name, email, gender, race, and employment status. The survey questions can be 

found in Appendix C. Data from this survey was collected into a spreadsheet and each 

participant was assigned a number based on their gender and the order that they submitted their 
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survey, which would be used nearly exclusively to refer to them from that point forward to create 

maximum anonymity and avoid bias.  

Participants were gathered through social media sites such as Facebook, Instagram, and 

Twitter. The researcher reasoned that by conducting the experiment exclusively online and 

remaining faceless, there would be less potential for participants to be biased against the 

researcher themself based on their appearance. Participants were asked for their email addresses 

if they wished to participate, after which they would be sent an email, which can be found in 

Appendix D. 

The consent form (located in Appendix F) was attached to the email, and participants 

were required to read and sign the form to participate in the study. The form would signify their 

voluntary participation in the study and release their demographic information and their 

responses to be potentially used in the final paper and/or presentation.  

After participants confirmed their emails, they would be periodically reminded to 

complete the demographic survey and sign the consent form if they had not yet done so. Once 12 

participants were gathered, 6 male and 6 female, groups were assigned. Using a random number 

generator, each participant was assigned to group 1, group 2, or group 3. Group 1 was to receive 

the “male”, or “James” version of the email, group 2 the “female” or “Mary” version, and group 

3 the “control”, with each group containing 2 men and 2 women. Once group selection was 

complete, each respective version of the email was sent to the participants, and they were 

allowed three weeks to respond to the email and fill out the accompanying exit survey. Their 

responses were logged and placed into the spreadsheet. Once again, participants who had not 

submitted responses were periodically reminded to complete the entire study via email. 
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To most accurately and objectively describe the emotion behind the emails, a sentiment 

analysis program, running through python, was implemented. It provided scores of polarity and 

overall positivity and negativity, on scales from 0.1 to 0.9. The program also assigned a general 

value of “pos” or “neg” to the email text. The idea to use sentiment analysis, a program that sorts 

each word of a text into categories based on its relative positivity or negativity and makes an 

overall judgment on the content of the text, came from a study in which methods of sentiment 

analysis were investigated in terms of organizing customer service emails. Many companies use 

sentiment analysis to sort through the emails they receive and categorize them as praise, 

complaints, or inquiries (Gupta et al. 2012). Using sentiment analysis in this situation allowed 

for quantitative data on qualitative responses, and removed potential for the researcher’s bias by 

pulling the sentiment values for each response from the same source. This data would signify 

whether the responses provided by participants were overall more positive or negative in nature, 

which would be used to detect potential bias for or against the hypothetical IT employee. 

Data from the exit survey was also collected, which asked participants to rate their satisfaction 

with the interaction on a scale of 1 to 5, and also gave participants the option to give additional 

comments about their experience in the study. Questions from the exit survey can be found in 

Appendix E. This data was also entered into the spreadsheet, to compile a complete list of each 

participant’s demographic information, sentiment analysis results, and exit survey responses to 

be considered in analysis. 
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Results and Analysis  

The results of the sentiment analysis scores and survey responses are as follows: 

Participant 
# 

Gender Age 
Range 

Race Employment 
Status 

Group # Satisfaction 
Score 

Sentiment 
score 

Polar 
score 

Neutral 
Score 

Pos 
score 

Neg 
score 

M4 Male 35-44 White 
Employed for 

Wages 
1 (James) 4 Pos 0.9 0.1 0.9 0.1 

M5 Male 25-34 White 
Employed for 

Wages 
1 (James) 5 Neg 0.8 0.2 0.4 0.6 

F1 Female 45-54 White 
Employed for 

Wages 
1 (James) 3 Neg 0.7 0.3 0.5 0.5 

F6 Female 25-34 White Student 1 (James) 5 Pos 0.8 0.2 0.5 0.5 

M1 Male 35-44 White 
Employed for 

Wages 
2 (Mary) 5 Pos 0.8 0.2 0.5 0.5 

M6 Male 18-24 White Student 2 (Mary) 5 Neg 0.7 0.3 0.3 0.7 

F5 Female 25-34 White 
Employed for 

Wages 
2 (Mary) 2 Neg 0.7 0.3 0.3 0.7 

F4 Female 45-54 White 
Employed for 

Wages 
2 (Mary) 5 Pos 0.8 0.2 0.7 0.3 

M2 Male 25-34 White 
Employed for 

Wages 
3 

(Control) 
4 Neg 0.8 0.2 0.3 0.7 

M3 Male 55-64 White 
Employed for 

Wages 
3 

(Control) 
3 Neg 0.8 0.2 0.4 0.6 

F2 Female 35-44 White 
Employed for 

Wages 
3 

(Control) 
5 Neg 0.7 0.3 0.3 0.7 

F3 Female 35-44 White 
Employed for 

Wages 
3 

(Control) 
5 Pos 0.8 0.2 0.6 0.4 

 

Running a sentiment analysis program on the email responses allowed for the data to be easily 

coded and analyzed. The content of the emails was sorted to be overall positive or negative, and 

based on the frequency of positive and negative words, the program assigned the text a positivity 

and negativity rating, on a scale of 0.0 (no positive/negative language) to 1.0 (completely 
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positive/negative language) with positivity and negativity scores adding up to 1.0. The positivity 

and negativity scores were inputted, and a two-sample two-tailed T test was used to calculate any 

significant variance between different combinations of groups. A two-tailed test was selected 

because variance in either direction, positive or negative, was necessary to consider to detect 

bias. The equation used to test the groups is as follows: 

In these tests, the null hypothesis was stated as H₀=μ1=μ2 with μ1 representing the mean 

of the first data set in any given test and μ2 representing the mean of the second set. Essentially, 

the t test attempted to calculate if there was any significant difference in the average positivity or 

negativity scores of each group, which would disprove the null hypothesis in favor of the 

alternative hypothesis of H₁=μ1≠μ2. Testing for differences among groups was selected as a 

way to determine if the variable of perceived gender had any effect on the content of the email 

responses of the participants. If a difference was detected, then a bias for or against the perceived 

gender of the IT employee could be determined. The calculations for positivity scores for each 

group are as follows, with significance being defined as p < 0.05: 

Positivity Score Significance Test 

Group 1 of test Group 2 of test T-value P-value Significant? 

1 (James) 2 (Mary) 0.85332 .42623 No 

1 (James) 3 (Control) 1.33082 .231586 No 

2 (Mary) 3 (Control) 0.42008 .689052 No 
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The results of the T-tests failed to reject the null hypothesis, with all P values being 

greater than 0.05 for positivity scores. The calculations for negativity scores for each group are 

as follows, with significance once again being defined as p < 0.05: 

Negativity Score Significance Test 

Group 1 of test Group 2 of test T-value P-value Significant? 

1 (James) 2 (Mary) -0.85332 .42623 No 

1 (James) 3 (Control) -1.33082 .231586 No 

2 (Mary) 3 (Control) -0.42008 .689052 No 

 

The results of the negativity T-tests also failed to reject the null hypothesis, with all P 

values being greater than 0.05. These calculations support the idea that the perceived gender of 

the hypothetical IT employee did not have a significant effect on the overall positivity or 

negativity of the responses of participants.  

In an exit survey, participants were asked to rate their satisfaction with the hypothetical 

interaction on a scale of one to five, one being “Not at All Satisfied” and five being “Very 

Satisfied”. These scores were averaged and run through the same two-sample two-tail T-test with 

a null hypothesis of H₀=μ1=μ2. The test attempted to ascertain any significant difference in 

satisfaction among different groups. The calculations for satisfaction scores for each group are as 

follows, with significance being defined as p < 0.05: 
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Satisfaction Score Significance Test 

Group 1 of test Group 2 of test T-value P-value Significant? 

1 (James) 2 (Mary) 0 1 No 

1 (James) 3 (Control) 0 1 No 

2 (Mary) 3 (Control) 0 1 No 

 

Based on the results of this T-test, perceived gender appears to not play a role in the 

satisfaction of participants with the null hypothesis failing to be rejected. That being said, a 

limitation of this experiment was the lack of feedback that participants were given about the 

terms of the study, as the entire study was conducted through email. Based on the comments 

found in the exit survey, participants likely assumed different meanings of the rather vague term 

“satisfaction”. For example, one participant stated “I felt that Mary would have provided a timely 

response and that no matter what happened on my end, she would do her best to get the issue 

addressed.” while another answered “The instructions weren't clear. At first I thought it was 

spam, then I realized what it was. I wasn't sure exactly what the point of the survey was. Was I 

supposed to write a pretend email to IT about a glitch? It just seemed very out of context.” to the 

same query. In the future, communication with the researcher should be more well established if 

this test were to be run again, so as to avoid this confusion. 

After testing for significant differences among groups for positivity, negativity, and 

satisfaction, the T-test was run on the data to determine if participant gender had any effect on 

positivity, negativity, or satisfaction. The procedure for this test would be the same, this time 

comparing male participants’ scores to those of female participants, with a null hypothesis of 
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H₀=μ1=μ2 and an alternate hypothesis of H₁=μ1≠μ2. The data is as follows, with significance 

being defined as p < 0.05: 

Participant Gender Significance Test 

Score Tested T-Value P-Value Significant? 

Positivity -0.14776 .885466 No 

Negativity 0.14776 .885466 No 

Satisfaction 0.26171 .798855 No 

 

The null hypothesis was once again not rejected in this T-test, suggesting that participant 

gender also had no significant effect on positivity scores, negativity scores, or satisfaction scores. 

Based on the findings of previous studies about correlations being found more often between 

same and opposite gender than male or female, the same test was run, comparing situations 

where the participant gender and employee gender were the same or opposite. These tests were 

performed on positivity scores, negativity scores, and satisfaction scores to attempt to ascertain if 

any difference exists based on opposite or same gender for participants and employees. 

Participant vs Employee Gender Positivity Score Significance Test 

Condition 1 Condition 2 T-Value P-Value Significant? 

M participant 
F employee 

M participant 
M employee 

-0.92848 .451179 No 

F participant 
M employee 

F participant 
F employee 

0 1 No 

F participant  
M employee 

M participant 
M employee 

-0.6 .609433 No 

M participant 
M employee 

F participant 
F employee 

.609433 .685515 No 
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Participant vs Employee Gender Negativity Score Significance Test 

Condition 1 Condition 2 T-Value P-Value Significant? 

M participant 
F employee 

M participant 
M employee 

0.92848 .451179 No 

F participant 
M employee 

F participant 
F employee 

0 1 No 

F participant  
M employee 

M participant 
M employee 

0.6 .609433 No 

M participant 
M employee 

F participant 
F employee 

-0.46852 .685515 No 

 

Participant vs Employee Gender Satisfaction Score Significance Test 

Condition 1 Condition 2 T-Value P-Value Significant? 

M participant 
F employee 

M participant 
M employee 

1 .42265 No 

F participant 
M employee 

F participant 
F employee 

0.27735 .80755 No 

F participant  
M employee 

M participant 
M employee 

-0.44721 .698489 No 

M participant 
M employee 

F participant 
F employee 

0.63246 .591752 No 

 

Conclusion 

Based on the data and calculations, a new understanding has been reached that concludes 

that gender is not a major factor in the content of IT related business emails, in terms of both the 

perceived gender of the IT employee and the actual gender of the participant. Perceived 

employee gender and participant gender also appear to not be factors in the satisfaction of 
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participants, although because participants appeared to misunderstand the question in their 

ratings, this data is not necessarily viable. These results were contradictory to some of the data 

presented in a study by Thomas-Tate et al. in which they determined that students were more 

likely to include a formal greeting when sending an email to a female professor, as this data 

suggests that perceived gender did not have an effect on email content. That being said, the 

unique environments of a workplace and a college class may have affected the potential for bias. 

Comparing the two could potentially provide greater insight into the effect of gender bias in 

different areas.  

The data is not without limitations. The small sample size of the data set causes some 

problems in terms of accurately generalising the population, as well as the lack of diversity 

within the group, with every participant being white and either employed for wages or a student. 

The limitations of the researcher must also be considered. The researcher, being a student, had 

little prior knowledge of or experience with the concepts required for this experiment, such as 

sentiment analysis, and statistical data analysis. Further investigation of the existence of gender 

bias within the IT field is required, with a larger sample size to work with and more in-depth data 

analysis, to make a solid conclusion about its existence. This experiment, however, contributes to 

the assertion that participant and perceived gender do not have an effect on the sentiment 

analysis ratings of simulated IT emails. 

This particular investigation into the link between gender and communication between an 

IT employee and a client has revealed no significant effect on positive or negative sentiment 

score based on gender, as well as no significant effect on satisfaction scores. That being said, this 

study is merely a single test of thousands that must be done to fully understand gender’s effect 
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on technology. The results of the Participant vs Employee Gender Significance Tests reveal that, 

contrary to the results found in other studies, whether a participant and employee are the same or 

opposite gender appears to have no significant bearing on positivity scores, negativity scores, or 

satisfaction scores. These differences can potentially be attributed to the varying circumstances 

that each study tested, as well as the extremely limited sample size of this particular study. 

Future research, with a larger and more diverse sample size, would be beneficial to confirming or 

denying the effect of gender on positivity, negativity, and satisfaction. 
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Appendices 
 

 
Appendix A 

 
Hello, I am [NAME] from Helix Tech Solutions. We were recently able to install a new server 
system for the building, which should allow faster speeds, better security, and larger storage 
capability. The server has been active for a week, and I have been asked to generate a report 
about its effectiveness. If you have had any trouble with the server, please let me know so that we 
can investigate the problem further. Thank you for your assistance as we try to create a better 
work environment. 
[NAME] 
Helix Tech Solutions 
 

Appendix B 
 

This email is a part of the AP Research study that you recently agreed to participate in. It is NOT 
a real IT email. However, please respond accurately, to the best of your ability, how you would 
respond if it were a real IT email. In this scenario, the new server system being discussed has 
had a slight glitch that suddenly logged you out and caused you to lose around 10 minutes worth 
of work. Your response can be as long or short as you would like. Your response will be 
recorded, but you will remain anonymous and your responses will not be shown to any other 
participants. Please do not discuss the content of this email or your response with anyone, as it 
may compromise the integrity of the data collected. Your number is [PARTICIPANT NUMBER]. 
Once again, please respond as honestly and accurately as possible to this email. Once you have 
finished sending your response, please click this link [LINK TO EXIT SURVEY] and complete 
the exit survey. Thank you for your participation. 
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Appendix C 
 
Name (First, Last) 
Email (This should be an email address that you have current and easy access to and are 
comfortable using for the purposes of this study) 
Gender (Options: Cisgender Male, Cisgender Female, Other) 
Age Range (Options: 18-24, 25-34, 35-44, 45-54, 55-64, 65+) 
Ethnicity/Race (Options: White, Hispanic or Latino, Black or African American, Native 
American or American Indian, Asian/Pacific Islander, Other) 
Employment Status (Options: Employed for wages, Self-Employed, Out of work and looking for 
work, Out of work but not currently looking for work, Homemaker, Student, Military, Retired, 
Unable to work) 
 
 

Appendix D 
 

This message is to test the validity of the email provided by a participant in an AP Research 
Information Technology Email Study. If you have agreed to participate in this study and have 
successfully received this email, please reply “message received” to confirm your email. In 
addition, your digital copy of the consent form is available as an attachment to this email, please 
attach an image or a scan of the signed consent form in your reply. Thank you for your time. 
 
 

Appendix E 
 
Name (First, Last) 
Email 
On a scale of 1 to 5, how satisfied would you say you are about the email interaction that just 
occurred? (1 being Not at all satisfied, 3 being neutral, and 5 being Very satisfied) 
Please write any further comments you may have about the interaction here. Your honesty is 
greatly appreciated.* 
 
*denotes an optional question 
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Appendix F 
 

Consent for Participation in Email Study 
 

1. I understand that my participation in this study is completely voluntary, and that I may withdraw 
from the study at any point without penalty. I understand that I will not be paid or receive any 
reward for participating in this study. 

2. I understand that if I am not a suitable candidate for participating in this study that my 
participation may be denied without providing a reason for doing so. 

3. Participation involves responding to a demographic information survey, where my name, gender, 
race, age range, and employment status will be asked. I understand that if I decline to answer any 
of the questions on this survey my participation will be denied. I will also be required to respond 
to an email sent by the researcher within two weeks of it being sent. I understand that my 
participation will be denied if I do not meet the two week deadline. I will also be required to fill 
out an exit survey that asks for my satisfaction in the interaction as well as any additional 
comments I may have. I understand that the additional comments are optional, but my 
participation will be denied if I do not answer the satisfaction question on the exit survey. 

4. I understand that my name and email will be kept completely confidential, but information such 
as my gender, race, age range, employment status, and portions of my email response may be 
presented in the final research paper and/or oral presentation. I will be assigned a number when 
I agree to participate in this study and will be referred to exclusively by this number by the 
researcher in the final research paper and oral presentation to maintain anonymity. 

5. I understand that the information and response I provide will not be shown to any other 
participants, and if I provide other participants access to my responses, my participation will be 
denied. 

6. I have read and understand the terms of this study, and understand that my participation is 
completely voluntary, and that if I do not agree to any of the terms listed above my participation 
will be denied. I consent to the release of my responses and demographic information (excluding 
name and email) to the researcher and their potential use in the final paper or oral presentation. 

7. I have been given a digital copy of this consent form for reference. 
 
 
 

 


