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This is a sample report that contains the essentials elements of the Comparison Report we
prepare for organisations. The comparison report is a report on multiple groups within your
organisation. We conduct an on-line diagnostic for each of the groups and then compare the
results.

Each group being compared receives all the components of an organisational report (see the
downloadable sample report) as well as the extra features of the comparison report.

Each comparison report also includes a 1 hour debrief by phone (In Australia) or skype phone or
video conference (outside Australia). There are many nuances in interpreting diagnoses and the
written report would be unnecessarily long to report on every potential issue

Comparison of Performance

In the comparison report, the performance, importance and difference inventories of the 12
organisation dimensions are reported side ¢ by - side for each of the groups assessed.

In the table below, the organisational inventories of senior managers, middle managers and
front line managers are compared as to how they perceive performance in these dimensions.
Other organisations compare geographic regions, departments or separate organisations in
preparation for merging.

%0 omparison of 3 levels of management‘
Performance

M P - SeniorManagers
M P- Middle Managers

1 P- Frontline Managers

In the above example, there are some significant differences in perception around the strength
of some of the organisational dimensions. For example, front line managers perceive that the
structure of the organisation inhibits their work more than both senior and middle managers.
Middle managers believe the systems are working far better than senior and frontline managers
believe them to be.
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groups in the organisation agree that that dimension is weak. What also needs to be considered

is the importance of that dimension. That organisational dimension may not be important for its

success.

Comparison of Importance

The importance of each of the organisational dimensions is also compared for the different
groups. This is also very informative as you can see at a glance what the different groups (in this
case management levels) value. This is an even more crucial understanding when you are
merging two groups of people or two organisations. You will be able to understand and predict
tensions and mismatches. You can alleviate some problems through shared training experiences

When a group within the organisation does not value a dimension of the organisation as it
should, there is an opportunity for dialogue and training.

omparison of 3 levels of management

Importance

M | - Senior managers
M |- Middle Managers

|- Front line Managers

In the organisation above, the front line managers clearly do not highly value innovation and
organisational cultural issues. Middle managers undervalue understanding individuals and
innovation. Senior Managers value every dimension to at least an average degree.

In this organisation, the senior managers rate the more typical senior management functions
(innovation, leadership, mission and strategy and organisational cultural) higher than middle

and frontline managersdo® ¢ KA & A& |jdzA 0 S y 2 N¥iedn that migdR anR 2 S & y ¢
frontline managers need to be trained in these dimensions. Perhaps senior managers, for

example, need to facilitate innovation programs through the organisation, so their value can be

raised.

If the importance report does not match what the organisation is trying to promote, then the
value of these dimensions need to be raised through communication, focus and training
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Comparison of Difference

Of importance also, is the difference between performance and importance. The performance of
a dimension may need to be raised as already discussed, but the difference report contains what
the groups in your organisation currently feel what needs attention. One group may have a
much larger difference between performance and importance and consequently feel that
dimension of the organisation needs more attention. There is an example of a comparison of the
difference report below.

40 omparison of 3 levels of managementl
L - Difference

M |- P Senior Managers
M |- P Middle Managers

m |- P Frontline Managers

In the difference report above, frontline managers have significant gaps in the structural area,
understanding individuals, motivation and work climate. Middle managers have large gaps in
organisational cultural, work climate, structural and motivation. Senior Managers feel the
largest gaps are in organisational cultural, organisational and individual performance and
systems.

This comparison of differences can point to the relative priority for training and development. In
the example above:-

1. Frontline managers need training in understanding individuals and motivation. Middle
managers (who directly impact frontline managers) do not see understanding individuals
as important need alerted to this issue and need to be included in this training

2. Frontline managers see structural and work climate issues as deficient. These are often
primarily the responsibility of their (middle) managers. Middle managers also see these
dimensions as potential problems, so they will see the need for the training they need in
lifting work climate and looking at structural issues

3. Middle managers have also a need for training in motivation (along with the frontline
managers)

4. Middle Managers also have issues with organisational cultural and leadership
dimensions which are typically driven by the senior managers. Senior managers agree
with the middle managers about organisational cultural issues and would agree they
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need training in this area. The Senior managers do not see that leadership is a weakness
and so there is an opportunity for discussion around this.

5. Senior Managers see a shortfall in organisational and individual performance whereas
middle and frontline managers do not. There may be an opportunity for them to
emphasize this aspect.

6. Senior managers see a problem in the systems and rate its performance lower than the
middle managers, who tend to make the systems work (or not work). The frontline
managers, who are ultimately affected by the systems do not think that the systems are
important nor that they work that well. All this indicates that the middle managers have
likely not emphasized the importance of the systems and have neglected them and the
senior managers have noticed.

7. Senior Managers also see a need to raise the levels of innovation and organisational
cultural, which is typically in their domain. Training and development programs would
suit well to raise these dimensions

8. All of the observations we make from the diagnostics are points of discussion and
dialogue is necessary to form consensus for action.

Comparison of Dill Down of Organisational Dimensions

There are 36 comparisons of drill downs ¢ comparison of performance, importance and
difference for each of the 12 dimensions. This could cause a case of analysis paralysis ¢ too much
information. All of the information is provided, however, we find it practical to focus on issues
contained within 1 to 3 organisational dimensions. This brings a clarity of intent and
communication. (eg It is much clearer to communicate that you are building work climate and
understanding individuals than it is to list a disconnected group of organisational aspects) The
comparison of the drill down report becomes most relevant when identifying the specific
aspects that are contributing to the organisational weaknesses. When designing a training
response, we will focus on these particular aspects.

Example of these comparisons is included below. These are comparisons of the performance,
importance and difference2 ¥ G KS wmH | 4LISOGa 2F (GKS aYlyl3sy
by senior, middle and frontline managers.

In the 144 question inventory, the respondents are asked to comment on their organisation in
the first section, their work group in the second section and themselves in the third section.
Information relevant to management practices is located in the second section. So the
information below on management practices is how the different management levels see the
management practices of their workgroup, whether that be a frontline, middle management or
senior management group

If management practices was decided on as the dimension that warranted attention throughout
this organisation, we would focus attention on the aspects of this dimension. The following 3
reports are a drill down comparison of the management practices in an organisation. What they
show is that:-
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1. All tiers of management see teamwork as a significant area of weakness and has a need
for training and development. All levels hould be included in this aspect of training

2. Senior managers would need additional development in performance management, goal

setting, meeting management and resource allocation

Middle managers would need additional training in goal setting

4. Frontline managers would need additional training in performance management,
meeting management and giving presentations

5. Alternatively, you may decide to focus each level on the top differences that were
highlighted in their individual report

w

Management Practices: Senior Managers v Middle Managers v Frontline Managers (Performance)

M Senior Managers
® Middle Managers

W Frontline Managers

M Senior Managers
® Middle Managers

1 Frontline Managers
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Management Practices: Senior Managers v Middle Managers v Frontline Managers: Difference

ODI Comparison Report

M Senior Managers

® Middle Managers

1 Frontline Managers
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