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This is a sample report that contains the essentials elements of the Organisational Inventory
Report we prepare for organisations. This report is based on the results of a representative
group your organisation taking our online diagnostic. The diagnostic consists of 144 statements
that each respondent rates both the performance of the organisation and how important it is to
them. The rating is a 5 point rating scale.

There are 12 questions per organisational dimension and each question is directed to a different
aspect of that dimension. The organisation gains 2 important pieces of information. Firstly, It
finds out what the people of their organisation think about how the organisation is performing
on a wide range of issues. Many of these issues are difficult to measure or have an intuitive feel
for.

Secondly, the report also tells you what is important to the people of your organisation. There
are several key pieces of information attached to this result. It gives encouragement and
affirmation when the people in the organisation attach importance to what the organisation
considers important. It also allows the organisation to agree on what is less important.

The report also tells you the differences between the importance and performance of each of
the aspects of the organisation. This tells you what are the key points of tension that the people
In your organisation experience and what they believe needs development.

The diagnostic that your employees complete has three sections. The first section is about the
organisation, the second section is about your workgroups and the third section is about the
individuals. It takes about 25-30 minutes to complete. Only one response per computer is
accepted and your report is normally ready within 7 days of the closing of the online diagnostic.
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The Successes

This year you have made
e Qutstanding growth (more that 10%) in
o0 oOrganisational Cultural€ (which had been resistant to growth)
0 @& hderstanding Individuals¢ (Which was your 2007 weakest dimension and has
grown significantly over the past 2 years)
e Significant growth (5%-10%) in
0 Mission and Strategy (which follows on from last year@ significant growth)
0 Motivation (which has been resistant to growth)
¢ Moderate Growth (2%-5%) in
0 Management Practices (which has shown steady growth over the past 2 years)
e Maintained your position (-2%-2%) in the other dimensions
o Of particular note is that you have maintained last yearQ outstanding growth in
systems

The key recommendations

At the Senior management level
¢ Continue the change management processes that you have set in place for developing
and communicating the mission and strategy of the organisation. There is no additional
training recommendedor this dimension
e The innovation processes will soon become your limiting factor. Start to think about low
risk innovation programs. You may want to consider innovation workshopsn 6-12
months time. The options for training in innovation can be discussed at the debrief
At the Middle management levels
e Work on the organisational structures. The organisation is becoming increasingly silo-
ised and people are finding that others are engaging in turf wars. Your structural health
hasn®@grown over the past 2 years and is becoming a limiting factor. We would
recommended a two day workshopin restructuringfollowed by an ongoing internal
focus of communication and monitoring. The greatest individual aspects that are
contributing to the low structural score are low decentralisation, low cros$unctional
easeand spans of controthat are inappropriate
At all levels
¢ Organisational and individual performance remains unchanged as a limiting factor. We
recommend a 2 separate one day workshopfor frontline managers and middle
managers. The key aspects in need of development are clear KP®, benchmarking and
performancemanagementissues.

Drilling Down
o At the debrief, we will discuss the relative importance of the specific aspects of the

organisational dimensions that are weak and propose an integrated development plan
for your organisation
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ODI Organisational Inventory

The first part of the report contains 3 reports on the 12 dimensions of your organisation. The
three reports are

1. ODI Organisational Inventory (Performance)
2. ODI Organisational Inventory (Importance)
3. ODI Organisational Inventory (Difference) {Importance ¢ Performance}

The ODI Organisational Inventory (Performance)

The ODI Organisational Inventory (Performance) is a statement of the relative strengths of the
dimensions of your organisation as perceived by the people in your organisation.

In the inventory report below, work skills and management practices are regarded as the key
strengths. Motivation, understanding individuals, organisational and individual performance,
innovation and organisational cultural are regarded as weaknesses. The question becomes
which of these to focus on.

ODI Organisational Inventory (Performance)

Innovation
Performance (Org. &Ind.) — I ~—— Leadership

Understanding lndividuals‘,.;' k"’_-..-.,Mission and Strategy

Motivation -~-—-~« Organisational Cultural
Work Skills | vu‘_'f»f‘;Work Climate
Management Practicéé“iﬂ-a.,___w __,_.Ar---'li'Systems

Structural
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The ODI Organisational Inventory (Importance)

The ODI Organisational Inventory (Importance) is a statement of the relative importance of the
dimensions of your organisation as perceived by the people in your organisation. It tells you
what is important to them. There is no real point in strengthening a weak area if neither the
people of the organisation nor its leaders consider it to be important.

(An alternate is that we ask what they perceive to be important to the organisation. This is also

an enlightening way to do this survey as it will reflect to what extent the people of the
organisation K I @S AY GSNILINBGSR GKS AyidSyid 2F (GKS 2NAIY

ODI Organisational Inventory (Importance)

Innovation
Performance (Org. & Ind.).——f‘*'ga"' ~—_Leadership
Understanding Individuals 80— ‘ _~Mission and Strategy

Motivation — l:f:—:}OrganisationaI Cultural
Work Skills ~Work Climate
Management Practices"---,,_‘ ~__—Systems

Structural

In the importance inventory above, the people of this organisation reported that work skills,
management practices and work climate were the most important to them whilst innovation,
understanding individuals and, to a lesser extent, leadership and motivation are less important.
The organisation can then, if they decide, put an increased emphasis on raising the value of
these dimensions.
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The ODI Organisational Inventory (Difference)

Of particular importance is the gap between the perceived performance and importance of each
organisational dimension. Dimensions that have large gaps mean that the people in your
organisation have the largest difficulties with these dimensions. An organisation can decide to
focus to reduce these gaps by training and development programs.

Importance - Performance (Difference)

Innovation
Performance (Org. & Ind.) - i =9 Leadership
Understanding Individuals, \ : Mission and Strategy

Motivation ‘j Organisational Cultural

Work Skills ' L | N ~/Work Climate

Management Practices—— | —Systems
Structural

In the difference inventory above, there is a significant gap between performance and
importance in the dimensions of work climate, organisational cultural and performance
(organisational and individual). Training programs addressing these areas become a targeted
way of strengthening the weaker dimensions of the organisation.

We also include the results in table form (see below)

Difference (-P)

Innovation 12.5
Leadership 63 78 15.0
Mission and Strategy 63 81 18.3
Organisational Cultural 60 80 20.0
Work Climate 65 87 21.7
Systems 67 80 13.3
Structural 68 81 125
Management Practices 71 85 14.2
Work Skills 72 85 13.3
Motivation 62 78 16.7
Understandingndividuals 61 76 15.0
Performance (Org. & Ind. 61 81 20.0
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The ODI Drill Down

The ODI Drill Down is a more detailed report of each of the 12 organisational dimensions. Each
dimension contains the performance vs importance for the 12 aspects that contribute to that
organisational dimension; as well as the difference between each of these aspects. We have
given an example of the management practices dimension below.

B Performance

M Importance

Im ortance - Performance (Management Practices)

35

30

25

20

15 I I I
T T

The drill down reports above are concerned with the dimension of management practices. They
show the perceived performance, importance and difference of the 12 key aspects of
management practices. It shows, for example, that group organisation, resource allocation,
micromanagement and giving presentations are potential key areas of training and
development.
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The ODI Drill Down

The ODI Drill down contains 11 more the same reports concerning the other 11 organisational
dimensions as on the previous page. (These dimensions are referred to in the table below)

Aspects of each dimension are identified as high and low in performance, importance and
difference. A training response can be targeted at the most relevant people in the organisation.

Dimension Most relevant to
Innovation
Leadership Senior Management

Mission and Strategy
Organisational Cultural

Work Climate

Systems Middle Management
Structural

Management Practices

Work Skills
Motivation All Management, as
Understanding Individuals necessary

Organisational and Individual Performance

The ODI Top and Bottom Tens

The Organisational Report also contains the top ten and bottom ten aspects of each of the
performance, importance and difference reports across all the organisational dimensions. It
clearly shows the 10 key strengths and 10 weaknesses of the organisation. Two of these six

reports are shown below. The aspects as well as the organisational dimension in which they are
located are represented.
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Organisational Aspect (top) with the organisational dimensionit is located in (bottom)

Performance Bottom 10

35

30

25

20

r 15

r 10

innovation | goalsetting
systems

using different
structures

buildings trainingand | dealingwith

development |poor performers

personality
types

supportive
relationships

empathy | recognition of
people

Innovation motivation structure organd ind

performance

organd ind
performance

organd ind
performance

understanding | understanding | understanding | motivation
individuals individuals individuals

Organisational Aspect (top) with the organisational dimensionit is located in (bottom)

Also included in the organisational report is the importance top and bottom 10 as well as the
difference top and bottom 10. An organisation may choose to target specific aspects as a result
of these charts eg innovation systems, goal setting etc in the example above
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Each organisational report also contains how the organisation is progressing year to year.
Encouragement is gained from seeing the progress that is made and challenge also comes as you
see dimensions that seem resistance to change. It can cause the organisation to think outside

the box to pursue strengths.
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The year to year comparisons of each of the 12 drill downs also form a part of subsequent

reports
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