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This report gives a comprehensive view of the health of the organisation as viewed by its stakeholders. When 
considering organisational performance, it is important to have a comprehensive understanding of the drivers of 
performance. People view an organisation according to their experience, understanding and biases. We base our 
report on a comprehensive and tested model of organisational change. This means that we uncover important 
issues that would not necessarily be understood without a comprehensive diagnostic. We give the people of the 
organisation an opportunity to answer the range of questions that are necessary to discover the aspects that are 
limiting the organisation. 
 
An organisational health report will help to understand and develop the ƻǊƎŀƴƛǎŀǘƛƻƴΩǎ health in a variety of 
ways:- 

¶ It helps to give a comprehensive view of the organisation 

¶ It helps to understand the points of tension for the people of the organisation 

¶ It gives clear direction to the senior management team about what development is needed by the senior 
managers and what development needs to be addressed in lower levels of management 

¶ It ŀǎǎƛǎǘǎ ǘƘŜ ƻǊƎŀƴƛǎŀǘƛƻƴΩǎ strategic planning 

¶ It helps to understand what aspects need training and development 

¶ It helps in understanding the aspects that need to be addressed in the performance management system, 
including rewards, promotion, improvement processes and termination 

 
This is a sample report that contains the essentials elements of the Organisational Health Report (OHR) we 
prepare for organisations. We consider the health of an organisation in 12 dimensions.  
 

¶ Innovation 

¶ Leadership 

¶ Mission and Strategy 

¶ Organisational Culture 

¶ Workgroup climate 

¶ Systems 

¶ Structure 

¶ Management Practices 

¶ Work Skills 

¶ Motivation 

¶ Understanding Individuals 

¶ Organisational and Individual Performance 
 
This report is based on the results of people in the organisation answering a 144 question online survey. There are 
12 questions for each of the 12 health dimensions and each question is directed to a different aspect of that 
dimension. Each person who comǇƭŜǘŜǎ ǘƘŜ ǎǳǊǾŜȅ ƛǎ ŀǎƪŜŘ ǘƻ ǊŀǘŜ ǘƘŜ ƻǊƎŀƴƛǎŀǘƛƻƴΩǎ ǇŜǊŦƻǊƳŀƴŎŜ ƻƴ ǘƘŀǘ 
question according to a 5 point scale. They are also asked to rate the importance of that issue on the same scale.  
So the organisation gains 3 important pieces of information ς The importance, performance and the difference 
between performance and importance of each aspect and cultural dimension.  
 
The diagnostic asks the people in the organisation to rate how the organisation is performing on a comprehensive 
range of organisational health aspects. Many of these aspects are difficult to measure otherwise or have an 
intuitive feel for. These ratings may be perceptual (i.e. people think you are performing when you are not or vice 
versa) or be actual performance.) Both are important to consider. 
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The report also tells you what is important to the people of the 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 organisational leaders consider to be important.  
It also helps the organisation to understand what is not important to the people of your organisation. These may 
or may not be aspects that you are concerned about. 
 
The report also shows the difference between the importance and performance of each of the aspects of the 
organisation. It reveals what are the key points of tension that the people in the organisation experience and 
what they believe needs development. 
 
There are four categories of discussion that result:- 
 

1. High performance/ High importance aspects or dimensions - ¢ƘŜǎŜ ŀǊŜ ǘƘŜ ƻǊƎŀƴƛǎŀǘƛƻƴΩǎ ǎǘǊŜƴƎǘƘǎ ŀƴŘ ŀǊŜ 
ƛƳǇƻǊǘŀƴǘ ǘƻ ǾŀƭǳŜ ŀƴŘ ŎŜƭŜōǊŀǘŜΦ Lǘ ƛǎ ƛƳǇƻǊǘŀƴǘ ǘƻ ǊŜŦƭŜŎǘ ƻƴ ǿƘŜǘƘŜǊ ƻǘƘŜǊ ƻǊƎŀƴƛǎŀǘƛƻƴŀƭ YtLΩǎ ǊŜƛƴŦƻǊŎŜ 
those perspectives 

2. High performance/ Low importance aspects or dimensions ς Does the organisation need to intentionally lift 
the value of any of these aspects so they become more important?  

3. Low performance/ High importance aspects or dimensions - These aspects are those the people of the 
organisation feel need attention and are often the most important to attend to, either to lift actual or 
perceived performance or reduce importance 

4. Low performance/ Low importance aspects or dimensions - It is important to consider whether the 
organisation wishes to raise the importance and/or performance of any of these or deem them not 
important enough to put energy into. 

 
 

Organisational Health Report (OHR) 
 
The OHR contains:- 

1.  Three top-level charts on the 12 health dimensions of the organisation. Examples are given below. The 
three charts show:- 

a. The Performance of the twelve health dimensions 
b. The Importance of the twelve health dimensions 
c. The Difference (of Importance and Performance) of the twelve health dimensions 

2. Drill down reports of the Performance, Importance and Difference of 12 aspects or competencies that 
ŎƻƳǇǊƛǎŜ ŜŀŎƘ ŘƛƳŜƴǎƛƻƴΦ !ƴ ŜȄŀƳǇƭŜ ƻŦ ǘƘŜ άLƴƴƻǾŀǘƛƻƴέ dimension is given in this sample report. These 
drill downs will identify specific competencies that may need attention. 

3. Any comparison report that is necessary. We can do side - by - side comparison reports for different 
markets, age groups, management levels, divisions or any other desired segmentation. These need to be 
built into the survey, so we need an understanding of these before the survey is activated. A side by side 
report of different management levels is included in this sample report. 
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In the organisation reported above, the people in the organisation perceive that the 
organisation:- 

1. Is strongest in the health dimensions of work skills and innovation. People believe that their work 
skills are what they need to be and are relatively happy with the state of innovation in the 
company.  

2. Is weakest in the health dimensions of structure and systems.  
3. Believe that organisational culture and strategy is relatively unimportant 
4. Experience the greatest tension with the systems in the organisation, and to a lesser extent work 

climate, motivation and performance 
 
The OHw ά5Ǌƛƭƭ 5ƻǿƴǎέ 
 
The OHR Drill Downs are a more detailed chart of each of the 12 health dimensions. Each Drill Down 

contains the performance versus importance for the 12 aspects that contribute to that health dimension 

as well as the difference between each of these aspects. We have given an example of the Innovation 

dimension below. The actual report contains a Drill Down on all 12 health dimensions. 

An organisation may select one or more health dimensions to focus on for development. The Drill Down 
ŦƻǊ ǘƘŜ άInnovationέ ŘƛƳŜƴǎƛon below reveals some key issues. Understanding this specific information 
helps you to focus on those aspects that are important rather than on a general approach to 
development.  
 
! ǎŀƳǇƭŜ ŘǊƛƭƭ Řƻǿƴ ƛƴ ǘƘŜ άLƴƴƻǾŀǘƛƻƴέ ŘƛƳŜƴǎƛƻƴ ƛǎ ƎƛǾŜƴ ōŜƭƻǿΦ !ƳƻƴƎǎǘ ƻǘƘŜǊ ƛƴŦƻǊƳŀǘƛƻƴ ŎƻƴǘŀƛƴŜŘ 
ƛƴ ǘƘŜǎŜ ŎƘŀǊǘǎΣ ǘƘŜ ƎǊŜŀǘŜǎǘ Ǉƻƛƴǘǎ ƻŦ ǘŜƴǎƛƻƴ όǊŜǇǊŜǎŜƴǘŜŘ ōȅ ǘƘŜ ƭŀǊƎŜǎǘ ǾŀƭǳŜǎ ƛƴ ǘƘŜ άŘƛŦŦŜǊŜƴŎŜέ 
ŎƘŀǊǘύ ƛǎ ƛƴ ǘƘŜ άōǊŀƛƴǎǘƻǊƳƛƴƎέ ŀǎǇŜŎǘΦ ¢Ƙŀǘ ƛǎΣ Ǉeople do not feel that new ideas are given an 
opportunity to be discussed and developed. To a lesser extent, the people feel that there is not an 
innovation culture and innovation at every level. This means that although innovation is a strength in 
the company, this innovation is only valued at certain levels in the organisation.  
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Comparison Charts ς Download a Sample comparison report at www.odi.net.au  

The OHR can contain comparison reports that compare different groups of people. They may compare different 

geographical regions, management levels, divisions, age groups or whatever segmentation is important to the 

organisation. These comparisons need to be identified before the diagnostic is launched as they cannot be done 

retrospectively. 

In the sample comparison report given below, three levels of management are compared. These reports give 

important information about the differences in perspectives that exist in the organisation. Considering the 

άŘƛŦŦŜǊŜƴŎŜέ ŎƘŀǊǘ ŀƭƻƴŜ, three of the major issues are: 

1. The Frontline MŀƴŀƎŜǊǎ ŜȄǇŜǊƛŜƴŎŜ ƳƻǊŜ ǘŜƴǎƛƻƴ ǿƛǘƘ ǘƘŜ άǎǘǊǳŎǘǳǊŀƭέ ŀƴŘ άǳƴŘŜǊǎǘŀƴŘƛƴƎ ƛƴŘƛǾƛŘǳŀƭǎέ 

dimensions 

2. Both Senior and Middle MŀƴŀƎŜǊǎ ŜȄǇŜǊƛŜƴŎŜ ǘŜƴǎƛƻƴ ƛƴ ǘƘŜ ƻǊƎŀƴƛǎŀǘƛƻƴΩǎ ŎǳƭǘǳǊŜ 

3. Both Frontline and Middle Managers experience tension in the work climate and motivation dimensions 

There is a lot of other potentially important information contained in the charts below that would be teased out 

in discussion with the Senior Management Team

http://www.odi.net.au/


 

Organisational Health Report (Sample) 
Organisational Development International  W: www.odi.net.au ; E: answers@odi.net.au;  
P: +61 (3) 9483 7041, F: +61 (3) 9445 9243 P: PO Box 281, Vermont, Victoria 3133, Australia 

30

40

50

60

70

80

90 Comparison of 3 levels of management 

P - Senior Managers

P- Middle Managers

P- Frontline Managers

Performance 

45

55

65

75

85

95 Comparison of 3 levels of management 

I - Senior Managers

I - Middle Managers

I - Frontline Managers

Importance 

0

5

10

15

20

25

30

35

40

45 Comparison of 3 levels of management 

(I - P) Senior Managers

(I - P) Middle Managers

(I - P) Frontline Managers

Difference 

 



 

Organisational Health Report (Sample) 
Organisational Development International  W: www.odi.net.au ; E: answers@odi.net.au;  
P: +61 (3) 9483 7041, F: +61 (3) 9445 9243 P: PO Box 281, Vermont, Victoria 3133, Australia 

resource
allocation

RBM
(assessment)

team rewards
organisational

KPI's
reporting
systems

performance
management

financial skills
expectancy of

reward
simplicity of

culture
culture of

transparency
performance
development

goal setting

management
practices

mission and
strategy

motivation
org and ind

performance
systems systems work skills motivation

organisational
cultural

organisational
cultural

org and ind
performance

motivation

Performance 61 60 60 60 60 59 59 58 54 53 53 43

40

45

50

55

60

65

70

Performance Bottom Twelve 

use of skills
performance
development

team rewards
Responsibility

(follow through)
training and
development

value of
individuals

Rewards for
achievement

training focus
communication

(downward)
performance
management

feeling of equity
recognition of

people

work skills
org and ind

performance
motivation work climate

org and ind
performance

leadership work climate work skills systems systems motivation motivation

Difference 19.6 18.6 17.2 16.6 16.2 15.6 15.6 15.4 14.8 14.8 14.4 14

12
13
14
15
16
17
18
19
20

Difference Top Twelve 

The OHR Top and Bottom Twelves 
 
The OHR also contains the top twelve and bottom twelve aspects of each of the performance, importance and difference reports across all 
144 aspects of the health dimensions. It clearly shows the 12 key organisational strengths and 12 key organisational weaknesses. Two of 
these six reports are shown below. It shows the aspects as well as the organisational dimension in which they are located. Also included in 
the cultural report are the importance top and bottom 12 as well as the difference top and bottom 12. An organisation may also choose to 
target specific aspects as a result of these charts.  
 

 
 


