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Executive Summary

Survey of Organizational Excellence

The Survey

Organizationd improvement may generdly be directed in one or more of the five Dimengons This Summary
will provide agenerd description of the areas of strength and areas of concern of the organization based
upon the responses received from the Survey. Among the important factors to consider are how many
people responded from the organization, how representative they are of the total organization aswell asthe
information that is provided about the organization's perceived qualities.

As organizations use the Survey they enhance the ability of al membersto participate in thinking about how
the organi zation functions and what can be done to improve the organization. Such a process improves both
the openness and respongihility of al the members of the organization and movesit toward being alearning
organization. The process of thinking about organizationd properties and working jointly to improve them
builds or ganizational capital. Organizationd capita refers to those norms and patterns of interaction that
develop as people have experience in an organization. Organizations that have high levels of capitd are
organizations where there is subgtantia trust among members and a strong sense of misson and shared
respong bility. Through building organizationa capita, people's sense of loyalty and dedication increases, as
does the generd &bility of the organization to improve, focus upon key issues and provide needed innovation
and respongveness to the environment.

Pease read this Summary with aview toward looking for ways to build upon organizationa strengths and
detecting areas that need improvement.

Survey Constructs
Dimension | Dimension 11 (g)rimer?sic;r_l Irlulal Dimension IV Dimension V
Work Group Accommodations ganizatio Information Per sonal
Features
Supervisor Effectiveness Fair Pay Change Oriented Internal Job Satisfaction
Fairness Physical Environment Goal Oriented Availability Timeand Stress
Team Effectiveness Benefits Holographic External Burnout
Diversity Employee Devel opment Strategic Empowerment
Quality

The Survey assessment is aframework, which at its highest level, consgts of five Workplace Dimensions.
Taken together these five capture the tota work environment. Each Workplace Dimension consists of
severd Survey Congructs. The Survey Congtructs are designed to broadly profile organizationa strengths
and weaknesses S0 that interventions may be targeted appropriately. Survey Congtructs are devel oped
from the Primary Questions series and scores for the Congtructs range from alow of 100 to a high of 500.
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Organization Profile Surveys Distributed: 474

Organization I1D: 761 Survey Responses. 266
Organization Name: TexasA&M International University

Benchmark Categories.

Organization Size Category: 4

Size category 4 includes organizations with 301 to 1000 employees.

Mission Category: Education (Mission 3)

The Education category includes Universties, Colleges, Ingtitutes and other Agenciesinvolved with
students, teachers, administrators and families throughout many areas of learning.

Response Rate

High rates mean that employees have an investment in the organization,
want to see the organization improve and generaly have a sense of
responsbility to the organization. Low response rates can mean severd
things. There smply may not have been enough effort in making certain
employees know the importance of completing the Survey. At amore
serious leve, low rates of response suggest alack of organization focus
or responsveness. It many suggest critical levels of employee dienation,
anger or indifference to organizationd responghilities. Asagenerd rule
rates higher than 50 percent suggest soundness. Rates lower than 30 B Responded 56%
percent may indicate serious problems. At 56%, your responserate is 1 Did Not Respond 44%
consdered high.

Response Rate Over Time

One of the vaues of iterations of the Survey isan

opportunity to measure organizationa change over time. 100
In generdl, response rates should rise from the first to the 75
second and succeeding iterations. If organizational hedlth

is sound, rates tend to plateau above the 50 percent 50 =
level. Declinesin participation suggest some form of 25 /\/
generd organizationd problem is developing. Y our 0 /

response rete is higher than it was for the previous 1996 1998 2000 2002 2004
urvey. 0% 0% 42% 33% 56%

On-Line Responsesvs. Hard Copy Responses

At the Survey of Organizationd Excellence, we are moving towards
sarving dl of our surveys on-line, ingtead of mailing out hard copies. On-
line Surveys offer many advantages over the traditiona hard copy survey.
With this on-line version, we are able to administer the survey a alower
cost to your organization, as well as provide rapid results so that
interventions can be made while the issues are ill current. We hope to
have every organization at the 100% on-line response level in the near
future.

Hl On-line 100%
1 Hard Copy 0%
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Dimension Analysis

In order for organizations to improve there is a need to compare performance with other organizations. This
comparison processis caled benchmarking. The Survey provides a number of convenient and useful
comparisons. The number of employeesin an organization is one important characteristic of any
organization. Large organizations with different locations and where any employee will know only afew of
the members are different from organizations where most interaction is face-to-face and people know each
other well. A second kind of benchmark focuses upon organizations that do smilar things. The nature of an
organization'swork can have an impact on organizationa features and employee experiences. Ladtly, a
benchmark is provided for a comparison againgt al other organizations that have taken the Survey in the
current time frame.

The datain this table are composed of your scores for thisiteration of the Survey and comparison data from
the latest benchmark scores. These scores are the averages from the organizations that participated in the
2001-2002 iteration of the survey.

Benchmark data for the Dimengonsis shown below. The benchmark helpsto illustrate how your
organization is performing relative to organizations of Smilar Sze, organizations with Smilar missons and to
the performance of dl organizations that participated in this survey. The scores for your organization appear
to theright.

Dimension Ncore
200 225 250 275 300 325 350 375 400 425 450 475 500
| | | | |
Work Group ﬁ 350
e
Accommodations [?] 355
I

Organizational Features 37a6

[ [ [ [ [
Information % 367
[ I |
[ [ [

Personal KT |

|:| Scores for your Organization (Numeric Score to the right in Blue)
E %ize - Benchmark for similar size organizations

m Mission - Benchmark for organizations with a similar mission

EI All Respondents - Benchmark for all of the survey respondents
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Congtructs have been color coded to highlight the organization's areas of strength and areas of concern. The
5 highest scoring congtructs are blue, the 5 lowest scoring congtructs are red, and the remaining 10
congructs are yellow.

Each congtruct is displayed below with its corresponding score. Highest scoring congtructs are areas of
strength for your organization while the lowest scoring constructs are areas of concern. Scores of 400 or
higher indicate areas of substantial strength. Scores above 300 suggest that employees perceive the issue
more positively than negatively, while scores below 300 are viewed more negatively by employees. Scores
below 200 should be a significant source of concern for the organization and should receive immediate
attention.

Dimensions

Accommodations | Work Group

Features

Organizational

Information

Personal

Constructs

Supervisor Effectiveness
Fairness

Team Effectiveness
Diversity

Fair Pay

Physical Environment
Benefits

Employiment Development
Change Oriented

Goal Oriented
Holographic

Strategic

Quality

Internal

Availability

External

Joh Satisfaction

Time and Stress
Burnout

Empowerment

Score
200 225 250 275 300 325 350 375 400 425 450 475 500

3045

397
397

Il Higher Scoring Constructs
[ Moderate Scoring Constructs
Bl Lower Scoring Constructs
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Organizational Typology: Areas of Strength and Areas of Concern

Thefollowing Constructs arereative strengths for your organization:

Quality Score: 397

Generd Description: Focuses upon the degree to which qudity principles, such as customer service and
continuous improvement are a part of the organizationd culture. This Construct also addresses the extent to
which employees fed that they have the resources to ddiver quality services.

Quadlity comes from attention to detail, customers and overdl effort. Average scores mean thet thereis
important room for improvement. In generd quality isaresult of understanding the needs of customers or
clients coupled with a continuous and zea ous examination of products and processes for improvement.
Achieving qudity requires the full and thoughtful attention of al members of the organization. Essentid to
mantaining high levelsis dear articulation of gods, careful attention to changes in the environment that might
affect resources or heightened competition and vigorous participation by al members. Leadership must
maintain a clear articulation of the importance of qudity and the role of everyonein achieving qudlty.
Improvement is best addressed by developing clear standards of qudity at dl levels, urging employee
assessment and feedback, and creating measures of qudity for al work.

Strategic Score: 397

Generd Description: Strategic (Strategic Orientation) reflects employees thinking about how the
organization responds to externd influences that should play arole in defining the organization's misson,
vison, services, and products. Implied in this congtruct is the ability of the organization to seek out and
work with relevant externd entities.

Average scores suggest that employees fed there isroom for improvement in how the organization
interprets and understands the environment. Likely there is a concern that some programs are less relevant
than in the past and that some processes do not seem knit into an overal vision. In generd problems with
Strategic Orientation stem from these factors: employees having alimited grasp of the gods of the
organization, high levds of "slos', organizationad components that function in isolation from other
organizationd processes, and the nature of the specific work being performed. Remedying Strategic
Orientation requires careful study to determine the correct causative factors but assessing environmenta
understiandings is the starting point. Conduct and compile customer assessments and review findings with
saff a al levels. Benchmark processes with smilar and compstitive organizations. Use the employee
feedback sessions to make amore complete determination for the causes of low Strategic Orientation
SCOres.
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Organizational Typology: Areas of Strength and Areas of Concern

Réative Strengths Continued:

Physical Environment Score: 395

Generd Description: This Construct captures employees perceptions of the total work atmosphere and the
degree to which employees bdlieve that it isa"safe" working environment. This construct addresses the
"fed" of the workplace as perceived by the employee.

Average scores suggest that room for improvement exists and lack of attention can lead to dropping
scores. Attention may be needed to qudity and amount of office space, equipment, parking and the
location of facilities

Benefits Score: 384

Genera Description: This Congtruct provides a good indicetion of the role the benefit package playsin
attracting and retaining employees in the organization. It reflects comparable benefits that employeesfed
exig with other organizationsin the area.

Average scores suggest that room for improvement exists and lack of attention can lead to dropping

scores. Benefits are often not viewed as motivators for employees but more as hygiene factors. This means
employees will become restless, upset and dissatisfied when benefits are perceived as less than needed or
fair. Part of the follow up to the Survey when data are returned is to discuss the results with employees and
secure more elaborate explanations of important issues. In generd concerns about benefits stem from these
factors. level and type of benefits available, the cost and employees being able to understand and use the
benefits package. Remedying concerns about benefits requires data collection from employees and
competitive organizations to determine the correct causative factors. Use the employee feedback sessons
to make amore complete determination for the causes of low Benefits scores,
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Organizational Typology: Areas of Strength and Areas of Concern
Réative Strengths Continued:

External Score; 380

Generd Destription: This Congtruct looks at how informetion flows into the organization from externd
sources, and conversaly, how information flows from ingde the organization to externa condituents. It
addresses the ability of organizational members to synthesize and apply externa information to work
performed by the organization.

Average scores suggest that immediate consideration needs to be made to improve tools and process for
externd communication. In generad Externd Communication is afunction of these factors: nature of the
organization's services or products and those who use the products, types of technology deployed for
communication and knowledge of the organization of the needs of those who use its services. Remedying
Externd Communication requires careful study to determine the correct causative factors. Carefully
examine the customer base, operating hours of the organization, location of offices and knowledge of
contact personnd with customer needs.
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Organizational Typology: Areas of Strength and Areas of Concern

Thefollowing Constructs are relative weaknesses for your organization:

Fair Pay Score: 291
Sour ce of Concern

Generd Description: This Congtruct addresses perceptions of the overall compensation package offered by
the organization. It describes how well the compensation package "holds up” when employees compare it
to smilar jobsin other organizations.

Low scores can come from many causes and may suggest a number of remedies. Part of the follow up to
the Survey when data are returned is to discuss the results with employees and secure more eaborate
explanations of important issues. Failure to successfully remedy Fair Pay problemsis one of the more
serious mistakes that leadership can make. These scores suggest that pay isacentral concern or reason for
satisfaction or discontent. Problems with pay can come from two or three causes and may suggest a
number of remedies. In some Stuations pay does not meet comparables in Smilar organizations. In other
cases individuals may perceive that pay levels are not gppropriately set to work demands, experience and
ability. At sometimes cost of living increases may cause sharp drops in purchasng power and employees
will view pay levels as unfair. Remedying Fair Pay problems requires a determination of which of the above
factors are serving to create the concerns. Triangulate low scores in Fair Pay by reviewing comparable
positionsin other organizations and cogt of living information. Use the employee feedback sessonsto make
amore complete determination for the causes of low Fair Pay scores.

Internal Score: 342

Generd Description: This Congtruct captures the flow of communication within the organization from the
top-down, bottom-up, and across divisions or departments. It addresses the extent to which
communication exchanges are open and candid and move the organization toward goa achievement.

Average scores suggest that room for improvement exists and lack of attention can lead to dropping
scores. Employees fed that information does not arrive in atimely fashion and often it is difficult to find
needed facts. In generd Internd Information problems stem from these factors. an organization that has
outgrown an older verba culture based upon afew people knowing "how to work the system”, lack of
investment and training in modern communication technology and, perhaps, vested interests that seek to
control needed information. Remedying Internal Communication reguires careful study to determine the
correct causative factors. Triangulate low scoresin Internd Communication by reviewing existing policy
and procedural manuals to determine their availability. Assess how well telephone systems are articulated
and if emall, faxing and Internet modadities are developed and in full use. Use the employee feedback
sessons to make a more complete determination for the causes of low Internal Communication scores.
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Organizational Typology: Areas of Strength and Areas of Concern
Relative Weaknesses Continued:

Supervisor Effectiveness Score: 346

Generd Destription: This Congtruct providesingght into the nature of supervisory relationshipsin the
organization, including the quaity of communication, leadership, thoroughness and fairness that employees
perceive exists between supervisors and them. This Congtruct helps organizationa |eaders determine the
extent to which supervisory reationships are a positive element of the organization.

Average scores suggest that room for improvement exists and lack of atention can lead to dropping
scores. No area in an organization is more important and often more resistant to change than the middle
areas of the organization. Problems with supervison can come from many causes and may suggest a
number of remedies. Part of the follow up to the Survey when data are returned is to discuss the results
with employees and secure more el aborate explanations of important issues. In genera supervisory
effectiveness sems from these factors: the selection, support and training of supervisors, the maturity and
experience of employees and the nature of the specific work being performed. A frequent problem with
supervisorsisthat those tasks a person may be successful with are not the same tasks that are required
when oneis promoted to supervison. Remedying Supervisory Effectiveness requires careful study to
determine the correct causative factors. Triangulate low scoresin Supervisory Effectiveness by reviewing
how supervisors are selected and their training. Use the employee feedback sessions to make amore
complete determination for the causes of low Supervisory Effectiveness scores.

Team Effectiveness Score: 348

Generd Description: This Construct captures employees perceptions of the people within the organization
that they work with on a daily basis to accomplish their jobs (the work group or team). This construct
gathers data about how effective employees think their work group is aswell as the extent to which the
organizationa environment supports cooperation among employees.

Average scores suggest that room for improvement exists and lack of attention can lead to dropping
scores. Much and often most work in organizations require regular collaboration with others, the work
team. Problems with Team Effectiveness can come from many causes and may suggest a number of
remedies. In genera team effectiveness ssems from these factors: team membership, the selection, support
and training of supervisors, the maturity and experience of employees and the nature of the specific work
being performed. Remedying Team Effectiveness requires careful study to determine the correct causdtive
factors. Triangulate low scores in Team Effectiveness with Supervisory Effectiveness by reviewing how
supervisors are selected and their training. Use the employee feedback sessions to make a more complete
determination for the causes of low Team Effectiveness scores.
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Organizational Typology: Areas of Strength and Areas of Concern

Relative Weaknesses Continued:

Fairness Score: 349

Generd Description: This Construct measures the extent to which employees percelve that aleve playing
field exigsfor al members of the organization and that judgment of performance is based on fair, open, and
job-based criteria. This Congtruct helps organizationa |eaders determine the extent to which employees
percelve their generd experience in the organization as postive.

Average scores suggest that room for improvement exists and lack of atention can lead to dropping

scores. No area in an organization is more important and often more resistant to change than the middle
areas of the organization. Problems with fairness can come from many causes and may suggest anumber of
remedies. Part of the follow up to the Survey when data are returned is to discuss the results with
employees and secure more elaborate explanations of important issues. In genera Fairness perception
stemns from these factors: hiring, work assignment, promotions, the sdection, support and training of
supervisors, the maturity and experience of employees and the nature of the specific work being performed.
Remedying Fairness requires careful study to determine the correct causative factors. Triangulate low
scoresin Fairness with Supervisory Effectiveness by reviewing how supervisors are selected and thelr
training. Use the employee feedback sessions to make a more complete determination for the causes of low
Fairness scores.
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Organizational Change: Performance Over Time

One of the benefits of continuing to participate in the survey is that over time you get to see how employees
views have changed as aresult of implementing efforts suggested by previous survey results. Postive
changes indicate that employees perceive the issue as adequately improved since the previous survey.
Negative changes indicate that the employees perceive that the issue has worsened since the previous
survey. Negative changes of greater than 50 points and having 10 or more negative congtruct changes
should be a source of concern for the organization and should recelve immediate attention.

C onstructs Points Deviated from Previous Iteration
-25 -20 -15 -10 -h 1} ) 10 15 20 25

Supemnvisor Effectiveness
Fairness

Team Effectiveness
Diversity

Fair Pay

Physical EmAronment
Benefits

Employment Development
Change Oriented

Goal Oriented
Holographic

Strategic

Quality

Internal

Availability

External

Joh Satisfaction
Time and Stress

Burnout

Empowerment

B Work Group

Il Accommodations

[ Organizational Features
[ Information

Bl Personal
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Areas of Most and Least Change

Y our organization has improved across many areas compared to the last survey.
These constructs showed a significant impr ovement:

Internad Communication captures the nature of communication exchanges within the organization. It
addresses the extent to which employees view information exchanges as open and productive and the
degree to which computerized information is efficiently exchanged across the entire organization. Employees
fed that thisis one of most Sgnificant improvements compared to the last survey.

God Oriented addresses the organization's ability to include al its members in focusing resources towards
goa accomplishment. Employeesfed that thisis one of most significant improvements compared to the last
urvey.

Availability of Information provides insght into whether employees know where to get needed information
and whether they have the ability to accessit in atimely manner. Employeesfed that thisis one of most
sgnificant improvements compared to the last survey.

Team Effectiveness captures employees perceptions of the effectiveness of their work group and the extent
to which the organizationa environment supports teamwork among employees. Employeesfed that thisis
one of mogt sgnificant improvements compared to the last survey.

Fair Pay is an evauation from the viewpoint of employees of the competitiveness of the total compensation
package. It addresses how well the package 'holds up’ when employees compare it to Smilar jobsin their
own communities. Employeesfed that this is one of most significant improvements compared to the last
urvey.
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Areas of Most and Least Change

These constructs showed the least significant improvement or a decreasein score:

Employment Development captures perceptions of the priority given to the career and persond devel opment
of employees by the organization. Employees fed supervisor effectivenessis one of the organization's
srongest areas. Employeesfed that thisis one of least Sgnificant improvements compared to the last survey.

Benefits provides an indication of the role that the employment benefit package plays in attracting and
retaining employees. Employees fed that thisis one of least Sgnificant improvements compared to the last
urvey.

Job Satisfaction addresses employees satisfaction with their overall work stuation. Weighed heavily in this
congtruct are issues concerning employees evauation of the availability of time and resources needed to
perform jobs effectively. Employeesfed that thisis one of least Sgnificant improvements compared to the
last survey.

Time and Stress Management looks how redigtic job demands are given time and resource condraints, and
aso captures employees fedings about their ability to balance home and work demands. (Standard scoring
methodology is maintained; therefore, the higher the score the less likely that employees perceive time and
stress management to be problematic.) Employees fed that thisis one of least Significant improvements
compared to the last survey.

Fairness measures the extent to which employees believe that equal opportunity exists for al members of the
organization. Employees fed that thisis one of least Sgnificant improvements compared to the last survey.
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Demographics

Demography data help one to see if the Survey response rate matches the generd features of al employees
in the organization. It is aso an important factor in being able to determine the level of consensus and shared
viewpoints across the organization. It may aso help to indicate the extent to which the membership of the
organization is representative of theloca community and those persons that use the services and products of
the organization.

Race/Ethnic I dentification 100%
Diversty within the workplace provides African-American
resources for innovation. A diverse workforce Hispanic-American

helpsinsure that different ideas are S mersan

understood, and that the community seesthe  Multiracial/Other
organization as representative of the

community. * There were 7 employees who

chose not to respond to thisitem.

Age

Age Diversty contributes to having awell-

balanced workplace. Different age groups

bring different experiences and perspectivesto 0% oen  BO0%  75%  100%
_the_ orgni zation. Large percentages of_ older 16 o 20 years old
individuas may be a cause of concernif many 39 to 30 years old
of your key employees are nearing retirement  40to 49 years old
age. Seek ways to preserve the culture and 30 to 59 years old
experiences these individuas have brought to 60years and older | 3%
the organization. Be mindful that people have

different chalenges and resources at various

age levels and should see that leadership

incorporates these understandings. * There

were 5 employees who chose not to respond

to thisitem.

Gender

Theratio of maesto femaeswithin an organization can vary anong
different organizations. However, extreme imbalancesin the gender retio
should be a source of concern for the organization and may require
immediate attention. Give congderation to the types of work being
performed and be open to unintentiona biasin job and employee
selection as well as promotion consderation. * There were 6 employees

who chose not to respond to thisitem. B Female 62%
CIMale 38%
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Demographics

Employee Retention

The percent of employees that see themselves working for your
organization in two yearsis agood indicator of how well your
organization is doing a retaining its employees. Very low retention should
be a source of concern and may require immediate atention. You have a
higher than average number of employees who expect to be working for
your organization in two years. * There were 6 employees who chose

not to respond to thisitem. I Working in 2 yrs 84%
1 Mot working 16%

Promotion

The percentage of employees that receive a promotion can vary among

organizations. While organizationd growth may increase the likelihood of

promotiona opportunities, organizations should not Smply wait for

growth. Low percentages may indicate that current employees do not

compete wdl for promationa opportunities. Thiswould urge study of the

Employee Development Congtruct to gauge the level of employee

interest. * There were 8 employees who chose not to respond to this B Promotion 21%
item. [ No Promotion 79%

Merit Increase

The percentage of employees that receive a merit increase can vary
between organizations. Low percentages may indicate that employees
need to review expectations of current employees and those efforts that
seek to increase performance. * There were 8 employees who chose not
to respond to thisitem.

I Merit Increase 65%
[ Ho Merit Increase 35%

*Charts and percentages are based on valid responses. Slight variations from the Data Aggregation Report are due so respondents
who chose not to answer particular demographic items. The number of people who chose not to respond is noted for each
demographic item.
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Certain survey items should be discussed no matter how the organization scores. Low performancein any
of these areas should be reason to take immediate action to resolve any issues. Statewide averages are
provided to help determine how your organization comparesto al other organizations.

55. | am satisfied with the opportunities| have to evaluate my supervisor's performance.

Your Score:
Statewide:

3.17
3.07

Strongly Agree
Agree

Feel Neutral
Disagree
Strongly Disagree
Mot Applicable

57. We use feedback from those we serve to improve our performance.

Your Score:
Statewide:

3.98
3.73

Strongly Agree
Agree

Feel Neutral
Disagree
Strongly Disagree
Mot Applicable

58. | believe we will use the information from this survey to improve our performance.

Your Score:
Statewide:

3.63
3.43

Strongly Agree
Agree

Feel Neutral
Disagree
Strongly Disagree
Mot Applicable

59. | haveregular involvement (once a month or more) in community activities or groups.

Your Score:
Statewide:

3.73
3.67

Strongly Agree
Agree

Feel Neutral
Disagree
Strongly Disagree
Mot Applicable
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Survey of Organizational Excellence

Your Next Steps

Now That | Have The Survey Data, What Do | Do?

Congratulations. Now that you have the Survey Data and the Executive Summary, you are ready to take the
next steps of using datato build a stronger organization. Keep in mind that the Survey is predicated upon
acquiring and making data available to al members to assess strengths and weaknesses to support a
continuous cycle of improvement. Survey data are used to build organizationa capital, a socid norm within
the organization that stresses continuous improvement, pride in the organization and a vigorous attitude of
acknowledging the strengths of the organizations while searching for areas of improvement. The strongest of
organizations have dl members committed to the pursuit of excellence.

Y ou must now make some decisions for your organization. Y ou have made the firdt intervention step by
taking the Survey. People have been asked to think about the organization, their work and make some
decisons by completing the Survey. By seeking participation and engaging people on how the organization
functions, you have taken a specific step in increasing organizationa capita. High organizationa capita
means high trust among employees and a greater likelihood of improved efforts and good working

rel ationships with clients and customers.

These Survey Data now provide a unique perspective, which isthe average view of dl that took the Survey.
It isimportant to examine these findings and take them back to the employees for interpretation and to select
areasfor priority for improvement. This aso provides an opportunity for the organization to recognize and
celebrate areas that members have judged to be areas of relative strength.

Building a Cycle of mprovement

The use of the Survey helpsto create an organization focused upon awareness of effort, a thinking or
learning organization. Thisisthe Cyde:

Survey Cycle

Participation

| ntervention Preparation

I nterpretation Administration

The Survey aso has a best practices resources Site that provides information on the methods used by a
variety of organizations to use the data for improvement : http://www.utexas.edu/research/csr/survey/
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Patter ns of Organization Growth and Decline

In generd think of your organization as faling somewhere in the following taxonomy. Targets for change are
selected to move the organization to the upper part of the chart.

Patter ns of Organization Growth and Decline
Work Group Accommodations Organization Information Personal
Innovative and Self  Outstanding and Best of the Breed Outstanding Internal Superb Balance of
Managed Appealing And External Challenge,
Communications Expectations and
Creativity
Advanced Teamwork High Quality Strong and Vigorous Sophisticated Outstanding Balance
of Work and Human
Resources
Initial Teamwork Adequate Solid But Not Adequate Good Balance of
Level Inspired Work Demands
Compliant Marginal In A Preservation Bureaucratically Challenging
Mode Controlled Environment
In-Group Solidarity  Inadequate Starting to Slip Impoverished Growing Problems
Defensive Highly Inadequate In Clear Decline Defensive Highly Serious
Interactions In
Teams
Marginal Teamwork Clear Signs Of Rigid And Reactive  Mechanical And Critical
Disintegration Undependable

Maintain Effort

Organizations like people do not stand gtill. They either improve or deteriorate. Organizationa change
and improvement come from making attention to quaity and excellence an embedded aspect of the
generd culture of the organization. In time every member will be vigilant, pogtive and eager to improve
the organization. Thisis the essence of high levels of organizationd capital. When organizations have
high levels of capita, members have pride in what they do and continudly strive for improvements.
Trust among dl, line and leadership, is a characteristic as are high rates of quality and innovation.

The Survey isabadc toal, an instrument to help keep some of the important dataiin front of al
members to build trust and thus organizationd capitd.
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Rolling the Survey Data Back to All

The following steps are used to facilitate rolling the data back to everyone in the organization and

developing the change drategies from the Survey Data. Now the effort isto set adirection for change and
to get everyone engaged in building the organization. Here is the generd flow of the work for getting the

Survey Databack to dl employees.

1

2.

3.

4.

Establish the Overall Plan with Executive Staff

Designate the Organization-Wide Change Team

Create Groups in Each Work Unit

Select Top Priority Change Topic/s

Rolling The Data Back Step 1 — Establish the Overall Plan with Executive

Staff

NP

Review Survey dataincluding the Executive Summary with executive stff.

Develop plans for circulating dl the data sequentialy and provide
interpretations for dl saff. Do this with 3 to 4 weekly or monthly
reports or organization newdetters. Report a portion of the Constructs
and Questions, providing the data dong with illustrations pertinent to
the given organization.

3. Desgnate the Change Team that will guide the effort.

Identify the Work Unit Groups to ensure dl employees get an
opportunity to see and review the data.

Establish Procedures for recording the deliberations of the Work Unit
Group and returning those data to the Change Team o that the Team
can decide upon the Top Priority Change Topic and Methods
necessary for making the change. Web-based Discussion Groups are
aconvenient technology.

First change effort begins.

Repeat for the next change target.
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Survey Checklist 2— Designate the Organization's Change
Team

Names

Executive Staff Member

Member 2

Member 3

Member 4

Member 5

Member 6

Member 7

Member 8

Remember that it is best to have the Change Team composed of adiagona dice across the organization.
This provides for multiple viewpoints of the organization. Groups larger than eight persons tend to become
unwieldy and fraction into subgroups. Keep the Change Team smdll.
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Survey Checklist 3—-Create Work Unit Groups Throughout The
Organization

Step One

Sdlect atime to have every employee participate in awork unit group to review the reports as they are
digtributed to al gtaff, with one group leader assigned to every group. The size of the groups should be
limited to about a dozen people a atime. A time limit should be set not to exceed two hours.

Step Two

Build the Groups around actud organizationd work units and start each meeting by reviewing strengths as
indicated in the data report. Brainstorm on how to best address weaknesses.

Names of Work Group Members
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Survey Checklist 4-Select Top Priority Change Topic

List thetopic for Top Priority Change and describe method/s for addressing the item. Return this form from
each Work Unit Group to the Change Team.

Top Oneor Two Topics for Change

Suggested M ethods
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Preparing The Strategic Plan

The State of Texas requires that each state organization that seeks funding from the Texas Legidature must
prepare a strategic plan. Ingructions are issued from the Governor’ s Office of Budget and Planning and the
Legidative Budget Board in years preceding a Legidative Session. The February 2000 Ingtructions Sate

these as the reasons for the plan:

The ultimate god of drategic planning is to anticipate and accommodate the future by identifying issues,
opportunities, and problems. Strategic planning for Texas state government serves a number of distingt,

though interrelated, purposes:

- to establish satewide direction in key policy or functiona areasto move avay
from crids driven decison making;

- to provide abasis for digning resources in arational manner to address the
critical issues facing the gate now and in the future;

- to make state government more responsive to the needs of Texans by placing
greater emphasis on benefits and results than on smply service efforts and
workload;

- to bring focused issues to policymakers for review and debate;

- to provide a context to link the budget process and other legidative processes
with priority issues, and to improve accountability for the use of Sate resources,

- to establish a means of coordinating the policy concerns of public officids with
implementation efforts and to build interagency, intergovernmentd, and
public/private/nonprofit partnerships, and

- to provide a forum for communication between service providers and the
condituents they serve

The Survey's data provides arequisite eement in the creation of the Strategic Plan and that is the internd
assessment of the organization s strengths and weaknesses and the organizational plan for addressing

weaknesses in the coming budget cycle.
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Preparing For The Governor’s Conference on Organizational
Excellence

Every two years & the start of a new State Biennium al state agencies and universities executive directors
and board chairs join with the Governor and his Offices to review plans and opportunities for the new
Biennium. Thisisthe criticd time for each organization to start the process of reviewing its charge from the
Legidature and the Governor for the coming two years aswell as examining broad changes that may be
underway in the state. The Conference serves as the single opportunity for al organizations of the Sate to
acquaint each other with their leadership and align efforts for statewide priorities.

Follow-up to the Governor’s Conference

Based upon the charges that come out of each Conference state organizations will be asked to provide
information about changes or responses that come from the charges. This website provides contemporary
information on required follow-up efforts. www.survey.utexas.edu/governor
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