Working in a New World: Transforming the Organizational Strueture

member of the organization has an obligation to create the circumstances
and cenditions that lead te successiul interaction and relationship at the
team level {(Team Tip 2-4). This requires new structures as well as new
insights and behaviors. Each of these must link in a way that creates the
environment and circumstances necessary to support the ouicomes of
team-based activities. Without the convergence of each of these new
structures around the relationships of team members at the point-of-ser-
vice, the relationships between and among teams and the cutcomes of
their work will be measurably constrained, When these components con-
verge to support the activities of the team, they facilitate not only rela-
ticnships but also achievement of high quality and meaningful outcomes
in the relationships ameng team members and between the team-based
system and those it serves. After all, meeting patients’ needs is the pur-
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_ Partners Across the System
. ]H’AH partners in a system are
@ members of that system and
; Y. have rights and obligations to
Wme system and to each other.
These rights and obligations
must be clearly defined by the
members, providing a baseline
from which team members can
evaluate the team and each cther.
This establishes the foundation

pose of any health care organization.,
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CHAPTER

TOOLA: Checklist for Integration

Health care organizations are in the midst of devel-

oping integrated team-based approaches across

the continuum of care. All transformation and inte-

gration related to integration depends on:

1. The strategies that are undertaken to respond
to the demand for change

2. The unique culture and characteristics of the
organization as it addresses this change

3. The willingness and ability of the organization
to undertake its necessary activities in order
to adjust and adapt to its dynamic changing
circumstances

INTEGRATION CHECKLIST

instructions. Each of the following items should

be identified and checked off as part of successful

integration processes. It is critical that each ele-

ment in integrating team-based approaches be in

place and support the team-based activities.

1. ldentification of the environmental and market
forces that create the conditions for change
and the necessary response to them.

*Copyright 1984 Tim Porter-O'Grady Associates, Inc. Any
duplication or use of this instrument without the express
written permission of Tim Porter-O'Grady Associates, Inc.,
is strictly prehibited.

Copyright 1994 Cathleen Krueger Wilson, PhD and Tim
Porter-C'Grady PhD, FAAN.

Initiation of horizontal collaborative systermnms
rather than institutional competition.

Reduction in all high-end cost and excess ca-
pacity, impeding the organization’s respon-
siveness to change.

Tightening of the framework of workers and
creation of a closer alignment of the number
of workers with the leanness of the organi-
zation.

Provision of broad-based, comprehensive
range of service, facilitating access between
payers, providers, and consumers.

Reduction of cost in as many places as possi-
ble.

Advanced pricing formulas, first introduced
through discounting processes and later un-
folding as advanced and fixed pricing mecha-
nisms for the organization.

Sufficient availability of capital for investing in
horizontally aligned health care service
across the continuum of care.

2. Response to individual systems’ culture and

environment.

The system builds on the mission, purposes,
and objectives of its community responsibil-
ity for providing health care for a defined
population over a range of services.
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Each participant has a defined rele and account-
ability in the system, including group, organi-
zation, and individual provider participants.

An organizational model and framework for in-
tegrated delivery of care is paint-of-service-
driven, team-based, and integrated across
the continuum of service.

A planned, carefully constructed transition from
the old health care system to a new model of
integration is defined and outlined,

There are clearly delineated clinical pathways, or
centers of excellence, where specific popula-
tion-based services are provided.

There is clear linkage between all systems ser-
vices and support services driven by a
strongly developed information infrastructure.

Management structures are diminished, limited,
and efficiently defined, so that there are as
few managers as the system requires.

The system represents a full range of compre-
hensive services to the community or popula-
tion it serves and becomes a one-stop health
care systermn for its consumers.

Tearn-based approaches, standards, and deci-
sion making are facilitated across the system
in effective clinical models representing clear
delineation of points of service.

FPhysicians are involved in every phase of the

clinical process and development and are in-
corporated in all decisions that affect the de-
sign and service structure of the system.
3. A new organization emerges with a new orga-
nizational culture and mindset.

The change is difficult, requiring time, patience,
and consistency. Leadership expresses this.

Team-based approaches align and create incen-
tives for team rmembers to fully participate
and express ownership in the change.

All integration is relationship-building. The or-
ganization, increasingly, is a horizontal, rela-
tionship-driven entity.

Structuring based on the value of relationships
is critical to the success of the system.

Systems approaches require a view of the
whole rather than of the parts.

Comprehensive integrated, aligned arrangement
of services and structures should reflect the
whole commitment of the organization’s spe-
cific service to its community.

Integration is a journey, not an event. It contin-
ues to adjust, change, modify, moderate, and
advance as each stage unfolds.

Each of the elements are critical to effective
change in the organizational system and must be
addressed as part of building the team-based
approach.

ToOLB: Confronting the Team-Building Myths

In Team Building for the Future, R.L. Elledge and
S L. Phillips™ identify 20 myths of team building.
Each of these myths represents a particular set of

“Elledge RI, Phillips SL: Team building for the future, San Diego, Pleifler
& Co, 1994,

behaviors that build on the myths. This exercise
takes those 20 myths and asks questions about
their legitimacy in the team-building process in any
organization. Building team process on truth, frank-



ness, and clarity is an important construct for sus-
tainable teams. Making sure that myth is not pre-
sent is critical to the effectiveness of team process.

Myth No. 1

Facilitators are objective third-party consultants.

How do you generate this myth in your
organization?

Do you support the facilitator as a human being?

Do you allow for growth and development of the
facilitator?

Is the facilitator vulnerable and open to growth
and change?

Myth No. 2

Facilitators will transfer their team-building skills to

the team.

Does the facilitator have sufficient skill to transfer?

Is the facilitator confident of his or her skills?

Are the processes of skill transfer in place within
the team?

Does the team trust the facilitator enough to lock
to her or him for skill transfer?

Is a format available for the transfer of skills to
team members?

Myth No. 3

Teams develop in a steady, predictable series of

phases.

Do the issues of growth get reflected in the con-
cerns that the team raises?

Is the team allowed to revisit issues when it con-
tinues to have problems?

Is the team’s developmental cycle evaluated for
the effectiveness of team members and their
learning?

Is learning a dynamic process depending on the
needs of the team and the timing of those needs?

Does the team change its structure and format if
they no longer fits its needs?

If interaction is a problem, can the team change
its process and format to facilitate it better?

s the team allowed to go back and forth as
needed to address what it does well and the
developments that it has yet to address?

Can the team evaluate its effectiveness and adjust
its processes according to its results?

Can the team accommodate the growth needs of
an individual member, allowing time for change
to occur but requiring change nonetheless?

Does the team realize that change is highly ad-
justable and cyclical?

Is the team willing to do remedial work and ad-
dress concerns that affect advanced work on
the team?

Myth No. 4

All effective leaders undertake team building.

Do leaders understand the team-building process?

Does the leader monitor and adjust his or her skill
based on the team’s development?

Has the team leader participated in planning for
activities related to team building?

Has the team leader identified specific skills he or
she needs in the team-building process?

Myth No. 5

All team members are equal in team-building inter-

ventions.

Does the leader include all team members in dia-
logue?
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Have all teamn mermbers participated in identifying
their team’s learning objectives?

Are the roles of team members clear enough for
members to know what development they
must undertake?

Will the team be willing to engage team building
as an endless, timeless process?

Is the team willing to clarify and communicate the
issues of concern as they arise, realizing they
may set the team back developmentally?

Can the team deal with a sometimes schizo-
phrenic roller-coaster ride between effective-
ness and developmental needs?

Can the team adjust to the changing work re-
quirements and the environmental changes that
either impede or facilitate team process?

Can the team live with the continuously dynamic,
ever growing need to adjust skills, change be-
haviors, and advance the process of the team?

Myth No. 6

Teams change, adjust, and improve their opera-

tions and then restabilize.

Is it understood that the team maoves incremen-
tally and noncharacteristically between all
stages of development?

Is there a model for change that the team uses to
validate its shifts and growth?

Can the team live with the chaos and complexity
associated with change?

Myth No. 7

In tearm building, consensus decision making is

always best.

Is there a consensus process within the team?

Does the team know how to use the consensus
process?

Is there a method for conflict resolution?

Is solution seeking the framewaork for team
process?

Is there method and technigque applied to consen-
sus building in the team?

Myth No. 8

Teams can perceive, analyze, and decide in a logi-
cal deductive manner.

Are there a method and framework for problem
solving in the team?

Are the problem activities of the team associ-
ated with its plan?

Are the individual objectives of members consis-
tent with those of the team?

Do the team’s process and outcomes fit with the
purposes and goals of the system?

Is there accommaodation for the adjustments and
changes that invariably occur in any system?

Myth No. 9

An objective reality exists that can be understood.

Is there a clear understanding that reality is not a
straight line?

Do people look at the whole rather than simply
the parts?

Can team members read the signposts of change
rather than focus only on the end point?

Does the team honor a variety of perceptions, in-
cluding subjective and changing perceptions?

Myth No. 10

The factors that influence our perceptions are fully

knowwn.

Is there respect given to the growth that comes
from discovery?

Is it safe on the team to ask for clarification?

Do team members clearly understand the mean-
ing of the issues under discussion?



s there generalized agreement on the avvareness
of the team arcund the issues of discussion?

Is there a way to build perception more strongly
as the team seeks consensus?

Myth Ne. 11

All team members must be fully committed to the

team’s vision and goals.

Is there room for diversity and a variety of percep-
tions around how the team achieves its goals?
s there commitment to determination of common

efforts around goals?

Can the team allow a minority of perceptions that
do not generally agree with those of the major-
ity of team members?

Does the team have a way of getting clear ideas
of those different perceptions that contribute to
good dialogue?

Is diversity on the team expected and honored?

Myth No. 12

One person’'s performance can be looked at inde-

pendently of another’s.

ls there realization that team members are inter-
dependent?

Can team members honor the paerceptions of oth-
ers in a way that incorporates it into the waork,
solution seeking, planning, or problem solving?

Do individual members see themselves as part of
the team?

Does a feedback mechanism exist to support
the contributions of team members?

Can the separateness of individuals coalesce
around a common set of goals?

Myth No. 13

Synergy is the end result of team work.

TOOLCHEST CHAPTER 2

Is there room for the growth of cooperation and
inspiration?

Is there an understanding that each individua!
makes a contribution to the whole?

Is it clear what the expectations for performance
are for each individual?

Does the team accommodate the development of
individuals toward its goals and outcomes?

Myth No. 14

A team-building facilitator enables a team to fearn

about itself.

Is there room for “what if” scenarios in the learn-
ing process?

Does the team facilitator have a variety of tech-
niques that help the team past its barriers?

Does the team respect the facilitator’'s work?

Does the facilitator incorporate the notions of
diversity of perception and role into problem
solving?

Does the facilitation result in advancing the
team’s skill set and independence in making
its own decisions?

Myth No. 15

A team-building intervention is controlled by the

team’s leader.

Does leadership always rest in the hands of the
team facilitator or coordinator?

Is leadership allowed to emerge as needed within
specific processes of the team’s work?
The data collected from a tearn are always con-

fidential and anonymous.

Is it clear which data are confidential and which
data are not?

Should all data be anonymous, or can it be deter-
mined which are and which are not?
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Can work process and data related to it ever be
fully confidential?

How open should sessions be; how closed
should they be?

When confidential information is shared is there a
mechanism for ensuring it remains confidential?

Myth No. 16

Interventions are designed to fit the needs of the

team.

s the team clear about what interventions or ac-
tions result in meaningful cutcomes?

Is there a variety of styles that fit the needs of the
team regarding its leadership?

Does the facilitator exhibit skill in confronting
issues?

Can the facilitator demonstrate empathy?

Is the facilitator good at encouraging the team in
analyzing its own processes?

Is the facilitator articulate?

Myth No. 17

Trust is dependent on complete openness and

candor.

Does the team understand that trust is the result
of good team dynamics, not its cause?

Can trust be enumerated once the team focuses
on identifying it?

Does the team trust that diversity will lead to ap-
propriate integration and meaningful outcomes?

Is the team clear about its expectations and
relationships?

s there an individual team member development
plan that can be used to evaluate effective
team building?

Is there discipline that allows for intervention
when team building indicates a problem?

Myth Ne. 18

Facilitators work with a variety of optiocns for team

structures and interactions.

Does the team know the level of creativity and in-
novation used in facilitating its process?

Does the team reflect a tightness of fit between
its design and the culture it serves?

Is the team fluid and flexible in design in the ap-
plication of its work?

Does the team assess the effectiveness of its fa-
cilitation and the congruence with its outcomes
and work?

Myth No. 19

Is leadership facilitated by the coordinator and fa-
cilitator of the team?

Does the team’s leadership change pericdically in
order to create a dynamic growth of leadership
on the team?

Can the facilitator encourage the emergence of
leadership in others as a part of his or her work?

Myth No. 20

Team building is a continuous process.

Does the team realize that team building is a
dynamic?

Does the team have a measure of its successes?

Does the team know how to deal directly with its
failures?

Each of these myths raises questions about the
team’s owvn reality and its possibility for success.
Team development must continually address its in-
teractions, behaviors, formats, and functions.
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ToOL C:Shared Governance Staff Assessment Instrument

Instructions: This instrument provides you with the opportunity to assess your work roles and behaviors
within the context of a shared governance organizational framework. This assessment provides you with
an opportunity to determine the impact of shared governance on your work and raie.

To use this instrument read the staterments carefully. Choose your answer after consideration by select-
ing the response that best matches your personal feelings and the extent to which you agree with the
statements below. Mark the corresponding space on your response sheet. Please complete all the state-
ments and remember, you cannot be identified, so be frank in selecting the response that matches as
closely as possible to your own view.

Part A: Survey

1. Shared governance is a system of management that 1 2 3 4 5
allows staff participation.
2. Shared governance changes the way we relate to each other. 1 2 3 4 5
3. In shared governance, staff members make more decisions. 1 2 3 4 5
4. Our organization sincerely wants shared governance to work 1 2 3 4 5
5. Staff will never let shared governance work here, 1 2 3 4 5
6. | believe in shared governance. 1 2 3 4 B
7. Shared governance is the key element in what keeps me working here. 1 2 3 4 5
8. Shared governance is just a fad that won’t last long. 1 2 3 4 5
9. The processes associated with shared governance are 1 2 3 4 B

consistent with my manager’s style of management.

Part B: Attitudes

On a scale of 1 to 10, with 1 the lowest and 10 the highest, please rank the following:
| believe the overall commitment to shared governance in this organization ranks
. | belieave the quality of interpersonal relationships in this organization rank

. | believe the overall leadership ability in this organization rank

1.
2
3
4. | believe the emphasis on effective problem solving in this organization ranks
5. | believe the concern for the process of shared governance ranks

6

. My level of satisfaction with this organization ranks

Any question you do not understand or do not have sufficient information to answer, please leave blank.
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Part C: Demographics

1.

GhwnN

o

My current role here is:

Q Staff nurse

0 Specialist (not a manager)

Q First line manager (responsible for one unit)

0 Other manager (responsible for more than
one unit)

0 Senior manager (responsible for entire divi-
sion}

d Other

My regular unit is

My regular shift is

| have worked this shift for years.

| have worked for this organization for ____

vears.

I work here primarily because:

{Select only one.)

4 It is convenient.

0 Pay and benefits are good.

QA Satisfying work environment and
ships.

Q| have to work and this is as good a place as
any.

a | do not like working here.

ad Other

If i left here it would be primarily because:

{Select only one.)

Q1 was offered a better job.

U Better pay and benefits.

A More work satisfaction.

01 was unhappy working here.

O Spousal transfer or domestic situation.

A1 need a change.

3 Other

relation-

11.

12.

13.

14.

15.

. | typically work hours per week.
. My age is years.
. My highest level of formal education is:

{Select only one.)
O High school

A Vocationat or technical school

0 Community college program

0O Diploma program

Q University degree

U Graduate degree

I am currently taking classes:

a yes Ono {(Select only one.}

If ves, then please answer the following ques-
tion: | am studying:

| have participated or been involved in shared
governance in the following ways:

If my involvement in shared governance has
been minimal or not at all, it is because:

Piease comment about this questionnaire. Feel
free to include anything you think will improve
it or will address you issues more fully:

If you feel an important question was not
asked, please write it for us so that we might
assess it for future preparation.




TooLD:Survey of Shared Leadership Practices

Instractions: This is a survey of your manager’'s
practices and whether or not she or he engages
in behaviors that allow you to do your best work
in a shared leadership organization. You may also
use this tool to evaluate your council or shared
decision making group leaders, as well as to facil-
itate the group to do its best work.

Managers and leaders in empowered organiza-
tions purposefully engage in behaviors that enable
staff members to effectively meet their profes-
sional accountabilities. The items in this survey
have been carefully selected as representative of
these shared leadership practices. Please examine
each scenario and reflect on how characteristic it is
of your manager or group leader, by thinking about
how frequently she or he engages in this behavior.

To the right of each scenario, you are asked to
make two sets of ratings:

1. Actively seeks opportunities to help staff groups who are trying to
achieve a goal. Eases groups through a process to accomplish goals.

[

Actual: Your assessment of how frequently
your manager is actually engaged in shared
leadership behaviors.

Desired: Your assessment of how often,
in order for you to meet your professional ac-
countabilities, you would like your manager to
be using a certain shared leadership practice.

Read each scenario and record both an actual
and a desired assessment in the boxes located in
the right margin of this survey.

Use the following scales in making your own
assessments:

1. Always

2. Nearly always
3. Frequently

4. Half the Time

5. Sometimes
6. Hardly ever
7. Rarely

Actual QOO OOQOaA
Desired QO U0

Remains neutral and helps the group stay focused.

2. Recognizes that the work of groups is based on each staff member’s
attitudes, commitment, values, and skills. Enthusiastically works to

bring these into the problem-solving process.

3. Clearly spells out her or his won facilitator roles and responsibilities to

shared leadership groups.

4. Observes the various roles that group members play in groups, the
methods that they use in decision making, and their communication

12 3 45 6 7
Actual Qa0 0QQ
Desired 1333000
Actual QOO 0AQ
Desired QA Q0004
Actual QU OAaL
Desired A dd0304
Actual DO Od3000
Desited A0 023000

patterns. Freely shares this information with the group to help them to

work better together.
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10.

11.

12.

Dimension |

Always protects individuals and their ideas from attack by other staff
members. Through her or his own words and actions, communicates
the dignity and the individual worth of each person and confidence in
her/his ability to make a contribution.

Assists staff to develop their skills but does not direct or take respon-
sibility for people’s skill development. Encourages staff to try new ways
of working without fear of failure.

Suggests to staff members the opportunities to expand their skills.
Conveys to each person that her or his work is central to the success
of this organization.

When coaching people, the manager’'s conversation makes sense, fol-
lows logic, and communicates that the manager is giving the staff her
or his undivided attention.

Sets time aside to assist staff members and work groups to develop
their skills. Is approachable and available when needed. Does not re-
main aloof.

Clearly communicates to staff members any performance problems.
Focuses on solutions rather than problems. Does not become emo-
tional or critical when confronting staff. Protects people’s self-esteem
when discussing performance problems.

Really listens to staff. Asks guestions to clarify understanding of other
people’s points of view. Does not interrupt or let mind wander during
conversations.

Stimulates reluctant staff members to participate by drawing them out
and engaging them in active dialogue.

D Total Score Actual
|:| Total Score Desired

Actual
Desired

Actual
Deasired

Actual
Desired

Actual
Desired

Actual
Desired

Actual
Desired

Actual
Desired

Actual
Desired
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13.

14.

15.

18.

17.

18.

1€

20.

21.

22.

23.

24.

Works hard to gain support for her or his own ideas. Does not manip-
ulate or withhold information to advance her or his ovn ideas.

Spends little time worrying about what the "higher-ups” are thinking.
Bravely represents people and groups, even if the issue is unpopular
with senicr management.

Always puts people first. Is fair and consistent in treatment of others.
Shows no favoritism. Helps people avoid conforming to social pres-
sures at work.

Can be counted on to follow up. Keeps commitments and is respected
for honesty. Pecple know what she or he believes.

Solicits feedback about impact on others. Responds nondefensively to
criticism about her or his own actions.

Communicates a leadership vision in a way that inspires others to act.
Has a strong sense of purpose. Can describe how her or his own work
and the work of others contribute to the achievement of the organiza-
tion’s mission.

Communicates self-respect and personal commitment to doing the best
job possible. Openly works to resolve staff difficulties with her or his
leadership style.

Sees power as available to everyone rather than a limited resource. As-
sumes that staff members are accountable, with the necessary free-
dom and authority to do their work. Affirms the personal power of each
individual.

Frees staff members to collaborate and share in decision making. Gets
staff personally involved in the work to be done. Accepts staff’s control
of the content and pace of their own work.

Works hard to eliminate policies, procedures, or systems that interfere
with getting the job done.

Translates the principles of empowerment to staff through role-
modeling and fulfilling expectations of staff decision-making groups.

Questions staff members regularly regarding their understanding and
participation in empovwerment activities.

Dimension i l:! Total Score Actual

l:l Total Score Desired

TOOLCHEST

Actual
Desired

Actual
Desired

Actual
Desired

Actual
Desired

Actual
Desired

Actual
Desired

Actual
Desired

Actual
Desired

Actual
Desired

Actual
Desired

Actual
Desired

Actual
Desired
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CHAPTER
256,
26.

27.

28.

29.

30.

31.

32.

33.

34.

TOOLCHEST

Communicates to everyone well-defined and clear goals for change.
Freely provides information for the duration of change.

Establishes and then coaches staff work groups to manage the
changes that affect their work.

Ensures that change is not disconnected from organizational realities by
obtaining the necessary commitment, people, materials, and financial
support before embarking on change.

Assists staff in using project management processes to set timelines,
allocate resources, prioritize actions, and assign responsibilities.

Helps staff identify specific and measurable outcomes to track suc-
cesses and failures. Sees failures as opportunities for iearning. Facilities
staff's progress in evaluating themselves and unit cutcomes.

Acts consistently on the belief that every person helps design her or
his own work. Instead of informing people of a better way to do their
jobs, staff members are coached by the manager to invent their jobs
themselves.

Re-thinks work from the customer’s focus. Helps staff design systems
of work that are flexible, reflect what customers desire, and provide
meaningful work for each person that is cost-effective.

Encourages staff on different units, departments, or different shifts to
organize their work differently, depending on skill mix, people availability,
and so on. Recognizes that there is more than one way to “skin a cat.”

Avoids rigid or fixed ways of doing work. As conditions change, helps
the staff re-invent the way work is performed as they learn and as the
world changes.

Confronts negative staff members with the truth about changes in
work expectations and empowerment activities.

Dimension Il I::] Total Score Actual

D Total Score Desired

Actual
Desired

Actual
Desired

Actual
Desired

Actual
Desired

Actual
Desired

Actual
Desired

Actual
Desired

Actual
Desired
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Actual
Desired
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35.

36.

37.

38.

39.

40.

41.

42.

43.

44,

45,

Directly addresses objections to participation in decision making, coun-
tering staff members’ objections to participation in decision making.

Staff decision-making meetings are held at least monthly to deal with
staff accountability issues.

Provides staff members access to information, resources, and time, at
least weekly, regarding organizational changes. Asks for response and
feedback from staff.

incorporates people from every staff role into discussions about patient
care and staff work.

Communicates budget and financial information regularly to the staff.
Keeps them informed about changes in finance affecting their work
and lives.

Always helps the staff inciude financial or resource components in
every decision.

Provides staff members with the time 1o attend staff decision-making
group meetings. Actively and enthusiastically embraces their participa-
tion in staff decisions.

Shares with staff her or his own accountabilities and performance
expectations as a manager. Seeks feedback regarding teadership
performance.

Communicates activities, concerns, manager’s role, and issues with the
medical staff. Has an ongoing and regular pattern of communication
with doctors.

Creates an environment where staff feel connected to their manager
and feel great working with and relating to her or him.

Unit runs well. Staff and management generally relate well. Together,
they confront change positively, with good results.

Dimension IV I:I Total Score Actual

I___—I Total Score Desired

TOOLCHEST

Actual
Desired

Actual
Desired
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CHAPTER? TOOLCHEST

Insiructions for Scoring Your Self-Asscssment of
Shared Leadership Practices

Part I

The self-assessment of Shared Leadership Practices assesses your man-

agerial or leadership practices along four core Dimensions, and whether or

not they are productive. A total score for the survey can be computed as

well as a separate score for each Dimension.

1. Please total the scores on your self assessment for each component, and
place in the box below.

2. Add your Dimension scores together to get a total score.

Dimension | I:I

Facilitating and Coaching

Dimension Il I:I

Empowerment

Dimension Il ‘:I

Change Management

Dimension IV I:l

Shared Leadership
Principles

TOTAL I-IV




TOOLCHEST cHAPTER)

Instructions for Scoring Part 1

1. Now total the performance scores from your staff survey.

2. Record your self assessment scores from the previous page in the ap-
propriate box below.

3. For each Dimension, add together the staff actual scores for all of your
staff surveys. Divide this number by the numbers of surveys returned.
Enter the mean score in the appropriate box below. Repeat this exercise
for the staff desired scores.

4. Record total scores by adding the Dimension scores you had recorded
in the previous steps.

My Self Assessment Staff Actual Staff Desired

Dimension | I:l

Facilitating
and Coaching

Dimension |l
Empowerment

Dimension i
Change Management

0 0 O
J oo O
J 0o O

Dimension IV
Shared Leadership
Principles

MY TOTAL SCORES

Dimension I-IV

61



CHAPTER ) TOOLCHEST

HOW DOES MY STAFF FEEDBACK COMPARE WITH MY
SELF-ASSESSMENT OF MY FACILITATION AND MY

62

COACHING SKILLS?

i —r—— - == - = — - — — = — - = — - —
Novice T el e it il
65-——-—— -+ — - — — - — — L — — - — — - —
ﬁd‘fanced 8 S e
egmner | o o e b e o e e e e e e e e e e -
B e L — ]
Proficient 32}fp---- - - -----—--"F-------- -
. ) S O A
Expert 10
My total Staff actual total Staff desired total
self-assessment

Instructions: Plot your Self, Staff actual, and Staff desired scores for Dimension I on the graph.

HOW DOES MY STAFF FEEDBACK COMPARE
WITH MY SELF-ASSESSMENT OF MY
EMPOWERMENT SKILLS?

i F-—m— == == — - = = = — - — — - — 4
Novice T el i i

65 |— = — — o e m e e e e e e o — — o — =
Advanced -, ¢~ (|-
L ] A

3 - — — - — — o ) e e —
Proficient YA e i

2 - — — e e e e a— — o —
Expert 10

My total Staff actual total Staff desired total
self-assessment

Instructions: Plot your Self, Staff actual, and Staff desired scores for Dimension 11 on the graph.



TOOLCHEST

HOW DOES MY STAFF FEEDBACK COMPARE
WITH MY SELF-ASSESSMENT OF MY
APPROACH TO CHANGE?

{ o o —— o w— ad

BT - — — - — - — - — — - — —
Novice L i S e
S5p-—— == —- T--"—=-—--
Advanced e
oo, 2 S L T T T
eginner 7 [ __ ___________L_ _____________
B s — — e e — =
Proficient 32fp--------------t------—---———-
%3 1 e

Expert 10

My total Staff actual total
self-assessment

Staff desired total

Instructions: Plot your Self, Staff actual, and Staff desired scoves for Dimension INT on the graph.

HOW DOES MY STAFF FEEDBACK COMPARE WITH MY

SELF-ASSESSMENT OF MY APPLICATION OF
SHARED LEADERSHIP PRINCIPLES?

87

Novice 76

65

ﬁd\fanced 54
eginner

43

Proficient 32
21
Expert 10

- e— e n e — e S —— = —— e = E—

o — o m—— = —u

My total
self-assessment

Staff actual total

Staff desired total

Instructions: Plot your Self, Staff actual, and Staff desired scores for Dimension IV on the graph.
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HOW DOES MY STAFF FEEDBACK COMPARE

Novice

Advanced
beginner

Proficient

Expert

87
76
65
54
43
32
21
10

WITH MY SELF-ASSESSMENT OF SHARED

LEADERSHIP PRINCIPLES?

b = — o m e m— e e m oE—

My total
self-assessment

Staff actual total

Staff desired total

Instructions: Plot your overall Self-assessment, Total staff actual, and Staff desired scores on the graph,





