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A refresher... What is the Organisational effectiveness profile - cost
effective, insightful and objective measure of business effectiveness

*OEP provides a cost effective, insightful and objective measure of

business effectiveness in 19 key 'effectiveness' areas. Weaknesses
or deterioration in any of these areas highlights the need for further

action before it begins to impact financially.

*The OEP tool highlights and diagnoses inconsistently applied
organisational values, poor leadership, inadequate training, ad hoc
resource allocation decisions, time wasting, poor communication,
inefficient supporting systems and processes, unsupported strategy,
organisational misalignment etc. This diagnoses can then be used to
help drive where effort needs to be put to improve performance.

*The OEP approach is highlighted in the diagram below.

Strategic Intent
Setting the direction in which the
organisation should go, i.e.
Purpose & Vision, Strategy,
Initiatives, Plans, Resources

Culture/Behaviour
Motivating your people to
want to go there, i.e. Values,
Leadership, Teamwork,
Empowerment,
Communication
We define: Culture =X of
Behaviours

dCadl'ad

Business Processes

Giving your people the
enablers to get there, i.e.
Systems, Procedures,
Knowledge Transfer,
Metrics & Reporting
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*The following diagram is an example of how the OEP tool is
used to highlight factors which may require attention in the areas
of strategy, culture and processes.
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Presenter
Presentation Notes
Purpose of Slide:
Give staff and managers a common platform of understanding on the survey before investigating the results

Key Messages:

What is the tool?
The tool measures 19 key drivers of “effectiveness’ and helps an organisation diagnose where it needs to focus improvement efforts (refer to heat map on slide)
These drivers are clustered into three organisational elements: Strategic Intent, Culture/Behaviour and Business Processes (refer to triangle on slide)
Produces an engagement score (out of 100)

Why use it?
It is a good test for the organisational myths that often dominate discussion on improvement and change.  For example - “We all know the problem is . . . .”  is instead “Our people say we need to focus on . . . . “
Gives a good starting point to focus discussion
Uses both quantitative and qualitative measures

So, let’s see what people had to say about ACARA. . . . .



Overall ACARA results — 12 of 19 drivers of effectiveness have been
highlighted as a priority for action. 6 of 19 drivers indicate there is room
for improvement and 1 is listed as a strength.
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Presenter
Presentation Notes
Purpose of slide:
Provide snapshot of overall results for all of ACARA

Key Messages:
Read out the header on the slide
On your tables there is a laminated sheet that explains each of the drivers
You will go through these in more detail with Nous for the remainder of the workshop
Our overall engagement score was 55, with the priority action areas distributed across all aspects of our organisation
As an Executive we see this result as a clear message that we as an organisation have got work to do across both the formal and informal parts of our organisation.
We can compare our results against all responses in the database but we as an Executive thought we should instead set an aspirational target for the organisation to improve our score by at least 10 points.
The action plan, built by all of ACARA, will be our plan to achieve our target.




The results are consistent across ACARA business groups. All business
groups report a more positive result for ‘Workplace Dynamics’ and the

business processes relating to

‘Equipment’.
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Presenter
Presentation Notes
Purpose of slide:
To show commonalities across the divisions

Key Messages:
Despite our differences people across all the business groups are reporting similar results – both in terms of our strengths and our weaknesses
Whilst some teams are feeling positive the overall effect for ACARA is less than ideal
This reinforces that our response must be an organisational one
Interestingly we all report workplace dynamic (being a measure of our happiness at work) as an organisational strength.  

We want to use the sessions today to look at our strengths and areas of improvement and come up with a plan that focuses our efforts for the next twelve months.


®)

Approximately half of the surveyed staff feel that both the formal
organisational elements (direction and process) and the informal elements
(behaviours and culture) are reasonably effective. However the spread of
scores suggests that different groups within ACARA have contrasting
views of the group’s effectiveness.

Preparedness Quadrant Diagram

Effective  Strategic Intent [ Processes

v
Approximately 25 staff léjgmllfe RSTI?::&E;:;
members believe the ¢
organisation is not coping well ot P
and are not confident it can . 'J
move ahead positively. This Jole Lo, _
group will need convincing that b, Cutture
this change initiative will make Behaviour
a difference. It is likely that
staff in admin roles, project and
management make up the
majority of this group.
Running on
Powered the Spot

Ineffective  Strategic Intent / Processes
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Presenter
Presentation Notes
Purpose of Slide:
Show how individuals engagement positions them in terms of their readiness to change

Key Messages:
Whatever we do over the next twelve months it needs to empower the people who are not coping well and are not confident that the organisation can improve positively.  


Staff were asked to contribute comments on a number of open ended
guestions. The five key qualitative themes are listed below:

' 1.Respondents identified their colleagues in ACARA as the predominant
« strength — in skills, commitment, and support to each other at the
team level.
2.Communication is seen as a significant inhibitor of effectiveness
¢ Dparticularly across Business Groups. Respondents reported
significant rework and contradiction in work direction and planning
3.There is a strong perception that the employment practices and
« leadership around people management in ACARA is inequitable and
Inadequate
4. A lack of middle management competency is significantly impacting
on organisational performance
' 5.There is a perception that senior staff “pass the buck” and encourage
blame behaviours. This is creating an environment of undesirable
(@ : : )
behaviours (such as bullying and excessive work demands).
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Presenter
Presentation Notes
Theme 1 quote:
Over 40 different responses identified staff, teamwork and commitment as the strength of ACARA.
Theme 2 quote:
Communication of relevant information, cross business unit information, from senior management, around workload planning, around the vision of ACARA, within teams
Theme 3 quote:
“Benefits, responsibilities and opportunities are awarded on a mates basis rather than on merit
“HR policies need tightening up . . . The culture is that unless you work incredibly long hours you can’t get the job done”
“There is a grandstanding attitude rather than a collaborative force”
Theme 4 quote:
“I get quire bored and then I am inundated with work all at once . . . Even when I ask my manager if there is work to be done I’m told there is none and then all of a sudden there is.”
“Snr mngt [needs to] apply some discipline around work processes so that people are not working such ridiculous hours”
Theme 5 quote:
“GMs struggle to contain their emotions or contain them only to vent them in inappropriate ways”
“Certain members of management are clearly not handling the pressure in their roles and are taking it out on subordinate staff. I can recall more than 5 episodes where staff have been yelled at in front of the rest of the staff.”



An In-depth look at the
areas of priority action




Of the 12 priorities for action, 7 have been identified as critical for
Immediate action with average engagement score between 40 and 52
out of a possible 100. The following slides break down each of the six
priority areas at the item (question) level for further insights.

Development
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Strategic Intent — Priorities for action (Strategy)

A strategic plan for ACARA has been
developed

2 | I have sufficient knowledge of ACARA's
strategic plan and objectives

3 | The performance targets/objectives of
ACARA's strategic plan seem to make a lot
of sense to me

4 | Our business group's strategy is consistent
with our organisational direction

5 | Our business group's strategy is
realistically achievable

6 | Our business group's strategic planis a
living document used constantly as a
reference for all our business decisions in
our team
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Strategic
intent

Largely ACARA staff know there
IS a strategic plan however it is
not communicated well, it is not
measured well and it does not
translate to the business group
level.

Most concerning for ACARA
staff is that the strategic plan is
not referred to on an ongoing
basis for decision making.




Strategic

Strategic Intent — Priorities for action (Business planning) et

I am sufficiently involved in the development of our business group's
business plans and objectives

2 Our business group's business plan and objectives have been
effectively communicated to me

ACARA staff are
confident that the
organisation can
achieve its strategic
goals and they can see
where their job fits into
the bigger picture
however they feel their

3 Our business group is working well together to achieve our business
plans and objectives

4 If business conditions change, we promptly revise our business group's
business plan and objectives accordingly

5 It is clear to me how our business group's objectives help contribute to
the achievement of our area plans and objectives

6 | am confident that the organisation/team will achieve the strategic 66 voice is not being heard
goals
7 | know where to go to find out more about the strategic goals Staff also feel that
8 | see how my job description matches the organisations strategic intent 60 Busmess Groups are
working well as a team

9 | I have the opportunity to share my views about ACARAS strategic intent but they are slow to
react to change
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Culture/Behaviours — Priorities for action (Values)

Culture/
Behaviours

ACARA has a set of core values and behaviours

2 | understand our core values and behaviours

Some ACARA staff
think ACARA has a
set of core values
articulated and at
the team level they
are somewhat
practiced by staff

3 | believe that our team's values and behaviours are
practised by our team

4 Our values and behaviours are in step with our
business needs

5 | I believe that the values and behaviours are recognised

and rewarded Staff are largely

concerned with

ositive
6 Negative behaviours within the organisation are not zemonstration of
challenged values going
unrecognised and
rewarded
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Culture/Behaviours— Priorities for action (Communication)

I am kept well-informed about the progress of our team

Culture/

2 Rumours are not common in ACARA :
Behaviours

3 | experience free and open two way communication between
4 Employees from different areas communicate well about
issues that require cross team cooperation
5 ACARA uses an effective system to keep me informed on ACARA staff are very

confident that they are
across what their own
team is doing but that
cross business group
communication is lacking

organisational matters (e.g.by intranet, newsletters, briefings
etc.)

6 Things that | should know about are passed on to me in an
open and positive manner

7 I know what other parts of the organisation are working somewhat
towards '
8 I know what our team is working towards
Staff feel that rumours
9 | receive clear communications about organisational are an issue that needs
objectives/goals targets (eg. ACARA, B my own team, C to be address and that
others) they are not sure where

| know where to go to find out about organisational team goals to go for information.

i AUSTRALIAN CURRICULUM,
C (4 (: ASSESSMEMNT AMD
/ : ML REPORTING AUTHORITY



Culture/Behaviours— Priorities for action (Development)

1 [ People are able to achieve strong professional growth in ACARA

2 | am encouraged to question the status quo, and to introduce
improvements wherever possible

3 | actively and productively participate in the setting of my job
objectives

4 | have the authority | need to do my job effectively

5 | I receive the training and skill development | need to perform my
job well

6 | My manager makes sure that | get the training | need

7 | My manager encourages me to make my own decisions as
much as possible

8 | understand the organisations approach to professional
development

9 | feel supported in my work by my line manager

10 | I get regular feedback from my line manager about my

performance
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Culture/
Behaviours

A very high proportion of
ACARA staff feel
supported in the work by
line management and they
feel that they have the
authority to do their job
effectively

On the other end of the
spectrum, staff do not
understand the
organisations approach to
professional development
and as a result
professional growth is
seen to be lacking.




Business processes— Priorities for action (Reporting)

Business
Processes

Most ACARA staff feel that
the organisational team
and individual reporting and
measurement tools are
inadequate

1 | We use the right set of measures to track our
team's performance

2 | As far as | am aware, the reports that our
business group generates appear to be useful
and productive

3 | I receive the reports and measurements | need to
do my job effectively

4 | The measurements | receive of how well our
business group is performing are useful and
relevant

Staff strongly believe that
the measures they receive
do not tell them how well
they are progressing
towards key job objectives.
They also largely believe
that the reports they
receive are inadequate to
do their job effectively.

5 | The reports/performance measures that | use in
my job are very useful

6 | The measures | receive tell me how well | am
progressing towards achieving my key job
objectives
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Business processes— Priorities for action (Partners)

Business
Processes

Most ACARA staff believe
that the systems and
procedures in place to
work effectively with
customers and suppliers
need to be address
across the board.

1 It appears to me to be a priority of our team to have in
place highly effective systems to exchange information
with customers and suppliers - internal and external

2 In our team we are highly effective in anticipating and
meeting changing internal/external customer demands

3 The capture and processing of internal/external customer
complaints in our business group is efficient

4 The systems and procedures that we use in ACARA
interact efficiently with those of our internal suppliers or
providers of services (For Example: ESA, Insync, SEMA,
ACER, EAA)

5 The systems and procedures that we use in our business
group interact efficiently with those of our internal/external
stakeholders

The capture and
processing of complaints
will need to become more
efficient.

6 Our systems and processes enable us to effectively
handle stakeholder feedback on the work we are
undertaking
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