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Overview of Our Model

Culture is linked to many critical performance

measures.

= Culture is about the ‘collective’ effort of individuals
and teams and collective perceptions of the

organization.

= More color is better. High scores indicate that
individuals are clear and aligned regarding what to do,

why to do it and how to do it.

= Less color often point to uncertainty, ambiguity, or

confusion.
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The Denison ‘Systems’ Model of High Performance O
denison

Adaptability Mission
High performing organizations go beyond Employees need to know what they are
‘responsiveness’ and proactively look for EXTERNAL FOGUS expected to do AND why. When Mission is

clear and aligned there is visible line-of-sight

between near term and long-term priorities.

The longer-term purpose of the work creates
\ excitement and motivation.

new and improved ways to do work.
Successes and failures are considered
learning opportunities. Customer needs
and expectations are both understood and
considered as decisions are made. /

BELIEFS &

FLEXIBLE STABLE

Involvement

The workforce must have the skills and
information to execute against strategies
and goals. Teamwork should be

To maximize execution in the workplace it is
important to be able to coordinate across
various boundaries and eliminate silos.

encouraged and practiced. Involved employees INTERNAL FOCUS
9 P ploy Problems must be resolved, and agreement

1;‘ene(; \;iltuve\:/i?h t;egg\rl\iefhoefyof/:vinerns]ﬁike RLENEEmeS reached. Core Values set clear and consistent
P- behavioral expectations.
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Balancing Dynamic Tensions denison

Flexible & Stable External & Internal

Intermal Focus

Adaptable & Integrated Strategically Aligned
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Culture data should do 3 things: denison

Start honest
conversations
that...

lead to thoughtful
actions and...

result in improved
performance.
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Overall Results

Organizational Culture Assessment Results
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Highlights of Overall Culture Results denison:

* Notable increases in clarity and alignment in 7 of the 12 Denison Indexes (10
percentile points is significant)

 We have not only maintained levels of clarity we have increased levels in 7
indexes

« Understanding what the Library District has done to maintain and increase levels
of clarity will be further evaluated and explored by the Leadership Team and
potential focus groups with staff

* Notable increases in clarity and alignment for ‘classified’ staff and sustained
clarity for hourly staff

« All department level data indicate greater levels of clarity now than in 2019
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Highlights of Engagement, Trust, Innovation, dg.nison“

Commitment and Diversity and Inclusion Results

* Overall Engagement scores suggest lower levels of engagement now than in 2019

» Trust results suggest greater levels of trust is experienced by employees now than
in 2019

* Innovation scores remain stable with the exception of the level of support
employees feel for new ideas decreased

« Commitment scores suggest minimal difference between 2019 and 2020 except for
their overall commitment to the organization

» Diversity and Inclusion scores indicate a more critical view of a sense of pride in
the organization’s diversity and the hiring practices, as well as the organizations
ability to minimize subtle acts of discrimination
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2019: Overall 2020: Overall

QUARTILE

st [ond
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Mission ~=
Strategic Direction & Intent

2019 Overall
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EHHS 2020 Overall
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Goals & Objectives

Vision

Core Values 39 +13

Agreement +16

Coordination & Integration L3
Involvement

Empowerment +3

Team Orientation +14

N =64 N =90 Capability Development m m -11
Adaptability

. . . i 82

Notable balance and sustained levels of clarity and alignment i’eat"”g C’:”ge g
. e . - o o o ustomer Focus

Significant increases in clarity and alignment on 7 of the 12 indexes Organizational Learning o1 |BE

Team Orientation, Agreement, Goals and Objectives and Creating Change are the
most notable increases

Organizational Learning and Capability Development decreased significantly which
warrants a deeper dive into the ‘why’ behind the lower scores




Highest & Lowest Scores

2019: Overall
HIGHEST SCORES
Innovation and risk taking are encouraged and rewarded.
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2020: Overall
HIGHEST SCORES
We are able to meet short-term demands without compromising our long-term vision.

- Work is organized so that each person can see the relationship between
his or her job and the goals of the organization.
Customer comments and recommendations often lead to changes.

We encourage direct contact with customers by our people.

There is a clear mission that gives meaning and direction to our work.

2019: Overall
LOWEST SCORES

- Work is organized so that each person can see the relationship between
his or her job and the goals of the organization.
People work like they are part of a team.

m All members have a deep understanding of customer wants and needs.

- Everyone believes that he or she can have a positive impact.

2020: Overall
LOWEST SCORES

- Cooperation across different parts of the organization is actively encouraged- - The capabilities of people are viewed as an important source of competitive advantage.
28 When people ignore core values, they are held accountable: \- Cooperation across different parts of the organization is actively encouraged.

We continuously track our progress against our stated goals.
Our strategy leads other organizations to change the way they compete in the industry.

39 Thereis an ethical code that guides our behavior and tells us right from wrong:

33 There is an ethical code that guides our behavior and tells us right from wrong.
34 When people ignore core values, they are held accountable.

- Business planning is ongoing and involves everyone in the process to some degree.



Engagement
B 2019: Overall (N = 64)
[l 2020: overall (N =90)
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Employee Engagement is an enhanced positive attitude that someone feels toward their work. Engaged employees put forth extra effort and are enthusiastic, energized,
and passionate. Employee engagement results can help leaders and managers understand their employees' attitudes towards their job and organization.

Engagement

My work drives me to go the extra mile.

I am enthusiastic about working for this organization.
I am proud to work for this organization.

| am passionate about my work.

My work energizes me.
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« Engagement scores are well above average (501" percentile) even though there’s a decline this year
* Employees are feeling less passion and energy toward their work this year




Innovation
B 2019: Overall (N = 64) /_,\W POUDRERIVER
[l 2020: Overall (N = 90) = PUBLIC |-|BRAIRY

Organizational Innovation involves two primary processes: the generation of creative ideas and the successful implementation of those ideas. Innovation is
important for every organization as it can yield positive business outcomes.

DIFFERENCE PERCENTILE
0

4

100t
Innovation -5
People are encouraged to be creative. -8
We are able to implement new ideas. -2
New ideas are continually evaluated and improved upon. -4
Support for developing new ideas is readily available.  -14
Innovation is a large part of our business activities. -2

O
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* Innovation scores remain relatively stable
* Employees may feel less support for developing new ideas — a deeper dive into what support they need is warranted
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[l 2020: overall (N =90)

Trust is a belief that co-workers have positive motives and intentions - that one's best interests are considered and that others can be relied upon. In a trustworthy

organization, people communicate honestly and openly, and business is conducted with integrity by adhering to moral and ethical standards.

DIFFERENCE PERCENTILE 1
0 25th 5Qth 75th 100th
@ @ @ ®

Trust 413 | R R K -
1

T
In this organization, decisions are made with employees' best interests in mind. __“92

People in this organization have good motives and intentions. _—7_
This organization conducts business with integrity. =~ +13 _

The people who work here are honest. +9

Employees consider this organization to be trustworthy. +8

1St

QUARTILE

» Trust scores indicate higher levels of trust is felt this year compared to last year
» The District’s response to the pandemic might have influenced perceptions




Commitment
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Employee Commitment reflects the strength of employees' commitment to their organization in terms of (a) their personal attachment to the organization, and (b) their
need and/or desire to remain with the organization.

1
1
DIFFERENCE PERCENTILE :

g 25th 5$h 75th 100th
1

I am highly committed to this organization. = -15
I would recommend working for this organization to others. +4
| feel a strong personal connection to this organization. -1
It would be difficult for me to leave this organization. +5
I continue to work here more out of choice than necessity. -7
I rarely think about looking for a job with another organization. +6

QUARTILE

* Overall commitment scores indicate stable levels of commitment
* While the first item declined the other items remained steady
» We will work to understand what would increase levels of commitment to the organization




Diversity & Inclusion

B 2019: Overall (N = 64) ﬂ POUDRERIVER
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The Diversity & Inclusion module measures how effectively an organization fosters diversity (diverse representation of people) and inclusion (an inclusive and supportive work
environment). The module includes four areas: (1) perceptions of inclusion and respect, (2) a workplace free of discrimination, (3) fair and equal access to opportunities, and (4) leadership
commitment to diversity values.

DIFFERENCE PERCENTILE

0 5t 5cth

75th 100th

Diversity & Inclusion

1
o1

People with different backgrounds are treated with respect. +4

People with different backgrounds are made to feel included and like they belong. ~ +8

Even subtle forms of discrimination are not tolerated. ~ -16

Our recruiting and hiring practices enhance our diversity. -24

People with different backgrounds have fair and equal access to personal and professional development.  -17
People with different backgrounds have fair and equal opportunities for promotion. -6

There is good support for learning about diversity.  +2

We can be proud of our diversity. -16

Leaders are committed to diversity and inclusion as top priorities. -4

We do a good job of rewarding positive diversity efforts.  +12

QUARTILE

» Diversity and Inclusion results suggest an opportunity for us to define what Diversity and Inclusion mean to the
organization

» Consultant will help us determine where we are on a deeper level, define where we want to be, and help us prioritize
the action items needed to lead us forward.




COVID-19 Resilience Assessment
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The COVID-19 Resilience Assessment is designed to help organizations hear from their employees about how they are managing during the COVID-19 crisis. The assessment measures a
number of topics related to resilience, such as employee well-being, work-life balance, communication, tools and technology, goals and priorities, and coordination.

gp ERCENTILE 25th 5@1 75th 100th
COVID-19 Resilience Assessment _ 24 i
|
I understand my organization’'s recommended policies and practices for working effectively _ 23 i
I have the tools and technology that I need to work effectively _- 33 :
The goals and priorities for my work are clear to me i
| am aware of the key priorities that my teammates and colleagues are working on i
| feel that our organization is taking care of me i
| believe that my voice is being heard by leadership in our organization :
| have the support that | need to manage my work-life balance
| feel that we are keeping in close contact with our customers i
We are coordinating effectively across different parts of the organization i
| believe that our organization is adapting effectively i
st 2nd ‘|' Srd 4th

QUARTILE

» Resilience scores suggest an opportunity to share more widely the policies and practices for working effectively;
ensuring employees have the tools they need; and more communication regarding key priorities of their colleagues

» Leadership could be more explicit on the goals we are trying to meet during the pandemic, and that we hear the voice
of employees




Parallel Path to Action Planning

Department/Team/Group Actions

I I Organization-wide actions

I I Department/Team/Group Actions

Leader/Manager Actions
(360 feedback, Team/Group data

&
denison

17



\
A

POUDRERIVER
PUBLIC LIBRARY

Next Steps

Library Leadership Team will meet to further evaluate survey results and determine areas
of focus for 2021

Overall results of the survey along with focus areas will be shared with all staff
Focus groups will be conducted to help us better understand what we’re doing right and
how we can improve

Library Leadership Team will evaluate data collected from focus groups and establish an
action plan

Action plan will be shared with all staff
Diversity and inclusion is a priority
— Our Equity, Diversity and Inclusion Team has sent out a Request for Quote (RFQ) to 7 consultants

— Quotes are due by February 22, 2021

— The consultant will help us evaluate where we are, where we want to be, and help us develop an
ongoing EDI program that will lead us to where we want to be

18



Questions?
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Mission

The Denison Model

»

»

»

Strategic Direction describes a deliberate and targeted set of
emergent activities chosen to achieve the vision.

Having clear, measurable Goals & Objectives directs action and
provides ongoing feedback regarding progress towards the
strategy and vision.

Vision is intended to describe an optimal future-state that
stretches and challenges the organization.
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Adaptability

The Denison Model

»

»

»

The Creating Change index demonstrates the organization's
ability to effectively implement necessary change to achieve the
vision and strategy.

The Customer Focus index demonstrates the organization's
ability to effectively incorporate customer input into decisions
and processes.

The Organizational Learning index demonstrates the
organization's ability to create a safe environment for learning
from both successes and failures and the ability to manage risk.
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Involvement
The Denison Model

»

»

»

The Empowerment index demonstrates the organization's ability
to delegate responsibility and provide clarity on goals and
outcomes relative to the strategy.

The Team Orientation index assesses the organization's ability to
effectively utilize teamwork to get results.

The Capability Development index demonstrates the
organization's ability to invest in their talent for both current and
future needs to successfully execute their vision and strategy.

&
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The Denison Model

»

»

))

The Coordination and Integration index demonstrates the
organization's ability to effectively build key stakeholder
relationships and coordinate across functional boundaries.

The Agreement index demonstrates the organization's ability to
effectively reach agreement on key issues and align actions in
accordance to the decision.

The Core Values index demonstrates the organization's ability to

align behaviors to the values to successfully execute the strategy.
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