

















ClimateQUAL™: Organizational Climate and Diversity Assessment

Curriculum to identify more effective means
of publicizing activities.

o Appointed a Government and Geographic
Information Services Task Force to create a
new model for service as a Regional Deposi-
tory.

o [Established a blog for instructions, informa-
tion sharing, meeting agendas and discussion
topics. '

*  Charged teams to review their meeting
management practices to ensure that teams were us-
ing meeting time efficiently.

* Developed a system to recognize staff
achievements and contributions beyond the Librar-
ies’ Staff Awards Program (http://www.lib.umd.
edw/PUB/AWARDS/desc_awards.html).

*  Reorganized the Human Resources and
Budget Office into separate entities to more effective-
ly address needs of the organization and library staff.

* Revised the Organizational Citizenship
Expectations and each library staff now applies these
to their yearly work plans (http://www.lib.umd.
edu/groups/learning/citizenship.html).

*  Evaluated and streamlined recruitment and
hiring processes.

*  Formalized financial support for develop-
ment activities for library staff: non-exempt staff,
$250; exempt staff, $500; graduate assistants, $250;
library faculty with permanent status, $1100; and
library faculty without permanent status, $1400.

* Piloted a leadership assessment tool to help
supervisors understand their strengths and areas for
improvement.

*  Creating supervisory core competencies,
which will support training, performance review, and
other development activities. (to be completed by
February 2008)

*  Send one to two library staff to the campus
Leadership Development Institute each semester.

*  Developed Guidelines for Teams, a resource
for ongoing team development (http://www.lib.umd.
edu/groups/facteam/GuidelinesFinal050928.pdf).

* Documented policy and procedures for mer-
it and other HR processes such as acting capacity,
administrative stipends, salary buyouts, and overload
to provide all library staff with more information.

* Hold brown bag lunches and forums on
diversity topics such as “RethinkingDiversity” and
“LGBT Forum.”

As a means for tracking how the results were ad-
dressed, a table was created to map each of the survey
concepts to the various interventions identified. In
some cases, a specific intervention addressed multiple
concepts. See examples in Table 3.

It is important to remember that the data tables
reflect aggregate numbers. The full ClimateQUAL™
reports are far richer. They provide data based on the
demographics—library unit, gender, race and ethnic-
ity, religion, age, length of service, and sexual orienta-
tion. Thus, differences between the staff groups who
were present for different years of the survey can be
assessed. Similarly, looking at race and ethnicity can
give deeper understanding of differences. UM learned
that the climate for diversity was good, and that all
groups perceived improvement between 2000 and
2008. But UM also learned that there was a consistent
gap in perceptions of majority and minority employees
in each of the survey results. This serves as a reminder
that there are larger social forces always at play. About
these UM may be able to do very little, but within the
library organization we can do quite a lot to change
the diversity climate landscape. In the end, we should
tackle the problems in climate that are within our
reach and unapologetically ignore those that are not.

Community-Building

As with any survey results, institutions use Climate-
QUAL™ analyses in myriad ways, varying from cur-
sory to deep interpretation. The unique organizational
make-up of each library staff contributes to (if not
creates outright) individual feelings or experiences
specific to each institution, or in other words, a li-
brary’s culture and climate.

There is no one-size-fits-all method of interpret-
ing the results, nor is there a standardized method of
determining and implementing changes necessary to
improve the library’s organizational health. In order
to address identified issues or concerns in their entire-
ty, the unique library climate must be understood by
those attempting bring about change. The participants
have come together and have shared improvement
strategies that they have developed partly in response
to ClimateQUAL™ and partly in response to the rest
of the organizational pressures they are experiencing.

One of the participants was engaged in focusing
on the organizational development aspects of the find-
ings and -engaged into detailed follow up with focus
group and consulting activities with staff members to
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TABLE 3
University of Maryland Survey Concepts and Interventions Map
Assessment Results of What Has Been WhatIs Currently | What Needs To Next Steps
Areas / Scales Scales Completed Being Done Be Done
Survey Results
Respectand | In the * Hearing held to * Applying revised * Continue en-
Fair Treatment | middle discuss revised Orga- | Organizational couraging use of
nizational Citizen- | Citizenship Ex- OCE’ in PRD’
ship Expectations pectations library and workplans.
(OCE%) — (12/05). | wide.
* Evaluate the
» Staff notified prior | * Informing staff effectiveness of
to mid-year review | if PRD’ lack the application of
if documentation OCE’s (ongoing). OCE.
lacked OCE’s (2006)./ .
Dissemination | People up * Recruitment and * Applying revised | * Emphasize * Evaluate the
of Information | to date but | hiring processes Organizational LAG’srolein | effectiveness of
it differs by | evaluated by Plan- Citizenship Ex- | communicating | the application of
division ning and Adminstra- | pectations library | with staff. OCE’%.
tive Services Division | wide.
(PASD) in order *» After hire of |* Continue to
to streamline and * Continuing to | new Head of | adjust strategies,
improve them (2005- | streamline pro- HR Office, re- | emphasizing effi-
6; preliminary reports | cesses and incor- | view all strate- | ciency, responsive-
at 12/06 All-Staff porate campus gies (2007). ness to candidates,
Sessions). requirements. competitiveness,
and appeal of
UMD as an em-
ployer.

understand the specific issues surfaced. In this setting
there was also a driver for a five year review process
of the leadership of the organization and a strategic
planning process that started to unfold in full soon
after the ClimateQUAL™ survey took place. An-
other participant engaged in follow up focus groups
with only those departments where issues seemed to
emerge. A third institution followed up with staff dis-
semination of the results and engagement of all the
participants in defining intervention strategies. Our
understanding of the improvement strategies devel-
oped by participants and their effect on service quality
issues is unfolding as the diversity of the participating
libraries is increasing.

One benefit of ClimateQUAL™ is the intimate
community created by participating institutions.
Through participation, these institutions are demon-
strating the value of the staff as distinct individuals
and committing to better understand and engage their
organizations as a whole. This growing community of
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participants uses in-person events, an online shared
workspace, and conversations to share strategies used
in further understanding issues raised by the survey
results and actions taken to address these issues. This
sharing of insights adds great value to the Climate-
QUAL™ protocol, and is considered an integral part
of its success. Sustaining continued commitment by
the community is critical for the success of any new
measures initiative and for ClimateQUAL™: OCDA
as well. A major challenge lies ahead of us in the area
of supporting these institutions in developing and
implementing improvement strategies as appropri-
ate for their setting by emphasizing the right mix on
diversity, leadership, organizational development, jus-
tice (distributive, procedural, interpersonal) and inno-
vation and climate for learning aspects.

As organizational systems and procedures are
adjusted properly to effect a ‘healthier’ organizational
climate, we expect to see higher job satisfaction, less
work conflict, greater organization commitment, en-
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gagement, empowerment and ultimately improved
customer service. Understanding the linkages be-
tween the elements of the organizaional climate and
improvements in customer ‘service is what makes the
ClimateQUAL™ beat engaging.
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