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Rate the following statements and then select those issues for action planning purposes.
Consistently characteristic: the statement is consistently characteristic of how the organisation works.

Occasionally characteristic: the statement is occasionally characteristic of how the organisation works.

Not characteristic: the statement is not characteristic of how the organisation works.

1.

Managers only appear interested in career planning for themselves.

Career development is only a minor part of annual performance appraisal.

Training programs are not very relevant to staff needs.

People are promoted on personal relationships rather than merit.

Managers are reluctant to release people for training and development courses.

There is a lack of funding for tertiary programs.

Managers refusing to release people to development placements.

Staff lack sufficient technical training to do their jobs competently.

Women are not actively encouraged to apply for promotional positions.

10.

Performance standards do not apply equally to men and women.

11.

Female managers are more harshly judged than their male counterparts.

12.

There is a lack of formal process committed to professional development.

13.

The organisation lacks clearly defined career pathways for staff.

14.

Managers are reluctant to use performance rating scales objectively.

15.

Job descriptions focus on job tasks rather than emphasising competencies and job outcomes.

16.

The performance appraisal structure is inadequate for properly assessing job performance.

17.

There is no established way of appealing a poor performance rating in annual appraisal.

18.

Development and succession do not sufficiently consider issues of ethnicity.
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Climate Improvement Exercise

1. Identify those statements listed by individuals as consistently characteristic.

2. Rank them in priority order on the basis of the level of impact they have on how well
people work.

3. Agree on the major priorities. Try for a limit of three or four priorities.

4. Possible actions.

Consider responses to the issues identified in the analysis. The following are examples you

might investigate:

= Review published information on development and succession planning to ensure its clarity
for staff.

= Ensure that processes for staff to access appropriate development activities are transparent
and commonly understood.

= Review existing accreditation relationships with tertiary institutions to maximise the
transportability of completed programs.

= Audit the effectiveness of existing performance assessments by managers. Do they provide
sufficient distinction between performance levels?

= Audit the capacity of managers to competently complete performance assessments.

= Review the effectiveness of documented development plans.

= Review development and succession planning processes for gender and ethnic sensitivity
and/or bias.

5. Specify the actions requiring immediate attention:
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