ORGANISATIONAL MATURITY QUESTIONNAIRE

This questionnaire is designed to help you establish the maturity of your organisation following the model described by Dr Tony Miller.  It is only to be used in conjunction with the DVD – “Organisational Maturity” and should be completed prior to viewing the DVD.

The factors considered in this instrument for rating the maturity of an organisation are: THINKING FOCUS; WORKING PRACTICE; REWARD STRATEGY; TRAINING & DEVELOPMENT

You are asked to consider the individual behavioural indicators and descriptors within each column and decide which COLUMN of descriptors is most characteristic of your organisation.  You are likely to find that some descriptors from different columns apply to your organisation but are asked to select the column that is most characteristic. You should rate this honestly and not respond with how you would like it to be, or how you think your organisation should be. This material is Copyright - for in company use of for field studies or research seek permission first info@tony-miller.com
EXAMPLE

THINKING FOCUS

The focus of our organisational thinking can typically be characterised as:

	Inventive – creating out of nothing

Discovery oriented – seeing what’s possible

Risk-taking

Visionary – imagining what the organisation could become

Future focused

Targeted at exploring possibilities and ruling nothing out


	
	Increasing efficiency

Establishing and consolidating      know-how

Managing/minimising risk

Targeting what needs to be achieved by the ‘end of the month’

Identifying opportunities for expansion

Establishing and communicating organisational beliefs
	
	Maintaining the status quo

Concern with increases in    competition

Managing costs out

Concern over declining profits

Potential ‘end of the line’ for     activities or products


	
	Questioning the status quo – challenging every aspect of organisational life and activity

Grasping the need for radical     change

Exploring opportunities to     experiment and enter fields 

Establishing where to take risks
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WORKING PRACTICE

Our approach to work may typically be characterised as:

	Highly energetic

Targeted at creating a future

Committed to developing key      stakeholders

Entrepreneurial

Offering high levels of      independence and autonomy

Guided by visionary leadership


	
	Long hours

Managed for efficiency

Prioritising to meet key     stakeholder needs 

Setting up processes and      systems

Adoption of common     standards

Formalisation of management     practice

Focused on improving market     position 
	
	Life balance issues

Functional focus

Focus on meeting stockholder    needs 

Maintaining processes

Reinforcing lines of    management

Initiatives focus on cost cutting and rationalisation

Focus on holding market    position or managing its potential or actual decline, 


	
	Re-energising

Breaking down barriers

Focus on re-vitalising existing     or finding new stakeholders

Recreating the organisation

Encouraging and facilitating     entrepreneurial style where this hasn’t existed

Focusing on what really works and should be pursued




	
	
	
	
	
	
	
	
	
	
	
	
	
	
	


REWARD STRATEGY

Our reward strategy may typically be characterised as:

	No formal pay scales

Fluid boundaries between jobs; no job evaluation system

Pay above market rate to attract talent

Rewards or bonus for performance are completely   discretionary

Pay decisions are made by a few individuals at the top

Sick pay and/or overtime is considered in an ad hoc fashion


	
	Grading and pay structures in    place

Formal job evaluation process

Market rates monitored    systematically using survey data

Performance related rewards    formalised

Pay decisions centrally controlled with some discretion devolved

Benefits packages devised for    cost effectiveness


	
	Frequent reviews of pay levels

Job evaluation works to    reinforce established structure

Benefits allocated hierarchically

Bonus reward strategy regarded as ‘timid’

Moves to curb manipulation of     appraisal/reward mechanism   required

Increments seen as service related

 
	
	Questioning of reward practices

Shift to de-layering and use of     broad band classification of roles by competence

Benefits replaced by straight cash

Rewards for demonstrated added value only

Focus shift to broad trends and ‘hot spots’




	
	
	
	
	
	
	
	
	
	
	
	
	
	
	


TRAINING & DEVELOPMENT

Our approach to training and development may typically be characterised as:

	Individuals develop through     experience in the job

Trial and error abounds

No formal training strategy

Reactive; people learn in order to get the job done

Requirement to ‘hit the ground running’


	
	Formal training provided

Development is guided by practices such as performance     appraisal

Training and development is     budgeted for systematically

Strong technical orientation in     training provision

Managerial training and leadership development appear on the curriculum


	
	Training and development events granted as reward for performance not to enhance it

Viewed as a cost that can be cut

Courses and events have become     institutionalised and remain on the curriculum irrespective of     relevance


	
	Concerted effort to create a  ‘learning organisation’ maximising learning from all quarters

Strategic perspective adopted to identify what training and development can add most critically

Transition management and change orientation feature heavily




	
	
	
	
	
	
	
	
	
	
	
	
	
	
	


ORGANISATIONAL MATURITY QUESTIONNAIRE SCORING GUIDE

Transcribe your scores for each section in to the corresponding boxes below and add up the number of ticks in each column

THINKING FOCUS

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	


WORKING PRACTICE
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	


REWARD STRATEGY
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	


TRAINING & DEVELOPMENT
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	


TOTAL

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	


The largest total indicates the most characteristic column for your organisation.  

Your average score will give you a position on the organisation maturity grid – use the descriptors as shown below:

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	


	
	Phase One
	
	
	
	
	Early Phase Two
	
	
	Late Phase Two
	
	
	Phase Three
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Organisational Maturity Chart
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