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Context	
  
University: 
§  Diversity Strategic Plan, Diversity Report 

Survey 
§  Strategic Plan 
§  Planning-Assessment Continuum 

Library: 
§  New Dean of Libraries hired October 2013 

§  4 deans between 2003-2013, 2 interim 
§  Assessment Committee and Plan 
§  Diversity Committee and Plan 
§  Participation in LibQUAL+® survey 
§  Organization and Personnel 

§  5 Divisions, 7 Standing Committees 
§  41 Staff, 21 Faculty and Professional Staff 
§  11 Supervise Staff 
§  96% Caucasian (CQ results) 
§  66% Female (CQ results) 

 

Goals	
  
ClimateQUAL® aims to: 
§  Foster a culture of healthy organizational 

climate and diversity 
§  Help libraries better understand staff 

perceptions of organizational climate and 
diversity 

§  Facilitate the on-going collection and 
interpretation of staff feedback 

§  Identify best practices in managing 
organizational climate 

§  Enable libraries to interpret and act on data 
 

Task	
  Force	
  Charge	
  
Implement, analyze, and generate 
presentable themes from the 
ClimateQUAL® assessment, and make 
recommendations based on the 
results. 
 

Methods	
  
ClimateQUAL® Organizational Climate and 
Diversity Assessment, an initiative of the 
Association of Research Libraries (ARL) 
§  Survey all 62 library employees 
§  Analyze results with guidance from ARL and 

following the examples of partner libraries 
 

Results	
  
There was a 95% (n=59) response rate to the 
survey and 32% (n=19) of respondents wrote 
open-ended comments resulting in 35 discrete 
statements. Five areas were selected for 
organizational improvement efforts: 
1.  Interpersonal Justice 
2.  Distributive Justice 
3.  Structural Facilitation of Teamwork 
4.  Team Psychological Empowerment in the 

Workplace 
5.  Organizational Withdrawal 
 

Transparency is Key 
§ Communicate survey purpose and process, including what results and reports employees will receive. 
§ Explain how employee privacy is protected and ways to remain anonymous. 
§ Why is the library participating in ClimateQUAL®? What will be shared with all employees? 
 

Committee Membership Matters 
§ Include employees from all levels of the library organization. Select a Chair who is not responsible for employee 

review, advancement decisions, or grievance processes. 
§ Ensure members are engaged, aware of human subjects research, and have the time and skills to participate. 
§ What roles do committee members hold in the library, and what authority? How are members perceived by 

colleagues? 
 

Set Expectations 
§ Explain the scope of the survey, what story the resulting data can and can not tell. 
§ Clarify what types of decisions and changes will be made based on the results. Indicate who will make 

recommendations and who will make change decisions. 
§ What will the data show? What will happen with the data? Who decides? 
 

Data Takes Time 
§ Utilize the models recommended by ARL and ClimateQUAL® partners. 
§ Delegate analysis to committee members with the requisite expertise. 
§ What do we do with mean differences? Why should we pay attention to 20% of employees who wrote 

comments? 
	
  
Plan and Act 
§ Outline the steps for survey implementation, analysis, recommendations, and action and communicate these to 

library employees. 
§ Address a manageable number of organizational climate scales and organizational attitude measures. 

Implement organizational improvement strategies. 
§ When will employees see the results and action? Which areas of the climate survey will the library address first? 
 

Recommenda8ons	
  
Five areas on which to focus organizational 
improvement efforts were identified: 

1.  Communication: Set parameters for 
decision-making (e.g., if you have a proposal 
to whom and how do you bring it forward) 
and clarify the ways in which all employees 
can influence decision-making. 

2.  Competencies/Training: Identify Core 
Competencies for supervisors that outline 
expected behaviors and how those behaviors 
will be evaluated. 

3.  Resources: Create and post a list on the 
Intranet of compensation, recognition, and 
benefits that currently exist; communicate 
these annually. 

4.  Recognition: Implement a formal and 
consistent system of library-wide 
communication to highlight and recognize 
employee and group accomplishments. 

5.  Workplace: Document structures in place 
that influence/frame teamwork. 

 

Steps	
  to	
  Date	
  
§  Strategic Plan complete 
§  Intranet and Human Resources onboarding 

resources updated 
§  Committee procedures revised 
§  Sub-groups and committees tasked with 

addressing recommendations 
 

Next	
  Steps	
  
§  Sub-groups and committees address 

recommendations 
§  Gather additional information via 

document review, surveys, focus groups 
§  Implement changes 

§  Repeat survey in 2016 
 

Timeline 
2012 
§  Proposal for ClimateQUAL® Submitted by 

Assessment Committee – June 
§  ClimateQUAL® Task Force Formed by Dean 

of Libraries – October 
 
2013 
§  ClimateQUAL® Survey – January 
§  ARL Report Received – April 
§  TF Data Analysis – May-August 
§  TF Report & Presentation – September 
§  Feedback Period & TF Response – October 
§  TF Work Complete – October 
§  Strategic Planning – September-May 2014 
 
2014 
§  Strategic Plan Complete – May 
§  ClimateQUAL® Task Force 

Recommendations Prioritized by Library 
Administrative Advisory Group – Summer 
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Date:  October 9, 2013 
To:  Shali Zhang, Dean of Libraries 
From:  Kate Zoellner, Chair, ClimateQUAL Task Force 
Re:  ClimateQUAL Follow-Up 
 
 
This document collates the comments and questions the ClimateQUAL Task Force received in 
response to our September 30 all-library presentation and Task Force Report, as well as the ARL 
Report. We are thankful to everyone who submitted feedback and ask that you add the 
recommendations and comments below to the body of ClimateQUAL data you move forward. It is 
the Task Force’s hope that individuals will continue to review the reports, conduct additional 
analyses, and propose recommendations. 
 
The Task Force received comments from five individuals. Specific recommendations from the 
comments are listed first, followed by general comments, then comments made about, and questions 
asked in response to, specific Task Force recommendations. The Task Force’s responses to the 
questions we received are in the last section, too. 
 

Specific Recommendations 
I would encourage the library to engage staff through staff only work groups. The mix of faculty and 
staff on work groups is necessary in some situations, but I’ve seen that there becomes an imbalance 
in the roles assigned to staff and faculty: the faculty get to do the cool parts and staff get stuck with 
more menial duties. 
 
We should better highlight the Organizational Strengths identified in the report. 
 
The library may benefit from a flatter organizational structure with fewer supervisors. I sometimes 
get the impression that too many basic matters are trumped up because supervisors need something 
to do. They need problems to solve and take credit for, instead of finding real priorities. The whole 
university seems like this, so the library is not special in that regard. 
 
There should be a method of redress identified for use if any employee feels that they were treated 
rudely or disrespectfully by another employee. 
 
… Not sure it’s practical/possible to have a recommendation to define advancement 
opportunities… Maybe the recommendation should be to communicate how advancement is 
possible within the regulations of a University and State position. 
 
I hope this action item will address communications with all stakeholders from the beginning of a 
process or project, etc.  And how we will hold people accountable for using the appropriate (or 
inappropriate) communications channels. 
(In response to the Task Force recommendation “Develop and articulate formal internal 
communication channels, opportunities, and feedback loops.”) 
 
Maybe the recommendation should be to communicate how advancement is possible within the 
regulations of a University and State position. 
(In response to the Task Force recommendation “Define and communicate advancement 
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 Date: September 20, 2013 
 To: Shali Zhang, Dean of Libraries 
 From: Kate Zoellner, Chair, ClimateQUAL Task Force 
 Re: ClimateQUAL Task Force Report 
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BACKGROUND&
The ClimateQUAL Task Force (Task Force) met during summer 2013 to review the Mansfield Library’s 
January 2013 ClimateQUAL survey results. In addition to implementing the survey the charge of the 
Task Force was to generate presentable data/themes/outcomes from the survey, present the survey 
results to all library employees, and make recommendations for future actions to the Division Heads 
group (subsequently changed to the Library Administrative Advisory Group). Task Force members are 
willing to transition their knowledge on the survey to any new groups formed to move the 
recommendations forward. Task Force members included: Julie Biando Edwards, John Greer, Kathy 
Hendricks, Jeff Hjelt, Glenn Kneebone, Patti McKenzie, and Kate Zoellner. 
 
Survey&Composition&and&Purpose&
The ClimateQUAL® Organizational Climate and Diversity Assessment (OCDA) is the only standardized 
library program to capture library employees’ diversity and work place perceptions. The OCDA focus is 
an online survey that captures information about all library employees’ “perceptions concerning (a) [the] 
library’s commitment to the principles of diversity, (b) organizational policies and procedures, and (c) 
staff attitudes. It is an online survey with questions designed to understand the impact perceptions have 
on service quality in a library setting.”1 The survey consists of approximately 150 questions representing 
nine climate dimensions, seven organizational attitude scales, and demographic questions. There is also a 
free-text comments box at the end of the survey. The OCDA provides the library baseline data that can 
be compared with data from future administration of the survey as well as data from other libraries; to 
date twenty-nine academic libraries have participated in the ClimateQUAL survey. 
!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!
1 Association of Research Libraries. (2012). About ClimateQUAL® Organizational Climate and Diversity 
Assessment. Retrieved from: http://www.climatequal.org/about 

Scale&Descriptive&Statistics:&UM1Missoula,&Institutional&Norms,&and&Individual&Norms

UM1Missoula Institutional&Norms Individual&Norms Mean&Difference

Mean St.&Dev. St.&Error n Mean& St.&Dev. Min. Max. n Mean& St.&Dev. Min. Max. n
Inst.&Mean&

Diff.
&Indiv.&Mean&

Diff.
ORGANIZATIONAL*CLIMATE*MEASURES
Climate&for&Organizational&Justice
Distributive*Justice* 3.67 1.68 0.10 51 3.75 0.41 2.95 4.79 29 3.76 1.57 1 7 3,850 90.08 90.09
Procedural*Justice* 4.49 1.94 0.19 39 4.37 0.43 3.06 5.43 29 4.39 1.64 1 7 3,219 0.12 0.10
Interpersonal*Justice* 5.21 1.82 0.15 44 5.78 0.28 4.76 6.43 29 5.80 1.49 1 7 3,784 !0.57 !0.59
Informational*Justice* 5.08 1.80 0.15 44 4.92 0.35 3.74 5.88 29 4.94 1.58 1 7 3,743 0.16 0.14

Leadership&Climate&
Leader9Membership*Relationship*Quality 5.92 1.19 0.05 56 5.60 0.23 5.15 6.01 29 5.61 1.48 1 7 4,271 0.32 0.31
Authentic*Transformational*Leadership 5.47 1.49 0.06 56 5.29 0.32 4.62 5.88 29 5.22 1.36 1 7 4,534 0.18 0.25

Climate&for&Deep&Diversity&
Standardized*Procedures 5.10 1.61 0.07 55 4.99 0.40 3.80 6.05 29 4.99 1.40 1 7 4,547 0.11 0.11
Valuing*Diversity 5.54 1.35 0.05 57 5.31 0.43 4.22 5.98 29 5.34 1.25 1 7 4,610 0.23 0.20

Climate&for&Demographic&Diversity&
Race 6.67 0.87 0.05 52 6.37 0.26 5.67 6.74 29 6.35 1.19 1 7.4 4,056 0.30 0.32
Gender 6.53 1.08 0.05 55 6.24 0.25 5.68 6.77 29 6.23 1.29 1 7 4,224 0.29 0.30
Rank 5.36 1.56 0.07 55 5.13 0.34 4.51 5.86 29 5.15 1.42 1 7 4,266 0.23 0.21
Sexual*Orientation 6.63 0.91 0.05 52 6.40 0.20 5.90 6.81 29 6.41 1.09 1 7 3,693 0.23 0.22

Climate&for&Innovation:&Co1worker&support 5.38 1.70 0.07 56 5.28 0.24 4.83 5.95 29 5.31 1.18 1 7 4,620 0.10 0.07
Climate&for&Continual&Learning 5.21 1.43 0.06 56 4.91 0.29 4.13 5.43 29 4.93 1.21 1 7 4,661 0.30 0.28
Climate&for&Teamwork&
Benefits*of*Teams 5.42 1.48 0.06 56 5.49 0.23 4.99 5.86 29 5.51 1.25 1 7 4,251 90.07 90.09
Structual*Faciliatation*of*Teamwork 3.92 1.78 0.08 55 4.20 0.42 3.11 5.05 29 4.24 1.57 1 7 4,188 90.28 90.32

Climate&for&Customer&Service& 5.27 1.27 0.05 57 5.17 0.37 4.32 5.89 29 5.21 1.26 1 7 4,098 0.10 0.06
Climate&for&Psychological&Safety 4.56 1.56 0.07 56 4.87 0.33 4.20 5.52 24 4.95 1.20 1 7 3,442 90.31 90.39
ORGANIZATIONAL*ATTITUDE*MEASURES
Job&Satisfaction 4.90 1.57 0.05 59 5.15 0.31 4.31 5.86 29 5.11 1.46 1 7 4,752 90.25 90.21
Organizational&Commitment 4.69 1.62 0.05 59 5.00 0.39 4.29 5.76 29 5.01 1.42 1 7 4,905 90.31 90.32
Organizational&Citizenship&Behaviors 4.87 0.87 0.03 59 5.04 0.16 4.79 5.44 29 5.03 0.99 1 7 4,663 90.17 90.16
Organizational&Withdrawal* 3.34 1.65 0.06 58 2.79 0.25 2.03 3.28 29 2.74 1.71 0 7 4,864 0.55 0.60
Psychological&Empowerment&in&the&Workplace 3.28 2.07 0.08 57 4.81 0.27 4.10 5.31 29 4.80 1.61 1 7 4,528 !1.53 !1.52
Task&Engagement 5.91 1.30 0.04 58 5.92 0.24 5.13 6.34 29 5.90 1.30 1 7 4,580 90.01 0.01
Work&Unit&Conflict*&
Interpersonal 2.61 1.59 0.07 55 3.00 0.41 1.97 3.71 29 3.01 1.47 1 7 4,609 90.39 90.40
Task 2.99 1.28 0.07 53 3.44 0.28 2.57 3.92 29 3.46 1.28 1 7 4,581 90.45 90.47

*These&scales&are&reverse&scored.&Lower&is&better&for&these&scales.
Italicized4green4text4indicates4where4there4is4a4difference4of4at4least40.54between4UM4and4Institutional4or4Individual4means.
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Review&Template&
!
Organizational&Scale&and&Definition&
Definitions!cut!and!pasted!directly!from!the!ClimateQUAL!ARL!report!for!either!an!
Organizational!Climate!or!an!Organizational!Attitude!scale.!
!
ClimateQUAL&Data&(mean&scale&1&low&–&7&high)&–&some&are&reverse&scaled&
The!following!quantitative!information:!

• The!mean!score,!the!average!of!individuals’!responses!for!each!scale.!Most!scales!were!
measured!from!1!(low)!to!7!(high),!some!are!reverse!scaled!

• The!percentage!agreement,!the!percent!of!individuals!who!rated!the!item!5.0!or!greater,!
indicating!some!agreement!that!the!scale!is!present!in!the!library.!

• The!number!of!individuals!who!completed!the!question!(i.e.,!n=).!Not!that!while!59!
individuals!responded!to!the!survey!not!everyone!completed!each!question.!

!
The!same!three!elements!above!are!provided!by!rank,!by!team/division,!by!gender,!and!in!some!
instances!by!manager!position.!
!
The!difference!between!Mansfield!Library!and!Institutional!and!Individual!Norm!mean!scores!
and!percentage!agreement.!
!
For!some!scale!areas!other!ClimateQUAL!data!was!included,!such!as!“percentage!of!your!work!
done!independently”.!
!
ClimateQUAL&Comments&
Respondent!comments!that!represent!the!climate!scale.!
!
Context&(e.g.,&specific&library&structures,&policies,&practices)&
!
Additional&Data/Info.&Needed&&&How&to&Gather&that&Information&
!
Recommended&Improvement&Strategies/Activities&(actionable&steps)&
!
 


