The Strategic Planning Group’s

ORGANIZATION VITALITY INDEX (OVI)

Self Assessment of Your Organization’s Culture

The OVl is a simple web-based survey used to assess the current state of the culture, as perceived by the employees.

There are three major components to the output from the Organization Vitality Index. The “spider web” diagram quickly illustrates the
strengths and weaknesses as seen by employees. The detailed results are provided so that an analysis of the major contributory causes for the
assessment can easily be conducted. Finally, the verbatim responses for each section provides insight into the emotional opinions of the
respondents.

The results are used to identify priority improvement areas so that action can be taken to close the gaps and improve performance in areas of
greatest importance. Results across business units can also be compared.
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Detailed Data of Components for
Each Major Segment of the Survey

* Enterprise
* Resources

* Knowledge
* Deployment

current year's plan vs. next few years.

Open-ended, Verbatim
Comments for Each of the
Strategic Facets of the
Organization Vitality Index

The strengths and weakness highlighted in the Organization Vitality Index output will
form the basis of the improvement plans. The resulting action plans should be focused
on those areas of greatest weakness as well as leveraging key strengths.
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