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Organizational  Readiness  Inventory  Profile  James   

L. Moseley and Douglas J. Swiatkowski 3   

3  

/

Learning,   Organization, People    3 

Knowledge    Technology 2 3 

 

 

4. (

7

1 Educational activities are linked to 

business goals. 

 
3 3 2 2  

2 Development is linked to strategies of the 

organization. 

 
1 3 2  

3 
Resources are allocated for employee 

development. 

 
1 3 2  1 

4 

This is an organization that identifies 

 levels of resistance, recognizes the  

source(s), and takes a proactive  

approach. 

 

1 3 2   

5 
Activities are benchmarked and  

measured over time. 

 
3 2  1  

6 
An organization needs a consistent  

plan of action. 

 
2 3  1  

7 

The organization recognizes that  

developmental activities will pay off  

over time on the bottom line. 

 

3 3 2   
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7

8 
The organization is aware of its  

position  in the global marketplace. 

 
1 3 1   

9 

Success depends on an organization’s 

 ability to deliver a level of   

excellence respected by all who rely 

on it. 

 

2 3 2   

10 
Fiscally sound decisions are made to 

 support  organizational goals. 

 
1 3 1   

11 

An organization’s ideal vision forms  

a framework through partnership  

with clients, stake-holders, and  

sponsoring and regulatory agencies. 

 

1 3 2   

 

 4.1  2 3 

11  (Strategy) 

 

4. (
 

7

1 
The organization must stand apart  

from  its competition. 
1 2  

2 
Fewer managers, more teams is  

the trend. 
1 1  1   

3 
Performance is valued more than  

placement. 
1  1 1   

4 

Internal and external scanning reveals  

the organization’s strengths,  

weaknesses, opportunities,  

and threats. 

 2 3  1  
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7

5 

When change occurs,  

the organization enters  

into a destabilization process. 

2 1 1    

6 

Training partnerships allow  the  

organization to obtain different  

insights on internal organizational  

issues. 

1 2 2   

7 

Repositioning evaluation as an  

integral part of performance  

improvement can increase its  

credibility, utility, and institutionalization. 

1 1 2 1   

8 

Deming’s Fourteen Points  

philosophy provides  

the guidelines for creating  

an environment for a TQM system. 

1 2 2  1  

9 

The organization supports  

organizational scanning efforts  

through analysis of the organization,  

people, and work facts. 

 1 3 3 2  

10 Outsourcing or “right sizing” is an issue 

of competency. 
3   

11 

Human resource development  

policies and procedures shape the  

manner in which work  

is accomplished. 

 1 3   

 

4.2  2 3 4 9 

11    3  

(Structure) 
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4. (

7

1 
The organization cannot be held captive 

to key people; there must be processes 

that other people could step up and use. 

 1 1 2  

2 
Information is utilized, managed,  

practiced, and disseminated. 
 1  2 2  

3 
Processes exist to ensure that things  

are done right the first time. 
 1 1  1  

4 
Interviews are structured to produce 

information needed to make sound hiring 

decisions. 

2  1   

5 

A performance consultant should  

view systems work as an exercise in  

forecasting. 

2  1  1 1 

6 

In order to be successful, employee  

development systems should promote  

personal growth, enrichment, and self-

learning. 

 3 3 2 2 1 

7 
Managing a training function requires  

familiarization with the instructional 

systems design (ISD) process. 

 1 1 1 1 1 

8 
Inputs and outputs of all processes  

must be identified. 
 1 2  3  

9 

Employee strengths and areas of expertise 

are routinely inventoried, documented, 

and shared with all so other employees 

know where to turn for information and 

assistance. 

 1 1 1 2 2

10 
Processes in the organization are 

identified and represented in some way 

(policies, flow charts, etc.). 

  2  2 2

11 

Employees and managers understand the 

impact that their decisions have on the 

organization’s processes. 

1 1 2 1   
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4.3  2 3 1 2 

6  8   9 10   6   

(System) 

 

4. (

7
S

1 The organization values diversity in 

personnel. 
 1 3  

2 There is a drastic shortage of skilled 

labor. 
   3   

3 
People who are hired possess necessary  

skill  sets. 
 1  3 2  

4 Retaining employees is beneficial. 1  2   

5 Opportunities for advancement exist.   2 3   

6 
The educational/skills background of its  

people reflects the organization’s needs. 
  2 3   

7 
Alternative sources of human capital are  

valued (outsourcing, interns, co-ops, etc.) 
1  1 1   

8 
Positions do not remain vacant for an  

extended period of time 
1  1 2   

9 
A competency driven process is used to  

fill vacancies. 
  1 3   

10 
Staffing needs are integrated with key  

business systems. 
  3 3 2  

11 
Employees are hired to ensure  

competitive vision. 
  3 3   

 

4.4  2 3 1 2   

3  5   9  10 11     

8  (Staff) 
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4. (

7
S

1 
Managers are involved in coaching and  

providing feedback to employees. 
 2  3 1  

2 
Employees are empowered to make  

decisions. 
 1 1 3 1  

3 
Employee input is encouraged and  

listened to. 
 2  3 1  

4 
Laughter and having fun while working  

are encouraged. 
 1 2 1   

5 
A collaborative versus a competitive  

atmosphere exists within the organization. 
  3 2   

6 
Performance improvement specialists  

need to possess cultural self-awareness. 
 1 2 2   

7 

Gut feelings and hunches should not be  

immediately dismissed, but considered  

based on the experience of the individual  

asserting them. 

 1 1 3   

8 
Congruence exists between the  

organization’s beliefs and actions. 
  3    

9 

Obvious trappings of position, reserved  

parking, separate facilities, should not  

exist. 

1  2    

10 

Management should regularly receive  

frank and honest feedback from those  

they supervise. 

 1 2 2   

11 
Mistakes are expected and are viewed as 

excellent opportunities to learn. 
 3 1 2 1  

 

4.5  2 3 1 2   

3  5  7  8   11    7    

(Style) 
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4. (

7
S

1 Potential for career development is 

realized. 
 1 3 1 

2 Skill requirements today change quickly.  1 1 2 1  

3 
Our employees’ performance must stand  

apart from the competition. 
1 1 1 2   

4 
The organization is able to adapt its core  

skills to a rapidly changing environment. 
 2 2 1   

5 
Reward and recognition systems credit  

skill development. 
 1 2 2   

6 
Experience levels are recognized and  

valued. 
 1 2 3   

7 

The organization provides needed “tools”  

for employees to perform at their  

optimum best. 

  2 2  1 

8 

Assessment centers identify management  

and executive candidates and observe and  

assess their behavior. 

  2 1  1 

9 
Managing performance is a way to build  

synergy within organizations. 
1  1 2   

10 
The organization helps its members  

establish personal development plans. 
2 2 2   

11 

Employees want to perform tasks with 

pride and want to participate in the 

organization’s survival and improvement. 

 1 2 2  

 

4.6  2 3 1  

6    2  

(Skill) 
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4. (S

7
S

1 
Organizational vision is consistent with  

organizational action. 
 3  

2 
The organization views itself as a part of  

The surrounding community. 
 1 3    

3 
Rites and rituals of the organization are  

integrated into employees’ lives. 
  3 2   

4 
At the heart of the company values lies  

company spirit s. 
  3 1   

5 

A mutual and inspiring trust, nurtured by  

honest and open communication and  

equal opportunity, exists. 

 3 3    

6 
The organization pursues its business  

with honor, fairness, and respect. 
  3    

7 

Beliefs, values, and wishes drive the way  

stake-holders address the strategic  

planning process. 

  3 1   

8 
Common visions and common purposes  

contribute to successful market positions. 
  3 1   

9 

A climate of supportiveness rather than  

being judgmental fosters an atmosphere  

conducive to learning. 

 2 3 1   

10 Organizations in tune with their  

employees maintain fairness and ethical  

standards. 

 1 2 1   

11 The organization commits to the delivery 

of outputs that have a positive and desired 

impact on what it contributes to the 

community. 

 1 2 1   

 



 

32 

4.7  2 3 1 2   

3  4  5  6  7  8  9    

9  (Shared  Value) 

 

 Learning   Organization   Subsystem 

7S Model Learning Organization People Knowledge Technology 

Strategy 3 11 - 1 - 

Structure - 2 2 - - 

Style 1 2 4 - - 

System 1 1 - 6 2 

Staff - 2 8 2 - 

Skill - - 2 - - 

Shared value 1 9 - - - 

4. 8

(Strategy) 11 ( Structure) 3 

(System) 6 (Staff) 8 

(Style) 7 (Skill)  2 

(Shared Values) 9   46 
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4.9

1 . . .  

(Educational activities are linked to business goals.) 

2 . . .  

(Development is linked to strategies of the organization.) 

3 . . .  

(Resources are allocated for employee development.) 
4  

(This is an organization that identifies levels of resistance, recognizes the source(s), 
 and takes a proactive approach.) 

5 . . .  

(Activities are benchmarked and measured over time.) 
6 . . .  

(An organization needs a consistent plan of action.) 
7 . . .  

(The organization recognizes that developmental activities will pay off over time on  
the bottom line.) 

8 . . .  

(The organization is aware of its position  in the global marketplace.) 
9 

 

(Success depends on an organization’s ability to deliver a level of  excellence respected  
by all who rely on it.) 

10 . . . 

 

(Fiscally sound decisions are made to support  organizational goals.) 
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11 . . . 

 

(An organization’s ideal vision forms a framework through partnership sponsoring and  
regulatory agencies.) 

12  

(Internal and external scanning reveals the organization’s strengths, weaknesses,  
opportunities, and threats.) 

13 . . . 

 

(The organization supports organizational scanning efforts through analysis of  
the organization, people, and work facts.) 

14 . . . 

(Human resource development policies and procedures shape the manner in which work  
is accomplished.)

15 . . .  

(The organization cannot be held captive to key people; there must be processes that other 
people could step up and use.) 

16 

 

(Information is utilized, managed, practiced, and disseminated.)
17 . . .  

 

(In order to be successful, employee development systems should promote personal 
growth, enrichment, and self-learning.)

18 . . .

 

(Inputs and outputs of all processes must be identified.)
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19 . . . 

 

(Employee strengths and areas of expertise are routinely inventoried, documented, and 

shared with all so other employees know where to turn for information and assistance.) 

20 . . .

 

(Processes in the organization are identified and represented in some way (policies, flow 

charts, etc.).) 

21 . . .  

(The organization values diversity in personnel.) 

22 . . .  

(There is a drastic shortage of skilled labor.) 

23 . . .  

(People who are hired possess necessary skill sets.) 
24  

(Opportunities for advancement exist.) 

25  

(The educational/skills background of its people reflects the organization’s needs.) 
26 . . . 

 

(A competency driven process is used to fill vacancies.) 
27 . . . 

 

(Staffing needs are integrated with key business systems.) 
28  

(Employees are hired to ensure competitive vision.) 
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29  

(Managers are involved in coaching and providing feedback to employees.) 
30  

(Employees are empowered to make decisions.)
31 . . .  

(Employee input is encouraged and listened to.)
32 . . .  

(A collaborative versus a competitive atmosphere exists within the organization.)
33 . . .

 

(Gut feelings and hunches should not be immediately dismissed, but considered based  
on the experience of the individual asserting them.)

34  

(Congruence exists between the organization’s beliefs and actions.)
35 . . . 

(Mistakes are expected and are viewed as excellent opportunities to learn.) 

36 . . .  

(Potential for career development is realized.) 

37 . . .  

(Experience levels are recognized and valued.) 

38 . . .  

(Organizational vision is consistent with organizational action.) 
39 . . .  

(The organization views itself as a part of the surrounding community.) 
40 . . .  

(Rites and rituals of the organization are integrated into employees’ lives.) 
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41 . . .  

(At the heart of the company values lies company spirits.) 
42 

 

(A mutual and inspiring trust, nurtured by honest and open communication and equal  
opportunity, exists.)

43 . . .  

(The organization pursues its business with honor, fairness, and respect.) 
44 

. . . 

(Beliefs, values, and wishes drive the way stake-holders address the strategic planning  
process.) 

45 . . .  

(Common visions and common purposes contribute to successful market positions.) 
46 . . .  

(A climate of supportiveness rather than being judgmental fosters an atmosphere  
conducive to learning.) 

4.9

(Strategy) 11 (Structure) 3 

(System) 6 (Staff) 8 

(Style) 7 (Skill)  2 

(Shared Values) 9   46 
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4.10

1 . . .  

(Educational activities are linked to business goals.) 

2 . . .  

(Resources are allocated for employee development.) 
3 . . . 

 

(The organization supports organizational scanning efforts through analysis of  
the organization, people, and work facts.) 

4 

 

(Information is utilized, managed, practiced, and disseminated.)
5 . . .

 

(Gut feelings and hunches should not be immediately dismissed, but considered based  
on the experience of the individual asserting them.)

6 . . .  

(Common visions and common purposes contribute to successful market positions.) 

1 . . .  

(Educational activities are linked to business goals.) 

2 . . .  

(Development is linked to strategies of the organization.) 

3  

(This is an organization that identifies levels of resistance, recognizes the source(s), 
 and takes a proactive approach.) 
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4 . . .  

(Activities are benchmarked and measured over time.) 
5 . . .  

(An organization needs a consistent plan of action.) 
6 . . .  

(The organization recognizes that developmental activities will pay off over time on  
the bottom line.) 

7 . . .  

(The organization is aware of its position  in the global marketplace.) 
8 

 

(Success depends on an organization’s ability to deliver a level of  excellence respected  
by all who rely on it.) 

9 . . . 

 

(Fiscally sound decisions are made to support  organizational goals.) 
10 . . . 

 

(The organization supports organizational scanning efforts through analysis of  
the organization, people, and work facts.) 

11 . . . 

(Human resource development policies and procedures shape the manner in which work  
is accomplished.)

12 

 

(Information is utilized, managed, practiced, and disseminated.)
13 . . .  

 

(In order to be successful, employee development systems should promote personal 
growth, enrichment, and self-learning.)
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14 . . .

 

(Inputs and outputs of all processes must be identified.)
15 . . .  

(There is a drastic shortage of skilled labor.) 

16  

(The educational/skills background of its people reflects the organization’s needs.) 
17  

(Employees are hired to ensure competitive vision.) 
18  

(Employees are empowered to make decisions.)
19 . . .  

(Employee input is encouraged and listened to.)
20 . . .

 

(Gut feelings and hunches should not be immediately dismissed, but considered based  
on the experience of the individual asserting them.)

21 . . . 

(Mistakes are expected and are viewed as excellent opportunities to learn.) 

22 . . .  

(Potential for career development is realized.) 

23 . . .  

(Organizational vision is consistent with organizational action.) 
24 . . .  

(At the heart of the company values lies company spirits.) 
25 . . .  

(The organization pursues its business with honor, fairness, and respect.) 
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26 

. . . 

(Beliefs, values, and wishes drive the way stake-holders address the strategic planning  
process.) 

1 . . .  

(The organization is aware of its position  in the global marketplace.) 
2 . . . 

 

(An organization’s ideal vision forms a framework through partnership sponsoring and  
regulatory agencies.) 

3 . . . 

(Human resource development policies and procedures shape the manner in which work  
is accomplished.)

4 . . .  

(The organization cannot be held captive to key people; there must be processes that other 
people could step up and use.) 

5 . . . 

 

(Employee strengths and areas of expertise are routinely inventoried, documented, and 

shared with all so other employees know where to turn for information and assistance.) 

6 . . .  

(The organization values diversity in personnel.) 

7 . . .  

(People who are hired possess necessary skill sets.) 
8 . . . 

 

(A competency driven process is used to fill vacancies.) 
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9 . . . 

 

(Staffing needs are integrated with key business systems.) 
10  

(Managers are involved in coaching and providing feedback to employees.) 
11 . . .  

(A collaborative versus a competitive atmosphere exists within the organization.)
12  

(Congruence exists between the organization’s beliefs and actions.)
13 . . .  

(Organizational vision is consistent with organizational action.) 
14 . . .  

(The organization views itself as a part of the surrounding community.) 
15 

 

(A mutual and inspiring trust, nurtured by honest and open communication and equal  
opportunity, exists.)

16 . . .  

(A climate of supportiveness rather than being judgmental fosters an atmosphere  
conducive to learning.) 

1 . . .  

(Educational activities are linked to business goals.) 

2  

(Internal and external scanning reveals the organization’s strengths, weaknesses,  
opportunities, and threats.) 

3 

 

(Information is utilized, managed, practiced, and disseminated.)
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4 . . .

 

(Processes in the organization are identified and represented in some way (policies, flow 

charts, etc.).) 

5  

(Opportunities for advancement exist.) 

6  

(Congruence exists between the organization’s beliefs and actions.)
7 . . .  

(Experience levels are recognized and valued.) 
8 . . .  

(Organizational vision is consistent with organizational action.) 
9 . . .  

(Rites and rituals of the organization are integrated into employees’ lives.) 

1  

(Internal and external scanning reveals the organization’s strengths, weaknesses,  
opportunities, and threats.) 

2 . . .  

(Rites and rituals of the organization are integrated into employees’ lives.) 
 

4.10  

5 

(Learning) 6  (Organization) 26 

(People)  16 (Knowledge) 9 (Technology) 

2 59  
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(

4.11

1.   (Shared Value) 9 0.898 

2.   (Skill) 2 0.742 

3.   (Strategy) 11 0.845 

4.   (Structure) 3 0.735 

5.   (Staff) 8 0.805 

6.   (Style) 7 0.873 

7.   (System) 6 0.577 

46 0.966

 4.11  0.966  

46 ( Shared Value) 

0.898    (Style)   0.873  

(Strategy) 0.845  (Staff)  0.805  

(Skill)  0.742  (Structure)  

0.735  (System)  0.577 



 

45 

4.12

1.   (Learning) 6 0.809 

2.   (Organization) 26 0.948 

3.   (People) 16 0.922 

4.   (Knowledge) 9 0.769 

5.   (Technology) 2 0.551 

59 0.966

4.12  0.966  

46 13

(Organization) 0.948  

(People)  0.922  (Learning)  

0.809  (Knowledge)  0.769  

(Technology)  0.551 

3
4.13

 

 113 56.50 

 87 43.50 

200 100
 

4.13 56.50 

 43.50 
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4.14
 

31 28 14.0 

31-35  39 19.5 

36-40  34 17.0 

41-45  50 25.0 

46-50 31 15.5 

51-55  14 7.0 

56 4 2.0 

200 100.0
 

4.14 41-45     

 25.0 31-35   19.5 36-40  

17.0   46-50  15.5  31  14.0  51-55  

 7.0  56    2.0 

4.15
 

./ .6 2 1.0 

./ .6 20 10.0 

 152 76.0 

 26 13.0 

200 100.0
 

4.15   

 76.0  13.0  ./

.6 10.0  ./ .6   1.0 
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4.16
 

1-5  40 20.0 

6-10  31 15.5 

11-15  41 20.5 

16-20  46 23.0 

21-25  19 9.5 

26  23 11.5 

200 100.0
 

4.16  16-20 

23.0  11-15 20.5  1-5    

20.0  6-10  15.5  26  

11.5  21-25  9.5   

 

4.17
 

( C8) 153 76.5 

( C8 ) 47 23.5 

200 100.0
 

4.17 2 

C8  76.5  

C8 23.5   
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4.18
 

0 67 33.5 

1 21 10.5 

2 23 11.5 

3 40 20.0 

4 31 15.5 

5  18 9.0 

200 100.0
  

4.18  5  

33.5 3 20.0   

4  15.5  2  11.5   

2 10.5 5 9.0   
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4
4.19

 

1.  3.64 3.80 3.68 0.679 

2.  3.52 3.82 3.59 0.862  

3.  3.44 3.57 3.47 0.554  

4.  3.41 3.58 3.45 0.701 

5.  3.35 3.45 3.37 0.630 

6.  3.32 3.52 3.37 0.686 

7.  3.35 3.40 3.36 0.553 

3.47
N=200 

4.19           

7  3.47          

( 3.68)  

( 3.59)  ( 3.47)  

( 3.45)  ( 3.37)  ( 3.37)  

( 3.36)   
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4.20

 

( ( ( ( (
S.D.  

1. . . . 0 

(0.0) 

9 

(4.5) 

34 

(17.0) 

79 

(39.5) 

78 

(39.0) 

4.13 

0.852 

 

 

2.  . . .

 

 

3 

(1.5)

15 

(7.5)

50 

(25.0)

70 

(35.0)

62 

(31.0)

3.87 

0.991 

 

 

3.  . . . 4 

(2.0)

14 

(7.0)

52 

(26.0)

88 

(44.0)

42 

(21.0)

3.75 

0.957 

 

 

4.  . . . 3 

(1.5)

7 

(3.5)

71 

(35.5)

78 

(39.0)

41 

(20.5)

3.74 

0.877 

 

 

5.  

 

6 

(3.0)

11 

(5.5) 

70 

(35.0)

78 

(39.0)

35 

(17.5)

3.63 

0.937 

 

 

6.  

 

 

4 

(2.0)

15 

(7.5)

72 

(36.0)

79 

(39.5)

30 

(15.0)

3.58 

0.904 

 

 

7.  . . .

 

5 

(2.5)

13 

(6.5)

92 

(46.0)

54 

(27.0)

36 

(18.0)

3.52 

0.946 

 

 

8.  . . .

 

3 

(1.5)

18 

(9.0)

83 

(41.5)

73 

(36.5)

22 

(11.5)

3.48 

0.868 
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( ( ( ( (
S.D.  

9.  . . . 6 

(3.0)

21 

(10.5)

75 

(37.5)

78 

(39.0)

20 

(10.0)

3.43 

0.916 

 

 

 
3.68
0.679

N=200 

 4.20

3.68    

. . .  ( 4.13) . . .

  ( 3.87)  . . .

 ( 3.75)   . . .

( 3.74) 

  ( 3.63) 

 (

3.58) . . . ( 3.52) . . .

( 3.48) 

. . .

( 3.43)   

 

 

 

 

 

 



 

52 

4.21

 

( ( ( ( (
S.D.  

1.  . . . 4 

(2.0) 

14 

(7.0) 

66 

(33.0) 

71 

(35.5) 

45 

(22.5) 

3.70 

0.963 

 

  

2. . . . 6 

(3.0) 

24 

(12.0) 

63 

(31.5) 

80 

(40.0) 

27 

(13.5) 

3.49 

0.972 

 

  

 
3.59
0.862

N=200 

4.21

3.59  

. . . ( 3.70)  . . .

 ( 3.49)   



 

53 

4.22

 

( ( ( ( (
S.D.

1. . . . 3 

(1.5) 

8 

(4.0) 

43 

(21.5) 

69 

(34.5) 

77 

(38.5) 

4.05 

0.947 

 

  

2. . 5 

(2.5) 

9 

(4.5) 

70 

(35.0) 

76 

(38.0) 

40 

(20.0) 

3.69 

0.927 

 

  

3. 1 

(0.5) 

13 

(6.5) 

85 

(37.5) 

75 

(42.5) 

26 

(13.0) 

3.61 

0.813   

4. 2 

(1.0) 

14 

(7.0) 

78 

(39.0) 

72 

(36.0) 

34 

(17.0) 

3.61 

0.884 

 

  

5. 1 

(0.5) 

15 

(7.5) 

79 

(39.5) 

84 

(42.0) 

21 

(10.5) 

3.55 

0.801 

 

  

6. . . .

 

4 

(2.0) 

23 

(11.5) 

74 

(37.0) 

74 

(37.0) 

25 

(12.5) 

3.47 

0.924 

 

  

7. . . . 5 

(2.5) 

25 

(12.5) 

71 

(35.5) 

85 

(42.5) 

14 
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