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Capacity Building
by Evidence-based Organisational Leadership


Presenter
Presentation Notes
Many managers, however, pay little or no attention to the quality of the evidence they rely on to make decisions. As a result management decisions are often based on so-called ‘best practice’ and success stories of famous CEOs.


ISTP

Action-oriented, logical,
analytical, spontaneous,
reserved, independent.
Enjoy adventure, skilled
at understanding how
mechanical things work.

realistic,
action-oriented, curio
versatile, spontaneous.
Pragmatic problem
solvers and skilful
iators

lependable, reali

Like to run the show

get things done
orderly fashion.

Intuitive and appealing? Yes. Popular? Oh yes.

enjoy helping people in

tangible w

|, practical.
Ipful and plea:
thers, enjoy being
e and productive.

Ever received sufficient empirical support? No.

Enthusiastic, creative,
spontaneous, optimistic,
e o [

inspiration, enjoy
tarting new projects,
see potential in others.

Caring, enthu
idealistic,
dip
Skilled communicators
who value connecti
with people.

INTP

Intellectual, logical,
precise, reserved,
flexible, imaginative.
Original thinkers who
enjoy speculation and
creative problem solving.

Inventive, enthusiastic,
stratagic, enterprising,
inquisitive, versatile,
new ideasand
challenges, value
inspiration.

Strategic, logical,

efficient, outgoing,
ambitious, independent.
Effective organizers
le and long-range
planners.
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Presentation Notes
Simply no reliably relationship
It highly depends
Jury still out

If there is insufficient evidence .. DOES THIS reliably enhance your people, processes or productivity? Like you can predict what will happen when you do this? If not, why would your invest money, time, energy on it? And that of other people?



Would you use these without verifiable evidence?

You owe the same answer to your people and mission.
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If there is insufficient evidence that

DOES THIS reliably enhance your people, processes or productivity? Like you can predict what will happen when you do this? If not, why would your invest money, time, energy on it? And that of other people?



Evidence-based Organisational Leadership

Scientific literature TRUSTWORTHY
Make empirical studies & findings
decisions :
through the People analytics
Conscientious’ intema/ data & inSightS
explicit, and
judicious use Professional expertise
of the best educated & up-to-date
available
evidence. Traditions & fads

over-simplified & myths AVAILABLE
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Evidence-based Organisational Leadership

Asking
Acquiring
Appraising
Aggregating
Applying

Assessing

Translating a real issue or challenge into an answerable question

Systematically searching for and retrieving the evidence

Critically judging the trustworthiness and relevance of the evidence

Weighing and integrating the evidence

Incorporating the evidence into the decision-making process

Evaluating the outcome of the decision taken
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Driver

Emotional exhaustion
Psychological safety
Job autonomy
Formal support

Leadership

Outcome

Job satisfaction
Learning behaviours
Engagement
Informal learning

Stress

Effect

-0.51
0.62
0.39
0.38
0.24

# studies # participants

82
15
43

S
24

32517
4648
24499
1734
12093

=2




Research Findings
Work Experiences that matter for your Impact



> PERFORMANCE

> ENGAGEMENT

> LEARNING

> WELLBEING

> | LEADERSHIP

> WORK DESIGN

> PEOPLE SYSTEMS




understanding and sharing

what works, in what way and for whom

> PERFORMANCE

> ENGAGEMENT

> LEARNING

> WELLBEING

> | LEADERSHIP

> WORK DESIGN

> PEOPLE SYSTEMS




annual data collection via open online survey
responses from employees and volunteers at all levels
participation from all states, sectors, organisational sizes
survey wave 2017: 3,884 responses from 2040 NFPs

2m+ data points

> PERFORMANCE

> ENGAGEMENT

> LEARNING

> WELLBEING

> | LEADERSHIP

> WORK DESIGN

> PEOPLE SYSTEMS



PEOPLE SYSTEMS

LEADERSHIP

LEARNING

WELLBEING

WORK DESIGN

ENGAGEMENT PERFORMANCE
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LEADERSHIP

ﬁ LEARNING
PEOPLE SYSTEMS \ -ENG

WELLBEING

WORK DESIGN

1T

AGEMENT— PERFORMANCE
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WORK ROLE PERFORMANCE > OPERATIONAL EXCELLENCE

SELF-EFFICACY

INNOVATIVE BEHAVIOUR - ORGANISATIONAL IMPACT
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WORK ENGAGEMENT > WORK ROLE PERFORMANCE

INNOVATIVE BEHAVIOUR

- Al

INTENTION TO LEAVE

WORK SATISFACTION



TRAINING

ELEARNING

EXPERIMENTING

EXPERT CONTENT

CHALLENGES

FEEDBACK

KNOWLEDGE SHARING

PEER LEARNING

DEVELOPMENT PLAN

PROFESSIONAL GUIDANCE

PROFESSIONAL EXPOSURE

REFLECTION

SELF-EFFICACY

WORK ROLE PERFORMANCE

CAPABILITY

INNOVATIVE BEHAVIOUR
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WORK SATISFACTION

+.06

+.06

+.19

+.38

+.16

+.14

RECRUITING & SELECTION

PERFORMANCE MANAGEMENT

PROMOTIONS

COMMUNICATION

EMPLOYEE RELATIONS

RETENTION

+.07

+.11

+.19

+.07

WORK ENGAGEMENT



Highlighted Response Distribution

There is a designated person or function
responsible for staff development.

There is the belief that continuous learning is
important to successful job performance.

It is safe for me to speak up.

0% 50% 100%

m Disagree Neither mAgree



People Analytics
Tools to Support Your Purpose



Q FOR PURPOSE

YOUR DASHBOARD

ENGAGEMENT

LEARNING & DEVELOPMENT
WELL-BEING

LEADERSHIP

HR MANAGEMENT

JOB EXPERIENCES

Print Report =4

‘Seek more insights?
Invite more staff 2

Like what you see here?
Tell others on social media:

f ¥in

by Leaming for Purpose

Example Organisation [Live Demo]

Filter by Gender: All ~ Filter by Employment Status: All ~

ENGAGEMENT IN YOUR ORGANISATION

Work Engagement Work Meaningfulness

Work engagement describes Meaningful work is something all your workers
tisfies intrinsic needs about se
d livi valuable life.
from the organisational purp s' tasks, 1
and social interactions, and helps organisations fo attra

retain, and motivate talent.

A
a
7
vigorous, and absorbed your workers are
better for bottom line omes such as |
client satisfaction, and financial r

eturns.

How you compare How you compare

T Higher is better T Higher is better

Worker Net Promoter Score

nood directly on a scale of 0-

how long each

indicate this
your organisation and cons

and so it is a quick and e

up might stay, how much they will

y measure to understand

and what that does to y

How you compare Distribution within your organisation

O Logout

@© Information

Work Satisfaction [ Leam more about this concept |

Work satisfaction describes your workers' contentment
with their job and with your organisation. This is a globa
judgement influenced by how workers think and fee

the various aspects that make up their work experience,
and it subsequently affects their absenteeism, intention to

stay, and discretionary eff

How you compare

+ Higher is better

eir enthusiasm and loyalty. Review t

organisation










30+ Metrics & Benchmarks
For NFP Organisations, Employees, Volunteers
Online & Requires No Setup
Secured Data & Privacy

Available Now & Free
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Immediately, for everyone

Share actual feedback

More insights coming your way



e Lﬁﬂittps learningforpurpose.org/analytics 2 ~ @ CE Il - Personal Analytics Report | ...

Q FOR PURPOSE

YOUR REPORT

JOB SATISFACTION
LEARNING & DEVELOPMENT
WORK HOURS

SLEEP

WORK FATIGUE

JOB AUTONOMY

JOB COMPLEXITY

SKILL VARIETY

LEGEND
¥You
OTHERS

Print Report 12

Like what you see here?
Tell others on social media:

Job Autonomy

Job autonomy describes your level of freedom,
independence, and discretion to schedule work,
make decisions, and choose the methods to
perform tasks. You indicated that your level of job
autonomy is about 4 out of 5. Here is the average
level of autonomy other people like you experience
in their jobs: 48% have less, 46% have about the
same, and 7% have more.

Percentage of respondents

60%

0% « less job autonomy maore job autonomy —
- *Job Autonomy d

UNDERSTAND

Job autonomy is important as it affects your job satisfaction,
work fatigue and engagement at work. The ability to influence
what happens when you work can alleviate the challenges of

stressful work experiences, and boost your motivation, mood,
and productivity.

It may be useful to reflect about the degree of job autonomy you
already have. You may ascertain how much you can actually
decide about what you work on, when and where to do your work,
and how to do that work.

You may set your own goals, define the end results clearly, and
discuss with your supervisor to establish the boundaries of your
autonomy on the job. You may also talk to your peers inside and
external to your organisation to understand what and how they
are going about their job autonomy.

+ 100%




W71
Thank you - very useful and enlightening!

| am reflecting on my role, workplace, health,

and motivation. A great way to refocus on

the positive.
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Share actual feedback

More insights coming your way
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Where to next?
Some Simple Steps
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