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On March 23 – April 13, 2009, the University of Nebraska-Lincoln Libraries, along with eight other 

academic libraries (George Mason University, Illinois State University, Oberlin, University of Wyoming, 

University of California-Berkeley, University of Hawaii, and Johns Hopkins University), was a Phase II 

partner in the Organizational Climate and Diversity Assessment (ClimateQUAL) survey administered by 

the University of Maryland (UM) Libraries, the UM Industrial/ Organizational Psychology program and 

the Association of Research Libraries. The survey was anonymous. 136 (95%) Library employees at UNL 

chose to complete in the survey; some also provided twenty-nine written comments to various survey 

questions.  The identity and number of people who added comments is unknown. Of the 23 institutions 

that have participated since 2007 (Phase I-II), UNL had the highest participation rate (100%) as well as 

the highest completion rate (98%) for organizations that administered the survey to staff as well as 

librarians.    

 

The summary below highlights the key findings about the Library that are described in three documents 

that amounted to thirty pages of analysis, data, and statistical tables produced by the Maryland 

ClimateQUAL Team. Wherever cross-institutional comparisons are made, they refer to the average scores 

of the 23 participating libraries, which includes UNL. 

 

What does ClimateQUAL measure? 

ClimateQUAL measures several areas of organizational climate and attitude that have been recognized as 

the “critical organizational imperatives” indicative of the health of an organization. 

 

What does a healthy organization look like? 

A healthy organization is defined as one, which has policies, practices, and procedures that empower 

employees. It emphasizes the importance of continual learning and innovation to meet the demands of an 

ever-changing environment. A healthy organizational climate is one in which customer service, employee 

                                                        
1 The Organizational Climate and Diversity Assessment (ClimateQUAL™: OCDA) survey is a product of a joint venture 
between the University of Maryland (UM) Libraries, the UM Industrial/ Organizational (I/O) Psychology program and the 
Association of Research Libraries (ARL). A quantitative and a qualitative report plus two supplements were prepared by Paul J. 
Hanges, Juliet Aiken, & Xiafang Chen of the University of Maryland. 



  2 

diversity, and organizational justice are all recognized as critical in determining the effectiveness of the 

organization in the long run. 

 

Healthy organizations create workplace climates that send two simultaneous messages to their employees. 

First, these organizations send a strong message that they care about the wellbeing of their employees 

through policies that suggest teamwork, diversity, and justice are valued. Second, healthy organizations 

also send a strong message that they care about customers, in our case the user community. They 

demonstrate this when they do such things as restructure the work environment to improve customer 

service and/or offer training and other resources to improve customer-related skills and knowledge. When 

organizations succeed in developing a climate profile that sends these two messages, employee behaviors 

will be focused on maintaining a mutually beneficial relationship with the organization’s customers. 

 

Does UNL Library have a “healthy climate”? 

Yes! The results revealed a strong and healthy organization. UNL’s average scores were some of the 

highest among the 23 participating libraries in 5 of the 26 variables measured. Library employees have 

indicated that we have a healthy climate for task engagement, valuing diversity (for all groups), lack of 

organizational withdrawal, continual learning, and lack of task conflict. For example: 

• 93% respondents indicate that they are interested and engaged in their work at the Library 

Comment 
“I love my job and the Libraries.” 

 

• 86% agree that the Library values and supports all types of diversity (gender, racial, sexual 

orientation, and rank) as well as diversity-related initiatives 

• 90% of respondents do not explore other job opportunities nor think about leaving the library 

Comment 
 “The library is a great place to work and the people are wonderful…” 

 

• 86% agree that their co-workers accept and encourage new ideas in the Libraries 

 

Comment 
“My co-workers have been very supportive and willing to suggest projects and opportunities of 

collaboration and publications.” 
 

• 88% of respondents indicate that they agree with their co-workers when it comes to completing 

tasks  
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Comment 
“I feel supported by not only my direct supervisor and co-workers, but also by Admin.”  

 

Indeed, fewer people think about leaving the Library.  On average, Library employees have a more 

positive perception of our organizational climate and a more positive attitude about working here than do 

employees at the other participating institutions. Of the 9 scales measured, the Library was above average 

on every variable in the 6 following scales: 

1. Climate for Deep Diversity 
2. Climate for Demographic Diversity 
3. Climate for Innovation 
4. Climate for Continual Learning 
5. Climate for Teamwork 
6. Climate for Customer Service 

 
According to the data, the Climate for Demographic Diversity at UNL is outstanding. In fact most 

employees responded positively to questions regarding the extent to which the library has policies, 

practices, and procedures that support diversity among minority and majority employees along 4 

categories: race, gender, sexual orientation, and rank.  In the climate for Justice/Fairness the Libraries 

scored above average in 3 of the 4 areas.  The data indicate that 73% of all employee responses were 

positive.  This does not mean that there is not room for improvement. 

 

Areas of Improvement 

UNL’s average scores were some of the lowest among the 23 participating libraries in only 2 of the 26 

variables measured. Library employees have indicated that the climate for psychological safety and 

psychological empowerment should be improved.  

For example: 

• 54% of respondents agree that the Library is a safe environment for offering opinions and taking 

risks 

Comment 
“…I feel that there is an overall lack of interest in the opinions/ideas of employees.” 

 

• 56% of respondents agree that they can influence what happens in their department 

Comment 
 “… [it’s] hard to move new ideas up” 

 

The data also indicate that some employees do not agree that that the procedures (e.g. performance 

evaluations) that determine the distribution of rewards are uniformly applied.   
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Comment 
“The Library needs to find better ways to reward employees in terms of salaries and other incentives.” 

 
In addition, the quality of and the individual’s relationship with his or her immediate supervisor is also 

slightly below the average of our ClimateQUAL partners. Authentic transformational leadership as well 

as the extent to which the Library supports diversity among staff and faculty were two areas that were 

slightly below average.   

 
Comment 

"…Administrators sometimes refer to people in a hostile or disrespectful way” 
 

Of the 9 scales measured, the Library was below average on the 2 following scales: 

1. Climate for Leadership 
2. Climate for Psychological Safety 

 

Although the Libraries scored below average for Climate for Leadership in 2 areas (Leader-Member 

Relationship Quality and Authentic Transformational Leadership), the extent to which the Libraries is 

below average is small and perhaps statistically insignificant. 27% of all employee responses were 

negative.   

 

Climate Measurement 

The Library’s organizational climate was measured in multiple ways. Two, in particular, should be noted. 

First, a scale is used to measure whether UNL has a poor or strong climate. For example, in the case of 

Task Engagement, the scale allows the respondents to rate where the Library stands: from 1 (poor climate 

for customer service) to 5 (strong climate for customer service). Secondly, an agreement index is used to 

show how many respondents agree or disagree on the rating. Using task engagement as an example, 93% 

of the respondents agreed that the individuals are interested and engaged in their work at the Library, i.e., 

they rated the item, on average, a 4 or a 5. The rest of the respondents rated the Library, on average, a 1 or 

a 2, indicating their disagreement, or a neutral rating of 3, indicating, “I do not agree nor disagree”.  
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Accomplishments 

The chart below documents what has been accomplished thus far: 

Date Event 

March 23 - April 13 Survey administered 

May 8 Received results from ARL & Maryland 

July 6 – July 22 Shared results with departments 

July 22 - Aug 20 Departments discussed results & voted 

September 17 Received peer data from ARL 

August 25 – October 2 Meeting with supervisors 

October 2 - November 12  Create improvement strategies & assessments 

December 10 UNL reports posted 

 

Conclusion 

UNL Libraries is not a perfect organization, but the data indicates that it is strong and healthy.  This 

assessment provides the libraries with baseline data to not only identify areas for improvement, but also a 

reason to discuss what happens in the library as well as what is happening in departments and the units 

within departments.  In addition, ClimateQUAL provides us with a shared vocabulary that helps us to 

have more meaningful dialogue.   

 

Compared to our peers, the Libraries is doing very well; and we have some of the best scores ever 

recorded for ClimateQUAL.  This success should be celebrated, but there is always room for 

improvement.  Patience, vigilance, accountability, fairness, diversity, and personal responsibility are just a 

few ingredients necessary to maintain a healthy organization.  How can we continue improving on the 

things that we are already doing well?  How do we improve problem areas in a manner that focuses on 

responsibility instead of blame? The climate of the libraries is everyone’s responsibility.  Let us continue 

to excel, improve, and keep the Libraries an employer of choice at the University of Nebraska.  

 


