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Ethical Culture Audit 

Introduction 

ViaQuest provides direct care to developmentally challenged adults in Ohio, New Jersey, 

Pennsylvania, and Arizona.  Its vision is to become the company of choice for individuals while 

making a difference in the lives of those served, in the professional development of employees, 

and in the communities where the company has a presence (ViaQuest, n.d.).  This is achieved 

through the provision of support services along with education and rehabilitation to individuals 

diagnosed with developmental disabilities, mental illness, or behavioral health needs.  Its 

community-based venture in Ohio operates under the flagship business venture, Support Care.  

This ethics audit was conducted at the Cincinnati office, where three leaders were interviewed. 

Interview findings 

Leader interviews took the format of thirty to forty minute sit-down sessions with the 

individuals approached. The first leader interviewed was a Support Service Coordinator who is 

in-charge of two sites with a total of four employees. The second leader was a Program Director 

who has three SSCs report to her and a staff totaling about forty employees. The third leader was 

the Quality Assurance Specialist (QAS) who does not have any direct reports but supervises the 

quality efforts of the entire organization. Following is an analysis of these interviews. 

Auditing ViaQuest’s Formal Systems  

Johnson (2007) states “every component of culture contributes to the formation of an 

ethical organizational environment” (p. 248).  In analyzing the ethical climate at Support Care, 

the writer found that the organization has both a formal and an informal structure that undergirds 

its ethical systems. The formal elements of an organization include “structure, code of ethics, 
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reward and evaluation systems, core values, and mission statements” (p. 234). Key elements 

were examined at Support Care and the following results were determined.  

Leader perception and the role of ethics in the leadership agenda. The three leaders 

interviewed separately communicated that Support Care has a strong ethical component in its 

leadership ethos. Workers view their supervisors as people of character. Key words that were 

communicated include excellence, and credibility. Kouzes and Posner (2003) emphasize that 

leaders should make an effort to develop credibility with their followers as this is foundational to 

the cultivation of trust with their followers. Support Care has not had major ethical issues and 

employees have an understanding of their responsibility as role models in their communities.    

Modeling of ethics-related behaviors by organizational leaders. According to Kouzes 

and Posner (2003) organizational leaders must understand that character counts and failure to do 

so leads to a loss of credibility. One of the leaders stated that she was deeply impacted when a 

leader went out of her way to visit her site and address an ethical issue the very day it happened. 

The QA specialist emphasized the impact of core values in assuring behavior modification 

among workers. Leaders at Support Care undertake self-assessments through which they assess 

their ethical leadership. This enables them to maintain trust with the public.  

Worker responsibility and response to authority relationships. Team meetings and 

inter-office memos are used to communicate policies and advice workers on handling difficult 

dilemmas. Theorists in ethical leadership studies have emphasized the need for followers to 

model courage in addressing ethical issues with their leaders (Kidder, 2003; Ciulla, 2004). 

Employees at Support Care understand that they can question authority when faced with 

situations that are ethically ambiguous (M. Barnes, personal communication, March 12, 2010). 

Support Care has cultivated a climate that facilitates open and constructive feedback.   
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Formal codes of ethics: Their distribution, used, and reinforcement in decision-

making. Although the literature suggests the importance of a formal code of ethics (Allen, 1995; 

Gray, 1996), leaders at Support Care seemed to emphasize their culture more than any written 

guidelines. One stated that “staff are encouraged to live by the philosophy of CHOICE” (J. Robb, 

personal communication, March 17, 2010). The acronym CHOICE stands for Support Care’s 

core values of compassion, humor, opportunity, creativity, and encouragement (Viaquest, n.d.). 

Less precise was how employees use these values in making decisions.    

Whistleblowers and formal channels for addressing concerns confidentially. The 

leaders at Support Care agree that employees are encouraged to hold one another accountable 

and share concerns. Avenues exist for reaching out to leaders and others through whom they can 

communicate anonymously.  One leader reported that “we serve vulnerable individuals” (T. 

Wilson, personal communication, February 28, 2010) whose interests must be protected and 

carefully handled.  Concern over retaliation was not an issue with the leaders interviewed. 

Employees stand up for the right thing and inform leadership when mistakes are made.  

Handling misconduct within the organization. The essence of an organization’s culture 

is the values and norms that it cultivates and encourages amongst its members (Schein, 2004). 

Support Care employees have a shared understanding that misconduct will be disciplined. One 

leader volunteered that a Program Director was recently dismissed for inappropriate conduct. 

Another noted double standards that have seen some employees disciplined for missing 

mandatory meetings while others in similar circumstances were not. Within an organization, 

different perceptions of culture may exist at different levels (Schein, 2004). The QA specialist 

stated that efforts are being made to “cultivate an environment of zero-tolerance” (J. Robb, 

personal communication, March 17, 2010) for ethical misconduct throughout the organization.    
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Integrity and the question of means versus ends. Leaders at Support Care perceive 

themselves to be people of integrity. Klann (2007) emphasizes that good leaders have five 

influential attributes: courage, caring, optimism, self-control, and communication (p. 21). This 

interviewer’s objective was to arrive at clarity on how these leaders implement the values that 

drive their personal attributes. The three leaders indicated that their ability to know what to do in 

critical situations is informed by their personal development and commitment to be excellent 

leaders. The leader’s cumulative collection of ethical values provides the moral foundation to 

demonstrating ethical excellence in the work setting (Bell, 1998; Klein, 2003).     

The emphasis of integrity to recruits and new employees. Moral leadership is 

established when new leaders and recruits are oriented to the established practices and customs 

of the organization’s cultural systems (Schein, 2004). The leaders testified that integrity is a core 

value in the training offered to new hires and is emphasized in staff development. Ethical 

transformation takes place as both leaders and followers are encouraged to embrace individual 

responsibility for the ethical climate of the organization (Johnson, 2007). One leader suggested 

that a history of recruiting on the basis of good character has led to very few ethical issues.    

Management’s orientation to the values of the organization and ethical decision-

making. Support Care leaders have “weekly management meetings [where] all issues are 

addressed and examples discussed of how to [handle] ethical dilemmas” (M. Barnes, personal 

communication, March 12, 2010). Leaders have a personal interest towards in that they are 

cultivating character that is rooted in sound ethical values and the organization’s ethical 

foundations (Johnson, 2007; Klann, 2007). An important element in guiding the organization’s 

ethics is the leader’s philosophy, which should be rooted in an understanding that moral 
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leadership is essential for the success of any enterprise (Dalla Costa, 1998). An examination of 

the leader’s philosophy was beyond the scope of this ethical audit.     

The language of ethics and committees for considering ethical issues. Kaptein, 

Huberts, Avelino, and Lasthuizen (2005) suggest that an organization’s past history on 

addressing ethical issues impacts its ability to recruit ethical employees. According to the leaders 

interviewed at Support Care, the organization has regional culture committees that monitor and 

spearhead the ethical climate in each state. The leaders stated that this committee has been 

effective in identifying shortcomings that could potentially ruin the company’s reputation if not 

addressed. Leaders at Support Care have endeavored to not only focus on the formal systems, but 

also on the informal systems. Following is a discussion of the informal organizational systems.      

Auditing ViaQuest’s Informal Systems  

According to Johnson (2007) organizational ethics may also be analyzed at the informal 

level, which includes “language, norms, rituals, and stories” (p. 234). Sanders (2004) studied the 

relationship between informal relationships and ethics, finding that some ethical problems within 

organizations were more prevalent at the informal level. Leaders at Support Care alluded to a 

positive and supportive informal culture. Following are the findings on informal ethical culture.  

Informal organizational norms and their consistency with formal rules and policies. 

Support Care is a family (J. Robb, personal  communication, March 17, 2010). Employees model 

care and concern for one another. This has been essential in cultivating an internal environment 

that has provided the organization with a good reputation. Dalla Costa (1998) argues that ethics 

serve as the “wisdom of the community” (p. 76) and provides guidance beyond an organization’s 

informal systems. Support Care has an informal feedback intensive climate in its operations. 
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Organizational heroes, the values they represent, and ethical dilemmas. Schein (2004) 

has identified heroes as a component of an organization’s culture. The members of an 

organization point to its heroes and uphold them as models of the values embodied within the 

group. Heroes at Support Care are “everyday employees who go over and above the required 

norm” (M. Barnes, personal communication, March 12, 2010). One of the leaders identified the 

organization’s principal leaders as heroes and gave an example of the company’s dilemma in 

providing insurance for its employees as a situation that demonstrated the leaders’ integrity.    

Organizational rituals and ethical behavior. Support Care’s culture encourages 

employees to nominate colleagues for “Angel awards” (J. Robb, personal communication, March 

17, 2010). These awards recognize employees for performing exceptionally well and have 

facilitated the cultivation of a culture of “competitive excellence” (T. Wilson, personal 

communication, February 28, 2010). Klein (2002) observes that ethically responsible 

management undertakes initiatives that encourage moral values. The leaders identified the 

organization’s regional culture committee as a key driver of its ethical culture.    

Obedience to authority. New entrants at Support Care undergo an orientation process 

that prepares them for leadership within the organization. This ethical audit revealed that 

employees are valued and encouraged to question authority. Kidder (2003) identifies the cause of 

moral meltdowns in today’s organizations as a culture in which leaders create barriers to being 

questioned. Organizations should implement codes that build character within their followers and 

provide them with empowerment for questioning authority (Klann, 2007; Kidder, 2003).      

Organizational stories and myths. Ongoing conversations that are shared within the 

organization on the topics of leadership, character, integrity and morality provide members with 

motivation to establishing a foundation of ethical behavior. These stories communicate that 
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“character counts” (T. Wilson, personal communication, February 28, 2010). The leaders pointed 

out that ViaQuest has an annual practice in which stories are published nationally. Many of these 

stories provide an ethical component that develops employee commitment to ethical service.    

Discussing ethical concerns. According to Dalla Costa (1998) leaders in any organization 

have an obligation to encode an ethical construct in their bottom-line strategies. The leaders at 

Support Care stated that management meetings are used as opportunities for discussing ethical 

concerns. One of the leaders observed that Support Care’s motto is to “put people first” (J. Robb, 

personal communication, March 17, 2010). This practice has generated an ethical environment.   

Informal socialization processes and the norms for ethical and unethical behavior. 

Support Care has been in existence as an organization since 1994 (ViaQuest, n.d.). During its 

existence a culture has developed in which “everyone is treated equally” (T. Wlson, personal 

communication, February 28, 2010). Employees are encouraged to learn from each other, hold 

each other accountable, model a caring approach, and discuss issues that are challenging.     

Recommended Follow-Up  

Ownership within organizations means that employees take responsibility for their 

behavior and can govern themselves ethically. Leaders at Support Care will benefit from 

incorporating clear ethical guidelines in the organization’s culture. Kouzes and Posner (2003) 

state that “ethics are rated most highly among the personal characteristics needed” (p. 15) in any 

organization. To further enhance ethical leadership within the organization it is recommended 

that Support Care develop a clear focus of the principles that govern its leadership philosophy. 

An ideal beginning would be to develop a Strategic Stewardship Plan that outlines these 

principles. Such a plan has been developed and is included in the supporting documentation.    
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SupportCare’s Strategic Stewardship Plan 

Part I: Background  

Executive Summary. For the past six months, this writer has worked for a service 

organization that provides direct care and support to adults with developmental disabilities in 

supported living and community-based licensed homes. Services provided include homemaker 

personal care, health management, medication administration, behavior support, money 

management, socialization and community involvement, and vacation planning and staffing 

services to individuals diagnosed with mental illness or behavioral health needs.  This 

organization, SupportCare, is led by the Director who has a staff of Program Directors, Support 

Coordinators, Support Specialists, a Quality Assurance Specialist, Human Resources Director, 

and a Business Operations Manager - all totaling 150 personnel. The organization’s mission is to 

empower individuals today to live independently tomorrow. This stewardship plan will be 

implemented at SupportCare’s Cincinnati office.  

Seven Stewardship Principles Used to Develop this Plan. The principles that guided 

this strategic plan were selected in a manner that allowed the formation of an acronym that 

represents what SupportCare does in Cincinnati. The acronym formed from the first word 

of each of these principles, SUPPORT, represents the heart of what SupportCare does as 

an organization. The seven principles are: Service over self-interest, Unity of mission, 

Partnership in leadership, Presence of citizenship, Ownership of accountability, 

Responsible governance, and Transformative engagement. Each of these forms the 

foundational basis for this strategic plan. 

Service over self-interest. This principle of stewardship is founded on the premise 

that the leader acts as a servant to those being led (Greenleaf, 2002). Service to others 
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requires the right use of power. Block (1993) argues that the concept of stewardship has 

traditionally been limited to financial obligation and the utilization of talents yet it “has a 

political dimension in that it is also concerned with the use of power” (p. 42). The passion 

for service over self-interest facilitates mission congruence that originates from a sense of 

unity.    

Unity of mission. According to Rodin (2010) the challenge of transforming people, 

organizations, and communities can only be met by the steward leader. The steward leader 

operates with a single mission of service. Brinckerhoff (2004) introduces the idea of a mission-

based steward and defines this as “a person who consistently leads the organization in managing 

the resources of the community in a manner that maximizes its mission-effectiveness” (p. 4). An 

organization’s mission is best captured by the vision and symbols that drive its processes. Daft 

(2001) emphasizes, “The mission describes the organization’s vision, its shared values and 

beliefs, and its reason for being” (p. 53). The mission defines the nature of partnerships that an 

organization seeks to develop within its environment and community.    

Partnership in leadership. Steward leaders embrace relationships with other leaders 

as caretakers of communities (Rodin, 2010). This enables them to harness the power of 

working with others. According to Le Bruyns (2009) stewardship responsibility has a 

corporate obligation for the steward leader who “bears responsibility not only across the world, 

but together in relation and partnership with others” (p. 72). The implementation of a 

stewardship strategic plan requires participative implementation which might necessitate 

interagency, inter-sector, inter-organizational, and/or intergovernmental partnerships (Kee, 

Newcomer, & Davis, 2006).      
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Presence of citizenship. Over the past few months, many organizations in this industry in 

Ohio and around the country have had to deal with reduced funding that resulted in heavy budget 

cuts. Funding for their services has been low and for some organizations, this has greatly 

decreased morale. However, this has not been the case for SupportCare. These severe external 

changes in the environment have in fact stirred up a spirit of innovation at SupportCare. A high 

degree of momentum has been generated, creating a deep desire for increased service.  

Ownership of accountability. Block (1998) defines stewardship as “the willingness to be 

accountable for the well-being of the larger organization by operating in service, rather than in 

control, of those around us” (p. 85). The steward leader endeavors to serve others while 

providing guidance using persuasive approaches. Rodin (2000) discusses the concept of 

ownership, stating that man has pseudo-ownership that demands accountability based on the 

human economic system. Individuals that are charged with leadership in organizations, agents, 

must model the ownership of accountability if they are to govern the organization responsibly.   

Responsible governance. Governance structures and mechanisms play a critical role 

in facilitating continuity in an organization (Miller, Bretton-Miller, & Scholnik, 2008). 

Good governance systems enable owners or principals of an organization to maximize their 

investment within it (Davis, Schoorman, & Donaldson, 1997). According to Bennis and 

Nanus (1997),  

A chronic crisis of governance – that is, the pervasive incapacity of organizations to cope 

with the expectations of their constituents – is now an overwhelming factor worldwide. If 

there was ever a moment in history when a comprehensive strategic view of leadership 

was needed, not just by a few leaders in high office but by large numbers of leaders in 

every job…this is certainly it. (p. 2) 
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Governance structures can be significantly improved with adequate supervisory attention 

from the board of directors or trustees of the organization. According to Brinckerhoff (2004) the 

board of directors plays key functions including setting and updating policy, serving as a check-

and-balance, and providing outside credibility. The development of good governance structures 

is essential to the continued transformational role of the organization.      

Transformative engagement. The concept of stewardship has roots in theology and 

biblical understanding of human obligation. Rodin (2010) outlines the biblical worldview on the 

goals of stewardship, stating, “our vocation is a participation in the transformation work God is 

doing in us, and it is a process of letting that work transform us as leaders, the people we serve, 

and the organizations we lead” (p. 55). The organization’s commitment to transformation is 

essential for the cultivation of a culture of good stewardship. Schein (2004) argues that culture 

drives processes and plays a critical role to the effectiveness of the organization.     

Part II: Current Stewardship Status 

As a for-profit organization SupportCare has endeavored to develop systems that provide 

consistent feedback on the financial stability of the organization. The concept of stewardship, 

however, has not been adequately developed in the organization, hence the need for this plan. An 

organizational stewardship assessment (Brinckerhoff, 2004) was conducted with the goal of 

measuring the current stewardship status of the organization. The instrument nine important 

areas of stewardship: mission, board of directors, staff, technology, entrepreneurial, marketing, 

financial, vision planning, and controls. The completed assessment (Appendix A) indicated that 

the organization is doing poorly in the application of stewardship concepts. Out of a possible 

high score of 181, SupportCare had 72 points. An analysis of these results follows.  
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Internal strengths and weaknesses. Results from the organizational stewardship 

assessment (Brinckerhoff, 2004) showed that SupportCare has four areas of strength: staff 

management, technology, boards, and finance. In the area of staff management, the organization 

has implemented frequent trainings that serve to empower employees towards success in their 

roles. The Director has always viewed staff as the greatest asset in the organization and goes to 

great lengths to ensure that the best staff are hired and equipped for success. The equipping 

process starts with development of Program Directors at weekly management meetings. This is 

strengthened by development of Support Service Coordinators (SSCs) at monthly meetings and 

team meetings where Program Directors develop all-staff, inclusive of Support Service 

Specialists, on a monthly basis. Other areas of strength included the stewardship of technology, 

boards, and finance. A principal concern in the area of financial stewardship has been the 

expansion of the business, increase in employee benefits, and reduction of overtime. The 

organization continues to make strides in these areas as it improves on areas of weaknesses. 

The key areas of weakness identified in the assessment include controls, vision planning, 

marketing, social entrepreneurship, and mission stewardship. On controls, SupportCare does 

have a variety of policies but poor assessment results could be related to the need for wider 

awareness of these policies within the organization. Vision planning is a critical area that needs 

more focus particularly the development and broadcasting of 3- to 5-year strategic and marketing 

plans. SupportCare would benefit greatly by encouraging productive innovation and risk in 

middle-management and within staff. Core values should consistently be discussed and service 

improvement efforts initiated and communicated throughout the organization. Non-traditional 

opportunities for new business can be explored. A new focus on the mission statement in driving 

processes like performance evaluations and decision making is essential.    
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External opportunities and threats to achieving a stewardship culture. SupportCare 

exists in an environment that is continually changing. According to Zahra, Hayton, Neubam, 

Dibrell, and Craig (2008) a firm’s ability to respond to external opportunities and threats is 

shaped by “the adoption of stewardship-oriented practices designed to engage and bond 

members to the organization” (p. 1036). External opportunities that SupportCare must respond 

to include diversity and multiculturalism, technological advancements, rapid knowledge sharing, 

modernization of workplaces, demand for first class service by families, and increased social 

networking that is changing the face of the globe. Threats include competition from other firms, 

the changing nature of the workforce, shifting economic conditions as seen in crumbling 

financial markets and reduced funding for service organizations. The organization must develop 

strategic flexibility by utilizing both offensive and defensive actions that are either proactive or 

reactive (Zahra et al., 2008) depending on the nature of the opportunities or threats. This will 

inform and facilitate an ability to navigate the treacherous environments of modern business. 

Part III: Preferred Stewardship Status 

The stewardship vision statement, mission statement, values, goals, and objectives 

outlined in this strategic plan are derived from an understanding of SupportCare’s mission and 

are also based on the works of Block (1993), Brinckerhoff (2004), and Rodin (2010). These 

stewardship concepts will be communicated to SupportCare’s executive leadership team for 

approval and implementation at the organization’s October conference (2010 Annual 

Conference, n.d.). The following statements outline the preferred stewardship status.    

Proposed Stewardship Vision Statement. Vision is defined as “a verbal picture of the 

organization’s future” (Brinckerhoff, 2004, p. 122). Leaders influence an organization’s internal 

environment by articulating a vision for values that employees can believe in, communicating it, 
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and institutionalizing it through everyday behavior, rituals, ceremonies and symbols, as well as 

through organizational systems and policies (Block, 1993; Kotter, 1996). An ideal stewardship 

vision is one that is crafted based on team input. Recent discussion with SSCs within a program 

at SupportCare prompted the following statement as a possible stewardship vision:  

We choose service over self-interest in our quest to become an organization that 

effectively manages the needs of our consumers through efficient utilization of the 

staffing, technological, entrepreneurial, and financial resources in our possession. 

Proposed Stewardship Mission Statement. According to Brinckerhoff (2004) mission 

may be defined as “a short statement of the organization’s purpose that explains what good the 

organization does, and for whom” (p. 122). SupportCare has a viable mission that was outlined 

earlier: to empower individuals today to live independently tomorrow. The following statement 

captures a proposed stewardship mission statement:  

We will be accountable in service and control our outcomes as effective steward leaders.    

Proposed Stewardship Values. The proposed stewardship values are derived from the 

seven principles that form the foundation of this stewardship strategic plan. The stewardship 

values must not be confused with the organization’s already defined core values. The 

stewardship values relate specifically to the organization’s stewardship plan. These values are:  

 Service over self-interest. SupportCare will be guided by a value for service over 

self-interest which will undergird its operations. All staff will focus on the 

provision of first-class service to consumers.  

 Unity of mission. SupportCare staff will endeavor to passionately pursue the 

mission as outlined herein and as defined by the executive leadership of the 

organization. All stewardship activities will be geared towards the mission.  
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 Partnership in leadership. SupportCare is equipped to develop partnerships in 

leadership at diverse levels. Such partnerships will greatly aid in the pursuit 

and fulfillment of the goals and objectives of this stewardship strategic plan.  

 Presence of citizenship. SupportCare values citizenship and will identify barriers 

and will continually challenge staff to make the largest contribution they can to 

their community’s development. Good citizenship facilitates accountability.    

 Ownership of accountability. SupportCare values accountability and 

transparency from leaders at all levels. The development of both ownership 

and a system of accountability is essential within our culture.  

 Responsible governance. SupportCare values the development of leaders who will 

lead with a focus on the bigger picture of the organization’s overall mission.  

 Transformative engagement. SupportCare leaders and the entire organization will 

engage in, support, and facilitate a sense of community with other leaders, and 

organizations within our sphere of influence.   

Proposed Stewardship Goals and Objectives. Brinckerhoff (2004) defines a goal as “a 

broad statement of intended outcome” (p. 122). The stewardship goals identified in this strategic 

plan will be implemented over the next two to three years. Objectives support goals, must be 

quantified, have deadlines, and must have a named agent (Brinckerhoff, 2004). This strategic 

plan proposes five stewardship goals that form the acronym, SODAS meaning Strategic growth 

policies, Operations and mission activities, Development of technological and entrepreneurial 

savvy, Accountable governance processes, and Strategic organizational transformation. These 

goals will be incorporated in the following strategic stewardship actions. 

Part IV: Strategic Stewardship Actions Needed 
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Certain changes will need to be made in the quest to deliver on the strategic objectives 

outlined in this plan. The following discussion represents the changes needed so as to deliver on 

the objectives outlined above. These proposed changes hinge on the approval and 

implementation support of the executive team at the organization.    

Strategic growth policies. Vision and planning are critical to the growth and stewardship 

success of any organization. Arguing that there is no ownership when vision is created from the 

top, Block (1993) says, “Ownership resides with those who craft and create a vision, and with 

them alone. A statement created for a team to endorse is not owned by the team” (p. 191). 

Change will be significant when vision is crafted from the bottom-up by all stakeholders. 

Operations and mission activities. Changes in operations and mission activities will 

primarily be reflected in the areas of marketing and social entrepreneurship. SupportCare should 

create written materials that focus on specific service areas and develop a more detailed website 

that is updated frequently. This will greatly enhance mission stewardship. 

Development of technological and entrepreneurial savvy. Proposed changes for 

increasing the technological and entrepreneurial savvy of staff at SupportCare include the 

acquisition of new systems that boost computing power, an upgrade of current technological 

software, provision of remote access to the organization’s network for managerial staff, and the 

introduction of online record keeping and documentation of consumer notes.  

Accountable governance processes. SupportCare needs more self-managing teams led by 

Program Directors who will create viable vision along with their teams but under the umbrella of 

the organization’s common mission. The challenge for the steward leaders at SupportCare will 

be to avoid the creation of tribes and silos (Lencioni, 2006) through this process. 
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Strategic organizational transformation. Essential policies that need to be clarified for 

organizational transformation include disaster preparedness, quality assurance policies, and 

volunteer policies. Leaders at SupportCare will be required to remain open to personal 

transformation in this journey towards effective stewardship (Rodin, 2010). A possible starting 

point would be to take the personal stewardship self-assessment (Brinckerhoff, 2004).  
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Appendix A: Organizational Stewardship Assessment 
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