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Chapter 1: Managerial Effectiveness and Organizational Purpose

How does the external environment influence the management of the firm?
 The way a firm operates internally to be successful depends on the synergistic relationship of resources.
 SYNERGY: the most effective arrangement of resources (require identifying and directing resources within the organization for optimal efficiency and effectiveness)
 Identifying, maintaining and improving synergy of resources of a firm is the job of the general management level and a key component of successful business.
Achieving Managerial Effectiveness
1) Planning: the process of formulating the goals that the manger will try to achieve
· These goals are related to area of responsibility
· Middle management: goals may be established elsewhere in the hierarchy and communicated downwards
· General management: Use information from the external environment (which offer’s opportunities) and from internal information (strengths + weaknesses of resources that inform the appropriate selection of opportunities) to formulate goals
· Management by Objective (MBO): method for assessing and supervising managers by setting intended levels of accomplishment (accomplishing the goal is what matters the most)
2) Organizing: establishing detailed work plan of the task to be done and involves
· Establish decisions to be made/when they are to be made/who makes them
· Creating decision policies so it can be used for routine situations
· Establishing communication and coordinating links among people
· Creating work procedures for subordinates
· Referred to as implementation stage of a plan and the success is dependent on it
3) Leading: process where human resources are motivated to perform their tasks
· Two occasions where leading is very important:
· When project start
· When performance is assessed
4) Controlling
· Awareness: comparing performance with pre-establish standards 
· Diagnosis: assessing reasons for achievement + evaluating of influence of work plan on the level of performance
· Correction: correct variances in performance through diagnosis of policies/procedures

Chapter 2: Environmental Changes
Environmental Component
· General Factor
· Labour Force
· Technology Knowledge
· Social and cultural values
· Specific Factor
· Suppliers
· Interest groups
· Regulators
· Competitor
· Market
 Some factors directly affect the organization, others interact with the others and affect indirectly the organization, both can affect the performance
 Requires organization to structure its internal resources and adjust to have profitable resource exchanges with external environmental factors
The DIFFICULTY that the environment presents (which can affect the organization ability to adapt) can be assessed by examining
1) Complexity
· The number of factors with the potential to affect the organization
· The degree of similarity or dissimilarity between these factors
2) Turbulence: the tendency for an environment to change, therefore, affects the amount of resources the organization should be allocating
· Systematic turbulence: when change in one part of the environment is an accurate indicator for the type of change in another part of the environment
· Diverse turbulence: monitoring one part of the environment does not give information concerning other parts
Five Steps to Monitoring the Environment
1) Identification: What needs to be monitored?
· Environment factors that can have an impact on the operations in the manager’s area
· Information that does not alter behaviour of the organization does not have value
2) Prioritization: Prioritize the list of factors that were identified
· Critical importance- the factor with the most likelihood to affect the organization’s performance
· Likelihood of the factor to change
· Organization’s ability to influence the factor (top of the list if the organization has no ability to change it)
3) Method of monitoring: find the source of the required information that provides that best combination of quality and cost
· Quality: the information has precision (depth of detail provided) and accuracy 
· Cost:  of gathering the information
 different needs required different qualities of information
4) Frequency of monitoring: match the frequency of monitoring with the frequency of changes
· Frequency of monitoring = 2N (N is the change frequency)
 if the frequency of change is consistently greater than the frequency of response, the organization should look to respond faster to the changes
 If an environment factor is undergoing rapid changes, it does not necessarily mean a proportionate increase in the frequency of monitoring
5) Budget of Monitoring: formulate the ideal monitoring plan
· Identify the resources needed to execute the plan (along with the expenses and the people hours)
· Total commitment of resources must be reasonable and balanced

Chapter 3: Organizational Culture and Responsible Management

Conscious Behaviour: behaviour that we are aware of/what we could be aware of if we pay attention to it, what we could change if motivated to do so
Unconscious Behaviour: many of our everyday behaviours are unconscious ones, not easily influenced to behave differently
Behaviour
· Conventions and customs: the way we are normally expected to behave in the view of the society
· Moral: convention behaviour that is important to the functions of society move up to moral behaviour
· Legal: includes the conventional and moral behaviour that is important to the functioning of society, enforced by law
 If too much of the legal circles lies outside of the others, it shows many laws are not respected a large part of society  cause social disorder (society perceiving a change in government is creating social order that will benefit the population, causes voluntary changes in behaviour)
· Anarchy-Rule of non: worst scenario is when conventional behaviours are perceived as immoral and illegal, but necessary.
Behaviour within organization: organization selects certain behaviours from the broader society an excludes others  necessary when considering the nature/purpose of an organization
Mission and Vision
· Vision: briefly describes the desired future state of the organization (not action oriented, focuses on the desired future state of the organization)
· Mission: describes HOW the organization conducts its activities while seeking to satisfy its vision
Internal purpose of mission & vision
· Decisions affects how local tasks are performed and the performance of linked tasks performed elsewhere in the organization
· Similar decisions will be made throughout the organization when common beliefs and values guide autonomous decision-making  organizational culture  organizational goal achievement
· Measurements must be established and communicated to employees to ensure their actions are in line with the organization’s mission and vision
Organizational Culture
· Firms choose policies from alternative behaviours in line with their values and mission to achieve synergy and high performance
Whistle Blowing: Employees that reports and employer’s misconduct. There are laws that protect whistle blowers from being fired or mistreated for reporting misconduct. 

Chapter 4: Planning

Purpose of Planning
· Planning is important because the mission and vision statements are general which lack the details required to achieve the goals
· They are meant to influence autonomous decision-making
· Organization refers to a predictable arrangement of resources
	Advantages of Planning
	Disadvantages of Planning

	· Organization would not be able to fulfill any purpose without planning
· No set of formula for success (planning standard for evaluation)
	· Implementation of the plan is the greater challenge
· Lingering over the planning stage can be dangerous
· Planning can create rigidity in the organization



Disadvantages of Separating Planning and Doing
· Downfall when the planners are not the doers (after the plan are to be implemented, planners are no longer involved)
· Leads to 2 problems: all plans need to reflect the human needs of those involved in the implementation + needs to address extrinsic and intrinsic motivational factors
· Creators of plan are more committed to the plans than those who’s the plan is imposed upon
 Rotate Planners and Doers  involve planners in the implementation of what they plan





Steps of Planning
1) Obtaining information relevant to what could be accomplished
2) Assessing the information and setting goals
3) Assessing which policies/procedures need to be established to accomplish those goals
4) Analyzing/Determine what needs to be done to remedy gap between current resources/policies and the new ones need to implement the plan
Goal Setting Process (SMART Goal)
· Set goals that includes the following characteristics:
· Covers all result areas of the organization unit
· Attainable and challenging
· Coherent as a group
· Measurable  
· Qualitative Goals: describes a desired future state of affairs
· Quantitative Goals: “objectives” that support qualitative goals by providing a means of measuring how well the future is being achieved.
 Without qualitative goals, it is not as clear as to what the overall aim is
 Without quantitative goals, it would be harder to measure the process

Chapter 5: Organizing (Tasks & Structures)

Steps of Organizing
1) Establish necessary tasks/functions
2) Group the resources optimally to obtain synergistic interactions
3) Establish goals, responsibilities, procedures and rules-form job descriptions
Principle of Structure
· Restricts the size of any organization unit
· The resources to be placed within the organizational unit need to be close to each other to have synergy
Span of Control
· Nature/type of supervision determines the number of subordinates
· Limits the size of any basic organizational unit to 7-10 people, including supervisor
· Decentralized leadership structure: authority being delegated to the subordinates to make their own decisions then span of control of 9 is possible
· Centralized leadership structure: decision making authority solely by the leader would require smaller span of control limited to 6 people
Chain of Command: line of authority that extends from the top manager to the lowest level employee
Functional Oriented Structure: difficult to assign accountability for product performance, both are group together under the same manager
Product Oriented Structure: duplication of functional resources because they are in separate units
Matrix Organization
· Developed to deal with the issues with structures
· Vertical reporting relationship that is functionally centered
· Horizontal reporting relationship that is product centered
· Functional and product line managers interact frequently in permanent groups to coordinate joint supervisory effort.
 Gains advantage of product line accountability and functional efficiency






Chapter 6: Decision – Making

Steps to Rational Decision Making
1) Define the problems
2) Identify decision criteria
3) Weight the criteria
4) Generate alternative course of action
5) Evaluate each alternative
6) Compute the optimal decision
Limits to Rational Decision Making
· Bounded rationality: decision making process restricted in the real world by limited resources, incomplete and imperfect information, and manager limited decision making capabilities (conduct 6 steps of rational decision making is operate in perfect world which have unlimited resources)
· Limited resources: differences what manager like to do and what they can do
· Information overload: decisions makers have too much information to attend to
· Memory problems: difficult to recall or retrieve stored information in which managers forget important facts and details
· Expertise Problems: difficult for decision makers to organize, summarize and fully comprehend all information that is available for making decision
Risks & Decision Making: Most manager make decision under condition of risk
· Conditions of risk: conditions in which decision makers face a very real possibility of making wrong decision
· Positive frame: couching a problem in terms of a gain, thus influence decision makers toward become risk-averse
· Negative frame: couching a problem in terms of a loss, thus influence decision makers toward becoming risk-seeking
 Condition of uncertainty: conditions in which decision makers do not know the odds of
 Risk propensity – a person’s tendency to take or avoid risk
Decision Making Mistakes
· Intuition: decision makers who can quickly analyze patterns of problems they have seen before and apply “rules of thumb” to resolve overconfidence, careless
· Availability bias: is the tendency to let an example that comes to mind easily affect decision-making or reasoning
· Representative bias: is the tendency to judge the likelihood of an events’ occurrence based on its similarity to previous events
· Anchoring and adjustment bias: is the tendency to use an initial value or experience as a basis of comparison throughout the decision process
Two rules of decision making
· Dictionary rule: rule that requires decision makers to rank criteria in order of importance then test alternative solutions against those criteria in rank order, so that alternatives that meet the most important criterion must then meet the second most important criterion, and so on
· Minimum threshold rule: decision rule that requires alternative solutions to meet all the established minimum decision criteria
Multivariable Testing
· Multivariable testing (MVT) – a systematic approach of experimentation used to analyze and evaluate potential solutions
· MVT encourages managers to conduct small-scale experiments and let the data decide
· Managers and employees will need to be trained how to design simple experiments and how to gather and analyze basic statistical data
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Avoiding Escalation of Commitment (after decision): the tendency for a person who has already made decision to more strongly support that original decision despite negative information that clearly indicates it was wrong
· Escalation of commitment often involves an increased commitment of resources to try to save failed effort or decision
· To minimize escalation of commitment from the start:
· Organizations should require frequent, detailed progress reports to make managers compare actual and planned spending, performance, and progress
· Hire independent auditor to provide objective assessment and encourage managers to be more realistic about progress or success of their decisions
Using Groups to Improve Decision-Making
· Advantages of Group Decision-Making
· Groups do better job than individuals in defining the problem and generating alternative solutions for the decision-making process
· Group members usually possess different knowledge, skills, abilities, and experiences, groups will be able to view problems from several perspectives
· Groups can find and access much more information than can individuals
· Increased knowledge and information available to groups make it easier for them to generate more alternative solutions
· Groups involved in decision-making process, group members will be more committed to making chosen solutions work
· Disadvantages of Group Decision - Making
· Groupthink – a barrier to good decision-making caused by pressure within the group for members to agree with each other
· Groupthink likely to occur under following conditions
· Group insulated from others with different perspectives
· Group leader begins by expressing strong preference for decision
· No established procedure for systematically defining problems and exploring alternatives
· Group member have similar backgrounds and experiences
· Takes time 
· Third pitfall is just one or two people, dominate group discussion, restricting consideration of different problem definitions and alternative solutions
Structured Conflict
1) C –type conflict 
· C-type conflict (cognitive conflict) – disagreement that focuses on problem- and issue- related differences of opinion
· C-type conflict characterized by willingness to examine, compare, and reconcile difference to produce best possible solution
· Two methods introduce structure c-type conflict: devil’s advocacy and dialectical inquiry
· Devil’s advocacy – a decision-making method in which an individual or a subgroup is assigned the role of a critic
· Five steps that establish devil’s advocacy program
· Generate potential solution
· Assign a devil’s advocate to criticize and question solution
· Present critique of potential solution to key decision makers
· Gather additional relevant information
· Decide whether to use, change, or not use originally proposed solution
· Dialectical inquiry – a decision-making method in which decision makers state the assumptions of a proposed solution (a thesis) and generate a solution that is the opposite (antithesis) of that solution
· Five steps of the dialectical inquiry process
· Generate a potential solution
· Identify assumptions underlying potential solution
· Generate conflicting counterproposal based on opposite assumptions
· Have advocates of each position present their arguments and engage in debate in front of key decision makers
· Decide whether to use, change, or not use the originally proposed solution
2) A-type conflict
· A-type conflict (affective conflict) – disagreement the focuses on individual or personally oriented issues
· A-type conflict often result in hostility, anger, resentment, distrust, cynicism, and apathy
· A-type conflict undermines team effectiveness by preventing teams from engaging in activities characteristic of c-type conflict that are critical to team effectiveness
Nominal Group Technique
· Nominal group technique – a decision-making method that begins and ends by having group members quietly write down and evaluate ideas to be shared with the group
· Group leader asks each group member to share one idea at a time with group until all ideas have been shared, then discuss the advantages and disadvantages of the ideas
· Group members then given time to rank the ideas presented then read their rankings aloud, and idea with highest average rank is selected
· Nominal group techniques improve group decision-making by decreasing a-type conflict
· Nominal group technique typically produces poorer-quality decisions than devil’s advocacy or dialectical inquiry approaches
Delphi Technique
· Delphi technique – a decision-making method in which a panel of experts responds to questions and to each other until reaching agreement on an issue
· First step is to assemble panel of experts
· Second step, create a questionnaire consisting of open-ended questions for the experts
· Step 3:  panel members’ written responses are analyzed, summarized, and fed back to
panel for reactions until panel members reach agreement

Stepladder Technique
· Stepladder technique – when group members are added to a group discussion one at a time, the existing group members first take the time to listen to each new member’s thoughts, ideas, and recommendations, and then the group, in turn, shares the ideas and suggestions that it had already considered, discusses the new and old ideas, and then makes decision. 
· To work, group members must have enough time to consider problem or decision on their own, to present their ideas to group, and thoroughly discuss all ideas and alternatives with group at each step
· Groups must make sure subsequent group members completely unaware of previous discussions and suggestions, which increases chances of making better decisions
· Better performance and generated more ideas and were more satisfied with decision-making process
Electronic Brainstorming
· Brainstorming – a decision-making method in which group members build on each other’s ideas to generate as many alternative solutions as possible
· Four rules for brainstorming:
· The more ideas, the better
· All ideas are acceptable, no matter how wild or crazy they might be
· Other group members’ ideas should be used to come up with even more ideas
· Criticism or evaluation of ideas is not allowed
· Production blocking – a disadvantage of face-to-face brainstorming in which a group member must wait to share an idea because another member is presenting an idea
· Everyone can type their ideas whenever they occur, there’s no waiting your turn
· Evaluation apprehensions – fear of what other will think of your idea
· Steps of electronic brainstorming
· Generate as many ideas as possible
· Edit generated ideas, categorize them, and eliminate redundancies
· Rank-order the categorizes ideas based on their quality
· Generate a series of action steps, decide the best order for accomplishing these steps, and identify who is responsible for each step
· Disadvantages to electronic brainstorming
· Expense of computers, networks, software, and so on
· Anonymity of ideas may bother people who are used to having their ideas accepted by their position
· Outgoing individuals more comfortable expressing themselves verbally may find it difficult to express themselves in writing
Chapter 7: Communication
Optimal Communication
· Combination of the correct frequency, accuracy, precision and richness in the channel
· Richness refers to the capability of the channel to handle more than one channel of communication
· Channels that aren’t rich are referred to as “thin”
 E.g. text email only sends words and does so one way at a time – one-way, thin channel
 E.g. phone conversation adds tones that applies additional meanings and offers capability for feedback – two-way channel
 E.g. face-to-face conversation, richest channel, adds body language and expressions

1) Richness
Very Thin Medium of Communication
· Cost reduction
· Benefits may be reduced
· Risk of misinterpreting the content of the message
· Does not allow for rapid feedback if needed
Rich Medium of Communication 
· Suitable for unstructured group collaborations
· Suitable when nature of content be pre-planned
· Benefits from both verbal and on-verbal communication
Cost of Communication:
· Cost of info. increases as quality of communication channel increases – but it cannot increase infinitely
· Cost needs to be considered to find the optimal point b/c the cost of communication channel can’t exceed the benefits
Categories of Cost:
1. Direct costs: time of people + cost of operating equipment, supplies and services that would be needed to maintain communication
2. Opportunity costs: equipment, money, services and HR that would be used for the communication process that wouldn’t be able to be used at the same time
Chapter 8: Management Control
Management Control: Resources + Policies = Optimal Strategy
· Many possible combinations of goal selection, resource allocation and resource interactions
· Not possible to identify best one from training and experience alone
Process of Control – 3 Steps
1) Awareness: what was intended to be done vs. what was done – centered on goals If goals are accomplished, then the unit’s purpose is fulfilled
· Identify the goal – determine if it was achieved, under-achieved or over-achieved
· Look at the resources and policies – where they allocated as intended? Include info. on the gap between what was intended and what happened
· Repeat process with each departmental goal






2) Diagnosis: critical stage – reasons for level of achievement attained
· Attempt to use info. from awareness stage to reach conclusions concerning performance
· Generic Diagnosis: a logical conclusion based on that info.
· Accept or reject the generic diagnosis – if rejected, an alternative diagnosis should be suggested
· Almost always a generic diagnosis regardless if goals were attained or not
· No diagnosis when there is no plan or when the plan is not implemented
· This stage must be completed at the lower level before it can be properly performed by next level of management – diagnostic info. is passed up the chain of command
3) Corrections: to improve performance; only corrects what the diagnostic stage identifies as needing correction
· Suggested corrections: require approval from upper management to approve changes,
· Upper management evaluates the suggested corrections to ensure that it is in line with company’s mission
· Must ensure that implementation of changes would not cause dysfunction or contradictions
· Challenge: integrating the suggested corrections into the planning and organizing functions of the next period – next period will always change from the current period
Chapter 9: Project Management
Operational Work: Day-to-day activities e.g. cashiers making sales, finance role, administration role, maintenance etc.
Project Work: To either fix a problem or to take advantage of a business opportunity
 Projects: can be any size and can be undertaken at all levels of the company and is linked to the organization’s business strategy
· Unique venture with beginning and an end, carried out by people to meet a specific objective within parameters of schedule, resources and quality
· Triple constraint: 3 parameters of projects – the amount of time, money to be allocated and scope (the work of the project)
 Project Management: set of processes, systems, tools and techniques for effective planning and control of projects
Project Life Cycle
· Feasibility: starts with a feasibility study or business case – organization considers if they should be doing the project
 Work may include cost-benefit analysis, identification of business objectives etc.
· Requirements: info. gathering phase – info. is then used in the next phase
· Design: determining what the solution of the project will look like
· Build: the design/result needs to be built
· Test: the design needs to be tested; includes individual component testing and integration testing
· Launch: solution is implemented after all tests have been conducted; implementation involves the work to transition the design from project mode to day-to-day activities
Project Management Process
· Initiation: getting the project started; the decision will depend on feasibility study or business case (States the desired cost, time frame and who will be responsible for the project)
· Identify project sponsor and primary stakeholders
· Identify project manager
· Document project objectives
· Identify project boundaries
· Prepare the project charter
· Obtain approval for the project charter
· Planning: defines how to make the project happen and how the team will reach the goal
· Identify the deliverables in the project
· Identify the resources needed
· Estimate the time/funds required
· Prepare a project schedule
· Perform risk management
· Prepare the project plan
· Obtain approval for the plan
· Execution and Control: doing the work as outlined in the plan and watching the progress of the project work to ensure it is following the plan
· Obtain project performance info.
· Determine any variance from the plan
· Perform corrective actions
· Manage change requests
· Report project performance to stakeholders
· Closing: finishing the project, learning experience (evaluation)
1) Collect final project info.
2) Perform a lesson’s learned review
3) Archive all project documents
4) Celebrate success – even if project is terminated early, the team members and stakeholders should be rewarded for their hard work

Chapter 10: Leadership Dynamic
Leadership Styles
Leadership: is required in all functions of management and is necessary to attain resource effectiveness and organization performance
Elements of Leadership
· Different leadership styles have different results
· Dynamic aspects of leadership can have a time-related effect on performance
Three-Dimensional Model of Leadership
· Allows for categorization of leadership behaviors
· Good leadership needs to contribute to organizational goals
· Good leaders aren’t known for their behaviors, but rather by their organization/unit’s achievements because of the leadership

Power Dimension (a model of leadership style) 
1) Power: the decision-making authority (vertical axis)
· Authoritarian: the leader has exclusive authority to make decisions (top of axis)
· Democratic: leader shares power equally with each of the subordinates (middle of axis)
· Laisse-Faire: leader who takes no part in decision-making process (bottom of axis)
 Mixtures of the type of powers are more common
2) Orientation of the Leader (horizontal axis)
· Task-Oriented: Wants to accomplish the task (left of axis)
· People-Oriented (Human-Oriented): Wants to satisfy human needs (right of axis)
 Both types may be interested in accomplishing goals/tasks
3) Leadership Intensity: degree of inter-activity between leader and the group
· High intensity: when leader is always present and involved with subordinate activities (Laissez-Faire)
· Zero intensity: when leader is not involved with the group at all (Authoritarian leader)
            Appropriate leadership intensity is determined by the situation
· Benevolent Dictator style: leader makes all the decisions but also cares for members of the group (parent-style relationship)
Other Leadership Styles 
1) Directing Leader
· Power: Authoritarian
· Orientation: Task-oriented
· Leadership Intensity: High
     When a work group needs structure or there’s a rebellious group of employees, this would be helpful
2) Coaching Leader
· Power: Democratic
· Orientation: People-oriented
· Leadership Intensity: Medium
 Leader shares power when subordinates direct their own work and leader intervenes when necessary
3) Facilitating Leader
· Power: Democratic or Laissez-Faire (depending on situation)
· Orientation: People-oriented
· Leadership Intensity: Low
 Leader lets the subordinate know that they are around and that they have resources if the workers need
4) Delegating Leader
· Power: Laissez-Faire
· Orientation: People-oriented
· Leadership Intensity: Low
 Leader is typically absent from the group, allow it to structure the work on their own 
Leadership Dynamic: select leader to match the situation (better option), alter situation to suite existing leader (if possible), or accept optimal performance won’t be achieved with the situation and leadership style.

SOBC Model: S: Stimulus, O: Organism, B: Behavior, C: Consequence
  an organism receives various stimuli that create a situation and the stimuli provoke the behavior that the organism tends to express in that situation, and that behavior leads to consequences
Leaders behavior is part of the stimuli that the group members experience because they work together
The Situation 
· An autonomous workgroup will function best under a coaching or facilitating leadership style; directing leadership style is used under times of stress and could result in rebellious performance by workers
Situation Explained Using SOBC Model 
· Initially the leader’s behaviors were well-suited to the professional group and new relationships started off well; upper management was giving new leader time to make progress and gave time to make improvements
· After 2 months, work wasn’t improving and the leader was told to make vast improvements or his position would be in jeopardy
· New stimulus (leader): pressure applied by upper level management; stressful situation caused leader to display directing leadership style and began showing animosity towards group
· New stimulus (group): behavior displayed by new leader; resulted in decrease motivation and decreased productivity to punish the leader for their behavior
Dynamic Leader-Group Relations 
· Leadership style is an expression of a leader’s personality
· It takes time to perceive a new leadership style; the time depends on the intensity of interactions (more interactions give members more opportunities to observe leader’s behavior)
Lecture 11: Organizational Change and Innovation
Change Factors: needs, preferences, attitudes, external environment, internal environment, patterns of behavior 
Change and Organizational Response 
· The environment possesses degrees of complexity and turbulence that affect the performance of an organization 
· Organizations must adapt to the changing environment to attain profitable exchange of resources 
· Contrarily, performance and predictability of resource exchange is necessary to optimize organizational performance 
· Organizations must adapt to environmental changes and achieve stable patterns of resources interactions to optimize performance 
Disruption Before Optimization 
· Organizations may also need to experiment with different patterns of resource interactions before improved, stable operations will result in optimal performance levels
Cycle of Change — Kurt Lewin 
1) Unfreezing: the internal and/or external environment creates the need for change and beliefs support the need for change (Only way to keep up with change is if org was constantly changing, but in life an org that is always changing is only changing) 
2) Intervention: the process of change occurs when the perceived benefits of change exceed the direct and opportunity costs of change 
3) Refreezing: supporting and reinforcing the new changes through a concentrated episode of change and return to stable operations. 
Change and Lag time: Lag time can be attributed to:
· Gathering of information 
· Assessing information 
· Designing the change 
· Trail period for experimentation 
 This is the consequences if the cycle of change pattern.
Organizational Response Time 
· Limits the ability to adapt rapidly to the need for change  
· Factor of Two: the frequency of gathering and assessing information should not exceed twice the time it takes for the organization to adjust to it. 
· The rate of change in a turbulent market can exceed an organization’s response time 
 Hence, in those cases, it is better to wait until the turbulence has passed as performance cannot be optimized 
 It may be necessary for the organization to re-engineer, to be able to adapt more quickly to the changing environment, if the turbulence is prolonging. 
Organization’s Adaption Ability 
· An organization’s ability to adapt to the change is dependent on how much the organization is involved in the change 
· Re-organization requires new structures, decision-making responsibilities, and re-design of communication processes
Designing and Implementing Change 
· Degree of change needed in structures and resource interactions (The greater the area of the organization involved, the # of resource interactions increases exponentially)
· The more extensive the change, the harder it is to optimize synergistic interactions 
· Organizational Inertia - A preference for leaving things the way they are instead of implementing a large-scale change with unpredictable consequences
· Employees affected by the change may experience lower levels of motivation due to:
· Fear of the unknown					
· Loss of job security 
· Negative Attitude towards management 		
· Loss of social need fulfillment 
· Working in groups can satisfy and individual’s social needs 
· When change, processes are implemented, they often negatively affect these social interactions 
· Change designers must focus on human aspects 
· Maintaining the extrinsic motivational environment will help avoid dysfunctional patterns of behavior 
Innovation 
· A form of change that involves the implementation of a novel idea 
· Resistance towards change may be higher 





Factors contributing to the success/failure in the process of change:
— Culture and values 		 — Structure
— Human resource policies 	             — Communication 
— Leadership style 
1) Organizational Culture and Values 
· Must be endorsed and internalized by employees for a successful change process
· Otherwise, employees higher experience cognitive dissonance that can result in resistance and denial of the need of change 
· A strong and broadly endorsed organizational culture that is internalized by employees helps them align their goals with the goals of the intended change 
· This helps with the unfreezing and refreezing periods of adjustment 
2) Organizational Structure 
· Change may require resources to interact differently 
· This change would be easier to implement if the resources are located close to each other from the viewpoint of coordinating the change (For example: org intends to change its sales procedures, a functionally divided structure will group all sales with in that division and the change would be limited to that function)
a) Organic: Organic structures may be characterized by the following 
· temporary boundaries 
· decentralized decision making 
· flexible resource interactions 
· enriched job descriptions 
· continuous innovation and improvement
· entrenched cultural values 
b) Bureaucratic: Bureaucratic structures are suited for deacons that require a large part of the organization and may characterized by the following:
· rapid response and co-ordination 
· quick dissemination of decisions via pyramidal chain of command 
3) Communication 
· Communication practices contribute to the effectiveness of the change process 
· Stable operations allow for the use of leaner, cost-effective, routine communication channels
· With the implementation of the change processes, communication channels need to be altered to allow for:
· richer downward communication channels 
· rich upwards communication channels 
· rich lateral communication channels 
· Lateral communication is important to aid collaboration during the change process 
· Using existing channels of communication will facilitate this process
· New lateral channels may have the disadvantage of no prior social links to aid communication 
4) Leadership & Human Resources Policies 
· For successful change to be implemented, it is best to have people-oriented leadership styles and supportive human resources policies 
· This is helpful to satisfy both intrinsic and extrinsic needs of employees 
· People oriented leadership styles and support human resources policies are more conducive for obtaining useful feedback from employees relating to performance and the degree of job satisfaction 
Designing the Change Process (during the process of change) 
 Preconditions for change > design and implementing of the change process 
· Degree of power sharing greatly affects the success of the change process
· Employees who participate in the change process will benefit from improved extrinsic and intrinsic motivational factors 
· Broad employees’ participation is dependent on the future of the organization 
· Nevertheless, all organization can benefit from empowering employees to participate at the level of their own job descriptions 
· Technical innovations may be designed without taking into consideration human resources 
· If workers are not consulted on the implementation, resistance could ensure that the change will not be effective 
· Change must involve a “buy-in” from the employees
· Employees can make valuable contributions to the implementation plan, because they have first-hand knowledge regarding their own areas of responsibility 
Organizational Resources 
· The resources the organization is willing to commit to the change process
· These include: people, capital assets, equipment, technical knowledge, etc. 
· It is difficult to precisely predict the resource requirements required, and the organization should be prepared to make additional allocations if required 
· Sunk costs are already expanded — additional allocation required to successfully implement the change process can then be justified 
· This “just a little more” cycle can be repeated numerous times.




