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Organizations and Information Systems

Environment
- Customers - Competition - Economy
- Suppliers - Shareholder - Business partners
- Technology - Governments - Industry

Inputs

- Capital Transformation process Outputs

- Equipment - Alteration - Goods Goods and
- Facilities - Manufacture - Services services
- Materials - Transportation - Feedback

- Supplies - Storage

- Labor

- Knowledge

Feedback
data

Corrective
actions

Monitoring and control
Corrective

actions

General model of an organization
Information systems support and work within the automated portions of an organizational process.

Feedback
data
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Describe your business
according the 5 dimensions

(environment, inputs,
transformation, outputs and
control).
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Value Chain and Supply Chain

Product
Development

Supplier

Planning Customer

Value chain

Same idea (Supply chain)
represented differently

Material Logistics Production Sales Customer
Suppliers
Suppliers Receiving Storage Advertising Customer service
Raw material Storage Shipping Promoting
Transportation Manufacturing Selling
Storage
DLSCUSSLOW: .
Inbound . Qutbound Marketing .
logistics Operations logistics and sales Services
ois g
what Ls the difference between a value T/ T
chatn and a supply chain?
. Technology infrastructure, including information systems
Guve examples. FIGURE 2.2

Supply chain

The primary and support activities of
the manufacturing supply chain are
concemed with creating or deliver-
ing a product or senvice.

Human resource mana gem ent

Accounting and finance

Procurement




Change in the Organization

Reengineering—
E usiness procCess

regesign

Changes to

Changes to
organizational

organizational

Reengineering

Heengineering involves the radical

redesign of business processes,

organizational structure, information Changes to
systems, and the values of an

organization to achieve a break- @

through in business results.




Business Process Improvement
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TABLE 2.1 Comparing business process reengineering with
continuous improvement

Business Process Reengineering Continuous Improvement

Strong action taken to solve serious Routine action taken to make minor
problem improvements

Top-down change driven by senior Bottom-up change driven by workers
executives

Broad in scope; cuts across Narrow in scope; focuses on tasks in a
departments given area

Goal is to achieve a major Goal is continuous, gradual
breakthrough improvements

Often led by resources from outside Usually led by workers close to the
the company business

Information systems are integral to the Information systems provide data to

solution guide the improvement team



Organizational Culture and Change

DLSCUSSLON:

Descertbe culture ot Shevidawn

Amplified
by the behaviours
o[ leaders ’

Evident in the :
behaviours of
individuals and
groups &

Visible in the
‘way that work gets
done’ on a day-to-da
basis

N _ Embedded in :

network of
organiuﬁoml

"’f {'— Shared beliefs, values

| and assumptions held
by members of an

organization
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Visible Organizational Culture
“'The way we sQy
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Discuss the allignment at Sheridan



Describe culture you desire to
establish in your business, and

why.
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DLSCUSSLON:

Glve an example of what
could be changed at
Sheridawn, and how.

Culture Change

diagnosing defining culture
current culture § shifts required

aligning
systems and Culture Change
processes
to culture

identifying
desired
behaviours

developing
programs to
engage people
in behavioural
change

senior

management
role-modelling



Lewin’s Change Model

Lewin’s model

-

Unfrecze Change Frecze
Unfreezing Moving Refreezing
Preparing for change Making the change Institutionalizing
Key Tasks Key Tasks Key Tasks

Communicate what, why,
when, who, how

Draw on others, and seek
input, ideas
Define objectives, success

criteria, resources, schedule,
budget

Finalize work plans

Assign leaders and
implementation teams

Lewin’s change model

Change involves three stages: unfreezing (preparing for change), moving (making the change), and refreezing (institfutionalizing the

change).

Motivate individuals

involved or affected

Coach, train, lead, encou-
rage, manage

Provide appropriate
resources

Provide on-going feedback

Monitor progress against
SUCOess criteria

Establish processes, systems
to institutionalize change
Establish controls to

ensure change is occurring

Recognize and reward individuals for

exhibiting new behavior
Provide feedback, motivation,

additional training to individuals

not exhibiting new behavior



Lewin’s Force Field Analysis

Driving forces

Write all the reasons for the
change being good here

ﬁ

Assign a score

Write
your
change
here

Restraining forces

_

Write all the reasons that the
change may not be a good idea
here

—

Assign a score

_




pwin's force field analysis
pddressing concemns
0 @ ong restraining forces will
make it difficult to implement this
change.

Lewin’s Force Field Analysis

Restraining forces

Fear of loss of job

Uncomfortable with changes in job

Require training

NN

Distrust of project team

N

Driving forces

Somehow this may be
best for the organization

Q’s force field analysis
dddressing concerns

=Etraining forces have been weak-
ened and driving forces strength-
ened so there is a much likelihood of
successfully implementing this
change.

Restraining forces

Fear of loss of job

Uncomfortable with
changes in job

Require training

Distrust of
project team

Driving forces

There are many benefits
for the organization

Provides opportunity to perform
work in a new and interesting way

Will improve my productivity and
enable me to better serve our

customers




Leavitt’s Diamond

Leavitt's Diamond
Organization — living organism Using the model

Surroundings

Organization

f Structure

Technology

DLSCUSSLOW:

Glve an exavple how change tn one element
triiggers a change tn the other three elements.



Leavitt’s Diamond

Same 4 dimensions
(technology, people,
structure and tasks) asin
the previous slide;

Two different
representations of the same
idea.

- Attitudes

- Behavior
- Skills

- Reward system

Information
system
ardware
- Software
- Network

= WOTETLOW

Y B - Tools
Leavitt’s ﬂ!ﬂl‘l‘lﬂl’lﬂ - Standards - Responsibilities
Any change in technology, people, - Measures - Authority

task, or structure will necessitate a
change in the other three
components.



Acceptance of Change

Inmovators

2.5%

Early
adopters
13.5%

Early majority
34%

Late majority
34%

Laggards
16%

Innovation diffusion
Adoption of any innovation does not happen all at once for all members of the targeted population; rather, it
is a drawn-out process, with some people quicker to adopt the innovation than others.

Source: Everett Rogers, Difusbn of Innovations.

TaBLE 2.2 Five categories of innovation adopters

Adopter Category

Innovator

Early adopter
Early majority
Late majority

Laggards

Characteristics

Skeptical of change and new ideas

Risk takers; always the first to try new
products and ideas

Opinion leaders whom others listen to and
follow; aware of the need for change

Listen to and follow the opinion leaders

Very conservative and highly skeptical of

Strategy to Use

Simply provide them with access to the new
system and get out of their way

Provide them assistance getting started

Provide them with evidence of the system's
effectiveness and success stories

Provide them data on how many others have
tried this and have used it successfully

Have their peers demonstrate how this change
has helped them and bring pressure to bear
from other adopters



Accelerating Diffusion of Innovation: Maloney’s 16% Ruleo

Psychology of

infl = Scarcity Social Proof Maloney’s 16% Rule:
s Once you have reached 16%
adoption of any innovation, you
must change your messaging and
media strategy from one based
on scarcity, to one based on
T T social proof, in order to
= .lppmg accelerate through the chasm to
Point+ SUE ;
the tipping point.
/'/
_25%| 135% 34%
Adoption Early Early Late
Profile* InRovdtoes Adopters Majority Majority Late Mass
Psychographic® Technologists Visionaries Pragmatists Conservatives Sceptics
Social " Critics & Joiners & —
Technographic# EEALOE Collectors Spectators RERE3

A Robert Cialdini *Everett Rogers #Forresters ~Geoffrey Moore + Malcolm Gladwell

Dlsecussion: \Whteh one ave You?




Group exercises

Forme groups and Let every group
focus on resolving one case

Coles supply chain
management (p.
51)

accounting
functions (p. 55-
56)

Nordstrom’s
innovation efforts
(pp. 80-81)




Homework

READ TEXTBOOK CHAPTER 3 CONTINUE BRAINSTORMING
& 4 ABOUT YOUR BUSINESS



