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2.0 technologies are changing the
entire concept of where an
organization starts and stops...

of where a job starts and stops....

And where work starts and stops.....

Doc Searls, Dave Weinberger, Chris Locke

sounded an alarm for organizations in Cluetrain
Manifesto (way back in 1999)

“discovering & inventing new ways to
share relevant knowledge with blinding speed”




Will enterprise 2.0 software transform organizations?

Tom Davenport Andrew McAfee
nope yep
“power differentials, lack of  “empower employees,
trust, missing incentives, decentralize decisions,
unsupportive free up
cultures...won’t be knowledge....more
addressed” democratic...”

HBR Online March 21/07

* Is there anything more difficult?
* Why?




1. Past structures are not effective for
present or future work processes

2. Younger the staff, more comfortable with
technology, collaboration; more
uncomfortable with top-down decisions

3. Small, agile groups move faster than
large bureaucracies

4. Leadership & followership are CSF’s
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6. Technology impacts organizations; how it
Impacts depends on people

7. 85/15 rule: process & structure problems
beat people problems hands down




Organization Design Principles

« Form follows function

« Functions change quickly

* Form drives behavior

» Reporting relationships create “ties that
bind”

» Collaboration decreases as distance
increases (more than 50 feet apart)

Organization Design Principles

* Some relationships are weaker than others
Hierarchies work for some functions
Organizations are ecosystems

Stability signals staleness (& death)

Clarity dissolves most, if not all, conflicts




Organization Design Principles

Organizational forms are tools for shaping
your work processes & employee
relationships to support your strategic
priorities

Structure should create an organizational
focus on the right issues at the right time

Strategic
Direction

Skills /\ Reporting
& &
Mindsets #Qrganizationab< elationship
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» Organize staff? Or staff organization?

Strategy
Determines
Size the
Structure
Technology
Talent
» Centralize? e Decentralize?
— For management — To empower units,
control branches, sections
— To increase — Because of size &/or
consistency & reduce diversity of services

costs




» Design the structure to exploit the library’s
uniqueness, services & people and.....focus
on the issues

Recruit & retain
talent

Increase
E-content

Grow
presence in
gpecific client groups

Redesign .
Design new
web .
reference services
presence

Your design tools:
-Strategic plan
giep -Humour

-Flip charts, post-its .
P P -Constant repetition of

-Assumptions & principles  the word “Draft”




Staff \
Service Design & Web Client
Development) < Presence > G ContenD Gevel OpmeD Gevelopment

 Virtual teams develop an inner authority
based on their members’ commitment to
shared purpose.

* In virtual teams, power comes from
information, expertise, and knowledge, the
foundations of wealth and status in 2.0.




— Virtual relationships take longer to develop
* “conversations” & virtual water coolers must be
explicit & supported
— Clear ground rules & norms for shared work
space & processes are critical
» what's our acceptable turn-around time for
returning e-mails? Checking documents?
— Actively seek opportunities to increase
understanding of each other, provide
feedback & build trust

“If we are to enjoy the efficiencies and other
benefits of the virtual organization, we will have
to rediscover how to run organizations based
more on trust than on control. Virtuality requires
trust to make it work: Technology on its own is
not enough.”

Charles Handy

“Trust & the Virtual Team”
Harvard Business School’s
Virtual Work, Real Results




 Make the invisible, visible
* Make the intangible, tangible
* Create & foster a climate of trust

» Establish & constantly model standards of
accountability

 Communicate clearly, constantly &
effectively within each receiver’s realm

* Model collaboration

e« DO: « DON'T:
— ensure clear purpose — under-estimate value of
« clear goals, deliverables face time
— meet 1st face-to-face — expect to agree on
— have agreed upon & everything
respected working — accept lone rangers,
styles, communication complaining or gossiping

preferences — online or offline




* Respectful of other’s
working & communication
styles? Cultural
differences?

» Extroverted? Introverted?

» Comfortable with
technology?

* Confident?

“Good people in a poorly designed
organizational structure fail, while average
people in a healthy organization succeed.”

» N. Dean Meyer and Associates

Structure that is not supportive or strategic
will never succeed, regardless of
technology




Information Management Negotiating

Information Literacy Sales & Marketing
Information Analysis & Consulting
Delivery Project mgmt
Information Service Financial

Design Risk taking

Communication
Client Understanding
Problem-Solving

Entrepreneurial
Business planning
Leadership, Vision

Self disciplined

Collaborative The “eyes” have it!
Communicator Internet
Commentator International
0 ved Interactive
rga.mze Interdependent
Confident Intuitive
Initiative Insightful
Independent Innovative

Intuitive




 Ultimately up to us

 We won't have all the
answers we expect or
want

* Most of the time most
of the people do their
best

And best is pretty
darned good

Please let me know how you are doing.

rebecca@dysartjones.com




