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adership within Healthcare Organizatic
er Using Strategically Driven and Systemic
Core Set of Superior Personal Competencies a
Effective Personal Styles:

-Situational Assessment Skills
-Strategic Analysis & Execution Skills
- Problem-framing Skills
- Decision-management Skills
-Change Initiation & Org Transition Mgmt Skills
-Organizational Development Skills
-Team Management Skills
- Outcome Evaluation Skills
Effective Transformation Leadership Competencies & Style:

oordinating both ‘Transformation-orien
of Evolutionary Strategic Organ
erprises or Systems of

Brache’s Business Issue Types

‘Management Action Steps’

1
Setting Direction
[Strategy
Formulation]

6
Maximizing Future
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[Potential
Opportunity
Analysis]

2
Finding Cause
[Problem Analysis]

7
Clarifying & Planning to
Resolve Concerns

[Situation Appraisal]

5
Minimizing Future

3

Trouble
Making a Choice
[Potential Problem
Ananlysis] [Decision Analysis]

'7 Business Issue Types’ Taking  Hal e
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Northouse, Leadership: Theory & Practice, 2004, p. 3

“Leadership Is a process

whereby an individual
Iinfluences a group of
/ndividuals to
achieve a common goal”




Framework for Management Education

(Source: Managers, not MBAs: A Hard Look at the Soft
. pd .

Practice of

Reflective Mindset
(About Self)

Worldly Mindset
[About Context)

Analytical Mindset
[About Organization)

Collaborative Mindset
{About Relationships)

9.2004)

Action Mindset
{About Change)
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ource-based Theor
the value chain Nellis & Parker, 2002, p. 227

Sustained The Firm’s E:vir.o_nm.ental Scanning,
- ositioning & Industry
Competitive Strategy Analysis

Advantage

Core Competencies and
Distinctive Capabilities

Resources

Tangible Resources Intangible Resources Human Resources
-Financial -Know-how / technology -Skills and knowledge
-- Physical (e.g., plant and equipment) -- Reputation / trust -- Motivation

-- Organizational culture -- Personal interaction

of Competitive St

Nellis & Parker, 2002, p. 216

Corporate-level
Strategy

Business / SBU — Flow of
level Strategy Information

Functional Level
Strategy
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Environmental Factors:
New
Entrants

-Political & Legal
-Demographic

-Social
R Threat of New
-Macroeconomic
-Technological

Industry

o C s
- Bargaining P —
Suppliers Bargaining
s e HE e
Suppliers Buyers

Rivalry Among
Existing Firms

Threat of Substitute
Products or Services
Substitutes

Porter, M., Competitive Advantage: Creeating and Sustaining Superior Performance, 1985

Competitive Advantagé

Lower
Cost Differentiation

Broad

Target 2. Differentiation

1. Cost Leadership

Competitive Scope

Narrow 3A. Cost Focus 3B. Differentiation Focus

Target

Porter, M., Competitive Advantage: Creating and Sustaining Superior Performance, 1985 [pp.12]
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M. Porter, Competitive Advantage, Chapter 2
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Network and Clinical Service Program
Organization and Management Insurers/
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Managers

Employers/
Program
Sponsors
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Balanced Scorecard Approach to Managing Organizational Performance

Financial
Perspective

Measures the company's
implementation and execution
of its strategy, contributing to
the bottom-line improvement of

the company.

Internal Process
Perspective

Concerned with the processes that
create and deliver the customer value
proposition.

The clusters for the internal process
perspective are operations
management, customer management,
innovation, and regulatory & social.

Learning and Growth
Perspective

The foundation of any strategy and
focuses on the intangible assets of an
organization, mainly on the internal
skills and capabilities that are required
to support the value-creating internal

Customer Perspective

Defines the value proposition that
the organization will apply in order
to satisfy customers and thus
generate more sales to the most
desired customer groups.

The value proposition can be
centered on one of the three:
operational excellence, customer
intimacy or product leadership,
while maintaining threshold levels
at the other two.

processes.

Based on:
Kaplan, R. and D. Norton, The
Balanced Scorecard, 1997
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Environmental
Considerations

-Technology
-Policy
-Competitor Behavior
-Partnerships
-Business Environment
-Funders
-Community Values
-Legal Environment

Environmental Stakeholder Expectations -
Considerations Beneficiaries / Partners / Employees /
Other Stakeholders / Community /Society
-Technology
-Policy
-Competitor Behavior
-Partnerships
-Business Environment
-Funders
-Community Values
-Legal Environment




Development Model

Environmental
Considerations

-Technology
-Policy
-Competitor Behavior
-Partnerships
-Business Environment
-Funders
-Community Values
-Legal Environment

Stakeholder Expectations -
Beneficiaries / Partners / Employees /
Other Stakeholders / Community / Society

I Vision, Mission & Strategy I
2

Development Model

Environmental
Considerations

-Technology
-Policy
-Competitor Behavior
-Partnerships
-Business Environment
-Funders
-Community Values
-Legal Environment

Stakeholder Expectations -

Beneficiaries / Partners / Employees /
Other Stakeholders / Community /Society

I Vision, Mission & Strategy I
2

Vertical Division
of Labor

-Authority & Chain of
Command

-Line vs. Staff
Functions

-Systems & Processes
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Development Model

Environmental Stakeholder Expectations -
Considerations Beneficiaries / Partners / Employees /
Other Stakeholders / Community /Society
-Technology
-Policy

-Com petitor Behavior
-Partnerships
-Business Environment

-Funders
-Community Values - —
-Legal Environment Vertical Division
of Labor
-Authority & Chain of
Command
-Line vs. Staff
Functions
-Systems & Processes
I Vision, Mission & Strategy I
>
>
Horizontal Division of Labor
-Allocation of Functional Responsibility
Development Model
Environmental Stakeholder Expectations -
Considerations Beneficiaries / Partners / Employees /
Other Stakeholders / Community / Society
-Technology
-Policy

-Competitor Behavior
-Partnerships
-Business Environment
-Funders
-Community Values - ———
-Legal Environment Vertical Division

of Labor

-Authority & Chain of

Command
N\

Organization -Line vs. Staff
Design Functions

-Systems & Processes

I Vision, Mission & Strategyl

>
>

Horizontal Division of Labor

-Allocation of Functional Responsibility




sign & Development Model

Environmental Stakeholder Expectations -
Considerations Beneficiaries / Partners / Employees /
Other Stakeholders / Community /Society
-Technology
-Policy

-Competitor Behavior
-Partnerships
-Business Environment
-Funders

-Community Values - —
-Legal Environment Output Controls Vertical Division

of Labor

-Authority & Chain of
Command

-Line vs. Staff
Functions

C
o
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t
r
o
|
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-Systems & Processes

I Vision, Mission & Strategy I

>
>

Horizontal Division of Labor

-Allocation of Functional Responsibility

sign & Development Model

Environmental
Considerations

Stakeholder Expectations -
Beneficiaries / Partners / Employees /
Other Stakeholders / Community /Society

-Technology
-Policy
-Competitor Behavior
-Partnerships
-Business Environment
-Funders

-Community Values - o
-Legal Environment Output Controls Vertical Division

of Labor

Organization Development -Authority & Chain of

Command
N

Organization -Line vs. Staff
Design Functions

-Using Behavioral Science to Improve
Organizational Performance
-Formal & Informal Communications
-Surveys, Individual Interventions,
Group & Team Interventions
-Process Design Interventions

-Systems & Processes

w —O0 = = 300

GroaTZatenICTTe I Vision, Mission & Strategyl

Organization Learning

>
-Shared Values, Actions & Beliefs =

-Stories, Rites, Rituals & Symbols Horizontal Division of Labor -Know ledge Acquisition,
-Shered Meanings & Understandings Distribution, Interpretation &

-Taken 'For-granted Truths' -Allocation of Functional Responsibility Organizational Memory
-Limitations on Management Decision- -Deficit Cycles

Making & Action -Benefit Cycles




ulture and

‘Schermerhorn, Core Concepts of Management, Chapter 9.

Stories

Tales about events conveying
core values

e
Core Culture Heroes

Coreliaiues —> People (past & present) who

display core values

Rites and Rituals

Celebration of heroes and
events displaying core values

Symbols

Language and other symbols
conveying core values

EW Adapted from Robbins, 9™ ed. 2001 p. 1

System / Org Mission and Goals

Organization
Systems
Level

Work Group /
Team Level

Individual
Level
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WEW Adapted from Robbins, 9th ed. 2001 p.24

Organizational
Systems Level

System / Org Mission and Goals

Human resource
policies and
practices

v

Organizational

Organizational

structure and Work design and

culture

technology

design

WEW Adapted from Robbins, Sth ed. 2001 p.24

Group / Team Level

Group decision
making

Leadership & trust

Y

Communication

Group structure Work teams

Other
groups

7~

Conflict Power and
politics
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WEW Adapted from Robbins, 9th ed. 2001 p.24

Biographical
Characteristics

Individual Level

v

Emo

Personality &

tions

Perception

Individual decision

Motivation

S

Organizational

Strategic &
Operational
Context

Individual learning

making

nizational B

WEW Adapted from Robbins, " ed. 2001 p. 24

/- Organizational Systems Level

Group Level

Biographical
Characteristics

I

Individual Level

Personality &
Emotions

Motivation

Individual decision
making

| Ability F—% ivi learning
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Absence

Turnover

Citizenship

Satisfaction
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Organizational Pe

Management
Practices

[policies & Execution-

- related
Wo_rk Unit procedures] Elements
Climate

Task Requirements and '"di"idu:" Needs
Individual Skills / & Values
Abilities - Shared
Individual &

1aua Outcome
Organizational Elements
Performance
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Processes

Organizational Processes

Managerial Processes

Processes

Organizational Processes

Work
Processes

Behavioral
Processes

Change
Processes

Managerial Processes

Direction-Setting
Processes

Negotiation and
Selling Processes

Monitoring and
Control
Processes
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Processes

Organizational Processes

Work
Processes

Behavioral
Processes

Change
Processes

Managerial Processes

Direction-Setting
Processes

Are there clear goals for
operational and strategic
performance?

Are there well-specified
approaches to
communication,
decision-making and
learning?

Is there a clear
rationale, direction,
and path of change?

Negotiation and
Selling Processes

Have we obtained the
necessary agreements
and resources from
upstream and
downstream
departments?

Is there widespread
acceptance of the
desired approaches to
communication,
decision-making, and
learning?

Are others in the
organization
convinced that
change is needed and
that the proposed
changes are the right
ones?

Monitoring and
Control
Processes

ership vs

Do we know how well our
performance matches
plans?

Do we know how well
our current behaviors
match the desired
approaches to
communication,
decision-making, and
learning

omplex organizations

ping with change

. Manageme

Increasing competitiveness and volatility

ement vs. Leadership
g & budgeting vs. Setting a direction

g & staffing vs. Aligning people

& problem solving vs. Motivating & inspir!

Do we know whether
critical milestones
have been reached

and planned changes

have been
implemented?
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inning Phase
ion dead & buried

is a dialog between proponents and opponents where they agr

their opposition. Culture change is a shift in the definition
n and in the terms of the dialog.
eeling types have different needs:
ing) must be supplemented by a clear plan (feeling
plan will work (thinking) and what the fut:
complete, implemented outc
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