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Consider how organizational design is affected by The choice of goals and strategy. New goals and strategies are often selected based on environmental needs, and then top management attempts to redesign the organization to achieve those ends. 
Performance measurements feedback into the internal environment, so that past performance of the organization is assessed by top management in setting new goals and strategies for the future. 
Choices that top management makes about goals, strategy, and organizational design have a huge impact on organizational effectiveness.
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Organizational Design,
Effectiveness, and
Managing  Change
(Organization Theory and Design)
Seta A. Wicaksana
Founder and CEO
www.humanikaconsulting.com
 


	2. Seta A. Wicaksana
0811  19 53 43
wicaksana@humanikaconsulting.com
• Business Psychologist
• Pendiri dan Direktur Humanika Consulting dan hipotest.com
• Dosen Tetap dan Peneliti di Fakultas Psikologi UP
• Pembina Yayasan Humanika Edukasi Indonesia
• Wakil Ketua Asosiasi Psikologi Forensik Indonesia wilayah DKI
• Penulis Buku: Sobat Way (2016), Industri dan Organisasi: Pendekatan Integratif dalam
menghadapi Perubahan (2020), Human Faktor Engineering: Integratif Desain Manusia
dan Lingkungan Kerja (2021),Psikologi Industri dan Organisasi (2021),Psikologi Umum
(2021), Manajemen Pengembangan Talenta (2021), PIODiagnostik: Pengukuran Psikologi
di Lingkungan Kerja (2021), Transformasi Digital: Perspektif Organisasi, Talenta dan
Budaya Organisasi (2021), Psikologi Pelayanan (2021) dan Psikologi Konsumen (2021).
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Fakultas Psikologi Universitas Mercu Buana, STIKOM IMA
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• Certified of Human Resources as a Business Partner
• Certified of Risk Professional
• Certified of HR Audit
• Ilmu Ekonomi dan Manajemen (MSDM) S3 Universitas Pancasila
• Fakultas Psikologi S1 dan S2 Universitas Indonesia
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	3. Introduction
  


	4. Part 3 Strategy  Implementation
 


	5. Zappos: An Organization  Designed
to Deliver Happiness
• Zappos: Success through customer service
➢ Customer service all in-house
➢ No scripts or timed calls
• Flat Organizational Structure = Flexibility
➢ Job rotation = trained talent
➢ 4 weeks of orientation training
❖ Including 2 weeks on customer service phones.
 


	6. EXHIBIT 11.1 Zappos’  Core Values
 



	8. Strategy,
Organizational
Design, and
Effectiveness
11–8
  


	9. Strategy, Organizational Design,
and  Effectiveness
Organizations exist to attain goals and top managers give direction to
organizations.
This session explores strategic direction in organizations in terms of
the types of goals and strategies that top management develops, as
well as two frameworks for determining strategic action.
Several approaches are then explored for measuring organizational
effectiveness.
 


	10. The Role of  Strategic Direction in
Organizational Design
 


	11. The Role of  Strategic Direction in
Organizational Design
• The primary responsibility of top management is to
determine an organization’s goals, strategy, and
design, therein adapting the organization to a
changing environment.
• Direction setting begins with an assessment of
opportunities and threats in the environment and an
evaluation of internal strengths and weaknesses.
• Then the company can determine its mission, goals, and strategies.
• Organizational design reflects the way goals and strategies are implemented.
• This is the role of organization theory.
• Consider how organization design is affected by The choice of goals and strategy. New goals
and strategies are often selected based on environmental needs, and then top management
attempts to redesign the organization to achieve those ends.
• Performance measurements feedback into the internal environment, so that past
performance of the organization is assessed by top management in setting new goals and
strategies for the future.
• Choices that top management makes about goals, strategy, and organizational design have a
huge impact on organizational effectiveness.
 


	12. Organizational
Purpose
• Purpose may  be referred to as the overall goal or mission.
• Different parts of the organization establish their own goals to
help the organization achieve its overall purpose.
• Purpose refers to why you do what you do, not what you do or
how you do it but why you do it.
• Purpose has been shown to positively impact employee
engagement and commitment to an organization thereby
impacting organizational effectiveness.
 


	13. Mission
• The official  overall goal for an organization is its mission.
• The mission describes the organization's vision, its shared
values and aspirations, and its reason for existence.
 


	14. Operative goals
• Refer  to the ends sought through operating procedures and
describe specific measurable outcomes in the short run. These
goals concern overall performance, boundary spanning, and
maintenance, adaptation, and production activities.
• Overall performance goals may be expressed in terms of
profitability, delivery of service, growth, or volume.
• Resource goals pertain to the acquisition of needed material
and financial resources.
• Market goals relate to the market share or market standing
desired.
• Employee development goals pertain to the training,
promotion, safety, and growth.
• Innovation and change goals pertain to internal flexibility and
readiness to adapt to unexpected changes in the environment.
• Productivity goals concern the amount of output achieved
from available resources.
 


	15. Organizational Operating Goals
  


	16. The Importance of  Goals
• The mission or official goals provide legitimacy to stakeholders and overall direction for the
company.
• In contrast, operative goals provide employee direction and motivation, decision guidelines, and
criteria of performance.
• An increasing number of companies are now using triple-bottom-line accounting - a system that
assesses their environmental and social performance as well as their financial performance.
 


	17. A Framework for  Selecting Strategy and Design
• A strategy is a plan for interacting with the competitive environment to achieve
organizational goals. Goals define where the organization wants to go and
strategies define how the organization will get there.
 


	18. A Framework for  Selecting Strategy and Design
 


	19. A Framework for  Selecting Strategy and Design
 


	20. Porter’s
Competitive
Strategies
Michael Porter introduced  a framework
describing four competitive strategies.
To use this model, managers evaluate
two factors: competitive advantage and
competitive scope.
Whether the organization competes on
a broad or narrow scope determines
the selection of strategies.
Low-cost leadership strategy involves
techniques for excelling at cost
reduction and efficiency, with broad
competitive scope.
Differentiation strategy strives to
create and market unique products by
innovative product characteristics and
advertising.
Focus strategies concentrate on a
narrow market or buyer group. The
company tries to achieve either a
focused low-cost or a focused
differentiation advantage within a
narrowly defined market.
 


	21. Porter’s Competitive Strategies
  


	22. Miles and
Snow’s
Strategy
Typology
Raymond Miles  and Charles Snow assume that managers
create strategies congruent with the external environment.
Organizations strive to fit internal organization characteristics
and strategy to the external environment.
The prospector strategy involves innovation, taking risks,
seeking out new opportunities and growth.
The defender strategy involves retrenchment, focusing on
stability and seeking to keep current customers without
innovation or growth.
The analyzer strategy lies between the prospector and
defender by efficiently maintaining a stable business for
current product lines, while innovating on the periphery.
The reactor approach is really just responding in an ad hoc
manner to environmental threats and opportunities, without
a real long-range plan.
 



	24. How Strategies
Affect
Organizational
Design?
Design must  support the firm’s
competitive approach. For
example, if the organization
uses the low-cost leadership or
defender strategy, the design
should be focused on efficiency,
whereas if the organization uses
the differentiation or
prospector strategy, the design
calls for a learning
organizational structure with
strong horizontal coordination
mechanisms to increase
collaboration and teamwork
 


	25. How Strategies Affect  Organizational Design?
 


	26. Assessing Organizational
Effectiveness
• It  is important to differentiate organizational
effectiveness from efficiency.
• Effectiveness is the degree to which an
organization realizes its multiple goals.
• Efficiency refers to the resources used to
produce outputs (ratio of inputs to outputs).
• Effectiveness is often difficult to measure in
organizations, especially those that are large,
diverse, fragmented and those that have
multiple goals and measures of effectiveness
like not-for profit organizations.
 


	27. Contingency
Effectiveness
Approaches
Contingency effectiveness approaches  are based on an
examination of specific parts of the organization that are
considered to be the most important to measure, in contrast
to balanced effectiveness approaches that integrate several
parts of the organization in an effort to measure
effectiveness.
 


	28. Contingency Effectiveness Approaches
  


	29. Contingency Effectiveness Approaches
  


	30. Resource-
Based
Approach
The resource-based approach  evaluates the
ability of the organization to obtain valued
resources from the environment. this looks at
the input side of the transformation process.
This approach is useful when other indicators
of performance are difficult to obtain.
Indicators of system resource effectiveness
include dimensions such as bargaining
position, ability to correctly interpret
properties of the environment, maintenance
of internal day-to-day activities, and ability to
respond to environmental changes. A
shortcoming can be an overemphasis on the
acquisition of resources rather than on their
utilization.
 


	31. Internal
Process
Approach
The internal process  approach evaluates
effectiveness by examining internal
organizational health and economic
efficiency. An evaluation of human
resources and their effectiveness is
important. Indicators of effectiveness
include strong corporate culture, team
spirit, trustful communication, decision
making near sources of information,
undistorted communication, managerial
rewards for performance, and interaction
between the organization and its parts
 


	32. Goal Approach
The goal  approach measures effectiveness
by evaluating the extent to which operative
goals are achieved. It is more productive to
measure effectiveness using operative
goals than using official goals which are
more abstract and difficult to measure. The
goal approach is used because output goals
can be readily measured after issues of
multiple goals and subjective indicators of
goal attainment are resolved.
 


	33. Managing multiple and
conflicting  goals is necessary
when different managers
champion different goals, or
when it is necessary to serve
different environmental
demands. Therefore,
effectiveness has to be
measured by several factors
and often cannot be assessed
by a single indicator.
 


	34. An Integrated
Effectiveness Model
•  The competing values approach, recognizes that managers may
emphasize different indicators of performance and tries to balance
concern with various parts of the organization rather than focusing
on one part.
• Two values can be used to categorize four models of effectiveness.
• Organizational focus is whether issues internal or external to the
firm are valued.
• Organization structure is the emphasis on either flexibility or
stability.
• The four resulting areas of management emphasis reflect the two
values:
• The open system’s emphasis combines an external focus and
flexible structure, with management's primary goals being
resource acquisition and growth;
• The rational goal emphasis focuses on the stable structure and
external environment with management's primary goals being
productivity, efficiency, and profit;
• The internal process emphasis reflects the values of internal focus
and stability, with management's primary goal being to maintain
the status quo;
• The human relations emphasis combines internal focus and
flexible structure with management's primary goal being
employee development.
 


	35. Four Approaches to  Effective Values
 


	36. Effectiveness Values for  Two Organizations
 


	37. Rethink the Future
Org  Design
Worksheets & Templates
Visit Stratechi.com for more helpful strategy guides and templates
Disclaimer
All responsibilities for the use of these data and information will be solely those of the user. In no event shall Stratechi or their respectiveemployees, agents,
suppliers, or contractors be liable for any damages or any kind or character, including without limitation any compensatory, incidental, direct, indirect, special,
punitive, or consequential damages, loss of use, loss of data, loss of income or profit, loss of or damage to property,claims of third parties, or other losses of any
kind or character.Copyright in this publication is owned by Stratechi. This material is provided on the basis that the user agrees not to copy the materialfor other
than the user’s own purposes. In the event that the user wishes to use any material from this content in presentations,papers, reports, publications or opinions
prepared for any other third party person or use, it is agreed that it will be sourced to Stratechi.
 


	38. TO DRIVE OUR  LONG-TERM COMPETITIVE DIFFERENTIATION &
ADVANTAGE, WE WILL FOCUS ON BEING BEST-IN-CLASS IN THE
FOLLOWING CORE COMPETENCIES...
Organizational Core
Competencies
Core Competitive
Differentiation & Advantage
• xx • xx
(Year) Strategies to Develop or Improve Core Competencies
• xx
 


	39. IN (YEAR), THE  ORGANIZATIONAL GOALS AND COMPOSITION WILL BE...
Sales
Service
Operations
IT
HR
Finance /
Legal
Marketing
$
• xx
• xx
• xx
• xx
• xx
• Xx
• xx
Goals Budget Headcount Span of Control
$ per Person
% of Org
%
% of Total
%
$xx
$xx
$xx
$xx
$xx
$xx
$xx
xx%
xx%
xx%
xx%
xx%
xx%
xx%
xx
xx
xx
xx
xx
xx
xx
xx%
xx%
xx%
xx%
xx%
xx%
xx%
$xx
$xx
$xx
$xx
$xx
$xx
$xx
xx
xx
xx
xx
xx
xx
xx
$
 


	40. THE ORGANIZATIONAL STRUCTURE  OF THE XX TEAM IS…
• Target number of employees - xx
• Target span of control – xx
• Total budget - $xx
Name
Title
Name
Title
Name
Title
Name
Title
Name
Title
Name
Title
New Positions
Unfilled Positions
 


	41. TEAM CHARTER –  STRATEGIC ALIGNMENT
Team Strategy
Structure
Roles
Mission • What is the mission of the team?
• How does it reinforce the corporate mission and strategy?
• What are the major strategic initiatives for the year, 3 years?
• What are the major goals / scorecard for the team?
• What is the team size, budget, structure?
• How will it evolve over the next 1-3 years? Why?
• What are all of the major roles on the team?
• What are the career paths?
 


	42. TEAM CHARTER –  CULTURE
Norms &
Values
Comp &
Benefits
Environment
$
• Is there an incentive plan for exceeding team goals? What is it?
• Are there unique benefits to the team? What are they?
• What is the team environment (e.g., shared / offices, dress code, meeting
spaces, kitchen / food, furnishings, decoration, events)
• What are the core team values and norms?
Employee
Journey
• What are the initiatives to improve the employee journey (i.e., recruiting,
hiring, onboarding, development, evaluation)
 


	43. ROLES WORKSHEET
Responsibilities
Objectives
Support
Leadership
– What  are the responsibilities and accountabilities for the role?
– Are the responsibilities and accountabilities clear?
– Are there enough responsibilities? Too many?
– Do the responsibilities fit the skills and competencies of the person in the role?
– What constitutes success in 1 month, 6 months, and 1 year?
– What are the clear objectives and goals? Are they SMART goals?
– What does leadership need to do to make this role successful?
– How will the role lead to growth, development and more leadership opportunities?
– What kinds of interactions will this role have with leadership?
– How will this person be empowered in this role?
– What are the necessary resources to make the role successful?
– What are the top risks to the success of this role?
– What support does the person need to be set up for success…training, onboarding, mentorship, etc.?
– What needs to happen for stakeholders to support the role?
– Are the incentives for the role aligned with the desired behaviors?
Empowerment
Role:
Role:
 


	44. MANAGING
CHANGE:
How to
Increase
Acceptance
and Benefits
  


	45. Why Change Management
•  Increase the likelihood of success
• Deliver the benefits
• Mitigate risk
• Treat employees right
• Prosci’s correlation data from over 2,000 data points and ten years shows that initiatives with excellent change management
are six times more likely to meet objectives than those with poor change management. By simply moving from “poor” to
“fair,” change management increases the likelihood of meeting objectives threefold. McKinsey’s data also shows that the ROI
captured from excellent change management is significantly more than with poor change management. Change
management, when applied effectively to a project, significantly increases the success rate of the effort.
 


	46. Change Management Models
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Change Management Models
  


	48. Define What Is  Changing
▪ Organization
Design
▪ Stakeholder
Analysis*
▪ HR Alignment
▪
Business
Impact
Assessments
Business Readiness Assessment / Planning
Communications*
Business Engagement
Ongoing Monitoring of Changes
Check Points
▪ Benefits
Realization
/ Value
Delivery
Benefits
Manage the Transition
▪ Change Guides
▪ Executive Ownership
and Sponsorship*
▪ Role Identification and
Mapping
▪ Training Design,
Development, and
Deployment*
▪ Deployment Planning*
▪ Business Case
▪ As-Is Process
Mapping
▪ To-Be Process
Mapping
▪ Recommend
Preferred
Alternative
Project
Definition
Process Design
Change Management Framework
 


	49. Components:
Organization Design/Alignment -  Outlines how the organization structure, jobs, teams and roles need to change to
enable the future business processes (for both the business and IT).
Stakeholder Analysis - Captures characteristics of the impacted organization such as group size, location, and buy-in
criticality.
HR Alignment – Identifies HR activities that may need to be undertaken as a result of the system, process, and
organization changes.
Business Impact Assessment - Identifies how the changes from the “As-Is" processes, systems, and structures to
the “To-Be" processes, systems, and structures impact specific organizations and roles.
Define What is Changing:
▪ The first step in an
effective change program
is to clearly define the
changes.
▪ A thorough understanding
of the changes coming to
the organization helps to
scope the type and
magnitude of
interventions required.
▪ Defining the changes also
helps to build ownership
for the program among
key stakeholders.
Define What Is Changing
▪ Organization
Design
▪ Stakeholder
Analysis*
▪ HR
Alignment
▪
Business
Impact
Assessments
Business Readiness Assessment / Planning
Communications*
Business Engagement
Ongoing Monitoring of Changes
Check Points
▪ Benefits
Realization
/ Value
Delivery
Benefits
Manage the Transition
▪ Change Guides
▪ Executive Ownership
and Sponsorship*
▪ Role Identification
and Mapping
▪ Training Design,
Development, and
Deployment*
▪ Deployment
Planning*
Define the Change
 


	50. 50
Components:
Business Readiness Assessment  / Planning – Determines the readiness levels of business users about upcoming
changes; assessments uncover readiness gaps. If gaps are identified through the readiness assessments, action plans to
close the gaps should be created and implemented before go-live.
Communications - Outlines the key messages that need to be communicated throughout the project.
Business Engagement - Defines the activities needed to bring the impacted audience to the required level of buy-in
before go-live.
Ongoing Monitoring of Changes:
▪ Change Management is an
iterative process that must be
managed throughout the life
of the project.
▪ The goal is to recognize the
need for course corrections
before go-live, not after.
▪ These steps build ownership in
the solution throughout the
organization.
Define What Is Changing
▪ Organization
Design
▪ Stakeholder
Analysis*
▪ HR
Alignment
▪
Business
Impact
Assessments
Business Readiness Assessment / Planning
Communications*
Business Engagement
Ongoing Monitoring of Changes
Check Points
▪ Benefits
Realization
/ Value
Delivery
Benefits
Manage the Transition
▪ Change Guides
▪ Executive Ownership
and Sponsorship*
▪ Role Identification
and Mapping
▪ Training Design,
Development, and
Deployment*
▪ Deployment
Planning*
Monitor the Progress
 


	51. Components:
Change Guides –  Package the impacts gathered through the Business Impact Assessments and communicate to
impacted users before their formal training to ensure they are fully prepared and oriented to the major changes.
Executive Ownership and Sponsorship – Identifies activities and behaviors that executive leadership must engage in
to provide navigation towards the future environment, lead the organization in that direction, and build a sense of
ownership over time.
Role Identification and Mapping - Groups the organization into targeted roles for change management interventions.
Training Design, Development, and Deployment - Defines how the project will build the necessary process and
system capability in the impacted user groups through performance support (job aids, coaching, knowledge systems,
practice scenarios, and simulations).
Deployment Planning – Aligns agreement around all relevant pieces of the deployment which need to be considered,
defined, resolved, or require action to enable implementation.
Define What Is Changing
▪ Organization
Design
▪ Stakeholder
Analysis*
▪ HR
Alignment
▪
Business
Impact
Assessments
Business Readiness Assessment / Planning
Communications*
Business Engagement
Ongoing Monitoring of Changes
Check Points
▪ Benefits
Realization
/ Value
Delivery
Benefits
Manage the Transition
▪ Change Guides
▪ Executive Ownership
and Sponsorship*
▪ Role Identification
and Mapping
▪ Training Design,
Development, and
Deployment*
▪ Deployment
Planning*
Manage the Transition:
▪ Once the changes are
defined, specific action is
required to move the
organization from the
“As-Is” to the “To-Be”
state.
▪ These tasks help enable
the organization with the
skills to work in the
future environment.
▪ These tasks also help
build ownership for the
program among the user
base.
Manage the Transition
 


	52. Components:
Benefits Realization/Value Delivery  - Defines and manages the activities to ensure achievement of the business
case after go-live.
Benefits:
▪ Ensuring that the business
value outlined in the business
case is the key measure of a
project’s success.
▪ Value delivery is focused on
point solutions that deliver
best practice post
implementation to improve
absorption within the
business, or ensure that
processes or procedures are
adhered to in the most
effective and efficient
manner.
Define What Is Changing
▪ Organization
Design
▪ Stakeholder
Analysis*
▪ HR Alignment
▪
Business
Impact
Assessments
Business Readiness Assessment / Planning
Communications*
Business Engagement
Ongoing Monitoring of Changes
Check Points
▪ Benefits
Realization
/ Value
Delivery
Benefits
Manage the Transition
▪ Change Guides
▪ Executive Ownership
and Sponsorship*
▪ Role Identification
and Mapping
▪ Training Design,
Development, and
Deployment*
▪ Deployment
Planning*
Focus on Benefits Realization
 


	53. Learning and Giving
for  Better Indonesia
www.humanikaconsulting.com
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