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1.1 fluvSetnguszasdvadlasinislange
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(1 whuasuanuianudilafsgleviuazanudidgyveinisuimsinagninielauiunnasy

(2 Boufifetueiesde nsou uasdumeulumsnaunuuasuiadanagns
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1.2 Lﬁam/mﬁﬂfnuiﬁ‘lﬁmniﬂian'ﬁ
1.2.1 A1TUTUITHY enaqma‘ (Strategic Management) - Mr. Marcus Barber, Director, Looking Up Feeling
Good, Australia)
1.2.1.1 UmgnMsneuauLazNIsUSIISdenagns (Introduction to Strategy)

® 191 NaymS vise Strategic 1191NA1I “Strategos” lunwnin Jeadunew vaneia Auiuay
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o '
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laeN1SUIMISITanagns Usenausie 4 diu e (1) Ideviend (2) Wusia (3) n19919uKY Uag (4) n13a1duns
Imad’;uﬁﬁﬁiymnﬁqm fim n1sIdevial LﬁawméfaaﬂizLﬁuamumizﬁgﬂmem 9 fiorminduluewanuaz
finsanfianisuazaananeiily waglihanAnerlstufifesannsnuundeulfifieliamsavssgldmutvaneg
wonanil MeneIdeviminssesinsy TlliAnend (bias) lianduananudeiiflegitn Afiuidiane vio
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mavszvvudnilng eg1alsin anueafsziduilymidedednddorimifiuiimuediifiond uazmnliaula
fauiiiusing Aflaundesifnaideimifuasdndulafionanls



Organisational Evolution model - Marcus Barber

Vision | Strategic |

Where do you want to get to and by which Given your Vision and your field of
date do you want to get there? endeavour, what are the most important
things you need to consider right now?

The Plan <«——— | Selected Strategies 1 “— CapabllllyAssessments‘

How you intend to move closer For each Strategic Issue, assign Do you have the Capabilities
to your Vision, given your capabilities to move forward required to address each

Capabilities and Strategic Issues through a series of strategies Strategic Issue identified?
for action

Dat =

Do = e ullonkor —> l Accountabilit

e stielinll SO0 Sty

Implement your Strategic Plan What are the ‘on track’ and ‘off Ensure all Board meetings and

- remove barriers, provide track’ signals telling you about Management meetings hold the

permission to act progression? What is your organisation accountable to the
Environmental Scanning telling Plan - ask the key question and
you about emerging issues? act accordingly

G
EVOLUTION Think Learn

What now? - is your Vision still valid? Have you Using tools like the After Action Review (AAR)

targeted the right Strategic lssues - have others look for ways to improve your business,

emerged? Do you have the required Capability or become more alert and make better

are there gaps? Were your choices of Strategic strategic and operational decislons

appiication of Capabilities sufficient?

®  N1SARILATITIHALNTTUIUNITUSUISITINAENS Tavua 4 seeu

]
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(1) szfunagng (Strategior N13AnAATIzAfinasluluauARLA 919 F oA 1mue
#ifoans warUsziiuilonauazguassaognsdlv iteliiannsouimsidogamnzaunasannsasslugmsussg
Hhvsnenuiidesnsls Inedesdndidueuddnussiunagnsang q iledaassmiwenslivngan

(2) s¥usniiunis (Operational): N15AATATIZATIRISAUIIANAINT (capabilities)
Tathefisnfunaziluesdng wu niweins fnwe waziifioweviolifisgsduiunisusziiuidanagnieing
Tngesnsazdosdinundouiiazufummunisdsundasuionnananumsaiuasauliviueuiionaifntu
Tuouran vail ﬂ’]'iiJ§$Lﬁuﬂ%’mﬁ’]&lﬁﬂﬁdﬂﬁ??ﬁﬂﬂﬂﬁ’lﬁ@ﬂ?ﬂLﬁlaﬂf\]’]ﬂLﬂuéf’sLL‘Uiﬁ?ﬁ@ﬁﬁ]%ﬁﬂﬁﬁﬁiﬁﬂUiiq
ey eehslsfin vaneesinstdlildldmnuddiunszuiumsi

(3) s¥AuUfURNIS (Execution): N15AAIAIILMTIULURNIS Ao n1sasioUUuRnuwNu
M3RRANEA warn13TANLSURATEU (accountable) FansruiunsinnunalioUssiduinannsadudunisle
muusuvelal fianudiamn mnzesdnssidudemaulagfiiigamniidailaiiotasduiulaildmuu iWold

asAnsansaUsulUdsuurulaukarausaussalamudming el nsiiaaunalimisiiussegmsfiaauudag
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(@) szfumsmumusagia (Evolution): MsAAlaszsiilunisnumaunagns eldeus
LagiauInRadugnsaldsu wioufuRansandinisiniunisiiiuanlidaelieadnsiilugnisussg
Wvaneunntuvdels exlsfedsiluguassauaslona vl & 4 dromftanunsolfifuuamadelfimainGeus
wazitannld fail (n) exlsfedsfimsaniintu (1) oxlsfodaiiiniu (r) avlsfedsivinliudeuly (1) evlsfodsd
osdnsanusnSousldifiolflinadugrimuiidosmslundmin Wy nslivinuzuasnineinsasdonduedls
ffAsuRsveuAnmueuAUnh Ifssyfetam uazguassavioll
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(Environmental Scanning, Stakeholder Analysis, and Identifying Key Strategic Issues)

®  MTUATINANTNLINRONUTENBUAIY 2 NTEUIUNTT
(1) MIAATIEREN NN (Environmental scanning: “ES”) A9 NN1SAUNILALIATIEN
foyainorlsimdanintuneusnasdnslullagsu
(2) nsnnavndaaIeUIAA (Horizon scanning: “HS”) e Msusziliuludrmiineslsi
ansonintulatn (scenarios) Tl wazeensls Famsinseiidnlngaadinnudaaulsinnin
Wil n1sTiATgaivi 2 nsTUILNTILHIBTTYUsEIR UnAgMRd Ay ot lugnisuseg
Whmneiideanis lngesdnsdesiinsesitiyvguassauazloniasis o se Fanseunsiiesgiivatsuuy fegis
19U VerySTEEP: Values / Societal / Technological / Economic / Environmental / Political
oehalsiid e 2 nsvvrunsiianudimenansdu Wy nsensedunseunsdum ey /
Ty silo ngesdnsdeamilviypannslussdnsmsuisssifiunagndosisngs Adevimisiudu / azviognslsli
Aansvenenauarlinaialeniafudsimdmaniniu / nshideslomanisinmeilugnsufon
o mslasgigiidnladudsysenousie 3 @
(1) msvszdiunazianutilaieslsfomudinimsuasorlsiediiosnnldveiidimls
dude wzusasnguilyuuowineiu Feenaalinielalsasiifinnagnsdesnis
(2) mIspyIETesifeianlddudouiazngy lnsiddnandoadurosmmaiigiidmls
drudvazainiazauiela
(3) maaeunuidnlddnidei exlsfonadugnsiiniaadsy
o¢lsAenaduguiiitiosiianiisweuld Tnenaquadfyues 2 dniudandn fe Weliiidulddudeldruny
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nsdeudsanulululangddulddiudeensldlannediiisenld wagnaasuitauisadeseslanialy

Inafmeuiildandiidwlddndsazidudivemadugrsiiidnlddudousazngusuld dedeyamaniaziu

ulignanagnsanunsaaniunisseluls el fienagnsiedinsieisiesiedn exlsdeimungaaeiiiaula
dudednans wasdilduladudsdeenisivsdidusulunssuiunisiathaieilduadungns

ISPl

uledudsasnla way

o msszyUseiiunagnsdfey
INMTBATIIEANLIRsouLasdildulad sty faenagnsiesinnsiniteslshie
Ussidunagnsidosduiunisiiedmiesdnslugidevimiiidsly exlsfeninensuasinueiidedld uenani
Fnanagnddosiansandeyaiivunlishedt lumsidendeyadsnanginmnagnslifonddedeyalavield mndl
Aresmtoyaunfisiiousuauna liduiunadugvifeylildasiasandu

) ES & HS Reporting

|ODKNGUPFEELINGGOOD

MajorData * Summary |pisconfirming

Evolutionary

Data Point 1 Who/When/What Pathways
EhK Is someone
Refers to use of saying CATA;
chemical complete the Eme_r gence;
enhancements for opposite? If this, then
neurological ... that...

Share Widely. Share Often — non predictive, just potentials

Waw.Infg com,am {c) 2021




1.2.1.3 msnmuanazanliunagnsuazuiuUuifnis (Formulating and Implementing Strategies

and Action Plans)

Q Formulating The Plan

LOOKINGUPFEELINGGOOD

Strategic Capability = Allocation Selected
Issue

Assessment Strategies
Which
Who, Where, Strategic

summary What Issue gets
H, CD, N/A the

How will who
use what
capabilities to
= address which
Capabilities strategic issue?

Capturing this in a document will give you both a Strategic
Plan and much of your Operational Plan

Www. Iufg.com.au (c) 2021

o nsUszdiuUsziiunagns
Usziunagns de exlsfinuifeinislvesdnsdnasminensuazinueuniodnnis
Samaduqvsastaeiwlviesdnslugyanuneidesmauasidermifiaaly ol nsdnsiulssiunagvsiienuddounn
frenagmsmsfeadenyssifiunagnsiiazdieliiesdnsiadoulugideimivasimneldegsmnsuasindiAosiiga
o nsUssliuAnENINLAZAINEINNTH
mﬁmaisuauﬁ’mum%’wEnﬂir‘f]udauﬁﬁmwmnﬁam malaiiinsnensvseviney Aldaansa
sflunagnsld wazmnlufinisnaunulunsdaassmsneins niweinshasgnldluegrsgueian Snvadadodld
L’JmmumuLLa“maqu‘uLmeﬂwwﬂmﬂummsa‘ussaL{]m:u1a‘mmaqmiLLawlﬂmaawﬂuwm”L”ﬁﬂ
Wil Lzuaamﬂs*’disLuuﬂﬂamwLLaxmmmmmmmaﬂmwamLuuﬂaqwﬁ naaINNIsUTELAY
anunsneenuld 3 sUiuy feil
(1) aednsiidnen nwazaNasnsanden iasduanneslunsenisuenadng
(2) BIANSHANYAINUALANNAINITOUNEIULADIDINALNUTATINALA 130 SellUsvaunisal
laligane
(3) parnslifidnen muagANEINTe Imahjiiwzmié’mﬂﬁim
o msidenuazsrynMIALiuNInTnagns
Tumadenuarssymasiiumsienagns Fesfiansuminssuaunsuastunouiiosnuuuly
sudinsdnassninennsuazinvedmiunissdunisiu fwzhsﬂ,ﬁadﬁﬂsmmiaLﬂ?%auiﬂajﬁé’aﬁmﬁuazLﬂmma
Ads3lavdeld winldld Adesdinmsusudsunseniunisidmneausely

Q Designing an Action

LODKINGUPFEELINGGO DD
Very much 'issue dependent'
Aim to answer the question:

How will who use what capabilities to address which
strategic issue?

Strategic Issue | Available Capabllltles

New Public 35 hectares of land at 1. widen existing access road
Housing estate $320m budget; Barber 2 construction engineers to
Construction engineers: oversee utilities build;
Contracts signed with 3. XyZ company to
suppliers for_ manufacture flat-pack housing

modules to install onsite
4.
S

Www lufg.com au (c) 2021




1.2.1.4 nsnuniunagns uaswa e nunlideussTovduazquarvasnagns (Strategic
Review and Evolving Your Plan to Maintain Strategic Value)
®  ATTUIUNTAANINAMUAUMIINANITALTLIIY
TunshnmuarnuAumiRanssiivny fesdenaiuindadelafiozanunsadusatedii
namssiunulszauaudifaiesedulauds Tasarudusaduazgainnisideusivessdnslugiderimiva
gLy

) Formulating The Plan

LOCKINGUPFEELINGGOOD

Capability Ia B
Assessment Selected
Stralegies Monitoring
Who, Where, What Progress
How will who use
bbbl | (per strategy / action)
strategic issue?
Off Track &
ON Track signals
of Progress
A _/"

Strategic Management requires that we are ALWAYS
paying attention to how we are performing

‘Wuw. lufg.com au (c) 2021

Wil AeuntsusediumnuAuntinanssiiueu ssdnsienimuansiinaiiazaanse
suiiunslauaasadmiulasaniseing f]Im@mﬂmmmﬂ\‘hmaﬂmqmiﬁ?u q SadsfnennuarANaINsafil
TnedrlngudesdnsdnizuseiuanufuninuatiailasinisindBuniosulunds erslsia asdnsasinn
sthwaienfieliannsnssylilasiiifianhdnlafdsdunmsldmuimun dulefianih Flddanuenoudy
szidueddlsidrudmafingzazianliesdnainanuaseminfuazufuiasunssuunsléviu uazaunsaussq
Whwngldmuiidesns

<

®  NIINUMULASTAILINITUSNSTINAENS
dardunsmumuuasiauinisuimndanagnssuaniluguadugniiinguluadandy
fnenagndasnnu 4 frnnu deil (1) exlsfinsasiintu nnaulussdnanauingussasdosnstaiaunielsl (2) gl
sty Foslnmwadugriiidaau (3) drilerlsfowumndeanty exlsierliAnanuuandreaiy Jedverlsiivi
Tiuadugvsiuasu lhasiturieudas (4) exlsilaunsaFousldielinnldituluadomih Tnsaunsathiladoiii
TiadugvsAsundadluadsd sandudaumildunisirsandmiunismasaiuouan

') Think

LODKINGUPFEELINGGOOD

* |s our Vision still
valid?

= If we have
achieved it, what's
next?

= Did we use our
resources on
Strategic Issues
that mattered?

* Did we action them
well?

Did we identify the
right Strategic
issues?

Have any emerged
or waned?

Did we monitor
progress in a
timely way?

Had we identified
the earliest
possible signals?

Www Tufg com au (c) 2021

Was our Capability
Assessment
effective?

Did we have the
resources we
needed?

Was someone
Accountable to our
intended
outcomes?

Did we give them
authority to act?



1.2.2 miU%Wﬁsi’mn'lﬂ%lg (Public Management) - Dr. Naomi Aoki, Associate Professor Graduate School
of Public Policy, University of Tokyo, Japan)
1.2.2.1 Uwﬁﬂémiu%mixﬂumﬂ%'g (Getting Started with Public Management)

o nsudmsnunasduismaniuazdad lnensiuuaulovisnazliuinisussevy
ABIUBIHIUYUNBINITUINIS AlafiarTusTsunaznIsadinuaundeny sadennuaiunsatunisaniivausuld
Useavu wmawsumemmswﬂmmmma"dsuamLLa.,umﬂmaUﬁisﬂumamwaﬂ"di U3l N9
A lavszesuiadunyuadifey uaﬂmﬂu mheunAsgRewdissnAvaia fihesdnsuaziuinisms
yhedlayaansluneassuasuinslig Snedosdinuiduanineinisiae wu wssgamans / n1suims /
$grnans / Mausmsansnsaie / dRuingn / 39aIMe1eeAns 3Rannsauimsnuniasslfegadfivsednsam

The strategic triangle in the public sector

(Moore, 2000, p. 197) Mobley’s Model of the Turnover Process

LEGITIMACY
2nd SUPPORT

Job dissatisfaction Thinking of Evaluation of benefits

L, inking £,
. experienced quitting and costs of quitting
VALUE Evaluation of Search for Incention to search
alternatives alternatives for alternatives
|
A
Comparison of alternatives Intention to
OPERATIONAL — — Quit/stay

CAPACITY to present job quit/stay

Image from George, J. M., & Jones, G. R. (2012). Understanding and managing organizational
Moore, M. H. (2000). Managing for value: Organizational strategy in for-profit, nonprofit, and governmental ge fron o 2) "’ 'g and managing organizath

organizations. Nonprofit and Voluntary Sector Quarterly, 29, 183-204

behavior: International edition (6™ ed.). New Jersey: Pearson Education.

o Tlunsuimsyransluesins fusmsdesianudilaneuityaainsdesnisvsessnta
oglsnnmisviien wasdosgiyrannsivinuiduesls welianaumelaninnisyiauuiniian il Mobley’s
Model lnsudnliih yanafifigudnuaradeiuasfgadsiuasiu (attraction) warypraweniiazldsunisdng
mummanﬁﬂimﬁmmﬁﬁﬁgﬁ"umia’%w@mﬁ1ﬁm5ﬂﬁu (selection) Imaﬁm%’uuﬂﬂaﬁﬁ@mé’ﬂwmsmesm
fazdndulasanainesans (attrition)

o il aueniiyaanslinnuddylilfinanuadugriifisedaien wiyaansfeadeds
dwamuﬁﬁLLasﬁﬂmm'wsuaamuLamfuvl,éﬂﬂua'auﬁ’]ﬁmsl,umiﬁwlﬂdmaé’uqméﬁw mMsisfuAuianelanazada
LLS&%NIQIMLLﬂUﬂﬂa’mimﬁa’]‘c’JﬂiaULLauLLmﬂ(ﬂ 19U AH. Maslow’s Theory of Human Motivation (1943) szmlaimu
sdadunioslefudnmiuiureuumdudiausadosrs defh Tiinede TWaudsnsiiynains
annsoldnnuanunsnvesnueesnaduiiiiefiarussaynilvanefausavlalunuild$u flenaluntsamn
AULDALAZLAULY

e yuenani lunsuimsyeaing fauedveafuimstianuddyuiniduiy mndudmsnuin
fynansiildanmnsarnaauldnmdmang wmmimmiamaummu% 2 uuu (1) mmwamﬂmﬂﬂmﬂa
mmuwumiwﬂmﬂﬂmL‘i’]’mmaLLavlmaumvmmmwmumma‘umumm ¥30 (2) mgHaiiyaainseofiiy
linsgietesudunasnusraunisaivesmanivinas maudmsluesdng Ssnsisauyfgulidiosluguuule
i lUg BN susmsyRaInsvesuInSHaly

1.2.2.2 N1SUSMITUAZYIANITIIESTIUUATAMATIUAIAST (Managing and Integrating Ethics and
Values in the Public Sector)

o fuImsnimsgazdediasesssuduanulusssy ludadulanuvdnnisvesnuieusiniy

v
o

Asindulanaruleulgrodadnns dnNI9LAoIlauSURAYaU SINDIAINUALLDEATBUADY FINUNYTIND S

(%

AMudandu duuifndiuuinnssy aseninitulovisresesAns azldenareasoladunianisidies way
fianwanuisalunisuimsuazdanududiin

Y



® A3THNRUNINRTEsTIY Ae nsTiyaralaaunilsdnludesindulaveslsuiegis
Tngnisdndulaunnnnasguinvualiteuudiineylsiedvignieuazerlsdsiin

Organizational/

bureaucratic
Middle-range norms
collectives
Famil:
) a0 ;ien;: Professionalism
Political parties, interest
groups, unions, elc.

Dwight Waldo’s 12 sources of ethical obligations

‘Aoki (2020)

o Uszifiusualusssuiisnsenisdinduls 3o ethical dilemma Wintuiloiaanunisaliigos
dnauladenmilamanis Tnenadeniififuinnudaudssemingtu wu mnyeranisinssyniumeaissssuse
ounarAseUATILazAUIEY MY WintiaunseyhAnnioadienudsmelfiAntundUsssrudiusiy
yaratufazdondenitagyiniiiifioussrvu vidoasdenidenaustlonilitudiou udasyanalinruddy
Tuusazidadluiviiu

® L{anNd1fnIsuIMIyAaIng lun1sviuasiiLuiAniiseniuii Guerilla Government
(Employees) FsifoynainsiivhauseduanulszasdvasfUsdutye egrlsitunainsidingfnssudanand

Ladlednazifuymealdd degratu ldvhaumdsfisdudyvuiesainiuinlddanudusssy egslsha

a

windnsnsgifisunss §oadudyuifesiinasuimsdnnisednals wu nsld 7 38muguduens

How to manage guerrillas
(direct quotes from O’Leary, 2010)

Create an organization culture Understand the organization
that accepts, welcomes, and both formally and informally.
encourages candid dialogue and

debate. Separate the people from the

problem.

Create multiple channels for

N N N dissent.
Cultivate a questioning attitude

by encouraging staff to
challenge the assumptions and
actions of the organization.

n Create dissent boundaries and
know when to stop.

® 931 paAnsezdesdiszuunisaiiaquatluniasy nu1eds 11nsn1sEe o Aviliyaains
Tinuddyiunuatuegssiniu Tnsnuatudududdgvesinusssunisuinsunuss mv

o FWlunmsduasunisasienman 1 2 e laud (1) msasengnaet wuidjos uway (2) n1sli
elaunuAaInsndsasunIsasauel Ineednsaisdnaidunas inuddgdunuainan 9 udeulsiv

Adoiriuar NusN909ANg

The Statutory Approach The Non-Legislative Approach

'Wriling codes of ethics or codes of Rewarding people who uphold the values, conducting
conduct. performance appraisals, reminding staff of the values
through training sessions, and using value statements

in recruitment and selection.

argue that the h help to:

+ Signal and symbolize strong government support for the statement

Promote public, legislative, and media discussion of the statement's form and content
Inform the pubiic in a high-profile manner of the values that public servants stand for,
thereby enhancing public appreciation of the public service

» Inform public servants in a formal |+ Make it easier to revise the statement fo account
manner of the values to which for new challenges (for instance, greater emphasis
they are expected to aspire on new professional values like innovation or on

ethical values like integrity arising from increased
conflict-of-interest concerns)

(Italics directly quoted from Kemnaghan, 2003)
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1.2.23 asdudirluniaigfesfiozls uazvinagnslstine (What Does It Take to Lead in the
Public Sector?)

o nsifufurniuszdniaan desaruisadnduleld wazdreliosdnsiudoundas
Ingnsidsuwdasienaniivatgyszian loun 1@elaseashe ey uaziBeimnn

Types of Organizational Change

) Restructuring (Revolutionary Change)
o Focuses on structure (i.e. downsizing, creating or removing
departments and positions, reducing levels of hierarchy, etc.)
Reengineering (Revolutionary Change)
o Focuses on processes and workflow rather than structure.
o Involves changes across functions (i.e. budgeting, human
resources, policy formulation)
> Total Quality Management (Evolutionary Change)
o Focuses on processes and workflow; involves fine-tuning them

rather than bringing about revolutionary change.

e lagunfiudi asAnsazAesUTudiagnasniian Lﬁ'ammaeﬂjiamLLazmmmé’wﬁ’zyli'mst
annundenilidsunuasesnsniia Tnsnisazihesdnslugauudsuuvasiu fihasdendudunuves
mswasuudasisnan farundwng Sanudesiuluay sdndunssiiunisienuen Wuiiveusouiegnasn
Mdevied wazdinuausatunisdanstivanududou anuegunse wavaulivuuou

o Tun1susmsnisidsunuas (change management) Qﬁwﬁmazq*jmiawé’ﬂé’uﬁ%ﬁﬂﬁlﬁm
nadsuudasiy ferlsthe uaverlsfiazdrvannisdedunisiasuuuasiaing Tasdesinni 2 nssuauns
lundoudu susuaradunszurunsifiethlugnsilfAsaudasuntasnelusdnsegadugusssu uas
delinaasuasiunaeduauunivesesding

Action Research Lewin’s Force Field Theory
To enable change in organizations, managers/leaders need to identify a way
1. Diagnosis of the to boost the forces for change, lower resistance to change, or do both in
organization tandem
A J1
2. Determining the @é\\m&([ L
5. Institutionalizing i A\ Q)K
desired future
action research
state

]
"“":nﬂ

+ Decide who will be responsible
3.
4. Evaluating oo ] + Decide which type of change sirategy.
i mplementing | - Identy possibls forces resisting change.
the action y g chang
< action + Weaken resisting forces, and boost
M::;'fg;!'e Refreezing the organization.

forces for change. Unfreezing the organization

from its present state.

® Tuaznseunsiaseiiiessulsranduiasihlugnsvdsuudadussinsiinanesuuuu
! < [N ¥ a [3 £ v v Y IS
wu mndunsssyusaedndunieuen aunsaldnisiesiziliea PESTEL 1o Usznausiedadedunisies
wswghe dau walulad aninuindey waznguue mndunisseyuswandunigly esdnsazdeadifiisu
n151UAsuLUAY (transformational leader) w30 Hyanailinye ANEINIT NSonagNSALAYAIzaTIa
ANULANANLTIUININANSIUABULUAIINAazAnTuluesAng (positive deviants)
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o dwmiunsszyiladefiagdasannisdediunisiudsuudasanansainseild 3 sedy
(1) 32AUBIANT LU TAIUSITUBIANT (2) SEAUNAN wag (3) TeAuyAAa LYW WORNTIN YUUBI Lae mindset
Tagluszdudl 3 JUmufiuaazsisiesziinyaainsd mindset wuulvu Wefigihavaiunsaldasusmsle
pgavzALLazannInaey  UfulMArnsAsuudaddaudnse el danlngudranvniiyaainsluesdng
sofumsiasuuvasfumsznsuasunasiinanazdimansenusonudeanisueamanian

Digital Mindset Matrix (Solberg et al. 2020)

Fixed/Expandable-sum |Growth/Expandable-sum

& Digital Mindset Digital Mindset

1/Zero-sum

Fixed/Zero-sum Gro
Digital Mindset

Mindset

Competence Competence

ploitatios exploratior

Solberg, E., Traavik, L. E. M., & Wong, S. I. (2020). Digital mindsets: Recognizing
and leveraging individual beliefs for digital transformation. California Management
Review, 62(4), 105-124.

o Fvifihesdnsdesduiunsiitelinisiasuntasdunvdng fo (1) domsmpuainiluds
Feainnsidsundas (2) Nanuuazdeansuay (3) ﬂ%’mLLiﬁaﬁUaﬂéuﬂﬁiL‘UgEJuLL‘UmﬂWEJIULLazaﬂﬂﬁGiaghu
(@) ddunsbifllainguimsssiugsatuayuuaztsiufiogiliAansiasuuuasiingn (5) aisuseatiuayy
nawasuidasmeuen (6) ¥iliAanaudsuulaseswaseueaulussdng uenani mngaeansuiuliesdns
\Wussduinnssy Afamudndudesdiiunsfulumugusuan

Hints for Creating an Innovative Organization (Behn, 1995)

Frontline Workers Know That || Frontline Workers

Leadership is On Their Side Understand the Big Picture

1. Be immediately responsive 1. Create an explicit mission and related

to requests for performance measures.
improvements. 2. Broaden job categories.
2. Support mistakes. 3. Move people around.
4. Reward teams, not individuals.
5. Make the hierarchy as unimportant as possible.
Bohn, R. D. (1965). Creafing an 6. Break down functional units (or don't let the

innovative organization: Ten hints for .
procurement guys tell everyone “no.”)
involving frontline workers. Stafe &

Local Government Review, 27(3), 7. Give everyone all the information they need to

221-234. do the job.

8. Tell everyone what innovations are working.
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o madufiniieiludnisdnduls
® msieduladuinuzdrAglunisuimsiiendnsdunisaiiiuenuveesans Inedsfides

fia1sa 4 sganeuiludnisdnauladl Al

(1) N15U5LLANTBINSARAUTY LAgN15UIINETIARIAEUNNT WU Tul
nAuladiulevsasinsegudmseli uazdiideaduleeglusziuln mnlduduimsszdvaemsfosindulalussdungy

£

Programmed vs Nonprogrammed Decisions

Programmed Decisions

Nonprogrammed Decisions

Considerable

past decisions

Simple
and TYPE OF TASK
routine

gurdance from < RELIANCE ON ORGANIZATIONAL POLICIES

Lower-level
workers TYPICAL DECISION MAKER
(usually alone)

Complex
and
creative

No guidance
Jfrom past
decisions

Upper-level
supervisors
(usually in groups)

Figure from Greenberg, J. (2011). Behavior in organizations (10 edition). Pearson.

=~

SpIRBDY

(2) MsansERuNsEdUTIveyAans (ASlumsiiasanAsiieg g Vioom-Yetton Model)

. Al: Autocratic | (the leader makes decisions)

. All: Autocratic Il (the leader makes decisions, collects information)

. Cl: Consultative | (the leader makes decisions, seeks inputs, one to one)

. CIl: Consultative Il (the leader makes decisions, seeks inputs from a group)

. Gll: Group-Based (the leader and followers reach a consensus)

A, Does the 8 Dolhsve C. 1sthe
problem wificient problem
pessess » nformation structured?
quality to make 8
requirement? ' high quality 1

| decinon? !
| ' 1
1 ! H
1 1 !
] 1
] 1 ;
i ! i
1 1
! ' |
1 i 1
| 1
: ! |
1 | 1
i i H
| ] 1
! 1 1
1 H 1
i | i
' ! 1
] | \
|
' ' !
1 No 1 [}
Q 1 :
Yo 1
1 )
! 1
!
' |
1
Yes, :
|
|
|
|
|
Figae 1 Yes
The Wroom- Yetien Contingoncy Nodsl
of Leadership Dedaricr &
U
No

A H. Vreom, r
Organizadonal Dynamics, Vol.4, Ho. 3 (1575}, p. 18, ® 1976y ANACCOM,
e wndhum & HREAN

Schmit.
Soriad Benavior and Human Parfoamaros, Vel 19 (1977), p. 365,

=0
SO T N5 A et e

o 0o @ >

0
scceptance

of the

decision by
subordinates
important

for effective
implementation?

\&

<

dE-—F

<
H

. Is the problem structured?

implementation?

. Does the problem possess a quality requirement?

be accepted by my subordinates?

problem?

E If | wece

to moke the

decwion by
mysell ls

1t reasonably
certan that
1t would be

F Do
subordinates
share the
orgamzational
goals to be
attaned In
solving this

sccepted by my problem?

subordinates?

Figure from Fied, R. H. G. (2001). A critique of the Vroom-Yetton contingency

model of leadership behavior. Academy of Management Review, 4(2), 249-257.

g4

2z
o/«
2

<
2

z
S

<
13

Z

R i 1]
33;5‘3

Sptmied © Rt @ hteda @ 2l @
z2Yz =z
E ] o

<
a

< <z- B
g Sz g @

<
2

<
2

z
S

Gis
conflict among
subordinates
hikely in
preferred
solutions?
'
I
U
| PROBLEM
. SITUATION
i O1
[}
A 2
[ O
' O3
[
1 .
)
i Os
! Os
! 7
|
| 8
1
| Yes o
O 10
1 No
! 1"
1
T 12
1
| 13
i
| Yes i
O
No

OO0 0000000000 O0OO00
-

. Do I have sufficient information to make a high-quality decision?

. Is conflict among subordinates likely in preferred solutions?

ALAILCLCHGH
ALANLCLCILGH
G

ALAILCLCILGH
ALAILCLCH
ALAILCLCILGN
ALAILCLCH
Gl

cu

crLen
AlLCLCIULGH
Aancien

Gn

cn

ci.cn
AILCLCILGH
AlLcren

cu

cnen

cn

cuGn

Gl

ci

. Is acceptance of the decision by subordinates important for effective

. If  were to make the decision by myself, am | reasonably certain that it would

. Do subordinates share the organizational goals to be attained in solving this
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'
val a

(3) WsaNasTInTdlunszuunsnsindule lnedsaliuain 5 Jade eadl

Q. What are the benefits of forming large
groups and small groups?

The profiles and perspectives of
group members. Q. What are
the pros and cons of
heterogeneous and

The work that a Size homogeneous groups?
group is expected to
perform.
Function Composition
: work group
v
(& characteristics
The implicitly agreed \ Gh’UUPd’Ze;th’er: s
i shared belief about the
e ";%?;;a: ?Snzfﬁg‘: Status Efficacy ability of the group to
effectively perform its
function.

(@) Fsarihgluuureanisindulaszaunguensiiuegiils Ineanunseldnaiiasig 4 dsil

watianauluwiu (Nominal group technique) wadansyla (Stepladder Technique)

Nominal Group Technique Setpladder Technique

* A small group gathers around a table and I Final group decision made by
receives instruc\:‘lons:lpro blem is identified. Person A, Person B, Person C, and Person D
Participants privately write down | =
idaas about solutions. | Tentative group decision made by Individual decision by

l Person A, Person B, and Person C | Person D

3 Each participant's ideas are presentad, T \ i
one at a time, and are written on a chart Tentative group decision made by Individual decision by

until all ideas are expressed. Person A and Person B Person C

! AN

Individual decision by Individual decision by
Person A Person B

evaluated by group members.

|

S Participants privately rank the ideas
in order of their preference.

}

The highest-ranking idea is taken
as the group's decision.

Each idea is discussed, clarified, and \

| Figure from Greenberg, J. (2011). Behavior in organizations (10" edition). Pearson.

Figure from Greenberg, J. (2011). Behavior in organizations (10" edition). Pearson.

watAwanie (Delphi Technique) WAATEANAIUAA (Brainstorming)

Delphi Technique Rules:
» Avoid criticizing others’ ideas

« Share even far-out suggestions
« Offer as many comments as possible

 Etkcohe Proposa Experts record + Build on others’ ideas to create your own
|- cooperation 1 the problemto =~ — solutions,
of experts. | experts. recommendations.
| /
Experts' responses )
are compiled _ |
and reproduced. A
s Responses Experts comment
areshared with | on others ideas and
all others. propose a solution.
If no consensus
s reached . . . 1 l
Ifa

S “

Figure from Greenberg, J. (2011). Behavior in organizations (10" edition). Pearson.

Image from Pixabay
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1.2.2.4. s5susnfvnadinnudfgy: nadendmiugdivuauleuns (Governance Matters: Options
for Policymakers)
® s3nivia Ae nsvvrunisuaglassaidlunisdnduledifetestuulovieaisisazuas
NsUSNINASTLAUTE YU
e 53nunAUIAL 2 JUkuY (1) datiumsnana (2) faiuanusiuile
(1) sysnfvnaiigatiunsnain: filmmnefagifiuussaniuanisuinmsnniguissssu
FuLsINAFUTBINAALAE N1 UL BesuuuuilifudiunilwesnsuguliAnnsuivisianismasgzuuuuin
(New Public Management (NPM) reforms) @sfien1siininuiuazuszaunisaliildannnisuinisgsianld
Wleviann U3uuss Ussdvdna Usyansnmm uazraduiunudimiumsuinsmadgunlseamu

“D-P-C” Model

Decentralization (empowering
local governments and/or

service providers/agencies) Choice
6
= ® ®
{0 o

Market pressure
Performance measures

(2) sssunAvianyaduanusiuile: Ae nszuiunsuazlasairslunisandulauleouie
41513002 Fafanquanni q undldrusuliiAaniswaun Tddenduniady avrensu Usswiwu iousss
Wiszadiioansisae fonnlildmusudenliamnsaussaithussasiule

¥
N A

° F’]’NJJLLG]ﬂGi’NSUENEULL’U’USiilI']ﬁ’U’]ﬁ UPUY

DIFFERENCES

Market-oriented Collaborative
governance governance

1. Type of voice citizens are Economic voice Political voice
expected to exercise

2. Assumed roles of citizens Clients/customers Partners

3. Direction of interactions Unidirectional Bilateral
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dauin 2 Uselewinlasunaznisvenenaannn1siinsaulasang

2.1 Uszlevilsonuias

o  duglidmidrdanuianudilanniuinisuimadanagns fausiaiesdie nseu duneuy
ilensanienagns TasldnszuiindfaiBuaznszuiunsing q fddydsliasazias 1wy msUssidiudnenimuay
Anuaunsalussdng/ Isuazdanlunig engage §ildulddrudoiiielrimsuisdifiddulddudssuls
Weudsdaiidesnisuniian/ ssozanudfivanzalunisieaunanisdiiunuielfannsaszygaildduly
muusy ilviannsadanisldegneiuinel/ uaznsmumunagns WileSeudiasimunanuadugvsilésy

o dglidmidfinnuianudlafeiiunmsuinsnunieigedisaseuagy liindumaia
M15UIMTYARINT/ MsysaNIsatessautazauailuniafy Seswlufanisuimsdanisiuaiesssuiionn
sennsindwla w3e ethical dilemma/ Aruand@lunisiduginosdnsvieduinisnuaiaig Fesamiannsuinmg
nadsuuadlfaunsafeiuldnieslussdnsiiosnsefuuasiuu wagnisiiinuelunsdadulalugugdin
03ANTVRUTINT/ UargUuUUsTINALIA BefFanszuaunsuaslassandunisdadulailelugnisdmuauloune
GREE

2.2 Uslevinenuigausugann

o rlidiinanuamgnssunismivndnninduazaatananning @1dnau na.n.)
Fadumhsnusudsinvedndiyransiifinnufammumdlafuluiunsuinsdnagms uagmsuimanu
Ay lnslaniznszurunisiddy e q deliaasazias lnenaainnszuiunissenanazidulsslovse
msauiuausing o Tudwinnu nae. Taglawzmsdnvhuazduindeunnugnsmansitelugitmnouayideiian
nsly

2.3 Usglewisoasaunionsnsisntnluideiiug

o grelidrmdrdadudminiveddy ddundaluddedduienis dregnsmansuas

nsinsdseina Ineinihindnlunisdne wwevinfivaziuiulovie waratdvayunisiaviuaugnseans aus
arandlasindu Bnvisiindesile nsou Funsuuagnszurunsrng 4 fezaursaiuussgndldldlune iR
Lidsdudauinisdunssviunisiinuanagnsluaufenisdoudifiedmur srudedsanunsodeioning
runseSUIeng q waznisvenenaliifuiilousinnudsiuussloviedianndomenuvesiimgi esn
anudenudlafififintuainniseusuadaiiazdissnsedulinanuuuuesdraluasnurosimidhiinua iy

Tuszaze

' :4'
#49UN 3 1NEITLUY

3.1 eNanswuu 1: 5'1EJ%;:JL%ﬁnﬂmamiLLasﬂisLmﬁLi’fﬁ'aﬂmqmi

3.2 Lenanswuu 2: Muuanisatuange (Program)

33 LeNansuuy 3.1 ena1susenaunisusen/duuun (Training Materials) - N15USMISIeNagnNs
(Strategic Management)

3.4 @Na1shuY 3.2: lenansusenaun1suseYn/duuun (Training Materials) — N15USMI5UAATY

(Public Management)




