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Question: 

Most organizations are undergoing substantial changes in the way they are managed and do business. These changes have many sources namely changing technology, globalization, social, political and economic changes at many different levels. These changes are occurring rapidly, involuntarily and organizations will never be the same in structure or process as a result. 

Taking the case of an organisation of your choice (or more than one, if you feel that one case cannot adequately help you to answer the question) describe change in the organization(s) under the following themes: 

a) The increasing interconnection among organizations (networks, alliances, partnerships etc). (25) 
b) The increasing educational and technical specialisation among larger segments of employees (the knowledge-based organisation). (25) 
c) The increasing interdependence in work among all employees (the integrative organisation, teamwork) (25) 
d) The increasing permeability of organizational boundaries (i.e. the boundary-less organisation). (25) 

Guidelines for Completing the Assignment 

a) Explain why the organisation is forming alliances, the nature of alliances, who the partners are and the strategic implication of these alliances. 
b) Explain why employees are increasing their educational and technical specialisation, the most popular courses they are taking and why, and the advantages of knowledge to the employees and organization. 
c) Explain why the organisation is emphasizing teamwork, the nature of teams being formed and the advantages to the employees and the organisation of teamwork 
d) Explain what is boundary-less organisation and what is bringing about this phenomenon and the advantages and disadvantages of the boundary-less organization. 

EXECUTIVE SUMMARY 

The Author is discussing strategic change management as it relates to National Savings and Credit Bank under the following themes, 

a) The increasing interconnection among organisations (networks, alliances, partnerships etc). 
b) The increasing educational and technical specialisation among larger segments of employees (the knowledge-based organisation). 
c) The increasing interdependence in work among all employees (the integrative organisation, teamwork), and 
d) The increasing permeability of organisational boundaries (i.e. the boundary-less organisation). 

It has been noted in this document that in today’s rapidly changing world the need for more diverse and expansive skills, resources, technological expertise, and competitive capabilities are more emphasised for purposes of global leadership and industry positioning, which requirements take a long time to acquire independently thus the need for collaboration and strategic alliances. 

It has been observed also that it is a general belief now that people are the most important resource of a company and not an expense. Therefore organisations should devote their resources in knowledge building in their employees for purposes of customer satisfaction in return for satisfied and motivated workforce which will ultimately result into efficient and effective organisations 

It is further noted that team development is one of the organisation development interventions to promote organisational efficiency and effectiveness by delegating authority and decision-making to the people that are close to the operations of an organisation. When groups and teams are well managed, they contribute to greater employee commitment and organisational effectiveness. 

Finally, it has been noted that though most organisations are divisionalised into sub-systems in order for increased control and effectiveness, these could result into interdepartmental conflicts which could deter achievement of organisational objectives, thus the need for increased flow of information to break the boundaries thereby creating boundary-less organisations. 
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INTRODUCTION 

The Author will take the case of National Savings and Credit Bank to describe the change taking place in the organisation; 

National savings and Credit Bank (NATSAVE) is a Zambian Government owned non-bank financial institution that was established in 1972 by an Act of Parliament namely the National Savings and Credit Act, chapter 586 of the laws of Zambia. The Act gives the bank the power to administer funds on behalf of any person or agency, accept deposits, operate savings schemes, the giving of loans and to carry on any form of banking business. 

The Vision of NATSAVE is “To be Zambia’s leading financial institution in the provision of financial services for wealth creation”, while its mission is “To promote increased access to Financial Services in rural and urban areas through mobilization of savings and offering of prudent credit to foster economic growth”. 

Being a government institution, globalisation and the technological changes and the ever knowledgeable society has posed serious challenges to the institution. 

In view of this, management has undertaken restructuring measures and made proposals aimed at improving the bank’s operations. The efforts to improve the performance of the bank include among other measures the following, 

i. Crafting of a ‘Rural Strategy’ which is aimed at increasing its branch-network 
ii. Through collaborative efforts NATSAVE is now in negotiations with the REAL PEOPLE of South Africa with a possibility of forming an alliance. 
iii. NATSAVE seeks to change the organisational structure and work culture by changing the government bureaucratic type of running business to that of a modern changing organisation. 
iv. NATSAVE further recognises the need of an educated work force and places about SAR2,000,000.00 in its budget specifically for staff training. 

The Author will now discuss the changes taking place in NATSAVE in relation to the theory of ‘Managing Strategic Change’ in as far as interconnection among organisations, increasing educational and technical specialisation among employees, teamwork, and the increasing permeability of organisational boundaries are concerned. 

NETWORKS, ALLIANCES, AND PARTNERSHIPS 

1 Introduction 

It is important to understand what a strategic alliance is, and in the free encyclopaedia, Wikipedia (http://en.wikipedia.org/wiki/Strategic_alliance) 
Strategic alliance is defined as; 
A mutually beneficial long-term formal relationship formed between two or more parties to pursue a set of agreed upon goals or to meet a critical business need while remaining independent organizations. It is a synergistic arrangement whereby two or more organizations agree to cooperate in the carrying out of a business activity where each brings different strengths and capabilities to the arrangement 

Therefore, for a network, alliance or partnership to exist, there must be two or more parties to it and that they must pursue an agreed upon goal and that the relationship should be beneficial to both parties. 

The need for improved capabilities and competencies remain a cornerstone for competitive advantage which require a long process of learning, thus the need for more collaborative efforts among organisations to take advantage of partnership capabilities and competencies. This is confirmed by Thompson and Strickland (2003:172) when they state that; 

Many companies now find themselves thrust in the midst of two very demanding competitive races: (1) the global race to build a market presence in many different national markets and to establish an attractive position among the global market leaders and (2) the technology race to capitalise on today’s technological and information age revolution and build the resource strengths and business capabilities to compete successfully in the industries and markets of the future. 

It follows therefore that alliances and partnerships are important in the stride to race against rivals with a view to building a strong global presence and/ or establish a competitive position in the industries of the future. 

In today’s rapidly changing world the need for more diverse and expansive skills, resources, technological expertise, and competitive capabilities are more emphasised for purposes of global leadership and industry positioning, which requirements take a long time to acquire independently. This is acknowledged by Thompson and Strickland (2003:172) when they allude to the fact that “More and more enterprises are concluding that well-chosen alliances can allow them to bypass the comparatively slower and more costly process of building one’s own capabilities internally to access new opportunities”. 

2 Why Form Alliances and Partnerships? 

Organisations need alliances for various reasons, and Thompson and Strickland (2003:174) highlight the following as the reasons for going into alliances; 
A company that is racing for global market leadership needs alliances to help it do what it cannot easily do alone: 
• Get into critical country markets quickly and accelerate the process of building a potent global market presence. 
• Gain inside knowledge about unfamiliar markets and cultures through alliances with local partners. 
• Access valuable skills and competencies that are concentrated in particular geographic locations 

A company that is racing to stake out a strong position in an industry of the future needs alliances to: 
• Establish a beachhead for participating in the target industry. 
• Master new technologies and build new expertise and competencies for faster than would be possible through internal efforts. 
• Open up expanded opportunities in the target industry by melding the firm’s own capabilities with expertise and resources of partners. 

Therefore, alliances afford organisations to learn from one another. 

Following from the above, NATSAVE and REAL PEOPLE are seeking to go into an alliance for the following reasons; 
i. NATSAVE sees an opportunity for technological advancement which REAL PEOPLE was prepared to offer. 
ii. NATSAVE also seeks to gain from the REAL PEOPLE’s resource capabilities which appear to be NATSAVE’s major weakness in its efforts to gain competitive advantage in the industry, and on the other hand. 
iii. REAL PEOPLE sees an opportunity to easily penetrate a new market through NATSAVE’s wide spread branch network of twenty six (26) branches. 
iv. REAL PEOPLE also sees an opportunity in NATSAVE’s established relationship with Government as its shareholders in obtaining a salary related deduction code for the new product “Salary related loans” which they want to jointly market under a joint brand name. 
v. Both parties wish to benefit from each other’s competencies in loan portfolio management. 

It is clear from the above that NATSAVE is racing to stake out a strong position in an industry of the future needs whilst REAL PEOPLE of South Africa is racing for global market leadership needs. 

3 The Nature of Alliances 

Strategic alliances come in all shapes and sizes, and include a wide range of cooperation, from contractual to equity forms. 
In the free encyclopaedia, Wikipedia (http://en.wikipedia.org/wiki/Strategic_alliance), the forms of aliances are ellaborated as follows; 
Contractual: 

• Licensing 
(Cross-Licensing) 
• Franchising 
• Joint Research and Development (R &D) 
• Management Contract 
• Turnkey 

Equity: 

• New entity 
• Independent Joint Venture. 
• Dependent Joint Venture of Multinational Corporation 
• Existing entity 
• Purchase of equity share 
• Equity swap 

Alliances may further be classified into two categories; 
i. The horizontal relationships which may include cross-licensing, consortia and collaboration with potential competitors of sources of complementary technological or market know-how, and 
ii. Vertical relationships which may include sub-contracting and alliances with suppliers and customers. 

Henry and Mayle (2002:170) confirm the motives for the two types of alliances as, “The primary motive of horizontal alliances tends to be access to complementary technological or market know-how, whereas the primary motive for vertical alliances is cost reduction”. 

REAL PEOPLE of South Africa could decide to enter the new market in Zambia as a competitor to NATSAVE but sees an opportunity in collaborating with NATSAVE which has the know-how of the local market and synergy with Government Departments. On the other hand NATSAVE sees an opportunity to access the technological know-how and resource capabilities of REAL PEOPLE. 

Therefore, NATSAVE and REAL PPEOPLE want to go into a horizontal relationship of collaborative nature to develop a new product which they wish to promote jointly while remaining two independent organisations. 

4 Partners in an Alliance 

The main purpose for forming alliances is to gain competitive advantage over rivalry firms, therefore the needs of the organisation will determine the type of partners to engage in an alliance. 

If the motive is to access technological and market know-how, an organisation may choose a competitor as a partner, and if the motive is cost reduction, an organisation may choose to partner with sub-contractors, suppliers and customers. 

This is supported by Henry and Mayle (2002:170) when they state that “Horizontal relationships include cross-licensing, consortia and collaboration with competitors…vertical relationships include sub-contracting, and alliances with suppliers and customers”. 

It can therefore be deduced from the above that the partners in alliances include the following; 
i. Suppliers 
ii. Distributors/customers 
iii. Makers of complementary products, and 
iv. Competitors 
v. Knowledge Organisations e.g. universities. 

This is in agreement with Thompson and Strickland (203:373) when they allude to the fact that “Strategic partnerships, alliances, and close collaboration with suppliers, distributors, the makers of complementary products, and even competitors all make good strategic sense whenever the result is to enhance organisational resources and capabilities”. 

In the case of NATSAVE and REAL PEOPLE, these are competitor organisations going into a collaborative relationship which is in agreement with theory. Therefore the partners in this arrangement are competitors. 

5 Strategic Implications of Alliances 

The major key to making a strategic alliance work is the selection of the right ally. Hill (2005:502) identifies three characteristics of a good ally and these are; 
vi. A good partner helps the firm achieve its strategic goals 
vii. A good partner shares the firm’s vision for the purpose of the alliance 
viii. A good partner is unlikely to try to opportunistically exploit the alliance for its own ends; that is, to expropriate the firm’s technological know-how while giving away little in return. 

It is critical that partners work together and that they value the contributions each brings to the alliance. Thompson and Strickland (2003:176) state that “Unless partners value the skills, resources, and contributions each brings to the alliance and the cooperative arrangement results in win-win outcomes, it is doomed”. 

It is further important that there is good communication between and/or among partners which would facilitate trust in the alliance. Hill (2005:504) states that “The belief is that the resulting friendships help build trust and facilitate harmonious relations between the two firms”. This is acknowledged by Henry and Mayle (2002:187) when they assent that “The success of an alliance depends on a number of factors, but organisational issues dominate, such as mutual trust and level of communication”. 

The alliance between NATSAVE and the REAL PEOPLE of South Africa is yet to be concluded and the major reasons for the delay are that; 
a. There appear to be a problem in reconciling NATSAVE’s vision of wealth creation which it intends to achieve through low costing of financial services with REAL PEOPLE’s high pricing structure. 
b. There is mistrust between NATSAVE and REAL PEOPLE as the two parties were yet to know each other well. 
c. There is a fear that REAL PEOPLE might take over NATSAVE in view of the imbalance in the contributions to the alliance in terms of the resource capabilities of REAL PEOPLE which appear to seriously outweigh that of NATSAVE. 
d. There is also a fear that REAL PEOPLE might be some what opportunistic by their suggestion that NATSAVE should forego to the alliance its salary deduction code which it has managed to source from the Zambian Government, and happens to be its main competitive edge over its competitors. 

6 Summary 

In today’s rapidly changing world the need for more diverse and expansive skills, resources, technological expertise, and competitive capabilities are more emphasised for purposes of global leadership and industry positioning, which requirements take a long time to acquire independently. 
Strategic alliances come in all shapes and sizes, and include a wide range of cooperation, from contractual to equity forms. 
The major key to making a strategic alliance work is the selection of the right ally and unless partners value the skills, resources, and contributions each brings to the alliance and the cooperative arrangement results in win-win outcomes, it is basically doomed. 

THE KNOWLEDGE-BASED ORGANISATION 

3.1 Introduction 

Organisations have now realised the competitive advantage derived from people, thus the need to train employees and empower them for purposes of increased profitability and competitiveness especially with the technological advancements and the ever increasing demands emanating from globalisation. 

In an environment which is ever changing, there is need to be flexible, focused, fast, and friendly and this entails risk taking. This therefore requires a well trained and empowered workforce to take such decisions and responsibility. 

Nel et al (2001:612) refer to the organisation of the future as they state that 
“Rapid changes and advances in technology, medicine, and new mindsets since the Second World War have resulted in a world-wide heterogeneous workforce that has diverse approaches to the way in which work is regarded…organisations must be completely flexible in the new century because markets are chaotic and resource needs are unpredictable. Individuals must be correspondingly flexible and self-reliant as there is no one way to think about or do anything any more. The only relevant time frame of the present and the future is just-in-time.” 

It is further important to see the workforce as a source of strategic advantage, and not as a cost which should be avoided. Henry and Mayle (2002:67) assent to this as they state that “One of the most obvious implications of the changing basis of competitive success is the growing importance of having a workforce with adequate skills”. NATSAVE in its first ever Institutional Development Plan (IDP) of 2005 included a cost line of about SAR200,000.00 which was earmarked for training and staff development. 

3.2 Why Employees are increasing their Educational and Technical Specialisation 

Employee training involves the transfer of knowledge or skills to improve the employees in their current jobs whilst employee development involves activities that aimed at bringing someone or an organisation up to another threshold of performance, often to perform some job or new role in the future. 

Employees are increasing their educational and technical specialisation in order to un-lock their potential. In organisations that are ever becoming flatter in structure, the demand for specialisation and multi-skill requirements are critical for quicker decision making as power and decision making is being delegated to lower levels. Harvey and Brown(2001:240) acknowledge that “Excellence is achieved by those organisations where risk taking and decision making are pushed down to the lowest possible level”. 

NATSAVE with a branch network of 26 has allowed its branches to operate and decide on the customers to lend to and offer their banking services of course within the generally agreed limits. 

When employees are trained they become empowered and are proactive and self-sufficient in helping their organisations to achieve their goals. Harvey and Brown (2001:240) recognise this when they state that “The success of future organisations, then, depends on how efficient the needs of individual members can be integrated with the vision and goals of the organisation”. Therefore employee education and training improve the basic skills that enhance employee empowerment which ultimately underlie managerial effectiveness. 

It is further acknowledged in (http://www.zeromillion.com/business/personnel/employee-training.html) that “The quality of employees and their development through training and education are major factors in determining long-term profitability”. 

Members bring to the organisation their values and assumptions and behaviours which could influence the psychosocial functioning of an organisation, thus the need to harness the social relationships and behavioural patterns of members, such as norms, roles, and communication through training. The purpose of which is acknowledged by Harvey and Brown (2001:240) as “To have the individual’s purpose and vision congruent with that of the organisation”. 
This is further acknowledged by Henry and Mayle (2002:238) as they assent that “Employees need to be able to improve the methods by which their work is done. This requires that they learn problem-solving techniques that distinguish among goals, means and ends”. 
Before NATSAVE introduced its training programmes members were working without a purpose and vision as could be seen in the lack of uniformity in the service delivery to the customers. 

Employee education and technical specialisation is critical to organisational performance. In (http://www.staff.it.uts.au/˜igorh/csw/busnets/knoworg.htm) it is noted that “Specialised knowledge must often be brought together to solve problems or to create new products to provide competitive advantage”. 

Further to the above, the purpose of employee training and development is highlighted in (http://www.zeromillion.com/business/personnel/employee-training.html) as; 
• Creating a pool of readily available and adequate replacements for personnel who may leave or move up in the organisation 
• Enhance the company’s ability to adopt and use advances in technology because of sufficiently knowledgeable staff 
• Building a more efficient, effective and highly motivated team, which enhances the company’s competitive position and improves employee morale 
• Ensuring adequate human resources for expansion into new programmes. 

It should be stated also that a well trained and developed, and ultimately empowered workforce brings about organisational continuous improvement for Total Quality Management (TQM). This ensures satisfied customers. 

It is important to acknowledge Henry and Mayle (2002:67)’s statement which states that “The workforce, if not constantly upgraded and improved, can become a company’s greatest liability”. NATSAVE experienced huge losses due to frauds as a result of ill-trained and developed employees, in 2003 about SAR186,000.00 was lost. 

3.3 The Most Popular Training Courses, and Why? 

There are various types of training programmes that employees are undertaking which are aimed at improving both their skills and mental capabilities. These may take one or more of the following forms as highlighted in (http://www.zeromillion.com/business/personnel/employee-training.html) 
i. Communication skills 
ii. Computer skills 
iii. Customer service 
iv. Diversity 
v. Ethics 
vi. Human relations 
vii. Quality initiatives 
viii. Safety, and 
ix. Sexual harassment. 

The skills stated above may be covered in the five training programmes highlighted by Harvey and Brown (2001:256-257) as critical in employee capacity enhancement; 
- Laboratory Learning 
- Johari Window 
- Transaction analysis 
- Life planning 
- Stress and burnout 

i. Laboratory Learning 

This type of learning involves training techniques as highlighted by Harvey and Brown (2001:241) to include “Managerial Grid, team building, and Outward Bound”. This type of training is used for purposes of improving inter-personal relations. 
Harvey and Brown (2001:240) state that “Laboratory learning involves using a group as a laboratory for experimenting, learning, and discovering cause-and-effect relations in inter-personal communication”. 

ii. Johari Window 

This training helps people to discover who they are as each individual person may reflect what is known to both him/her and others, what is known to him/her alone, what is known by others and not by him/her, What is not known to both him/her and other people depending on the level of open-ness. These situations may be referred to as knowledge areas and Harvey and Brown (2001:243-244) categorise them as; 
a. Public area 
b. Closed area 
c. Blind area 
d. Unknown area. 

The Johari Window training encourages ease flow of information and feed-back, and this results into improved communication. This is confirmed by Harvey and Brown (2001:244) as they state that “One underlying assumption of the Johari Window Model is that inter-personal effectiveness is directly related to the amount of mutually shared information, or congruent. The larger this area becomes, the more effective will be the communication”. 

iii. Transaction analysis 

This provides a model for analysing an understanding human behaviour using terminology familiar to many people. Harvey and Brown (2001:245) recognises three sources of ego states as 
a. The parent 
b. The adult 
c. The Child 
By using the transaction analysis a person is able to understand the source of his/her values, behaviours and thoughts which could ultimately lead to improved and effective communication in an organisation. 

iv. Career Life Planning 

This takes a process of assessment of one’s goals which are reviewed by a consultant after which an a list of action detailing how to move forward in order to reach the targeted future is drawn. 

This helps employees make better career decisions. 

v. Stress Management and Burnouts 

Harvey and Brown (2001:251-253) refer to stress and burnouts as 
Stress is interaction between an individual and the environment characterised by emotional strain affecting a person’s physical and mental condition…Job burnout refers to emotional exhaustion, depersonalization, and reduced accomplishment that can occur among individuals who work extensively with other people. 

Under stress and burnouts an employee fails to cope with the demand of the job, therefore training in this area help reduce causes and symptoms of stress and job burnout. 

NATSAVE still needs much to be done in addressing training needs for the employees in accordance with literature. Currently, the training programmes at NATSAVE are only aimed at customers service deliver, communication skills and quality initiatives. They fall short of unleashing employee full potential in the organisation. 

3.4 The advantages to the employee and the Organisation 

There are advantages in knowledge that accrue to both the employee and the organisation. 

In the abstract by Heloisa Fragoso (http://www.iusb.edu/˜journal/200/fragoso.html) the following advantages to both the employee and the organisation are highlighted. 

3.4.1 Advantages to the Employee 

i. It makes them feel better about their inputs to the company 
ii. It promotes a greater productivity, and provides them with a sense of personal and professional balance. 
iii. It exercises employees’ minds to find alternative and better ways to execute their jobs 
iv. It increases their potential for promotions and job satisfaction 
v. It enables them to stay their decisions, assume risks, participate and take actions. 

4.3.2 Advantages to the Organisation 

i. Increases efficiency and effectiveness 
ii. Increases productivity and reduces overheads 
iii. It gives managers the freedom to dedicate their time to more important matters 
iv. Managers can highlight the talents and efforts of all employees. 
v. The leader and the organisation take advantage of the shared knowledge of workers 
vi. Empowered employees can make decisions and suggestions that will down the line improve service and support, saving money, time and disputes between companies and their customers 
vii. Improves customer service in competitive markets, therefore it will improve profits through repeated business 

Furthermore, it reduces employee turn over. 

3.4 Summary 

It is a general belief now that people are the most important resource of a company and not an expense. A company with employees who are not well trained but are willing to contribute to the company’s objectives and goals, it is then a bit of direction, teaching and coaching that will perfectly develop them to become valuable resources. Companies should devote their resources in knowledge building in their employees for purposes of customer satisfaction in return for satisfied and motivated workforce which will ultimately result into efficient and effective organisations. 

However in the process of training there is need to allow an environment of free flow of information and feed-back, teamwork, exposure to other departmental roles, sharing of ideas, dialoguing, having group meetings, and the knowledge of the vision and mission of the organisation. 

THE INTEGRATIVE ORGANISATION, TEAMWORK 

4.1 Introduction 

A significant shift is taking place in organisations throughout the world, and this has important implications for the skills that are critical to the success of both the members of the organisation and as a manger and leader. The change involves increasing emphasis on the group or team. 

There are many factors that are driving the change and these may include the following; 
• Technological advancements 
• Competitive forces are compelling organisations to flatten their organisational structures thereby reducing the numbers of levels of management. This is acknowledged by Nel et al (2001: 373) as they accede that “In every competitive environment, organisations realise their goals through the combined efforts of everybody involved in the organisation” 
• The ever changing customer tastes and demands is seeing the shifting of authority and responsibility down to the bottom level for quick decision-making and response to customer demands 
• The globalisation which has resulted in multiple businesses, multiple industries in multiple countries rely on numerous interdependent groups with decisions made by teams. 
• The additional value that results from the synergy of a team also referred to as “complementarity” as confirmed in (http://www.som.yale.edu/faculty/sunder/PhdAccountingControl/WilliamsonReviewlris.doc) that “A complementarity is said to exist when the unit and the firm can together create more value than they can when going their own separate ways”. 

4.2 Teamwork 

A team is defined in (http;//web.cba.neu.edu/˜ ewertheim/teams/ovrvw2.htm) as “A small number of people with complementary skills committed to a common purpose, specific performance goals, a common working approach and mutual accountability”. This is confirmed by Nel et al (2001:373) as “A group that has matured to the performing stage”. The maturity to the performing stage gives the difference between a team and a group as some groups never reach the performing stage. 

Teamwork involves work being accomplished by a number of people working together, this is defined by Harvey and Brown (2001:278) as “Work done by members, all subordinating personal prominence for the good of the team” 

Team development is necessary in order to integrate the goals of the individual and the group to that of the organisation. This assures effectiveness and efficiency of an organisation. 

The characteristics of an effective work team are highlighted by Nel et al (2001:387) as follows; 
• The group has clear vision and goal 
• The group consists of diverse number of individuals 
• Disagreement is viewed as constructive 
• Interpersonal relations are relaxed, with ample open communication 
• Group members identify strongly with the group 
• Change is never feared, but initiated 
• Networking with outside individuals and groups is used to achieve excellence and build credibility 
• Even though the group might have a leader, leadership shifts from member to member depending on task at hand., and 
• Group members evaluate their own development and performance, and seek opportunities for continuous learning. 

4.3 The Nature of Teams 

In times of increasing change organisations have to find ways of responding creatively and this requires members co-operating with each other. Team building activities increase the amount of effective co-operation in an organisation, therefore managers must build co-operation within and between teams to get the best results. They identify any obstacles in the way of achieving these objectives and plan future progress. Therefore the process of team building requires forming, storming, norming, performing and adjourning which marks the end of the group’s existence. 

In a typical team building event a group of staff with their manager , clarify and review their purpose and objectives, therefore the choice of the type of team depends on the specific task at hand. Harvey and Brown (2001:281) identify two basic types of teams “The first type, the natural work team, refers to people coming together because of the related jobs or the structure of the organisation design. The second type, the temporary task team, refers to group meeting for limited periods of time to work on a specific project or problem, and after the solution of the problem they disband”. 

Further to the above, Harvey and Brown (2001:281-283) identify three situations that require interaction and determine the requirement of a team; 

i. Simple situations, which can be solved by an individual 
ii. Complex situations, encompass the predominant portion of group 
work 
iii. Problem situations, consequential, unprecedented, and have an impact 
outside an individual’s scope of influence. 

The three situations further determine the nature of teams. Nel et al (2001:387) identify four types of teams; 
• Problem solving teams; comprise employees who meet regularly to discuss ways of improving the quality of products, efficiency of work methods, and work environment 
• Cross-functional teams; comprise representatives from a cross section of the organisation allowing people from diverse areas to analyse problems, exchange information, develop creative ideas solve problems, and coordinate complex projects. 
• Self-Managed Teams; self managed teams are formed to take accountability for a complete work process…they manages the entire mini-business. In (http;//en.wikipedia.org/wiki/Team)it is stated that; 
The main idea of the self-managed team is that the leader does not operate with positional authority. Neither a manger nor the team leader make independent decisions in the delegated responsibility area. Decisions are typically made by consensus in successful self-managed teams…the team as a whole is accountable for the outcome of its decisions and actions. 

• Virtual Teams; global competition, information technology, and excessive travel expenses have given rise to virtual teams that transcend distance, time zones, and organisational boundaries…the members of virtual teams might not belong to specific organisations but are contracted to a specific project. Virtual team members communicate mainly through electronic media. However, they many challenges of trust, expectations, cultural differences, work coordination, group dynamics’ and leadership. 

Teams may be independent or interdependent. 

Teams face operating problems as highlighted by Harvey and Brown (2001:285-287) as 
• Difficulty in defining and clarifying goals 
• Difficulties in meeting individual needs 
• Differing behaviour norms 
• Homogeneity of ideas 
• Difficulty in arriving at decision making 
• Leadership crisis 
• The size of a group could create problems 
• Group-think resulting from group cohesiveness. 

By nature therefore teams require team development initiatives such meetings and out-door labs to promote communication which is a critical component of the prerequisites of an efficient and effective team. 

From the above it is clear that NATSAVE still require a lot in promoting team in the organisation. NATSAVE still maintains a hierarchical structure with centralised decision making processes and procedure to follow. Currently NATSAVE only promotes Quality circles or problem solving teams and cross-functional teams task forces which deal with specific problems affecting the organisation that arise from time to time. 

4.4 The Advantages to the Employee and the Organisation 

There are advantages that accrue to both the employee and the organisation as highlighted in (http://www.ncrel.org/sdrs/areas/issues/educatrs/leadrshp/le2advn.htm). 

4.4.1 Advantages to the Employee 

• Those close to the work know best how to perform and improve their jobs 
• Most employees want to fell that they “own” their jobs and are making meaningful contributions to the effectiveness of their organisations 
• Teams provide possibilities for empowerment that are not available to individual employees 

4.4.2 Advantages to the Organisation 

• Teams tend to be more successful in implementing complex plans 
• Teams develop more creative solutions to difficult problems 
• Teams build commitment and support for new ideas among staff and community members 
• Teams become part of the learning process of professionals in schools. 

4.5 Summary 

Team development is one of the organisation development interventions to promote organisational efficiency and effectiveness by delegating authority and decision-making to the people that are close to the operations of an organisation. 

However they are various factors that need to be put I place in order to have effective teams in place and these factors should be identified and managed continuously. When groups and teams are well managed, they contribute to greater employee commitment and organisational effectiveness 

THE BOUNDARY-LESS ORGANISATION 

5.1 Introduction 

In the ever changing world, organisations are reviewing the way and innovating in the way their firms are organised and managed. Organisations are moving from the old vertical structures to the flat structures for customer satisfaction. Organisations are built around teams charged with varying responsibilities like finance, production, human resources, purchasing, sales and marketing which teams are expected to work together for the organisational objectives to be achieved. 

Therefore, as the teams become more interdependent some conflicts start arising due to one or more of the following reasons; 
• Limited resources 
• Competition among teams 
• Power conflict 
• Role conflict, 
• Role ambiguity 
• Personal conflict, 
• Goal conflict, and 
• sub optimisation 

It is for this reason that collaboration between the sub-systems is encouraged in order to achieve organisational effectiveness, thus the need for a boundary-less organisation which allows for free flow of information. 

5.1 What is a Boundary-less Organisation 

Organisations have operating boundaries which are referred to by Dr. Pang in the articli in (http://members.aol.com/lpang10473/ldc-flat.htm) as 

• Vertical; Boundaries between layers within an organisation, e.g Military Organisation 
• Horizontal; Boundaries which exist between organisation functional units 
• External; Boundaries the organisation and the outside world (customers, suppliers, other government entities, special interest groups, and communities) 
• Geographic; Barriers among organisation units located in different countries 

A boundary-less organisation therefore is one which tries to break the above stated boundaries, Harvey and Brown (2001:315) quote CEO Jack Welch as saying being boundary-less is “An open, trusting, sharing of ideas. A willingness to listen, debate, and then take the best ideas and get with it…boundaries are crazy”. 

Therefore a boundary-less organisation is 
• One that makes all of the barriers much more permeable than they are now; loosen boundaries 
• One that would let information, ideas, resources, energy flow throughout the organisation and into others. 

However it is important to note that there will always be some hierarchy, functional divisions, geographic boundaries, and limits between organisations. 

5.2 What is bringing about this Phenomenon? 

Issues of technological advancements, globalisation, knowledge, result into strong competitive forces which entail that organisations have to respond to their customer’s demands effectively and efficiently at the fastest speed. Qubein in his article in (http;//www.frogpond.com/articles.cfm?articleid=nqubein08) quotes Rosbeth Moss Kanter as saying that “Modern companies must observe the four F’s, by being focused, flexible, fast, and friendly. You can’t be any of these unless information can flow fast and freely from all corners of the organisation”. 

An article by Pang in (http://members.aol.com/lpang10473/ldc-flat.htm) highlight 
The nature of and problems with the traditional organisation structure as 
• Lack of flexibility to changing mission needs/rapidly changing world 
• Internal and external communication (ideas are not communicated 
• Slow/poor in responding to customer requirements 
• Turf battles 
• Failure to get things done 
• Customers/vendors have a hard time dealing with the organisation (multiple/unknown contacts). 

This is synonymous to NATSAVE’s current structure which is highly centralised, controlled by rules and regulations and procedures which have to be stringently adhered to by all the operating units. 

5.3 Advantages and Disadvantages of Boundary-less Organisations 

There are advantages and disadvantages for practicing a boundary-less organisation; 

5.3.1 Advantages 

• Speed in decision-making 
• Flexibility in meeting customer requirements 
• It promotes integration between business units and empowerment of employees 
• It promotes new ideas as such a boundary-less organisation is innovative. 

5.3.2 Disadvantages 

• May limit/hinder the growth of the organisation 

• Workers may have more than one manager/boss thereby creating communication and control problems. 

• Function of each department/person could be blurred and merge into the job roles of others 

5.4 Summary 

Most organisations are divisionalised into sub-systems in order for increased control and effectiveness. However this could result into interdepartmental conflicts which cold deter achievement of organisational objectives, thus the need for increased flow of information to break the boundaries thereby creating boundary-less organisations to allow for flexibility, fastness, friendliness and be focussed. 

CONCLUSION 

It has been noted in this document that in today’s rapidly changing world the need for more diverse and expansive skills, resources, technological expertise, and competitive capabilities are more emphasised for purposes of global leadership and industry positioning, which requirements take a long time to acquire independently thus the need for collaboration and alliances. 

It is a general belief now that people are the most important resource of a company and not an expense. Therefore organisations should devote their resources in knowledge building in their employees for purposes of customer satisfaction in return for satisfied and motivated workforce which will ultimately result into efficient and effective organisations 

Team development is one of the organisation development interventions to promote organisational efficiency and effectiveness by delegating authority and decision-making to the people that are close to the operations of an organisation. When groups and teams are well managed, they contribute to greater employee commitment and organisational effectiveness. 

It has further been noted that though most organisations are divisionalised into sub-systems in order for increased control and effectiveness, these could result into interdepartmental conflicts which cold deter achievement of organisational objectives, thus the need for increased flow of information to break the boundaries thereby creating boundary-less organisations. 
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