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Organizational Design Strategy

Abstract

This paper presents a proposal of re-design strategy foigleer education
institution located in the Southwest. The first settdthe document will provide
the theoretical background about organizational design apdsetfOverholt,
2003), organizational structure (Galbraith, 1974) and stratedganing
(Hambrick & Fredrickson, 2005). The second section presarackground of
the organization and the rationale of selection ofatuhetype that best fits its
organizational structure. The third and fourth sectioabahtes on seven sub-
systems that configure NSC characteristic of flexiblgaaization (Overholt,
2003) addressing mission, genetic core, philosophy, organizatature,
internal and external environment, and people systerdsrawards. This
document attempts to bridge theory and practice with pipdication of models

that are significant, valid, and useful for strategisigle.
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Organizational Design Strategy — A Case Study on Nevada Stdlege

The complexity of the business environment, reflectddgh competitiveness and
globalization, forces organizations to respond by alignieq thternal core competencies to
match the dynamism of the market, maintaining congrueiittytheir corporate strategy (Drazin
& Howard, 1981). Firms have options for designing their omgimns, some prioritize
overpowering their industry (i.e. post-world war Il méaaiuring firms) others opt for designs
that assist iritting the environment (Galbraith, 1974; Overholt, 2003)

Organizations operate in open systems that exercis@eno, political and
organizational pressures (Thietart, 2005) which require urahelisiy, and a constant design and
re-design of their components. The organizational streof a firm, makes it easier or difficult
to match these constant changes, if they are noy teaalign people, processes and systems to
both strategy and design (Overholt, 2003; Drazin & Howa984).

This document will focus on the design strategy for Mavatate College (NSC) a higher
education institution located in the Southwest, whichexggrienced a significant growth in
enrollment and size since its foundation five years ago.

The first section of the document will provide the tletical background about
organizational design archetypes, organizational struendgelesign strategies. The second
section presents background about the institution andhiddeaind fourth sections elaborates on
the selection of an archetype that fits the organimatistructure of NSC and explains the sub-
systems that configure the institution as a matchinglflexarganization (Overholt, 2003).

The design strategy will follow the model of Overh@003) and Drazin & Howard
(1981) in formulation and identification of subsystemghe&d models to be addressed are the

business strategy diamoKidambrick and Fredrickson, 2005) to identify the institutions’
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strategy and thpyramid of capabilitiegCollins, 2001) to define the leadership strategy required
for formulation and implementation of the design.
Organizational Design Approach

Organizational design is the configuration of the str@gtprocesses, and behaviors of an
organization (Overholt, 2003, p. 22), which range from tagitt elaborated components to
extremely flexible styles (Gluck, 1981). Successful firms different organizational designs
that respond to their corporate strategy (Gluck, 1981, maridijo their core competencies
(Overholt, 2003, p. 25), suggesting that there is not an lagalt. Matching design to strategy
imposes an added challenge to the organizations: Everyhere is a new strategy, redesign
would follow (Drazin & Howard, 1982, p. 40), and a new proodésdigning and rebalancing
starts (Overholt, 2003, p. 25).

The effectiveness dit of an organizational design would depend on (1) the interecti
that weave the internal and external system (Gluck, 198)l)he degree of management of the
design strategy and design process (Overholt, 2003) arlke(@ptlity of the firm to revise,
realign and rebalance the internal components to ntlagcktrategy and the design (Overholt,
2003). Whether a firm is designing or re-designing itsedf, aibproach will be different in
traditional and flexible organizations, because of thaicg@ion of management style, change
strategy and change process (Overholt, 2003, p. 23).

A Theoretical Approach to Organizational Structure

At this point, it is necessary to define organizationaicstire. In a seminal definition by
Mintzberg (1979) structure is the “the sum total of thesniaywhich it [the organization] divides
its labor into distinct tasks and then achieves coordina@mong them”. Furthermore, an

organization hosts in the structure, processes ancaati@ns between participants, goals,
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technology, and environment (Scott, 2003, p. 2&8h)ch are reflected in two structural features:
Division of labor and, coordination and controMadrk. In Scott’s elaboration, the degree of
specialization, departmentalization and hieraratg the differences between traditional and
flexible structures.

Traditional or mechanistic organizations take orzmtional design as a means to shape
structures that preserve the hierarchy, determisjpggific tasks and sub-tasks that are executed
and integrated (Galbraith, 1974). Task integraieaomes the design problem in traditional
organizations, and therefore the coordination @fl getting, hierarchy and rules, becomes key
factors in the strategy (Galbraith, 1974).

Conversely, flexible organizations look at orgatimadesign as a competitive
advantage, and include it as a corporate strateggrfolt, 2003, p. 23), acknowledging change
is present and preparing their structuréttthe environment.

Archetypes of Organizational Design

Overholt (2003) offers a conceptualization of oigational designs in three major
archetypes, which range from highly centralizedlfatype 1) to moderately centralized-
moderately autonomous (archetype 5) up to hightgraamous and decentralized (archetype 10),
and combinations in between (See illustration 1).

[llustration 1

Organizational Archetypes

1. Highly centralized
*Functional organization

5. Moderately
Centralized-Moderately

10. Highly autonomous
and decentralized
autonomous

*Cross-functional

*Process-based
organization

Source: Overholt, M.(2003). Flexible Organizations.
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Using a people-centered approach, Overholt conceptuabmddagchetype across seven
components or subsystems of the organization: Gereatg philosophy, formal organization,
information technology work processes, behavior, mirorganization and culture (Overholt,
2003, p. 26). The people-centered approach is commonly usezktelorganizations that
create, lead, and assess their internal capabilitiagaadition to face changes (Stajkovic &
Hodgetts, 1996). Table 1 presents a brief description afdhgponents.

Table 1

Organizational subsystems of Organizational Archetypes- Overholt (2003)

Subsystem Description

1. Genetic core Source of decision-making: individual or team-based

2. Philosophy Degree of use of pre-set or contingent rules in the tpera

3. Formal organization Hierarchical levels, degree of control and reward syste

4. Information, Degree of information sharing, decisions about technology,
technology and work direction of flow of work processes: bottom-up or top bottom
processes
Behavior Latitude of actions, decision making and management style
Informal Network of social relationships with teams, individuaésders
organization and impact of grapevine

7. Culture Norms that guide dress codes, involvement and status of the

participants.
Adapted from Overholt, M. (2003) and Stajkovic, A. (1996)

The criteria for selecting a design will depend on Wweethe organization is traditional
or flexible. Traditional organizations have a prefereioc@adopting trends in the industry
without attention to their internal conditions; whesdlaxible organizations focus on fitting their
market, their internal competencies and their ultgg@formance in a congruent design

(Overholt, 2003, p. 23).
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Scholars and practitioners in organizational design (@) 1974; Lawrence and
Lorsch, 1967; Overholt, 2003; Drazin & Howard, 1984) deem flexabdmnizations as a hybrid
between centralized (tall) and decentralized (flat) omgdiuins, with the added benefit of
freedom of movement between these extremes, shouldhoege so.

Background about Nevada State College

Nevada State College (NSC) is a State higher edudastitution member of the
Nevada System of Higher Education, classified as @sktier college. Founded in 2002, NSC
has experienced a significant growth in enrolimeninftess than 200 students in Fall 2002 to
nearly 2000 in Fall 2007 (Nevada State College, 2007).

NSC has faced political, economic and organizationabkpres for the past five years
(Thietart, 2006) but has continued focused on its missianite all the components of the
organization towards growth (NSC Self Study, 2007). Thetsftafrthe college are aimed at the
alignment with the core values reflected in the iTgattosophy: innovation, teaching
excellence, economic development, assessment, custsemee and heritage (Nevada State
College, 2007).

NSC offers 38 four-year terminal degrees in nursing, edugdiusiness, criminal
justice, visual media, biology, psychology, and applieenae. The enrollment composition by
schools, places Nursing in the first place, followedEbycation and Business. One of the
characteristics of the Business program, is thatnbisautonomous and has been hosted by the
School of Liberal Arts from 2002- Summer 2006 and by the Sabfdetlucation from Fall 2006.
Essential statistics about the college are showrppeAdix A.

NSC is in process of accreditation with a regiomald@mic institution and as part of the

process, different committees were organized in 2006 and 20@tea self-study, which
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describes the achievements of the school and recommerxiataxle in nine different areas or
standardgdNSC Self Study, 2007The NSC self-study document is the source of the re-aesig
proposal contained in this paper, and it will be usedarfadhowing sections to elaborate the
organizational models.
Selected Archetypes for NSC

Given the early stages of development of NSC andbities on its mission as driver of
the current strategic planning (NSC Self-study, 2007, p. 24huld be beneficial for the
college to transition towards a more flexible structhet allowed to move between Archetype 1
(highly centralized) and Archetype 5 (moderately cenedliznoderately autonomous
organization) (Overholt, 2003, p. 26).

The selection of archetypes 1 and 5 respond to the coemirategy of growth projected
for 2010 and the business strategy of quality in higher educ¢atiated in the self-study (2007).
By matching archetype 1, NSC would benefit with the directiod centralized communication
of policies, procedures and bylaws from the top (BoardegieiRts) to the bottom of the
organization (Staff and Faculty members). By matchingetype 5, NSC would leverage the
existence of committees, voluntary groups, task fosmmesal meetings and other informal
constructs that are currently operating in the coll&yentually, the flexible structure of NSC
would aid in moving up to an archetype 10, if necessary.

Leadership Strategy Rationale

Although a good organization design would lead to efficieriaypuld never substitute
good leading (Overholt, 2003). In the path from traditidadlexible organizations, leaders are
responsible for the congruence between design strateggndeocess and the connection with

the environment. The President of the college willehdne responsibility to focus on archetype
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1 to align the seven sub-systems to the design arstrdtegy of growth and give enough
freedom to move to archetype 5 to allow for more flexiil information sharing, necessary to
integrate all the members of the organization to ttatesyy.

The NSC president’s ability to conduct the change towaflgxiale organization may
be described using the hierarchy of capabilities proposed bm€R001) that describes
leadership skills in a progression of five levels.

Table 3

Description of Level 5 Leadership Hierarchy (Collins, 2001)

Level 1

leader has the knowledge and hard work

Level 2

leaders excel in team work and delegation skills

Level 3

leaders use their organization skills to allocate ressurce
Level 4

leaders gather the members of the organization around a goa
Level 5

leaders have a combination of excellence in professiwiiand modesty
Source: Carpenter, M. & Sanders. W.G. (2008). Strategi@alylement — A dynamic perspective

Level-5 leadership would aid the NSC president and other triegratial leaders in their
communication with distinct audiences: faculty membéusowledge workers (Bryant, 2003);
staff -experiential power (Galbraith, 1974), students, badBbard of Regents —position power
(Galbraith, 1974).

Strategic Plan

The components of an effective strategic plan includedd#iinition of a vision and
mission, goals and objectives, a strategy and impleti@miavers and strategic leadership
(Hambrick & Fredrickson, 2005). Therefore it is importanidentify whether NSC has a
strategy in place. Given that NSC'’s core business Ishigducation, its business strategy

becomes its corporate strategy (Carpenter & San2e@s, p. 9).
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Table 4 proposes a description of the current strates@f based on Hambrick and

Fredrickson (2005) business strategy diamond. This diamwuh®gasses five elements of an

integrated strategy: Arenas, vehicles, differentiatsiegjing and economic logic .

NSC has defined some of these elements since its ioeptd requires to constantly

update and communicate them to all the members of theiiimst. Table 4 proposes the

connection between the business strategy diamontharairrent and desired status of NSC.

Table 4

Alignment of NSC strategy to Hambrick and Fredrickson’s Strategy DiatR008)

Arena: .
Products or services, channels «
and geographic markets .
Staging .
Speed of expansion and

sequence of initiatives .
Differentiator: .
Features of NSC services, .
image, cost, quality .
Vehicles .

Means to enter new arenas .

Economic logi .
Means to achieve profit by
strategy implementation .

Higher education in the State of Nevada

Online and on-site learning

Bachelor’'s degrees in education, nursing, business, liberal
arts and sciences and applied sciences.

Expansion to a newer campus

Contingent to availability of resources from the systém o
higher education (NSHE)

Contingent to opportunities in the non-exploited fields or
majors

2010 is horizon for new campus

Quality is the differentiator, along with cost and convergenc
High faculty/student ratio

Focus on teaching, not research

Student-centered

College-Town concept

Partnerships with institutions in Northern Nevada
Agreements with universities in Mexico

Future partnerships with local corporations and
governmental offices

2+2 agreements with community colleges

Tax advantages with the State and Legislature

Increased revenues will be attained by increased enroliment
through competitive tuition fees

Increased profits will be complemented by an efficient
management of expenses and allocations from NSHE

Adapted from: Hambrick, D., & Fredrickson, J. (2005). Avea gure you have a strategigademy of Management

Executive19(4), 51-62.
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The perspectives of growth of NSC include not only the anadarena, but also the
economic development of the community, through a praiesbminated “Building a College
Town” (NSC Self Study, 2007, p.34) as part of the expansitineofollege to a 500-acre
campus in the Southeast of Henderson, Nevada.

Mission

The mission of NSC is the driver of the strategiaiplag and the development of new
strategies in the financial and academic areas. Th&aniss reviewed yearly and
communicated through the college’s website, the acadmatatog, the student handbook and the
Board of Regents handbook (NSC Self Study, 2007, p. 32):

Nevada State College is a comprehensive baccalauresteition of higher
learning. A member college of the Nevada system of Higldeication, Nevada
State College is dedicated to providing quality educatior@diak cultural,
economic, and civic advancement for the citizens efdda. Through student-
centered learning, Nevada State College emphasizes &mek:vaxceptional
teaching, mentoring, and advisement; scholarship; career @ersonal
advancement; continuing education; and service to our commiihigyCollege
helps address Nevada’'s need for increased access ta ledueation for
students entering the higher education system and for ssudansferring from

the state’s community colleges.

Equally important to align the long-term goals for thédege is a vision statement, which
is a forward-looking declaration of the desires of tigaaization (Carpenter and Sanders, 2008,
p. 46). NSC does not have a vision statement at this bintehe self-study document points out
the consistency of the president’s vision reflectetthéndevelopment of human resources,

physical plant and financial capabilities (Self Study, 20034.
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The following sections describe the seven charadtarist Archetype 5 selected as the
organizational design for NSC.

Characteristics of the Organizational Design of NSC

Genetic Core

NSC is ruled by the Board of Regents, a 13-member botlysthees the norms and
bylaws for all the institutions of the Nevada Systerigfher Education. The president of the
college, Dr. Fred Maryanski is the formal CEO of éinganization who maintains the “focus of
the decision-making process on the mission statement”.

The Executive Committee, formed by the Deans, ProvakPaesident of the college
yearly have consistently aligned the mission to begagent with upcoming projects such as: the
master plan of the new campus, the implementatiorewafmaster’'s programs and the creation
of an office of institutional research (NSC Self@&tu2007, p. 24). In addition to this committee,
other members of the organization participate in the faatiaur of projects and ideas through
bodies such as: Faculty Senate, Student Body, Searomi@tees, Steering Committees, and
Diversity coalition (NSC Self Study, 2004, p. 27).

The concept ofienetic coreappears to be linked to teewardship theorfDavis,
Schoorman, & Donaldson, 1997) that posits that the mendden organization bring in their
personal moral values and operate to achieve more tiaomic results, aimed at improving
the society. An Archetype 5 requires the transmissfadeas from thigenetic coreowards
administrative team, faculty and staff is periodicaiconstant basis and periodic basis.

At this time, the president maintains state of the gelleports every semester, meeting

with staff and faculty members. This practice couldrbproved to anoderate permeation
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(Overholt, 2003, p. 26) through an improved communication aswliskion of the master plan in
focused meetings.

Philosophy

NSC uses a blend of established rules that have been attaptesther institutions of
the system that do not reflect completely the ngalitthe college. The hiring of a new Provost is
improving the identification of gaps in policies that néete fixed. In this aspect, NSC should
work with an archetype 1, that presets strategies anélgad as a reference, to avoid
confusions in the operation of the college. Policiesgndelines are also required for the
relationships with students, staff and faculty membeard,cannot be subject to independent
judgment as an archetype 5 would suggest (Overholt, 2003,.p. 27)

Organizational Structure

The organizational structure (or formal organizationpediag to Overholt, 2003) of
NSC is clearly defined in the Self Study document (200Thefoundation of the continuous
improvement and quality assurance of student learning (p. 24 sy the following
components: “Faculty learning outcome committeesctéation of promotion and tenure
guidelines that are directly linked to assessment, theeram faculty development
opportunities, and the creation of electronic portfélios

The subsystems of formal organization are expresseukehgvels of hierarchy and
control systems (Overholt, 2003, p. 26). NSC has approxiyatellayers of hierarchy between
the Board of Regents and faculty members, which coutsbbsidered anoderatdevel. Each
faculty member has autonomy to organize lesson plariteimdance to the curriculum map

designed by committees integrated by faculty memberssiblgaes. The Dean or program chair
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formulates the curriculum through a shared-decision geyaehich implies an archetype 5
(Overholt, 2003, p. 27).

The second component of formal organizatiocoistrol systemswhich are still in a
moderately centralized level. Financial informatiorsgied by the business office and managed
by the vice president of finances and administration, whadget committee incorporates
members of the Faculty Senate and staff. Howevert ofdke budgetary decisions continue
centralized in the vice president being forwarded to tloellaSenate, when input from the
faculty members is required. The current status meedschietype 5 but could be improved by
scheduling periodic meetings of the budget committee tateiaicommunication across the
college regardless of exceptional events.

This organizational structure is moderately flexible, witohld help to assimilate
change, operate through the change and resist the temgtago back to the original state. In
this sense, NSC should be able to Lewin’s “freezing, mownd,refreezing” (Lewin, 1933).

Information, Technology, and Work processes

The office of information technology of NSC along wikie Library support technology
and instructional resources. The library has increasimgige information resources available
for the students and faculty, both by own funding or lmeasing to interlibrary agreements with
other institutions. The information technology officaintains communications functional in a
permanent fashion, through intranet and internet reseut@eh classroom has available a
master panel with state-of —the art technology fstruction, and classes are instructed using
WebCampus® platform for on-site and online teaching (NSCSetly, 2007, p. 26)

Faculty members and staff have input in the incorporatiorew services in information

and technology, but improvements have to be made taceeplzsolete systems that slow down
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the work of academic advisors who use SIS platformstimlests’ information. At this time, the
status of this sub-system qualifies NSC iraachetype 5 (Overholt, 2003, p. 2@hich could be
improved toarchetype 10n the future if resources are expanded and faculty mesnainel
students could participate in those changes.

Organizational Behavior

Three factors are weighted in the organizational behauibsystem: latitude, decision-
making and management (Overholt, 2003, p. 26). Given theenatsocial responsibility of the
higher education business, NSC is works aligned to highatds of teaching and learning that
are reinforced by the conceptlaktitutional Integritythat ensures that “administration, faculty,
and staff are committed to high standards in both pohdypaactices” (Self Study, 2007, p. 28).
The actions are taken within guidelines established by N&tdEhe president of the college,
but faculty, staff and students participate actively icislen making, by providing input in the
discussion of policies (NSC Self-Study, 2007, p. 29).

By allowing this interaction and participation in deamsimaking, NSC behaves as an
open-system construct, which is consistent with the gjoahnsitioning to a flexible
organization that responds to the environment. NSC membanscharacteristics of
collectivism and trustworthiness (Davis et al, 1997, p.20) sgpreby their response to the
needs of the community, the economic developmenteotitly, the State and the country, while
striving to increase shareholders’ value, competitivenegpeofitability (Overholt, 2003, p.

30).

NSC defineAcademic freedoras an essential element for teaching and research whic

supports the qualification of organizational behavior subsystas aarchetype §Overholt,
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2003, p. 26). One of the challenges for NSC will be to taairthis management style along
with the growth and creation of the new campus.

Informal Organization

In archetype 5 informal networks work cross-functioyadind members can discuss their
job-related issues with their peers (Overholt, 2003, pa@8)find solutions to situational
problems. Given the number of committees that are orga@imound different topics such as
safety, budget, diversity, hiring, students achievementC(8&8f-Study, 2007, p. 24) NSC
behaves aarchetype 5Swith flexibility to move toarchetype Wwhen further decision has to be
made by the top directives of the college.

Culture

Overholt (2003) defines this subsystem by descriptors sudteas code, involvement
and status, staying in a very superficial level. The drlesges of faculty, students and staff are
individual and not imposed by hierarchy, nor they refleatiust (Overholt, 2003). In this sense
NSC shares more characteristics oharhetype 10 than,%ecause of the high involvement,
freedom to act and communicate with all levels of tisgitution.

Cox and Blake (2001) define culture by the diversity of ksniners. Based on gender, an
organization could be (1) monolithic, (2) pluralistic andr(®ilticultural. NSC is clearly a
multicultural organization where their workforce is eaaged to learn from each other,
adopting some of the rules of minority groups. The @eaif a Heritage Center is the best
example of this multiculturalism (NSC Self Study, 2007245). NSC has operated this
transformation using the five components stated by CdxBdake (1991, p.52): 1) leadership,
2) training, 3) research, 4) analysis and change of cidndduman resource management

systems, and 5) follow up”. This diverse culture incred&&S competitive advantage in front of
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traditional higher education institutions operating ingpgtem, and positions NSC as an
archetype §Overholt, 2003)
Environment

Internal

The interaction of the units within an organizationamemportant element on
organizational design and have to be considered in a dgsigegy. If an organization faces a
changing environment, its internal units need to be reathce those changes. Lawrence and
Lorsch (1967) proposed a design strategy from the bottom-ugewiembers of the
organization are assigned to activities fitatheir capabilities but also their diversity in
education, experience, age, sex, prestige, nationalityaaed Scott & Mitchell, 1985, p. 253).

NSC is a diverse institution with a high percentagieofale students and female faculty
members, and with a significant representation of stgdemin all races (See Appendix A). This
diversity requires assistance programs that addresgéas of low-to-moderate income
students, and given the projections of growth to 25,000 stubgntsar 2025 (NSC Self Study,
2007, p. 24), the identification of core competencieserfabulty members and staff, becomes
an essential element for readiness (Scott & Mitch8IB5).

Job Design

A design strategy needs to work with two key factBifferentiationandintegration.
Differences enrich the organization, but integration pagsther these differences to respond to
a common goal (Lawrence and Lorsch, 1967, p. 4). The fofestrategist will imply defining
integrating rolesfor each individual, with a given level of power tokealecisions (Malnight,
2001, p. 1208) leaving the fin@tegrationat the top management level. This contingent

perspective differs from former contingent approachesrgyrs (1964), March and Simon
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(1958) and Likert and MacGregor (1960) where the design praees=sdson the top and moved
down to the subsystems.

NSC operates within these premises, because facultypersrare assigned to courses
given their field of experience, and become designetiseoliessons plans, aligning them with the
curriculum map and with the development of the fielde Dean or departmental chair compiles
the designed plans and align them with the degree oec@NEC Self study, 2007, p. 26).

However, work has to be done to improve the effor{zrofessional development and
assessment across the college, supporting the individuklof faculty members with
instruction in teaching excellence. Given the condisambudget, programs such as business
administration, have only two faculty members, whdru 50% of the course load of every
semester, which requires that faculty members becessespecialized and more holistic.

External

The success of NSC depends on understanding the dynarhighef education in the
State and the city and in linking those dynamics witmgeds of the students (Overholt, 2003,
p. 25). The geographic location of NSC is an opportunity acithenge at the same time. The
Las Vegas Valley is considered as an area with adwel bf college-degree achievements, and
different to colleges or universities in California andzana, funding from the Legislature is
more complex.

Schlevogt (2001) proposes a theory of geo economics toirexipdainfluence of
economics and management as key factors of succesmamith geographical differences. The
underlying concept is that the requirements for businessvaliare different (p. 520). Factors
such as Legislature and government support and size afs€etprformance, which suggests

that the geo economic model operates for NSC.
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People Systems

A world-class organization is one that believes engdgyare self-learners, and prepare
personal development plans for them, execute appraasatgwer their employees,
communicate share values in a continuum (Juceviciebeofaviciene, 2007). NSC responds to
these description given that faculty members are hired thgor qualifications as academic and
practitioners.

All faculty members in the schools of Liberal ArtgJu€ation and Nursing, participate in
planning, curriculum development and creation of new kadge. According to Nonaka (2007)
"creating new knowledge means quite literally to reat#éhe company and everyone in it in a
non-stop process of personal and organizational selivadhé. 163).

The activities performed by full-time faculty membehnsw an overload in teaching,
administrative and non-administrative activities thas to be adjusted (Self-study, 2007, p. 126)
to fully reflect the additional hours and resources #natallocated to class preparation, advising
and recruiting.

Given the importance of faculty members for the openadf NSC, the college offers an
attractive compensation package that includes not onlpettine salaries, but comprehensive
health care and insurance, opportunities for professemedlopment off-campus, and other
professional conferences (Self-study, 2007, p. 127).

As a response to the highly diverse faculty compositi8C makes efforts to recruit
qualified individuals from targeted groups, that enrich tkierdity of the college. The hiring
process is conducted by Search committees comprised By fa@mbers, staff and directives,

that provide recommendations for hiring to the Human Ressurnit.
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NSC leadership has successfully identified the implenientéevers of their strategy
(Carpenter & Sanders, 2008, p. 253) engaging all the memibtes iostitution in the
achievement of growth; recognizing the importance of joisfaation as a feasible way to close
the gap between knowing and doing (Carpenter & Sanders, 208&3)p Concretely, training
and development, fair compensation and rewards have aceftective ways to increase
employee engagement and could be used as a measuretmentiegree of alignment to the
strategy in the future.

Conclusions

The dynamics of the environment and the readiness of aggams to understand and
adapt to the demands of the market, make a differenaedetsuccess and failure. Traditional
organizations that are unable to understand and manage chawgdigher difficulty to find
their path to success (Drazin & Howard, 1984). Flexible omgaioins are more open to change
and do not fear it, rather they prepare their interaalgonents to adapt to transformations
(Overholt, 2003).

This document has presented the theoretical framewdldéxifle organizations and the
advantages of transitioning from extremely centralizesighs to a moderate decentralized and
autonomous construct. Using the Archetype models of @itgf2003) this paper describes the
characteristics of Nevada State College as a fleritganization that is prepared to move
between high centralization (archetype 1) and moderaenttalization (archetype 5).

Through the use of the business strategy diamond modiarabrick and Fredrickson
(2005) it was possible to identify the existence of aegsain place for NSC’s growth and the

market dynamics in the higher education system of Nevdsiag the NSC Self study document,
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this doctoral learner assessed the business strategyigmetahe internal components of NSC
structure to the subsystems proposed by Overholt (2003)ygreke

Following a strategy development process for flexible omgaioins, this document
found the adequacy of a majority of these components &nclietype 5 and recommended the

re-design of others as factors to increase the cammpeidvantage of Nevada State College.
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Appendix A

Nevada State College Essential Statistics

Fall 2006
Variables Descriptior
Enroliment 1959 studen

Enroliment by Gend:

Selfreported Ethnicit

Full time instructor
Par-time instructor

Sections instructed by fi-time
instructors
Sections instructed by p-time
instructors
Business Plan Staffing Projectiol
(2010)

Faculty

Staff

Faclty Diversity

Male 556 (28%
Female 1,403 (72%)

Caucasian (48.1%), Latino (13.1%), Afric
American (7.5%), Asian/Pacific Islander
(11.7%), Native American or Alaskan
(0.95%), unknown (18.6%)

51
93
49%

51%

87
85

Ethnicity: White, non Hispanic (73.1%
Asian/Pacific Islander (15.4%), Hispanic
(5.8%), Black, non Hispanic (3.8%), Native
American (1.9%).

Gender:

Male 20 (38%)

Female 32 (62%)

NSC Self Study (2007). Retrieved October 1 2007 from httpWwac.nevada.edu/~PDF/NSCSelfStudy0607.pdf
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