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Informal networks are a powerful element of an organization, and can either help or hurt a company—so it is crucial for managers to learn how to harness their power


"If the formal organization is the skeleton of a company, the informal is the central nervous system driving the collective thought processes, actions and reactions of its business units."


Managers are often wrong in their assessments of their employees’ networks, and often try to control them unsuccessfully





What's a poor manager to do? Luckily, we can use network analysis to decipher these informal networks, which fall into three types: advice, trust, and communication


The advice network includes the players that people depend on to solve problems and provide technical information	


Important to examine when considering routine changes—very important for implementation


The trust network tells which employees share delicate political information and back one another in a crisis


Should be examined when implementing a major change or in crisis


The communication network reveals the employees who talk about work-related matters on a regular basis


Important to examine when productivity is low





Ok, this is where it gets creepy: managers should use surveys to get employees to reveal these networks (with questions like: "Whom would you trust to keep in confidence your concerns about a work-related issue" etc.) , and then use software to draw the networks. "In general, respondents are comfortable if upper-level managers not mentioned in the surveys see the results." I imagine most employees would be freaked out by this…





An example given in the article of how important it is to understand these networks shows that people who are important in one network may have little standing in another. They may be a great technical director but make a lousy task force leader; it is important to see where people stand before assigning them to new tasks or undertakings.





Similarly, another example shows that leveraging a communication network can tie disparate groups together, or solve communication flow problems by targeting the right people.





Common network configurations:


Imploded relationships: insular; employees spend all time among themselves. Push them to get to know other departments and groups.


Irregular communication patterns: don't communicate within their own group, only to outsiders. Try to foster camaraderie within group.


Fragile structures: limited communication; get those wallflowers to be social!


Holes in the network: places where there are no connections; make them.


Bow ties: many players dependent on a single employee but not each other. Creates a powerful individual and the danger that if they leave, the group collapses. Take the pressure off by diffusing some of their power.
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Per the Profs email, there is no need to read Manufacturing Information Systems, which is a minor miracle as it is so poorly written…And completely devoid of sense. But here’s a little bit of what I could decipher, in case you are really reallly really bored (or just soft in the head):








In manufacturing, the flow and substance of communications is determined by what is necessary to execute production, not by hierarchy (e.g. not by organizational structure, managers and their lines of authority). Thus most communication goes through generally flat networks involved in production


Managing the millions of bits of information that these flat networks need are called Manufacturing Information Systems.





Types of information used in manufacturing operations—as defined by operating characteristics of the bodies of information:


Preventative maintenance program: repairing all faults in machines before they fail. They depend on experience (observing the mean time to failure, and observing the effect of different conditions, etc.) due to variability and uncertainty.


A common feature of technical operations information systems is that much useful information is only gathered from operations, and is only useful to those operators; this is called "plant-specific skill" or "local knowledge" (e.g. drillers and how they find gas).


Local knowledge tends to lead to the formation of a subculture, isolated from the rest of the organization. It is built around an information system (plant-specific skill) that is of lit
