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Organizational Systems Analysis Framework

Overview

The Organizational Systems Analysis Framework provides a structured approach to examine how
organizational structures, processes, cultures, and power dynamics contribute to or mitigate
conflict within and beyond the organization. By applying systems thinking, this framework helps
organizations identify leverage points for reducing conflict, fostering collaboration, and enhancing
resilience. It integrates with community-level analysis, addresses digital and legal considerations,
and scales to diverse organizational contexts, making it a versatile tool for sustainable conflict
management.

Objectives

¢ Analyze how organizational structures, processes, and power dynamics influence conflict
dynamics internally and externally.

o |dentify feedback loops, patterns, and root causes of conflict within the organization or in its
interactions with stakeholders.

¢ Develop targeted, legally compliant interventions to mitigate conflict and strengthen systems.
e Build capacity for adaptive, conflict-sensitive operations across scales and contexts.

Target Audience

¢ Organizational leaders, managers, and HR professionals.

¢ Conflict resolution facilitators or consultants.

¢ External stakeholders impacted by the organization (e.g., communities, partners).
e Legal and compliance teams ensuring regulatory alignment.

Materials Needed

¢ Whiteboards, flip charts, or digital tools (e.g., Miro, Kumu).

e Markers, sticky notes, or digital equivalents.

e Templates for analysis (provided below).

¢ Organizational documents (e.g., org charts, policies, process maps).

¢ A neutral, comfortable meeting space (in-person or virtual).

e Optional: Recording tools for documentation (with consent).

o For digital analysis: Access to communication data (e.g., email logs, collaboration platforms).

Step-by-Step Process

Step 1: Preparation
Objective: Lay the groundwork for an inclusive, legally compliant analysis.

o Assemble the Analysis Team: Include diverse representatives from leadership, staff, HR,
legal/compliance, and, if relevant, external stakeholders (e.g., community representatives). Aim
for 8-15 participants.

¢ Select Facilitators: Choose neutral facilitators trained in systems thinking, conflict analysis, and
cultural sensitivity, with awareness of legal considerations.

¢ Gather Baseline Data: Collect:
o Qrganizational charts, team structures, and power mappings.
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o Policies on decision-making, conflict resolution, and communication.
o Recent conflict incidents, employee surveys, or stakeholder feedback.
o Relevant legal/compliance requirements (e.g., labor laws, industry regulations).
o Set Ground Rules: Establish norms for respectful, confidential dialogue. Example rules:
o Share constructively and avoid blame.
o Protect sensitive information, especially for legal compliance.
o Ensure all voices, including marginalized groups, are heard.

e Choose a Venue: Select a private, neutral space or a secure virtual platform (e.g., Zoom,
Microsoft Teams) with reliable connectivity.

Step 2: Framing the Analysis
Objective: Define the scope, integrating organizational and community contexts.

¢ Introduce Systems Thinking: Explain concepts simply (e.g., “A system includes people,
processes, and policies that interact, creating outcomes like collaboration or conflict"”).

¢ |dentify the Conflict Focus: Select specific conflict dynamics, such as:

o

Internal conflicts (e.g., interdepartmental tensions, remote work disputes).

o

External conflicts (e.g., with communities, partners, or regulators). Use questions like:
o What recurring conflicts disrupt our operations or relationships?
o How do our conflicts affect external stakeholders, like communities?

¢ Set System Boundaries: Clarify what is included (e.g., internal processes, specific teams) and
external (e.g., market trends, community dynamics). Reference the Community Systems
Mapping Guide for external stakeholder analysis if needed.

¢ Cross-Reference Community Analysis: If the organization interfaces with communities (e.g.,

corporate social responsibility challenges), align this analysis with community-level mapping to
capture spillover effects.

Step 3: Mapping the Organizational System
Objective: Create a visual map of the system, including power dynamics.
¢ |dentify Elements: List key components, such as:
o Actors: Individuals, teams, departments, or external stakeholders.
o Structures: Hierarchies, reporting lines, or team configurations.
o Processes: Decision-making, communication, resource allocation, or conflict resolution.
o Resources: Budgets, staff time, technology, or information.
o Power Dynamics: Formal authority, resource control, or informal influence.
o External Factors: Regulations, community expectations, or economic conditions. Use sticky
notes or digital tools to capture elements.

¢ Map Relationships: Draw connections to show interactions. Use arrows for direction and labels
for relationships (e.g., “blocks,” “enables,” “escalates”). Include power dynamics (e.g., “controls
resources,” “marginalized voice").

¢ |ldentify Feedback Loops: Highlight:
o Reinforcing Loops: Cycles amplifying conflict (e.g., unclear roles increasing mistrust).

o Balancing Loops: Mechanisms reducing conflict (e.g., mediation stabilizing disputes).
Explain: “A loop is when one action affects another, circling back to the first.”

¢ Incorporate Power Mapping: Use a separate power map to visualize formal and informal
influence (see template below).
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¢ Refine the Map: Ensure accuracy and inclusivity, especially for marginalized voices or
community stakeholders.

Step 4: Analyzing Conflict Dynamics

Objective: Uncover patterns, root causes, and leverage points, including digital and power-related
factors.

¢ Discuss System Behavior: Explore insights from the map. Ask:
o What patterns drive conflict (e.qg., digital miscommunications, power imbalances)?
o Where do tensions escalate or resolve?
o How do our processes impact external stakeholders, like communities?
¢ Analyze Power Dynamics: Examine:
o Who holds decision-making authority or resource control?
o Are informal networks (e.g., cliques) escalating conflicts?
o Are marginalized voices excluded from key processes?
¢ Assess Digital Factors: For remote/hybrid settings, analyze:
o Friction in digital communication (e.g., delayed responses, misread tones).
o Technology-mediated power dynamics (e.g., access to platforms).
o Data-driven indicators (e.g., email response times, meeting participation rates).
¢ |dentify Leverage Points: Highlight areas for change, such as:
o Clarifying decision-making roles to reduce power imbalances.
o Improving digital communication protocols.
o Engaging communities to address external conflicts.

¢ Ensure Conflict Sensitivity: Evaluate impacts on vulnerable groups (e.g., junior staff, local
communities). Ask:

o Do processes exacerbate power disparities?
o Are community stakeholders adequately represented?

Step 5: Developing Interventions
Objective: Design scalable, legally compliant interventions.
¢ Brainstorm Solutions: Propose interventions based on leverage points. Examples:
o Internal: Cross-team training on digital communication etiquette.
o Power: Transparent decision-making protocols to empower marginalized voices.
o Community: Joint forums with community stakeholders to align goals.
¢ Prioritize Interventions: Use criteria like impact, feasibility, legal compliance, and scalability.
Dot voting or a prioritization matrix can help select 2-3 interventions.
e Create an Action Plan: For each intervention, define:
o Goal: Specific outcome (e.g., reduce remote work disputes by 30%).
o Responsible Parties: Teams or individuals, including legal/compliance oversight.
o Timeline: Short-term (1-3 months) or long-term (6-12 months).
o Resources Needed: Budget, staff, or tools.
o Success Indicators: Measurable outcomes (e.g., improved digital engagement metrics).
o Legal Checks: Ensure alignment with labor laws or industry regulations.

Step 6: Implementation and Evaluation
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Objective: Execute and assess interventions with scalability and compliance in mind.

¢ Implement Interventions: Assign roles and timelines, ensuring legal oversight for sensitive
issues (e.g., workplace disputes).

¢ Monitor Progress: Schedule check-ins (e.g., monthly) to track implementation and compliance.
¢ Evaluate Impact:

o Metrics: Reduced conflict incidents, improved digital communication (e.g., faster response
times), or community trust scores.

o Qualitative Feedback: Interviews or focus groups with staff and stakeholders.
o Longitudinal Tracking: Assess changes over 6-12 months.

¢ Document for Compliance: Record analysis and interventions in a legally defensible format
(see template below).

¢ lterate: Update the system map and action plan based on findings, adapting for scale or
context.

Integration with Community Systems Mapping

Objective: Connect organizational and community-level conflict analysis.

¢ Cross-Reference: Use the Community Systems Mapping Guide
(globalgovernanceframework.org) when organizational conflicts impact external stakeholders.
Example: A corporation’s resource allocation disputes may escalate community tensions over
land use.

o Bridge Methodology:

o Joint Mapping Sessions: Invite community representatives to organizational analysis
sessions to map shared systems.

o Shared Leverage Points: Identify interventions benefiting both the organization and
community (e.g., transparent resource-sharing agreements).

o Feedback Loops: Analyze how organizational decisions create reinforcing loops in
communities (e.g., poor communication fueling mistrust).

¢ Application Example: When organizational conflicts spill into communities, combine this
framework with community mapping to:

o Map internal processes alongside community dynamics.
o Develop joint action plans addressing both levels.

Power Dynamics Analysis

Obijective: Explicitly address formal and informal power structures.

e Tools:
o Power Mapping: Visualize who holds authority, resources, or influence (see template below).
o Stakeholder Analysis: Assess marginalized voices and their exclusion from processes.

¢ Dimensions to Analyze:

(o}

Decision-Making Authority: Who approves key decisions?

[e]

Resource Control: Who allocates budgets, staff, or technology?
o Informal Influence: Are there cliques or opinion leaders driving conflicts?
o Marginalized Voices: Are certain groups (e.g., junior staff, minorities) sidelined?

¢ Integration: Incorporate power insights into the system map to highlight leverage points (e.g.,
empowering underrepresented teams).
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Digital Transformation Considerations

Objective: Address conflicts in digital and hybrid work environments.
Remote/Hybrid Work Conflicts:

o Analyze tensions from unequal access to technology or meeting schedules across time
zones.

o Address exclusion in virtual settings (e.g., quieter staff overlooked in video calls).

Digital Communication Friction:

o Assess miscommunications (e.g., ambiguous email tones, delayed Slack responses).
o Map digital workflows to identify bottlenecks (e.g., over-reliance on one platform).

Technology-Mediated Power Dynamics:

o Examine who controls digital tools or data access.

o Address biases in tech use (e.g., senior staff dominating virtual meetings).
Metrics:

o Email/Slack response time disparities (e.g., average delay >24 hours).
o Meeting participation rates (e.g., % of staff speaking in virtual calls).
o Sentiment analysis of digital communications (e.g., negative tone frequency).

Scalability Framework

Objective: Adapt the framework to diverse organizational contexts.
¢ Tiered Approaches:
o Small Organizations (10-50 staff):
= Simplified mapping with fewer elements (e.g., focus on key teams).
= Time: 1-2 half-day sessions.
= Resources: Minimal (e.g., flip charts, free digital tools like Google Jamboard).

(o}

Large Corporations (50+ staff):

= Comprehensive mapping across departments, including power dynamics.
= Time: 2-3 full-day sessions, plus follow-ups.

= Resources: Advanced tools (e.g., Kumu), dedicated facilitators.

Crisis Situations:

(o}

= Focused analysis on urgent conflicts (e.g., leadership disputes).
= Time: 1rapid session (3-4 hours).
= Resources: Minimal, with emphasis on quick wins.

o

Preventive Analysis:
= |n-depth mapping to build resilience before conflicts escalate.
= Time: 3-4 sessions over weeks.
= Resources: Robust, including legal and digital tools.
o Resource-Constrained Settings:
= Use low-cost tools (e.g., paper-based mapping, WhatsApp for input).
= Time: Flexible, spread over weeks if needed.
= Resources: Leverage local facilitators and community partners.
¢ Time Estimates:
o Small/Crisis: 4-8 hours total.
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o Large/Preventive: 12-20 hours over multiple sessions.

Legal and Compliance Interface

Objective: Ensure analysis aligns with legal and regulatory requirements.
e Compliance Cross-Check:
o Review labor laws (e.g., anti-discrimination, dispute resolution mandates).
o Check industry-specific regulations (e.g., conflict reporting in healthcare or finance).
o Verify reporting obligations for serious conflicts (e.g., harassment, safety violations).
¢ Safeguards:
o Document discussions anonymously to protect participants.
o Consult legal teams before implementing sensitive interventions.
o Maintain records for audits or investigations (see template below).

¢ Integration: Embed compliance checks in the action plan to ensure interventions meet legal
standards.

Cultural and Contextual Considerations

Objective: Align with organizational and cultural norms.

¢ Understand Culture: Assess norms around hierarchy, communication, and conflict. Tailor
discussions accordingly.

¢ Engage Diverse Perspectives: Include voices from all levels and external stakeholders.

¢ Sensitive Contexts: Use neutral framing, anonymous inputs, and psychosocial support for
trauma-affected organizations.

Digital and Virtual Analysis

Objective: Support virtual or hybrid analysis.
¢ Tool Options:
o Kumu: For complex system maps.
o Miro: For collaborative mapping.
o Microsoft Whiteboard: For simple mapping.
o Virtual Tips:
o Use breakout rooms for small group work.
o Share templates in advance.
o Record sessions (with consent).
¢ Low-Bandwidth:
o Use asynchronous tools (e.g., Google Docs).
o Share static maps for offline feedback.

Conflict Sensitivity and Safeguarding

Objective: Minimize harm and protect participants.
¢ Monitor Tensions: Watch for discomfort or escalation. Pause if needed.
o Safeguards:

o Ensure confidentiality and anonymity.

o Provide safe spaces for vulnerable participants.
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o Offer emotional support resources.
¢ Neutral Facilitation: Guide impartially, avoiding alignment with any group.

Evaluation Framework

Objective: Measure effectiveness and impact.
¢ Process Metrics:
o Participation rate (target: 80%+).
o Diversity of perspectives.
o Participant satisfaction (>4/5).
¢ Outcome Metrics:
o Reduced conflict incidents (e.g., 20% fewer disputes).
o Improved digital metrics (e.g., faster response times).
o Community/stakeholder trust scores.
¢ Longitudinal Tracking:
o Assess at 3, 6, 12 months.
o Update system maps.
e Methods:
o Surveys for morale/conflict changes.
o Focus groups for qualitative insights.
o Case studies for successes/lessons.

Visual Aids

Objective: Enhance clarity with visuals.
e Sample System Map:

o Internal: Actors (HR, operations), processes (budgeting), power (leadership control), loops
(mistrust from unclear roles).

o External: Actors (organization, community), resources (land), loops (consultations balancing
disputes).

o Before/After Maps:
o Before: Siloed teams, power imbalances.
o After: Cross-team collaboration, empowered voices.
¢ Visual Language:
o Circles for actors, rectangles for processes, diamonds for resources.
o Red for conflict, green for collaboration, gray for neutral.
o "R" for reinforcing loops, “B" for balancing loops.

Templates

Template 1: Organizational System Mapping Worksheet

‘ Element Type Name/Description Key Relationships m

Actor

Structure
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‘ Element Type Name/Description Key Relationships m

Process
Resource
Power

External

Template 2: Power Mapping Worksheet

Decision-Making Resource Informal Marginalized
Actor/Group .
Authority Control Influence Status
Template 3: Intervention Action Plan
. Responsible . Resources Success Legal
Intervention Timeline .
Party Needed Indicator Check
Template 4: Compliance Documentation

Conflict Key Interventions Legal/Compliance Responsible
Analyzed Findings Proposed Notes Party

Resources

¢ Systems Thinking: Systems Thinking Toolkit at globalgovernanceframework.org.

¢ Digital Tools: Kumu.io, Miro.com, Microsoft Whiteboard.

¢ Training: Workshops on conflict resolution, organizational development, or legal compliance.
e Support: HR or external counseling services.

Conclusion

The Organizational Systems Analysis Framework empowers organizations to address conflict
dynamics through a systems lens, integrating power analysis, digital considerations, scalability,
legal compliance, and community connections. By mapping systems, designing targeted
interventions, and evaluating impact, organizations can foster resilience, collaboration, and
sustainable conflict resolution.
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