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Chapter XXIII

Analyzing CI1O Comments

Introduction

This chapter presents an analysis of the comments made by the CIOs. To begin,
Mintzberg’s (1973) managerial roles framework is introduced and the components
are described. The themes identified within each of the major categories of the CIO
interviews are then mapped onto the roles described in Mintzberg’s (1973) frame-
work. This process supports a discussion of the analysis of the CIO management
experiences. Further analysis is presented which attempts to determine if there
is any variability of issues across the chronological stages of the CIOs’ tenure in
their position. This section investigates whether the emphasis of the management
experiences might change over time as the CIO gains company specific experience.
The next section analyzes the comments from a cultural perspective. The seminal
work by Hofstede (1980, 1983, 1993, 2001) is introduced and is then employed
to compare the comments of the CIOs representing New Zealand, Taiwan, and the
United States of America. The last analysis section included in this chapter reviews
the concept of leadership and its impact on the role of the CIO. The final section of
the chapter presents some concluding remarks.
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Managerial Roles

The data obtained from all the interviews was analyzed in reference to Mintzberg’s
(1973) framework of managerial roles. The framework was adopted here because
it represents a comprehensive approach to analyzing the roles of senior managers.
Tsoukas (1994) has suggested that Mintzberg’s (1973) framework results from
the documentation and analysis of the observable practices of managers. Further,
Lamond (2004) suggests that Mintzberg’s (1973) framework documents manage-
ment as it is, which is a reflection of the Argyris and Schon (1974, 1996) theories
in action vs. espoused theories. In a similar vain, the data gathered for this book
represents the self-reporting of CIOs of their actions carried out in the performance
oftheir duties. Also, other research (Kmetz & Willower, 1982; Martinko & Gardiner,
1990; Sproull, 1981) has shown that the roles outlined in the framework apply
across functional areas and hierarchical levels. This further supports the decision
to compare the themes that have emerged from the discussions with CIOs with the
roles that form a part of the Mintzberg (1973) framework.

To begin this section, Mintzberg’s (1973) framework is described. Next, the themes
that have emerged from the interviews are mapped onto the framework. The results
of this process are presented organized by relative chronological stages. That is,
in the interview the CIO was asked to describe issues that were addressed at three
different chronological stages. The CIO described issues which were addressed
initially upon taking the role. Then, current issues were described. The third stage
included issues the CIO anticipated dealing with in the future. This presentation
highlights the CIO management experiences for each stage within the framework
and then proffers some conclusions.

Table 1 presents Mintzberg’s (1973) framework for managerial roles. The framework
includes 10 highly interrelated roles which are grouped into three categories. One
category of role is titled “interpersonal”. This category relates to the performance
of duties of a more ceremonial nature. Thus, while interaction with others is based
upon company-related aspects, the emphasis of this category is more of a personal
nature. Another category is “informational.” Here the manager collects information
relative to company performance and subsequently distributes that information to
the appropriate stakeholders. Both the collection and dissemination activities may
involve internal and external sources and recipients. A third category is “decisional.”
This category relates to the plethora of aspects related to making decisions. Thus, the
manager will search for opportunities, respond to issues, negotiate when necessary,
and make or approve decisions resulting from these efforts.

The next subsection describes the process which was employed to map the themes
identified in the interviews onto Mintzberg’s (1973) framework.

To begin, the data presented in each CIO chapter was reviewed to identify themes.
This review focused upon distinguishing those themes relating to issues that arose

Copyright © 2008, IGI Global. Copying or distributing in print or electronic forms without written permission
of IGI Global is prohibited.



11 more pages are available in the full version of this document,
which may be purchased using the "Add to Cart" button on the
publisher's webpage: www.igi-global.com/chapter/analyzing-cio-

comments/7017

Related Content

Organization-Wide Culture Change in a Large Healthcare Organization: A Case
History

Louis Neumann Quastand Jane M. Kuhn (2019). Evidence-Based Initiatives for
Organizational Change and Development (pp. 547-561).
www.irma-international.org/chapter/organization-wide-culture-change-in-a-large-healthcare-

organization/225181

People, Technology, and Strategic Human Resource Development (SHRD)
(2012). Valuing People and Technology in the Workplace: A Competitive Advantage
Framework (pp. 146-158).
www.irma-international.org/chapter/people-technology-strategic-human-resource/65660

Influence of Job Relevance, Output Quality, Task Technology Fit, and Privacy
Concerns on Human Resources Information Systems Usage

Eric Deakins (2009). Encyclopedia of Human Resources Information Systems:
Challenges in e-HRM (pp. 525-531).
www.irma-international.org/chapter/influence-job-relevance-output-quality/13277

Self-Managing Teams in Small and Medium Enterprises (SME)

Mercedes Rubio-Andrés, Santiago Gutiérrez-Broncanoand Luis Varona-Castillo (2014).
Effective Human Resources Management in Small and Medium Enterprises: Global
Perspectives (pp. 280-300).
www.irma-international.org/chapter/self-managing-teams-in-small-and-medium-enterprises-
sme/93212

Training and Development: Leveraging Diversity to Gain Strategic Advantage in
Corporate Settings

Denise Philpotand Laura Pasquini (2012). Handbook of Research on Workforce Diversity
in a Global Society: Technologies and Concepts (pp. 244-261).

www.irma-international.org/chapter/training-development-leveraging-diversity-gain/67061



http://www.igi-global.com/chapter/analyzing-cio-comments/7017
http://www.igi-global.com/chapter/analyzing-cio-comments/7017
http://www.irma-international.org/chapter/organization-wide-culture-change-in-a-large-healthcare-organization/225181
http://www.irma-international.org/chapter/organization-wide-culture-change-in-a-large-healthcare-organization/225181
http://www.irma-international.org/chapter/people-technology-strategic-human-resource/65660
http://www.irma-international.org/chapter/influence-job-relevance-output-quality/13277
http://www.irma-international.org/chapter/self-managing-teams-in-small-and-medium-enterprises-sme/93212
http://www.irma-international.org/chapter/self-managing-teams-in-small-and-medium-enterprises-sme/93212
http://www.irma-international.org/chapter/training-development-leveraging-diversity-gain/67061

