Leadership and Change Management 

– Mark Esposito (Associate Professor - GGSB)

Social responsibility and sustainability in general
Research with the UN… UNESCO…

Carmello is “extremely keen on the concept of power”…

We need to create the link between what you have done with Carmello 

How is the environment created by leaders?

All this is a very different methodology to interpret the systems of the decisions…

It is all based on the dynamics of people, and this will build into understanding the dynamics of business…

Everyone is a person – but we are people who are given functions…

We act always on the basis of the Maslow’s pyramid…
We act on the basis of our needs…

… thus business is a sick industry…

People don’t work with policy and procedures, they were with values and ideals…

There is a disparity between the business needs and personal needs…

One of the questions we need to consider – individual, group and leader?

Individual 

Understanding how we work… The individual is the core – people build up the organisation…

Group

The group dynamics and the methodologies of exchange, are based on the expectation of these patterns of behaviour… We can interpret these mental models and interpret the behaviours that we intend to exploit… Every time I create a new model, I am patternising… Or routinising… 

We always try to reduce uncertainty by recognising that when we encounter something new, we build a pattern to understand it.

Once we patternise it, we can use the pattern to predict the behaviour…

Through Goal Objectives – forms the Organisation

Do I have the organisational objectives aligned with the human basis…?

You cannot achieve results unless what an individual and a group dynamic needs are in alignment with the organisation.

Power relationships occur at the group level but is reflected back on the individual level.

Organisational behaviour tries to understand how we are interacting at the group level.

If we have a group behaving together, we need one person to be ahead to be moving the group towards the shared goal – this is leadership.

Organisational Behaviour Dimensions
Micro dimension – oil costs more to fill car
Meso dimension – fills the breach between the individual and society; a tribe; a club; a family; 

Macro dimension – oil price is rising across the world…

Dimensions 

Leader envisages processes, whilst manager manages processes…

Zeitgeist leadership – Recognising and interpreting the environment and interpreting the micro level through the meso level to interpret the macro level…

This is the group of people who can sense what is going on and drive the direction towards a shared goal…

The environment of people is a key to the way they perform individually and as a group
Context (dynamic) – Why? When? Who?

Content (mostly static) – What?

Process (static) – How?

=

Environment

Contextual leadership tends to lead to success – context is based around understanding what changes are occurring in the environment…

The leader is the person who is understanding what is the context which needs to occur…

If you make your decisions on the basis of process and content, you will be unable to achieve specific goals – the requirement of leadership is the ability to move things from a static level to a dynamic level.

Moving from static to dynamic is changing state which is change management…

Change management is constantly moving between states – static to dynamic generate the change, and then once you achieve the change, and turn it back to static, you can then freeze it around a structure…
To embed the change in the system is key…

The market is highly dynamic…

Incremental change – is propaganda – small change and just recreating processes…

Transitional change is dynamic and is the real essence of change

Planned growth is a priori growth

Organic growth is based around a dynamic growth…

By setting up processes and structures, I am essentially limiting the possibilities for growth by planning for the future… However, if I am able to build an organic structure, I am able to change quicker into a more dynamic structure… Change management is a value driven process! Quantitative and qualitative values are different… Service is an area that cannot be assigned and defined by qualitative soft-side management…

How do you build a hard side management by adopting a soft side approach… Every time we move from dynamic to static, we have to freeze the system which recognises the individual…

In Japan, there is no recognition of the individual dimension – whereas the collective approach is overwhelmed…

Switzerland also has a much higher recognition of society over the individual… But a higher level of suicide…

This highlights the societal link between the group and individual…

Interestingly, Thatcher stated that there was no such thing as society… and we have a low level of suicide rate because the power of society is reduced compared to individuals…

Asia – there is no profession of psychologist, so no self-questioning model…
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Essence of leadership, OB and change management is recognising the concepts of the 

Over the next few days….

We will look at Tipping Point leadership,

Tomorrow, we will look at case studies and

Sunday, we will look at…?

The course is about upsetting status quo and changing your perception of reality…

In the middle of the street, you can externalise yourself from the context… You really understand the dynamics of the behaviour…Human behaviour does not really get impacted by culture…

We all have universal values that do not necessarily transfer across the cultures…

Cultures are variables that impact the behaviour on your experiences…

London gives you the experience of tangibility – you get touched on the tube… you don’t necessarily consider that it is a threat – our opinions of experiences are based around the contextual information that we take with us… The goal objectives are no longer the same, so the same individuals and the same group dynamics with different goals creates the different behaviour…
No matter where we come from, we all behave in a similar way, since we all have the same objective (to get an MBA)… So we have to moderate our behaviour to become enculturated into the group…

By being members of a community of practice, we are building an identity of being members of the MBA group and this means that we are all related to be joined…

Your human emphasis needs to be based around the human harvest and social assets that are build around the link of the goals and objectives, which are a static strategy perspective which is based around adjusting the course all the time based on the human harvest and human assets that are available… Being able to adapt dynamically and organically into the context...

Utilise the assets into the leadership by not formalising structure, moving towards a dynamic change – constantly questioning the mission statement, constantly redefining the brand, using their resources to create the redefinition of the structure… companies that are able to adapt are the ones which can adapt regularly… Financial systems suffer in adaptive and organic systems because they have conservative and static structures… The ones that have survived are the smaller and more dynamic ones…

Once you are a static organisation, your competitors can benchmark against you incredibly easy – value is created on the basis of being able to predict the best course by adjusting to the environment, by being able to constantly assigning a new challenge.
Success in life is in your ability to constantly be able to be redefined by who you are and where you are going… People who are constantly on the move towards someone else… This is done by engaging in change… the world pushes for change, so it is necessary to recognise that it will change, so it is necessary for you to follow that path and see where you want to go…

Human life is a process towards something – born, grow, die…

The people who are able to support you throughout the business are based on value and driving people towards change…

You need to be able to recognise that your life is constantly changing and embrace the change…

Microsoft and Encyclopaedia Britannica – Britannica – encyclopedia forever...

Encarta... They produced a new product by updating content through the internet – Britanica had better content and a static process, but no understanding of the context… but MS had ok content, and ok process but great context… they had moved into the dynamic process by releasing on the internet…
Maslow – when you get stuck – you’re within your comfort zone – you’re not unhappy, you’re not happy… you’re comfortable… Without a coherent objective and goal, that is balanced between individual and group dynamics, you are stuck in an in-between situation…

As we move up the pyramid, we experience progression – existential, relational and growth… If you are stuck at the existential level in the hygiene factors, you cannot produce properly, because you are not experiencing growth…

Once you get to the growth level, you can then contribute back as part of the corporate social responsibility… Unless you push people past the existential and the relational level, they will fall back into the comfort zone and end up just getting by…
If you do not have a defined goal, you can’t progress to the next levels…

… but the benefit to the organisation is that you can apply more power over them… in order to preserve power at the top… and power distributed through the organisation changes the structure… It moves people beyond the hygiene factors and into the growth factor…

Do a human due-diligence to check to see why you are not performing well…

Organisations should diminish their capacity to exhibit power over people, and to return it to them…

… but we don’t like to give up power, which makes it different…

There is an unjustifiable disparity between managers and CEO pays (350 times more than your managers)… thus we don’t want to lift people up with increased power…

People are able to give more because they have received more…

CEO does not get all the information they only have a small synopsis of the data… The difference between positional power… If you operate at the level, it’s not based on performance, but by demographics… Can you become CEO? Ask yourself – how? Can you get to be CEO of Barclays? The access to that position is not available to people without positional power… Dispositional power is based on knowledge, skills, authority, etc… Thus, if you have the position, you keep your power through keeping others below you… but that is not the best way to do it, because many people just get there because of the people that they know… Google is based on a diminishing of the hygiene factors, and empowerment of people – by aligning the individual and group dynamics…Building a much more directional link between the human harvest to the organisational goals… Until you put people inside the pyramid, when you get to the top of the pyramid, you get to build corporate social responsibility… the goal of this is to build sustainability…
What are the dynamics of the organisation? Who is the leader? The leader is the person who can through their skills, their knowledge and their ability is the person who can lift people up through the pyramid… The sort of person who is working with you and leading you up to the top of the pyramid…

But – leaders are not necessarily at the top… because leadership can come from all levels given that you can help people progress at all levels – and you don’t necessarily need power to drive that…

“Hygiene factors and the comfort zone are the number 1 enemy of performance”

Motivation is helping people to have the internal drive to move…

Motivation is managing your resourcefulness to build to the top of the pyramid…

Success is not related to money – it is related to grow beyond the top of the pyramid and then to go back…

The external motivation of money should be related to the performance through the pyramid… Business schools are about looking at the world and thinking “How do I help myself to move up?” – and “How do I help other people to move up?” too – these are ethical decision making processes…
Corruption is based on the fact that you do not provide support to build above the existential needs… It is based on the prosperity of hygiene factors… Corruption comes from not giving people the possibility to move up…

The cap on top of the hygiene factors is so strong that you cannot move to the relationship levels…

In personal relationships, when you break up, you feel that this person is not helping you move to the top of the pyramid…

It is necessary to internalise the context to build towards progression…
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When you are able to create the perfect balance between what people do and what people are… this is the theory of congruence…

The alignment between what we do and what we are creates a sense of congruence…

If we create an incongruity because of measurement by what you do rather than who you are…

If what you do and who you are is the same, then you will be able to trigger ways to constantly experience growth…

If I studied at Stanford, I would make 3 times as much money as another professional… It is based on demographics…  if you go to Stanford, you will be worth more than if you go to GGSB… The structure keeps you supported because you are part of the 
When we help people to move through the pyramid, we move them into a position beyond where they are able to contribute move to society… This is a capacity to improve and become what they can be…

In Switzerland, there is a government guaranteed wages, so the society helps support people to the extent that they can achieve actualisation... which is against the American Dream which is about segregating the individuals who are able to achieve that success….

Close interaction between leaders and the environment….
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The reflection of leaders

NGOs

If you support people and they grow, it is always based around leadership…

Leaders: Characters in action
· Leaders heave the capacity to convert purpose and vision into action

· They work for change

· To satisfy follower’s needs and achieve organisational outcomes…
· Leaders must

· Provide purpose

· Generate trust

· Foster hope

· Get results

6 groups…

Each reading to 2 groups… read it – and create the outline and then blend the presentations…

By the time we are done – we will present on 3 topics…

The process of self-actualisation is not fostered within society… The society leads you to reach a comfortable zone… The people who are really successful who cannot stop until they reach progression to that level because it is their personal need… The only way you are able to do this is if you are authentic to yourself…

The obese person carrying the diet-coke… the consumer goods model is based around the understanding that the more you consume the more you are worth…

Organisations don’t want you to own your work – your ownership of your work and your skills allow you to grow, but in a way that does not support the organisation…
The role of company should be to foster people by interpreting ownership…

The challenge within ourselves to create new things…

People who are successful – it is their capacity to have ownership of what they do… 

“Success is people who do what they want to do when they do”

Fostering Hope

Self confidence ( Team conf. ( System Conf. ( External confidence

External confidence is what we see, so we assume that we have the control of someone else’s success… whilst success grows from self confidence…

People working together in a team can influence society in a deeper way… Leadership relies on influencing people’s opinions…
Get results

Leadership in corporations according to Maslow…
CEO is servant to the organisation – thus the CEO should be at the bottom – not at the top…

Servant leader – leadership from behind – the CEO supports the organisation by creating a structure whereby they actually provide an infrastructure that actually helps the structure to grow rather than getting in the way of the sharp end…

Learning organisations… 

We don’t measure success by how much we can sell, we measure success by how much new innovation we can create… a constant transformation status… The entire concept of today is success comes from the people 

Sit in a corner – look at the communications – how people share their data… how people use the BCC – BCC lets people know what they shouldn’t know…

Talking to people – it’s a program – change the approach to firing people towards resourcefulness – how do you deal with assets… your people assets…

Look at the dynamics and how people relate to one another…

Consultants help the organisation become efficient…

Internally, they don’t have the mindset to recognise their value…

Amazon, Tipping Point and Change Management

Change management is contradictory in terms and cannot be planned – it must be dynamic in form…

Ownership and the top of the pyramid comes from the paradox of humanity – you need to balance the issues of both the paradox of all our authenticities…

Where are you in the pyramid? And what moves you up and what moves you down? Successful people who know what this is and are able to act upon it…

Change Management – Day 2
Leaders create the structure based on several things, but the structure is based on; context, content and process…
Structure 
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Masculine & Individualistic

Leaders exert power to the structure based on context, content and process to move the structure up the scale towards the dynamic focus. As it moves up, it is becoming holistic as it moves down, it is becoming atomistic. Hofstede’s analysis – masculine traits are trying to preserve power where it is and rigid, whilst feminine traits are more flexible and collectivistic…

“E” approach is the traditional economic approach, focusing on the importance of shareholders, whilst the “O” approach is the organisational approach, focusing on the stakeholders.
Porter ( Systemic Change + Corporate Social Responsibility 

= new interpretation of Competitive Advantage 

(Transactional Approach) 
5th Discipline, Peter Senge 

McKenzie, Porter (2006)

Whilst systematic – (Incremental Approach)
Systematic – “sequential, process, based, planned, etc” – e.g. six sigma approach – trying to reduce the number of problems to possibly zero…


Separate, independent silos – separate departments… “I do” this role

Forms barriers and intra-constructions… Benchmarking is done locally..?
Manufacturing and overseers – Supply and Demand – traditional marketing
Systemic – A system is a larger world – There are influences internally, and externally. Systemic systems have an influence that is beyond your own definition of contextual system. Thus it is important to recognise the different influences of the separate circular arenas….

Shared vision and fully aligned – fully incorporated company member… “I am” this company 

Supports cross-fertilisation and interrelationships and connections.

Knowledge Firms – Service Experience (Consumer Behaviour)… But all firms are building symbolic values with the products, moving from just the product dimension to the service dimension…
Not all firms should be systemic, but most are building brands and therefore need systemic…
e.g. Amazon has built a service where the customers are pulled into the organisation and they are by definition they are stakeholders….

Youtube – community; everyone is allowed to be part of the system, and they are all members of the customer…. Everyone is a user and everyone is a stakeholder… YouTube is the whole Collective Genius thing – crowd sourcing… 

Change management fails 99% of the time… in the 7th step of 8…
Good and Bad leadership – ethical implications

Healthy and unhealthy leadership – but healthy can be not performing

Functional and dysfunctional leadership – functional organisations are 
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How do leaders use structures to make systemic changes?
“Some are born great,

Some achieve greatness,

And some have greatness thrust upon ‘em” – Shakespeare, 12th Night

Definition of Systemic Change
Paradox – Exist in the inquiry and advocacy states at the same time…

What is systemic change?
· Systemic change offers an opportunity to enact change while moving beyond thinking about individuals and individual organisations, single problems and single solutions. It entails thinking about systems – policy systems, education systems, social service systems, information systems, technology systems

· Systemic change is a cyclical process in which all individuals of the organisation and their relationships to one another are taken into consideration

How can we create systemic change?
· Create a vision of what you want the system to look like and accomplish.

· Identify strengths and weaknesses of the current system in light of the vision.

· Prioritise items for improvement.

· Establish a plan for addressing prioritised items and for measuring success.

· Assess progress regularly and revise actions as necessary…
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Advocacy

Requires authenticity, reflexivity, transparency, ownership, honesty in process, etc…

Learning Organisations are named as such because they are the inquiry and advocacy and you filter through self-reflexivity development of our needs…
Consumer behaviour determines the perception of the product… What is the complexity and the coherence that is provided by interpretation…

Why is Starbucks open in China when they don’t drink coffee? It appeals to coherence and complexity by offering them the experience of Westernisation…

My set of values and your set of values are different – on the basis of each person’s individual coherence and complexity… Since our coherence and complexity are different, so are our different values… Thus you need to lead through recognition of these differences…
Coherence – I want to be a professor; complexity – I want to teach 

Self consciousness
· Perceptual consciousness

· Based on perception, learning and memory

· Rational consciousness

· I know that I know; think about things; theory of mind

· Self consciousness or Presence to oneself

· Self reflexivity;

· To catch reflexively in the relationship with others;

· To catch reflexively oneself, the others and the connection with others, discovering and constructing our related meanings

“Each Human Being needs to be connected with others to increase his/her internal coherence (our place in the world) and, on the same time, to expand himself/herself increasing own complexity.”

Dyadical Expansion of Consciousness (E.Z. Tronick).
Ladder of Inference – I form beliefs, assumptions and values on the basis of data, select data, interpret data, and draw conclusions and these form my behaviours…

People change through the process of the new learning ability system, where the changing values mean that the selection and interpretation of data are different – which lead to different conclusions…

What is the structure, what is the infrastructure and what is the superstructure?

Structure has to be simple, transparent and a structure…

Avoid emotional impact during the inquiry and self-reflexivity…

Emotional impact is involved in advocacy….

Organisational charts do not learn space for open communications, for transparent information flows…
The challenge - How do you create a contingency for change…?

This relates to Maslow… The basic needs of Maslow are in the inquiry levels… Security is tangible and safety is perceptual, whilst relationships and fulfilment are related to the rational, and the self-reflexivity are …. The only way to grow to level 5 on Maslow is through relationships with others and leads to improved coherence and complexity…
Organisational development
“Organisational development is the attempt to influence the members of an organisation to expand their candidness with each other about their views of the organisation”

Organisation development

· Effects the employees’ experience in the organisation

· Offers to take greater responsibility for their own actions as organisation members

· When people pursue both of these objectives simultaneously they are likely to discover new ways of working together. They experience a more effective way for achieving their own and their shared (organisational) goals…

Model of change
Dissatisfaction x Vision x First Steps > Resistance to change

· We use this model to decide if change is possible within the organisation

· Three components must all be present to overcome the resistance to change in an organisation

· Dissatisfaction with the present situation

· A vision of what is possible in the future

· Achievable first steps towards reaching this vision

If any of the three is zero or near zero, the product will also be zero and the resistance to change will dominate. OD can bring approaches to the organisation that will enable these three components to function, so we can begin the process of change…

As the company grows, from small to large, and the age of the organisation goes from young to mature, it goes through evolution stages and revolution stages… They move through 5 phases... and they move through growth (evolutional) and crisis (revolutional) phases…

1. Growth through creativity leads to crisis of leadership

2. Growth through direction leads to crisis of autonomy

3. Growth through delegation leads to crisis of control

4. Growth through coordination leads to crisis of red tape

5. Growth through collaboration leads to crisis of ?

Growth through collaboration occurs as people open up their information – exposure of defects to a public forum…
The paradox is managing growth and crises at the same time… and to understand them as both being potentially positive…

Individual resistance to Change
· Habit

· Security

· Economic Factors

· Fear of the Unknown

· Selective Information Processing

Organisational Resistance
· Structural Inertia

· Limited Focus of Change

· Group Inertia

· Threat to Expertise

· Threat to Established power relationships

· Threat to Established resource allocations

Group thinking shifting…

Instigating change in organisations is difficult because of resistance…
If your choice is to procrastinate, that’s your call… it’s not to try to make the world a better place, it’s about trying to make the world a better place for those who want it to be…

Why are we not embracing change? Find the partners, and find the elements and the mechanism that encourages individuals and reduces their barriers.
Organisational Change – Learning Organisation

5th Discipline – System Thinking – What is the difference between system thinking and linear thinking – and this changes our perception of the world…

Change becomes the linear thinking of the line…

Change in linear thinking becomes disruptive…

System Thinking – There is no way to measure system thinking… It changes the ways that you measure what can be done…

Forces for Change

Force



Examples

Nature of the workforce
More cultural diversity





Increase in number of professionals





Many new entrants with inadequate skills

Technology


Faster, cheaper, and more mobile computers

(Direct and indirect)

Online music sharing





Deciphering of the human genetic code

Economic shocks

Rise and fall of dot-com stocks

(Direct and indirect)

Collapse of Enron Corp.





Rapid escalation of home prices 

during weak economy

Competition


Global competitors





Mergers and consolidations





Growth of e-commerce

Social trends


Internet chat rooms

(Induced)


Retirement of Baby Boomers





Increased interest in urban living

World Politics

Escalation of hostilities in the Middle East

(Direct and indirect)


Opening of markets in China





The war on terrorism following 9/11/01

No matter what the source of change occurs, in order to have systemic change, it needs to move into a social trend…

Economic shocks are superficial issues, because money is replaceable… Money is only a good motivator if it translates to a change in your attitude towards social aspects – e.g. family responsibilities, etc…

Politics cannot be systemic by definition… Because 4-5 year terms are not systemic and sustainable views… The UN use a powerful political approach to the world… They are neutral, but they have the security council (which institutionalises discrimination between countries)… The Millennium Goals have not happened…

Change cannot occur at a political level… It can only be a direct or indirect change… It can become induced when it moves from a political change into a social trend…

What was it that lead to the change, from resistance to seat belts to everyone using it…? It was the power of social trends…

Structure ( Systemic Understanding ( Change Handling…

Systemic thinking from the perspective of physics…

Change is part of the laws of nature, therefore there is a benefit of the 

Feed Back – Feed Forward… Each feed back is a feed forward, and each feed forward is a feed back… The interactions of both factors are the multiplying effect… Lower level of leakage of economical investment through the system…

Three types of effects of investment (or feedback)

Direct effect (short term), indirect effect (longer term, but not systemic) – the indirect feedback from the weapons escalation during the Cold War, both sides increased weapons because of fear… Induced effect (systemic change)

The morning is functional (and we will cover the theory), whilst the afternoon will be emotional (this needs to be understood rationally)…

Corporate Citizenship – oikonomia (Greek root of economics – “Management of the household so as to increase it use value to all members of the household over the long run” – interpreted as “economics of community”) – Chrematistics (Branch of political economy to the manipulation of property and wealth so as to maximize short-term monetary exchange value to the owner)
The issue with the Israel and Palestine is a social trend issue, not a political issue… The financial disparity between Israel and Palestine is what causes the issue… And the inability of the politics to address the root cause of the issue – the financial disparity…

Essentially social trends are what instigates change…

Corporate Citizenship – A citizen is an individual who is operating outside of the organisation... Awareness process – an indirect link that moves into an area that encourages a movement 
Strategic Philanthropy – Branded charity… The Glaxo Smithso Kline – only use philanthropy through monetary methodologies, but do not induce change…

Corporate Accountability – internal accountability so it is not a social trend

Corporate Social Responsibility – it is moving between indirect and induced – it defines the location, it defines the social trend and it defines the responsibility… 

Social sustainability – if we are looking at change, we have to consider social change – it has to be a reflection of the social and conceptual purpose…

You can go into a country and you can feel if it is changing by knowing what is happening…

We should use these instruments for the organisations to develop in the local area… I will develop as a business development – we need to use these tools to develop business environments… E.g. microcredit – I’ll give you money, because I have more capital… But together we are aiming to towards the same organisational goal…

If you help businesses to create a sustainable income… Start the relationships with the companies…

It’s not about being “good” – corporations cannot do this… Corporations have a responsibility to create business – and we need to build up our drivers…

NGOs – are “not for profit”, but they are quite difficult… They exist because the organisations are not doing it themselves…

We should be able to incorporate the economic and the non-economic into the companies…
Inside the organisation – for profit and not-for-profit… We are a social and economic reality…

Corporate Social Responsibility – too much pressure on the company

Corporate Accountability – too internal

Corporate Citizenship – identifies your roles, but it doesn’t 

Philanthropy – giving company

Social Sustainability – doesn’t link to the company

Global Citizenship

Triple Bottom Line (X3BL) Eco, Sustainable, Social Environmental)

Brountland Report 1987 from the Geneva Convention… Defined Sustainable Development…

How do we ensure to keep everything running…?

Current CEOs are “blockers”… It’s possible if we change the mindset… but they will never understand unless their mindset…
Can we find new models that are sustainable?

Long term, will CEOs have a choice…?

Our current models are failing – we can see this in:-

The turnover rate in the world, the increasing economic factors and the increase in population in size, the depletion of resources…

Cheap labour – it doesn’t last as a concept… Long term it is not sustainable…

Oil – Filling up gas – the price went up, but was bearable - £50-52…

Now £100-160… This cut off a certain level of social classes… This creates a level of dissatisfaction… If you have an entrepreneur who has an idea can impact the world with a new type of energy…

What happens in India and China determines what happens in our economies… We are now in an induced level…

Who? Is going to be able to create the sense for change that we need? The current leadership will not be able to get what we need…

How?

Why?

HRM roadmap for Carrefour… Consulting Case…

ICT-led business transformation…

Living in a digital world.. Technology has helped improve communication issues… Blind/disabled, etc… Accessibility things

Health and expertise does not have to be exclusive – it can be shared…

It is possible to teach and put accessibility through the Internet, globally…

Experiences can be created by technology – e.g. Ski slope in Dubai… This is a value driven business…

This has changed our sense of what we can do…

Conditions for Sustained Viability
Enlightened Corporate Leadership – Ability to guide the organisation’s culture, governance, strategy, resources, performance and monitoring toward sustainable development

Strategic and Integrated Resource Management – ability to inte(r)grate the management of the organisation – financial, technical, human resources and knowledge resources to develop its human capital…

Technology Partnership – Ability to develop a close partnership between people and information and communication technologies to optimise the organisation’s performance…

Technology is driving towards the new paradigm… We need to be able to control the process…
Interactive value network – Ability to partner with suppliers, competitors, clients and partners at all levels of organisation within the organisation’s together with tomorrow’s market…

Technology Partnership

Power-usage

Virtual Work

Mindset


Ways of Working

Technology Partnership Evaluation

Knowledge

Creativity
Real-time

Management

Innovation
Networking

Through a technological revolution, we have created a mindset that has impacted the social trends, which has determined a change on everything that we do, how we think, eat and perceive… This is the HOW!

Organisations need an InfoStructure…

The infostructure is the technological solution enabling this…

Mindset ( Replication model ( Through corporate ICT…

Can we understand how we function and convert the way we function into a corporate system – we need to be recognise that the corporations need to become human like…

Through the conversion in human social trends, there has been a build up of Corporate requirements to reduce the distance from the mindset…

There is no distance between us and what we replicate into the business model…

What we are finding is that what we feel we need (as humans) to be able to do is driving what the corporate infrastructure is building…

People are visually oriented rather than hearing oriented, so videoconferencing is growing…

Everything we are doing from a technological perspective are building towards the human needs for improved communications infrastructure…

The sense of reassurance from seeing people comes from the importance of the needs of the mindset, not the needs of the corporation…
The corporation is the servant of the mindset…
If you see corporation as the source, we will reflect the corporate needs onto the employees and that is a reversal of the interpretation…

Social allocation is a mindset – what can we create within the corporation to support that need?

In France, if you have 2 or 3 children, you pay less taxes… Why is this? Because there is a need for families to be able to support their children…

The support costs for the children, but we will not fiscally reducing the support of the children…

If you have children, and you need to put them into a baby sitter, it is free of charge – this is a corporation and a social aspect…

Children come first, so it is necessary for the corporation to meet the social mindset need of the employees…

The company that is alienating the social allocation…

Change is occurring when it moves through the coherence and complexity…

The ways to create value are what we can contribute to the social needs – if the corporation can become the servant, then it creates value that originates the benefits and the reasons for change…

When you feel that the organisation is helping you to reach progression through the pyramid, the they are adding value…
The Type of People Now Employed
“Silent” Generation (born 1930-1945)


Born with the military technologies that were to lead to analogies and virtual technologies (the CEO is the father)

“Baby-boom” generation (born 1945-1960)


Born with the analogue and space technologies that accelerated the development of digital technologies

Generation “X” (born 1960-1975)


Born among analogue technologies (telephone, TV), witnessed and participated in the development of digital technologies

Generation “Y” (born 1975-1990)


Born with the first generation of digital technologies, witnessed participated in the development of networked technologies

And soon, Generation “e” (born 1990-2005)


Consider computers and the internet as “natural” as telephones and refrigerators….

Who are going to be able to make the changes? The people who are growing up with the new concepts… They have the new accountability for the new positions… You are not bound to the old models… What you are studying now has no relationship between the ideas of the old business models… Business is not a skill or a competence – it is a mindset…

Technophobia…

Organisations in Transition

Gen silent ( 
Gen BB ( 
Gen X ( 
Gen Y ( 
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Concept driven
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Future focused

Conservative





Progressive

Traditional





Cutting-edge

Little Change





on-going change

Ties and uniforms




Jeans and t-shirts

Quiet






Noisy

Disciplined





Creative

Low tech





High tech

Slow






Fast

Male domination




Dual gender leadership
Gen Y and e are defined by and in change….

Changes in working environments… The transition moves from E to O…
There are trends moving that way…

Leadership and Change Management GGSB – MBA

5th Discipline
Learning Organisation ( If you cannot manage this you become Passive-Aggressive

The Fifth Discipline – Peter Senge – System Thinking
Disciplines of the Learning Organisation

1. Team Learning

2. Shared Vision

3. Mental Models

4. Personal Mastery

5. Systems Thinking

Some Questions:

· Why do so many business strategies fail?

· Why do so many others fail to produce lasting results?

· Why do many businesses suffer from periodic crises and fluctuating sales, earnings and morale?

· Why do some firms grow while others stagnate? How do once-dominant firms lose their competitive edge?

· And how can a firm identify and design high-leverage policies , policies that are not thwarted by unanticipated side effects?

What the change does!

· Accelerating economic, technological, social and environmental change challenge managers to learn at increasing rates

· We must increasingly learn how to design and manage complex systems with multiple feedback effects, long time delays and non-linear responses to our decisions.

Something that suddenly changes your state will force you to react, adapt and learn… e.g. a fire in the room will result in instinctive ideas…
“The Secret” – DVD… If you are able to connect to the environment in a deep manner, you will be able to react to it differently…

The market depends on many things – the market is complex, with long delays and non-linear effects…

Learning

· Effective learning in such environments requires methods to represent assets…

Reinforcing Feedback
· The engine of growth and decline

· Small changes amplify causing accelerated growth or decline..
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Business becomes a competition of intellectual capital… Why do we think that we can impact change? We can only apply change by being responsive to every single factor that influences them… They become responsible because they are smart… Because they have a larger capacity to recognise the world…

Apple had the perception that the system was harder to use so Windows built the monopoly… Apple was successful with the IPod and the IPhone… They realised that to assess the complexity of the system that they were involved in they had to learn to develop their mission statement…

The IPod had the link between IPod and ITunes… The growth of the IPod, the IPod and the evolution of the models and the tools evidence that there is an understanding of the complexity and they have built their brand around the system that built the Satisfaction of the customers and hence improved growth in the PC sales….

System Thinking – tries to defeat these ideas….
· I am my position – you are more than your position

· The Enemy is out There – competition is not an enemy – there is no enemy

· The Illusion of Taking Charge – Taking charge reduces your freedoms to move in another way

· The Fixation of Events – We’ve always done it so…

· The Parable of the Boiled Frog – If you sit in a slow boiling pot, you won’t recognise how bad it is getting

· The Delusion of learning from Experience – learning from experience can trap you in the past, removing your focus on experimentation

· The Myth of the Management Team – management teams cannot do miracles…. At least, not as much as collective genius…

Laws of the Fifth Discipline
· Today’s problems come from yesterday’s solutions…

· Can we connect to the complexity to anticipate the issues proactively

· The harder you push, the harder the system pushes back

· If you are resisting some sort of initiaitive, the feedback is reinforced and it pushes back. If you want to access change and impact from within the business, you need to move away from the business setting and move into the social

· Behaviour grows better before it grows worse

· This is related to the fact that most of the decisions are coming from emotional peaks…

· The easy way out usually leads back in…

· If I take an easy solution initially, I will end up in the same problem a little while down the line….

· E.g. if you deal with timekeeping by implementing a clocking in system, you might resolve that problem, but it may end up leading to increased absenteeism… You could lead to other issues…

· The cure can be worse than the disease

· Sometimes we try to fix things in a bad way
· Faster is slower

· Sometimes it’s better to do things in a timely fashion….

· Cause and effect are not closely related in time and space

· Small changes can produce big results…

· You can have your can and eat it too, but not at once…

· Be cautious about how you use your resources…

· Sustainability within organisations…

· Learn to be patient… 

· Dividing an elephant in half does not produce two small elephants

· Inclusion, not exclusion… 

· Inclusion adds value and synergy…

· Fragmented loses energies…

· Principle of the system boundary

· You tend to be able to create interrelation by relating new boundaries…

· There is no blame! 

· We constantly blame people for things that happen when you don’t want them to happen…
· It leads to accountability… Identity, complexity, ownership, interaction…
· Accountability of your actions…
These laws expand the missions, expand the capability for development… It is the natural deployment…

Systems Thinking

· The conceptual cornerstone that underlies all of the five learning disciplines

· A discipline for seeing wholes

· Seeing structures that underlie complex situations

· Seeing interrelationships rather than linear cause and effect chains

· Seeing processes of change rather than snapshots…

If you reach the level of systems thinking – being there in the centre of the process to experience the solution… - then you can implement change…

Passive-Aggressive Companies

Healthy companies make timely, informed decisions and adapt nimbly to change


Passive-Aggressive companies are unable to adapt in such a way


In these situations, people appear to be compliant, but in actual fact leverage organisational accountability issues to avoid responsibility and action


Passive-Aggressive companies suffer from too much or not enough control at the top


People with power do not have the information or willingness of staff to exercise it 


People in a position with access to information for decision making do not have the authority to execute their plans

These failings lead to loss of promising staff members who consider their efforts to be wasted

Six organisational types, four basic elements of a seven-part schema…

The class occurs on the basis of the complexity and coherence 
