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Editorial review

Although we live in an age where freedom of choice is considered
to be of paramount importance, nevertheless it would seem that we

are witnessing an erosion of individuality within modern society.
Some causes for this seem to be:

* Individuality occurs at the intersection of all of the unique
life experiences that formed and created our feelings of
being. Ignoring or discounting any of these formative
experiences, threatens the light of the individual’s unique
perspective on the world.

However, we live in an age of conformity, where more and
more people are being compressed into the convenient
homogenous mindspace that is promoted in our

commercially driven milieu.

* Currently, it is common for the workplace social scene to
provide the majority of the social interaction experienced by
employees. In this situation, it can be difficult to maintain a
healthy separation between the workplace identity and the
private identity that is needed to maintain a healthy

personal life.

Subsequently, it seems that there is a need to re-evaluate the
modern expectation that employees will personally involve
themselves with the company which they work for, and the lack of
emphasis that is placed on simple privateness in today’s constantly

connected world.

“You & Work” opens the discussion around



* Defining who we are in our private lives.
* The effect that the workplace has on our self-perception.

* The ideal convergence of individual and organisation that
optimises the benefits of both parties within the employee -

employer relationship.

This is an area of research that deserves more attention, particularly

in this economic and functional age.

Nicole Sufrin MPBsS

Psychological Wellbeing Practitioner, NHS
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Foreword

It is a privilege to be asked to put even a small thumbprint on
someone else’s work. My own writing has centred largely on the
pointiest end of work life; specifically toxic and dysfunctional
workplaces. However, living in a civilised democratic country as we
do, we can rightly set our sights on so much more. As a West
Australian anti-discrimination commissioner said many years ago,
we all deserve “quiet enjoyment of our workplace”. That being said,
how can we have quiet enjoyment of our workplace if we ourselves
are perpetually torn about the choices we make and debilitated by

the unbalanced life we live?

This sensitive commentary on the value of finding meaning in one’s
work without allowing work to consume us is apt in a modern
world where our sabre tooth tigers are the superficiality of memes,
reality television and rolling news cycles, which threaten to
eliminate our mindfulness of the relationships and values that are

so dear and meaningful to us.

This book espouses the importance of aligning personal and career
goals; not just to avoid goal conflict, which is stressful, but also to

ensure we are living our authentic values and passions.

Everyone deserves the right to flourish at work but sitting back and
hoping for a good boss, an interesting job and generous and
empathic colleagues to make allowances for us when life gets in the
way, is not enough. Equally, everyone deserves the right to have a
rich, genuine and balanced personal life, but expecting that special
relationship to magically happen when the vast majority of our
efforts is directed towards climbing the corporate ladder is equally

unrealistic.



The author espouses the sense in founding your life in your
personal realm with the development of true relationships and
personal growth, and then using your inner strengths as an enabler
to diversify your skills, balance risk and opportunity and grow

from, not just survive change.

The most successful individuals and teams don’t rely on
happenstance and sliding doors moments. I love the emphasis in
this book on intentionality. As Rudy Giuliani famously said: “Hope
is not a strategy”. Whilst optimistic and upbeat, this book goes

beyond reliance on hope to the mindfulness of purposeful striving.

Enjoy!

Leanne Faraday-Brash
Organisational Psychologist, Principal of Brash Consulting

Author of Vulture Cultures: How to stop them ravaging your

performance, people, profit and public image
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Introduction

Going to work affects the way we live, the way we think and our
dreams for the future. In order to understand how to balance
success at work with success in our personal lives, we need to

understand
*  Our own ambitions and goals.
* The ambitions and goals of the company that we work for.

* How our goals and the goals of the company that we work

for can interact constructively.

If we optimise the way that our ambitions and our employer’s
ambitions mesh together, we can achieve harmony between our

careers and our personal lives.

It is not always obvious however, what we want from life, or what
the company that we work for wants from us. In addition, it is
sometimes necessary for us to take a step back from our busy lives
to think about how our ambitions may be affecting our inner

equanimity, and the people who are close to us.

The purpose of this book is to provide a springboard for thinking
about these challenges and opportunities. This book does not
attempt to provide a comprehensive approach to achieving a self-
actuated life together with personal serenity, however. That is
something that can take a lifetime to discover, and may be different

for every individual.

This book is divided into three sections.



* Section I - You: Some thoughts on personal self-

development, independent of the workplace.

* Section II - You and Work: Some thoughts about the ways
in which we interact with the modern submersive work

environment.

* Section III - Work: Some thoughts on optimising the
emotional-functional interface in the modern informal

workplace.

Hopefully the following chapters will provide some useful insights
into achieving a full work life and a successful personal life, in

whatever circumstances come our way.

Please send feedback, questions, compliments, criticism and your

ideas to fleetingswallow@gmail.com.
Edward Chalk

Melbourne, 2017
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Section I - You

Some thoughts on personal self-development, independent of the

workplace.



1. Personal growth

If you google “What is personal growth”, you will see the following

excerpt:

Go gle what is personal growth Q

All News mages Videos Shopping More Seltings Tools

Personal development is a lifelong process. It's a way for
people to assess their skills and qualities, consider their aims in
life and set goals in order to realise and maximise their
potential

Personal Development | SkillsYouNeed
https:/Awww.skillsyouneed.com/ps/personal-development.html

In it is unlikely however, that personal growth has anything to do
with reaching our goals by maximizing our potential. From a
perspective of understanding the beauty of life, this is equivalent to
saying, “To make this rose more beautiful, let me find out what I

can use it for.”

When we look at somebody and say, “That is a wonderful person,”
what we are seeing is a person who has gone through a process of
personal growth that makes their personality shine. By engaging in
a lifelong process of personal growth, this person has become a

beam of sunlight to the people around them.

When we see someone with a shining personality, we are not
looking at the results of optimising the functional aspects of

personal existence, but are rather looking at the outcome of
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enhancing an inner spark of humanity.

True personal growth does not depend on external circumstances.
Getting ahead in our careers, making money, succeeding in sports
and gaining academic qualifications all depend on external
circumstances that are not within our ability to control. The athletic
and academic abilities that we were born with and the earning
capacity that we have access to, are external to our inner

personalities.

The following are 10 areas of personal growth and development,
each of which can be a gateway to developing a brilliant

personality.

Autonomy

It is only possible for us to experience personal growth if we are our
own person and we are not swept along with other people’s ideas
and feelings. If we come to our own conclusions about the way
things are, then we will be able to decide how we feel about the

people and things around us.

Autonomy is the ability to use your own mind anddetermine
your thoughts and actions in your own way. It is #bility to be
master of your own life and of your own thoughts actions. It
means being able to decide and choose for yourself.

You are not the object of other people’s decisiand choices,
and you do not accept opinions, standards of bebawnd
established ways of life just because someoneyellso accept
them. You accept them only because you have coedinc
yourself to accept them, because you have your reasons to



do so, and because you know that you can alwagstrdjem.
You shape your own life. (Spagnoli, 2003, p. 403)

Awareness

By maintaining awareness of our natural surroundings, we can
remain connected to the healthy balance of the natural world, even

as we go about our everyday tasks.

Awareness requires living in the here and now, aodin the
elsewhere, the past or the future. A good illugimat. is driving
to work in the morning in a hurry. The decisive sfi@n is:
‘Where is the mind when the body is here? and theeethree
common cases...

The fourth case is the person who is aware, and wihanot

hurry, because he is living in the present momeith the

environment which is here: the sky and the treewelsas the
feeling of motion. To hurry is to neglect that emwviment and to
be conscious only of something that is still ousigiht down the
road... (Berne, 1973, p. 159)

Balance

We all contain within ourselves an infinite variety of strengths,
feelings and emotions. When we encounter success that involves
only one aspect of our personalities, we can be attempted to focus
exclusively on that aspect of our lives, at the expense of the variety

of feelings and endeavours that is the spice of life.
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We cannot become so obsessed by a beneficialthabive lose
sight of other important areas of life. (McCaul2g05, p. 216)

Giving
If we give more that we take, we will always be able to maintain
positive inner energy. Giving to things that we do not benefit from,

is one way of knowing that we are honestly contributing to the net

good feeling within society.

How much love can you give? How good a friend can ge?
The rewards you will gain by becoming a GIVER weéap for
you true peace and a feeling of beautiful wholené®ard,
2013, p. 92)

Happiness

True happiness does not depend on any external stimulus or win.
Instead, true happiness is something that springs from within our

own cheerfulness and spontaneity.

‘Take a look,” | said. ‘If you want to find innerappiness, go
outside on a nice day with lots of sun and blue &ken if you
stand at a window and look out over the city atdloaidless sky,
like we're doing now, you'll eventually find hapmss. (Frank,
2003, p. 83)

Harmony

If we live in harmony with the world and the people in it, we will be



able to tap the joie de vivre that radiates from the natural goodness
of life.

The white man calls us “Wild Indians.” We were newdd, we

were just natural. Traditional people, in harmonthwhe world

around us. We do not isolate ourselves from otiwerg things,

nor consider one creature superior to another... [id@ns are
not a primitive people,] they are a traditional pkeo that is, a
“first” or “original” people... the inheritors of arpfound and
exquisite wisdom distilled by long ages on thiglkear

The Indian concept of earth and spirit has beenopaingly
dismissed as simple-hearted “naturalism” or “anmmfswvhen in
fact it derives from a holistic vision known to afystics and
great teachers of the most venerated religionshef world.
(Taylor, 2011, p. 28)

Self-awareness

One of the keys to taking control of the way that we feel and of our
lives is knowing who we are. A useful technique for developing
self-knowledge is to mentally step outside of yourself and observe

how you live and interact with other people.

Step outside yourself. Watch yourself going throyghr day as
if you were the star of your own television shovauYcan make
it a comedy or a drama. Hospitals are suited tb.bioty playing
a laugh track in your head when something preposter
happens — as it often does.

The show also keeps you company as your colleagudsome
and you're left alone in the hospital. It turns terks, nurses,
residents from other services, and even patierns ancolorful

supporting cast for your lead. (Cooper, 2007, 6)14
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Self-challenge

We often have one bugbear that we are scared to face, which
prevents us from taking a course of action that could have a great
outcome. Challenging and overcoming our fears can open up new

vistas of opportunity.

To identify your weaknesses, ask yourself thesetipres: What
do you keep doing that you can’'t seem to masterat\lb you
least enjoy doing? What are the aspects of yowsopetity that
hold you back? What do other people identify aseakmess for
you? ...don’t feel compelled to list every weaknesal yan
think of.

Limit yourself to the ones that can have a negatiygact on the
achievement of your dream. (Mashonganyika, 20135p.

Sensitivity

It can take a conscious effort for us to tune into other people’s
feelings. Even if someone hides what is bothering them, they may

still appreciate empathy with their concerns.

As we develop our capacity for empathy, we mustt slom
tuning in to our thinking to tuning in to anotheerpon’s
perspective. As we begin this shift, many of ud stiluggle with
socialized thinking habits that maintain our selfdsed
thinking...

When we start to tune in to other people’s perspestthese old
habits may cause us to experience some interfer€ften we
first struggle with the assumption that everyonak$ and feels



as we do. This assumption occurs as we strugghepty other
people’s life experiences to the situation.

First we must consider the other person’s life #meh extend
that consideration to the current situation. If @& extend our
perspective in this way, we may discover that thaividual’s
experience is very different. (Ragg, 2011, p. 111)

Unity of purpose

We are often attracted to disparate opportunities that pull us in
different directions. However, if we head off in different directions
simultaneously, we will never be able to focus our full energy on
anything we do, because we will always have something diverting

us at the back of our minds.

Without [inner unity] we are likely to live fragmead lives,
never quite fulfilling the unique gift to human tasy each of us
is privileged to carry. (Ramey, 1991, p. 66)

Take away

The degree to which we experience positivity in life has more to do
with our internal self-actualisation, than with the level of financial

or social success that we accomplish.

The opportunity for personal growth presents itself differently to
every individual. It may take a while till we find the gateway that
we have to pass through in order to become the unique human

being that only we can be.
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Antelope Canyon, Navajo Tribal Park, Arizona, U.S.A.



2. Learning and innovation

Sometimes we feel that however hard we try, we're not getting
anywhere. At other times, we suddenly find inspiration and achieve

a breakthrough.

To understand this sensation of uneven progress, it is worthwhile
considering some of the ways in which we learn and find new

knowledge.

Types of knowledge

In general terms, there are two ways that we know things. One way
of knowing is when we feel that “that’s just the way things are”.
The other way of knowing is when we have been taught

information, which we accept as being true.

For example, the knowledge that a car is about to run us over, is not
verbally expressed in our thoughts. If we look up while crossing the
road and we see that we are in a collision course with a car, it is

unlikely that the following will go through our minds:

“It would appear that given my direction of travel and the car’s
direction of travel, and considering our respective velocities, it is
probable that the car and myself will collide in 3 seconds, which

would result in severe injury.”

Instead, it is more likely that we will jump out of the way as fast as
possible, without thinking about our high-school applied maths.

This type of knowledge is sometimes referred to as tacit knowledge,
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it is “just the way things are”.

On the other hand, if someone performed an experiment to see if
the earth orbits the sun or if the sun orbits the earth, then it is likely
that they would mentally think through their conclusions:

“I have proven that the earth orbits the sun, and the sun does not
orbit the earth”.

Since the earth’s orbit is not something that we experience directly,
knowledge of the earth’s orbit has to be expressed verbally within

our minds, for us to be able to think about it.

This type of knowledge is sometimes referred to as explicit
knowledge. It is information that we know and are aware of, but it

is not part of our lives.

Within business and Knowledge Management, two typkes
knowledge are usually defined, namely explicit atatit

knowledge. The former refers to codified knowledgech as
that found in documents, while the latter refersxém-codified

and often personal/experience-based knowledge. raer oto

understand knowledge, it is important to defineséhtheoretical
opposites.

* Explicit Knowledge: This type of knowledge is formalized
and codified, and is sometimes referred to as kwbat. It is
therefore fairly easy to identify, store, and ®tg... Explicit
knowledge is found in: databases, memos, notesinaeats,
etc.

e Tacit Knowledge: This type of knowledge... is sometimes
referred to as know-how and refers to intuitiverdn® define



knowledge that is largely experience based. Becafiiais,
tacit knowledge is often context dependent andopeisin
nature. It is hard to communicate and deeply rootexttion,
commitment, and involvement... Tacit knowledge isndu
in: the minds of human stakeholders. It includetucal
beliefs, values, attitudes, mental models, etevelsas skills,
capabilities and expertise.

...tacit and explicit knowledge should be seen agectsum
rather than as definitive points; most knowledglsfan a
spectrum between these two extremes. To learn idre pwe
need to learn some music theory, but practice sktely to get
the feel of the instrument. On the other hand,\stugdscience is
mostly based on textual information, however doprgctical
experiments gives us a feeling for the underlyiogoepts.

Therefore in practice, all knowledge is a mixturfetacit and
explicit elements rather than being one or the roterost,
2017)

Knowledge and reality

Another interesting aspect of our ability to know about things, is as

follows:

Since knowledge is an extension of our natural understanding of
reality, all of our knowledge must be somehow linked to an actual

feeling or perception that we have personally felt or experienced.

Theoretical knowledge cannot exist within our minds, unless it is
somehow linked to a real life experience that is meaningful to us. In

other words, all explicit knowledge must be rooted in our tacit
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knowledge, somehow.

Explicit knowledge is [sometimes] presented as avarsally
comprehensible commodity, which can be storedknaavledge
archive, shared with colleagues or clicked acrgbgrspace...

In an incisive essay entitled ‘Do we really undanst tacit
knowledge?’, Haridimos Tsoukas (2003) makes theiarpoint
that... short of a brain transplant, the capacitkriow is not a
transferable commodity: it is inherently personadl anherently
tacit: ‘All knowledge falls into one of these twdasses: it is
either tacit or rooted in tacit knowledge’ (Polgn¥b67: 195,
original emphasis)... ‘The ideal of a strictly exliknowledge
is indeed self-contradictory; deprived of theiritamefficients,
all spoken words, all formulae, all maps and graphs strictly
meaningless.

An exact mathematical theory means nothing unles w
recognise an inexact non-mathematical knowledgevioich it
bears and a person whose judgement upholds thisngéa
(Polanyi, 1967). (Chris Carter, 2008, p.62)

However, if we assume that all knowledge is rooted in our personal
perceptions and feelings, it is difficult to understand how we can

ever learn from anyone else.

Our mentor’s knowledge is predicated on their own personal
feelings and experiences. If so, how can we absorb the knowledge
that they verbally transmit to us, when we do not share the feelings

and experiences that their own knowledge is rooted in?



Borrowing intuition

In addition to simply transmitting knowledge, every good teacher
develops a personal connection with their students. The teacher will
enthuse their students with their passion for the subject, and make
them feel that they are part of a journey of discovery and

exploration.

One can amass textual knowledge, but without tlesisgmal
connection to the teacher, without the absorpticth®teacher’s
way of learning... — and especially without emulating or her
way of embodying what is taught, then [the studentains] not
only ignorant but [worse, when they themselves cooneach,
they are like a] sorcerer!

[A teacher who can repeat the words, but never nsiated their
own mentor’s inner meaning] just mumbles magic sord
produces some dazzling temporary effects, and tindest is
duped. We all have had teachers like this, | susped know
the unfortunate students... who imitate this magmambling.
(Handelman, 2012, p.74)

A good teacher shows their students how the knowledge that they
are teaching resonates within them. When a teacher shows how
their own knowledge lightens up their world, the teacher allows the
students to borrow their perspective on reality. This allows the
students to absorb the knowledge being taught. “If it is meaningful

for the teacher, then it must be true.”

In other words, the students use the teacher’s tacit knowledge as a
basis for absorbing the explicit knowledge that they are taught. It
may take the students years to develop their own inner grasp of

these foundational truths, however.
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Subsequently we can identify an advantage and a disadvantage in
the learning experience. An advantage is that we can borrow our
teachers’ intuition to base our knowledge on. A disadvantage is
that, as long as our knowledge is based on our teachers’
perceptions, we will be limited to thinking along the same lines as

our teachers.

Achieving brilliance can only happen when we align our learned
knowledge with our own wellsprings of understanding. Doing this
enables us to feel our way through our own knowledge, from
fundamental principle to fine detail, and then to find new vision

and insight.

Take away

The “aha” moment of inspiration, occurs when our natural
intuitions and our technical knowledge, align with each other.
When this happens, we become able to feel our way through the
complexities that face us, and find the simple but brilliant solutions

that result from the synthesis of instinct and intricacy.

However, as long as we rely on the intuitions that were lent to us by
our teachers, our own intuition cannot enhance our understanding

of our academic knowledge.

Only once we autonomously perceive the underlying truths of our
learned knowledge, can we experience the convergence of tacit and

explicit knowledge that results in a breakthrough.



3. Thought building blocks

In our everyday lives, it seems natural for us to talk about the things
that are processed by the company that we work for. We go to work
and we talk about insurance policies, home-loans, phone-plans,
children’s board games, magazines, fast-food meals and stocks and

shares.

When we have these conversations, we take it for granted that we
are talking about real and factual things. We do not see that there is
any difference between talking about a loaf of bread and talking

about the financial position of a public limited company.

The reality however is, that when we talk about anything that is
meaningful to us, we have already formed a concept in our minds
about the nature of the thing under discussion. That means, we
have translated the actual item into an abstract concept that

represents to us the inherent nature of the item.

Without this ability to create abstract concepts in our minds, we
would be unable to make value judgments or think about how

different things fit together.

Concepts are like the air we breathe. They areyetmre. They
are essential to our life, but we rarely noticenth¥et only when
we have conceptualized a thing in some way can we think about
it. Nature does not give us instruction in how thiags to be
conceptualized. We must create that conceptualizatilone or
with others. Once it is conceptualized, we integyeathing into a
network of ideas (as no concept stands alone).

We humans approach virtually everything in our equee as
something that can be “decoded.” Things are giveammg by
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the power of our mind to create a conceptualization to make
inferences on the basis of it — hence, we creat¢hdu
conceptualizations. We do this so routinely ancoatically
that we don't typically recognize ourselves as gegain these
processes....

...it is precisely this capacity [to create concapt®ugh which
we see and experience the world] of which you ralst charge
in taking command of your thinking. You must becothe

master of your own conceptualizations... (Richard P23, p.

99)

Our ability to create concepts within our minds is the bedrock on
which our reasoning rests. The concepts that we form in our minds
determine the value judgments and logical associations that we can

subsequently make.

In reality, therefore, before we even begin to think about a problem
we have already determined the way that our thoughts will proceed
and the possibilities that we will be able to identify, by choosing to

conceptualise the items at hand in a particular way.

Conceptual decisions

When we transform the things in the world around us into abstract
concepts, we make qualitative decisions about how we will view
these things from now on. The subtlety of these decisions is as
nuanced as life itself, however it is possible to identify some basic

choices we make when deciding how to decipher reality.

* Personal or impersonal: Some ideas are close to our feelings,

other ideas we hold at an arm’s length. We can choose to



relate to something in a close and personal manner, or we
can choose to view the same thing impartially and from a

distance.

For instance, a worker in a factory may relate to their work
with pride and satisfaction, but it is likely that an accountant
in head-office will relate to the worker’s output from a
purely financial perspective. The worker sees the inherent
goodness in what they produce, the accountant perceives the

commercial usefulness of the same thing.

Both of these conceptualisations are valid; the worker has
adopted a personal view and the accountant has adopted an

impersonal view, of the same reality.

The accountant’s impersonal conceptualisation is fitting for
their job, their impersonal approach enables them to
determine the correct course of action needed for the
financial wellbeing of the company. Were they to be
passionate, they would be unable to make decisions that
could involve cutting a particular product or service, for

example.

However, the worker’s personal perspective is fitting for
their job. Because of their personal involvement, they will
apply the best of their skills and knowledge to ensure that
they can take pride in the quality and robustness of their

work.

Important or trivial: We can conceptualise something as
having minute relevance to ourselves, or as being

overwhelmingly important.
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For example, some people may ignore a minor skin blemish,
but other people may pay thousands of dollars to have it
invisibly removed. Alternatively, some people may feel it is
important to prevent the destruction of natural habitats, but
other people may feel this is a minor detail in improving

farm productivity.

Our decision to spend time and energy on something, often

depends on how significant we think the thing is.

Subsequently, it is important to realise how our initial
perceptions influence our subsequent course of action.
Otherwise, we may pay too much attention to something
insignificant, or too little attention to something that could

have great potential.

Controllable or uncontrollable: Sometimes we perceive that
we have influence over something, at other times we live
with an attitude of “that is just the way things are”. That
means, we may choose to view something as being under
our influence, or we may prefer to feel that it is unalterable
and that nothing we could possibly do would have any

bearing on the outcome.

For example, we can view the variable quality of
manufactured goods as something that is due to natural
circumstance and that is beyond our control. Or we can view
the variable quality of manufactured goods as something
which we can improve on using precision technology and

equipment.

Alternatively, we may see the pollution in the city that we



live in as something which is an inevitable part of living an
urban environment, or we may see pollution as something
that we can eliminate through petitioning to change local

traffic regulations.

If we perceive that we have influence over an outcome, but
in reality we don’t, we may waste our efforts and achieve no
results despite a lot of hard work. If we believe that we don’t
have influence over an outcome, but in fact we do, we could

miss out on an opportunity that was easily within our grasp.

Feeling your way

When we assess reality, we have to decide whether we are seeing
something new, or if we are seeing something that we can
categorise according to prior experience and knowledge. There may
be some aspects of an experience that we can categorise in
accordance with our previous knowledge, and other aspects of the

same experience that we discern as new and original.

Sometimes the best way to perceive what is genuinely new and
fresh in what we are seeing, is to connect to the experience and let it
wash over us. We can then retroactively think about the way the

experience made us feel, and see if we tasted something new.

We set every new fact or impression in the framéveord light
of our existing knowledge, and this “apperceptioas it is
called, is a large and vital factor in all our kredge.

We thus see things, not only as they are, butadsee are. The
mind itself is an active and determining agent onrfing our
knowledge. Every one thus sees his own objectscesrtes his
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own world. It is these differences in minds thatkmahe
immense differences in the things men see. WhemeFur
showed one of his sunsets to a friend and thedrremarked
that he had never seen such a sunset, Turnerdgefilien’t you
wish you could?”...

These... constructs are the representatives in ondsyof the
realities of the objective world, and thereforasitof the first

importance that they represent them accurately... Any

inaccuracy or error in them... may undermine and roum
whole structure of thought and life. (Snowden, 191.69)

The best way to understand the nature of new things that we see
and experience is to let them talk for themselves. If we approach
new experiences with an open mind, we are likely to be able to

discern the true essence of what we are looking at.

However, if we approach new situations with preconceived ideas,
we are likely to see what we expect to see, and miss new insights

that we could have gained.

Take away

It can be a struggle for us not to project what we expect to see, onto
what we are actually seeing. By keeping an open mind, we can
discern the subtle innuendoes that hint at the true essence of what

we encounter.

However if we retrofit new experiences into what we are expecting,

we may miss new vistas of growth and opportunity.

One day, | received a cutting from a Chinese bgsimeagazine.
It had interviewed a famous visitor from the Weaste of those



rare people who has influenced almost everyon&salil over
the globe. He had been my student some thirty yearger; he
became the venture capitalist who was the firsintgest in
Google, Yahoo, eBay, humble start-ups that evelytghbnged
the world.

He was asked who had been the greatest influenbésarareer.
He named me, and gave this reason: | had taughthatthings
are not what they appear to be.

It is unusual for a teacher to be understood bw@lpBut he
saw precisely the true measure of my ignoranceryEtmme |
encounter an object, a person or an experienagnbtsee only
it, but also how else it could be. | am always agknyself: How
could it be otherwise?...

The process of creating something useful and Helwut of
what | learn does not resemble building a houseobuiricks
that have been ordered in advance. It is more pi&kiating a
picture which gradually takes shape.

As | add and subtract colours and contours, eadnpp
possibilities that | did not imagine beforehandd amush off to
deepen my understanding of them, and research areioties,
which in turn open up new vistas and new meaniongshfe too
naive or simple thoughts | began with. (Zeldin, 204. 312)

Life is full of opportunity, but in order to be able to connect to this
flow of energy, we may have to draw back the curtain of

assumptions that we live safely behind.



Thought building blocks

The Dead Sea (Israel) just after sunrise, seen from the top of the fortress of
Massada



Section II - You and Work

Some thoughts about the ways in which we interact with the

modern submersive work environment.



Career growth and happiness

4. Career growth and happiness

It can sometimes seem that we have a conflict of interests between
our personal lives and our career development. Perhaps career
progression will only happen if we shortchange ourselves in our
personal lives, or maybe our personal lives will only be complete if

we sacrifice career growth.

All too often..., leaders and managers become soucoed in
climbing the corporate ladder, or working to ensina they do
not move down the ladder, that lose focus of wisateally
important in life...

Can you really be successful in the office andoahé&? Can you
be successful at both without shorting one or ttier@.. Are
you willing to sacrifice family for professional lievement?
Some folks are.. How many times have you heard someay,
“I wish had spent more time with my children whéey were
growing up.”?..

Is the price worth it? Assess your personal situatind decide
where to place your dedication and determinatiéial@en,
2009, p. 87)

Does there have to be a contradiction between career growth and
achieving personal happiness, or is there a way to find harmony

between these different facets of our existence?

Naturalness

One of the most important ingredients of a successful personal life
is the ability to be natural and spontaneous. For example, we often

find happiness when we allow our thoughts and feelings to wander



wherever they want to go. In our working lives however, we tend to

assume a stricter and more self-conscious mode of existence.

Two of the factors that persuade us to leave our natural selves

behind when we enter the workplace are:

* Time pressure: In our personal lives, our feelings and
thoughts develop at their own natural pace. In the
workplace, on the other hand, our activities are timebound.
Work must happen within its allotted time slot, otherwise
the downstream processes that depend on our output will

come to a stop.

* Conformity: In our personal lives, we value self-expression
and search for our unique individuality. In our work life, on
the other hand, we conform to the ways of thinking, feeling
and doing of the company that we work for, so that we can

blend into the workplace dynamic.

The need to meet targets on time, and the pressure to conform to the
company’s way of thinking, pushes us into a task-focused frame of

mind that can make us lose touch with our natural selves.

Children have a natural grace which asserts itsafiily, but
which is rarely seen in the sophisticated adulepken persons
with a great natural sweetness of mind.

Innocent moments are of greater value in the adtliey bring a
more complex being and a wider knowledge into ldahan in
the case of the child — but such moments are inéegof the
difficulty experienced by a mature person in comiogterms
with a complicated world....

The child shows an interest in the minute detdilslgects. He
wonders at things and is fascinated by them. THevated



Career growth and happiness

adult, on the other hand, fails to observe muctvizdit goes on
about him, subordinates his activities to his e$es, has little
left to wonder at, and is too confident of his kiesge of things
to find them fascinating... (Gillham, 1973, p. 14)

If we lose the naturalness that is essential to our personal lives, we
are likely to make decisions that could adversely impact the

relationships that are crucial to us.

How can we make sure that our natural freshness is not dulled by

the daily grind?

Thriving from challenge

When we encounter pressure to perform, we experience a sense of
uncertainty. “Will we be able to meet the challenge, or will we fall

short?”

There are two ways that we can respond to this quandary. We can
either feel exhilarated, and rise to meet the challenge that has been
put to us. Or we can feel dismayed by the expectations that have
been placed on us, and tense ourselves up to desperately try to meet

our targets.

The experience of uncertainty can vary: it can mexhilarating
challenge to be confronted and resolved — it isitiexgc and
makes us feel edgy and alive, and delivers us @esaf
satisfaction and mastery when we resolve [the tsitof or it
can be anxiety provoking and stressful, makingeas impotent
and unable to predict or control our world and wivék happen
to usinit.



...if we believe our resources to deal with the dedfsplaced
on us] are adequate, we feel a sense of [excitetih@nimakes us
meet the challenge head on.] if we believe ouruess are
inadequate, we feel a sense of threat that [makehnnk away
and ignore the challenge as much as possible]l @&l Van
Lange, 2011, p. 65)

Being upbeat about the challenges we face, releases our inner

aptitudes and enables us to grow from the challenge.

If we feel overwhelmed, on the other hand, our feeling of
inadequacy makes us close up, and becomes a self-fulfilling

prophecy.

Two ways in which a positive frame of mind provides us with the

abilities that we need to win are:

+ Finding new possibilities: If we feel secure in our capability
to ultimately solve the problem, then we allow ourselves
time to look around for new ideas. If we feel threatened by
the challenge, however, then we can’t afford to admit that
we do not already possess the tools and knowledge needed
to solve the problem, as this would make us feel more

threatened.

Subsequently we may try to force a non-optimal solution,
using the knowledge that is immediately available, instead

of looking for fresh insights.

* Intuition: Intuition happens when we allow ourselves to
park a problem in the back of our minds. Our subconscious
then makes the connection between our understanding in

other areas and the problem with which we are faced. If we
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agitatedly turn the problem round and round in our minds
however, we will never experience the deep understanding
that comes when our background thought processes are

allowed to free wheel.

Take away

If we grow to meet the challenges that we face at work, this releases
energy that grows our natural vitality. The positivity that this
creates provides strength and dynamism in our personal lives,
which in turn becomes the base from which we can approach new

work challenges with confidence and optimism.

This positive feedback loop can become the gateway for us to

operate at an entirely new level.



5. Avoiding burn-out

In order to have a great work-life balance we need to go through

periods of
* Activity and rest
* High energy and low energy
* Involvement and standing back
» Concentration and reflection

In order to acquire the ability to consciously move between our
high-energy state and our low-energy state, we need to make a clear
separation between our professional lives and our home lives. We
will then be able to decide when to emotionally enter the super-
charged office mentality and when to emotionally leave the office

for our home life of relaxation and personal focus.

Without the ability to “switch off”, we can end up burning through
the natural emotional barriers that are designed to protect our inner

selves.

It's a bit like a racing car engine, you may have to accelerate to
overtake, but if you keep the engine going at full revs, it will burn

out and crash somewhere along the line.

Try going through the following list of questions to see how hard

you are revving your internal engine.



Avoiding burn-out

i

[
h
an
.
o
¢

NI~ [ Voo
ANG i ilo
Voo ri N~
ilo T AiNU
NI~ ri vV

-
P
¢
[
(4%}
]

If work was adversely affecting your

relationship with your partner, would you | Yes [] | No [
quit?
Do you regret your career choice? No [ | Yes []
Do you sleep enough? Yes [J No [
D lifi

o you want your greatest life No [] Yes []

accomplishment to have been your career?
Total

If you are relaxing more than you are revving, then you are

maintaining a sustainable pace.



Otherwise, watch out for burn out!

Regaining balance

The reason we involve ourselves heavily in our work is because we
want to experience self-actualisation; we want to feel that we are

accomplishing something important and exciting.

However, this can become a trap; the self-actualisation that we
experience at work can be a run-away success that leads us away

from our true inner-selves.

Don't let success go to your head: If you don’tgkgeur feet on
the ground, and your mind together, you could gakke
everything that you worked hard for. (Cooper F014 p. 32)

Take away

In order to live a full life, there has to be positive feedback between

our personal lives and our work lives.

If the bustle at work makes us appreciate the serenity of our
personal life, and the calm of our personal life is the reference point
by which we measure our success at work, then we can accomplish

a full and harmonious existence.
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6. Job specialisation and career
progression

People sometimes find that the dream-job that they once landed has
become a source of frustration and exasperation. As hard as they
try, they cannot see how they can gain any personal or career

development by continuing in their current position.

What changed between their initial thrill of getting a job and their
present feeling that they have hit a brick wall?

Learning from children’ s books

Children’s books can provide simple lessons that resonate with our
life experiences. Bob Graham is a popular author of children’s books

who encapsulates compelling life-lessons in his narratives.

One of Bob Graham'’s storybook characters is a multi-talented dog
called Buffy. When Buffy is fired for being too good, he is
challenged to re-think life, reinvent himself and find happiness on

his own terms.
This is Bufty’s story:

* Buffy was a stage assistant to Brillo the magician; however,
Brillo found that the audience was cheering louder for Buffy

than for himself, so Buffy was made redundant.

“’OUT! and never come back,” cried Brillo.”



With his last coins, Buffy bought a tin of dog food and a can

opener from a supermarket. Then he jumped aboard a

moving freight train that was heading into the countryside.

“And while he slept, the train continued its rhythm:
OUT, OUT...

and never come back.

OUT, OUT...

and never come back.”
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In the morning, Buffy jumped off the train and went to find
a job. However Buffy was unemployable because he did not

fit into a slot.

“Nobody wanted a dancing sheep dog.

Nobody wanted a tiny rope-throwing cattle dog.

Nobody wanted a plate-juggling kitchen dog.

Nobody wanted a guard dog who played the harmonica.”

One day, exhausted, Buffy stopped in front of a statue in a
town square. The statue was inscribed with the words “I am
me. No more. No less”. Buffy decided that the world would

have to accept him on his own terms.

“Then one day Buffy stopped. He put down his bag, wiped

his brow and looked around him.

‘I can go no further,” he said.

‘I'm not a sheep dog, a cattle dog, a kitchen dog or a guard
dog. So what sort of dog am I?’

‘I am Buffy! And I will do what I do. And this time, the

world shall come to me.””



* Bulffy started busking, and met Mary Kelly and the musical

Kelly family. The Kelly’s acknowledged his unique talents
and adopted him.

“Now, each night after dinner, the music starts and each
night the floorboards shake. Mary’s and Buffy’s feet beat to
the rhythm of the jigs and the reels.
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And Buffy lives up there, on the hill, to this day.”

o

(Graham, 2008)

Self-actualisation versus specialisation

When we get a job, we are excited because it took all of our

persistence, hard work and study to acquire the skills and
knowledge needed for the job.

Nevertheless, as Buffy found out, most jobs require a specific skill



set, and do not involve all facets of our personalities. Furthermore,
the larger a company is, the smaller part every employee plays in
the creation of the finished product, and the more specialised each

job becomes.

Subsequently, the reason we may not find fulfilment at work, is

because the job is not us.

* We are multi-talented — but the job requires that we focus

and refine one specific skill.

* We are innovative — but the job requires that we do exactly

the same thing every day.

« We like relating to people in different ways — but the job
requires that we should relate to people predictably.

Thinking out of the square

It is perfectly possible, that we will not find a job on a job board that
requires all of our skills and that involves all facets of our
personalities. Because of this, some people are leaving the standard

career path to look for greater versatility.

Rather than define their lives and self-worth immte of a
preordained, often constraining, career track, exwkare
creating their own patchworks of job experiencesud their
lives. (Lisa A. Mainiero, 2006, p. 2)

It is also possible, however, that we may not want to risk leaving the
security of a standard career path. If so, how can we grow within a

job that does not seem to require all that we have to give?
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According to the Harvard Business Review, the answer is to make
sure that there is always something happening in our lives, outside

of working hours.

The bottom line:

Satisfaction at work is influenced by factors swashbenefits,
pay, relationships, and commute length.

But all of this boils down to two things being inrpmnt,
regardless of your circumstances: (1) having a difgside of
work, and (2) having the money to afford it. If ybave a job
that grants you both of these, you might be haptian you
realize. (Zilca, 2017)

If we lead full and vibrant lives outside of work, then regardless of
our jobs’ limitations, we will be able to integrate our working hours

into a complete and harmonious existence.

Leading a full life can give us a boost that will make us better at our
jobs, and that will allow us to bring warmth and humanity to our

place of employment.

Take away

Although our jobs may require predictability, if we can carry on
polishing our professional skills and growing as human beings,

opportunity may knock in unexpected ways, just as it did for Buffy.



7. Home mindset and work mindset

Getting a job and earning money do not always guarantee that we

will enjoy a life of satisfaction and happiness.

‘The paradox of prosperity’ (1999), a paper pregafer the
Salvation Army by the Henley Centre, argues thaboaigh
material prosperity is increasing in western sggitdte chances
of a fulfilling life are decreasing. By 2010 moreqgple will
experience life stress, fewer people will find siging
relationships, fewer people will feel secure arafésand fewer
people will be able to meet the conditions for -selfualisation.
(Stretch, 2002, p. 302)

This is odd, as it would seem that if we are financially successful
and earning money that we can spend on the things that are
important to us, then our earning power should automatically

strengthen our personal lives.

Are career involvement and success in our personal lives
fundamentally incompatible, or is it just a question of finding the

right balance?

High-energy and low-energy states

The way that we feel and think at home is very different to the way
that we feel and think at work. At home we are in a relaxed, low
energy mode. Our office mindset, on the other hand, is high energy

and focused.

Over the course of 24 hours, we oscillate from our serene low-
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energy home mindset to the high-energy office mentality, and then

back to our low-energy state when we go home.

The journey to work is not only a physical transaton, but
also a psychological transformation from the homeespna to
the work persona. In her book Home and Work (1996),
Christena Nippert-Eng described how people go timaiset of
rituals to move from their home mentality to theiwork
mentality.

The separation between home and workplace is sbajgpatial
one; the two environments correspond to two sadiahtities.
Nippert-Eng’s respondents had elaborate technigunéshabits
to shed their home mentality in the work and géb e work
mentality, and then leave the professional modenietihem in
the evening to resume their private persona at horhese
practices could be as simple as putting on speclthes for
each environment, reading the newspaper, drinkoftee or
having beer at the end of the day. (Heather A. H@313, p.
133)

This constant change is healthy and refreshing. On the way to work
we psyche ourselves up into the high-energy office mentality. When
we get back home, we unwind, tell over amusing anecdotes from
the workplace and laugh at office frustrations. Our down time at
home rejuvenates us for another day on the office and our energetic
work life provides the impetus for us to progress with our personal

lives.

Is there something that can disrupt this healthy cycle, so that we
become unable to bring our relaxed home mood to the office, or we

become unable to bring our work energy back home?



Uneven energy

By nature, we are complex beings and display the different facets of
our personalities in different situations. For example, sometimes we
enjoy having fun, sometimes we engage in intellectually stimulating
activities and sometimes we enjoy providing guidance to others and

helping people out.
All the world’s a stage
And all the men and women merely players
They have their exits and their entrances
And one man in his time plays many parts

(Shakespeare, 1953, 2, 7, 1-4)

However, the high-energy attitude we assume at work may
positively exclude us from involving all aspects of our personalities

in our jobs.
For example:

* The manager who is trying to explain his point of view at a
board meeting is probably not thinking about finding

oneness with nature.

* The share trader who is trying to determine the market
direction is probably not thinking about playing with their
kids.

* The bartender who is dispensing drinks and chatting with
customers, is probably not thinking about how they will pay
off their mortgage.
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Subsequently, in the course of going about our work, we may

encounter the following circumstances.
*  Our job only involves specific aspects of our personalities.
and

* We move into a high-energy frame of mind in order to meet

the challenges of doing our jobs.
so that

* We become unevenly energised; the parts of our
personalities that we activate at work, become stronger.
However the parts of our personalities that we do not need

at work, are forgotten and left behind.

Becoming trapped in our work mindset

The healthy oscillation between our low-energy home mindset and
our high-energy work mode, depends on our ability to reset back to

our natural selves, when we go back home.

However, if only one aspect of our personalities is involved in our
work, then work pressures may push us to consistently think and

feel in a particular way.

If this happens, then even when we go home to relax, our thoughts
and feelings will tend to follow along the same lines that we are
used to at work. Subsequently, we will be unable to escape from our
work mentality, as our personalities will start to become centered

around the patterns of thought and behaviour that we engage in at



work.

Take away

Due to the increasing role specialisation of the modern workplace, it
is likely that our jobs will place pressure on us to adopt a particular
attitude and act in a particular way. However, this does not

necessarily mean that we want to become “that type of person”.

If we are objectively aware of the persona that we project at work,
then we will be able to ensure that when we return home, we can
take off the emotional “work clothes” that we wore during the day,

and reset to our simple, natural state.
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8. The creative will

Being creative and thinking of new ideas often requires unlearning

the predictable patterns in which we tend to think.

Instead of looking for techniques to make us become innovative, we
may find that we can be naturally inventive as long as we are not

hampered by our preconceived notions.

Considering the different modes in which we think, can help us free

up our minds and consciously direct our inventiveness.

Creativity and imagination

We normally think that the most important talent for coming up
with new ideas is imagination, if we have a good imagination, then
we can be the “ideas man”. However, there is a precursor to

imagination, which is our wish to be creative.

Innovation starts with the feeling that by applying our creative-will,
we can somehow make the world a better place. Subsequently, we
imagine the type of thing that could help people, according to our
nature and field of expertise. We then select the most promising

idea, and start working through the challenges of implementation.

In other words, our creative will first finds its expression through

our imagination and then embodies itself in practical application.

the image [that we imagine] is not a state... but a
consciousness... the imaging consciousness... is spoUa



and creative... the image... in so far as it is primand
incommunicable, is the product of a conscious #gtivs shot
through with a flow of creative will. (Sartre, 2QQ2L 15)

Division of labour

The inventive phases of creative-will, imagination, resolution and

development, are not necessarily performed by one person.

In a corporate environment, the general “direction to advance in”,
may come from management. The product development team may
be tasked with coming up with possible ideas and selecting the best
proposal. The research and development department may be tasked
with turning these ideas into practical reality. And the

manufacturing division will turn out the finished product.

Innovation can occur anywhere along this journey from abstraction

to reality.

For example, management may feel that the company should move
in a new direction. The product development team may
conceptualise a new product that breaks with existing norms. The
research and development team may make a technological
breakthrough. And the manufacturing division may gain

unprecedented efficiencies.

However, the higher up the innovation-chain a fresh approach is
applied, the greater the innovation will be. For example, if
management decide on a new direction, the ripple effect of
originality through the company will be far greater than if a

production manager makes a process more efficient.
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Professor Ikujiro Nonaka of the Hitotsubashi University, gives the
following example of how a fresh approach from high-level
management, can filter down the chain of innovation, until it results
in the creation of the knowledge that is needed to realise the

management vision.

In 1978, top management at Honda inaugurated thel@ament
of a new-concept car with the slogan “Let’s ganibléwe phrase
expressed senior executives’ conviction that Homdzvic and
Accord models were becoming too familiar. Managalso
realized that along with a new postwar generatiotereng the
car market, a new generation of young product desgywas
coming of age with unconventional ideas about whatle a
good car.

The business decision that followed from the “Leyamble”
slogan was to form a new-product development teiyoong
engineers and designers (the average age was . T
management charged the team with two—and only two—
instructions: first, to come up with a product ocepic
fundamentally different from anything the compargdhever
done before; and second, to make a car that wapensive but
not cheap...

Project team leader Hiroo Watanabe coined anotlogiais to
express his sense of the team’s ambitious challéRgeory of
Automobile Evolution. The phrase described an ideakffect,
it posed the question, If the automobile were agaoism, how
should it evolve? As team members argued and disdushat
Watanabe’s slogan might possibly mean, they cameitipan
answer in the form of yet another slogan: “man-mmaxn,
machine-minimum.” This captured the team’s belieattthe
ideal car should somehow transcend the traditidnahan-
machine relationship...



The “evolutionary” trend the team articulated evatiiy came to
be embodied in the image of a sphere—a car sinedizsly
“short” (in length) and “tall” (in height). Such aar, they

reasoned, would be lighter and cheaper but alsoemor

comfortable and more solid than traditional cars.sphere
provided the most room for the passenger whilentakip the
least amount of space on the road. What's more, stiape

minimized the space taken up by the engine andr othe

mechanical systems. This gave birth to a produocept the
team called “Tall Boy,” which eventually led to thionda City,
the company’s distinctive urban car.

...the City’s revolutionary styling and engineeringere
prophetic. The car inaugurated a whole new apprtaatesign
in the Japanese auto industry based on the manmmaxi
machine-minimum concept, which has led to the nemegation
of “tall and short” cars now quite prevalent in dap. (Ikujird
Nonaka, 1995, p. 11)

Honda achieved a quantum leap forward because management’s
encouragement to be creative started without any preconceived

notions of what the company’s future products would be.

This pure creative-will filtered down through the company’s
echelons and allowed the engineering team to imagine an
unfamiliar shape of car, which totally broke with the conventional

wisdom of what a car should look like.

Dynamism and creativity

There is only one thing more fundamental to creativity than the will

to be creative, and that is the degree to which we are connected to
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the exuberance and zest of life itself.

We can fire up our imagination and allow our thoughts to lead us in
whichever direction they want to go, however the degree to which
we can spark our creative-will altogether, depends on our

commitment to experiencing the pure joy of living in all areas of life.

As human beings, we are driven to grow and learnmbve

forward... We are driven to reinvent our world andsalves.

Human creativity is intrinsic to our nature. Ousile to create is
fundamental to our essence, central to what makésionan.

...The building of a house is an expression of oaative drive.
The nursing of a patient is an expression of oeaftive drive.
The teaching of a child is an expression of ouative drive.

The raising of a family is an expression of ouratinee drive.

The writing of a novel or of a book on economics as

expression of our creative drive. Our... expressgons diverse
as we are unique, as varied as our dreams.

As such, our... expression is as abundant as théveegtivity
that brought it into being. We are as prolific as are creative.
The greater our creative activity, the greaterintpact on our
material world. (Bedogne, 2009, p.58)

Take away

Creativity and imagination are part of who we are. If we live in a
fresh and energetic way, our creative-will will show us the way
forward when conventional knowledge and know-how draw a
blank.



Dr. Neil deGrasse Tyson visited with Goddard’s Space Flight Center Director
Chris Scolese and the James Webb Space Telescope team at Goddard in Greenbelt,

Md. on June 3, 2014. Tyson spoke to the team and was able to see the giant
vacuum test chamber that now holds the heart of the telescope, the Integrated

Science Instrument Module
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9. Skills diversification

Generally speaking, career development can proceed in one of two

directions.

* Specialisation: You become an expert in your domain. As
your expertise grows, people seek your advice and value
your opinion. Eventually you may become an acknowledged

authority in your chosen area.

* Diversification: You acquire knowledge in disparate
domains, e.g. medicine and IT. Using your overarching
knowledge, you identify the opportunity to create new
products and services by combining ideas from these
domains. You then apply your cross-domain understanding

to bring your ideas to fruition.

Diversifying skills holds great potential; if there is a natural synergy
between our existing skill base and our newfound knowledge, then
we can make a bold move forward in our careers. However,
acquiring skills and knowledge that do not relate directly to what
we currently do can lead to a dead-end. We may do a great course
or read an interesting book, but end up with information that we

are unable to integrate into our existing professional knowledge.

How can we plan successful career diversification with the
confidence that our new talent will be a scintillating supplement to

our base competencies?

Interestingly, companies considering diversification face a similar
quandary, and lessons from their decision-making process can be

applied to individual’s career decisions.



Company diversification

According to the Harvard Business Review, when companies
consider diversification, they should not simply look at the products
and services that they provide and expand on this base. Instead,
they should go one level deeper and understand what the
underlying organisational strengths are that make them good at
what they do.

Once a company has identified the strengths that enable it to deliver
well, it can consider how these strengths can be applied to the

operations of new businesses.

In other words, the true strategic assets of a company do not lie in
the bricks-and-mortar of the business, because this can be imitated
by competitors. Instead, the true strategic assets of a company are
the ingrained organisational strengths, the flexibility and the

determination that make the company good at what it does.

Once these underlying strengths have been identified, the company
can consider diversification based on the value they can add

through injecting these strengths into new acquisitions.

Consider the case of Blue Circle Industries, aigricompany
that is one of the world’'s leading cement producénsthe
1980s, Blue Circle decided to diversify... It wase tompany’s
managers determined, in the business of makinguptsdelated
to home building. So Blue Circle expanded into reatate,
bricks, waste management, gas stoves, bath-tubger lawn
mowers. According to one retired executive, “Ourveonto
lawn mowers was based on the logic that you nedawa
mower for your garden — which, after all, is nextyour house.”
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Not surprisingly, few of Blue Circle’s diversifiagah forays
proved successful.

Blue Circle’s less focused, business-definition rapph to
diversification didn’t answer the more relevant sfien: What
are our company’s strategic assets, and how andewd@ we
make the best use of them?

One company that did ask that question — and rethygeckwards
— is the United Kingdom’s Boddington Group. In 1989
Boddington’s then chairman, Denis Cassidy, assedbed
company’s competitive situation. At the time, Baougton was a
vertically integrated beer producer that owned awery,
wholesalers, and pubs throughout the country. Basalidation
was changing the beer industry, making it hardsfoall players
like Boddington to make a profit. The company hads/ived up
to that point because its main strategic assetinvestailing and
hospitality: it excelled at managing pubs. So Ghssdiecided to
diversify in that direction.

Quickly, the company sold off the brewery and acegliresort
hotels, restaurants, nursing homes, and healths clubile
keeping its large portfolio of pubs. “The decisitm abandon
brewing was a painful one, especially because tbevdry has
been a part of us for more than 200 years,” Cassayg. “But
given the changes taking place in the businessealzed we
could not play the brewing game with the big boj& decided
to build on our excellent skills in retailing, hdasity, and
property management to start a new game.”

Boddington’s diversification resulted in the creati of
enormous shareholder value — especially when cadpaith
the strategies adopted by regional brewers thatieeédo remain
in the business. It also illustrates what happensnaa company
moves beyond a business-definition approach andeads



launches a diversification effort based on itstegfig assets.
(Markides, 1997)

To diversify successfully, companies need to look within to
understand why they are good at what they do, and then use these

unique strategic assets as a base for diversification.

Similarly, we can make a quantum leap forward in our careers by
identifying our unique inner strengths, acquiring hard skills that
these strengths can be applied to and then creating synergy between

our base skill-set and our newfound knowledge.

Meta-skills

Professor Gerald Grow is the professor of magazine journalism at
Florida A&M University. He describes the personal qualities that
provide the base for the application of professional skills as meta-
skills, i.e. skill enabling skills. In a discussion concerning journalism

he writes:

Every profession is based on both skills and métssiSkills

are the activities people have to perform wellke Ireporting,
writing, attributing quotes properly and avoidingbel.

Metaskills are higher-order skills that enable jalists to use
their skills effectively. Metaskills — such as mwal thinking —
are what make the skills effective. Without metbskskills are
like a hammer in the hands of a child. (Grow, n.d.)

We can identify our personal meta-skills by thinking about what we
are passionate about in our careers. It is likely that these aspects of

our work excite us because they correlate with our unique inner
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competencies and personal competitive differentiators. Once we
have identified this career sweet spot, we can think about which

other knowledge areas would gel best with our natural meta-skills.

Our core business proposition

As soon as we begin a professional career or enter the business
world, we enter a fight to establish our unique identities within the
sea of available talent and commercial opportunity that comprises

the modern business world.

The greatest success that we can have lies in the development of our
unique business proposition. Once we find the optimum
combination of inner strengths and hard skills that is uniquely us,
opportunity will naturally coalesce around this true uniqueness.
Diversification can provide us with the skills and experience that we

need to realise our core business proposition.

In many cases, the core business proposition wtichost
appropriate to your own tastes, preferences argbpality will
arise by a fairly natural process from within yoomwn
experience of participating in the business world.

The point is demonstrated again and again by lapkin the
success stories of successful business peoplethEar, their
core business strategy is not something which tlesysed from
scratch by sitting at a desk and having a goodkthlyut
something which came to them as the result of tinééraction
with life. (James Essinger, 1999, p. 80)



Take away

To optimise our careers, it can be useful to acquire new skills that

synergise with our base proficiencies.

Try the following:

—_

Identify what you are passionate about.

2. Identify the meta-skills (personal strengths) that drive your

success.
3. Determine new areas these meta-skills can be applied to.
4. Acquire hard skills in these new areas.

5. Create synergy between your old skillset and your new
skillset.

In summary: Take a step back, reflect, then take a step forward.
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Section III - Work

Some thoughts on optimising the emotional-functional interface in
the modern informal workplace.



10.  The internal company world

Employees’ understanding of what their company is all about, is
very different to the market’s understanding of the business. This is
often because employees have an idealistic view of their company,
whereas the financial markets take a commercial view of the

business enterprise.

An example of the market ideal, is the view that the only

responsibility that a business has is to increase its profits.

There is one and only one social responsibilitypuginess — to
use its resources and engage in activities designeatrease its
profits so long as it stays within the rules of ame, which is
to say, engages in open and free competition witdeaeption
or fraud. (Wikipedia, Friedman doctrine, n.d.)

Although this is a healthy perspective as far as investors are
concerned, thinking that the only goal of the company is to increase
its profits, would very quickly demoralise the most enthusiastic
company woman or man. Subsequently, employees have the need
to believe in a higher purpose in their daily tasks, other than

making money for the company’s shareholders.

In response to this need for professional self-respect, companies
create an internal world in which there is inherent pride in doing

your job.

Management organises the company in a way that if everyone does
their job well, then the company will be financially successful.
Employees do not need to ponder over the financial significance of

their work, however.



The internal company world

Let me once again emphasize that instilling fealiog pride in
your employees is an essential part of the envieminihat
stimulates them to do their best.

Pride in who | work for, or pride in my company tiee first and
most important. It is having the feeling that whgo& work is a
good place, that it makes a product that is good ,that it is one
of the best, or the best in their industry. Itegling good when
you tell someone where you work.

Pride in what | do is the feeling that my job, axpecially how
| do it, makes a difference... It is a feeling thatiystand out in
your profession. It is knowing that you are doihg best of the
best. (Collins, 2011, p. 85)

Context for accomplishment

To create an internal company world where professional pride is
insulated from the financial evaluation of the company’s output, the

following elements must be present:

* Feeling of goodness: Employees must have a good feeling
about the products or services that they produce. In other
words, employees must feel that the goods or services that

the company produces are inherently good and desirable.

If employees feel proud of the goods or services that they
produce, then they will feel good about their share in
making this result possible, without having to think about

the financial evaluation of their productivity.

» Professional pride: Employees must feel proud that they are

doing professional work which requires their unique skills,



talent and knowledge. If employees feel pride in their work,
then they will gain a sense of professional self-respect,
without having to think about the financial value of their
skillset.

* Recognition and respect: If employees feel that their
contribution to the company’s success is recognised, this will
motivate them to succeed, without having to view

themselves as the cause of the company’s profits.

Paradigm translation

It comes out that the market’s perspective of employees” work is

very different to the perspective of the employees who do the work.

The market evaluates employees’ work from a commercial
perspective, however employees assess the value of their work
according to its inherent usefulness, the skill that was required to do
the work and the accomplishment they perceive in having done the

work.

In order to be successful, both of these perspectives must exist
alongside each other. Companies must be aware of the need to
respond to the market’'s commercial expectations, but also foster an
internal work-environment of striving and fulfilment, in which
employees can feel good about their accomplishments on their own

merit.

For this to happen, the company’s leadership must translate the
commercial pressure on the company into internal dynamism, and

also align the company’s internal creativity with the commercial
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expectations placed on the company.

In 2004 Drucker said, “The CEO is the link betwelea Inside
that is ‘the organization,” and the Outside of sbgi economy,
technology, markets, and customers...”

My experience validates Drucker’s observations, mydactions
since those early days and weeks have been carisisith
them... Over time I've come to see the power in Dautk
words about linking the outside to the inside...

“The CEO is uniquely positioned to ensure that engany’s
purpose, values, and standards are relevant foprésent and
future and for the businesses the company is ie. TEO can
and must make the interventions necessary to keggpge and
values focused on the outside. To sustain compet#tdvantage
and growth, he or she must create standards taestisat the
company wins with those who matter most and agatsistery
best competitors.” (Lafley, 2009)

Take away

In order to create a healthy company operating environment the

following ingredients are required:
* A self-contained world of striving and accomplishment.

* Robust business practices to ensure the company competes

effectively and profitably.

* Aninterface that translates the external commercial pressure
into internal enthusiasm, and the internal company energy

into commercial results.



The company’s leadership has to bridge between the internal
company world and the external commercial world. This requires
emotional involvement and inspired guidance within the
company’s internal world, combined with forthright and astute

business acumen when selling the company and its products.
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11. Perfecting informal organisations

From a purely financial perspective, the relationship between
management and employees is the purchase by management of the
goods and services that have been requested by customers, from the

employees.

Management

Needs / Wants

Goods & - Required
Services  gutput

Goods &

Services

/

Payment

Payment

In traditional manufacturing companies, very little veneer covers
the commerciality of this arrangement. There is no conviviality per-
se between management and workers, and the financial interests of

the employees may be represented by trade unions who negotiate
on their behalf with management, sometimes with equanimity and

sometimes

forcibly.
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The Irish Postal Workers Strike, "The Graphic” newspaper 16 September 1922

However, since modern corporations seek to create their own
internal society in which money is not seen to be the driving factor,
the relationship between management and employees cannot be

allowed to remain soul-less and impersonal.

Instead, a more nuanced understanding is fostered in which it is
understood that management are “the people who have to get
things done” and employees are “the people who need to feel at
home while doing their tasks”. The needs of management are
functionally driven yet management remain “human”, and the
needs of the employees are socially driven but they still have to get
the job done.

Subsequently, the quid pro quo for management’s demand that
employees “get the job done” is not financial, but is rather that
management will accommodate the employees personal and social

needs.
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The greater the mutual understanding that develops between

management and employees, the more they will work in harmony.

How can companies strive to achieve this happy state of affairs?

Enthusiasm

From the perspective of the ideal informal management — employee

relationship, both management and employees are inherently in a

state of conflict.

* Management wish to be as personable as possible to the

employees, however they are constrained from being

indiscriminately generous due to the need to demand the

output of goods and services from their employees.

* Employees wish to provide management with the greatest

output of goods and services possible, but they are

constrained from working as hard as possible every day, due

to their need to enjoy a good work-life balance.



However, the more employees enjoy their jobs, the smaller the
discrepancy between the need to maximise employee output while
simultaneously providing for their personal and social needs
becomes. In other words, when employees perceive that their
personal success and enjoyment lies in their work, they will not

need management to goad them on to do their best.

Quid pro quo

If the staff of an Internet Service Provider are wildly interested in
networking connectivity and the Internet, it is likely that the ISP will
be more successful than if staff fear the drudgery of yet another day

of enabling customers to surf the web.

In the first scenario (staff are wildly enthusiastic about networking),
there is very little “distance” between the functional exterior and

the personal core of the ISP’s employees.

Internet addict working in ISP
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Because of this, there will be commensurately little requirement for
management to make functional demands on their self-motivated
ISP staff. Instead, they will enjoy a “warm” relationship with their

employees, who will nevertheless “get the job done”.
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In the second scenario however (staff dread the drudgery of yet
another day at work), there is a large gap between the employees’
personal involvement in their work and the results they have to

accomplish.

Backpacker working in ISP
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In this case, management will have to adopt a functional
communication style when demanding that employees do their

work. The relationship will be cold and factual.

Management stance Employee stance
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Therefore, it seems that one of the major factors in the success of the
informal company is the degree of personal interest that employees

have in their own work.

With the exception of two groups... all of the respents
ranked "interesting work" in one of the three tasigions.

Jurgensen, in a study that drew on a thirty-yeactme in a
large utility company of asking job applicants &mk-order job
characteristics in terms of importance to the a@ajplis, came up
with a similar result. Over this period of time,bjsecurity

declined in importance and "type of work" increased

importance.

Furthermore, Jurgensen sorted the respondents yogtrdups
according to educational attainment and found thigther
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educated persons attached more importance to tiypeoxk,
while those with only high school diplomas attachmadre
importance to job security.

The author would argue that since our labor forostains a
higher percentage of persons with post-secondargagidon each
year, the increasing importance of interesting wiwkto be
expected and will continue in the future.

Making work interesting is not an easy task, howgeiés much
easier to pay more, to make work cleaner and safamn to
insure reasonable job security, than it is to med@e kinds of
work interesting. As stated previously, perhapsgatargement
and enrichment are ideas worth trying in the futarea far
larger scale than has been done in the past. KoiD96, p.
29)

Take away

One of the most important things to look out for when employing
new staff is whether the candidate is interested in their line of work

and in the goods and services provided by the company.

Additionally, investing in employee training with a view to
imparting to employees an insight into and appreciation of the
work that they are doing, may be one of the most important

investments a company can make.



12.  The good-natured company

Once upon a time, people used to go to work in the morning and
come back home from work in the evening. Once a week or once a
month, they would pick up a pay-cheque that enabled them to
provide their families with shelter, food, clothing and some small

luxuries now and again.

Work was not much fun, but people put up with that because it was
understood that the payoff for working, being the ability to provide
for your family, was more than ample compensation for the

vicissitudes of working life.

Quality of living, meaningfulness and leadership were provided by
family life, the village social scene, religious institutions and
patriotism. People did not “live for work”, but rather “going to
work” was a necessity that was endured to provide for “the

important things in life”.

...going to work meant: A better way of living—nbilfsid. We
(will) not worry about that heat being cut off, theectric being
cut off. My son not wearing dogged-out shoes whesefeet
almost touching the ground. They can get that biggmat
because the coat they wearing is too tight. (Gre®uncan,
2002, p. 136)
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Girls working in Box Factory, U.S. National Archives and Records
Administration

Post-modern utopia

The post-modern era has challenged this idea of “what life is all
about”, and believes that “work” should be at least as much fun as

anything else we do.

In order to accomplish this new state of affairs, corporations spend
much time and effort in creating a submersive organisational
culture that gives employees a sense of belonging. The work scene
becomes the place where employees feel at home and where they

can become part of the societal fabric.



Employees choosing colleagues” photos

Within this socialised work environment, employees may begin to
feel that the company that they work for comprises part of their
social identity.

Belonging is the initial stage. You're excited atbstarting work.
There's a novelty in having your new desk and wstetion
(where company policy permits). You've had youruictebn, so
you now know the building layout, the company's siwis
statement and what your pension rights are whemneftine.

You've got some work to do so that you feel yowdsling
something to the company — but you aren't threaktdryeyour
work demands. You feel comfortable — you belon§an(gster,
2017, p. 72)
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Commercial reality

In reality, however, the reason that corporations invest valuable
resources in order to create an internal society is purely to ensure
the continued financial welfare of the corporation. By making
employees "feel at home" at work, companies reduce staff turnover

and increase discretionary staff effort.

In other words, although being emotionally molly-coddled at work
may seem desirable, it is only financial imperative that motivates

the creation of a warm and self-contained corporate society.

Subsequently, if a financial imperative requires decisions to be
made that cut through the corporate inner-society, the financial

imperative will always win over employees’ indignation.

First, you must understand that organisational ucettthe
system of shared values, beliefs, and norms—igpthduct of
the interaction among the selection process; theagerial
functions; the organisation's behaviour, structarel process...

Employees who are not well matched with or suitedthe
organisational culture will exit, voluntarily or voluntarily.

Deviants are often isolated or ostracised; theycateoff from

communications, are not involved in rituals, andyrba simply
ignored. In some cases, deviants may be askedate ler to
resign. The deviant can be identified by examiraffgctiveness
measures. (Jain, 2005, p. 278)

Since financial drivers provide the underpinnings of the corporate
society, decisions within the society will always reflect commercial

reasoning first, and inter-personal reasoning second.

It seems then, that we are caught in a quandary concerning how we



will relate to the societal environment at work.
*  On the one hand, we want to be "part of things" at work.

* On the other hand, it would be unwise for us to integrate
our deepest hopes and wishes into the work scene, given
that the warmth within this society is only sustained due to

monetary considerations.

How can we be happily involved in the excitement and buzz of the
office life, but nevertheless insulate ourselves from being hurt when
our personal interests collide with the commercial foundation of

this manufactured world?

Who owns goodwill?

The fact that a group of people who work together in a company
have common concerns, interests and goals is undeniably true. They
have to get the job done, and will meet adversity and challenges

along the way, which they overcome together.

Friends are formed in such an environment, as trust and goodwill
build up between the members of the group. However, this
friendship is not owned by the company in which the team
operates, rather it is a discretionary relationship that is entered into

by the team members.

In other words, the company may spend money on creating an
environment in which positive relationships can flourish, but the

goodwill itself remains the “private property” of the employees.
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Hayek acknowledges that the corporation may betiftksh with

the interests of its employeé&shis would mean that the group of
employees could be viewed as a collective with its own
personality. Employees pursue a common goal and they share
collective experiences, thereby creating a collectvith similar
traits.

For Hayek, however,t is not acceptable to identify the
corporation with this collective. This would amount to
interfering with freedom and, in turn, the efficiemse of the
means of production. Here he is referring, for epl@nto the
freedom of employees to leave and find a new jobe. widtes:

“In a free system (i.e. in a system of free labbig necessary in
the interest of the efficient use of resources thatcorporation
be regarded primarily as an aggregate of matesssta.

It is they, and not the men, whom the managememtatawill
allocate to different purposes, they which alone tie means
which it is the task of the corporation to put he tbest use,
while the individual must in the last resort hinigelmain free to
decide whether the best use of his energies isirwithe
particular corporation or elsewhere.” (Muel Kapte002, p.
111)

If the company views the goodwill that exists among its employees
as a company asset, this can lead to management using this
collective feeling of belonging as a negotiating tool, and ultimately
force employees into assuming a position that is not in their best

financial interests.

Take away

When people work together, they form friendships and long lasting



relationships. This goodwill remains the private property of
company employees, and does not belong to the company for which

they work, however.

It is important to differentiate between the company’s will to create
a positive internal mini-society, and the right of employees to lead
their own personal lives. If this differentiation is not made, it can
lead to a loss of believability in the true good nature of the working

environment.
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13.  Complacency and competition

Traditionally, corporations, even very powerful ones, do not last
longer than one or two hundred years. For example, the Dutch East
India Company that for a while was more powerful than some
European governments, was founded in 1602 and became bankrupt
in the late 1700’s.

As the BBC pointed out in 2012

The past few years have seen previously unthinkedmporate
behemoths — from financial firms such as Lehmanttgns to
iconic car manufacturers such as Saab - felled donamic
turmoil or by unforgiving customers and tough rsuglGittleson,
2012)

Is there a fundamental reason that corporations cannot last forever,
or will we see a future that contains 1000 year old Microsoft’'s and
Apple’s that are indelibly entrenched in the world’s economy and

work-style?

Self-contained universe

The larger and more successful a company is, the more likely it is to
develop its own way of thinking, its own way of doing things and

its own internal world of values and emotions.

...individual companies have their own respectivepocate
culture and values, and at the same time each cognglso has
its own view of leadership, which is influenced Hifferent
organizational contexts embedded within the company



The sharing of organizational culture and valuesegirise to
unique corporate systems, rules, and customs,siatlishes the
company’s own way of thinking and ways of viewirngngs in

general, as well as [inducing] thought and behapiterns...

into employees. (Kodama, 2017, p. 83)

By developing its own way of doing things, it is possible for a
company to gain predictability and to enhance process quality. By
developing its own culture and inner emotional environment, it is
possible for a company to get employee buy-in, increase employee

longevity and become known as a good place to work.

There is danger, however, in a company developing its own inner
world of values and emotions. The happy self-contained corporate
world may eventually become self-justifying and so lose touch with
the external market reality. If this happens, the company can
become uncompetitive, unresponsive to changing market

conditions, and lose market share.

Is there a way to ensure that the internal corporate world will be
used as a position of strength from which to respond to market
challenges, rather than as an easy refuge from a market that

relentlessly demands change and improvement?

Expecting the unexpected

Generally speaking, people want to hear things that will make them
happy and not things that they may find upsetting.
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For example, if someone thinks that they have their life worked out,
the last thing they want you to tell them is something that
challenges their plans. If you do tell them something that poses a
challenge to their life plan, they may ignore you or forcibly reject
your ideas. Having a clear life-plan gives people a feeling of safe
predictability; demonstrating that this plan is impractical can make

them feel threatened and anxious.

Similarly, when a company builds a cosy self-contained working
environment, employees develop a feeling of security and
predictability that is based on the ongoing viability of the corporate
business plan. Subsequently, executives can become resistant to
hearing anything that could cause them to have to rethink the
business plan that forms the basis for the work environment in
which they live, because this would make them feel anxious and

worried.

A classic case of such short-sightedness was Kodak’s reluctance to
recognise the imminent demise of photographic film, until it was

too late.

In 1975, Kodak engineer Steve Sasson invented thkel\w first

digital camera... After taking your photos with theneera, you
could ... display the images on a standard TV. He hisd
colleagues demonstrated this “filmless technology”Kodak
executives throughout 1976.

But Kodak had a blind spot when it came to anythivag might
disrupt the company’s profitable film business. seasreports
the executive reaction: “Why would anyone want i@avhis or
her pictures on a TV? How would you store theseges@ What
does an electronic photo album look like? When wdhis type
of approach be available to the consumer?”



Sasson and his team did not have the answers.Bapdying
Moore’s law, the team came up with an estimateidnto 20
years, the devices would be available to consumbrslanuary
2012, Kodak filed for bankruptcy.

When a company is large and successful, its sizdeats worst
enemy, especially when it is so dominant that ckéaserious
competition. A company culture that drove succesthe early
days can become overly codified, rigid and rituadis. Slowly,
great companies can lose touch with reality. (D@vay, 2014,
p. 46)

The Kodak executives did not want to hear about digital
photography because this challenged the cosy world they lived in,
within the world’s top photographic film company.

e dinl

Kodak Camera Center, Tennessee, ca. 1930-1945



Complacency and competition

Internal competition

One way in which the company’s internal comfort zone can be
transformed into a source of innovation and progress, is to cultivate
an atmosphere of friendly competition. Rewarding employees and
teams that provide originality and direction, can allow a company
to generate the internal momentum that is needed to drive the

business forward.

Tjosvold et al. (2003) focused on interpersonal getition, and
identified the factors influencing the constructiees of
competition within organizations, using a questainm survey
of managers and employees in Chinese firms. Thagddhat
the constructive competition is promoted by the ontgnce of
winning, the fairness of the rules and criteria foinning,
perceiving oneself as having a competitive advantagoositive
relationship among competitors, and a history ofificaning
each other' s competence.

All these studies assume that intemal competitiastivates
organizational members to set higher goals, andgeghahe
status quo within a firm.

They also suggest that we need to consider théeftveen
competitive climate and member’s personality (Broemal.,
1998), the type of competition (Tsai, 2002; Tjosvat al,.
2003), and the relationship among competitors (gket al.,
2003) in order to generate a constructive competitvithin a
firm. (Matsuo, 2005, p. 50)

Competitions have to be carefully designed however, in order to

maintain a collegial spirit of good sportsmanship.



Take away

The ability to create a self-contained emotional environment can be
a source of strength for companies, as this allows for a repository of

employee positivity and supports a pleasant working environment.

However, in today’s challenging market environment that demands
continual growth and newness, this comfortable inner world cannot

be allowed to stultify the ability to grow from challenge.

Having a general attitude of alertness and of being ready to meet
life head on, can prime management and employees to surf the
waves of change, even as they enjoy the corporate security that has

been provided for them.



Knowledge creation strategy

14.  Knowledge creation strategy

When devising a strategy for the future growth of a firm, it is first
necessary to decide how to view the current state of the firm. The
Theory of the Firm provides various perspectives from which the

current state of a firm can be analysed.

For example, the Product Based View of the Firm states that the
products that a company produces are its primary differentiator. In

this case, strategy consists of dominating specific product markets.

The strategic objective in the PBV (product basexnvy is to
dominate in a product or service market. Firms aiée to
dominate when they have the best understandingeohtustry,
particularly the opportunities and threats thatearerging.

... The PBV (product based view) of strategy askstutha that
the firm must do to dominate in its selected indusRursuit of
these answers is expected to generate the mostlalesnternal
configuration. (Phillips, 2007, p. 110)

On the other hand, the Resource Based View of the Firm states that
a firm’s capabilities are its primary differentiator. Therefore,
strategy consists of applying the firm’s capabilities in the most

effective manner possible.

Resource based theory sees the firm as a collectiassets, or
capabilities... The success of corporations is basethose of
their capabilities that are distinctive...

Business strategy involves identifying a firm’'s abjhities:
putting together a collection of complementary tssand
capabilities, and maximising and defending the enwun rents
which result... (Korn, 2013)



Knowledge Based View of the Firm

The Knowledge Based View of the Firm (KBV) is a specialisation of
the Resource Based View, which posits that the primary competitive
advantage of a company lies in its knowledge. This perspective is
particularly relevant to companies that rely predominantly on
human capital and expertise, such as financial services and high-

tech companies.

The knowledge-based view of the firm argues that the products and
services produced by tangible resources depend on how they are

combined and applied, which is a function of the firm’s know-how.

This knowledge is embedded in and carried through individual
employees as well as entities such as organization culture and

identity, routines, policies, systems, and documents.

The knowledge-based view of the firm posits thaesth
knowledge assets may produce long-term sustainable
competitive advantage for the organization bec&nssvledge-
based resources are socially complex to understaddlifficult

to imitate by another organization (Alavi & Leidnez001).
(Gottschalk, 2005, p. 55)

However, assuming that knowledge is the primary differentiator of
a company can make it difficult to identify a future growth strategy.
There does not seem to be any way to guarantee the invention of
commercially useful knowledge within a company and there is
nothing to prevent a small company from making a crucial

discovery.

In other words, how can a company position itself to be the

repository of knowledge that does not yet exist?



Knowledge creation strategy

Due to this problem, some researchers have concluded that it is not
possible to create a strategic growth plan that is based specifically

on the Knowledge Based View of the Firm.

Given the current theoretical perspectives on kedgé, KBV
(knowledge based value) is not yet a theory oftegna(i.e., a
theory that links independent variables to a specihnception
of firm performance) that goes beyond the insigitts/ided by
the resource-based view and the related dynamiebdéfes
approach.

...Similarly, the empirical literature suggests titais unlikely

that we have a new theory of organization, giveat thternal

and external knowledge transfer processes are peaably
different (i.e. there is no way of localising kn@afe creation
within the firm). (Kathleen M. Eisenhardt, 2000)

Hence the question arises, is it possible to determine a company
structure that is optimised for the creation and application of new
knowledge?

The following are some ideas for encouraging creativity and

retaining inventive talent.

Driving knowledge creation

* Emotional complexity: Due to the need for social
crystallisation and operational predictability, corporations
often encourage an emotionally simple and homogenous

environment.



Corporate homogeneity — All business verticals and

functional components can achieve a homogeneous
ambition and approach if their aspirations and

perceptions are well guided. A vision document

provides the required homogeneity.

All stakeholders can perform with better zeal iéyh
connect to a common purpose provided by the
organization’s vision. (Jakhotiya, 2016, p. 8)

However, predictability is the antithesis of innovation.
People with a predictable work-habit are likely to think
predictably as well.

The passion of intellectual accomplishment can only be
cultured in an emotionally complex environment that does

not scale down diversity, variety and expressiveness.

Creation lies at the edge between order and chaos.
Requisite variety helps a knowledge-creating
organisation to maintain the balance between order
and chaos.

An organisation’s internal diversity has to matble t
variety and complexity of the environment in ortier
deal with challenges posed by that environment.

(Ikujiro Nonaka, 2000, p. 28)

Intellectual excitement: One of the pre-requisites for the
creation of new knowledge is an environment of intellectual

excitement that incorporates mind, body and spirit.

In order to create this type of environment, it may be
necessary for a company to fund learning activities that do

not have a direct measurable output.



Knowledge creation strategy

Knowledge is created in the spiral that goes thinoug
two seemingly antithetical concepts such as orddr a
chaos, micro and macro, part and whole, mind and
body, tacit and explicit, self and other, deductam
induction, and creativity and control. (Ikujiro Naa,
2000)

Knowledge-outcome ownership: Allowing employees to
feel ownership of the outcome of their knowledge and work,
is one of the best ways to encourage them to find new and

better ways of working.

The Mac team had a complicated set of motivations,
but the most unique ingredient was a strong dose of
artistic values. First and foremost, Steve Jobaght

of himself as an artist, and he encouraged thegdesi
team to think of ourselves that way, too. The goad
never to beat the competition, or to make a lot of
money; it was to do the greatest thing possible, or
even a little greater...

Since the Macintosh team were artists, it was only
appropriate that we sign our work. Steve came up
with the awesome idea of having each team member’s
signature engraved on the hard tool that molded the
plastic case, so our signatures would appear inke&le
case of every Mac that rolled off the production
line...

We held a special signing party after one of our
weekly meetings on February 10, 1982. Jerry
Mannock, the manager of the industrial design team,
spread out a large piece of drafting paper ondbhket

to capture our signatures. Steve gave a little dpee



about artists signing their work, and then cake and
champagne were served as he called each team
member to step forward and sign their name for
posterity...

Steve waited until last, when he picked a spot tiear
upper centre and signed his name with a flourish.
(Hertzfeld, 1982)

Steve Jobs signature inside original Macintosh case

* Societal improvement: The “I did something really great”
feeling, can only be experienced if employees realise that
they are doing something that is genuinely useful for

society.

It was no use appealing to the ‘organization’ to
produce new products in a miracle time. Everything
had to be done on a person-to-person basis and
cutting across all the lines of red-tape... | suma®ari
the qualifications for this sort of operation:



Knowledge creation strategy

1. Money capitalism has to give way to motives of
human capitalism both as to public sentiment
(‘fighting for our lives’) or the breaking of rede
("“You can do the paper work later’). It is a semde
vital urgency.

2. One has to work with back-room boys who are
both self-starters and ingenious and who enjoy the
sense of vital urgency. For once, the back-roonsboy
feel they are doing something useful. (Foster, 2916
143)

Take away

Creative minds are attracted to interesting environments,
compulsory homogeneity is a warning sign that ingenuity and

originality are on their way out.

Additionally, a true learning environment can only be led by
someone who relishes the personal growth of constant learning

themselves.



15. Interdisciplinarity, risk and
opportunity

The development of new products and services to bring to the
marketplace can be driven by scientific advances such as the
development of antibiotics, plastics and microchips. However
sometimes new and exciting market offerings can be created by

bringing together existing technologies and skills sets.

The ability to successfully combine existing knowledge and skills in

different areas is referred to as interdisciplinarity.

Interdisciplinarity involves the combining of twor anore
academic disciplines into one activity (e.g., a&egsh project). It
is about creating something new by crossing boueslaand
thinking across them. (Wikipedia, Interdisciplirtgrin.d.)

For example, a company may already possess the component parts
of the knowledge required to make a quantum leap forward,

however these bits of knowledge are held in siloed areas.

To find new opportunities, the specialised knowledge in different

departments must be combined and made to work together.

A major route left for economies to stay innovatigebetter
coordination among knowledge communities aimedpatksng
synergy creation... For individual firms, this means
management’s ability to combine knowledge of indial
technologies and consolidate corporate-wide tecyes and
skills within their organisations. (Robert A Huggin2007, p.
27)



Interdisciplinarity, risk and opportunity

Personal interdisciplinarity

Personal success may also rely on the individual’s ability to

combine knowledge and skills in different areas.

For example, Leonardo Da Vinci combined scientific knowledge in

different areas to advance mankind’s understanding of the body.

Leonardo’s notebooks clearly reveal his fascinatiath human

development... He studied the anatomical compositain
muscles and bones... To complete his work in thig,ahe

described human movement as a mechanical system
interlocking parts, claiming his place as one oé ftiirst to

conceptualize this idea. His notes in this fielindestrate the
amazing combination of engineering and medical Kadge

Leonardo possessed. (David & Charles, 2012, p. 34)

Steve Jobs combined his deep understanding of humanities and the
sciences to produce technically brilliant and attractive consumer

electronics.

“I always thought of myself as a humanities perasra kid, but
| liked electronics,” Jobs told me on the day heided to
cooperate on a biography. “Then | read somethiag dime of
my heroes, Edwin Land of Polaroid, said about thpartance
of people who could stand at the intersection ahéwities and
sciences, and | decided that’s what | wanted tb do.

It was as if he was describing the theme of hes Bind the more
| studied him, the more | realized that this wasjeed, the
essence of his tale. (Isaacson, 2012)

Both at the corporate and at the individual level, opportunity is

created when different disciplines are combined to create a multi-

of



faceted result that satisfies difficult-to-reconcile requirements.

Risk and reward

Since opportunity presents itself at the intersection of discipline
specific knowledge areas, it would appear that the more disparate
the knowledge areas are, the more likely it is that their successful

combination will result in a breakthrough.

On the other hand, the more disparate the disciplines are that must
be combined to solve a problem, the harder it will be to develop the
knowledge in each discipline to a level that will enable convergence
of these knowledge areas, therefore the less likely the chances are of

success.

The delivery of fusion electricity is not just albaunderstanding
plasma. You also have to know the materials yogweg to
build the reactor out of. You then need to know howuild the
reactor and put all the pieces together. You havbket able to
maintain it and it's really important that you facthis in right
at the start. It is absolutely vital that you dd tdis in an
integrated way.

You can't just say that we’re going to make sonmedhiO times
hotter than the Sun and it will work. You havehamk about the
integrated solution. (Smith, 2016)

We can therefore identify a correlation between risk and

opportunity in interdisciplinary ventures

» If there is a great disparity between the required knowledge
areas, then the venture may have great potential but will

also have a high risk of failure due to the difficulty involved



Interdisciplinarity, risk and opportunity

in overcoming the incompatibilities between the knowledge

domains.

* On the other hand, if the disparate knowledge areas easily
exhibit homogeneity, then the risk of not being able to get to
the required result is small, but the outcome of combining
the knowledge domains will be less significant and will have

a lower return.

Take away

Both individuals and companies can experience a quantum leap in
personal success by identifying new knowledge areas that arc with
our foundational knowledge base. Through this, we can invent

products and services that represent the intermingling of different
fields of knowledge.

Conversely, it may be possible to use the disparity of the knowledge
domains that have been combined in a new invention, as an

indicator of commercial potential.



16.  Epilogue

The relationship between employees and the companies for which
they work, is as complex as life itself. People are social beings and
like to be part of the crowd, but also have a need to preserve their

unique individuality and quiet personal life.

We want to belong. We want to be a part of the mbhayonly if
we are ourselves. We do not want to fade and deasgist as
we meld with the crowd. Our tools are about indinalization
and personalization, but we individualize so we ar@inique)
part of the crowd. (Siemens, 2006, p. 106)

Finding harmony between being part of the work social scene and
achieving success in your personal life requires self-awareness,

common sense and an appreciation of all that life has to offer.



Request from the author

17. Request from the author

I hope that you enjoyed reading this book as much as I enjoyed

writing it.

If you did, can I please ask you to review this book on Amazon
(http://www.amazon.com/dp/0648213102).

By doing this, you will enable me to invest more time in reflecting

on and writing about life’s challenges, opportunities and surprises.
Thank you,

Edward Chalk

fleetingswallow@gmail.com
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