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In what kind of
organization you work?

Small €% |arge



Do you work in a
pyramidal organization?

&» No

Yes



Do you have the freedom
you wish at work?

&» No

Yes



Are you tapping into
your talent everyday?

&» No

Yes



Do you think that a nhew
paradigm is underway?

&» No

Yes
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Something is broken in the existing
organization management method




Happy & Engaged Employees

less absenteeism

and employee turnover
(on average)

fewer safety incidents




A nhew paradigm Is emerging

F REDERIC LALOUX
FOREWORD BY XEN WILBER

“Impressive! Brilliant!
This book is a
world changer!”

JONNY WADE, ™D
Ao of Onngen of Ming

Inspired by the Next Stage of Human Consciousness

HUMANISTIC
MANAGEMENT

Protecting Dignity and Promoting Well-Being

MICHAEL PIRSON

Spiral
Dynamics
in Action
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(\ Humanity's Maste, Code
\\\

CHANGING THE WAY WORK WORKS

RICARDO SEMLER

Ted J. Rau and Jerry Koch-Gonzalez
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(8 sociocracy For All

ISAAC GETZ

LENTREPRISE
LIBEREE
N
DX
Comment devenir
un leader libérateur

et se désintoxiquer
des vieux modéles

PAR L’AUTEUR D
LIBERTE & CIE

fayard




Misperceptions

There is no structure;
* No management;

* No leadership;

« Everyone is equal;

e It's about empowerm

o It's still experimental.



Richard Teerlink
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Employees
receive part of the
company profit

>@ o

Co-create vision of the Eliminated fixed teams
company with employees and created natural
through Unions working circles



GUARANTEED

TO KEEP YOU DRY

Creative Technologies GORE-TEX

Worldwide

GORE

Bill Gore

® >@ >@ >@ >0

Employees are 6 months : :
: . . , Associates are assigned a
Make money defined as integration period mentor to helo them with Make natural
and have fun! “Associates” with to find the person'’s P leaders emerge

shared profit Sweet spot personal development






The big developmental stages of mankind

TRIBAL AGE AGRARIAN AGE SCIENTIFIC AGE INFORMATION AGE ?
10,000 years ago 4,000 years ago 400 years ago 20 years ago Today
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How many Brains do we have?

DID YOU KNOW YOU HAVE
3 BRAINS?

These three brains are communicating together at any one
point in time. Each organ has complex neuro-networks and is
able to store and process information, and each has the
capacity for neuroplasticity.

Distributed
intelligence

@ YOURHEAD

The brain in your head is made up of 100 billion
neurons.,

@ YOURHEART

The heart is made up of about 40,000 neurons. In
addition to its other functions it also acts as a heart-
brain which can sense, feel, learn and remember.

@ YouraGuT

You have 100 miillion neurons (also called nerve cells
or brain cells) in your intestines? The gut is now being
referred to by many scientists as the gut-brain.




How have human organizations
evolved throughout these
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Agrarian age

Tribal age



Thrives in chaotic
environments

Constant exercise of power by
chief to keep troops in line

Breakthroughs: division of
labor, command authority

Fear is the glue

Highly reactive,
short-term focus




 Strong sense of self

* Individual rights
based on strength
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e Formal roles in

hierarchical pyramid

* Top-down command

and control
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» Replicable process

(bureaucracy)



Tywin Lannister

 Self-discipline and authority,

 Safety, Long-term

perspectives

 Capacity to create world-wide
organizations

W




» Inflexible

 Ethnocentric

 Fears Innovation

Cardinals

Government agencie ,
Public schools

Deacons

The Laity



Beat the competition

Achieve profit and growth

Innovation is key to stay on top

Management by objectives
(command & control on what;
freedom on the how)

Accountability

Meritocracy
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* The optimism to.fisk




Multinational
companies

Materialistic
Indifferént to na
Soclalinequality,

LossS OFEOMmMunit

Unhappineéss at thetoon

of the pyramid



"Number one, cash is king...
number two, communicate...
number three, buy or bury

the competition.”

Jack Welch




Coming to the
company to earn a
living... it is not for
shining & passion




Feeling
of being
powerless...

== also at
the higher
level!
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Still a pyramid structure

Focus on culture and
empowerment to achieve
extraordinary motivation

Values driven culture
Stakeholder model

World-centric and
socially responsible

“Corporate culture outperforms strategy”
Peter Drucker
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Organizations as living systems

Trust vs. control
Roles, not job titles
Egos claimed and tamed

Compassion for all worldviews




Basic Assumptions

[ W

People are creative, thoughtful, People are accountable People are fallible
trustworthy adults and responsible and make mistakes

Thomas J. Watson



1. Self-management






s “Because hierarchy is always

HIGH =— a pyramid structure, it pushes
COMPLEXITY all complexities to the top”

Power lots of
NG NATURAL
NO'HIERARCHY

HIERARCHIES




Case Study: Home Nursing Care

» 80s: Organized in 1 organizations (ORANGE!)

» Specialize nurses, call center, organize
productivity & schedule (timing & journey)
local/region/nation managers...

* John De Block BUURTZORG

* From 10 to 9k ppl in 10 years

Since the 18° century | EREEUCRELCINIELE
B - 3 | . : « Self-organization & self-management!

1 2 2 5 If you have many people:
you certainly require a structure

Per team Head Quarter but the boss is not necessary




In practice...

Autonomous No bosses or No job
teams organization chart descriptions or job
titles
. e -
00

TeonS? ( j)

2 7
Distributed Open Information Conflict

decision-making flow resolution



Decision Making

Hierarchical c
ISI onsensus
deCISIOh Epdless discussi.op.
Ma klng Dilutes responsibility

Anyone in the organization
GAES can make any decision...but

you need to get Expert Advice

. we are the energy




Advice Process on Salary

MORNINGOTAR

« Write a letter to give you a % increase

 Every factory chooses a committee in the election
« The committee arranges all the letters

* The committee advises only
but you take full responsibility

« All information is open to the public



2. Wholeness



Rational
Resolute
Decisive
Determined
Clear attitude




(14

“We want to create an environment
[ = - .
where evety 'employee can bring
their whole self to work and not just

make a lifing but also have a life.” ’\_\ /

Indra Nooyi
'CEQ of PepsiCo




Living vs. Making a living

"People need more than a
pay-check in their lives

to gratify them.”

Ricardo Semler

i
I I Stop Worrying about Your

Tap into your },{‘:fﬁg,'f“esses

reservoir
of Talent




Follow-up on people

“If people aren’t motivated,
they don’t need to sign-up
for a motivational training.
They need a different job!
Ricardo Semler

* No Formal Job Description

* Free Job Rotation



In practice...

Self-management

y Y
"- - ’

JIEN

Reflective spaces

ﬁ' *
N ¥ il-t

Safe and supportive
environment

K—tGO

Ego-free Meetings

Explicit ground
rules

Physical Spaces



The True Story of Life

Young Adult Oid

Time /

Money x

<« %

Energy /




Feople havellearned to answer
an email on" Sunday's enings
out the dun t kAt I to guP
B A muvua on nday

afternoon.. Lm:ked routings.

'1-»
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“We adapt to our employees’ needs so they can pursue their
self-interest and fulfill the company’s agenda at the same time,
While they're busy satisfying themselves, they'll satisfy the

i

company’s objectives, too. They succeed, we succeed.

Ricardo Semler, The Seven-Day Weekend




solution




€S
Heiligenfeld

... auf dem Weg zu einem guten Leben!

Ego-free meeting

Every time I feel conflict, the person
in charge will undertake a very
simple job of ringing the bell
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3. Evolutionary purpose
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hy Do We Exist?




& g
fa Profit is like the air we breathe. G}

? We need air to live, but we don’t live to breathe. ﬁ
%
2X 50%
Buurtzorg's patients get of the prescribed
released from care twice hours of care

as fast as competitors.
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The role as a leader in this
case It Is not to instruct
dictatorship "to proceed in
this direction”.

Rather, where the
organization wants to
head... It is to listen. In
other words, leadership



ion

ibuted Innovat

tr

Dis



Employee I i lmrapreneur

émpeoyees l!ad mnovatc(m




Big Companies Must Embrace
Intrapreneurship To Survive

George Deeb contributor ()

I'write about growth strategy, execution & financing




1968: Spencer Silver 1974 >> Dr. Arthur Flry




L i
R P
. 40 = i

Paul Buchhelit
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I hope corporations will dedicate a percentage of their top innovators’ time
to issues that could help people left out of the global economy... It is
a focused use of what your company does best. It is a great form of creative
capitalism, because 1t takes the brainpower and ... dedicates some of 1t to

improving the lives of everyone else.



Simon Berry




SOCIAL

APRENEURISM

ll\ln NCINE

How business sy POWER! OF

innovators are helping o
tobuildamore SR Na

How

FAT3 47 sociaL entreprencurs L4LS

CREATE MARKETS
' THAT CHANGE THE WORLD

JOHN ELKINGTON
PAMELA HARTIGAN

&80 ::‘P'J
e &

%é\""@:;o

Unilonser

brightFuture

ra\

Global social mission
Myriam Sidibe  director of Lifebuoy soap

AND ALL THAT JAZL G T e

, UNREASUNABLE(f
sustainable world R . P EOP LE ? ”.’

CHANGING
YOUR
COMPANY
FROM THE

" AGUIDE
FOR SOCIAL
INTRAPRENEURS

T

4

Microsoft

Reporting to make every BU fiscally
accountable for its energy consumption  Tamara diCaprio

~  INSIDE OUT |
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The Failure of the

New Coke

(It lasted 79 days)

The old Coke i lS back

Bl-ral'un

o ‘We did not understand the deep
- ) emotions of so many of our

—— customers for Coca-Cola.’

= s e s — DONALD R. KEOUGH

o Coca-Cola president

It is a bigger financial and strategic risk to launch a business to the end-
customer only after completing the whole product or service.




Human Centered Innovation

&5 o4 DESIGN

{ & & THINKING
Lean
Startup

GROWTH

TEST



Stop Achieving BIG Failure

If we're building something that no-body wants,
what does it matter if we accomplish It...

;
Bk o N t 0 With high quality

0 With beautiful design?

Achieving Failure: successfully executing a bad plan

AABABELE



Organizations achieve failure all the time...

EDITOR'S PICK | 5,121views | Feb 14, 2019, 12:57pm

A Jumbo Win For Boeing As

Airbus Announces The End Of

A380 Producti
. Marisa Garcia Contributor ©
;) Aerospace & Defense
I offer an insider’s view of the business of flight.

THE WALL STREET JOURNAL.

How Airbus’s A380 Went
From Wonder to Blunder

World’s largest passenger plane was hurt by
misjudged market trends, internal dysfunction and
production problems

showers, the iconic double-decker was a tough sale to
airlines and its future was in doubt as [N TEE{ s =l KT
IIEEETETEENEE. Advancements in technology meant



GE Fast Work (2013)

New working product
each 3 months

e Co-creation with sales

Propose o solution to team & SupptlerS

solve the customer need

Engineers direct
customer feedback

CUSTOMER LEAP OF FAITH
ASSUMPTIONS
. " .
|dentify assumptions,
including commerciol
& technicol

Half the program cost,
2x the program speed

40,000 ppl have been
trained in the lean

! startup methodology
Chip Blankeng




A Forrester Total Economic Impact™ Study

.||I

10,000+ formally trained )
designers operating out of 44 The Total Economic

design studios in over 20 Impact™ Of IBM’s Design
countries! Thinking Practice

How IBM Drives Client Value And
x Measurable Outcomes With Its Design
Thinking Framework

faster to market

3007%

return on investment

75%

increased team efficiency

The Loop drives us

Understand the present and envision the future in a

continuous cycle of observing, reflecting, and making.

Observe » Reflect » Make >

Immerse yourself in Come together and Give concrete form
the real world. look within. to abstract ideas.



Benefits & challenges

L

2

Scientific approach Reduces the risk Accelerates product Quickly learn what Track leaning and
business feasibility of economic loss development is not working pivot effectively
The innovation Theater... PERCENTAGE OF RESPONSES

Concerns about showing products to customers before
“baked” or “polishec I 50%
they are “baked” or “polished
Hard to create minimum viable products in our industry — 36
Don’t have necessary resources (people or funding) — 33

Current business model is inflexible — 32

Marketing or sales feel like they own customer relationships _ 29

@tens executives’ decision-making aut@_ 27
Regulatory issues - 24

Competitive concerns - 12

]

¥, . ad
v,':-u--' 1

s i Other-24
N ETET et

SOURCE INNOVATION LEADER SURVEY OF 165 EXECUTIVES AT LARGE COMPANIES © HBR.ORG










“The company of the future will look very
different from the tight-rein, centralized
management approach of today.

Organizations that thrive will embrace
democracy, loose hierarchies, and will focus
on improving collective intelligence
amongst their teams.”

Professor Thomas Malone | MIT







Organizational
stages of
development:

Impuisive -
Red

Based cn the book of Frederc

Evolutionary development map of organization

Laloux's: Relmventing Ocganiuations vi.3 circled3.or
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Leadership
Style

How do you find the leadership style

in your department?

1.

2
3
4.
5

Command & Control

Gives proper instructions
Motivates by targets

Inspires and involves everyone

Gives open space and participate situationally

_

[ === ]

ﬂ
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) autonom

RENT-A-CAR

Transparency
of salaries

in functional teams

/ﬂ) No commission for sales
/7Q .
L_, people (= collaboration!)

No HR, recruitment @ Focus on the Values of the

company (not on budget)

oooooooooooo

“Impressivel Brilisnt!

~~~~~~~~~~~




Foster Transparency
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The right level of consciousness

ACTION Confront Compensate Engage Innovate Create

Options Inclusion

LEADERSHIP
STYLE

Abdicator Controller Transactional Activator Charismatic Visionary

Level 1 Level 2 Level 3 Level 4 Level 5 Level 6 & Level 7

L




WEORKING
CBETTER

EVANGELISCHE SCHULE
BERLIN ZENTRUM (ESBZ)

Headteacher

(iﬂ Margret Rasfeld




From Theory
to Practice




Do you think that a nhew
paradigm is underway?

&» No

Yes



A Chinese multinational consumer
electronics company that transformed its
organizational structure into a network
of self-managed micro-enterprises,
fostering innovation and
entrepreneurship among employees.

Vi 10PInes

Creative Software Development

an Argentinian software development
company, operates with a flat structure,
emphasizing collective decision-making

and profit-sharing among employees



Smber

online education

a Vietnamese EdTech company, has a New Zealand based network of
embraced self-management principles professionals and organizations working
to foster innovation and agility within its on social impact projects. It uses tools
teams. like Loomio to enable decentralized

governance and collective ownership.



Zappos (USA)
Zappos, an online shoe and clothing retailer, adopted Holacracy, a self-management system that replaces traditional hierarchies with distributed authority. While the
transition has been challenging, it reflects a commitment to reinventing organizational structures.

7. Semco Partners (Brazil)
Semco, under the leadership of Ricardo Semler, is famous for its radical approach to workplace democracy. Employees set their own salaries, choose their managers, and have
significant control over decision-making processes.

8. Valve Corporation (USA)

Valve, a video game developer, operates without formal managers. Employees choose their projects and work in fluid, self-organized teams. This structure fosters creativity
and innovation.

9. W.L. Gore & Associates (USA)
Known for its Gore-Tex fabric, W.L. Gore operates with a lattice organizational structure, where employees communicate directly with each other rather than through a
hierarchy. Leaders emerge naturally based on expertise and influence.

10. The Ready (USA)
The Ready, founded by Aaron Dignan, helps organizations adopt Teal principles and practices. They focus on self-management, transparency, and purpose-driven work,
working with companies like Johnson & Johnson and Charles Schwab.

11. Rebel Wisdom (UK)

Rebel Wisdom is a media organization that explores new ways of thinking and organizing. It operates as a decentralized collective, with contributors collaborating on projects
without traditional hierarchies.

12. Crisp (Sweden)
Crisp, a consulting firm, operates with a flat structure and self-organized teams. They emphasize trust, autonomy, and a focus on delivering value to clients.

13. B Lab (Global)
B Lab certifies companies as B Corporations, which meet high standards of social and environmental performance, accountability, and transparency. Many B Corps, like Etsy
and Danone North America, adopt Teal-like practices.

14. Oticon (Denmark)
Oticon, a hearing aid manufacturer, adopted a "spaghetti organization" model in the 1990s, eliminating formal departments and hierarchies. Employees work in fluid, project-
based teams, fostering innovation and collaboration.

15. GitLab (Remote-First Company)
GitLab, a fully remote company, emphasizes radical transparency and asynchronous communication. Their handbook is publicly available, and decision-making is distributed
across teams.
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