New Forms of Organisation Event

Concluding questions and hypotheses:

1. How do we improve the quality of dialogue and conversation that take place in organisations (family and society)?

2. Why are these ‘good’ ideas not having the influence that we would expect/hope?

3. How can we break through the barriers blocking the influence of the various potential sources of leadership?

4. How do we best embed/disseminate a post-industrial world view that validates ambiguity and not knowing?

5. Feminising the future!  And a new search for meaning.

6. Can we lay the rationality myth to rest?

7. Can we address and value the messy, emotional stuff?

8. Uncommon sense please!

9. How and when do we prepare leaders to deal with, manage and live with uncertainty, chaos and related emotions e.g. fear?

10. Leadership style if a function of culture, senior management, organisation type, job function and SBU.

11. How do you challenge the male leadership discourse?

12. White, middle-aged leaders are more likely to talk about new leadership styles rather than change their own styles.  Females are more likely to speak about and adopt more egalitarian leadership styles.

13. How can we balance the tension between individual and collective approaches to leadership and performance?

14. To what extent can we use the individuated leader/consumer role to change the economic agenda?

15. How far is the ambiguousness of the leader role explained by its relation to capital and labour?

16. Are there lessons from venture capital and private equity?

17. The knowledge economy is growing due to the ability of (a) capital to concentrate in ownership and deploy globally and structurally and (b) the willingness of knowledge workers to give up more of the value of their labour.

18. Knowledge workers are willing to do this (point 17) because they are compromised by their stake in pension funds (so both sides of the balance).

19. and (following on from 18) the terms leader and leadership are mobilised as semantic totems (?) to (a) support the impression (and premise) of participation in the benefits of power (b) refer to the greater responsibility and accountability experienced by knowledge workers and claiming some mysterious power versus (?) the anxiety raised by the accountability.

20. Does leadership matter, what difference does it make and how do we know?

21. How can we better address context in developing leadership strategy?

22. Are we trying to change/replace the status quo without understanding how it could be improved?  E. g. how can hierarchies be made to work better?

23. Is ‘changing for or organization’ not merely specious/cosmetic?

24. Move hierarchy from an addiction to a resource.

25. Are limits and constraints necessary for creativity and innovation in organizational form and process?

26. To what extend does the nature of the business help determine the form of the organisation (+ the form of leadership that drives it?)?

	THEME
	QUESTION

	Chaos and complexity
	9.) How and when do we prepare leaders to deal with, manage and live with uncertainty, chaos and related emotions e.g. fear?

6.) Can we lay the rationality myth to rest?

7.) Can we address and value the messy, emotional stuff?

	Gender
	12.) White, middle-aged leaders are more likely to talk about new leadership styles rather than change their own styles.  Females are more likely to speak about and adopt more egalitarian leadership styles.

11.) How do you challenge the male leadership discourse?

5.) Feminising the future!  And a new search for meaning.

	A Marxist take
	15.) How far is the ambiguousness of the leader role explained by its relation to capital and labour?

17.) The knowledge economy is growing due to the ability of (a) capital to concentrate in ownership and deploy globally and structurally and (b) the willingness of knowledge workers to give up more of the value of their labour.

18.) Knowledge workers are willing to do this 

(point 17) because they are compromised by their stake in pension funds (so both sides of the balance).

19.) and (following on from 18) the terms leader and leadership are mobilised as semantic totems (?) to (a) support the impression (and premise) of participation in the benefits of power (b) refer to the greater responsibility and accountability experienced by knowledge workers and claiming some mysterious power versus (?) the anxiety raised by the accountability.

	Contingency/context view
	26.)To what extend does the nature of the business help determine the form of the organisation (+ the form of leadership that drives it?)?

21.) How can we better address context in developing leadership strategy?

10.) Leadership style if a function of culture, senior management, organisation type, job function and SBU.

	Miscellaneous
	25.) Are limits and constraints necessary for creativity and innovation in organizational form and process?

24.) Move hierarchy from an addiction to a resource.

23.) Is ‘changing for or organization’ not merely specious/cosmetic?

22.) Are we trying to change/replace the status quo without understanding how it could be improved?  E. g. how can hierarchies be made to work better?

20.) Does leadership matter, what difference does it make and how do we know?

16.) Are there lessons from venture capital and private equity?

14.) To what extent can we use the individuated leader/consumer role to change the economic agenda?

13.) How can we balance the tension between individual and collective approaches to leadership and performance?

8.) Uncommon sense please!

3.) How can we break through the barriers blocking the influence of the various potential sources of leadership?

2.) Why are these ‘good’ ideas not having the influence that we would expect/hope?

1.)  How do we improve the quality of dialogue and conversation that take place in organisations (family and society)?
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