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Question “How can big organisations be attractive for young high potentials?”

Background

Less young high potentials than ever before are attracted by big organisations and more and more strive for an independent work life which is closer to personal values and lifestyle. Some big organisations in the Scandinavian countries, in the Netherlands and in Germany find it difficult to recruit the top high potentials. This starts to be an issue for commercial, public and non-profit organisations likewise.

Definition

High potentials are defined, for the purpose of the workshop, as people with a high degree of cognitive and social-emotional intelligence and the capacity to develop and follow own values. An entrepreneurial spirit or potential is not regarded as criterion.

Analysis

The following reasons were given for big organisations being felt as unattractive:


Anonymity, no caretaking of the individual.


Lack of openness, no transparency.


Unfriendly communication and culture which is not matching with the lifestyle.


Hierarchal and bureaucratic.


Aggressive and competitive.


Not enough possibilities to link in with one's own personality.


Recruitment personnel has no real power and cannot make authoritative statements.


Unclear organisational identity communicated in adverts.


Unattractive recruitment adverts: „We are the market leader in the sector XYZ with an annual turn-over of ...“ has nothing to do with the lifestyle of young people.

Recommendations

Give individual attention to staff, track knowledge, skills, capabilities, and growth potential. Take care of the human being as such as well.

Give staff opportunities to connect with their individual learning and development process, e.g. by endorsing work in task forces where a creative input can more easily be given than in a hierarchical structure.

Give staff a say.

Create a collaborative atmosphere.

Use P2P production.

Build on naturally growing and disappearing authority amongst peers instead of formal authority.

Create synapses to enter into a real meaningful contact with specialists outside who are passionate about their field of expertise.

Question the legitimization for an entity being labeled and existing as such. Isn't it sufficient to see the staff in a pool from where they aggregate by themselves to work processes?

Conceive your organisation as a sphere of ever new projects emerging and dissolving.

Allow part-time work.

Top ideas

Limit instructions to a minimum, to set-up a platform for cooperation, e.g. by describing the cultural identity, the values, the mission.

Let clusters of voluntarily cooperating people grow around questions that matter instead of imposing an organisational structure.

Let intentional networks arise, networks of people sharing common intentions who work for the realisation of these intentions.

Create an internal market for project ideas and resources, with or without the staff deciding on the attribution of resources to these ideas; or create even a „stock exchange“ for ideas, money, work time and other resources.

Create occasions for self-organisation and idea spreading so that a community feeling and awareness for collective consciousness can arise.

Disputed

Are gurus only as useful for awareness rising or also for the putting into practice of new organisational concepts (or anti-concepts creating open space)? At any rate, inspiring and empowering people are needed.

Quotes

„Boring tasks and activities are only acceptable when the overall output of the organisation has a  meaning, a sense.“

„One should not feel it when working.“

„Aren't we all in a big pool?“

„Big organisations are only needed as platforms for handling complex tasks, for aggregating important amounts of resources and as brand.“

„Mash and mesh.“ (entities)

„People are happier in small tribes or communities.“

„You go for the organisation where you are really appreciated.“

„It is a key experience to note: it is not just me who is thinking, but us.“

„The future star organisations will give value to workshops like this.“

Challenges

How to develop and find software which is capable to endorse and facilitate the intelligent interaction of self-aggregating staff?

How to measure the individual value creation in an open collaborative space? How to reward and to remunerate?

How to provide for the maximum intelligence creating openness both inside and to the outer world whilst creating value which can be commercialised by the (commercial) organisation? Apple's semi-permeable involvement in Linux development was mentioned as an example to this respect.

References and useful liks

P2P production: Michel Bauwens; www.p2pfoundation.net 

http://researchbank.swinburne.edu.au:8080/vital/access/manager/Repository/swin:7051
http://www.open-organizations.org/
Centre for Human Emergence http://www.humanemergence.org/ http://www.holacracy.org
Cooperation Commons:

http://groups.google.com/group/CooperationCommons?hl=en
http://www.cooperationcommons.com/
http://collaboration.wikia.com/wiki/Cooperation_research_project
Stigmergy :

Joe Edelman: http://www.p2pfoundation.net/Edelman%2C_Joe
http://en.wikipedia.org/wiki/Stigmergy
http://www.p2pfoundation.net/Stigmergy
http://del.icio.us/deliciousdante/stigmergy?setcount=100
http://www.google.be/search?q=stigmergy+p2pfoundation&ie=utf-8&oe=utf-8&aq=t&rls=com.ubuntu:en-US:unofficial&client=firefox-a
http://citizenlogistics.com/ *Very soon! At Citizen Logistics, we're developing new game-like ways of working, volunteering, finding assistance, and having a good time. Anyone can play, and you get points for making other people's dreams come true. Our software will let you find cool things to do, build teams, and connect people with jobs and resources, all via the text messaging capability of your cell phone.*

http://www.p2pfoundation.net/Metagovernance
holoptic system http://www.p2pfoundation.net/Holoptism
collaborative and participative , transparency culture, tools and practices online and offline, more "ubiquitous" http://en.wikipedia.org/wiki/Ubiquitous_computing and networked lifestyles.

