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Introduction

To try something new is about trust—it's really about overcoming fear with trust, curiosity, and the desire for improve-
ment. We resist change because what worked before feels safe. Our brains are wired to repeat familiar experiences.

But in today's world, safety lies in adaptation. To survive, bloom, and prosper, we must constantly adjust. This is the
definition of intelligence: a smart system reacts and adapts to its environment in order to survive.

Everything in OrglQ comes from personal experience—30 years of working in business and with people. But it’s not
just the insight of one person. It draws from the collective input of hundreds of people and thousands of person-hours.

That’s not all. We also check our work against science, because we’re not the smartest people on the planet. We talk
about Networks, so we apply the same logic—looking at science and literature is a great way to spot our blind spots.

This is the purpose of this document. We haven’t covered every book out there, but we offer an overview of a relevant
subset. And when we do this mapping, it doesn’t mean OrglQ includes every detail from these sources. Instead, it
means OrglQ is a complete model where all these aspects have a place.

OrglQ is primarily about four major shifts in perspective. Changing your perspective is often the simplest way to
change the world.

OrglQ is a model of the world. It’s a framework for understanding any type of organization, built around empowering
perspectives and actionable conclusions. But we’re not here to outsmart the world—we don’t believe that’s even pos-
sible.

What OrglQ aims to be is a map of your organization, your world. It’s a tool where everything you encounter—
whether it’s a book, TED talk, or new idea—finds its place. You’ll know immediately where it fits and why it works.

OrglQ is designed to be a mental model for everyone in your organization. It helps align perspectives and communica-
tion, ensuring everyone sees the bigger picture and understands where to focus for improvement.
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Understanding OrglQ (Essential Summary 1.0)

In an independent quick analysis we let check some current management literature against OrglQ. We want to see
what matches, and what don’t. And maybe find some points that are clear in our minds, but yet not well described.

This analysis was done based on this short (two page) summary of the key concepts from OrglQ.

Summary

In today's fast-paced business landscape, OrglQ introduces a revolutionary concept that redefines organizational intel-
ligence. “Passion for People builds Systems for Success” —this isn't just our tagline; it's our blueprint for flourishing
systems based on adaptability, learning, and growth.

Understanding OrglQ: A Glimpse Into Organizational Smarts

At its core, OrglQ isn't just about making decisions or implementing strategies. It's about nurturing an ecosystem
where businesses aren't just surviving; they're thriving. How? By embedding psychological safety and social neuro-
science into our organizational fabric. This approach fosters an environment where creativity and innovation are not
just encouraged but are a natural outcome of our interactions.

The Clockwork vs. The Network: A Tale of Two Systems

Imagine an organization as a living, breathing entity. Initially, like a newborn, it requires constant attention—this is the
Clockwork stage. It provides clarity and direction, essential in the early days. But as organizations mature, they must
evolve into the Network stage, where every employee connects like neurons in a brain. Here, relationships are the
synapses, and Dunbar's number plays a crucial role, emphasizing the importance of close and effective interpersonal
connections that shape our social reality.

Leadership in a Networked World: Fostering Independence and Interdependence

True leadership in the Network era isn't about micromanagement or control. It's about setting a stage where the orga-
nization can run itself, thriving on the interdependence and free will of its parts. Leaders give direction, and then must
step back to allow innovation and adaptability to come forth, ensuring the organization is responsive and resilient in
complex markets.

Balancing Roles: Pioneers, Guardians, and Lifelines

OrglQ identifies three critical roles within any organization:

» Pioneers explore and innovate, pushing boundaries without risking the collective.

» Guardians maintain and adapt innovations, ensuring they enhance the system without disrupting its stability.
» Lifelines preserve traditional knowledge and practices, providing a safety net in times of need.

A balanced appreciation of these roles ensures a dynamic yet stable organizational ecosystem.

The Solution-Driven Approach: Simplifying Complexity

At OrglQ, every task, every project is viewed through the lens of a Solution—a subsystem with a clear purpose and
boundaries. This framework not only simplifies decision-making but also enhances flexibility and accountability within
the organization. Whether it's refining existing solutions or developing new ones, the focus is always on alignment with
our overarching purpose.

The Collaboration Model: Eight Pillars of Success

Our collaboration model stands on eight foundational elements:
1. Purpose: Driving every action with clear, heartfelt intent.
. Trust: Building robust networks through genuine connections and psychological safety.

. Truth: Encouraging openness and honesty to foster better solutions.

2

3

4. Commitment: Ensuring dedication to decisions and strategies.

5. Accountability: Holding each other responsible, not just for tasks but for maintaining a supportive attitude.
6

Productivity: Emphasizing creativity and innovation over mere output.
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7. Results: Using outcomes to gauge the effectiveness of our purposes and processes.

8. The Network: Recognizing that real collaboration happens in the interconnections among us.

Deep Soft Skills: The Iceberg Beneath

OrglQ delves deep into the soft skills that are often overlooked but are crucial for genuine human connection and un-
derstanding. By focusing on these deeper skills, we address the human element that supports all organizational activi-
ties, fostering an environment where every individual can thrive.

In conclusion, OrglQ isn't just about systems and structures; it's about people and their interactions within those
frameworks. It's a call to action for businesses to rethink their approach, focusing on building adaptable, learning orga-
nizations where success is not just about profitability but about creating a thriving, sustainable ecosystem for all in-

volved.
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Check: 7 Habits

It’s the Gold Standard on these topics and an all time classic ... so did we cover the core?

Stephen R. Covey's work, particularly his influential book, “The 7 Habits of Highly Effective People”, has had a signifi-
cant impact on personal and organizational effectiveness. Covey's principles, while primarily focused on personal de-
velopment, also offer deep insights into leadership, collaboration, and organizational culture. Here’s how his ideas
might align with, complement, or challenge the OrglQ framework:

Covey's Core Ideas

1. Be Proactive: Emphasizes taking responsibility for one’s own life, initiating change rather than reacting to ex-
ternal forces.

2. Begin with the End in Mind: Involves envisioning what one wants to achieve and aligning one's actions ac-
cordingly to make it a reality.

3. Put First Things First: Focuses on prioritizing tasks that are most important rather than merely urgent, pro-
moting effective time management.

4. Think Win-Win: Encourages the cultivation of mutually beneficial relationships and agreements, fostering col-
laboration.

5. Seek First to Understand, Then to Be Understood: Advocates for empathetic communication and active lis-
tening, enhancing interpersonal interactions.

6. Synergize: Highlights the creative cooperation of teamwork by valuing differences and combining strengths to
achieve goals that couldn't be reached individually.

7. Sharpen the Saw: Stresses the importance of continual self-renewal and growth in physical, mental, social,
and spiritual dimensions.

Alignment with OrglQ

» Synergize and Think Win-Win: These habits directly support OrglQ’s emphasis on collaboration and effective team-
work. Covey’s ideas about synergy and creating mutually beneficial relationships align closely with OrglQ’s goals of
fostering a collaborative network where diverse contributions are valued.

» Seek First to Understand, Then to Be Understood: This habit complements OrglQ’s focus on trust and effective
communication within the organization. By advocating for understanding before being understood, Covey’s princi-
ples enhance OrglQ’s emphasis on psychological safety and open, honest dialogue.

» Sharpen the Saw: Reflects OrglQ’s commitment to continuous learning and adaptation. Covey’s focus on personal
and professional development is crucial for maintaining the dynamism and innovation within an OrglQ-modeled or-
ganization.

Potential Challenges or Blind Spots in OrglQ Highlighted by Covey

» Personal Initiative (Be Proactive) and Vision (Begin with the End in Mind): While OrglQ focuses on organizational
structure and dynamics, Covey’s emphasis on individual initiative and vision may highlight a potential blind spot in
OrglQ regarding the role of personal leadership and individual accountability in driving organizational success. En-
suring that individuals within the organization are empowered to act proactively and align their personal goals with
organizational objectives is vital.

OrglQ-Statement: Vision = Purpose. The core of the Clockwork is to define crystal clear purpose for the Network. And the pur-
pose’ are aligned with each other. This is giving the overall direction.

The Network is active creating Solutions fulfilling the purpose. The technical leadership and decision making is done on this
level. The Solutions product the results to fulfill the purpose. This is the basis of the Collaboration model.
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» Balance of Personal and Organizational Growth (Sharpen the Saw): Covey’s holistic approach to personal develop-
ment might push OrglQ to consider more deeply the balance between organizational goals and individual well-be-
ing. This could enhance OrglQ’s strategies for human resources and personal development programs.

OrglQ-Statement: Through our approach of embracing complexity, we see the world a tiny bit different in this aspect. We al-
ways talk about systems (Solutions) that are aligned and continuously learn. An organization is just a directed set of Solutions.

Conclusion

Stephen Covey’s principles provide valuable insights that can enhance the OrglQ framework, particularly in the areas
of personal effectiveness, leadership, and communication. By integrating Covey’s focus on individual habits and re-
sponsibilities with its systemic approach, OrglQ could further strengthen its model, ensuring that both organizational
and personal growth are optimally supported.
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Check: Radical Collaboration

A super up-to-date and important book on the core topic of Collaboration.

Summary of “Radical Collaboration”

1. Understanding Red Zone and Green Zone Behaviors: The book distinguishes between “Red Zone” and “Green
Zone” behaviors. Red Zone behaviors are characterized by defensiveness, competitiveness, and a win-lose attitude that
hampers effective collaboration. In contrast, Green Zone behaviors promote trust, openness, and a win-win mindset
essential for successful collaborative outcomes.

2. Developing Self-Awareness and Personal Responsibility: A significant portion of the book discusses the importance
of self-awareness in collaboration. It emphasizes understanding one’s own emotions, triggers, and responses. Self-
awareness allows individuals to take responsibility for their actions and create a more positive, collaborative environ-
ment.

3. Building Trust: Trust is central to Radical Collaboration. Tamm and Luyet suggest that trust can be built by being au-
thentic, reliable, and open. They stress the importance of emotional intelligence in building and maintaining trust
among team members.

4. Developing Better Communication Skills: Effective communication is another pillar of Radical Collaboration. The au-
thors offer techniques for active listening, expressing oneself clearly, and ensuring that communication is constructive
rather than destructive. They also discuss the importance of non-verbal communication in expressing openness and re-
ceptivity.

5. Negotiation Skills: The book provides insights into collaborative negotiation techniques, which unlike traditional ne-
gotiation, seek a win-win outcome where all parties feel they have gained something of value. This includes under-
standing and respecting different perspectives, interests, and coming to a consensus that benefits all.

6. Conflict Resolution: “Radical Collaboration” also covers conflict resolution strategies, emphasizing the importance
of addressing conflicts openly and honestly rather than avoiding them. The authors provide tools for de-escalating ten-
sions and turning conflicts into collaborative dialogues.

7. Maintaining Collaborative Relationships: Lastly, maintaining collaborative relationships over time is discussed. This
involves continuous effort in fostering trust, transparent communication, and mutual respect among all participants.

Application of Collaboration Concepts from “Radical Collaboration”

1. Business Organizations: Many companies have adopted the principles of Radical Collaboration to improve team-
work, enhance communication, and boost overall productivity. For instance, organizations that emphasize open com-
munication and flat hierarchies tend to see better problem-solving and innovation, as team members feel more valued
and empowered to share their ideas.

2. Education: Educational institutions apply these concepts to facilitate better collaboration among students, teachers,
and administrative staff. This has been shown to improve the learning environment, promote inclusivity, and enhance
student outcomes by fostering a cooperative learning culture.

3. Healthcare: In healthcare, collaboration is crucial among various stakeholders (doctors, nurses, administrative staff)
to enhance patient care. Institutions practicing Radical Collaboration have noted improvements in patient outcomes
due to better communication and teamwork, which are essential in high-stakes medical environments.

4. Government and Non-Profit Organizations: Government bodies and non-profits also benefit from these collabora-
tion principles, particularly in policy-making and community engagement projects. These sectors have seen more sus-
tainable and inclusive outcomes when stakeholders collaborate effectively, leveraging diverse perspectives and exper-
tise.

5. International Relations: On a larger scale, the principles from “Radical Collaboration” are applicable in international
relations, where diplomacy and negotiation play significant roles. Countries and international organizations that priori-
tize collaborative approaches tend to foster better global cooperation and conflict resolution.
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http://OrgIQ.org/

OrglQ & ;o

passion for people builds
systems for success

In conclusion, the concepts from “Radical Collaboration” are widely applicable and beneficial across various sectors,
demonstrating the universal value of building strong, cooperative relationships.

Analysis for “Radical Collaboration”

Core Ideas (Recap): “Radical Collaboration” by James W. Tamm and Ronald J. Luyet focuses on building collaborative
skills to enhance personal and professional relationships. It emphasizes the importance of non-defensive communica-
tion, emotional intelligence, and the development of trust and openness in creating collaborative environments.

Coverage by OrglQ: “Radical Collaboration” aligns closely with OrglQ’s Trust and Truth by fostering environments
where trust is central, and communication is open and non-defensive. The emphasis on emotional intelligence and
managing one’s reactions in collaborative settings parallels OrglQ’s focus on deep soft skills and understanding human
nature.

However, the book does not deeply explore organizational structures like the Clockwork or the Network, nor does it
address the specific roles of Pioneers, Guardians, and Lifelines in navigating organizational change.

Additional Insights Not in OrglQ: The book’s specific techniques for building and maintaining trust, such as non-defen-
sive communication and the importance of emotional intelligence in everyday interactions, offer practical tools that
could enhance the OrglQ framework, particularly in developing the interpersonal skills necessary for effective collabo-
ration.

OrglQ-Statement: This is true on every level. OrglQ was never intended to include all the methods that are already available.
The intention of OrglQ is to provide a mindset where all the methods can be applied.
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Comparison To Collaboration Literature

The Five Dysfunctions of a Team by Patrick Lencioni

Core Ideas: Patrick Lencioni's “The Five Dysfunctions of a Team” is a leadership fable that explores the fundamental
causes of organizational politics and team failure. According to Lencioni, the five core dysfunctions that teams face are
an absence of trust, fear of conflict, lack of commitment, avoidance of accountability, and inattention to results. He ar-
gues that these dysfunctions are interrelated, where the absence of trust is the foundational dysfunction that leads to
the other four.

The book begins by explaining how vulnerability-based trust is crucial for teamwork. Without trust, team members are
unlikely to open up and engage in unguarded discussions. Next, Lencioni tackles the fear of conflict, noting that teams
that trust each other are not afraid to engage in passionate debates about ideas. This leads to genuine commitment
from team members, who are more likely to commit to decisions when they have been part of an open dialogue.

Accountability is another critical factor; team members who commit to a clear plan are more willing to hold one an-
other accountable. Finally, Lencioni discusses the importance of focusing on collective results. Teams that prioritize
shared success over individual ego can achieve extraordinary results.

Coverage by OrglQ: This book aligns well with the OrglQ elements of Trust, Commitment, Accountability, and Results.
Lencioni’s emphasis on vulnerability-based trust mirrors the OrglQ’s focus on trust as the foundation of effective net-
works, where openness and vulnerability are necessary to forge strong connections. The book’s focus on commitment
and accountability aligns with OrglQ’s emphasis on these aspects as crucial for maintaining direction and achieving
shared goals.

However, the book does not extensively cover the OrglQ elements related to the organizational structure like the Net-
work or Solution, nor does it delve into the nuances of balancing innovation and safety as highlighted by OrglQ’s Pio-
neers, Guardians, and Lifelines model. Lencioni's model is more focused on team dynamics and less on how these
teams integrate into larger organizational frameworks or adapt to complex external environments.

What is Lacking: While “The Five Dysfunctions of a Team” provides a robust model for addressing internal team dy-
namics, it lacks a broader perspective on organizational complexity and interdependence. It does not address how
teams fit into larger networks or how they should navigate complex, changing environments, which are critical aspects
of the OrglQ framework.

Team of Teams: New Rules of Engagement for a Complex World by General Stanley McChrystal

Core Ideas: In “Team of Teams,” General Stanley McChrystal presents a new model of leadership and organizational
structure based on his experiences in the US Army in Iraq. The book argues that traditional hierarchical structures are
inadequate in today’s complex and fast-paced environments. Instead, McChrystal advocates for a “team of teams” ap-
proach, where large organizations are restructured to operate as interconnected and empowered teams.

The core idea is that robust networks of teams can react more quickly and adaptively to challenges than traditional
rigid command structures. This agility is achieved through shared consciousness and empowered execution. Shared
consciousness involves ensuring that everyone in the organization understands the mission and the operational land-
scape, fostering a culture of common knowledge and purpose. Empowered execution, on the other hand, refers to del-
egating decision-making authority to the front lines, enabling rapid responses and adaptations.

McChrystal illustrates how this approach allows organizations to combine the speed and adaptability of small teams
with the power and resources of a large entity. He emphasizes the importance of transparent communication and de-
centralized decision-making, which help create a more dynamic and responsive organization.

Coverage by OrglQ: “Team of Teams” aligns closely with several OrglQ elements, especially the Network, Purpose, and
the dynamic between Clockwork and Network. The book’s emphasis on interconnected teams reflects OrglQ’s view of
organizations as networks where everyone is linked, much like neurons in a brain. The focus on shared consciousness
resonates with OrglQ’s notion of purpose, driving collective understanding and action within the organization.
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Moreover, McChrystal’s concept of empowered execution echoes OrglQ’s ideas about not letting the Clockwork stifle
the Network's complexity and adaptive potential. The book’s strategy for decentralized decision-making supports
OrglQ’s emphasis on fostering an environment where innovation thrives through autonomy and accountability.

What is Lacking: While “Team of Teams” addresses many structural and strategic aspects of modern organizations, it
less frequently discusses the emotional or deep soft skills elements emphasized by OrglQ, such as deep understanding
of human nature or the psychological safety needed for true collaboration and innovation. Additionally, the specific
roles of Pioneers, Guardians, and Lifelines in adapting to change are not distinctly outlined, which are crucial in the
OrglQ framework for balancing innovation and operational stability.

Collaborative Intelligence: Thinking with People Who Think Differently by Dawna Markova and
Angie McArthur

Core Ideas: “Collaborative Intelligence” by Dawna Markova and Angie McArthur delves into how people can harness
the power of cognitive diversity to foster innovation and effective collaboration. The authors argue that understanding
and leveraging the unique ways in which individuals think and process information can enhance collective problem-
solving and decision-making. The book introduces tools and strategies to identify individual thinking talents and com-
bine them effectively within teams.

Markova and McArthur discuss the importance of cultivating an environment where different thinking styles are ap-
preciated and integrated. They introduce concepts such as “mind patterns” and “thinking talents,” suggesting that rec-
ognizing these patterns can help build more synergistic teams. The book also emphasizes the role of mindfulness and
inquiry in fostering deeper connections and understanding among team members.

Additionally, the authors provide practical guidance on improving communication strategies to bridge differences in
thinking and maximize collaborative outcomes. They stress the need for creating a common language that respects
and integrates diverse perspectives, enhancing the collective intelligence of the group.

Coverage by OrglQ: “Collaborative Intelligence” strongly aligns with the OrglQ elements of Trust and Truth, focusing on
building an environment where diverse cognitive processes are not only accepted but leveraged for greater collective
outcomes. This reflects OrglQ's emphasis on creating networks based on trust and fostering true collaboration through
understanding and embracing individual differences.

The book also touches on elements of Network, as it encourages the formation of connections that are cognitively di-
verse, akin to OrglQ’s model of complex internal relationships that mimic external complexities. It supports the idea
that an organization’s internal complexity should match its external challenges, which is central to OrglQ.

What is Lacking: However, “Collaborative Intelligence” does not explicitly address the OrglQ concepts of the Clockwork
and Solution structures within organizations. It focuses more on interpersonal interactions and less on organizational
structure or strategic direction. Additionally, while it enhances personal and team function within the existing frame-
work, it does not delve into how these teams interact with larger organizational goals or the dynamics between differ-
ent roles (Pioneers, Guardians, Lifelines) in managing change and innovation.

Leading Teams: Setting the Stage for Great Performances by J. Richard Hackman

Core Ideas: J. Richard Hackman's “Leading Teams” explores the dynamics of team leadership and the conditions neces-
sary for effective team performance. Hackman, a respected researcher in organizational behavior, identifies five key
conditions that teams need to excel: a real team, compelling direction, enabling structure, supportive context, and ex-
pert coaching. He argues that these elements, properly aligned, can lead to sustained improvements in team function-
ing and overall organizational effectiveness.

The book emphasizes that creating a “real team” is foundational — one that is stable, small, and with clear boundaries.
“Compelling direction” refers to goals that are clear, challenging, and consequential, motivating team members to
achieve high performance. “Enabling structure” involves having well-designed tasks, clear norms of conduct, and a mix
of members' skills that fit the team's work. “Supportive context” means providing the systems, material resources, and
information needed to perform well.
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Expert coaching, the last condition, highlights the leader’s role in facilitating the team process, focusing on fostering
open communication, high levels of cooperation, and the ability to manage conflict constructively. Hackman stresses
that these five conditions interact to create a team environment conducive to high performance.

Coverage by OrglQ: “Leading Teams” aligns with several OrglQ elements, particularly Commitment and Accountability,
by stressing the importance of clear goals and team cohesion. Hackman’s focus on creating supportive contexts and
structures reflects OrglQ’s emphasis on nurturing a healthy Network where teams are empowered and well-sup-
ported.

Additionally, the idea of expert coaching resonates with OrglQ’s leadership perspective, where leaders are seen as en-
ablers rather than controllers, helping to foster independence and interdependence within the team. This supports
OrglQ’s concept of leadership that encourages organizational growth similar to helping a child become independent.

What is Lacking: While Hackman addresses internal team dynamics and leadership effectively, he does not extensively
discuss the integration of these teams within larger, more complex systems like OrglQ’s Network and Clockwork inter-
action. The broader strategic implications of these team dynamics within the entire organizational ecosystem are less
explored.

Additional Insights Not in OrglQ: Hackman's focus on the structural design of teams and the specific role of expert
coaching offers a deeper dive into how teams can be intentionally designed and led to foster better performance.
These specifics might enhance OrglQ's broader concepts by providing a micro-level framework for implementing effec-
tive team management practices.

The Wisdom of Teams: Creating the High-Performance Organization by Jon R. Katzenbach and
Douglas K. Smith

Core Ideas: Jon R. Katzenbach and Douglas K. Smith's “The Wisdom of Teams” is a foundational text that argues for the
superior results that can be achieved through genuine team efforts compared to individual work or group coordina-
tion. The authors distinguish between “real teams” and mere “working groups” by emphasizing that real teams are
characterized by a deep commitment to mutual goals and accountability, which leads to exceptional performance.

The book outlines several key factors that contribute to the effectiveness of teams, including the importance of having
a clear and elevating goal, a results-driven structure, and competent team members. The authors also highlight the im-
portance of a supportive organizational context that includes rewards, education, and resources aligned with team
needs.

Katzenbach and Smith stress that the commitment of team members to a common purpose and to each other’s per-
sonal growth and success is critical. They suggest that this mutual accountability and commitment drive the team’s
performance beyond the capabilities of its individual members.

Additionally, the authors discuss the journey of developing high-performance teams, including stages from initial for-
mation to achieving high performance, and the pivotal role of leadership in this evolution.

Coverage by OrglQ: “The Wisdom of Teams” supports several aspects of OrglQ, particularly emphasizing Trust, Com-
mitment, and Accountability—core elements necessary for fostering strong collaborative networks. The focus on mu-
tual goals and shared success mirrors OrglQ’s emphasis on purpose-driven collaboration that not only achieves organi-
zational objectives but also aligns with personal growth.

The narrative about evolving team dynamics and leadership's role in nurturing these teams resonates with OrglQ’s
view on leadership as a facilitative and evolutionary process, similar to parenting in fostering independence and inter -
dependence within the organization.

What is Lacking: While the book excellently addresses team dynamics and their direct impact on organizational perfor-
mance, it less frequently touches on the broader system interactions like those between the Clockwork and the Net-
work in OrglQ. It also does not delve deeply into the diverse roles individuals might play within an organization, such as
OrglQ’s Pioneers, Guardians, and Lifelines, which are crucial for managing change and innovation.

Additional Insights Not in OrglQ: Katzenbach and Smith’s exploration of how teams evolve over time provides a dy-
namic view of team development that could complement OrglQ’s static models, offering a more nuanced understand-
ing of how teams can transition through different phases of effectiveness and collaboration.

Version: 1.0.0 from 2024-10-16 http://OrglQ.org/ 12


http://OrgIQ.org/

OorglQ %m\.

passion for people builds
systems for success

Multipliers: How the Best Leaders Make Everyone Smarter by Liz Wiseman

Core Ideas: “Multipliers” by Liz Wiseman explores how some leaders (Multipliers) are able to significantly enhance the
intelligence and capabilities of their teams, while others (Diminishers) stifle and restrict them. Wiseman describes Mul-
tipliers as leaders who use their intelligence to amplify the smarts and capabilities of the people around them. This is
achieved by creating an environment where team members are challenged to think, innovate, and lead in their capaci-
ties.

The book details five key disciplines that distinguish Multipliers from Diminishers: Attracting and optimizing talent, cre-
ating intensity that requires the best effort, extending challenges, providing decision-making autonomy, and instilling
ownership and accountability. Multipliers are leaders who inspire employees to stretch themselves to deliver results
that surpass expectations.

Wiseman illustrates how Multipliers not only increase productivity but also foster a culture of innovation and agility
within their organizations. They do this by encouraging rigorous debate, fostering talent, and driving everyone to con-
tribute their utmost. In contrast, Diminishers tend to micromanage, make decisions in isolation, and underutilize the
talent of their team members.

Coverage by OrglQ: “Multipliers” aligns closely with several OrglQ elements, particularly Trust, Commitment, Produc-
tivity, and Results. The disciplines of Multipliers foster an environment of psychological safety that enables deep trust,
encouraging team members to contribute openly and fearlessly—similar to OrglQ’s focus on deep trust and safety
within the Network.

The practices of extending challenges and instilling ownership resonate with OrglQ’s commitment and accountability
frameworks, where team members are motivated to take initiative and lead projects. This parallels the OrglQ emphasis
on proactive engagement and mutual accountability within teams.

What is Lacking: While “Multipliers” offers robust insights into leadership and personal interactions, it touches less on
organizational structural elements like the interplay between Clockwork and Network or the specific roles within these
systems such as Pioneers, Guardians, and Lifelines. The book also doesn't explore in detail the structural and systemic
shifts that might be necessary to embed multiplier behaviors across a complex organization as envisioned in OrglQ.

Additional Insights Not in OrglQ: Wiseman'’s concept of leadership that inherently enhances the capabilities of others
could enrich the OrglQ model by offering a clear set of behaviors and strategies that could be formalized into leader-
ship development programs within organizations. These strategies specifically focus on how to actualize potential and
intelligence at all levels, which is essential for sustaining innovation and adaptability in complex systems.

Collaboration: How Leaders Avoid the Traps, Create Unity, and Reap Big Results by Morten
Hansen

1o o

Core Ideas: Morten Hansen's “Collaboration” explores the necessity and challenges of effective collaboration in organi-
zations. Hansen discusses how leaders can foster an environment where collaboration isn't just encouraged but is
strategically implemented to enhance performance and achieve significant results. The book emphasizes the impor-
tance of 'disciplined collaboration,' which involves identifying when collaboration is necessary and when it's not, avoid-

ing the trap of over-collaboration.

Hansen introduces the idea of “T-shaped management,” where leaders possess deep expertise in a specific area (the
vertical part of the T) and the ability to collaborate across disciplines (the horizontal part of the T). This model pro-
motes both expertise and integrative thinking. The book also outlines barriers to collaboration, such as the “not-in-
vented-here” syndrome and hoarding, where people or departments resist sharing information and resources.

To overcome these barriers, Hansen suggests leaders must foster a culture that rewards collaborative behavior, align
collaboration efforts with organizational goals, and ensure that collaboration tools and systems are in place. He also
discusses the role of network brokers — individuals who act as bridges between disconnected groups within an organi-
zation, facilitating the flow of information and resources.

Coverage by OrglQ: Hansen’s “Collaboration” aligns well with several OrglQ elements, especially Trust, Commitment,
and the broader concept of the Network. The emphasis on strategic collaboration and T-shaped management res-
onates with OrglQ’s focus on balancing depth with breadth in skills and interactions within the Network, ensuring that
collaboration is purpose-driven and aligned with organizational goals.
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The barriers to collaboration identified by Hansen mirror challenges that OrglQ addresses through fostering a culture
of psychological safety and trust, ensuring that the organization’s structure supports rather than impedes collabora-
tion. Hansen's concept of network brokers is particularly aligned with OrglQ’s idea of fostering connections within the
Network to enhance flow and communication.

What is Lacking: While Hansen addresses many practical aspects of fostering collaboration, the book does not deeply
engage with the elements of OrglQ related to the nuanced dynamics of Pioneers, Guardians, and Lifelines. It also does
not explore the deeper emotional intelligence and soft skills aspects that OrglQ emphasizes for sustaining innovation
and managing complex human interactions within the Network.

Additional Insights Not in OrglQ: Hansen’s focus on disciplined collaboration and the concept of T-shaped manage-
ment provide a structured approach to integrating expertise with collaborative capacity. These could enhance the
OrglQ framework by offering a concrete model for developing leaders who can both deepen their expertise and
broaden their impact across the organization.

The Silo Effect: The Peril of Expertise and the Promise of Breaking Down Barriers by Gillian Tett

Core Ideas: Gillian Tett's “The Silo Effect” examines how organizational silos can create barriers to effective communi-
cation and collaboration, ultimately hindering an organization's success. Tett uses a variety of case studies from differ-
ent sectors to demonstrate how silos form, their impact, and strategies for breaking them down. The book emphasizes
the dangers of overly compartmentalized organizations where departments or groups operate in isolation from one
another.

Tett argues that silos can lead to a lack of shared goals and misunderstandings, which reduce an organization's ability
to respond to changes effectively. To combat this, she advocates for fostering a culture of collaboration and cross-func-
tional teams. This involves rethinking organizational structures and encouraging a more integrative approach to shar-
ing knowledge and resources.

Key strategies for breaking down silos include promoting interdisciplinary projects, enhancing social bonds across dif-
ferent parts of the organization, and leveraging technology to improve communication between departments. Tett
highlights the importance of leadership that actively works against the inertia of silos by promoting a shared vision and
understanding across the entire organization.

Coverage by OrglQ: “The Silo Effect” directly addresses the OrglQ concepts of the Network and the integration chal-
lenges between Clockwork and Network. Tett’s analysis of siloed operations and the need for integrated, cross-func-
tional collaboration aligns with OrglQ’s emphasis on a networked organizational structure where interdependencies
are recognized and leveraged.

The book supports OrglQ’s drive for organizational complexity that matches the complexity of the external environ-
ment, advocating for breaking down barriers that inhibit this complexity. However, Tett’s focus is largely on structural
and communicational aspects, providing a practical framework for enhancing connectivity and flow within organiza-
tions.

What is Lacking: Tett's book does not delve into the emotional or psychological aspects of collaboration, such as psy-
chological safety or the deeper soft skills that OrglQ emphasizes. Moreover, the specific roles of Pioneers, Guardians,
and Lifelines in navigating and facilitating change within the context of breaking down silos are not explored.

Additional Insights Not in OrglQ: Tett’s extensive use of case studies provides concrete examples of both the negative
impacts of silos and successful strategies for breaking them down. This real-world applicability can enrich the OrglQ
model by offering proven tactics for enhancing organizational agility and responsiveness.

The Art of Possibility: Transforming Professional and Personal Life by Rosamund Stone Zander
and Benjamin Zander

Core Ideas: “The Art of Possibility” by Rosamund Stone Zander and Benjamin Zander offers a transformative approach
to personal and professional development. It explores how shifting one’s mindset from a framework of scarcity to one
of possibility can lead to significant changes in how people lead, work, and live. The book is filled with inspiring stories
and practical tools that encourage individuals to transcend traditional boundaries and create rewarding, innovative ex-
periences.
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The Zanders introduce several practices, such as “Giving an A,” which involves treating people as if they are capable of
great things, and “Being the Board,” which encourages taking responsibility for one’s actions and the outcomes in
one’s life. These practices help foster environments where creative potentials are unleashed and where people are
more open to collaboration and change.

The book challenges readers to rethink leadership, collaboration, and creativity by proposing that it is not just about
directing or managing resources but about creating frameworks that invite others to engage fully and passionately. The
Zanders emphasize that leadership is about generating a culture of possibility that inspires actions and contributions
from others.

Coverage by OrglQ: “The Art of Possibility” aligns with OrglQ’s focus on deep soft skills and the emotional aspects of
collaboration. The Zanders' emphasis on possibility thinking and emotional engagement resonates with OrglQ’s aim to
foster environments where trust and creativity flourish. The book’s principles encourage a leadership style that is not
about control but about inspiring and facilitating, closely mirroring OrglQ’s vision of leadership that nurtures indepen-
dence and interdependence.

However, the book focuses less on the organizational structures or specific role dynamics within systems, such as the
Clockwork or the Network interactions envisioned in OrglQ. It also does not address the differing roles of Pioneers,
Guardians, and Lifelines in managing change.

Additional Insights Not in OrglQ: The Zanders' innovative practices for fostering a culture of possibility could provide
valuable tools for OrglQ to consider, particularly in developing leadership programs that emphasize emotional intelli-
gence and the capacity to inspire and engage others deeply.

Conversational Intelligence: How Great Leaders Build Trust and Get Extraordinary Results by
Judith E. Glaser

Core Ideas: Judith E. Glaser's “Conversational Intelligence” explores how leaders can use conversations to build trust,
partnership, and mutual success. Glaser argues that conversational intelligence—the ability to navigate and grow
through conversations—is a critical skill for effective leadership and collaboration. The book highlights how different
types of conversations (transactional, positional, transformational) impact relationships and outcomes within organiza-
tions.

Glaser presents a framework for enhancing conversational intelligence that includes understanding the neurochem-
istry of conversations, which can either build or erode trust. She discusses the importance of listening to connect (not
judge or reject), sharing aspirations and not just challenges, and co-creating realities through dialogues. The approach
is designed to transform organizational cultures by changing the way people interact daily.

Coverage by OrglQ: “Conversational Intelligence” directly supports OrglQ’s emphasis on Trust and Truth by detailing
how conversations can build or break these elements within an organization. Glaser’s insights into the neurochemical
effects of conversations enrich OrglQ’s understanding of psychological safety and the fundamental emotional needs
that underpin effective collaboration.

The book also touches on the Network, as effective conversational practices can enhance the connectivity and flow of
information across an organization. However, like other titles, it does not explicitly address the organizational struc-
tures of Clockwork or the dynamics among Pioneers, Guardians, and Lifelines.

What is Lacking: While Glaser’s work provides deep insights into interpersonal communication, it lacks a detailed ex-
ploration of how these conversational strategies fit into larger organizational strategies or structural frameworks like
those described in OrglQ.

Additional Insights Not in OrglQ: Glaser’s focus on the power of transformational conversations could be integrated
into OrglQ’s training programs to enhance leadership’s ability to foster open, innovative, and trust-filled environments.
This focus on the qualitative aspects of communication could further deepen the soft skills component of OrglQ.
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Comparison To Current Management Literature

In an independent quick analysis we let check some current management literature against OrglQ. We want to see
what matches, and what don’t. And maybe find some points that are clear in our minds, but yet not well described.

This analysis was done based on a short (two page) summary of the key concepts from OrglQ.

Let’s go ...

Good to Great: Why Some Companies Make the Leap... and Others Don't by Jim Collins

Core Ideas: Jim Collins analyzes eleven companies that made the leap from being average to great, sustaining extraor-
dinary success for at least 15 years. He introduces the concept of Level 5 Leadership, which combines personal humil-
ity with professional will. The book emphasizes disciplined people, disciplined thought, and disciplined action within a
framework called the Hedgehog Concept, focusing on what companies can be best at. Collins argues that technology
accelerates momentum but is not the primary cause of the transformation. He also introduces the 'flywheel' concept,
showing how momentum builds up over time through consistent effort.

Contradiction with OrglQ: The focus on a single, almost heroic leader in the Level 5 Leadership model contrasts with
OrglQ's emphasis on a decentralized leadership approach. OrglQ supports a networked system where leadership is
more fluid and distributed, rather than relying on a single visionary. Collins' structured, disciplined approach might also
seem rigid compared to the adaptable and dynamic nature of OrglQ.

OrglQ-Statement:

Alignment with OrglQ: Both models value discipline, specifically in the context of adhering to a core ideology and pur-
suing a clear vision. Collins’ ideas on using technology as an accelerator can complement OrglQ’s emphasis on leverag-
ing internal and external complexity effectively.

Drive: The Surprising Truth About What Motivates Us by Daniel H. Pink

Core Ideas: Daniel Pink argues that the traditional rewards-based motivation system (carrot and stick) is outdated and
ineffective in today's creative and knowledge-driven economies. He proposes that intrinsic motivation, which he di-
vides into autonomy, mastery, and purpose, drives higher productivity and satisfaction. Pink provides examples from
companies that have successfully implemented these principles to inspire and engage their employees. He discusses
how autonomy—the desire to direct our own lives; mastery—the urge to get better and better at something that mat-
ters; and purpose—the yearning to do what we do in the service of something larger than ourselves, fundamentally
change how organizations should lead.

Contradiction with OrglQ;: Pink’s emphasis on autonomy as a primary motivator might conflict with OrglQ’s structured
approach to roles and responsibilities within an organization. His model suggests that less control and more freedom
enhance performance, which might challenge OrglQ’s balanced, yet still somewhat directed, network interactions.
Pink's focus on individual motivations can seem at odds with OrglQ’s emphasis on organizational cohesion and struc-
tured interdependencies.

OrglQ-Statement:

Alignment with OrglQ: Both Pink and OrglQ see the value of aligning individual purposes with organizational goals to
enhance motivation and productivity. Mastery and continuous improvement are also key components of both frame-
works, fostering a culture of ongoing learning and adaptation.

The Innovator's Dilemma: When New Technologies Cause Great Firms to Fail by Clayton M.
Christensen
Core Ideas: Clayton Christensen explains why large, successful companies often fail in the face of disruptive technolo-

gies. He differentiates between sustaining technologies, which improve product performance, and disruptive technolo-
gies, which are initially inferior but rapidly improve and take over the market. Christensen argues that focusing too
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heavily on customer needs and profit margins can blind companies to disruptive opportunities. The dilemma arises be-
cause the business practices that make companies successful are also what make them prone to failure in the face of
innovation. He suggests that companies should develop separate divisions that operate with the autonomy to explore
disruptive technologies.

Contradiction with OrglQ;: Christensen’s recommendation to separate innovative units from the main operational body
can contradict OrglQ’s integrated network approach, where all parts of the organization are encouraged to interact and
adapt together. OrglQ’s emphasis on a balanced system might struggle with the radical autonomy and risk-taking
needed for disruptive innovation. The focus on disruption as a key to survival can be seen as at odds with OrglQ’s em-
phasis on stability and gradual adaptation.

OrglQ-Statement: Here we disagree with the contradiction. Most likely, because we where not clear enough or to condensed
with our model.

OrglQ addresses the challenges of disruptive technologies twofold: Pioneers and Solutions. The idea of the Network is that ev-
erything is somehow connected and related with everything in a complex way, but not the everything is the same. The Net-
work has a number of Solutions. And the Network has a number of different personalities, where we just mentioned Pioneers,
Guardians, and Lifelines.

And with upcoming disruptive technologies, the Network — or some Pioneers inside the Network — will react on this and pro-
vide a new Solution. They will explore and then the Guardians will “decide” when and how to adapt it. But these processes
will work in a subconscious manner; the organization is like a brain learning something new, without any hierarchical instance
telling him to do so.

Alignment with OrglQ: Both frameworks recognize the need for adaptation and the importance of being responsive to
changes in the external environment. Christensen’s ideas about understanding and leveraging emerging technologies
can complement OrglQ’s emphasis on matching internal complexity with external challenges.

These refined summaries and analyses provide a clearer view of how each book's ideas contrast with and align with
the OrglQ framework. Let me know if you want to continue with more books or focus on specific aspects further.

Leaders Eat Last: Why Some Teams Pull Together and Others Don’t by Simon Sinek

Core Ideas: Simon Sinek explores how leaders can create an environment of safety and trust within their organizations,
which leads to more cohesive and motivated teams. He discusses the importance of leaders sacrificing their own com-
fort for the well-being of team members, which in turn boosts cooperation and long-term success. Sinek uses biologi-
cal theories to explain why certain leadership behaviors cause specific neurochemical reactions that either enhance or
inhibit trust and teamwork. He asserts that when people feel safe and valued, they are more likely to collaborate and
innovate effectively. The book provides examples from military, business, and government to illustrate how successful
leaders make their employees feel secure.

Contradiction with OrglQ: Sinek’s emphasis on the leader-first approach, where the leader's sacrifice and role are cen-
tral to team cohesion, could contradict OrglQ’s model of distributed leadership and collaborative networks. OrglQ fo-
cuses more on system-wide dynamics rather than individual leader sacrifice. Additionally, Sinek's somewhat paternalis-
tic model may not fully resonate with OrglQ’s encouragement of independence and interdependence across all levels
of an organization.

OrglQ-Statement: As big fans of Simon’s work we need to disagree here. Maybe it’s only a slightly different perspective. When
you start an organization, you create the patterns the people will follow. And this is exactly what this book is about. And as we
also use the picture of a parent, that is okay. But yes, someday you have to let go. Still give purpose and direction, but no con-
trol.

And as leaders you will be also part of the organization. But in OrglQ everyone is a leader at some time. Leading in her or his
Network or Solutions. Basically the separation from leadership and authority is also one of the concepts you find in Simon
Sinek’s work.

And maybe we take this idea a step further.
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Alignment with OrglQ: Both theories stress the importance of creating a trusting environment as the foundation for
successful collaboration and innovation. Sinek’s focus on the biological and emotional aspects of leadership aligns with
OrglQ’s emphasis on psychological safety and deep soft skills.

The Lean Startup: How Today's Entrepreneurs Use Continuous Innovation to Create Radically
Successful Businesses by Eric Ries

Core Ideas: Eric Ries presents a methodology for developing businesses and products that center around the concept
of validated learning, rapid scientific experimentation, and a number of counterintuitive practices that shorten product
development cycles. The Lean Startup methodology encourages startups to put out products quickly to test market re-
actions and then learn and iterate based on real-world feedback. Ries argues that this approach reduces market risks
and sidesteps the need for large amounts of initial funding or expensive product launches that might fail. He empha-
sizes the importance of agile software development methods and the minimum viable product (MVP) strategy. The
Lean Startup is about adapting and adjusting before any large commitments are made.

Contradiction with OrglQ: Ries’ focus on speed and adaptability through MVPs and iterative cycles may conflict with
OrglQ’s structured approach, which includes more comprehensive planning and interdependencies. The Lean Startup’s
embrace of potentially rapid directional changes might be at odds with OrglQ’s emphasis on stable, gradual adapta-
tions within a complex network. OrglQ’s approach might also view the Lean Startup's acceptance of failure as risky for
long-term stability.

OrglQ-Statement: Here we disagree. What Ries describes is the core of an agile and very smart approach. This is exactly what
Networks do naturally. They are close to the customer, follow the purpose, and get things running. No bottlenecks and over-
complication.

OrglQ itself does not provide any methods on that, because for agile development there is great literature out there since
1986. This was the first “agile” paper, and it was from Japan.

OrglQ supports the experimentation even through our life-cycle model, where we call the first phase, when you explore un-
known ground, “exploration”.

Alignment with OrglQ: Both models value innovation and responsiveness to external changes. Ries’s principles of vali-
dated learning and continuous feedback can enhance OrglQ’s mechanisms for adapting to external complexities.

The No Asshole Rule: Building a Civilized Workplace and Surviving One That Isn't by Robert
Sutton

Core Ideas: Robert Sutton discusses how toxic people can undermine an organization and details strategies for creating
a more civilized work environment. He defines assholes as those who deliberately make coworkers feel bad about
themselves and who assert their own power through aggressive means. Sutton provides empirical evidence on the
detrimental impact of such behaviors on morale, turnover, and company performance overall. He offers actionable ad-
vice for identifying, outmaneuvering, or expelling destructive individuals from organizations. The book is a guide for
maintaining a supportive and positive workplace culture.

Contradiction with OrglQ: Sutton’s approach of identifying and removing negative individuals focuses directly on per-
sonnel management as a solution to organizational problems, which might contradict OrglQ’s broader systemic ap-
proach to enhancing collaboration and psychological safety through network dynamics and culture. The OrglQ frame-
work might argue that system changes and leadership strategies can mitigate negative behaviors more holistically.
Sutton's focus on individual removal might be seen as less constructive within the interconnected and supportive net-
work environment advocated by OrglQ.

OrglQ-Statement: We want to remove the behavior not the people. There are no toxic people, but people with toxic behavior.
Therefore, we should have a system, which indicates toxic behavior and does by no means rewards toxic behavior. Okay, if
people don’t want to change and cling to toxic behavior, we would follow also Sutton’s line of thought.
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The idea of the icebergs and the colors — Orange for trained deep soft skills, and Gray for untrained deep soft skills — is actually
the simplified psychological model for identifying “assholes”. But we see them differently. Because, if | call you an “asshole” —
and especially if you are in the management or C-level, you want say “oh, yes, you are right, | will change, | am so sorry”. Orga-
nizations with blooming assholes have been rewarding this behavior. And this comes from role models.

Alignment with OrglQ: Both views recognize the importance of a positive, respectful organizational culture in fostering
effective collaboration and ensuring employee satisfaction and productivity.

This structured analysis provides a deeper understanding of how these books contrast with and complement the OrglQ
framework, focusing on their key arguments, differences, and similarities. If there's more to explore or adjust, I'm here
to continue!

Scaling Up Excellence: Getting to More Without Settling for Less by Robert I. Sutton and Huggy
Rao

Core Ideas: Robert Sutton and Huggy Rao explore how organizations can scale up their operations effectively while
maintaining excellence. They discuss the challenge of spreading successful behaviors and mindsets across an expand-
ing organization without diluting their potency. The authors emphasize the necessity of cultivating and replicating or-
ganizational culture as companies grow. They introduce practical strategies such as “hot causes” and “cool solutions”
to inspire enthusiasm and support structured problem-solving. Sutton and Rao provide insights on balancing cus-
tomization and standardization, and the importance of eliminating negative behaviors that hinder scaling efforts.

Contradiction with OrglQ: Sutton and Rao’s emphasis on standardization and replication as means to scaling excel-
lence can contradict OrglQ’s focus on maintaining and respecting complex, adaptive networks that thrive on individual-
ity and interdependence. Their model could potentially stifle the unique contributions of different network nodes by
enforcing uniformity. Furthermore, the central role of top-down directives in scaling may conflict with OrglQ’s empha-
sis on decentralization and autonomy within networks.

OrglQ-Statement: We see the contradictions as true, but not so significant. With a small change in perspective they bring a
valuable enhancement on how we can synchronize along the network. Yes, we would give that tools to the network and don’t
enforce them in a centralized manner, because there is a break even between the benefits of unification and the cost of syn-
chronization. We would prefer to leave this to the Network, but encapsulate the idea of quality and “one voice to the cus-
tomer” inside the purpose. We should never believe that a single person is smarter than a well synchronized system.

Alignment with OrglQ: Both frameworks value the removal of negative influences and the propagation of positive or-
ganizational practices. They also share a commitment to excellence and the importance of a supportive culture as
foundational for success.

Outliers: The Story of Success by Malcolm Gladwell

Core Ideas: Malcolm Gladwell examines the factors that contribute to high levels of success, arguing that people com-
monly misunderstand these factors, emphasizing personal traits over contextual and cultural influences. Gladwell ex-
plores the backgrounds of highly successful people and finds that opportunities, family, culture, and timing often play
critical roles in shaping personal achievements. He challenges the notion of the “self-made” man by showing how his-
torically specific conditions can create opportunities for a few while denying them to others. The book introduces con-
cepts such as the “10,000-Hour Rule,” suggesting that mastery in any field requires immense, dedicated practice. Glad-
well’s narratives provide a broader sociological perspective on how success is achieved, emphasizing the importance of
external conditions.

Contradiction with OrglQ: Gladwell’s focus on the significant impact of external, often uncontrollable factors on indi-
vidual success might challenge OrglQ’s model, which emphasizes internal structures and the deliberate design of roles
and networks to foster success. His view could be seen as underplaying the ability of organizations to shape their des-
tinies through internal configurations and collaboration. Furthermore, the emphasis on cultural legacy and timing may
contradict OrglQ’s focus on adaptable, learned behaviors within the organizational network.
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OrglQ-Statement: We agree with that partly. When we talk about complexity, it is, from the perspective of cybernetics, what a
system needs to deal with external, uncontrollable factors. But yes, we focus mainly on the system perspective. What can a
group of people achieve, what a single person can't.

What Gladwell says is true, but maybe not so relevant anymore. And the “10,000-Hour Rule” is also a bit more complex, as
presented. Or actually it has such a huge distribution that it is hard to see as a rule.

Nevertheless, OrglQ knows about the demand of competence. The people inside the Network need to be competent and con-
stantly learning. This can be achieved through a combination of the Clockwork and the Network. But especially the Network
fosters a mutual inspiration and learning. The goal is to achieve the best productivity for the whole system.

Alignment with OrglQ: Both Gladwell and OrglQ recognize the importance of context and environment in shaping out-
comes, though Gladwell focuses more on individual success while OrglQ addresses organizational effectiveness.

The Starfish and the Spider: The Unstoppable Power of Leaderless Organizations by Ori Brafman
and Rod A. Beckstrom

Core Ideas: Ori Brafman and Rod Beckstrom present a compelling argument for the power of decentralized, leaderless
organizations, which they compare to starfish (decentralized) versus spiders (centralized). They argue that decentral-
ized organizations can grow rapidly, adapt more quickly, and are more resilient in facing challenges than their central-
ized counterparts. The book explores historical and contemporary examples of such organizations, showing how de-
centralization can lead to innovation and large-scale changes. The authors discuss how the absence of a formal leader-
ship structure can allow these organizations to not only survive but thrive, especially in volatile environments. They
also examine the challenges of maintaining coherence and consistency without a central command structure.

Contradiction with OrglQ: The radical decentralization promoted by Brafman and Beckstrom might contradict OrglQ’s
still structured approach to organizational dynamics, which includes defined roles and some level of centralized over-
sight through the Clockwork mechanism. OrglQ’s model involves a balance between autonomy and a coordinated cen-
tral strategy, which might seem restrictive or overly structured compared to the leaderless model.

OrglQ-Statement: Completely true. We still want to balance both sides. Seeing the Clockwork as representative of the Neo-
Cortex, and the Network for the Limbic-System, we have both, we use both, and we need both. | personally love radical ideas,
but I am also a Pioneer. Therefore, OrglQ’s Network fits in perfectly, but yes, we are more balanced.

Alignment with OrglQ: Both models value the principles of networked connectivity and adaptability, recognizing the
strength that comes from distributed, interconnected nodes (or individuals) within an organization.

The Hard Thing About Hard Things: Building a Business When There Are No Easy Answers by Ben
Horowitz

Core Ideas: Ben Horowitz offers insights from his experiences as a startup founder and venture capitalist, focusing on
the tough decisions and harsh realities of managing a business. He discusses the importance of making difficult deci-
sions, often without clear answers, and how to manage and lead under extreme stress. Horowitz provides advice on
handling layoffs, managing problematic employees, and navigating complex negotiations. He emphasizes that there
are no one-size-fits-all solutions in leadership, advocating for directness, transparency, and the willingness to confront
uncomfortable truths. The book is both a practical guide and a moral support for leaders facing the inevitable chal-
lenges of running a company.

Contradiction with OrglQ: Horowitz’s emphasis on individual leadership challenges and the often solitary nature of de-
cision-making can contradict OrglQ’s emphasis on collaborative decision-making within a networked environment. His
focus on the harsh realities of leadership might also underplay the structured support systems that OrglQ advocates
for within organizations. Additionally, the emphasis on handling crises and extreme situations may not align with
OrglQ’s focus on maintaining equilibrium and proactive adaptation.
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OrglQ-Statement: We believe that this analysis is completely true. This may have several reasons. Especially in the first phase
of starting an organization, the system is not yet there. So all what Horowitz says, applies in these situations and is not in the
scope of OrglQ.

But also the book seems to focus more on management, and maybe still in the “only Clockwork” perspective. Therefore, still
burdening too much on single managers, instead of starting an independent and autonomous system.

Alignment with OrglQ: Both perspectives recognize the importance of transparency and direct communication in fos-
tering effective leadership and organizational health. Horowitz’s real-world advice can complement OrglQ’s more theo-
retical model by providing grounded strategies for leadership in practice.
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Comparison To Current Leadership Literature

To ensure the OrglQ framework remains relevant and comprehensive, it's crucial to consider a broad spectrum of con-
temporary thought on organizations, leadership, and collaboration. Here are several influential publications that could
offer additional perspectives or challenge some aspects of OrglQ:

Reinventing Organizations: A Guide to Creating Organizations Inspired by the Next Stage of
Human Consciousness by Frederic Laloux

» Summary: Laloux explores evolutionary organizational structures and proposes a model where organizations oper-
ate with high levels of autonomy and community driven by a deeper purpose. This book introduces concepts like
self-management, wholeness, and evolutionary purpose, which are seen in what Laloux calls “Teal organizations.”

» Relevance: This book might challenge OrglQ by questioning traditional hierarchical structures and emphasizing a
more radical decentralization and self-management than OrglQ might currently advocate.

OrglQ-Statement: From OrglQ perspective we take it even one step further. Laloux still has one model of the organization in
mind. Which is “teal” in it’s most evolved form. And we love the work and the later models and tools based on his work.

Nevertheless, Laloux is still stuck on the model level, and has no access to the “reality” we capture with our Network ap-
proach. Because even the most advanced model is just a model, and therefore restricted (wrong).

An Everyone Culture: Becoming a Deliberately Developmental Organization by Robert Kegan and
Lisa Laskow Lahey

» Summary: Kegan and Lahey introduce the concept of Deliberately Developmental Organizations (DDOs), which are

companies that focus intensely on personal and professional development at all levels. These organizations view in-
dividual growth and organizational goals as mutually reinforcing.

» Relevance: This concept might reveal blind spots in OrglQ related to personal development and its integral role in
organizational success, pushing beyond traditional development programs to a more integrated approach.

OrglQ-Statement: The collaboration elements are mainly about personal development, which we call training of the DSS. But

for sure, applying OrglQ you need to rely on additional material. OrglQ is not complete on the method level, because there is
so much excellent material available.

The Culture Code: The Secrets of Highly Successful Groups by Daniel Coyle

» Summary: Coyle examines successful groups like U.S. Navy SEAL Team Six and the San Antonio Spurs to understand
what makes them effective. He identifies three key skills that lead to cohesion and success: building safety, sharing
vulnerability, and establishing purpose.

» Relevance: This book could augment OrglQ by emphasizing the importance of vulnerability and safety in creating
successful collaborative environments, possibly challenging OrglQ's approach if it underemphasizes these aspects.

OrglQ-Statement: The challenge of a framework is to be rather complete on the level of relevant aspects. Therefore, everyone
of those aspects gets less attention. But building trust by being vulnerable, leading to an (emotional) safe environment, and
giving direction through a strong purpose, is part of OrglQ. And an important one.

Dare to Lead: Brave Work. Tough Conversations. Whole Hearts. by Brené Brown
» Summary: Brené Brown discusses the role of vulnerability and empathy in leadership, arguing that understanding

and addressing emotions at work can lead to more effective leadership and organizational outcomes.

» Relevance: Brown’s emphasis on emotional intelligence and vulnerability could challenge or complement OrglQ's
frameworks, particularly if OrglQ does not sufficiently address the emotional and interpersonal dynamics of leader-
ship.
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OrglQ-Statement: Leadership is included in the model, but more on the framework level. For sure, OrglQ only provides the
starting point for delving deeper. OrglQ deliberately only forms the framework into which the appropriate methods must be
inserted.

The Fifth Discipline: The Art & Practice of The Learning Organization by Peter Senge

» Summary: Senge introduces the concept of learning organizations, which are structured to facilitate continual
learning and adaptability within their teams. He emphasizes systems thinking, personal mastery, mental models,
shared vision, and team learning as the five disciplines necessary for such organizations.

» Relevance: Senge’s focus on systems thinking and continuous learning could help evaluate whether OrglQ ade-
quately supports ongoing adaptation and learning within its framework.

OrglQ-Statement: The core of OrglQ’s definition of intelligence is based on learning systems. But not only cognitive, but also
in the emotional and social sense. Learning on all levels and through all tools. The decentralized approach is very similar to the
OrglQ collaboration approach.

Thinking, Fast and Slow by Daniel Kahneman

» Summary: Kahneman explores how two systems of thought—the fast, intuitive, and emotional; and the slow, delib-
erative, and logical—influence decision-making.

» Relevance: This book’s insights into cognitive biases and decision-making processes could highlight potential over-
sights in OrglQ’s assumptions about rationality and decision-making in organizational settings.

OrglQ-Statement: Many aspects of the elaboration of Neocortex and Limbi are based on this work. But we build a simplified
model, which is easier to use in practice. But of course we encourage you to read the original literature.
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Gary Vee

We address Gary Vee especially, because on the integration of the emotional aspects he has currently a pioneer posi-
tion in business.

Gary Vaynerchuk, often known as Gary Vee, is a prominent entrepreneur, author, speaker, and internet personality
who is particularly known for his expertise in digital marketing and social media. His approach to business is character-
ized by a strong emphasis on branding, the power of digital platforms, and the importance of personal hustle and
adaptability. He advocates for strong, authentic communication and a deep understanding of consumer behavior. Eval -
uating OrglQ in the light of Gary Vaynerchuk's work involves considering several facets of his philosophy:

Adaptability and Speed

Gary Vaynerchuk’s Perspective: Gary Vee often talks about the importance of speed and adaptability in today's fast-
paced digital landscape. He believes that businesses need to be agile, ready to pivot, and quick to embrace new tech-
nologies and marketing strategies to stay relevant and competitive.

OrglQ Consideration: OrglQ emphasizes an organization's internal complexity matching the external complexity it
faces. In this light, Vaynerchuk’s insistence on speed and adaptability can be seen as an external pressure that OrglQ-
equipped organizations should be prepared to match. OrglQ's structured yet adaptive network might benefit from in-
tegrating more of Vaynerchuk’s emphasis on rapid innovation and responsiveness to market changes.

Personal Branding and Consumer Engagement

Gary Vaynerchuk’s Perspective: He places a significant focus on the power of personal branding and direct consumer
engagement. Vaynerchuk’s strategy involves using social media platforms to create a personal connection with audi-
ences, believing that these authentic interactions are key to building trust and loyalty.

OrglQ Consideration: While OrglQ deals with organizational structure and dynamics rather than personal branding,
the principles of transparency and trust are common to both. OrglQ could incorporate Vaynerchuk’s strategies for per-
sonal engagement into its framework by encouraging leaders and team members within the organization to foster
open, authentic connections both internally and externally. This could enhance the trust and truth elements of OrglQ.

Content Creation and Communication

Gary Vaynerchuk’s Perspective: Gary Vee stresses the importance of content creation as a tool for engagement and
brand building. He advocates for producing high volumes of content tailored to different platforms and audience seg-
ments to maximize reach and impact.

OrglQ Consideration: OrglQ’s focus on networked communication and collaboration can benefit from Vaynerchuk's
content-centric approach by leveraging internal content to enhance knowledge sharing and innovation. Adopting his
multi-channel strategy could help disseminate the organization’s core values and goals more effectively, both internally
and externally.

Entrepreneurial Spirit and Organizational Culture

Gary Vaynerchuk’s Perspective: He embodies and promotes an entrepreneurial spirit that values passion, persever-
ance, and risk-taking. Vaynerchuk encourages a culture of innovation and personal accountability, which he sees as vi-
tal for business growth and success.

OrglQ Consideration: While OrglQ supports a balanced role distribution and structured collaboration, integrating
Vaynerchuk’s entrepreneurial spirit could invigorate OrglQ’s model by emphasizing the role of Pioneers—those within
the organization who drive innovation and change. This could enhance OrglQ’s ability to remain dynamic and competi-
tive in a changing business environment.

Conclusion

In light of Gary Vaynerchuk's work, OrglQ can be seen as a complementary framework that provides the structural sup-
port necessary for the kind of dynamic, entrepreneurial culture Vaynerchuk advocates. However, OrglQ could further
benefit from a stronger emphasis on personal branding, rapid content deployment, and a more pronounced celebra-
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tion of entrepreneurial values within its network dynamics. By adapting some of Vaynerchuk’s strategies, organizations

following OrglQ could enhance their external engagement and internal innovation processes, making them more re-
silient and responsive in today’s digital age
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