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With the imperative to survive as a given, organizations today are little different from 

those of a century ago.  Those that adapt quickly to changing circumstances enjoy the 

riches of success, and those that do not are devoured.  Following one simple piece of ancient 

wisdom can guide organizations to a path that will ensure survival: 

 

 “Know Thy Self.” 

 

Managing Intellectual Capital (MIC) begins with knowing what we know.  That is, we must 

inventory thoroughly the Knowledge, Skills, Attitudes, Accomplishments (Products), 

Networks and Interests of all of the people working for the organization.  This inventory 

must be made visible and searchable to all within the organization in order to facilitate 

dialogues which will foster the development of new knowledge.  Knowledge at the 

individual level must then be aggregated at the organizational level. 

 

The levels of knowledge held by individual workers determines their levels of competence, 

and thus establishes the limits for the quality and/or the efficiency of their outputs.  While 

workers may choose to devote time to developing Knowledge, Skills and Attitudes, the 

speed of their progress with such learnings will be accelerated by the guidance of others 

who have expertise in those areas.  Similarly, multiple workers exploring common areas of 

learning can do so more efficiently by collaboratively focussing on agreed parts 

individually, and then sharing and discussing their findings with each other.   
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Organizations have databases of information about individual workers held in Human 

Resources files, in the form of Resumes and Performance Reviews.  To the extent allowed 

within the bounds of Personal Privacy concerns, all of this information must be made 

readily available to all within the organization.  In the interest of fostering dialogues which 

would lead to the growth and development of the organization as a whole, information 

about workers must be made as public as is reasonably allowable by law. 

 

Protestations may arise from some employees about the public disclosure of their 

Intellectual Capital (IC) information that is used in their employment relationship.  

Bluntly, the counterpoint to such arguments is precisely that:  all of the information to be 

disclosed is germane to their employment relationship.  The purpose of these disclosures is 

to ensure that there will be a lasting and profitable employment relationship that will 

maximize their opportunities for career development and growth within a thriving 

organization. 

 

The differences in attitudes about the public disclosure of IC is at root one of the 

organizational culture.  Some organizations are very open with sharing this kind of 

information, while others are very secretive.  By the same token, some organizations are 

comprised of individuals who routinely share information collaboratively with others at all 

levels, while other organizations are comprised of individuals who share very little 

information willingly with anyone.   
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The culture of an organization is established fundamentally by its vision and mission 

statements, and by the practices that embody these words.  While these statements are 

merely words, they have the power of hypnotic suggestions in liberating or constraining 

individuals through their beliefs about what is possible within the organization, and what is 

championed by the organization.  Essentially, these statements will determine the direction 

and character of the growth and development of the organization, with stagnation, chaos, 

and demise as one set of possibilities.   

 

While the vision defines the purpose of the organization and where it wants to be in 

the future, the mission statement provides specific details as to the how. The vision 

statement sets the tone of leadership, the style of management, the culture of the 

organization, and its overall identity and social character. The mission statement 

defines the value proposition that the organization intends to deliver to its 

customers, the distinctive competencies that will enable the organization to deliver 

such value, and the position the organization aims to attain and sustain in its target 

market. (Al-Ali, 2003, pp. 260-261) 

 

In 2014, the least costly and most effective approach for an organization for the posting and 

accessing of information about individual workers may be to utilize a social media site such 

as LinkedIn – on a formal basis. This kind of site offers the immediate advantages of global 

networking capacity for initiating both internal and external dialogues relating to the 

business of the organization.  For a relatively small organization this would minimize the 

https://www.linkedin.com/
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needs for internal IT expertise and capacity, and the costs associated with these.  

Otherwise, a program such as Microsoft SharePoint may serve well for these purposes.   

 

For inventories of IC to be maximally useful, they must be organized in such a way as to 

facilitate quick and easy location of particular aspects.  The creation of such a database 

requires that some kind of functional taxonomy be utilized for codification, as may be 

exemplified by a library organized with the Dewey Decimal Classification.  Establishment 

of such a codification system must include considerations of the historical stability of the 

approach taken, particularly with respect to any associated software such as BibTeX.   

 

Hiring of an expert consultant for guidance during the establishment of such a database 

would serve to ensure that the system would be as effective and efficient as possible, with 

the specific needs of the particular organization in mind.  Given that significant changes 

later to such a database may prove very difficult and/or expensive, spending time and 

money on this during the design and development phases would be fiscally prudent.  A well 

designed database will quickly reveal how many times an organization has invented the 

wheel, the precise specifications of these products of genius, exactly where they are now 

collecting dust, and their total costs to date.  

 

Archival arrangements must be thorough and logically sensible, so that the successors of 

those who generated the materials may absorb quickly and fully these rich stores of IC as 

they require.  To maximize the benefits of the tacit IC that is stored within the minds of 

present employees, organizations must undertake an active program of extracting and 

http://office.microsoft.com/en-ca/sharepoint/sharepoint-2013-overview-collaboration-software-features-FX103789323.aspx
http://www.oclc.org/dewey.en.html
http://en.wikipedia.org/wiki/BibTeX
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explicitly documenting this knowledge in the form of position handbooks as part of a 

program of succession planning.  Such succession planning will mitigate the losses of IC to 

the organization when employees with special knowledge depart, and it will accelerate the 

development of replacement employees at minimal costs of time and money.  (To be clear:  

ALL knowledge pertinent to the functioning of the organization is special.)  

 

For small organizations operating in relatively remote locations, a corporate partnership 

with a local library system for guidance with this project might prove a mutually beneficial 

synergy.  Such a relationship could be advertised, which would serve to maximize the 

organization’s exposure and profile in the community, with the intent of engendering 

goodwill with the public.  In effect, the development of the organization becomes part of the 

development of the community through such collaborations.  This is an example of 

alliances based on mission alignments, where IC may be found external to the organization 

but readily available for utilization at a relatively low cost.   

 

The approach is summed up by Woodrow Wilson’s aphorism, quoted by Benbow:  “I not 

only use all of the brains I have, but all I can borrow” (2007, p.3).  Wilson’s genius lay in 

his appreciation for the knowledge of others and in his willingness to collaborate 

systematically in drawing together the information that he required for decision making in 

the most efficient way possible.  The pressing needs for innovating solutions for complex 

and rapidly evolving problems during his 1913 – 1921 presidency ultimately drove his 

vision of the League of Nations, which led directly to the United Nations and its mission 

today.  

https://www.cia.gov/library/center-for-the-study-of-intelligence/csi-publications/csi-studies/studies/vol51no4/pdf-files/Benbow-All%20the%20Brains-PDF-Web(U).pdf
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Wilson’s practices, and the practices of the United Nations, are examples of the value and 

power of dialogues for problem solving in the interests of survival.  At root, all any 

organization does is solve problems of various kinds.  The efficiency and effectiveness of the 

problem solving, however, hinges largely on the quantity and quality of the dialogues 

engaged with by the individuals who comprise the organization.  

 

Organizations can craft a mission statement that will encourage the initiation of dialogues, 

and implement policies that will foster and support these dialogues to best effect for 

ensuring survival.  The desired result is that everyone in the organization will be engaged 

in dialogues focused on finding ways to ensure the survival of the organization, at all times.  

These dialogues may be strictly internal or may include external parties.  Facilitating the 

flow of these many dialogues, and organizing their products into readily accessible 

resources for all, is necessary in order for them to be of maximum value to others within 

the organization who were not directly engaged in the conversations, including over the 

span of time. 

 

Areas of particular interest for the organization can be chosen as focal points for dialogues 

through the establishment of dedicated Communities of Practice (COP). A COP allows 

participation by anyone who shares an interest in the topic area regardless of their formal 

organizational function.  This draws ideas from a much larger pool of experiences and 

perspectives, with a greater potential for the synthesis of disparate ideas, and also serves to 

develop the knowledge base of those who would otherwise not be part of such conversations 
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by dint of their positions.  As Helbing and Balietti have put it, COP’s are innovation 

accelerators.  

 

Capabilities and attributes identified as necessary for innovation include: 

 

 collaboration, teamwork, mentoring, playing to lose and dealing with ambiguity 

 building networks and knowledge sharing 

 questioning, problem solving, critical thinking and thinking outside the square 

 listening and communication 

 thinking across disciplines, lateral thinking, making connections and 

improvising 

 leadership (at all levels), confidence/resilience and willingness to take risks 

 deep technical knowledge 

 a global mindset.1 (Innovation and Business Skills Australia, 2009) 

 

Freely contributing inputs to a COP can be part of the higher purpose of membership in an 

organization, much like the raising of voices in a choir for the sheer joy of the experience of 

producing sounds that would otherwise be impossible for any one individual.  The 

relatively recent phenomenon of the crowd-sourcing of solutions has shown the value of 

this approach in engaging the public, as well, as exemplified by InnoCentive.  The 

generation of practical solutions are the successes of teams rather than individuals, and 

strengthen a sense of belonging to the organization and loyalties towards its members.  

http://arxiv.org/abs/1011.3794
https://www.ibsa.org.au/sites/default/files/downloads/CP-INN01.pdf
http://www.innocentive.com/
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These experiences lead to individuals staying with an organization which is evidently 

underpaying them relative to competitors, because they feel otherwise richly rewarded. 

 

A COP with a particular business purpose may be relatively short lived.  Given that new 

problems will always arise, however, opportunities will present for the development of new 

COP’s which will appeal to different constellations of individuals.  Ongoing COP’s may be 

fostered for general dialogue around a subject area that is part of the core business of an 

organization.  In any case, COP’s lead to the development of the organization’s IC – and 

enhance the career mobility of aspiring individuals.  

 

While public COP’s with members from all walks of life from around the world may 

receive unreserved frank thoughts, as is the case with the UNESCO-UNEVOC e-forum, 

corporate COP’s may be hampered by a historical culture of deference to positional 

authority.  Such deference to positional authority has been determined to be the root cause 

of notable air and sea transportation disasters resulting in mass fatalities, as well as other 

corporate calamities.  To be effective, COP’s must be provided administrative tools that 

circumvent deference to positional authority. 

 

Survey tools such as used in the RAND Delphi Method allow for anonymous contributions 

of ideas, and criticism of the ideas of others, in a process of refinement and consensus 

building.  Anonymity is seen as key to the letting loose of unfettered responses, as all 

aspects of positional, social, academic or reputational authority are removed from the 

equation.  Today, anonymous surveys can be collected and analyzed quickly through the 

http://www.unevoc.unesco.org/go.php?q=e-Forum%20-%20Message%20Board
http://www.rand.org/topics/delphi-method.html
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use of online sites such as Survey Monkey, and new knowledge can then be rapidly 

assimilated for reflection into a flow of iterative decision making. 

 

This process of surveys, feedback, and the use of the generated information in virtuous 

cycles could be used to craft an organizational mission statement, and to build a consensus 

of understanding about the priorities that must be addressed for ongoing decision making.  

A key purpose here is to provide as much statistical information about and for the 

organization as quickly as possible.   

 

If technologically practical, my suggestion for an approach to doing regular corporate 

surveys would be as follows: 

 

1. When first logging in to a corporate email account for the day – and before any mail 

can be opened -- a single survey question must be answered. 

2. Survey responses would be submitted as anonymous contributions. 

3. Survey results would be publicly posted on the corporate website. 

4. A different survey question would be presented every business day. 

 

Following are but ten examples of survey questions focused on change management within 

an organization, as adapted from the Center for Effective Organizations: 

 

a) Which is the highest priority for our organization?  (Pick one of the options shown.) 

https://www.surveymonkey.com/
http://ceo.usc.edu/pdf/Worksheets%20and%20Exercises%20(from%20Oct%202013%20USC_CEO%20Chg%20Mgmt%20Program).pdf
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b) To what extent are our stated values lived out, day-to-day, in the organization?  

(Rate on a scale of ten.) 

c) How clear is it what outcomes our organization really cares about?  (Rate on a scale 

of ten.) 

d) How clear and well accepted is the business case for why our organization is going 

through this transition?  (Rate on a scale of ten.) 

e) How well has our organization diagnosed its strengths and weaknesses with respect 

to the strategy of the organization?  (Rate on a scale of ten.) 

f) How well suited are the people tasked with the change design processes, in terms of 

their Knowledge, Skills, and Attitudes?  (Rate on a scale of ten.) 

g) How do people outside our organization actually describe its reputation, personality, 

and brand? (Rate on a scale of ten.) 

h) How effectively has our organization presented a systematic exposure to new ways 

of organizing, and new business and work models, to enable employees to go beyond 

current ways of doing things?  (Rate on a scale of ten.) 

i) Is our organization taking sufficient feedback readings of whether the transition 

activities are accomplishing their stated purposes?  (Rate on a scale of ten.) 

j) How does this transformation process need to differ from prior processes to signal 

that changing – not stability – will be the way of life for our organization?  (Pick one 

of the options shown.) 

 

Such an approach to using surveys serves a dual purpose:  informing the organization 

about itself, and informing the employees about the organization.  The desired situation is 
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congruency between the stated purposes and values of the organization and the perception 

by the employees of those attributes with regards to themselves.  When the balance is 

struck, the organization may rightly believe that the employees are aligned with the 

corporate mission and are attuned to its messaging.   

 

In this circumstance the organizational culture may well be described as being vibrant, and 

the organization may be said to have come fully to life.  Achieving an effective group mind 

phenomenon transforms the organization from being a mere collection of purposeful 

individuals into a team working together fluidly with a singularity of purpose. Relative to 

the capabilities of a disjointed collection of individuals, such a team is a giant with 

“collective intentionality” and “socially distributed cognition” that profits from an 

“assembly bonus effect” (Theiner, 2014).  

 

An organization may choose how to walk upon the land, whether as a scattering band of 

dwarves or as a steadfast giant.  The questions are:   

 

 Does it know what it wants to be? 

 Does it know how to get to where it wants to be? 

 Does it have the resources necessary to achieve what it wants? 

 Does it have the commitments necessary to achieve what it wants? 

 

The answers to these questions are left for you to ponder, Dear Reader – with regards to 

your own special case. 

https://www.academia.edu/2344155/A_Beginner_s_Guide_to_Group_Minds
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