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This edition looks forward to some trends that Harvard Business School 
professors see as significant for 2022; a reminder that micromanagement 
does not work as some companies invest in spyware to monitor their 
remote workers; and a timely reminder of the theories of three behavioural 
science pioneers which are still relevant today. Finally, rather than a 
promotion of my own books - a review of the new book from my old friend 
and colleague Duncan Christie-Miller. 
  
If you would like a downloadable pdf of this edition. it is published on my 
website, along with copies of all past editions, click here. 
 
Enjoy, and stay healthy and safe... 
 
Geof Cox 
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Trends for 2022 
As 2022 gets underway Harvard Business School asked its faculty to highlight 
some trends worth watching in the coming year. Here are three, which I have 
edited, that have particular relevance to organisations. 
 
Businesses face a changed workforce 
First, Joseph Fuller, co-lead of the Managing the Future of Work initiative: 
employers will need to address the full impact of COVID on human resource 
management which has accelerated a number of trends that were latent in 
the labour market before the onset of the pandemic. These now need to be 
reflected in human resource strategy. And the disruption may be far beyond 
what most imagine. 
 
Companies will have to re-engineer every core process to account for 
changes in workforce demographics. Companies will need to open up hiring 
protocols and relax the many conditions in order to attract a sufficient 
number of applicants to meet their needs. Assumptions that low-wage 
workers will turn over at a high rate will need to be challenged, and more 
emphasis placed on up-skilling programmes to dramatically improve their 
retention rate and minimise turnover, as the job market tightens. 
 
At the high skill end of the market, COVID has caused many workers to 
reconsider the role of work in their lives. Firms need to reshape their job 

Snippets 
A collection of thought provokers and 
quotations…  
 
"Life is not fun when you're banging your 
head against a brick wall all the time.” 

John McEnroe 
  
“Change is not a threat, it’s an 
opportunity. Survival is not the goal, 
trans-formative success is.” 

Seth Godin 
 
Clarke’s Third Law: "Any sufficiently 
advanced technology is indistinguishable 
from magic.” 

Arthur C Clarke  
 
"Motivation is an external, temporary 
high that pushes you forward. Inspiration 
is a sustainable internal glow (that) pulls 
you forward." 

Thomas Leonard 
 



descriptions to retain talent to attract and retain high quality, highly 
employable staff who want to make a difference and have a flexible, 
work/life balance friendly contract. 
 
Coalitions and climate change 
Next, Rosabeth Moss Kanter, Professor of Business Administration: 2022 will 
be dominated by visions of a green future, but one that is frustrated by 
politics. Big national political issues, like the future of democracy, are in the 
air and in the media. These contentious political divides will undoubtedly be 
echoed in heated conversations inside workplaces, where the work culture is 
stressed with the continuing pandemic uncertainty. Employee loyalty has 
waned and resistance grown. Leaders from every sector will need to work 
together and listen to community voices to set priorities. And, even if there 
is increased national funding for climate change proposals there will be tough 
political choices to be made at local level. How should coastal cities react to 
rising sea levels—build natural barriers or concrete sea walls? How can low-
income communities afford to green buildings when residents struggle with 
paying utility bills? 
 
Expectations for business leadership will be greater than ever. For example, 
developers will be expected to not just comply with building codes but 
actively contribute to crafting higher environmental standards. Bankers will 
be asked to promote green ideas. With diversity (eventually) rising in 
executive ranks, representation of the needs of vulnerable and other 
minority populations will be demanded. 2022 could be the year of the 
coalition—the ability to work across divides to align independent 
organisations behind a shared agenda in pursuit of a greater purpose of 
healthier communities and a greening economy. 
 
Workers gain more power 
Julie Battilana is a Professor of Business Administration and Professor of 
Social Innovation. Her thoughts reflect the reality of the Omicron variant 
laying bare a multidimensional crisis. Not just a public health crisis, but 
deepening economic and social crises characterised by rising inequalities, 
and an increasingly severe environmental crisis. This multidimensional crisis 
is fundamentally a crisis of power concentration—the control of valued 
resources has shifted over the past decades into the hands of a small 
minority, which has also accelerated the destruction of the planet.  
 
If we continue as is, there will be further inequalities and the destruction of 
the planet. Professor Battilana dares to rethink and reform our economic and 
social systems by power sharing—the structural redistribution of resources 
from the hands of the few to the many—within companies as well as nations. 
Corporations have contributed to creating and continuing social and 
economic inequalities, particularly by prioritising shareholder value and 
short-term financial gains, at the expense of employee, climate, and societal 
welfare—thus contributing to this crisis of power concentration. In 2022, 
innovative business practices meant to empower employees and give them 
a real say in their companies’ decision-making process will need to be 
accelerated. 
 

"It is by logic we prove; it is by intuition 
we discover.” 

Henry Poincare 
  
“You must either modify your dreams or 
magnify your skills.” 

Jim Rohn 
 
"The place to improve the world is first in 
one's own heart and head and hands, and 
then work outward from there.” 

 Robert Pursig 
  
“A learned blockhead is a greater 
blockhead than an ignorant one." 

Benjamin Franklin 
 
"There is nothing more difficult to plan, 
more doubtful of success, nor more 
dangerous to manage than the creation of 
a new system. For the initiator has the 
enmity of all who would profit by the 
preservation of the old institutions, and 
merely lukewarm defenders in those who 
should gain by the new ones."  

Machiavelli. 
 
“You should keep on learning as long as 
there is something you do not know.” 

Lucius Annaeus Seneca  
 
"Imagination is more important than 
knowledge. Knowledge is limited. 
Imagination encircles the world.”  

Albert Einstein 
  
"It is not the hearing that improves life, it 
is the listening” 

 Mihaly Csikszentmihaly 
  
"Everybody was feeling each other's note 
or chord, blending with each other 
instead of trying to cut each other” 

 Louis Armstrong 
 
"What we have to learn to do, we learn by 
doing.”  

Aristotle 
 
"We have to have experts to find answers 
to the difficult questions, but what I am 
interested in is who is going to ask the 
right bloody questions."  

Reg Revans 
 



There is growing evidence of workers quitting their jobs in search of better 
work / life arrangements. The old hierarchical model no longer suits 
employees; they want to have a say in their working conditions and they 
aspire to find more meaning at work. Truly inclusive workplaces are required, 
not just one-off diversity trainings or publicity campaigns, to respond to this 
trend. 
 
USEFUL LINKS  
Click here to access the complete article from Harvard Business School News 
New Directions offers consultancy and training on inclusive strategic 
decision making and engagement practices.  For more information Click here  

“There are no mistakes, no coincidences, 
all events are blessings given to us to 
learn from.” 

Elisabeth Kubler-Ross  
 
“Learning is when you suddenly 
understand something you've understood 
all your life, but in a new way.” 

Doris Lessing  
  

Micromanagement is not the answer 
Software programmes that track keyboard activity, websites visited, monitor 
the speed warehouse workers pick and pack items—all send an unmistakable 
signal from leaders to their employees of distrust. It is micromanagement—
and, like its face-to-face cousin, it is the embodiment of bad leadership and 
is certain to disengage even the most loyal workers. 
 
The reason micromanagement is so detrimental to worker happiness and 
productivity can be explained in part through self-determination theory: to 
feel motivated, people have to fulfil three core needs: competence, 
autonomy, and relatedness (or being part of a team). Micromanagement cuts 
against all three of these. Shadowing every move suggests a lack of faith in 
their ability to do their job. It diminishes their autonomy. It destroys 
relatedness by forcing people to only focus on task completion, treating them 
as if they are machines.  
 
Neuroscience also reveals why micromanaging is counterproductive: the two 
most fundamental needs of the human brain are security and autonomy, 
both of which are built on trust. Leaders who instill a sense of trust in their 
employees foster that sense of security and autonomy and, in turn, loyalty. 
When leaders micromanage their employees, they undermine that sense of 
trust, which tends to breed evasion behaviours. It’s a natural brain response. 
Micromanagement constantly triggers the short-term, survival 
thinking, flight-fight-freeze response not long-term thinking which considers 
consequences and relationships—so it is detrimental to both social 
interactions and task completion 
 
Micromanaging gives a manager an illusion of control. The mass of data 
collected observing inputs does not track enthusiasm, commitment, or the 
satisfaction of either workers or customers. Employees focus on evading 
punishment rather than seeking reward. So why do managers do it? In my 
experience, micromanaging derives from three predictable causes: 
managers who do not know how to actually manage people; and workers 
insufficiently trained or resourced to do their jobs well; and a reliance on 
metrics that fail to measure what matters. 
 
So, there are three antidotes: 

• Education about how humans achieve peak performance, make 
decisions, and work together. Both psychology and neuroscience 
have masses of evidence on the development of individuals and 

Revisiting the ideas of 
three culture pioneers 

A recent article looks at the ideas of three 
“oldies but goodies" still relevant today. 
 
Leon Festinger developed the theory of 
cognitive dissonance which proposes that 
if you believe a certain thing, but your 
actions do not line up with that belief, you 
will feel uneasy until you modify either 
your beliefs or your actions (or both). His 
ideas are still relevant because leaders 
today need to ensure that the promise of 
the mission is acted out in words and 
actions. If not, it will dampen the impact of 
the company’s message and breed 
discontent which leads to frustrated, 
dissatisfied employees and customers. So, 
leaders should make changes to align 
culture with your business goals.  
 
Frederick Herzberg is best known for 
developing the concept of job enrichment 
and that motivation—the drive to perform 
and achieve—lies not in external drivers 
(incentives or punishments), but in making 
the actual work itself more 
satisfying. Today, in a time when many 
employers are trying to figure out what 
combination of perks and pay will help 
them combat the “great resignation,” 
many are overlooking Herzberg’s simple 
message: it’s not all of that stuff but the 
work itself—and employees’ emotional 
connection to it—that drives employees. 
The key to motivation is enriching jobs, so 
today’s leaders should 
ensure employees have control over their 
work, can take on new challenges and have 
an opportunity for feedback that can 
inform more experimentation.  
 



teams, how to foster psychological safety, how the brain responds to 
different stimuli, and how treating people as fully capable adults 
yields significant dividends. 

• Build soft skills. It doesn’t come naturally to everyone, so the adage 
that ’the soft skills are the hard ones’ is often proved to be true. Your 
colleagues can provide some answers: Ask how can I make it easier 
for you to succeed? How do you think we can do better? What makes 
a day at work “great” for you? These are insights into their 
motivation so that you can provide the right environment. 

• Clarity around the mission as well as the metrics will remind 
employees why what they do is important and how it’s improving 
people’s lives. There’s no better way to ensure that people are doing 
the right thing when no one is looking than to connect them deeply 
to the mission. 

Employees add the greatest value through coordination, collaboration, and 
creativity—not by completing mechanistic tasks. Management is about 
creating the conditions in which individuals thrive, by fostering communities 
of workers who connect with, support, and challenge each other. And in the 
current world, employees will look for these conditions in other organisations 
if you don’t provide them. 
 
To survive the “great resignation” and succeed beyond it, leaders need to 
speed their own evolution. Doing so calls for their own great reassessment, 
so they can create organisations that attract and retain people who, like my 
mom, are ready to achieve great things if only their managers will trust them 
to do it. 
 
USEFUL LINKS 
Click here to access the complete article by Eric McNulty 
in strategy+business 
New Directions offers consultancy and training on leadership and 
management.  For more information Click here    

Daniel Goleman is the third pioneer, 
whose ground-breaking work was on the 
idea that success lies not in traditional 
intelligence (IQ), but in  emotional 
intelligence (EQ).  Many organisations are 
still overlooking people most critical to 
their success by not considering EQ in 
hiring, but also in inadvertently filtering 
against it in employee assessment: self-
awareness is often seen as highlighting 
weakness, self-regulation is often seen as 
lack of passion, and empathy is often seen 
as an inability to make hard decisions. So, 
promotions are still based more on 
performance in current roles rather than 
demonstrated capabilities for 
management roles where high EQ is 
needed, and what one does is more valued 
than how one does it.  
 
Learning from the three greats, todays 
leaders should measure and respect EQ 
more to get the right people into 
leadership roles who can implement the 
ideas of Festinger and Herzberg. 
 
USEFUL LINKS 
Click here to read the full article 
in stategy+business  
 
New Directions is a specialist 
in organisation development.  For more 
information Click here  



Review: ‘The Optimum You’ 
This new book by Duncan Christie-Miller is in the style of a self-help book that 
recognises that we are all different, have different needs and goals, and have 
different triggers that make us happy and fulfilled. So, it does not prescribe 
who the ‘Optimal You’ should be or do, rather it provides a vast range of 
reflective exercises and exercises that help you to identify your own path and 
plan to achieve it. It helps you to identify your own uniqueness and go 
forward with a positive attitude. 
 
The author’s previous experience as an officer in the Royal Marines shows 
through in his love of mnemonics and memory tools - as well as in the no-
nonsense approach to his writing. The book is short, concise and clear and 
packed full of the key strategies needed to take control and plan action. There 
could be a place to expand with some more examples and anecdotes, but 
that may just be my own bias in liking these. 
 
If you want to buy a copy, then the links below will take you to Amazon or 
the Publisher (who will give an extra 10% discount if you use the 
code ‘Optimum') 

Buy from Amazon 
Buy direct from Publisher 

 
Bonus Offer: Duncan is also offering two free videos on subjects related to 
the book to anyone buying a copy! Simply buy a copy, go to the book 
website and fill in the form with your email address, name and order 
number.  

Cuttings 
Cuttings is a bi-monthly collection of 
ideas and comments published 
elsewhere which have attracted my 
attention over the past couple of 
months. It is designed for readers who 
are interested in individual, organisation 
and management development and is 
free.  
 
It has been published continuously for 
more than 30 years by New Directions, 
an international network of consultants 
and trainers who work together to learn, 
research, design and provide consulting 
and training in individual, management, 
and organisation development.  
 
USEFUL LINKS 
Past issues of Cuttings 
New Directions website 
Getting Results Without Authority 
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