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Abstract 

 

The current time is a time of rapid change and constant disruption. Called the “4th Industrial Rev-
olution” this turning point in history is about much more than ‘just’ technology and business innova-
tion. Instead, it has far-reaching implications for practically all aspects of our society, including busi-
ness, government, education, work, communities, and much more.  

This white paper is the first of a series devoted to the nature and impact of the 4th Industrial Rev-
olution. In this paper we outline what makes this revolution different from the three industrial revolu-
tions preceding it and how deep the changes are that this causes in all major aspects of our society. 

Everything is changing, even change itself 

Make no mistake. We are in the middle of what is called the 4th Industrial Revolution. Like the 
industrial revolutions that came before, this revolution is going to change the world.   

“We stand on the brink of a technological revolution that will fundamentally alter the way we 
live, work, and relate to one another. In its scale, scope, and complexity, the transformation will 
be unlike anything humankind has experienced before.”1 

Unlike before, however, it is not going to take centuries or even decades before the effects be-
come clear to us all. The previous revolutions started locally and spread from their epicentres, taking 
time to reach the further ends of the planet. Development of new technologies into commercially via-
ble applications was slow. It took almost 100 years for the invention of the steam engine in 1712 to 
lead to a commercial successful steam locomotive (invented by Richard Trevithick in 1804) and an 
equally successful steamboat (the Clermont, invented by Robert Fulton in 1807).The current revolu-
tion is moving much faster and it is happening everywhere at once.  

The current revolution has many epicentres, emerging and spreading in rapid succession, reach-
ing all corners of the world in record times. Every technology that is even a little bit promising is 

 
1 World Economic Forum Chairman Klauss Schwab 
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pushed toward viability at breakneck speed. You can be sure that by the time you finish this article 
somewhere on the planet someone has just started the next disruption to be coming your way. There 
are currently over 180 exponential technologies changing our world at light speed; exponential be-
cause the advances in one technology creates a stepping-stone for the real-time advancement and ex-
pansion of the others. The volume and rate of this technological evolution are impossible for the busi-
ness world, governments and our existing societal and education entities to interpret, adopt and adapt 
to before the next breakthrough becomes available. 

“The speed, breadth and depth of this revolution is forcing us to rethink how countries develop, 
how organisations create value and even what it means to be human.”2 

This new revolution has many moving parts, making it hard to describe what is going on exactly. 
The most commonly used description is that we have reached an era in which mechanical, biological, 
digital and analogue systems are merging. Their domains used to be separated by clearly defined 
boundaries and interfaces.  Now, however, we see bionic implants in living creatures, direct communi-
cation between human brains and computers, autonomously operating machines and artificial 'intelli-
gence' making decisions and analysing the world for us. 

“We are amid a metamorphosis; profound shifts are affecting the way we work, how and why we 
do things, and the purpose and meaning we bring to our (lives) organisations, our governments, 
social systems and the wider civilisation”.3 

The 1st Industrial Revolution started the era of mechanisation, which significantly amplified 
what human beings could achieve. For example: the British weaver James Hargreaves invented 
the Spinning Jenny that considerably reduced the time taken to produce threads from raw materials. 
The Spinning Jenny enabled a single worker to produce eight threads as opposed to one thread per 
worker, as was the norm before. This meant that an individual worker could produce as much as eight 
workers did before this invention was introduced. This mechanisation had profound economic and so-
cial consequences. Yet the world remained, in essence, a human-operated, human-centric one. We 
made the decisions; we operated the machines; manufacturing, distribution and services were designed 
around human capabilities and limitations. We kept doing the things we had always done but did them 
faster, better and easier than before.   

The 4th Industrial revolution is set to introduce a whole new paradigm. Next to the exponential 
technological aspect, we are also creating a world in which the economic model of shareholder pri-
macy and the “command and control” approach to leadership are no longer sustainable.  

“We have to recognise that conventional economics has not done well in helping us cope with 
our new world and its major issues: the digital revolution, volatile markets, sharp climatic 
changes, and the retreat of democracy.”4 

 
2 World Economic Forum – Fourth Industrial Revolu>on 
3 A Supreme Moment in Our Humanity – Now is the Time! – The Nature of Business – 26 November 2019 
4 Kaushik Basu – Professor of Economics, Cornell University 
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We are entering a new world, with new rules and new possibilities. Today we have the potential of 
instantaneous communication across the entire world. Communication is the key to understanding be-
tween people and the propagation of ideas and new social paradigms. Yet, this new world also brings 
Volatility, Uncertainty, Complexity and Ambiguity (VUCA) or even Chaos. As the pillars that our cur-
rent society was built on5 start to break down, even the people that want change and progress – such as 
the millennials and Gen Z generations – cannot escape feeling fear of what the future holds. 

 “For many people, this is an increasingly anxious time. Worldwide, mental health problems 
now affect an estimated 700 million people. Complex transformations— societal, technological 
and work-related—are having a profound impact on people's lived experiences. A common 
theme is the psychological stress related to the feeling of lack of control in the face of uncer-
tainty. These issues deserve more attention: declining psychological and emotional wellbeing is 
a risk in itself—and one that also affects the wider global risks landscape, notably via impacts 
on social cohesion and politics.”6 

In Australia, there is currently an 18% annual growth in depression- and anxiety-related de-
ceases.7 

Governments, corporations and organisations such as the United Nations and the World Eco-
nomic Forum are already formally discussing the 4th Industrial Revolution in the context of jobs, 
wages, global economics and their effect upon society at large. Exponential technologies are already 
having a massive impact on economies internal and external to individual countries. Robotic Process 
Automation, Artificial Intelligence and the Cloud technologies have acted as catalysts to the introduc-
tion of new Japanese labour reform law to cap excessive working hours. This has long been an issue in 
Japan but concerns about loss of productivity stopped any attempt to address it. Until now. 

“The 4th Industrial Revolution is about more than just technology-driven change; it is an oppor-
tunity to help everyone, including leaders, policymakers and people from all income groups and 
nations, to harness converging technologies to create an inclusive, human-centred future. The 
real opportunity is to look beyond technology and find ways to give the greatest number of peo-
ple the ability to positively impact their families, organisations and communities."8 

Many jobs that were out of reach of the previous industrial revolutions are about to profoundly 
change or be replaced by these new technologies entirely. Accountants and lawyers, for example, may 
so far have felt safe from the kind of work displacement happening to working- and middle-class peo-
ple in the world. Yet, it is about to happen to them, too. 

 
5 Jobs for Life, Government, Educa>on, Religion, Community and Family 
6 The Global Risk Report 2019, 14th Edi>on - World Economic Forum 
7 hYps://www.abs.gov.au/ausstats/abs@.nsf/Lookup/by%20Subject/4364.0.55.001~2017-18~Main%20Features~Key%20Findings~1 
8 World Economic Forum – Fourth Industrial Revolu>on 
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What we learn today will be out of date tomorrow. 
 

The impact on our current education system is going to be profound. We will see the most signifi-
cant paradigm shift since the introduction of the global Education System. It is calculated that by 1950 
human knowledge was doubling every 25 years. By 1980, it was already doubling every 12 months. 
Currently, IBM estimates this doubling of knowledge is happening every 12 hours and predicts this 
will accelerate to a doubling every 2 to 3 hours by 2025. Somewhat paradoxically, while the amount of 
available information is growing exponentially, the half-life of knowledge and facts is decreasing al-
most as fast. 

Knowledge and skills in general now have such a short shelf-life that it is said that a college degree 
will be out of date before the loan is paid off. The latest predictions even say that by 2025 the 
knowledge gained while studying a university degree will be outdated before the course finishes. 

“The half-life of knowledge or half-life of facts is the amount of time that has to elapse be-
fore half of the knowledge or facts in a particular area is superseded or shown to be untrue.”- 
Wikipedia 

The pace with which the knowledge and facts get added, advance, and replace existing knowledge 
and facts makes the current static and finite knowledge-based education system largely irrelevant. 

 "While figures for the half-lives of most knowledge-based careers are hard to find, we do know 
the half-life of an engineering career. A century ago, it would take 35 years for half of what an 
engineer learned when earning their degree to be disproved or replaced. By the 1960s, that time 
shrank to a mere decade … Modern estimates place the half-life of an engineering degree at be-
tween 2.5 and 5 years."9 

Instead of teaching people how they must work, education will have to evolve into teaching peo-
ple how to keep discovering new ways to work and adapt to a rapidly and continually changing envi-
ronment. Instead of teaching what their students should know, educators will have to teach them how 
to learn, unlearn and relearn to align to the situation. Individuals will need to continually replace out-
of-date knowledge with new knowledge in a continuous process of unlearning and learning.  

 "The Illiterate of the 21st-century Organisations will not be those who cannot read and write, 
but those who cannot learn, unlearn, and relearn."- Alvin Toffler 

Organisations will not be looking for individuals that have specific skills and or knowledge sets, 
but rather for those that can adapt, learn and grow. This is a different profile to the students the schools 
and education factories of today are producing.  

 
9 Half-Life: The Decay of Knowledge and What to Do About It - Shane Parrish 
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 "The world is changing; complexity in society and business growth is changing the future of 
jobs and skills. Evolving technologies, notably robotics and Artificial Intelligence (AI) are driv-
ing automation of ever more traditional jobs and rewriting the rules of education and skills. To 
this end, individuals, as well as organisations, will need to adopt a growth mindset and nurture 
the creativity, agility and lifelong learning skills that will make us, not just resilient, but thriving 
as the world changes."10 

Business as usual is becoming the exception 

“A view of the world—a paradigm—will endure until it cannot explain new evidence. The para-
digm must then shift to include that new information. We are now seeing a paradigm shift in the 
ways that organizations balance stability and dynamism.”11 

The 1st Industrial Revolutions started off the era of mechanisation and the capitalism-based, 
shareholder primacy business model of today. In this model the business is defined by setting the vi-
sion and mission. A strategy is then developed to realise this vision. To execute the strategy, suitable 
technologies are adopted or developed to meet the business need. Within this model, organisations typ-
ically adhere to an organisational hierarchy and management structure and follow a formal strategic 
planning process to steer the company direction.  

This approach to strategy has its roots in the military, with the earliest known treatise going back 
to Sun Tzu’s “The Art of War” from the 6th century BC. The discipline evolved through the later 
works of Machiavelli, Napoleon, Rommel and others. This approach to strategy is characterised by the 
notion that a strategy needs to be fully formed and formulated to deliver effective guidance to an or-
ganisation. However, even with military thinkers, it has long been clear that this viewpoint is short-
sighted. General Dwight D. Eisenhower famously commented: “In preparing for battle, I have always 
found that plans are useless, but planning is indispensable.”  

The sequential, top-down approach only works when there is time to analyse, plan, strategize 
and execute, typically over a 2 to 5-year period. Its basic premise is that the environment for which the 
strategy is formulated will remain more or less stable during the time the strategy is executed. This 
may have been true when new technologies amplified rather than disrupted existing business models. 

In the current reality, however, a world of sustained competitive advantage is rapidly shrinking - 
and the 2 to 5-year strategy execution window in order to realise this competitive advantage, is fast be-
coming a luxury of years gone by. Instead, organisations are now having to operate in a much faster 
business world where they will need to compete across industries by developing and executing oppor-
tunities in constant waves of transient and ephemeral competitive advantage.12 Organisations need to 

 
10 Kjaer Global - Anne Lise Kjaer 
11 The five trademarks of agile organiza>ons – McKinsey & Company - By Wouter Aghina, Karin Ahlback, Aaron De Smet, Gerald Lackey, Michael 

Lurie, Monica Murarka, and Christopher Handscomb – June 2018 
12 The End of Compe>>ve Advantage – Rita Gunther McGrath 
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evolve into truly agile eco-systems that can rapidly reorganise and adapt to each new wave. Organisa-
tions with traditional command and control hierarchies and static role definitions for their staff will not 
be able to compete. 

“Any company designed for success in the 20th century is doomed for failure in the 21st century.” 
– David S. Rose 

The 4th Industrial Revolution is causing an increasing technology skills shortage. This industry-
spanning issue forces organisations to rethink how to attract, retain or amplify the talent available to 
them. The current global scramble for Robotic Process Automation is an expression of this talent 
shortage. The latest waves of disruptive technologies are only going to aggravate this issue. 

“In one study, more than half of the business leaders surveyed reported that the talent gap is not            
only hampering their digital transformation agendas but causing them to lose competitive ad-
vantage because of it.”13 

Hiring people for their “culture fit”, for instance, creates cultural rigidity, in which groupthink 
proliferates and change is primarily seen as a disruption to the status quo. Currently, Change Manage-
ment and Change Facilitation are essential support or enabler functions within an organisation, used to 
overcome such cultural tendencies of becoming rigid and change averse. Without these functions, or-
ganisations are constantly battling their own change resistance, which leads to change fatigue and cul-
tural debt14. 

The new business models for the ‘cognitive enterprise’ hinge on the organisation's ability to be 
genuinely agile: being able to understand, adopt and adapt to these new exponential technologies while 
reorganising, repurposing and reconfiguring for the next wave of transient competitive advantage. 
Change needs to be embedded in the DNA of the organisation, encouraging and attracting people that 
dare to be different, think outside the box, even re-imagine that box completely. Cognitive enterprises 
develop teams of critically thinking, collaborative, adaptive, empathetic and empowered individuals. 

 “Successful agile organizations consistently exhibit the five trademarks which include a network 
of teams within a people-centred culture that operates in rapid learning and fast decision cycles 
which are enabled by technology, and a common purpose that co-creates value for all stakehold-
ers.”15 

“The difficulty lies, not in the new ideas, but in escaping from the old ones.”– John.”– John Maynard 

Keynes  

 
13 Howard Elias, President, Services and Digital, Dell Technologies, in his ar>cle 
14 cultural debt = a decision that borrows against the culture of the organisa>on – Karen Walker 
15 The five trademarks of agile organiza>ons – McKinsey & Company - By Wouter Aghina, Karin Ahlback, Aaron De Smet, Gerald Lackey, Michael 

Lurie, Monica Murarka, and Christopher Handscomb – June 2018 
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“As people shift from operating processes to designing them, companies need to pay huge atten-
tion to how they reskill their managers and employees and motivate them during a time of such 
major disruption.”16 

Over the next few years, an additional 4.2 billion people will be connected which means, soon, 
every single human, will be networked together – allowing for the propagation of unsanctioned ideas 
and information at gigabit speeds. Because we have all become nodes in this global network, our tradi-
tional roles are shifting and morphing. Employees are customers, customers are co-creators, businesses 
are social networks, social networks are political movements, … and none of these roles is static. We 
all slip in and out of these roles continuously, without even noticing we do so. The simple act of open-
ing another app on our phone is enough to change our role. 

Many markets and industries have been predominantly controlled by governments, large multi-
national corporations, and major financial institutions. However, their ability to protect their market 
share is waning. Today, anybody with an internet connection can participate directly with a global 
reach. Anyone can now "go global" from day one by using the “plug-and-play” infrastructure of Cloud 
platforms and their advanced technology offerings. 

In the new, hyper-connected world, the current centralised, top-down, power-based approach to 
business is too slow, too fragile and too expensive to keep up to date when the rest of the world is con-
tinually shifting and changing. With the passive recipients (on all levels: resources, employees, cus-
tomers, business partners, communities, …) becoming more and more active agents with a high level 
of independence, organisations can no longer rely on fixed medium to long-term strategies. Instead, 
they must learn to become genuinely agile and equal partners in a constantly changing, dynamic net-
work of collaboration. They must be digitally enabled to quickly adapt, reconfigure and operate their 
products and services as fast as the changing markets demand.  

Small businesses worldwide are becoming "micro-multinationals" by using digital platforms 
such as eBay, Amazon, Facebook, and Alibaba to connect with customers and suppliers in other 
countries. Even the smallest enterprises can be born global: 86 per cent of tech-based start-ups 
surveyed report some type of cross-border activity. The ability of small businesses to reach new 
markets supports economic growth everywhere.17  

Businesses that operate traditional structures and models will find they no longer have the time 
to consolidate and refine resources, production-lines, workforces and distribution channels for their 
own use only. What used to be their competitive edge is rapidly becoming a liability; an anchor that 
weighs them down and prevents them from keeping up and staying relevant in the world. Many com-
panies grew more complex and inefficient as they expanded across borders. Digital technologies have 
the potential to tame complexity and create leaner models for going global. Yet this does re quire com-
panies to rethink their organisational structures, products, assets, and competitors. For the vast major-

 
16 The Bionic Company – Winning the 20s - Rich Hutchinson, Lionel Aré, Jus>n Rose, and Allison Bailey - 7 NOVEMBER 2019 
17 DIGITAL GLOBALISATION: THE NEW ERA OF GLOBAL FLOWS – McKinsey Global Ins>tute – March 2016 
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ity of businesses, their future lies in divesting of anything that can also be done through the global plat-
forms and focusing all their energy and creativity on exploiting the sheer infinite opportunities offered 
by the platforms to create unique products and services as light and fast as they can. Already there are 
major initiatives to create these shared collaborative digital and production platforms such as Siemens 
Digital Enterprise Portfolio, Germany’s “Industry 4.0”and China’s “Made in China 2025”. 

“Successful businesses are those that evolve rapidly and effectively. Yet innovative businesses 
can’t evolve in a vacuum. They must attract resources of all sorts, drawing in capital, partners, 
suppliers, and customers to create cooperative networks. . .. I suggest that a company be viewed 
not as a member of a single industry but as part of a business eco-system that crosses a variety 
of industries. In a business eco-system, companies co-evolve capabilities around a new innova-
tion: they work cooperatively and competitively to support new products, satisfy customer needs, 
and eventually incorporate the next round of innovations.”18 

“Every act of creation is first an act of destruction.” – Pablo Picasso  

New business eco-systems use common, industry-aligned operational backbones to service their 
core business capabilities. These (almost) fully autonomous platforms are powered by technologies 
like AI, RPA and ML. Such truly digital eco-systems deliver adaptive, transient competitive advantage 
by replacing the hierarchical modes of sense-making and action-setting. Instead, the whole organisa-
tion is enabled and empowered to listen and react to the signals of the markets and the wisdom of the 
crowds. This responsiveness lets the new digital natives gain significant market share. 

Since the total value of the eco-system depends on the complex and dynamic interaction between 
all participants, the eco-system itself will not allow a single player to become a net value extractor, 
taking out more than it puts in. Organisations will be deemed successful, not by their ability to domi-
nate the eco-system, but by their ability maximise the value all participants derive from interacting 
with them. Organisations that enrich the eco-system for all will survive and thrive. In contrast, organi-
sations that deplete the eco-system will soon see their short-term gains turn into long-term decline and 
ultimate demise.  The system will defend itself against such value sinks by isolating them and starving 
them of resources. Talent, ideas and money will flow elsewhere, leaving the value sinks to run dry, 
wither and die. 

Plastering over the cracks won’t help 

It may be hard to predict precisely what the newly emerging eco-systems will end up looking 
like. It may be hard to anticipate for each organisation how best to respond to be ready for the new dig-
ital era. What is certain, however, is that preparing for this future by using the approaches from the 
past is bound to fail. In fact, those approaches had already begun to fail, even before the current revo-

 
18 James F. Moore, “Predators and prey: A new ecology of compe>>on,” Harvard Business Review, May 1993 
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lution started. The centrally planned, organisation-wide, long-running change programs many organi-
sations attempted in the past decades have had such dramatic failure rates, it's a mystery why so many 
businesses still keep falling into this same trap. The costs of the failed ERP implementations that have 
plagued the business world alone should have been a clear sign that a radical rethink of enterprise-wide 
automation was needed.  

The foundations for the old, linear approach are no longer there. Structures and processes that 
used to be stable and predictable for decades, only slowly adapting to an equally slowly changing envi-
ronment became destabilised and continuously under pressure to change before they had settled down. 
The careful and deliberate planning cycles for change and adaptation that used to work reasonably well 
in the old world simply were not fast enough to keep up with the turbulence and constant disruption 
now accosting organisations from all sides. 

“If the competitive rhythm of the marketplace is moving much faster than the rhythm of an or-
ganisation’s governance then the resulting encumbrance threatens to slow significant decisions 
to a crawl.”19 

More importantly, however, is that organisations have used new technologies primarily to rewire 
and optimise existing structures and processes, rather than stop and rethink their operations from the 
ground up. They have become used to 'patching up' outdated operating models by adding a thin layer 
of modern technology that makes everything look trendy and up to date. This form of technology uplift 
tends to increase technical and cultural debt. 

This plastering over of crumbling and failing foundations has been slowly but surely undermin-
ing many seemingly successful organisations. Instead of preparing businesses for the new era, this ap-
proach has made it even harder for them to shed the burden of their past. Tethered to systems that are 
large, complex and almost impossible to maintain, businesses find they cannot make the many changes 
they need to make fast enough to keep up with the changes happening around them. Panicked and 
pressured to respond, many organisations do what panicked people often do: instead of stopping to re-
think and try something really new, they try the same things they are used to, only more frantic and 
more rushed. They run from technology to technology, hoping to find the solution. Without rethinking 
their core business models, however, and fundamentally rewiring their entire operations, their new 
technologies do nothing but add even more layers of plaster over their failing foundations.  

“Keeping legacy systems running is a major barrier to reconfiguration that companies need to 
do to gain real agility because legacy systems reinforce legacy structures and operations. This 
logic applies to any class of assets across the organisation.”20 

It should be evident that this is not going to solve their current crisis. On the contrary, without a 
radical change of mindset and a genuinely modern and forward-looking approach, the current wave of 

 
19 The End of Compe>>ve Advantage – Rita Gunther McGrath 
20 The End of Compe>>ve Advantage – Rita Gunther McGrath 
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digitalisation programs is bound to become a debacle much like the ERP implementation wave of the 
1990s. 

A new era requires a new mindset  

The most profound change this new industrial revolution brings is the collapse of the centuries-
old dominance of static, hierarchical, centralised, command-and-control, efficiency and scale obsessed 
structures we have all grown up with.  

“The old systems and structures of a post-industrial hyper-consumerist culture are slowly break-
ing down.”21 

These systems are, in a sense, the extreme consequence of the millennia in which a mostly mas-
culine and domination-focused mindset gradually took over the entire world. Without an equally 
strong feminine and collaboration-focused counterforce, the current system has become so unbalanced 
and so single-minded it has inadvertently and unintentionally begun to undermine its very existence.  

“Another imbalance that needs addressing is the advancement of ‘masculine’ or ‘yang’ qualities 
of attention prioritised over ‘feminine’ or ‘yin qualities. (NB – to be clear here, we are not refer-
ring to gender qualities, ways of attending that each person regardless of gender has within 
them).  Masculine qualities of focusing-in, driving forward, responding, asserting, doing, com-
peting and such like are prioritised by social systems and organisational cultures than the femi-
nine qualities of listening, reflecting, empathising, being, collaborating and such like.  While 
both qualities make up healthy human growth, we have tended towards the prioritisation of one 
over the other, this needs re-aligning.”22 

The technologies of the 4th Industrial Revolution are undermining the systems and paradigms 
they were originally based on and sprung from. They have begun to change their environment with the 
seeds of deep transformation. With this revolution, command-and-control gives way to choice and 
self-direction. Lifetime careers and predetermined roles and responsibilities become journeys of self-
development and self-determination. The static and highly structured single-mindedness of the mascu-
line technocracy makes way for a multi-directional, diverse and dynamic complexity, thriving on the 
edge of chaos, where the old systems falter and fail.  

There is a decidedly feminine side to this profound transformation. Linear relations are becom-
ing circular. Value chains that used to have a definite start and finish are becoming value-cycles, where 
the start and the finish become one, and the cycle itself has many modes of participation rather than the 
binary ones of producer or consumer. The whole world is becoming connected, which means everyone 
and everything is now part of the same global network. This fundamentally changes the nature of our 
relationships. Not just between individuals but also between individuals and organisations, institutions 
and states. We are all simultaneously participating in many networks. Rather than firmly and clearly 

 
21 Regenera>ve Leadership – The DNA of life-affirming 21st century organisa>ons – Giles Hutchins & Laura Storm 
22 A Supreme Moment in Our Humanity – Now is the Time! – The Nature of Business – 26 November 2019 
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belonging to a single socio-economic circle we find ourselves belonging to many such circles, with our 
own identity morphing and adapting as we navigate these overlapping and branching connections. The 
new era is much more collaborative than it is competitive. While competition will never completely 
disappear as a motivating and regulating mechanism, the old style of winner-takes-all, conquer or per-
ish competition will not work in the complex and interconnected platform-based eco-systems of the 
new era. Value has to be shared to be sustainable. Voluntary collaboration is the only winning strategy 
when centralised coerced cooperation fragments and fails. Ultimately, power over others, which is the 
main feature of the current masculine mindset, will make place for power with others. 

Peter Senge, considered to be one of the most seminal business thinkers of the last 75 years, says 
that the Number 1 most important thing facing our leaders, managers and change agents today 
is a fundamental shift in logic, a shift in the way of thinking, from an essential mechanistic con-
trol-based narrowing-down reductive tendency that so much of our managerial logic is inured in 
today, to a recognition that our organisations are living systems. And these organisational living 
systems are intimately interrelated with the living-systems of society which are intimately inter-
related with the living-systems of our more-than-human-world.23 

These changes will not happen without struggle and determination. The old mindset runs deep, 
entrenched and propped up by layers and layers of structures and systems designed to maintain the sta-
tus quo. The vast majority of the people are barely aware of how deeply they are themselves vested in 
this way of thinking. Younger generations may be more aware of the shortcomings and apparent fail-
ures of the old mindset. That doesn’t mean however, they have a new mindset ready and set to go.  

 “Some 7% of workers aged 24 to 36 say they dislike their employer’s culture so much that they 
intend to quit their jobs in the next two years, according to a 2019 survey by Deloitte of 13,416 
millennial employees.”24 

We will all have to evolve. We will need to experiment, observe and learn, to find our way for-
ward to this new world that is taking shape around us. Most of all, we need to find ways to dismantle 
the old-world structures and systems holding us back. If we try to work around them, they will become 
sources of failure and conflict. If we keep supporting them, we will end up with all of the downsides of 
the old, with none of the benefits of the new. We need to realise that practices and paradigms that were 
successful in the past are not going to help us thrive tomorrow. Letting go of past successes and enti-
tlements may be the biggest challenge awaiting us all. 

 “It is not the strongest species that survive, nor the most intelligent, but rather the ones most 
able to change.”- Charles Darwin 

 
23A Supreme Moment in Our Humanity – Now is the Time! – The Nature of Business - Giles Hutchins  
24The Dangers of Hiring for Cultural Fit – Wall Street Journal 


