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THE COMPLETE SUMMARY: CORPORATE AGILITY

by Charles E. Grantham, James P. Ware and Cory Williamson

Introduct ion

Theinitial reaults of the Future of Work project corn-
firmedthatalthoughthe globalecmnomyhad undergonea
saies of ragd, model-shatterig changesmostbusneses
were unalle or urwilling to adat their traditionalmarn
agemert stylesto newconditions. Prisonersf their own
outdated businesspracticesandassumptionsabouthow
work gets done, businessefoundthemselves losing
grourd to competitorswho hadnot evenbesnonthe map
adecadebefore. They becamevictims, ratherthanbeneft
ciaries, of advarcesin information technology.And ata
time whenthe attraction andretention of qualified
employeeshad becomeaneven morecritical factor in a
business’successor failure, they foundthemsévesout of
touch with awork forcethathadundegonea dizzying
trandormation in attitudes,abilities and ambitions.

Togeter, thesefactorsrestted in a crippling lossof
corporateagility.

Dinosaursand Jaguars

How doesa businessvolve from a slow and
unwieldy dinosaurto a nimble jaguar?The processis a
collaboraive, strategt approab to managenentthat
acknavledgesandleverageshe growing interdepen
denceof humanresourcegHR),informaion technology
(IT) andcorporatereal esaite(CRE), a processcalled
collaborative strategic managerant (CSM).

Each of thesethreefunctiond areashasits own disck
plines its own valuesandits own challenges.Yet no
bushes canoperateeffectively unlessHR, IT andCRE
arein sync, alignedbothwith oneanothe andwith the
organizdion’s broaderstratedc gods. For al theserea
sons budnessegodaydespertely nedal aclealy
defined methodologythatallows them to align ther HR,
IT andCRE straeges, andthusadievethatall-too-du-
sive corporateagility. m

More Corporate Agility, Less
Corporate Real Estate

In the sumner of 2006,seniormanaersfrom Hewlett-
Packard and Sprint-Nextel satdown at a Globd

Workplace programworkshop in Dallas Texas sponsored
by JonesLang LaSalle’s WorkplaceStratedes (WS) team
arelatively newbut fastgrowing division of JonesLang
LaSdle’s Strategic Conaulting Group. At the time,
Hewlet-Padard s Global Workplace teamwasoverseeng
the completion of the fir st phase of its Workplace
Transformaion program,aimedat supporting HP's
increasingly mobile work forceard significartly reduang
its CRE holdingsworldwide.

The growing mobility of the work force, due more to
naurdly ewlving work stylesthanto company padlicy,
hadleft the lights burning above thousands of unoccu-
pied desks, and the compary, asaresullt, was scramhbing
to right-sizeits rea edate holdings. For anorganizaton
with appraximately 150,000 enmployeesard 65 million
squarefeet of red edate, the logistics were daurting.

By the summer of 2006, with the program’sfirst phase
well underway, the Globd Workplace team hadcometo
Dallasto share its experierces to lean what it could
from othercompanes bed pracices and to discuss the
opporunities for outsourcing specific program regpons-
bilities to sevice providers such asJones Lang LaSalle.

JonesLang LaSalle

Jones Lang LaSdle’'s own WS pilot programwas
motivated by the same primary god tha hadcausedHP

(continuedon page3)
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Summary: CORPORATE AGILITY

More Corporate Agility,

Less Corporate Real Estate
(continued from page 2)

to reorganize its busnesses— theredudion of fixed
opeating costs Almostasimportant howeverwas
managemerd desireto increa® agility andinnovation
by encouraying greatercooperéon betweenits business
units, which hadbeenscateredthroughoutthe four
floorsoccupial by the conpary in its healquartersat
Chicago’sAon Certer.

Convincedthatthe lack of communiation between
theseunitswas caushg the company to missopportunt
tiesto offer clientsa greatervariety of its services, man-
agementurnedto thereorgankaion of its newspaein
theAon Cente. The newdesign,an Open Office
Environmentwasintendedto increase cooperdéion by
greatly reducingthe nunber of officesandcorridors,
encouragingollaborationthroughrandom spontaeous
contact The approactbeganto yield results almost
immedidely.

Workplace Transfamation

Everyeffort to increaseagility and/orreducecost
throughworkplacetransfornation necessarilyinvolves
significanteffort in all threekey supportareas:HR, IT
andCRE You cant trim or enlage onepiece of the
puzzle without affecing the others The agile corpora
tion is onewhoseseniorexecutives know how to collab-
orate with their peersin orderto achievesud straegies.

Whena prominentbusinessnagazne namedJones
LangLaSalle asoneof the bes companie to work for,
it notedthatthe near total absene of interiorwalls led
to theincreasedvailablity of senior exeaitives— and
to greata employeesaisfaction. m

The Three Major Business
Challenges

Theworkplaceprograns of todaywill agejustas
surelyas thework forcewill. It is only by continually
reviewing marketcondiions, re-examinig corporde
straegies andreallocathg resouresaccordingly that
busnessescanprosperin avolatile andunpredictable
globd ecnomy.Thethreemajor challengesfacing
busnesstodayare:

1. Reducing fixed operating cods.
2. Confronting the coming talent shortage.
3. Instituti onalizing innovation.

Corporate agility canbe achivedonly throughthe con
tinuous collabordive managemendf HR, IT andCRE
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Collaborative Strategic Management

CSM means putting processesand pradicesin place
thatwill alow HR, IT and CRE manages to creat a
unified appro@h to the organization’s bushessimpera
tives andto resolve themwhile regpeding a coreof
shaed corporae values

CSMis drategic in the sersethatit articipates— in
fact, even expeds — continual change in the broacer
busnes environment. It is about managemert overtime
beausecontinuous environmenta change demand con-
tinuousorganizationd andmarageial charge.CSM is
the dynanic and ongoing process of internal decison
making thatis the essence of corporate agility. m

Reducing Fixed Operating Costs

Reducing fixed operating costsin orde to increasecor-
porate aglity isthe cental busihess chalengeof the214
certury. In an ever-more dynamic globd ecmnomy,busk
nesesmust move from a fixed-costto a variable-cost busk
nessmodd in order to reman conpeitive andto increase
thar ability to read quickly to changing conditions.

The primary opportunties for reduang fixed opera
tional coss include thefollowing:

* Redudng the corpor ate real estate footprint.
Given theincreased mobility of the work force andthe
changad nature of its work styles, management has
begunto realizethat a great ded of its cosly realestate
is unused. Meaningful changein a corporde real esate
portfolio mustbegin with the accurae asesmentof
conditions,behavors and needs, and then mustbe fol-
lowed by theright-sizing of thereal estate portfolio.

* Recanfiguring corpor ate real estate. If the retained
spaceis not configured to supportrecentshiftsin
employee attitudes and work styles, as well as technolog-
ical advances, costswill remain highe than necessay.

» Greenbuilding. Green building, or susainable
design, is yet anotha method of reducing fixed opera
tional cost, andonethatbears on otherissues of corpc
rate agility as well.

» Choosng a location. No longe limited to thelocal
laborpod, a moredistributed work force and online
reauiting alow companies to throw out a wider netfor
new hires, but theserediti es a'soforce companiesto
accept moreflexible work péaterns.

Thework environment is ultimately aboutconnedivi-
ty, or how a compary utilizesa network of placespoth
virtual andphysia, to enabk its employees to connect
with oneanother, and with cusbmers and supplers,no

(continuedon page4)
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Reducing Fixed Operating Cods
(continued from page 3)

matte wherethey are.Stategy of placeinvolvesidentr
fying the peoplewho you needto hire, knowingwhere
theyareand predicing wheretheywill wantto bein the
future asthey move throughtheir careers. m

Attr acting and Retaining

Human Talent

Attractingandretaining qualified, engagel enployess
is the second of the threeprimary busnesschdlengesof
the 21stcentury. Theresimply isn't enough human tal-
entto meetthe currentneedsof business,mud lessthe
constatly expandingglobaleconomy.The bottom line
hereis thatin afew years— say, 2010— the United
Staeswill hawe 10 million morejobsthanit will have
qudified peopleto fill them.

Wherewill companiego to getthetalent?About
onethird of thetotal will comefrom retirees remaining
in thework force,thoughmod likely notin afull-time
capaidty; one-thirdwill comefrom outsourcingor mov-
ing work to interior populton centerswithin the
United States; andthe remaining third will comefrom
retrainingworkersdisplacedrom lower-skiled and
lower-pging jobs.

Meaningful Work

From the begnning, furniture manufacdurer Herman
Mill er's founder madeit clearto al thosewho workedfor
him thatthe quality of hisemployesg’ liveswasasimpor-
tant a patt of his compaly asthe machinery thatproduced
its furniture. Eighty yearslater, that spirit survivesin
HemanMil ler's intentionalEmployee Expeience.

Built onits founders belief that people are whatcom
panies are madeof, andthatdemographicandcultural
shiftsarechangingthe face of the moden work force,
Herman Miller beganto build its Employes Expeaience
program in 2004to ensurethatthe compary remaned
anemployer of choicefor the future

In orderto coadinatethe progran with the company’s
ewlving busines strategies, its desgnersfirst asembleda
crossfunctional care teamcompogd of uppe-level man
acers from HR, IT andCRE, all of whomreportal to a
chief administration officer. Theteamthen definedkey

ideasandintegrated theseideasinto the following themes:

* Meaning. Most peopk wantmorefrom work than
justa paycheck.

* Choice. Intelligent, qualified employeesdon't like
being told whatto do.

4 Soundview Executive Book Summaries®

» Opportunity. Opportunty is necessary for empby-
ees to satisfy thar need for growth.

» Engagament. When meaning, choice and opportunt
ty conmbineto give employeesthefeeling thattheyare
“owners” of the company, employees will be engaged.

* Leadership. Leadership makesemployeesfeel trust
ed and en®uraged.

As therelative supply of creative labor shrinks, the
presureto achieve agility will grow. =

| nnovation and Survival

Inditutionalizing inno\ation is the last of the three
mgor challengesfacing businesesin the 21stcentury. To
innovate means to make new,and mos compares that
fail, fail to develop notonly newproduds and sevices,
but also processes to promot agility.

What was missng from U.S. automekers' bushess
plans if notinnovation?While Japanes, Koreanand
Europen carmakers sawthatmarket forces favored
smaller, morefuel-efficient vehicles, Geneaa Motors,
Fordand Chryskr continuedto manufacture autono-
bileswhosefuel ratings came ever close to beingmea
surel in gdlons per mile.

Institutiondizing innovaion means changing more
thanthe mindsof managementor union leadershp. It is
rooted in the relationdhip between innovaton andthese
otherfacbors:

 Technology. IBM’ s On DemandWorkplace(ODW)
was built as a collabordive, persondized online work-
place thatddivered relevent conentand tools to
employees no mater where or when they wereworking.
The progran linked thousndsof previousy disparag¢
resourcesinto a single portal throughwhich enployees
could access the informaion and savicesnecessaryto
dotheir jobs.By 2003,the ODW prograns hadreduced
IBM’s annud costsby $683million.

e Company culture.In 1991, HemanMill er laurched
its Supplier Diversty Programto increa® opportunities
for minority-ownedandwomeneownedbusineses In
1993, the conpany becamea foundng memter of the
U.S. GreenBuilding Courcil, the only office furniture
manuacturer on the associatioris initial roster.

» The workplace of the future . Cregtive spacesrea
productof a consd¢ousand continuousdesignprocess
thathas a beginnng, but no end.

* The work force of the future. Walk into a dim,
hushel, comparimentdized space, and you feel creatvi-
ty in retreat Walk into an open, busy naurdly lighted

(continuedon pageb)
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Innovation and Survival
(continued from page 4)

interior, andyou feel arisein your enegy level and
seng tha you areonceagain in acommuniy.

Thelinesbetweerthesearea of inquiry, justlike
those beweenHR, IT andCRE, are nolongerdrawnas
clealy asthey oncewere.They haveatendencyto
overlap,so it is importantto havea companywvide
straegicapproab to institutiondizing innovaton. =

The Virt ual Work Force

In the pag, labor wasbroughtto theworkplace and
insatedinto anexisting, unquestonedframework.Then,
thework defined the work force; now, the situaion is
changing. The work force of the future, by virtue of its
skills, attitudes, ambitionsandscruples, is nowin the
processof reaeating theworkplace of thefuture.

Thereare atleastsix sold reasonsto establishdistributed
work programs, andead contibutes to corporateagility:

1. Reducing basic work force support costs
2. Increasingwork force productivity
3. Attractin g and retaining talent

4. Reducing the businessrisk of disruption from
terr orism or a natural disager, or defending
businesscontinuity

5. Reducing traffic congestion, air pollution, and
more geneally, the impact of business on the
ernvironmern.

6. Moving work to whereworkerswant to live. m

For additional information on resistance to the distributed work force,
go to: http://my.summary.com

Offi cesWithout Walls

It is the naure of thework itself — whetherin sdes,
client senvices,work force supportor facilities manaye
ment— thatultimately dictaesbothwhere the work
shouldbe doneandby whom Or, in the wordsof
Accenturés Corpaate Real Edate Workplace team,
“Work is nota placeyou go, it's someting you do”

Thatis certainly the casewith CorasWorks,a softwae
companyfoundedin 2003,with hundredsf customers
sprea across24 major industies, in 20 countries whose
software hasmorethan500,@0 regularusers— but
thathasonly two enployeesreportingto the office ona
daly bass.

It's ade<ription thatfits Agilent’s Fieldscapepro-
gram too, wheresupermobié empbyees rarely utilize
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Third Places

One of the most striking findings of the original
Future of Work research program was the discovery
of the demand for “third-place ” work locations for
mobile knowledge workers. Within the next couple
of years as many as 20 million people will be choos-
ing to work one or more days a week in third-place
facilities — that is, public or private spaces built
specifically for the temporary, or semi-permanent,
business purposes of companies and individuals.

company workgpace, working instead out of their
homes in clients’ facilities or in third places.

Theseexamples arefamiliar to anyoneresponsibke for
corporde real estate planning or involvedin workplace
strategies today. They demonstate once agan the way
red estate, humanresour@sand informaion technobgy
all cometogeher in the future of work.

Workplace Strategy

In reviewing the ways in which a numbe of very dif-
ferent organizations havecreated newwork environ-
ment or adapedold ones to the requirements of today
and tomorrow, sevea themes evolve. In every case
where the transformetion wasreasondly successfulall
three of thecriticad supportfuncions— HR, IT and
CRE— were actively andstrategicaly involvedin both
the planning and the execution of the change.In addF
tion, therewas extensive end-ugr involvement.

Workplace strategy includesthe active coordination of
al resourcesrequired to enable work whereverand when-
ever it takes place. Theworkplace of thefuturewill be
highly agile, mabil e and distributed acrosstime and
space How do you devebp a comprénensive corporate
strategy to deal with this changing environment? From a
projectmanagement point of view, five sequental steps
must be undertaken to make this visioncomealive:

1. Assessbusinessrequirements, capabilitiesand
audit processes.

2. Define a workplacestrategy, complete with a
vision of its business value and impact.

3. Make spedfic tactical and operati onal recom-
mendations for change

4. Implement a staged plan of action.

5. Evaluate outcomes and make additional
changesasneeded. m

For additional information on workspace resident involvement,
go to: http://my.summary.com
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The Well-D esignal Workplace

The Gererd SevicesAdministration (GSA) haspro-
ducedone of the finest,mostconprehensie andcodified
approactes to workplacedesgn, exemplified by its pro-
gram Leading by Example:A Denonstation Toolkit for
Creaing a GSAWorld-ClassMarkeplace Thisis aresult
not only of the organization’s leadershp and staff, but
asoof the lesanslearnedrom thevad numbe andvar-
ied characteistics of the projects underakenby the orga
nizaion over theyears.

The Seen Hallmarks of the Productive Workplace

The GSAtodkit is meantto helpthe GSA design,con
stiud, occupy andmaintainworkplaesfor its associates
in amamer thatis optimalfor the nature of the organiza
tion’s work; thatfostersits busines strategy;and that
expresseshe ageng/’s mission values andculture. Its
guidelinesard processesaredrawn from the Seven
Hallmarks of the ProductiveNorkplace, first introduedin
the GSAs IntegatedWorkplac. Its prindple feauresare:

1. Spatial equity. Design the workplaceto meetthe
functional needsof the usersby acoommodaing the
tasksto be undertakerwithoutcompromsing individual
accessto privagy, daylight, outdde views andaesthetis.
Requirenentsinclude naturaldaylight, views, fairness
andmultiple work setings.

2. Healthfulness.Creat workplaceswith a clean,
healthy building environnmentfree of harmful contami-
nants and excessve noise, with access to cleanair, light
andwatea. Requirenentsareair, water, ventilation,
ergonomis, restroons andanmenitiesthat provide a
greaterlevel of healthfulnessand community.

3. Flexibility. Chooseworkplace configuration com
ponentsthatcanbe easily adapte to organiational or
work processcharges,andthat canbereaily restruc
tured to accommodat key functional changeswith a
minimum of time, effort andwaste Requiranents
includefurniture straegy, workstaionsthatallow user
adjusment,fluid layoutsbasedon function, technology
with integrded cable managerantandremote work
capabiities.

4. Comfort. Distribute workplace services systemsand
componentsthat allow occupantgo adjustthermd, light-
ing, acougtic ard furniture sysens to meet peronaland
group comfort levels. Requiremens includethermalcon
tral, lighting control, ergononically soundworkgations,
multiple work settings,adequatespaceandsecurity.

5. Techndogical connectivity. Enablefull communia
tion ard simutaneaus acces¢o data amongdistributed
co-workers for both on-siteandoff-site workplaces

6
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Specffi ¢ requrements include coadination, plug-and-play
systernrs thatallow occupantsto eadly makeconnectons,
daa shaing, telephane services, netwoik acces, virtud
meetng needsandwirelessaccanmadatiors.

6. Reliability. Supportthe workplace with efficient
state-of-the-art heating/ventilating/air conditoning
(HVAC), lighting, power, security, and telecommunica
tion sygems and equipment that require little mainte-
nance and are designed with batery and/orgreater
back-up capailities to ensureminimal loss of serviceor
downtime. Requirements indude clean air ventilation,
properlighting, effective HVAC, indructionson the use
of sygens, seaurity, maintenanceandconfirmation of
the systems’ intended benefits.

7. Serseof place. Endaov the workplace with a
uniquechaacter, approprate GSA image and strong
busnes identity to instill a senseof pride, purposeand
dedication amongindividuds and within theworkplace
community. Requirementsincludeproviding well-
designad signaye ensuring connectivity; demonstating
brand,values and bdiefs; providing a senseof owner
ship; usng desirable color schemesand finishes;and
preserving origind design qudity. =

Collaborative Strategic
Management

In ideal situaions,we attermpt to move communica
tion from an impersona levd toward alevd of intima-
¢y, which means an increasngly conmonundeistanding
of values andrespect for differences. This occurswhen
groupsmove from simply coordinaing ther activitiesto
acting in atruly collaboraive fashion. In this sensethe
structure of the communication network is the founda
tion uponwhich you can build task structuresandthere
fore, organizaiond effectiveness.

TheWborkplace/\Work Force Transfarmation
Program

With the advent of truly globd markets; the coninu-
ing revolution in information technology;the globally
distributed work force and the growing, worldwide
humantalent ggp, senior manayers arebeginningto
undestandtha theymay nolonge be able to hit their
own targets withoutthe strategic coopeation of the
company’s other busnessunits. It seemsincreasingy
clear thatthosecorporde entities unable to adapttheir
manayemnent pradices to the growing interdependence
of HR, IT and CREwill soonfind thermselvesmarginat
ized by thar more straegicaly coordinded conmpetitors.

(continuedon page7)




Summary: CORPORATE AGILITY

Collaborative Strategic Management
(continued from page 6)

The first orderof businesss the creation of a task
force madeup of upper-levé executives from the depart
ments of real edate managerant, human resourcesnd
information techndogy. Without sufficient, well-adver
tised involvementfrom upper-level managemet) the
momentumnecesay to overcomea company’snatural
regstanceto changecanna be achiewed.

Align Goals

Thefirsttak is strategic alignment of gods. It is imper
ative thatany workplacestratgy be completdy aligned
with the core businessmissionandplan. Thatmeans
knowing the product developmenstraegyfor both pro-
dudion ard maiket channelsthework force stafing
plans;the financal managemerstratgy; anoverview
aralysis of the branding program;and how thetechnology
deploymert planwill supportall these

The optimal method of doing this reviewis a short
seresof exeautive roundableswherethe externalteam
bringsinformation on the state-of-the-practicand the
resaircesthat are present Briefings cener on key ques
tions regardng such issuesasbusinessdrivers,competi-
tive threats strategy developmenanddecisionprocesss.

Thereault of thisfirst stepis a staterrent of the bust
nessproblemandspecfication of the results desired.
This statementis then usedfor aninternal returnon
invegment(ROI) anaysis prior to proeeedng with the
next steps This allows for creatbn of a setof recom-
mendedactical prograns tha, when executed, will lead
to thereailts requred.

A NewWorkplace Strategy

At this point, theleadershp team should assenble a
taskforce to leadthejob of defining a newworkplae
straegy Onceassenbled,thetask forcewill follow four
simple quantifiable steps:

1. Assessnent. Demnstructdepatmentd activities Map
work procesgs.Corductatask/ativity analysisAssess
organizational readness.Conduc a work force surveyof
nealsand expectations. Developalternae scenaios.

2. Recommendation(s). The key here is acompre
hensive analysisof wheresuboptimeaion is ocaurring,
wheremone/ canbe savedand where fundsshouldbe
reinveded to reach a setof collaborative straegies.The
taskforce’s recomnendaionswill almostcertainly
includea seriesof gradualredudionsin tota squae
footage unde companymanagenent, taking into
accounteachdivision’s needsggiventhe company’snew
work force/workplacestratgies anda geograhic

Soundview Executive Book Summaries®

redignmentof the conpany’s real estate asets.

3. Impl ementation. During this critical stage,the
focusturnsto IT, withoutwhich the attempt to distribute
thework force will fail. Thetask force mug ensurehat
thee steps havebeen taken: divisionof IT hasbeenpre-
pared well in advance of ary change in staffing and
red estate, the company’s internd communicaions have
been reconfgured before organizationd changeoccurs,
and coming changesin tedhnology and theinfrastrue
tures this wil | require havebeen thoroughy consdered
before the company’s sydems are revanped.

4. Evaluation. Thetask force will berequired,in con
juncion with uppe-level managenent, to continually
re-examine the company’s coregoak andstrateges,in
orderto recommend adjusiments in work forceivork-
place strategy.

Managenent mud consder thesefactors esablish
mentof units within each division for prototype testing;
alinkedtraining and dewelopment plan for initial pro-
gramparticipants; a mechanismby which custoners
and suppiers canrespondto the change; and making
permanent a new business modd team tha continuously
looksfor moreeffective, andefficient, ways to organize
thebusines. m

Achieving Corporate Agility

Achieving agility requires executivesand managerso
adoptfundanmentlly newwaysof thinking. They have
to shift away from theold linear, industial model
toward a morecollaboraive, systemic and holistic view
of theworld and ther role in it. There mustbe a signifi-
cant shift in how decisionsaremadein agile corpora
tions,as oppogd to a moretraditiond organizing and
governance style.

Prepaing for the Next Wave of Change

There are eight major categriesof quedions that you
shoud beaking — simultaneowly andcontinuoudy.
Thereis no magic or beg way to sort thesequegions, and
of course, thereis always someoverap. But if you are
devoting reourcesto continuaudy invedigating these
areas,you will be preparedfor the next wave of charge

1. Meta forcesof change. Whatarethe global scciopo-
litical forcesthatimpacthow we work? What arethe pos-
sible aternaive futures, giventhos force®

2. Public policy issues Whatarethe workplacefvork
force effects of tradepdicies, employeeberefit recuire-
mens, ervironmertal laws ard labar laws? What will
the® public policy issues bein five yeass, andhow will

(continuedon page8)
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(continued from page 7)

they affectyour busnessandyour cusomes?

3. Demagraphic dynamics.Wha arethe multigenera
tiond dynamicsof demographyegedally in underdevel
oped courtries? Whatfactorsinfluence generaional cul-
tures ard value® Whatarethelong-tem trendsin edua
tiond funding, in the United Stetes and elsevhere?

4. Geagraphy or talent pools.Closeon the heds of the
demographic questons,wherewill the mostdesirableal-
ern beliving in five, 10, 20 andmaybeeven50 years?
Why?Whatis the psychologytha underliesmobility?

5. Work processand collaboration styles. What
motivateshumansto collabordae?How do compensdion
andreward systemsaffectwork behaviors?More
resaarchis neededas we really don’t yet undestand
thesearea very well.

6. Socil and intellectual capital metrics. How
shouldwork force performancen a distributedwork
environmet be measure@ndaudited? How do you
captureincreasedocialcaptal onyour balanceshe¢?
Whatis thatsodal capital worth in the marketplece?

7. Challenges and difficu Ities of managing a dis-
tributed work force. Whatarethe spedfi c competen
ciesrequredto managedistributed workers succesfut
ly? Wha do leadersof the future look like?How do
they devdop thesecompetencie®

8. Deeper understanding of barriers and sourcesof
resistance to the new models. Wha are the cultural
bariersto the fundanmentalchanges thatthe future of
work will bring— anddemand?®Vhat kind of change
managemenprocessesustbe putin place?How do
we get senior managementn board?

Disposing of Unneeded
Red Estate As®ts

A significant part of the cost savings associated with
collaborative strategic management (CSM) comes
from shedding that 30 to 50 percent of unnecessary
real estate. The quicker you can get that fixed cost
asset off your books, the sooner you realize bottom-
line gains.

Firms that represent tenants looking for good deals
— and therefore bypassing traditional brokers — are
already emerging in the market. The traditional broker
is losing his or her place as a mediator, a development
that is already underway in the automotive, airline and
banking industries with the advent of e-commerce.

There shoul be a speial,
identfiable groupof people
within the organization who are
taked with answering these
guestions,over and over again.

so@w RECOMMENDED
ReADpING List

If you liked Corporate
Agility, you’ll also like:

1. Green to Gold by Daniel

Soundview Executive Book Summaries®

A NewWay of Lodking at
Organizdions

Organzations contain three
levels — or, more appropriately,
spheres— of work. In the
activity level, products or ser
vices are producedanddistrib-
uted In the administration
level, differentactivities are
coordinated. In the padlicy level,
gerera direcion is set.The
point here is to locate the for-
ward-looking role, the “futures
group,” at the palicy level.

Thethree sphees of work —
activity, administration andpoli-
cy — represent a minimum set
of neessay levds of an organi-
zation in thetraditiond sense

C. Esty and Andrew S.
Winston. The authors
show how companies can
generate lasting value by
building environmental
thinking into their busi-
ness strategies.

2. Firms of Endearment by

Jagdish Sheth, Rajendra
Sisodia and David B.
Wolfe. From Costco to
Wegmans, today’s best
companies are becoming
the ultimate value cre-
ators, generating every
form of value that matters:
emotional, experiential,
social and financial.

. The Starfish and the

Spider by Ori Brafman
and Rod Beckstrom.
Brafman and Beckstrom
provide a look at the
decentralized companies
that are taking the busi-
ness world by storm.

Exeautivesset policy, middle managers coordinate
action andnon-managers do the work of the enterprise.
You hawe to know where you are in the organizaion to
undestandhow you fit into the overdl schame of things
as well as how and what you can do to increasethe

organization’s agility.
Corelssuesat EachLevd

The coreissuefor the activity sphee is“Whatarewe
doing?” Thes people are concernel abouteffi ciency,
reourcesand getting thingscompleted.

Administrators areconcenedwith “How will we getit
done?” Theyarecharacteized by contol issues, methods
of work and maintaining the statusguo. Administrators

are interegedin survival.

Pdicy makeslook atthe quegion “W hy are we doing
this? Their concems certer onissuesof direcion, effec
tiveness the creaton of new abilitiesfor the orgarization

ard rerewal.

An agle organizaion is one thatstrategicaly integrates
the maregernrentof its realesate, humanresourcesand
tecdogy assets. It doesthatin a collatoraive fashon that
requiresa charge from the decsion-making procesesard
stylesthatrely on today.Finaly, anagie enerprise orga
nizesitsdf into three(andonly three)levels that centeron

conpletion, survival andrerewal. =




