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THE DUALITY
IN THE CROWN

Could 1t be that organisations - or more specifically - HR, have yet
to master the art of duality? Duality is an instance of opposition or

contrast between two concepts and the art of embracing - as working
theory - both concepts, although seemingly opposed and simultaneously
prepaning for multiple outcomes. Duality is the new requirement for
survwal in this exceptionally challenging time, which is characterised

by such volatility and uncertainty.

ARTICLE BY TALITA FERREIRA, IOD CHARTERED DIRECTOR, FOUNDER & CEO - AUTHENTIC CHANGE SOLUTIONS LTD

Let's explore the current contrasting and
sometimes, conflicting concepts. According to

a recent Criticaleye survey of business leaders,
Creating Winning Leadership Teams in the Age
of Disruption, 2017, 95 percent of respondents
believed their organisation's business model was
being disrupted. Sadly only 12 percent of
respondents were confident they had the correct
leadership capability to adequately face this
challenge. Exacerbating the issue was the fact
that 86 percent of respondents believed their
leadership team’s focus was monopolised by
‘business as usual’ or ‘day-to-day’ issues, rather
than dealing with the disruption itself. The
duality lies in leveraging the successful business
models of the past, while simultaneously
focusing on the disrupters entering the market.
In effect, focusing on both short-term skills,

as well as long-term strategic requirements,
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to prepare leaders adequately for this challenge.
The 2017 Deloitte Global Human Capital Trends
report stated that the number one critical trend
was ‘creating the organisation of the future -
now'. The key to a high performing organisation
of the future in a digitised economy is to create
organisational ecosystems and networks and
this involves moving away from the traditional
hierarchical, silo-based or matrix-type
organisational approaches, that have been core
to past organisational success. Instead, it means
creating empowered networks designed around
customer centricity and products and services,
with individual team members sharing a
common purpose and core values. The duality
lies in focusing on breaking down the silos fast
enough - but in a controlled manner - to create
the networked ecosystems of the future, at a
pace that ensures the necessary speed and

agility. At the same time, avoiding a siloed
approach to performance reviews and
remuneration and truly rewarding the visionary
leaders who have shifted in mindset to create
collaborative, supportive and trusting team
cultures where issues can be discussed
openly and honestly.

Another duality is developing and nurturing
an internal talent pool of generalists and
specialists while building strong networks and
relationships with similar talent externally from
the gig economy (a labour market with short-
term contractors and freelancers as opposed to
permanent employees). This means being able
to access the perfect skills at the right time,
either from within or externally. It also means
having the ability to ensure that the cultural fit is
the same in both cases and that onboarding or
moving internally does not slow down the




process. There is a need to understand the
motivation of gig economy workers and be able to
manage expectations between different employee
types seamlessly, while learning to enthuse talent
that the organisation does not own. The career path
of the future is critical to ensure that internal mobility
is accepted as a core value and an agile career
approach is supported and embraced by all leaders.
This also means allowing high performing, capable
individuals with the perfect cultural fit, to leave the
organisation, to grow and develop externally. At the
same time, keeping in touch and actively
encouraging high performers to return to the
organisation through, for example, developing and
nurturing external alumni networks. While focusing
on the examples of duality above, the organisation
should consistently have the best digital employer
brand and employee value proposition to attract
talent. Organisations need not lose sight of the need
for stable, long-term HR processes, but understand
the need for speed and agility to adapt and change
systems as new trends emerge, to which the HR
strategy must adapt quickly. The requirements of
future leaders and their expectations pose additional
challenges to the future succession debate. A
research study by John Getzema and Michael
D’Antonio published in their book, The Athena
Doctrine: How Women (and Men Who Think Like
Them) Will Rule The Future, (2013), refers to a shift
in the traits associated with morality, leadership and
happiness. The traits, which were traditionally viewed
as feminine, for example, collaborative, intuitive and
reasonable, are now what respondents correlate with,
morality, leadership and happiness. There has been
a shift away from the traditional masculine traits,
such as, dominance, aggression and pride.

The Fourth Industrial Revolution, a report
published by the World Economic Forum in 2016,
states the top ten skills that will be required in 2020.
It introduces three surprise contenders: creativity as
number three; emotional intelligence as number six;
and cognitive flexibility as number ten. Lynda Gratton
and Andrew Scott in their book, The 100-Year Life:
Living and Working in an Age of Longevity refer to an
average career length of 60-70 years and the half-life
of a learned skill of five years; making what we learnt
ten years ago obsolete and five years ago, irrelevant.
Can organisations move beyond traditional training
platforms where people focus more strategically and
learn fast enough to stay ahead of this curve, while
still delivering on the overflowing day-to-day
demands? Are individuals willing to learn at this pace,
especially considering the different characteristics
and preferences to learning; which will soon be found
among the five generations encountered within one
organisation? A 2014 special report, The Great
Corporate Quit: Will You Stay Or Will You Go? by
Aspire, Trailblazing Women, cited one of the main
reasons women consider leaving large corporations
is to start their own businesses where they can create
the opportunity to make a bigger difference. To
achieve effective future succession planning,

ACTIVELY
EMBRACING
DUALITY -
WORKING
SIMULTANEOUSLY
ON SEEMINGLY
CONFLICTING
OUTCOMES -
WILL ENABLE
ORGANISATIONS
TO CREATE
THE LEADERS
REQUIRED FOR
TOMORROW
AND ALLOW US
THE FLEXIBILITY
AND AGILITY
TO CHANGE
RAPIDLY WITH
CHALLENGING
EXTERNAL
DEMANDS

@theHRDIRECTOR
TWITTER POLL

Does your organisation have a
succession plan to replace the
company’s CEO/MD?

23% Yes

77% No

WWW.THEHRDIRECTOR.COM

organisations need to be viewed holistically as
a cultural ecosystem containing the leaders within
it who still need to grow to their full potential. These
leaders will realise their role in creating a sustainable
culture for themselves and other individuals. New
ways of working with talent will be embraced busting
traditional mindsets and paradigms, for example,
creating and providing opportunities for individuals
to grow. Agility and the ability to adapt - especially
existing processes - to the changing external
environment is key. Even more crucial is regarding
employees as authentic individuals with different
needs and generational motivators, for example,
Millennials versus Baby Boomers.

Remuneration needs to step up to allow
a different paradigm, rewarding employees with the
ability to make a bigger difference and to give back
to society during what was traditionally regarded as
‘on company time.” This is a new paradigm where
corporate responsibility is no longer merely a tick box
exercise but is a part of the overall culture, role-
modelled at the highest level within the organisation.
This cultural ecosystem will focus on nurturing and
sustaining authenticity. It will allow individuals to
seamlessly move between the various aspects of their -
lives; reducing stress and increasing wellbeing; and
thus creating a compelling proposition to stay within
an organisation. Authenticity leads to higher
boardroom ‘diversity of thought,” which is paramount
to ensuring the necessary resonance with customers
or clients of all genders, ages, ethnicity, sexual
orientation and so forth. Creating career paths for
directors will be an essential element of future
succession planning. This means actively and
consciously training directors to be directors and to
understand their role in leading this cultural
ecosystem. Focusing on moving directors within an
organisation to foster higher levels of mental agility
and adaptability to keep up with the pace of change.
It means equipping directors to clearly understand
their role in building a nurturing, inclusive culture,
based on people being rewarded for their mindset,
values, skills and abilities and not merely for their
position. Actively embracing duality - working
simultaneously on seemingly conflicting outcomes -
will enable organisations to create the leaders
required for tomorrow and allow us the flexibility and
agility to change rapidly with challenging external
demands. Organisations need to focus on creating
this new breed of authentic leader, personally
invested in growing the talent for the future and not
being afraid to be replaced or move onto something
different to develop and grow themselves further. This
will create inspiring leaders who reward innovation,
creativity and continuous learning. ®
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