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TODAY, AN INITIATIVE LIKE CHROME IS MORE NECESSARY THAN IT HAS EVER BEEN. PROFESSOR RENE TISSEN AND

FRANK LEKANNE DEPREZ EXPLAIN WHY TIME IS RUNNING OUT FOR CONTROL-CRAZED MANAGERS.

BY JOHN WIDEN

f you think chrome is a pigment, you would not be wrong,.

But that's not all it is. At Nyenrode, CHROME stands for the

Center for Human Resources Organization and Management

Effectiveness. The center aims to explore and optimize the
relationships between the architecture and structure of organiza-
tions, people and performance, and modern technology.

René Tissen and Frank Lekanne Deprez are both attached to
CHROME. They have been good friends for 20 years and have writ-
ten several books together. The project on which they are currently
working, The End of Management?, raises some serious questions
about the squandering of talent. “Management is under threat. It's
lost its authority because it's failing to develop organizations into
the successful ones they could be,” says Tissen. The booklet result-
ing from the project promises to be a scathing censure of what the

authors see as outdated organizational concepts and an appeal for
change - while there’s still time.

Compliance

Tissen and Lekanne Deprez argue that management is — sometimes
without managers realizing it — suppressing talent rather than let-
ting it flourish. During the past 15 years, organizations have wel-
comed an influx of people who are better educated, more creative,
more innovative and more broadminded about their own capa-
bilities. And yet these managers have acted counterproductively by
centralizing and recreating hierarchy and imposing rules, guide-
lines and procedures — and most of all, control. Instead of unleash-
ing an organization’s full power, they control it with a requirement
to comply. “We end up with a large, deep pool of talent,” says Tissen.
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«MANAGERS DON’T LIKE SUPPORT - THEY CRAVE CONTROL.
THIS/REALLY IS THE CRUX OF THE PROBLEM .»

“But we're only skimming the surface because of the restrictive
influence of this compliance.”

Straitjacket
“Compliance is imposed not only by organizations,” says Lekanne
Deprez, “but also by countries, laws, and societies in general. It's
like a straitjacket. When talented people enter an organization,
they are shown what they cannot do, creating a huge chasm be-
tween what they feel they're capable of doing and what manage-
ment allows them to do. Ostensibly, job advertisements claim to
be looking for team players and independent thinkers. However,
the reality is usually very different. And another thing: people’s
IQ is on average rising by three points every ten years — a phe-
nomenon known as the Flynn effect - but management is failing
to recognize this as intellectual capital, as an asset that can be
exploited.”

The economy has changed fundamentally. As recently as 25
years ago we lived in an industrial economy: on the one side those
who thought, and on the other those who did. Now, in practically
all sectors, society is knowledge or talent-based because it feeds
on innovation and creativity. Even manufacturing and agricul-
ture, which are still very strong, have become knowledge-inten-
sive. “Nearly all companies today are knowledge-intensive, but
many don't realize it,” says Lekanne Deprez. “They still use the old
model and apply it in the new framework. It's like forcing the pro-
verbial square plug into a round hole.”
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Lose-lose situation?
Lekanne Deprez insists that if

management is to optimize tal-
ent it must shift its mode from

span of control to span of support.

“But managers don't like support. They crave control, and this re-
ally is the crux of the problem.” Does this mean that because to-
day’s students are tomorrow’s managers, we are looking at a lose-
lose situation? “Probably,” Tissen replies. “Something strange
happens to people when they become managers. Talented people
come into organizations full of ambition, but the organizations
drive the ambition out of them. Or they become managers and
they also drive it out of others. It's a contradiction, because in the-
ory management advocates being innovative, creative, and talent
and support-based. Yet in practice it’s centralized, standardized,
coordinated and rationalized.”

To illustrate how the Netherlands can be considered
symptomatic of how close management is getting to “losing
the plot”, Lekanne Deprez quotes what he sees as a lamentable
economic statistic. “Of the 36 billion euro of profit made by Dutch
business in 2004, 80 percent was generated by cost reductions
and efficiency gains. This looks and sounds good in the short term
butin the long term it spells trouble, because it means innovation
and creativity are taking back seats.” Tissen puts the point into
perspective by adding: “In the Global Competitiveness Report the
Netherlands has dropped out of the Top Ten and is now down to



12th place.” Lekanne Deprez warns against underestimating the
value of innovation and creativity. “In Amsterdam, for example,
the creative class accounts for 52 percent of the population.
And last October American Richard Florida wrote in the Harvard
Business Review that 30 percent of the American creative class were
responsible for 50 per cent of the salaries earned in the US.”

Promising heaven, creating hell

Research carried out through CHROME suggests that new tech-
nologies, which facilitate knowledge sharing, enable gifted people
to exploit their talents. The problem is that modern organizations
tend to shy away from sharing knowledge. “In some companies
this can be so bad that risk analysis and mandatory compliance
mean virtual ‘corporate Chinese walls’ are erected, where complete
groups of employees don't communicate with one another, or are
not allowed to,” says Lekanne Deprez. The solution, he explains, is
to help companies develop and optimize talent in non-hierarchi-
cal structures.

It's also a fact that many managers recoil from modern technol-
ogy, which during the past 15 years promised heaven but often cre-
ated hell. Ti_l;?’fatest technologies, however, are much better because
they help optimize talent by optimizing decision making, some-

“thing CHROME research has shown to be sorely lacking in the past.
Tissen: “New technologies put tools at our disposal that substantial-
ly improve the quality of decisions. This allows us to apply talent in
more focused and dedicated ways.”

According to Tissen, these technologies are making organiza-
tions more intelligent, They can help managers make the all-im-
portant migration from span of control to span of support without
perceiving that they are sacrificing control. “Many of these manag-
ers realize that this migration is necessary; they just don't know
how to doit.” The widespread culture of accountability doesn't help
either. Being a manager is too easily associated with having your
head on the block if things go wrong. “This is yet another hurdle
that makes managers reluctant to cross over to the span of support
mode which will allow companies to work to their full potential,”
says Lekanne Deprez.

Nyenrode uses initiatives like CHROME to teach what Tissen
calls authentic management. “We encourage future managers - our
students - to think independently, creatively and innovatively. In
so doing we engage them in new ways of thinking. This is risky be-
cause, as we've explained, reality can be different, but it’s worth it. If
our students are to make a difference that will have a lasting impact,
they will need the kind of authenticity we try to instill into them.”

De-management

While Frank Lekanne Deprez and René Tissen see CHROME as a
catalyst for better management, they realize that the chances that
managers will be freed from their self-imposed straitjacket any time
soon are limited. “In 30 years we've only seen decline, particularly
in the past five years,” says Tissen. “Tensions are building up; parties
are not listening to each other and drifting apart. There's definitely
something in the air right now that could trigger a management
revolution, resulting in the ‘de-management’ of organizations.”

“It could go either way,” cautions Lekanne Deprez. “If manage-
ment keeps on whipping employees into line, there will be a back-
lash. What it must do is backtrack, create mental space and a climate
that will unleash the available potential. Only then can something
worthwhile happen.” =

THE GIFT OF TALENT IS NOT EXCLUSIVE TO THESE

MODERN TIMES. A GOOD EXAMPLE OF HOW IT CAN BE

USED TO ONE’S ADVANTAGE WAS SET BY THE ORTTS,

A FAMILY OF MERCHANTS WHO OWNED NIJENRODE

FROM 1675 TO 1853. BY GERT IMMERZEEL

he 17th century was the Low Countries’ Golden Age.
They were a global power with Amsterdam as its glit-
tering center. The banks of the river Vecht became a
desirable place for a summer residence, and Nijenrode
castle - described at the time as “the most beautiful knightly castle
in the Nedersticht” - was a popular subject for painters and other
artists. This period of prosperity ended abruptly on September 6
1673, when French troops during a war with the Dutch Republic
blew up the castle after they had been forced to abandon it. They
finished the job by setting fire to what remained, so paintings and
drawings are all that we have left from the romantic era when the
name of Nijenrode was linked with medieval knights.
The arrival of the Ortts, a wealthy family from Amsterdam, marked
the start of three centuries of merchant owners at Nijenrode.
Johan Ortt | restored the castle to its former glory in only three
years. A map from 1678 shows extensive formal gardens, and
a large coach house was built in front of the castle. Johan Ortt
was a keen horseman and his stables, with more than 50 horses,
had an international reputation. Contemporary artists Dirk
Maes and Melchior d’Hondecoeter depicted the family’s lavish
lifestyle in their paintings, some of which are in the collection of
Buckingham Palace.
The Ortt family also owned a lot of land and real estate. They
grew fruit trees, which they grafted themselves, in seven orchards
- including one for fig trees. Their influence made itself felt in
local politics, legal matters and the church. Historic archives
include correspondence between johan Ortt and the French Duke
of Gadagne. In a letter, the duke asked Ortt to send him a humber
of horses and one of his mistresses. There is no record of a reply,
but in his next letter the duke thanks Ortt - for the horses! In the
same message he also calls Ortt a good patriot. A dramatic event
put an end to the Ortt period in 1853 when Sara Ortt was killed
after her horse and carriage fell through a drawbridge.
Some of the Ortt family’s historic paintings are still on loan to
Nijenrode. Its youngest scion, who recently visited the estate,
showed a striking resemblance to the portrait of his ancestor,
Johan Ortt IV (above), that locked down on him from the wall.
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