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Preface

ome people may argue that this is not purely a scientific book, and

since I didn’t necessarily start writing this book with the intention

to make it one, they may have a point. Yet I believe it’s best to leave
that judgement to you, the reader. Then again, this book is not just an
interesting story that I made up. It is based on more than 25 years of
experience working as a management consultant, observing and inter-
acting with people in many different organisations and on all levels.
During those years I have combined my observations and interactions
with logic reasoning, anticipated future trends and various psychologi-
cal and empathic insights. I noticed that they revealed certain consist-
ent patterns. These in turn led me to interesting deductions and con-
clusions, with the most prominent one being that most organisations
today have huge problems to get themselves organised. Clearly, this is a
serious issue to be dealt with.

My observations, deductions and conclusions don’t necessarily follow
rational explainable facts alone.

The proposed viewpoints and remedies are not based on mathemati-
cal algorithms and their outcomes are not to be expected in decimals. To
appreciate and comprehend the ideas of this book to the fullest, it may
be helpful to look further then just facts and figures. I encourage you
to set aside the beliefs of the established order and reach within your
senses. Because in this book I consider the underlying aspects of human
behaviour to be more relevant and also take in account the intriguing
and potentially innovative possibilities of natural organisation systems.
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Several hundreds of valuable books have been written by highly cred-
ible scholars about specific subjects of organisation. I have read many
of these books and they have helped me build a foundation of insights.
I presume that 21st century information systems will easily lead you to
these books when necessary or so desired. Even if you have not read
them, you should be able to follow the ideas of the Swarm Organisation.
Because this book is intended to be easy to read, short and to the point.
It should be accessible to anybody and I hope it will put a smile of rec-
ognition on your face every now and then. It is not my intention to go
into lengthy explanations or scientific methods of proof. This book is
not about proving or believing anything and I invite others to comment
and add to the idea. After all, this is predominantly what the Swarm
philosophy advocates.

In Part 1 of this book I intent to reveal and highlight the challenges
that people and organisations will face in the 21st century. In Part 2, I
will put forward suggestions on how we can improve the way we organ-
ise, with insights in the amazing ways that Nature solves problems in
organisations.

The year was 1996. At the time I was the general manager of a busi-
ness unit of a large high-tech company. The organisation encountered a
nasty customer problem and I was asked by one of the company’s VP’s
to investigate the issue. My team went to work and within a few weeks
I reported to the VP that we found the problem, that we could solve it
in 3 months and that it would probably only cost $50,000. The response
of that VP still lingers in my ears: “Evert, we've been asked to investi-
gate the problem, not to solve it”, “Go back to your team, take another 3
months, rewrite the report and leave out the part where we solve it”! The
problem persisted for 2 years, 3 court cases, cost approximately $1,2 mil-
lion and 10 people lost their jobs over it. I learned that norms and values
are determinative to prosperity and well-being, both in positive and
negative sense, and sometimes their outcomes can be most unwelcome.
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June 2019. In the newspapers I read that CEOs on average now earn
300 times more than their employees. In 1978 CEOs ‘only’ made 30x
more. Since then, adjusted for inflation, workers have seen an 11.2%
increase in compensation, while CEOs have seen a 937% increase in
earnings. Basically, CEOs earn the same in a

day as an employee in a whole year. CEOs are Because | passionately
hailed fo.r their e.fforts to increase proﬁFs and believe we can do better,
stock prices, while employees are considered

a cost-burden. On top of that, when things go much better.
wrong, workers are the first to be fired while

they had no part whatsoever in the downfall. To me, there are no con-
ceivable qualities a CEO can have to justify this enormous income dif-
ference. This ongoing inequality is just mind boggling, frustrating and
utterly disturbing. It wouldn’t surprise me that one day soon this may
lead to a devastating revolt of the working class.

As a student in Business Administration I have been taught that human
organisations have a ‘hard’ and ‘soft’ side. Hard being the machines,
buildings and finances and Soft the people, the systems and processes.
I have also been taught that organisations are about common goals,
cooperation and growing together, but in reality, it is the total and utter
opposite. There is no problem in changing machines or buildings. It’s
the people and their aversion to change that is the Hard part. [ have con-
cluded that human behaviour is at the core of these events and I asked
myself many times: “What drives these feudal systems and why can’t we
do any better?” And I promised myself to:

1. Find a better way for people and organisations to cope with change
and complexity.

2. Devise an organisation concept that truly serves all stakeholders and
is more workable, agreeable and enjoyable.

3. Create a movement where Individuals select or create organisations
that embrace the principles of this new concept.
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As a semi-professional wildlife cameraman, I was in the privileged posi-
tion to observe large groups of animals in the wild: Swarms. T quickly
realised that Nature gave me a fundamental insight on how to move
forward.

Evert Bleijenberg MBA
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PART 1

THE 21ST CENTURY
CHALLENGE



1. Introduction

funny thing happened with the crossover to the new millen-
nium. The world distinctively changed.

It was called the ‘New Economy’ and it was no longer a fash-
ionable phrase. It was real and inescapable. Some people hailed it as
the dawn of a new era. Whereas others were convinced this was just
another hype, destined to disappear in the history books as just another
anomaly. Now, 20 years later, even the most hard-core ‘old economy’
believers have to admit that the new economy has rocked this world to
its core and is here to stay.

The new economy brought amazing things in many forms to many
different people. Yet most of all, it brought changes. Unprecedented
changes, that came with an ever-increasing speed and ferocity. The
rapid changes forced people and organisations to significantly readjust
their norms and values. People had to change their perceptions of work
and private live. Clearly, not all are doing so well in adapting.

Where some businesses thrived under the new developments, many
others struggled or perished. In the western world, traditional blue-col-
lar jobs were rapidly disappearing as were the wholesale channels and
small and middle-class retail entrepreneurs. Sales channels became
increasingly transparent and competition suddenly could come from
anywhere in the world. Traditional channels for market communica-
tion lost their meaning. They changed beyond recognition and/or dis-
appeared altogether. Patents and intellectual property rights lost their
strength. Logistics took centre stage in the fulfilment process. Access to
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venture capital became easier. Markets moved much quicker, demand-
ing flexibility and instant gratification. Organisations, but also employ-
ees, started preferring flexibility, independence and decentralisation
of work, over the more traditional fixed payroll jobs. The boundaries
between work and private life became quite obscure. People could sud-
denly live, work, communicate and consume at any time and from every-
where. Furthermore, they demanded organisations to deliver commu-
nity value, to be fair and accountable. Good or bad, the new economy
plunged the world in a constant state of flux.

But what is causing this phenomenon? How come that organisations
are in so much trouble? Is it globalisation? Modern aviation and logis-
tics? The Internet? Or the community demands? Sure, all these items
are viable enablers for the ‘new economy syndrome’. But are these the
defining underlying items? In my humble opinion there is another and
much more determining factor to the issue, which has everything to do
with the way we, humans, think and behave.

This book is about human behaviour in organisations. It addresses the
questions: Why do we behave and organise the way we do? Why do we
struggle to get it right? And what should we do to alleviate the trouble
we are in? Organisations are groups of people, and what people believe
in, is what organisations become. Consequently, people will need to
change what they believe in, if they want to change the organisations
they work in. This change will not require a simple process or model. It
will require a paradigm shift in human behaviour.
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2. What is bothering
modern organisations?

ou may have noticed it. The developments in human civilisa-

tion are picking up speed by the minute and this acceleration

presents huge challenges to today’s organisations. But why?
What exactly is bothering those organisations? I believe the answer is:
Increasing Change and Complexity and the problem is Big!

The growing demands of stakeholders (i.e. all customers, employees
and shareholders) have changed the modern business environment
and the challenges are so big that many organisations have huge prob-
lems keeping up with them. Now you may ask: “Weren’t these problems
always a part of running an organisation?” Well yes, they were. But over
the last 45 years the direction, speed and proportion of the changes
have increased exponentially. Simultaneously, globalisation tilted the
‘playing field’ between geopolitical regions. It created an international
network of interconnected dependencies with a complexity never seen
before on this planet. Organisations in general are not very keen on
sharing this ongoing struggle with the outside world. But the fact is that
most of them are stretched to the limit and have tremendous difficulty
to adapt their products, processes and organisational structure to cope
with these problems. With dire consequences.

But that’s not all. From around 1950, the western world saw an increase
in wealth of the middle-class. Families could comfortably live on a sin-
gle income. This increased wealth in turn boosted consumption and
thus the economy. Yet, this all changed around the 1980s when compa-
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nies started focussing almost solely on efficiency and shareholder value.
Worker compensation stalled causing the middle class to shrink at the
advantage of the top 10% of shareholders. Business mechanisation and
automation turned humans into machine extensions, obstructing crea-
tivity, self-organisation and self-development. But humans are sentient
beings that don’t respond very well to such systems. It deprives them
from their individual values and cause mental illnesses. Around 2005
we saw the rise of a movement of people that demanded sensible work,
with purpose and meaning. Today many young people determinedly
reject working for large structured companies. Unfortunately, unedu-
cated people often have no choice but to accept the poor working con-
ditions and low pay. In 2016 almost 10% of the labour force in western
Europe struggled with burnouts. A mental fatigue illness never heard
off before in history.

Clearly, something big is going on in the last 15 years. Modern tech-
nology and globalisation probably are causing some really significant
changes, but the trend already started much earlier. Allow me to share
with you some examples of things which roots sprouted before the rise
of modern technology and globalisation. It started in the 60s, the era
of ‘flower power’ when people were highly motivated to create ‘a better
world’ for all.

2.1 The consequences of creating ‘a better world’

People have long since strived to make the world a better place for every-
one. Equal opportunities, justice, peace, care and respect for everybody.
From the middle of the 20th century people have collectively set out to
create a ‘a better world’ for everybody, and is it working, or isn’t it?
Creating a better world is not that easy. Honesty and integrity are
interpretable values and not all people play by the same rules. Before
Corporate Governance, businesses often were negligent and greedy,
many still are! Clearly there was the need for regulations, and as a good
servant, governments set out to create them by the hundreds! Organi-
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3. Key realisations

ooking at all the previous observations and considerations so far,

can we conclude that there are primary indicators and obser-

vations that are influencing and/or determining the future of
human organisations?

3.1 Decisive subjects

Ecology is Priority 1. There are no jobs on a dead planet

There is no Earth II. For those who believe we can terra-form Mars and
have a better future there, ask yourself the following question: do you
truly believe mankind can create a habitable planet from scratch 400
million km away, while we can’t even conserve our own perfectly habit-
able backyard? If you're still not convinced, then please note that it costs
approximately $5,000 to launch one bottle of wine into low earth orbit.
Mankind is rapidly exceeding the thresholds of our planet’s ecological
resources. A catastrophe is imminent, and if we don’t solve this environ-

mental crisis very soon, reading this book will be pretty useless.

Change always is. Use it or lose it

People who say that they ‘don’t change’ unfortunately live an illusion.
Literally everything is in a constant state of flux. Change is a fact and
being part of it not a choice, whether we like it or not. It is the only con-
stant factor in this universe and there’s no imaginable security or policy
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5. Symptoms

n Chapter 3 I concluded that the problems that modern organisa-

tions face originate from the increasing speed of change and an even

greater complexity within their operating environment. As a conse-
quence, such organisations may not be able to act fast enough to define
new products or services, or solve certain problems within the window
of opportunity. They may lack the innovative capacity or required cul-
tural inclination. Or they may not be able to get the right people in
quick enough or fail to effectively communicate and connect to such
people. Their legacy structure and procedures may hinder them and
there is no time to reorganise to the new strategy, even if they knew
what that should be!

Organisations that have difficulty with adapting to their environment
exhibit certain common symptoms. These symptoms are almost
always accompanied by a typical behaviour of the organisations’
stakeholders. Depending on the state of an organisation, people may
exhibit poor inspiration, motivation and attitude. The behavior that
results from this often points to a specific symptom.

5.1 The 4 symptoms
Over the years I have learned that many problems in organisations can

be brought back to just 4 common symptoms. Let’s see if you recognise
them.
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Metaphor: Deciding which mountain to climb, why and when?

Symptom 1. The organisation struggles

to set new (strategic) goals

Basically, all products or services have a limited shelf life. Which means
that sooner or later the market for a product or service will be saturated
or disrupted and the organisation needs to come up with something
new. However, setting new goals is not only confined to coming up with
new products or services. It also applies to growth strategies like open-
ing new markets, going to the stock exchange, performing mergers and
acquisitions, creating alliances, etc. In other words, organisations must
make (the right) choices. Not setting (strategic) goals may jeopardise
the continuity of the organisation and thus encompasses an existential
threat.

This symptom often indicates that the leadership of an organisation
fails to define new steps towards the future. The cause of this may lie in
a rigid organisation culture or a lack of innovative capacity. People in
such organisations will often state that they feel like they’re stuck and
are going in circles. They may appear uninspired and unconnected.

Symptom 2. The organisation struggles to organise its activities

Coming up with bright ideas is one thing. Getting them implemented
is something completely different. There is no shortage of bright ideas
that looked great on paper, but never made it into the real world. Some-
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PART 2

THE ROAD TO
SWARM
ORGANISATION

In part two of this book I will talk about the direction I believe we
need to take, to alleviate the problems that organisations face today
and increasingly in the future. I will explain where this direction
comes from, why it will work, how it all fits together and where it will
lead us. Please join me on ‘the road to Swarm Organisation’.
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Knowledge and
experience come
from the past,
so it’s safe and
proven.

It's also out of date!



8. It’s all about behaviour

ontrary to what many organisation professionals still believe, suc-
cess is not really so much about knowledge, skill or experience!
Your organisation may have the most brilliant plans, the
brightest ideas, the best people and the smartest processes, but all of
that really doesn’t matter if you don’t actually DO something with it.
Even more important, if you don’t put your ideas, plans and processes
out in the real world, you will never know if they were truly brilliant or
just another ‘brain fart’. And even if your ideas are truly great and you
bring them out in the world, then still it may fail if you don’t exhibit
the right behaviour necessary to be successful. There is no shortage in
examples of great ideas that failed just because of that. Our behaviour
is essential for everything we do.

8.1 What is behaviour and where does it originate from

Behaviour can be considered as the physical representation of an entities’
norms, values and believe systems. It shows us its internal reflections

of inspiration, motivation and attitude. Behaviour is basically a form of
communication, that tells us how an entity perceives the world around

it and how it relates to that world. Behaviour is

the first and only property of a person, a unit Behaviour is the physica/
or ‘an organisation,.that qual.iﬁes its existenc.e. representation of an entities’
It is the holographic projection of the self, its
public relations benchmark. It is the cover by  invisible inner reflections and

which we judge the book. believe systems
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Who, what and
where you are now,
is not by accident.
It is no more or less
than the residual
outcome of all
your decisions and
actions till today.

But in our modern society it is a strong taboo to ‘judge a book by its
cover’, and that in general, is a good norm. Because we all know that
what people show us from the outside, not always is what they truly are
on the inside. Modern society has made well-conditioned and experi-
enced chameleons out of us.

Yet through all the smoke and mirrors, a part of the underlying char-
acter always shows. Those apparently insignificant behavioural signs,
tell us a lot about the underlying norms and values. Such norms and
values are created by all experiences and conditioning that an individ-
ual (or organisation) received in its lifetime and they a have huge influ-
ence on someone’s behaviour. For example: we may believe that ciga-
rettes, alcohol and drugs are addictive, but the true addiction is in the
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9. Swarm Behaviour:
Nature works holographic

believe people should do so too!
It is my conviction that humans are not the great inventors and
problem solvers that they believe themselves to be. We may think we
are smart because we can fly planes, build computers and split atoms,
but allow me to point out to you that birds, insects and bats also fly.
Even the dinosaurs flew and they already did so more than 165 million
years ago. Until today we have yet to build a computer that matches the
awesome cognitive powers of the human brain and the Sun has been
splitting and fusing atoms for more than 4.6 billion years. Needless to
say that all of this took place without any help from us, humans. It may
be a little bit humbling, but the whole idea that great inventions, solu-
tions or systems can only be conceived by ‘intellectual humans, is abso-
lute and utter nonsense. At best, we’re just smart copy cats.

Nature has already come up with much better answers to much big-
ger problems, and it did so a heck of a lot sooner than we did. So why
wouldn’t we accept that Nature already has a much better way to organ-
ise things too? The birds taught us how to fly, so why won’t we let Nature
teach us how to organise. [ want you to consider the following.

9.1 Why do animals swarm?

It doesn’t really matter whether you are a mighty bald eagle, a beautiful
daffodil or a slimy jelly fish. Whether you live in the highest mountains,
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Mother Nature
already has all the
answers and talks
to us all the time.

She only doesn't
speak English.

the bottom of the ocean or a garbage dump. Or whether you live solitary
under a rock, in a family group or in a majestic herd. All living organ-
isms on planet Earth follow the same three basic rules, being:

1. Make sure you eat (live)

2. Make sure you don’t get eaten (don’t get killed)

3. Make sure you reproduce (thrive, grow)

And yes, however sophisticated and detached from Nature we think
we are, that includes us, human beings. Nature is extremely versatile,
yet at its core it likes to keep things simple, generic and applicable to
everything. The basic rule of three fits that description!

So what is the story with swarming? Nature divides organisation forms
basically in two types. Those with hierarchic behaviour and those with
swarm behaviour. Hierarchic groups or packs, usually consist of a sin-
gle alpha individual that can be both male or female. Such groups are
formed in both predatory or prey type animals, but they all have a strict
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10.1 How to create a ‘Human Swarm’?

It is my conviction that swarm behaviour is a viable option for solving
the problems that modern organisations face now and in the future.
Yet, how to create such organisations and make sure humans accept it?
Because humans are distinctively different from animals, and simply
implementing the 6 basic swarm principles probably will not get the
acceptance we need to make it successful.

An example
Let’s assume that we decide to just implement the swarm principles today.
Meaning: as of now abandon all hierarchy, fire your management team,
self-organise, make your communication redundant, be adaptive, inno-
vative, etc. Right! It doesn’t take much imagination to foresee the (very
entertaining) chaos and minor catastrophe

this would create. What do you think would I am using the same brand
happen to highly structured organisations

of toothpaste for more
like airlines or the postal services? I think I P
wouldn’t dare to come near the airport the day than 30 years.
that that h .
ab hat happens How about you?
Not only would this cause many unhappy cus- People don't like change!

tomers, employees probably would be quite

upset too, because most people are not that happy with big changes.
Certainly not if they happen very fast. You only have to think about
the culture shock that this would create. People would be totally lost
and probably invent new organisation dogmas on the spot, and that is
exactly the opposite of the objective.

Addressing human properties

I realised that if I wanted to create an organisation based on swarm
behaviour, and if I wanted that organisation model to be easily accepted
by humans, I had to incorporate the elements that make up generic
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ENVIRONMENT

BEHAVIOUR
ORGANISATION

Adaptive
Culture
Capacity

Motivation Attitude

Connective
Capacity

Innovative
Capacity

Inspiration

¢ Adaptive Culture Capacity
¢ Innovative Capacity
¢ Connective Capacity

The containers are highly interconnected and interdependent. They
overlap and intersect, and together identify where inspiration, motiva-
tion and attitude converge into a certain behaviour, with both internal

and external significance.

It looked as if I was on the right track, but there were two more issues
to resolve: 1) I needed to find out if I could combine human and swarm
behaviour elements in a logical and beneficial way into the containers,
and 2) I had to find out if it was possible to use those elements to meas-
ure the ‘state’ of an organisation and relate that to the 4 symptoms I had
seen so many times. The challenge wasn'’t over yet.

_119_



Container Elements

RO Rgﬂect on Own Culture
el Mirror and N.Iatc‘h
b (Self) Organisation

(Self) Motivation

Value Proposition
Innovative Capacity + Role-based Organisation Design
(Creativeness) «  Simultaneous Generalism and Specialism

Ideas and Roadmap

Sharing Information and Knowledge
Connective Capacity + Redundant Connectivity
(Relatability) « Empathic Focus

Supportive Feedback

Table: Container and Elements

To make new ideas more comprehensible, it often helps to create a
graphical representation of the concept. This is why I developed The
Swarm Scan. First and foremost this graphic is a way to explain, and vis-
ually grasp how the different parts fit together and interact. It may take
some instruction, but once you have studied it in more detail together
with the definitions from chapter 10.3, it will become clearer.

The Swarm Scan

This graphic is also part of the Swarm Scan, an application that meas-
ures the varies values and plots a visual representation thereof. With
this graphic, organisations can instantly see what their dominant
behaviour is and what the potential focus areas for improvement might
be. In Chapter 10.4 [ will tell you more about the Swarm Scan.

But what exactly do these containers and elements mean? Why do
they fit together, and how and why are they supposed to solve the issues
of organisations? Fair questions! In the next chapters I will go to the
heart of the matter, but before I start talking about the containers and
elements that make up the swarm solution, some words about how I
suggest you approach it.
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BEHAVIOUR

Self- Mirror
Organisation & Match

S.elf-. g/\ﬁ\ Reflect on
Motivation // N Own Culture

Adaptive Culture
Capacity

Feedback

Empathic
Focus

Connective
Capacity

Innovative
Capacity

Design

Redundant
Connectivity,

Generalism
& Specialism

Ideas &
Roadmap

Sharing Info
& Knowledge

NOILLYHIdSNI

The SWARM scan

As said in the preface, this book is based on more than 25 years of expe-
rience working as a management consultant, observing and interact-
ing with people in many different organisations and on all levels. The
swarm solution is a highly interesting concept that transcends logic
only. I request you try to see more than the logic alone. Allow yourself
to listen to what your inner senses tell you about what you read. Then
ask yourself: “Does this feel right?”
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BEHAVIOUR

Self- Mirror
Organisation & Match

s.elf-. Reflect on
Motivation Own Culture

Adaptive Culture
Capacity

Feedback

Role-Based

Empathic
Focus

Connective
Capacity

) Innovative
Design Capacity

Redundant
Connectivity,

Generalism
& Specialism

Ideas &
Roadmap

Sharing Info
& Knowledge

NOILLYHIdSNI

10.4 Connective Capacity

To what extent are people or organisations capable of
creating meaningful and rewarding relationships?

I'm sure we all have had this experience in our lives. Maybe it was during
a discussion with a good friend, or maybe when you tried to convince a
customer of the unique benefits of your product. Despite all your best
efforts and good intentions, the response of your counterpart was: “It
sounds really good, but it doesn't feel right.” Have you ever asked yourself
what that meant?

The reason why people do or do not ‘buy into your story’ is almost
entirely biological. Yes, you have heard that right: biological. It is
because of how our brains are built and function. The outer layer and
latest addition to the human brain, the neocortex, is the area of the brain
responsible for cognitive reasoning and language. Underneath that lies
the much older limbic lobe. where most of our emotional, motivational
and behaviour functions reside. It’s responsible for our convictions and
inner decisions and it’s totally incapable of logic or language! Do you
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follow this? Basically what this means is that whatever amazing story,
arguments or rational thinking you may present to a person or group
of people, that doesn’t mean anything to the brain part that makes the
emotional decisions. Behaviour that creates meaningful and rewarding
relationships requires us to communicate in a way and on a level that
appeals to human feelings.

Connective capacity is about Relatability or per definition, the quality
you have to understand, be understood, connect with and be connected
with. Connective capacity is about rapport building, knowing the why
of the what of a person, sharing, supporting and trusting. It constitutes
a deeper level of communication and it is independent from content
or context. Connective capacity is an imperative quality for success,
because it doesn’t matter how good your products or services are. If you

can't connect to others, they will not be convinced about what you have
to say, let alone, sell.

It is more likely you
buy something you
don’t need from
someone you like,
then something
you do need from
someone you don't.
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What elements make up connective capacity?

Sharing Information and Knowledge
This is about the FREEDOM and WILLINGNESS to share INFORMA-
TION and KNOWLEDGE.

With the invention of the smartphone and social media, mankind
entered the era of the sharing society. Today little can be hidden from
others and within organisations information is much more accessi-
ble. Still some people believe that withholding information provides
them with a competitive advantage. With so much knowledge available
online, this seems nearly irrelevant. However, what is relevant, is that it
creates mistrust and retraction, and it limits organisations inspirational
capacity. In swarms all information is shared, real time and uncensored.
This increases an overall knowledge, awareness and creative insights.

But there is more to this. Sharing knowledge and information com-
bined with the element of Redundant Connectivity, creates a phenome-
non called Swarm Intelligence. The simple logic that 1,000 people know
more than just a few, means that better decisions will be made. An
organisation that operates like this, much resembles the amazing infor-
mation processing of a brain. For organisations that believe that secrecy
is an unavoidable necessity, please note that people will always talk,
whether they have the accurate information or not, and what they don’t
know they will gladly make up and add to
the story. It’s called fiction. What do you
prefer?

The easiest step in improving informa-
tion and knowledge sharing is to make
it a policy to do so, or at least encourage
all stakeholders to share as much as pos-
sible within the law. This puts stakehold-
ers in a constant learning state, which will
increase swarm intelligence. However, the

most important factor is to convince and
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Do you want to make your organisation

> More adaptive, intelligent, efficient and innovative?

> One that improves stakeholder equality, ecological footprint,
social justice and -impact?

> So that people are more motivated, energetic, empathic and
enjoy their work?

» Self-starting, self-motivating, self-learning and self-correcting?

Than you need to read this book now!

In the last 25 years the rate of change and complexity in our world has increased
to the point where traditional, hierarchal organisations no longer function.

As a result, many fail to create value for their stakeholders and experience an
increase in stakeholder inequality and social and ecological mismatches. A

new and future proof organisation model is desperately needed. The Swarm
Organisation model is designed to address this challenge.

Swarm Organisation provides a very practical alternative for hierarchy as the
main driver of control, it includes a clear methodology to capture the wisdom
of the crowd, and it offers a very powerful tool: the Swarm Scan. In this book,
scientifically proven insights are being made practical for managers. A must-read.
Prof. Dr. Bob de Wit, Professor of Strategic Leadership at
Nyenrode Business University, and author of international bestsellers.

Rob Heinsbroek

Co-Writer & Swarm; Business Developer.

Rob is coaching business-leaders & management-boards
in modelling new business-strategies based on

the Swarm concept.

Evert Bleijenberg MBA

/A Author, Founder, Strategist & Keynote Speaker
;" b2 Pleasantly unconventional, authentic and with
A many intriguing stories. The man that connected

/h the dots and came up with this remarkable new
-

L organisation concept.

SWARM" “| |“||H

organisation 9460 001 1





<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /All
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Warning
  /CompatibilityLevel 1.3
  /CompressObjects /Off
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages false
  /CreateJobTicket true
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.1000
  /ColorConversionStrategy /CMYK
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 524288
  /LockDistillerParams true
  /MaxSubsetPct 1
  /Optimize false
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness false
  /PreserveHalftoneInfo false
  /PreserveOPIComments true
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts false
  /TransferFunctionInfo /Preserve
  /UCRandBGInfo /Remove
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages false
  /ColorImageMinResolution 150
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth 8
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.00000
  /EncodeColorImages true
  /ColorImageFilter /FlateEncode
  /AutoFilterColorImages false
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages false
  /GrayImageMinResolution 150
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth 8
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.00000
  /EncodeGrayImages true
  /GrayImageFilter /FlateEncode
  /AutoFilterGrayImages false
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages false
  /MonoImageMinResolution 300
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 600
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.00000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects true
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile (Euroscale Coated v2)
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName <FEFF0068007400740070003a002f002f007700770077002e0063006f006c006f0072002e006f00720067ffff>
  /PDFXTrapped /False

  /CreateJDFFile false
  /Description <<
    /ENU (Scan Laser Indesign preferred settings.\015Zonder afloop)
    /NLD ()
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AllowImageBreaks true
      /AllowTableBreaks true
      /ExpandPage false
      /HonorBaseURL true
      /HonorRolloverEffect false
      /IgnoreHTMLPageBreaks false
      /IncludeHeaderFooter false
      /MarginOffset [
        0
        0
        0
        0
      ]
      /MetadataAuthor ()
      /MetadataKeywords ()
      /MetadataSubject ()
      /MetadataTitle ()
      /MetricPageSize [
        0
        0
      ]
      /MetricUnit /inch
      /MobileCompatible 0
      /Namespace [
        (Adobe)
        (GoLive)
        (8.0)
      ]
      /OpenZoomToHTMLFontSize false
      /PageOrientation /Portrait
      /RemoveBackground false
      /ShrinkContent true
      /TreatColorsAs /MainMonitorColors
      /UseEmbeddedProfiles false
      /UseHTMLTitleAsMetadata true
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /BleedOffset [
        0
        0
        0
        0
      ]
      /ConvertColors /NoConversion
      /DestinationProfileName (Euroscale Coated v2)
      /DestinationProfileSelector /UseName
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements true
      /GenerateStructure false
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles false
      /MarksOffset 6
      /MarksWeight 0.250000
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /UseName
      /PageMarksFile /RomanDefault
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /LeaveUntagged
      /UseDocumentBleed false
    >>
  ]
  /SyntheticBoldness 1.000000
>> setdistillerparams
<<
  /HWResolution [600 600]
  /PageSize [1360.630 1360.630]
>> setpagedevice




