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Use your vote in this 
year’s IMS elections
This year, 2017, seems to be all about elections at local, 

national and international level. Not to be outdone, our 
Institute is also having an election. As many of you are 

aware, four of the eight places on the National Council are 
elected every two years. Members of National Council serve 
for four years hence the bi-annual election. I am pleased to 
report that this year we have more candidates than places and 
an election is being held to fill the four places. Details of who 
has been nominated and how to vote is contained later in the 
Journal (page 46). All of the candidates are volunteers and we 
have a particularly strong field on this occasion. Please take the 
opportunity to participate in the election if you are a corporate 
member, by reading the candidates’ statements and casting your 
vote. This democratic process is really important to the ongoing 

success of the Institute and the results will be announced at the 
National AGM in October 2017.

The current political focus on Europe raised my interest 
when reading about the Worktech Berlin 2016 conference. 
This questioned Germany’s position as leading in world office 
productivity. We all know about Germany’s status and reputation 
for post-war industrial efficiency. This is well entrenched in 
corporate consciousness and rarely challenged. However, it was 
reported at the conference that office productivity in Germany 
is reducing. The conference urgently called for refreshed and 
improved ways of working. The idea of the Teutonic workplace 
machine missing a beat does sounds misplaced, but consider 
research from Albers and Artelt, founders of consultancy, 
Neuwork. Firstly, German office workers concentrate on average 
for just 11 minutes before being interrupted, 87% of the office 
workforce has no true engagement to the job. Upwards of 43% 
of working time is spent in meetings. The cost to the German 
economy of low productivity in offices has been estimated at 
220 billion euros a year.

To address this situation, large traditional German corporate 
companies, such as Daimler and BMW, are taking action to 
quickly reverse the trend. They are embracing more flexible 
ways of working to close a productivity gap that didn’t exist in 
the past but has now been identified. In the year 2000, only 4% 
of German companies offered flexible working in their offices. 
According to Neuwork, by 2012 that figure had risen to 60% and 
continues to rise. Neuwork further commented that ‘Germans 
are behind the curve’ when understanding how job insecurity 
will mean multiple career changes for German executives. 
Research has also suggested that conservative German and 
Swiss banks should begin to emulate start-ups in their office 
environments, with a flexible, quick responding approach to 
unlock staff efficiency. However things play out, this shock to 
the stable German system is uncharted territory.

A final thought for the summer months, both professional and 
personal – ‘The secret of getting ahead is getting started’  
Mark Twain.

Julian Cutler
Chairman

The cost to the German economy 
of low productivity in offices has 
been estimated at 220 billion 
euros a year.
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OVERSEAS NEWS

SCOTTISH REGION

Adam Smith was a 
man of ideas and 
the Scottish people 

have always been full of 
ideas... Never before has 
the discussion of ideas been 
more necessary as the world 
undergoes a bewildering set 

of economic, technological and cultural transformations.
After a decade of seismic change, what will Scotland look 

like in the future? The Adam Smith Global Foundation hosted 
this Festival of Ideas in Smith’s home town of Kirkcaldy. The 
Festival was to build on the philanthropic and academic 
theories of Smith to engage people from around the world in 
creative and animated discussions on topics such as culture, 
life, enterprise and economies, and cohesive communities, as 
Scotland enters a period of “NEW Enlightenment”.

Taking centre stage at the Festival of Ideas was the Adam 
Smith Theatre in Kirkcaldy, which came alive as Scots and 
interested non-Scots gathered to discuss and understand the 
changes in context, and peered into the future of Scotland. 
A variety of key speakers described, from their perspective, 
fundamental changes and challenges facing Scotland and 
the global community. Two packed days of stimulating and 
thought provoking discussion allowed versions of Scotland’s 
future to be unfurled.

The conclusion was that tired compartmentalisation has 
no place in a modern society. What is needed is a holistic 
perspective to ensure we can all positively benefit from the 
effects of globalisation, the impacts of social media, the shift 
in our relationship with Europe, the pressing need to embrace 
diversity, equality and well-being. This will enable us to build 
and contribute to a socially just and equal society, not just for 
ourselves but for future generations.

The whole event was a great success and congratulations 
must go to the Adam Smith Global Foundation’s Chief 
Executive, Marilyn Livingstone, its Chairman, Michael Levack, 
and all the team involved in organising such a comprehensive 
and ambitious programme.

For further information visit:  
www.adamsmithglobalfoundation.com

Scottish Region Secretary 

At the recent World Productivity Congress held in Bahrain, 
1-4 April, Dr Akbar Jaffari FMS, was appointed the 
Institute’s Overseas Representative for the Middle East 

and North Africa. Please see pages 14-24 for a full report on the 
Congress.

Adam Smith – 
a man of ideas

Institute members’ 
email addresses
Would all Institute members please 
inform head office of email address 
changes by emailing their new address 
to admin@ims-productivity.com

This request particularly applies EE 
Customers (ex Orange and Freeserve) 
as EE is closing down all its domain 
names such as: orange.net, 
orangehome.co.uk, wanadoo.co.uk, 
freeserve.co.uk, fsbusiness.co.uk, 
fslife.co.uk, fsmail.net, fsworld.co.uk 
and fsnet.co.uk.

AGM 2017 – 
productivity 
practices workshop

All Members are very welcome to attend the AGM on 
Friday 20 October, to be held at 10.30am in The George 
Hotel, Lichfield.

At 11am or immediately after the AGM, there will be an 
update on productivity practices from leading IMS practitioners 
within the IMS. This workshop will be free to Members of any 
grade and conclude at 1pm. A buffet lunch will follow, allowing 
attendees some time to network.

Please contact Lynette Gill (admin@ims-productivity.com) if 
you are planning to attend the workshop, so that catering can 
be arranged. 

More details will be available in the summer.
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WEST MIDLANDS REGION

On Saturday 1 April a party from the West Midlands Region 
visited the National Computing Museum at Bletchley Park, 
Milton Keynes.

One of the principal exhibits of the Museum is the reconstruction 
of a working Colossus computer, which is generally regarded as the 
World’s first electronic programmable computer. The first Colossus 
computer was constructed during World War II in early 1943 by 
group of GPO telephone engineers led by Tommy Flowers from the 
Post Office Research Station, and used standard GPO telephone 
engineering components and 1500 radio valves. Anyone who 
can remember radio valves, will recall they glowed and flickered, 
produced a lot of heat and had high failure rate, but the GPO 
engineers were confident that the failure rate was high because 
the valves in radios were switched on and off, but in the Colossus 
the valves would remain turned on throughout the war.

Ten Colossus machines were built and the machines upgraded, 
each with 2400 valves to assist in breaking the German High 
Command Lorenz encoded messages. The German Lorenz machines 
were used to encode the messages of the highest levels of the 
German Command – strategy directives on the conduct of the war 
from Hitler to his principal commanders. 

The Germans were confident that due to its complexity the 
Lorenz code was unbreakable, but Bletchley Park code breakers 
with the aid of Colossus were decoding Lorenz encrypted messages 
transmitted by radio from Berlin to the German command centres 
and passing the decoded information to Churchill and Eisenhower 
and other Allied commanders within six days.

At the end of the War, such was the secrecy still surrounding 
Colossus machines that most of them were dismantled, and 
because they were built from standardised GPO telephone 
engineering items, all the components were returned to the 
GPO engineering stores and then reissued to normal telephone 
exchanges. It was only by the early 1980s that the secrecy 
surrounding Bletchley coding breaking activities become 
declassified. In the mid 1990s a start was made to reconstruct 
the Colossus from the few remaining drawings and photographs 
and descriptions, and from the knowledge of the remaining GPO 
engineers who had worked on the original machines.

EAST MIDLANDS REGION

Assuming that there will be favourable weather 
conditions, a bbq is planned for members in Mansfield. 
This will be a lighthearted occasion when new and old 

friendships are made and renewed.
A visit has been arranged to the Royal Crown Works at Derby 

on the 19 September. This company has been operating for 
many years and is renown for its high quality pottery.

Further enquires are being made regarding future visits to the 
premises of Bombardia (train makers) and Toyota (car makers) 
both located in derbyshire.

Additional information on any of the above activities, can be 
obtained by contacting John Davies, the regional secretary, on  
0115 928 4953 or daviesj@bramcote.fsbusiness.co.uk.

East Midlands Regional summer report

Visit to the National 
Computing Museum, 
Bletchley Park

The museum also contains examples of early commercial 
mainframe computers and outlines the development of personal 
computers and calculators. This was a ‘walk down memory lane’ for 
many of the party, as they recognised and recalled computers from 
their early careers in 1960s, 1970s, 1980s and later. Over the decades 
there has been an exponential increase in processing power 
and memory capacity of computers and the miniaturisation of 
components. For example, the computer on the early 1970s Apollo 
moon landing module responsible for navigating and landing men 
on the moon and returning them to Earth, had less computing 
power than found in an average modern mobile telephone.

The reconstructed Colossus Computer with volunteer technician in the foreground.

German Lorenz machine for encrypting most secret messages
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A new report from Australian academics suggests that 
workers aged over 40 perform better and have generally 
improved wellbeing, if they enjoy a three day working 

week. Called Use It Too Much and Lose It? The Effect of Working 
Hours on Cognitive Ability, the study of 6500 men and women 
was carried out by researchers at the Melbourne Institute of 
Applied Economics and Social Research, University of Melbourne. 
They gauged a range of subjective and objective factors based 
on data drawn from the Australian government’s ‘Household, 
Income and Labour Dynamics’ survey, as well as looking at 
work habits and factors such as type of employment, lifestyle 
and family. The researchers asked participants in the study to 
take part in cognitive tests, the results of which suggest that 
the optimum working week is around 25 hours. Conversely, the 
study suggests that the cognitive ability of those working about 
60 hours a week can be lower than those who are not employed 
at all.

The full report can be seen at: https://www.
melbourneinstitute.com/downloads/working_paper_series/
wp2016n07.pdf

Friendly workplaces 
help retain older 
workers

A report from the Centre for Ageing Better titled 
Fulfilling work: What do older workers value 
about work and why? indicates that employers 

should provide full and equal access to flexible working 
arrangements, occupational health support and appropriate 
workplace adaptations to help older workers manage health 
conditions at work. 

The report identifies the characteristics of work that are 
important to people aged 50 and over, and explores actions 
employers can take to attract and retain them. Understanding 
what older workers want is the first step in helping employers, 
policy makers and others create age-friendly workplaces. 

By 2020, one in three workers will be over 50, with currently 
12 million people heading towards an insufficient retirement 
income. The report finds that health is the most important 
factor affecting older workers’ decisions to continue in work, 
ahead of job satisfaction and job quality.
Full details of the report can be seen at:
https://16881-presscdn-0-15-pagely.netdna-ssl.com/wp-content/
uploads/2017/02/IES-Fulfilling-Work-Evidence-Briefing-1.pdf

A recent report by the McKinsey Centre for Government 
(MCG) intended to help governments improve 
productivity indicates that worldwide savings of up to 

US$3.5 trillion could be made by helping governments deliver 
better public services. 

The report titled Government Productivity: Unlocking the $3.5 
trillion opportunity, reveals how a number of countries have in 
recent years managed to improve services, while maintaining 
or even reducing spending levels, thanks to efforts to boost 
productivity.

The paper highlights the extent to which an increasingly 
complex range of challenges, is putting pressure on 
governments to be more productive with their increasingly 
stretched resources. But MCG says that the lack of a universal 
measure of government productivity has made it difficult for 
governments to gauge the returns on their spending and thus to 
identify inefficiencies.

Its report seeks to address this by benchmarking the efficiency 
and effectiveness of government expenditure. Its analysis is 
based on reviews of 200 government productivity improvement 
efforts in 42 countries, together accounting for 80% of global 
GDP, as well as interviews with political and public sector 
leaders.

MCG applied its benchmark methodology to seven key sectors: 
healthcare; primary, secondary and tertiary education; public 
safety; road transport; and tax collection.

The report can be seen at: http://www.mckinsey.com/
industries/public-sector/our-insights/the-opportunity-in-
government-productivity 

Optimum working 
week is 25 hours

Improving 
government 
productivity
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ACAS guidance for 
line managers aims to 
improve productivity

Well trained frontline managers are essential for 
business performance but they need the right tools to 
help them do their jobs, says workplace experts ACAS, 

which is calling on small businesses and larger companies to use 
its new guidance to ensure that staff are equipped to manage 
and care for their teams.

 The new ACAS guide titled Managing People highlights 
leadership, people management and strong organisational skills 
as three key areas for team leaders. It advises that managers 
should know how to build trust and respect with their teams, 
listen to their concerns and ideas. They should also learn how to 
manage tricky situations with people, whether it’s staff members 
having family problems, two colleagues accusing each other of 
bullying, or jealousy in a team over nominations for training and 
bonuses. A good manager should also be effective at planning 
team work, rotas, budgets and balancing their own time.

ACAS Head of Guidance, Stewart Gee, said: “Poorly trained 
frontline managers are bad for business and productivity. People 
skills, setting team goals and planning work ahead, are just 
some of the essential skills that managers of well-run companies 
need.”

“Our new guidance is an essential toolkit that employers can 
use to ensure they train their people to be effective leaders and 
make their businesses better”.

Managing People can be seen at: http://www.acas.org.uk/
media/pdf/9/t/Managing_people.pdf

Japan has a 
productivity problem

Mitsubishi Heavy Industries has cut the number of 
workers on its turbocharger production lines in Tokyo 
by more than 80%. These reductions are all part of a 

push by Japanese manufacturers to introduce more automation.
The move towards increased automation explains why Japan’s 

factory productivity growth ranked highest among Group Seven 
(G7) nations over the two decades to 2014. Yet the nation’s 
overall productivity ranks worst in the G7, dragged down by a 
lack of progress in the services sector.

Higher productivity is critical to sustaining economic growth 
and living standards as Japan’s population shrinks. One forecast 
predicts the current labour force of about 77 million could 
collapse by more than 40% by 2065. With the services sector 
now accounting for more than two-thirds of the economy, Prime 
Minister Shinzo Abe has targeted a doubling of productivity 
growth in this area to 2% by 2020.

Bahrain among global top 50  
for productivity

Bahrain is ranked 42 among 181 countries for 
productivity potential according to a new report 
released by global professional services firm KPMG.

The report entitled Variables for Sustained Growth (VSG) 
Index’ compares the productivity potential of 181 countries by 
looking at factors including macroeconomic stability, openness 
to adopt best practice, infrastructure quality, human capital 
and strength of public institutions.

Economic growth is primarily a consequence of three 
factors: a growing labour force, a rise in capital stock, and 
improvements to productivity, an aspect that plays a crucial 
part in countries’ quest for prosperity.

By analysing productivity, public policymakers and investors 
can better understand how some of the major productivity 
drivers evolve over time and how each country’s performance 
compares with its peers.

Jamal Fakhro, KPMG in Bahrain’s managing partner, 
said: “The report’s findings are a testament to the ongoing 
efforts made by the government, public and private sectors 
in Bahrain. The Bahrain Kingdom has been ranked highly, 
coming third to the UAE (ranked 26) and Qatar (ranked 27) 
amongst the Gulf Cooperation Council (GCC) countries.

“The Bahrain economic vision correlates too many of the 
factors that enhance productivity identified in the report, 
which could be a useful analytical tool for public and private 
sector organisations, giving them a deeper understanding of 
the country’s economic growth potential,” he added.

The full report can be viewed at:
https://assets.kpmg.com/content/dam/kpmg/uk/pdf/2017/01/

kpmgs-variables-for-sustained-growth-2016-index.pdf
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BOOK REVIEW

Title: The Negotiation Book: Your Definitive Guide to Successful 
Negotiating, 2nd Edition
Author: Steve Gates
Publisher: Wiley (2015)
ISBN-10: 978-1-119-15546-1
Pages: 232
This revised and updated second edition of The Negotiation 
Book will teach you about one of the most important skills in 
business. We all have to negotiate at some point; whether in 
the office or at home and good negotiation skills can have a 
profound effect on our lives – both financially and personally. 

Steve Gates is founder and director of Berkhampstead-
based The Gap Partnership, the world’s leading negotiation 
consultancy, Gates has consulted on high level negotiations to 
many blue-chip companies, advising on everything from the 
mergers and acquisitions of high street retailers, to trade term 
negotiations for FMCG companies.

No other skill will give you a better chance of optimising 
your success and your organisation’s success. Every time you 
negotiate, you are looking for an increased advantage. This 
book delivers it, whilst ensuring the other party also comes away 
feeling good about the deal. Reading this book will put you 
in a stronger position to build capacity, build negotiation skills 
and strategies, to facilitate negotiations through to successful 
conclusions. 

In this book, the author has succeeded in breaking down the 
subject matter into easily understandable points and supports 
each of these points with excellent real world examples. The 
book will enable productivity professionals to acquire a greater 
understanding and practice of negotiating skills and as such, 
will enable you to come away from a negotiation or meeting 
knowing you have negotiated in a skilled and successful manner. 

 The book was the winner in the Practical Manager section of 
the Chartered Management Institute’s (CMI) Management Book 
of the Year Awards 2017.

Title: Design a Better Business: New Tools, Skills, and Mindset for 
Strategy and Innovation
Author: Patrick Van Der Pijl, Justin Lokitz, Lisa Kay Solomon
Publisher: Wiley (2016)
ISBN: 978-1-119-27211-3 
Pages: 269
This book provides the reader with a complete design journey 
from beginning to end, by guiding readers step-by-step in a 
practical way, from the initial idea to the formation of a well 
constructed business. Design a Better Business provides the 
reader with a comprehensive set of tools and skills that will help 
you harness opportunity from uncertainty, by building the right 
team(s) and balancing your point of view against new findings 
from the outside world.

The book contains 48 case studies and real life examples from 
large corporations such as ING Bank, Audi, Autodesk, and Toyota 
Financial Services, to small start-ups, incubators, and social 
impact organisations. It provides behind the scenes views of best 
practice and the pitfalls to avoid. 

This book is visually appealing and the design, illustrations and 
layout of the pages draw the reader in and make the journey of 
reading the book so interesting and informative. This book is a 
must read for anyone contemplating starting a business. Equally, 
the book would assist an established business to rejuvenate itself 
and encourage the desire to bring about change in that business. 

This book brings together all of the tools that are needed to 
create better businesses, run better meetings and build brighter 
futures. It is a beautifully designed resource guide that provides 
the reader with all that is needed in the way of checklists, tips, 
and guidelines for every step of your design journey. Their 
double-loop landscape lays out the entire process to follow to 
build your team, establish your point of view, understand your 
customer’s world and then scale and validate your ideas. By 
introducing the ideas and concepts within this book into your 
business you will have more happy customers.
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Are ‘Employable’ 
Graduates ‘Work Ready’?
By Stephanie Lambert and Ian Herbert.

In the tailwind of Theresa May’s new ‘sharing society’, there 
is growing concern about how the ‘rich’ older generation, 
with their ‘gold-plated pensions and second homes’, are 

‘pulling up the wealth ladder behind them’. The new term 
in town is ‘intergenerational conflict’, rooted in a range of 
social and economic issues notably: high housing costs, lower 
life-time earnings, high student debt and reducing social 
mobility (Burns, 2016; Kirby, 2016; Social Mobility Commission, 
2016). 

Currently, the cost of a three-year long Bachelor degree 
is around £45k (with rises pending) without considering 
maintenance, so what opportunities can students expect after 
such an expensive education? And, does this education really 
prepare students for work when competing against people 

undergoing the apprenticeship route or working in overseas 
offices where costs are much lower?

Global sourcing
The Research Interest Group for Global Sourcing and Services 
at Loughborough University, has observed that ‘white-collar’ 
middle-office work in business support functions, is being 
systematically reconfigured and re-engineered through internal 
shared service centres (SSC) and external business process 
outsourcers (BPO). Consequently, professional work is becoming 
deskilled and commoditised such that it can be moved to 
cheaper locations offshore. 

Currently, the UK is still home to around five million of 
these middle-office jobs, and these provide valuable entry 
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roles for UK graduates. As entry-level training roles are moved 
offshore and away from the main business, a skills/experience 
gap is created, preventing young workers from getting a foot 
on the career ladder. Perhaps this is a factor in an 8% fall 
in graduate recruitment to top organisations in 2016 (data 
from the Association of Graduate Recruiters). Moreover, with 
the workforce training levy coming into force in April 2017, 
employers are expected to take on greater numbers of non-
graduate apprentices in the entry-level roles that remain. 

It is perhaps not surprising that there has already been a 
significant drop in university applicants (by -5% according to 
UCAS, 2017); sectors such as nursing have blamed the removal of 
bursaries (BBC, 2017). “Uncertainty around increases in tuition 
fees, loss of maintenance grants and the rising costs of living and 
studying at university are too much of a risk to some potential 
students,” says Sorana Vieru, Vice-President of the National Union 
of Students (BBC, 2017).

Whilst there will likely be ever more exciting work 
opportunities in, say, disruptive technologies for the talented/
lucky few (Goos and Manning 2007), the challenge for the 
majority of young people will be simply to get a foot on the 
professional training ladder. 

Our research in Europe and Asia has highlighted the need 
for work-readiness as a distinction made by employers between 
attributes of long-term employability and the experience 
necessary to actually do the job without further supervision and 
training, ie getting the work passport stamped (Rothwell, Herbert 
and Seal, 2011). What some executives charmingly refer to as 
passing through the corporate ‘sheep dip’.

Many universities in the UK offer students advice so that they 
are able to tangibly demonstrate transferable skills learnt on 
their programme, and thereby market themselves as ‘employable’ 

ACTIVE, COLLEGIAL AND INCLUSIVE

• Versatile team worker

• Caring, ethical and  
with integrity

• Active participant

PROFESSIONAL, CREATIVE AND 
ENTERPRISING

• Innovative and enterprising

• Reliable and committed

• Competitive, higher achiever

RESILIENT, REFLECTIVE AND 
INQUISITIVE

• Agile lifelong learner

• Reflective and articulate

• Resilient and adaptable

Figure 1: The Loughborough University Graduate Attributes

“You don’t have that confidence until you go out 
to work – I think university kind of prepares you 
for work, but being in the environment and doing 
the job builds up your confidence, you can’t be 
taught that.” Emma, Recruitment Advisor

to potential employers. For example, Loughborough University 
encourages students to develop a range of skills and attributes in 
its students over the course of their degrees (see figure 1). 

Students can also opt to complete a ‘Loughborough 
Employability Award’ to recognise and articulate the skills they 
have gained at University. Such resources and commitment to 
developing graduate employability are invaluable and showcase 
the effort that higher education (HE) institutions are putting in 
to make degrees continuingly relevant and valuable to the future 
careers and work life of graduates. 

While this is great news for students and their personal 
development ‘employability’ does not necessarily supply or 
provide ‘the skills needed on the job’ or guarantee that a 
graduate is work ready in a globally competitive world. Work 
readiness is a term used synonymously with employability, but we 
believe that this can be misleading, for three reasons: 

1)  HE cannot fully replicate the experiential learning of working 
in a classroom.

2)  Some work readiness skills and behaviours are not consistent 
with the culture of HE.

3)  Work readiness skills are perhaps not as complex as wider 
graduate employability attributes.

An ongoing project by the authors is investigating the skills, 
knowledge and behaviours that graduates typically need to 
develop during their first graduate job. The participants in the 
study are graduates working as recruitment advisors based in the 
South-East of the UK. The learning process around telephone 
dialogue, email etiquette and time management are elements 
that are imperative in this sector, and disciplines that can really 
only be forged in employment. Many felt they had strong 
communication skills from university but believed the actual 
experience of completing tasks at work, in a professional setting, 
was the only way to truly understand and apply them. Many 
reported ‘mimicking’ their seniors and peers as a way of learning 
these seemingly simple (but essential) tasks, and also as a method 
of refining their own style at work.

Whilst formal education had given them the confidence to 
know that they were capable of learning these more specific 
skills, knowledge and behaviours, it did not directly ‘teach’ them 
these skills. Of course there is a specific way of ‘doing things’ 
and ‘communicating’ in recruitment that may be particular to 

“Graduates don’t want to be seen to make 
mistakes. If you’ve made a mistake or you 
need to escalate something, having the 
confidence to actually do that is so important 
in the finance sector. We spend a long time 
teaching graduates to speak up – we’d 
rather you stood up and shouted than not 
say anything because you can lose millions 
by staying quiet. And that comes down to 
confidence learnt on the job.”  
Hayley, Management Accountant
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the sector, yet, these otherwise taken-for-granted tasks, are 
equally applicable in a wide range of organisations. Receiving 
constructive feedback as an opportunity for learning is important 
for graduates and demonstrates how university education, in 
some instances, is not always consistent with work-readiness skills. 
For instance, ‘The Work Readiness Scale (WRS)’ formulated by 
academics from Deakin University Australia assesses the construct 
of work readiness through four factors: personal characteristics, 
organisational acumen, work competence and social intelligence 
(which includes communication skills). These include items 
relating to attitude to work, managing new social situations, 
learning from your colleagues and feedback as an opportunity for 
learning – all part of the first job ‘rite of passage’.

Our research has found that some graduates find it difficult to 
speak up if they are struggling with their work. One interviewee 
described how at university you only have one, and no more than 
two, chances to get something right. At work you are expected 
to get things wrong and to take this experience and learn from it. 
Work is not as transparent and deterministic as university learning, 
and making mistakes and experimenting is indeed part of the ‘dip’. 
On the other hand, work outside of university has to be done 100% 
right. It is no good saying to a paying client, ‘OK, the job was 35% 
wrong but that’s still 65% right and that’s a 2:1 at university’.

University education may be able to support work readiness 
through employment-based training and experience. This can have 
positive prospects for graduates and has been shown to support 
them in their transition from work to employment (Cranmer, 2006). 
Such a scheme runs in Scotland and is aimed at young people aged 
16-19, offering a mix of work and training as part of ‘The Work 
Readiness Certificate’. Internships are great tools for developing a 
workforce but sufficient, good quality opportunities are not always 
available and many students will want or need to work part-time 
right across their degree programme.

University internship and placement schemes can play a vital role 
in preparation for work, although such training positions rely on a 
sufficient number of job opportunities remaining on-shore. Even 
work that can appear relatively mundane can, nonetheless, provide 
valuable opportunities for students to appreciate and evidence 
the link between theory and practice, easing their path into a 
professional career, so long as it is in relevant vocational areas.

Employability studies tend to assume that sufficient entry-level 
work is available, however the challenge nowadays is how to 
better structure the learning opportunities for internships. In 
the global, digital, knowledge-based economy, perhaps we are 
moving into a new era whereby higher education needs to take a 
stronger lead in helping to create and expand new forms of part-
time work opportunities alongside academic studies? 

The innovative ‘Earn-to-Learn’ scheme proposed aims to offer 
a potential resolution to the issues around work-readiness by 
encouraging organisations to open up entry level roles for UK 
graduates on-shore. The aims of the scheme are to: 1) improve 
student work-readiness and employability, 2) reduce student debt 
on graduation, and 3) provide employers with cost-effective, 
flexible sourcing solutions, feeding into the acquisition and 
development of emerging scarce talents. The project brings 
together organisations, consultants, outsource providers, policy 
makers, educationalists and government, to share alternative 
approaches that can encourage more sustainable labour policies 
in the UK. 

More information can be found at: www.shared-services-
research.com/earn-to-learn-scheme/

“Resilience is important. In this job it’s OK to 
have a bad day, you just have to learn from 
it, pick yourself up and a do a better job 
tomorrow. At university you only have a few 
chances to do your best.”  
John, Recruitment Advisor



14 Management Services 
Summer 2017

Deputy Chairman of the Institute of Management Services (IMS) Dr Andrew Muir, 
travelled from the Kingdom of Fife to the Kingdom of Bahrain, to attend the 18th 
World Productivity Conference in April. Here, he outlines a workshop he facilitated 
on ‘The Professional Development of Productivity Improvement Personnel’.

It was my pleasure to represent the Institute at the World 
Productivity Congress, where I was invited to facilitate a 
workshop on the professional development of productivity 

improvement personnel. The workshop was two hours long and 
the following report provides an outline of what was covered.

Workshop theme
My theme for the workshop was, ‘If it doesn’t challenge you, it 

won’t change you!’ and whilst this statement is perhaps true 
about many aspects of life, I think it is particularly relevant in 
terms of professional development in that many traditional 
professional development schemes have been criticised as 
being no more than ‘tick box’ exercises that do not challenge 
the individual, and therefore do not change the individual for 
the better.

Before commencing the workshop proper, however, I 

18th World 
Productivity Congress
1-4 April 2017, Gulf Convention Centre, Bahrain
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provided the audience with a short resumé of the Institute as 
follows: 

The Institute was formed in 1941 and is one of the leading 
professional associations in the world dedicated to improving 
productivity. The main objective of the Institute is to make 
connections between:

•   The concept of all-sector productivity as a key determinant of 
wealth-generation and economic well-being.

•  The systematic measurement, analysis and improvement of 
systems, processes and procedures through management 
services approaches and techniques.

•  The further development and deployment of those 
approaches and techniques via research and development, 
knowledge sharing and peer-based support processes.

To further this primary objective, we:

•  Act as a knowledge hub to support both decision-makers and 
practitioners.

•  Create and maintain professional standards for the practice 
of management services and productivity improvement.

•  Provide a system of qualifying examinations for those who 
aspire to the highest standards of practice, and subscribe to 
the underpinning philosophy and ethics of the Institute.

Professional ethics
I outlined the Institute’s code of professional ethics and advised 
that the code applies to all members of the Institute whatever 
grade and every area of professional development outlined 
during the workshop is governed by this code; as is every other 
professional activity of the individual member.

Continuous professional development 
Whilst there are many definitions for continuous professional 
development (CPD) I used the following because it is short, 
sharp and succinct: ‘CPD is the holistic commitment of 
professionals towards the enhancement of personal skills and 
proficiency throughout their careers’.

Tree analogy
In order to make the workshop a bit more interesting and 
hopefully more enjoyable, I used a tree analogy throughout 
the session, as I considered that a tree is a symbol of growth 
and development and that is what CPD is all about, it is about 
the growth and development of the individual.

The fundamentals – the roots of our tree 
The fundamentals of the productivity profession (the roots), 
the things we learn at the very start of our careers, never leave 
us. Whether we remain a practitioner or aspire to become a 
‘captain of industry’. 

I cited the following quote from a captain of industry, the 
late Sir John Harvey-Jones MBE, best selling author and former 
Chairman of Imperial Chemical Industries, to illustrate this 
point:

“I know from my own training in the productivity profession 
that there is no question it gives the finest introduction to 
business life one could possibly have and the habits and way 

The fundamentals of the 
productivity profession (the 
roots), the things we learn 
at the very start of our 
careers, never leave us.

you look at things never leave you. It does instil in one all the 
things that make for a successful manager. If we could wave 
a magic wand and change the standards of management in 
Britain overnight nothing would improve the country more.”

 
The need for core skills (body of knowledge) – the 
trunk of our tree
The strong core of the productivity profession is our Body of 
Knowledge. All the techniques, all the methodologies, all the 
systems, all the procedures we use to improve productivity are 
contained in our Body of Knowledge. 

I illustrated one of those methodologies ‘SREDIM’ (Select, 
Record, Examine, Develop, Install and Maintain) and indicated 
that we would normally apply SREDIM to a workplace situation 
and itemised each stage of the process giving examples. I then 
indicated that we could just as easily apply SREDIM to our own 
professional development. We need to select which methods 
to use to keep up-to-date, record what we’ve done, examine 
if what we’ve done has achieved our objectives. If not, we 
need to develop alternatives and/or a plan for the next year, 
implement and maintain these – then back to the start – a 
continuous process. 

The ways of keeping up-to-date – the branches of 
our tree 
I outlined the number of generally accepted ways of keeping 
up-to-date with developments in the profession and changes in 
legislation:

•  E learning (webinars, courses, podcasts, online articles)
•  Learning at work (challenging assignments, new work 

environments).
•  Work on committees/panels/discussion groups (IMS council, 

regions).
•  Undertaking research (projects, surveys).
•  Additional qualifications (MBA, doctoral research). 
•  Coaching and mentoring (supervising/leading projects). 
•  Networking (fife api, business clubs).
•  Publications and technical articles (both writing and reading 

these).
•  Face-to-face courses (standard courses, one-to-one tutoring).

I provided several examples of each of these accepted ways of 
keeping up-to-date, then invited the delegates to comment on 
their own experiences and to ask questions.
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Q & A session with the delegates

Questionnaire
I then issued a questionnaire to each delegate which asked 
them to rank, one to nine (one being the most important, nine 
being the least) the various ways of keeping up-to-date. The 
questionnaire also asked them to add any other methods they 
could think of, as the list is not exhaustive. The final point on the 
questionnaire asked them to note their professional status, as I 
expected there could well be a correlation between the position 
a person holds in an organisation and their perception as to 
what was the most important methods of keeping up-to-date.

The questionnaires were completed during the Q&A session 
and collected. The completed questionnaires were analysed 
during the second-half of the workshop, using a pre-prepared 
spreadsheet, so the results would be available for discussion at 
the end. 

Second half of the workshop

Maintaining specific professional standards
The nine methods of keeping up-to-date that had been 
highlighted are fairly common and applicable to most 
professional associations. However, I also highlighted some of 
the areas that are unique to the productivity profession, where 
those practitioners who use these frequently should ensure that 
they are kept up-to-date. 

The first related to time study analysts. Where these 
practitioners undertake studies on a regular basis they should 
seek recertification on the ratings they apply, to ensure that 
they continue to be both accurate and consistent. I therefore 
indicated that such analysts should attend performance rating 
clinics annually, where the consistency and accuracy of their 
ratings can be tested.

The second area I highlighted related to those practitioners 

who apply predetermined motion time systems (PMTS), 
eg MOST (Maynard Operation Sequence Technique), MTM 
(Methods-Time Measurement), etc. These practitioners should 
also seek recertification on the specific systems’ they apply. The 
recommended frequency for recertification varies from system 
to system but in terms of MOST, it is every four years.

IMS endorsement
I highlighted the IMS’s endorsement of these recertification 
courses by showing two pages of one of our approved 
education provider’s brochures illustrating the IMS logo on the 
performance rating clinic card, issued to those that successfully 
complete that recertification course. I also explained the 
purpose of the card, which can be shown if the analyst is 
challenged in the workplace, by a union representative perhaps, 
as to when they last attended a rating clinic.

These recertification courses should be built into the 
productivity practitioner’s CPD programme where the 
practitioner applies such techniques on a regular basis. 

The benefits from keeping up-to-date – the fruits on 
our tree 
The benefits to be derived from keeping up-to-date are 
significant:

For the individual – it enhances their employability which brings 
its own rewards. I provided a number of examples on this.

For management – CPD records can be used as part of an 
employee appraisal system and to identify promotional 
potential. Again I provided a number of examples. 

For the organisation – there is the value added from employing 
the best people in the marketplace, (ie those whose knowledge, 
skills and expertise are up-to-date). This should result in a much 
more competitive, much more successful, and hopefully, much 
more profitable organisation. 

Example of a CPD scheme
I advised the delegates that the IMS is currently revising its CPD 
programme to bring it more up-to-date with current thinking. 
In particular, the 70:20:10 model for learning and development 

The strong core of the 
productivity profession is our 
Body of Knowledge.

4321
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(70% relates to challenging assignments, 20% developmental 
relationships and 10% course work and training) is being 
considered in preference to the traditional CPD programmes 
which have been criticised for being no more than a ‘tick box’ 
exercise, ie our workshop theme ‘If it doesn’t challenge you, it 
won’t change you!’

I also indicated that many professional associations are similar 
to the IMS and have traditional points-based CPD schemes. A 
typical example is that of the Association of Chartered Certified 
Accountants (ACCA). I chose this as an example, because my son 
and his wife are both qualified accountants and members of the 
ACCA, so I know what is required of them. 

The ACCA requires each member to attain 40 units per annum 
to meet their CPD commitment. This can be made up of 21 units 
of verifiable development/learning activities and 19 units of non-
verified activities. However, the ACCA do not specify in detail 
how these 40 units should be made up and it is the effectiveness 
(or the challenge) of this type of traditional CPD programme 
that is now being questioned.

My son, who is a senior manager with Lloyds Banking Group, 
has a line manager’s guide which specifies that in terms of CPD 
they should comply with the 70:20:10 model for learning and 
development. The assumption being that this model provides 
much more of a challenge to the individual and, in addition, will 
add value to the organisation. 

It is likely, therefore, that any new CPD programme devised by 
the IMS will follow a similar format. The Institute will establish 
the total number of units/hours a member should undertake 
each year to maintain their professional status, but also provide 
guidelines to employers as to how these units/hours should 
be spent. These guidelines are likely to include the 70:20:10 
model, as it provides more of a challenge to the individual, 
and could also include recommendations on rating clinics and 
recertification courses.

Survey results
The questionnaires issued to delegates were analysed and the 
results are listed in the image at the top of the page. These were, 
in order of importance: 1. Learning at Work; 2. E Learning; 3. 
Networking; 4. Coaching & Mentoring; 5. Work on Committees/
Panels; 6. Undertaking Research; 7. Additional Qualifications; 8. 
Publications & Articles; and, 9. Face to Face Courses. 

The results (a consensus of those delegates present) caused 
considerable discussion and debate as you can imagine.

Conclusion
In my workshop I attempted to detail all the key areas that 
need to be addressed in order that productivity improvement 
personnel can keep up-to-date with developments in the 
profession. I also highlighted the need to keep abreast with 
changes in legislation, in particular Health and Safety legislation. 
In that productivity practitioners cannot be seen to be 
implementing improved methods of working that do not comply 
and conform to the current legislation on H&S at work. 

Finally, I concluded the workshop with this personal 
statement: 

New techniques, revised methodologies and changes in 
legislation are a constant, and without continuous exposure to 
these, the individual practitioner will not be as effective as they 
might be and, as a consequence, their employability and value 
to the organisation diminished. 

Dr Andrew Muir
Deputy Chairman

Institute of Management Services 

1.  Institute Deputy Chairman, Dr 
Andrew Muir, at the start of the 
workshop

2. Q&A Session

3.  Dr Muir with one of the delegates 
after the Workshop

4.  Dr Muir being congratulated by 
one of the organisers of the event

5.  Survey Results – A Consensus of the 
Delegates Present at the Workshop
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New Roads to
Innovation and
Higher Productivity

18th World Productivity Congress: A Report by IMS Deputy Chairman,  
Dr Andrew Muir.
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I shall start this report by asking a question, ‘What do the 
following companies have in common: Eastman Kodak, 
Polaroid Corp., Blockbuster Inc?’ Yes, you’ve got it in one, 

they’ve all filed for bankruptcy, and the reason? Their failure 
to innovate! We are all aware of the saying, ‘Innovate or 
Die!” I would suggest that there are no better examples. The 
significance of the Congress theme, therefore, ‘New Roads to 
Innovation and Higher Productivity’ could not be clearer.

Opening ceremony
Under the patronage of HH Shaikh Mohamed bin Mubarak 
Al Khalifa, Deputy Prime Minister of the Kingdom of Bahrain, 
the opening ceremony began with an introduction by, Eng. 
Mohammed Mamood Alshaikh, President, Bahrain Society 
for Training and Development, who welcomed everyone to 
Bahrain and to the Congress.

He said that the importance of productivity was self-
evident. Without it, our economy cannot sustain a healthy 
growth; our people cannot sustain a career path and wage 
growth; and our enterprises cannot sustain profitable growth. 
Sharing and collaboration are the key success factors for 
higher productivity and the Congress provides a platform for 
policy-makers, professionals and industry to come together to 
discuss the best way forward.

This opening address was followed by Dr Akbar Jaffari, 
Chief Executive, JAFCON Consultants, the main sponsors of 
the Congress. Dr Jaffari said that the 18th World Productivity 
Congress was taking place amid global economic turbulences; 
that several governing elements of world economic growth 
and prosperity are enduring massive thrusts on numerous 
fronts. He said that the challenging time of the present is a 
serious call for higher consciousness toward more effective 
and efficient utilisation of the economic resources. The term 
utilisation is the key spearhead of the human quest for 
realising better purposes for the resources. He concluded by 
saying that the timing of the Congress coincides with the 
‘Spring of Culture’ currently in action in Bahrain. This event 
gathers programmes from various countries that wish you 
to take the opportunity to enjoy the time with us in the 
‘Kingdom of Love’.

The final address was given by Mr John Heap, President, 
World Confederation of Productivity Science. He re-
emphasised the congress theme ‘New Roads to Innovation 
and Higher Productivity’ and said that raising productivity 
is vital to all nations to compete in an increasing global 
economy, and especially where economies are built on 
the exploitation of natural resources must be replaced by 
economies based on talent and technology. It is no good 
copying transformation processes of other nations and 
regions – they probably went through their transformation 
when the world was in a different place. Any nation wanting 
its own transformation must seek out new roads and new 
routes. The Congress will provide ideas and experiences for 
government leaders responsible for creating the potential 
for productivity and innovation, and for business leaders 
responsible for exploiting that potential. We are confident 
that delegates will form the nucleus of a new wave of 
thought and action that will ensure that the Congress 
leaves a legacy of change and progress that will contribute 

to the development of improved productivity in Bahrain 
and throughout the region. Use your time wisely – use 
the opportunities outside the formal sessions to network, 
discuss and exchange experiences and start new thinking. I 
welcome your presence here and look forward to your future 
contributions to improved productivity and to innovation.

Award ceremony and gala dinner 
Following the introductions, there was a formal awards 
ceremony at which strategic partners, sponsors and patrons 
received awards. 

The award ceremony was followed by a colourful gala 
dinner in the plush dinning room of the Gulf Hotel and 
Convention Centre.

 
Day one of the Congress
The principal speaker on day one was His Excellency Dr 
Abdulhussain Bin Ali Mirza, Minister of Electricity and 
Water Affairs. His presentation was entitled, ‘Innovation 
and Sustainability’. His Excellency defined innovation as a 
new idea, device or method. He also said that innovation 
is viewed as the application of better solutions that meet 
new requirements, unarticulated needs, or existing market 
needs. This is accomplished through more effective products, 
processes, services, technologies or business models that are 
readily available to markets, governments and society.

He continued by saying that in terms of electricity usage, 
Bahrain’s usage in 2015 will double by 2030 and this needs 
to be addressed. Utilisation needs to be much better. Bahrain 
usage per capita is 11,500Kw/hour – the World is 3030Kw/
hour. The Government’s Sustainability Energy Unit has been 
specifically set up to address the following issues: the impact 
of climate change, incentives for renewable energy initiatives, 
renewable energy targets and national efficiency targets. On 
utilisation, he referred to Dr Akbar Jaffari’s example of car 
utilisation, in that we use our car only 7% of the time (1.5 
hours each day) and single person occupancy compounds this 
under-utilisation statistic.

On innovation, he said that technology companies were 
the most innovative. He quoted from the book Inevitable 
Surprises by best selling author Peter Schwartz. He then went 
on to say that mankind had advanced more in the last 100 
years, than the previous 1000; more in the last 10 years, than 
the previous 100; and more in the last year, than the previous 
ten. Food for thought indeed!

Fellow induction ceremony
World Academy of Productivity Science (WAPS)
Dr Thomas Tuttle, President, World Academy of Productivity 
Science (WAPS), announced the new WAPS Fellows who were 
presented by His Excellency Dr Abdulhussain Bin Ali Mirza.

Day two – first session 
THEME: Financial Stability and Economic Growth through 
Higher Productivity

Dr Tom Tuttle, President of the World Academy of Productivity 
Science (WAPS) commenced the session by saying that we are 
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in an ‘Age of Acceleration’. Climate change, globalisation, 
science and technology are all key issues. Wealth distribution 
and the increasing gap between the richest in society and the 
poorest, can contribute to instability and unrest. He referred 
to Brexit in the UK and the Trump phenomenon the US, as 
indicators of dissatisfaction. In terms of job creation, he cited 
an example of creating ‘healthy communities’ as a means of 
job creation and said that elements required to build more 
healthy communities are required.

Dr Jarmo Kotilaine, Chief Economist Bahrain Economic 
Development Board commenced his talk by highlighting 
natural resources such as oil and gas, and said that trying 
to predict the future was difficult but it was unlikely that 
high oil and gas prices would be sustained. In 2014, the oil 
price was $100 a barrel, today it’s $50 a barrel. More growth 
is important but greater utilisation is key. Countries need: 
sustainable diversification, reduce/resize their governments, 
market based input pricing, human capital development, an 
innovation system, and referred to what he called the ‘New 
Model’ and cited the World Happiness Report, published by 
the United Nations, which showed Norway as number one 
and Sweden number ten.

Mr Chen Shengchang, Vice-Chairman and Secretary-
General, Chinese Association of Productivity Science, 
referred to the Silk Road Economic Belt and the “one belt, 
one road strategy”. There are large variations in pre/post 
industrialisation in China but most are in the industrialisation 
bracket. There is the need for self-improvement and in terms 
of industrialisation, there are 14 countries above China and 44 
below he said.

Dr Akbar Jaffari, Chief Executive, JAFCON Consultants for 
Productivity Improvement, commenced on a positive note by 
saying that we have improved, then added, but we still have 
a long way to go! He said that he would rather be at the 
bottom of the “good performers”, than at the top of the ‘bad 
performers’. He then quoted the 7% utilisation of cars and 
cited the significantly less car occupancy percentage. What 
we need to ensure is that we are conscious of such matters 
and seek to improve them. He went on to say that he was 
in a quest for “real values” for productivity. He concluded 
his presentation by saying that the lead for productivity 

Dr Akbar Jaffari with Dr Andrew Muir at the Congress

Convention Centre

Fellowship Awards
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leadership that has stayed with me throughout my career.”

“You’re trying to take something that can be described 
in many, many sentences and pages of prose, but you can 
convert it into a couple of lines of poetry and you still get the 
essence, so it’s that compression. The best code is poetry!”

“We will continue to make strides in providing innovation in 
the realm of connected systems that bridge the unstructured 
world of human processes with the structured world of 
business applications.”

“I’m also grounded in our challenges. In fact, that’s the 
adventure which creates the competitive zeal in me to do 
great work.”

I make no apologies for citing all ten quotes, said Dr 
Benmakhlouf.

Dr Wafi Dawood, Chief of Strategy and Excellence Knowledge 
and Human Development Authority – Dubai, started off 
his presentation by saying that 90% of education in Dubai 
is private. He then explained that in conjunction with the 
London School of Economics (LSE) they had created a new 
work model and that happiness was the new productivity. 
From this new model, he had created, what he referred to as a 
“coffee shop” environment. With open areas with birds flying 
around. With 300 employees (150 active) no one has a desk. 
Employees work between 7am to 5pm and many won’t leave 
at 5pm. He sends his employees to Disney World in Florida 
for five days to gain new ideas. His target initially was to 
improve customer satisfaction by 5%. In 2014 it was 94%, in 
2015 95%, and in 2016 it reached the target of 99% customer 
satisfaction. He said that he was now liable to be asked what 
he was doing about the remaining 1%! 

Third session
THEME: Innovation Ecosystem: Challenges and Best Practice

Professor Brett Trusko, President, International Association 
of Innovation Professionals (IAOIP), outlined the course that 
had been designed on innovation (two tracks, management 
and practitioner with 14 modules at $50 each). He went on to 
cite Bel Labs as historically, one of the most productive R&D 
labs in history. A large number of technologies used today 
were invented there. Bel Lab scientists invented the facsimile 
machine, the first long-distance television transmission, the 
first binary digital computer, the transistor, the laser, cellular 
technology, the UNIX operating system and the first fibre-optic 
technologies. Fourteen scientists from Bel Labs have won Nobel 
Prizes, and the lab has even won a Grammy and Emmy Award. 
So how did Bel Labs manage such feats of innovation? The 
answer lies in how the lab organised work among its scientists 
and inventors. The lab was designed to ensure that people 
with diverse knowledge and expertise worked together in 
close proximity, where they could have plenty of meetings and 
make serendipitous connections. Cross-functional collaboration 
between theoretical science, combined with applied 
engineering to produce wonderful inventions. 

improvement must come from the top, but added that a 
recent survey had shown that 91% of leaders don’t lead and 
this must change!

Second session
THEME: Social Enhancement and Productivity Drivers and 
Indicators 

Mr John Heap, President of the World Confederation of 
Productivity Science, commenced session two by highlighting 
that productivity improvement enables wage gains to occur 
and referred to social, environmental and economic (SEE) 
productivities. Of the three, he feels that social productivity 
has been the most neglected and suggests that we need 
to redress the balance by focusing on how the benefits of 
productivity growth can be realised and shared in ways 
that meet the needs and aspirations of a wide range of 
stakeholders. To create higher performance and productivity 
there is a need for measurement, analysis, diagnosis, 
development, implementation and review.

His Excellency Mr. Amin El Sharqawi, Resident Coordinator 
and Resident Representative, United Nations (UN) and United 
Nations Development Programme (UNDP) commenced his 
talk by highlighting the need for Sustainable Development 
Goals (SDGs). Productivity is at the core of these. Half the 
population of the world now live in cities and this poses its 
own problems. There is a need to plan for the future, but 
quoted Dwight D Eisenhower who said: “Plans are nothing, 
planning is everything”. We all have to work smarter, he said.

Dr Samir Benmakhlouf, General Manager, Last Mile 
Connectivity – Microsoft, spoke on the subject of Digital 
Transformation. Everyone these days has four devices. 
Instantaneous access and communication, anywhere, anytime! 
He said that 86% of CEO’s think that digital transformation 
is their first priority. He cited a number of quotes from 
Microsoft’s new CEO Satya Nadella:

“Our industry does not respect tradition – it only respects 
innovation.” 

“Be passionate and bold. Always keep learning. You stop 
doing useful things if you don’t learn.”

“Our job is to ensure Microsoft will thrive in a mobile and 
cloud-first world.”

“In the post-Snowden world, you need to enable others to 
build their own cloud and have mobility of applications. 
That’s both because of the physicality of computing – where 
the speed of light still matters – and because of geopolitics.”

“Over the next 10 years, we’ll reach a point where nearly 
everything has become digitised.”

“Devices are where experiences come together. On the 
Surface Pro, a lot of experience is on the device, but all of the 
applications that run on the device back ends in the cloud.”

“I think cricket taught me more about working in teams and 
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Dr Tim Minshall, Deputy Head, Institute for Manufacturing 
(IfM), University of Cambridge, spoke on the, ‘Development of 
the Cambridge Innovation Ecosystem: Helping to Manufacture 
a Better World’. He began by saying that there can’t be a 
silicone valley everywhere. However, by creating ecosystems 
like the one at Cambridge, globally-minded start-ups will 
be accelerated thanks to the multiple sources of support 
available. The number of tech-based companies located there 
has risen from 200 in 1980 to 1400 in 2004 and continues to 
grow. Collaboration is essential and failure is accepted. As 
he said, Cambridge is now seen as, “a safe place to do risky 
things”. He then went on to give some examples of success 
stories and specifically mentioned Raspberry which started 
off with an aim to make computers for £50 and, before they 
knew it, they were selling millions world-wide. This, and 
other success stories had of course put pressure on the whole 
infrastructure in the area and house prices have escalated due 
to demand. The price of fame perhaps!

Dr Faisal Allaf, Chief Executive Officer, Wadi Makkah, 
discussed ‘The Story of Commercial Transformation in Wadi 
Makkah (From Academic Research to the Market)’. He started 
with the need to focus on the market requirements. By 
doing so you can identify the core elements of the marketing 
science value chain – decisions and tools. The selection of 
stimuli in each of these elements is a critical part of our 
methodology he said. Decisions covered the following 
areas: brand management; marketing strategy; advertising, 
promotion and pricing management; customer/market 
selection; service/product quality management. Tools included 
the following: segmentation tools; perpetual mapping; new 
product models; customer satisfaction models; marketing 
metrics. The application of all of these has led to a successful 
transformation story at Wadi Makkah. 

Fourth session
THEME: Educational Reforms and Integration of Productivity 
& Innovation

Professor Danial Khan OBE, Institute of Productivity (IoP), 
spoke on the subject of Educational Reforms and Integration 
of Productivity and Innovation. He outlined the role of the IoP 
as the existing UK centre of Certified Productivity Education 
Programmes. One of the IoP’s partners is the UK Awarding 
Body NOCN and the Institute’s Diploma in Management 
of Productivity is certified and accredited as a Level 5 
Qualification by NOCN. 

Professor Riyad Hamzah, President, University of 
Bahrain (UoB), Integration, Productivity and Innovation, 
posed the question: “Is technology on a crash course 
with employment?” He spoke of the ‘automation bomb’! 
Intelligent machines are already here and we are making 
them even more intelligent. Robotics is advancing at an ever 
increasing pace and drones are delivering everything from, 
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medicines in remote regions, to bombs for the military. Soon 
there will be fewer jobs as we know them – fewer jobs means 
fewer taxes. (It is estimated that 7.5 million jobs have been 
lost in Canada alone.) The challenge, therefore, is how to 
replace these jobs with others at a higher level. He also spoke 
on the subject of teaching students how to learn, something, 
he said, we have all assumed that they knew and, therefore, 
have taken for granted. This was now one of the areas he was 
addressing. 

Mr Graham Hasting-Evans, Managing Director, NOCN, spoke 
on the subject of education reforms and the integration of 
productivity and innovation, and outlined his involvement in 
the UK Government reforms of apprenticeships and technical 
education. He said that NOCN is a market-leading national 
awarding organisation and one of the top two Government-
approved Apprentice Assessment Organisations (AAO) that 
has been creating opportunities for 30 years. A progressive 
educational charity with a social, rather than a commercial 
focus, his organisation is at the forefront of vocational skills 
development and apprenticeships, including the introduction 
of the apprenticeship levy in the UK. NOCN believes in 
‘making apprenticeships matter’ through high-quality end 
point assessment (EPA) and is committed to equality, diversity 
and inclusion, and is proud to be an NCFD recognised leader 
in diversity. 

Mr Nashir Samanani, Chief Executive Officer and Co-
founder, QuirkLogic, spoke on the subject of technologies 
and start-ups. He describes himself as a “serial technology 
entrepreneur” with a proven track record for launching 
and growing start-ups. His company focuses on building 
technologies to address specific high-growth market needs 
and has a successful track record in bringing visionary 
products to global market success in very short timeframes. 
He said that they are a creative company that believes in 
thinking differently. They identify everyday problems that 
need advances to help organisations and their employees be 
more productive and efficient when it comes to brainstorming 
and planning on a day-to-day basis. There is a need to 
approach challenges with a mix of logic, science and creativity 
he said, and their team of experts focus on digital tools that 
are designed to help corporate groups spark and grow ideas. 
Inspiration requires free thinking, he said.

PANEL DISCUSSION: Is technology in crash course 
with employment? 
MODERATOR: Dr Thomas Tuttle
PANEL: Professor Riyad Hamzah, Dr Tim 
Minshall, Professor Mansoor Alaali and Dr Samir 
Benmakhlouf.

A lively discussion took place on the impact of technological 
development on employment. Everyone on the platform, 
experts in their particular field, cited many examples 

where tradition jobs had been replaced by technology. The 
general conclusion was that this will continue, and the real 
challenge is to address the impact on employment – how 
do we create and develop jobs in the future? There is likely 
to be a continuation of ‘low level’ and ‘high level’ jobs, it is 
those middle ranking jobs that will feel the biggest impact. A 
typical example is online banking and its impact on traditional 
banking jobs and the ever reducing number of high street 
branches. Another example was in relation to air travel in 
that 90% of flights are on auto-pilot, how long will it be 
before its 100%? Could we end up with a situation where all 
jobs disappear? – no jobs/no taxes – how will governments 
function – do we need governments? All intriguing scenarios, 
but certainly ones which will need to be addressed in the 
future.

Day three – productivity researches –  
concurrent sessions 
Day three was the day on which I would facilitate my 
workshop – ‘The Professional Development of Productivity 
Personnel’ and there was preparation and liaison required 
with the moderator of my session regarding the format of 
the workshop, the issuing of questionnaires, sequencing 
during the workshop and so on, therefore, my attendance at 
the other presentations was limited. To give a flavour of the 
range and diversity of subjects covered on Day 3, I have listed 
below the various sessions:

Group One – Room one. There were three presenters covering 
the following:
‘Sustainable Disruptive Innovation and Productivity in Global 
Financial Services’
‘International Developments in Islamic Banking’
‘The Impact of the Cloud on Productivity Operations’

Group Two – Room two. There were five presenters covering 
the following:
‘Manufacturing Cost Policy Deployment (MCPD) by Systematic 
and Systemic Improvement’
‘The Potential Role of Technology Innovation Centres (TICs) 
within Bahrain Innovation Strategy’
Business Opportunity in Mining Sector in India with Special 
Reference to Production and Productivity’
‘Skills for Manufacturing over the Next Decade’

Group Three – Room 3. There were four presenters covering 
the following:
‘Higher Technical Institutions (HTI): Universities on the Path to 
Excellence’
‘Effective Productivity: A new Approach to Performance and 
Excellent Delivery’
‘Reflective AOU Blended Learning Outcomes Reflecting 
Employability as Higher Education Productivity Measure’
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Group Four – Room 4. There were four presenters covering 
the following:
‘Workplace Health Promotion and Productivity’
‘Skilling as a Strategy for Enhancing National Productivity’
‘Human Sigma: Applying Behavioural Economics to Drive 
Growth and Productivity’
‘Changing the Landscape of Productivity Through Corporate 
Entrepreneurship’

Workshops 1 – Concurrent sessions 
ROOM 1    There was one workshop facilitator: Myself (See 

report on Page 14)  
‘The Professional Development of Productivity 
Improvement Personnel’

ROOM 2    ‘Public/Private Innovations: The Best of Both 
Worlds’

ROOM 3    ‘An Innovative Approach to Employee Satisfaction 
in the 21st Century Workplace’

ROOM 4    ‘Inspiration Labs as Innovative Productivity 
Workshop’

Workshop 2 – Concurrent sessions
ROOM 1    ‘Developing a Productivity Skills Strategy within a 

National Skills Policy’
ROOM 2    ‘National Benchmarking to Drive Competitiveness 

in Key Trade Areas’
ROOM 3    ‘Productivity of the Government and Public Sector: 

Government of the Future’

Concluding Session and WPCS Declaration
The concluding session of the Congress was left to Dr Akbar 
Jaffari, Chief Executive, JAFCON Consultants, the main 
sponsors of the Congress. Dr Jaffari thanked the Deputy 
Prime Minister, HH Shaikh Mohamed bin Mubarak Al Khalifa, 
for his patronage; JAFCON’s co-sponsors for their support; 
all those that had contributed in making the Congress such 
a success, including the: speakers; convention centre staff; 
the many volunteers who had helped; and, in particular, all 
the delegates who had travelled many thousands of miles to 
attend the event. He hoped that they would have benefited 
from their attendance and that they would return to their 
workplace with new ideas on innovation and productivity 
that would contribute to the success of their organisations. 

Dr Jaffari then handed over to Mr John Heap, President 
of the World Confederation of Productivity Science, who 
officially closed the 18th World Productivity Congress and 
made a declaration on behalf of the WPCS, inviting everyone 
to join him at the 19th World Productivity Congress in China 
in 2018.

A final word on the Congress: 
Peter Drucker famously said that business has only two 
functions – ‘marketing and innovation’. Perhaps I would add 
‘productivity’ to this – as innovations have to be brought to 
the marketplace efficiently and effectively! 

Dr Andrew Muir 
Deputy Chairman

Institute of Management Services
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Stimulating Creativity,  
Enabling Innovation and 
Supporting Entrepreneurship
Creativity, innovation and entrepreneurship appear desirable to their 
advocates, but is there a gap between rhetoric and reality?  
Asks Professor Colin Coulson-Thomas.

Do compliance cultures and many contemporary 
management practices actually kill creativity, stop 
innovation and prevent entrepreneurship? In relation 

to them, are the contributions of management services 
practitioners positive or negative factors? This article examines 
some issues to consider and questions to ask if creativity, 
innovation and entrepreneurship are to be relevant, appropriate 
and effective.

Business leaders face multiple challenges. They range from 
disruptive technologies to new business models. Kodak found 
with digital technology that innovation itself can be a threat 
to an established business. However, Canon’s response shows it 
can also represent a route to rejuvenation, remaining relevant, 
being competitive and building market share (Christensen, 
1997). While unnecessary innovation and change for the sake 
of change should be avoided, incremental improvement and 
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excellence in current activities may not be enough. Survival, 
sustainability and successful adaptation may depend upon 
creativity, innovation and entrepreneurship. 

We ought to be working with the grain. We are born with 
a drive to reach out, connect and learn. However, too often 
education and employment inhibits the release of creative 
potential. They constrain and limit, rather than inspire and 
liberate. People learn acceptable answers. Too rarely are they 
encouraged to seek their own solutions. Corporate policies and 
practices should encourage and support curiosity, creativity, 
innovation and entrepreneurship, rather than frustrate and 
repress them. The confidence to be creative needs to be released 
(Kelly & Kelly, 2012 & 2013).

Valuing questioning and challenge
Do leaders really value qualities such as independence 
and intuition? Are wide interests appreciated? Are critical, 
imaginative and independent thinking recognised and 
rewarded? Is non-conformism welcomed or penalised? Many 
directors enjoy wielding power. They may have earned their 
spurs in a previous era when expectations were different and 
possibilities more limited. Another business model may have 
applied. Yet, they still think they know best. They issue policies 
and take decisions. They then monitor the extent to which 
others comply and fall in line. 

Directors usually justify calling the shots. They claim 
position privilege, broader awareness and a more strategic 
perspective. In reality, many directors are preoccupied with 
internal issues and challenges facing their companies. Front-line 
staff may be much closer to customers, the marketplace and 
local communities. They may also be earlier adopters of new 
technologies. 

Senior executives can also be surrounded by groupthink and 
the eager to please. Cocooned within a head office, they may 
be unaware of ferment outside and developments online. More 
executives should engage with, observe and experience the lives 
of customers. Obtaining insights from different situations can 
open one’s eyes to changing requirements and new possibilities. 
It can raise questions and spark ideas. 

How self-aware are your colleagues and the members of your 
board? Do they acknowledge and address their limitations? Are 
they listening? Are they open to new ideas and possibilities? Do 
they question assumptions? Do they encourage the exploration 
of alternatives and the creation of new options? Do they 
genuinely believe in the importance of challenge, discovery, 
experiment, exploration and trial? 

Encouraging openness and candour
Sir Karl Popper (1945) warned of enemies of the open society. 
Are some business leaders and boards enemies of the open 
company? Are they excessively concerned with order and 
standards? Are they slaves to particular models and approaches? 
Are they intolerant of diversity and reluctant to let go and 
empower others? People should be encouraged to challenge. 

In The Future of the Organisation, I set out ten essential 
freedoms for removing organisational constraints and liberating 
latent talent (Coulson-Thomas, 1997). People should be supported 
and allowed to work, learn and collaborate in ways, and at 
times and places, that best allow them to give of their best and 
be creative and productive. Investigations have shown that 

While unnecessary innovation 
and change for the sake of 
change should be avoided, 
incremental improvement and 
excellence in current activities 
may not be enough. 

performance support can increase flexibility and speed of response, 
allow senior management to let go, empower and trust others, 
and allow them more scope for innovation while simultaneously 
delivering multiple benefits for people, organisations and the 
environment (Coulson-Thomas, 2012 a & b, 2013).

Are you and your colleagues encouraging people to be open 
about problems and to suggest solutions? Are you helping 
them to learn from mistakes and failure, and to build upon 
achievements? Pixar appreciated the importance of candour. 
It blossomed because openness, honesty and constructive 
questioning and comment were highly valued (Catmull and 
Wallace, 2014). People actively searched for better approaches. 

Welcoming and building diversity
Many boards are intolerant of diversity. Their companies employ 
and serve people from many nationalities in a multitude of 
locations. The roles and activities of employees widely differ. 
Markets fragment. New business models emerge. Customers may 
seek bespoke and personalised responses. Yet many directors try 
to stamp out variety and impose uniformity.

Directors and boards have a lot to answer for. Many policies, 
rules, regulations, guidelines and practices reflect past views, 
priorities and understanding. Enforcing compliance with them 
can stifle questioning and challenge. It can inhibit the search for 
new and better alternatives. If you feel particular constraints are 
necessary and desirable, make sure their rationale is understood. 
Reward people for considering better ways of achieving their 
original purpose.

Many organisations exude a dull and monotonous uniformity. 
It is little wonder so many creative ideas originate outside of the 
workplace. Could and should you encourage greater diversity? 
What about different strategies, policies, processes and practices 
according to requirements, circumstances and possibilities? 
Don’t forget diversity at the top. Is there sufficient diversity of 
experience, gender and thinking in the boardroom? What about 
competing research projects?

Enabling collaboration and creativity 
Contending interests and competing solutions threaten some 
people. Others perceive differences of opinion as healthy. 
They believe that encouraging debate is more conducive to 
creativity and innovation than imposing single solutions. They 
may also reach out and be wary of rigidity and bureaucracy. 
Network organisations can embrace customers and business 
partners. They can support co-creation and grow organically. 
Collaboration with customers and iterative development can 
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speed up adaptation and innovation. 
C P Snow (1959 and 1961) warned of a growing division 

between science and the humanities, and the emergence of 
two distinct cultures. Within many companies today, is another 
division emerging? Some people think in a logical and structured 
way. They prefer order and standardisation. Others are more 
tolerant of uncertainty. They favour variety and welcome 
diversity. They look for links, patterns and relationships. They 
can simultaneously explore in different arenas. 

During its golden years, Xerox PARC recruited degree 
majors from disciplines that approached problems differently. 
Introducing them into research groups increased creativity. 
Throughout history breakthroughs in thinking have been caused 
by outsiders who challenged orthodoxy (Kuhn, 1962). 

Do you and colleagues look beyond the normal suspects? 
Are you alert to curious and restless explorers? Might greater 
exposure to the creative arts stimulate creativity in your 
organisation?

Engaging and learning from the creative arts
The creative arts are undergoing a revolution (Coulson-Thomas, 
2017). Digital technologies are creating new opportunities for 
engagement and involvement. They are opening up new arenas 
for innovation and entrepreneurship. They are democratising 
enjoyment of the arts and participation in the arts. More people 
can now find their voice and express their creativity. Channels 
of communication have become more open, inclusive and 
participative. We have more ways of being creative, connecting 
with others, and sharing our creativity than any generation in 
history. 

The creative arts can enrich both working and leisure activities. 
They are ripe for enterprise and social entrepreneurship. They 
also reach beyond practitioners. They embrace the audiences, 
followers and exhibition visitors who enjoy their work at home 
or in the community. Collaboration with creative artists can 
unleash energy and ignite thinking. Creative artists in residence 
and creative arts activities can stimulate imagination, innovation 
and entrepreneurship across work groups, communities and 
organisations.

Businesses in many sectors could learn from the creative arts. 
They are sustainable. Repetitive and rule-based tasks can be 
automated. Unstructured creative activities are often less easily 
replaced by technology. The creative arts can also address social 
issues. They offer participation and self-employment as an 
alternative to boredom, delinquency and crime. They provide 
scope for philanthropy, corporate social responsibility and social 
entrepreneurship. 

Adopting, implementing and commercialising ideas
If business success is to be achieved, creative ideas have to be 
developed and commercialised. Innovation and entrepreneurial 
flair may be needed to deliver tangible offerings or acceptable 
solutions at affordable prices, that enough people will buy to 
cover costs and generate a profit. 

While Pixar exuded creativity, attention was also devoted 
to practical business issues such as brand building, rights and 
acknowledgements. Addressing contractual matters ensured 
the studio derived the maximum of credit and benefit from its 
creativity and promising ideas (Levy, 2016).

For companies to become more effective incubators of new 
ventures, corporate policies, rules, guidelines, standards, codes 
and compliance practices may need to change. Options, choices 
and possibilities are multiplying. As new business and economic 
models emerge, past strengths can become sources of weakness 
and vulnerability. Business leaders need to be alert to defensive 
responses and attempts to protect vested interests. When 
planning for their own succession and developing the leaders of 
tomorrow, they should also be open to new sources of talent.

Education and involvement in the creative arts can enhance, 
enable, enrich and empower. It can stimulate the creativity 
and commitment that leads to successful innovation and 
entrepreneurship. Sir James Dyson the inventor, industrial 
designer and entrepreneur was educated at the Byam Shaw 
School of Art and the Royal College of Art. The School for the 
Creative Arts aims to build the ability to explore and develop 
ideas, implement a business plan and fulfil commissions. It 
sets out to give people the ability and confidence to express 
themselves and become successful practitioners.

Scoping and supporting innovation and 
entrepreneurship
Business leaders need to discuss, consult and consider where 
creativity, innovation and entrepreneurship are most needed. 
What should they be applied to and for what purpose? What 
might their relevance, significance and value be for customers 
and prospects? Should we take a wider range of interests into 
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account when deciding when, where and for whom to be 
creative, innovative and entrepreneurial? 

Existing policies, structures, attitudes, arrangements and 
practices should be periodically reviewed as situations, 
circumstances, requirements and priorities change. Innovation 
in the process of innovation itself may be required. In many 
organisations there are obstacles and barriers to creativity, 
innovation and entrepreneurship that need to be identified and 
addressed. Working and learning environments that are conducive 
and supportive of them may also need to be put in place.

To have a dream can be inspiring, but a relevant and 
affordable offering can provide an income. In business, 
both thinking and doing are required. We need aspiration 
and achievement. The requirements for effective corporate 
leadership and successful entrepreneurship are converging. In 
some contexts they may soon overlap to such an extent as to be 
almost indistinguishable.

Are you and your colleagues 
encouraging people to be open 
about problems and to suggest 
solutions? 
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This article draws upon position, theme and conference 
papers prepared by Dr Colin Coulson-Thomas for the Dubai 
Global Convention 2017 and 27th World Congress on Business 
Excellence and Innovation, and his plenary speech at the event 
which was held in the Al Ameera Hall of the Hotel The Grand 
Hyatt, Dubai, United Arab Emirates.

Further information
Details of forthcoming programmes at the School for the 
Creative Arts to encourage and develop creativity, innovation 
and entrepreneurship for leadership in the creative arts will be 
available on www.sca.edu.gh.

References for this article are available –  please email the editor 
at editorial@msjournal.org.uk
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Policy, Politics and Power
Who is really getting the worst deal from increased global competition? 
By David Floyd, University of Lincoln.

This article sets out to do several things. Firstly to 
analyse the workings of competition policy and trade 
policy. This will then be applied in the country context 

of important global trading nations. The paper will then 
trace the historical context of these nations and provide the 
theoretical underpinnings that explain the choice made by 
these nation states. The paper will draw on case company 
examples and use data to provide evidence to support the 
assertions that are made. Evidence would suggest huge 
complexity in trading relations and shows the risks associated 
with possible policy changes.

Much has been made of the increasing membership of the 
World Trade Organisation as a direct result of the globalisation 
process. This was first set up as the General Agreement on 
Tariffs and Trade where the main aim was to reduce tariffs 
for member countries, see Rugman 2012. As time progressed, 
the role was expanded to deal with trade disputes and more 
recently anti dumping measures. Much progress has been made 
in terms of tariff reduction, most manufactured goods have a 
tariff of less than 10%. In 1950 the figure was averaging 50%, 
see Krugman 2008. However, progress has been slower in the 
service sector and there have been an increasing number of 
non-tariff barriers being introduce in many countries. This 
includes adapting to various norms and standards in countries 
where often local firms will have better knowledge than firms 
wishing to export to particular countries. There have also been 

The WTO will examine specific 
case examples and companies 
when a complaint has been 
made of unfair competition, 
and it now has the power to 
issue fines

differences in time adoption periods where new members have 
been given more time to adjust and tariffs have only fallen 
gradually. Today, nations such as the USA are threatening to 
become more protectionist, though as will be later shown, 
most nations display levels of protectionism in certain sectors 
historically and it may be in everyone’s interest not to move 
too far in this direction. 

Variations in competition policy across the globe
There have also been variations in the levels of government 
support offered by countries. Some have traditionally had 
more support than others. Some areas of subsidy remain a grey 
area and countries have different policies and cultures towards 
supporting key industries. The WTO will examine specific case 
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examples and companies when a complaint has been made of 
unfair competition, and it now has the power to issue fines 
such as anti dumping duties. Some of these disputes can go on 
for many years without an outcome and sometimes disputes 
may reoccur as in the case of Boeing and Airbus aircraft 
manufacturers.

State Aid has become a very complex issue. Some countries 
are further down the line in terms of privatisation which 
further complicates issues. Some contrasts can therefore be 
made. China and Japan for example are countries where a 
large number of the top firms are owned by government 
and privatisation is proving a slow process. China was also 
later to join the WTO compared with USA and the EU. In 
addition, the USA and UK had begun to develop a competition 
policy as early as the late 1940s. Competition policy included 
legislation to rule out price fixing as well as abuse of the 
market by using monopoly power. EU member states have 
also had an interesting history. Eastern European countries 
only joined after 2004 and countries such as Spain and Greece 
joined the EU in the 1980s. France during the 1990s followed 
their own protectionist policy and introduced VERS on cars 
imported from Japan, see Floyd 1999. There is also more 
government ownership in key sectors such as the car industry 
in France. Even today the French government is a major share 
holder in Peugeot despite being a member of the Single 
European Market and the German government is also a major 
stakeholder in its car industry. It was only by 2000 that the 
EU began to develop a more effective competition policy for 
member states by introducing restrictions on a firms’ size and 
price fixing. There was also a more strict policy introduced on 

State aid according to Dearden 2005. Variations in culture and 
patriotism were to be challenged in an intensively competitive 
European Single Market. 

However both Europe and America have allowed state aid 
in key strategic industries such as aeronautical engineering. 
The arguments behind this include the fact that research and 
development in this sector is too expensive for firms without 
government support, both France and Germany have been 
shown to adopt similar principles in the car industry. The 
WTO is currently investigating Boeing and Airbus as many 
other nations have made complaints. There has also been 
government support in the pharmaceutical sector where EU 
and US safety standards requirements make it difficult for new 
firms to enter the market see Floyd 2008. On the other hand, 
the US and EU have filed complaints about unfair competition 
from China in the textile and steel sectors and this has led to 
both antidumping duty measures as well as quotas. America 
has also prevented Chinese firms from entering the telecoms 
sector due to political concerns, see Floyd 2016. However, in 
the UK, the government has allowed the Chinese and French 
to have a major stake in the nuclear industry. There have also 
been major bailouts in the car industry and banking sectors 
in the USA. The US, Europe and Japan all introduced a car 
scrappage scheme to help revive demand after the recent 
financial crisis, see Floyd 2010 and two major banks in the 
UK were taken over by the government and have gradually 
reduced their stake under pressure from the Monopolies 
and Mergers Commission of the European Union. Global 
coordinated action to make sure the subsidies were only 
temporary has helped reduce the threat of retaliation.
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Assessing the key arguments
Concerns over competition also occurs at times of increases in 
takeover activity. Recently in the UK there has been an increase 
in takeover bids due to the lower value of the pound and these 
include Kraft proposing to take over Unilever as well as Peugeot 
trying to take over Vauxhall in the UK, see The Financial Times 27 
February 2017. The main argument for protectionism is concern 
over job losses though consumers will have to pay higher prices 
as a direct result. There is also a cost to the government in terms 
of subsidies, see Viner 1950. Evidence has shown there to be a 
net loss in global growth when more protectionist policies are 
adopted. Further restrictions in labour mobility could also lead to 
higher costs and skill shortages as well as lost opportunities for 
business. However much has also been made of the discontent of 
the globalisation process, see Stiglitz 2016. There may be changes 
in wealth and income amongst various groups in society and 
these groups are able to influence government policy. This may 
be further exacerbated by lack of regulation and the problems 
of moral hazard as occurred in the banking sector where there 
may have been some expectation of a bailout even if high risks in 
business were taken, see Ricketts 1993. Many of these issues will 
playout in the future as choices have to be made by government 
over what level of support to, industry can be given.

The recent Peugeot deal in the UK for example, may lead to 
higher costs of importing components into the UK from the EU at 
the current rate of exchange, there is therefore a need to produce 
more parts locally in the UK if the firms wishes to increase exports 
as a result of the lower value of the pound, otherwise jobs may be 
at threat. There may be potential tariffs after Brexit also. UK success 
may also depend on whether Peugeot build new models in the 
UK in a few years’ time as well as expanding productivity, though 
the previous Peugeot Ryton Coventry plant in the UK closed once 
former models were replaced.

Conclusion
It has been shown that the huge complexities arising from the 
developments in global competition. Much of the differences in 
approach have been dependent on historical developments taking 
place in major trading nations. There have also been differences 
in culture and the role of politics and government in industry. This 
needs to be taken into account when formulating trade policy. It 
is also evident that countries have chosen to focus on particular 
industry strengths when making key decisions on where support 
is needed. China has focused on steel and textiles and more 
lately electronics though Europe and USA have well developed 
aviation and health sectors. Europe and USA have also support 
mechanisms from government in the car industry. However China 

It is evident that countries have 
chosen to focus on particular 
industry strengths when making 
key decisions on where support 
is needed. 

is further improving its strengths by acquiring technology in sectors 
such as the car industry which may be developed further in the 
future. As China moves up the value chain and towards a service 
economy, other sectors such as finance and insurance and leisure 
may be challenged where Europe and America have traditionally 
dominated. The article has also warned of the dangers of further 
protectionism in terms of higher prices and reduced global growth. 
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The European 
Union

Brexit threats and opportunities for people and business 
(Part 2). By Dr John McManus.

The British referendum in favour of the exit from the 
European Union, known as Brexit, has been described 
as probably the most disastrous single event in British 

history since the Second World War1. Clearly, in the immediate 
aftermath of the referendum, the UK will face some key political 
and economic challenges which include continued access to 
EU markets, migration2, industry and business investment, 
exchange rates, university research funding, and employability. 
Looking ahead, it seems likely that these persistent and growing 
challenges will gain significant momentum.

Free movement of goods
The free movement of goods is one of the freedoms of the 
single market of the European Union. Since January 1993, 

controls on the movement of goods within the internal market 
have been abolished and the European Union is now a single 
territory without internal frontiers. The abolition of customs 
tariffs promotes intra-Community trade, which accounts for 
a large proportion of the total imports and exports of the 28 
Member States. Once Article 50 is triggered, the UK has two 
years to secure a free trade deal with the EU. Given the seven 
years it took Canada to reach agreement with all 28 EU Member 
States, this seems highly improbable. UK firms are liable to 
face barriers to the EU’s single, tariff-free market because the 
Government is likely to call for tighter controls over migration3. 
Such controls would breach the EU’s core principle of freedom 
of movement for workers. EU leaders are unlikely to make 
concessions to the UK on this issue, the fear being that any 
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concession to the UK would lead other Member Sates to demand 
similar deals, ultimately unravelling the Union.

In competitive analysis, competitive rivalry is defined by the 
number and capability of your competitors4. If you have many 
competitors, and they offer equally attractive products and 
services, then you’ll most likely have little power in the situation, 
because suppliers and buyers will go elsewhere if they don’t 
get a good deal from you. On the other hand, if few can do 
what you do, then you often have tremendous power within 
the market. Nowhere else in Europe could replicate the City of 
London whose main competitors are New York, Singapore and 
Hong Kong. 

In 2014, the financial services sector contributed £127 billion 
in gross value added (GVA5) to the UK economy, 8.0% of the 
UK’s total GVA. The London market accounted for 51% of the 
total financial and insurance sector GVA in the UK in 2012. 
The sector’s contribution to UK jobs is around 4% (or 1.2 
million jobs). Trade in financial services makes up a substantial 
proportion of the UK’s trade surplus in services. In 2014, the 
banking sector alone contributed £21.4 billion to UK tax receipts 
in corporation tax, income tax, national insurance and through 
the bank levy6.

The current size of the financial sector is therefore relevant 
to the question of how reliant the UK economy is on financial 
services. Banks must plan two or three years in advance. 
Therefore, stability is a key factor to current and future 
investment. A recent warning from Anthony Browne, CEO of the 
British Bankers Association7, suggested banks may start moving 
their jobs to Europe sometime in 2017. Few would dispute 
the importance of financial services to the British economy. In 
the same vain, the current trade surplus in financial services 
is relevant to the issue of how best to increase UK exports in 
a post-Brexit economy. Britain’s financial services sector could 
be one of the big losers from Brexit. For example, HSBC has 
talked of transferring staff to Paris. Oliver Wyman Consultancy, 
estimates in a report prepared for TheCityUK8 that Brexit could 

The UK will face some key 
political and economic 
challenges, including continued 
access to EU markets, 
migration2, industry and business 
investment, exchange rates, 
university research funding, and 
employability. 

Table 1: Possible outcomes for the UK leaving the EU

Source: PwC analysis EU: Implications for the UK economy, 2016.

WTO Scenario Likely conclusion

Access to single market Low access

Influence over EU regulations None

Application of EU regulations 
and directives

Technically no, but product exports to the EU would still need to meet EU product standards

Contribution to EU budget None

Independent immigration policy Yes – EU restrictions are removed

Independent trade policy Yes – UK may negotiate FTAs with other countries in financial services and other services

Trade – tariffs Trade between the UK reverts to WTO /MFN basis. The UK experiences an increase in EU tariffs 
on goods trade to MFN rates

Trade – non-tariff barriers Gradual regulatory divergence between the UK and the EU results in an increase in NTBs on 
goods and services



35Management Services 
Summer 2017

schedules, and given the UK is currently compliant with all 
EU regulation, preventing the introduction of tariffs must be 
the first and potentially most significant step in the process of 
achieving continued free trade. According to Justin Protts of 
Civitas11, realising the potential cost of re-introducing tariffs to 
trade between the UK and most of Europe, is the first step in 
making the case for a trade deal that will allow both EU and UK 
citizens to benefit from continued tariff-free trade across the 
continent.

Back in 1973, the UK had to end special trade ties with the 
Commonwealth because the EU is a customs union, which 
(according to the definition set out in international law) means 
that it has common trade rules with the rest of the world. 
Some economists and politicians have argued that continued 
membership of the EU means that Britain must remain shackled 
to its protectionist and anti-competitive economic regime, 
which is often described as being corporatist. Brexit provides 
the opportunity to re-establish trade links with our former 
commonwealth trading partners. According to the World 
Economics Association12, the Commonwealth economy has 
overtaken the Euro zone’s, and the IMF forecasts that by 2019 
the Commonwealth will have overtaken the EU, contributing 
17.7% to the world’s output compared with the EU’s 15.3%. The 
Commonwealth also has far more favourable demographics. As 
an illustration India, which is a member of the Commonwealth 
and an ever growing global economy, grew at an average 
rate of 7.5% in 2015. During a recent visit by the Indian Prime 
Minister13 Narendra Modi, in November 2015, British and Indian 
companies announced new collaborations, worth more than £9 
billion pounds. The British government listed more than 20 deals 
and collaborations, including a 1.3 billion-pound investment by 
Vodafone. Another illustration is Australia which is the UK’s 12th 
biggest export market. The UK’s total exports to Australia were 
£10 billion in 2013, an increase of 63% since 200714. Australia 
is the UK’s eighth largest source of foreign direct investment. 
Opportunities exist for British firms to export goods and 

immediately cost as many as 75,000 jobs in all. Banks could 
lose their ability to offer services across the EU from London, 
a system known as passporting. If they shift some of their 
operations to other EU states such as Frankfurt or Amsterdam, 
it could hurt British tax revenues at a time when the country’s 
public finances are still likely to be in the red. One clash could 
be over the ability of the City of London to continue serving as 
the main centre for the clearing of derivatives denominated in 
Euros, something it has fought in the EU courts to protect but 
may be unable to defend once outside the EU9.

One interesting and plausible scenario put forward by 
PricewaterhouseCoopers10 (PwC) is based on the UK failing to 
secure a free trade deal with the EU and therefore trading under 
World Trade Organisation (WTO) rules after leaving. Under this 
scenario, tariff and non-tariff barriers (NTBs) with the EU rise 
significantly. The UK loses its existing free trade agreements with 
other countries, but renegotiates them on the same terms by 
2026 and signs a new deal with the US in the same year. 

This scenario represents major divergence between regulation 
and standards between the UK and the rest of the EU. When 
the UK exits the EU in 2020, existing FTAs between the EU and 
the other countries would need to be renegotiated. Trade with 
those countries revert back to a WTO Most Favoured Nations 
(MFN) basis (Table 1). According to PwC, the UK would seek to 
gain greater control over its own regulatory regime, leading 
to potential regulatory divergence. As a result, NTBs on trade 
between the UK and the rest of the EU may increase after the 
UK’s exit, as exporting firms need to adhere to different sets of 
regulations, which add to the costs of trade.

Tariffs are not the only factor that could damage in the 
absence of a comprehensive trade deal. Regulatory and other 
non-tariff barriers could increase the cost of trading goods 
between the EU and UK, and make it harder for exporters 
selling goods in either direction. These NTBs become increasingly 
significant as tariffs are reduced. However, with the assumption 
that the EU and UK would both maintain the same initial tariff 
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services in high technology equipment, finance and consultancy 
expertise in medical, nuclear, biological and chemical (Table 2).

Although there is real opportunity to enhance British exports 
to commonwealth countries there are barriers. According to 
Professor Steve Peers16, the UK would have to ask perhaps 
three-quarters of its Commonwealth partners for trade deals 
to replace those already agreed with the EU. They might 
agree quickly to extend to the UK a parallel version of their 
existing arrangement with the EU, since that would not really 
change the status quo. However, they might not be interested 
in negotiating any further trade liberalisation. If they are 
interested, they will ask for concessions in return, and this will 
take time to negotiate.

Free movement of workers
As one of the fundamental freedoms guaranteed by EU Law17, 
freedom of movement for workers guarantees every EU 
citizen the right to move freely, to stay and to work in another 
Member Sate. This freedom applies to all Member Sates’ citizens 
regardless of nationality. The freedoms guaranteed by EU Law, 
means that discrimination on the basis of nationality, residence 
and/or language is not permissible, and it also includes equal 
treatment in basic employment conditions, remuneration, 

dismissal and the receipt of social advantages.
EU countries have applied a common statistical definition 

to measures of migration since 2008. However, because of 
differences in recording practices, not all countries are able 
to comply with this definition in all of their statistics18. The 
United Kingdom is among EU countries with the largest inflows 
of foreign nationals. Disputed by the Press and some senior 
government officials according to the Office National Statistics 
(ONS) EU, net migration to the UK was around 180,00019 in 
the year to March 2016. Foreign-born migrants living in the 
UK on 1 January 2015 was 8.4 million (or around 13.0% of 
the population). It is estimated that 2.2 million EU nationals 
in work are linked to UK commerce and industry jobs. Within 
the broad industry sections shown in Table 3, the industry 
divisions with the largest numbers of EU national workers were 
retail (164,000), food and beverage service activities (161,000), 
education (146,000), human health activities (116,000), 
manufacture of food products (113,000), and construction of 
buildings (111,000). 

Whilst year-on year increases in EU migrant labour has stirred-
up national tension we must not forget that European migrant 
labour since 2000 has contributed more than £20 billion to UK 
public finances between 2001 and 201120. Furthermore, they 

The United Kingdom is among EU 
countries with the largest inflows of 
foreign nationals.

Table 2: Future Potential for Selected Commonwealth Trade Countries

AUSTRALIA
Potential is high

The EU and Australia conduct their trade and economic relations under the EU-Australia Partnership 
Framework of October 2008. This aims, apart from cooperation on the multilateral trade system and trade 
in services and investment issues, to facilitate trade in industrial products between the EU and Australia by 
reducing technical barriers, including conformity assessment procedures.

CANADA 
Potential is high

In 2015 Canada was the EU’s 12th most important trading partner, accounting for 1.8% of the EU’s total 
external trade. The EU was Canada’s second most important trading partner, after the US, with around 9.5% of 
Canada’s total external trade in goods in 2015. Total trade in goods amounted to €41.21bn in 2015 (EU import 
€9.57bn, EU exports €31.64bn). 

CARIBBEAN
Potential is low 
to moderate

The EU’s trade and development partnership with the Caribbean stretches back over more than 30 years. The 
Cariforum agreement also comes with substantial EU aid for trade. The purpose of the agreement is to make it 
easier for people and businesses from the two regions to invest in and trade with each other and thus to help 
Caribbean countries grow their economies and create jobs.

INDIA15 
Potential  
is very high

India is currently the fastest growing economy in the world and a strategic partner for the EU, representing 
a sizable and dynamic market of 1.25 billion people. For these reasons, the EU and India are committed to 
further increase their bilateral trade and investment through the Free Trade Agreement negotiations that 
were launched in 2007. The value of EU exports to India grew from €21.3 billion in 2005 to €38.1 billion in 
2015, with engineering goods, gems and jewellery, other manufactured goods and chemicals ranking at the 
top.

SINGAPORE 
Potential  
is very high

Singapore is by far the EU’s largest commercial partner in ASEAN, accounting for slightly under one-third 
of EU-ASEAN trade in goods and services, and roughly two-thirds of investments between the two regions. 
Singapore is the EU’s 17th largest trading partner (trade in goods) and the EU’s largest trading partner in the 
Association of South-East Nations (ASEAN). Some 10,000 EU firms are established in Singapore and use it as a 
hub to serve the whole Pacific Rim.
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have endowed the country with human capital that would 
have cost the UK £6.8 billion in spending on education. It could 
also be argued that EU migrants have had a positive influence 
on the productivity and efficiency in many of our agriculture 
manufacturing sectors, and contributed new ideas and a fresh 
approach to firms. In addition to these benefits, incomers have 
helped the health and care services to continue functioning; 
contributed to cultural diversity; and increased the vitality, 
especially of some rural schools.

EU membership affects migration to the UK in multiple ways, 
but the most significant is the fact that EU nationals have 
the right to work and live in the UK, without having to meet 
admission requirements such as a skilled job or a qualifying 
family relationship21. Following the UK’s exit from the EU, 
restrictions could be placed on immigration to the UK from 
the EU, in particular on the inflow of lower skilled labour, (and 
vice versa – leaving the UK would mean that British citizens 
would lose the right to move freely, work and do business). 
This could take various forms, but the most obvious situation is 
that EU citizens would face the same rules as non-EU citizens. 
In this context, work visa rules would therefore be crucial in 
determining which EU citizens were still able to come to the UK. 
In parts of the workforce (Table 3), that includes construction, 

manufacturing, energy and transport, some three quarters of EU 
nationals working in the UK would not be allowed in if they had 
to qualify under the current rules as applied to other overseas 
workers. It is also likely that highly skilled UK workers would 
require a permit and would have to apply for a Blue Card, an EU 
wide permit for highly skilled non-EU citizens22.

Regardless of the current migration policies, migration levels 
depend on many different push and pull factors, including 
economic growth in the UK, and in countries of origin, which 
naturally change over time and are difficult to forecast. The 
UK’s exit is likely to create a vacuum in which lower skilled jobs 
cease whilst maintaining the current migration patterns of 
high-skilled labour; this in practice would mean the cessation 
of net migration inflows of low-skilled migration from the 
European Union. The impacts of lower migration would also be 
felt disproportionately in London23, where EU-born employees 
represent just over one in ten workers. This ratio is higher 
for the construction, accommodation and food services, and 
financial and insurance sectors.

Free movement of capital
Under this freedom, all restrictions on the movement of 
capital both within the EU and between Member States and 

Industry section in main job Number As a Percentage

Agriculture, forestry and fishing 22,000 6.50%

Mining and quarrying  10,000 6.00%

Manufacturing 311,000 10.20%

Electricity, gas, air conditioning supply  10,000 2.90%

Water supply, sewerage, waste 18,000 8.30%

Construction 210,000 9.10%

Wholesale, retail, repair of vehicles 277,000 6.60%

Transport and storage 154,000 9.60%

Accommodation and food services 243,000 14.20%

Information and communication 93,000 7.70%

Financial and insurance activities 79,000 6.20%

Real estate activities 17,000 4.80%

Professional, scientific and technical activities 151,000 6.60%

Administrative and support services 144,000 9.60%

Public administration and defence 40,000 2.10%

Education 146,000 4.40%

Health and social work 215,000 5.20%

Arts, entertainment and recreation 37,000 4.40%

Other service activities 36,000 4.10%

Households as employers 18,000 26.80%

Extraterritorial organisations  10,000 6.30%

All in employment 2,241,000 7.10%

Source UK Labour Force Survey Q2, 2016

Table 3: EU nationals working in the UK by industry section in main job, June 2016
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third countries have to be removed. Initially, the Treaty did 
not prescribe full liberalisation of capital movements. Since 
the introduction of the Maastricht Treaty of European Union 
any ‘restriction’ on capital movements and payments, both 
between Member States and between Member States and third 
countries is prohibited. The principle was directly effective, 
ie it required no further legislation at either EU or Member 
States’ level24. Post-Maastricht the free movement of capital 
has stimulated cross-border trade and investment within 
the EU, and most favourably increased the rate of economic 
growth. EU Investment has also raised the level of exports in 
all sector activity. Free capital movement across the EU has 
also encouraged the formation of companies with subsidiaries 
and branches in other Member States, and lowers the cost of 
investment for financial asset providers in such States. Free 
movement of capital has also helped alleviate the scarcity of 
capital, thereby raising productivity for EU Member States as a 
whole.

It is argued that being part of the EU makes the UK a more 
attractive place to invest, as firms with a presence in the UK 
benefit from unrestricted access to the markets of other EU 
Member States. However, establishing the existence and 
estimating the magnitude of the EU effect on UK inward 
Foreign Direct Investment25 (FDI), and hence the consequences 
of withdrawal, is very difficult. Much of the FDI which flows into 
the UK economy is long-term rather than short term investment 

which makes it ‘less exposed’ to sudden reversals in investor 
reactions. At around 66 billion Euros, the UK is top of the 
leader board of FDI in Europe. The main sector recipients of this 
investment are software, business services, automotive assembly, 
and financial intermediation25 (Figure 1). As an illustration, 
the choice of foreign car manufacturers, including Honda, 
Nissan, BMW, Toyota and General Motors, to locate in the UK, 
is often cited as an example of companies locating in the UK as 
a bridgehead to other EU markets. Nissan recently announced26 
that as well as building Qashgai in Sunderland it will make 
its new x-Trail SUV at the plant, securing 6% of Sunderland’s 
workforce.

The UK is considered one of the most attractive places to 
set-up business, both economically and politically. Transparency 
International27 rates the UK high on the transparency list of 
European countries. It achieves a higher rating in comparison 
to other EU Member Sates such as Belgium, Ireland, France, 
Spain and Greece. This is supported by evidence from the United 
Nations28 that among key European economies, FDI inflows have 
decreased (France (-10.9) and Spain (-12.5).

Much of FDI inflows into the UK have been ‘vertical’ where 
firms have located different stages of the production process to 
gain comparative advantage in the market. Vertical investment 
is complementary to export trade, as firms will export 
components to foreign affiliates and then re-export the goods 
produced. In contrast to France and Spain, this favours the UK 
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inasmuch the more transparent and open the economy, the 
more incentives there will be for FDI29. 

Amongst global investors, the UK’s history of openness and 
integration into FDI flows is very favourable. A recent survey30 
asked, “Does the possibility of the UK leaving the EU after 2017 
have any impact on your investment plans between now and 
the end of 2017?” Almost one-third of respondents (31%) say 
they will either reduce investment or put it on hold until the 
situation is clearer. That said, a majority (54%) say it will have no 
impact, while 9% say they will actually increase investment in 
response. In a survey of 2272 multinationals, the UN Conference 
on Trade and Development found that size of the local market 
was the most important criterion determining the location of 
FDI for both the manufacturing and services sectors, and the 
third most important for the primary sector. This would suggest 
that EU membership would be an important role in determining 
investment decisions31. Whilst there is some evidence to suggest 
that withdrawal from the Single Market would have some 
impact in short term investment (2017-2020) in the medium to 
long-term however, there is yet greater potential for FDI from 
outside and inside the EU membership. Key areas for further FDI 
inflows include financial services, defence, aerospace, logistics, 
and distribution, the UK again stands to be a key beneficiary in 
all these areas.

Conclusion
At the time of writing this piece, there is no agreement within 
the government over what should follow Brexit. This reflects 
the fact that the alternatives to EU membership have their 
own downsides and would impose costs on the UK economy. 
To make an informed judgment about the merits of Brexit, 
UK citizens and other stakeholders need to know as much as 
possible about what Brexit would mean. Brexit cannot solely 
be based on hard economics or uncompromising policies based 
on market regulations, subsidies, grants, and funds. For the 
next generation, the shape of Brexit must incorporate a social 
conscience and this will require some very smart designing, 
remarkable politicians, and a wise and well-informed electorate.

Note: The references are available for this article, please email 
editorial@msjournal.org.uk
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Operations in a  
Changing World
By Richard Lane and David Parker,  
The University of Queensland Business School.

The balance of economic activity in the world is changing. 
McKinsey Global Institute (Dobbs et al, 2013) estimates 
that whereas in 2010 there were 8000 companies 

worldwide with more than a billion dollars annual revenue and 
with 73% headquartered in the developed world, within ten 
years (by 2025) there will be 15,000 such companies with 45% 
headquartered in emerging economies. China’s economy relies 
largely on the development of the Chinese top 500 enterprises. 
Among these enterprises, 73 are in Fortune magazine’s 2013 
list of the world’s top 500 companies (eg Chinalco and Sinopec); 
three companies made the top ten, beating the US and Japan. 
Consequently, the focus of the paper is on how we account for 
the institutional and cultural factors that are likely to impact 
business operations in this context.

Some factors are well known, such as the rapid advance 
of technology and globalisation but these are often viewed 
through Western eyes. Indeed, most management and economic 
research is built to conform to US or European norms. This was 
entirely rational at a time when the West dominated the world. 
Adding to the difficulty of looking at the rest of the world is 
the custom of referring to them as emerging economies, a term 
which may suggest that they will eventually conform to Western 
ways even if they have not reached that level yet.

The paper starts by discussing the operational context of 

projects and supply, relates this to what is known about various 
relevant institutional and cultural issues, and then considers 
briefly what is known about how this impacts firm strategy. 
Finally, the paper summarises some implications for practice and 
the need for further research.

Projects and operations
Contemporary projects and supply chains can span continents, as 
specialised components and resources are sourced from around 
the world, assembled elsewhere and shipped or utilised in still 
other locations.

The conventional view of a project was of a self-contained 
operation that could be managed to achieve relatively well-
defined goals. The Project Management Institute distinguished 
projects from ongoing operations, such as manufacturing, partly 
because the uniqueness of the project may entail uncertainties 
about the products, services or results that the project creates. 
This is indicative of the nature of project management but wider 
perspectives exist.

Shenhar and Dvir (1996) proposed a typology of projects 
using a two-way classification of projects based on technological 
uncertainty and system scope. In terms of technology, four 
distinct types of projects were identified. Low technological 
uncertainty projects relied on well established technologies, for 
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example, road building or construction. Medium technological 
uncertainty projects were those involving adaptation of mature 
technologies, as in many product improvement projects. High 
technological uncertainty projects involved integrating several 
technologies for the first time, as in many defence projects. 
Super-high technological uncertainty projects were those based 
on technologies new at the time of project start.

In terms of system scope, three levels were distinguished. The 
simplest level was identified as the assembly project, which may 
be routine even if the resulting systems may be high technology. 
At the next level included system projects, involving assembly 
of a complex collection of elements, such as a complete aircraft, 
or the modification of such a system. At the third level were 
an array projects or programmes, involving a large, widely 
dispersed collection of systems that function together, such as a 
national air traffic control system.

The authors examined published studies of projects and 
carried out case studies and surveys of projects, classified them, 
and analysed salient features. For some projects, the major 
issues included negotiating with subcontractors, coordination, 
and information gathering. In others there was less emphasis 
on coordination but rather issues of resources management, 
legal aspects and political problems. And in others, there may 
be major issues of managing interactions with governments or 

The conventional view of a 
project was of a self-contained 
operation that could be 
managed to achieve relatively 
well-defined goals.

dealing with environmental and community issues.
The operations we will consider here are primarily systems 

like this, involving multiple suppliers and supply chains with 
international connections. They may often have dual aspects of 
supply chain and project. Our interest is in how such systems fit 
in complex business and cultural environments, and how they 
relate to theories of the firm.

Business and cultural environment
While much management literature is based on Western 
experience, there are well-known alternative ways of doing 
business, although these often evoke different responses and 
interpretations. One of the notable features of the past 50 years 
has been the emergence of Japan as a major player. At the 
operational level much was made of Japanese management, 
lean production, JIT, quality and other breakthrough changes. 
Some accounts ascribed the system, at least in part, to Japanese 
cultural characteristics such as respect for elders, lifetime 
employment, trust and respect for others, including suppliers.

Closer examination however, raises questions about much 
of this literature. It is true that many US companies have had 
problems adopting Japanese methods, but the picture is not 
clear cut. Studies have shown that distances of suppliers from 
plants are often much greater in the US, and this would be 
expected because of the greater distances and a developed 
highway system. Other aspects are even more problematic. 
Nishiguchi (1994) examined company records and other original 
documents as part of a study of Japanese sourcing. Among other 
things, he found that lifetime employment was basically the 
outcome of the early industrialisation process a century ago, 
when new industrial companies would hire workers leaving their 
farms and then offer automatic salary increases to retain trained 
staff. Practices in dealing with subcontractors were so bad after 
the war that the American Army of Occupation introduced 
special legislation for the protection of subcontractors. They 
also brought Deming to Japan to help do something about 
standards. On the other hand, Mr Toyoda, of Toyota Motors, 
started pioneering his revolutionary approaches even before the 
war.

Another icon in the cultural field is the Chinese practice of 
guanxi, variously interpreted as showing anything from trust 
between long-standing business partners through to outright 
corruption and bribery. This is often interpreted as an ancient 
Chinese tradition. Langenberg (2007) though, provides an 
analysis and careful historical examination. He argues that 
although similar practices may have existed throughout 
history, it is fanciful to claim any direct connection with current 
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interpretations. Indeed, the term itself was unknown until 
modern times. Likewise, connections with Confucianism do 
not bear up historically or in terms of content. Nevertheless, 
there seems agreement on the significance of guanxi in doing 
business with China (Luo 2007). Such business relations can have 
significant benefits in terms of arranging business partnerships, 
developing new products and responding to supply chain 
disruptions. 

Another aspect of management studies of cultural impact 
is represented by the famous studies of Hofstede, and later 
the more detailed GLOBE studies. These were studies of 
the attitudes of employees of large companies particularly 
in terms of interpersonal relations, to identify leadership 
dimensions. Power distance describes the acceptance of 
power in organisations in different cultures. Individualism or 
collectivism describes whether individuals are integrated into 
groups, masculinity refers to assertiveness and competitiveness, 
uncertainty avoidance is supposed to deal with a tolerance 
for uncertainty, while long-term orientation is associated with 
thrift and perseverance. The studies also grouped nations 
into cultural clusters based on cultural similarities, in part 
influenced by climate conditions. The group of Anglo Cultures 
included England, Australia and the United States. Confucian 
Asia included Singapore, China and Japan. These studies are 
interesting and could have important implications for the 
management of operations, as outlined above, but care is 
needed. The studies were aimed primarily at the internal 
operations of middle management, making it unclear to 
what extent the results can be applied to inter-organisational 
behaviour at strategic, tactical and operational levels. Questions 
have also been raised about the analytic methodology (Brewer & 
Venaik 2012).

There are therefore significantly different norms and cultures 
around the world, that can have important implications 
for operating business. In many cases, it may be difficult to 
understand them or incorporate them in operations and 
furthermore, the situation is subject to continual change as 
societies and economies evolve. This aspect of business therefore 
offers the prospect of competitive advantage in that the 
knowledge is tacit, difficult to copy, and potentially valuable.

Competitive advantage
In order to understand why and how expertise in operating 
in different cultures and environments may be valuable, it is 
necessary to have some explanation of how such operational 
level considerations might affect the value of the firm, but 
theories of the firm mostly say little about the question. 

The starting point for many strategy courses is Michael 
Porter’s theory of competitive advantage. Porter emphasised 
the need to position the company in attractive markets and 
examine strengths, weaknesses, opportunities and threats. 
While much of his writing relates to the American context, the 
formulation seems compatible with the idea of having strengths 
or weaknesses in operating in different cultural environments.

A complementary development was the resource based view 
developed by Barney (1991). This assumes that firms within an 
industry may differ in the strategic resources they control and 
that this state can be long lasting. The resources are categorised 
as physical capital, human capital, and organisational capital 

Studies have shown that 
distances of suppliers from 
plants are often much greater 
in the US, and this would be 
expected because of the greater 
distances and a developed 
highway system.

Studies have shown that 
di f li f
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resources. Human capital includes the training, experience and 
insight of individual managers. Physical capital includes plant 
and equipment, raw materials and technology. Organisational 
capital includes the firm’s reporting structure, its form and 
informal planning systems, as well as informal relations 
among groups within a firm and between a firm, and those 
in its environment. The theory then develops the theme that 
a firm can obtain sustainable competitive advantage from 
resources that are valuable, rare, imperfectly imitable, and 
non-substitutable. Priem and Butler (2001) argue that under the 
theory firms can also obtain sustainable competitive advantage 
from sources including human resources, trust and guanxi 
and information technology. Barney himself (2012) argued 
that a firm could obtain sustainable competitive advantage 
from relations with other firms, in that a combination of the 
capabilities of different firms in a supply chain can result in a 
distinctive capability, which may be difficult to imitate for a 
number of reasons.

A different view is presented in transaction cost economics 
(Williamson 1996). The theory concerns the identification, 
explication, and mitigation of all forms of contractual hazards 
(ibid, page 5). Key assumptions are (page 6) bounded rationality 
and opportunism. The assumption of bounded rationality leads 
to the conclusion that all complex contracts are unavoidably 
incomplete, and that ‘the convenient concept of contract as 
promise (unsupported by credible commitments) is vitiated by 
opportunism’. Opportunism is defined as ‘self-interest seeking 
with guile’ (page 6).

At first look, such assumptions might appear incompatible 
with notions of guanxi or cooperative Japanese supply chain 
systems. However, even here the evidence is less than clear 
cut. There is evidence that Japanese companies are not always 
totally trusting and that even if they develop long-term relations 
with suppliers, they may still use other suppliers with similar 
capabilities for other models, with the veiled implication that 
they could step in if necessary (Nishiguchi 1994). Similarly, 
Chinese companies may face enormous potential costs through 
exclusion from future business if they violate implicit cultural 
norms. On the other hand Coase, who formulated transaction 
cost economics in the 1930s, later stated that he deliberately 
excluded opportunism from his formulation after talking to 
Ford and other US companies, and deciding opportunism had no 
role in the discussion. In contrast, GM developed a reputation 
for a much more throw-away attitude to suppliers. This leaves it 
unclear whether there are really cultural or idiosyncratic factors 
operating, and which of the main contending theories is most 
useful in multinational operations.

Implications
Despite the contradictory nature of some of the evidence, 
continuing debates over theories of how firms create value, and 
uncertainty about the future, it is hard to believe that there 
are not significant differences in societies that impact how 
firms conduct business. The lack of clarity on many of these 
issues is what both creates problems for business and creates 
opportunities, since if knowledge in this field was complete and 
codified, it could be readily adopted by companies and would 
have not special value. This leads to our first proposition: The 
ability to deal effectively with diverse cultures and institutions 

can be a source of sustained competitive advantage.
Reinforcing this is the observation that both business 

conditions and norms are almost certain to change over time. 
The Asian Tigers have undergone immense changes in a few 
decades. China has moved from one of the poorest countries, 
largely agricultural, at the time of Chairman Mao’s death, to a 
rapidly modernising economy, on track to developing national 
infrastructure and a top rate educational system, and potentially 
the largest economy in the world. Even in the West there are 
signs of change, such as reaction against excessively short-term 
business horizons. At the same time, it is clear that elements of 
national culture still play significant roles. These observations 
lead to our second proposition: The differences in cultures and 
institutions will continue to evolve in ways that may be difficult 
to predict.

The challenge for both business people and researchers is 
to develop greater understanding of these issues. Increasingly, 
businesses may have to work in conditions different from the 
traditional West, while at the same time introducing new 
technologies and innovating new business models (as, for 
example, Girotra & Netessine 2014) and paying attention to 
traditional concerns of markets, costs and supply reliability.
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Next Distribution and 
Productivity Support
The productivity support department within Next Distribution Limited (NDL) has 
recently won the prestigious award of Team of the Year. Richard Churchill, the 
department head, was delighted for his team, for the profession, for the Institute 
– and of course for himself. We caught up with him to investigate further.

 Tell us more about the Team of the Year award.
In March at the annual meeting of 500 middle and senior managers 
of NDL, various awards are given. The winners are voted for and 
decided on by senior management and, in contrast to previous 
years when other teams like HR or finance have won, this year the 
winner was the productivity support department. It was a great 
surprise to the team, even though we have always hoped to win it.

Each member of the PSD 
has to have the professional 
qualification of the Institute of 
Management Services Certificate.

Richard Churchill, centre, receives Team of the Year award from Simon Kelly
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 Why did the productivity support team win?
In presenting the award, Simon Kelly, Director of Logistics 
and Customer Service said:

“The productivity support department (PSD) has gone from 
strength-to-strength in their efficiency and impact on the 
business in the last 12 months. Supporting all of our sites 
with their observations and analysis on a daily basis, the 
noticeable benefits of the team’s hard work are being felt 
at both a site and business level. The PSD’s involvement in 
multiple cost-focused projects resulted in incredible savings 
last year for NDL.”

  That sounds like you’ve had quite a significant 
impact on the business. Is it a big team?

Within NDL, the productivity support department is small 
compared with many others. But in comparison with other 
distribution arms of major retailers, a team of 12 productivity 
analysts is quite sizeable – and to have an average age of 
around 30 is quite unusual.

 Describe your team in more detail.
I have three senior analysts who each look after two or three 
sites apiece; they have productivity analysts who report to 
them. Between us we support 13 sites nationally: seven core 
warehouses and six regional service centres. 

The Elmsall complex in Pontefract is the flagship site which 
holds and directly despatches all the fashion items from the 
Next Directory. This site, at peak, will despatch 3.5 million 
items per week direct to our customers through one of the 
most advanced logistics operations in Europe. That’s where 
I’m based, with the wider team on their own sites.

The PSD has also been involved in providing efficiency 
targets and manpower planning figures for other sites in 
Belfast, Germany, Russia and China, where a fair amount of 
subcontracted labour is used.

Each member of the PSD has to have the professional 
qualification of the Institute of Management Services 
Certificate. It’s the industry standard for productivity 
professionals and I insist on it. We all have or are working 
towards, life membership of the IMS and we all have to pass 
our annual recertification with performance rating. Two of us 
are also trained in PADS and one has just completed a course 
in MOST®.

Many colleagues from other areas of the business didn’t 
always appreciate the standards to which we operate, nor 
the ongoing certification and testing that ensures our work is 
maintained at the right levels of accuracy. So much depends 
on this and the Team of the Year award proves it completely.

 What sort of work do you get involved in?
From my background in the public sector (11 years at the 
Department of Work and Pensions) I would say we cover 
the role of work study practitioners with time study, activity 
sampling etc, but we also apply industrial engineering, 
continuous improvement, Lean, Six Sigma and so on. 
Essentially, we cover everything that’s productivity related 
and that ensures there’s considerable variety. We’re kept 
really busy doing work study, core timing and processing, 
to ensure the incentive scheme is right for the 5000 or so 
warehouse operatives.

However, in recent months a new 800,000 sq ft site was 
opened at Doncaster to support our current furniture 
operation. Part of it provides extra capacity, but the company 
has also brought sofa manufacturing into the business. So, 
we’ve been involved in getting standard times for upholstery 
lines, determining the hours for cutting foam and wood and 
ancillary requirements to support the manufacturing line. 
That part is still in its infancy, but many of my analysts are 
really enjoying the diversity that the manufacturing process 
brings, as opposed to the picking and packing operations. It’s 
added a whole new dimension to our work.

As a department we are seriously involved in the core business 
and new business development of Next Distribution Ltd.

  How much has the profile of the team been 
raised?

Our profile has raised significantly over the last 12 months 
or so for many reasons, including how we support our 
warehousing operations. The PSD team has now become the 
first port of call in any business-critical decisions. We can 
provide accurate and substantive information on how long 
processes take, how long they should take and how long 
they could take. We take ownership of huge volumes of data 
through NDL’s 13 sites. 

Additionally, one of my team who qualified last year, 
Daniel Eales, was named IMS Student of the Year 2016 – it 
was announced in the Spring 2017 issue of this Journal. 
This also helped to showcase the professional standards we 
work to. It’s not an easy qualification to attain and Dan’s 
achievement was particularly impressive. 

The productivity support department is not a stepping 
stone to greatness – it’s a landing stage!!

The PSD team has now 
become the first port 
of call in any business-
critical decisions. 
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ALL PROFILES FOR EACH CANDIDATE ARE AVAILABLE ON THE IMS WEBSITE

Candidates Details
Arthur (John) Davies 
15 Denewood Avenue
Bramcote, Beeston
Nottingham
NG9 3EU

Why I wish to be elected to Council; I have had responsible and leadership roles 
in several Institutes, and I feel with this background, I can make a significant 
contribution to the IMS. I am currently the Secretary of the East Midlands Region. I 
believe that there is a role for Management Services in today’s business world.

Nominated by: John Else HonFMS Geoff Mansfield HonFMS

Mostyn Lewis 
260 Wricklemarsh Road
Blackheath
London
SE3 8DW

Why I wish to be elected to Council; to contribute my skills further to the Institute, 
developing its role, active membership, sustainability and public presence in 
promoting productivity and technology, as benefits to society and the wider economy, 
with value to people beyond short-term system benefits.

Nominated by Ray Martin HonFMS Stephen Moon FMS

John Lucey 
5, Highfield Close
Foston
Nr Grantham
Lincolnshire
NG31 2LH

Why I wish to be elected to Council; for the last four years we have continued to deplete 
our reserves because our costs are too high and we have very few income streams. We 
need to take immediate corrective action to balance our finances. We also urgently need 
to clarify exactly what the purpose of the IMS is.

Nominated by Geoff Mansfield HonFMS John Else HonFMS

Andrew Muir
1 Berryhill
Glenrothes
Fife
KY7 4TQ

Why I wish to be elected to Council; so that I can continue with my duties as Deputy 
Chairman. I have also recently taken on the role of Interim Company Secretary 
following the passing of Richard Bridges.

Nominated by: Julian Cutler FMS Simon Tate MMS

Richard Taylor 
10 Sandy Hall Lane
Barrowford
Nelson
Lancashire
BB9 6QH

Why I wish to be elected to Council; providing technical, market and commercial 
experience, influencing IMS direction, with practical support. This demonstrated over 
years of unbroken IMS Membership, including as leading training provider, promoting 
a more progressive education fee structure. Recently as Council member, filling a 
vacated position, helped with marketing, PR Articles and as Chair of Membership.

Nominated by John Brennan FMS Mark Cooper FMS

Malcolm Towle
56 Weelsby Road
Grimsby
DN32 0PR

Why I wish to be elected to Council; I am the only current IMS Council Member to 
have voted against withdrawing funding from Regions. I believe Council has deserted 
existing members in favour of cost control and overseas projects. We must develop 
operational capability to deliver effective professional education, membership and 
recruitment benefits. I support the regional structure.

Nominated by John Else HonFMS John Lucey HonFMS
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All Institute corporate members holding the grade of Fellow or Member are invited to participate in the 
elections to the Institute’s Council of Management. You are invited to vote for up to four individuals to 
fill the four vacant positions on Council. You should place a cross against those individual names you wish 
to serve as Council members. You may vote for no more than four candidates and any forms containing 
more than four votes will be void. You must also complete the section giving your name and address to 
enable your eligibility to vote to be verified. You may vote for less than four.

Institute of Management Services
Elections to Council of Management – Ballot Paper

Name of Candidate
To vote for 
Candidate place 
X in box below

Arthur (John) Davies

Mostyn Lewis

John Lucey

Andrew Muir

Richard Taylor

Malcolm Towle

Please see the reverse of this form for the candidate’s details.

Voting Members Name: .......................................................... Membership Number: .................................
 if known

Address: ...........................................................................................................................................................

 .........................................................................................................................................................................

 .........................................................................................................................................................................

Completed Ballot forms to be returned by 5pm on 5 August 2017 to:

Returning Officer Please mark the envelope Ballot Paper 
Institute of Management Services
Brooke House 
24 Dam Street 
Lichfield 
Staffordshire WS13 6AA



With the advent of life membership 
we are attracting new members. There 
are still people who are engaged in 
management services who are not 
members and we would like them to join 
the Institute.

We can use our ‘direct entry’ route to fast 
track this and information is available 
from Brooke House.

We very much hope that our existing 
members will make potential members 
aware of this option.

Why Don’t YOU  
Join the IMS

What Next?
Contact the IMS for an application form
W:   www.ims-productivity.com
E:   admin@ims-productivity.com
T:   01543 266909

   Brooke House, 24 Dam Street,  
Lichfield, Staffs WS13 6AA

• Actively promoting the IMS in your place of work 

•  Encourage colleagues at work as well as  
professional and social contacts to join  
the Institute

•  Refer potential new members to the Journal  
as an example of what the IMS is about

•  Remind potential members of the benefits of IMS 
membership, eg, education system, regional structure, 
recognised professional qualification

•  Up to the minute information via the IMS Journal and 
website professional support

• Undertaking contract/consultancy work


