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Abstract

Though it would not be disputed that individual contributors within the organization are pivotal to organizational
innovation and change, there seems to be a disconnect between the organization’s design as it pertains to systems,
structures and policies and those in leadership who determine the realities, norms, and behaviors for how innovation
is to take place. Often, the implicit leadership influence in regard to this is unspoken and separate from the
established organizational culture. For this reason, before an organization has this ability to renew on a product and
innovation level, deeper renewal may be required. This renewal process utilizes principles of self-reflection and
self-awareness to gain greater understanding of how the many dimensions of the organization work together. This
method of organizational renewal can be extremely beneficial regardless of the current state of the organization. The
key is to consider renewal as a form of strengthening the very core for greater sustainability and future readiness.
This article provides an empirical framework to illuminate ways in which an organization can engage in the renewal
process. The process involves discussing the importance of renewal at all levels of the organization, providing the
foundational concepts of self-reflection and self-awareness in the context of renewal, highlighting the various aspects
of the organization requiring renewal, and bringing it all together into a cohesive framework
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1. Introduction

Organizations are a complex and organic blend of people and systems (Wren and Bedeian, 2009). This complexity
derives from the convergence of organizational systems and the values and culture of people within those systems.
Where the two converge becomes a strategic point that either generates or prohibits organizational growth. The
history of management thought demonstrates the ever-changing atmosphere and focus of the organization and the
importance of design not just in its formative years, but also throughout its life span. Additionally, throughout history,
there have been organizational beginnings and endings both philosophically and literally. The twenty first century is
no different. As there continues to be an accelerated rate of change (Wind, 2006), the tides are shifting once again
and what once were clear and delineated methods for organizational effectiveness is beginning to blur (Wind, 2006).
Just in the last few years alone the impact of declining economies worldwide, natural disasters, and costly wars have
generated the need for new emerging thoughts on what will aid the organization in remaining sustainable in the midst
of chaos. Even more, there is a need to seek greater awareness of current organizational readiness for what lies
beyond the horizon (Cornish, 2004). Unfortunately, many organizations discover that they have missed key
opportunities to seek this greater awareness. There could be various reasons for this, one of which is the absence of
continual renewal. The renewal process is what enables organizations to remain aware of the present climate both
internally and externally (Maslach & Leiter, 1997) as well as the opportunity to reflect on key areas of design that
drive the organization’s ethos.

For those who fail to incorporate organizational renewal as a key practice may discover that the organization is not as
resilient and sustainable as originally thought. Some may even be facing finality where the only option that remains
is to completely reinvent or experience a slow death (Quinn, 1996). Organizations finding themselves in this
challenging situation still have an opportunity to renew and possibly even build in necessary structures and design to
bring the organization back to a position of long-term sustainability. In order to accomplish this, the organization
should consider utilizing a renewal process that attempts to enlighten the areas of weakness both on a human
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dynamic level and systematic level. This can assist in realigning all aspects of the organization. This renewal process
utilizes principles of self-reflection and self-awareness to gain greater understanding of how the many dimensions of
the organization work together. This method of organizational renewal can be extremely beneficial regardless of the
current state of the organization. The key is to consider renewal as a form of strengthening the very core for greater
sustainability and future readiness.

This paper provides an empirical framework to illuminate ways in which an organization can engage in the renewal
process. The process involves discussing the importance of renewal at all levels of the organization, providing the
foundational concepts of self-reflection and self-awareness in the context of renewal, highlighting the various aspects
of the organization requiring renewal, and bringing it all together into a cohesive framework.

2. Organizational Renewal

In general, organizational renewal thought centers around the organization’s ability to engage in change. This change
may vary from consistent maintenance, adapting to trends, or generating various types of innovation (Junelle and
Stahle, 2011). For some authors such as Junelle and Stahle (2011), renewal is a three dimensional phenomenon
which organizations develop the ability to: 1.) Routinize and operationalize activities and current knowledge; 2.)
Utilize feedback to incrementally develop and grow knowledge for effective process and service; 3.) Provide
disruptive knowledge and innovations (Junelle and Stahle, 2011). The basis for this model of renewal, one could
argue, is the predominant theme in organizational renewal literature and centers on change principles and growth
from a knowledge base perspective. That is, personnel knowledge. In innovation terms, knowledge creation is the
cornerstone to effective and collaborative innovation (Vonkrogh, Ichijo, and Nonaka, 2000). Though it would not be
disputed that individual contributors within the organization are pivotal to organizational innovation and change,
there seems to be a disconnect between the organization’s design as it pertains to systems, structures and policies and
those in leadership who determine the realities, norms, and behaviors for how innovation is to take place. Often, the
implicit leadership influence in regard to this is unspoken and separate from the established organizational culture.
For this reason, before an organization has this ability to renew on a product and innovation level, deeper renewal
may be required. This type of renewal is highly personalized and relies on self-awareness and self-reflection both at
the organizational level and the leadership level.

- *Design, Values, Human
Organizational Capital: Established

Self-Reflecion and Organizational
Self-Awareness Philosophy

«Structures and Processes:
Expression of
Organizational
Philosophy

2.1 Organizational Renewal vs. Organizational Learning

Pham and Swierczek (2006) articulate organizational learning as a process in which individuals gain knowledge,
internalize knowledge, change behaviors to incorporate new knowledge and then brings this new behavior to the
collective, prompting change at the organizational level. Knowledge, in this case, is referred to as a competency
related process. Additionally, Pham and Swierczek (2006) address organizational learning as a predominately
individual phenomenon without a dramatic affect to the larger movement of the organization. Additionally, Crossan
and Berdrow (2003) establish through their empirical research that organizational learning is sometimes unplanned
and is seen as an emergent process in which there is no intentional or strategic view of the outcomes of desired
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learning. Pokharel and Choi (2015) further distinguish organizational learning from the framework of opportunities
for individuals within the organization to experience growth through learning opportunities, dialogue with others,
and empowerment all which are extremely valuable to the motivation factors of employees. With this, organizational
learning is vital to change and renewal, however, fundamentally it addresses the state of the organization and the
individuals within it from a knowledge and effectiveness perspective. In contrast to organizational learning, it can be
suggested that for true change to take root as a result of learning, the starting point for sustainable change rests in the
deeper more intricate pieces of the organization. In this, the difference between organizational learning and renewal
is the starting point by which the change is made. It can be suggested that for true organizational renewal to take root
and change the organization it is to be done through a transformative process. This would involve intentionality
through viewing learning strategically (Crossan and Berdrow, 2003), addressing the organization’s capability to
engage in effective renewal (Junelle and Stahle, 2011) as well as, and more importantly, evaluating and exploring the
power of character development both individually and corporately.

2.2 The Importance of Renewal

Though it is ideal that organizations are continually renewing themselves through self-awareness and self-reflection,
there are various reasons why this does not actually occur. Many of these reasons are as a result of individual
behaviors and reactions. First, many leaders do no practice personal wellness and neglect their own growth and
development. In doing so, the result is usually leadership burnout (O’Neil, 1993). When this occurs, leaders neglect
themselves and often lose insight into their own effectiveness in the context of organizational decisions (Grant, et al.,
2007). Second, sometimes the fast-paced environment of the larger organization generates a behavior that neglects
the overall corporate health, which creates a culture that does not operate with a cohesive awareness (Maslach &
Leiter, 1997) thus affecting innovation. Third, there is the inability of organization to retain and develop its human
capital resulting in high turnover and a lack of continuity in organizational behavior (Rothwell, 2005). When this
occurs, there is a gradual loss of awareness of reality causing dissonance between organizational vision and behavior
(O’Neil, 1993). At some point, however, world events or industry changes affect the organization and the gaps in its
design and systems shed light on the real state of the organization and its innovative capacity. This reality may be
that they are experiencing progressive slow death (Quinn, 1996) and sometimes even organizational failure.

Failure or even the onset of slow death, however, is not and does not have to be inevitable. Within the discovery of
organizational pitfalls, there are opportunities to begin to introduce renewal methods to realign organizational design.
Sometimes it is in the midst of organizational crisis and chaos that true change can take place (Sanders, 1998).
Additionally, within the reality of failure, there is opportunity to reinvent. This in and of itself can generate immense
creativity (Sanders, 1998). Reinvention provides opportunity to alter perspective toward a cohesive, synergistic
organizational design. In this, there is also the opportunity to infuse renewal practices utilizing self-awareness and
self-reflection to reinvent and reinvigorate the organization. This includes not only a renewal of values, but also
structures, policies and programs. This is essential, as values not individual leadership philosophies should be the
stronger influencer of organizational culture and leadership selection (Mintzberg, Ahlstrand, & Lampe, 2005).
Though organizational renewal requires intentional effort, the future payoffs are worth it. Even more, it is essential
for organizational survival and sustainability.

Organizations are multi -dimensional. Furthermore, as the organization progresses through its life cycle, there are
opportunities to connect the various dimensions together to work with synergy toward a preferred future. The very
essence of organizational design is to create an intelligent organization (Liang, 2002) that utilizes people, values,
behaviors, policies, leadership, structures, innovation, and strategy to gain continued organizational momentum.
Additionally, within this framework, leadership and organizational renewal does not just take place at moments of
crisis, but also in moments of success. The byproduct is a cohesive development and retention of organizational
members invested in the future (McDonald, 2008). This is why it is important to consistently reflect, understand, and
align all aspects of the organization as part of the ongoing renewal process.

To set the groundwork for organizational renewal, there are three overarching concepts that need defining to provide
the framework for the renewal process. These concepts include the basic understanding of the organizational life
cycle, a clear definition of self- reflection, and the principle of self-awareness. Once defined, there are two aspects of
the organization requiring attention. The first is an assessment of the foundational aspects of the organization itself
that includes the very design, value, and people within the organization. The second is an assessment of the
structures and processes that become the expressions of the organizational philosophy.
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2.3 Organization Life Cycle

Just as there is a human life cycle, so there is also a life cycle within organizations. Though there are varying views
as to how many stages of life an organization has, there is consensus that there is a beginning, middle and end (Lester
& Parnell, 2008; Phelps et al., 2007). Some models compare organizational life with that of human life to provide a
more organic approach to the organization (Finzell, 1994). This can be helpful in visualizing milestones that occur
starting from birth to the completion of life. Within each life stage, the organization is defining and establishing
identity (Scott & Lane, 2000), gauging their competitive advantage within their industry, and establishing
organizational structures that reflect their developing identity.

As organizations move within each stage of the life cycle and there is a maturing infrastructure, the natural outcome
will be a shift in priorities that affect communication flow, leadership decisions and strategic decisions (Finzell, 1994;
Smith et al.). Often what drive these shifts in priorities are the perceived immediate needs of the new phase of the
organization (Finzell, 1994; Smith et al.). It is important to note, though needs change and it is appropriate to adjust
with the changes, there are strategic moments within each phase where the decisions made raise the long-term stakes
for the organization. Additionally, as the organization reaches its maturity or perceived peak of performance, if key
decisions and priorities do not promote a long-term innovation renewal perspective there is a potential for the
organization to begin to stagnate and lose its competitive advantage.

It is vital that organizations consider their reactions to success within each life cycle phase to remain ahead of the
innovation curve. Unfortunately, many organizations begin to plateau loosening their grip and slowing down their
innovative process. As this occurs, the established norms and practices begin to drive organizational decision-making
(Smith et al., 1985). Though there should be a level of organizational norms and practices that affect the overall
movement, there is danger in utilizing those norms and practices to maintain success. If organizations use these
norms and practices as a form of cruise control (O’Neil, 1993), then the proven process influences decision making
rather than innovative improvement causing the organization to experience innovative decline. This is preventable if,
in each life phase, leaders pay attention to the opportunities to contribute to key strategic decisions or tipping points
(Phelps et. al, 2007) that determine the resiliency of the organization. These tipping points exist not only on the
organizational level, but also on the individual level as leaders and stakeholders contribute to the overall strategic
direction of the institution.

Organizational Life Cyde

Key Contrintions to Growth Key Contributions To Desth

-Desgn Msturity =Fast Growth- Lack of innovaton
-Development p of Corporste Health
sinnovation *Lsck Of Leadership Awareness
«Corporate Ethas «Human snd Organzations
-Human and Organzstiona! Algnment Missignment

Renewslinnovaton

Desth

* Image of Curve Adapted From the Following: S-Curve, Paradigm Curve, Barker (1992) and Mapping the Future
Gary (2008)

Important to the discussion of organizational effectiveness and renewal is realizing that design, structures, policies,
and established norms are not created merely to provide demonstration that the organization exists (Sargent &
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McConnell, 2008). If that is the view of those seeking to form an organization, than the long- range view of
organizational effectiveness is limited. Organizations consist of people. Behaviors and attitudes significantly
contribute toward organizational efficacy (Nikolenko & Kleiner 1996; Beckman, 2009). People and relationships are
what produce and generate innovative momentum. For this reason, the discussion of decision-making within each
life cycle phase extends to the establishment of behavior that will demonstrate to employees and clients the essence
of those who found it. In essence, the decisions made as the organization is maturing drive the basis in which
relationships will form. In this case, organizations finding themselves on the road toward organizational death must
assess how much is due to a lack of investment in the very fabric of relationship foundation in the formative stages of
the organization. This includes realizing the decline of relationship (Quinn, 1996), personal leadership renewal
(O’Neil, 1993), and lack of commitment (Whittington & Galpan, 2010; Quinn, 1996). In regard to relationship
establishment, organizations must consider the original systems and structures that determined the way in which
relationships were to be formed. Much of what these formative systems and structures include organizational values,
leadership style, followership fit, use the enablement of knowledge creation, strategic planning, thinking, and
foresight and global competency, and leadership sustainability.

Some scenarios may be beyond the control of the organization (Lester & Parnell, 2008). However, the ability to
reflect and become more aware of what is leading the organization as it proceeds through varying stages within the
life cycle can provide key opportunities to self- correct and become more resilient and even possibly find renewal
(Lester & Parnell, 2008) rather than organizational death. Ultimately, how the organization views the life cycle and
the continual integration of renewal within each phase will set the path toward organizational effectiveness. Given
this, a model for renewal utilizes both self-reflection and self-awareness as a method of discovering the gaps in
alignment between both people and systems.

3. Utilizing Self-Reflection and Self-Awareness for Organizational Renewal

Organizational renewal requires analyzing both personal leadership and organizational leadership. Additionally, in
order for the organization to thrive, both levels need to engage in the renewal process. Renewal literature highlights
concepts of self-reflection and self-awareness as a key component to self-efficacy (Cervone, 2008). Another way to
refer to self-efficacy is the idea of wholeness in which varying aspects contribute to collective health (Cervone,
2008). From an organizational standpoint, this includes individual as well as organizational capacity for self-
reflection and awareness. This capacity is what drives organizational behavior. As capacity increases in the area of
self- reflection and self- awareness increases, there is a greater ability to alter behavior (Cervone, 2008).

3.1 Self- Awareness

In this context, self-reflection is a conscious movement on both the individual level and organizational level toward a
deeper understanding of where the organization is, who they are, from where they have come, and where they are
going (Gay & Kirkland 2003). It is essential that the individual is a part of this process as the social constructs within
the organization are what contribute to overall organizational efficacy. A key to self-reflection is the ability to utilize
relational intelligence (Pless & Maak, 2005). Relational intelligence operates on the premises that in order to engage,
understand, and make wise decisions two levels of reflection are required. The first level is self-reflection in which
one analyzes their own behavioral influences on organizational life (Pless & Maak, 2005). Important to this process
is an authentic look at self, concerning values and decision-making. This moral awareness explores the inner core of
what determines personal behavior and ethic. When there is time directed toward recognizing and developing self-
reflection capacity, transformation and renewal can emerge (England, 2002). The second level of relational
intelligence is being others-reflective. Once there is greater self- clarity, there is a greater ability to see the whole of
the organization more clearly. Ultimately, this contributes to recognizing not only personal capabilities and
limitations, but also organizational capacity (Cervone, 2008).

3.2 Self-Reflection

As one begins to self-reflect, opportunities emerge for greater self-awareness. There is significance in choosing to be
cognizant of the personal behavior and values on the overall health of the organization. If an individual chooses to
avoid or neglect parts of their behavior that need attention, the more individuals will seek to cover up or disguise the
motives behind those behaviors. This creates a dissonance between the private life of the individual and the
behaviors demonstrated within the organization (Guinness, 2000). This lack of awareness creates a strain on personal
and professional vision and can have lasting effects on both the work environment (Kanji & Chopra, 2009) and on
relationships (Strongman & Burt, 2000). For this reason, leaders cannot afford to be a stranger to themselves (Dixon,
2009). The more in tune the leader is within himself/herself recognizing their value system, behaviors, surroundings,
and pressure points (O’Neil, 1993), the greater capacity the leader has to recognize behaviors on the organizational
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level. In other words, as the scope of awareness expands, the larger picture and personal/organizational capacity
become more clear and focused. Additionally, as leaders practice self-awareness the deeper they can expand and
explore the human dynamic within the organization (England, 2002). As the leader begins to recognize some of the
human dynamics, they will also be able to recognize and activate potentials in others and engage in personal and
organizational change (Quinn, 1996). It is hard to change that which is outside of human awareness (Buchanan,
1997). For this reason, reflection with both oneself and others along with self- awareness becomes essential tools for
the leader and the organization. They become the framework for self-efficacy including organizational and
leadership renewal.

Within this framework of self-reflection and self-awareness, determining what phase of the life cycle the
organization is and determining steps for renewal and change can seem unwieldy. As some organizations are facing
innovative decline prompting a need to build a framework that can be sustainable, the organization should consider
going back to the basics of organizational design with the lens of reflection and awareness as the method by which
the organization begins to re-define, reinvent, and possible re-emerge toward greater competitive advantage. The
following sections address the key areas within the organization that reflection and awareness are required for greater
capacity. Additionally, within this, there is a strong connection between the leader and their contribution to
organizational renewal. The key is to analyze the present state of the organization in light of what comes to the
surface because of reflection and awareness. There are two parts to this process. The first is to reflect and seek
awareness on key foundational pieces such as organizational values, ethics, design, and leadership/followership. The
second includes reflection on and awareness of organizational structures and processes, which include knowledge
creation/innovation, strategy, and global impact.

4. Reflection and Awareness of Organizational Values, Ethics, Design, and People

« Design, Values, Human

Organizational Self- Capital: Established

Reflection and Self- Organizational Philosophy
Awareness

4.1 Organizational Values

The establishment and awareness of personal and organizational values provide the foundation and framework by
which people interact with each other and the world. Additionally, these values influence the inner structures and
policies within an organization creating a standard for ethics and behaviors expected of employees (Cowan &
Todorovic, 2000). A Mission, vision, and core value statements presented by organizations express their identity to
all its stakeholders, and becomes the basis of organizational relationship.

Important to this awareness is recognizing where values derive or originate. Some believe values develop in early
adolescence or the adolescent stage of the life cycle (O’Grady, 2006, Manno, 1997). Others believe values come out
of experiences that lead to the realization of values and its connection to identity (Joas, 2000). Values are sometimes
explicit however, some values are not always conscious but rather enfolded in to daily life decisions rarely ever
having to be articulated and refined (Hall, 2001). Additionally, values and relationship are intertwined (Hall, 2001,)
therefore, as organizations and leaders begin to reflect on current values, there are opportunities to become more
aware of the many ways in which values are driving the organization toward effectiveness. Important to recognize
are the dynamics involved as varying levels of values are explored. It is easy to identify the surface values that are
evident within the organization such as mission statements and standards of conduct (Cowan & Todorovic, 2000).
What are not so easily identifiable are the hidden values, which translate as the long-standing traditions, attitudes,
and the deep values that rest in worldview (Cowan & Todorovic, 2000). Even more important is the depth in which
one chooses to explore and align these values as part of the inner richness (England, 2002). This inner richness
involves initiating our will to change our values and develop them with self-awareness thus increasing our capacity
to emulate effective deep values in relationship to each other. True renewal then occurs when individuals align their
personal values with organizational behavior (Hill, 2008).
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4.2 Ethics

Furthering the establishment of relationship, ethics becomes the avenue by which the organizations define the
identity and behavior of its members. The emulation of values is in the development of ethical standards and
practices. As the organization and its leaders reflect and become aware of the root of its value base, the role of ethics
within the organization transitions beyond rule following (Wildermuth & Wildermuth, 2006) or ethical compliance
(Tyler et al., 2008) toward a deeper form of desired citizenship behavior (Somech, & Drach-Zahavy, 2004). In this
case, reflecting and becoming aware of a desired inner core allows the organization to evaluate and create a more
sustainable ethical framework (Ferguson & Milliman, 2008) that begins to guide policies and development of social
norms (Engelbretcht, 2005). Additionally, there is an intentional aligning of values with the very design of the
organization from structures to policies, standard of behavior, and ultimately toward corporate citizenship. This
intentional focus on relationship design illuminates the human dynamic and focus needed to sustain organizational
effectiveness (Ferguson & Milliman, 2008). In essence, values and ethics become the way in which employees can
become engaged on a relationship level within the organization.

As the organization reflects and creates awareness, there is opportunity to align leaders and followers with the
organizational values more adequately (Connor, 2006). This is extremely important to organizational growth as part
of sustainability and effectiveness rests in functioning relationships that generate movement and knowledge creation.
Alignment affects relationships and the organizational culture. For this reason, an important component to value
development is being aware of individual ethical constructs and their ability to integrate ethical principles into their
thought processes and daily decisions (Conner, 2006). Additionally, within this process, organizations can begin to
take their desired values and reflect on leadership philosophy and followership fit becoming more aware and
renewing their alignment within those relationships.

4.3 Leadership and Followership Approach

From the foundation of organizational values and ethical constructs of the organization, the discussion of the
relationship between leaders and followers provide another piece of the renewal process. It is important to note that
there is still a highly leader-centered approach dominating leadership literature (Lord & Brown, 2003). In the case of
organizational sustainability, organizations will be in remiss if they neglect the full capacity and capabilities of those
deemed as followers (Frye et al., 2007). Through the self-reflection and awareness process, leaders, followers, and
their symbiotic relationship require exploration and development (Gilbert & Matviuk, 2008). If the premise is that
values and organizations are essentially involved in relationship formation and sustainability, reflection is required as
to what type of leadership structure is and will remain relevant (Hollander, 1992). In this, both the role of leadership
and followership requires exploration. Additionally, reflection is needed as to the symbiotic (Gilbert & Matviuk,
2008) and shifting states (Stech, 2008) of leaders and followers within the organization.

Leadership identity intertwines with organizational identity (Scott & Lane, 2000). One can argue that followership
identity also intertwines in organizational identity. The organization cannot function solely on the perspective of the
leader (Hall & Densten, 2002). The lens of the follower must also be present. The reflection process provides
opportunity for the organization to become more aware of the leadership behavior and impact on organizational
culture as well as employees perception of leadership behavior (Tiuraniemi, 2008). This will have an overall effect
on organizational effectiveness as both entities establish relationship with one another. If organizations view
leadership as a position rather than a process or shifting state, then not only is the leader not operating in their full
potential, but neither are followers. In reference to organizational value alignment, both leaders and followers must
encompass the same qualities. In fact, both leaders and followers can and do share similar traits that are considered
effective in the organization (Lundin & Lancaster, 1990, Gilbert & Matviuk, 2008). The role of followership fit
should not be underestimated as the mindset of following shapes the dynamics of organizational relationship
(Westbrook & Dixon, 2003) just as much as a formal position or condition of leadership. Each individual leader and
follower must recognize how he or she perceives the other (Tiuraniemi, 2008) and establish the foundation of
mutuality.

Within leadership renewal, there also needs to be an awareness of what is motivating the leader to lead. There are
certain factors that motivate individuals to want to take leadership positions within the organization. Four major
factors include personality traits, values, leadership self-efficacy, and previous leadership experiences (Amit, et al.,
2007). Each of these four factors involves an intrinsic approach with a deep connection to individual identity. In this
case, whatever is motivating the leader to assume leadership responsibilities becomes the lens by which the leader
shapes their personal leadership behavior. Leadership style becomes the expression of internal motivation.
Additionally, the leadership style or expression chosen will determine decisions and behaviors that directly influence
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follower effectiveness (Winston, 2008). In the context of organizational values, the intrinsic motivator to lead is
rooted in personal values (Kark & Van Dijk, 2007). In other words, chosen leadership style is reflective of a personal
value system.

In an organization, the greatest contribution a leader can make is in how they communicate and behave with those
they lead. If the leader is not self-aware or reflective about their own motivating factors behind their leadership
behaviors, then decisions and key opportunities to contribute toward organizational renewal and sustainability
weakens. At times, a lack of self-awareness presents a picture that the leader is victim to the organizational outcomes.
In this way, leaders are also operating on cruise control making reactionary decisions without recognizing the
connection between personal motivation and style and organizational success. At this point, the discussion of internal
motivators and values of the leader does not allude to one leadership style being better or more effective. In the end,
whatever motivates personal leadership decisions affects the relationship outcome within the organization (Winston,
2008). As the organization reflects and seeks awareness on the current leadership contribution, it will soon discover
whether there is alignment of individual values and the overarching organizational values.

The same can be true for followership. There is power in choosing to follow (Kelley, 1992). More importantly, there
are motivators that cause followers to want to follow. Just as leaders have particular leadership styles, followers also
have particular needs that lend to a followership style (Kelley, 1992). This in turn affects followership behaviors and
decisions as to how they will function within the organization. In this way, followership behavior also affects
relationship outcomes (Winston, 2008). For this reason, the relationship formation of leaders and followers with
organizational values become the engine for the organization. Processes and structures are then opportunities to
express this relationship and value alignment.

5. Reflection and Awareness of Processes and Structures

» Structures and Processes:
Expression of Organizational
Philosophy

Beginning the renewal process with the human dimensions of the organization provides the foundation to then begin
to seek renewal in the actual functioning of internal and external systems. Renewal of processes and structures
involves reflecting on and seeking awareness of how to utilize people to their fullest capacity. This includes the
process of innovation, strategy, and globalization.

5.1 Innovation

As discussed earlier, within the maturing phase of the life cycle, many organizations begin to operate on cruise
control allowing for the established successful norms and policies to guide the organization. Unfortunately, one area
that begins to decline in importance is innovation. In fact, some researchers believe that it is right before the
organization reaches the maturing phase that new innovations must be introduced to maintain momentum and
encourage a resurgence of new thought processes to keep the organization from relying on status quo. Even with this
perspective, there seems to be a dissonance between a philosophy of innovation and incorporating that philosophy
into organizational practices (Cottam, et al., 2001). In this case, innovation emerges at various times within the life
cycle or isolated areas within the organization rather than becoming a part of the overall established process within
the organization (Cottam, et al., 2001). Within the renewal process, a key area for reflection is in the overarching
philosophy or innovation. If innovation is not part of the foundational design, then there is a lack of awareness of
how innovation influences not only competitive advantage, but also the human dynamic within the organization
(Martins & Teblanche, 2003). There needs to be an awareness of the impact of individual creativity and
organizational innovation (Martins & Teblanche, 2003). Organizational culture influences whether people participate
in innovation (Cottam et al., 2001). Studies have shown that the extent in which a space (Von Krogh, et al., 2000) is
created or not created for the process of innovation directly affects innovative behavior, individual creativity, and the
overall innovative output of the organization (De Jong & Hartog, 2007).
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Given this, two key influencers affect the successful operation of innovation within the organization need reflection
and awareness. First are the actual structures of the organization (Ahmed, 1998). In the beginning phases of the
organization’s life, structures and systems establish how people and processes are going to work together. The
establishment of innovation practices determines whether the organization will be more organic and fluid
encouraging knowledge creation (Ahmed, 1998) or more rigid and constrained attempting to control innovative
outcomes.

Second, there needs to be reflection concerning learning behaviors of organizational members (Hirst, et al., 2009).
Individual creativity contributes to organizational innovation (Martins & Teblanche, 2003). Therefore, how
employees behave in context of personal and organizational learning affects the collective innovation process (Hirst
et al., 2009). Within this context, the key area of awareness is whether the organization and its systems are enabling
knowledge creation or seeking to manage innovative outcomes (Von Krogh, et al., 2000).The difference rests in
whether the organization facilitates collaboration and diversity of perspective or structure teams to prevent people
from operating at full capacity. The more there is an attempt to manage the process of innovation, the greater effect
on organizational learning (Von Krogh et al., 2000).

Both structure and people contribute to the innovation process. Within the renewal process organizations need to
reflect on and become aware the level of innovative behavior existing in each life cycle phase as well as to begin to
integrate innovation within the overarching philosophy. In order to integrate innovation fully, there must be an
awareness and reflection on organizational strategy. This includes strategic thinking, planning, and foresight.

5.2 Organizational Strategy

There are three dimensions to organizational strategy. The three dimensions include strategic thinking, planning, and
foresight. The most common of the three that becomes a default in organizations is strategic planning. Though
strategic planning is extremely important to the overall strategic process, it is the last step in the process as it deals
with implementation. Unfortunately, many organizations rely simply on strategic planning with no long- term
sustainable focus (Hughes & Beatty, 2005). Within the life cycle phase, all three dimensions of strategy prepare the
organization for the future. Additionally, utilizing all three dimensions in the reflection process, can aid the
organization in determining future readiness and current challenges that are preventing the organization from fully
preparing for sustainable competitive advantage. Strategic thinking in and of itself is the opportunity to reflect on
where the organization has been, its present state, and possible future (Graetz, 2002). Strategic thinking provides the
framework by which reflection on current systems can generate an understanding of the overall state of the
organization concerning change, innovation, and even team efficiency (Graetz, 2002). It also allows employees to
make sense of the organizational goals (Bonn, 2005). This is invaluable to organizational renewal, because it is
within this framework that the organization can discover if there is synergy between organizational mission/vision
with the employee comprehension on how to establish and implement that vision.

Strategic Foresight provides great opportunity for self- reflection and awareness in not only the area of global
capacity, but also into the present organizational readiness toward a preferred future. In each phase of the life cycle
there are opportunities to utilize strategic foresight to structure and establish innovation as it looks to the horizon.
Often this is underutilized because of future phobia (Cornish, 2010) that causes one to only reflect and act on the
immediate in denial or with intentional ignorance about the future. This results in a victimization, which blames lack
of readiness for the present crisis. This intentional lack of awareness stalls the innovation process and leads the
organization toward death. Organizations can be ready for the future and the decisions made today can and will
influence the future. Certainly, the future is not predicable, but one can improve upon the future and anticipate the
likely conditions of the future (Cornish, 2004). Part of awareness within strategy is to recognize the signposts in the
form of trends to see how world trends can affect current organizational readiness. If organizations operate in the
status quo at the maturing phase of the organizational life cycle, the rapidly changing world will soon enlighten the
organization as it begins to experience decline. Awareness through foresight can help the organization renew itself
by seeing the future with some light rather than a black hole. It can become an avenue to be active in the decision
making process (Slaughter, 1993).

This is essential to the overall perspective of the organization. The way the organization views and seeks awareness
of the future will determine the strategic planning process. There are key elements within foresight that contribute to
organizational awareness. These include understanding that 1.) There are long- term consequences for decisions, 2.)
Alternative futures imply a use of present choices, 3.) A key to crisis management is forward thinking, and 4.)
Radical changes and transformations are a reality as the world shifts and changes (Slaughter, 1993).The past affects
understanding of the future, which in turn influences goals and plans for the future (Slaughter, 1993). Though
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foresight models do not seek to predict (Ralston & Wilson, 2006), it provides awareness and insight into present
decision-making giving future possibilities.

When there is greater awareness of the future, then strategic planning becomes the map or guideline to make key
decisions that contribute to the organizational strategy (Palmatier & Wight, 2008). Strategic thinking, planning, and
foresight should operate in tandem within each phase of the life cycle. As with innovation, if all three dimensions
integrate into the overarching design and culture (Bonn, 2005) of the organization there is a greater opportunity to
remain competitive and sustainable while also contributing to organizational renewal.

5.3 Globalization

Another important area of focus within organizational strategy is the impact of globalization. As the world is
drawing closer together and as some would argue becoming more flat (Friedman, 2005), there is less of a gap
between domestic and international business. Within this, the level of global literacy (Rosen et al. 2000) required
when forming organizational strategy must be high. Global literacy is not just international competency but an
organizational mindset toward how to conduct business in the world. There are distinct differences between the
mindset of internationalization and the mindset of globalization (Ruzzier et al., 2006). Whichever view the
organization seeks will also determine the scope of its social and cultural realities that are foundational elements to
successful globalization. As organizations reflect on whether the strategy encompasses a global mindset, it is
important to understand the social and cultural implications surrounding the level of integration into other cultures
and markets. This includes whether the current strategy encompasses long- term relationship formation or short -term
international integration.

There are two areas where reflection and awareness can illuminate the current organizational mindset. First,
organizations must consider their human capital (Odell & Spielman, 2009). This involves becoming aware of the
cultural literacy of organizational members. Second, organizations must consider leadership capacity to operate
within a globalized world. This includes being multi-culturally aware and self-aware (Rosen et al., 2000). They must
be able to connect and understand their own cultural development (McCall & Hollenbeck, 2002). Developing a
global mindset (Varner & Palmer, 2005) will require the leader to understand their own culture and orientation first
and then develop an understanding of how that affects their communication. Additionally, a global mindset will be
contingent on how aware one is with his/her own view of culture and cultural differences (Varner & Palmer, 2005).
This is important to the overall strategic process as the organization seeks to remain competitive in the global market.

Creating a conscious awareness of the interconnectedness of a global mindset and organizational strategy is a huge
defense against organizational staleness. As the world is moving quickly and changing constantly, one cannot afford
to create separate boxes that isolate each area of the organization from one another. To remain competitive, there
needs to be a synergy within all aspects of the organization. The renewal process aids in shaping and strengthening
the organizational strategy with relationships and systems.

6. Bringing Systems and People into Alignment

The purpose of renewal in each of these key areas within the organization must be considered intentional. Though
some organizations claim to practice renewal it is usually on a micro level with a singular focus (Giachetti, 2009).
The result is a collection of isolated decisions and changes that fail to look at the overarching design issues affecting
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strategy, behavior, and relationships (Giachetti, 2009). For this reason, the renewal process links the varying
dimensions into a cohesive framework. This provides an opportunity to view people and processes in a more fluid
multidimensional way rather than a linear constrained context (Hart, 2008). This includes alignment of
organizational values with leadership approach, employee behavior, design and strategy.

Additionally, self-reflection and awareness in each of the areas highlighted allow the opportunity to ensure that the
organization is preserved and relevant for the next generation of employees and leaders (Crumpacker & Crumpacker,
2007). This also illuminates the human capital that exists within the organization and the key processes that
contribute to employee effectiveness (Seymour, 2008). The important point is that for renewal to be truly effective,
all aspects of the organization must align.

7. Conclusion

No matter what phase or shape the organization finds itself, renewal can and should be an integral component.
Renewal focusing on self-reflection and self-awareness creates tremendous insight into the various functions and
behaviors that contribute to corporate health. In order for there to be effective renewal, organizations must look at the
context of both the phase of the organization through understanding the concept of organizational life cycle as well
as the key foundations of self-reflection and awareness. Once this is established, the renewal process requires a
renewal of core values, approach to people, design, and leadership. In this, there is greater awareness of the
foundational behavior elements of the organization. Once there is alignment of values and relationship, the renewal
process extends into systems and processes to align the context surrounding organizational behavior.

In the end, a cohesive and intentional reflection and awareness gives the organization the tools to understand the past
decision making process of the organization, the present reality and gaps, and the preferred future all within the
context of a cohesive framework to initiate change. The work is considerable and engaging the organization in the
renewal process must be intentional. The reward however can be a clear and evident alignment that will contribute to
future effectiveness and sustainability.

Finally, as practitioners and scholars continue to find methods and solutions for organizational development and
change, the importance and interconnectedness of organizational renewal and leadership renewal should not be
overlooked. Often, thoughts regarding organizational growth and leadership growth are separated and viewed
independently with little intersection in the literature. This empirical study demonstrates the powerful and important
thread by which organizations are only as effective as their ability to connect and reflect on both their organizational
behavior and leadership behavior. The two are interdependent and this research identifies and articulates the power
of their interdependency. Additionally, this empirical study provides a vision organizations can consider as they seek
deep transformation for sustainable renewal.
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