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1.Introduction 
 

 

There is a movement going on in corporate communities and societies that are 

known as “corporate heresy” or as “corporate rebellion”. People that join these 

movements call themselves respectively “corporate heretics” and “corporate 

rebels” and their common vision according to Corporate Rebel United are; 

 

“We want to reboot our corporate and organizational culture to install a 21st 

century, digitally native version, to accelerate positive viral change from deep 

within the fabric of our organizations, and to reclaim our passion for work.” 

Corporate Rebels Manifesto 2012. 
 

 

According to Art Kleiner the corporate heretic has following characteristic: “A 

heretic (in business) is a person who sees a truth that contradicts conventional 

wisdom and remain loyal to both entities: the organization and the truth”. The  

Age of Heretics: Lessons from Three Generations of Management Thinkers. 

 

 

These types of corporate activist movements emerges as a result of profound 

crisis in the way corporate communities are organizing, managing and leading 

their organizations. Corporate Rebel United is pointing out the problem: 

 

“Our companies no longer serve our needs. They cannot keep pace with a high-

velocity, hyper-connected world. They no longer can do what we need them to 

do. Change is required.” Corporate Rebel Manifesto 2012. 

 

 

2. Why, what and how can offensive, progressive and  

    constructive actions be a part of the solution and not the  

    problem ? 
 

 

“A problem can not be solved with the same methods that created the problem.”. 

Albert Einstein. 

 

“You never change things by fighting the existing reality. To change something, 

build a new model that makes the existing model obsolete.”, Buckminster Fuller. 
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The statements from the opposing corporate movements above characterize a 

deeply felt sense of disappointment, dissatisfaction and disapproval with the 

direction the corporate establishment is driving and heading. The corporate 

heretic/rebel is for example focused on dysfunctional effects in corporate 

organizations based on facts that appear through research and studies during the 

last decades. Some research data displays that there are a huge amount of 

disengagement and indifference amongst about 80 % of the corporate employees 

regarding attitude and behavior. This dysfunction of employee motivation is a 

serious problem that is blocking the free flow of creativity and innovation. This 

state of constipation is perhaps the main organizational source in keeping the 

corporation behind in the past within the context of the existing employee 

motivation problem. Human creativity and innovation of new ways in 

developing sustainable solutions of mobilizing and activating human potentials 

at work, is probably the only option in preparing the corporation for the 

challenges of the future by moving beyond conventional and traditional 

standards in organizing, managing and leading work and people. 

However the partial focus on dysfunctional effects caused by factors in the 

existing corporate reality, are a part of the problem and not the solution. Such 

focus could in a way be a derivation from the core of the problem, namely the 

cause of the problem it self. Talking and speaking about dysfunctional effects 

alone will not remove the problem, because the causes are still intact and most 

vividly operating through impacts of lesser motivation, demoralization and 

disillusion. Actioning and moving the established order towards the real causes 

that forms and shapes the conception, perception and experiences of the overall 

majority of employees revealed by comprehensive studies, is a requisite and 

vital condition in generating significant and substantial change in corporative 

life. In this respect the “corporate heretic/rebel” could be making a difference 

by demonstrating alternative approaches in moving corporations towards and 

beyond a horizon where everyone in the organization are involved and engaged 

in creating a reality adopted and adapted by one and all.  

The latent dysfunctional crises in corporate life concerning employee motivation 

are regarded as a serious problem that could be of a severe threat to the 

existence and survival of corporations. However a narrow-minded attention and 

occupation by the effects of human disengagement and indifference as such, can 

lead to concealment of the underlying causes that produces, sustains and 

cements the problem. Why we mostly are and often only are showing attention 

to the effect of dysfunctional organizational problems, is a question that perhaps 

could be explained by our fear in revealing and addressing the mechanisms and 

structures that are sustaining and protecting the old order of organization, 

management and leadership. It is much easier, convenient, safe and harmless to 

talk and speak in general terms of inadequate and insufficient traits regarding the 



 

Rune Kvist Olsen © 2012 

4 

ways corporations are operating, than it is to challenge and change the 

dysfunctional nature of the corporate establishment. 

When we address the problem of disengagement and indifference with the 

question: “What is the real cause to the problem?”, we will notice that the cause 

of disengagement and indifference is directly connected to the mechanism of 

power and the structuring of power in the organization. The cause to the 

problem with employee motivation amongst about 80 % of the people, is that 

these people are not in control or in charge of their own working situation. The 

disengaged and indifferent people are humans that are ranked below on the 

hierarchical ladder and positioned as subordinates. These people are led by 

superior persons ranked above. The 20 % share of the people that are passionate 

engaged in their corporation, are mostly superiors. A few are experts and 

specialists who are self-led and self-managed, and in such terms are in control 

over their own work and labor. People that lead others are assigned control over 

others, and people that are led must submit to the authoritative control from 

others above. These governing management mechanisms in executing vertical 

power, are the decisive factors that are causing disengagement and indifference 

amongst people at work. This is because of the inherent nature of these 

mechanisms in the matter of subjugating people ranked below to subordination, 

in depriving people below from their option in being independent and 

responsible, and in inflicting humiliation and inferiority on people by ranking 

someone as lesser worthy regarding dignity, equality, trust and freedom.  

The next and last question of the solution in reinforcing engagement and passion 

amongst everyone in the corporation is: “How can we unblock and reopen the 

free flow of creativity and innovation for everyone, and create engagement, 

enthusiasm and passion amongst one and all?” The resolving answer could be 

lying in removing the factors that institutionalize the system of vertical power, 

and in replacing this system with a model that are granting everyone personal 

authority in exercising power through individual competence, ability and 

capacity. In that way the effects such as disengagement and indifference should 

be removed, as long as the cause of the dysfunctional matter are addressed and 

handled according to the solution at hand. 

A process of reengineering the flow of human energy throughout the corporate 

environment by removing organizational obstacles and obstructions, can be 

compared with a metaphor that illustrates the drawing of the plug from a bathtub 

or the cork from a bottle so that the content can be released.  

At the momentum when the new era of passionate engagement for and by 

everyone in the organization is set into motion, the corporation could have 

implemented “Leadingship for Everyone” as an alternative strategy and 

substitute for “Leadership for Someone”. “Leadership” as the substantial and 
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sustaining force in the vertical system of power, is a part of the problem by its 

generative impact on the decrease in employee motivation in contemporary 

corporate organizations. In such term “Leadership” is a contributing method that 

has generated the problem of disengagement and indifference amongst the 

common people in the workplace and in that respect is disqualified as a problem 

solving method because of its character as a creating factor of the actual 

problem in the first hand. “Leadingship” on the other side is a new management 

model that is based on contrary beliefs, values, norms, principles and methods 

aligned and compatible with the goal of releasing the true and genuine human 

potential at work through individual freedom and mutual trust. 

 

3. Vertical power versus horizontal power 

 

The body of Vertical Power: 

• Vertical Power by Leadership 

• Vertical power is effectuated by someone above leading and others below 

being led. 

• Vertical power (in making and taking decisions) is authorized by position 

and rank. 

• Vertical order is controlled and supervised by someone ranked above in a 

superior position and others ranked below in a subordinate position. 

• Vertical authority is powered by Leadership in confirming, sustaining and 

protecting the vertical system of power. The hierarchical system is 

operated through an organizational structure standardized by the laws of 

obedience, loyalty and conformity, and pledged in service of the ruling 

order. 

• Vertical power through leadership is effectuated either by a direct chain of 

command between the parties in line, or by an access in performing 

restricted self-leadership and self-management within the body of 

leadership. 

• A commissioned Human Self conditioned to self-direction, is a body of 

vertical power monitored by appointed leaders on behalf of the followers. 
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The body of Horizontal Power: 

• Horizontal power by Leadingship. 

• Horizontal power is effectuated by everyone leading oneself together with 

others. 

• Horizontal power is authorized by personal competence. 

• Horizontal order is controlled by the inner sense of responsibility and 

independence embodied in the mind and body of the individual person. 

The individual human being has adopted and adapted the force of 

authoritative power and internalized the consciousness of commitment 

within the emotional and mental embodiment. Everyone is a leader within 

their respective area of responsibility alongside other co-ordinates.   

• Horizontal authority is powered by Leadingship in releasing, unfolding, 

unlashing and converting the human potential to competent and profitable 

actions. The horizontal system is operated through an organizational 

structure based on collaboration, coordination, integration and 

communication between autonomous human beings. These individuals are 

sharing the same common sense of responsibility, commitment, 

engagement and social conscience, in serving the community and the 

corporation by taking responsibility for oneself and others. 

• Horizontal power is effectuated by shared insight and knowledge of the 

personal and collective reality context communicated between everyone. 

• A Human Self is self-directed through trust, freedom, dignity, equality 

and worthiness by mutual understanding and reciprocal support. 

 

4. Reflections from a rebellious heretic 

 

In challenging the corporate establishment by revealing its insufficiencies and 

inadequacies, we are enlightening the corporate factors that are threatening the 

mere existence of corporations. In that way we are taking responsible for the 

adaption to future conditions if we are willing and daring to look beyond and 

study the prospects of the way future corporations could be organized, managed 

and led. In the case of blindness towards future options and challenges, the 

survival of our present corporations would be truly endangered if the old way in 

managing work and people are not changed and not transformed into future 

adaptability and compatibility.  

This challenge is our choice of option in either staying behind in the past as a 

part of the problem, or moving beyond in the future as a part of a solution. 
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