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Are We There Yet? Are Perceptions of Results Shaped by Gender?

Alice MacGillivray and Anne Litwin

Are We There Yet?
Are Perceptions of Results Shaped by Gender?

Abstract

This exploratory, conceptual paper looks at perceptions of results through
the lens of gender. Leadership implicitly focuses on results. Leadership takes
many forms, some of which can be thought of as more masculine or fem-
inine than others. The authors suggest that both feminine and masculine
approaches to leadership have value, and that feminine approaches are cur-
rently hidden and undervalued in Western society. By embracing a greater
diversity of leadership approaches, and by thinking of results in more varied
ways, we can become more agile and innovative in our work with complex
challenges.

Keywords: leadership, results, gender, Relational Cultural Theory, Theory of
Boundary Critique

1 Introduction
This paper explores the concept of results through a gendered lens.

1.1 The Catalyst

In August 2015, about 25 of us gathered at Simon Fraser University for a
working session on leadership. Leadership is about change and implicitly
about results. After a group activity, a [male] participant challenged us by
saying that no one had mentioned results, and that for clients, leadership
work was all about results. A few of us reminded him of results we had
shared, but these did not satisfy his un-explored criteria for what constitutes
aresult. Some participants explored different views of results for this journal
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issue; Anne Litwin and I wondered whether gendered perspectives were at
play. If masculine and feminine perceptions of results differ, that would have
implications for effective leadership.

1.2 Beginnings
We as authors—Anne and Alice—were already interested in how gender
plays out in workplace interactions, communication, learning and effective-
ness. We knew that women are generally underrepresented in formal leader-
ship positions:

o In 2013, 14.6% of the top jobs in U.S. Fortune 500 companies were occu-
pied by women (Covert, 2015).

o In 2012, 25% of senior management roles were held by women in Canadian
companies, down from 28% in 2011 (CN'W, 2015).

We were familiar with evidence showing that women bring valuable per-
spectives to workplaces. For example:

» Organizations with women on boards made better business decisions dur-
ing the recent financial crisis (Litwin, 2014).

» Teams composed of a majority of women outperform teams with a major-
ity of men (Litwin, 2015).

With regard to this contradiction, Klenke writes: “the very skills and traits
women were once told have no place in the boardroom, are the very same
which now presumably give them a leadership advantage” (2011, p.16).

We had never used a “results lens” to frame our thinking about gender and
leadership. To write this paper, we collaborated from the west and east coasts
of North America and across the U.S./Canada border. One e-mail exchange
follows:
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Alice: Hello Anne. I thought you would enjoy a conversation I had with my
friend Eileen tonight (she and her husband have worked in international
development and are transforming their acreage into an organic farm). A
dozen of us were in the small ferry terminal after attending a music concert.

Eileen: Are you working on another book?

Alice: Not now. But 'm working with a colleague on a paper about
whether men and women see results differently.

Eileen: Isn't it kind of obvious?

Alice: I know what you mean.

Eileen: Like Fred wants to get all these things done (pounding fist into
palm of hand). Get through the list. Nothing about process...Duh
Alice: I can’t say Duh. It’s an academic journal.

Eileen: You need a longer word.

Alice: What'’s a four-syllable word for Duh?

Several people in the terminal: laughter.

[I found it interesting that Eileen and Fred—who complement each other
well and achieve a lot—understand results differently. And being able to play
with such differences seemed promising.]

Anne replied: Hi, Alice. I never told you that I live this snippet of conver-
sation. It does seem obvious—yet nothing’s changed about how results are
perceived.

1.3 Explorations

We agreed that “gendered perceptions of results” was a compelling research
topic. Yet, it currently lives between the lines of publications and beneath
the surfaces of conversations. Our work would be exploratory and perhaps
controversial because:

1. Our society thinks of gender as binary, and equates masculine with
men and feminine with women. Gender describes a set of socially
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constructed expectations for women and men, taught as part of the
socialization process (Wood, 2006). Although we see blurring of these
lines and roles, they have been drawn strongly and judgmentally. For
example, men are rarely praised for using leadership approaches that
reflect a feminine style, judged by many as weaker and less effective.
Although we use “women” and “men” in this paper, our focus is on
feminine and masculine rather than biological differences.

2. Most thinking about leadership competencies and results is gender
neutral. For example, authenticity is promoted, but there are issues
with women being authentic. Authenticity is relational and followers
may not relate to feminine approaches, and if women emulate male
colleagues by: “enacting leadership in a conventional, no-nonsense,
authoritative manner, they...may feel personally inauthentic” (Eagly,
2005 p.471).

3. Results can be framed in many ways: for example by measuring inputs,
outputs or outcomes. Table 1 shows examples of how results might be
understood.

shorter € Timespan 9 longer
4? Individual behaviors Attention to peFfor— A serles.of promqtlons
p= . . mance results in a results in becoming a
c result in attention . . .
(] promotion senior or public figure
A . .
Stimulation of result-
o  Work on trust results Team performance
o . ant networks results .
° in growth and . L results in improved
o . in new learning (in- .
w connection ¢ tangible outputs
tellectual capital)
v
. Boundaries are Emergent innovations
= Boundaries have re- .
) . . blurred and spanned; result in better places:
+  sulted in efficient but o .
2 P ) resulting in novel workplaces, communi-
7 ragmented silos . .
collaborations ties, planet...

Table 1: Possible ways of framing results
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4. 'There are ethical and power implications around who determines the
nature of results. And there are process implications around whether
we can predict and plan for results, or whether they are emergent.

5. Any research about results would draw on the assumptions above. The
research question: “Will incorporation of Six Sigma methods in the
second quarter of 2016 affect profit by the fourth quarter?” implies a
focus on outputs, a time-contained organizational scale, and linear
cause and effect relationships. This could be considered a masculine
orientation to results. Research designs and interpretations of findings
are gendered.

For this exploratory paper, we reflected on published materials in relation to
our experiences with gender, leadership and results.

1.4 Structure of This Paper

We begin by exploring gender and leadership in relation to workplace val-
ues and results by interweaving literature with our experiential learning. In
doing so, we draw on theories including Relational Cultural Theory (RCT)
and the Theory of Boundary Critique. We chose RCT because it provides a
lens for understanding how gendered workplace values can define results
differently. The systems lens of boundary critique can illuminate dynamics
between gendered perspectives. We share representative experiences from
our work, and conclude with commentary on results and suggestions for
future studies.

2 Masculine and Feminine Workplace Values

Feminist communications scholars note that “organizational discourse tends
to value rationality, the public sphere and the mind, all of which have been
socially constructed as masculine, and tend to marginalize that which is as-
sociated with femininity, namely; emotionality, the private sphere and the
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body.” (Tretheway, 2006, p. 126) Other scholars (Acker, 1990; Kanter, 1975,
1977; Mumby, 2006) have described ways that organizations are gendered:
there are patterns of advantage and disadvantage, exploitation and coercion,
action and emotion, meaning and identity that are based on a distinction
between masculine and feminine work values. We considered it worthy of
further exploration to determine if this pattern may extend to gendered per-
ceptions of results.

Relational Cultural Theory (RCT) gives us a useful lens for exploring work-
place values. It draws on psychodynamic and feminist theory and empha-
sizes the primacy of human connection and relationships (Jordan, 2010).
Fletcher (1999) explains that a basic tenet of RCT is that growth and devel-
opment require a context of connection, or growth-fostering relationships.

Fletcher and other RCT scholars suggest that feminine values of work (which
men can also have, but which women more often report) define results dif-
ferently than the masculine, or core values. For example, a task focus is
masculine; a community or team focus is more feminine. Independence is a
more masculine value; inter-dependence is more feminine.

Alice: When I worked as a gender specialist for a secondary school curricu-
lum revision project, I worked with a team of women interested in Science,
Technology, Engineering and Math (STEM) curricula. Some were university
professors; others worked in applied fields such a biomedical engineering.
During our first face-to-face session, one woman said: “For girls, context is
everything.” This resonated with every team member. The curricula seemed
stripped of context, so this was a regular topic of conversation. In our re-
views, we described the importance of context for women, and coded related
edits back to that theme. Context involved links between the theme and its
relevance, environment, subject intersections, and application. These edits
surprised decision-makers (in comparison to equal numbers of male and
female pronouns) and were not always accepted, even as legitimate gender-
related recommendations.
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3 Masculine and Feminine Workplace Practices
If feminine practices are less visible than masculine ones, feminine views of
results may be hidden.

3.1 Diary Studies

One of Sally Helgesen’s studies was similar to Mintzberg’s famous study of
what leaders actually do. Mintzberg’s CEOs were male; Helgesen’s were fe-
male. Mintzberg’s men saw themselves at the top of pyramids, gathering re-
fined information to make key decisions. Helgesen’s women saw themselves
in the centers of their organizations. Their models were more like boundary-
spanning webs than pyramids. Her participants blurred lines between their
professional and personal lives, whereas Mintzberg’s segregated aspects of
their lives. These differences resulted in different practices. For example,
women paid attention to many things at once. Helgesen (2011) used the met-
aphor of radar-like focus, which she contrasted with the masculine laser-like
focus. Women may be more opportunistic and less planful than men. They
may be more inclusive in planning efforts. So a woman might see develop-
ment of a diverse working group as a result, and men might not. Women
may see work-life integration as a result, and schedule their days accordingly.
And they may be less visible than people who use the top-of-pyramid meta-
phor. Anne’s work with Graciela illustrates this well.

3.2 Stories from the Authors’ Work

Anne: My client Graciela, an engineer, was distraught. She was led to believe
she would receive a promotion and that did not happen. In fact, it had been
many years since a promotion and she sought me out as a coach to help her
figure out what she was doing wrong. We discovered that her ideas about
being a good professional fit perfectly with findings about work values from
Fletcher’s study. Graciela valued being a good team member and doing what-
ever was needed. If that meant working weekends on a colleague’s project
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because he was behind schedule, or troubleshooting for another department,
she was glad to do it—for the good of the whole. These were “results” she val-
ued. Co-workers thanked her and appreciated how hard she worked, but she
never got promoted. When I suggested to her that her “results” were not vis-
ible or valued in the organization because she was focused on collaboration
rather than on self-promotion, her experience began to make sense to her.
She thought about the people who had come in with less experience, trained
with her, and been promoted while she stayed behind: people who she had
felt were sleazy because they took credit for things others had done. She be-
gan to see that what she valued was not what the organization valued. She
produced results - teamwork, collaboration, trouble shooting to ensure that
deadlines were met — but these were not visible or rewarded.

Alice: My story is from a 14-month study of four mixed-gender groups with
parallel goals. One group was particularly effective and satisfied with their
work. Based on the descriptions above, members used feminine approaches
to leadership. No one thought of themselves as the leader: everyone pointed
to others. They created safe spaces for learning and innovation. Connections
were nourished; unexpected results emerged. Another group in the study ex-
perienced frustration and few results. They employed traditional techniques
such as detailed planning and respect for administrative boundaries. Para-
doxically, men led adoption of feminine approaches. Perhaps approaches re-
lated to different epistemic cultures of the groups. Perhaps men had more
freedom to adjust their approaches; women often report being pressured to
adopt masculine approaches (Eagly, 2005).

We could learn more about collaborative, egalitarian and interconnected
perspectives from women, but they are less visible than those from men.
Buckminster Fuller, Gregory Bateson, Joseph Raelin or Peter Senge may
come to mind as thought leaders more than Hedy Lamarr or Fabiola
Gianotti, Mary Catherine Bateson, Mary Uhl-Bien or Mary Parker Follet.
Are men thought leaders, promoted spokespersons, or simply the people
who permeate our cultural filters?
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4 Sensemaking Through a Systems Lens
How do gendered differences inform our systems view?

4.1 Boundary Critique

Gerald Midgley’s (2005) systems theory of boundary critique emphasizes the
social construction of boundaries as an ethical act. The value of pluralism
(theoretical, methodological...) isimbedded in Midgley’s work. His approach
to interventions includes an open mind and eclectic toolkit, from which he
and participants can choose options as the research evolves. As illustrated in
Figure 1, this theory focuses on primary and secondary boundaries. Leaders’
construction and maintenance of boundaries have ethical implications. For
example, a manager who wants employees to focus solely on results within
his unit will marginalize employees who focus on the good of the company.
Power and influence are centered within the primary boundary. Elements
between the primary and secondary boundaries are marginalized, and can
be valued or devalued by the core.

Primary boundary
surrounding core
values and power

— Surrounding area not
perceived as relevant

Broader, secondary boundary:
Material within this may be
considered sacred or profane
(valued or devalued)

Figure 1: Basic illustration of Midgley’s Theory of Boundary Critique Adapted from
Midley (2005)
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4.2 Feminism and Boundary Critique

In her work with ecofeminism and systems, Stephens notes that Midgley’s
approaches to pluralism could contribute to feminism. Scholars such as Ste-
phens (2013) and Fletcher (1999, 2004) have noted the invisibility of feminist
perspectives. Stephens described frustrations of feminist scholars: “A rich
literature has accumulated...ignoring this work is an exclusionary practice
itself” (p.4). In applied research, authors often imply that the experiences of
women are unimportant and/or parallel to those of men (Stephens, 2013).
Some of Fletcher’s work is presented in a boundary critique frame in Figure 2.

MARGIN
Community/Team
Focus

Connection Interdependence

CORE

Task Focus

. Success
) Isolation/Autonomy/Independence Achieved
Mutuality Competition: Competitive Achievement through

Hierarchy; Leadership is Directive

. Collaboration
Rational Engagement Valued

Collectivity Leadership Style
Flat Structure is Supportive

Emotional Engagement
Valued

Figure 2: Masculine Workplace Values in the Core; Feminine Workplace Values in the
Margins. Adapted from Fletcher (2004) and Midgley (2005).

Midgley is interested in dynamics between core and margins. With reference
to Figure 2, envision challenges faced by women who try to shift conversa-
tions about results away from output measures. Consider Alice’s most influ-
ential recent twitter post:
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“Most organization metrics ignore:
Collaboration
Relationship-building
Capacity-building

Knowledge generation and
Kindness.

#Leadership”

Masculine pushback could include rational arguments about the ease and
value of measuring task completion, or urgent needs related to the bottom
line. British Columbia’s New Democratic Party leader Carole James (Oct.30,
2015) described her efforts to build cooperation in legislative sessions. After
her brief successes fell apart, she was told she didn’t understand that politics
is a blood sport. Similarly, a team leader client of Anne’s was upset because
she accomplished all of the goals set for her team’s project and more. She
expected a good performance review and possible promotion. However, she
was told during her performance appraisal (note the individual and poten-
tially competitive nature of this tool) that despite many indicators of excel-
lence, she needed to “toughen up,” spend less time “coddling her team and
asking for their input,” and be “more decisive” before she would advance.
Might this simply have been a different lens on what constitutes results? The
client subsequently organized a support group of senior women in her com-
pany who put pressure on the company to become more inclusive of gender
differences.

5 Summary

Feminine and masculine approaches to leadership and results both have
value; feminine perspectives are currently hidden and undervalued. We
searched books from our libraries, papers from our files, and recent pa-
pers. We found that results—whether business results or other types of out-
comes—are rarely explored through a lens of gender.
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5.1 Key Insights

We believe gendered differences deserve more attention. For example, at the
Women Leading Change event at Royal Roads University, Carole James and
other panelists spoke about making the world a better place, suggesting re-
sults involve emergence and big-picture outcomes. A gendered depiction of
results focus is presented in Figure 3.

Outcomes

FEMININE

Relationship

Emergent

Outputs

MASCULINE

Planned

Figure 3: Preliminary Mapping of Gendered Perceptions of Results

Current leadership competencies reflect results defined by masculine work
values. Emphasis on tasks and individual results makes the contributions
of those using feminine work values and practices invisible. Furthermore,
when women try to be more masculine, they further marginalize feminine
perspectives.
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5.2 Future Research
Our ideas for future research include the following:

1. How can difficult-to-measure results be included in leadership develop-
ment and the evaluation of competencies?

2. How can standard leadership performance criteria be expanded to bet-
ter include concepts such as networking, collaboration and emergence?

3. What trends—if any—are building support for feminine leadership
approaches (such as redefining performance measures) or eroding
support (such as widening of the empathy gap)?

4. How does the effectiveness of feminine or masculine approaches to
achieving results map to different contexts (such as ordered or com-
plex)?

We live in an era of increased complexity: challenges range from increasing
power of multinationals to climate change. Diversity is important in com-
plex systems, to allow for agility and adaptation. The health of our organiza-
tions and our planet relies on a diversity of masculine and feminine values
and practices, leading to a healthy ecosystem of results.
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tems, with a strong focus on method-driven learning and explication tech-
nologies for personal capacity building and organizational development.

Leslie Varley, a member of the Killer Whale clan of the Nisga’a Nation, is a
social justice advocate. She recently became the Executive Director of British
Columbia Association of Aboriginal Friendship Centres. Previously Leslie
held the Indigenous health portfolio at Provincial Health Services Authority
where she co-lead the development of San’yas Indigenous Cultural Safety
Training, a facilitated, online decolonizing anti-racism training program of-
fered to the health and social justice sectors in three Canadian provinces.
Leslie’s community work has focused on ending violence against Indigenous
women and girls. She holds a Master’s in Business Administration from
Simon Fraser University.

Contact: larvarley@gmail com

Gary Wagenheim is adjunct management professor at the Beedie School of
Business at Simon Fraser University and Aalto University Executive Educa-
tion and former professor of organizational leadership at the School of Tech-
nology at Purdue University. His research and teaching interests are reflec-
tive practice, leadership, and organizational behavior. He owns and operates
Wagenheim Advisory Group that provides corporate training, coaching, and
organizational development programs. Dr. Wagenheim received a Ph.D. and
a M.A. in Human and Organizational Systems from Fielding Graduate Uni-
versity, and a M.B.A. in Organizational Behavior/ Organizational Change
and Development from Syracuse University. He lives in Vancouver, Canada.

Contact: wagenhei@sfu.ca
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Next New Action
(3d)

Assess your creative
potential for leadership
and consulting

dates 2018 forthcoming

COS Curriculum
Creators for
Organisations & Society

25 days & 1d/8h coaching for
master’s piece

Group in collective flow
(5d)

Deep dive generative group
dynamics

Venice, 20.-24.3.2017

COS Conference active
participation
(2,5d)

Engage on stage, show your
intention and action for
organisations & society

Venice, 19.-21.10.2017

Flow peer group
(3x1d)

Your homebase for orienta-
tion, integration & individual
learning

Vienna, 3.12.2016

Integrating somatic
intelligence in high
performance teams
(4d)

Awaken somatic intelligence
for generative change

Vienna, 25.-28.5.2017

Creating my Master’s piece
Writers space *
Photography & Film *
Freestyle *

* choose one - or more (optional)

Craft your ideas and
developments and bring
them into the world. Act!

tbd. with participants

Whole System:

Co-Creating new structures
for collaboration

(2,5d)

Futuring, working with large
groups and networks for
transformational change

Berlin, 27.-29.4.2017



The COS-Certified Curriculum
»Creating Organisations & Society”

New Creations in Organisations & Society originate in the undivided
source of sensing, feeling, thinking. Acting from there we make a differ-
ence. In this curriculum you will touch the source, develop your inner
world and come out with new resources for action in the outer world. It’s
challenging for you and others!

We designed the curriculum for mindful people who:
« Wish to live and work closer to their calling and aspiration.
- Desire to go on a journey of transformation and tangible action.

- Want to intentionally achieve better, more creative results in the
organisations they own or work for.

» Change their surroundings collaboratively, mindfully and powerfully.
- Direct intention and generative power towards shared development.
« Enter uncharted territory.

Here and now modules address individual, group and organisational
learning spaces and offer learning on the spot in the here and now. You
practice presencing and learn how to intervene in the moment - here and
now. This is where immediate change happens.

Flow and grow together through action learning. You come closer to
yourself, develop ways to generatively hold your many facets, connect
with others in this way and manifest your actions from a fresh, supportive
social network. A learning through experiencing and acting, experiencing
and acting ...



Craft and manifest: During your learning journey you are continuously
crafting your own masters” piece. This artistic, scientific or freestyle ,piece
of work” is your gift and your challenge to yourself and to Organisations &
Society: The one you work or live in or the one you are intending to create.
A project development, a new business idea, a book, a new way of working
and living.

Your calling triggers and shapes your learning journey throughout all
modules. We support you in making a pearl-chain, your intentional learn-
ing process is the pearl string. — Beautiful!

COS Certified Curriculum:
Creators for Organisation & Society

For more information please contact:
Dr. Andrea Schueller: a.schueller@cos-journal.com
Dr. Maria Spindler: m.spindler@cos-journal.com

Costs approx.: € 5.600,00 + VAT



We are happy to announce:
Fresh COS-Creations in 2017!

The Group in Collective Flow. A Course in Group Dynamics.
March 20 - 24 2017, Venice, Italy

Dr. Andrea Schueller, Dr. Liselotte Zvacek, Prof. Bernadette Brinkmann

In a five days intense joint learning journey you look behind the curtain
of co-creating meaningful systems while being an active, sensing and re-
flective part of this process. You experience highly practical and real-time
learning while deepening the connection to your Self and the collective
wisdom of the group as it emerges Here and Now. Accessing your con-
scious and unconscious mind you widen your repertoire for recognizing
and changing patterns on a personal, interpersonal and systemic level -
and inbetween. Surfing and crashing waves, understanding and moving
with and against the currents, you and the collective become more: clear,
fluent and (personally) experienced in co-creating (from) collective flow.

Integrating Somatic Intelligence in High Performance Teams.
May 25 - 28 2017, Vienna, Austria

Dr. Steven Gilligan & Team: Dr. Andrea Schueller, Dr. Maria Spindler, Eva
Wieprecht, Dr. Liselotte Zvacek

Growing as a team and in team performance through only cognitive ac-
tion is like swimming without water: it gets very dry...! You deepen your
understanding and somatic practice to maintain and regain high levels
of creativity nurtured from a state of multiple positive connections be-
yond ego state. At the heart of this process is attention to a person’s and a
team'’s state as the core difference that makes a difference; that is, the crea-
tive outcomes are only as good as the underlying state. Through cutting
edge methodology, integrating Generative Change Work, Somatics and
Generative Group Dynamics, you go on an experiential learning journey at
the intersection of individual and collective self.



Anticipating the future with the Whole System: Co-creating new
structures for collaboration.
April 27 - 29 2017, Berlin, Germany

Dr. Tonnie van der Zouwen, MCM

In this two-and-a-half days interactive training workshop, you explore and
seriously play with a unique mix of practical theory and mindful practice:
You will get familiar and “cook” with the principles of co-creation for ena-
bling an organization or community to anticipate the future by creating
new structures for collaboration. You become familiar with various meth-
ods and techniques for facilitating productive meetings with large groups
of stakeholders (20 -> 1000 participants). Working with your own cases you
start with planning and designing the process, learn how to work with a di-
verse planning group, opening up for and allowing distributed leadership.

Read more: www.cos-journal.com



Become a Friend & Member of COS!

Join the COS movement and become a Friend&Member of COS! COS is
a home for reflective hybrids and a growing platform for co-creation of
meaningful, innovative forms of working & living in and for organizations
and society, between and beyond theory and practice. We invite you to
become an active member of COS.

Being a part of COS you have access to our products and happenings. As a
Friend&Member, you carry forward the COS intention of co-creating gen-
erative systems through mindful, fresh mind-body action. Let’s connect in
and for novel ways around the globe!

Access points for your participation & future contribution are:
« Mutual inspiration & support at the COS-Conference
« Development & transformation at COS-Creations Seminars

« Creative scientific publishing & reading between and beyond theory
and practice

« COS LinkedIn Virtual Community
« And more ...

The Friend&Membership fee is € 200,- + 20% VAT for 18 months. Why 18
months? We synchronize the Friend&Membership cycle with the COS-con-
ference rhythm and 3 COS journal editions.

Your 18 month COS Friend & Membership includes:

- 3 editions of the COS-journal: 2 hard copies, one for you and one for a
friend of yours = 6 hard copies 3 issues for the value of € 169.—

. Conference fee discount of € 150.—-

« COS-Creations: Special discount of 25 % for one seminar of your choice
each year

Send your application for membership to office@cos-journal.com



Join COS, a Home for Reflective Hybrids

The future is an unknown garment that invites us to weave our lives into
it. How these garments will fit, cover, colour, connect and suit us lies in our
(collective) hands. Many garments from the past have become too tight,
too grey, too something...and the call for new shapes and textures is ac-
knowledged by many. Yet changing clothes leaves one naked, half dressed
in between. Let’s connect in this creative, vulnerable space and cut, weave
and stitch together.

Our target group is reflective hybrids — leaders, scientists, consultants, and
researchers from all over the world who dare to be and act complex. Multi-
layered topics require multidimensional approaches that are, on the one
hand, interdisciplinary and, on the other hand, linked to theory and prac-
tice, making the various truths and perspectives mutually useful.

If you feel you are a reflective hybrid you are very welcome to join our COS
movement, for instance by:

- Visiting our website: www.cos-journal.com

+ Getting in touch with COS-Creations. A space for personal & collective
development, transformation and learning. Visit our website:
www.cos-journal.com/cos-creations/

« Following our COS-Conference online:
www.cos-journal.com/conference2016

+ Subscribing to our newsletter: see www.cos-journal.com/newsletter

+ Subscribing to the COS Journal: see
www.cos-journal.com/buy-subscribe

+ Ordering single articles from the COS Journal:
www.cos-journal.com/buy-articles-pdf

« Becoming a member of our LinkedIn group: go to www.linkedin.com
and type in “Challenging Organisations and Society.reflective hybrids”
or contact Tonnie van der Zouwen on tvanderzouwen@cos-journal.com



Order COS Journals and COS Articles
Challenging Organisations and Society . reflective hybrids®

Mental Leaps into Challenging Organisations
and Society

Volume 1, Issue 1, October 2012

Editor: Maria Spindler (A)

Reflective Hybrids in Management and
Consulting

Volume 2, Issue 1, May 2013

Editors: Maria Spindler (A),

Gary Wagenheim (CA)

Involving Stakeholders to Develop Change
Capacity for More Effective Collaboration
and Continuous Change

Volume 2, Issue 2, October 2013

Editor: Tonnie van der Zouwen (NL)

Different Culture, Different Rhythms
Volume 3, Issue 1, May 2014
Editor: Karin Lackner (DE)

On the Move: Patterns, Power, Politics
Volume 3, Issue 2, October 2014
Editors: Maria Spindler (A) and

Tonnie van der Zouwen (NL)

Subscription of the
COS Journal

The journal is published semi-annually
(May and October). The price of an annual
subscription is € 50.— plus shipping costs
(two issues each year).

The subscription can be terminated until
31.12. for the next year.

Positive Deviance Dynamics in Social
Systems

Volume 4, Issue 1, May 2015

Editors: Maria Spindler (A) and

Gary Wagenheim (CA)

Elaborating the Theory - Practice Space:
Professional Competence in Science,
Therapy, Consulting and Education
Volume 4, Issue 2, October 2015

Editors: llse Schrittesser (A) and

Maria Spindler (A)

Change in Flow: How Critical Incidents
Transform Organisations

Volume 5, Issue 1, May 2016

Editors: Nancy Wallis (US) & Maria Spindler (A)

Leadership That Counts
Volume 5, Issue 2, October 2016
Editors: Tom Brown (CA), Gary Wagenheim (CA)

each € 28,— plus shipping costs

Order the COS Journal

for € 10,— per article at www.cos-journal.com
www.cos-journal.com/buy-articles-pdf

Order and subscribe the COS Journal
at www.cos-journal.com
www.cos-journal.com/buy-subscribe/
or mail us to sales@cos-journal.com



SAVE THE DATE
3rd COS Conference
19.-21. October 2017
In Venice, Italy

ANNOUNCEMENT - MAY 2017

Challenging Organisations and Society . reflective hybrids®
Volume 6, Issue 1
Title: Inner Outer Spaces

Editors: Maria Spindler (A), Christian Stary (A)



The Journal with Impact

The Journal “Challenging Organisations
and Society . reflective hybrids® (COS)”

is the first journal to be dedicated to the
rapidly growing requirements of reflective
hybrids in our complex 21st-century
organisations and society. Its international
and multidisciplinary approaches balance
theory and practice and show a wide
range of perspectives in and between
organisations and society.

Being global and diverse in thinking and
acting outside the box are the targets for
its authors and readers in management,
consulting and science.

www.cos-journal.com
ISSN 2225-1774





