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OBJECTIVES OF
MODULE 8

D Gain skills and tools to coordinate
working teams based on cooperation.

| | Explore new governance models
based on collective intelligence to
motivate and empower teams.

CJ Increase awareness regarding its
management style and adopt
leadership skills.



GIM. MODULE 8

AGENDA (Part 1)

o

Inclusion
Collective Intelligence : what's that ?

Collective Intelligence in organisations

Break

“Raison d’étre” of a project (the purpose of a project)
Focus on Manager's role

Declusion

5

GREENLABS




COLLECTIVE INTELLIGENCE,
WHAT ARE WE TALKING ABOUT?




Starting points

Based on research findings in various fields (psychology, economics, sociology, etc.)

° Collective intelligence has always existed; it is a characteristic of the living world!

Studies on animal behavior aimed at challenging the widespread perception of a living
world dominated by competition

° “Together, we're smarter than we are alone”...

See “The Wisdom of Crowds” (J. Surowiecki) and the experiment on estimating the weight of an ox

° ... "But not always!”

See cognitive biases such as conformity (e.g. the Asch experiment) or the authority bias.

Collective intelligence can work wonders, if (and only if!) the right
conditions are in place



“Together, we're smarter than we are on our own”

O Many collective experiences proove it... “‘

We can also draw on scientific experiments...

In *The Wisdom of Crowds* (2004), James
Surowiecki recounts Francis Galton’s 1906
experiment: the median of the crowd’s
estimates yielded the ox’'s weight almost
exactly... a result that was more accurate
than that of the butchers and farmers
present.

1+1=3

Statistically,
“A large number of amateurs can
answer a question better than a
single expert.”



Together, we're smarter than we are on our own.

But not always...

Cognitive biases can get in the way of collective intelligence

/

A cognitive bias is a thought process that leads to a distortion in
judgment. These are the processes that influence how the brain
selects and processes incoming information. Most biases are
unconscious and cause people to make errors in perception,
interpretation, or evaluation.

\

Example : conformity bias (Ash experience - 1951) ; authority bias, etc.



The prerequisites for fostering collective intelligence

Based on *The Wisdom of Crowds* by James Surowiecki

Diversity
Fostering a diversity
of perspectives Independcmce of
mind

Encourage originality rather
than conformity
Minimize the risk of influence

Decentralization
of sources

Gathering specialized
information in the field



Key factors in a group's collective intelligence

According to a study conducted by MIT and Carnegie Mellon
"Evidence for a Collective Intelligence Factor in the Performance of Human Groups®

A group’s IQ is not correlated with the individual IQs of its members.
It is related to the quality of the relationships among the members.

Social awareness

The ability to understand others’

state of mind by picking up on
subtle hints and nonverbal cues

*The more women you have in the groupe, the
more intelligent the group is.

Fair distribution of
speaking time

The more evenly speaking turns are

distributed among all group members,

the greater the group’s collective
intelligence will be.

Difference of opinion

Groups with dominant speakers
who dominate conversations
perform much less effectively

(#influence effect)


https://www.nytimes.com/2015/01/18/opinion/sunday/why-some-teams-are-smarter-than-others.html

Why using collective intelligence ?

Reflexion
ldeas

Emotions
Motivation

Movement
Objectives
Actions

V VVV VYV VY

Find solutions to complex issues

Be more creative and innovate

Learn to listen (like really)
Connect us to one another

Build a sense of belonging
Play on our motivation

Be more effective'!



4 keys ingredients

Collective intelligence doesn't happen spontaneously—it has to be organized!

Individual A clear Framework and A key role:
approaches purpose processes facilitation




#1 Collaborative approach : start with yourself

~

({Z@ Pay attention and listen

g -
S~ Reserve judgment

e {

}%} Authenticity and speak your mind

L4

%\% Identify and manage one's own emotions

Philippe Rodet, advocate of “active kindness”

“In more than 80% of cases, individual transformation leads to almost
immediate benefits for the group.”



COLLECTIVE INTELLIGENCE
IN ORGANISATIONS




Collective intelligence & cooperation to transform the world of
work

BROKEN SOFTWARE

4 ) 4 )

Work-related distress Loss of connection

Mental health Digitalization

Burnout The Rise of Generative Al

Loss of purpose Isolation

Sick leave The Growth of Remote Work

\_ / \_ /




Why leverage collective intelligence within our organizations?

For the project itself For the well-being of its
members

Collective intelligence enables
better, more relevant, and more
tailored decisions

The search for meaning and
engagement in work as a source
of well-being and professional
fulfillment

Employee engagement drives innovation within a company and
boosts team productivity

Through cooperation, an organization becomes more resilient.



Diferent philosophies, a same objective

Many models....

. ' l Teal Organisation
HOI acrac Frédéric Laloux
' Brian Robertsony ‘
Sociocraty
Gérard Endenburg

' Shared Governance

Université du Nous

Freedom INC ‘

Isaac Getz et Brian M. Carney

... for a same objective

The redistribution of power
and responsibilities to those

who make things happen




A collective shift in attitude

Power-sharing = Shared responsibility

Sharing responsibilities requires a change in Accepting power means accepting and taking
managerial approach on the responsibilities that come with it
TRUST EMPOWERMENT

in each person’s ability to make sound decisions

within their sphere of influence Take risks

Letgo Listening

Take difficult decisions

Dialogue
Reconsideration Face consequences



Wanting to put collective intelligence at the heart ot your
organization or management does not mean doing
everything and making every decision as a group !

Beware of the myth of total horizontalism



Share governance : A balance between vertical

and horizontal elements

The Risks of a Completely The Risks of a Completely
Vertical Approach Horizontal Approach

Loss of accountability and demotivation

: : A paralyzed team, lack of initiativ
Disconnect between the front lines and paralyzed team, lack o ative

. Power struggles behind the scenes
decision-makers

L . Difficulty making decisions considered
Decline in creativity

. . . u n ”
Loss of information between different levels of unpopular

the hierarchy

Empower people and accept vertical approaches



The key ingredients of resilient governance

Shared vision and Team spirit,

“raison d'étre” cohesion, and relationships Qua I Ity Of
working
relationships
Scope and expectations Resolving tensions or
Pu rpO se of the roles conflicts
[
/ \.
® \ o
_ Decision- skill Assessment
making process ° and Feedback
./.\.
Access to information HR processes and
) support

o, o
o ‘g

Meetings and

group sessions Topics covered during the

training



THE PURPOSE OR THE
“RAISON D’ETRE” OF THE
PROJECT




Let’s discuss
about our
“raison d'étre”

Why am 1/ do | want to become—a Green Transition Manager?
What motivates me in my living lab project?

OR
Why did | choose this job? What motivates me in what |1 do?

Personal retlection (2 min)

Round 1:10 min
o A share its response (3 min),

e B asks questions to dig deeper.. How does that make sense to you?
e A share its response (3 min)

e "B make a reedback: ‘What | heard, what stood out to me in terms of

values, motivations, and unique aspects, and discussion (5 min)”

Round 2 : 10 min
e Same thing, but with the roles reversed



The “raison d'étre” / The purpose

Its answering to the

WHY

of the organisation / of the project

THE MEANING THE IMPACT
What Is our purpose? What does our

What drives us? organization/project otfer?
What motivates us? What do we contribute?

Why are we together?
What project brings us together?



Example : Le Tiers-Lab des Transitions

Raison d'étre

To create a vibrant, inspiring, and welcoming
space, deeply rooted in its local community,
where synergies between nature, learning, and
dedicated individuals come together, to build the
future.



The “raison d’étre”

Q What it is 8 What it's not

A compass, a guiding light Meeting the needs of each member

The beating heart ot the organization A marketing slogan
The organization's DNA A string of empty buzzwords



The “raison d'etre”

It should provide answers to the
following questions...

What service does the project
provide to the world?

Why does our project exist?




The “raison d'etre”

Why is it important ?

¢ J \

Meaning at work Strategy Autonomy

e Build a sense of e Develop a consistent e Everyone knows the
connection to the strategy context in which the
shared goal e Guide strategic work takes place

e Foster commitment decisions (GO/NO GO) e Autonomy without the

e Build team cohesion foundation of a

shared vision => risky



The “raison d'etre”

The “raison d'étre” is dynamic
and ever-evolving

When should you update it? How can you make it dynamic?
e \When there is a disconnect from the e \When onboarding a new
global strategy and the tield employee

e After a crisis . i )
e Prior to a major strategic

e During a major change in the team decision

e As the context and environment evolve e Displayed in a meeting room or
lobby



Define the
purpose of
your project

CONTRIBUTION

What does my organization
bring to the world? What is its
unique contribution, its added
value? What sets us apart?

CHALLENGE

What global challenge is my organization seeking to address?

IMPACT

What kind of change do we hope
to bring about in the medium to
long term through our efforts?

How will the world [/ our community

be different because of us?
Our project exists to...

BENEFICIARIES

Who do we work for? Who actually benefits from what we do?



THE ROLE OF THE MANAGER




The role of the manager

The person who leads and facilitates the work of a group.

What tor ?

Historically Nowadays

The manager's primary goal was to
streamline operations in order to
maximize economic performance

The manager's goal is to support
the team and create a fulfilling
work environment

I &



Management : some figures

54 % 40 % 39 %
of managers never of the challenges managers of managers face
asked to become face are related to managing resistance to changes.
managers. tensions within their teams.

Opinion way Study, 2017, 1006 french manager



Management : too many expectations?

Explicit & implicit expectations:

e Setting goals, delegating, and monitoring
e Building trusting relationships

e Meeting facilitation and team cohesion

e Motivating teams

e Dealing conflict management

e Increasing productivity gains

e Optimizing work time

A mental health issue (APEC, 2025)

e 41% ot executives often work under pressure
e 58% Of managers experience intense stress
e 62% have to juggle too many tasks

e 50% work under tight deadlines



Changing Management paradigm:

the role of the Manager Facilitator

Organizing and supervising @ Facilitate and support
team work team work
congruence LEGITIMACY

The lack of a discrepancy

between what we say and what
we do \ TRUST



The role of the Manager Facilitator

Inspired by *Management on the Brink* by Christine Dimajo Donati

Nurturing the three sources
Oof motivation inherent in
human nature

e meaning

e evolution

e relationship

\,\\?}O HEART

GUIDANCE
BODY

Give meaning
Ensure the vision

WHY
A,
%Oo\l é:4'97“
IMPLEMENTATION REGULATION
Create a supportive Promote healthy and
framework for action fulfilling workplace

(process)

HOW

relationships

WHITH WHO



The manager in a shared governance ?

A win win model

The manager, the starting
point of any collaborative
governance

e To be convinced by the model in order
to embody change

e \Work on the ego - be pride of the
group rather than yourselt

e Cultivate a humble attitude

Collaborative
governance, a support
for the manager

e The manager can lighten its workload
by delegating responsibilities

e The responsibility for achieving
common goals is shared with its team

real relief for managers



Self diagnhostic

e®

GUIDANCE

Manager facilitator skills

Give meaning

Self diagnostic

WHY

A
6004 */@49/\ a0y
Manager facilitator skills IMPLEMENTATION REGULATION REGULATION m

Promote healthy and P:L(J)Irfri;ﬁrzz I’v\veci'lﬁzll"aigd Exqmples Of FGQI_"fe
Create a supportive xe > 4 " 0
S o7 Sespaiv ol fuwrneulr;%iom;gm:m relationships 1star = Not at all comfortable situations, challenges faced...

(process)
5 stars = Completely comfortable
HOwW WITH WHO

©° Active listening {:} {:} {:} {:} {:}

Listen to understand.

diagnostic

GUIDANCE
Give meaning How I feel... _ o
Ensure the vision Emotional intelligence
1 star = Not at all comfortable The ability to identify, understand, and manage one's
5 stars = Completely comfortable {:} {:} {:} {:} {:}

own emotions and those of others.
Strategic vision

To ensure a 360-degree strategic vision Questioning and rephrasing {:} {:} {:} {:} {:‘}
Ask the right questions to explore, verify, clarify,
Priorization draw out, and rephrase for clarity

Ability to prioritize and assistance with
W h at m a n a ge r prioritization Make clear demands {:} {:} {:} {:} {:}

To facilitate implementation
amlil? Ability to say NO

Renunciation, limits... Meta-position
Create some distance between yourself and the {:} {:} {:} {:} {:}
Planning and monitoring of actions situation so that you can be both a participant and
Organization and long-term monitoring an observer
Manage resources and the budget Observe et give feedbacks {:} {:} {:} {:} {:}

Positive & contructive

I;PLEMENTATION How | feel... NOteS for myself

Create a
supportive

framework for 1 star = Not at all comfortable Examples of real-life situations,
ERUER () 5 stars = Completely comfortable challenges faced..

Clarify everyone's roles and {:} {:} {:} {:} {:}

responsibilities

Work together to develop and
formalize the ground rules (framework {:} {:} {:} {:} {:}

and process)

Facilitating collaborative meetings {:} {:} {:} {:} {:}

Facilitate decision-making,
implementation, and follow-up {:} {:} {:} {:} {:}




THANKYOU FOR YOUR
PARTICIPATION!

GREEN LABS PROJECT

The GREEN LABS project aims to support and stimulate the green transition by
promoting innovation and greening of VET systems through internationalization,
exchange of practices, and knowledge sharing among partners, in accordance with
the Osnabrick Declaration of 2020 on vocational education and training for

sustainable competitiveness, social fairness and resilience.

GREENGLABS





