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Foreword

In this book, we have developed 45 student reﬂection tasks followed by some
business case letters to help students understand the material in the book and
hopefully become better leaders. The student reﬂection tasks are based on process
pedagogy. This means here that the students learn by working with the reﬂection
tasks in the book.
This book represents directly, but most indirectly, a critique of, and part of a
drive to replace, goal-driven management and new public management. For at
least two reasons, this is a Sisyphean task. Firstly, this is a large and ambiguous
ﬁeld. Secondly, a powerful norm police operating at multiple levels is intent on
protecting this technocratic approach to management and control. Perhaps the
most signiﬁcant level of norm police is made up of the “men in suits.” These
bureaucratic apparatchiks are strapped into the armor of liberal economics. They
will use every means at their disposal to retain goal-driven management and new
public management, for reasons including the fact that this type of management
logic has served them very well.
We do more than simply criticize: we also introduce a new concept to replace
goal-driven management and new public management. Our main hypothesis is
that goal-driven management and new public management hamper creativity and
innovation, even though they may increase productivity. High levels of productivity are no use if your product or service cannot compete with something creative and new.
New public management is a term that originated in the 1980s to describe the
transfer of private-sector management principles to the public sector. The goal
was to increase the efﬁciency of public-sector bureaucracy, which was traditionally managed by senior professionals in the various ﬁelds rather than senior
management executives. The overriding aim was to make the public sector more
market oriented. Various processes were employed to achieve this, including
competitive tendering, privatization, unit pricing, internal pricing, the
purchase–provider model, etc. The most important technique employed to
implement these processes was goal-driven management. There was a general
assumption that this type of management had few side-effects.
Since the 1980s, society has undergone enormous change. There has been a
transition from an industrialized society, focused on efﬁciency and productivity,
to a globalized knowledge society, focused on creativity and innovation. In this
book, our main point is that goal-driven management promotes efﬁciency and
productivity, but hampers creativity and innovation. In order to introduce a new
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element that could replace the goal-driven approach with regard to creativity and
innovation, we have developed a new concept: strategic innovation management.
We clarify this concept in the course of this book, such that the reader will be
equipped to apply strategic innovation management in practical settings in both
the public and private sectors, as well as in civil society, in order to promote
creativity and innovation.
In the four chapters of this book, we describe, analyze, and debate what is
demanded of the new leadership role, of employees and of organizations. We also
examine what needs to be jettisoned in order to achieve this. The changes that
have occurred in the world around us mean that the basic experiences on which
leaders and others have based their competence are currently collapsing, or in
some cases have already collapsed. This has led to a situation where leaders at all
levels, in private- and public-sector organizations, in government bureaucracies
and politics, have used their basic experiences and acquired competence without
achieving their aims. What they often experience is that they meet a wall. To put it
metaphorically, they ﬁnd that leadership is like shouting in space – no one can
hear you and no one changes their behavior.
In this book, we attach particular emphasis to four elements that will replace
goal-driven management and new public management with regard to creativity
and innovation. These four elements are strategic innovation management, moral
courage, prosocial behavior, and curiosity.
We have also included a chapter dedicated to describing and explaining the
concepts employed in this book.
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