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ABSTRACT  

 The objective of the research is to explain and elaborate on the influx of 

new Ideas (Innovations) to enhance the performance of the team. Businesses 

today which are devoid of new ideas and innovations, are, either succumbing to 

the dynamics of the market or are surviving on stagnation. The paper spells out 

on certain techniques that can be incorporated in the working environments, as 

part of the management strategy, by means of which an organization can 

generate all the possible benefits, for itself and the employees. To analyse and 

articulate the thought and necessity of New Ideas, academic research was 

undertaken. However, the literary content perused only pursues large Corporates 

and Global Giants, whose growth has been prolific, over the years and decades. 

It was observed that literary researches revolved only around improvisation on 

the existing ever-efficient working environment. Thus, to make the research 

interesting, certain organizations were identified which were actually putting 

their very limited resources to optimal usage, through extremely simplistic 

approaches. These organizations were not only implementing such creativity, in 

the most economical manner but reaping much more than they had 

sown.Browsing the internet was the most simple and effective activity towards 

the objective. 

 Zillions of organizations in the SME and SMME segment emerged as 

potential study, for the research. Extensive and tedious study of various business 

models, made the list shorter and study, more intriguing, indeed. It was a 
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surprise which presented itself, as pleasantly, as it could and these basics form 

the core of this research. Many basic management practices have now been 

replaced by Innovative Ideas and Techniques, which encourage better employer-

employee engagement. Enhances efficiency, gives a sense of belongingness, 

offers better growth opportunities and presents the organization as a well-oiled 

machinery having self sustainability and more customer oriented.  

 Conclusions can be drawn on a broader perspective of a WIN-WIN 

situation. In this multitiered market and a never ending demand from the 

customer, the organizations which are more aligned towards innovations have 

shown remarkable growth. The paper is a significant indicator which widens the 

approach. As the crux itself, the research is meant to direct matured 

organizations and organizations which are growing to allow itself to change. A 

change which should stem from creativity and innovation. It is about reaching 

out to the team and solicit an invincible alliance between the employer and the 

employee, which the paper, treats as mandatory, as change is the only constant. 

KEYWORDS :  Leadership, Empowering employees, Employee owned 

organisation, Inviting ideas. 

ADOPTION AND PRACTICES   

 A common day expression of “Loneliness at the top”, suffices to prove the 

success of an entrepreneur. Yet, the corporate scenario undergoes phenomenal 

changes, while such expressions turn bland and ineffective, by the turn of the 

clock. As the great Peter Drucker once said “The leaders who work most 

effectively, it seems to me, never say "I". And that's not because they have 

trained themselves not to say "I". They do not think "I". They think "we"; they 

think "team". They understand their job to be to make the team function. They 

accept responsibility and don't side step it, but "we" gets the credit....... This is 

what creates trust, what enables you to get the task done.” The conventional 

corporate structure defines very rigid hierarchy and decision making. This 
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pyramidical organograph breeds immense vices than virtues. Hence, significant 

measures had to be incorporated in the working environments of present day 

business, to increase both the top and the bottom lines, employee satisfaction 

and retention, nurture growth of potential managers and last but not the least, 

maintaining the core values of any organization. A pertinent and simple question 

was, How?? Is loneliness at the top, advisable, anymore?? The answer would be 

definitely, negative! 

 Chief Executive Officers of top ranked companies in the world today are 

looking at prospects whereby the achievements of an organization are attributed 

to contributions from all ranks and levels, irrespective of being qualitative or 

quantitative, and that such achievements are handsomely rewarded. However, 

the perspective of rewards also, thereby, offers manifold connotations, as 

monetary rewards and remunerations are no longer the expectations of the 

ambitious young managers. To quote a CEO of a large multinational, “The 

expectancy of recognition on a broader perspective of ambition, defines the 

longevity of performance of young managers”, which clearly ratifies the fact that 

in present day work cultures, monetary benefits, are just not enough to prevent 

any employee from looking at greener pastures. Still, the question remained, as 

tough, as it was at commencement. Thus, organizations found the right answers 

in the concept of “Participative Management”. This concept evolved out of 

necessity rather than any invention. Such conceptualization forced each 

employee to feel and think, empowered to do “more” than 100% that they 

looked at, before. This was about giving that 10% more and being proud of it 

than letting it go at 90% of their performance. It also resulted in employees 

looking beyond their Key Result Areas (KRAs) and the urge to perform better.  
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LEADERSHIP THROUGH CAMARADERIE: AN IDEA OF 

EMPOWERING THE EMPLOYEE 

 Participative Management also meant that the setup was open to ideas of 

people who did not matter, in the past. This opened up a wide array of debates 

on issues which at times would be perceived as mundane. But, it did inculcate a 

feeling of responsibility towards the organization, since, the ambitious lot of 

managers, was not just looking at fat pay cheques, anymore. This propelled 

these unseen managers to an elevated level, a level, where their opinions were 

heard and implemented, on their merits. To cite an example, a particular 

company holds an annual conference at the end of the each financial year. And 

of the many objectives of the conference, one is to retrospect on their team’s 

performance of the year gone by and analyse. To this effect and with the over-

essential use of the Internet, the company made a blog, fifteen days prior to the 

conclusion of the year and the accounting books. The performance levels were 

known to all and sundry, as the ERP allowed, each one to objectively view the 

performance throughout the year. The blog invited each employee to contribute 

their ideas, views, opinions, comments on all aspects of the functioning of the 

organization, without the fear of being reprimanded. To the surprise of the 

management, millions of ideas were exchanged, with a few coming from ranks, 

which would have never qualified to sit in the board room, yet were found to be 

so relevant, for the present day environment. These views were deliberated upon 

when the actual conference took place and some were implemented, in the 

policy of the company, immediately. This is innovation and value addition, so 

inexpensive yet providing that edge to the organization and earning another 

loyal employee. Imagine, large business houses that hire expensive consultants 

for planning and strategising would have obviously envied such a simple 

concept. A blog!! An Idea!! 

 Another well professed level of this scheme of management is the concept 

of an “Employee Owned Organisation”. This enabled well structured and well 
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defined Cost or Profit Centres i.e. an organization within the organization. Each 

Profit Centre was expected to have their sales targets, their budgets, their own 

salary structures, which were to be managed independently by the Vertical 

heads. These Vertical Heads were supposed to function more or less as the 

Managing Directors of the organization, where the buck, actually was supposed 

to stop. On a broader perspective, even the senior executive officers would be 

privy to the profits of the organization, which are never a certainty in the present 

day market. In a cluster, a particular individual’s incentives and profit shares can 

be effected by the non performance of a different division, which could not fare 

well, in a given space of operations. In the separate Cost Centre concept, the 

head of a particular cost centre can ensure his/her own inflow of profits and 

incentives without leaning on any other cost centre’s profitability or loss. The 

concept did wonders and better bottomlines were evident.   

 Moreover, these heads were also given the option to convert their incentives 

and profit shares into equity of the organization. This not only reinforced the 

trust of a particular employee in the organization, but it also gave a sense of 

belongingness to the individual. A sense of ownership. A vital connection which 

directly would effect the performance levels of this already performing asset. An 

organization even went ahead with handing out impressive designations and 

emoluments, to reiterate on the concept. 

 To analyse, at this instant, one would wonder, what exactly did the 

organization achieve by adopting such practices?? What follows hereunder, are 

few of the benefits that the organization reaped : 

 1.  Inexpensive method of inviting new ideas 

 2.  A knowledge of any grievance of an employee and an opportunity to 

address it 

 3.  Recognition and Importance to employees 

 4.  Creating a better focus on respective markets 
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 5.  Making an employee an asset 

 6.  Creating managers 

 7.  Showing a growth path to ambitious managers  

 My research on another such innovative implementation of Leadership, led 

me to another organization. This mid-segment organization had been showing a 

consistent growth on their Topline. What actually attracted the attention was, 

with respect to, the growth of this organization compared to the dynamics of the 

market and the threat of the economic slow-down that the entire global market 

was facing. Browsing through the profile, one word “Culture” was seemingly 

interesting. Usage of such a word, at times, kindles inquisitiveness. Why would 

a company, so professional in character and stature, have so much of a thrust on 

culture? Interaction with the Chief of Human Resource brought out some very 

rudimentary facts, which were a pleasantly surprising. He stated that the 

organization had a near zero attrition and were obviously proud of it. Even in 

challenging market trends, none of the employees were given the “pink slip”. 

There was no down-sizing in this particular organization. As simply stated by 

the executive, the culture was “friendly”!! This company had decided that on 

each weekend, all employees will necessarily have to participate in games or 

sports. These could be conventional games like soccer, volleyball, cricket, etc., 

or any other form of games, where groups/teams could be created, for larger 

participation. This, sort of “decree”, was for all appointments, across the 

organisation. Thus, on each weekend, each employee used to participate in any 

form of play, including the CEO. Worthwhile to mention, that CEO’s 

participation, gave this activity, a serious tone. At the end of the day, after the 

game was over, the respective teams were supposed to analyse their 

performance. Whatever, it might be, a win or a loss. Thereafter, the teams were 

also asked to analyse the effort of the other competing team. The senior 

management would generally maintain a low vocal profile during such debates 

and would allow themselves an opportunity of being better listeners. The senior 
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management could also do some character mapping of individuals. Such 

interactions proved healthy towards improvement of the environment and 

provided each individual to voice his reasons, which were significant yet 

harmless, as it was just a game.   

 To summarise this very banal organizational quality in a word, would yet 

again lead us to an “Idea”. Yes, it was just a game, it was just an “Idea”, which 

made a sea of difference and not only enhances the spirit of the team, but builds 

an environment of trust. Another CEO who deserves credit for innovative ideas 

on building a team, did something very simple. And yes, I cannot find a better 

word than ‘simple’, here. Whenever this CEO went on tours to his various out 

station offices (branch offices), he would always stay at the house of the 

Regional Head. And why would he do that? The answer from the gentleman was 

not as simple as the activity itself. This was a part of his team building strategy. 

It was a part of his out-of-the-box thinking ability. Mindful of the facts of 

attrition in his market space, the CEO made sure that he be perceived more as a 

friend, as a mentor and not just as another CEO, who is just an embodiment of 

figures and strategies. This also allowed the Manager to have a well rounded 

perception of his CEO. An enlightenment, which would never have been 

attained within the official walls and workstations. From the CEO’s perspective, 

he ensured a better interpersonal relationship with the MAN of one of his many 

operating regions. A better understanding and opening of informal 

communication. It psychologically gave the individual a sense of importance. 

Rather than sitting in the proverbial “Ivory Tower”, a true leader today, has to 

descend and look at situations that surround his employees. And what better 

method to drive a team than as a companion. The leaders today have to look 

beyond their charter of customary duties and further their businesses by 

achieving employee satisfaction. “Engagement levels are itself determined by 

two clear dimensions. The first one is that the purpose of the team and the 

contribution of the individual needs to be aligned. The second dimension is that 
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the team leader or boss needs to be someone who involves him or herself in the 

development of the team”, as expressed by Rajan Kaicker in his guidance 

towards performance enhancement. Gone are the days when the top management 

looked only at deliverables and timelines. 

 Back stepping now, to the core issue of this research, revolving around the 

word “IDEA”. This word is usually seen as a very basic ricochet of the character 

of any individual. In our daily lives, we knowingly or unknowingly, implement 

it, in some way or the other. However, if one reads between these four alphabets 

and keeps it on the fabric of professional environment, this word carries the 

force of a tsunami. The former part of the paper, though, projects the qualities of 

a leader. However, a leader can be most effective, if his mind is conscious of 

innovations and these innovations can only and only generate from ideas. This 

reminds me of a famous quote that “Successful people do not do different things, 

they do the same things, differently”. How apt for success.  

 My attempt on this research commences with certain observations that I 

have on certain organizations which were trying to do the same things, but 

differently. My objective also bears the same intent. Rather than following those 

large corporate houses and businesses that the world talks about, or rather, has 

been talking about for all these years. The management books, the newspapers, 

business magazines, any media, has been shouting hoarse on these big names 

and organizations. So, what would have been my research? 

 Another felicitation of these companies? Another insignificant research, 

adding to the many already done in the past decades. Hence, akin to the 

objective of this paper, my research is also attempting the same, but differently. 

Purposely, my research has been on lesser known organizations. On 

organizations who are striving to match the market trends and are perceptible 

threats to the established larger competitors. The research is to observe plausible 

measures taken by these smaller organizations within their very visible 
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constraints. Constraints on all possible fronts such as financial, resources, skills, 

etc. The true mettle of a leader is only visible under such situation and 

awareness of the same. How is the spirit carried to each individual to enable 

more than 100% performance levels.  The examples cited earlier are not just 

about leadership but also about innovation and more about ideas. The very word 

leader would be more of a derelict without the essential patronage of innovation, 

ideas and vision An attempt to correlate these few words viz. Leadership, 

Innovation, Vision, Creativity,  Ideas, can be understood as synonymous or 

complementary to each other. If one has to conduct a research on Ideas, then the 

other will necessarily form a meaningful homogeneity. 

CONCLUSIONS 

 The management frameworks, today, should allow flexibility yet stability. 

Such conflicting notions can be evenly balanced only and only by inflow of 

ideas. Ideas today form the crux of any business and it’s growth. Moreover, it is 

like all the good things of life, the more the better. Other than management 

skills, experience and wisdom, a leader also has to be innovative. However, not 

all individual who hold top management positions can be as imaginative. Hence, 

rather than limiting oneself to his/her own mental constraints, the leader can opt 

for generation of ideas from his team. This can create a common pool of ideas 

that can be adopted and practiced after due diligence. The objective is to nurture 

the resources and inspire the employee to contribute, in an open environment. 

This out-of-the-box thinking can easily break the shackles of the orthodox 

business practices. As Kumar Parakala candidly states “Today’s marketplace 

demands a conscious, collaborative and coherent approach to drive performance 

through out-of-the-box thinking. Workplace innovation can take many forms, 

including nurturing and encouraging creative thinking at all levels of the 

organisation, continuous skills development, employee empowerment schemes, 

knowledge management, harnessing creative talent, teamwork models etc. The 

key element of success for workplace innovation is to create a culture where its 
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employees are creative thinkers willing to be open-minded, curious, adventurous 

and committed to innovate.”. How true one finds these words in context with 

today’s market trends but also the customer’s demands. The answer lies in the 

qualification of the old age adage of “Leaders are born and not made”, belief. 

Does this hold semblance in today’s corporate culture??  Thus, a leader is just 

not the one at the top, a leader is one with not only a mission but a vision. A 

vision can raise the levels of an organization to dizzy heights and such a vision 

can only be from a true leader. Simplifying the term “vision”, one can perhaps 

assume that a vision is a ‘Set of Ideas’. The leader has to envisage through his 

vision various aspects and factors of the simultaneous growth of the organization 

and that of the employees. 

 Harnessing the strengths and obliterating the weakness with a complete 

focus with the novelty of thoughts and actions. A comprehensive mutation of the 

orthodox practice with the innovation of present day demands, through his 

vision, his set of ideas.  To conclude the research, it is of utmost importance to 

achieve a synergy in the working environments. This synergy can be attained by 

influx of innovations and ideas, by stepping beyond the boundaries of prevalent 

conventions. Sharing of ideas and fresh thoughts and maintaining accountability 

and authority. Empowering the employee, is like attaining nirvana. 
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