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Abstract:
In common, with much of the public and government sectors worldwide, the UK public sector has long been actively
pursuing change, and transformation initiatives focused on improving efficiency and effectiveness in delivering public
services. Whilst such initiatives often have, but not always, been initially successful. Unfortunately, there has been a
recurring problem of sustainment concerning the initial gains achieved.
In this paper, the authors discuss the reasons for this ‘Losing the Gains’ and originating missing elements in many
such initiatives. Public services are in a network of constant demands for changes with the pressure to do so instantly.
Directives and policies from UK Government appear rapidly now. For example, recent announcements made at COVID-19
meetings expect local services to change overnight. Likewise, the digital generation of citizens has created broader
engagement, which expects an instant response. Considering this hyper-interconnectivity of public sector bodies with
their ecosystems, we establish the importance of establishing a locally owned management system for improvement
linked to the service or organizational improvement objectives and that supports measurement, prioritization,
policy deployment, and management system review. The paper proposes that the ISO 18404: 2015 Lean & Six Sigma
international standard, whose development was led by BSI, provides an ideal framework for implementing such an
approach for the UK and other public services.
Keywords: Public sector services, sustainment of improvements, management system, international standards,
lean six sigma, ISO18404
1.0 Introduction
1.1 The need for Effectiveness and Efficiency in UK Public Services
All governments are concerned with the effectiveness and efficiency of their public sector. They were pursuing
transformations initiatives that would produce sustainable gains from the use of technology. There are a plethora
of options available backed with case studies, white papers, and government directives. The keywords of intelligent
enablement, digital infrastructure and technology, efficiency and effectiveness dominate these publications. However,
there was “no blueprint for enhancing public sector efficiency” [1], Organisation for Economic Co-operation and
Development (OECD) countries had adopted diverse approaches. The UK’s public service, like other countries, sought
answers from the private sector and its use of web technologies.
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1.1.1 Modernizing Government
It has been 20 years since the UK’s Government’s ‘Modernising Government White Paper’ [2] was announced to
transform public sector services. This vision promised a more responsive sector to the customer and provided highquality services through new technology. Most government departments and local authorities embraced this change;
they increased their computing power, brought customer relationship management systems, and created an online
presence. The introduction of the Priority Outcomes [3], ensured the public sector e-enabled these interactions. By
April 2006, Civil Service and local authorities reported achieving 96% of electronic enablement. The Transformational
Government Paper [4] aimed to ensure that this new enabled capability was used tsignificantly change citizen and
business centred services. Its aims were: Improving the customer experience; achieving better policy outcomes; reducing
burdens; improving efficiency by reducing duplication; streamlining processes; and continuous improvement of services.
Many of the UK public sector e-enablers and improvement initiatives have matured. Most public sector services have
websites, contact centres, digital channels and social media accounts. Their outcomes generated effective services for
citizens and create efficiency savings, which helped drive the Government’s Austerity plan [5].
The ‘Government Transformation Strategy’ [6] reinvigorated this vision, citing ‘from April 2015 to March 2016, over 33
million people taxed their vehicle online (and no longer need a paper record)’. It proposed several common factors that
had increased the opportunity for rapid change. The culture, technology and practices of the internet era were now
shaping demand for services. Crucially, the Strategy identified the weaknesses in ‘differing maturity levels’ and ‘different
approaches across the sector. The lack of joined up working and business / digital strategies suggests the industry
needed to think differently.
This ‘internet era’ has evolved further with powerful digital technologies. This ‘4th Industrial Revolution’ has expanded/
accelerated the possibilities and opportunities. Major traditional manufacturers now consider themselves as ‘softwaredriven organizations’ [7]. The public sector is changing too, improving services based on Robotic Process Automation,
Artificial Intelligence and Machine Learning. Major Highways Departments are using the Internet of things to optimize
winter gritting routes [8].
The coronavirus (COVID-19) crisis has accelerated improvements and changed ways of work. It forced together crosssector partnerships, holding virtual meetings, and to evaluate what were the essentials. Moreover, it has made
organizations think differently. It made them realize how inefficient they were before and ask hard questions; is it fit
for purpose now, will it still be fit for purpose in 3 years, and if we built it today, would we do it differently? To start
the journey of renewal: the public sector needs to apply the digital opportunities in a more focused approach, with
competent individuals that ensure continuous success.
1.1.2 Need to improve the improvement
The economic situation is not entirely new: history has many global crises that generated new thinking and skills to
recover and renewal. Whether it’s a public sector or a private business, providing the same quality services may now
be more complex than ever. Change, turbulence, economic and political pressures and changing customer needs offer
severe challenges to all organizations and leaders. Lessons from private and industrial sectors hold essential knowledge
and insight. The quick fix / put it online approach is full of risks. As Deming warned, “People that expect quick results are
doomed to disappointment” [9]. Digital technologies are the enablers and not the solution.
Often the public sector will jump towards digital solutions without fully understanding the demand of that service, the
flow of work, and, most notably, its purpose and competency. Underneath, there is a necessity for a way the
sector approaches and delivers results. There is a strong need for a structured, disciplined approach, with
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reference points, to ensure things hold together and resolve the different techniques and levels of maturity found across
organizations.
The public sector services is a hive of connectivity; person-to-person, person-to-organization, and organization-toorganization. This makes it vulnerable to global events and local instant pressures. The social and economic conditions’
volatility, uncertainty, complexity and ambiguity (VUCA) make stability in this hive a priority. More connections to the
social elements create greater complexity. Management systems can introduce frameworks to develop some form of
strength.
1.2 Understanding the Need
The public sector has successfully faced pressure to change processes from governments, industry leaders and citizens.
There are success stories; online Car Tax has been used many times to show the opportunity of digital services [6],
although the actual cost of development and infrastructure is often difficult to find. Likewise, there are bad stories when
digital services went wrong; NHS Test and Trace [10].
Previous work on business process improvement found real benefits of effectiveness and efficiencies were in the flow of
work and not in a new back-office system. The National Process Improvement Programme (NPIP) [11] reviewed various
business process improvement projects and their approach, many funded by DCLG. The Programme discovered four
core pillars to the majority of successful initiatives. Strikingly, these pillars aligned to the core Lean principles outlined by
Womack and Jones [12].

Figure 1: National Process Improvement Findings: DCLG (2006)

This alignment was not considered surprising, as the principles and language of Lean Six Sigma were already being used
in public sector transformation strategies and guidance: such as, customer-focused; value; improved processes; eliminate
failures; unnecessary bureaucracy; and continuous improvement [2]. This language was repeated in the Government
Transformation Strategy [4] with a strong emphasis on people, skill and culture. It provides digital case studies and
referenced exemplar services to back its vision and argument.
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Nevertheless, for all the successes / good stories, there are plenty of failures/disasters of transformation initiatives.
These are well documented and analyzed by national bodies, advisories, academia, and journalists, although the
spotlight tends to be on the outcomes and not the underlying reasons.
The National Audit Office’s (NAO); ‘What government needs to get right’ [13] looked at reasons for a recurring problem,
the loss of gains, and provided insight on the core elements of excellence in operations. They found clear evidence
of gaps. “A whole organization approach is required. Our work shows that organizations cannot improve operations
management capability by structural changes alone or by using a tactical project by project approach.” Moreover, they
described excellent operations and process management: having a customer focus, managing from a whole system
/ end-to-end perspective, and building effective management and leadership environment. Underpinning this, the
organization’s processes and people; and their skills, capabilities, and crucially competencies.

Figure 2: Five areas of analysis (NAO, 2015)

1.2.1 Fill the gap in managing transformation and improvement
In the manufacturing sector, Lean, Six Sigma, and subsequently Lean Six Sigma (LSS) has been maturing widely for over
50 years, developing an organizational culture of improvement.
There is now a good source of material on the application of LSS in the public sector. There are many publications,
including academic papers, looking at the track record in delivering improvements. Authors still debate the validity of
some LSS tools developed for the manufacturing industry with public sector services. Osborne argued one flaw in public
policy had been the “adoption of an inappropriate model of innovation from manufacturing” [14]. Others recommend
the sector to “adopt not dismiss” these tools and techniques [15]; citing case studies that saved £135,000 in postal
costs alone. A more recent trend is to suggest failure is down to the ‘Mindset’. In one example, Andersson explores this
debate and concludes there needed to be a “greater emphasis on Lean as a mindset” [16]. In addition, Bateman and
Radnor suggested: “fundamental concepts seem eminently translatable” and “Simple to understand, yet simultaneously
complex to implement” [17]. So, why is it difficult?
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Many transformation initiatives contain a managed approach to improvement, often based around project management
such as PRINCE2, or more recently, Agile. However, linking these to a robust management systems approach, which is
in use in the private sector, is often missed out in the public sector. Both NPIP [11] and NAO [13] studies were explicitly
missed, although the components were clearly defined. Management systems are often missed out, or applied
inconsistently, or seen as a burden themselves. But they are used widely in the private sector, which can have more
complexities to customer demand and supply chains than most public sector services.
In addition, knowledge and skills have developed formally and informally. Many organizations have developed their
own capabilities from consultancy training and professional networks. However, many of these have formed their
understanding around the LSS brand these associations follow and promote. Most provide good quality training, with
what many would agree are the core elements of LSS. Unfortunately, the content gets edited, adapted, twisted, and
even dropped to meet the needs of the trainer, or trainee, or organization. Also, the aims get twisted to savings and
not the quality of the service; savings may be an outcome. Thus creating different results from the Lean and Six Sigma
programmes available. Therefore, how can public sector organizations, leaders, and managers ensure competence with
professional individuals? How can they provide the commissioning of any LSS consultants match up to standards? How
can the sustainment of gains? Furthermore, within the new emphasis of joined-up working, how can partners ensure
competent collaboration?
1.3 Sustainment
One key ingredient currently missing in public sector efficiency and productivity programmes has been an adequate
emphasis on sustainment. Improvements to public sector services need to be planned, piloted, and implemented and
established and embedded so that the gains achieved are not easily dissipated. Quick actions of the past have not stuck
or even had the focus and energy to mature.
Early recommendations were ignored or misunderstood. A global study on efficiency initiatives aimed to direct UK public
sector [18] reported in its key lessons the need for continuous self-analysis and improvement, and management systems.
The eight cross public and private sectors good practices case studies covered several approaches, but all enabled the
organizations to improve their business efficiency and the quality of services. It is that lack of the management systems:
lack of rules, audit framework, disciplines and competencies, which has prevented good initiatives from maturing into a
culture of improvement.
1.3.1 Evidence
There is constant pressure for the public sector to prove gains. This justification can be based on the anxiety that the
leadership and organization do not understand and are not fully committed. Often, initiatives focus on misguiding for a
return of investment to hidden wasteful activities without considering qualitative and quantitative benefits. The problem
requires a strong organizational focus on commitment through documented core processes, training and continual
evaluation to ensure continuous improvement and compliance. This is critical to assure all colleagues follow the process
all the time and gains are sustained. This is what we meant by ‘standardization’. Unfortunately, this has frequently been
inadequately addressed or realized in some previous public sector initiatives. Fundamentally, the LSS approaches in the
public sector have not been adequately standardized.
Standards can ensure leaders understand and have confidence in their teams and individuals that the right approach is
being taken. Also, standards ensure changes within the organization will not disrupt the momentum of improvements.
Standardization is assisted if there are clearly defined and collectively owned good practise approaches,
which can be used as the reference points for the local process. The International Standards Organisation’s
(ISO) purposes are to provide such reference points through a series of global published standards.

QOR

August/September 2021

page #6

Featured Article

1.3.2 Standards
A management system standard is required to ensure the process is being followed and documented to sustain the
approach. Certification of this approach provides the independent verification of this system. Most management system
standards are for guidance and support organizations to apply an approach as a local system to meet local situations.
Some management systems have a robust assessment/certification base to ensure the approach is followed and
document this to show that sustained improvement is being met; this is missing in applying the public sector to LSS.
ISO 18404: Quantitative methods in process improvement; Competencies for key personnel and their organizations
concerning Six Sigma and Lean implementation [19]: provides a global management system standard for any organization
wishing to improve process efficiency and effectiveness. The standard defines the Lean or Six Sigma competencies
needed by organizations and colleagues to make improvements. These can support resolving the difficulties that the
public sector face now; especially, with its need to sustain improvements across services for many years.
ISO 18404 is part of a strong group of improvement standards, including ISO 13053: Lean Six Sigma methodology, tools
and techniques [20], and broader business management systems standards, such as ISO 9001.
ISO Group for Lean & Six Sigma

ISO 13053 Part 1

Methodology and
Concepts

ISO 13053 Part 2

Tools and
Techniques

ISO 18404

Competencies for
personnel and
organizations

Knowledge

Skills
Competencies

Figure 3: Relationship between the standard groups

1.4 Implementation
1.4.1 Taking stock
Understanding the current state of play and the need for improvement is essential before commencing managed change.
This requires asking serious questions about the service, current priorities, productivity, its capability, the need for it and
actual delivery, and how competent the organization and individuals will make it change. Based on this stocktake, a gap
analysis can be undertaken, comparing the actual to the targeted service provision to define exactly what is needed.
Reliable information and data are essential to this process’s validity and frequently need to be collected.
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1.4.2 Planning Implementation – management commitment
For an LSS implementation plan to be realistic, management commitment to both the objectives and the plan’s detail
is essential. This in turn requires a belief by the management team in a shared vision of the service, that the plan and
people is designed to achieve. Implementation can be planned based on this shared vision with clear time-based
quantified objectives. It is to be remembered that this is not just about one-off improvement but ongoing sustainable
improvement. The vision needs to encompass continual improvement and an initial step-change. This cycle will allow
people skills to develop and enable the transfer of knowledge from those early practitioners.
Implementing a management system for such LSS transformation under ISO 18404 is similar to implementing any other
ISO management system. The process consists essentially of two parallel activities. These are the development and
implementation of the documented management system for improvement and staff competencies for undertaking
sustainable improvements. Organizations and individuals for Lean and Six Sigma can be certified for ISO 18404 through
the Royal Statistical Society Sector Scheme: RSS 18404 [21].
1.4.3 Developing Competencies
For an organization or service to be competent in LSS improvement, it needs to have colleagues competent at planning,
managing and implementing improvements. ISO 18404 recognizes eighteen fundamental improvement related
competencies that key staff should possess for Lean and twenty-three for Six Sigma, with several cross-over elements.

Figure 4: Competencies for Lean and Six Sigma

Building these competencies within colleagues requires both appropriate training and supported implementation
practice. Organizations certified under RSS 18404 must maintain and enhance the competencies of their key personnel
and the organization’s overall competence.
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1.5 Recognition
The RSS 18404 certification scheme provides national and international recognition for public and private sector
organizations and services committed to improving service to their customers. It also provides international recognized
professional certification of Lean Practitioners, Lean Leaders and Lean Experts; Six Sigma Green Belts, Black Belts and
Master Black Belts; and Lean & Six Sigma Green Belts, Black Belts and Master Black Belts.
ISO is an independent, non-governmental international organization with a membership of 164 national standards
bodies. It brings together experts to share knowledge and develop voluntary, consensus-based, market-relevant
International Standards that support innovation and solve global challenges. ISO Standards ensure that products and
services are safe, reliable and of good quality.
ISO management systems are well respected and established worldwide. Its goal was explicitly developed because of
concerns over poor standards of practice, unaccredited certification schemes, short training courses and inadequate
consultancy interventions in the marketplace. There is the opportunity for organizations and individuals to take the
lead in this specific field. Our public services need to, and must, improve further. To do that, they need stability through
standards, structure, and independent assessment.
1.6 Concluding Remarks
UK public sector has come a long way with the pursuit of efficiency and effectiveness through smarter / leaner processes
with technology. But, this has not been enough to sustain the gains from continuous improvement and a culture of
transformation across the sector. There is a deep need to take hold of the situation before the financial pressure
mounts. The hyper-interconnectivity of service demands brings more, often conflicting, problems—Organisation’s
need to avoid the recurring conundrums of initiatives and directives before. The management of programmes and
projects is fully defined and embedded, but the attention needs to switch from start-up to sustainment. The focus
is for an effective improvement mechanism, a documented management system based on LSS. This management
system for improvement, ISO 18404, is ideal for facilitating this approach. It can, if embedded, maintain the initiative
and be the momentum behind improved processes. Dubai Electricity and Water Authority [22] is the first government
entity worldwide to achieve ISO 18404. Moreover, it can build skills, competencies, confidence, and enthusiasm in an
organization’s workforce, changing the public sector’s culture.
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Update to Global Assessment on the Current State of Organizational Excellence
Dawn Ringrose, MBA, FCMC,

Principal, Organizational Excellence Specialists Inc, Canada
Abstract:
This article provides an update as of June 2021 and a high-level overview of the inaugural global research study that
has captured the current state of excellence in organizations worldwide. It highlights the degree to which organizations
are characterized by the Principles and have deployed Best Management Practices common to high performing
organizations and found in leading excellence models.
Of value to the excellence community in general and the working population at large, the study invites organizations to
pursue excellence - assessing the current state, comparing with others, improving performance, applying for an award.
In doing so, it encourages professionals and leaders of organizations to think about the possibilities - applying excellence
models successfully, developing more high performing organizations, contributing to the local economy, trade and
resident quality of life.
The article also reflects on the impact of the covid pandemic that commenced in 2020 and the low rated practices that
would have helped organizations adapt to this change.
Keywords: business excellence, organizational excellence, excellence models, performance improvement, global
organizational excellence index, return-on-investment

1.0

Introduction

The ‘First Global Assessment on the Current State of Organizational Excellence’ was launched in May 2015 by the
Organizational Excellence Technical Committee QMD ASQ. It was conducted voluntarily by Organizational Excellence
Specialists Inc. It was supported in spirit by the Global Benchmarking Network, International Academy for Quality and
ISO Technical Committee 176, and the first report was published in April 2019. Organizational Excellence Specialists has
continued the study and acknowledged the support received in earnest from 500 volunteer researchers to date. The
second report was published in June 2021, and this paper provides a high-level overview of the second report [1].
The assessment tool was based on the Organizational Excellence Framework publication [2].that defined the Principles
and Best Management Practices common to high performing organizations and found in excellence models and is unique
in that it provides implementation guidelines for the user. These definitions were based on leading excellence models
that were developed in the late 1980’s and early 1990’s and that have evolved over time. The comparison between the
Organizational Excellence Framework and the leading excellence models is shared at a high level in Appendix 1 of the
publication.
The leading models were based on global research with high performing organizations and have been validated since
then, showing a positive relationship between implementing the practices, developing a culture committed to excellence
and achieving results across a balanced measurement system. Several key research studies have demonstrated the
applicability of these models to any size and type of organization and validated the return-on-investment [3].
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2.0 Assessment Tool
The automated assessment tool offered an opportunity for respondents to self-assess the extent to which their
organization was characterized by the Principles (Teaser Assessment) and/or had deployed the Best Management
Practices across Key Management Areas (Full Assessment). For respondents, the webpage provided access to the survey
instruments https://organizationalexcellencespecialists.ca/workshops-events/global-oe-index/.
The Teaser Assessment used a more subjective rating scale or ‘gut feel’ (Table 1) and asked respondents to rate nine
Principles: Leadership Involvement, Alignment, Focus on the Customer, People Involvement, Prevention Based Process
Management, Partnership Development, Continuous Improvement, Data Based Decision Making, Societal Commitment.
Table 1. Subjective Rating Scale for the Principles

Rating Category

Low

Low-Medium

Medium

Medium-High

High

Assessment %

0%-20%

21%-40%

41%-60%

61%-80%

81%-100%

Chart Value

0.0-2.0

2.1-4.0

4.1-6.0

6.1-8.0

8.1-10.0

The Full Assessment asked respondents to also rate the Best Management Practices across nine Key Management
Areas: Governance, Leadership, Planning, Customers, Employees, Work Processes, Suppliers and Partners, Resource
Management, Continuous Improvement and Performance Measurement. The latter Key Management Area was divided
into three sections: Continuous Improvement, Performance Measurement for the Key Management Areas, Performance
Measurement for the Organization as a whole. For micro size organizations (1 to 25 employees) there were 51 practices,
and for larger size organizations (26+ employees) there were 102 practices.
For these Practices, an objective rating scale (Table 2) was used that asked respondents to consider the approach,
deployment and results of each practice and the focus or mindset regarding excellence (i.e. corrective, preventive,
continual improvement).
Table 2. Objective Rating Scale for the Best Management Practices

Rating Category

Just Beginning

Good Start

Doing Well

High Performance

Assessment %

0%-25%

26%-50%

51%-75%

76%-100%

Chart Value

0.0-2.5

2.6-5.0

5.1-7.5

7.6-10.0

Over the 2015 to 2020 period, the study had a total of 1,963 respondents: 70% completed the Teaser Assessment, and
30% completed the Full Assessment. The preference for one assessment over the other was likely due to the Teaser
requiring less time to complete. All respondents received an incentive to participate in the study that included the
invitation to download a complimentary copy of the publication and a copy of the published research report.
3.0 Teaser Assessment Results
In total, there were 1,375 respondents that completed the Teaser Assessment and represented 21 industry sectors and
7 regions. The industry sectors (21) were defined by the International Standard Industrial Classification [4] . and the
regions (7) were defined by the World Bank Analytical Grouping [5].
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As per Figure 1, the majority of respondents were:
• Engaged in Leadership and Management roles followed by Staff and Other (e.g. Board member)
• Involved in the Business sector followed by Government and Non-profit
• Worked with Micro-size organizations followed by Large, Medium and Small

Figure 1. Teaser Assessment Respondents by Role, Size, Type and Industry Sector

Overall, the aggregate results on the Principles suggested that organizations rated the culture of excellence in their
organizations quite positively (Figure 2). The highest rated Principles were ‘Focus on the Customer’ and ‘Leadership
Involvement’, and the lowest rated Principles were ‘Prevention Based Process Management’ and ‘Data Based
Decision Making’.
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Principles
Leadership involvement
Alignment
Focus on the customer
People involvement
Prevention based process management
Partnership development

7.44
6.92
7.73
6.77
6.25
6.78
6.64
6.20
6.72

Continuous improvement
Data based decision making
Societal commitment
0

1

2
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4

5

6

7

8

9

10

World

Figure 2. Teaser Assessment Results

When examining the ratings on the Principles across role, size, industry sector and region, the more positive ratings were
reflected by respondents with the following characteristics:
•
•
•
•
•
•

Leadership role
Micro size organization
Business type organization
Service as a general sector
Electricity, Gas, Steam and Air Conditioning as a specific sector
East Asia and Pacific region

4.0

Full Assessment Results

There were 588 organizations that completed the Full Assessment and represented 20 industry sectors and 7 regions. Of
the 21 possible industry sectors, one sector was not represented (i.e. Extraterritorial organizations and bodies). Potential
respondents from this sector would have included employees of international organizations such as the United Nations,
International Monetary Fund and World Bank.
As per Figure 3, the majority of respondents were:
• Engaged in Management and Leadership roles followed by Staff and Other roles
• Involved in the Business sector followed by Non-profit and Government sectors
• Worked with Large size organizations followed by Medium, Micro and Small size
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Figure 3. Full Assessment Respondents by Role, Size, Type and Industry Sector

The ratings on the Principles for the Full Assessment almost mirrored the ratings on the Principles for the Teaser
Assessment. However, there was a significant drop in the ratings between the Principles and the Key Management Areas.
This drop was likely due to the number of variables that respondents were asked to rate, the nature of the rating scales
and the much closer examination of the management system in their organization.
For the aggregate results on the Key Management Areas (Figure 4), the highest rated areas were ‘Governance’,
‘Customers’ and ‘Performance Measurement (Organization)’, and the lowest rated area was ‘Suppliers and Partners’.
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Key Management Areas
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Governance

7
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5.79

Leadership

5.49

Planni ng

5.11

Cu stomers

5.76

Employees

5.24

Work Processes

5.25

Suppliers & Partners

5.01

Resource Management

5.25

Continuous Improvement

5.47

Performance Measu rement (KMA)

5.29

Performance Measu rement (O)

5.71

Figure 4. Full Assessment Results

The Key Management Areas were rated more positively by respondents in:
•
•
•
•
•
•

A Leadership role
A Micro-size organization
A Business type organization
Manufacturing as a general industry sector
Information and Communication as a specific industry sector
The East Asia and Pacific region

Taking a deeper dive into each of the Key Management Areas, the highest rated Best Management Practices (rating 6.01
to 6.40) were:
• ‘Customers’:
o Practice 4.2 ‘Determine customer needs and expectations’
o Practice 4.4 ‘Align employees on the importance of the customer’
o Practice 4.8 ‘Respond successfully to customer feedback’
• ‘Work Processes’:
o Practice 6.5 ‘Take corrective action when problems occur’
• ‘Performance Measurement (O)’:
o Practice 9.3.5 ‘Quality of products or services’
o Practice 9.3.7 ‘Customer satisfaction’
The lowest rated practices (rating 4.30 to 4.97) across the Key Management Areas were:
• ‘Leadership’:
o Practice 2.5 ‘Use risk management to assess strategic goals and objectives’
o Practice 2.9 ‘Remove barriers to organizational effectiveness’
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• ‘Planning’:
o Practice 3.3 ‘Develop contingency plans for unforeseen events’
o Practice 3.4 ‘Communicate and integrate the business plan internally and externally’
o Practice 3.6 ‘Conduct a capability gap analysis for resources’
• ‘Employees’:
o Practice 5.7 ‘Encourage employees to be innovative and take risks’
o Practice5.12 ‘Remove barriers to employee effectiveness’
• ‘Work Processes’:
o Practice 6.9 ‘Involve customers, suppliers and/or partners in designing and analyzing processes’
o Practice 6.10 ‘Use external data to compare performance to other organizations’
• ‘Suppliers and Partners’:
o Practice 7.3 ‘Share information with suppliers and partners that links to strategic and business plans’
o Practice 7.4 ‘Involve suppliers and partners in the development of new products and services’
o Practice 7.5 ‘Involve suppliers and partners in the development of social and environmental standards’
• ‘Resource Management’:
o Practice 8.8 ‘Prepare for resource interruptions’
• ‘Performance Measurement (KMA)’:
o Practice 9.2.7 ‘Supplier and Partner measures’
5.0 Conclusions
As intended, this study has added to the literature by examining the current state of excellence in organizations along
a broader continuum that includes role, size, industry sector and region and spans varying levels of awareness about
excellence models. With 1,963 respondents, the study has provided a snapshot valuable for the excellence community in
general and the working population at large.
Overall, the study has successfully attracted a good cross-section of respondents and captured the extent to which
organizations are characterized by the Principles and have deployed Best Management Practices common to high
performing organizations and found in excellence models.
Several conclusions were reached:
First, there continues to be enthusiasm for this study given the steadily increasing number of respondents,
researchers and requests for presentations. Respondents have shed more light on the current state of organizational
excellence, and researchers have been successful in helping to address gaps. The presentations have encouraged ensuing
discussions about moving from the current state to the desired future state. These discussions have been fruitful, and
there has been a growing appreciation that the quest for excellence must be a larger community effort.
Second, there continues to be a requirement for gathering more data and information that will contribute to the
desired sample size (9,000) and provide a better understanding of the current state by size, industry sector and
region. While the gaps remaining are most notable for particular industry sectors, there is also an opportunity to
strive for a good cross-section of respondents by many countries. For any country interested in improving its economy,
trade or resident quality of life, this undertaking will provide good baseline data on which to build and move forward
– understanding current state, comparing to others, building on strengths, addressing opportunities for improvement,
improving performance.
Third, the unforeseen event of the Covid pandemic (2020 – 2021) has really served to reinforce the importance of
addressing the opportunities for improvement noted in the Full Assessment portion of the study. As
we know, many organizations have been negatively impacted by the pandemic - lack of contingency plans,
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government decisions to shutdown economies, supply chain disruptions. And the duration of the pandemic might have
been reduced if there had been more attention paid to the Practice of benchmarking - learning from others about best
practices that served to mitigate the spread of the virus. That said, an important question remains - With the Practice of
benchmarking being one of the lowest rated in this study, how many entities are actually aware of or can appreciate the
benefit of such undertakings?
On the flip side, the Covid pandemic also showed many organizations survived quite well. In fact, some of these
organizations were able to adapt quickly to changing circumstances and reduce the impact – making changes to remain
relevant, making innovative pivots to push into new markets, instilling confidence in the organization with stakeholders.
This type of behaviour links to Best Management Practices found in excellence models that:
• Build capability, resilience and agility
• Leverage stakeholder suggestions, ideas and innovations
• Measure relevance to the marketplace and capability to manage change
6.0 Closing
In closing, this study will continue to pursue the original intention of capturing the current state of organizational
excellence to increase awareness, understanding, and application of the Best Management Practices found in excellence
models.
As a platform for long-term organizational success, the benefits will be far reaching - improving the performance
of organizations, contributing to the local economy, trade and resident quality of life, enabling more countries to
participate sustainably in the global economy, making the world a better place for future generations.
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Human Side Of Leadership
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Abstract

In the ever-changing workforce, increasingly, more leaders are self-made, even with relatively reclusive personalities.
The fact that companies invest so little time and resources in leadership training suggest room for improvement or
nurtured in developing leadership skills. Let us discuss becoming practical and knowledgeable to improve the human
side of “leadership at every level” and overall leadership quality. What to look for in a good leader:
Keywords: Integrity, Fairness, Trust and Responsibility.
1. Introduction
The human side of leadership involves nurturing and caring for the relationships we encounter. Trust is the key to
building those relationships. People must be able to act in good faith on the words, actions, and decisions.
A good leader is someone people will follow through thick and thin, in good times and bad, because they have
confidence in the leader as a person, the leader’s ability and knowledge of the job, and they know they matter to the
leader.
Regardless of the specific field, a leader has many things that they must accomplish in a day in the business world. And
while there are a variety of titles that these people may embody – CEO, Vice president, Director, etc. – it’s imperative
that everyone remembers that these are individuals and not simply positions. Often, many can lose sight of the fact that
leaders are just individuals doing a job to the best of their ability. We should not forget that the human element of the
business is what makes industry possible.
2. Past and present
As a business leader, it’s essential to have communication between all levels of operation. Occasionally, this might call
for bringing certain practices into question. A humanist leader doesn’t need to have a “one size fits all” mentality when
it comes to running a business; it’s best to have an open mind about the way other people see the business and be
flexible when it comes to methods of leadership. There’s no one way to do anything, and a successful leader will ensure
employees do their best in whatever appropriate manner.
Adhering to a strict standard may have been commonplace in the past, but today, people are much more likely to feel
drawn to someone who appears to have human qualities. The balance is a two-way street that consists of healthy
communication and respect. A leader can be their best self when their employees are open to the same ideals.
Employees are loyal to those who are relatable, and a relatable boss has human qualities in the workplace.
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3. How to Cultivate the Human Side of Leadership [1]
It can be challenging for top management to translate the company’s strategy into results. In a paper titled “Creating
value through HR”, the professional services firm Deloitte points out, “One of the key success factors of high performing
organizations is putting people first”.
Unfortunately, the reality in many organizations is perceived as quite different. Many workers actively distrust their
leadership.
3.1

The High Physical and mental Toll of Bad Bosses

While competent leaders can help an organization meet its goals, toxic leaders who do not empathize with their staff can
do great harm. In his book “Dying for a Paycheck,” Jeffrey Pfeffer, a professor of Organizational Behavior at the Graduate
School of Business, Stanford University, explains how bad bosses can make you sick. He shares a survey that found 61%
of workers said stress at the workplace had harmed their health. About 7% said they had to be hospitalized because of
the pressure they faced at work.
4. How to Get the Best Out of the People?
Leadership is not like it is in textbooks. As soon as you step into your first fundamental role, you quickly learn that 90%
of any role in any organization is the ability to handle people. At the end of the day, people choose to work for people.
Whether a first-level individual contributor working for a first-line manager or a senior vice president working for the
CEO, they are all unique people.
Each person has their individual needs, insecurities, challenges and dreams. Creating an environment where people are
truly valued as the company’s most significant resources start with the individual. That individual will set the tone for
their team, organization or even a large Fortune 500 company. People want to rally around something positive and be
hopeful for the future. Influential leaders need to make sure they reach out to connect with people.
5. Why employees want to see the human side of their Leaders [2]
For all its uncertainties, the pandemic may have presented more of a leadership challenge than a unique crisis to any
organization.
Leaders need to be more visible than usual during times of crisis because they need to set the tone through their words,
deeds, and body language. Even in more stable times, leaders are always “over-read,” meaning their employees analyze
every furrowed brow, hunched shoulder, or stray comment for hidden meaning. But leaders can also use that scrutiny
to send clear signals that any cuts are being made with a deep appreciation of their emotional and financial toll on the
people they are letting go.
For example, Arne Sorenson, the CEO of Marriott International, won widespread admiration for an emotional six-minute
video he posted in March 2020 in which he talked about the steep losses the company was suffering (he explained
that he would be forgoing his salary for the balance of the year and that his executive team’s pay was being cut by 50
percent).
He acknowledged that his team had misgivings about him delivering the message on video. Everybody could
see the effects of his treatments for pancreatic cancer, including his “new bald look,” as he said, and weight
loss that made his suit look a couple of sizes too big.

QOR

August/September 2021

page #22

Featured Article

“I can tell you that I have never had a more difficult moment than this one,” Sorenson says into the camera, visibly
choking up. “There is simply nothing worse than telling highly valued associates—people who are the very heart of this
company—that their roles are being impacted by events entirely outside of their control.
Employees want a confident leader, but they also want to see their human side.
6. The most essential traits of Great leaders [3]
Successful leaders are the power and intellect behind their organizations. They are the visionaries, and they know
when to seize opportunities and how to rally employees to work hard toward their company’s goals. The most critical
leadership qualities involve soft skills rather than technical knowledge or industry-specific experience, making leadership
traits necessary in every occupation.
Here are some essential traits:
• Empathy: Not all leaders are extroverts, but a great leader is often empathetic, warm and approachable. They
genuinely care and uplift others when they are down. Many excellent leaders self-identify as introverts! Instead, it
means demonstrating empathy and building meaningful working relationships with those around you, whether they
are a peer or a direct report. They are incredibly humble and modest towards their achievements, always giving credit
to their teams.
• Humility: Great leaders are very humble. They are willing to serve individuals, and it is never about their ego or
authority. Inspire teamwork and help everyone focus on organizational goals. When things go wrong, they are humble
enough to admit their mistakes.
• Gratitude: Great leaders never leave a chance to show how thankful they are. They know that without their people
going above and beyond, not much can be achieved. Gratitude goes a long way in the minds of great leaders.
• Self-confidence: The savviest leaders have the grit and courage to stand their ground and display confidence amid
conflicts. However unpopular they may sound. They project unshakeable self-confidence, and calmly they make the
right decision also listen to the opinions of others. Teams are motivated by a drive towards a common goal. The leader
is passionate about the goal, creating unity among their team to work together.
• Intuition: Intuition is one of the more seldom-seen traits that leaders project. A leader with great intuition can
foresee trends and forecast beyond any other leader. They have a solid internal compass that allows them to make the
right decisions.
• Responsibility & Dependability: The most important qualities is a sense of responsibility and dependability. This
means displaying those traits in your individual work and demonstrating them in your interactions with others. Your
team members need to know that they can depend on you to take on your fair share of work and follow through,
support them through tough times, and help them meet both shared and individual goals.
Besides these traits, there are some hidden facts to develop and improve the “Human side of Leadership at every level”
and overall leadership quality.
• Idealized influence: This is when leaders are guided by their moral commitment to do the right thing in terms of
their employees, themselves and other stakeholders.
• Inspirational motivation: This is when leaders inspire their followers to be their best, achieve greater
heights than they thought was possible, and foster their self-efficacy.
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7. Discussion and Analysis
Leadership is the art of influencing others to their maximum performance to accomplish the task. Management is a
science, but leadership is an art. Leadership is of the spirit, compounded of personality and vision.
Leadership has been and always will be the most asset on earth. Without it, no amount of money, resources or talent
will ever achieve sustainable success for any organization. But with it, all other odds and obstacles can be overcome.
Leadership is what moves us from point A to point B. Leadership is what gives us hope for a better tomorrow [4]
We cannot put leadership into a nice little box and place it on a shelf for easy reference and review. Instead, it would
seem we’d be better off recognizing that, like most human interactions, leadership is defined both by its complexities
and assist simplicities in how one guide’s others toward a common goal.
Leaders are responsible for effectiveness. Much has been written about effectiveness—some of the best of it by Peter
Drucker. He has such a remarkable ability to simplify concepts. One of the things he tells us is that efficiency is doing
the thing right, but effectiveness is doing the right thing. The art of leadership requires us to think about the leader-assteward in terms of relationships, assets and legacy, momentum and effectiveness, civility and values.
The following is an excerpt from “Facing Some Personal Emotions and Feelings. Human side of Leadership, Forbes
June 24, 2009)
Must acknowledge that people are sometimes experiencing loss and grief. Do not ignore the personal and
psychological elements of the process; the ability to cope with the emotional fallout of change is essential if you have
been or will be reducing your workforce.
People react in different ways to change and adapt at various paces. Be patient, coach people who are struggling and
understand that performance may be an issue. Effective leaders know to be tough and assertive in terms of goals,
accountability, focus and perseverance. Listen with an open mind and without judging. Tell people–repeatedly–that
you value them and acknowledge the emotional impact of seeing colleagues and friends escorted out the door.
Tell people the truth, acknowledge mistakes and be clear about your situation and prospects for the future. You can
be resolute and hopeful without sugarcoating the challenge. Self-reliance, confidence and willingness to do the hard
work are essential. You cannot fix the company or implement a new process or develop a new strategy all on your
own. You need the support of peers and subordinates to get the work done and as fellow travellers on challenging
journeys.
Draw on your personal and organizational strengths and skills, and confidently apply them to new situations and
circumstances. Lead the way with a willingness to learn and try new things even when the process is difficult and
painful. Leadership isn’t about finding the right business model or crafting the ultimate set of competencies. It is
about being honest, authentic and human, even and specially-in turbulent times.
Lastly, let me explain the humanistic approach. A humanistic leadership system has a clear and aligned vision, mission,
values, and expected behaviours. In a humanistic leadership system, the organizational culture is caring, supportive, and
appreciated and included. The humanistic leader understands at a deep level that the most crucial business indicator
is the level of joy and meaning which people have in their work. When this is in place, all other indicators of business
success will go up.
The key tenants of humanistic leadership are placing the needs of people over profit, to have empathy and respect
for others [5]
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8. Conclusion
Ideal leaders cannot be defined by one single trait. Ho wever, there are many individual traits that we can pick and
choose from and use to channel outstanding leadership. S uccessful leaders learn these traits from previous leaders
and pass along their wisdom to the next aspiring leaders. S uppose more leaders would adopt Truly Human Leadership
practices. In that case, we could profoundly shape the fut ure of our country and address many of the problems faced in
our companies, homes and comm unity.
I had the opport unity to observe the human side of q uality from working in various organizations and observing different
cult ures in different places of the world. The nat ure of ens uring honesty, integrity, and ethics lies in the q uality of our
people, the q uality of work we do, the q uality of our relationship and the q uality of our leaders. Evaluate the merits and
systems of their character and contents of their heart; it’s all about trust. Trust that is inner voice. Machines and systems
do not have feelings, but people do. A people’s greatest asset is not a head full of kno wledge but a heart full of love and
an ear ready to listen and hand willing to help others.
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International Journal of Production Research seeks submissions for a special issue on Modeling and Decision Support
to integrate Industry 4.0 Technologies and the Circular Economy. The circular economy (CE) has become an essential
social innovation that has received recent and significant global attention due to issues related to reaching our planetary
resource boundaries. It is a system of production and consumption that ensures products, components, materials, and
energy remain in circulation—adding, recreating, and maintaining their value over an extended period of time (Govindan
and Hasanagic, 2018). CE adoption requires systemic changes in cross-functional decision-making, including product
development, sourcing, production, and logistics (Batista et al., 2018). CE adoption includes multiple antecedents,
barriers, practices, and outcomes (Govindan and Hasanagic, 2018; Bhatia et al., 2020).
Industry 4.0 technologies such as the Internet of Things (IoT), cyber-physical systems (CPS), additive manufacturing
(AM), and blockchains can facilitate CE transition (de Sousa Jabbour et al., 2018). The integration of Industry 4.0
technologies increases decision complexity, especially with respect to CE product and process design, refurbishment,
remanufacturing, and logistics processes. For example, IoT, virtual and augmented reality applications in
remanufacturing require strategic decision models to optimize product remanufacturing (Moosmayer et al., 2020).
Opportunities exist for exploring the linkages between product life cycle, optimal remanufacturing process design (Kerin
and Pham, 2019), and proactive application of CE innovations. Big data analytics can also help firms uncover hidden
patterns and unlock the potential of circularity (Cheng et al., 2021). Such analytics may help extract meaningful insights
regarding the environmental impact and consumption aspects of a product’s entire life cycle. These analytics can be
leveraged to support decision-making during multiple product lifecycle stages.
Small and medium enterprises engaged in CE face concerns related to understanding Industry 4.0 technology returns
and issues with behavioural decision-making from individual and organizational learning (Moosmayer et al., 2020).
AM can support remanufacturing of products or components (Lahrour and Brissaud, 2018) in connection with CE
business models focused on recycled materials (Mattos Nascimento et al., 2018). AM can also be exploited
to improve overall CE performance (Angioletti et al., 2017) through improved product development and
design (Müller et al., 2018). However, few normative and formal modelling attempts have been introduced to
accommodate recycled materials for strategic product development decisions using AM.
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Blockchain technology can also contribute to CE by reducing transaction costs and carbon footprint (Choi et al.,
2020; Kouhizadeh et al., 2020). For example, various blockchain service providers have developed solutions to ensure
traceability of plastic recycled from the ocean and urban waste, which can be used to produce packaging for multiple
industries. There is a need to quantify blockchain technology risks and benefits for tracing and tracking end-of-life
products for recycling (Subramanian et al, 2020) and design suitable contracts between supply chain partners to adopt
blockchains for incentivization, risk mitigation, traceability and CE.
While there is potential to utilize Industry 4.0 technologies to achieve CE related targets with a significant research
agenda identified (de Sousa Jabbour et al. 2018)—there is limited research on the development of formal decisionmaking models and tools for integrating digital technologies for optimal CE-related decisions such as product and
process design, refurbishment and remanufacturing logistics planning. Some initial efforts do exist (e.g. Bhatia et al.,
2020; Dev et al. 2020; Kamble et al. 2021; Lin, 2018), but there is ample need and opportunity to establish further
additional support tools that can more effectively link these two critical and emergent social, technological, and
organizational innovations—innovations that require multi-stakeholder, multi-organization, and multi-functional
considerations.
Hence, the objective of this special issue is to encourage investigation that will advance the body of knowledge on
strategic, tactical and operational decision making supporting integration of Industry 4.0 technologies with CE. We do
not have a bias or preference for which modelling technique to be used and encourage optimization, simulation, game
theory, machine learning, decision analysis, and set theory techniques. Manuscripts which utilize modelling techniques
incorporating actual data from case companies and validation are most welcome.
The main topics of interest include, but are not limited to:
• Models to analyze the risk and benefits of Industry 4.0 technologies in the CE context.
• Behavioral decision-making frameworks including strategic models for firms and individuals dealing with applications
of Industry 4.0 technologies for CE.
• Strategic models to capture trade-offs between digital CE and CE.
• Big data analytics for eco-design to support circular economy transitions.
• Development of decision support systems to facilitate and justify the adoption of AM and blockchain for a circular
economy.
• Coordination models between SMEs and their supply chain partners engaged in digital CE.
• Modeling for the use of recycled material for AM
• Big data analytics for optimal refurbishment and remanufacturing of spare parts using IoT captured real-time data.
• Big data analytics for real-time transportation and routing decisions to facilitate reverse logistics and CE.
• Deep learning methods for digital circular supply chains.
• Leasing, servitization, and contract design for digital CE.
• Collaboration models for digital circular economy
• Multi-stakeholder integrative and decision support tools for the digitalized CE environment.
• The linkage of descriptive, predictive, and prescriptive analytical approaches to support this decision environment.
• How can supply chain selection and development be managed through decision support in the digitalized CE context?
• How can Sustainable Development Goals (SDGs) be met and optimized through digitalized CE?
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Submission Requirements:
• Manuscripts should be submitted via the submission site for International Journal of Production Research:
https://mc.manuscriptcentral.com/tprs
• On Step 5 of the submission form, please select “MDS I4.0 in CE” from the special issue dropdown menu.
• Manuscripts should not have been previously published nor be currently under consideration for
publication elsewhere.
• For Guide for Authors, please refer to the webpage.
Deadline
• The submission deadline is 31/03/2022.
• The Special Issue is scheduled for publication in early 2023.
Special Issue Editors
Managing Guest Editor:
• Kannan Govindan, Chair Professor of Sustainable Operations and Supply Chain Management, University of Southern
Denmark, Denmark kgov@iti.sdu.dk
Guest Editors:
• Joseph Sarkis, Professor of Operations Management, Worcester Polytechnic Institute, Business School, USA
• Atanu Chaudhuri, Associate Professor of Operations and Technology Management, Durham University Business
School, UK
• Nachiappan Subramanian, Professor of Operations and Logistics Management, University of Sussex, UK
• Manoj Dora, Reader of Operations Management, Brunel Business School, Brunel University London, UK
• Luciano Batista, Associate Professor in Operations Management, Aston Business School, Aston University, UK
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Online Learning 24/7 at Organizational Excellence Specialists

Dawn Ringrose,
Principal at Organizational Excellence Specialists Inc, Canada
Email: dawn@organizationalexcellencespecialists.ca

Over the last year, we have been working hard to add our workshop series to a learning site that will make the 10
workshops available 24-7 and allow the professionals to learn at their own pace and on the device of choice. Each
workshop has been priced economically so that professionals worldwide will have access to and participate in ongoing
professional development or earn a designation.
Learning Site
On the learning site https://oes-learning.ca/index.html, there is a high-level overview of the workshop series, links to
the workshops, answers to frequently asked questions and resources that validate the return-on-investment – the
positive relationship between implementing best management practices found in an excellence model and improving
organizational performance.
When you take a workshop, there will be valuable resources at your fingertips: the Organizational Excellence Framework
publication, participant slides, notebook, quizzes, references, workshop evaluation form. And upon completion of each
workshop, you will receive a Certificate of Completion.
Workshop Participants
The OEF workshop series builds on the content in the Organizational Excellence Framework (OEF) publication (© 2014
updated, 2010 Dawn Ringrose) that integrates leading excellence models and provides implementation guidelines for the
user. Intended to augment the knowledge and skill set of any professional, each workshop transfers knowledge about
the principles and best management practices common to high performing organizations and provides an
opportunity to self-assess and develop an improvement plan to address gaps.
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Professionals that take these workshops are engaged in a variety of roles - management consulting, accounting, project
management, human resources, engineering, health & safety, mergers & acquisitions and leadership and management
positions across industry sectors ... They take the workshops for a variety of reasons - ongoing professional development,
adding value to their organization, being able to better communicate with or aspire to the C-Suite, earning a designation
to demonstrate a seal of approval from an external party ...
We are proud of our track record to date, with an overall average workshop satisfaction rating of 93%. Some of the
feedback from workshop participants is provided here https://organizationalexcellencespecialists.ca/testimonials/,
and video clips from some of our Licensed Professionals are provided here https://www.youtube.com/channel/
UC7cd57nY0z8wF3dUTNALKZw
Workshop Series
This learning can be applied to any size and type of organization at any stage of maturity. In addition to sharing
definitions and implementation guidelines, the OEF workshop series offers a holistic (system wide) and modular (key
management area) approach to improve organizational performance. This way, the participant can strategically apply
the learning to an organization – engage in a quest for excellence, strengthen the management system, train employees,
address specific issues, work on opportunities for improvement, and pursue strategic imperatives ...
Holistic Workshop
The holistic workshop on the OEF provides an overview of the global research that validates the positive relationship
between excellence models and organizational performance, an overview of the OEF publication, an understanding of
how the OEF can be applied to any size or type of organization and an opportunity to self-access an organization against
the principles and practices in the OEF and prepare an action-oriented improvement plan to address gaps.
• OEF 1000 - Organizational Excellence Framework
Modular Workshops
The modular workshops cover a specific key management area in the OEF publication. These workshops provide an
overview of the OEF publication, the best management practices in the key management area and an opportunity to
self-assess against these practices and prepare an improvement plan to address gaps. More time is spent in the modular
workshops on implementation and sharing best in class examples so the participant understands how the practices can
be applied to an organization.
• OEF 1001 - Governance				
• OEF 1002 - Leadership
• OEF 1003 - Planning
• OEF 1004 - Customers
• OEF 1005 - Employees
• OEF 1006 - Work Processes
• OEF 1007 - Suppliers and Partners
• OEF 1008 - Resource Management
• OEF 1009 - Continuous Improvement and Performance Measurement
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Earning a Designation
For professionals that wish to use a turnkey toolkit in their organization or advisory practice, the workshops on the
learning site are part of earning a designation as a Registered Organizational Excellence Specialist or a Certified
Organizational Excellence Specialist and becoming licensed to do so. The tools in the toolkit include: OEF publication,
scenario games, workshop series, automated assessment and reporting system, global index and train-the-trainer
program. You will find additional information on the website and are welcome to contact us directly to discuss your
interests here https://organizationalexcellencespecialists.ca/contact-us/
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8th HLF 2021: Next-Generation Dynamic Forum in Heidelberg: World’s Supreme
Scientists, COVID-19 and OR

Burcu Gürbüz,
Postdoctoral Research Associate, Johannes Gutenberg-Universität Mainz, Germany
Email: burcu.gurbuz@uni-mainz.de

Gerhard-Wilhelm Weber,
Professor at Faculty of Engineering Management, Poznan University of Technology, Poznan, Poland
Email: gerhard.weber@put.poznan.pl

The 8th Heidelberg Laureate Forum (HLF) (https://www.heidelberg-laureate-forum.org/forum/8th-hlf-2021.html) was
successfully held online between September 20-23, 2021, after its virtual edition last year.
HLF is a networking conference that provides interactions between the laureates of the Abel Prize, ACM A.M. Turing
Award, ACM Prize in Computing, Fields Medal, and Nevanlinna Prize with 200 carefully selected young researchers in
Mathematics and Computer Science, including their coverage of Operational Research. The forum has been annually
organized by the Heidelberg Laureate Forum Foundation (HLFF) since 2013 and is funded by the Klaus Tschira Foundation.
The scientific partners include: the Association for Computing Machinery (ACM), the International Mathematical Union
(IMU), and the Norwegian Academy of Science and Letters (DNVA).
Every year during HLF, the most prestigious award recipients and invited speakers give lectures concerning
their research studies and hot topics in science. These talks provide the participants, particularly the
young researchers, inspiration, motivation, and awareness about state-of-the-art findings and inventions.
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A significant part of the conference series’ interdisciplinary and applied talks consists of OR contents on Complexity
Theory, Discrete Mathematics, Applied Probability, OR in Medicine, Neuroscience and the Arts, and of OR-supported
interfaces between mathematics, computer science and engineering.
In its 8th edition, the HLF strived to find the most effective way to digitally connect the laureates with the young
researchers. The organization provided a powerful concept and tools to succeed with the motto “Digital. Dynamic.
Interactive”. With her interview, Anna Wienhard (Scientific Chair of the HLFF) explained the aim of HLF as providing an
interactive platform for young researchers from all over the world to meet the laureate of the most distinguished prizes
in Mathematics and Computer Science (https://youtu.be/1l0pkMkIVmQ). Thus, the promising program of the HLF’21
was enriched by carefully decided flourishing sessions such as Laureate Group Sessions, Scientific Speed-Networking,
Scientific Interaction Sessions, Panel Discussions, Laureate Lectures, and Discussions, Lindau Lecture, Laureate Dialogues,
Poster Session, Hot-Topic Session with Fishbowl Discussions, Workshops as well as Window to the World, Networking,
Warm Up Sessions, Pub Quiz, and After Party events.
At this year’s HLF, the list of participating laureates was as follows: Scott J. Aaronson (ACM Prize in Computing, 2020),
Leonard Max Adleman (ACM A.M. Turing Award, 2002), Alfred Vaino Aho (ACM A.M. Turing Award, 2020), Yoshua Bengio
(ACM A.M. Turing Award, 2018), Caucher Birkar (Fields Medal, 2018), Frederick Brooks (ACM A.M. Turing Award, 1999),
Edwin E. Catmull (ACM A.M. Turing Award, 2019), Vinton Gray Cerf (ACM A.M. Turing Award, 2004), Jeffrey A. Dean (ACM
Prize in Computing, 2012), Whitfield Diffie (ACM A.M. Turing Award, 2015), Simon Donaldson (Fields Medal, 1986), Alexei
Efros (ACM Prize in Computing, 2016), Gerd Faltings (Fields Medal, 1986), Alessio Figalli (Fields Medal, 2018), Shafrira
Goldwasser (ACM A.M. Turing Award, 2012), Patrick M. Hanrahan (ACM A.M. Turing Award, 2019), Martin Hellman
(ACM A.M. Turing Award, 2015), Sir C. Antony R. Hoare (ACM A.M. Turing Award, 1980), Daphne Koller (ACM Prize in
Computing, 2007), Leslie Lamport (ACM A.M. Turing Award, 2013), Yann Lecun (ACM A.M. Turing Award, 2018), Barbara
Liskov (ACM A.M. Turing Award, 2008), Shigefumi Mori (Fields Medal, 1990), Bảo Châu Ngô (Fields Medal, 2010), David
A. Patterson (ACM A.M. Turing Award, 2017), Raj Reddy (ACM A.M. Turing Award, 1994), Joseph Sifakis (ACM A.M. Turing
Award, 2007), Ivan Sutherland (ACM A.M. Turing Award, 1988), Robert Endre Tarjan (Nevanlinna Prize, 1982; ACM A.M.
Turing Award, 1986), Jeffrey David Ullman (ACM A.M. Turing Award, 2020), Leslie G. Valiant (Nevanlinna Prize, 1986; ACM
A.M. Turing Award, 2010), Avi Wigderson (Nevanlinna Prize, 1994; Abel Prize, 2021), and Efim Zelmanov (Fields Medal,
1994).

HLF’21: Donna Strickland is giving her talk while Anna Wienhard moderates the session.
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This year’s HLF welcomed Donna Strickland (Nobel Prize in Physics, 2018), the guest speaker who held the Lindau
Lecture. Besides her research study, she shared her experience as a very successful scientist and gave important advice
to the young researchers for their career steps. At the same time, she mentioned her excitement about meeting with
other laureates who have done admirable work in their fields.
Prestigious laureates gave their lectures at the 8th HLF: Avi Wigderson, Institute for Advanced Study, Princeton, “The
Value of Errors in Proofs”; Scott J. Aaronson, University of Texas, “Quantum Computational Supremacy”.
The “Hot Topic” Session was about an important topic affecting our lives at the moment, the COVID-19 pandemic
situation. The distinguished speakers shared their effective presentations with the community. Sebastian Funk (London
School of Hygiene & Tropical Medicine) presented the help of modeling studies to policymakers and the authorities.
One of the tutorial speakers of the EURO 2019, Sheetal Silal (University of Cape Town), also presented the upcoming
details of her disease modelling research and OR-based applications. Julia Fitzner (World Health Organization) shared
updated details of the pandemic and the importance of accurate and robust disease models in OR researches. Amrish
Baidjoe (Médecins Sans Frontières - LuxOR Unit), gave an introductive concept to the audience on medical aid and its
dependency on modelling and practical applications in OR. The session was moderated by the science journalist Martin
Enserink (Science Magazine) (https://youtu.be/6hIWX2cpXF0).

Hot Topic at HLF’21: Mathematics of Disease - The Science of Epidemic Modeling: Julia Fitzner and Sheetal Silal (from left to right) gave their talks.

Laureate Dialogue at HLF’21: Leslie Lamport, Whitfield Diffie shared their ideas on algorithms and proofs. The session was moderated by Tom Geller (from left to
right; https://www.youtube.com/watch?v=KVs3YFKqclU&t=132s).
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One of the “Laureate Dialogue” sessions was a productive discussion between the recipients of the ACM A.M. Turing
Awardee Leslie Lamport (Microsoft) and Whitfield Diffie (Center for International Security and Cooperation, Stanford).
They indicated an essential point of the strong connection between Mathematics and Computer Science through
proofs and algorithms. The session was moderated by the journalist Tom Geller (https://tomgeller.com/). Tom Crawford
(University of Oxford) introduced the program in the Daily News Show and Recap to summarize the events.

HLF’21: Whitfield Diffie, Burcu Gürbüz, Tom Crawford, and Anna Wienhard (from left to right) at the Closing Ceremony.

This fascinating event was organized by Ruth Wetzlar, the Managing Director of HLFF, and precious members of the HLFF
team (https://www.heidelberg-laureate-forum.org/about/team.html) who turned the dreams of the young researchers
into reality through their support and diligent work in the organization. In particular, the Young Researchers Relations
team Sarah Macleod and Martina Wagner, motivated and encouraged the early-stage scholars and informed them about
every detail of the event.
Coauthor Burcu Gürbüz was selected for the event as one of the 200 young researchers from a total of 900
applicants. She had a chance to present her study outcome, collaborating with her supervisor Alan Rendall (Johannes
Gutenberg-University Mainz), on a biochemical application of nonlinear dynamical system analysis (https://arxiv.org/
abs/2106.14732). Her poster work on her postdoctoral research was selected as one of 20 posters for the presentation at
Digital 8th HLF from 70 candidates. During the interactive sessions, she informed the audience about the upcoming OR
event of EURO 2022, Espoo, Finland (https://euro2022espoo.com/).
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DMV-ÖMG Annual Conference 2021 On How a Local and Virtual Meeting Turns
out a Global Format with OR Studies

Burcu Gürbüz,
Postdoctoral Research Associate, Johannes Gutenberg-Universität Mainz, Germany
Email: burcu.gurbuz@uni-mainz.de

Gerhard-Wilhelm Weber,
Professor at Faculty of Engineering Management, Poznan University of Technology, Poznan, Poland
Email: gerhard.weber@put.poznan.pl

The joint Annual Conference of the German Mathematical Society (DMV) and the Austrian Mathematical Society (ÖMG)
2021 was held with the participation of over 700 scholars from 36 countries from all over the world. The DMV-ÖMG
Annual Conference 2021 was successfully held from September 27 to October 1, 2021, hosted by the University of
Passau. The conference took place in a virtual format due to the current COVID-19 circumstances, while the participants
could find a chance to interact through several engaged discussions on Wonder.me. Platform. Moreover, the program
was included over 420 talks (https://www.uni-passau.de/en/dmv-oemg-jahrestagung-2021/home/).
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The map of the belonging countries of participants of the DMV-ÖMG Annual Conference 2021.

Outstanding professors organized the prestigious event from Germany and Austria (https://www.uni-passau.de/en/dmvoemg-jahrestagung-2021/committee/). The Keynote Speakers were carefully selected between distinguished scholars,
and they introduced their research studies with the participants. The Opening Ceremony joyfully started with a musical
concert which was motivating and welcoming the participants. Then a virtual tour of the history and campus of the
University of Passau was presented by Mario Puhane (University of Passau).
During the meeting, the OR-related studies were also presented. The importance of interdisciplinary studies and their
real-world applications were also indicated. One of the Keynote Speakers, Anita Schöbel (TU Kaiserslautern) introduced
emerging news. All concepts about robust optimization were illustrated on real-world problems which are currently
tackled at Fraunhofer ITWM.

QOR

August/September 2021

page #39

Announcement

Anita Schöbel gives her talk on “Robust Optimization”.

Keynote Speakers and their titled talks are Julian Fischer (IST Austria): “Interface evolution problems in fluid mechanics
and geometry”, Nina Gantert (TU München): “Exclusion processes: some new results and open questions”, Martin
Grötschel (TU Berlin) “Moderne Mathematik”, Christian Hesse (University of Stuttgart): “Mathematik und Schach”,
Stefan Kebekus (University of Freiburg): “Minimale Modelle und die Klassifikation algebraischer Varietäten”, Anke Pohl
(University of Bremen): “Automorphic functions, transfer operators, and dynamics”, Joscha Prochno (University of
Graz): “The asymptotic structure of Schatten classes”, Karin Schnass (University of Innsbruck): “Conditioning of random
submatrices”, Anita Schöbel (TU Kaiserslautern): “Robust optimization: Real-world applications imply a challenging
topic”, Gabriele Steidl (TU Berlin): “Motion and Deformation in Images”, and Angela Stevens (University of Münster):
“Mathematics in Epidemiology”. Moreover, the DMV-ÖMG Annual Conference 2021 had twenty eight Minisymposia
talks (https://www.uni-passau.de/en/dmv-oemg-jahrestagung-2021/minisymposia/) and fourteen Section talks (https://
www.uni-passau.de/en/dmv-oemg-jahrestagung-2021/sections/). On the other hand, the program was enriched by many
different events such as Maths Teachers Day, Students Conference and lunchtime seminar “Mathematics in Industrial
Applications” to gather attention of young scholars as well as teachers and the experts in the industry.

Jochen Merker, Burcu Gürbüz, Josef Hofbaer, Miriam Steinherr, and Christian Pötzsche at the Section talk: Dynamical Systems organized by
Josef Hofbaer (University of Wien) and Timo Reis (University of Hamburg).
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This esteemed event was successfully moderated by Brigitte Forster (University of Passau). Prof. Dr. Forster also
introduced the program daily based and informed every detail to the participants with her endless support and diligent
work in the organization. Coauthor Burcu Gürbüz also presented her joint research study on a dynamical system study
with an application on a medical model, which can lead to OR-related further investigations. Besides, during her talk,
she introduced the news such as SIs, meetings, and events from the IFORS and EURO societies. Consequently, she gave
information about the upcoming OR Event-EURO 2022 (https://euro2022espoo.com/).
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Online Risk Training in 2022

Greg Hutchins,
Principal Engineer of Quality + Engineering. Founder of Certified Enterprise Risk Manager® (CERM) Academy, 800Compete.com
Email: gregh@800compete.com

Welcome to the Quality + Engineering CERM (Certified Enterprise Risk Manager®) Academy!
What is CERM?
Certified Enterprise Risk Manager (CERM) is a risk management certificate based on ISO, ANSI, IEC, and NIST standards.
CERM certificate, training, and consulting services consist of:
• Risk-based, problem-solving.
• Risk-based decision making.®
• Proactive-Preventive-Predictive-Preemptive Framework

Listen to what clients say about CERM:
“CERM helped us comply with FERC and NERC requirements. Without the certification training, it would have taken 2
more years to establish the right risk-controls in our company. ”
--ERM/Risk Director – Fortune 500 Electric Utility
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“We were ISO 9001 – 2008 certified. We could not certify the new 2015 standard because Risk-Based Thinking (RBT)
was a new requirement. We had problems implementing RBT. CERM classes helped us implement RBT.”
--Quality Director – Manufacturing Company
http://cermacademy.com/
To learn more how Certified Enterprise Risk Manager® can help you manage risk, please contact:
Greg Hutchins PE CERM
800.Compete (800.266.7383)
503.233.1012
Greg@800Compete.com
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Operational Research Online Resources for Developing Countries

Gerhard-Wilhelm Weber,
Professor at Faculty of Engineering Management, Poznan University of Technology, Poznan, Poland
Email: gerhard.weber@put.poznan.pl

The aim of the IFORS Developing Countries Online Resources page is to offer the OR worker all publicly-available
materials on the topic of OR for Development. It also aims to provide a venue for people who are working in the area
to share their completed or in-process work, learn from others, and stimulate comments and discussions on the work.
Regarding IFORS Developing Countries OR resources website, its regular updates - and your possible submission of “free”
(not copyright protected) material, you might occasionally visit
http://ifors.org/developing_countries/index.php?title=Main_Page
With this open resources page, we aim to make research and application results better accessible to the many friends in
Developing Countries. We would be glad about your interest.
Contributions from art and science, communication and education sectors are warmly welcome by our community
which has very little access to emerging documents on arts and sciences, research, design and development.
“Operational Research” (OR) is the discipline of applying advanced analytical methods to help make better decisions.
By using techniques such as problem structuring methods and mathematical modelling to analyze nontrivial situations,
Operational Research gives executives the power to make more effective decisions and build more productive systems.
The International Federation of Operational Research Societies (IFORS; ) is an almost 60-year old organization currently
composed of 51 national societies. Regional Groups of IFORS are: ALIO (The Latin American Ibero Association on
Operations Research), APORS (The Association of Asian-Pacific Operational Research Societies), EURO (The Association
of European Operational Research Societies), NORAM (The Association of North American Operations Research
Societies). IFORS conferences take place every three years. On IFORS 2021, Seoul, South Korea, August 22-27, 2021,
please refer to
http://ifors.org/http://www.ifors2020.kr/
Thank you very much for your attention.
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