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Non-purchase, Non-share Employee Ownership
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The common purpose of the shareholder and the ”human capital holder” enables greater focus on 

the organisational purpose and its long term objectives.  The reduction in supervisory time spent by 

management will free leaders up to spend more time on the long-term sustainability of the 

organisation. This is is likely to be a higher level than just profit and is likely to include its social and 

environmental contribution. 

Wider ownership will increase a greater sense of community within the organisation and a greater 

sense of organisational responsibility to the outside community. This will lead to activity and 

discussions within the community and result in a more democratic organisation, which is more likely 

to incorporate the organisation’s higher purpose. Citizenship and community do not mean that 

everyone will agree with each other and the organisation will face the challenges of any democratic 

community.

The approach starts with people and that people-centricity means that, by definition, it addresses the 

humanisation of business. Suddently Human Assets are treated like assets, across the board.
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The common ownership creates a greater sense of shared purpose which transforms the us (employees) 

and them (management and shareholders) to create a we mentality that diminishes the lack of trust 

implicit in ”command and control” management. 

Owners act differently to employees, so do not need the same degree of supervision. They will take greater 

responsibility for their own actions and the greater autonomy will likely create self-management that is far 

tougher than any external management while peer pressure will make them tougher on non-performers. 

Owners are more open to seeing opportunities and envisioning change and coming up with new ideas.

Universal shared ownership will create a culture of shared values that will be passionate about creating an 

organisation that is as good as it can be: that is recpetive to change and committed to continuous 

improvement. 

With shared values and common purpose creating an organisation that is more likely to operate as a single 

team. In this context people will be appreciated for what they can contribute and diversity is less likely to 

be an issue or create a barrier to success. 

People are working for themselves rather than others which will provide a platform for greater effort but, 

more importantly recognition as as assets will encourage them to be the best they can and create a greater 

alignment between their work-life and their social life and lead to more fulfilling lives in general. 
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The approach introduces a clear mechanism for involving the employees in the direction  setting of 

the business. As owners they will be more concerned with the direction of the business and being 

closer to the day-to-day operations will have a better idea of where it should go.

Ownership is likely to make people more open to new ideas while their need to solve problems as 

quickly as possible and as cheaply as possible will make them prepared to experimentmore often and 

more cheaply. 

Better information, greater transparency and the sense of teamwork and collaboration will increase 

people’s contribution and make their skills and talents more likely to be recognised and appreciated 

and create an internal market where it is easier for their skills and talent to be used where needed. 

Wider ownership with a greater sense of common purpose makes internal politicking far less likely. 

People will be working for the greater good and self-interest will soon be outed and crushed. 

This approach enables the organisaton to work more effectively as a single team and is thus more 

uniting than most other models. However, premised as it is on doing whatever is best for the greater 

good, it introduces new tools to look at the value of different parts of the organisation and can 

readily support disaggregation (or consolidation)
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Valuing and accounting for people as Human Asset will  bring make the management of people more 

empirical and bring it out of the ”soft-skills” arena which management finds so uncomfortable and 

subjective. But at the same time it brings it more into line with the management of other assets and 

so will not provide a massive learning curve. Rather it will provide a basis for better evaluating many 

of the people management tools that are currently used. 

Not yet identified, although it goes some way toward creating a more open culture.  

Management recognises people as their most important asset but, because of historic accounting 

practice, behaves as though people are a cost.  This approach counters that and will fundamentally 

change the foundations of management thinking and behaviour simply because it provides them with 

a mechanism for recognising and measuring the value of the human contribution. It will now allow 

them to behave in accordance with thinking that they are intuitively comfortable with and stop the 

knee jerk behaviors when times get tough. It will compel them to be better leaders rather than 

managers. 
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This solution could lead to flatter and more flexible structures as  the owners adapt their 

organsiation to better meet its objectives. Ownership will mean greater autonomy and less 

management, which will reduce the number of layers necessary. 

Leadership moves from ‘taskmaster’ to team captain

As owners people will need more information to enable them to operate more effectively 

and guide the organisation forward. 

As indicated earlier, owners generally take a greater interest in their work and consequently 

need less supervision. Thus with clearly defined and agreed values they will have all they 

need for da-to-day decision making and self-management. 

Greater recognition and ownership will create a more democratic environment and the 

teamwork to allow dissenters to make their case. However, if they concerns are overruled 

they will be expected to commit to doing their best to help make it happen. If they don’t 

peer group pressure will probably be more effective in helping them move on. 
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The approach enables a range of performance measure that have only been dreamed about in the past. 

While they are not complete on their own they provide the missing element to traditional balanced 

scorecard measures that, when incorprated will provide more meaningful assessment of organisational 

performance  

Not yet identified. 

Employees perhaps have a greater interest than any other stakeholder in the long-term sustainability of 

the organisation as they suffer the most in the event of a corporate failure. This approach makes it easier 

for management to take a longer term perpective because the employee-owners will have more of a 

long-term focus. 
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