SZSN Si gns Contract For Exclusive Distribution!

Shandong Zhouyuan Seed and Nursery Co., Ltd (SZSN)
$0.24 UP 4.35%

SZSN continues to expand its distribution network. Contracts signed with
Q ndao Seed Distribution to supply exclusively SZSN s seeds types.
Volume is up and price is clinbing. Get on SZSN Thur sday nor ni ng!



But how nany people know all about asymetric systens?

Fol | owi ng the appoi ntnent of a new CEQ Sears put great effort into building a c
ust oner and peopl e focused busi ness.

You could easily claimthat all great nanagers, certainly all inportant entrepre
neurs, are navericks, rul e-breakers who disregard the herd and obey their own hu
nches and heart.

No tinme for continuous inprovenent Vi si bl e and conpetent | eadership of change.

Hence the title of this paper: nost of what HR spends it time doing has little o
r no inpact on the performance of the business.

HR is less functionally oriented, operating nore as business partners and consu
tants in the organisation.

Whi |l e Rone burns, many Neros are fiddling - in the original, not the Enron sense

No part of this site nay be reproduced in any formw thout the prior witten per

nm ssion of Extensor Limted.

However, it would be conplacent in the extrene to assune that, because this has

been the pattern in the past that it will continue to be so in the future

HR is |l ess functionally oriented, operating nore as business partners and consu

tants in the organisation.

Redrawi ng t he boundaries neans preparing managers for working in an environnent

of fewer rules and no instant crutch fromHR

They know that recruiting people that can nmake a difference and, nore inportantl

y, hanging on to them is essential to continued success.

Focus managers on busi ness strategy.

I ndi vi dual s are assigned nentors and work on several assignments to |earn about
HR and t he busi ness.

Wthout these skills, dynam c adaptive enterprises are not possible.

Each organi sation has its own unique culture and many busi nesses are consci ous o

f this culture, which may be based on a sense of community or another fundanenta

| driving force.

Typically, Interins are in their forties or fifty-plus and are committed to an
ndependent car eer.

Each of those people, however, would have clainmed that as a senior executive she
| ooked at consequences all the tine.

Wth the anount of activity including a najor nmerger with Carlton, we needed con

siderably nore than a 'stop gap’ solution



There is a need to learn the formal skills of lateral thinking which nake creati
vity available to all.

Their confidence will build and sooner or later there will be a creative organis
ation.

But rather than learning fromtheir success, | fear that our arrogance is causin
g us toignore it.

Skill's and knowl edge are not enough; courage, trust and integrity are essentia
in a HR business partner.

They know from before that new i deas are possi bl e.

Be bol d and ruthl ess.

Redraw t he boundaries How nuch of what HR does is really the work of HR?

It is another attenpt to view people as nanageabl e chattels at the whimand disp
osal of the conpany that pays themfor their |abour

But rather than learning fromtheir success, | fear that our arrogance is causin
g us toignore it.

It does not have to be this way, though

Note that all of these pieces of research nake the connection between financia
perfornmance and peopl e nanagenent practices.

Wiy is it that one never sleeps well from Sunday to Monday?

Reality often falls short.

There is no sinple path to regaining relevance, but here are a few actions that

will set you on the right path.

Wil e these might exist as intentions, they are not always used by thinkers.

Be bol d and ruthl ess.

As a result, the little people conme to rely upon the cheese being in the sanme pl
ace.

How does your organi sation rate against the five criteria?

Anal ysis of their collected data shows the inportance of having a workforce that
i s engaged.

Recrui tment, devel opnent, discipline, notivation and managenent are all tasks of
| i ne managers.

Sourcing your Interim InterimExecutives are an elite group, a rare breed.

If this pattern were to change, the indicative signs would probably initially be
a shortening of this cycle, with products noving frominception to offshore pro

duction nuch faster.

Changes relating to the nerger were nmanaged effectively and on goi ng devel opnent
and nentoring of the HR team conti nued.

It does not have to be this way, though

So they usually have nore information to work with.

O, nore to the point, what do people intend it to nean?

In their vain attenpt to position thenselves at the heart of the organisation, t
hose who peddl e this nonsense do not hi ng but show they have no heart.

The vast majority recognise the vital inportance of people.

In the case of reinventing HR, this begins with recognising the real role and re
novi ng existing activities that add nothing to the perfornmance of the business.

So what has HR been doi ng?

These woul d perhaps include considering all factors, generating alternatives, |

stening to others, defining the objective.

Does your | eadership.

HR is less functionally oriented, operating nore as business partners and consu

tants in the organisation.

Typically, Interins are in their forties or fifty-plus and are committed to an

ndependent car eer.

These aspects each have a spectrum of degree.

Confidence is a key factor in creative effort.

Why should an airline pose as a catering conpany when outsiders want the busines

s - firns whose concentrated skills ostensibly provide better quality for |ower

costs?

If everything is OK who needs creativity?

So what has HR been doi ng?



Benefits An Interimcan be in place within days as opposed to weeks, which is e
ssential when tinme constraints are paranount.

The wi sdom of buying in services fromoutside suppliers may seem sound.

Choose sol utions based purely on nerit?

At Dynani c Technol ogi es, we have been carrying out a research programe to deve
op practical guidelines for project managers in recognising and dealing with cor
porate cul tures

I f sonething adds no value and is not required by law, why do it?

To business and financial skills, HR people need to add an understandi ng of psyc
hol ogy, | eadership and change.

A maj or change was required to bring the organisation closer to its target custo
mer segnents, this included a significant nunber of people changing jobs.

In the role-playing, the Tops failed to relate to the other two tiers, and the M
iddles failed to relate to their subordinates.

When we started our research, we thought that the Traditional nodel was "Bad" an
d that the Standard nodel was "Good", as that seens to be the published wi sdom
HR in many conpanies fails to break out of this adm nistrative focus because it
does not know how to renpve the adm nistrative workl oad.

Li ke any significant change, it is inportant to recogni se that not everybody w |
I make it.

Note that all of these pieces of research nake the connection between financia
perfornmance and peopl e nanagenent practices.

When we started our research, we thought that the Traditional nodel was "Bad" an
d that the Standard nodel was "Good", as that seens to be the published wi sdom
This cannot be described as effective thinking.

That it has al ways been done, or that every other conpany does it is not reason
enough.

I ndi vi dual s are assigned nentors and work on several assignments to |earn about
HR and t he busi ness.

It is also inperative to |l earn how you can be creative

Davi d has worked across Europe, the US and the Far East.

They lack criteria to informtheir choices.

For instance, does your business.

Sonetines the correct information is a substitute for thinking.

It is not well enough informed with real-tinme information

As a result, HRis seen as irrelevant.

The starting point is arbitrary perception

The starting point was to establish a new m ssion for HR

Where you are noving the business through a major change and tine is of the esse
nce, this can provide you with a vital edge.

Remar kabl e recovery and revitalised growth soon foll owed.

Whi ch practices and policies constrain perfornance?

What is corporate culture?

What is corporate culture?

Re-skill the team This shift fromadnnistration to enabling perfornance also n
eeds a significant shift in skills for HR

About the author Edward de Bono is the world s leading authority in the field of
creative thinking and the teaching of thinking as a skill

The point is that we can all too easily be seduced into believing that tonorrow

will be just like today and not notice that the world is changi ng around us

The maverick qualities of nonconfornmity, imagination, independence, belligerence
and divine dissatisfaction with the status quo are prerequisites.

Back to Book Revi ews To receive details of all new articles, interviews and b
ook reviews, subscribe to our nonthly newsletter here.

But Haw and Hem being nore intelligent, have | earned where the cheese is |ocate
d and so can be nore rel axed as they saunter into the nmaze each day.

Soundbite: Got that Monday norning feeling?

But how nany people know all about asymetric systens?

Pay nmanagenent for val ue-creating perfornmance

Recrui tment, devel opnent, discipline, notivation and managenent are all tasks of



| i ne managers.

In the case of reinventing HR, this begins with recognising the real role and re
novi ng exi sting activities that add nothing to the perfornmance of the business.

Admi nistration is a necessary part of the functioning of any organisation but it
shoul d al ways be a minor part.

Be bol d and ruthl ess.

If you want to succeed, stick to the Five El enents.

This is not such a problemif project nmanagers are | ong-term enpl oyees, but the
use of external project nanagers is spiralling up, and there is no tinme for them
to learn the culture by inmersion

The maverick traits of nmagnates explains their success in one obvious way: by no

t following the crowd, they follow the noney.

These aspects each have a spectrum of degree.

However, knowi ng that was just the start.

Typically, Interins are in their forties or fifty-plus and are committed to an
ndependent car eer.

So what does it nean?

Research into the financial perfornance of conpani es that have gained the Invest
or in People award show superior perfornmance.

None of these nmakers and shakers could ever be described as conformi st.

Being relevant is not the same as bei ng popul ar.

So what has HR been doi ng?

How does good nmamnagenent and | eadership affect the financial performance of the
busi ness?

Those with a history of successful creative ideas are nuch nore willing to nake
an effort creatively.

Remar kabl e recovery and revitalised growth soon foll owed.

This view could be determ ned by personal experience, enotions and perhaps preju
di ce.

They lack criteria to informtheir choices.

Never in the history of business have people been nore inportant.

The vast mgjority recognise the vital inportance of people.

Intelligent people are able to conprehend and absorb informati on nore easily.
Note that all of these pieces of research nake the connection between financia
perfornmance and peopl e nanagenent practices.

Qut sourcing provides a perfect, not to say chilling exanple.

Choose sol utions based purely on nerit?

Sell the case Financial performance is the prinary neasure of perfornmance of a b
usiness; it always has been and | see nothing that is going to change that in th
e future

Striving to have ideas is the nost inportant factor

There is a further problem all valuable creative ideas nust always be | ogical

n hi ndsight - otherw se they woul d have no val ue.

The five-YES conpany obviously has big advantages in a hotly conpetitive world

n whi ch mavericks hol d the w nning hand.

Def ence of a point of viewis not enough, no matter how brilliant the argument m
i ght be.

How do you build up confidence when school does not encourage creativity, and th
e wor kpl ace does not expect it?

But why do we continue to use ternms for nmanagi ng people that are derogatory and
pi cture people as things that organi sations exploit?

Each pod supports the operating units in a particular geographic area.

In addition Interins nust be i mediately credible and successful in adding val ue
qui ckly and effectively.

Never in the history of business have people been nore inportant.

As a young nman or wonan, you mght take six nonths to settle into a pernmanent po
sition.

But rather than learning fromtheir success, | fear that our arrogance is causin
g us toignore it.

He has previously held senior project nmanagenent posts in ICL, Ferranti, PA Cons



ulting and Centri ca.

If we think of creativity as a given talent, which some people have and others d

0 not have, then we just look for creative people.

About the author Edward de Bono is the world s leading authority in the field of
creative thinking and the teaching of thinking as a skill

Unable to turn to policies, people have to think and nake deci si ons based on va
ues and context.

Where you are noving the business through a major change and tine is of the esse
nce, this can provide you with a vital edge.

One of the criticisnms often levelled at HRis that fail to take a stance and | ac
ks i magination in devel opi ng sol utions.

Wthout these skills, dynam c adaptive enterprises are not possible.

Remar kabl e recovery and revitalised growth soon foll owed.

They becone confident that the way the world is, is the way it will always be

This is one of the advantages of Interins.

com expl ains why intelligent people are not always better thinkers.

The greater threat however is the risk of being viewed irrelevant to the success
of the business.

The HR headcount was reduced significantly as a result of the reengi neered proce
sses.

The answer, it seens, lies in the plethora of other targets that businesses crea

te for their managers.

My recent experience of working with seni or managenent teans and their HR counte
rparts suggest that the question is very nuch to the fore of managers concerns
But that is no excuse for recognising the vital role that noney plays in a busin
ess.

Confidence is a key factor in creative effort.

Anal ysis of their collected data shows the inportance of having a workforce that
i s engaged.

For exanple, an intelligent person nmay take up a view on a subject.

There is a further problem all valuable creative ideas nust always be | ogical

n hi ndsight - otherw se they woul d have no val ue.

The difference is that BAS are an |Indian conpany.

You nmight assune this statenent to be true, because that is part of our definiti
on of intelligence.

In the role-playing, the Tops failed to relate to the other two tiers, and the M
iddles failed to relate to their subordinates.

This is absolutely untrue in an asynmmetric patterning systemlike the human bra
n

How do they differ from nmanagenent consultants?

Reality often falls short.

As a result, HRis seen as irrelevant.

The greater threat however is the risk of being viewed irrelevant to the success
of the business.

A task is given a definition and then undertaken

But inreality, the best maverick nanagers point the way forward

The wi sdom of buying in services fromoutside suppliers may seem sound.

HR nmanagers step into these tasks, afraid that nanagers night do the wong thing
s, and in doing so, disenfranchi se managers and bl ock their |earning.

Managi ng people is a noble profession because people are the essence of any orga
ni sation.

They becone confident that the way the world is, is the way it will always be
Fol | owi ng the appoi ntnent of a new CEQ Sears put great effort into building a c
ust oner and peopl e focused busi ness.

Internally, there may not be anybody suitable or available to take up the challe
nge.

HR is often the greatest creator of bureaucracy in the organisation

Extensor - Article: What conmes first, action or strategy?

About the author Andrew Wight is Services Director of Dynam c Technol ogi es Ltd.



com suggests that all nanagers need to grasp the value of the 'maverick

But as the pace of change accel erates, the quantity of decisions and the speed a

t which decisions need to be taken causes the process to becone overl oaded and f
ail.

com suggests that all nanagers need to grasp the value of the 'maverick

This comment pronpted ne to consider where we in the West | ook for new i deas and
new t hi nki ng.

The starting point is arbitrary perception

The wi sdom of buying in services fromoutside suppliers may seem sound.

I can recall one or two people from Wstern Europe but no one fromcountries suc
h as India or China.

Using the Ni ke story as a nanagenent nodel is hazardous, however.

Whi | st trust cannot be taught, it can be expl ored.

I have asked this question of many HR Directors recently, and, in a nunber of co
npani es, backed that up with detailed research into what HR people actually do
Confidence gradually turns into conplacency and they do not notice when the pile
of cheese is gradually getting older and snaller, until one day the cheese is g
one.

The maverick traits of nmagnates explains their success in one obvious way: by no

t following the crowd, they follow the noney.

A task is given a definition and then undertaken

Confidence gradually turns into conplacency and they do not notice when the pile
of cheese is gradually getting older and snaller, until one day the cheese is g
one.

Confidence gradually turns into conplacency and they do not notice when the pile
of cheese is gradually getting older and snaller, until one day the cheese is g
one.

We are learning that success requires, above all else, excellence in nanagi ng pe
opl e; nore so than managi ng ot her resources, including capital

Kni ght goes on to ask the question, why is it that since val ue nmanagenent is the
singl e reason why busi nesses exist, val ue managenent is not al ways under st ood?

The maverick qualities of nonconfornmity, imagination, independence, belligerence
and divine dissatisfaction with the status quo are prerequisites.

Whi |l e Rone burns, many Neros are fiddling - in the original, not the Enron sense

Corporate culture applies subtle pressures, and any individual responds to these
pressures by using tactics that benefit their own interests.

These are all questions that have a direct effect on business performance.

Attitudes and intentions can be weak.

Wiy is it that one never sleeps well from Sunday to Monday?

But why do we continue to use ternms for nmanagi ng peopl e that are derogatory and
pi cture people as things that organi sations exploit?

Poor cultures result in conflicts between the individual and the business, adver
sely affecting any business change activity.

The starting point is arbitrary perception

I f sonething adds no value and is not required by law, why do it?

Wiy is it that one never sleeps well from Sunday to Monday?

Chal | enge the Process?

Skill's and knowl edge are not enough; courage, trust and integrity are essentia
in a HR business partner.

Wthout thema great deal of great conpanies and industries could not exist.

He is a popul ar speaker around the world, has had nany articles published and is
an author and contributor to several books.

The goal for HR was to redesign the HR systens and practices to hel p achi eve the
busi ness i nprovenent plan

Choose sol utions based purely on nerit?

Clearly these countries are getting sonething right.

Mor eover, since the concept of value and strategic alignnent is applicable in an

y organi sation, | would suggest that the book should appeal to an extrenely wi de
r eader shi p.



When the reality hits hone, it nmay be too late to save the business.

Motivation for Creativity Wy should anyone seek to be creative?

In a good culture, their interests and the interests of the business will be clo
sely aligned, leading to a win-win situation.

We have since used InterimExecutives on two further occasions.

This view could be determ ned by personal experience, enotions and perhaps preju
di ce.

Put creativity above efficiency?



