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Summary Report: Dr Patricia Pryce1, Cranfield School of Management 

The Rise of the Humans – Dave Coplin 

The central theme of Dave’s presentation focussed on the increase in technology and the impact it 

has, positively and negatively, on the way in which we lead our lives – both now and in the future. A 

key message was the active part humans must play in embracing and taking advantage of the life -

changing opportunities advances in technology will provide without allowing the same technology to 

enslave us. 

Business Reimagined 

Some of the arguments/ideas put forward by Dave include: 

 Industry and business fixate on the concept of efficiency at the expense of effectiveness and 

this restricts the ways in which we can take advantage of what technology can offer us and 

removes the emphasis from the outcomes 

 This is compounded by our attachment to outdated ways of working and process driven 

workplaces including the notion that ‘work’ is a place/destination rather than an activity. 

This constrains our ability to change 

 A focus on employee engagement persists yet surveys suggest that 83% of the workforce 
feels disengaged from work 

He cited a few examples of problems with the way work takes place now: 

 Open-plan offices – useful at the time when greater levels of collaboration were needed but 

the noise and distractions prevent deep focus, lead to feelings of vulnerability and restrict 

creativity. Technology exists to enable collaborative working without being in the same 

physical space. 

 Curse of email – ‘doing email’ is not productive work and knowledge gets hidden ‘and dies’ 

in emails. Technology exists where hubs of information and knowledge can be posted and 

accessed on a need to know basis 

 Changing behaviours – very difficult to do this e.g. changing the QWERTY keyboard has not 
happened despite the fact it reduces productivity 

 

 

                                                                 
1 This is a summary of the day’s events and does not necessarily represent Dr Pryce’s views on the subjects 
under discussion  
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He posited a number of ways of how we can break free of these constraints:  

 Flexible working – not just about working from home but choosing the most appropriate 

place for the type of work you need to do at any given time. This should be seen as a 

strategic move rather than an employee benefit 

 Social business – social media changes the ways in which we collaborate and share 

information. We should consider how we can use this in the workplace; identifying ways to 

give everybody a voice, thus flattening out hierarchies 

 Embracing the concept of networking and accessing the connections of each person in the 
network – this leads to greater levels of agility 

On a personal level to help us move forward he suggests: 

 Not being afraid of technology but engaging with it and looking around to see how the world 

is changing 

 Having a clear purpose in terms of the value we add to our customers/clients – think 

carefully about what we do for them 

 Move away from the practice of management to the practice of leadership. Leaders stand at 

the back of the team and provide a framework for the direction to go in whilst enabling and 

empowering team members to choose their ways of getting there 

 Development of trust between leaders and team members and between team members 
themselves 

This will lead to an organisation that is flexible, malleable and easier to change than one which is 

wedded to the idea of slick efficiencies. 

 

Rise of the Humans 

Dave then explored the idea that humans must really begin to embrace technology and how we can 

make it work for us. He noted that we are the first generation to have the levels of information 

connectivity that currently exist – yet we can easily become disconnected and alienated at the same 

time. Symptoms of disconnect include: 

 Skimming – we cover the surface of many things without diving deep into any particular 

thing (TLDR – too long, didn’t read mentality) and so often miss the context of what is 

happening 

 Snacking – doing things in small bites and filling in all the empty spaces in our day (usually by 

reaching for our gadgets). As a result we disconnect from the world around us at that 

moment 

 Multi-tasking – we aim to do it but research shows that we become 1/3 less efficient in 

doing so. Our brains are wired to concentrate one thing at a time 

 Disconnect from ourselves – and our ability to think deeply for ourselves 
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On a personal level to minimise this he suggests: 

 Mindfulness – a pragmatic approach to concentrating on one thing at a time and not being 

distracted (especially by gadgets) 

 Email – do this at a specific time of the day only. Email was never intended to be about 

immediate responses 

 Create space for creativity – need to give our brains time and space to think every day. 

Allowing the brain to idle frees it up to think better 

 Do less in more time – to become deeply productive 

 Time-shift your life – move away from the tyranny of 9-5, 40 hours a week. Organisation 

culture must begin to support this and enable people to take back control of their lives  

The Envisionaries 

In this final section of the presentation, Dave talked about using technology and information in the 

future and the ways in which this might be done: 

 Harnessing the power of connectivity and the deluge of information – to create an ‘holistic’ 

view of our customers/clients by building up a picture of who they are and what they do and 

the ways in which they use information over different periods of time 

 Working with ‘big data’ by taking a systemic/broader view rather than just what is easily 

available (e.g. using a wide variety of data to determine which is greener – the Toyota Prius 

or the Landrover Defender) 

 Concentrating more on correlation rather causation when looking at data – less important 
to know ‘why’ more important to know ‘what’ and ‘when’ 

Dave cautioned, however, that it is easy to ‘create monsters’ in using this process by e.g. creating 

spurious data sets. However, he explained that the use of big data will help:  

 Predict the future – algorithms already exist to help you use your data in this way and 

‘ambient intelligence’ will make all sorts of things possible; it will work on our behalf and tell 

us what we need to do to the extent that our physical and artificial worlds will become 

blurred 

 The rise of the machines – machine learning (AI) uses sophisticated statistical-based 

pattern-learning which will enable us to change our relationships with machines and each 
other (e.g. apps to facilitate ‘in the moment’ language translation) 

However, computers are useless without humans who are still needed to write the programs and ask 

the right questions. Therefore organisations need to: 

 Create a data culture - where everybody understand how data works and has access to it 

 Recognise the rise of data scientists  

 Digitise their businesses and embrace the ‘cloud’ 

 Work with big data sets – which are visible and accessible (cleanliness of the data becomes 

less important) whilst being inclusive and respectful and acknowledging if the wrong 

assumptions are made 
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 Normalise the concept of the digital world – it is not new and the traditional concept of ‘IT’ is 

over 

 Embrace the third computer age – it will all be about AI and the move away from binary to 

probability and the ambiguity this brings 

 Have a duty of care for what is designed; humans are flawed and biased and this can come 

through in the way algorithms are designed and how they are used (e.g. search engines and 

the links that can be made over time) 

 Begin to think more creatively about what technology is available and what is  possible and 
how it can change lives  

Dave summarised the morning by emphasising that this is not a battle between humans versus 

machines but a healthy existence between humans and machines. Moving forward to embrace this 

challenge, he suggests: 

 Considering what it is like to be our customers/clients –unleashing your purpose and asking 

what are you about/what are you able to do for your customers/clients,  how can you add 

value to their business and lives and 

 Enable people in your teams to feel that they make a difference and give them the tools to 

do the job – enable them to develop and access basic skills such as communication, 

collaboration, critical and deep thinking. 

 Looking for outcomes rather than focussing on processes 

 Thinking in a transformative way – what will be needed in the future 

 Recognising that creativity is the mother of invention and that humans need to be more 
creative 

 

 

New Protocols for Performance – Khoi Tu 

Khoi considered the concepts of team and team players and drew on his wide experiences of 

working with some of the top people and organisations in their disciplines to illustrate his key 

message that excellent teamwork is a habit born out of constant practice. 

From his work and research, Khoi explained that: 

 Not all people can be team players even though they may be brilliant at what they do and 

need a team around them (e.g. Tiger Woods vs Colin Montgomery). Often we find it easier 

to spot the individual champion rather than the champion team player 

 Resilience and the ability to learn is paramount in personal development – even though you 

may already be a huge success (e.g. Schumacher’s desire to develop his potential after 

winning several F1 championships and Steve Jobs being prepared to lead in a different way 

after being fired from and, subsequently, returning to Apple). Thus there is a difference 

between a strong ego and a big ego 
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 There needs to be a balance between being unreasonable (and wanting progress) and 

humility – this is often hard to find in great leaders  

 There is no one definition a good team member – there needs to be diversity and variety of 

styles and skills to develop a great team (e.g. teams with women leaders outperform other 
teams by 30%) 

Khoi described 4 team types: 

1. The magician – motivated by discovery, creativity, novelty; lives for the new and hates 

doing the same thing over and over again (hates process); e.g. Keith Richards)  

2. The warrior - newness is not essential; more interested in being the best, being right and 

being efficient (may prefer to fight rather than collaborate); e.g. Charlie Watts 

3. Sovereign – never wrong; interested in building power and empires, their vision and 

retaining control; e.g. Mick Jagger 

4. Lover – care about relationships and the well-being of others, their community and society 
in general. They are of benefit to others; e.g. Ronnie Woods 

Successful teams will have all the types represented and enable them to stay together (e.g. the 

Rolling Stones who have been together for 50 years). 

What enables teams to be successful? 

A common purpose – where people know they and what they do matters. Work has a meaning – 

the belief that what do makes a difference to others brings people together. The purpose needs to 

be clear, compelling and commonly understood. A purpose has three core elements:  

 Logos – logic, data, reasoning, proof 

 Pathos – emotion, values, a story, a meaning 

 Ethos – an authentic team leader with personal credibility 

Of these, Khoi considers ethos to be the most important; e.g. Jamie Oliver is hugely successful but 

still takes the time to talk to everybody he meets. He has an ability to be authentic and true to his 

values and empowers the people around him; Bill Gates will listen to ideas but is interested only if 

they will help at least 1bn people; Martin McGuiness and Ian Paisley working together during the N 

Ireland Peace Process. 

Common purpose takes effort and empathy; e.g. the change in culture in Korean Airlines after its 

appalling safety record in the 1990s. Trust is also at the heart of creating a common purpose. Khoi 

defined trust as: 

 

TRUST = COMPETENCE x RELIABILITY x EMPATHY 

 Competence – the ability to do the job well 

 Reliability – doing what you say you will 

 Empathy – seeing the world from the other person’s point of view 
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Within teams, people need to feel a sense of psychological safety where they can say what they 

think. Trust is not about being great mates – in fact friendship can get in the way – and there can be 

abrasiveness even in trusting teams. Empathy is at the heart of developing trust.  

Khoi argued that some people are naturally more empathetic than others but that it is a quality that 

can be developed. Empathy leads to trust in the following way: 

  Behavioural changes 
   
  Influence 

Earning trust   
  Rapport 
   
  Empathy 
   
  Active listening 
 

Trust can be developed without power but only if you develop empathy and practice it as a 

discipline every day. Great teams practice what they do and how they do over and over again – they 

identify what matters and do it constantly. 

Summary of the day  

Two very different speakers with seemingly different topics – man and the power of machines and 

the building of great teams. But, for me, a clear message that came through from both speakers was 

the concept of purpose and being clear about what our (and our organisational) purpose is and how 

it is understood. Clarity of purpose will enable us to focus on where we move to in the future both in 

terms of human/machine interaction and human/human interaction. Our success in each area will 

not happen automatically but will require mindful attention, the development of the appropriate 

skills and an appetite for change. 

 

 

 


