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coaching, my active listening and my understanding of the ‘power of an open question’ 
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FOREWORD

Welcome to the age of anxiety.

The level of chaos and complexity in our external world is now matched with the same 
level of confusion in our work cultures. They are in total alignment and that is not good.

In my own work, I discovered how the surviving and conforming nature of our work cul-
tures creates an unending personal cycle of struggle- and- strive. What is absent is the 
kind of thriving experiences that enable the creativity, purpose and meaning that we all 
seek in our work lives.

So, imagine three levels of culture in organ izations. The first level I call SURVIVAL. It 
 doesn’t take much to put us  humans into survival mode. An uncaring boss, a slight down-
turn in sales, or maybe a few seasonal layoffs can trigger  those deep survival instincts 
that simply  won’t be repressed. We shift to defensive  mode –  playing the smaller game 
that fear incites.

The second level of culture is the CONFORMING level. We simply  don’t like  change  –  
and we are not very good at managing it. Five per cent is the oft- quoted success rate of 
‘change initiatives’ within organ izations. Not good.

We prefer the safety of continuous improvement and incremental strategies that can be 
fully teased out. We mea sure our success in relation to  others in our  industry –  conform-
ing to unwritten rules that  will surely be rendered obsolete by an opportunistic outsider. At 
the personal level, we also learn that even a small failure can derail a  career.

The third level of culture is THRIVING. It is at this third level that we are confident, grow-
ing and sustaining our gains. Setbacks only deepen our resilience. Like a championship 
athletic team, we become fully integrated into the culture, giving ourselves fully to the 
missions and tasks at hand. Feelings of pride, accomplishment, and commitment begin 
to define our nature.

Unfortunately, even the best of companies get stuck in the first two levels of surviving 
and  conforming –  with too few moments of thriving. Corporate life can feel like a prison 
 sentence – 30 years of struggling and  striving –  with a depleted  human spirit as one of 
the primary outcomes.

With insight and eloquence, Gareth Chick fully reveals and unravels this conundrum in 
his new book, Corporate Emotional Intelligence. Deep down he is a truth  teller –  a mod-
ern day prophet who is willing to say what needs to be said. Gareth is also a passionate 
 protagonist –  promoting the necessary accountability from the corporate leaders we have 
entrusted to enrich our collective lives (not just their individual stakes).

Gareth’s diagnosis is so deep and troubling that it takes us to the edge of  despair –  before 
illuminating the potential pathway to redeeming our lives within corporations. He takes us 
below the surface to our unconscious world where we have limited access to reshaping 
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our limiting behaviours. While culture improvement programmes abound, they  will have 
 little chance against a behaviour rooted in survival.

In the same way that Daniel Goleman’s work on emotional intelligence (EQ) dramatically 
shifted our view on how non- cognitive skills  matter as much as IQ, Gareth’s CEQ  will in-
spire a new wave of thinking. His unique concern for the dehumanizing environment cre-
ated by corporatism calls for a specialized approach that is embodied in his four pillars. 
As Gareth notes, IQ plus EQ is no longer sufficient. CEQ is the critical third leg of the stool.

The CEQ approach creates a new vision for corporate life, one that Gareth argues can be 
genuinely moral, healthy, sustaining, nurturing and collaborative. Prepare to be humbled 
by the size of the challenge and to be inspired by the potential of a new way forward. I  will 
see you on the journey!

Onward,
Michael W. Morrison, PhD
Founder and Dean, University of  Toyota



Acknowledgements
xvii

ACKNOWLEDGEMENTS

So many amazing  people have inspired, guided and helped me as I’ve navigated my in-
tense relationship with the Corporate World this last 40 years. I must give pride of place 
to four crucial influencers and mentors who’ve ‘ adopted’ me along the way.

I owe a  great debt to my first corporate boss Keith Potts, who in 1979 gave me my first 
management role at 22, and took a risk on making me a Plc subsidiary CFO when I was 
25. Not only did he believe in me enough to give me huge responsibilities, but he backed 
me when my arrogance and inexperience got the better of me. That early arrogance was 
thankfully knocked out of me by Walter Blackburn, my Instructor on my very first lead-
ership development programme in 1986. It was Walter who  really taught me to coach, 
and who then inspired me to train to lead that same  programme –  a critically impor tant 
moment in the shaping of my  whole corporate  career.

In the early days of my first CEO role in 1990 I met Tony Barnes, a former member of the 
Deming team that went to Japan  after World War II, and a board member of Sony. To my 
amazement Tony took a  great personal interest in me, and his passion and expertise in 
empowerment was hugely inspirational. It is one of the  great honours of my life that Tony 
is writing the Foreword for And the Leader is . . .’ my second book coming out in early 
2019.

And my fourth mentor has honoured me by writing the Foreword for this book. In 2004, 
having been appointed Lexus Eu rope’s Culture Con sul tant, I went to Los Angeles as part 
of my research.  There I met Mike Morrison, Founder and Dean of the University of  Toyota, 
and I immediately knew I was in the presence of a profoundly gifted leader. Mike has 
provided his quiet wisdom with grace and utter unconditionality and has become a true 
friend. His support and advice through my writing of this book has been invaluable.

Turning for a moment to books, one of the reasons I started writing one myself was  because 
 every time I was asked to recommend a book on leadership or coaching or cultural change, 
I strug gled to get beyond one single  book –  Maverick by Ricardo Semler. I discovered this 
book in 1995, and it was the final piece of the jigsaw for me as I developed my craft as a 
CEO. It gave me the confidence and the excitement to push my leadership strategies and 
practices further than I had ever dared before. For me, Maverick is the seminal work on 
employee engagement and I have given hundreds of copies away over the years.

Returning now to  people, I have been truly blessed over the years to work with some 
amazing  clients –  clients who have trusted me and given me wonderful opportunities, 
with whom I’ve shared a co- creation of culture development in the organisations they 
lead, and from whom I have learned so much. Of the literally thousands of leaders and 
man ag ers I’ve personally coached, trained and advised, I must give a special mention 
and heartfelt thanks to the following: Kevin O’Byrne, Carole Stewart, Sebastian James, 
David Frost, Ali Gibson, Peter Eglinton, Becky Ivers, Philip Gilsenan, Claire Hatton, Martyn 
Haworth, Fionnuala Meehan, Gareth Morgan, Dave Geraghty, Mick Hodgins, Eileen Naughton, 
Matt Brittin, Marian Green, Peter Friis, Colm O’Sullivan, Ronan Harris, John Burness and 



xviii
Acknowledgements

Jen Kelly. They all have my admiration as leaders of integrity, and my thanks for their 
patronage and their willingness to refer other leaders to me.

Eigh teen months before this book was published, I sent a detailed synopsis and structur-
al outline of the book to a number of my most trusted clients. I must give special thanks 
to the following clients who honoured me by taking time and  great care to read  those early 
drafts and who respected me enough to be blunt and ruthlessly honest with their feed-
back: Sebastian James, Matt Brittin, Peter Friis, Mick Hodgins, Jeannie Fay Snow, Andrew 
Smith, Becky Ivers, Peter Eglinton, David Frost, Val King, Jonathan Tole, Clare Mathias, 
Simon Charles, Martyn Haworth, Giles Goodhead, Stephen Archer, John Kiff, Claire Hat-
ton, Chris Mathias, Gina Nicholson, Hazel Marsh, Frank Kohl Boas, Dave Geraghty, Bob 
Bradley, Sandra McDevitt, Melanie Katzman, Ronan Harris, Roi Sagi, David Grayson, Hel-
en Tynan, Jon Shaw and Alastair Brass. Thank you all.

I’d like to say a huge and special thank you to Di Page, Director of Critical Publishing, for 
believing in me and in the content of the book, and for all her practical help and guidance 
through the final stages of writing, editing, referencing, production and marketing. I feel 
very lucky to have met Di, and to have been the recipient of her consistently positive sup-
port and encouragement.

Fi nally, believing always in leaving the best til last, I must thank my wife Rachel not just 
for her love, support and patience in our incredible marriage, but for her profound profes-
sional influence and teachings this last 16 years. Rachel’s wisdom, passion, clarity and 
integrity have been the synthesising  factors that have enabled me to bring my 40- year 
experience of the Corporate World to a coherent conclusion.



Introduction
1

Introduction
Waking up in a Corporapathic World

‘You  will be haunted by three Spirits, Scrooge. Expect the first tomorrow, when 
the bell tolls one.’ ‘ Couldn’t I take ’em all at once, and have it over, Jacob?’ hinted 
Scrooge.

Charles Dickens, A Christmas Carol

Thesis

 Human behaviour is peculiarly conditioned by working in a Corporate environment, with 
well- meaning  people behaving in unnatural and often inhuman ways, driven by fear. Yet 
none of them would say they  were afraid.

 There have been countless studies of the Corporate world from the business point of 
view.  There have been almost as many studies of the Corporate world from a psychologi-
cal point of view. As far as I am aware, no one has ever cogently combined the two.  Until 
now. Corporate Emotional Intelligence is fundamentally a psychological analy sis, but from 
a business perspective. The solutions to the many issues arising from corporate cultures 
are practical business solutions, but motivated, designed and implemented by existing 
corporate citizens.

In my 40- year corporate  career, as CFO, COO, CEO, Chairman, Coach, and Con sul tant, in 
over 30 countries and on  every continent, I’ve observed the universal dynamic of thor-
oughly decent  people developing controlling habits when given responsibility for  others. 
Me included! Show me a man ag er working in a Corporate environment, and I’ll show you 
a Man ag er with unconscious controlling habits. More than that, I’ll show you a Man ag er 
who seems in denial that it is their own behaviour that is creating the massive collective 
shortfall in  human potential, in turn creating  either mediocre or unsustainable results, or 
both. The ensuing frustration, irritation, impatience and anxiety simply fuel the downward 
spiral. The harder Man ag ers try to exert control, the worse they make  things. And yet 
they seem bereft of any real  alternative –  certainly any alternative they feel confident in 
implementing.

It is the very nature of Corporatism, with its deliberate separation of owner ship and re-
sponsibility, that creates this peculiar dynamic. The unrelenting pressure and weight of 
expectation felt by Corporate leaders to produce exceptional, often unreasonable results, 
has created two psychological conditions unique to the Corporate  world –  leaders who 
have become ‘Corporapathic’ and vast numbers of leaders, man ag ers and employees 
suffering from  CTSD –  Corporate Traumatic Stress Disorder.

The outcome of all of this is a predominance of businesses that are inefficient, unsus-
tainable and causing damage to  people and environments. Recent years have seen a 
sad and worrying growth in corporate scandals and  human and environmental disasters 
caused by Corporations, and we now seem powerless to check the worst excesses. While 
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Corporatism may be profoundly  under pressure, somewhat bizarrely it remains the aspi-
rational format and structure for organisations to adopt.

I could prob ably be describing just about any juncture in the 400- year history of Corpo-
ratism. Is it  really worse now than ever before? I would argue that it is, but my deep worry 
 today is that it’s about to get a lot worse very fast, and that we  will very shortly hit a point 
of no return. Artificial Intelligence, autonomous systems, machine learning, drones, bots 
 etc are coming at us fast. Is Corporatism  really the best form of organisation to be trusted 
with harnessing  these technologies for the good of humankind?

But even if we wanted to change, what the hell can we do about it? Our track rec ord in 
regulating Corporatism frankly sucks, as the global network of  lawyers, accountants and 
bankers work their magic in circumventing any rule or law we can dream up. And surely 
the status quo is so well entrenched, so well protected as to be impervious to any attempt 
to restrict its reach or its power.

The good news is that we do not need a revolution or a coup.  There are many organisa-
tions that are  really successful at being ethical and at producing strong financial per for-
mance. So how do they do it? If Corporate leaders, even the Corporapathic ones,  were 
convinced of the economic argument,  they’d adopt genuinely ethical methods and strat-
egies in a  heartbeat –  and be proud to do so.

So what’s the difference between the organisations that can be ethical or profitable, but 
strug gle to do both, and  those who are consistently ethical and profitable? What do the 
ethically and financially successful organisations do that the  others do not, and what do 
they not do?

In short,  these successful organisations have a high collective  CEQ –  Corporate Emo-
tional Intelligence. Succeeding in a corporate organisation in the twenty- first  century 
 will require a dif fer ent kind of  human intelligence. IQ + EQ is no longer sufficient. Lead-
ers and man ag ers need highly developed CEQ, which is the ability to read, understand 
and then manage the psychological states and behaviours that are unique to corporate 
cultures.

And  these successful organisations have a ‘Collaborative Equity’ form of Corporatism in 
their organisational design, their operating model and their culture, with a genuine state 
of shared owner ship, shared responsibility and shared rewards.

So through an understanding of CEQ, and the adoption of Collaborative Equity Corporat-
ism, leaders and man ag ers can achieve the ultimate Corporate dream of exceptional and 
sustainable financial per for mance and of genuine enhancements to  people’s lives and 
environments. And together  we’ll save humankind from disaster.

So  here it is: an analy sis of precisely what is wrong with The Corporation, and what we 
should do about it; of why it is that working in a Corporation  causes thoroughly decent 
 people to behave in unnatural and inhuman ways, and what we should do about it.

Before it’s too late.
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Who the hell am I to tell you to Change?

I am grateful to the Corporate World for having given me a privileged life. For 40 years 
now, this world has given me meaning, purpose and challenge, material comfort and 
security. We’ve had our moments of course, but all in all I’ve done very nicely from the 
Corporate world. I am extraordinarily fortunate. I am one of the one per cent.

So it would be churlish of me to attack Corporatism, to seek to overthrow it, or to attempt 
to equip  others so to do. But it would also be a total abdication of responsibility on my 
 part –  a sad waste of  experience –  were I to leave the Corporate World without commu-
nicating what I believe and what I know. I offer this synthesis of my experience as my 
 humble exhortation to change Corporatism for the better.

And while I sincerely hope that politicians, regulators, commentators and academics  will 
find this book in ter est ing and informative, it is not written for them. It is written for my 
fellow Corporate Citizens.  Those legions of thoroughly decent and honourable  people who 
frequently find themselves unsettled, managing states of stress, anxiety, frustration and 
dissatisfaction; inherently moral  people who on all too frequent occasions find them-
selves acting in ways that cause them to feel guilt or shame; normal  people who when 
they allow themselves to  really consider what they are about, stepping out of their un-
derstandable denial, have to confront the realisation that their daily strain is in ser vice 
of objectives that  will not in any meaningful way enhance humankind, and may even be 
contributing to its destruction.

This book is for me and it is for you, for we are the same person. It is you and I (actually in 
fairness it’s mostly you . . .  I’m 60 for God’s sake!) who must reclaim control of our Corpo-
rate World, to first save us from destruction, and to then deliver true growth, sustainability 
and fulfilment for all our  futures.

But why should you listen to me?  After all, I could be open to the accusation of having 
been duped; of being no more than a naive and rather pathetic enabler and servant of 
the tyrant that is Corporatism. But I have earned some right to be listened to since my 
experience has covered  every aspect of Corporatism, involving many thousands of players 
across the world.

I was CFO of a US com pany at 24, a UK Plc Subsidiary CFO at 25 and Commercial Direc-
tor of a Japa nese com pany at 28. I was an Operations Director at 30, and an MD for the 
first time at 32. As a four- times CEO, I produced average earnings per share growth of 24 
per cent over 12 years. As a five- times Chairman, including Private Equity, I exceeded the 
demanding expectations of all the Investors I worked on behalf of. I have managed over 
20,000  people. I have coached over 200 se nior executives. I have personally trained over 
5000 man ag ers. I’ve been  there, done it, and got more T- shirts than I have cupboard 
space for.

Through all my experience, I’ve developed a profound understanding and appreciation 
of  human behaviour within corporations. I’ve spent 40 years studying this subject from 
 every  angle –  I’ve been an Employee on the receiving end; a Supervisor/Manager trying 
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my best to be the ‘gasket’ between the Board and the Employees; an Executive starting 
to have some influence over the way change is planned and executed; a Plc Board Di-
rector experiencing the intimidation of an abusive culture; a CEO with full autonomy to 
implement all my ideas and philosophies; a Chairman guiding Executives to run their 
companies ethically and effectively; a Trainer teaching Man ag ers how to coach and lead 
ethically and effectively; a Con sul tant designing, advising and implementing business 
improvement strategies; and a Coach mentoring se nior executives as they grapple them-
selves with all of  these tough dynamics.

I’ve had the privilege of working with and witnessing thousands of man ag ers. I’ve seen 
the good, the bad and the ugly. Actually, what I’ve  really seen is the Awesome, the Awful 
and the Abusive. And I freely admit, I’ve been all of them myself.

I’m now Founder and Managing Partner of Collaborative Equity LLP, ‘promoting corporate 
cultures and sustainable business models of shared owner ship, shared responsibility 
and shared rewards’, working internationally with clients such as Google, Heathrow, Voda-
fone, Dixons Carphone, Linkedin, Dr Martens, Centrica, Marstons, Veolia and Quantcast.

This book, Corporate Emotional Intelligence, is my life’s work. It’s been 15 years in the 
writing, starting with the manual I wrote to support my two- day Coaching Excellence train-
ing programme. Fi nally, in the last two years I’ve complemented my business experience, 
by  doing hundreds of hours academic research and study on psy chol ogy, psychotherapy 
and neuroscience.

I hope you find it in ter est ing and informative. Most of all I hope you find it challenging.

Just one  thing before you begin. Please resist the temptation to go straight to the end sec-
tion for the solution. I know  you –  you go straight to the last slide of a deck, straight to the 
bottom right hand cell on the last page of the spreadsheet. (Well, it’s what I tend to do.)

Please make a personal commitment to read the first eight chapters, before you enter the 
realm of the solutions I advocate, for the understanding, the inspiration and the courage 
you  will need to implement the solutions  will come through a diligent engagement with 
 those Chapters. The solutions are  simple, and if you go straight to them you  will fool your-
self that you are already  doing them, or that  you’ve already tried them and failed.

Please.



Section 1
What’s the Prob lem with Corporatism?

‘Spirit,’ said Scrooge, with an interest he had never felt before ‘tell me if Tiny Tim 
 will live.’ ‘I see a vacant seat,’ replied the Ghost, ‘in the poor chimney- corner, 
and a crutch without an owner, carefully preserved.’ ‘No, no,’ said Scrooge. ‘Oh, 
no, kind Spirit. Say he  will be spared.’ ‘If  these shadows remain unaltered by the 
 Future, the child  will die. What then? If he be like to die, he had better do it, and 
decrease the surplus population.’

Charles Dickens, A Christmas Carol
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Chapter 1
What’s the Inherent Prob lem with Corporatism?

Corporatism is Dominant

Roughly two thirds of the world’s population spend the vast majority of their waking hours 
involved in  work –  doing it, travelling to and from it, thinking about it, worrying about it 
and organising all  other aspects of their lives to accommodate it. And the third of the 
world’s population who do not work are reliant on  those who do, and so get caught up in 
the drama and the madness. The Corporation, a form of organisation where owner ship is 
legally separate from management, and Capitalism’s anointed instrument, has become 
the predominant form of institution providing that work, right across the world.

More than that, The Corporation has arrived in the early part of the twenty- first  century as 
perhaps the most influential institution on the planet. Corporations cross national bound-
aries, operate on a global scale and control pretty much  every aspect of our daily life, and 
 every aspect that  will dictate our  future survival.

The most obvious examples of The Corporation are the ‘listed’ com pany, with shares 
traded on stock markets, and the legion of limited liability private companies. But even 
in organisations which are not legally constituted Corporations, ‘Corporatism’ has been 
 adopted as the paragon of governance models and the same separation of owner ship 
and management is built in.

Look at our social ser vices. Hospitals are now controlled by professional man ag ers (not 
clinicians); Social housing is now managed by large-scale Corporatised ‘Landlords’; 
basic utilities such as power, public transport and  water are now controlled by priva-
tised corporate bodies; Schools and Universities are increasingly corporatised or even 
privatised.

Charities that once upon a time would collect donations and then distribute what ever 
funds they had to the  causes they  were set up to support are now frequently contracted 
by Government to do public or social ser vice work, and then find themselves more driven 
by financial targets  because their Trustees have a  legal duty to ensure that the Charity is 
sustainable. Winning contracts becomes essential for the  future of the charity and the di-
lemma is created whereby performing the ser vice with due care can become outweighed 
by the need to lower costs. Hard- pressed staff, starved of the proper resources, are then 
chastised for speaking up in front of Trustees or Inspectors, accused of disloyalty.

In Social Care, per for mance targets and payment by  results –  ‘Corporate’ practices bor-
rowed from the private sector as a tool designed to raise efficiency and  productivity –  
 basically create profit for large organisations, who are the only ones who can risk not 
getting the bonuses. Small organisations are excluded. In many cases this creates poor 
care standards since the carers have to be resource restricted, just in case the per for-
mance bonuses are not achieved. And if they are achieved, is the ‘bonus’ cash ploughed 
back into raising the quality of front-line care?
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Firms of  lawyers, architects and accountants, once true collectives of fellow professionals 
owning and managing their own practices in collaboration with each other, have been ‘in-

corporating’ like crazy in recent years; even armies around 
the world now increasingly use soldiers provided by private 
corporations.

We  really have come to believe that Corporatism is the fin-
est instrument to run  every aspect of our lives.

 Legal Separation, Limited Liability and the Abdication of Moral Responsibility

The Corporation (from the Latin ‘Corporare’ –  to combine in one body) was in ven ted around 
400 years ago, to facilitate the greatest efficiency and scale in the use of resources, and 
to turbo- charge discovery, exploration and innovation. A Corporation is a separate  legal 
 entity –  a body with  legal status, rights and obligations separate from any  human being. 
This allowed the  legal separation of owner ship from management and freed ‘cap i tal ists’ –  
human beings with large financial resources or access to  same – to own more enterprises 
than they could manage by themselves. With the invention of the Stock Exchange they then 
had a means of buying and selling their companies, or shares of  those companies. This 
facilitated speculation in shares (gambling to you and me), with the absolute expectation 
and demand for short- term capital gains becoming dominant, usurping longer term, sus-
tainable and perhaps more ‘reasonable’ returns from dividends.

As the Cap i tal ists learned how to work this new machine, it became so abused with mass 
speculation that Parliament actually banned the Corporation in the  Bubble Act of 1720, 
following the debacle of the South Sea Com pany, and for around 100 years it was illegal 
to ‘create a com pany presuming to be a Corporate Body’. But then, in the nineteenth 
 century, the Corporation was reprieved as the Cap i tal ists won back power; and with the 
additional invention of the Limited Liability Com pany  owners could also now limit their lia-
bility for the actions of the management of their businesses. It is this limitation of liability 
that facilitates the fundamental undermining of personal moral responsibility.

I remember as a first- year student starting the Com pany Law module of my Finance De-
gree, being  really intrigued by the landmark case of Salomon v  A Salomon –  the case 
widely recognised as establishing the notion of a ‘Corporate Personality’. Mr Salomon was 
a business owner who sued the very com pany he himself had created and incorporated 
as a separate  legal entity. He effectively sued himself. The mechanics intrigued me, and 
I remember being impressed and attracted by the ingenuity. I  can’t help but reflect now 
that my being impressed by such clever mechanics was the start of Corporatism’s very 
successful seduction of me. But what I found utterly bizarre and completely unnatural was 
that someone would sue themselves! I remember thinking what a strange and false world 
we live in. I was only 18 and barely out of home, so I was understandably and gloriously 
naive, and I ‘learned’ over many subsequent years, aided by my seduction, not to think this 
at all mad. Now, of course, I realise I was completely right to find it bizarre and unnatural.

We  really have come to 
believe that Corporatism is 
the finest instrument to run 

 every aspect of our lives.
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The rehabilitation of the Corporation can be said, of course, to have facilitated the abso-
lute explosion of growth and innovation that was the Industrial Revolution, but it came at a 
cost. 2.5 million slaves, plundered natu ral resources from already impoverished countries, 
cities besieged and  people  violated, and foreign governments bullied and manipulated 
into submission.  Human beings with access to money not only had legitimate mechanisms 
to pursue profit above any other consideration, they could now legally abdicate any respon-
sibility or even any real awareness of what their management  were up to, of how they  were 
behaving, and of any damage or harm they  were  doing to  people or the environment; and 
much was done. Investing in companies became a ‘portfolio’  exercise –  some would fail, 
but  others would gloriously succeed, and thus exceptional profits  were a possibility. Who 
would possibly  settle for ‘normal’ returns anymore?

Then came ‘shareholder primacy’. Just in case delegated executives started to think for 
themselves or have the temerity to consider wider moral responsibilities, Corporatism was 
able to legally protect itself. In 1919 in the landmark case of Dodge v Ford Motor Co, the 
Michigan Supreme Court ruled that Henry Ford had to operate the Ford Motor Com pany 
(his own creation!) in the interests of its shareholders, rather than in some quasi-charita-
ble manner for the benefit of employees or customers. While corporate legislation in the 
US has somewhat wound this back, vested interest voices have kept the maximisation of 
shareholder value as a powerfully dominant mantra, fuelled by Milton Friedman’s ‘Fried-
man’s Doctrine’ (1962), in which he stated that corporations had no social responsibility, 
and that the job of management was solely the maximisation of shareholder value, leaving 
shareholders  free to decide for themselves their level of individual social responsibility in 
how they used their wealth. The invention of ‘private equity’ and ‘vulture capitalism’ in the 
1980s, and its dominance in the markets  today, keep this mantra paramount, for all we 
may argue that businesses take social responsibility seriously, or that CEOs are  free to be 
equally cognisant of all stakeholders, not just their shareholders.

It is a premise of this book not only that delegated man ag ers are still fundamentally 
enslaved to their  owners, but that they would better serve the goal of maximising share-
holder value  were they to look  after the other stakeholders first.

Corporate bodies can legally protect and perpetuate themselves. They can also legally 
procreate and they have done so like rabbits, with approximately 200 million companies 
worldwide, mostly owned by other companies. In Forbes Magazine in 2011, Bruce Upbin 
and Brendan Coffey reported that just 147 companies owned the 43,000- odd transnation-
al Corporations, with in turn just four companies having effective control over  those 147. 
Such a concentration of power and control may be efficient, but surely it comes at too high 
a risk of secrecy, abuse and in equality. It is the efficiency of the Dictator; however  there’s 
no benevolence since  there is no moral imperative. It is in fact the efficiency of the Despot.

This ability for companies to own companies creates a perfect absolution not just for 
 owners, but also now for Executives. In  January 2017 the UK High Court ruled that Royal 
Dutch Shell could not be sued in the UK over spills from its pipelines in Nigeria, saying 
that the com pany had no  legal responsibility for the operations of its subsidiary com pany 
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in Nigeria, and that therefore the  matter had to be heard in the Nigerian Courts. Mr Justice 
Fraser ruled that  there was ‘simply no connection whatsoever between this jurisdiction 
and the claims brought by Nigerian citizens’, and that Shell ‘did not operate any business 
other than holding shares’, dismissing the notion that Shell exercised control over their 
Nigerian subsidiary. This ruling allowed the executives of Shell in the UK to stand  behind 
their defence that they  were simply not responsible for the oil spills and subsequent cata-
strophic pollution and environmental damage, since the facts would never ever be tested 
in a court of law. No one was disputing the environmental catastrophe, but Corporatism 
had allowed the  owners and the executives total immunity from any responsibility.

Corporate  Alchemy –  The Promise of Something for Nothing

Corporatism has become the single most feted organisational system for maximising effi-
ciency. It has done this by promoting a form of alchemy, offering the illusion of ‘something 
for nothing’. It offers the prospect of rewards that are not directly linked to inputs of effort, 
talent or skill, and that are no longer linked to any reasonable time frame. In the pro cess 
it has separated any natu ral relationship between the quality of the input and the scale of 
the reward, or indeed the risk of failure.

Corporatism initially only offered this ‘something for nothing’ for investors but in recent 
years it’s had to open this opportunity to se nior executives, as the  owners have realised 
that their delegated Generals needed to be wholly onside (and since  there are relatively 
few of them, it  hasn’t cost the  owners that much!)

How frequently do we hear the Corporate Governance mantra that the interests and re-
wards of se nior executives need to be aligned with  those of shareholders? A noble con-
cept where the shareholders can be clearly identified in  human form and where they 
are in it for the long term. But completely counterproductive with the prevailing opaque-
ness and massively transitory nature of shareholders  these days. For many investors, the 
 actual value of their shares as it might relate to a valuation of the com pany’s assets or the 
potential to pay a dividend is utterly irrelevant. The only consideration is ‘can I get out at 
a price significantly above where I bought in’. If a market capitalisation of $50 billion is a 
ludicrous valuation for a com pany with $12 billion of revenue and no profits as yet (Tesla 
in 2018) that’s OK as long as investors believe that the market cap  will continue to rise. 
It’s then just a question of timing their exit.

I remember meeting some Venture Cap i tal ists in San Francisco in 2000, who told me the 
story of how  they’d been tasked with finding an internet dog food com pany to invest in. 
Their boss had heard that a competitor VC firm  were backing a com pany that sold dog 
food over the Internet (a very new  thing in 2000!), and therefore he had to have one too. 
The fear of missing out, actually the fear of being criticised for missing out, was just too 
 great. So  these guys had toddled down to Stanford, found a  couple of bright coders and 
did a  deal –  giving them $1 million to create an Internet dog food com pany. As they said, 
it  didn’t have to make money, it  didn’t even actually have to work. All they had to do was 
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sell it on to someone  else, which they did  after just six months for $10 million. Job done. 
No dog was harmed in the making of that  venture – in fact no dog was ever even fed . . .

The fine and honourable intentions of Corporatism’s inventors,  those of growth, innovation 
and greater wealth for all, have been steadily and inexorably usurped by the very nature of 
the body created. The  legal separation at the core of Corporatism created corporate bodies 
able to act just like individuals with rights to exist and thrive, but also to act just like indi-
viduals with no morality. In the US, Corporations have even won the Constitutional right to 
be treated as individual citizens, with rights of  free speech. But they are not  people!  People 
have empathy and a moral compass. Corporations are by their very nature sociopathic, 
operating purely rationally in the pursuit of maximum profit, and immoral, operating to the 
very edges of the law, and sometimes beyond if the potential penalty is deemed ‘worth it’.

Brooke Harrington, writing in The Society Pages (Economic Sociology,  October  2016), 
summarises that ‘the Corporate form had trou ble written all over it. Specifically it present-
ed a built-in prob lem of moral hazard by giving man ag ers authority over other  people’s 
money.’ Harrington draws considerably on Joel Bakan’s wonderful 2003 book The Cor-
poration: The Pathological Pursuit of Profit and Power, and I am also greatly indebted to 
Bakan’s analy sis.

The founding dynamic in Corporatism of separating owner ship from management has 
mutated over time into a separation of owner ship from responsibility. It is this separation 
that has created corporate cultures of fear, secrecy and abuse of power causing thor-
oughly decent  people to behave in unnatural and often inhuman ways. It is the nature of 
Corporatism itself that creates  these prob lems, and it is this we need to address before 
the bots take over.

Outsourcing and the Professionalisation of Support Ser vices

One of the ways that Corporatism has extended its tentacles is through the dynamic of 
outsourcing. The  whole culture of outsourcing does not breed security and loyalty. Its 
purpose is maximum flexibility, lowest cost and minimised long- term liability.  People on a 
contract have two masters and two cultures to serve. If we are serious about our mission 
and purpose, why would we risk outsourcing and losing control over critical aspects of our 
operation? Of course it makes sense to employ external specialists to perform some fun-
damental support ser vices, but outsourcing has spread to include many aspects that are 
in fact critical to the quality and integrity of the product or ser vice delivery.

Outsourcing or offshoring is often a euphemism 
for abdicating responsibility for ethical practices or 
for having to comply with ‘incon ve nient’ regulations. 
Some large phar ma ceu ti cal Corporations have ben-
efitted from cheap drug  trials on disadvantaged 
 people in India who  were unaware they  were receiv-
ing experimental drugs. Many have died, with no 

Outsourcing or offshoring is often 
a euphemism for abdicating 

responsibility for ethical practices 
or for having to comply with 
‘incon ve nient’ regulations.
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autopsies required or sought, yet the companies carried on making statements about 
highest ethical practices. But they had no real knowledge of what was actually happen-
ing  because they use outsourced companies based overseas that  were not bound by our 
laws or regulated to our standards.

Many corporations offshore manufacturing to take advantage of low  labour costs in the 
developing world, all in the name of staying competitive. If our competitor moves their 
manufacturing to Bangladesh, then we  will have ‘no choice’ but to do the same, even 
though we know that this  will cause us to lose control over how employees are treated. 
That’s OK though  because they  won’t be ‘our’ employees. And as long as the companies 
that we outsource to assure us of certain standards, maybe even sign  legal agree-
ments to that effect,  we’re covered. We cannot be criticised. We may think privately that 
it is the wrong  thing to do, but if we want to keep our jobs,  we’ll salve our consciences 
and move on.

The British Empire was largely built on slavery, and we abolished it in 1833, knowing it 
was wrong. But it effectively still exists  today,  we’ve just outsourced it. Most of our apparel 
is manufactured in places like Bangladesh, Vietnam, China, India, Indonesia, where it is 
 legal to employ  children, and  legal to pay adults around $1 per day. As we buy ourselves 
another £5 T-shirt in the righ teous exercise of the freedom and choice  we’ve earned for 
ourselves, we have absolutely no connection with the life of the  human being that made 
it. Outsourcing and offshoring has facilitated this total geographic separation of owner-
ship and responsibility. And even if we come to know that the person who made our shirt 
is living a miserable and shortened life, we have a strong defence of our actions. What 
difference  will it make if we do not buy that shirt  today? In fact, we would do more harm 
to abstain, since then the shirt maker would have less work, and their life would become 
more miserable. So we are actually  doing good. They may be enslaved, but it’s a better 
life than they would have other wise. Comforting sentiments maybe, but notably precisely 
the same arguments that our ancestors used to justify slavery.

In addition, the centralisation and increasing professionalisation of expertise within func-
tional support ser vices have further exacerbated the separation between  human beings 
and product and ser vice delivery. The corporate practice of taking purchasing out of the 
hands of the users of bought-in products, and passing responsibility to newly created 
professional procurement departments, has no doubt delivered lower input costs to many 
organisations, but has it improved  things overall? Where in this is any value placed on 
the  human relationship between the user and the supplier? If companies are concerned 
about naive and overly trusting users being exploited by wicked salespeople, the most ob-
vious solution is to create open book partnerships, allowing suppliers to make reasonable 
and sustainable profits, but no more.

This elevation of functional specialisms of advice and expertise increasingly legitimises 
front-line man ag ers in abdicating their responsibilities to  people –  customers and em-
ployees alike.  We’ll look more closely at this phenomenon in  Chapter 2.
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Corporatism is Damaging and  we’re in Denial

By the way, if you find your internal Corporate PR voice telling you that clearly I have just 
revealed myself to be Karl Marx in a pair of Paul Smith jeans, and  don’t I understand what 
Corporatism has done for humanity, then just stop and think for a minute. By definition, 
only a few  people can benefit disproportionately. So what does that mean for the rest of 
us? Are we  really only supporting the system, colluding with the charade, publicly admir-
ing the Emperor’s clothes,  because we are already one of the ‘chosen’ ones ourselves, 
or maybe  because we are receiving just enough excess crumbs from the  table, that we 
believe we are drawing closer to crossing into that Promised Land?  After all it’s a dog-eat-
dog world with the law of the jungle and survival of the fittest.  Isn’t it?

What evidence do I have that Corporatism is damaging Humankind? Well, I should be 
able to say that common sense alone tells us that it cannot be right that  there is such 
in equality of income, wealth, opportunity and security, and have that be sufficient to win 
the argument.

Oxfam’s 2016 Wealth Distribution Report states the following facts: eight  human beings 
own the same wealth (through their Corporate holdings) as the poorest 3.6 billion; the av-
erage FTSE100 CEO is paid 386 times more than someone on the national living wage; the 
world’s 10 leading Corporations share revenue equivalent to 180 countries. In an article 
in The In de pen dent in  November 2012, Ben Chu reported that  legal Corporate tax avoid-
ance cost the UK Exchequer over £4 billion per year according to HMRC’s own figures, and 
£12 billion per year according to Richard Murphy of Tax Research UK. With the US bud get 
deficit standing at some $804 billion, John W Shoen reported in 2015 for CNBC that the 
combined untaxed profits of US corporations held offshore stood at $2.1 trillion.  These 
facts are staggering in the clarity with which they communicate an insane state of affairs.

So if you find yourself tempted to agree that Corporatism (not your com pany, I do un-
derstand) is perhaps damaging humankind then the only reason you would continue to 
support it is  either  because you believe  there is no better alternative, or  because you feel 
powerless to do anything about it. I understand and fully empathise with both positions. I 
have,  after all, been  there myself for 40 years, and the only reason that I can now step out 
of my con ve nient denial is that I have the luxury of no longer needing the patronage with 
which the corporate world has shielded and rewarded me. Sometimes we cannot allow 
ourselves to know what we know, so we pretend we  don’t, and the easiest way to do that 
is to defend the indefensible by vehemently arguing the opposite case.

So many of our Corporate workplaces are pretty toxic places, but since we feel  there is no al-
ternative, we have to endure. In order to endure, we have to deny. And in order to stay in denial, 
we have to justify. The best form of justification is not just to defend but to actively promote. It 
is our defence and our advocacy for Corporatism that 
allows the Tyrant to perpetuate itself. Corporatism has 
us exactly where it wants us. Denial is the most power-
ful force keeping Corporatism alive  today.

Denial is the most power ful force 
keeping Corporatism alive  today.
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But I believe my hypothesis is not just common sense. Look at the evidence. In an opinion 
poll by GfK NOP for The Happiness Formula series on BBC Two in 2014, results showed 
that  people  were happier in the 1950s than now. Income in equality in the developed 
economies is recognised as one of the major  causes of disparities in mortality and lit-
eracy rates. Obesity, diabetes, heart disease and cancer rates are highest among the 
wealthier socie ties in the world.

The National Alliance on  Mental Illness in the US has the following statistics on their 
website in  May 2018 in regard to US adults: 43.8 million (approximately 20 per cent of 
the population) experience  mental illness in a given year. Around 5 per cent experience 
a serious  mental illness that substantially interferes with or limits one or more major life 
activities in a given year. Around 10 per cent had at least one major depressive episode in 
the past year and close to 20 per cent experienced an anxiety disorder such as post-trau-
matic stress disorder, obsessive- compulsive disorder and specific phobias.

The World Health Organisation forecasts that by 2030 more  people  will suffer from de-
pression than any other health issue. Man- made environmental disasters are rife, most 
notably in the poorest regions of the world, since the privileged servants of the Tyrant are 
spared any discomfort in their own back-yard. Corporate scandals, leaving customers and 
employees devastated, harmed or in peril, have become both more prevalent and more 
destructive.

Corporatism kills and maims  people,  causes im mense  human suffering,  causes epidem-
ic levels of physical and  mental ill health,  causes obscene damage to the environment, 
destroying biodiversity, and arguably prolongs armed conflicts (even if they  don’t directly 
promote them, and even that’s up for debate). At best, in my most benign assessment, 
the majority of incorporated organisations are earnestly involved in manufacturing ser-
vices and  things that in all seriousness the world does not  really need. How many luxury 
cars does the world  really need?  Will your life  really suck if you  don’t replace your 42- inch 
flat screen TV just yet? You  will have your own even more grotesque comparatives.

Who makes  these choices, since no normal, decent  human being would do anything 
other than choose to employ our talents and our knowledge for the good of humankind? 
Who is it that kills, maims, pollutes, abuses, destroys . . . ? Name  these  people, please. 
But it’s not  people that do  these  things –  the Corporate system makes  these choices on 
our behalf, since we have endowed it with all our power. We are truly enslaved.

The Corporate profit motive, which has  really morphed now into the ‘exponential growth 
in profits motive’,  causes decent  people to seek complex ways around laws and regu-
lations at best, and at worst to downright scheme, cheat and lie. The system is rotten. 
James Murdoch said profit was the way to ensure in de pen dent (and therefore ethical?) 
journalism, but it was News Corporation’s pursuit of profit that created the phone-hacking 
scandal. Interestingly his  sister Elisabeth Murdoch said ‘profit without purpose is a  recipe 
for disaster’. I won der which of his offspring Rupert would side with? And is it  really so 
naive of me to advocate for replacing the ‘exponential growth in profit’ motive with the 
‘sustainable return’ motive?
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How Corporatism Thwarts Government

Governments can now be ‘traded’ in the same way as companies, with speculators in-
vesting and divesting on short- term expectations. The  free flow of capital across national 
bound aries, and the western world’s pressure on developing countries to privatise their 
national assets, has led to a position where national governments are more at the whim 
of global capital than their own constituents. Pretty much  every Government around the 
World now has to be super sensitive to what ‘The Markets’ think of them. Exchange rates 
and interest rates on Government Bonds are arguably now a way greater influence on the 
actions of Governments than the needs or desires of the  people they represent. Adair 
Turner called trading in financial instruments ‘socially useless’ saying traders treat it like 
the playing of a computer game where  dying repeatedly and cheating become the norm.

Businesses circumvent  legislation – or rather the use of the Corporate structure and the 
protection it gives its  owners does. For example, government sanctions against so- called 
terrorist states such as Iran are rendered almost totally in effec tive  because global bro-
kerage networks emerge which allow the targeted state to sidestep sanctions by the use 
of gold bullion. This is all achieved by using a complex and geo graph i cally spread network 
of broker companies, thus crossing many international  legal jurisdictions, not all of which 
play by quite the same rules that we do in the EU or the US. Then add to the mix some fair-
ly  simple financial instruments that do not involve currency changing hands, for example 
derivatives and letters of credit. Fi nally, create Corporations that close down immediately 
following a single shipment of bullion, thus making it almost impossible to trace just who 
(which  human beings) are  behind them. The result is that states that are subject to UN 
sanctions can avoid them to the point where they are basically useless. Oh, and a  great 
many international financiers make themselves very wealthy in the pro cess.

We can blame the Chinese and Rus sians of course, and  there may be something in this, 
since the more opaque nature of their po liti cal dealings with some states make it hard 
to know just what is  going on. But we should fundamentally blame ourselves since, for 
example, Ira nian finance  houses and brokerage firms have sprung up in Western Eu rope. 
You might say this is scandalous, but it’s all entirely  legal. You might decry the perpetra-
tors as criminal, but technically they are not. You might decry them as being immoral, 
but  they’re not  doing anything illegal. And frankly since  these individuals are pretty near 
impossible to identify, since  they’ve worked the system to make sure of it, they never 
have to confront their own immorality. They can fall back on the argument that their  legal 
responsibility is to do what ever they can within the law for the good of the com pany that 
pays their  wages –  this separate entity with no personality, no loyalty and no morality.

For an incorporated organisation, adherence to the law of the land is  really only a cost– 
benefit analy sis and not a moral obligation.  Lawyers are retained specifically to legitimise 
corporate man ag ers in pushing the bound aries at best, and at worst, breaking laws with 
a plausible defence all ready to go. When a corporate body is charged with an offence, 
it does not have the salutary experience of a night in the cell, or three months on re-
mand to consider and repent of its actions. It calmly and rationally enlists  those same 
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 lawyers  –  now on the hook of course for the defence they created in  advance  –  and 
argues the case before any formal prosecution takes place. This phase ends  either with 
the prosecutors, who are highly likely to be severely handicapped in the scales of their 
resources compared to the corporate body, reluctantly assessing that their chances of 
winning are too low to proceed, or with the com pany agreeing to a settlement to avoid 
prosecution. When a  human does a plea bargain, it often still involves incarceration and a 
criminal rec ord. Prosecutors are able to salve their moral indignation with the knowledge 
that the offender has suffered and that the albeit lighter penalty should still deter reof-
fending. When a corporation does a plea bargain, it simply pays a fine and moves on, with 
the executives responsible able to congratulate themselves on a brilliantly judged strat-
egy. This of course is also the issue when a successful prosecution does ensue. Fines 
can be absorbed into cost of operating or even when they are punitive, it’s the current 
shareholders, individuals who are unlikely to have been the  owners when the crime was 
committed, who bear the penalty.

The Litany of Corporate Scandals

Circumventing sanctions on ‘terror’ states is a pretty easy one to judge as indefensible. 
But what about some of the other Corporate scandals of recent years? What about that 
phone hacking within News Corporation? What about Enron and the demise of Arthur An-
dersen? What about Lonmin presiding over the shooting of 34 miners? What about  horse 
meat entering the  human food chain? What about Volks wagen falsely creating fuel effi-
ciency claims? Sadly the list in almost endless, and  every day seems to throw up another.

How does a corporate scandal actually come about? And who is to blame? Is it a small 
number of evil  people? It  can’t be that  simple, since  there are so many examples, involv-
ing so many  people. So it must be the system, but a system cannot do anything; only 
 people do  things. (This of course is changing as we speak, with AI hurtling  towards us, and 
hence my real fear for an unchecked  future, but more of this  later.)

So let’s look at a small number and see what happened.

‘Shut tle Report Blames NASA Culture’ was a pretty amazing headline from NBC in 
 August 2003. How does something that is completely intangible have the power to kill 
 people? David Usborne, writing in The In de pen dent in  August 2003 on The Columbia Ac-
cident Investigation Board Report, quoted the investigators conclusions that the destruc-
tion of space shut tle Columbia and the death of its seven astronauts  were caused by a 
‘self- protective culture’ at NASA. Usborne noted that ‘in effec tive leadership failed to fulfil 
the implicit contract to do what ever is pos si ble to ensure the safety of the crew’. Sure, 
it was the flying foam insulation damaging the heat shield wot done it, but lying  behind 
this  were mission man ag ers being ‘driven by schedule, starved of funds and burdened 
by eroded pro cesses’.

Between 2005 and 2009 in Mid Staffordshire Hospital, up to 1200 patients may have 
died needlessly from the appalling hygiene regime, which was known about by every one 
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who worked  there. Allison Pearson, writing about the Francis Enquiry into the scandal in 
the Daily Telegraph on 7  February 2013, asked why its con sul tants, doctors and  nurses –  
the very  people asked to provide patient care amid increasingly squalid  surroundings –  
did nothing to raise the alarm? Had they become so demoralised they failed to recognise 
the crisis developing in front of them? Or  were they brow beaten into submission by a 
management who, according to the Francis Enquiry, had become so obsessed by achiev-
ing coveted Foundation Trust status that it put the meeting of bureaucratic targets above 
providing a decent standard of care? Attempts to raise the alarm  were repeatedly thwart-
ed. A report presented to the hospital’s Patient and Public 
Involvement in Health Forum was not passed to se nior 
management as ‘they  didn’t want to upset the new chief 
executive and  didn’t want to rock the boat’.

In 2012 we also had Deep  Water  Horizon – 11 workers 
killed and $50 billion of environmental damage. A classic failure of leadership with in-
tense pressure within the system to save time and money. With stress and pressure come 
sacrifices to safety, as NASA had shown.

The more Prosaic Examples Affecting our Daily Lives

 These cases prove that it’s a systemic issue, with ordinary, decent  human beings coerced, 
persuaded, manipulated, cajoled, bullied, bribed and hypnotised into  doing bad  things.

But  these are the catastrophes. What about the smaller, daily examples of good  people 
 doing bad  things? Closer to home, where public opinion would simply not tolerate deaths 
or environmental disasters caused by Corporatism, the impact has been much more on 
‘victimless crimes’ –  human beings still dramatically impacted or hurt by the actions of 
Corporations, but where the companies concerned can hide  behind blaming unrelated 
third parties or their own employees for being negligent.

Just where can we draw the line in terms of what we would be prepared to do, and more 
importantly what we refuse to do? How frequently do we find ourselves justifying actions 
that we know in our hearts are not right, with the very same defences?

In 2009 I was on the receiving end of such behaviour myself. I’d gone into my bank to pay in 
a cheque. When I handed it to the cashier she said that as it was such a large amount they 
would need to undertake a  couple of security checks, and she went off somewhere. When 
she came back I was introduced to another bank employee who asked me to step into a 
private office. I felt quite exposed and uncomfortable at this point, as the queue  behind me 
was very long, and I felt every one looking at me, no doubt assuming that I had done some-
thing wrong. The person who took me into the office was very polite, but clearly ner vous. 
She opened by saying that  there was nothing to worry about, and that  under FSA Money 
Laundering laws anyone paying in a cheque over £2500 was asked security questions, 
and that they always did this in an office to save the customer from talking about personal 
 things in front of other  people. Her insecurity was already communicating dishonesty. She 

They  didn’t want to upset the  
new chief executive and 

 didn’t want to rock the boat.
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then asked me who the cheque was from, and if I had any plans for the money. When I was 
oblique in my answers she said that one of the  things they wanted to do for their customers 
was to ensure they  were earning as much interest as pos si ble on surplus funds. At this point 
I twigged that this charade was all about selling me something. When pressed further she 
eventually admitted that in fact the abusive and dehumanising pro cess that she and I  were 
locked in was her bank’s ‘interpretation of the FSA rules’. I was incredibly  angry – at being 
lied to, but mostly  because of the position that she had been put in by her bosses, placed 
 under pressure no doubt to hit internal sales targets for new accounts, and being told to lie 
to customers in order to manufacture potential sales opportunities. When I took this further, 
 after some months of being batted backwards and forwards between departments and 
layers of customer complaint staff, the closest to a ‘mea culpa’ I could extract, was that the 
branch man ag er had been ‘over- zealous’. He’d been a very naughty boy.

Another personal example was when my  father was in his late 80s, still living in his own 
home but requiring home visits from carers. The rule was that the carers could only wash 
him with his permission. If he said he  didn’t want to be washed (which he  didn’t  because 
he  couldn’t bear the indignity of it, especially as all the carers  were female) they happily 
left him in soiled clothes, progressively contaminating all his furniture and bedding, 
and giving him sores.  There  were some carers that could get him to  agree –  the ones 
who cared enough to spend a few minutes building a relationship with him. It’s easy to 
say that it was the ones who  didn’t care that simply  didn’t bother, but that would be to fall 
into the trap of blaming the employee for being in an invidious position as a victim of the 
system. Carers  were given ridiculously tight visit times, often no more than 15 minutes. 
The carers’ low pay could be seriously affected for taking ‘too long’ on a home visit, and 
so the result was that visits  were effectively more an assault on my  Father than a comfort. 
He found them distressing. Interestingly each one of the carers found the time to faithfully 
rec ord my  Father’s refusal to be washed in the log  they’d created to cover themselves. 
When challenged, the man ag ers of the Agency providing the carers used enormous ener-
gy and creativity to justify to me why this was an acceptable state of affairs.

Behaviours that in normal everyday life would result in being prosecuted for fraud, decep-
tion, slander or even assault, are legitimised by the ‘disembodiment’ of working in a Cor-
porate world, in other words a protected and unnatural, environment. How do  these  things 
happen?  Simple.  Because the visceral fear from the immediate (perceived) threat of retri-
bution, intimidation, judgement and pain is way greater than the ‘moral’ fear of something 
bad happening to  others. It’s why in what we describe as ‘cultures of blame’ so much effort 
(energy and creativity) goes into making sure that we cannot be blamed.  There is the imme-
diate threat to our survival from taking personal responsibility and  doing the right  thing and 
this is literally the only ‘choice’ available to us in the moment. It’s not that  there is no threat 
or pain from acting wrongly, it’s that the potential threat can be deferred, and the pain can 
be denied. Our conscience can construct the following self- defence: ‘If I can survive this 
moment, I’ll worry about what comes next  later. I may be harming this person, but  there 
 really is nothing I can do about it and besides I am not responsible for the state they find 
themselves in.’
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Too Big to Fail

We have the illusion of efficiency in Corporatism, serving markets that ruthlessly force 
‘survival of the fittest’. If an incorporated body is not efficient it  will die. But that’s actually 
a myth, since many Corporations are effectively bailed out when they fail. The financial cri-
sis of 2008 saw the greatest wave of nationalisation since the Soviet revolution of 1917, 
with failed financial Corporations bailed out right, left and centre. When a privatised care 
home or school or railway fails and the  owners skulk away, often having taken substan-
tial dividends and fees in their short tenure, the residents  don’t get put onto the streets, 
the  children  don’t get denied an education, and the passengers are not left without a 
 service –  because the state intervenes, runs the organisation perfectly well for a period 
of time, then passes owner ship to another, presumably better, incorporated body.

When a Corporate goes bust, the liquidation pro cess often means the same ‘failed’  owners 
and man ag ers are back in control of the very same business assets a day  later, just  under 
a dif fer ent name, with the unsecured creditors and unsecured shareholders having fund-
ed the rescue, by sacrificing the debts they  were owed. I’ve supported businesses through 
the liquidation pro cess, and one of the most bizarre, yet utterly predictable dynamics is 
where a supplier is forced to write off a debt one day and is then pathetically grateful for 
more sales the next. A sale is a sale, even if it is to someone who shafted you yesterday. 
We have to swallow our pride and do what’s in the best interest of the  com pany –  even if 
we own 100 per cent of it!

How many corporate bodies of global scale are effectively enjoying massive subsidies 
from us, in the form of very low effective rates of taxation, without which they would prob-
ably not survive past infancy? And how many ‘failed’ executives have you seen go on to 
their next corporate role within days, often having collected a huge payoff.

Even as I complete the writing of this book in 2018, we are fresh off the back of the de-
bacle of UK corporation Carillion  going bust, leaving many government contracts up in the 
air, hundreds of small suppliers with a huge and sudden cashflow prob lem, thousands of 
employees in uncertainty and its pension scheme in a £1 billion+ deficit. Who picks up 
the government contracts? Of course  there are other contractors who come straight in, 
but at what additional cost to the taxpayer? Who picks up the tab for the pension deficit? 
The  government –  you and me. It’s easy to argue that it is the shareholders who bear the 
cost of the risk they took, but who are the shareholders? Most investors who take a long- 
term ‘reasonable return’ approach had bailed out of Carillion shares a year  earlier –  the 
signs  were  there. So in real ity the shareholders who lost out at the end  were  those who’d 
taken a  gamble, who had placed their Carillion shares in a risk portfolio, accepting that 
while some of their picks would fail, some would come off spectacularly. It’s how specu-
lators operate. How many individual  human shareholders  were harmed in the making of 
the Carillion debacle? Very few if any.

Questions  were asked about how the government could award Carillion huge contracts 
at the same time as investors  were heading for the hills. The only plausible answer would 
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seem to be that it was part of a strategy to keep the com pany afloat and see it through 
tough times.  After all, if the government had deci ded to pay attention to the known risks 
around Carillion and placed their contracts elsewhere, they would likely have contributed 
to Carillion’s accelerated demise. Sometimes, when you are over invested, you have no 
choice but to keep the  bubble inflated and hope you can find a point to exit before it goes 
bang. When  you’re in the system, you have no real choice but to do every thing pos si ble 
to ensure its survival.

Corporatism has not Delivered Happiness or Freedom

Of course,  there is no denying that Corporatism has given humanity (well, some  humans 
anyway) choice, leisure, luxury, comfort and longer lives. It’s also undeniable that, since 
many millions of  people go to work in Corporate organisations  every day and find their 
workplace to be one of genuine fellowship and camaraderie, Corporatism gives countless 
 people a genuine sense of belonging, of social and emotional connection, of  family even. 
The Corporation may be the only show in town in employment terms for millions of  people 
across the world but that does not mean I devalue the legitimacy of the fact that millions 
of  people are hugely satisfied with their employment.

But notice the two con spic u ous absentees from the list of positive outcomes that Cor-
poratism  produces –  happiness and freedom. Of course,  these two  things should be the 
outcomes of the  things I listed, and advocates of the Corporation argue vehemently that 
it does indeed offer such Elysian riches. But the evidence points to the exact opposite. 
Greater choice, comfort and leisure has not made us  happier –  the ‘privileged’ half of the 
world are unhappier than  they’ve been for four generations, and anxiety and stress levels 
are at an all-  time high, and this in an era with no World Wars.

And ask anyone who works in the Corporate world, including CEOs,  whether they are ‘ free’ 
and they  will betray the fact that they are not, even if they cannot admit it to themselves. 
Now ask them if they are fearful, anxious, stressed, unsettled . . .  many  will take the op-
portunity to have such states acknowledged, but still many  will deny. The rampant striving 
for growth, and its absolute predominance as the only success mea sure that  really 
counts, has given us leaders who are downright miserable if their com pany’s earnings (no 
 matter how high in absolute terms) are not higher  every period. Why oh why can a com-
pany not be satisfied with producing a period of identical profits? In any other system that 
would be success, but not in the Corporate  world – in that world growth is the only metric 
that counts, even if it comes at the cost of delayed sacrifice or  human suffering.

So many of our businesses have become relatively 
inhuman places where intimidation, isolation, anxiety, 
greed and short- term self- interest rule. Corporate CEOs 
are  under the most intense pressure to announce 
quarter  after quarter ( after quarter) of inexorable 
 growth –  hardly a natu ral state of affairs, particularly 
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in highly competitive environments. Not  every player can grow market share. I remember 
when  running Car Dealerships representing almost  every franchise in the UK, the annual 
round of negotiations with manufacturers on volumes, and how when  every manufactur-
ers’ share aspiration was added up, the total would come to 150 per cent+. Unrealistic. 
Unachievable. Physically impossible. But that did not stop them using intimidatory and 
manipulative tactics to coerce their dealers to sign up to unrealistic targets, creating a 
dynamic whereby Dealers would be  under pressure from Day 1, with forecasts based 
on hope, and panic tactics at each quarter end. Fear would be used in the threat of not 
getting enough allocation or worse, that the franchise would be withdrawn, causing the 
dealer to go bust. Bribery was also used in the form of luxury gifts or holidays for dealer 
staff to hit targets. I recall interviewing a potential Sales Director one time and him proud-
ly listing the holidays he’d won from the manufacturers as evidence of his sales prowess. 
He did not mention dealer profit or customer satisfaction once.

Who’s the Shareholder?

So who actually is the owner now? Who owns your com pany? Which  human being can you 
point to? Hedge funds and corporate raiders circle over CEOs who are incapable of meet-
ing punishing short- term expectations. All in the name of shareholder value, but who is the 
shareholder? This is a vital question since so much is done in their name, yet it is almost 
impossible to identify  actual  human beings. Our corporate laws allow anonymity to  owners 
through nominee bodies, often with countless intermediaries based in offshore tax ha-
vens with no possibility of effective regulation or scrutiny. With 84 per cent of share trades 
now made by computers with no  human intervention (George Washington, zerohedge . com, 
2012), and with the average length of time a share is owned now being just five days, 
according to Trader Alan Clement (2012) we have achieved total separation of owner ship 
and responsibility, and any real notion of long- term investment has left the stage.

So just who are the CEOs serving? They should serve the shareholders, the  owners. But 
since the individual  owners are almost impossible to identify, the CEO ends up serving 
intermediaries. This separation of owner ship away from control, designed nobly at the 
start to fuel innovation, efficiency and scale, has become a separation of owner ship from 
responsibility. The granting of power to  those who do not have to accept any responsibility 
is at the root of our Corporate woes. Aiding this, our laws, our vested interests and our 
own fears have given us Corporations who seemingly have no choice but to put short- term 
financial gain first. This short- term pressure then permeates and affects the  whole or-
ganisation, and in pressured working cultures, corporate man ag ers slip into unconscious 
habitual behaviours of control and judgement that in turn cause employees to develop de-
fensive habits of playing small and staying safe. This of course simply raises the frustration 
and irritation levels in the man ag ers. Pressure turns into fear, frustration into anger and 
uncertainty into anxiety. This is the vicious circle that produces abnormal and inhuman 
behaviour from good, decent  people; the vicious circle that creates cultures of mediocrity, 
where every one is flogging their guts out to achieve largely unsatisfactory results. Insanity.
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And where is the purpose of the endeavour in all of this? Where is the spark of the idea 
and the need that formed the com pany in the first place? Where is the ethos of securing 
the long- term  future of the enterprise, so that  future customers are absolutely served 
better than  today’s? So many companies have lost the spark, adding to the seemingly 
unarguable validity of the CEO’s fallback that says ‘my job is to maximise shareholder val-
ue’ –  always the mantra of maximising shareholder return, but over what period of time, 
when the average share is held for 22 seconds?

The  People who do the Bad  Things are the same  People 
who do the  Good  Things

The most bizarre  thing about Corporatism is that it is the very same  people (with of course 
a tiny number of clear exceptions at the highest levels) that produce the negative out-
comes as produce the positive ones. The  actual  human beings who end up  doing ‘bad’ 
 things are  really no dif fer ent to  those who do the good stuff. They are you and me. And in 
many cases they are literally the same  people, one moment  doing something wonderful 
and creative, and the next  doing something abusive and damaging. How can that be? 
 There must be something within the organism itself, something within Corporatism as a 
system, that is the determining  factor.  There  is –  fear.

Look around at your own organisation and ask yourself what good it is  doing, beyond 
giving  people jobs. Ask yourself where your own organisation is guilty of  doing something 
that’s damaging, in order to secure profit or growth. Now individualise and personalise 
 those  questions –  what good are  doing for the world? Where are you guilty of damaging 
something or someone through an act of commission, or more likely through omission. 
You may not be able to point to something  you’ve done that’s caused harm, but I guaran-
tee you can point to something you should have done, or said, but  didn’t. Just as guilty . . .

 Aren’t we all sometimes guilty of sending messages that this quarter’s numbers are actu-
ally paramount; that bud gets are tight and that our systems  will have to carry on creaking 
for a while yet? We may well be striving to lead our companies according to enlightened 
 princi ples –  even in line with  those values that we keep banging on about. The prob lem 
is that it is our  behaviour –  our  actions –  our  habits –  that actually dictate the culture. It 
 really does not  matter what we  say –  it’s what we do. BP and NASA bosses vehemently 
defended themselves, incredulous that their exhortations about ‘safety first’  were not 
followed by their employees (or contractors), and asking what more they could have done 
than to have written procedures and expect  people to follow them.

The  simple truth is that we can say what we like in memos and emails; we can write what 
we like in  people’s quarterly objectives; we can even incentivise  people financially to con-
centrate on certain aspects of per for mance, but it’s what leaders pay attention to that is 
the true motivator. Acts of omission have become the single greatest controlling behav-
iour in our modern Corporate world: fundamentally leaders not acting when they should. 
My  great, late friend Professor Aidan Halligan, former Deputy Chief Medical Officer and 
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a wonderfully au then tic leader, put it another way when he said 
to me ‘As Leaders, what we permit, we promote’. If our behaviour 
betrays our pre- occupation with short- term imperatives, then we 
are implicitly directing  people to compromise on long- term values. 
If our questioning (coaching?) of  people is  really designed to make us feel that every thing 
is actually OK, rather than elicit the truth, then we can hardly blame  others for joining us 
in a conspiracy.

The Three Characteristics for Abuse to be Systemic

Corporatism has at its core the three characteristics in a heady cocktail for abuse to 
rule.

1. It gives power to individual man ag ers over employees.

2. It puts a faceless hierarchy above  those man ag ers to keep them in check.

3. It allows  those man ag ers’ actions to go unwitnessed by the outside world.

It is the very separation of owner ship and management at the heart of the genesis of The 
Corporation that has created the essential fear dynamic of a hierarchy above the man ag-
ers who are given the power. The threat has become disembodied, and so much more 
potent for that. The horror movies that are the most scary are the ones where the mon-
ster is not seen. The hierarchy above the man ag ers is absent, faceless and spectral in 
 nature –  the menacing and constant disembodied threat lurking in the shadows. It is the 
system itself, Corporatism, which now sits as the Despot.

But surely, I hear you say, that’s the classic fear- based culture; and OK, such cultures ex-
isted in the twentieth  century, but  we’re now in a more enlightened time of consensus and 
employee engagement  aren’t we, and anyway HR is  there to ensure that man ag ers 
with Genghis Khan tendencies  don’t get through the talent management net. Well that is 
certainly true in some organisations, but  there are still many ‘old- fashioned’ fear- based 
Corporates out  there, for all their corporate values might say other wise.

A Whole new Fear for the Twenty- First  Century

Fear used to be  simple, and as such it operated pretty much as biologically designed for 
our survival. For the best part of 200,000 years the source of pretty much all our fears 
was our  environment –  animals and  weather –  and the threat was intensely physical. 
It’s only in very recent  human history that, for the privileged half of the world, threat has 
changed from being solely physical to having more psychological ele ments. As work be-
came more organised through the industrial revolution, man ag ers became the source 
of fear, and  these man ag ers freely used threats of fines or sackings. Early management 
practices created a fear that was largely psychological, but still with a heavy dose of 
mortality since losing your job could easily lead to penury, with all that entailed. But note 

As Leaders, what we  
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that the threatened act and the consequences of that act  were no longer a single event, 
manifest all in a single moment in time. The two could now be separated by some weeks 
or months. The start of ‘fear of fear itself’?

And now a more pernicious and petrifying fear stalks the corporate  land –  the fear of 
condemnation; the fear of judgement and then rejection for not being instantaneous 
and perfect. What  others think of us has become the greatest, the most pernicious, the 
most crippling  fear –  far greater than any physical fear we may experience. Tyrants coerce 
through fear of physical pain; corporations coerce through fear of shame and rejection. In 
the early part of the twenty- first  century, with digital and mobile communications ruling 
our minute-to-minute lives, and with Corporatism in an ever more desperate race to justify 
its illusion of alchemy, man ag ers are set wholly unrealistic expectations in terms of both 
mea sured outputs and timescales. Even when  there is no threat, the frenetic pace, unre-

lenting activity and mass external stimuli mean that 
 today’s Corporate citizen feels compelled to respond to 
 every request speedily and perfectly. Trying to keep up 
with machines is a challenge at which we cannot possi-
bly hope to succeed, and the stress could kill us and 
 there is no rest. Mobile technology has been with us for 
a few short years and has already transformed our work-
ing landscape.

In all my coaching of leaders and man ag ers, the single greatest common thread has 
been their navigation of fears that are simply not  real –  fears that their corporate anxiety 
disorder has  either in ven ted or blown massively out of proportion. Leaders and man ag ers 
have come to be fearful of  things that are illusory; fearful of  things that they simply do 
not need to fear. In the old days, leaders and man ag ers feared  judgement –  since being 
judged would result in some form of immediate sanction, the ultimate being the sack. 
But we now live in a Corporate world where man ag ers and employees are encouraged 
and expected to be autonomous, to think and decide for themselves, to innovate, to take 
risks. I’d love to add ‘to fail’ to that list, but failure simply does not feel safe. ‘Failure is not 
an option’ in the corporate world, or that is how it feels. And with regular feedback as the 
new currency, in theory no leader or man ag er should fear being judged, since they are 
promised that is a step along the journey of self- development. But this is not how it plays 
out in The Corporation, since feedback  really means judgement in the moment, felt as a 
visceral ‘rejection’, with the consequences of condemnation not coming immediately, but 
 later,  after a period of some living hell during which the leader or man ag er is surely the 
walking dead, in the unwitnessed pro cess of being ‘managed out’. Or so we have come 
to fear.

 These fears are, in the vast majority of cases, simply not real.  Will the CEO who answers 
an analyst’s question with an ‘I  don’t know’  really lose their job as a result of that one 
act? Of course not, but that’s how it  feels –  the single moment that condemns the CEO 
to Death Row.  Will the man ag er who takes a risk and fails be fired? Most likely not, since 
they are unlikely to have been reckless, negligent or malicious.  Will the employee who 
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says ‘No’ be sanctioned? The real ity is that they  will not be, in fact they might be praised, 
but it  will feel as though they have been punished if their man ag er’s reaction is negative. 
The fear of condemnation is often too  great for them to take the risk, and so playing safe 
becomes the modus operandi. When you are a hostage, you  daren’t take risks. Survival 
means staying quiet and utterly compliant. But in The Corporation even  those who watch 
the hostages dare not step out of line.

Corporapaths and CTSD

Every thing that’s wrong, corrupt and damaging about The Corporation stems from fear. I 
believe that a new and unique type of psychopathy has been created at the upper levels of 
management with the development of the Corporapath. It may be understandable for a 
CEO not to know the details and to be ‘let down’ by lieutenants but the CEO’s masters 
cannot allow it to be acceptable. If it is then frankly CEOs have licence to swan around 
basing their  whole strategy on hope.  These guys get paid enough in two or three years to 
live a  whole lifetime. They are expected to devote their lives to the role and to always be on 
duty. Do not underestimate the power of the CEO’s role modelling. It may be the single 
greatest dynamic force dictating and regulating the culture of the  whole organisation. If the 
CEO is an over delegator, ie someone who delegates without coaching and without check-
ing, then their man ag ers  will likely mirror that same dynamic. The result is that front-line 
employees have to make sure that every thing happens as it should. Normally when a CEO 
eventually resigns, it is not an act of integrity on their 
part, a selfless act in defiance of being pushed too far by 
their  owners or critics, but actually  because  they’ve been 
exposed as poor CEOs. CEOs are not let down by incom-
petent lieutenants, they make them incompetent.

And  we’re back to the over- delegating CEO operating on a strategy of blamelessness and 
hope. Within one com pany with say six layers of hierarchy, it is often the front- line employ-
ees who are the only ones who know what’s actually happening, and who have to absorb 
all the pressure of serving the customers despite all the nonsense  going on above them. 
In companies that use outsourcing, the number of ‘layers’ of hierarchy might be tenfold, 
as an ever more complex web of offshored companies and agents are used to circumvent 
laws, and to obscure the ability to identify  human responsibility.

Executive Team rooms (notice I  don’t say boardrooms, since we  will come to the Non- 
Executives  later) are cauldrons of pressure to hit numbers that are bigger than last 
 period. Forecasting within corporations is often characterised by missed numbers and 
order signing dates constantly moving back. In fact many CFOs produce their own version 
of their sales teams forecasts  because experience teaches them that the forecasts are 
missed by a significant  factor. As a Chairman the forecasting pro cess and accuracy is 
always something I pay  great attention to. Show me an organisation that consistently 
misses its forecast and I’ll show you an organisation with a culture of fear. The forecasting 
pro cess is perhaps the greatest barometer of fear within the culture  because it goes to 
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the heart of the critical moments of choice for  man ag ers – do employees tell them what 
they want to hear, or dare they tell them the truth?

The emergence of the corporapath has been matched with the growth of a wholly new 
form of psychological disorder within the cohort of man ag ers and employees beneath 
 them  –  Corporate Traumatic Stress Disorder (CTSD), one which  will, when universally 
recognised, give insight and understanding as to precisely what millions of Corporate 
employees are unconsciously suffering.

Corporatism is  Under Pressure

The Corporation may be unassailably dominant, but it is also profoundly  under pressure 
in the early part of the twenty- first  century. Corporatism is being found seriously wanting. 
Technology and global communications have given us the potential to form collaborative 
organisations and collective  human enterprises capable of not just changing our world for 
the better but of  doing so for  every single  human being on the planet. We have absolutely 
every thing we need in renewable resources and  human talent, to solve all our prob lems.

According to the United Nations Food and Agriculture Organisation of the United Nations, 
the estimated number of under- nourished  people increased from 777 million in 2015 
to 815 million  people in 2016. Yet they also state that  there is more than enough food 
produced in the world to feed every one.

As reflected in Sustainable Development Goal 2 (SDG 2), one of the greatest challenges 
the world  faces is how to ensure that a growing global  population –  projected to rise to 
around 10 billion by 2050 –  has enough food to meet their nutritional needs. To feed 
another two billion  people in 2050, food production  will need to increase by 50  percent 
globally. Food security is a complex condition requiring a holistic approach to all forms of 
malnutrition, the productivity and incomes of small- scale food producers, resilience of 
food production systems and the sustainable use of biodiversity and ge ne tic resources. 
We could easily produce all our required energy from renewable sources, we have the 
resources to eradicate infant malnutrition  etc. But we also have a global network of mu-
tually interdependent Corporations for whom  those solutions would simply not produce 
the outcomes they need to sustain themselves.

‘The State of Food Security and Nutrition in the World 2017’

We’d rather feed Corporate bodies than  human ones. 
The survival of the Corporation comes before the survival 
of  people – it always has done, but what’s dif fer ent now 
is Corporatism’s sheer dominance.

Since it was resurrected in the nineteenth  century, and 
particularly through the global deregulation boom of the 

late twentieth  century, the Corporation has been able to embed itself permanently. Since 
 we’ve endowed it with a separate  legal personality, passed laws to protect its right to life, 
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grown an army of professional  lawyers, bankers and accountants to support and protect 
it, turned a blind eye to its indiscretions, and bailed it out when its simply gone too far, we 
 really only have ourselves to blame.

Now, I  haven’t lived 60 years to naively believe in a Utopian vision of 7 billion happy, healthy 
and fulfilled  human beings, living together in peace and harmony. But short- termism in 
the extreme and the entrenched self- service of the privileged and the power ful have given 
us Corporations that are, with a very few notable exceptions, woefully incapable of rising 
to the challenges we face as Humankind. It’s simply not in their interests to do so.

Many intelligent  people argue that business should be allowed to take over most if not all 
functions of government, and to assume responsibility for managing social change and 
cultural development, since it is only business that can honestly act in the best interests 
of citizens (customers of government), can truly work across national borders (since they 
have no national allegiance), and can therefore coordinate resources,  people and cap-
ital to build a more peaceful and sustainable world for an ever safer, more comfortable 
and more fulfilled population. It is a powerfully logical argument, one that has held the 
‘informed’ neoliberal consensus for the last 50 years. And yet The Corporation has an 
appalling track rec ord on sustainability, and a very mixed rec ord on the achievement of 
positive outcomes. Democracy may be the best worst means of governing a nation, but 
I do not believe The Corporation is the best worst means of governing an organisation of 
 people in collective endeavours. I think it can become so, but not on its current trajectory. 
Its rec ord stinks.

Is Corporatism all Bad?

 There are many incorporated companies out  there  doing amazingly impor tant work in 
the world, behaving ethically, treating all stakeholders with im mense re spect, genuinely 
pursuing purpose and yet carefully managing financial viability and a sustainable return. 
So surely corporatism is not all bad? I would argue that the reason  these companies are 
successful ethically as well as financially is that they eschew the most negative and dam-
aging aspects of corporatism.

For example, SMEs (Small and Medium Enterprises), although highly likely to be incorpo-
rated bodies, seem better able to draw back from the most negative dynamics of their 
larger Corporate peers. The reason is  simple –  the  owners are usually still  really close to 
the customers and front- line employees. No disconnect or separation  there. In a large cor-
porate this is almost never the case. The prob lem with SMEs, however, is that they do not 
provide the opportunity for ‘stellar’ profits (they merely make reasonable ones) –  they just 
 don’t provide the ‘something for nothing’ alchemical opportunities that attract investors. 
Ethics apparently does not scale.

The moment leaders,  whether  owners or delegated man ag ers, find themselves  doing 
 things that they would not do if it  were not for the money; the moment the majority of 
employees  don’t ‘know’ the  owners; the moment leaders feel disconnected from the 
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customer and front- line employee experience, the slippery slope is joined and the nega-
tive aspects of corporatism  will take hold. Pressure and thus fear enter the system, and 
once in, they are tough to shift.

The positive aspects of corporatism are  twofold –  the standardisation, consistency, relia-
bility and predictability of systems and pro cesses, in other words safety and strength from 
structure, and secondly a financial structure that gives some breathing space through 
tough trading times and that can absorb some failures.

What’s the Answer?

As a  Human race, occupying this planet Earth, it is entirely pos si ble for 9 billion  people 
(where  we’re headed) to be well fed, well clothed, well educated, and well cared for. We 
have the physical and creative resources and the knowledge and technology to do so. 
We simply cannot organise ourselves to achieve it. Why the hell not? Of course  there are 
massively complex geo- political dynamics at play, but Corporations are not helping in the 
way they trade with the developing world. Why would they? Why should we expect them 
to? They  were not set up to solve world peace and eradicate world famine.

 There are plenty of voices in the world arguing for the overthrow, eradication, or disman-
tling of The Corporation. And while I may privately have  great sympathy with  those voices, 
I do not myself evangelise nor actively work for or with  those voices.  After all it would have 
to be replaced by some alternative form of institution, and what would be dif fer ent?

Governments, trades  unions, global regulators,  lawyers, quangoes  etc have all tried man-
fully to rein in the excesses of The Corporation through regulation, protest, disruption and 
legislation. Politicians, commentators, religious leaders, Royal Commission Chairmen, 
even some fund man ag ers, have encouraged, cajoled, manipulated and even shamed 
Corporate leaders to change their ways through self- regulation. All to no real avail. A piece 
of legislation or regulation just starts to bite, and The Corporation is able to use further 
advances in technology or the inexorable control of global financial markets to scupper 
the attempts to control them. Or they simply employ the armies of  lawyers and account-
ants who are reliant on fat fees to find new and cleverer ways round the law. Individ-
ual leaders and man ag ers have (rather infrequently) been prosecuted for breaches of 
the law, but successful prosecutions are notoriously hard to win. The  legal separation of 
owner ship and control, and the legalised disembodiment of The Corporation from the ac-
tions of individual  human beings are almost impossible to break down in  legal argument. 
So more often than not the entity successfully sued is The Corporation itself, but since 
a Corporation cannot be jailed or executed, the only recourse is financial in the form of 
fines. So no  human being is  really sanctioned.

 There have been many attempts to create meaningful laws to hold Corporations to ac-
count. For example corporate manslaughter is a legitimate charge, but how many suc-
cessful prosecutions can you name for that? We sue corporate bodies but no ‘responsible’ 
 human  suffers –  indeed many com pany Directors treat fines or damages as a cost of  doing 
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business, weighing up the potential risk/return equation, and legitimising getting caught 
for their wrongdoing as a ‘price worth paying’. If a CEO knew they could go to jail for the 
negligence of their com pany, perhaps  they’d take  things more seriously. The psychopathic 
argument is that such threat would mean the supply of  people prepared to take on CEO 
roles would evaporate? It’s the same argument that says all top talent  will emigrate if the 
top tax rates rise. I simply do not believe this to be true for  these arguments make every-
thing about money, and  there are very few  human beings for whom money is the sole or 
even major motivator. But the system can only argue financially. It is its only  measure –  its 
only  weapon –  and perhaps hence why average Executive pay is so dramatic a multiplier of 
average earnings.

In my opinion The Corporation is too deeply entrenched, too skilled and practised at per-
petuating itself, too protected, frankly too power ful for it to succumb to be changed from 
the outside. And I am too old and too tired and too selfish to even try. The Corporation may 
be The Dragon but I am no St George. My evangelism and my work are for change from 
within, by giving genuine emotional owner ship back to  human beings so that it once again 
becomes worth standing up for truly ethical and responsible strategies and decisions; by 
genuinely sharing responsibility for the inputs and outputs we all create  every day; and 
by genuinely and more equitably sharing the rewards of our collective endeavours. We 
simply have to put the humanity back into The Corporation, and start turning the tide.

So I am not against incorporation, I simply ask you to know what you do and to watch for 
the signs of pressure and fear creeping in. And while my exhortations may sound stagger-
ingly unrealistic, and/or even monumentally naive, I contend that the change is in itself 
quite  simple. Leaders and man ag ers simply have to wake up, realise that their fears are 
illusory, and act according to their  human instincts. Since The Corporation is not  human, 
we can take back control. But time is  running out.

Notes

 Bubble Act 1720 was an Act of the Parliament of  Great Britain passed on 11  June 1720 
that forbade the formation of any other joint- stock companies  unless approved by roy-
al charter. This was a response to the demise of the South Sea Com pany, a British 
joint- stock com pany that had been granted a mono poly to trade with South Amer i ca 
and nearby islands, hence its name.  There was never any realistic prospect that trade 
would take place and the com pany never realised any significant profit from its mono-
poly. Shares in the com pany  rose greatly in value as it expanded its dealings in govern-
ment debt, peaking in 1720 before collapsing to  little above its original flotation price; 
the economic  bubble became known as the South Sea  Bubble.

Salomon v A Salomon & Co Ltd, UK House of Lords 1, AC 22 –  the effect of the House 
of Lords’ unan i mous ruling was to uphold firmly the doctrine of corporate personality, 
as set out in the Companies Act 1862, so that creditors of an insolvent com pany could 
not sue the com pany’s shareholders to pay up outstanding debts.
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Dodge v Ford Motor Co 204 Mich 459, 170 NW 668 is a case in which the Michigan 
Supreme Court held that Henry Ford had to operate the Ford Motor Com pany in the 
interests of its shareholders, rather than in a charitable manner for the benefit of his 
employees or customers. It is often cited as affirming the princi ple of ‘shareholder pri-
macy’ in corporate Amer i ca.

Friedman’s Doctrine Capitalism and Freedom, by Milton Friedman, originally published 
in 1962 by the University of Chicago Press, discusses the role of economic capitalism 
in liberal society.

Forbes Magazine, Urban and Coffey 26  October  2011, www . forbes . com / sites 
/ brendancoffey / 2011 / 10 / 26 / the - four - companies - that - control - the - 147 - companies 
- that - own - everything / #29445747685b (accessed 25  May 2018).

London UK High Court 26  January  2017. Reported in The Times by Emily Gosden, 
27  January 2017.

Tesla 2018 7  February 2018. Letter to Shareholders signed by Elon Musk, Chairman 
and CEO, and Deepak Ahuja, CFO.

Brooke Harrington The Society Pages 16  October 2010. ‘Economic Sociology’.

Bakan, J (2004) The  Corporation: The Pathological Pursuit of Profit and Power. London: 
Constable and Robinson.

Oxfam Wealth Distribution Report 16  January 2016 –  ‘An Economy for the 99%’ based 
on global wealth distribution data provided by the Credit Suisse Global Wealth Data 
book 2016.

Ben Chu, In de pen dent Newspaper 22  November  2012. ‘Britain’s Missing Billions: 
Counting the True Cost of Corporate Tax Avoidance’.

US bud get deficit Congressional Bud get Office (non- partisan analy sis for the US Con-
gress) forecast for Fiscal Year 2018 $804 billion.

John W Schoen, CNBC 6  October 2015. ‘US Companies Holding $2.1 Trillion Offshore 
Profits’.

The Happiness Formula series on BBC Two 2014 opinion poll by GfK  NOP –  this pro-
vides the first evidence that Britain’s happiness levels are declining. Britain is less hap-
py than in the 1950 s –  despite the fact that we are three times richer. The proportion 
of  people saying they are ‘very happy’ has fallen from 52 per cent in 1957 to just 36 
per cent  today. Polling data from Gallup throughout the 1950s shows happiness lev-
els above what they are  today, suggesting that our extra wealth has not brought extra 
well- being.

Gallup Inc a US research- based, global performance  management consulting com pany.

National Alliance on  Mental Illness NAMI ‘ Mental Health by the Numbers’ www.nami 
.org /Learn-More/Mental-Health-By-the-Numbers (accessed 25  May 2018).

http://www.forbes.com/sites/brendancoffey/2011/10/26/the-four-companies-that-control-the-147-companies-that-own-everything/#29445747685b
http://www.forbes.com/sites/brendancoffey/2011/10/26/the-four-companies-that-control-the-147-companies-that-own-everything/#29445747685b
http://www.forbes.com/sites/brendancoffey/2011/10/26/the-four-companies-that-control-the-147-companies-that-own-everything/#29445747685b
http://www.nami.org/Learn-More/Mental-Health-By-the-Numbers
http://www.nami.org/Learn-More/Mental-Health-By-the-Numbers
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World Health Organisation WHO prediction quoted in a Department of Health Press 
Release 29  February 2012.

James Murdoch James Murdoch was Executive Chairman on News Corporation. He 
gave a speech at the MediaGuardian Edinburgh International Tele vi sion Festival in 
 September 2009, titled ‘The Absence of Trust’, concluding that ‘the only reliable, dura-
ble, and perpetual guarantor of in de pen dence is profit’.

Phone-Hacking Scandal The News International phone- hacking scandal is a controver-
sy involving the now defunct News of the World and other British newspapers published 
by News International, a subsidiary of News Corporation. Employees of the newspaper 
 were accused of engaging in phone hacking, police bribery, and exercising improper 
influence in the pursuit of stories. The resulting public outcry against News Corporation 
and its owner Rupert Murdoch led to several high- profile resignations, including that of 
Murdoch as News Corporation director and Murdoch’s son James as executive chair-
man. Advertiser boycotts led to the closure of the News of the World on 10  July 2011, 
 after 168 years of publication.

Elisabeth Murdoch Elisabeth Murdoch was Non Exec Chair of Shine Group, a subsidiary 
of twenty- first  Century Fox, owned by her  father Rupert Murdoch. She gave the Mac-
Taggart Address at the Media Guardian Edinburgh International Tele vi sion Festival in 
 August 2012, concluding that ‘profit without purpose is a  recipe for disaster’.

Adair Turner Chairman of the Financial Ser vices Authority from a round  table discus-
sion in 2009 organised by Prospect Magazine.

Enron and Arthur Andersen Enron was a US energy supply com pany. Enron’s activities 
and its accounting practices  were so obviously corrupt, yet its auditors Arthur Andersen 
signed off the annual accounts as meeting all financial regulations and codes. While 
serving as Enron’s auditors, Andersen’s  were also earning millions of dollars in consult-
ing fees, arguably co- creating the devices and instruments which obfuscated what was 
actually  going on. The ensuing scandal of 2001 led to Enron’s bankruptcy, but also de 
facto to the dissolution of Arthur Andersen, and to subsequent legislation which forced 
the big accountancy partnerships to separate their auditing and consulting functions.

Lonmin Violent clashes at Lonmin’s Marikana platinum mine in 2012  were brutally put 
down by the police, leaving 34 striking miners dead. With the com pany close to breach-
ing banking covenants if unable to produce the platinum required, extreme pressure 
was put on the police to break the strike.

Horse Meat entering the food chain In  January 2013 it came to light that  horse DNA 
had been discovered in frozen beef- burgers sold in supermarkets. Foods advertised 
as containing beef  were found to contain as much as 100 per cent horse meat. While 
the presence of undeclared meat was not a health issue, the scandal revealed a major 
breakdown in the traceability of the food supply chain, and the risk that harmful ingredi-
ents could have been included as well, for example the veterinary drug phenylbutazone 
which is banned in animals destined for the  human food chain.
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Volks wagen The Volks wagen emissions scandal began in  September 2015, when the 
US Environmental Protection Agency issued a notice of violation of the Clean Air Act to 
German automaker Volks wagen Group. The EPA found that Volks wagen had intention-
ally programmed engines to activate their emissions controls only during laboratory 
emissions testing which caused the vehicles’ NOX output to meet US standards during 
regulatory testing, but emit up to 40 times more NOX in real- world driving. Volks wagen 
deployed this programming software in about 11 million cars worldwide between 2009 
and 2015. This scandal sparked another debate about responsibility within corpora-
tions. Who was to blame? Who should be prosecuted?

NBC nbcnews . com  August 2003 headline ‘Shut tle Report Blames NASA Culture’ (ac-
cessed 25  May 2018).

David Usborne in The In de pen dent 26 August 2003. ‘The Shaming of NASA: How Safety 
was Sacrificed and Seven Astronauts Died’.

NASA Report  The Columbia Accident Investigation Board (CAIB) was convened by 
NASA to investigate the destruction of the Space Shut tle Columbia during STS-107 
upon atmospheric re- entry on 1 February 2003. The CAIB released its final report on 
26 August 2003. The panel determined that the accident was caused by foam insu-
lation breaking off from the external fuel tank, forming debris which damaged the or-
biter’s wing; and that the prob lem of ‘debris shedding’ was well known but considered 
‘acceptable’ by management.

Allison Pearson Daily Telegraph 7 February 2013 reporting on the Francis Enquiry in an 
article entitled ‘Why is Nobody Being Punished for this Disaster?’

Deepwater Horizon The marine oil spill, the largest in history, began following an explo-
sion on 20 April 2010, on the BP- operated Macondo Prospect in the Gulf of Mexico. In 
September 2014, a US District Court judge ruled that BP was primarily responsible for 
the oil spill  because of its gross negligence and reckless conduct. (Robertson, Camp-
bell; Krauss, Clifford 4 September 2014). In July 2015, BP agreed to pay $18.7 billion 
in fines, the largest corporate settlement in US history. As of February 2018, criminal 
and civil settlements and payments to a trust fund have cost the com pany $42.2 billion.

Carillion Carillion plc, was the second largest construction com pany in the UK, with some 
43,000 employees. The com pany experienced financial difficulties in 2017, and went 
into compulsory liquidation on 15 January 2018, with liabilities of almost £7 billion.

George Washington Zerohedge . com 26 April  2012. ‘84% of all Stock Trades are by 
High- Frequency Computers . . .  Only 16% are done by  Human Traders’ (accessed 25 
May 2018).

Alan Clement helixtrader . com (2012) quoted on Quora . com (accessed 25 May 2018). 
 There are many numbers bandied about on  this –  the highest I’ve seen is four months 
and the lowest is 11 seconds. Alan Clement’s analy sis seems to me to be the most 
feasible.
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Aidan Halligan Professor Aidan Halligan was Deputy Chief Medical Office in  England and 
Wales between 2003 and 2007. Born just two months  after me, he died in April 2015 
at the tragically early age of 57.

Food and Agriculture Organ ization of the United Nations Report ‘The State of Food 
Security and Nutrition in the World 2017’.
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