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"If at first the idea is not absurd, then there is no hope for it."
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HE HUMBLE POST-IT note.
Chances are you are within
range of at least one of these
ubiquitous little yellow squares
right now. They do everything
from remind us to buy milk, mark territory in
the office fridge, and even help plan out major
operations. And yet, they almost didn't exist.
In 1968, Spencer Silver was a chemist
working for 3M, a large American industrial
company. He was tasked to create glue, strong
enough to be used with aircraft parts. However, despite his best efforts, the glue he created
was barely strong enough to hold together two
pieces of paper. When he presented his results,
the automatic response from the management
was to scrap the project, calling it a failure.
However, he believed that it had value and so
persisted. Instead of calling it a failure, he re-

framed it, and called it "a solution without a
problem", believing that it had some value in
another context.
Four years later, Art Silver, another 3M
employee found the "problem". He was looking
for a way to hold the bookmarks in his hymn
book at church and found this glue to be strong
enough to hold a piece of paper in place without
tearing it. Pleased with this discovery, he continued to develop the product, which ended up
becoming the common (and extremely profitable) post-it note, which endures today.
What lessons can we take from this little
yellow square? This small post-it note is a tangible reminder that something we may first
struggle to understand may actually have real
value. However, finding value is not a passive
task—we cannot simply sit and wait for it to
reveal itself. Instead, we must always play an
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~Albert Einstein
active role. This is directly analogous to the
current JWC's organizational trial structure.
Remembering back to the JWC "One
Team" concepts, there are two perspectives we
can often take when it comes to change.
The first is the Observer/Critic/Judge
or OCJ. This style focuses on purely what is
wrong or what won't work. This is by far the
easiest and most common perspective when
we face change. This is mostly because it is easier to criticize something rather than actively
looking for value. Typical responses are "this
idea wouldn't work because..." or "we tried this
before and it didn't work." This approach is
common everywhere from the boardroom to
the sidelines of an under-8's football match. In
fact, it is so common that we often don't see
it ourselves, particularly when we criticize or
judge our own ideas internally.
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You may argue that this is our natural tendency reaching back to earlier times in our
history when it was critical that we be able to
quickly identify real-life threats. However, this
approach does not come without a cost. If we
continually default to this OCJ mindset, it becomes harder and harder to recognize value
and new ideas are often swiftly killed off by
the OCJ mindset. This is detrimental because
in most cases a new idea has to be given the
chance to mature before it becomes truly
valuable. Further, by continually overusing
this mindset in our lives, we are also limiting
ourselves. Value becomes harder for us to see
through this filter, which restricts how we see
the world and therefore how we operate in it.
The second and more useful approach
is that of the Participant/Supporter/Coach or
PSC. This involves resisting the urge to immediately pick holes in an idea, and instead take
a more engaged and collaborative approach to
seek out reasons why it is worth trying. This
involves actively finding ways to make it work,
by looking for possibilities and help bring out
the real value hidden within the idea, much
like the glue originally designed for aircraft in
the story of the post-it note. Once again, this
perspective not only helps us expand and de-

velop ideas, but gives us a broader, richer outlook on possibility in our own lives and those
we interact with.
Although both perspectives yield results
there is nevertheless a critical difference. The
OBJ perspective, while easier to use, produces
very little, as most ideas are blocked before
they can develop. To contrast, the PSC perspective is generative and helps us move from
what might initially appear to be a poor idea to
a newer, greater idea. The key point here is that
when we realize we have a conscious choice of
which perspective to use, the more flexibility
we have in contributing to the best possible
results. Remember Spencer Silver's change of
perspective from "failure" to a "solution without a problem" in the original story of the postit note. This simple mindset change made it
easier for the other scientist to take on and use
his original idea. This highlights how important attitude is in any organizational change.
Now the JWC is in the middle of its trial
organization structure what attitude do we
need to take forward when evaluating it? Do
we take the almost automatic, mindless perspective of the OCJ or do we engage with the
more value-generating perspective of the PSC?
As the staff we play a crucial role in this trial and

it could be argued that the "result" depends less
on the proposed structure itself and more on
the attitude of the staff to make it work, something the JWC is well known for. So the final
question is: in the upcoming trial will you see
the next great "post-it note" idea or just defective glue? Luckily the choice is ours. 

JWC
ONE
TEAM
A powerful
model for success
All organizations have cultures.

The only
choice we have is whether we shape them or
we let them shape us. Culture plays one of the
biggest roles of success or failure in an organization. Since 2013, the Joint Warfare Centre has
embarked on a journey of intentionally shaping
a healthier, high-performing culture to become
even more effective in serving NATO. We call it
the "One Team" culture.
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