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‘Leadership	   Insight	   Dialogue’	   is	   the	   term	   we	   (Richard	   Searle	   and	   Rob	   Burke)	   use	   in	   our	  
leadership	   approach.	   	   From	   a	   futures	   thinking	   in	   a	   leadership	   context	   perspective	  we	   use	  
‘Leadership	   Insight	   Dialogue’	   as	   a	   design	   space	   to	   develop	   scenarios	   by	   an	   innovative	  
approach	   to	   strategy	   implementation	   through	   a	   dialogue	   engagement	   process	   aimed	   at	  
articulating	   purpose	   and	   shared	   vision	   through	   scenarios	   based	   on	   creative,	   critical	   and	  
futures	  thinking	  that	  are	  both	  enabling	  and	  inspiring.	  	  

The	   intention	   of	   ‘Leadership	   Insight	   Dialogue’	   interactions	   is	   to	   gather	   multiple	   shared	  
histories	  on	  needs	  and	  challenges	  to	  develop	  a	  sense	  of	  core	  issues,	  key	  leverage	  points	  and	  
a	  sense	  of	  the	  future	  and	  future	  possibilities	  within	  the	  organisation	  or	  social	  system.	  

	  

‘Leadership	   Insight	  Dialogue’	   (shown	   as	   red	   in	   the	  model)	   is	   used	   for	   design	   and	   scenario	  
development	   to	   co-‐evolve	   desired	   emerging	   scenarios	   as	   new,	   sometimes	   disturbing,	  
insights	   emerge	   for	   a	   group	   of	   participants	   in	   the	   here-‐and-‐now.	   	   If	   you	   can’t	   articulate	  
clearly	  the	  purpose	  of	  your	  organisation	  or	  social	  system	  then	  it	  is	  difficult	  for	  people	  to	  be	  
motivated,	   particularly	   when	   worldviews	   are	   challenged	   which	   is	   one	   reason	   so	   many	  
strategic	  plans	  are	  never	  implemented.	  	  What	  is	  innovative	  about	  the	  process	  is	  the	  primary	  
focus	  is	  on	  the	  actual	  real	  world	  leadership	  challenges	  people	  are	  faced	  with	  personally	  and	  
professionally	  as	  they	  work	  with	  others,	  their	  worldviews,	  their	  groups,	  and	  organisations	  to	  
adapt	  to	  new	  realities	  and	  emergent	  scenarios,	  in	  striving	  to	  achieve	  effective	  outcomes.	  The	  
approach	   is	  challenging,	  as	   it	  does	  not	  only	  focus	  on	  the	   leader	  but	  on	  the	  entire	  group	  to	  
recognize	  and	  take	  responsibility	  by	  their	  own	  acts	  of	  leadership	  in	  the	  here-‐and-‐now.	  	  
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As	  Richard	  says,	  conventional	  leadership	  literature	  suggests	  it	  is	  the	  role	  of	  a	  leader	  to	  create	  
a	  vision	  from	  which	  goals	  are	  set,	  competencies	  and	  strategies	  agreed,	  and	  people	  with	  the	  
right	  capabilities	  are	  sought	  to	  create	  the	  culture	  to	  execute	  the	  leaders	  strategy	  (shown	  as	  
grey	   in	   the	   model).	   	   The	   model	   proposes	   that	   it	   is	   not	   the	   leader	   but	   through	   acts	   of	  
leadership	  from	  anyone	  in	  the	  group	  that	  shared	  meaning	  can	  evolve	  and	  new	  insights	  and	  
scenarios	  emerge.	  	  The	  design	  space	  is	  used	  for	  clarifying	  purpose	  before	  any	  reframing	  and	  
visioning	   take	   place.	   	   The	   red	   design	   space	   must	   always	   come	   first	   for	   the	   grey	   to	   be	  
effective.	  	  

The	  internal/today	  quadrant	  is	  the	  space	  of	  our	  worldviews.	  	  That	  is	  it	  is	  the	  stories	  we	  tell	  
ourselves	  about	  who	  we	  are	  and	  what	  our	  organisation	  stands	  for	  –	  the	  organisational	  litany.	  	  
In	  conventional	  planning	  the	  trend	  is	  to	  go	  straight	  from	  this	  space	  into	  the	  external/today	  
quadrant	  as	  the	  way	  we	  implement	  our	  strategy.	  	  I	  have	  argued	  before	  that	  the	  real	  strategy	  
of	   any	   organisation	   is	   what	   they	   actually	   do	   in	   the	   here-‐and-‐now.	   	   It	   is	   strategy	   iterated	  
through	   time,	   as	   the	   strategy	   narrative	   emerges	   based	   on	   worldviews.	   	   This	   is	   the	  
comfortable	   route	   to	   take	   but	   it	   is	   also	   the	   least	   effective	   because	   it	   does	   nothing	   about	  
different	  worldview	  narratives	  i.e.	  other	  coherent	  sets	  of	  assumptions	  and	  principles	  about	  
how	  the	  world	  works.	  	  	  

Futures	  work	  harnesses	   the	   role	  of	   intuitive	   inquiry	  and	  storytelling	   to	  enable	   less	   familiar	  
drivers	   of	   change	   to	   be	   considered	   as	   relevant	   which	   takes	   us	   into	   the	  
tomorrow/internal/external	   quadrants	   as	   all	   views	   (worldviews)	   of	   the	   future	   count	  
particularly	   when	   confronting	   powerful	   vested	   interests	   and	   exclusion	   of	   alternative	  
interests	   and	   contradictory	   perspectives.	   	   This	   is	   why	   futures	   work	   matters	   and	   why	   it	  
involves	  acts	  of	  leadership	  and	  why	  futures	  work	  can	  help	  in	  navigating	  the	  productive	  range	  
of	  anxiety	  any	  significant	  change	  process	  offers.	  

	  

	  

 

 
 


