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Foreword

This book is designed to offer a short guided tour through the worlds of
work and organisations, from a ‘systemic’ point of view. As we live our in-
dividual lives, surrounded by all the myriad possibilities and limitations
that confront us each day, we can so easily forget that we are also inti-
mately connected to the larger whole. The ‘systemic’ way of thinking and
looking at theworld helps us becomeaware of themanymechanisms and
dynamics thatareatwork in systems thatwenormallynevernotice. These
are the dynamics that can, in one moment, give us the wings to fly and
in another moment hold us completely paralysed and unable to act. The
German philosopher and psychotherapist Bert Hellinger has discovered a
way to make the hidden dynamics of any system visible. He uses what he
calls the ‘constellation’ to do this. Gunthard Weber, together with many
colleagues, has developed Bert Hellinger’s pioneering ideas further and
taken constellations into the world of work and professions and organi-
sations. A ‘constellation’ has the unique capacity of being able to bring
fundamental truths about any particular system to light. It bypasses the
opinionsor judgements that soweeasily imposeon reality andwhich tend
to filter out and distort the truth. And, as such, the constellation approach
is very directly connected with perceivable reality.

Constellations have been able to provide us with many new insights
into how organisations actually function and how people within organi-
sations can flourish. The interest in organisational constellations is natu-
rally growing very rapidly now with so much new information becoming
available about what is actually going on in organisations, when consid-
ered from a systemic point of view.

I, myself, through my work as an organisational consultant, have now
had six years of experience using the systemic approach in organisations.
I’ve brought many insights together in this book, examples from our con-
sulting practice, andmy own experiences gained fromworking in the field
of organisation constellations.
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The material in this book is presented as a series of articles, arranged
in no particular sequence. So I invite you to choose for yourself the order
in which you read them.

If you are someone for whom the methods of organisation or system
constellationsarenewyou,mightwant to startwithChapter 7. Howabout
a conducted tour? Perhaps, by wandering through the landscape of our
working lives, with this book in your hand, your attentionwill be drawn to
a few special places of interest. I wish you a pleasant walk as you explore!

Jan Jacob Stam
Abries, France, october 2003

JAN JACOB STAM
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6 1.1. A SYSTEMIC ‘QUICK REFERENCE’ CARD

1.1 A systemic ‘quick reference’ card

Perhaps a couple of years from now you could be someone who is arriv-
ing at your first day in a new job in a organisation you will be working for.
Alongside the standard issue of your I.D. card with PIN code, map of the
building, org. chart and list of abbreviations used in this organisation, you
are also handed a systemic quick-reference card. On this card you would
be able to see, at a glance, all themost important systemic dynamics that
are operating within the company for whom you are about to start work-
ing. These systemic dynamics are the invisible winds that blow through
this company. These unseen winds have the power to give people wings
to fly. Equally, against their wishes and without their being aware of it,
these unseen forces can actually make people ill. The ‘orgenogram’ is a
sort of org. chart of the history of the company. By looking at this chart,
togetherwith the systemic quick-reference card that you have been given,
you would be able to get a much clearer picture for yourself of the place
where you are about to start working and where you hope to remain hap-
pily working for the foreseeable future.

On the systemic quick-reference card the following dynamics of the
company might be indicated:

The founder of this company was a man of ideals who wanted to help
many people in a poor neighbourhood and decided to set up a co-opera-
tive venture to do this. After working in this company for many years he
finally left to set up a new company.

Many of the present employees still remain more loyal to the original
founder of their company than to the present board of directors.

Many years ago the company changed from being a cooperative to be-
ing a limited company and entered new market sectors. One member of
the present board of directors still identifies himself with the originalmar-
ket sector that the companywasworking in, even though the company no
longer operates in this sector. His fellow boardmembers often experience
himas abit of a ‘pain in the ass’, although someemployees actually do like
him very much.

JAN JACOB STAM


