
If you work within an organization that participates in today’s fast-paced innovation economy, you’re 
probably surrounded by a collection of colleagues, teammates and direct-reports who seem to expect a lot 
from their job. Former generations of workers expected a lot from their employers as well, but their 
expectations seemed different.  

It seems as though the young executive who joined IBM in the early 1980s expected - more than 
anything else - professional stability. They expected to stay with Big Blue for decades, selflessly 
occupying available roles and dutifully leading organizational priorities with little consideration for how 
well those role and priorities aligned with their personal interests. In return for their sacrificial 
commitment to the company line, they would be rewarded with a pension and a gold watch when they 
turned 65. 

Today’s employees don’t share their parents’ expectations. Based on Bleeker conversations with 
thousands of talented professionals over the last five years, it seems clear that while employees no longer 
expect decades of support from their employers, they do expect organizations to help fulfill their personal 
ambitions. They’re driven towards jobs that offer professional autonomy, opportunities to achieve 
mastery in critical skills and roles that align with their purpose. They think of their alliances with 
companies more like temporary tours of duty and less like lifelong commitments. These expectations are 
especially true of the high-achieving young professionals who emerge from our most competitive 
universities. These elite students are educated to believe that they can be whatever they want and many 
graduate from university expecting to identify that “whatever” by achieving interconnectedness with 
their work.  

Frederic Laloux identified this trend in his research for Reinventing Organizations, exploring in depth 
the modern yearning for professional wholeness and the degree to which too few organizations are 
prepared to satisfy the increasingly existential demands of their employees:   

This longing for wholeness is at odds with the separation that most existing workplaces foster, albeit unconsciously― 
overemphasizing the ego and the rational while negating the spiritual and emotional; separating people based on the 
departments they work in, their rank, background, or level of performance; separating the professional from the 
personal; separating the organization from its competitors and the ecosystem it is embedded in.1 

If you intend to lead a team or organization that relies on the talented and ambitious, young 
professionals who seek actualization through their work, your cultural and managerial practices must 
align with these modern expectations of wholeness or you risk2 losing your best people.

Culture of Wholeness

1. “Reinventing Organizations” 2014 (Frederic Laloux) 
2. “…  in organizations, we often speak about “work-life balance”― a notion that shows how little life is left in work when we have 

separated ourselves from so much that truly matters. For people transitioning to Teal, these separations in the workplace often become so 
painful that they choose to leave organizational life for some form of self-employment, a more accommodating context to find wholeness 
with themselves and with others.”  
 
“Reinventing Organizations” 2014 (Frederic Laloux)
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