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Linking Behaviour to Bottom Line Performance

Managing Intangibles
By making the traditionally intangible aspects of an organisation tangible,
managers can benefit from superior information and greater choice. This
new perspective combines insights and knowledge that would previously
only have been available by chance alone with a comprehensive view of the
organisation in question.
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While there are numerous tools and
techniques to help manage intangibles,
particularly around people, they have
tended to focus on discrete parts of an
organisation, rather than offering a
complete or holistic view. Continuing
Christensen’s Values, Process and
Resources based view of the firm, it is
possible to examine a variety of tools
which aid the management of intangibles. With this framework in mind, it is
possible see which tools impact on values, processes and resources.
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organisational and VPR focus10.
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interlinked roles played by individuals,
their relationships and group culture, it
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Footnotes and references

14. http://www.valuebasedmanagement.net/

1. http://tinyurl.com/5pf8hq

15.

2. http://tinyurl.com/5trapx

http://www.fourgroups.com/4g/4g_f

3. http://tinyurl.com/5dfhfv

aq.html

4. http://tinyurl.com/5r9efq

16. http://tinyurl.com/6xhvse

5. This analogy can also apply to transaction costs and better understanding
the costs associated with various organisational processes, again with a view
to increasing efficiencies.
6. Examples of intangible factors that
are managed on a day to day basis
might include; relationships, processes,
costing structures and tacit knowledge,
amongst others.
7. By way of example, of the 25 management

tools

given

in

Bain’s

Management Tools survey, at least 8, or
32% are concerned with the manageof

ment

intangibles.

http://tinyurl.com/6g6vt8
8. http://tinyurl.com/5qwshk
9. The 13 tools are a subset of the 25
tools

detailed

by

Bain

at

http://www.bain.com/management_t
ools/
10. The remaining 12 tools listed by
Bain are felt to bypass the VPR framework in that they are a combination of
specific technologies, customer management and methods focussed on
dealing with the external environment.
11. http://tinyurl.com/5fx4fp
12. Further thoughts on the Balanced
Scorecard and attempts at linking and
improving the management of the
learning and growth perspective can be
found in the CIMA and INSEAD paper
entitled

“Effective

Management

with

Performance
the

Balanced

Scorecard” http://tinyurl.com/5vu5z7
13. For the sake of completeness, one
might wish to focus solely on the overlap between alignment and values, but
this may be a case of splitting hairs.

