When an organisation is viewed through the metaphor of a political system (drawing largely from Gareth Morgan's Images of Organization), the focus shifts away from formal charts and rational goals toward power, conflict, and the pursuit of divergent interests.

Here are the key elements emphasised in this perspective:


Key Emphases
· Divergent Interests: Unlike the traditional view that everyone pulls together for a single company goal, the political lens assumes individuals and groups have their own unique needs, values, careers, and ambitions.

· Power and Influence: Organisational life is seen as a continuous arena for negotiation, alliances, coalition-building, and authority. Decisions are rarely made purely on objective facts; they are shaped by who holds the power.

· Conflict as Natural: Conflict is not viewed as a breakdown in the system, but as an inevitable and permanent feature of organisational dynamics arising from scarce resources and competing priorities.

· The Importance of Coalitions: To get things done, people must build networks of support. Power is rarely absolute; it is transactional and depends on relationships, control over critical resources, and information.

Summary Comparison
	Traditional View (Machine/System)
	Political Metaphor View

	Primary Focus: Efficiency, structure, and formal goals.
	Primary Focus: Power dynamics, agendas, and interests.

	View of Conflict: A dysfunction to be eliminated.
	View of Conflict: A natural outcome of diverse goals.

	Decision-Making: Rational, objective, and top-down.
	Decision-Making: Bargaining, negotiation, and compromise.


Note: Viewing an organisation as a political system helps leaders understand the hidden currents of office politics, resistance to change, and why certain initiatives succeed while others fail despite sound logic.

What specific aspect of organisational politics or governance are you looking to explore further?

When an organisation is viewed through the metaphor of a psychic prison (another key framework from Gareth Morgan's Images of Organization), the focus shifts away from formal structures and external pressures to examine how human minds, unconscious desires, anxieties, and cultural traps create self-imposed constraints.

Instead of seeing the organisation as an external machine or political arena, this perspective views it as a construct sustained by the very people trapped inside it.


Key Emphases
· Unconscious Traps and Defences: Organisations are often shaped by deep-seated anxieties, fears, and psychological defense mechanisms. Rules, routines, and hierarchies are frequently created not just for efficiency, but to comfort employees or managers against uncertainty and chaos.

· Cognitive and Cultural Blind Spots: People become trapped in established ways of thinking (mental models or paradigms). They literally cannot see alternative ways of operating because their worldview is shaped by the organisation's shared history, language, and assumptions.

· Groupthink and Conformity: The desire to fit in, belong, and avoid anxiety leads to heavy social pressures. Dissenting voices are subtly silenced or self-censored, locking the group into dangerous or obsolete patterns of behaviour.

· Trapped by Success: Past formulas that brought success become deeply ingrained scripts. Even when the environment changes and those scripts no longer work, members cling to them out of habit and fear of the unknown.

Summary Comparison
	Traditional View (Machine/System)
	Psychic Prison Metaphor View

	Primary Focus: External structures, rules, and productivity.
	Primary Focus: Internal mindsets, beliefs, and psychological traps.

	View of Rules: Tools to coordinate work efficiently.
	View of Rules: Rituals and defences against anxiety and uncertainty.

	Source of Inertia: Poor planning or rigid bureaucracy.
	Source of Inertia: Unconscious resistance, dogma, and collective blind spots.


Note: The psychic prison metaphor reminds us that the hardest chains to break in an organisation are often invisible ones. True organisational change requires unfreezing not just processes, but the deeply embedded worldviews of the people driving them.

What specific aspect of organisational culture, group psychology, or resistance to change would you like to explore next?

