ASSIGNMENT 1
Strategic Sustainability Matters for Businesses in the New Environment

Introduction
The ushering in of the twenty-first century has brought phenomenal changes in technology, communications, economic alignments, and political geography, thus making the world appear to be a “smaller “place. In this “smaller, global space”, organisations, must strive for a distinctive competence-a unique characteristic-that distinguishes them from their competitors. The literature makes it abundantly clear that managers and leaders operating in contemporary business organisations must come to terms with strategic sustainability if they are to remain viable in the long-term (Linnenluecke & Griffiths, 2013). The question that necessitates an answer, therefore, is how does one define sustainability and how does it relate to business strategy? Baumgartner& Romana (2017) posited that it is a difficult task to try to define sustainable development and the goal toward which it strives.

 Among the several definitions that have emerged, one of the most acclaimed that was coined by the 1987 Brundtland Report defined sustainability thus “humanity has ability to make development sustainable to ensure that it meets the needs of the present without compromising the ability of future generations to meet their own needs.”. Another interesting definition postulated by Natrass (2002) stated that “sustainability emerges from the interactions and interrelationships of multiple subsystems in the global socioeconomic-ecological system (p.14). In the context of strategic sustainability and how it can be successfully integrated within a business, one is compelled to consider Batterham (2006) worldview in which he emphasised that to meaningfully define sustainability one must take a “systems view” which embraces “the complex interactions between industry, society, and ecosystems”. Dunphy et al. (2014) identified the issues of “how corporations can create sustained long-term performance and “the ecological survival and sustainability of the planet and the contributions that the business and government sectors need to make in this regard, as two major tenets for the future of corporations. For the remainder of this magazine article, the focus will turn to the issues of how businesses can create sustained long-term performance.

Strategic Sustainability
To bring the discussion into sharper focus, it is necessary again to look at definitions of “strategic sustainability”. Dunphy, Griffiths, Benn (2014) stated categorically that there is no clear-cut definition of strategic sustainability, however, there are a plethora of perspectives and interpretations. Collins and Porras (2011) asserted that the words “strategic sustainability may mean “corporate longevity and survival”. De Geus (2002) elucidated this by advancing that long-living businesses show fiscal responsibility, meaning that these companies are not high risk- takers in the financial sphere. They are cognisant of, and aware of their operating environment. They scan the environment consistently and respond quickly to emerging consumer demands. They have crafted ways and means to experiment and to scrutinise peripheral ideas and translate them into core activities on important side businesses. These corporations have a sense of identity and community, and they work at maintaining good communal relationships.

 He further enhanced his position regarding successfully integrating strategic sustainability within the corporation by enjoining that “long living businesses value human capital and seek to integrate the development of human capabilities into their long-term strategic approach (De Geus,2002). As critically important as longevity is to strategic sustainability, there are some limitations in adopting it as the panacea for sustainability because inherent in the concept of longevity is renewal so that the organisation must constantly seek for ways and means to replenish itself or the pressures of competition and the environment will cause it to atrophy. In addition, Dunphy et al (2014), stated that “longevity is a poor indicator of whether an organisation is pursuing goals that sustain society or the natural environment.”

In describing sustainability, Aragon-Correa, (1998), focused on the organisation’s engagement with its ecological environment. Morris & Shore (2013) opined that organisation which are seeking to realise strategic opportunities from the natural environment will develop a spectrum of capabilities for comprehending, processing, and acting on ecological threats and opportunities. Of particular relevance to this approach, is the generation of green products and services, refinement of supply chain procurement practices, and the implementation of environmental management programmes, practices, and techniques. Dunphy et al (2014). As persuasive as this perspective may appear, there is a need for a reorientation of organisations to accept this paradigm shift. Loannou & Serafeim (2019) criticised the strategic sustainability viewpoint by indicating that such paradigm shifts do not occur instantaneously, but he admitted that the resulting capabilities are hard to imitate and are definitely a key source of competitive advantage.

Another viewpoint of sustainability focuses on strategic sustainability as a suite of human capital practices and clusters of human capabilities that lead to high performance and lasting competitive advantages (Boon et al., 2018). Dunphy et al (2014) articulated that the human resource practices include the redesign of jobs aimed at developing autonomy in decision making, the use of skills training to augment the organisation’s flexibility, and the adoption of team-based organisational approaches to enhance work and increase innovation and creativity.

Managers in the twenty first century must ensure that the people are the base of their organisations. Integration of their human capital should be a pivotal part of their business strategy. It is the people who give life and content to the processes along with the adequate technological support in order to attain the organisation’s objectives. Organisations that are cognisant of this fact will invest resources in people competencies. They will emphasise the development of human capital and the requisite competencies as essential features for long-term performance.

The modern human resource environment demands that employees be given the right motivation for internal development and external projection. This motivation should not be limited to compensation, but employees must be allowed to actively participate in decision making, feel secure in their jobs, share information, work as teams, and create an organisational culture where trust is engendered. The traditional approach to recruitment and selection and resource allocation will also be revamped.

Organisations that place people at the centre of their business strategy have a much higher probability of success not only in the present, but it positions them for a competitive edge in the future. The rationale is that the people develop skills, innovate consistently, perform above expectations, and place the customer first. They tend to develop a loyalty to the organisation, which allows them to thrive even in challenging times. Dunphy et al (2014) explained that the strategically sustainable organisation will priortorise cutting edge human resource practices and look towards the creation of value-based cultures for sustainable outcomes. As important as people-centred business strategy is, there are still some potential pitfalls in absolute reliance upon one’s human resources.

Organisations are human constructs, but not everyone in the organisation will respond to change. Some of them will not be committed and may develop roadblocks to try to hinder success. Heifetz and Linksy, 2004 captured it succinctly when they indicated that people may resist change merely because it will disrupt their lives and make their futures uncertain. Dunphy et al (2014) corroborated this view by stating that human needs, attitudes, and responses are ambiguous more often than they are clearly specified and predictable.

Sustainable Leadership
Having examined the divergent views on strategic sustainability, it is necessary to identify the dynamics for maintaining long-term survival. Critical among these is sustainable leadership. Sustainable leadership goes beyond temporary gains to create lasting, meaningful improvements (Glickman, 2002, Stoll et al, 2002). Sustainable leadership means planning and preparing for succession, not as an afterthought, but from the first day of a leader’s appointment. A good leader should be grooming his/her his assistant to replace him/her on retirement as an integral part of the improvement plan. However, a study conducted by Sahlberg (2011) showed that leadership succession is rarely successful. Nevertheless, it is incumbent upon a leader to groom his senior managers to undertake leadership functions to ensure strategic sustainability. This is one measure that will ensure that organisations continue to survive in the current competitive environment since others within the organisation will be privy to what is happening in the event of any contingency such as death.

Sustainable leadership spreads. One sure way for leaders to leave a lasting legacy is to ensure that there are others who share and help to develop their vision. A leader should “distribute “leadership so that others could take over the mantle after he/she is gone. In this highly, complex world, no one leader, organisation, or nation can control everything without assistance. (Atkinson & Mackenzie, 2015). 

Sustainable leadership promotes diversity by cultivating and re-creating an environment that is capable of stimulating continuous improvement on a large front. Proponents of sustainable leadership espouse that leadership enables other people to adapt and prosper in their increasingly complex environments by learning from one another’s diverse practices (Northhouse, 2015, Visser &Courtice, 2011). Sustainable leadership does not impose standardised templates on all employees. Sustainable leadership will establish enabling structures that will allow for easy communication and decision making.

As critical as sustainable leadership is for strategic sustainability and long-term performance, all leaders do not understand this. Some leaders are still transactional and bureaucratic in thinking and uphold the old rules of standardisation and centralisation. They feel threatened by young, innovative, and creative employees and fail to recognise and cultivate any kind of excellence in teaching, learning, and leading which are so vital for strategic sustainability. 

Corporate and Social Citizenship
Reverting to Natrass (2002) definition of sustainability emerging from the interactions and interrelationships of multiple subsystems in the global socioeconomic-ecological system, one must recognise that organisations do not operate in a vacuum, but that they are a part of the wider environment. Given this reality, management must endeavour to maintain good social relationships. These relationships may be on the personal level. Deliberate and pragmmatic efforts must be taken to promote meaningful relationships and deep understanding among stakeholders and community members. They will be conscious of the fact that they have a responsibility for strategic sustainability not only for the interest of their individual organisations, but that this interest must transcend their space to reach out to the wider environment. Genuine attempts will be made to foster social justice. There must be an awareness of the implications of their actions on other businesses as well as on the general community.

This implies having strict regard for the intrinsic worth of every individual so that they will see it as their duty to protect all citizens from pollution and other psychological and moral hazards. Due regard will be given to where they locate their business operations, the components of food to ensure that carcinogenic ingredients are not used. Even the building materials used for construction will be tested for any hazardous impact on citizens. Good corporate citizenship includes being transparent and being mindful of one’s fiduciary responsibility to all stakeholders and maintaining a reputation of integrity, morality, and trustworthiness. These are intangible attributes, but their power in maintaining strategic sustainability and by extension, a strategic organisation are unmatched.

Conclusion
Achieving sustainability demands a multifaceted approach. There is no one best way to achieve strategic sustainability. However, there are feasible processes and practices that have been proven and tried, with reasonable success. Of course, they have advantages and disadvantages. Organisation Managers must look at success stories of successful companies and benchmark them. Benchmarking rightly employed can help organisations to identify gaps in their performance for given processes, identify the process enablers that allow the existing gaps, learn from the analyses, and modify and adapt those process enablers to improve their own processes, and endeavour to surpass their competitors in an effort to remain strategically sustainable in the current global environment. Modern organisations have become the central subject in the sustainability literature, as they have the power, the influence, and the financial capital to enforce meaningful sustainable changes. Therefore, sustainability has received the added prefix “strategic” with the intention to increase a firm’s organizational performance while doing something good and beneficial for society and nature. By calling it strategic sustainability, it is recognised with the underlying goal of keeping the organisation growing almost indefinitely on an upward trajectory.
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