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This paper briefly analyzes some fields for the application of Systemic Thinking (ST) within the frame of strategic management of organizations. I understand ST as an approach to deal with complexity that focuses on interrelationships and patterns of change. It allows us to understand and manage complex problems and their links, making it easier for us to intervene with leverage and create higher levels of performance in the organization. 

While it stands for an integrative perspective of the organization, it teaches us to understand and treat organizational processes, structures and behaviors as systems with identifiable patterns. And thus, for instance, to define programs in search of specific synergies; to build flexible learning teams; and to design administrative and information systems centered in the inter-relatedness and interdependency of people and parts. 
So a first field of application would be the organization’s environment. Strategies may not be conceived and implemented as isolated and linear cause-effect processes. On the contrary, they are shaped both by outer strategies and by patterns in change. In this ambit, ST gives us a different look at uncertainty, focusing on adaptability to new opportunities. It also promotes sustainable strategies by ensuring some coherence with the surroundings of the organization. It’s a tool to interpret inter-relatedness and convergence patterns in a meaningful way. To a certain extent, it transforms the unpredictable butterfly effect into strategic interaction.
A second field would be organizational processes and structures. We often witness how interdepartmental patterns of behavior lock the organization's potential. In big and complex organizations, departments become easily independent and impermeable compartments. By understanding the systemic structure that shapes organizations, it becomes possible to be aware of the patterns behind those behaviors and act on them.  

Let’s imagine an organization that is going to implement a project that will carry on activities in different countries involving several offices and departments. As we know, access to accurate and understandable financial statements are of crucial importance to projects in order to prove performance to donors. Let’s assume that the organization has just recently started operating on a highly decentralized basis and that this implies a major shift in the organization’s culture. Project development and accounting are managed by different departments. Besides, project implementation is now mainly assumed by regional offices. One would expect that the departments and actors involved would simply undertake professionally their tasks and develop a coherent interrelated process, which fits the new organization’s culture, and provides the required feedback for the project adequate implementation. However, as intuitive as this sounds, established dynamics and patterns in the system, in other words, conventions and mental models present in the organization, may very well impede it. 
So in this field, an internalized systemic approach would offer us new ways of perceiving and doing things, putting an emphasis on context connection and feedback communication. At the same time, by giving a systemic appreciation of functions and roles, it challenges conventions and forces us to acknowledge mental models, enabling organizational learning and transformation. 
Finally, we may as well think of organizational systems in terms of human systems. In that sense, a systemic perspective of the role of the individual would offer us a complementary insight with a focus on systems’ influence on relations, mental models and team building.
Let’s take hiring a Project Director as an example. Just as a new computer that needs to be connected to a system, the candidate should be compatible. Because complex systems are variable and often unpredictable, he would also have to be adaptable. In other words: the present and future requirements of the candidate would be defined considering not only the specifics of the position itself, but also the overall organization’s strategy and given alternative scenarios that might require specific managerial skills or personal aptitudes. Furthermore: ST will push us to analyze the team operating paradigms; and to point out existing competencies and skills in the group that would then become less imperative for the candidate. 
So obviously ST is not only about understanding systems’ interdependence. It’s about exploring scenarios, sharing feedback, contrasting opinions… and define where and how to intervene strategically on the system in order to maximize the organization’s performance. One may then conclude that, in the specific frame of strategic management, ST should simply stand for an iterative approach to improve systems’ performance.
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