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In this article, we use qualitative research with 34 assistant managers to explore the benefits of a 'liberated firm'. Drawing on the emergence of this New Form of Work Organization (NFWO) over the last few years in France, preliminary in depth interviews conducted within two liberated firms support the assumption that there is a positive impact of this NFWO on well-being and technological change. In our attempt to confront these success stories with the representation of assistant managers working in 'non-liberated' firms, our prospective research uses the scenario method to deepen this assumption. The participants were requested to project themselves in the scenario of a potential liberation management of their company, and to share their critical vision of the perceived positive impacts on well-being and technological change. We derive theoretical propositions and a fourfold typology from our data. Results show that liberation management can enhance well-being and can be conducive to creativity and technological change at work, under favorable conditions. Implications for researchers and practitioners are discussed.

Introduction

Due to the pursuit of performance under the constraint of urgency which creates very high pressure, new management practices have emerged in order 'to act differently for the survival of the companies' [START_REF] Barrand | Le manager agile. Agir autrement pour la survie des entreprises[END_REF]. While many scholars have shifted their research focus in management toward the options for 'New Forms of Work Organization' (NFWO) [START_REF] Picard | D'utopismes en organisations : l'inhabituel comme ressource pour réviser nos orthodoxies[END_REF], an extensive body of research aims today to promote a more humanist and socially responsible management in favor of employees' well-being and fulfilment at work (e.g. [START_REF] Shen | Developing the concept of socially responsible international human resource management[END_REF][START_REF] Shen | Effects of socially responsible human resource management on employee organizational commitment[END_REF][START_REF] Järlströme | Sustainable Human Resource Management with Salience of Stakeholders: A Top Management Perspective[END_REF]. Among these diverse responsible strategies which convene to reconsider differently the management practices, our research specifically focuses on the study of 'liberation management' which is widely discussed in France, to date. With no pyramidal hierarchy and thanks to happiness at work [START_REF] Carney | Freedom, Inc. The Remarkable, No-Cost Way to Lead Your Business to Higher Productivity, Profits, and Growth[END_REF], "employees have complete freedom and responsibility to take actions that they, not their bosses, decide are the best" (Getz, 2009, 34): this NFWO which targets organization performance through well-being and happiness of employees at work, seduces an increasing number of companies (e.g. Sew Usocome, Favi, Poult, etc.) and scholars in France. While an extensive body of emerging research have highlighted the positive influence of liberation management on well-being, papers which have specifically addressed the positive impact on technological change remain scarce. To the extent that the practical application of this new managerial paradigm still remains marginal and in order to address this gap, our study aims to explore the representation of a sample of assistant managers, about the potential perceived input of this NFWO, for a prospective aim. Our research relies on the scenario method in order to capture the perceived potential input of this NFWO on well-being and technological change at work. The business philosophy of liberation management has inspired many leaders around the world (e.g. Jean-François Zobrist former CEO of Favi, a metalworking French firm or Vineet Nahar former CEO of HCL, an high-tech Indian giant) with the objective of transforming their firms into respect-and freedom-based workplaces [START_REF] Carney | Freedom, Inc. The Remarkable, No-Cost Way to Lead Your Business to Higher Productivity, Profits, and Growth[END_REF]. The mainstream paradigm of 'liberated firm' has emerged in France in 2012 [START_REF] Getz | Liberté & Cie : quand la liberté des salariés fait le bonheur des entreprises[END_REF] and has gained considerable interest for the last few years with the support of influential publications in leading periodicals such as the French daily Le Monde, TV documentary and promotion on news of major European TV chains, interviews and conference debates on social network and video-sharing sites. This social phenomenon has engaged the managers and firm leaders, and an increasing number of French scholars as well (e.g. [START_REF] Gilbert | L'entreprise libérée, innovation radicale ou simple avatar du management participatif ?[END_REF][START_REF] Jacquinot | L'autonomie de décision dans les entreprises libérées de l'emprise organisationnelle : Une analyse des cas de Google et de la Favi[END_REF][START_REF] Picard | Entreprises libérées », parole libérée ? Lectures critiques de la participation comme projet managérial émancipateur[END_REF].

During the academic conference debate on liberation management which took place at the EM Strasbourg Business School on the 1 st September 2016, two prevailing contradictory positions were discerned from the speakers' intervention. Thierry Pick, one of the speakers, CEO of a liberated firm, Clinitex with 3000 workers, testified about the virtuous effects of liberation management by showcasing the mutual trust which was strengthened by the complete transparency of the wages of all its workers (his included) and by the autoregulation of the workers who are able to decide themselves about the amount of some representation expenses. However, knowing these forms of freedom can be subject to an instrumental "manipulation" (Jacquinot and Pellissier-Tanon, 2015, 381), François Gueze, social auditor and former Human Resource Director, who also took part in the debate of the conference, had a very critical point of view, completely opposed to the optimistic vision.

He described the 'liberation management ideology' as a 'sham'. In fact, he suggested the idea of an empty shell, notwithstanding the promise of a virtuous Pygmalion effect of this ideal-type. These two contradictory visions about liberation management question whether this controversial NFWO really drives a positive organizational and social change or is merely a fad effect. Drawing on the scenario method [START_REF] Gueroui | La conception et l'usage de la méthode des scenarios[END_REF], our qualitative study aims to explore the representation of assistant managers for a prospective aim, around the following research questions: "How do the assistant managers working in non-liberated firms depict liberation management in a prospective vision? When projecting themselves in the scenario of a potential liberation management of their company, what are their critical predictive vision of the perceived positive impacts on well-being and technological change?"

In the first part of this article, we first present the theoretical framework of our study by reviewing the emerging brief literature on liberation management. The methodological principles of the research will be laid in the second part before presenting the results. Then, the implications and the limits of these results will be discussed.

1-LIBERATED FIRM: MYTH OR REALITY OF A NFWO PARADIGM?

1.1 Liberated firm: resurgence or emergence of a NFWO ?

In the English langage literature, few studies (e.g. [START_REF] Peters | Le chaos management[END_REF]1993) have addressed explicitly the concept of liberation management/ liberated firm, while there is a growing interest of studying this emerging paradigm among French scholars, by contrast. Hence, our literature review is focused on the emerging French literature. We note however, that many studies contribute to bring implicitly, different pieces of the conceptual puzzle of this NFWO: for e.g. we can cite, among others, the seminal reflections of [START_REF] Peters | Le chaos management[END_REF]1993), the works from Human Relations movement (e.g. [START_REF] Maslow | A theory of human motivation[END_REF]Mc Gregor, 1960;[START_REF] Lewin | Group decision and social change[END_REF][START_REF] Herzberg | One more time: how do you motivate your employees?[END_REF], the participatory model of management [START_REF] Gilbert | L'entreprise libérée, innovation radicale ou simple avatar du management participatif ?[END_REF], the "third type of company" [START_REF] Seriyex | L'entreprise du 3e type[END_REF], the adhocracy and the mission organization models (Mintzberg, 1990), the model of agile management [START_REF] Barrand | Le manager agile. Agir autrement pour la survie des entreprises[END_REF] and more recently, the very similar holacracy model [START_REF] Robertson | La Révolution Holacracy : Le système de management des entreprises performantes[END_REF] which is both echoing and challenging the concept of liberation management, by emphasizing the key importance of the collective intelligence in the search for performance.

In 2009, the seminal bestseller written by Brian Carney and Isaac Getz entitled 'Freedom, Inc. Free your employees and let them lead your business to higher productivity, profits, and growth' [START_REF] Carney | Freedom, Inc. The Remarkable, No-Cost Way to Lead Your Business to Higher Productivity, Profits, and Growth[END_REF], which has been translated into six langages to date, is at the origin of the emergence of the 'liberation management' NFWO paradigm in France. [START_REF] Getz | Liberating leadership: how the initiative freeing radical organizational form has been successfully adopted[END_REF]2012a;2012b) has become the leading key figure of the liberation management mainstream in France thanks to the French version 'Liberté & Cie' publication of 2012 [START_REF] Getz | Liberté & Cie : quand la liberté des salariés fait le bonheur des entreprises[END_REF], co-authored by Carney, journalist from the Wall Street Journal. This lecturer from the ESCP Europe Business School in Paris1 has created "a buzz" (Verrier and Bourgeois, 2016, 1) around virtuous commitments of liberation management, whose Pygmalion effect amplified by many articles, lectures, videos and press reviews2 has seduced many practitioners on one hand. While few French research in management have looked into the issue of liberation management, we notice a growing interest of French scholars (e.g. [START_REF] Getz | Liberating leadership: how the initiative freeing radical organizational form has been successfully adopted[END_REF]2012a;2012b;[START_REF] Picard | Entreprises libérées », parole libérée ? Lectures critiques de la participation comme projet managérial émancipateur[END_REF][START_REF] Jacquinot | L'autonomie de décision dans les entreprises libérées de l'emprise organisationnelle : Une analyse des cas de Google et de la Favi[END_REF][START_REF] Gilbert | L'entreprise libérée, innovation radicale ou simple avatar du management participatif ?[END_REF], however. These research are empirically nurtured by case studies and success stories of companies which are committed to this approach, such as Sew Usocome or Favi (Getz, 2012a;2012b), on the other hand.

The "liberated firms" (Gilbert et al., 2017, 38) or "F-form companies" (Getz, 2009, 34) or "Freedom Inc. companies" (Getz, 2012b, 12) are defined as "an organizational form in which employees have complete freedom and responsibility to take actions that they, not their bosses, decide are the best" (Getz, 2009, 34) with the objective to enhance productivity and performance. The rhetoric supported by [START_REF] Getz | Liberté & Cie : quand la liberté des salariés fait le bonheur des entreprises[END_REF] falls within the lineage of Peters' works (1988;1993), who argues that liberation management goes through decreasing authority lines, decreasing the workforce, abrogating functional barriers and a radical decentralization. Independent and responsible teams will work on a project basis without any authority line; all the workers would be managers. Liberation management, from Getz's point of view (2012a), tries to capitalise the knowledge and the abilities of every worker by prioritizing proactive behaviours and taking initiatives. Drawing on empirical case studies of two liberated firms, Sew Usocome and Favi, Getz (2012a) argues that liberation management goes through four main steps. The first step, prior to the creation of a new type of relation, is "dismantling the symbols and the practices which prevented workers to naturally feel equal" (Getz, 2012a, 33) by suppressing the organization chart for example; the second step involves the ability of the "liberation leader to share their vision of high performance with all their collaborators for them to agree with", so each collaborator is free to define themselves the actions to undertake while "being self-disciplined and having good manners" (Getz, 2012a, 33) in order to "manage without managers" (Picard, 2015, 70).

The third step is focused on "creating a self-motivating environment" (Getz, 2012a, 34) and the fourth step "aims to sustain liberation management in the long term" (Getz, 2012a, 34). Bourion (2001) reminds that the successful execution of a 'management without a manager' is conditioned by efficiency, empathy and imagination. According to [START_REF] Verrier | Faut-il libérer l'entreprise[END_REF], five key concepts enable to regulate the liberation management approach: 1-freedom and responsibility; 2-cultural and meaningful elements; 3-skills; 4-organization according to Crozier's definition (1989); and 5-ethical framework.

"Is liberated firm a radical innovation of just a remake of participatory management?" as Gilbert et al. (2017, 38) suggest it. In the historical retrospectives conducted in France, these authors remind that the production participatory structure has been, introduced in France during the 70s, as an experimentation before leading to the formalisation of the "participatory model" during the 80s in echo with the Japanese quality circles. Gilbert et al. (2017, 39) argue these organizational models are not new, so that the participatory model as all the means (tools, technics, procedures and methods), is used by the employers to pursue performance objectives through executing a management technology aiming the direct association of the workers with the definition and the implementation of the production objectives. These authors strictly distinguish "the participatory model" itself on one hand which is based on the structural features of productive operation. On the other hand, they identify "the arrangements of expression-participation and the tools to stimulate the participation" (Gilbert et al., 2017, 39). Upon the comparison between Favi, Poult and Chronoflex, three emblematic liberated firms in France, their results point to many convergences of practices: flattening of the hierarchic levels from 5 to 2 at Favi, and from 4 to 2 at Poult, and a speed boat restructuration at Chronoflex from 3 to 2 (Gilbert et al., 2017, 42). Some differences emerged however, in particular concerning HRM: at Favi the HR function has been suppressed while at Chronoflex and Poult, it has evolved into a facilitating of the liberation process function. Liberation management is thus considered as "both being in continuity and in rupture with the participatory model" (Gilbert et al., 2017, 47). Gilbert used the metaphor of 'Maoist action' to describe the owner's alliance with the grassroots to overthrow the manager, during his intervention at the 27th Congress of the Francophone HRM Association AGRH, on the 20th October 2016 at the EM Strasbourg Business School.

Liberation management: concept looking for maturity or smokescreen?

The academic legitimacy of the concept of liberated firm is being discussed to date. For instance, a search for academic articles using the terms "liberated firm/ liberation management" in the websites of influential academic journals such as 'Organization Studies' or 'AOM', yields very little relevant papers (if any). Beyond the extensive success stories highlighted in his works [START_REF] Getz | Liberating leadership: how the initiative freeing radical organizational form has been successfully adopted[END_REF]2012a;2012b), Getz recognizes the possibility of failure and states that "liberation management is looking for theory" (Getz, 2012b, 12).

While a growing number of French scholars are thus addressing this call from different angles, other researchers remain pessimistic about this controversial NFWO. In fact, several criticisms are opposed to liberation management, by both practitioners and scholars.

In the line with Critical Management Studies "which rather aim to reveal the dark side of management" (Picard, 2015, 110), criticisms from practitioners are formulated by detractors of liberation management, such as François Gueze who speaks about "a new management ideology, a sham, a new form of servitude, the reign of distrust, etc." and urges "to break free from liberation management" 3 . 'Le collectif des mécréants' -name of this activist group which is radically against liberation management denounces among others, the disregard toward the managers, the fashion trend, the abuses and confusions, the manipulations, the sectarianism, the ideology, etc. related to liberation management, in a document available online4 . Scholars also point to several criticisms. According to Gilbert et al. (2017, 38), the main criticisms opposable to liberation management are linked and inherited from participatory management, meaning that liberation management may constitute an open participatory arrangement benefiting a covered participation and fiddled practices. Thus, works may be atomized in comparison to the collaborative arrangements, with the risk of jeopardizing the social dialogue and with the uncertainty of a proved financial performance. Structural and situational issues from its implementation and the fact that it isn't adapted in some situations (Gilbert et al., 2017, 40) are to be noticed, in addition. The modalities for enforcing liberation management raise therefore several questions. In her doctoral thesis, [START_REF] Picard | Entreprises libérées », parole libérée ? Lectures critiques de la participation comme projet managérial émancipateur[END_REF] investigates critical thoughts concerning the complexity of freedom of speech. She establishes a criticism concerning the participation, as an emancipatory management project in liberation management, which may be controversial. [START_REF] Jacquinot | L'autonomie de décision dans les entreprises libérées de l'emprise organisationnelle : Une analyse des cas de Google et de la Favi[END_REF] echo the importance of taking into account the personality and the integrity of the collaborators regarding the autonomy of the decisions. By comparing Google and Favi, the two authors pointed to the risks of manipulation by the liberation leader, which may affect the integrity of the collaborators regarding decision-making process. Verrier and Bourgeois (2016, 79 and following) also formulate several criticisms and argue that liberation management vehicles a "psychologizing approach" focused on individual.

Rather than working on individual values, these authors recommend to work ahead on some corporate formalized values, which will structure and redefine the HR practices. The naive and simplistic humankind conception of "good man by nature" and "happiness at work" are also called into question, with the "risks of drifts" due to the use of ambiguous moralizing terms such as "liberation leader, blessing, wisdom…" which raise the question of the "freedom of will" (ibid., 82). While Gilbert et al. (2017, 38) speak about "proselytism", we note a form of "indoctrination" (Mintzberg, 1990, 333) that may be found within religious organizations [START_REF] Ramboarison-Lalao | Understanding HRM in Religious Organizations: HRM Practices Within Two Churches of the Protestant Federation of France[END_REF]. From an operational point of view, Verrier and Bourgeois (2016, 85) criticize "the lack of regulation of the interactions" and the binary logic of "all-or-none" related to liberation management. By tempering the criticisms about the managers and the assisting function, they give an overview of the inherent limits of the liberation management model while suggesting some principles of actions to compensate these issues: 1-defining and animating elements of purpose, 2-formalizing a strategy designed and carried by everybody, 3-ensuring an increase of the responsibilities and of the skills, 4-establishing facilitating structures, 5-regulating the interactions, 6-developing shared HR policies, 7-relocating the managers, 8-focusing the assisting functions on the creation of values and 9-reconsidering the role and the position of the director.

Liberated company, a leverage of well-being and technological change?

The pioneering 90-minute TV documentary 'Le bonheur au travail' (Happiness a work) broadcasted on ARTE Channel on the 23rd February 20155 , suggests, as implicitly stated in its title and explicitly in its content, a correlation between liberation management and happiness, which is synonym of well-being at work. Happiness and well-being are assumed to be intrinsically related to liberation management [START_REF] Getz | Liberating leadership: how the initiative freeing radical organizational form has been successfully adopted[END_REF]. In the Human Relations movement which grants a great importance to individual according to Getz (2012a), the search of well-being is found in the higher-level needs of [START_REF] Maslow | A theory of human motivation[END_REF] equivalent to the motivation factors of [START_REF] Herzberg | One more time: how do you motivate your employees?[END_REF]. While profit motive and performance still remain the first consideration of many firms, "further development of human welfare is at crossroads" (Breyer, Heinonen and Ruotsalainen, 2016, 7) with an increasing consciousness about human welfare anchored in companies' Corporate Social Responsibility (UE, 2015;[START_REF] Shen | Developing the concept of socially responsible international human resource management[END_REF][START_REF] Shen | Effects of socially responsible human resource management on employee organizational commitment[END_REF]. Well-being and fulfilment at work become therefore a key management stake, even a strategic one for HR of the companies [START_REF] Järlströme | Sustainable Human Resource Management with Salience of Stakeholders: A Top Management Perspective[END_REF]. Indeed, After-work, relaxation area at the work location, yoga break and mindfulness therapy, etc. now shape the employer brand of the companies and partly condition their attractiveness on the labour market in terms of "great place to work"6 . Beyond this social marketing, these approaches globally aim a better quality of life at work, and preventing the psychosocial risks (PSR) arising from the performance constraint under urgency [START_REF] Lenoir | Equilibre des sphères de vie et prévention des risques psychosociaux, le cas des exploitants agricoles[END_REF]. To counter, prevent and outreach the devastating effect of the PSR at work (stress, burnout, etc.), looking for well-being is the solution offered to the companies [START_REF] Shen | Effects of socially responsible human resource management on employee organizational commitment[END_REF]. Among recent research which looked into well-being and quality of life at work, the works of [START_REF] Creusier | Analyse comparative des méthodes de classifications : l'exemple du bien-être au travail[END_REF], [START_REF] Cottraux | Psychologie positive et bien-être au travail[END_REF] and Clot (2008) can be cited as examples. Rooted in positive psychology (Csikzentmihalyi, 1990), the salutogenic approach [START_REF] Antonovsky | The salutogenic perspective: toward a new view of health and illness[END_REF] of well-being at work involves an eudemonic vision of an autotelic professional activity, source of pleasure and fulfilment [START_REF] Waterman | Two conceptions of happiness: Contrasts of personal expressiveness (eudaimonia) and hedonic enjoyment[END_REF][START_REF] Richard | Management des risques psychosociaux : une perspective en termes de bien-être au travail et de valorisation des espaces de discussion[END_REF].

These elements echo in France to the emblematic book of Getz and Carney mentioned above: Liberté & Cie 'Quand la liberté des salariés fait le bonheur des entreprises' (When freedom of employees is conducive to the happiness of the company) originally published in 12 2012 at Fayard and whose title on the new 2016 edition published at Flammarion has slightly evolved to 'Quand la liberté des salariés fait le succès des entreprises' (When freedom of employees is conducive to the success of the company). By establishing conjectures between the two titles, this semantic shift suggests the assumption that happiness may go together with the success of the liberated firm. With liberation management, "looking for happiness at work is set as the first objective of the transformation approach" [START_REF] Carney | Freedom, Inc. The Remarkable, No-Cost Way to Lead Your Business to Higher Productivity, Profits, and Growth[END_REF]Verrier and Bourgeois, 2016, 81), the culture of happiness leads to world level performance [START_REF] Getz | Liberté & Cie : quand la liberté des salariés fait le bonheur des entreprises[END_REF]. Getz considers liberated firms as "a happy workplace and a World-class business" (Getz, 2009, 49) where liberating leaders 'liberated people's initiative and potential and with it, unshackled their companies' performance' [START_REF] Carney | Freedom, Inc. The Remarkable, No-Cost Way to Lead Your Business to Higher Productivity, Profits, and Growth[END_REF]. In other words, happy employees would give their best for their company's success. Some CEOs of liberated companies claim this "virtuous circle" (Carney, 2009, 50) in their testimonies, such as Thierry Pick, CEO of Clinitex put it during an interview with the daily Tribune in 2014:

"The cleaning work is not based on a particular expertise but on a good behaviour of the people who are doing this work. If they are happy in their work, our workers will take pleasure in satisfying our customers. Ensuring the happiness of our cleaners is the best leverage I know to ensure our success"7 . The journalist headlines "Clinitex plays on happiness", therefore suggesting the Pygmalion expected commitments that liberation management should provide in terms of happiness and performance at work. 2017) notice that the participatory model enables to fulfil performance objectives, they argue that liberation management is conducive to "the democratisation of innovation and the development of entrepreneurial initiatives" (Gilbert et al., 2017, 43).

While this result suggests implicitly that liberation management could be conducive to technological change, research on the positive impact of liberation management on technological change is grossly lacking. In our attempt to redress this gap, we will address the following research question in our empirical study: 'Is liberation management a leverage of well-being and technological change at work ?'.

2-INFLUENCE ON WELL-BEING AND TECHNOLOGICAL CHANGE : GATHERING INSIGHTS FROM A PROSPECTIVE AIM

Design and methodology

Context and sample

Many French scholars [START_REF] Getz | Liberating leadership: how the initiative freeing radical organizational form has been successfully adopted[END_REF]2012a ;[START_REF] Jacquinot | L'autonomie de décision dans les entreprises libérées de l'emprise organisationnelle : Une analyse des cas de Google et de la Favi[END_REF][START_REF] Gilbert | L'entreprise libérée, innovation radicale ou simple avatar du management participatif ?[END_REF] have used among others, the pioneering success story of Favi, a metalworking

French firm, in their recent empirical studies of liberated firms. In our attempt to explore the assumption that a liberated firm has a positive impact on well-being and technological change at work, we first wanted to collect primary data within liberated firms which were different from this emblematic liberated company, to prevent from the risk of redundant circular reasoning. Thus, in line with recent qualitative research which have studied two liberated firms (e.g. Getz, 2012a; Jacquinot and Pellissier-Tanon, 2015), we conducted preliminary interviews with directors of two liberated companies in Alsace. While most of the recent management studies in France rely mainly on the success stories claimed by the liberating leaders and testified by employees, we rather adopt a new original angle to confront the first results derived from these interviews, with a more neutral vision from external assistant managers who are not working in a liberated company and who therefore

have not yet been influenced by dominant liberation management trends. Our prospective research thus explores 'the representations' [START_REF] Jodelet | Les représentations sociales[END_REF][START_REF] Amblard | Les Nouvelles approches sociologiques des organisations[END_REF][START_REF] Joyeau | La performance des politiques de diversité en question : une étude de représentation des acteurs[END_REF] Robert-Demontrond, 2010) of these assistant managers, through an interpretative approach (Miles and Huberman, 2010;[START_REF] Weick | Sensemaking in organization[END_REF].

While an extensive body of research has used the scenario method through different lenses [START_REF] Julien | La méthode des scénarios en prospective[END_REF]Wright et al., 2013aWright et al., & 2013b;;[START_REF] Kunc | Exploring the development of a methodology for scenario use: Combining scenario and resource mapping approaches. Technological Forecasting & Social Change[END_REF][START_REF] Warth | A dissent-based approach for multi-stakeholder scenario development -The future of electric drive vehicles[END_REF][START_REF] Gueroui | La conception et l'usage de la méthode des scenarios[END_REF][START_REF] Barth | Perception de l'apparence dans le monde du travail: le poids des préjugés. Enquête auprès de 909 postiers[END_REF][START_REF] Pincombe | Ascertaining a hierarchy of dimensions from time-poor experts: Linking tactical vignettes to strategic scenarios[END_REF][START_REF] Der Gracht | An innovation-focused scenario process -A case from the materials producing industry[END_REF][START_REF] O'brien | Scenario orientation and use to support strategy development[END_REF][START_REF] Ram | Exploring the impact of evaluating strategic options in a scenario-based multi-criteria framework[END_REF][START_REF] Mackay | A structuration approach to scenario praxis[END_REF][START_REF] Hughes | Towards improving the relevance of scenarios for public policy questions: A proposed methodological framework for policy relevant low carbon scenarios[END_REF][START_REF] Wilkinson | How plausibility-based scenario practices are grappling with complexity to appreciate and address 21st century challenges[END_REF][START_REF] Andreescu | Understanding normative foresight outcomes: Scenario development and the 'veil of ignorance' effect[END_REF][START_REF] Franco | Exploring individual differences in scenario planning workshops: A cognitive style framework[END_REF][START_REF] Bowman | Storytelling and the scenario process: Understanding success and failure[END_REF][START_REF] Dermawan | Testing a multiscale scenario approach for smallholder tree plantations in Indonesia and Vietnam[END_REF][START_REF] Kwakkel | Dynamic scenario discovery under deep uncertainty: The future of copper[END_REF][START_REF] Meissner | Cognitive benefits of scenario planning: Its impact on biases and decision quality[END_REF][START_REF] Schoemaker | Integrating organizational networks, weak signals, strategic radars and scenario planning[END_REF]Ramirez et al., 2013, etc.), our qualitative study relies on this method which enables "to imagine the future and its different options…" (Bornard and Gaujard, 2016, 16). We used this method to address our research question at micro organizational level, for a prospective aim: 'How do the assistant managers working in non-liberated firms depict liberation management in a prospective vision?' The participants from the sample were asked to project themselves in the scenario of a liberated firm, and to share their critical prospective vision of what could be the positive impacts of a potential liberation management of their company on well-being and technological change.

In the scenario method, Gueroui (2016) recommends to target the 'appropriate population' in the choice of the sample. Based on the assumption that a liberated firm is free for any form of hierarchy [START_REF] Getz | Liberating leadership: how the initiative freeing radical organizational form has been successfully adopted[END_REF]2012b), we assume in the purposive choice of the sample, that the manager would be a priori reluctant because they may lose their hierarchical position while the operational employee would in contrast support liberation management.

To neutralize this potential bias which may affect the representations of actors, we specifically targeted assistant managers whose profile is in middle position between the manager and the employee. Indeed, we assume that assistant managers practically address their work, both for operational tasks and also for management tasks which allow us to avoid this hurdle. In total, 34 assistant managers participated to the study, as shown in Table 1. They are assistant managers working in non-liberated companies located in the Alsace Region of France, which belong to the partnership network of the first-named author academic institution. To generate trust and to make the participants feel comfortable, the anonymity of the respondents and of the companies was preserved.

---------------------------------------------

Insert Table 1 about here --------------------------------------------

Data collection and analysis

Our research followed two steps. First, we conducted exploratory interviews with the CEO and the Data Center&iOT development Director of two liberated companies located in the Alsace Region of France. The recorded interviews were transcribed and subject to an interpretative analysis (Allard-Poesi and Perret, 2014). We report our first results in the form of two 'vignettes' [START_REF] Picard | D'utopismes en organisations : l'inhabituel comme ressource pour réviser nos orthodoxies[END_REF][START_REF] Courpasson | Political hybrids: Tocquevillean views on project organizations[END_REF][START_REF] Getz | Liberating leadership: how the initiative freeing radical organizational form has been successfully adopted[END_REF][START_REF] Schoenberg | Using vignettes in awareness and attitudinal research[END_REF]. The primary data collection was supplemented with in situ observation and secondary data analysis. The interviews of around one hour lead to support the assumption that there is a positive impact of liberation management on wellbeing and technological change. In addition, we have started to confront these interviews with 2 employees of Netconcept and 1 employee of Diatem. In this study, we don't report these interviews which support and testify unanimously the discourses of the two directors.

Rather than reporting these employees' interviews working for these two liberated companies which all testified their directors' claims, we chose to confront the success stories stated by these two directors with more neutral representations of external assistant managers working in "non-liberated" firms, for a prospective aim.

To that end, the second step of our research was based on the scenario method [START_REF] Gueroui | La conception et l'usage de la méthode des scenarios[END_REF] and relied on a focus-group approach within two cohorts of 15 and 19 assistant managers. Initially, a first meeting in focus group aimed to share collectively with the two [START_REF] Gioia | Seeking qualitative rigor in inductive research: Notes on the Gioia methodology[END_REF]. Table 2 summarizes the data structure with the corresponding verbatim references. Quotes were translated in English.

-

--------------------------------------------
Insert Table 2 about here ---------------------------------------------

Liberated workers, a leverage of well-being and technological change?

The following vignettes report the interviews of the CEO of Netconcept and the Director of Data Center&IoT Development of Diatem.

Vignette 1: Netconcept

Walter Mendes, 43 years old, President of the Centre des Jeunes Dirigeants 8 (CJD) in the Alsace Region of France is the CEO of Netconcept, a licensed young firm in charge of insect control, vermin disinfestation and the cleaning of waste disposal systems. The company consists of three brands, with a special objective of valuing employees' pride and good image, regardless the nature of its activities: "Foremansteel" plays on words with the French meaning "fort man with a style", "Panoramen" stands for "men for panorama", and "Flashguards" refers to the "super heros" in charge of rat-desinfestation. With an average age of 32, the office employees of Netconcept work in open-space rooms at the headquarters located in the Alsace Region of France. According to Walter, the pillar of this liberated firm's success is anchored in people and trust. "People first, profit follows… valuing and trusting people, is the major asset of our firm…" Instead of speaking of liberated firm, Walter prefers to speak about his liberated employees: "trust liberates, not the company, but the employees… trust liberates motivation, creativity, pride; with trust, employees may experiment change easily, they are not afraid to evolve, to challenge themselves and to be proud of their work…" Rather than using individual assessment, the company undertakes a more collective assessment approach towards its 27 employees, which is conducive to team cohesion and better performance: "the technicians are able to do a good job thanks to the formidable upstream work previously done by the sales staff, teams use to share their experience and their feedback with each other, their job satisfaction is the key of our success …" Liberating management conditions "well-being and fulfilment at work", one of the three core values of the company. Quarterly meetings enable to strengthen team building and social cohesion through having lunch or doing sport together, for example. While it was easy for Walter to have a proximity management approach with up to 10 employees, he decided to recruit two middle managers when the number of the staff reached more than 20 employees. This liberating leader confesses: "It was a flop, these managers were rejected by the workers who are used to be autonomous liberated employees… after a very short trial period, the two managers had to quit because their presence created tension, dissatisfaction and affected negatively team cohesion… Notwithstanding the good profiles of these managers, I have realized that my colleagues do not need hierarchical authority, their coresponsibility is the key of our success even if, of course, there is a need of coordination… I thus decided that I would not recruit external manager anymore. Instead, I have organized a meeting with my colleagues and we have established together an inventory of the responsibilities/competencies of the former manager in order to dispatch his various responsibilities to them, in line with their competencies accordingly… it was a real success, everyone is happy with no hierarchy, I now lead them as a music conductor and it works".

Beyond fulfilment at work, innovation and excellence are the cornerstones of this liberated firm's values. As expressed in the charter of the company, excellence encompasses both the know-how dimension and the behavioural dimension of soft skills towards customers.

Liberating management also drives innovation and technological change and appears to be a leverage of technological change, as pointed by Walter: " No company was able to provide the cleaning service for the prestigious monument "L'Arche de la Défense" in Paris, because of the very complex structure of the building with a surface of 4900m². While it was an impossible task for many competitors, I have submitted the challenge to my colleagues and have given them the floor because I was convinced that we were able to do it, and I knew that nothing was impossible to us … My leitmotiv was to turn the constraint into an opportunity, and even if we had failed after trying to do our best, we wouldn't have lost anything because we would have probably learnt a lot from this experience… My colleagues found the challenge exciting, especially because of the beauty of the monument and the unusual setting, there was no pressure, no stupid proposal, all employees were invited to give their best, they thus enjoyed sharing their ideas… This participatory brainstorming was conducive to liberating hidden competencies. Because of the complex structure of the building which was extremely difficult to reach, while our competitors did not find any solution, we did. Drawing on his personal experience, one of our technicians proposed to apply the slack-line system used in climbing sport, as a solution. This was a technological innovation because this technique has never been used in a professional context, before.

Following the approval by the control office, we filed a patent and the customers confirmed their order… It was fantastic, we did it and were all very proud of this achievement!"

Vignette 2: Diatem

Alexandre Dubs in his thirties, is the Director of Data Center&IoT Development of Diatem, a company specialised in High Tech, Big Data and cloud computing solutions and communications. He explained to us, that the 15 high-qualified employees of this liberated firm work with autonomy, without any formal pyramidal hierarchy. "The chart is very flat, we feel all equal, this stimulates initiatives, curiosity and commitment… we are used to collaborate in an informal way, and to work together on projects…" According to Alexandre, everyone brings his/ her valuable skills in this liberated firm in a proactive way, and thus contribute to achieve a collective performance. This young director stipulates that the key success of the liberation management relies on the effective competencies of the employees, their interpersonal communication ability which nurtures trust, and their team working capacity. There are several informal collaborations between the employees, this flexibility and this ability/ agility to work through a mutual adjustment, enable to produce a collective intelligence. "The needs of our clients are sometimes very specific and challenging, we provide collaborative solutions in the domain of internet of things, instant messaging or virtual home office, for example… the free communication between our colleagues without any barrier liberates and enhances creativity… by mixing their ideas and their high competencies in their domain, the team is able to provide the best solutions towards our clients…" The virtuous circle of liberating competencies develops a collective intelligency: "we can rely on each other and we can collaborate and perform well at work… well-being is also important, we sometimes practice sport together to develop team building, there are showers in the office… we work in a quiet and stimulating environment at work, which is conducive to involvement at work…" According to Alexandre, the liberation management through autonomy is a lever of collective performance and contributes to fill the satisfaction of the final clients, by providing the most efficient technological solutions.

The two vignettes support the assumption that liberating management is conducive to wellbeing and can lead to creativity and technological change. This preliminary result will be confronted to the representations of assistant managers working in non-liberated firms, for a prospective aim. In the next section, we thus analyse the data by following [START_REF] Gioia | Seeking qualitative rigor in inductive research: Notes on the Gioia methodology[END_REF], leading in fine to the proposition of a fourfold typology of the representations of the assistant managers. By combining the results from the two vignettes and from the assistant managers' representations, we derive theoretical propositions from the data and propose a framework to summarize our key insights.

Liberated firm, a leverage of well-being and technological change: decrypting the representations of the assistant managers (AM)

The representations of liberation management emerging from the statements of the assistant managers (AM) from the sample, are presented and discussed in this part. These representations highlight the potential intrinsic impact of liberation management on wellbeing and the positive impact on creativity and technological change, as shown in the selected following examples of verbatim.

A leverage of well-being and technological change: it's obvious!

The gathered statements established at different levels, a positive link between liberation management and well-being at work. While some assistant managers (e.g. AM9, AM15, AM8) pointed to the inherent positive impact of liberation management on well-being, other participants (e.g. AM25, AM27, AM23) stressed the positive impact on creativity and technological change.

AM9

"Liberation management which values all the employees without pressuring them and without setting impossible objectives is a leverage of well-being, it generates a good challenging stress which makes us want to surpass ourselves for our personal satisfaction, also benefits are share between everybody and there is no impediment stress which would stall the employee who won't improve, ...for my company, liberation management is the solution for tomorrow..."

AM15

« Liberation management is a new type of management which recently settled in our society and now starts slowly to democratize itself… In my company, it will probably be a leverage of well-being for many employees because it's based in particular on much more participatory management system where all the employees can share their opinion."

AM8

"The work schedules are not enforced, everybody is able to arrange them according to their personal life, thus allows decreasing the stress related to work schedule and the employees are fully into their work. The employees seek this new operating philosophy which makes them happier because there is less stress, they feel more responsible and reach a better productivity, liberation management allows keeping more room for personal involvement and to get recognition from everybody…" AM15 "Through its equal system, liberation management is inevitably a leverage of well-being… It allows everybody to find their place in the firm because of more freedom of speech therefore more opened… In our firm, there is not a lot of disabled employees, and I think that with liberation management disabled employees will be very well integrated, and they will advance from one year to another… they will have the same status as all the other employees of the firm" AM25 "Liberation management is a new operation mode which will get developed in particular through the emergence of the new organization which allows among other to suppress all hierarchic levels… all the workers, managers and technicians are on the same hierarchic level... This will offer many benefits such as, the participation of all the collaborators in the decision-making process, which leads to more involvement, … It will allow everyone to propose innovative solutions and to stimulate creativity, which will have a positive impact on technological change" AM23 25 "In a liberated firm, every employee is a leader able to propose new ideas and innovative solutions… Deciding the objectives in a collective way allows having more consistency since everybody share their opinion the employee has an operational vision of the company's expectations, thus one can propose creative and pragmatic technological solutions to improve operations, teams can discuss all together in order to look for the optimum, for the best solution so there will be a real increasing of the motivation and therefore of the productivity."

AM27 "In a liberated firm, workers are free to develop their imagination on how to perform their tasks in the best way, every innovative solution is welcome thus liberation management can be a leverage of a technological change because of co-working which will enhance creativity and enable to promote innovation in the company"

A leverage of well-being and technological change under favorable conditions…

Statements of some assistant managers (e.g. AM6, AM14, AM4, AM3) showed that liberation management was perceived as a leverage of well-being under some conditions, which are not always met. While AM3 argued that the individual and subjective dimension of well-being encouraged considering it on a case-by-case basis, some participants (e.g. AM24, AM19) stressed that the positive impact on technological change was not systematic, in addition.

AM6

"From my point of view, liberation management can be a leverage of well-being, but under some conditions… liberation management is a participatory process summoning the knowledge of every collaborator in order to question the operation of the firm and in order to inject new ideas. If this succeeds, it can be a leverage of wellbeing as it is much more gratifying to work in an organization that we have chosen and reshaped together. What's more, the participatory process is gratifying for human beings and the new operation will often be closer to the true needs of the employees by matching most of the personal obligations… even if this won't suit some people who have different needs…"

AM14

"In order to feel comfortable in a firm, well-being requires a good cohesion between the employer and their team…, a good communication which will bring a good pressure and not a bad one, the atmosphere in the firm will be good and will make everybody feels as part of the group… interactions will be easier and therefore, it will be easier to correct some errors… a good balance must be found; not being too free but still let other have some freedom…" AM4 "Some companies recently wanted to go further, collaborators would define themselves their objectives and the tasks they need to do, liberation management is a 100% self-management of each collaborator, one less source of stress as we define ourselves our objectives… Liberation management can be a leverage of well-being if the employees are able to be self-directed, however, in my company, employees need sometimes to be supported in their work, need to follow orders… liberation management is not always a leverage of well-being for this kind of people"

AM3

"With liberation management, management is participatory and the work atmosphere will be more relaxed and could be a source of well-being… Suppressing the hierarchic structures allows to ease the decision-making process, in other word, a complete freedom for internal management for the firm and its employees… the teams are more 

From sceptical to reluctant people

The assistant manager AM7 stated for example, the paradoxes and imperfections of liberation management which can question its conceptual legitimacy: the ideal type of perfect liberation management doesn't exist. The assistant manager AM2 agreed with the idea of AM7 that the ideal type of perfect liberation management doesn't exist. "Liberation management won't suit everybody". The assistant manager AM13 went even further and had a reluctant position, she explained why liberation management "is not a solution".

AM7

"Companies use several strategies to increase their profits… some choose a strategy which value the employees and take into account their well-being in their commercial We can summarize these different representations of the assistant managers from the sample through a fourfold typology proposition, as shown in Figure 1 bellow.

- Beyond characters of individuals which can influence the success/ failure of liberation management, we derive a conceptual framework (see Figure 2) which summarizes these theoretical propositions.

-------------------------------------------- Insert Figure 1 about here ---------------------------------------------
-

-------------------------------------------- Insert Figure 2 about here ---------------------------------------------

Discussion and Conclusion

Several points stand out of this exploratory study. First, our literature review allowed laying the emerging conceptual paradigm of liberation management, providing a critical analysis of the mainstream of this social phenomenon in France, which academic legitimacy is still in search of recognition. Before the two opposite visions about the rhetoric of liberation management, our prospective research enabled to explore the assumption that liberated firm is a leverage of well-being and technological change at work, which derived from our preliminary interviews of the CEO and a Director of two liberated firms located in the Alsace Region of France.

To confront this assumption for a prospective aim, we targeted a neutral sample made of assistant managers working in non-liberated firms and used the scenario method to study the potential perceived positive impact of liberated firm on well-being and technological change, applied to their company. These assistant managers mostly claimed that liberation management is potentially a leverage of well-being and technological change. We note that Getz's characteristics (suppression of the hierarchic level, participation, transparency, etc.)

were reflected in the representations by converging toward the importance of the participatory model based on trust. Despite the complete optimism of some, others have a more moderate point of view reminding in particular that each individual and each firm are different and therefore, we cannot always limit well-being to its collective dimension only;

moreover, the positive impact on creativity and technological change is not systematic, as pointed by the participants. Drawing on these different representations, we derive a fourfold typology as shown in figure 1. In addition, the diversity of the representations coming from our results leads us to suggest a three level conceptualisation of liberation management which deviates from the Manichean logic of all-or-none: low liberation management, medium liberation management and the ideal type of complete liberation management.

Another key insight which emerged from the data highlights the important role played by the size, the culture or the sector of activity of firms. According to our results, these contingency factors moderate the positive input of a liberation management on well-being and technological change, under favorable conditions. Our data suggest a potential mediating effect of well-being, in addition. Through these speculating theoretical propositions summarized by the theoretical framework shown in figure 2, we contribute to respond to the call from Getz (2012b, 12) who reminds that "liberation management is looking for theory", by bringing a piece to the puzzle of the elaboration theory on liberation management. Our theoretical framework proposition could be confirmed and tested for future research avenues. We make an important theoretical contribution here.

Beyond the richness of our results which call for future confirmatory studies, several implications have to be noted. On the theoretical level, our literature review and the diversity of the representations of liberation management emerging from our empirical results lead us to speak about a management concept looking for legitimacy. The results

show that the representations of the assistant managers reproduce more or less accurately

This study has limitations. While Schwartz-Shee and [START_REF] Yanow | Interpretive Approaches to Research Design: Concepts and Processes[END_REF] point to the importance of objectivity, interviews within non-liberated firms could be perceived to be "clichés".

When the assistant managers were asked to project themselves in their own firm, we noticed that some of them remained outspoken. This restriction can be partly explained by the discomfort to juggle between the need of objective imagination and the connection with reality of the companies where they work. The bias of social desirability which may apply in their predictive representations is also one of the limitations of this study. While speculations based on the scenario method would not always reflect reality, we assume that our qualitative study has provided predictive insightful results, however.

Ultimately, our research contributes to both theoretical and empirical understanding of liberation management. From our viewpoint, practitioners and scholars informed by these insightful issues will find it easier to think of the ongoing process of elaborating and implementing "a smart liberation management". Future research can focus in depth on 

  Beyond organizational and social dimensions which contribute in fine to reach financial performance, technological change plays a key role by providing competitive advantage to companies. Technology provides today a means to implement effective changes and managerial improvements by reducing costs and producing development times for instance. Technological change thus enables to enhance performance, by assisting companies to meet new requirements quickly. Technology-driven improvements such as online orders contribute to clients' satisfaction whereas technology in the workplace saves time by speeding up the work flow process, or the communication by eliminating space and time through the use of video conference for example. While an extensive body of emerging research have highlighted the positive influence of liberation management on well-being, papers which have addressed the positive impact on technological change remain scarce. It is thus relevant to question whether liberation management is a leverage of technological change. Gilbert et al. (

  waves of participants about their knowledge and their conceptual representation of liberation management. "How can I know what I think until I see what I say ? »(Weick, 1995, 61)", we follow Weick through sense-making process approach during this first phase of mutual knowledge sharing during one hour. The researcher was the facilitator taking note about the developed remarks of the assistant managers when answering the question: 'For you, what is liberation management?' We respond to the call ofBarth and Ramboarison-Lalao (2013, 193) who suggest that "at the Web 2.0 era, the scenario method could even be extended to[…] the use of[…] videos" in management research. Thus, the TV video reportage of ARTE mentioned above, which includes some experts' interviews and success stories of emblematic pioneering liberated firms was used to clarify the theoretical and practical foundations of liberation management with the participants. While most of the participants have heard and were familiar with the emerging social phenomenon of liberation management, the viewing was followed by a discussion of half an hour conducted by the researcher, with the instrumental objective of the appropriation by the assistant managers, of a common representation of the conceptual trends of liberation management, ceteris paribus.During a second meeting few days later, the assistant managers from the sample were requested to address the research question by projecting themselves in the scenario[START_REF] Gueroui | La conception et l'usage de la méthode des scenarios[END_REF] of a liberated firm, and by speculating on their critical prospective vision of what could be the positive impacts of a potential liberation management of their company, on well-being and technological change. Each assistant manager was individually asked to look ahead from a professional point of view to the prospective scenario[START_REF] Bourgeois | Foresight for all: Co-elaborative scenario building and empowerment. Technological Forecasting & Social Change[END_REF] of a liberated firm, knowing that the actor is a "reflective practitioner able to recognize, which means knowing in a new way and in a different context, their own activity" (Lièvre and Rix-Lièvre, 2013, 29). While[START_REF] Gueroui | La conception et l'usage de la méthode des scenarios[END_REF] recommends to adapt the interview guide in the scenario method, we used a short semi-structured interview by asking the following questions: "According to you, what could be the positive impact of liberation management on well-being and technological change? More precisely, I will ask you to project yourself in the scenario of a potential liberation management of your company: can you develop your argumentations drawing on the input/ or drawbacks that an implementation of liberation management could potentially bring within your company, especially in terms of well-being and technological change? How would you depict the articulation of liberation management, well-being and technological change within your company?" Data collected were analysed by the researchers following the three levels of structure recommended by
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model have also been showcased, converging with the recent works of [START_REF] Gilbert | L'entreprise libérée, innovation radicale ou simple avatar du management participatif ?[END_REF].

The lack of consensus invites researchers however, to investigate more in depth, the pillars of this promising model, to overpass pitfall of the simplistic clash, in favour of a more holistic approach which may take into account the sectorial, environmental contingencies and other variables. Our contribution marks the starting point of the challenge to theoretically conceptualize the thoughts initiated by some authors such as [START_REF] Gilbert | L'entreprise libérée, innovation radicale ou simple avatar du management participatif ?[END_REF] who link it with the participatory model or [START_REF] Verrier | Faut-il libérer l'entreprise[END_REF], who are in the continuation of Getz's works (2009Getz's works ( , 2012)).

On the methodological level, the scenario method [START_REF] Gueroui | La conception et l'usage de la méthode des scenarios[END_REF] and the use of videos as suggested by [START_REF] Barth | Perception de l'apparence dans le monde du travail: le poids des préjugés. Enquête auprès de 909 postiers[END_REF] show that these innovative methods which match our era, were particularly relevant to capture the "speculating" and predictive representations of the assistant managers from the sample, for a prospective aim.

On the societal and practice levels, the popularity of liberation management is a real social phenomenon in France. Many managers, eager for new innovative practices, could get inspiration from a "tailored" liberation management by drawing the need and actionable core in their companies. In our world which requires agility, reactivity, adaptation and innovation, the liberation could be fragmented and could affect all or a part of the firm, e.g. only one department, or only one board of directors, with some intra organizational and cross functional adjustment mechanisms.