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CASES TO ACCOMPANY CONTEMPORARY STRATEGY ANALYSIS
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Social and Environmental Responsiveness

Browne sought to distance BP from the common Pereeption of o;
being powerful, secretive organizations complicit with the COITUPL, autoepar,
tices of many leaders of oil-producing countries. Browne envisaged the «
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10 overall corporate performance. It was notable that BP’s organizational delayering
and system of performance management had not been imitated by other oil and 03s
majors. Exxon Mobil for example remained organized around 10 global businesses
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