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As work gets more
complex, 6 rules to
simplify

TED@BCG San Francisco - 12:01 - Filmed Oct 2013
Subtities available in 22 languages
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The two pillars,efifadnagement The two pillars of management

i ) Hard: Structure, o\ete .ns, Metrics...
Haig:)Structure, Processes, Systems, Metrics... obs

Soft: Feelings, Ir Obso\ete _lionships, Traits...

Soft: Feeliyas,’Interpersonal Relationships, Traits...
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Kako vidite sebe ?




------ LoCevanje managementa in voditeljstva
ie neumnosl. Prav tako kot ée\(r&\gmnost
loCevali manage,me%@ ﬁodgetmstva Vse
1o sodi k \‘nz}u ene i @é@l}%be

O\E&e razlikujejo (@n%far le v toliko kot se
W ‘1)“ azhiku ta(‘]&“{aql esna roka — pripadata pa
” QQ‘Q\“\ istemu felesu.

Q@“ﬂlcker P 1998‘)\

% ? “ “ Similarly, Drucker (1998) sees the interrelationship between the two. He does not believe that management and leadership can be
Qj separated. He states it is "...nonsense*as much nonsense as separating management from entrepreneurship. Those are part and
‘A 2 parcel of the same job. They are different to be sure, but only as different as the right hand from the left or the nose from the

mouth. They belong to the same body." hitp//www.managementiraining.biz & hitps://changingwinds wordpress.com




Vodja nad katerim / katero sem bil navdusen



The reality - Most companies don't have a
strategy

winning

Many

> 50%

think they have a
winning strategy
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Qur strategy is not clear enough about how
we create unique value for customers

differentiated from our competitors'

Qur strategy is not meaningfully (I)

And the path to creating value isn't clear . O”@@' % ‘\QJ(J
. O
SNV \ © \

vﬂ e in the ° r&‘&lsl)ated our strategy into
\ iblé actions

v Mm““ QOur strategy asks us to work on too many

priorities

“% E;theres canfmu ﬂ.&wmpuny strategy We do not allocate sufficient resources
to implement our strategy

About 80% said that their

Qur culture is holding us back
overall strategy was not

well understood—even

within their own company

Son St ey e Ban 0 i s

& https://www.strategyand.pwc.com/cds/approach/research-on-strategy

EXECUTION GAP

74%

74%

79%

0%

50%

100%

% respondents




The reality - Most companies don't have a
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Did Peter Drucker actually say "culture eats
strategy for breakfast” - gnd if so, where/when?

What's the history of this much us“ﬂ&&%
Want Answers | 21 (I)““

bﬁ) @\

[ ) [ X J ° 5 A “‘& )
Kultura poje strategijo za zajirk sy v
QO (o
6 rl)““‘&\.) : 2adh & nir'nt&Martinez
QO

quote by him.

W N
“éb . %Q been able to source the quote, and neither has anyone else.

\Q) Peter Drucker often argued that a companies culture would trump any attempt
“ to create a strategy that was incompatible with it's culture.
\Q) \ Drucker did say Company cultures are like country cultures. Never try to

2 change one. Try, instead, to work with what you've got.”
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Culture for Business
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http:/ [www2.thtconsulting.com/
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6.maj 2019 — Humble leadership

hitps:/ /en.wikipedia.org/wiki/Edgar_Schein

Culture

lhe only thing of real importance
that leaders do is to create and
manage culture. If you do not
manage culture, it manages you, and
you may not even be aware of the
extent to which this is happening.

AZQUOTES

hitp:/ /www.Inellen.com/ted /tc/schein.himl




Organizacijska klima je skupno ime za naCin vedenja Organizacijska kultura opredeljuje vrednote in temeljne
in zaznavanje medsebojnih odnosov v organizaciji. predpostavkg&ravﬂ igre znolraj organizacije.

A

bﬁ) @\

Organ‘ziciiz<a
b ultura

6 \ Dryanizacijska

Organizacijska k%@é korporawnl %7 %@Qm pravil, stalis¢, prepri¢anj, skupnih lastnosti, na€inov izvajanja procesov in postopkov, vedenja in nac¢inov delovanja zaposlenih, skupnih
al

o ‘& Q
\ < B;%“ -

o

ciljev ter vrste in o kcij tako znot sistema kot z njegovim zunanjim okoljem, ki v sedanjosti odrazajo prakso skupne preteklosti in so obenem tudi pod vplivom ob¢utka predvidene
skupine prihodnosti pripadnikov pﬂ@ oslo ega sistema. Preko vseh navedenih elementov se neka organizacijska kultura tudi razvija, krepi, ohranja in obenem spreminja ter prenasa na nove
pripadnike sistema. F'redstxgd ac ko organizacija reSuje probleme, da doseze svoje zastavljene cilje in prezivi skozi ¢as. V literaturi lahko, poleg pojma organizacijska kultura, naletimo $e na nekatere
druge pojme, kot so kuﬁ& z e, kultura podjetja, korporacijska kultura, organizacijska identiteta itd., vendar jih zaradi majhnih razlik uporabljamo kot sinonime omenjenega izraza.

hitps:/ /sl.wikipedia.org /wiki/Organizacijska_kultura




Business |
Review

Demystifying Corporate
Cultire

JUST FOCUS ON YOUR BUSINESS
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https://hbr.org/2016/04/culture-is-nol-the-culprit “4&\,) SQ Vir: hitp; www.a %%19 .com/organizalion-lransformalion ldeas -insighls
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http://www.atkearney.com/organization-transformation/ideas-insights/featured-article/-/asset_publisher/4rTTGHNzeaaK/content/demystifying-corporate-culture/10192
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The Principles of
Scientific Management

BY
FREDERICK WINSLOW TAYLOR, M.E., Sc.D.

PAST PRESIDENT OF THE AMERICAN SOCIETY OF

"AR%& '@SQ‘“ \%
R
1911
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f

The Principles of
Scientific Management

M Q\“&\” lastnika | delodajalca
‘\%‘{\‘& gostanje Z ) zaposlene

\%e‘\%g ’ Bﬁ‘
vﬁ“\

CHAPTER I

FUNDAMENTALS OF SCIENTIFIC MANAGEMENT

THE principal ob)ect of management should
to secure the maximum prospenty for,

ployer, coupled with the maximum p

each employé.

The words ‘‘maxi
their broad dmdenda
for the comp ut the developmen
e br he umness to its high

at the prospe y fia;
e same way Imng each
yé means not op y than are
A by .“ .‘ , but, of more im-
mgahs the development of each
maki mum eﬂiclency so that he

of York for whlch his natuml ablhtxea fit hun

d it further means giving him, when possible,
this class of work to do.

It would seem to be so self-evident that maxi~

Razvoj podjetja: visoka stopnja odliCnosli




CORPORATE GOVERNANCE

Business Roundtable

Redefines the Purpose of WQ@M/ T %{/ %

a Corporation to Jefirey P. Bezos
Promote 'An Economy FOUNDERANﬁCHIEFEXECUT\VE Doug Parker o Stephen . Squeri 08.2019

OFFICER MAN AND CHIEF EXECUTIVE

That Se rves All AMAZON CHAIRMAN & CEQ OFFICER

AMERICAN ““ ERICAN EXPRESS
Americans’ »&
AUG 19, 2019 w\

/ X\‘&“ 74@ W
Updated Statement Moves Away from Shareholder Primacy, Includes ﬁM % rl) Q;(J o Bﬁ B‘M %(/i W

Commitment to All Stakeholders

CECUTIVE OFFICER CHAIRMAN, PRESIDENT & CEQ CEO
release of a new Statement on the Purpose of a Corporation
signed by 181 CEOs who commit to lead their comDames for the \“

,Lw BANK OF AMERICA
benefit of all stakeholders - customers, employees S| %\

communities and shareholders. § ‘A‘

Since 1978, Business Roundtabl cal\y issued, %QQQ —7)/\ k_ [A_)M z ) 2/ Y %/{ P f A{dd, % Zire 2
/ .

Principles of Corpora% Each versio ft%

document issued sinc has endo "@ Michael K. Wirth ; James Quincey Michael S. Dell

THE BOEING COMPANY BOSTON CONSULTING GROUP

“f& 1( B"an n'ha" Dennis A. Muilenburg Rich Lesser
WASHINGTON - Business Roundtable today announced the 6 (I)“ ‘&(I)q N OF THE BOARD AND CHIEF

Ise
Chuck Robbins Michael L. Corbat
CHAIRMAN AND CHIEF EXECUTIVE CHAIRMAN AND CHIEF EXECUTIVE
shareholder primacy - that co oratlo& principally to e CHARMAN AND CEO CHIEF EXECUTIVE OFFICER P CHAIRMAN AND CEO
serve shareholders. With t quncement the new CHEVRON CORPORATION CISCO SYSTEMS, INC. CITIGROUP, INC. THE COCA-COLA COMPANY DELL TECHNOLOGIES

Statement supersedes pre s Statements and outlines a

modern standard for corporate responsibility. . ) ' ) .
P P Y businessroundtable.org/business-roundtable-redefines-the-purpose-of-a-corporation-to-promote-an-economy-that-serves-all-americans




Adaptirano po: How to hang on to Your High Potentials; HBR, Harvard Business Review, 0kt.2011
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M\%@] bomo dejansko storili (sprementli) ?
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S Cim bomo nadaljevali ?

§ Cim bomo priceli ?




Q\“&\”

Q‘L\\‘&“\‘& " @' W’ o o
oti dmspmng \

Prioritising
foping strategy ,,/

° S%“QJ A Managing time
\ Managing risk 4

Ma‘lﬁﬂ% Improving performance /,

Delegating

Managing people '+ <
Building networks "

. Being productive
Communicating progress Delivering

Identifies and solves problems

\’ Technical competence

Analytical thinking

Handling disagreement & B Decision making
N \ ~ A Y
Giving feedback < \ > Adapting to change Analysis and decision
Working with others N~ Y > : e
Sharing expertise "/, * Innovating making
Seeking feedback LN Listening
Demonstrating self-development Communicating clearly

Identifying development needs ssn. e and professional

- Current performance . Desired performance for 12 months time
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2003 GOOGLE PROJEKT ..,0XYGEN* m/Z

1. Je dober coach,
2. OpolnomocCi team in ne mikromanagira, ‘\Q\ﬁ‘&\"

3. IzraZa zanimanje in skrb za uspeh Clanov lima ‘{1&@&0 dobm poije,

4. Je produktiven in usmerjen k dose&er@& zultatov gex\%“

W O\
2. Je dober komunlk;g@ QQ(I’ ﬁ‘&m

6.Po :@@\karle%@% oju,
%Qﬁé Glede@g@& %ma jasno vizijo in strategijo,

%\%8 %ma pomembna lehniCna znanja in spretnosli, ki mu koristijo pri svelovanju limu.

https:/ [rework.withgoogle.com/guides/managers-identify-whal-makes-a-greal-manager  steps/ determine-what-makes-a-greal-manager |



http://books.google.si/books?id=vic4AAAAIAAJ&printsec=frontcover&dq=mcclelland&hl=sl&ei=0ssMT-TZMZGPswbFtKGjBA&sa=X&oi=book_result&ct=book-thumbnail&resnum=1&ved=0CC0Q6wEwAA
https://rework.withgoogle.com/guides/managers-identify-what-makes-a-great-manager/steps/determine-what-makes-a-great-manager/
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2018 GOOGLE PROJEKT ..,0XYGEN® m/Z

1. Je dober coach,
2. OpolnomoCi team in ne mikromanagira, .
3. Kreira vkljuCevalno limsko okolje, skrbi za uspeh in dobro }e,
4. Je produkliven in usmerjen k doseganju I'eZII‘%{«'\%V,Q6 oM

2. Je dober komunikator — posluSa.in @mor_macg&&@, AW

6. Podpira karierl.li yazg&i@@%}ﬁgo&a{ﬂﬁ%\pesnosﬁ [ izvedbi,
7.Glede 1 ﬁ@ Qjasx%v”@ﬁ)‘@;‘\strategij0,
“m\l%% 0m&r@qﬂ&&miéna znanja in spretnosti, ki mu koristijo pri svetovanju timu,
%Q Qk@m&l}e z drugimi znotraj Googla,

‘&\%" 10. Sprejemnje odloCitev je pomembna kompetenca.

rework.withgoogle.com/blog/the-evolution-of-project-oxygen



http://books.google.si/books?id=vic4AAAAIAAJ&printsec=frontcover&dq=mcclelland&hl=sl&ei=0ssMT-TZMZGPswbFtKGjBA&sa=X&oi=book_result&ct=book-thumbnail&resnum=1&ved=0CC0Q6wEwAA
https://rework.withgoogle.com/blog/the-evolution-of-project-oxygen/

Schmidt Everyone needs a coach Video Fortune - YouTube TR KRV IOKL L] RS S
www youtube.com/watch?v=aTgnTMvwa2U - FIRILLION
28. jul. 2009 - Prenesel EICoachDeNegocios

pO '
Google CEQ Eric Schmidt: The one thing that people are never 6“) DOLLAR COACH
goed at, is seeing themselves as others see them'. Check out“\f& Q th A\ EADERSH

the CEO of . B;%i‘

ol BILL CAMPBELL

Best advice | ever got - Eric Schmidt: Hir @gp%?1 \%Q‘\
: mo stran ﬂ“\

archive fortune.com/galleries/2009/.. best.. /14, html

8. jul. 2009 - Age: 54. Chairman and CEO,*G adwce that st| from
John Doerr, who in 2001 said, M)\{ix\ |st|:| hav WK‘\
Google E mldt Ha ‘Bﬁ%"’twe Coach | Top ...

1

mayogenui ongle Ceo-eri s@ t-§as-an-ex... ~ Prevedi to stran
4. okt%z [ S-::hmldt gle, recounts the best advice he ever got: use
an exetuti¥e coac

“\®
W 2009 2019




(oaching je ciljno usmerjen, sislematicCen, sodelovalen in
interaktwen proces med coachem in klientom (ali skupino,
Ce gre za timski coaching) z namenom razvoja
posameznika ali skupine. Posameznik ali skupina ob podport

coacha osebnostno rasle, preseze svoje nolranje 0meﬂtve \‘& \
da lahko v polnosti uresniCi in Zivi svoje potencuél§

dosega Zeljeno ravnovesje na zanj po lah

podrocjih. Bistvo coachinga so %@ r§z W@}

razumevanje, uCenj Q??M ovih
vzoreey raé‘@@bgul del v@@N
N g@\&

1jski odbor 7a pripravo Il coaching konference
‘A (PortoroZ, 24.november 2011)




The ICF defines coaching as partnering with clients in a thought-provoking and creative

process that inspires them to maximize their personzal and professional potential. The Core Competencies are
grouped into four clusters according to those that fit together logically based on commaon ways of looking at the
competencies in each group. The groupings and individual competencies are not weighted—they do not

represent any kind of pricrity in that they are all core or critical for any competent coach to demenstrate.

Ry
C Cow i Effectively
A. Setting the Foundation tiv] ening

1. Meeting Ethical Guidelines and Professional Standards ‘\\‘& @ owerful Questi ‘ng %&\
)

2. Establishing the Coaching Agreement . SQ“‘,L“‘& 7. Direct comm

%ﬁgﬁi‘gﬁting Learning and Results
B. Co-creating the Relationship (L&“‘&\.’ \S

3. Establishing Trust and \ntima% \(h
L]

4, Coaching Presence ® %\“

. Creating Awareness

‘&(INQ\ 9. Designing Actions

Client
Q 10. Planning and Goal Setting

L]
e @\w 1. Managing Progress and Accountability
L)

\
\© N @’ CF

hilps://coachfederation.or



https://coachfederation.org/core-competencies

e

2015

Exhibit

MCKinsey Q}l arterly Four kinds of behavior account for 89 percent of leadership

effectiveness.

Top kinds of leadership behavior’

Decoding leadership: S
What really matters 7

© Champion desired change “Q@:qtamy decisions
Claudio Feser, Fernanda Mayol, and Ramesh Srinivasan
e Clarify objectives, ces @ Motivate and bmgm in others
(4] ‘Mmsmm %m
)

New research suggests that the secret to

\
developing effective leaders is to encourage . “QJ(J D Orx
four types of behavior. ““ \'J © Develop an: \ecwe m D Recover positively from falures
6 (I) 6‘ followers 0 Remain composed and confident in uncertainty

Telling CEOs the. }rlves pe

like sayi ce«ary to breathe. r%e

a Iannmg to mcrease adershlp

&% because thex see lt a ?ﬁt important
an-capital issue their ac

Q d they're right to do
Q so: earlier McKm c()nsmtcntly shown that good * Based on a survey of 81 organizations that are diverse in geography (g, Asia, Europe, Latin America, and North

w © Facilitate group collaboration (D Role mode! organizational values
e f

0 Foster mutual respect

@ Give praise

America), industry (eg, agriculture, consulting, energy, government, insurance, mining, and real estate), and size

leadegshi] art okbrganizational health, which is an Y g
(from ~7,500 to 300,000 employees)
2
impo ver vt shareholder returns. Source: McKinsey's Organizational Health Index



https://www.mckinsey.com/~/media/McKinsey/Featured%20Insights/Leading%20in%20the%2021st%20Century/Decoding%20leadership%20What%20really%20matters/Decoding%20leadership%20What%20really%20matters.ashx
https://rework.withgoogle.com/guides/managers-identify-what-makes-a-great-manager/steps/determine-what-makes-a-great-manager/

McKinsey Quarterly
Decoding leadership: 4 VEDENJA VODIJ [ MANAGERJEV, KI

What really matters PREDSTAV%@W NJIHOVE UCINKOVITOSTI

Claudio Feser, Fernanda Mayol, and Ramesh Srinivasan

N\ W\
A o>
New research suggests that the secret to Q“rl)“ l Po({g&!:@ni% Sﬂdelavcev,

developing effective leaders is to encourage

QQ rI)\\\\ “&qﬂ“\ﬂ OsredotoCenosl na rezultate,
a— hl\ g QQ‘Q\“\ 3. Iskanje drugih perspekliv,

like sayi l ct. sary to breathe. 0

%h ad\ l'|:mngl inc rume ? ader ship Ve . o .

ecause they see |tz\ st important 4 U l bl
“@an -capital is sucthcl? acc d they're right to do ° Cln (0Vlt0 resevan!e pro emov‘

%Q earlier MLKlI’l S '@ cons ntcntly shown that good

lead hl[ () )rg,amlatlonal health, which is an

1mpk ver hdrch lder returns.



https://www.mckinsey.com/~/media/McKinsey/Featured%20Insights/Leading%20in%20the%2021st%20Century/Decoding%20leadership%20What%20really%20matters/Decoding%20leadership%20What%20really%20matters.ashx
https://rework.withgoogle.com/guides/managers-identify-what-makes-a-great-manager/steps/determine-what-makes-a-great-manager/
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GOOGLE PROJEKT .. ARISTOTEL*

€ Home Ehe New Hork Eimes Magazine

REIMAGINING THE OFFICE Hiring

What Google LeagQé

F It
i t@%ﬁﬁ*


https://www.nytimes.com/2016/02/28/magazine/what-google-learned-from-its-quest-to-build-the-perfect-team.html?_r=1

In 2012, the company embarked on an initiative — code-named
Project Aristotle — to study hundreds of Google's teams and figure
out why some stumbled while others soared. Dubey, a leader of the
project, gathered some of the company’s best statisticians,

orga ational psychologists, sociologists and engineers. He also
needed researchers. Rozovsky, by then, had decided that what she
wanted to do with her life was study people’s habits and

tendencies. After graduating from Yale, she was hired by Google
and was soon assigned to Project Aristotle.

GOOGLE PROJEKT .. ARISTOTEL*

roject Aristotle’s researchers began by review
ing at how e

people with similar
Mether everyone was mativated

sed on thase st

hers scrutinized the composition of groups
did teammates socialize outside the offic
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He began by asking everyone to share something personal about
themselves. He went first.

“I think one of the things most people don’t know about me,” he
told the group, “is that I have Stage 4 cancer.” In 2001, he said, a
doctor discovered a tumor in his Kidney. By the time the cancer
was detected, it had spread to his spine. For nearly half a decade, i
had grown slowly as he underwent treatment while working at
Google. Recently, however, doctors had found a new, worrisome
spot on a scan of his liver. That was far more serious, he explained.
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In 2012, the company embarked on an initiative — code-named
Project Aristotle — to study hundreds of Google's teams and figure
out why some stumbled while others soared. Dubey, a leader of the
project, gathered some of the company’s best statisticians,

orga ational psychologists, sociologists and engineers. He also
needed researchers. Rozovsky, by then, had decided that what she
wanted to do with her life was study people’s habits and
tendencies. After graduating from Yale, she was hired by Google

and was soon assigned to Project Aristotle.
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Some groups that were ranked among Google’s most effective
teams, for instance, were composed of friends who socialized
outside work. Others were made up of people who were basically
strangers away from the conference room. Some groups sought
strong managers. Others preferred a less hierarchical structure.
Most confounding of all, two teams might have nearly identical
makeups, with overlapping memberships, but radically different
levels of effectiveness. “At Google, we're good at finding patterns,”
Dubey said. “There weren't strong patterns here.”
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He began by asking everyone to share something personal about
T themselves. He went first.

“I think one of the things most people don’t know about me,” he
told the group, “is that I have Stage 4 cancer.” In 2001, he said, a

was detected, it had spread to his spine. For nearly half a decade, i
had grown slowly as he underwent treatment while working at
Google. Recently, however, doctors had found a new, worrisome
spot on a scan of his liver. That was far more serious, he explained.



https://www.nytimes.com/2016/02/28/magazine/what-google-learned-from-its-quest-to-build-the-perfect-team.html?_r=1

JARSTVA

GOOGLE PROJEKT .. ARISTOTEL*

p— Within psychology, researchers sometimes colloquially refer to traits like

& Home @he New York Times Magazine

THE WORK ISSUE: 01 HowtoBuildaPerfect | 02 TheWaronMestings | 03 The Case for Blind 04 Failure to Lunch
REIMAGINING THE OFFICE Toam Hiring

“conversational turn-taking” and “average social sensitivitv” as aspects of
what’s known as psychological safety — a group c e that the Harvard
% " “shared belief held
by members of a team that the te 1 interpersonal risk-taking.”
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nd. And those human bonds matter as much at work as

\Q) \[Q'whele else. In fact, they sometimes matter more.
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