AR\

v




 Management principles
* 6 Key Leadership Skills

* Strengthen personal competencies




Leadership is a process of social influence, which maximizes
the efforts of others, towards the achievement of a goal.

Leadership isn’t management. This is the big one. Leadership
and management are not synonymous. You have 15 people in
your downline and P&L responsibility? Good for you, hopefully
you are a good manager. Good management is needed.
Managers need to plan, measure, monitor, coordinate, solve,
hire, fire, and so many other things. Typically, managers
manage things. Leaders lead people.

Source: https://www.forbes.com/sites/kevinkruse/2013/04/09/what-is-leadership/?sh=604607135b90



MANAGEMENT

BUSINESS \ = BUSINESS

LEADER YOU, RIGHT NOW
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" BUSINESS BUSINESS

Source: http://blog.startwithwhy.com/refocus/2015/07/management-vs-leadership.html




Assignments

Mgm of Mgmt
acquaintances  of new

Mgmt Mgm of
of new acquaintances

Respon-
sibility

Personal
Working
method

TOOlS Source: F. Malik, Fiihren-Leisten-Leben, Campus Verlag
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BU Heads

IT Management
0
HERE

IMs

@

DOOOGO

hierarchical accountability

BU = Business Unit / TL = Team Leader / IM = Information Manager
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e Target agreement
e Training e Meetings
e Mediation e Jour-Fix
e Coaching e Target

agreement

e Feedback
e Reporting

e Feedback
e Reporting




WILL
YOU BE MY
MENTOR?

Dilbert.com DilbertCartoonist@amail.com

YES T WILL!

YOU ARE WISE TO ASK
BECAUSE IT SHOWS
YOU HAVE THE DRIVE
MOSUCCEED:

A / EXACTLY!
"

3-10-/5 © 2015 Scott Adams, Inc. /Dist. by Universal Uclick

GIVE ME
ONE GOOD
REASON I
SHOULDN'T
FIRE YOU.

Management is also the management of subordinates,

It is far more important to also "manage" bosses and colleagues.

but that's not all (...)

Source: F. Malik, Flihren-Leisten-Leben, Campus Verlag
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How should people be to be considered for a leadership position?

It is not a matter of personality, character, education or social background,
however important these factors may be in individual cases. The key to their
effectiveness does not lie in their virtues either, as is so often assumed {...)

The key to effectiveness lies not in being, but in doing - in the way we act. It is
not who someone is that is decisive, but how someone acts. As human beings,
effective leaders are completely different.

Source: F. Malik, Flihren-Leisten-Leben, Campus Verlag



It is not the being that counts, |

Success has four letters...
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« What is going well?
* What is annoying?
*  What could go better?

* Where does it get really cool?

Group 3 ‘ Group 4
Group 2 Group 5
\.J A

Group 1 ’ GrmiG/




Internal origin
(attributes of the organization

External origin
(attributes of the environment)

Helpful

Opportunities

Harmful

Threats
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Take requirements and goals as ground points: Using reality and
pressure for development

Confidence in success: will to succeed, courage, fun, HOW attitude
Dealing with borders: actively leaving the comfort zone, openness
Communication: esteem, eye level, supportive atmosphere

DO or LET: Approach decisions and have self-responsibility/self-
confidence accordingly

Step by step: Consistent implementation of actions, dosage of
requirements and strengths to consider

Source: F. Malik, Flihren-Leisten-Leben, Campus Verlag



Conflict

A%

Motivation Negotiation
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Decision Transformation

Teamwork
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If you want to go fast, go alone
If you want to go far, go together (African proverb)

Together
Everyone
Achieves

M ore\!

-



Forming
Team acquaints
and establishes
ground rules.
Formalities are
preserved and
members are
treated as
strangers.

Storming
Members start to
communicate
their feelings but
still view
themselves as
individuals rather
than part of the
team. They Resist
control by group
leaders and show
hostility.

Source: http://elearning.youthline.co.nz/mod/book/view.php?id=621&chapterid=160



intensity
A

Forming

* Low communication
* Low commitment

* No responsibilities

* First excitement

P

Storming

* No coordination

» Confusion over
goals and delivery

* Communication
issues

* Emotional
reactions

- Conflictual level

e Performance level

Norming

* Clear roles

» Agreed.approaches

« Clarified interactions
within the team

» Behaviours'towards
external partners
are consistent

Performing

* Full responsibility
for tasks and
behaviours

* Proactive work

* Initiatives are taken

Adjourning
* Learnings
 Continuous
improvements
« Self-confidence
« Capitalising the
asset

P time
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High

Moderate

Limited

1C

Poor Performance
High Potential

2B

Good Performance
Moderate Potential

3A

Outstanding
Performance

Limited Potential

Poor Good Outstanding

PERFORMANCE



High

Potential

Low

Does Not Meet Expectations

May be an individual who has
recently been promoted end hasn’t
had the opprotunity to demonstrate
higher performance. Focus on
coaching and a solid development
plan. If an individual has been in the
role for some time, there may be a
serious issue (derailer).

Develop

Shows some potential but
performance is considered low.
Focus on reasons for low
performance and actions to improve
it. If there isn’t an improvement,
potential should be reassessed and a
performance improvement plan put
in place.

Observe

Not meeting performance
expectations and demonstrates
limited potential. Focus should be
on significant performance
improvernent or finding a more
suitable role (internal or external)

Observe/Exit

Meets Expectations

A valuable asset for the futue. There
is still room for maximizing
perfomrance in current role :
potantial many not be fully realized
yet. Focus on increasing
performance contribution to high,
after which greater challenge and/or
broader scope are likely.

Stretch/Develop

Has potential for increased
accountabilities and is meeting
current performance expectations.
Development focus : Increase
performance contribution to
«high» with further assessment of
potential growth.

Develop

Consistent contributor, but shows
limited potential. Focus on
maximizing performance while
assessing future potential and/or a
more suitable role. May need a plan
fot a successor. In some cases, if
performence declines or is blocked,
retention may be reviewed.

Observe

Exceeds Expectations

Has mastered current role and is ready
(and anticipating) a new challenge.
Next steps are to provide greater scale
anr/or scope or a new assignment
which will stretch them in a significant
way or will provide new or missing
skills. Retention is critical. These are
future leaders of the compagny.

Stretch

Is exceeding performance
expectations and is a good
candidate for growth and
development. Employee
development should focus on
specific gaps - i.e. what is needed to
broaden or to move to the next level
of responsibility.

Stretch/Develop

A strong performer but unlikely to
move to a higher-level role.
Engagement will be important for
continued motivation and retention.
May be of real value for developing
others. Professional, business, or
content experts may fall into

this box.

Develop

Performance (based on current job)

High



When do you perform best?

Am | ready to leave my comfort zone?







Main ingredients...

Desires
Needs
Expectations
Power
Feelings

Main causes...

Lack of communication
Undefined or not clear roles
Wrong expectations

High workload

Stress

Personal conflicts
Preferential treatment

Poor management

Conflict = disagreement on
opinions, attitudes, beliefs,
expectations, needs,
perceptions or values

2

Communication may solve most of the conflicts!




Avoidance

Lose - Lose

Competition

Win - Lose

Compromise

Win/Lose — Win/Lose

Accommodation

Lose - Win

Collaboration

Win - Win




Analyse and identify the Start engaging
sources of the conflict or avoid the conflict

(Diagnosis) (Positioning)

Implement agreed
measures

(Medication)

Re-assess the situation Begin the mediation

(Follow-up) (Remedy)

* Keep the interest of the company in mind * Discuss solutions
* Preserve dignity and respect * Agree on the solution and follow-up
* Listen with empathy * Honor diversity and avoid group think



What are your Hot Buttons?
People or situations which irritate and
let you produce destructive responses

TY,?E

THIN DEEP

$

As a result ...

* Strong negative emotions
* Feelings of personal provocation
* Impulsive responding

* Tension and stress




When did | experience my
last conflict situation?

How can | achieve a win-win situation
in a current conflict?




Sharks (win-lose)

They follow a scarcity model — all there is needs to be taken: there must be winners and losers. They want to be the winner, regardless of
the costs.

When in conflict with a shark: One bad move, and you’ll be eaten. Sharks will eat virtually anything, including their own kind.

Carps (lose-win)
They also follow a scarcity model, but they believe they cannot win. They will swim away quickly instead of dealing with the conflict.
When in conflict: carps will either give in, or get out. Carps tend to gather together until sharks arrive and eat them.

Dolphins (win-win)

They believe in potential scarcity and potential abundance. They have a much higher intelligence than sharks and carps, and have the ability
to learn from their experience. Their behavior is not predictable; they change their actions after having evaluated the situation. Usually they
will go for a win-win outcome, but can deliberately choose for a lose-win strategy. Dolphins like to win, but they don’t need for you to lose
unless you insist on it.

When in conflict: successfully adepts to any situation they encounter. They shouldn’t stay among the carps, have to be careful not to bleed
(even when bitten), and use intelligent strategies to defeat the sharks.

Train your self-awareness and self-management
Don’t tire yourself out trying to beat the waves
Find other dolphins to surround yourself with
Know which dolphins you should be friends with
Don’t be afraid of sharks

STRATEGY

Source: https://medium.com/nature-s-way-of-communicating/5-dolphin-principles-that-will-make-you-a-better-negotiator- [Wetssil
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Defend the interest of your company

Prepare
your

arguments

Know the way you want to go
and prepare a plan B

Know the history

Know the
arguments
and
intention

of your
counterpart

Get
external
support if
needed



How went my last negotiation?

How do | prepare myself for a
negotiation?
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We make around 20,000 decisions every day

Abdomen or head: Many of our spontaneous judgements are made
unconsciously and from the abdomen. But is that why they are better?
Amazingly wise: yes. Most of the time anyway

Determination is more than a decision to make ("If you have to make a decision
and you don't make it, that's a decision too")

You decide in favor of an iPhone and thus against all other smartphones that
you could have bought (this also usually applies if you have decided in favor of a

partner).

For fear of losses, we make rather stupid decisions, those that promise short-
term rewards.

The dilemma of long-term decisions: A compromise may not be so bad, but
many compromises in a row can take us far from our ultimate goal.

Source: https://karrierebibel.de/entscheidung-treffen/



When was the last time | made
an important decision?

How do | check the correctness of my
decisions?






Belief

| want to go the new way

Adaptation

| have to go the new way

Achievement
| want to reach it

Reaction
| react to the change — if needed
Test
| want to commit myself

Test
| have to cope with the change

Threat
The change is a threat for me

Opportunity
| see the opportunity within the change

Awareness
| see the impact for myself and my group

Understanding
| understand what will be changed

Perception
| have been informed that something will change



Shock
Anger
Resistance
Acceptance

Hope




What will
happen to my
salary?

Will | be able

to keep my

company car

Will | be able to
master the new
tasks?

Will I end up
having to wait to
get promoted?

What will happen to my MBO?

Will | be able to stay in

my office?

What will happen to
my job?

Will | have a job
after all?

How will my
tasks change?

What will
happen to my
position?

What will change in
the organisation and
processes?

How will my team
change?

Will | continue to be
responsible for budget
and / or personnel?

Will my working hours
increase?

Who will be my
boss?




My behavior regarding changes “il-'l;

What changes have | experienced
and what memories do | have of them?

How can | prepare myself positively for
changes? What prevents me from
doing this?

39







M@ tivation

f ° Is the job challenging and diversified? \
* Does the job offer possibilities to learn?
e Can | decide autonomously?

(-How is my performance measured?

e Am | paid fairly?

¢ What additional incentives are there for
performance?

¢ Is my work appreciated; does it

¢ Is the job appreciated by my colleagues and
off the job in my private life?
¢ Do | have fun on the job?

contribute to the company’s success? ,
\ ° Do | have access to Knowledge ManagemenD

\

Reward and
salary

values and objectives shared?
form does teamwork take?

is the management culture like?
does communication take place?

elationships based on mutual trust and
ness?

2 profession respected in my private

undings? )

e How quickly




What keeps me motivated and
what expectations do | have of my
manager and the organization?

What expectations and motivational
factors do | know about my
employees?



What do | think of teamwork?

How do | deal with conflicts?

What is my negotiation style?

How do | like making decisions?

How do | react to changes?

What motivates me and where
do | lose energy?




Technical and
methodological skills

Business and job-related Personal competencies
competencies



Personnel management

Communication

Self-management/leading one's own person
Social skills

Design and problem solving

. . . T PI
Dealing with complexity o
Abstraction capability - @
& S
Communication
Skills
, o =
Leadership @ -II/IIr:r?agement
’
Problem
Self-Confidence Solving

Abstraction Capability

Source: Berufe der ICT, 9. Auflage 2017
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Personnel management

Claim to leadership

Leadership motivation and claim to leadership
Persuasiveness

Willingness and ability to assume responsibility

Ability to coach

Ability to delegate

Assertiveness (personality, natural authority, tenacity)
Ability to think ahead

Ability to clearly describe, allocate and monitor tasks to
ensure that they have been carried out appropriately

Ability to develop employees

Ability to assess performance
Ability to develop employees

Team-building capacity

Organize teamwork

Ability to form teams, select and integrate employees
Ability to inspire and motivate employees for the common
cause

(

Ability to deal with conflict and criticism

Dialogue capability

\

Communication (1/2)

Recognizing conflicts and developing solution strategies
Ability to constructively address and solve communication
problems and conflicts

Ability to deal with difficult situations

Ability to give feedback and deal with feedback

Ability to reach consensus

Ability to engage in dialogue

Empathy and empathy

Contact ability

Openness to differences in age, gender, religion, disability
and nationality

Diplomatic behavior

Ability to exert influence

Dialectics (leading conversations and negotiations, leading
conferences)

Rhetorical skills

Negotiating ability

Exhilaration

Fascinate customers

J

Source: Berufe der ICT, 9. Auflage 2017
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Communication (2/2)

Credibility and authenticity

= Ability to act and act credibly and authentically

= Verbal and non-verbal communication

Linguistic expressiveness

=  Written and oral communication appropriate for the
addressee

= Comprehensibility and traceability

= Presentability

= Moderation skills

= Ability to conduct conversations and meetings

Information management

= |nformation procurement

= |nformation processing

= Information brokerage

didactics

= Knowledge sharing

= Andragogical and didactic skills

-

\_

Self-management (1/2)

Work motivation and commitment

Personal responsibility

Performance motivation, initiative, dynamism and
commitment

Designh motivation

Work-life balance

Self-reflection

Self-awareness, recognition of one's own feelings
Self-control, ability to constructively classify one's own
emotions

Self-confidence and self-confidence

Work techniques

Task planning and prioritization, time management, process
systematics

Systematic and disciplined working method

Planning and organization of your own workplace
Organizational ability

Ability to cope with stress, resilience

Dealing with the unforeseen

Dealing with complex situations

Willingness and ability to learn

Willingness and ability to learn

J

Source: Berufe der ICT, 9. Auflage 2017
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Self-management (2/2)

personal skills

= Appearance, effect, charisma

= Self-confidence and self-control

Emotional Creativity

Ability to put oneself in other people's shoes
Trustworthiness

Ability to think networked

N ...

Social skills

* Sensitivity

* Ability to cooperate and tolerance

* Ability to integrate and work in a team

* Cooperation with management

* Information readiness

» Self-discipline, frustration tolerance, self-control

* Sense of responsibility, conscientiousness, reliability
* Respect and appreciation

* Ethics, Integrity, Loyalty, Credibility, Solidarity

*  Win-win mentality

J L

Design and problem solving (1/2) A

innovative capacity

= Ability to develop visions and strategies

= Ability to identify and seize opportunities

= Ability to deal with tensions and contradictions

= Openness and flexibility to change

Problem-solving ability

= Ability to recognize and analyze problems

= Ability to recognize complex things, to think in alternatives,
to find syntheses

= Systematic and structured thinking

= Analytical, logical thinking skills

= Strategic thinking and action

Decision-making ability

= Ability to decide

= Ability to control decision-making processes

Implementation capability

= |mplementation capability

= Risk appetite and risk capacity (entering into experiments)

= Results-oriented action

. J

Source: Berufe der ICT, 9. Auflage 2017
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Design and problem solving (2/2)

creativity

= Ability to find your own solutions to problems
= Fantasy, Intuition

= Talent for improvisation

= Creative Ideas

= |nnovative capacity

Result and result orientation

= Result, result and goal orientation

Ability to share and live corporate values

= Entrepreneurial thinking and acting

g
é . -
Abstraction capability

* Mediation of abstract facts (presentation of results,
visualization techniques)

* Perspective formation

* Linkages

* Categorization, typing

* Simplification, focusing on the essentials

* Analogies, correspondences

* Spiritual openness, creativity, joy of experimentation

* Recognition of superordinate correlations

* Thinking in models

* Imagination

J \_

\

Dealing with complexity

Thinking in systems (analyzing, abstracting, structuring,
ordering, synthesizing)

Categorizing (distinguishing between open and closed
systems, between structural and behavioral complexity)
Separation of system and environment (delimitation)
Creating subsystems (partitioning a system into subareas)
Grouping (forming element clusters with similar elements)
Networking (exposing relations and interactions between
elements, clusters, subsystems, etc.)

Visualization (creation of system, relationship, process,
development, portfolio graphics, etc.)

Dealing with uncertainties and probabilities

Source: Berufe der ICT, 9. Auflage 2017



« Concretely describe one of your strengths
« Explain one possible potential for improvement

» Define your own resolution




Good leadership is key

_
% R
/{QCZ( ;%« “% 00“\6
s 3. © (D
%% > NV
S U
/76833'* %q <z {
T ° "4 004 |
N 4~ grpm P

& ( .
Q)@\ S <o 4,
0 oW > G 4
{ NS RN

51



® Tuckman’s Stages of Group Development (forming, storming,

norming and performing)




®* Bungay S (2011) How Leaders Close the Gaps between Plans, Actions and Results. Nicholas
Brealey Publishing, London

® Lynch D, Kordi P (1990) The Strategy of the Dolphin: Scoring a win in a chaotic world.
Ballantine Books, New York

* Malik F (2006) Fihren-Leisten-Leben. Campus Verlag, Frankfurt am Main
® Pilorget L, Schell T (2018) IT Management. Springer, Wiesbaden

* www.berufe-der-ict.ch
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