
INNOVATE
Why should you read this? You’ll get purpose driven 

insights into innovative leadership with forces such as 

disruption, globalization and digitization in mind.



Rapid changes, endless innovation, 

disruption, globalization and digitalization. 

You’ve heard it all before and you certainly 

also experience some of it in your company 

on a daily basis. The reality in and around 

companies is changing dramatically, and 

the way we work is also experiencing 

fundamental changes. We operate in a 

new global business reality, where you’re 

no further away from other companies or 

individuals than a simple Direct Message 

to their Instagram account. Technology is 

changing an incredible number of things 

about how businesses can be run, and new 

business models create an equally different 

environment compared to previously. But 

what about management in all of this? What 

is the purpose of management in this kind 

of environment and how can managers 

succeed in a way that creates value and 

meaning? There are many answers to this 

– some of our answers can be found in this 

article.

ARE YOU READY TO INNOVATE 

YOUR MANAGEMENT?
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For many years, management has created 

fantastic results and brought value and 

SHOULD THE OLD MODEL 

BE REPLACED?

progress to businesses, society and people. 

However, most of this has taken place in a 

world that’s rather different from the world 

we’re living in now, as well as the world we’re 

moving towards. There’s a risk that too many 

companies are still based on a management 

model that is more rooted in the past than 

the present and the future. A model based 

on a way of thinking and a practice that has 

proven its value but which has also been 

overtaken by reality and is now perhaps 

more of a burden than a driver of growth and 

development. 

A number of overall elements characterize 

this classic management model:

 � Specialization and dividing into 

functions that distinguish the individual 

professional specialties from each other 

in silos and business units.

 � Standardization that enables 

companies to scale and, for example, 

control a production.

 � Hierarchy, where those who make 

the most important decisions are at 

the top of the pyramid and where 

communication opportunities and 

responsibility are associated with your 

place in the hierarchy.



business decisions are made every day, in 

the same way that increasing complexity 

and speed make it necessary to bring more 

people inside and outside the business into 

play.

3) Planning is good and still very valuable 

– especially when things are stable and 

don’t change. The question is, in how 

many companies does this stability and 

predictability exist? Presumably not very 

many, which must mean that many more will 

work more innovatively and will carry out 

more tests, with adjustments being made 

much more often than before, because 

what was right in January is no longer right 

in September.

4) A lot of organizing is still based on classic 

organization diagrams dating back more than 

150 years, which were built on the assumption 

that information flows linearly up and down 

through the business. With the technological 

possibilities that mean that everyone is able 

to communicate with everyone, this is no 

longer valuable, in the same way that it’s 

more important than ever before to deserve 

managers’ and employees’ commitment and 

creativity, often in more agile ways than we 

have traditionally seen. Managers no longer 

have a following based on their title or role – 

a lot more is needed.
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 � Planning and control, for example, 

divided into annual cycles and 

mechanisms that will ensure 

predictability and that agreements are 

respected.

 � External rewards that intend to 

influence managers’ and employees’ 

behavior in a particular way. 

There are a number of both general and 

specific challenges with the practices of this 

model:

1) First, it is too heavy and goes too slowly. 

Here, we are dealing with principles that 

are established in a more stable, defined 

and non-digital world. Virtually all the 

prerequisites and parameters that could 

previously form the basis for success as 

a manager are under pressure or being 

phased out. Without speed, flexibility, 

experimentation and testing, you can’t go far 

today.

2) To isolate too much of the decision-

making power at the top of the pyramid is 

a challenge, which is of course why we also 

see a movement towards far more decision-

making being moved out to the front line 

in many companies today. There’s no way 

around it. It’s here where the customers are 

and here where crucial strategic and
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Only a few of the larger and mature 

companies are able to avoid these elements 

in their management model, which is why 

they cannot avoid an honest look at when 

and how adjusting the model should happen. 

These adjustments will be driven by the 

above-mentioned changes in the company’s 

basic conditions for running the business, 

supplemented with new generations’ ways 

of living, working and learning. There will no 

doubt be a lot of suggestions about what 

future management requires – here are a 

couple of these:

An efficient use of capacity is of course 

important, but the challenge is that we’re 

talking about people. Human capacity can’t 

be controlled in this way by a spreadsheet, 

even though many try. People don’t become 

committed through yet another PowerPoint 

plan or a new target for your billing rate. That’s 

something companies need. People need 

something else in order to do something well, 

to be innovative and committed, and it starts 

by giving them autonomy and freedom.

We all agree, but who takes the pill?

If you discuss autonomy and freedom with 

middle and top managers, most of them will 

agree that they are important and necessary. 

They would all like to have committed and 

enterprising employees. In order for this 

to happen, they themselves must hand 

over power. If others have to take more 

responsibility, some people have to let go of 

some responsibility. And this is a challenge, 

since management is traditionally associated 

with power, responsibility and resources – 

which typically reside with certain individuals. 

This model is outdated. Management has to 

be seen as something far more distributed, 

shifting from project to project and not just 

residing with certain people and roles but 

much more in a network of people.

How easy will it be for an employee in 

your company to spend 15–20% of their 

time on something that they themselves 

decide, without interference from the 

nearest manager? If your company looks 

like most other companies, then this will 

be a challenge – maybe not even possible. 

Companies are not designed for that kind of 

freedom. Instead, they’re often designed in 

ways that will ensure efficiency and the best 

possible use of employees’ time. You have 

processes that are focused on input rather 

than output, where it’s all about being there 

on time and being as productive as possible 

so that overall capacity is utilized. All of this 

is controlled by processes, checklists and 

managers at all levels of the company.

FREEDOM



Existing managers must redefine their roles 

and authority so they are not just rooted in 

that they decide and how many resources 

they control but to a greater extent how 

much management they can distribute and 

create in the company.

You can have a lot of creative people in 

your company, but if they don’t have the 

freedom and the mandate to use this 

creativity and also work with things that 

are not only short-term critical, then a lot 

of their commitment and creativity will 

be put elsewhere. This is well described 

in a lot of the research about motivation, 

but it seems that larger and mature 

companies are not really willing to take 

it seriously yet. However, they will when 

it becomes a prerequisite for competing 

and getting access to the right people. 

Skilled managers and employees don’t 

want to be micro-managed – they of 

course want freedom regarding their 

work and will choose to work with people 

and in a company that is inspiring to be in. 

The question is whether this is what your 

company is today.

If you look at companies that don’t 

have a long history behind them and 

are not burdened by a more traditional  

management model, then at least one 

tendency will be present. In their own ways, 

all of these companies have consciously 
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changed the way in which power is 

distributed in the company. They are all 

shifting the classic power balance and are 

moving real decision-making power out 

into the company. They change the way in 

which work is organized and performed, 

and how  information flows in the company 

so that the classic silos are challenged and 

are possibly completely broken down. For 

example, Facebook has 2,400 managers and 

employees together  in one room in their 

headquarters – not at  different addresses or 

different buildings or on different floors but 

in one room, so there’s access to everyone, 

regardless of  who they are and what they 

are working on. You  don’t  have to go through 

five levels to talk to Mark Zuckerberg, you 

can just go to his desk, which applies to all 

the other managers and employees as well, 

since it obviously makes the most sense. 

You have to have direct access to everyone 

in the company in order to solve the overall 

common task. Is this also possible in your 

company?

There’s nothing new about the fact that 

commitment and performance, amongst 

other things, are related to the degree of 

meaning we experience in a given task or 

project. Being able to see a purpose and

PURPOSE



believe in this purpose is a crucial driver 

that is all too often underestimated – rather 

than being used as the strong link between 

the business and the people inside and 

outside the business, which it actually has 

potential as. If you’re very purposeful in 

terms of management, it will be significantly 

easier to prioritize, make decisions, 

communicate, and yes, manage.

The alternative is that you have to construct 

something for the occasion, think about 

and convince others why they should do 

what you need right now. You will use facts, 

numbers and analyses to get employees 

onboard and the customers to buy, but 

that’s not enough. It’s not inspiring. It 

doesn’t address anything other than 

rationality and doesn’t create any emotional 

connection or long-term loyalty, because 

your arguments are only effective as long 

as others don’t come with better facts, 

numbers and analyses. It doesn’t make it 

possible for you to leave your mind, only for 

a moment, and make a connection to other 

parts of your brain that are more connected 

to the emotions.

Why do you and your employees come 

to work every day? Managers should 

have a deep understanding of why their 

employees come to work every day. Why 

they’ve  chosen  to  be  at  your  company

rather than any of the other places they 

could be. Managers should also help 

employees become even clearer about 

their individual purpose and have far more 

purposeful discussions and make more 

decisions, where there’s a better balance 

between the company’s purpose and the 

desired profit margin for the next quarter. 

Managing in a more purposeful way is 

absolutely one of the greatest opportunities 

that every manager has. They will find that 

many things become easier when they 

constantly have one central point to go 

back to in relation to everything they do 

and communicate – one thing that always 

works as a point of orientation that is the 

same for everyone in the company, that’s 

not used as a smart advertising stunt but as 

a fundamental business and management 

starting point that gives the company 

legitimacy.
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For a long time, it has been a good business 

practice to develop your business by 

optimizing and streamlining activities and 

processes. This is no longer enough. The 

competition now consists of innovating. Not 

just in relation to products and processes, of 

which there are lots of good examples, and 

which will not be addressed here 

INNOVATION



where we instead focus on the innovation 

of management in the company. That you 

dare to question the ways and practices that 

characterize the managers’ everyday lives 

and activities. A prerequisite for innovating is 

to challenge what exists today. For example, 

this will be through questions such as:

 � How does your current management 

culture match the strategic ambitions 

the company has?

 � To what extent do your management 

practices support the need to engage 

and mobilize people?

 � Will the managers you have today be 

the right ones to innovate and realize 

the management you need tomorrow?

 � What issues continue to appear that are 

related to your way of managing?

You would presumably be able to get a 

large number of your existing managers 

onboard  with the idea of developing 

the way that management is carried out. 

However, you will also meet forces in the 

company that will fight for the status quo. 

They have too much self-interest in not 

making the changes that directly affect 

their individual privileges, local benefits or 

power. Here, it can be beneficial to make
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use of the hierarchy and start from the 

top so that the top management directly 

address this phenomenon with regard to 

what is said and done, and start rewarding 

something else. Instead, they could start by 

rewarding the extent to which resources 

and value are contributed across the 

business, the extent to which employees 

get the opportunity to participate there 

where they can bring the most value 

(regardless of the organizational chart), as 

well as what and how this is discussed at 

management meetings, since a lot starts 

there.

The top management will have to 

be prepared that in order to innovate 

management in the company, some of 

the existing management system will 

need to be changed. This also applies 

to things that they themselves have 

decided and implemented. It will require 

being systematic, just like innovating a 

new product or process, where you go 

through a number of steps with the aim 

of ensuring the desired innovation. In 

addition, it will require that it isn’t a project 

on the side of the business but is an integral 

part of the business and the initiatives 

that are continually started. In short: the 

development of a culture that continually 

develops the company’s management.
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The legacy of the traditional management 

model weighs down on many companies. 

The foundation for the way in which 

management is conducted can be traced 

back to a long time before the Internet 

existed and is rooted in a fundamentally 

different world than the one we find 

ourselves in today. There are other 

competition parameters that apply, and 

many parts of the classic management 

model are not designed to handle these. 

It’s about commitment, inspiration, flexibility 

and purpose. In terms of management, all 

companies must be able to support this and 

create an environment  that inspires people 

to bring their commitment and initiative with 

them to work. In order for this to happen, 

an honest look at the company’s current 

management practices must be taken, and 

productive disruptions should be made of 

this as well as of those managers who are 

more bearers of the past’s rather than the 

future’s management.

A STEP INTO THE FUTURE’S 

MANAGEMENT


