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here is a movement right 
now challenging the 
management dogmas of 
the past and making sure 
that companies fit human 
beings and not the old 
school ways of running an 
organization. 

Here you have five things you can test 
right away:

1 .  ME ETINGS MUST BE 
VOLUNTARY

All too many meetings are boring and 
do not create the necessary value 
compared to the time and resources 
being put into them. Sounds familiar?
What if, instead meetings were 

voluntary? What do you think would 
happen then?

One of the first things that would 
certainly happen is a rise in the tempera-
ture of those who convene the meeting, 
as people will no longer magically just 
show up, unless the meeting has a clear 
purpose, and a clear indication is given 
of each person’s role and of what output 
is expected and which decisions that 
has to be made.  

You would not want to stand there too 
many times as responsible for a meeting 
where no one shows up, and the bill has 
to be paid for all the coffee that was not 
drunk. You will have to make a bigger 
effort to earn the luxury of having people 
show up. 

T
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2 .WHE N CAN PEOPLE 
CHOOSE THE IR OWN 
MANAG E R?

You may be lucky to win the big corpo-
rate raffle when you are assigned a new 
manager. A manager with whom you 
have good chemistry, a sustained and 
evolving dialogue, backing and enough 
room to be yourself and be useful in the 
company. 

If you are a little more unfortunate, you 
hit a worse number where the relation-
ship is just not working and it becomes a 
wheel chock rather than a launch ramp. 

One part of the problem is well known 
and is all about how managers are being 
promoted in companies.  
It still happens all too often that they are 
promoted not because they are actual 
leaders or have a great potential for 
being a leader, but because they have 
been successful in functions that are 
more specialized. 

It is also too much about the entire logic 
behind actually having managers: 

Who do you think is it best to choose 
what type of manager, you need? 

The organization chart or the individual 
employee?

Why can’t you change who is your 
manager if it does not work out? Why 
can’t you turn over the pyramid and let 
people choose for themselves? 

If you do this, you will get the best feed-
back on who is actually considered as 
the real leader in the company, and you 
will have a situation where followership is 
part of the definition of good leadership. 
If people choose you as their manager, 
then you’ve already got followership 
and are thus per definition a leader. If 
nobody does it, you may lack the most 
important precondition for being able to 
call yourself a leader: People. 

So, if you have the ambition to become a 
leader in a reality such as this, it can only 
happen if actual people wants to follow 
you. 
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3 .  ME ASURE THE AC TUAL 
IMPAC T OF YOUR LE ADE RS

It is quite interesting to apply the 
same rigour and logic that we use in 
the commercial parts of our business 
when we look at the work impact of our 
managers. 

A few years ago, I came across a 
manager, who moved his office down 
into the company lobby for a while, so 
he could look his staff in their eyes when 
they came in the morning and went 
again in the evening. He was very inter-
ested in whether there was a fire in their 
eyes in the morning, and if they were 
looking forward to a new day with their 
colleagues and customers when they 
went back home in the evening. Were 
they happy with what they had contrib-
uted – or was it more about just getting 
it done?

The manager used it as feedback 
to himself rather than to assess the 
employees. Did he have a good sense of 
how the employees really felt, or was he 
missing something? Did he know what 

impact he left as manager and what 
impact he had on his employees?

The more specific part of this dimension 
could be, for example, to look more 
closely at the following when evaluating 
the managers in your company:

• How many employees do they 
contribute to important projects 
across the organization?

• How often do they help their 
management colleagues succeed 
by contributing their time, energy, 
or staff?

• How many employees have they 
developed to become good 
managers, specialists, project 
managers?

In short, what are the managers’ impact 
on other people in the company and can 
their leadership brand  stand a condition 
report, or will it show a lot of critical 
issues if probed just a little?
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4 .  HOW BIG A CASTLE DO 
YOU WANT AS A MANAG E R?

When you are part of a large and mature 
company, you are very likely also part 
of a reality that contains elements of a 
management model that was invented 
more than 100 years ago. 

A model, thinking and practice that has 
not entirely adapted to the way society 
has changed around it, and which does 
not contain the answer to many compa-
nies’ needs to be ever more innovative, 
agile, inspiring and relevant. Companies 
where people show up every day to 
create things they would not otherwise 
be able to do without the company as a 
foundation. 
In this reality, most managers would 
probably like some of their employees 

to take even more initiative and respon-
sibility, as it would most certainly create 
value. There is just one small problem 
with that: 

If the employees are to take more 
responsibility and initiative, who should 
give up that same responsibility?

We all know the answer to that ques-
tion and there is no way around it, so 
the question is whether it is a realistic 
scenario in your company to have 
managers, of their own free will, relin-
quish some of their power and influence 
in order to allow others to be more free?
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5 .  STOP FUCKING WITH 
OTHE R PEOPLES AUTONOMY

We all know that we will not get more 
commitment and initiative from people 
in our company by introducing more 
processes, micro-management, SOPs 
and formal management – but what is 
the alternative?

Part of that answer will always be to give 
more freedom to others than we are 
comfortable with giving. If we really want 
to find out the potential for engagement 
and initiative, then, as managers, we 
should be a little shaky when we hand 
things over and allow our employees 
to run with it themselves. We need to 
go closer to the edge, as that is where 
we are ourselves – and the employees 
especially will discover what they are 

capable of when you trust them, create 
safety and have their backs, no matter 
what happens. 

In these situations, the safe thing for 
management is to combine freedom 
with responsibility. The more freedom 
we get, the more responsible we should 
be, so the dialogue with the employees 
should be about just this: What sort of 
responsibility is necessary, when you 
get more freedom?

The interesting part is that vast majority 
of people are already super responsible. 
They already run small businesses from 
home and handle a broad portfolio of 
tasks and projects in their everyday lives, 
so if they are able to do so in their spare 
time, I wonder if it isn’t also possible to 
do so when they are at work?


