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VODENJE

Nicholls (1988) poudarja tr1 razlicne dimenzije
vodenja:

Meta vodenje
Makro vodenje
Mikro vodenje



META VODENJE

Meta vodenje ustvarja gibanja v sirSem pomenu te
besede.

Meta vodenje »povezuje posameznike z okoljem
skoz1 vizijo vodje 1n s tem sproza veliko energije in
ustvarja entuziasticne privrzence.«



MAKRO VODENJE

Makro vodenje zaznamuje vloga vodje kot »tistega, ki
1sCe pot« in ustvarja kulturo«. Iskanje poti je metafora
za 1skanje pravega nacina za doseganje uspesne
prihodnosti.

Ustvarjanje organizacijske kulture se zgodi, ko lahko
pritegnemo ljudi v ciljno naravnano in 1zpolnjeno
organizacijo, ki (metaforicno povedano) hodi po
najdeni poti za doseganje uspesne prihodnosti.

Makro vodenje »povezuje posameznike s sistemom
bodisi z organizacijo ali oddelkom kot celoto bodisi s
timom ali z delovno skupino.«



MIKRO VODENJE

Mikro vodenje se osredotoca na 1zbiro stila
vodenja, ki je najbolj ustrezen za dano situacijo in
predvsem uposteva dve perspektivi pri vodenju,
ki sta naloga 1n medosebni1 odnosi.

Ce je 1zbran najbolj uc¢inkoviti stil, sodelavci
uspesno opravljajo naloge v spodbujajocem
delovnem vzdusju.



UVOD

Moj odnos do sprememb je:

Pozitiven © — spremembe so dobrodosle

Nevtralen — spremembe SO prisotne 1n niti ne
razmisljam veliko o tem

Negativen ®— spremembe prinasajo “izpad 1z
sistema” 1n so naceloma tezavne (in nezazelene)



MATRICA zA PROCES VODENJA

(DILTS, 1998)
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MATRICA za PROCES IN VESCINE VODENJA
(DILTS, 1998)

Systemic thinking skills

/ SYSTEM \

SELF GOAL

Self-skills Strategic
\ / thinking skills
OTHERS

Communication and
motivation skills




CILJI

Razvoj 4-ih skupin vesScéin vodenja:

Komunikacijske in motivaciyske vescine
Vescine strateskega misljenja

Vescine sistemskega misljenja
Osebnostne vescine vodje

Delo na konkretnih primerih



UPRAVLJALEC (MANAGER) IN/NI
VODJA (LEADER)

UPRAVLJALEC (MANAGER) VODJA (LEADER
Stabilnost Sprememba
Upravlja delo/procese Vodi ljudi
Ima podrejene Ima ljudi, ki mu sledijo
Mo¢ = formalna autoriteta Moc¢ = karizma
Uporablja glavo Uporablja glavo in srce
Kontrola Strast
Reaktiven Proaktiven
Zapove/Ukaze Preprica

Se izogiba konfliktom Uporabi konflikte



REZULTATI
Enablers l Results )

Leadership Processes, People Results Business Results
Products &
Services

Strategy Customer Results

Partnerships & ‘ Society Results \
Resources
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ADKAR MODEL

Awareness of the need for change

Desire to support and participate in the change

Knowledge of how to change

A (P (RN D) P

Ability to implement the change
\/ Reinforcement to sustain the change

vy change-management-coach.com
Awareness: Zavedanje o potrebi po spremembi
Desire: Zelja po podpori in udelezbi pri upeljevanju
spremembe
Knowledge: Znanje o tem kako sproziti spremembo

Ability: Sposobnost za implementacijo spremembe
Reinforcement: Okrepitev za trajnost spremembe




4 STEBRI UPRAVLJANJA S SPREMEMBAMI

Poslovno Zavedanje Politicno Custveno
zavedanje vrednot zavedanje zavedanje



MODEL KUBLER-ROSSA (1975)

4

Compertence

1. Sok
2. Zanikanje
3. Dvom vase/
Negotovost
4. Soocenje z
realnostjo
5. Testiranje
6. Sprejemanje in
ponotranjenje
7. Integracija
Timne
>




KOTTER (2014)

Leadership s+ Management

In order to capitalize on windows of
opportunity, leadership must be paramount
- and not just from one executive. It’s
about vision, action, innovation and
celebration, as well as essential managerial
processes.

Select Few == Diverse Many

More people need to be able to make
change happen - not just carry out
someone else’s directives. Done right, this
uncovers leaders at all levels of an

organization; ones you never knew you had.

2

4

Head =+ Heart

Most people aren't inspired by logic alone,
but rather by the fundamental desire to
contribute to a larger case. If you can give
greater meaning and purpose to your
effort, extraordinary results are possible.

“Have To” + “Want To”

Those who feel included in a meaningful
opportunity will help create change in
addition to their normal responsibilities.
Existing team members can provide the
energy... if you invite them.
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