











nehmenskdufe. Durch imperialistisches
Gehabe bei der Ubernahme von Un-
ternehmen ist diese Attraktivitit schnell
verspielt. Interesse und Wertschidtzung
an der jeweils anderen Kultur, hohes
Ausmal an Selbstgestaltung und Ei-
genverantwortung sind wichtige Er-
folgsfaktoren.

Management von Talenten und At-
traktivitit fiir Hochqualifizierte ist al-
so ein fixer Bestandteil der Fiihrungs-
arbeit auf allen Ebenen.

Resiimee

Um Unternehmen high performing zu
machen, brauchen Manager also keine
modischen Trends, sondern ein paar
grundlegende Fahigkeiten und Eigen-
schaften, wie z. B. Konsequenz und
Strukturiertheit, Kontakt zum Markt
und Mitarbeitern, Fihigkeit zu kom-
munizieren, Balance von Fordern und
Fordern sowie unternehmerisches Ge-
spiir. Meist stellt sich dann auch das
notwendige Quéntchen Gliick ein.
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Interview

Designing High Performing
Organizations

What are the trends/developments in Organization Design?

Worley: First, there is a lot of attention on building “lateral mechanisms”
into structures. Any organizational structure has weaknesses, of course, and
one of the remedies is designing the communication and workflow between
organizational units, functions and groups. Second, there is a lot of attention
on building capabilities: Almost any strategic change requires organizations
to develop new abilities. The human resource-(talent-)requirements, infra-
structure, systems, processes, and decision making rules need to be designed.

Which management-abilities will become more important in the designing
of High Performing Organizations?

Worley: If you look at an organization, you can divide up the skills-/
knowledge-mix into the technical skills, the economic/financial skills, and
the organizational/change skills. In general I would say most businesses
have much more robust knowledge and skill in the technical and economic
segments. When it comes to shared knowledge around organization designs
and change, most organizations have less depth. Organziations in today’s
fast paced environment need better change capabilities and that’s not some-
thing they all do well. I would also say that interpersonal skills are still an
increasingly important competence: the ability to create relationships or
bring teams together quickly, communicate clearly, and influence and
support change are critical.

Which role can consultants play in the optimization- or redesign-process
of organizations?

Worley: Consultants should play a facilitative role in redesign efforts. That
said, I think consultants do their client a bad service by not knowing more
about organization design concepts. However, the role they play is in the
process of redesign. It’s actually fairly straightforward to specify a few
alternative organization designs that will work in a given situation — the real
trick is the WAY that design is created. If it’s created in a top down, non-
participative fashion, you’ll never get efficient execution. So the process is
really important and I think consultants can be very helpful in that regard —
it allows the accountable manager to worry about getting the design right
from a “content” perspective without having to be obsessed with the process.

Chris Worley ist einer der Entwicklungspartner der ICG beim Thema
Organisationsdesign.





