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Mafnotlakol oTo)oOL

e Na oplotel n etalpikn / opyavwaolakr KouAtoupa

e Na g&nynbel mwcg n etalpikri/opyavwaolakr KouAtoupa ennpealel tn
ANYn anopacswv

e Na oulntnBel o polocg tng nyeoiac otnv edpaiwon/dlapoppwon e
KOUATOUPOLC

e Na avadelyBouv ot aAANAeTILOPACELC KOUATOUPOC KAL NYECLOC OTLCG
OETIKEC EPYOOLOKEC OXETELC



TLONUOLVEL KEPYOLOLOKEC OXECELCY;

EpyOoLOKEG OXECELC =

H dpaotnplotnta mou neplhapfavel tn dSnulovpyia kat tn dtatipnon
BeTIKWV OXECEWV HETOEL epyalopeEVWV Kal Epyodoaoiag, Ol OTIOLES
oUMBAAANOUV OTNV LKOWVOTIOLNTLKA TTOPOYWYLKOTNTA, OTNV IapaKivnon, oTo
vPNA6 NBLKO Kat otnv meBapyia, kKaBwC kot otn dLatrpnon evog BeTkoU,
TIOPOYWYLKOU, KOl OUVEKTLKOU TtepLPBAaAAovVTOC Epyaciog.



[TpoypAuMATA EPYACIAKWY OXETEWV YIA TNV OIKOOOUNON Kal TN
dlaTrPNoN BETIKWY OXECEWV PNETACU £pyodoaiag Kal epyalonEVWV

Ataodaiion dikalng petaxeipong

o AVTIKOTOTTPI{EL CUYKEKPLUEVEG EVEPYELEG, OTIWG OTL «OoL Epya{OpEVOL
avtlpeTwrilovral e oefacpo» Kol OTL «oL epyaldpevoL avTLUeTwilovTal
Sikoay.

o Epeuvntikad dedopéva

m  AladikaoTtikn dikaoovvn Avadépetal og dikatleg Stadlkaoleg Katd TV
QTTOVO U OVTAUOLBWY 1 KUPWOEWV 0TO MAALoLo TN apepoAnPiag Kot
Tou Sikalou Yapaktipa Twv UPLOTAUEVWY Sladlkaolwy

m  Alavepntikn dikatoocuvn AvadEpetal o€ €va cUOTNA OTTOVOLLNG

QVTOMOLBWYV KoL KUPWOEWV OTO OTIOLO TA TIPAYHOTLKA ATIOTEAECHOTA 1
To eTMOKOAOU OO KATOVEHOVTOL AUEPOANTITA KOt Sikaa.



EkpoBLopoc kat Bupatomnoinon

1. AvioopporTria 1I0XU0G
2. 2ZKOTTIUN TTPOKANGCN BAGBNS
3. EmavaAnyn

— /\EKTIKOG

— KoIvwVIKOG

— 2WMHATIKOG

— AlIadIKTUOKOG EKPOBIOHOC



BeATiwon TwV EpYOCIOKWY OXECEWV HEOW
TTPOYPAUMATWY ETTIKOIVWVIAG

o AladopeTikol TuTOL
o Opadec eotiaong epyalopEvwy
o Koutld yia urtofoAn mpotacewv
o [pappeg Bonbelac péow tnAedwvou
o 2uvevteUl&elc e€odou
o [MOALTIKN «avolTwyv mapaBupwv»
o [oAttikn «dloiknong dla mepumtatou»

e XpNon EPELUVWV OPYAVWOLAKOU KALLATOC



AvATITUCN TTPOYPOANUATWY EPYOTIOKWY OXETEWV/
avayvwpIiong Twv epyalouEVWY

Mpoypappota enBpapfevonc
MpoUmoBEtouv
o €&€taon tn¢ Bntelac Twv epyalONEVWYV KalL,
o Bomion evAoywv TtepLOodwv eTPBpaBeuong

[MpoypaULUOTO QVOLYVWPLONG



Xpnon TTPoyPAMATWY CUMMPETOXNG TWV EPYACOMEVWY

e Ol EpyaoIOKEC OXETEIC TEIVOUV va BeEATILOVOVTAI OTAV Ol
eEPYACOUEVOI CUUMETEXOUV OTNV ETAIPEIO PIE BETIKOUC TPOTTOUC

e Opadec eoTiaong

e MEOQ KOIVWVIKAG OIKTUWONG



Lockheed Martin corporate culture

H Lockheed Martin Trpoo@épel To Bpaeio INpo€dpou TnG, TO OTTOI0 ATTOVEUETAI
OTOV UTTAAANAO TTOU EKTTPOCWTTEI TTAPWG TO TIVEUNA TNG ETAIPIKAG KOUATOUPQG.
EmimrAéov, n eTaipgia ouvTovidel Eva QeaTIBAA Taiviwy NBIKAG TToU evOappUVEl
TOUG £pYalOPEVOUG - OTOV EAEUBEPO XPOVO TOUG Kal XWPIG OIKOVOMIKN Bonbcia -
va dnuioupyrfjoouv cuvToua Bivreo yia TNV NnBIKA oTnVv £TAIPEIA.



YUPPETOXN EpYalopEVWY

Xpnon ouadwyv CUPMETOXNG EpYalouEVWV
Opadeg TpoTACEWY

O

o

Opadeg ettiAuong TTpoRANUATWY

o

KUKAOG TT010TNTOG

O

autodlaxelpIfopevn/ auTokaTeubBuvouevn ouada pyaaciag

XpAon cuoTNUATWY UTTOBOANG TTPOTACEWY



TL elvall N opyavwoloknl KOUATOU PO,

‘Eval KOO TIPOTUTIO TTEMOLONCEWYV, TPOOSOKLWYV KoLl
VONUATWYV Ttou emnpealel ko kaBodnyel tn okePn Kol TN
CUUTTEPLPOPA TWV LEAWV HLLOC CUYKEKPLUEVNC Opadac.

14



Members of
Culture the Culture

Business Ethics

H KouAtoUpa, atro 1 pia TAEupad, dIAUOPPWVEI T ATOUA TTOU Eival
UEAN TOU opyavIauoU EVw, Ao TNV AAAN, dIUOP@PWVETAI ATTO TA ATOUA
TTOU aTTapTi(OUV AUTOV TOV OPYQAVIGO.

16



Culture eats strategy for breakfast.

Peter Drucker



EOvikn vs Opyoavwotlakn KouAtoupa

AKPLBWC OTIWC UTTAPYOUV EBVIKEC KOUATOUPEC, OL ETILXELPNOELC
£YouV emionc appnta (aveimwta), aAAA ONUAVTLIKA TTPOTUTIA,
apPXEC KoL TtpoodOKILEC.

H KouAtoupa evoc opyaviopoU avadEPETAL O€ KOLWVEC TIPOCOOKLEC,
KOLVOVEC, TtemoLOnoeLg kat aiec mouv kaBodnyouv tn cuunepldopad
LLECOL OTOV OPYQVLIOLLO.

Av evtaxBOeite og pla etalpeio/evav opyoviopo pe KouAtolpa tou
urtootnpilet aéiec, TIc omoleg Oev evotepVI(EOTE N UE TLC OTIOLEC
dev aloBbaveote aveta, Ba vnapéouv cUYKPOUOELC.

18



Opyavwaolakn KovAtoupa

H KouAtoupa trapopoiadetal e

KQEUMUDI
YEVETIKO KWOIKA (TO OpYAVWOIOKO
DNA)

TTayopouvo

H KouAtoupa:

yiveTal avtiAnTT — dev
«BAETETAIN

TTEQIYPAPETAI — OEV «APETEIN
MolpaleTal — OEV «ECATOMIKEUETAIN

AvBpwTriveg dnuioupyieg
ZUpBoAa TeAetég

MetroiBhoeIg
Evotepviopéveg Aieg

Baoikég
TapadOoYES



Symbols

To opaua: yin-yang
ERL

Core Ideology

[0 Core values . QQ?
[J Core purpose (\}\.

Ritual
ituals Q'(b

Envisioned Future

[1 10-to-30-year BHAG
(Big, Hairy, Audacious Goal)
[1Vivid description

Values

Core ideology, the yin, defines what we stand for and (Hofstede, 1991)
why we exist.

Yin is unchanging and complements yang. (Collins & " ian”
Poras, HBR 1996) The “Cultural onion



From “onion” to “ocean”

Our mindset is shifting from the Cold War “onion™ way of
analyzing culture to a new “ocean” way of understanding
culture to capture the dynamics of national cultures and
international cross-cultural management in the age of
globalization (Fang, 2005).



ICEBERG MODEL OF COMPETENCIES K)\lpa _ KOU)\TOl')p(l

Information acquired
[ in a particular area _.J-l'{ OWLEDG i

Demonstrated
~learned abilities

abueyn 0} Jaiseg

===

others (outer-self)

A person’s sense of
identity and worth
(inner-self)

SELF IMAGE

Why and
how we
behave in a

certain way

abueyy o} sepiey

What drives us-the need
for achievement, power,
influence, affiliation



KovAtoupa AOIT

Formal
(Overt)
aspects

The way we really
get things done

Goals
Technology
Structure
Policies & Procedures
Services & Products

Financial resources The way we say we

get things done

about the formal and informal

Beliefs & Assumptions,
Perceptions

systems
Attitudes
Feelings Informal
(anger, fear, liking, despair (Covert)
etc.) aspects
Values

Informal interactions
Group norms

Dahlgaard et al., 2005; French & Bell, 1973)



TL elval opyovwoLokr) KOUAToUpa; (i)
H kouAtoupa pLog enxeipnonc / evocg opyaviopoU UMopeL va eivat n
dLatnpnTikn tng agla:
e [lpoodepel katevBuvon kat otaBepotnta oe SUCKOAEG OTLYLEG.

e Mrmopel va epumodioel pLa emyeipnon va avtomokplOel ot TPokANOELG UE
SNULOUPYLKOUG KOl EYKOLPOUC TPOTIOUC.

H otaBepotnTa ToU TOPEXEL Uia KOUATOUPO UTTOPEL val aTtoTeAEL
O0deAOC O€ pila XpoVLKN OTLYUA 1N EUTOSLO oTNV eTtItu)ior o€ piot AAAN.
OpPLOPEVEC ETALPLKEC KOUATOUPEC opilovtal armo TtV Kopudn mpog ta
KATW, AAAEC avarmtuocovTal amno touc idloug touc epyalOUeVOUC.

25



T elvall opyavwolokn KovAtoupa; (ii)

O KaBopLOMOC TNC OUYKEKPLULEVNC KOUATOUPOLC LECOL OE EVOLV

opyaVLoHO dev elvatl eUKoAN uTtoBeon ylati Baoiletol ev HEPEL OTNV

avtiAnyn tov KaBe epyalopevou yla TNV KOUATOUpQ.

e H avtiAnyn Hmopel MPAYUATIKA VO ETINPEACEL TNV KOUATOUPA LLE KUKALKO TPOTTO.

e EmutA€ov, n KouAtoUpa UTTAPYXEL KOl UIopEeL va tpoodloplotel Slepeuvwvtac:

O puvuoc tn¢ dbouletag

H rpoogyyLon tou opyaviouou oto XLoUUop
MeGobot eniduonc mpoBAnuatwv

To avtaywvioTiko rteptBaAdov

Kivntpa

AToULKN auTovouia

lepapyikn doun

26



AKOUN KOl LETA ATTO
oUTOV ToV oadn
nPOoodLopLONO, Umopel
va eivat SUokoAo yLa
TOUC epyalOLLEVOUC VO
npoodlopioouyv T
OUYKEKPLUEVOL
XOPOKTNPLOTLKA TNG
KOUATOUpOC TOU
opyavLopoU otov
OTtOLO AV KOUV.

CULTURE ?
WHAT
CULTURE

2
™~

WATER ?
WHAT WATER

AN

P




The 14 Principles of Toyota

The 14 Principles of the Toyota Way constitute
Toyota's system of continuous improvement in pro-
duction and management.

1.

Base your management decisions on a long-term
philosophy, even at the expense of short-term
financial goals.

Create a continuous process flow to bring prob-
lems to the surface.

Use “pull” systems to avoid overproduction.

4. Level out the workload (heijunka). (Work like the

tortoise, not the hare.)

Build a culture of stopping to fix problems, to get
quality right the first time.

otandardized tasks and processes are the
foundation for continuous improvement and
employee empowerment.

Use visual control so no problems are hidden.
Use only reliable, thoroughly tested technology
that serves your people and processes.

10.

11.

12.

13.

14.

Grow leaders who thoroughly understand the
work, live the philosophy, and teach it to others.
Develop exceptional people and teams who
follow your company'’s philosophy.

Respect your extended network of partners
and suppliers by challenging them and helping
them improve.

Go and see for yourself to thoroughly under-
stand the situation (genchi genbutsu).

Make decisions slowly by consensus, thoroughly
considering all options; implement decisions rap-
idly (nemawashi).

Become a learning organization through relent-
less reflection (hansei) and continuous improve-
ment (kaizen).

Source: Liker, J., “An Executive Summary of the Culture
Behind TPS” (Oct. 29, 2003), http://www.si.umich.edu/
1COS/Liker04.pdf.



Does a corporate culture matter?

James Collins and Jerry Porras, authors of
the best-selling book Built to Last:
Successful Habits of Visionary Companies,
researched dozens of very successful
companies looking for common practices
that might explain their success.

These companies not only outperformed
their competitors in financial terms; they
have outperformed their competition
financially over the long term.

The truly exceptional and sustainable
companies all placed great emphasis on a
set of core values.

Harvard professors Jim Heskett and Earl Sasser,
along with coauthor Joe Wheeler, strongly
support the conclusions reached by Collins and
Porras.

In their 2008 book, The Ownership Quotient, they
connect strong, adaptive cultures to the valuable
corporate outcomes of innovation, productivity,
and a sense of ownership among employees and
customers.

By analyzing traits that the authors found
common to these organizations, we can learn
much about what sustains them.

Business Ethics



Built to last

Does a corporate culture matter? James Collins and
Jerry Porras, authors of the best-selling book Built
to Last: Successtul Habits of Visionary Companies,
researched dozens of very successful companies
looking for common practices that might explain
their success. These companies not only outper-
formed their competitors in financial terms; they
have outperformed their competition financially over
the long term. On average, the companies Collins
and Porras studied were more than 100 years old.
Among their key findings was the fact that the truly
exceptional and sustainable companies all placed
great emphasis on a set of core values. These core
values are described as the “essential and enduring
tenets” that help to define the company and are “not
to be compromised for financial gain or short-term
expediency.”

Collins and Porras cite numerous examples of
core values that were articulated and promoted
by the founders and CEOs of such companies as
IBM, Johnson & Johnson, Hewlett-Packard, Procter
& Gamble, Walmart, Merck, Motorola, Sony, Walt
Disney, General Electric, and Philip Morris. Some
companies made “a commitment to customers”
their core value, while others focused on employ-
ees, their products, innovation, or even risk-taking.
The common theme was that core values and a clear
corporate purpose, which together are described
as the organization’s core ideology, were essential
elements of sustainable and financially successful
companies.

Discussing a corporation’s “culture” is a way of
saying that a corporation has a set of identifiable
values. All of the companies that Collins and Porras
described are known for having strong corporate
cultures and a clear set of values. In more recent
research, Harvard professors Jim Heskett and Earl

Sasser, along with coauthor Joe Wheeler, strongly
support the conclusions reached by Collins and
Porras. In their 2008 book, The Ownership Quotient,
they connect strong, adaptive cultures to the valu-
able corporate outcomes of innovation, productiv-
ity, and a sense of ownership among employees
and customers. By analyzing traits that the authors
found common to these organizations, we can learn
much about what sustains them.

1. Leadership is critical in codifying and main-
taining an organizational purpose, values, and
vision. Leaders must set the example by living
the elements of culture.

2. Like anything worthwhile, culture is something
in which you invest.

3. Employees at all levels in an organization
notice and validate the elements of culture.

4. Organizations with clearly codified cultures
enjoy labor cost advantages.

b. Organizations with clearly codified and
enforced cultures enjoy great employee and
customer loyalty.

6. An operating strategy based on a strong, effec-
tive culture is selective of prospective customers.

7. The result of these cultural elements is “the
best serving the best.”

8. This self-reinforcing source of operating lev-
erage must be managed carefully to make
sure that it does not result in the develop-
ment of dogmatic cults with little capacity for
change.

9. Organizations with strong and adaptive cul-
tures foster effective succession in the leader-
ship ranks.

10. Cultures can sour.*




vk W

o

10. Cultures can sour (can erode, can fade).

Leadership is critical in codifying and maintaining an organizational purpose, values,
and vision. Leaders must set the example by living the elements of culture.

Like anything worthwhile, culture is something in which you invest.

Employees at all levels in an organization notice and validate the elements of culture.
Organizations with clearly codified cultures enjoy labor cost advantages.
Organizations with clearly codified and enforced cultures enjoy great employee and
customer loyalty.

An operating strategy based on a strong, effective culture is selective of prospective
customers.

The result of these cultural elements is “the best serving the best.”

This self-reinforcing source of operating leverage must be managed carefully to make
sure that it does not result in the development of dogmatic cults with little capacity for
change.

Organizations with strong and adaptive cultures foster effective succession in the
leadership ranks.

The Ownership Quotient



KouAtoupa: erudpavela -

AkouyovrTal
AlaTutTwvovTal
[MapaTtnpouvTal

2.TNV KaBnuepIvoTNTQ

[Muprivac — agieg
Apavi
Ta yvwpileig otav Ta (NOEIg

Baboc¢



KouAtoupa

T[(lp d68 lY“ a. KaBuoTépnoe

, VQ TTPOCENBEI
010, “T[S p l(POp(] oTnVv gpyaacia Tou TNV MEPTTTN.
epyalopEVWY

Morifo — eTravaAngipoTnTa:
O gpyalduevog apyei KABe MNeEuTTN.

Aopun:
Mn eu€AIKTO wpdaplo

MpdéTutro okéwng / avriAnyng:
‘EAAEIYN EUTTIOTOOUVNG OTOUG EPYACONEVOUG




Spotify: Band Manifesto

e https://www.lifeatspotify.com/being-here/the-band-manifesto
e https://www.unleash.ai/videos/spotify-leading-through-crisis/

e Diversity — Inclusion — Belonging

e Aladopetikotnta = Na o€ KaAoUv OTo mapTL
e ‘Evtatn/Evowpdatwon = Na cou {ntouv va XopEYPELQ
e Adopoiwon/AioBnon tou «avnkelv» = Na mailouv to Tpayoudt oou
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Leadership, Corporate Culture, Values & Whistleblowing

° T h o B oe i n g case https://www.youtube.com/watch?v=dhvPKTiV7to

Hyeoia, ETatptkn KkovAtovpa, Afiec &
KatayyeAieg ek Twv E0w

https://www.youtube.com/watch?v=Q80CilY4szc

The Boeing plug door incident min: 16 and on



Where is quality ? Where is ethics? Where is culture?

Yyeia - AopdAcia - HOIknN: ATouikég vs Eraipikéc Adisc

Boeing whistleblower John Barnett found dead in US
11 March 2024

https://www.youtube.com/watch?v=E9-c7SRji30
Employers were forced to "cut corners” ... min 5:50

https://lwww.youtube.com/watch?v=_GMsSLO_|ul

1 May 2024: Second Boeing whistleblower dies after short iliness

e Joshua Dean, 45, former quality auditor at Boeing supplier Spirit
AeroSystems, alleged ‘gross misconduct by quality management’



Whistleblowing - KatayyeAiec epyalopévwv (i)

To dawvopevo Whistleblowing mepthapfavel tnv amokdAvPn aviOkwy i mMopavouwy
SpaoTNPLOTATWY O KATIOLOV IOV £ival o€ BEon va avaldBel Spdon yLa va amoTtpePEL )
va TILWPNOEL TNV adlkompayia.

To Whistleblowing pmopet va amokaAUPeL Kal vo TEPUATIOEL T avOLKEG SpacTnPLOTNTEG.
AM\G pmopet entiong va daivetal we EAewdn niotng/adooilwonc oTov opyaviouo.
Mrmopet va BAaeL Tnv emixeipnon Kat, LEPLKEC POPEC, UIMOPEL VA ETILHEPEL CNUOVTLKO
KOOTOC 0TOV KatayyeAAovTa.

To Whistleblowing umopei va cuppet eowtepikd, onwc otav n Sherron Watkins avédepe tig
avnouyiec tng otov Ken Lay oxetika pe tnv Enron.

Mrmopei va ekdnAwBel e€wtepka, omwc otav o Jeffrey Wigand (mou ameikoviletal otnv
towia The Insider), avédepe oto 60 Minutes yla T SpaotnplotnTtes Twv Brown &
Williamson OtL 0xL povo amnekpuav Kal eV YVWOEL TOUC TTOPATIAAVNOAV TO KOWVO OXETLKA

HE TIC BAaPEPEC CUVETIELEC TWV TOLYAPWYV, AAAA Kol OTL XpnoLpomoinoav npooBeta mou
avéavouv tnv riiBavotnta BAABNS otnv uvyeia.



Whistleblowing - KatayyeAiec epyalopévwv  (ii)

Ou katayyeAleg pmopouy, eniong, va elval e€wtepLkeg, Otav UTTAAANAoL [ AL
evlladepopeva PEpN avadEPOUV TAPATITWLATO OTLC VOULKES OPXECG, OTIWCE OTOV O
LOLWTIKOC £pEVVNTAGC amAtng Xaptl MapKkomouAog mpoondBnoe emavelAnpUEVO VA
eldomnojoet tnv Emttponn Kepaatayopdc yia 1o oxedlo Ponzi tou Bernie Madoff.

Erteldn n katayyeAio o€ eEWTEPLKEC OUADEC, OTIWC 0 TUTTOC KOl OL VOULKEG OPXEC, UTOPEL
va givat emPAafnc téco ya tov KatayyEAAovTa 000 Kal yla TV idla tnv etatpeia,
oL eEcwTePLKOL pnyoviopol yia tnv avodopd nopoBacswyv ival mpoTLULOTEPOL YL
OAouc Toug evlladepOUEVOUC.

AM\QG Ol EOCWTEPLKOL LNXOVIOMOL TIPETIEL VAL ELVAL ATIOTEAECATLKOL, TIPETEL VAL
ETUTPETOUV TNV EUTILOTEVUTIKOTNTA, OV OXL TNV AVWVUULO, KAl TIPEMEL Vo aywvilovtol
ylLo TNV TPOOTACLO TWV SIKOLWUATWY TOU KATNYOPOUUEVOU.



- 0
- 0
- 0

L

Whistleblowing - KatayyeAieg epyalopévwv |

EKTOC armo A W LEPOC TWV OPUOSLOTATWY TWV UTIEVBUVWY yla B€pata deovtoAoyiag Kat
oUUHOpPwWONC, TIOANEC eTaLpELEG £XOUV SnULoUpYNOEL TNAEPWVLKOUC
StapecolaBnteg deovroloyiag (ethics ombudsman) kol ECWTEPLKEC 1 EEWTEPLKEG
NAEPwVIKEC ypapupeg deovtoloyiag (ethics hotlines).

AuToL Ol LNXOWVIOUOL ETILTPETIOUV OTOUC £PYALOUEVOUC VA ovaPEPOUV TIOPOTTTWHOTO KOl
va SNULOUPYNOCOUV UNXAVLIoHoUC TtapakoAouOnong Kat emBoAncC.

Evw QUTEC oL amavtnoeLg pmopel va paivovral npodaveic, eUAOYEC Kot CUVNBLOUEVEC,
ntoAAot opyaviopol dev tic dtabetouv yia dtadpopouc Adyouc.

ErtutA€ov, akopn kat otav Bplokovtal otn B€on Toug, ToL ATORA TTOU TTAPATNPOUV
QTIELNEC YLOL TOV OPYQVIOUO ETUAEYOUV va NV avadEpouy TNV ameln r mbavn
adkompayla.



Evpwnaiko Bpapeio Mototntac

PURPOSE, ORGANISATIONAL

VISION & CULTURE &
STRATEGY LEADERSHIP
EFQM:
[ ]

Opyavwoiakn KovAtovpa .:____P'RFCT PN
& | ._

) k. ORGANISATION Bician ¥
Hveolu STAKEHOLDERS
| RESULTS EXECUTION

CREATING
SUSTAINABLE
VALUE

Ve __
SSMENT g REFINEMENS

N STRATEGIC &
| OPERATIONAL
PERFORMANCE DRIVING
PERFORMAMCE &
TRANSFORMATION
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