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Reguli de lucru

Intentia este de a:
@ Purta o conversatie respectuoasa si directa

)))9 Practica ascultarea activa

@@ Oferi sanse egale de a contribui

S Ne conecta prin colaborare si networking

. Evita utilizarea calculatoarelor si telefoanelor

® Respecta timpul alocat /semnalul facilitatoarei
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California = Adapted from "Breaking the Spell of High Conflict” at #CalWomen
WOMEﬁ Go gle Amanda Ripley, Investigative Journalist & best-selling Author, High Conflict



15 Q‘!e‘ﬁohs to
Ask in Conflicy

starter Queiions —_——

Howdid Ve i here?
How has this conflicta rected you personally?

What life experiences have shaped your views on this <ubjacy

What do you think the other group thinks of you = 7ur zroup?

66

High conflict can start

Entree Miom

small, but it becomes an all-
consuming us-versus-them
feud that sort of takes on a
life of its own.

What would it be like if you woke up tomorrow and this problem was solve(
How might you know? Can you walk me through that day?

How do you feel, telling that sto ry?
What is oversimplified about this issue?
What do you think is the strongest argument for the other side?

Where do You feel torn?

pessert Questions

What would you have said about this issue if I'd asked 10 years 280’

What's a question "*"99/5 asking, but should?
How do you decide which Information to trust?
Tell Me m"‘

March 22-23, 2025
www.thepowerofstorytelling.org



Intelegerea rolului comunicarii in leadership



v" Profesionalism

v' Coordonare

v' Coorenta

v' Respect pentru patrimoniu
v Analog/Digital?

v Altele?
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Wl | Deadliest Air Crash in 20 Years:
i | Trump Blames Diversity Hiring
4 for Washington Disaster

w.. GAME AFTER D.C. CRASH

B AUTHARITY |

HELLYWOOD

DONALD TRUMP WON'T BE
VISITING THE AMERICAN
AIRLINES PLANE CRASH SITE:
‘YOU WANT TO GO SWIMMING?’



Ce este?

* Un lider este o persoana care inspira, ghideaza si sustine un
grup de oameni pentru a atinge un scop comun.

* Nu doar directioneaza - ci creeaza sens, construieste
incredere si transforma provocarile in oportunitati de crestere.

e In vremuri de schimbare, un lider e cel care ofera claritate in
incertitudine, calm in haos si directie intr-un peisaj aflat in
continua miscare.
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Anxiety &
Depression

Performance Drop

A

/ Isolation

Social Media
Addiction —/>

Poor Sleep C
€\
Low Self- .
Esteem ’.‘

& (@ SANDSTONE C

Techno-anxiety

Fear, dislike and avoidance
of new technology.

Techno-addiction

Stress or psychosomatic
illness caused by
technology.

o 9 | IMPACT OF INCREASED
USE OF TECHNOLOGY

Use of technology that
generates fear, anxiety and
agitation in users.

Techno-phobia

Impulse control disorder
that involves excessive use
of technology.




Criza & more

* Permacriza
« VUCA

* Provocari complexe
* Tehnologie

* Relatii

* Viteza

 Secolul Singuratatii
* Etc

6 ani de facultate, cursuriin strainatate,
competente siexamene, iaracum trebuie
sa fac content pentru social media

Dr.ZimbBran
Adevar
comur pacienthi N

See translatiol

VUCA 1.0
Volatility

Uncertainty

Complexity

Ambig uity
PEﬂGEFUl AND FREE EUHOPE

(¥ AT

45
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VUCA 2.0
Vitality

[stronger, energetic, resilient]

Uplifting

[encouraging and empowering others]

Caring

[empathetic and kind]

Acting

[be the change you want to see in the
world: proactive, not reactive]



Abordarea leadership-ului

1.Increderea

2.Scopul comun
3.Comunicarea

4.Decizii dificile

5.Flexibilitate, agilitate, empatie



Leadership types

From sources across the web

Transformational leadership Democratic leadership Laissez-faire leadership
Transactional leadership Autocracy Bureaucratic

Coaching leadership Servant leadership Visionary leadership
Authoritative leadership Pacesetting leadership Participative leadership
Situational Leadership Authoritarian leadership Charismatic leadership

Coaching Affiliative leadership Delegative leadership

Strategic leadership Democracy What is leadership style?

Leadership styles in comparison Affiliative Commanding leadership style

Show less  ~ Feedback




CAREERS | WORK & FAMILY

The Best Bosses Are Humble Bosses

Organizations are making a push to hire and promote workers who lead
effectively but don’t seek the spotlight

By Sue Shellenbarger

Oct. 9, 2018 9:35am ET

Q:D Share AA Resize D 47

ILLUSTRATION: PEP MONTSERRAT

After decades of screening potential leaders for charm and charisma, some htt PS //Www., WSj .com/arti Cl es/t h e- b est- b oSsses-are-

employers are realizing they’ve been missing one of the most important traits of h um b | e- b osses-1 5 3 9 O 9 2 1 2 3
all: humility.



https://www.wsj.com/articles/the-best-bosses-are-humble-bosses-1539092123
https://www.wsj.com/articles/the-best-bosses-are-humble-bosses-1539092123

15 Mar 2022

The future of leadership is kindness

Carina Parisella jn W
Workforce Tribe Lead, ANZ

Listen-up companies big and small: move over command and control, there’s a new leadership style

in town.

https://bluenotes.anz.com/posts/2022/03/anz-news-leadership-kindness-culture-
business#.YngAL5cPkil.linkedin

Prime Minister of New Zealand Rt Hon Jacinda Ardern Source: Ardern's Facebook



Leadership And Managing People

6 Common Leadership
Styles — and How to
Decide Which to Use
When

by Rebecca Knight

Summary. Research suggests that the most effective leaders adapt their style to different
circumstances — be it a change in setting, a shift in organizational dynamics, or a turn in the

business cycle. But what if you feel like you're not equipped to... more

Much has been written about common leadership styles and how to
identify the right style for you, whether it’s transactional or
transformational, bureaucratic or laissez-faire. But according to Daniel
Goleman, a psychologist best known for his work on emotional
intelligence, “Being a great leader means recognizing that different

circumstances may call for different approaches.”

Harvard Business Review: here.


https://hbr.org/2024/04/6-common-leadership-styles-and-how-to-decide-which-to-use-when?utm_medium=paidsearch&utm_source=google&utm_campaign=intlcontent_leadership&utm_term=Non-Brand&tpcc=intlcontent_leadership&gad_source=1&gclid=CjwKCAjw7pO_BhAlEiwA4pMQvFs3UmMxpRSMf7L9qwmLq0QkkDuI80Ussx2GAIv8A6a8sEtje7auuBoC0AoQAvD_BwE

Adaptive leadership

“the act of mobilizing a
%rou of individualsto
andle tough
challenges and emerge
triumphant in the end”

Ronald Heifetz
Marty Linsky

https://corporate financeinstitute.com/resources /management, /adaptive-leadership/



https://corporatefinanceinstitute.com/resources/management/adaptive-leadership/

ADAPTIVE Emotional Intelligence
LEADERSHIP el anagement

= Social Awareness
* Relationship Management

Character

* Integrity
« Credibility
« Values Differences

Organizational Justice

« Decision Fairness
» Information Sharing
« Oubcome Concern

Development

* Lifelong Learning
« Developing Others

https://www.onethreadapp.com/blog/adaptive-leadership/



https://www.onethreadapp.com/blog/adaptive-leadership/

The Power of Human Adaptive
Leadership in Times of Change

and Transformation

How Leadership Behaviours Impact Innovation,
Motivation, and Performance

positive.

01 The Theory

A definition of Human Adaptive Leadership and the core
psychological skills and behaviours that underpin it.

Human Adaptive Leadership is built
upon two interconnected dimensions:

These dimensions form the psychological foundation for
leaders to inspire, connect, and drive transformation.

1. Self-Awareness and Regulation (“The Me™)

This dimension focuses on a leader's ability to
understand their state of mind and how this influences
their decision-making, judgement and behaviour.
Leaders capable in this area:

+ Exhibit cognitive flexibility: The capacity to
demonstrate curiosity, think flexibly, and problem-
solve creatively as situations evolve.

« Cultivate emotional regulation: The ability to identify
and regulate emotions and thoughts effectively while
maintaining clarity and composure in high-prassure
environments.

+ Develop resilience: The capability to manage
challenges, recover from setbacks and maintain
focus in times of uncertainty.

2. Social Awareness and Leadership Influence
(*“The We™)

This dimension focuses on a leader's ability to inspire
and motivate others, creating the conditions for trust,
collaboration, and innovation. Leaders excelling in this
area:

« Demonstrate emotional intelligence: The ability to
be aware of the emotions of others and respand to
social situations with empathy.

« Encourage collective intelligence: The capacity
to harness diverse perspectives and expertise to
drive better decision-making, collaboration, and
innowvation.

» Model pro-social behaviours: The ahility to promaote
positive interpersonal relationships, reinforcing a
culture of trust, social support, and shared purpose.

Together, these dimensions form the psychological
backbone of Human Adaptive Leadership. By combining
self-awareness with external influence, leaders can
drive measurable results that extend beyond individual
achievernents, fostering a culture of trust, innovation,
and resilience across their organisations - one that is
greater than the sum of its parts.

The Misconception of Human-Centred
Leadership as “Soft” Leadership

Many leaders, particularly in industries that have
historically succeeded without prortising these
behaviours, may dismiss them as “soft,” a “nice-to-have,”
oraven a distraction. However, the reality is that so-called
‘soft skills' — emotional. cognitive, and behavioural - are
now widely recognised as essential for adaptation and
high performance in the future. According to the World
Economic Forum (WEF), the top emerging skills, often
referred to as “future skills, include analytical thinking,
creative thinking, leadership and social influence and
curiosity and lifelong learning.

“What got you here
won’t get you there.”

We ask leaders to reflect: how
much will these human-centric
behaviours matter in the future,
particularly in a world increasingly
shaped by Al?

https://repository.positivegroup.org/media/Human-Adaptive-Leadership-Report-2025.pdf



https://repository.positivegroup.org/media/Human-Adaptive-Leadership-Report-2025.pdf

Employees whose leaders demonstrate high levels of Human Adaptive Leadership are significantly more likely to report
positive performance outcomes compared to those whose leaders score low.

+35% +33% +29% +25% +25% +22% +719%
9%
80% 79% 83% T 82%
T2%
60% SH%, 60%
25%
Innovation Motivation Retention Team Client-centric Team Team
performance mindsets collaboration belonging
culture
Low Human Adaptive Leadership . High Human Adaptive Leadership % difference between groups

Relationship between human, adaptive leadership behaviours and employees’ innovation,
retention and motivation levels

:
45 [t is important
4 to highlight that
o 35 human adaptive
£ leadership
L behaviours exist
, on a continuum;
1.5

Human Adaptive Leadership Behaviours

Innovation @ Retention ) Motivation




Comunicarea interna si externa a liderilor



Pasi in planificarea comunicarii strategice

Strategie de

* Mesaje . ~
consistente comunicare in
* Cresterea 6@ Iinie Ccu * Stil si ton al vocii
eficientei O@,;C.\ - Startegia de * Liste de verificare
* Coerenta/Putere &4 + Template-uri
dezvoltare

* Reputatie

A aliniere
consolidata

ORGANIZATIE
Comunicare Comunicare Interactiune cu

: . Stila Optiuni pentru Intarirea reputatiei
interna externs partile interesate prunip putat

26



Obiective de comunicare ale liderului
in vremuri de schimbare

Comunicare interna:

1.Cresterea sentimentului de siguranta psihologica
2.Mentinerea motivatiei si implicarii

3.Prevenirea raspandirii zvonurilor si anxietatii

4.Coordonarea eforturilor catre noua directie



1 -+

2024 GEWA Winners by the Numbers

Engagement among Gallup Exceptional Workplace Award winners is 70%, based on Q2
employee engagement surveys administered between Jan. 1 and Dec. 31, 2023. On

average, these 60 world-class organizations have 14 engaged employees for every one
actively disengaged employee -- nearly seven times the rate in the U.S. and 11 times the
global average.

Exceptionally high levels of employee engagement allowed these organizations to adapt
and adjust in response to the challenges last year held. Gallup's engagement meta-

analysis found that top- and bottom-guartile business units and teams had the following

differences in business outcomes:

* 819% in absenteeism

* 58% in patient safety incidents (mortality and falls)
* 18% in turnover for high-turnover organizations

* 43% in turnover for low-turnover organizations

* 28% in shrinkage (theft)

* 64% in safety incidents (accidents)

* 471% in quality (defects)

* 10% in customer loyalty/engagement

» 18% in productivity (sales)

e 23% in profitability




Obiective de comunicare externa ale liderului
in vremuri de schimbare

1. Mentinerea increderii si a reputatiei publice -> Asigurarea unui mesaj consecvent, clar si responsabil in toate
aparitiile externe, evitarea tacerii sau a ambiguitatii - ,daca nu spui tu povestea, o spune altcineva”, clarificarea
angajamentelor fata de clienti, parteneri, comunitati

2. Transmiterea sensului si directiei schimbarii -> explicarea motivelor care justifica schimbarea (,de ce acum?”, ,ce
ne dorim sa obtinem?”), alinierea mesajelor externe cu viziunea de viitor a companiei, evitarea limbajului defensiv -
accent pe oportunitate si transformare, nu pe pierderi

3. Gestionarea perceptiilor si prevenirea escaladarii -> monitorizarea in timp real a reactiilor externe (media, social
media, stakeholderi), corectarea prompta a informatiilor eronate sau distorsionate, anticiparea intrebarilor incomode
si pregatirea raspunsurilor-cheie (Q&A extern)

4. Protejarea valorii de brand si a relatiilor strategice-> reconfirmarea valorilor fundamentale ale organizatiei in toate
comunicarile, pastrarea relatiilor cu stakeholderii critici: investitori, autoritati, clienti-cheie, media, mentinerea tonului
respectuos si profesionist, chiar si in context tensionat

5. Mobilizarea sustinatorilor externi (advocati, parteneri, ambasadori) -> implicarea partenerilor de incredere in
validarea noii directii, oferirea de contexte controlate pentru dialog (interviuri, conferinte, articole de opinie), crearea
unui storytelling pozitiv despre adaptare si rezilienta

6. Alinierea comunicarii externe cu cea interna -> evitarea rupturii intre ceea ce angajatii aud si ce afla publicul,
coordonare intre PR, HR si liderii de top - ,,0 singura voce”Includerea angajatilor ca ,purtatori de mesaj” extern (ex:
LinkedIn, testimoniale)strategie coerenta



Cei mai eficienti lideri combina inteligenta
emotionala cu gandirea strategica si:

« Conduc cu recunostinta

 Asculta cu empatie

* Cultiva o cultura incluziva

* Comunica cu context

 Leaga strategia de dezvoltarea angajatilor

* Sprijina oamenii sa faca fata momentului prezent

Leadershipul modern inseamna claritate in incertitudine,
comunicare chiar si fara toate raspunsurile, si capacitatea de a
tine echipa unita, informata si motivata.



Comunica proactiv in perioade de
schimbare

Unul dintre cele mai mari capcane in care cad liderii este
sa amane comunicarea, asteptand sa aiba mai multe informatii
sau claritate.

In realitate, aceasta intarziere creeaza un vid informational care
este rapid umplut de zvonuri si dezinformare.

Solutia? Comunicare proactiva.



Instrumente utile pentru comunicarea in
schimbare

« Mesajul de tip “burning platform”: explica de ce status quo-ul
nu mai e o optiune

» Storytelling: explica tranzitia ca o poveste cu provocari,
Tnvataminte si un final dorit

« FAQ intern: pentru a raspunde la cele mai frecvente
intrebari/frici

* Check-in-uri regulate: scurte intalniri sau mesaje pentru a
mentine pulsul echipei

- Heatmap emotional (pulse surveys): mini-sondaje de tip
emoji/scale pentru a intelege starea echipelor



MOTIVATION RESPONSIBILITY

LEADERSHIP

TEAMWORK COMMUNICATION COMPETENCE SUPPORT

ol T O ée




. Structura flipchartului pentru fiecare echipa

1 Titlu clar si vizibil

— Scrieti sus tema voastra (ex: Putere & Abilitati in Leadership)

2 Provocari intalnite in realitate

— Ce e greu sau delicat cand vine vorba de acest subiect in rolul de lider?
— 2-3 provocari reale din experienta sau observatie

3 Solutii si bune practici

— Ce functioneaza? Ce ar trebui sa faca un lider ca sa navigheze bine?

— Includeti exemple, principii, gesturi-cheie

4 Canale sau contexte potrivite pentru aplicare

— Unde apare tema voastra in mod concret?

— Exemple de canale (sedinte, 1:1, e-mailuri, chat-uri, team building, feedback)
5 Idei speciale de pus in practica

— Ceva creativ sau neasteptat care ar face subiectul vostru mai usor de
trait/folosit?

— Un ,aha moment”, un gest simbolic, un ritual, un instrument



3

Tonul potrivit



Un cadru simplu pentru comunicare in
schimbare ,3+1":

1.Ce STIM

2.Ce NU stim

3.La ce lucram sa aflam

+ Demontam mituri active

De exemplu:
,Am auzit un zvon care nu este adevarat si vreau sa clarific...”
Abordarea directa a miturilor este esentiala, dar adesea ignorata.



A Message from Co-Founder and CEO
Brian Chesky

By Airbnb - May 5, 2020 - Company,

f X @ @ ¢

https://news.airbnb.co
m/a-message-from-co-
founder-and-ceo-brian-

chesky/

Earlier today, Airbnb Co-Founder and CEO Brian Chesky sent the following note to Airbnb employees.

This is my seventh time talking to you from my house. Each time we’ve talked, I've shared good news and
bad news, but today | have to share some very sad news.

When you’ve asked me about layoffs, I've said that nothing is off the table. Today, | must confirm that we
are reducing the size of the Airbnb workforce. For a company like us whose mission is centered around
belonging, this is incredibly difficult to confront, and it will be even harder for those who have to leave
Airbnb. I am going to share as many details as | can on how | arrived at this decision, what we are doing
for those leaving, and what will happen next.

Let me start with how we arrived at this decision. We are collectively living through the most harrowing
crisis of our lifetime, and as it began to unfold, global travel came to a standstill. Airbnb’s business has
been hit hard, with revenue this year forecasted to be less than half of what we earned in 2019. In
response, we raised $2 billion in capital and dramatically cut costs that touched nearly every corner of
Airbnb.

While these actions were necessary, it became clear that we would have to go further when we faced
two hard truths:

1. We don’t know exactly when travel will return.
2. When travel does return, it will look different.

While we know Airbnb’s business will fully recover, the changes it will undergo are not temporary or
short-lived. Because of this, we need to make more fundamental changes to Airbnb by reducing the size
of our workforce around a more focused business strategy.

Out of our 7,500 Airbnb employees, nearly 1,900 teammmates will have to leave Airbnb, comprising around
25% of our company. Since we cannot afford to do everything that we used to, these cuts had to be
mapped to a more focused business.

A more focused business


https://news.airbnb.com/a-message-from-co-founder-and-ceo-brian-chesky/
https://news.airbnb.com/a-message-from-co-founder-and-ceo-brian-chesky/
https://news.airbnb.com/a-message-from-co-founder-and-ceo-brian-chesky/
https://news.airbnb.com/a-message-from-co-founder-and-ceo-brian-chesky/

A more focused business

Travel in this new world will look different, and we need to evolve Airbnb accordingly. People will want
options that are closer to home, safer, and more affordable. But people will also yearn for something that
feels like it’s been taken away from them — hurman connection. When we started Airbnb, it was about
belonging and connection. This crisis has sharpened our focus to get back to our roots, back to the
basics, back to what is truly special about Airbnb — everyday people who host their homes and offer
experiences.

This means that we will need to reduce our investment in activities that do not directly support the core
of our host community. We are pausing our efforts in Transportation and Airbnb Studios, and we have to
scale back our investments in Hotels and Lux.

These decisions are not a reflection of the work from people on these teams, and it does not mean
everyone on these teams will be leaving us. Additionally, teams across all of Airbnb will be impacted.
Many teams will be reduced in size based on how well they map to where Airbnb is headed.

How we approached reductions
It was important that we had a clear set of principles, guided by our core values, for how we would

approach reductions in our workforce. These were our guiding principles:

« Map all reductions to our future business strategy and the capabilities we will need.

* Do as much as we can for those who are impacted. https://news.airbnb.co

» Be unwavering in our commitment to diversity. m/a-message-from-co-
» Optimize for 1:1 communication for those impacted. founder-and-ceo-brian-
chesky/

« Wait to communicate any decisions until all details are landed — transparency of only partial
information can make matters worse.


https://news.airbnb.com/a-message-from-co-founder-and-ceo-brian-chesky/
https://news.airbnb.com/a-message-from-co-founder-and-ceo-brian-chesky/
https://news.airbnb.com/a-message-from-co-founder-and-ceo-brian-chesky/
https://news.airbnb.com/a-message-from-co-founder-and-ceo-brian-chesky/

nave aone my pest 1o 5tay true 1o these pPrinciples.
Process for making reductions

Our process started with creating a more focused business strategy built on a sustainable cost model.
\We assessed how each team mapped to our new strategy, and we determined the size and shape of
each team going forward. We then did a comprehensive review of every team member and made
decisions based on critical skills, and how well those skills matched our future business needs.

The result is that we will have to part with teammates that we love and value. We have great people
leaving Airbnb, and other companies will be lucky to have them.

To take care of those that are leaving, we have looked across severance, equity, healthcare, and job
support and done our best to treat everyone in a compassionate and thoughtful way.

Severance

Employees in the US will receive 14 weeks of base pay, plus one additional week for every year at Airbnb.
Tenure will be rounded to the nearest year. For example, if someone has been at Airbnb for 3 years and 7
months, they will get an additional 4 weeks of salary, or 18 weeks of total pay. Qutside the US, all
employees will receive at least 14 weeks of pay, plus tenure increases consistent with their country-
specific practices.

Equity

\We are dropping the one-year cliff on equity for everyone we've hired in the past year so that everyone
departing, regardless of how long they have been here, is a shareholder. Additionally, everyone leaving is
eligible for the May 25 vesting date.

Healthcare

In the midst of a global health crisis of unknown duration, we want to limit the burden of healthcare
costs. In the US, we will cover 12 months of health insurance through COBRA. In all other countries, we
will cover health insurance costs through the end of 2020. This is because we’re either legally unable to
continue coverage, or our current plans will not allow for an extension. We will also provide four months



Kareem Abukhadra < > Tue, Aug 18, 10:22 AM <% 4
to

Hi

I'm a recent Columbia grad and I'm Iooking to join an early stage stariup in a growth or generalist role. Previously, | launched a consumer social product and scaled it to 2K+ users, ran recruiting at an ex-YC startup, and worked at Afrium,

1. ¥ou can read more about my background here.
2. You can read reviews from ex-work colleagues here.

Is there a possible role fit at
P.5. Please excuse the lack of personalization. | found on Crunchbase and added it to a long list of companies | found particularly interesting and worth reaching out to.

Click hera if you don't want to hear from me agair

2 Attachments

E Kareem_Backgroun... ' Anonymous_Feedb... '

Tue, Aug 18, 1213PM 7 4
tome =

Hi Kareem,
This is one of the best emails I've come across in a while, Are you free for a video chat sometime tomaorrow?

Best,



Gemma Webb - 2nd
¥ CEOQ and President, passionate about people and our environment
3d.®
Excited to share some well-deserved recognition for the hard work and dedication
of our HR Director, llona. llona has been a vital part of our team for the past 8
months and has played a significant role in our company's success.

Her leadership and expertise in human resources have helped us to attract and
retain the best talents in the industry. She succeeded in less than a year to bring to
our company 50 talents and by the end of next year with her help we'll have a team
of 600 colleagues. llona's commitment to creating a positive and inclusive
workplace culture has been instrumental in building a team that is passionate
about our company's mission and values.

Beyond her HR skills, llona is a true team player and collaborator. She has been an
invaluable partner to me and the entire leadership team in driving our company’s
mission to a greener tomorrow.

Thank you for all that you do, llona, and here's to many more years of success
together!




Manager sent a meeting invitation with title “Organizational
Updates”

adwice

UPDATE: It happened folks. | got laid off for no absulte reason other than "the company decided to eliminate your
role”. The company did offer Cobra, severance and other things. My thoughts are that the way this was handled is
ternble. Companies should be a little more empathetic with employees when it comes to decision like this. How come
you have to give a 2 week notice when you quit but they can let you go without any notice? Corporate America Sucks.

Thanks to all that commented and offered words of relief.

As the title reads, this meeting is set for tomorrow. Short 15 minute meeting only involving an HR person, manager
and . There are 4 more people in our team.

When | asked my manager what the meeting was about, she vaguely responded "We need to go over some HR stuff
and department organization.” IMO, a very vague, corporate response. | have terrible anxiety due to this and | will
probably not be able to sleep just thinking about the possibility of loosing my job.

Am | over reacting of | should indeed be worried?

< 185 &% O 9 Q 2> Share



hi all.

today we'll be making some org changes, including eliminating roles
and beginning the consultation process in countries where required. i
want to give you all the straight facts.

as | said at the last Block, there are three areas we’d like to address:

B strategy: reducing from teams that are off strategy, and fixing our
discipline ratios.

= performance: parting ways with people with a “below” or trending
towards “below.”

® hierarchy: driving to flattening our org to a max depth of innercore+4
what that translates to in actual numbers of people:

= strategy: 391 people

® performance: 460 people

®  hierarchy: 80 managers (with 193 moving it individual contributor
roles)

we're also closing all the 748 roles we had open with the exception of:
® roles progressed to offer stage.

= critical operational roles

B start/accelerate roles

B key leadership roles

Bay Area tech CEO lays off 931 workers with
'straight facts' email

none of the above points are trying to hit a specific financial target,
replacing folks with Al, or changing our headcount cap. they are
specific to our needs around strategy, raising the bar and acting faster
on performance, and flattening our org so we can move faster and with
less abstraction.

why do this all at once instead of over time? we're behind in our
actions, and that's not fair to the individuals who work here or the
company. when we know, we should move, and there hasn't been
enough movement. we need to move to help us meet and stay ahead
of the transformational moment our industry is in.

this is the toughest part of my job, and | fight hard against any of these
considerations. we must have a very high bar of correctness for us to
take any action, which takes iteration and time to get right. i always
balance this with the fact that everyone here, and those that are
departing, has equity in our company. it's my job to increase that value.
we believe this will help us focus and execute better to do just that.

we're working to give clarity to everyone as quickly, with as much
context and support, as possible. you'll receive an email soon about
what this means for you. if there are areas where you think we could do
better, please send me a note. direct feedback makes us better, and |
always act when it makes sense.

thank you to all those leaving us. i am grateful and appreciative for you
and your work, which has built us up to this point. we will continue to
honor that by increasing our value to our customers, and therefore to
all of our shareholders, including you.

thank you,

jack




Looking across the world it is easy to be consumed by a sense of despair.

Yet — in all corners of the globe, people are eager to go to work, and to create with their own hands. They want a better life for
their children and grandchildren.

| have felt that yearning among entrepreneurs in Nigeria, seen it in the proud eyes of artists in Indonesia, and touched it on the
worn hands of farmers in Jamaica.

The Bank has an obligation — a duty — to match their energy with a fierce determination. We must be the hand on the back -
moving people forward. We must be an institution that exports optimism and impact.

https://www.worldbank.org/en/news/speech/2023/10/13/remarks-by-world-bank-group-president-ajay-
banga-at-the-2023-annual-meetings-plenary



https://www.worldbank.org/en/news/speech/2023/10/13/remarks-by-world-bank-group-president-ajay-banga-at-the-2023-annual-meetings-plenary
https://www.worldbank.org/en/news/speech/2023/10/13/remarks-by-world-bank-group-president-ajay-banga-at-the-2023-annual-meetings-plenary

THE 3 C’S OF

1. COMMUNICATE

Focus on the “why,” not just
the “what” of the change, to
increase buy-in.

. COLLABORATE
Break down silos, encourage
boundary spanning, don't

tolerate competition.

Model persistence, adapt to

. : S R e s challenges, and stay positive
Orgamzatlonal change Initiatives are and patient.

more likely to succeed if leaders:

@ Center for Creative Leadership




"Crisis does not build character.
It reveals it”.



Edited by
Wwilliam G. Christ

A Handbook for Communication
and Media Administrators

LEADERSHIP
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HANGE

LEADING AND
SENSE-MAKING IN AN
AGE OF HYPERCHANGE
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WITH MADELINE ASHBY  INcpiae

IN CHANGING TIMES

HOW ADAPTIVE LEADERSHIP IS REPLACING CLASSIC
LEADERSHIP IN A POST-PANDEMIC WORLD
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Communication
1s not about saying
what we think.

Communication
1s about ensuring others

hear what we mean.

@simonsinek

Multumesc, succes!
jitariuc@gmail.com

0751.751.305


mailto:jitariuc@gmail.com
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