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Prob­lems can­not be sol­ved by the men­ta­lity that has cau­sed them, such as ne­glec­ting the non-tech­no­lo­gi­cal in­no­va­tion. 
Of­ten, in­no­va­ti­ve re­ne­wal of com­pa­nies’ ope­ra­tions is ur­gently nee­ded. Over­co­ming the con­se­quen­ces of the glo­bal eco­no
mic and fi­nan­cial cri­sis can­not be suc­cess­ful wit­hout in­no­va­tion of the va­lues, cul­tu­re, bu­si­ness et­hics and norms of all their 
im­por­tant sta­ke­hol­ders. We sug­gest a new synergy of met­hods ai­med at re­ne­wal of bu­si­ness pro­ces­ses in an in­no­va­ti­ve way 
by using the dia­lec­ti­cal systems theory ap­proach. We com­bi­ne BSC, ISO 9000, the met­hod ‘lear­ning com­pany’ and USOMID. 
Li­te­ra­tu­re so far has not made it clear that tho­se ap­proac­hes can com­ple­ment each ot­her and jointly con­tri­bu­te to re­ne­wal of 
bu­si­ness ope­ra­tions ac­cor­ding to the re­qui­re­ment of the re­qui­si­te ho­lism.
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Some of the Main Factors of Innovative 
Renewal of Companies’ Operations

1	 The chosen problems and  
the discussion view point

In this article a new combination of BSC, ISO 9000, the met
hod ‘learning company’ and USOMID is suggested. Literature 
so far has not made it clear that those approaches can com
plement each other and jointly contribute to renewal of busi
ness operations according to the requirement of the requisite 
holism. Handling e.g. the crisis of 2008, according to some 
researchers, cannot be successful without innovation of values, 
culture, (business) ethics and norms (VCEN) of all stakehol
ders within and outside the companies. We focus primarily 
on the operational management methods in companies that 
will be forced by the crisis to change their routine approach 
toward problem solving or reaching set targets with innovation 
reaching beyond technology. Since about 99% of enterprises 
are small and medium size, their technological innovation nor
mally takes the form of buying new equipment. The open issue 
is hence about innovative renewal of business processes, in 
this case by using the Dialectic Systems Theory. The new syn-
ergy includes some already known methods and is upgraded 
with the dialectical system of the necessary managerial skills.

2	 The socio-economic framework of 
the necessary renewal of business 
and its measurement 

The recent two centuries have brought both unseen socio-
economic development and destruction of mankind’s future 

(Bozicnik et al, 2008; Brown, 2008; Dyck, Mulej et al., 1998; 
Ecimovic et al., 2002; Ecimovic et al., 2007; Hrast et al., 
ed., 2010; Kajfež-Bogataj, 2009; Korten, 2009; Mulej, 2010; 
Mulej et al., 2009, with references; Stiglitz, 2009; Stern, 2006; 
Targowski, 2009; Taylor, 2008; Wilby, ed., 2009; etc.). 
n	 The rate of economic growth before industrialization was 

3 (three) % per millennium, after 1820 5500% (fifty-five 
times) in less than two centuries. Since then the popula
tion has grown by 6 times, every person uses on average 5 
times more energy, is 17 times wealthier and 1,000 times 
more mobile. We can no longer afford to emit four million 
tons of CO2 every hour by burning fossil fuels, cut 1,500 
hectares of wood and add 1.7 million tons of nitrogen by 
dunging the soil with minerals as we do today.  

n	 We are all on the same – sinking – boat, but on different 
decks. The poor cannot change the current trend, while 
the rich are not willing to change it. Climatologists warn: 
we must reduce emissions in the air, water and soil by 
80%. This can be achieved with existing technologies, but 
only with a critical innovation of the current consumption 
patterns and large structural changes in the production and 
usage of energy. A renewal of natural preconditions for 
our civilization to survive would in the best case scenario 
and after decades of competition – based on destruction 
of the natural preconditions for humankind survival – 
cost more than both world wars combined, if the action 
is undertaken immediately. Postponing the action may 
increase costs to 20% of the world-wide GDP.

n	 The current affluence makes GDP an obsolete measure 
of success: no well-being and happiness etc. is included. 
Work on new measures has therefore started.
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This data pose some questions, e.g.: 
n	 Is the 2008 crisis really a financial and banking crisis, as 

they used to say in its first phase and much less so later 
on?

n	 Are the three main problems of the current humankind 
(1) overpopulation, (2) natural resources, and (3) environ
mental problems?

n	 Is there nothing more profound behind these superficial 
statements?
Yes, there is: all these problems are induced by human 

behaviour that is not holistic enough to perceive and acknow
ledge the real problem – the cause of the above problems and 
data reflecting them. Once we come to enterprises as business 
systems, the missing link between human behaviour – thin
king, first of all – and the visible consequences can be found 
in superficial analytical methods. The consequences reflect the 
need for renewal, but this need might differ between more and 
less innovative – more routine-loving – management.

3	 Differences between innovative and 
routine management as the criterion 
of business process renewal 

The main attention in the business renewal process is devoted 
to the business processes that can be divided into interde
pendent three: the basic – key, supportive – administrative/
informative, and managerial. The key processes create value 
from the viewpoint of external customers. Supportive proces
ses usually do not directly contribute to the improved value 
of results; however, they are necessary for pursuance of key 
processes. The purpose of managerial processes is planning, 

developing, running, and monitoring of processes. They also 
play an important role in developing and enforcing the system 
of measures for evaluation of success and efficiency of busi
ness processes. At the same time they indirectly contribute to 
the establishment and maintenance of suitable organisational 
culture (Hunt, 1996) in order to achieve important improve
ment or even a breakthrough through operational success and 
efficiency; one must pay attention to all processes in the busi
ness system. Insufficient key and support processes drive the 
business system into danger of losing important customers of 
its products and services, consequently endangering its exi
stence. On the other hand it is difficult to establish which pro
cesses are critical and thus opt for renewal without successful 
managerial processes. 

As opposed to routine-loving management, innovative 
management recognises the necessity of success of manage
rial processes, supported by the implementation of practice 
of a learning company. A special group is formed by the pro
cesses that obtain different knowledge, which would enable 
the company to prepare a suitable environment and the basic 
conditions for fulfilling diverse operational changes (Coulson-
Thomas, 1997: 280). The point of a learning company reads: 
thinking about success and efficiency of business process 
implementation is not only the task of the highest managerial 
teams, but must be present at all organisational levels of the 
company (Možina, 2002). Learning and adjusting to chan
ges in a stable environment can be done slowly; learning and 
obtaining experience from mistakes is very often a suitable, 
yet risky approach. Learning from mistakes of the others might 
be a good way. However, it is dangerous to give way to lessons 
from mistakes instead of adjusting them innovatively to one’s 
peculiarities. One can also learn just as much from bad exam
ples, but not passively (Tropenauer, 2010).

Table 1: 28 basic types of inventions, suggestions, potential innovations and innovations

Three networked criteria of inventions, sugge
stions, potential innovations, and innovations: 
(1), (2), (3)

(2) Consequences
     of innovations

(3) On-job-duty to create inventions, suggestions,  
      potential innovations, and innovations

(1) Content of inventions, suggestions, potential  
     innovations, and innovations

1. Radical 2. Incre-
mental

1. On-job duty to  
    innovate exists

2. No on-job duty to  
    innovate

1. Business program items 1.1. 1.2. 1.3. 1.4.

2. Technology (products, procedures ...) 2.1. 2.2. 2.3. 2.4.

3. Organization of work processes 3.1. 3.2. 3.3. 3.4.

4. Managerial style 4.1. 4.2. 4.3. 4.4.

5. Methods of leading, working and co-working 5.1. 5.2. 5.3. 5.4.

6. Business style 6.1 6.2 6.3 6.4

7. Management process 7.1 7.2 7.3 7.4

8. VCEN 8.1 8.2 8.3 8.4

Source: Mulej et al., in press
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We will at this point not discuss advantages and disad
vantages of traditional organisational structures (functional, 
divisional, project, matrix) in light of potential possibilities of 
the influence of innovative management on eliminating weak
nesses. We would merely like to emphasise that the organisa
tional structure of most companies, set by the management, 
is not set up in a way that would support and encourage the 
non-technological innovation of business processes. Among 
the types of innovations in Table 1 only the content of type 2 is 
not non-technological; innovation type 8 (VCEN) is the most 
influential in the background, while type 4 (management style) 
is the most influential on the surface to introduce the innovated 
VCEN into practice by using types 3 (organization), 4 (style), 
5 (methods) and 6 (management process) inside the business 
system, and type 6 (business style) in the market.

What this article is focusing on, belongs to type 5 (met
hods), specifically methods of analysis supportive of innovati
ve renewal of the business system.

The inherited operational method, which is the feature of 
majority of companies, managed by routine-loving manage
ment and based on emphasised division of work, is becoming 
very rigid and non-efficient in the company’s environment 
full of constant and unforeseeable changes. Individual func
tions connect indirectly, through peremptory hierarchy. If the 
hierarchical organisation structure is suitable in a relatively 
stable environment, its rigid bureaucratic rules become a huge 
obstacle in the environment of constant changes (Scheer, 
1994: 24). Innovative management is very much aware of this; 
the process-based organisation is therefore becoming impera
tive in today’s time. 

Business renewal also looks for a way of gradually chan
ging the vertical functional pillars of the business system into a 
more adjustable and efficient horizontal process organisation. 
The responsibility for implementation of logically connected 
parts or the whole process is thus transferred to the process 
teams and is no longer in the hands of individuals. The subject 
of analysis and organisation is no longer an individual functio
nal area, but the whole process (Vila, 1999: 362). Because of 
that one must approach the process with a dialectic system of 
viewpoints, namely with the requisite holism from the Dialec
tical Systems Theory (DST), as required by its law of requisite 
holism (Mulej and Kajzer, 1998). See (Mulej, 1974; 2000; 
2008; in press) for details.

The transition from a rigid organisational structure into 
process organisation is not possible without problems and in 
a short period of time. One can therefore realistically expect a 
gradual transition with co-existence of both models. The result 
is a rather flat organisational structure that would bring team 
work forward, improve communication and decrease admi
nistrative obstacles between individual areas of the business 
process.

Business processes that form the operations are very 
often fragmented and hidden behind organisational structures. 
Companies therefore very often do not have a comprehensive 
system of business process managers. Two approaches are 
therefore used as help when defining business processes and 
renewal candidates (Rao et al., 1996: 538):
n	 The first approach requires little time; participants in 

business processes know very well which processes are 

not suitable. This is an efficient and quick approach that 
is only suitable when one can clearly see the functionality 
of business processes. It is also dangerous to innovate an 
individual process as if it were independent, instead of 
considering its inter-dependence with others.

n	 The second approach is a long-term one which recom
mends identification of all major processes in the com
pany. The recommended number of identified key proces
ses in the company is ten to twenty.
Approaches and techniques for improvement, systemic 

renewal of existing and planning of new business proces
ses place different level of attention on different elements. 
Constant implementation of small improvements of business 
processes ensures that the business does not become rigid 
and non-adjustable. Small improvements can also lead to a 
considerable improvement of operations. Renewing existing 
and planning new business processes means that the old pro
cedures are omitted and a new working method is introduced 
which can fulfil the customers’ expectations much better 
(Hustič, 2009). 

It is therefore important to think about the business pro
cesses and to renew them radically in order to achieve impor
tant improvement of the basic efficiency indexes, such as 
costs, product and service quality and the speed of satisfying 
customers’ needs. If the business strategy expresses the need 
for crucial changes of operations, then the systematic and 
requisitely holistic renewal of existing and planning of new 
business processes is more suitable than the gradual improve
ment of existing business processes. That is very important for 
achieving goals (Ženko, 1999).

Introducing innovative changes and constant improve
ment of existing operations are not mutually exclusive. We 
are talking about two complementary approaches i.e. they 
mutually complement each other. One can achieve optimal 
results with them. Recognising and understanding possibilities 
for process improvement as well as challenges for introducing 
radical innovative changes is therefore crucial for existence 
and strengthening of the business system position in the mass 
of competitors; and this exactly is the advantage of innovative 
management over the routine-loving management. Defining 
what needs to be renewed and then implementing the renewal 
suits the requisite holism much better. The basis for successful 
operations of innovative management is provided by suitable 
climate and company culture that must be innovatively rene
wed as well (Potočan and Mulej, 2007).

The renewal process depends on people; innovation of 
the management style must therefore be performed first on the 
basis of innovation of VCEN. VCEN defines for what purpose 
people use their abilities – values, knowledge and resources. 

4	 Innovation of values, culture, ethics 
and norms (VCEN)

For many managers, governors, government members and 
officials as well as other professionals DST requires inno
vation of their VCEN, replacing the ones of one-sidedness 
(Potočan and Mulej, 2007) and their unrealistic hope that an 
‘invisible hand’ might solve problems instead of them. But the 
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invisible hand does not exist outside them. They must therefo
re innovate their VCEN to be able to solve their crises.

This is crucial because the innovation of VCEN is a long-
term process and a far-away-into-the-future reaching objecti
ve, which must in any case be clearly defined and expressed in 
the interests of the enterprise’s key stakeholders (Belak, 2008; 
Belak, Mulej, 2008). It can be quick under special pressure, 
such as war, awareness of crucial and deep crisis to which an 
alternative must be found quickly.

VCEN innovation tends toward social responsibility, 
ethics of interdependence, sustainable future and requisite 
holism/wholeness (Potočan and Mulej, 2007; Hrast et al., 
editors, 2006; 2007; 2008; 2009; 2010; etc.). Management 
style and VCEN innovation are the most crucial: the switch 
from bosses’ VCEN ‘I think and decide and you just work’ 
to ‘We all think, we all work, we all listen to each other to 
attain requisite holism’ enables the appearance of other types. 
Management, governance and governing must become cru
cially more holistic than the concept of the Chicago School of 
neo-liberal economy opposing/disabling Adam Smith’s libe
ralism and its invisible hand, i.e. market with no monopolies 
and separation of rights from obligations, but full transparency 
and personal responsibility of enterprise owners (Toth, 2008; 
Goerner et al., 2008). 

This situation requires a serious innovation of the global 
economic practice, which reaches far beyond the technological 
innovation into the innovation of business style and process, 
including the society-wide global prevention of monopolies 
and abuse through them. Interdependence of all market mem
bers and other individuals and the resulting ethics of interde
pendence is the factual basis. In ancient Greek interdependen
ce is called dialectics (Mulej, 1979).

5	 Difficulties of modern  
entrepreneurial practice to be solved 
by the principles of modern  
dialectics

When commenting the principles of modern dialectics in con
nection with practice, we cannot find the standstill situation 
or independence behind it, but rather interdependence and 
processes. Interdependence shows up as unity and the fight of 
opposites on the surface. It is the relationship between partly 
different parts of the same whole. It is about the mutual inf
luence of these parts that need one another because of mutual 
differences with which they complement each other. Such 
mutual influences cause constant change processes, also inno
vative, but the latter is not automatic. This fact is often over
seen by specialists with poor capability of interdisciplinary 
cooperation among interdependent specialists.

The language of dialectics calls the process based on 
interdependence and related mutual influence of ‘opposites’ 
a transition of the old quality, which is the central attribute 
of the discussed phenomenon, via the quantitative (i.e. small) 
changes into a new quality. They occur gradually, but appear 
only when we watch the process statically, in the form of com
parison of the old and the new situation as a crucial change. 

Cooperation of different specialists is such a case, including 
the ones discussed here, including innovation of VCEN etc.

The goal of managing inventions, innovation and innova
tion management is to set-up a kind of organisation that will be 
able to manage the phenomenon of inventions, innovating and 
innovation (as its outcome). This means conquering the mana
gerial tools, such as organisational VCEN, communication 
systems, decision making systems and reward policy, because 
they have a large influence on invention-innovation-diffusion 
processes (IIDP).

The analysis of measures discloses the IIDP potentials 
and requirements as to how to plan a modern organisation. See 
Rebernik et al., 2009; 2010 for several references.

In order to create a good organisational climate that would 
encourage IIDP, the top management must break away from 
the old relationship habits. They must realize a clear need for 
VCEN and innovation from the commanding to the co-opera
tional management style for organisations to become compe
titive regarding costs, quality, flexibility, innovativeness, rela
tionship towards the natural environment, social responsibility, 
etc. This task can be combined with co-operational manage
ment of executive managers because those enable managerial 
and organisational innovations and spread them through trai
ning, placement, promotion, etc. The renewal process should 
therefore be treated as a dialectical process; one must consider 
starting with interdependence between partial processes and 
organisational units of the company and its partners (Hustič, 
2009: 131).

6	 Innovation of business score card 
method with several complementary 
methods in interdependence

One-sided usages of renewal tools for measuring efficiency of 
operations – Business Score Card (BSC) and ISO 9000 –  are 
quite common in business practice. However, they are proven 
to cause limitations rather than requisite holism. The purpose 
of this article is not to describe individual tools in more detail, 
but to encourage the way of thinking about their complemen
tarity based on interdependence and the needed managerial 
characteristics used for renewal of operations. Companies that 
tried to renew operations innovatively with the help of the two 
mentioned tools very often did not achieve the set goals. Rea
sons can be found in the exaggerated simplification and lack 
of creative thinking and cooperation. In order to surpass the 
routine operations and the level of exaggerated solidarity, as is 
so often seen in less innovative countries, one must implement 
e.g. the USOMID method as the applied method of the Dialec
tical Systems Thinking. 

We would therefore like to recommend a new combina
tion of BSC, ISO 9000, the method ‘learning company’ and 
USOMID, possibly completed up with De Bono’s 6 thinking 
hats method (Mulej et al., 1982 and later; Mulej et at., in press; 
Mulej, M. and N., 2006). Literature so far has not made it clear 
that those approaches can complement each other and jointly 
contribute to renewal of business operations according to the 
requirement of the requisite holism. Our findings are suppor
ted by different foreign authors that analytically approached 
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the evaluation of success of BSC as a tool and methodology. 
BSC started to develop as methodology in the 90s of the 20th 
century; it has been used actively since 1995. After more 
than a decade we can say that today’s BSC has 10 problems 
(Brown, 2007: 9), namely:

Many rules are old-fashioned.
1.	 No rule measures ethics.
2.	 There are still problems at adjusting goals, strategies and 

measures.
3.	 Measures, goals and strategies are not known to all (only 

to the top management).
4.	 Rewards are not connected to achieving non-financial 

measures.
5.	 Many goals are set on the basis of consensus.
6.	 Measures that measure the satisfaction of customers are 

still not improved completely.
7.	 Measures that define the human potential are appraised 

with low grades.
8.	 Power point and too complex slides are still used as a 

survey tool.
9.	 Scorecard measures still do not include external factors 

that can have a large influence on the success of opera
tions.
The above confirms the connection with our way of thin

king (Hustič, 2009) and shows the necessary qualities and 
characteristics of the management that should implement an 
innovative renewal of operations of those companies that are 
facing the consequences of the global financial and economic 
crisis. We can also summarise our proposal as follows:

Somewhat simplified basic message of the Picture 1 says 
that using the USOMID method in combination with other 
stated methods of renewal and evaluation of business process 
success is mandatory for a successful comprehensive busi
ness renewal. In this way, we could innovatively respond to 
disproportion between the increasing complexity of actual 
reality and simplification which is implied by e.g. the use of 
BSC method. Business process renewal in an innovative way 
influences the possibility of forming innovative society and by 
that business and social successfulness. 

However, the application of the model in Figure 1 is not 
a simple task. It requires very specific managers’ attributes.

7	 Managers’ attributes to be learnt for 
successful renewal of business  
processes

People in influential positions – government, governance, 
management, opinion leaders, teaching, informing through 
public and inter-personal media, etc. – should innovate their 
managerial/influence style (Mulej, 2007a, b) to save the man
kind by leading people out of the 2008 crisis. In our expe
rience, seven interdependent sets of attributes – listed below 
– have proven more efficient in practice than bosses issuing 
orders without listening and making synergetic syntheses:

Seven S cover consideration of the governance’s and 
management’s duty to master the organizational strategy (rea
lizing enterprise policy: mission, purpose, and basic goals, and 

Figure 1: Model of interdependence and complementary application of several methods for a more holistic BSC. Source: Hustic (2009) 
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results from vision, including learning phases, preparation, 
search for strategic possibilities, and quantitative/qualitati
ve and economic etc. evaluation and selection of strategies); 
structure (depending on, and adapted to, processes, of course), 
and synergies/tool systems – as the three hard variables – with 
support from four soft variables including shared values, 
skills, staff (i.e. co-workers as multi-dimensional people with 
their own wisdom and interests), and managerial style in line 
with the situation and co-workers’ attributes.
B.	 Decades of experience have shown one-sidedness 

of the rationalistic claim that only hard variables 
matter. They are certainly easier to measure/eva
luate. Now there are less and less people working 
only as attachments to machines such as assembly 
line without their own impact; attention is moving 
to the soft variables as success factors – knowledge 
and values, culture, ethics and norms (VCEN). We 
summarize them as 7 + 7 F of all and of managers/
governors, resp.:

B.All.1.:	 Focused (= on what we know how to accomplish);
B.All.2.:	 Fast (=speed in implementation of sense-making 

novelties as innovations to become useful routines);
B.All.3.:	 Flexible (= creative adaptability to new conditions);
B.All.4.:	 Friendly (= good relationships with business part

ners, including all co-workers and other stakehol
ders; all have their contracts);

B.All.5.:	 Fit (= physical and psychical capability of standing 
the efforts of the current rapid and radical change of 
conditions of life and work);

B.All.6.:	 Free (= freedom from pressure of work without 
chances to use one’s creativity, like being a tool with 
no own head);

B.All.7.:	 Fun (= based on created results and requisitely plea
sant and challenging way toward them, fun at and 
outside work is a precondition for good work).

B.MG.1.:	Founders (= establishment of advantageous circum
stances; every start-up and other enterprise needs 
first-rate leaders/businesspersons, motivating their 
co-workers and oriented toward innovation).

B.MG.2.:	Forever innovating (= all stakeholders need to be 
tireless innovators).

B.MG.3.:	Flat (= entrepreneurial organizations have as few 
as possible managerial levels – this is the best way 
to make reconciliation and creative cooperation as 
easy as possible).

B.MG.4.:	Frugal (= they decrease their costs with low admini
stration costs and high productivity).

B.MG.5.:	Faculty of changes (= open mind and capacity to 
change your interests and adapt your own VCEN).

B.MG.6:	 Faculty of modernization of awareness of indivi
duals about the importance of requisite holism and 
social (and other) responsibility and well-being.

B.MG.7:	 Fully professional and requisitely holistic relations 
with all co-workers and other stakeholders.

C.	 The above three sets of attributes of entrepreneurs/
leaders/managers and their policy, strategy, tactics 
and operations are easier to realize if these persons 
are innovative and have the following seven L attri

butes (Linden, 1990 in Mulej et al., 2006) which 
can be learned:

C.1.:	 Strategic vision-oriented long-term developmental 
thinking and action rather than short-term and nar
row-minded ones;

C.2.:	 Persistence about goals and making room for 
co-workers to find their ways to realize their share 
of goals and tasks;

C.3.:	 Creating the feeling – of one-self and others – that 
we need requisitely holistic innovation instead of 
routine-loving and complacent behaviour to survi
ve;

C.4.:	 Starting with concrete steps – instead of ‘paralysis 
by analysis’ – one should take action and analyze 
it simultaneously, based on a framework plan of 
learning, routine and innovative work, including all 
types of innovation;

C.5.:	 Use of structural change for organizational struc
tures to provide the requisite room for creative, 
innovative and constructive work, lateral and paral
lel thinking, cooperation and innovation, based on 
requisite holism/wholeness to achieve strategies, 
policy, and vision of the enterprise;

C.6.:	 Consideration and mastering of risk, rather than 
avoiding the risk (the latter is very risky in an inno
vative society requiring efficiency and sufficiency, 
covered by social and other responsibility, allo
wing for no abuse of co-workers, partners, broader 
society, and natural preconditions for mankind’s 
survival, hence based on requisite holism/whole
ness);

C.7.:	 Use of political skills – for persuasion, acquiring of 
partners and co-workers in innovation, perception 
and blocking enemies of innovation and requisite 
holism/wholeness in time, etc.

D.	 Attributes of people’s personal VCEN to be attained 
should also include personal and personality deve
lopment of influential individuals toward personal 
requisite holism, innovativeness, social responsi
bility and well-being, emotional stability, and self-
realization.

E.	 The principles of stakeholder interests, enterprise, 
developmental, economic and socially (SIEDES) 
responsible (enterprise) policy. To achieve business 
excellence, responsible enterprise policy should 
be regularly innovated. Arising from VCEN inno
vations, the general definitions of the company’s 
policy depend on interests of its important stake
holders. All of them should once again rethink their 
long-term interests (benefits), their consequences 
and willingness/ability to innovate them toward 
their responsible and non-biased behaviour, concer
ning all other people (families, co-workers, other 
citizens and planet Earth residents – with predo
mination of long-term interests concerning all of 
them). Enterprise’s developmental orientation (e.g. 
exploitation of opportunities of its environmental 
development), economic orientation (with striving 
for politics of economic responsibility toward all 
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inhabitants of the world) and social orientation 
(toward ecological and socially responsible goals 
and consideration of social desire) should also be 
innovated all the time (see Bleicher, 2004].

E.	 Application of the methods of cooperation, e.g. 
USOMID in combination with the 6 Thinking Hats 
method as a way toward requisite holism and resul
ting requisite wholeness of outcomes with no seri
ous trouble in the team work, such as unmanageable 
disagreement and fight using arguments for arguing 
on a one-sided basis rather than settlement (Mulej 
M. and N., in Mulej et al., forthcoming).

These seven sets/systems of attributes are best used with 
one more attribute that is easier to have if it is innate rather 
than learned, but it can be strengthened, at least, by learning 
and experience if we are aware of our weak attributes: con
fidence in the agreed-upon objective, persistence and will to 
realize it with neither giving in nor stubbornness if it is wrong. 

For know-how to realize these principles see e.g. (Bulc, 
2006; Likar et al., 2006; Mulej et al., forthcoming; Mulej and 
Ženko, 2004; Mulej et al., 2000; 2006; 2008; Mulej, 2007b)

Troubles are unavoidable if VCEN are not innovated, 
which they can be [Collins and Porras, 1997; Collins, 2001; 
Florida, 2005; Potočan, Mulej, 2007b; etc.].

For all these and related suggestions to become reality on 
the personal level too, we suggest the principles of VCEN and 
strategy to include social responsibility with ethics of interde
pendence and creation of any content. They should become the 
central attributes of human life in the role of VCEN directing 
one’s application of knowledge and tools (Esposito, 2009; 
Hrast et al., Ed., 2006; 2007; 2008; 2009; 2010). 

8	 Conclusions
Innovative renewal of company’s operations is necessary when 
the company feels that it cannot respond to the circumstances 
in the business environment properly, especially in the times 
of the global social-economic crisis. The most important role 
in innovative renewal of the company’s operations belongs to 
the company’s management. There is an awareness that should 
reach all stakeholders of the company, including the owners: in 
order to achieve a successfully implemented innovative rene
wal of the company’s operations one must innovate the values, 
culture, ethics and managerial norms because the management 
is responsible for the renewal of operations. The management 
would in this way obtain suitable managerial characteristics 
(while considering the findings of DST), which will enable it 
to reach the goals, set in the business strategy of the company.
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Nekateri temeljni dejavniki inovativne prenove poslovanja podjetij

Prob­le­mi se ne dajo re­še­va­ti z mi­sel­nost­jo, ki jih je pov­zro­či­la. Po­go­sto je nuj­na ino­va­tiv­na pre­no­va po­slo­va­nja pod­je­tij in je 
v pre­tež­ni meri  od­vi­sna od no­tra­njih  de­jav­ni­kov v pod­jet­ju.  V tem član­ku se uk­var­ja­mo s pre­ma­go­va­njem po­sle­dic glo­bal
ne so­cial­no-eko­nom­ske in fi­nanč­ne  kri­ze, ki je po svo­jih last­no­stih uni­kat­na, v ok­vi­ru po­sa­mič­ne­ga pod­jet­ja. To ne more biti 
us­pe­šno brez ino­va­ci­je vred­not, kul­tu­re, eti­ke in norm vseh bis­tve­nih de­lež­ni­kov pod­jet­ja. Osre­do­to­ča­mo se pred­vsem na 
ino­va­ci­jo na­či­na de­lo­va­nja me­nedž­men­ta v pod­jet­jih, saj pred­la­ga­mo si­ner­gi­jo upo­ra­be ve­čih me­tod mer­je­nja us­pe­šno­sti 
in pre­no­ve po­slov­nih pro­ce­sov (BSC, ISO 9000, me­to­do »uče­če se or­ga­ni­za­ci­je« in USOMID) ob upo­šte­va­nju ho­li­stič­ne­ga 
pri­sto­pa dia­lek­tič­ne teo­ri­je si­ste­mov. V bis­tvu gre za pre­no­vo po­slov­nih pro­ce­sov na ino­va­ti­ven na­čin z upo­ra­bo pri­sto­pa iz 
dia­lek­tič­ne teo­ri­je si­ste­mov. 

Ključne besede: po­slov­ni pro­ce­si, ino­va­tiv­ni me­nedž­ment, pre­nova, mo­der­na dia­lek­ti­ka, ino­va­ci­ja vred­not, kul­tu­re, eti­ke, 
norm (VCEN)




