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Peu ypennuka

Iowimosanu uumaouu,

o sHoe 2009. TomuHe je ocTana jour HOoJOBHHA
Mecena. [Ipuuka je na ce Beh caza, y 3HauajHO MEpH,
MOXKE BPILHUTH ITIO0ATHO CBOhEbe padyHa O ocTBape-
HHUM pe3yJTaTiMa y TIPETXOIHOj rofuHu. [7aBHe Ka-
PaKTEepHUCTHKE Koje Cy OOeNexmie APYITBEHO—EKO-
HOMCKO M HOJMTHYKO cTame y CpOuju Cy KOCOBCKa
KpH3a U MoJuTHYKa HecTabuiHocT y Cpouju. Hapas-
HO, 1 (haKTOPH CIIOJHHOT OKPYKEeHha Cy UMaJIH HerocC-
pe/iaH W/ TIOCPEiaH yTHIA] Ha PUBPEIHY U IPYII-
TBEHO-TIOJIUTHYKY CUTYallMjy Y Hamoj 3emibH. [Tome-
Hyhemo camo, 10 HallleM MUIIUBEHY, /IBa Haj3HAYA HU-
ja ¢axTopa Koja Cy BHJJBMBO YTHIIAla Ha JPYIITBE-
HO-EKOHOMCKO ¥ TIOJIUTHYKO CTame Ko Hac. To je mpe
CcBera, YMi-CHHIIA JIa joil yBeK Huje npuxBahen Tpro-
BUHCKH CIIOPa3yM O CTaOWIM3ALIN]H U MPHIPYKUBAY
EBpornckoj yHujH, ka0 HU OaHKpOTCTBO HajBehe ame-
pHUUKe UHBECTUIIMOHE OaHke Lehman Brothers y cer-
TeMOpy 2008. roauHe, MTO je MMAajo 3a MOCICIAUILY
oapehenu nmorpec, He camo y CA /], Hero v Ha CBETCKUM
(DMHAHCH]CKUM TPXKHIITHMA U y CBETCKOj EKOHOMUjH
YOIIIITE.

IIpema Memopanmymy o OylieTy 1 eKOHOMCKO] TIOJH-
Ty 3a 2009. ronuHy ca npojexiwjama 3a 2010. 1 2011.
romuay (“Co1. macuuk PC”, 6p. 113/08), MakpoekoHOMCKa
KpeTama y neprony janyap-asryct 2008. romuHe Kapakre-
PHILLY pacT NPUBPe/IHE AKTMBHOCTH, oBehame u3Bo3a
1 YB032, PACT CIIOJbHOTPIOBHHCKOT eduumTa u fedu-
uurta Tekyher pauyHa, ycropapame HHBECTHLIHOHE K-
THBHOCTH U YOp3aBame nH(u1anmje.

Ha ocHoBy ocTBapema y MPBUX JECET MECELH U ITPo-
LIeHe ocTBapema 10 kpaja 2008. romuHe, HapemheMo
€aMO HEKOJTMKO OCHOBHHX MAaKPOEKOHOMCKIX MHINKATO-

pa. Peanan pact BJII1 (6pyTo mpyriTBeHOT MPOM3BOa) Y
2008. y omrocy Ha 2007. ronuny ouhe Behu 3a 6%, pact

n3B03a pode, mpaken y EUR 18,6%, pact yBo3za pode
m3paxked y EUR 20,4%, undnatmja 9,5% u peainu pact
npocedHe Hero 3apaze 6,0%. YrnopemMmo S ocTBapemha
MOMEHYTHX €KOHOMCKHX UHauKaropa 2008 /2007. y on-
HOCY Ha Bb1xoBa ocTBapera 2007/2006, MoKeMO 3aKJby-
YUTH JIa CY ONCTYyTIamha Y OCTBAPErbY THX MHIMKATOpA Y
MOCMAaTPaHUM JIBEMa roJIMHaMa CKOPO 3aHEMapIbUBa, 13-
y3€B OKa3aresha MpoCeyaH pact 3apaje, koju je y 2007.
romuan y ogHocy Ha 2006. romuny usHocuo 17,4%, nok
j€ BETOB PacT BHIIIE HETO TPOCTPYKO yeropeH y 2008, y
omHocy Ha 2007 romuHy.

[pennmuHapan nogary MelhynapomHor MoHeTap-
Hor ¢onna (MM®) ykasyjy Ha TO [a je pealnHHu pacT
cetcke npuspene y 2007. ronuau u3Hocuo 5,0%, a'y
Espornickoj ynuju 3,1%, onHocno y CA/L 2,0%. OBakas
pacrt je ounmienHo 00JbH y OMHOCY Ha PETXOAHH MEpHU-
ox. Mehytum, y 2008. roauHu je IOILIO 10 yCIOopaBamba
€KOHOMCKOT pacta oz 3,7% Ha IJ100aJTHOM HUBOY, C TUM
mrto ce npensuba jom Behe ycnopasame y EY on cera
1,5%, omrocHo y CAJ] 1,4%. Jlakrne, BUIJBUBO je na je
pact BIIT y Cp6uju 3narHo Opyku on mopehema npema
TNOKazaTeJbhMa CBETCKe NpHBpene, EBporcke yHHje
CAL.

[Ta je mpeaBuleHO MPOjEKIMjOM MaKPOEKOHOM-
CKHX TIOKa3aresba 332 HApPEHU TPOTOIHIILN TIEPUOJ
(2009. no 2011)? Y moMeHyTOM JOKyMEHTY — MeMo-
panaymy, maMel)y ocrtanor, yrBpheHu Cy IMJbEBH U
CMEpHHIIE EKOHOMCKE TTOJIUTHKE:

1. oApkuBH MPUBPEIHU PACT,

2. pacT 3amoCiIeHOCTH,

3. nmoeehame cTanmapia CTAaHOBHHMIIITEA,
4. paBHOMEPHHjU PETHOHAIHH PA3BOj.

I[MperrocTaBKe, OMHOCHO YCIOBH 33 OCTBAapeH-E
HaBEICHNX MaKPOEKOHOMCKHX IIHJbEBA CY: YUBp-
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mhKBamke MaKPOESKOHOMCKE CTAOMITHOCTH, UHBECTUPA-
Be y (UKCHU KanWTall, U3rpajiha MOJACPHE €HEepreT-
CcKe, caoOpahajue n nHpopMaoHe HHPPaCTPyKType.

Y HapeaHOM TpPOTOIUILIH-EM NEepHOLy HacTaBuhe
ce yOp3aHa peayu3aiija eKOHOMCKUX pedopmu, CBO-
JCTBEHUX JipyToj (ha3u TpaH3UIIWje, IITO je O IPeCyI-
HOT 3Ha4aja 3a JyTOPOYHH OJPIKHBU PACT M CTAOHII-
Hoct Cpouje. To moapasymesa:

e  yHampeheme mpuBpeIHOT 3aKOHONABCTBA U ja-
qyame HHCTUTYnHja y CpOHju Kpo3 JOHOLICHE U
NPUMEHY CHCTEMCKHX 3aKOHa, yckiaheHHux ca
npaBoM EY, kojuma ce cTBapajy npaBHU OKBHD
U CUCTEMCKH YCJIOBHU 3a (PyHKIIMOHHCAHE
TPIKHIIHE MTPUBPEJIE;

e  JIOBpUIETAK PHBATU3AIINje IPYIITBEHUX MTPE-
y3eha, npxaBHUX OaHaka M ocUrypasajyhux
ApYIITaBa;

o  yHampelheme perynaTopHor oKBHpa 3a HH}ppac-
TPYKTYPHE ¥ KOMYHAJIHE JISIAaTHOCTH M TIOKpe-
Tamke NpUBaTU3aIrje (AeTMMUYHE WK MOTITY-
He) npeny3eha n3 THX A€NaTHOCTH, y CKIIaTy ca
CTpAaTEeryjoM pa3Boja MOjeIUHUX JICIaTHOCTH;

e  TI00OJBIIAKHE TOCIOBHOT U HHBECTUIIMOHOT aM-
OujeHTa, yKIbYUyjyhu U epuKacHy MPUMEHY
CTEYajHOT 3aKOHOJIABCTBA;

e  pedopMy CyICTBa U FHETOBO HHCTUTYITHOHAITHO
1 (QYHKIIMOHATHO YHanpehuBame, MoceOHo y
JielTy MeXaHn3aMa N3BPILEeHA CYJCKIX O/ITyKa;

e  TIPUBATH3AIHN]Y JIPKABHOT MOJHONPUBPEIHOT H
rpal)eBHHCKOT 3eMJBUIIITA, YKIbYUY]jyhiun 1 pery-
JIUCabe PECTUTYIIN]E;

e  UBTpalmby U MOACpHH3AUHU]y HH(PpacTpyKType
Kao OINIITE Pa3BOjHE MPETIIOCTABKE;

e  yHampelheme noJauTuKe KOHKYPEHIH]jE U Cy30H-
jame Kopynuuje.

VY oOnactu pedopMe (PUHAHCHjCKOT CeKTOpa,
OCHOBHH TIpaBIi pehopmu cy:

HACTaBaK MPUBATH3ALMje (PMHAHCH]jCKUX OpraHn3a-
1uja (OaHaka 1 ocurypasajyhux opranusaiuja), ycaaja-
€ HOBE M IOOOJBIIae ocTojehe 3aKOHCKE peryiaTu-
Be U yHampeheme Hamzopa (GHHAHCH]CKOT ceKropa. Y
OBOM CETMEHTY 3alMCcaHo je: ,,Ox noceOHe BayKHOCTH 3a
Pa3Boj (UHAHCHJCKOT TPXKHUILTA jeCTe JaJbe jadarbe U
yHanpelheme HanzopHe (QyHKIMje Ha (MHAHCH]CKOM
TPXKULITY. Y TOM LWJbY Y U3BECHOj Mepu he OutH pene-
¢unmcane HagexxHocTy Komucuje 3a xaptuje ox Bpen-
HOCTH U HEH CTaTyC Ca IIJbEM MOTITYHOT MOILTOBAaba
NPOKJIAMOBAHOT MPHHIMIA HE3aBUCHOCTH PEryJIarop-
Hor Tena. Takohe, HEOIMXOIHO je 0jayary leHe Coco0-
HOCTH peryianuje 1 euKacHOr Haa30pa yUEeCHHKA U
nporieca Ha (PMHAHCH]CKOM TP3KHILITY, Kao U Ojadary Je-
noBambe Komucuje Ha miany yBolerwa aJeKBaTHOT H3-

BellTaBamka 3acHoBaHOr Ha MeljyHaponnum cranaap-
anma puHancujckor m3semrapama (IFRS) u [pun-
mumuMa MeljyHapoaHor yapykema KoMHcHja 3a
xaptuje ox BpeaHoctu (I0SCO).«

VY nomeHy (prHAaHCHjCKOT U3BEILITABAA U PEBU3H-
je ynanpehusahe ce cucteM (pMHAHCH]CKOT N3BELITaBa-
a U CUCTEM PEBU3HjE, y CKIIaly Ca IIPaBHUM TEKOBU-
Hama EY, melhynaponHum paqyHOBOACTBEHHM CTaH-
JapauMa U Me)yHapOqHUM CTaHAapAUMa PEBU3H]E.

Hagenene oxonmHOCTH, 0 TOMe, Kako Tpeba yOp3aHo
CIIPOBOIIUTH CTPYKTypHE pedopme, yryhyjy Ha To, 1a ce
Ha TIOCTAaBJECHOM 3a71aTKy MPEMNo3Hajy MHOTH CyOjeKTH
Kao mwuxoBr Hocuotw. HecymmsnBo je ia he u Cases pauy-
HOBoha 1 peBusopa CpOuje y peluaBamy AeUHACAHNIX
3a7araKa y yHarpehemwy paga (pUHAHCHjCKOT CEKTopa y
CpOuju, ipy>kuta cBoj 3Ha4ajaH forprHoc. O CaBesa ce
y IIPBOM pefly OUeKyje 1a OpHHE O YIIey U CTaTycCy pady-
HOBOJICTBEHE Npo(hecHje 10 y30py Ha HeH CTaTyC Y Pa3BH-
jeHnM 3embama EBporicke yHHje. Y TOM CMHCITY CTHLIAE
npoh)eCHOHATIHHX 3Baba M KOHTHHYHpaHa enyKaluja u
Jiajbe TpesCcTaBbajy cranad 3amarak Casesa PP CpOuije.
Ja je To uctpaBHa OpHjeHTaLHja MOKa3yje U CTAJIHO pac-
Tyhu Opoj pauyHOBOha KOjH 3KeJie ia CTeKHY cepTudukar o
CTPY4HO] OCIIOCOOJEEHOCTH 1 PO(ECHOHATHO CE YUJIaHe
y Cages. OBO je HapaBHO y3pOKOBaHO M THME IIITO CBE
BHILIE TTOCTIONABALA Y JAHALIELE BPeMe, PHIIMKOM 00jaB-
JbHBaHa KOHKYPCA 32 BOHeHse MOCTIOBHHX KEbHTa M CACTaB-
Jbambe (PMHAHCH]CKUX M3BELITAja, TIOCTaB/ba YCIIOB Toce-
JI0Bamba cepTr(HKaTa oBnaheHor payyHoBole.

Case3 PP Cpbuje, 300r cBOr MecTa H yiore, Kao
npodecronanta acouujanyja, npensuhe je Haumo-
HAJIHOM CTPAaTerujom 3a 60p0y NpoTHB NPamka HOB-
ua u puHaHCHpamwba Tepopusma (“Cit. macHuk PC”,
op. 89/2008), xao jenan ox cybjekara koju he ce bopurtu
NPOTHB Ipakba HOBLA U (PMHAHCHpama Tepopusma. Y
OBOM JIOKyMEHTY je m3Mmely octaior 3aupraHo: Koo
nojeounux yopysceroa 006e3HuKa kao wmo cy Yopy-
arcerve banaxa, Caees pauynosoha u pesuzopa Cpouje
u 0p. nocmoje meia Koja ce bage npoonemom nparba
Hoeya. Y Tauku 2.3.13. 3anmcano je: Cages pauyHo-
6oha u pesusopa Cpouje je npoghecuonanna opeanusa-
yuja pauynoeoha u pesusopa y Penyonuyu Cpouju,
Koja oKyn/ea euuie Xuanaa 4iaHosa.

VY HaBeneHOj HALMOHAIHO] CTpareruju (Tauka 4.
“UmmiemenTtaiyja’), yIBpheHo je na he HaiexHH
opra 3a Haazop outn CranHa KOOpAUHALMOHA TPyTIa Y
KOjy MOT'y Jia OyZly YKJbYy4YEHH U IIPEACTABHULIU YAPYKe-
a 00Be3HNKA. Moske ce ouekuBary 1a hemo y Toj rpymnu
MMaTH TIPEICTaBHUKA, IITO he ce 3HaTh TeK Kajia ce J10-
Hece aKIMOHM IU1aH kojuM he outu npensul)eHe obasese
CBUX HA[UIGKHHUX OpraHa, yTBpeHM POKOBH H TpOLe-
CHA CPEACTBA NOTpeOHA 38 IHXOBO CIPOBOhEH-E.
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Cage3 PP CpOuje je ykibyueH, Kao akTUBaH YHHU-
JIaI| peltaBarma onpel)eHuX MUTamba Koja Cy My IMOCTaB-
JbEHA, Y JOII jeIaH JIOKYMEHT O] Hal[MIOHAJIHOT 3Ha4aja,
a 1o je CTpareruja pa3Boja KOHKYpPeHTHHX ¥ UHO-
BaTHBHUX MAJIMX M CPeIbUX npeay3eha 3a mepuon
ox 2008. o 2013. rogune (“Cyx0eHu riacHuk PC”,
op. 103/2008). ¥ OrneparuBHOM IUIaHy IOMEHYTE
cTpareruje, ’beHOM CaCTaBHOM JIeNy, y Tauku 3.1. “Du-
HaHcupame MCII (Manux u cpenmux npemyseha) u
yHanpeleme 3Hama 13 o0nactu GpuHaHcHja”, yTBpheH
je 3amarak cneyujanuzosare oOyKe 3a pavyHogobhe.
AKTHBHOCT C€ OTHOCH Ha IIPOMOBHCAbE, 00y4aBarbe 1
cepruduKoBame padyHoBoha 3a npuMeHy (GUHAHCH]-
CKHX I/IH(bOpMaHI/IOHI/IX CHUCTEMA U pa4yHOBOJCTBCHUX
cragapna. Osne je npensuheno na CPPC nenyje kao
MHCTUTYI[Hja OJTOBOPHA 32 MMILJIEMEHTAIIH]Y TOMEHY-
T€ aKTUBHOCTH U Ka0 MHCTHUTYIMja KOja YYECTBYjE —
JIOTPUHOCH (TIOMaske) y Tpoliecy pykoBolema.

[ToBepaBare HAaBEJCHUX 3ajlaTaka CaJp)KaHUX Y
HaBEJCHUM HAIMOHAJTHUM CTpaTeryujama, py»xa IaH-
Cy 3a JIofaTHy adUpMalIijy y JOMEHY eIyKaIpje 1 cep-
TU(UKOBamba padyHOBoha 3a TprMeHY (PHHAHCH]jCKOT
nHpopmarmoHor cucrema. He GrcMo cMenu 1a u3He-
BEPUMO YKa3aHO TIOBEPEH-C Y U3BPILABAGY JIO/ICIbe-
HHX 3a3j1araka. KaJpoBCKH MOTEHIHUjaI pauyHOBOha
VJMBajy ONTHMH3aM y TbHXOBY CIIPEMHOCT pelllaBama
po0JIeMa KOjUu CYy UM MOCTaBJbEHH.

IIIto ce Tnue m3pgaBauke nemarHoctu Casesa PP
Cpbuje, yaconuc Pauynosodcmeo, jeqHa o peaoBHUX
IyOMNHKaIja ca CTeYSHUM YIIIEZIOM B TPAIHIIH]OM, OfI-
HOCHO HEMNPEKUIHUM 00jaBJbUBAEM OJf TIPEKO IoJia
BEKa, CBOjy MPOTPaMCKy OpHjeHTauujy moapeauhe y
HapeIHOM TporoauiimkeM nepuony (2009 —2011) o6-
paaM akTyelIHMX TeMa (DOKyCHMpaHHX Ha yHarpeheme
KBaJIMTEeTa PMHAHCH]CKUX U3BEITA]ja, FhIXOBE UCKAa3HE
Mohu u mosehame cTeneHa 3aMHTEPECOBAHOCTH 32
ynotpedy THX W3BELITaja.

Yacomuc je y 2008. roquHu mo0osbIIao cBojy caf-
PKUHY y OJTHOCY Ha ITPETXOHY ToanHy. bpoj nperien-
HUX HayYHHX WIaHAKa TopacTao je ca 22 Ha 27, 0K je
cMambeH Opoj CTpyYHHUX WiaHaka ca 25 Ha 18, mTo je
caMo MO ceOM JIOTMYHO. YIpaBo 300r MOOO0JBIIAHOT
KBaJMTeTa yaconmca Pauynosoocmeo, Matndau Ha-
Y4HH 000D 3a JApyIITBeHE Hayke, 12. jyHa 2008. romu-
HE, YBPCTHO Ta je, Ka0 ¥ TOKOM ITPETXOIHE JIBE TOAMHE,
y JIiery yaconuca y 06;1acTi APYIITBEHNX HAYKA Y
2008. romman. Yacomnuc ce Haylasu y TpyIH 4acomuca
M52 —Yaconuc HanMOHAJHOT 3Ha4aja. ToM rpynom
o0Oyxsahieno je 27 yaconmca, a Pauynosodcmeo ce Ha-

Y Beozpaoy,
15. oeuemopa, 2008. zooune

na3u Ha 19. mecty. Takap mpejior 3aCHOBaH je Ha pe-
3y/iTariMa OMOIMOMETPH]CKE aHAIIN3E.

[porpamcka opujenTarmja yacomnca u gabe he ce
OCJIaaTH Ha TPATUIIMOHAIIHO YCTaJbeHE PYOpHKE Koje
o0yxBarajy pauyHOBOJICTBO, IIOCJIOBHE (DHMHAHCH]EC U
peBmsujy. Cranmapan3oBaHe pyOpHKe Cy:

e  3aKOHCKa M IpOQEeCHOHATIHA PAauyHOBOACTBEHA
perynaruaa,

e  (pMHAHCH]jCKO PaYyHOBOJCTBO, YIIPABIHAYKO Pa-
YYHOBOJICTBO,

e  TIOCIOBHE (UHAHCH]E U

e  KOHTPOJA U PEBHU3Hja.

Penakimonu o6op he cBakako BOAUTH padyHa U O
JpyTUM pyOprKaMa Koje Cy IHpe WITH yKe MpodiieM-
CKH OCJIOE¢HE Ha OCHOBHE pyOpuke. Jlakie, Teme u3
JoMeHa jaBHUX (uHaHCHja, OaHKapcTBa U MH(OpMA-
IIMOHKX TEXHOJIOTH]ja Takolye Mory jia Haljy CBoje MeCTo
Yy OBOM HacOIUCy, ajld MOpajy OWUTH jeHUM JIENIOM
yCMepeHe ¥ Ha MUKPO MpoOlieMaTHKy SHTHTETa U3 pe-
aJTHOT U (PUHAHCH]JCKOT CEKTOPA.

[To6ospiame kBanuTeTa Yacomuca 1 leroBo Kare-
ropucame Ha JIMCTH yacorica ApyITBeHUX HayKa HUje
ce HUMAJIo O7Ipa3iio Ha roBehame Opoja npeTIuiaTHHKA
KOjH Ta YMTajy Kao CTPYUHY U HayuHy JuTeparypy. Huje
PEaTHO y JaHalllbe BpeMe OUCKHMBaTH Ja IIPETeXKaH Opoj
padyHOBOha KOjH Cy PETILIATHUIIY Ha IPUPYYHHK ‘Pa-
YYHOBOJICTBEHY Mpakcy’ 1a Oy/Ty YMTaOIM 1 OBE ITyOsIH-
karje. OHU TO 00jEeKTHBHO HE MOT'Y MoCTHHH 300T Or1e-
PaTMBHUX TIOCJIOBA KOjUMa ce 0aBe, OJ1 BOljera IMoCIoB-
HHX KEbUTa, TIPEKO 00aBIharha MOCIIOBA [LUTATHOT POME-
Ta, 10 pahema MOPECKHUX U IPYTHX MPOIKMca Koje cBa-
KOJIHEBHO Tpeda Jia PUMEHbY]Y Y TIPAKCH.

Yaconuc 6u Tpebano aa Oyae ureparypa Koja ce
KOpUCTH Ha (paKylITeTUMa M BHCOKHUM IIOCIOBHUM
IIKOJIaMa CBUX MPOQHUIa, YKOIUKO UMajy KaTeapy, Oll-
HOCHO NpeaMeTe U3 00NIacTH padyHOBOICTBA, TOCIIOB-
HUX (PHHAHCH]ja, MEHAIMEHTa 1 KOHTpose. CBakako 1a
je morpebHa MOMON M aHTa)KOBamke CBUX OpraHa M 3a-
nociennx y Casesy PP CpOwje, ma Oucmo THpax
TIOUIIM Ha 3HAYajHO BUIIM HUBO.

VY crnenehy rofauHy ynaziMo ca MPHIMYHOM 3¢0H0M Jia
hieMo moropiaTi Hail CTaHIAPI, jep Cy YCIOBU TIpPH-
BpehjiBarba TAKBH J1a CE MOpa IITEIETH Ha CBAKOM PATHOM
Mecty. Y cBeMy TOME MH MOKEMO Ja JOTPHUHECEMO
OIIIITeM QIarocTamy ako YacHO, CaBeCHO, MPO(ECHOHATHO
1 OITOBOPHO M3BPIIIABAMO HAIIIE 3a/IaTKe. YKOJIHMKO OU TaK-
BO TIOHAIIIAE MOCTATI0 MaHUp BehuHe Hanmx rpahaHa,
MO OMICMO J1a BEIPHjE IEIaMo Y cKopy OyayhHOCT.

002080pHU YPEOHUK,
mp Josan Hanax



Hoeéocmu u3 npoghecuonannux opzanuzayuja

N3Bemuraj ca 25. jyounapue cecuje ISAR
(MehyBiaMHAa pagHa rpyna ekcriepara 3a Mel)ynapoane crangapae 3a pa4yHOBOJICTBO
U M3BelITaBam-e) ofp kane o1 4. 10 7. HopemOpa 2008. y Keneu

ISAR npezcrasiba jequHCTBEHH HOPYM Yy MHUCHjH
VYjenumeHnx HalMja, 3a/1y>KeH 3a 00JIMKOBabEe peryJia-
TOPHOT OKBHPA CBETCKE EKOHOMH]E.

25. jybuiapHa cecuja oliprKaHa je y OpraHu3aiuju
ISAR u UNCTAD, a nocsehena je jenqsHoM o BeoMa
3Ha4YajHUX MTUTamha EKOHOMCKOT Pa3Boja HalMOHATHHUX
Jp>KaBa, Tj. TMTamby KOPIIOPaTHBHE TPAHCTIAPEHTHOCTH
noBe3aHe ca (GPMHAHCH]CKUM U3BELITABAmEM YOIIIITE 1
00enoamkUBakbeM KOPIIOPaTHBHOT YIpaBibaba H H3-
BEILTaBamka O JPYIITBEHO] OITOBOPHOCTH KOPIIOPALH-
je. Y TOM KOHTEKCTy Cy MOCEOHO pa3MarpaHa IUTama
npakTuuHe npuMeHe MelyHaponuux cranmapia ¢u-
HaHcujckor n3Bemrasama (IFRS) n uaaukaropa kopmo-
paTHBHE OTOBOPHOCTH y TOAMIIBAM (PUHAHCH]CKAM
M3BEIITAjUMA.

O 3nauajy oee cecuje 0080bHO 2080pU NPUCYC-
meo npeko 245 excnepama u3 85 zemana, y ynosu
OPIHCABHUX NPEOCHAGHUKA UMW NPEOCMABHUKA NPO-
tecuonannux opeanuzauuja. Ilpezenmosano je
euuie 00 20 pehepama u annuzupane cmyouje cyua-
Jja o ¢punancujckom uzeeuimaearyy y Ecunmy, Ilosb-
ckoj, Hlsajuapckoj u I'anu. bunu cy npucymuu npeo-
cmasnuuyu KPMG, ACCA, PriceWaterhouseCoopers
u op.

Ha nouetky Cecuje moBomom jyowsieja gocaaili-
WU TIpesiceaBajyhn cecija TOBOPHIIM CY O HCTOPH)H,
pa3Bojy uynosu ISAR kao dopyma YjennmeHnx Hatu-
ja 3amyKeHor 3a OONMKOBAHE PErylaropHOI OKBHpA
MehyHapoaHor (uHaHCHjCKOT M3BelITaBama. [loced-
HO je ucrakHyTa yaora ISAR y pa3Bojy ¢uHaHCHjcKOT
W3BELITaBaba y pa3Bojy CBETCKE EKOHOMH]E, Koja je Mo-
ceOHO M3paXkKeHa Y aKTyeJTHOM TPeHYyTKY IoOanHe Gu-
HaHCHjCKE KpH3e.

WzBpian qupextop IFAC, Jum Sylph, noce6Ho je
TOBOPHMO O CTaHAapmMa pepusuje. Mcrakao je aa je 'y
TOKY M3pajia MpojeKTa Mo0oJblama OBUX CTaHAApAa,
Koju Tpeba aa ce 3aBpmu Jo aeremopa 2008. romuHe.
[pojexar npeasuha peBusujy cBux crannapaa. O4yeky-
je ce 39 HoBuX craHjap/a, Koju he ce pa3arKoBaTH O]
Bepauje u3 2006/2007, a BHUXOBO CTyNambe Ha CHATY
ouekyje ce 2010. roaune. [To3Bao je cBe 3eMIbe 1 KoMITa-
HUje Jia 100pOo IUIaHKUPajy OBY aKTUBHOCT jep CE Paji O
MpaBOM U3a30By. Y IUIaHOBUMA Tpeba Jia ce TPeIBHIC
JIMIa OITOBOPHA 3a MPUMEHY U JIa Ce aHTaxyjy JbyIu
KOjH pajie y jaBHOj pakcu. Moryhu npuctyn je win jea-
HOBpEMEHa NPUMEHA CBUX CTaHIap/ia MM MMOCTerneHa
npuMeHa opeheHux cranaapaa, npedepupajyhu npu-
CTyII HcTOBpeMeHe nprMene. Mcrakao je, Takobe, aa je
IFAC npumnpemuo YiyTcTBO 3a PUMEHY, a CBpXa TOT
YIyTCTBA je Jla OJiaKila J0CIenHy npuMeHy MehyHa-
ponHux cranaapaa pesusuje. Kaga ce paau o npeBou-
Ma, MCTaKHYTO j€ Jia je BEeIHMKH Opoj 3eMasha JI00HO
of00peme 3a nperol. Mehy mwrma je momenyrta u Cpou-
ja, K0joj je omoOpeH MpeBojl MPeKo oBiartheHe mpode-
croHajIHe opranu3anuje, Capes3a pauyHoBola U peBH30-
pa Cpouje.

3eMibe KOje Cy MPE3EHTOBAIE CBOje MCKYCTBO Y
Be3M ca npruMeHoM MeljyHapoaHux crannapia GuHaH-
CHjCKOT M3BEILTaBabha NCTAKJIE Cy TpodJieMe y Be3H ca
HNPUMEHOM, Ka0 U YJIOry Mmpo)eCHOHATHUX OpraHm3a-
1Mja, PeryJIaToOpHUX Telia U JpikaBe y Tome. Perymnarop-
Ha Tela Cy TOTIYHO Pa3jiMyKTa, MOYeB O] OpraHa 3a
TPXKUIITE KalkTaja, OpraHa 3a HaJ30p OCHIypama H
ueHrpaide 6anke y Eruny, 10 Komurera 3a pauyHoBo-
JICTBEHE CTaHap/Ie ¥ HAIMOHAITHHUX MPO(PECHOHATHUX
opranm3aiuja y [1osbCckoj ¥ qpyruM 3emMibama.
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[pBor nana paga Cecuje ykazaHo je Ha MpoIImpe-
e npumMeHe [IFRS, a kao nnaukaTop HaBeneHa je Opoj-
ka o1 rmpeko 100 kommanuja y cety, koje cy 2005. roau-
HE TpUMerbuBaie MehyHapoIHe CTaHIap/e, Y3 OYCKHU-
Bam¢ 1a hie ce Taj Opoj moeharu Ha npeko 150 y Hapen-
Hux net roguHa. ISAR je npykao u npy»ka momoh kom-
MaHujama npH npenacky Ha npumeHy IFRS.

Hpyru panau nan Cecuje Ouo je moceehen (uHaH-
CHjCKOM M3BELITAaBaly 3a MaJia M Cpe/imba mpemyseha.
O/Max Ha MOYETKY Ce TOCTABIJIO MUTame 1iTa odee-
’KaBa MaJIo U cpeaibe rpenysehe. He paau ce camo o Be-
JINYUHY, jep TIOCTOje Majla M cpelba npeny3eha koja
MMajy BpJIO KOMIUICKCHE TPAaHCAaKIMje, Kao M BEJIUKa
npeny3cha koja 00aBsbajy BpJIO jEHOCTABHE TPAHC-
akrmje. Ha 17. cecuju ISAR-a hopmupana je koHCyTa-
THBHA TpyIia ca IIMJbeM U3pajie YIyTCTBa 3a Maja
cpenma npeny3eha (SMEGA), koje je peBuppaHo mpo-
e ropune. [Ipunikom pepusuje YiyTcTBa NocTaBibe-
HO je MMHUTae J1a JI TOKOBE TOTOBHHE TpeOa M30CTaBU-
TH n3 Ynyrcrea win He. KoHCynTaruBHa rpyma ux je
yBpCTHIIa y YIyTCTBO MMajyhul y By 3Ha4aj TOKOBa
TOTOBHHE 3a yTpaBJbame. TekcT YiyTcTBa je npepaleH
U onpeherHe neduHUIMje Cy Mpenu3upane. 3aapkaHa
je cTapa Kareropusaiiyja Majux ¥ Cpe/iibux npenyseha
HaTpH HUBOA. [IpBOM HHBOY IpHIIaajy eHTUTETH KOjHI
EMUTY]y jaBHE XapTHje OJ BPEIHOCTH WIIH 3a KOje TMO-
CTOjY 3HauajaH jaBHU MHTEPEC, OJ KOJUX CE 3aXTeBa
nyHo nomrosame IFRS. Y npyru HuBo cnagajy eHTtH-
TETH KOjU HE €MUTY]jy jaBHE XapTHje O BPEOHOCTH
HUTH 32 BbUX TIOCTOjY 3HA4YajaH jaBHU UHTEPEC, I1a CE O]
BHX TPAXHU JIa MPUMEHY]JY CHKETH CKYIl 3aXTeBa U3
IAS, koju ce ofHOCE Ha TpaHCaKIHje KOje ce Hajuerhe
00aBJbajy y MalIuM U cpeamuM npeny3ehnma. Hajzan,
y Tpehu HMBO crniajajy HajMama npenyseha, T3B. MUK-
ponpeny3eha, kojuMa OOMYHO PYKOBOIU HUXOB BIIAC-
HUK U HIMajy caMO HEKOJIMKO 3arocieHnx. OBUM Tpea-
y3ehrMa u3BemTaju He CIyKe 3a JIOHOIICHE MOCIIOB-
HUX OJUTyKa, Mla CE O]l BbUX TPAXKH JIa IPUMEHY]Y jeli-
HOCTaBaH PauyyHOBOJICTBEHHW CHCTEM Ha OOpPaYyHCKO]
OCHOBU. HallMoHaTHUM 3aKOHOIABCTBMMA CE TIPSy Ii-
Ta 1a U3BpIIe KNacu(HUKAIM]y MAJTX U CPEAUX Npe-
y3cha Ha HaBezieHa Tpu HUBOA. IFRS 3a Masia u cpenmpa
npenyseha y ocnoBu cy IFRS 3a Benmmka npemyseha
KOjH Cy M0jeJTHOCTaBJLEHH, aJli Ce 3a CBE HejacHohe Mo-
pajy KoHCynToBaTH OBH JOpyru. [IpoMeseH je 1 Ha3uB
oBHX cranaapna y Cranzmap/ie 3a npuBaTHE SHTHTETE.
[pe3enTaryja pUHAHCH]CKHUX U3BEINTAja OBUX CHTUTE-
Ta 3acHoBaHa je Ha MPC 1.

Y HacraBky pana apyror nana Cecuje mpecTaBHuI-
I TIOjeIMHIX JIpyKaBa WM NPOPEeCHOHATHUX OpraHH-
3allyja UCTAKIIU Cy Pa3niuTa UCKYCTBa y Be3u ca pu-
HAHCHjCKMM HM3BEIITABAKEM 32 MaJia M Cpellbha Tpea-
y3eha. Mcraknyt je npumep ['aHe xoja uma oko 90%

npemy3eha koja ce pa3BpcTaBajy Ha Majia M Cpeiiba 1 3a

KOja je OpraHu30BaHa rnoceOHa opraHu3aiyja 3a npysxa-
e PadyHOBOJCTBEHHMX ycCiayra. HHTepecaHTHa Cy

WCKyCcTBa W3 (DMHAHCHjCKOT W3BellTaBama KuHe u

Kambore.

W3narama 0 KOPIOPATUBHOj TPAHCHAPEHTHOCTH
MOBE3aHO0j ca (PMHAHCH]CKUM W3BEILTABAHEM YOIIIITES
U 00eroamkHBakbUMa KOPIIOPATHBHOT YIIpaBibamba M
M3BEILTaBabha O JAPYIITBEHO) OATOBOPHOCTH KOPIIOPa-
uje Omia cy mpeaMeT HHTepecoBama Tpeher nana Ce-
cuje. Ha ocnoBy nctpaxuBamwa 100 Hajsehux mpen-
y3eha Ha 10 TpxwuinTa y pa3Bojy (o 10 npenyseha ca
CBAaKOT' TPIKMILITA) HANKMCAHO je YIyTCTBO 3a J00py
npakcy 00eNo/lamiBaba 0 KOPIIOPATUBHOM YIIPaBJba-
Y, Koje cap’ku 53 cTaBke pa3Bpcrane y crnenehnx 5
Kareropuja:

e  CTpyKTypa u mporec paga Oxbopa u MeHai-
MEHTAa,

e  (HMHAHCHjCKA TPAHCTIAPEHTHOCT M UH(OPMHUCALE,

e  BJACHHMYKA CTPYKTYypa M OCTBApPHBaI-C IIPaBa Ha
KOHTPOJTY,

e  peBU3Hja U

e  KOpIOpAaTUBHA OJTOBOPHOCT U MOIITOBAE Pe-
ryJ1aTUBE.

wb uctpaxkuBarme OWo je camo yTBphuBame na
JIM TI0cTOje 00eoamkBamba U He, 8 He IOHOIICHE
cylla O KBaJUTETy 00esIoambuBama. McTpaxuBame je
MOKAa3aJIo Jia Cy 00eNoIamkHBakba PA3IMIUTOr 00MMa,
M ¥ J1a je (PMHAHCHjCKA TPAHCIIAPEHTHOCT Ha 3aBH/I-
HOM HHBOY, JIOK j€ PEBH3Hja Ha HUCKOM paHry obenona-
mHBaka. Onpel)eHe cTaBke KopHoparkuBHE OIrOBOPHOC-
TH o0jaBibyje 85% anammsupanux mpemyseha, 25%
oBUX mnpenyseha obenonmawmyje 3/4 uHAMKaropa o
eko-epukacHocTH. U3BeTaju ce Hajuenihe Aajy y Ha-
rnmoMeHama y3 ()MHAHCH]CKE HM3BEIlTaje, a Heka Tpel-
y3eha najy noceOHe u3Bernraje. Ha ocHoBy Tora je 3a-
KJbYUCHO /1 j€ SKOJIOIIKA KOMITOHEHTa OJINTOBOPHOCTH
y BCIMKO] MEpH YBaXeHa, JOK je JAPYIITBEHA
KOMITOHEHTA Ha HUCKOM HHMBOY 00CJI0IambUBabha.

Jan youu onprxaBama 25. cecuje ISAR onprxana je
paauonunia Ha Temy Meljynapoouu pauynogoocmee-
Hu cmanoapou 3a jaenu cekmop u Oxeup Meljynapoo-
Hux cmanoapoa edykayuje pauynosoha. Ha nouetky
je Mike Hathorn, npencenaunk Onbopa 3a Mehynapos-
HE pavyHOBOJACTBEHE CTaHIApJC 3a jaBHH CEKTOP
(IPSASB), moceOHO MCTakao 3Ha4aj jaBHOT CEKTOPA,
jep ce Hamera TpomH Buiie o1 30% HalOHATHHX pe-
cypca, aJiolle yIpaBibakhe H3a31Ba BEIUKE TPOLIKOBE
HE CaMo 3a HaI[MOHAJIHY, Beh U 332 CBETCKE CKOHOMHU]E.
[omro je pauyHOBOACTBO MPHUBATHOT CeKTOpa Oa3zupa-
HO Ha 00paYyHCKOj OCHOBH U Kpeupa J100py uHpopma-
IIHOHY OCHOBY 3a YIIPaBJbahe MPEMIAKE CE HEroBa
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MPUMEHA 1 Y jJaBHOM cekTopy. Mcrakao je, Takohe, a pa-
YyHOBOJICTBO 3aCHOBAaHO Ha 00PaYyHCKOj OCHOBH BOJIU

Beho] OrOBOpHOCTH M CTBapa YCJIOBE 3a Cy30ujame

KpUMHHAITHUX Paiby ¥ Kopymmje. Yoheme [PSAS je

JyT TPOILIEC, UCTAKAO j€ OH, TIPU YeMy Cy TOTOBHUHCKA

WM MOIT(HKOBaHa 00padyHCKa OCHOBA KOje CE IPHMe-
Y]y W BEIIMKOM OpOjy 3eMajba JI00pO TOJIA3UIITE.
HUcrakao je, Takohe, ma mocroje mpoOiemMu Koju cy

BULIC WIN MalbC M3PAKCHU Y HOjeZ[I/IHI/IM ApKaBaMa.
Kongeprenuuja IPSAS u IFRS je y Toky ma he oBu

NpBU OUTH EKBUBAJICHTH JPYTUMa, IITO hie 1oBecTH 10

0oJber pa3ymMeBama jaBHOT M MPUBATHOI' CEKTOpa.

VY TOKy pajia HICTaKHYTe Cy KapaKTePUCTHKE H3BEIll-
TaBama y jaBHOM cektopy Kanazne, Kocrapuke u bpazu-
J1a, OJ1 KOjUX CE MOCIIe/hE JIBS HAJla3e Ha CAMOM T10YeT-
Ky yBOhera o0pauyHcke ocHoBe. Y Kanau je opranu-
3oBaH CaBeT 3a Ha/130p pavuyHOBOJICTBEHUX CTaHAap/a,
koju uMa On0op 3a PavuyHOBOJICTBEHE CTaHAApIC U
Onbop 3a pauyHOBOJCTBO jaBHOT cekropa. CaBeT je
HE3aBHCAaH OJI BIAJIC.

Hpyru neo nana 6o je noceehien MelyyHapomaum
cTaHgapauMa efyKalije padyHoBoha 3a KOjH TIpH
IFAC-y nocroju nocedna Onoop (IAESB). O muma je

roBoprio Henry Saville, npencenank IAESB. Pekao je

na IFAC nanac uma mpexy on 157 opranu3aiuja wia-
Hutay 123 3emMJbe CBeTa M OHE IPEICTaBIbajy 2,5 MUJIHU-
oHa pauyHoBoha. IFAC nma cBojy MUCHjy Jia jaya CBET-
CKY Pa4yHOBOJICTBEHY Npo(ecHjy U JOTPHUHOCHU jaKO]

MelyHapoaHOj eKOHOMH]H JOHOLIEHEM U TIPOMOBHCA-
EM MPO(PECHOHATHUX CTaHIap/Ia BUCOKOT KBAJIUTETA,
mocTu3ameM MelyHapollHe KOHBEPTEHIIMjE THX CTaH-
napza 1 00aB/bambeM aKTHBHOCTH Y JABHOM HHTEpECY.
[Myonukarmja Onbopa 3a enykaiujy ¢y Mehynapoauu

crangapau enykanyje (IES) xoju uMajy npeckpunTB-
HU KapakTep W Mmpyxkajy pernepe wianniama [FAC-a.
O0jaBbyjy ce 1 MelyHapo/Ha caoriTemha y 001acTi

eyKaluje Koja HeMajy KapakTep NPeCKPUNTHBHUX Ca-
OIIITEH:A, aJIH IPEJICTaBIbajy OCHOB 3a TYMa4ekha CTaH-
Jap/ia ¥ OJIaKIlaBajy WUXOBy npuMmeHy. OBH cTaHIap-
I TIPE/ICTaBJbajy TIABHU perep 3a NpodecruoHaHy

eyKallljy KOMIIETeHTHIX padyHOBoha.

npog. op bnazoje Hosuhesuh
mp Ilepo HIxkoouh

Hzop Tamuh

Cuneuja I'ajun



Tema opoja

71p Metka TEKABUNY
np Japja MEJBXAH"
np Kespko INEBAR™

Ynorpeoda JieBepa KOHTpoJIE:

CTyIdja ciiydaja

Pezume

Ipoyyasamo KoHmpony ynpassarba ca Cmanosuuma
Simonsosoe okeupa wemupu 1esepa KOHMpoe (00HO-
CHO, OUJjacHOCMUYKUX KOHMPOTHUX CUCeMd, UHMme-
PAKINUBHUX KOHMPOTHUX CUCTHEMA, CUCTNeMA 8ePO8a-
Wa u cucmema ocpanuyersa). Teopujcku oxeup ce
npoeepasa kopuuthiersem 0emabHo2 eKCNIAHAMOPHOR2
Memoda cmyoduje cayuaja, padu 0asarea 002060pa Ha
UCMPAdICUBAYUKO NUTNATLE KAKO KOMNAHUJA Y 080M CIT)-
yajy Kopucmu KOHmMpOJHe cucmeme Ynpaesbard
(MCS), y cxnady ca Simonsosa uemupu n1esepa KoH-
mporne. ¥ 06om pady ce pazmampajy memnsuje u 6aiamu-
cu usmelly paziuuumux cmunosa Kopuutheroa gop-
MATHUX KOHMPOAHUX cucmema ynpasmsarwa (MCS),
Kao u uzmehy paznudumux pcma KOHMpPOIHUX CUCHe-
ma (Ha npumep, gopmannux racynpom Hepopman-
HUM), paou nogehagara pazymesaroa wupes oxeupa
YETOKYNHUX KOHMPOIHUX nakema. JJonpunoc oge cmy-
Ouje je y mome wimo 00yxeama wupu Oujanason KoH-
mpona, ykmsyuyjyhu u negpopmanue (00HOCHO, OpyutL-
meene) mexanusme, ca yumsem obezbehusara
ceeobyxsammuuje ananuse, 3a pasiuxy oo eehune npe-
MXOOHUX cIyouja HenpeosuleHux oKoTHOCmu, Koje ce
goxycupajy Ha oepanuienuju Oujanazorn KOHMpOoIa.

Kuyune peuu: cucmemu sepogarsa, cucmemu 0oepamu-
yerba, cmyouja cayuaja, OujacHOCMuYKY KOHMPOLHU
cucmemu, UHMEPAKMUGHU KOHMPOTHU CUCTHEMU, Tle-
8epu KOHmMpoJe, KOHMPOIa YNpasbared

*) npodecop na Exonomckom daxynrery Yuusepsurera y Jbybspann, Penyonuka CroBenuja
*x) npodecop Ha Exonomckom paxynrety Yuusepsutera y Jby6imanu, Pemybnuka Crosenuja

ot npoecop pauyHOBOICTBA, (PMHAHCH]A M jaBHE TIOIMTHKE U 1Ie() KaTeape pauyHOBOJCTRA,

UDK 005.52;
658.513
OpHrHHAIHI HAay9IHH paj

The use of levers of control:

a case study

Abstract

We study management control from the Simons’
four levers of control framework point of view (i.e.
diagnostic control systems, interactive control
systems, beliefs systems, and boundary systems). The
theoretical framework is tested by the use of an
in-depth explanatory case study method to answer
the following research question: How are MCS
deployed by a case company according to Simons’
four levers of control and how does a company use
them? The paper looks at tensions and balances
between different styles of use of formal MCS, as well
as between different types of control systems (e.g.
formal vs. informal) to enhance understanding of the
broader framework of overall control packages. The
study’s contribution is that it incorporates a wider
range of controls, including informal (i.e. social)
mechanisms, to provide a more comprehensive
analysis, as opposed to the majority of prior
contingency studies focusing on a more limited
range of controls.

Key words: beliefs systems, boundary systems, case
study, diagnostic control systems, interactive control
systems, levers of control, management control

(unancuja u pusnxa Ha [locnosHoj mkom Karedonuja y I'nazrosy, Illkorcka
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Yeoo

CucTeMH KOHTpPOJIC YIIPaBJbamka Cy CUCTEMH 3a
yTHI[AKC HA JbYACKE HANOpe y OKBHPY KOMIIaHH]je
(Flamholtz em en. 1985; Langfield-Smith 1997). 3a
CBpXE OBOT' pajia, CHCTEM KOHTpOJIE yIpaBJbamba IHpe
je neduHHCcaH Kao CHCTEM KOjU MPEHOCH KOPHCHE HH-
¢dopmarje paan noMohy pyKOBOAHOLMMA Y TIOCITY H
JIOHOIIICHY OIUTyKa pay epUKaCHOT ¥ e(peKTHBHOT TI0-
CTH3amba KEJbEHUX OPraHU3aIMOHKX 1MJbeBa (BUIACTH
takohe: Anthony & Govindarajan 2001; Lang-
field-Smith 1997; Otley 1999). [ledunutmja koHTPOI-
HUX cHcTeMa yrpasibamba (MCS) y oBoM pagy o0yxBa-
Ta ¥ hopMaHe U HeopMaTHE PYTHHCKE PAIHE U TI0-
cTynke O0asupaHe Ha uH(poOpMalMjaMa Koje Cyxke 3a
MoryhHOCT wWcTpakuBama ~’KOHTPOJHOT —MakeTa”
(Otley, 1980, 1999) y notmiynoctu. Kao pesynrar, koH-
TPOJIHM cHCTeMH yrpasibamkba (MCS) oOyxBarajy u
smmudy (Merchant 1985), xiancky konTpoiy (Ouchi
1980) u cucteme 3a Mepeme neppopMaHCcH YOIIITE,
KOMOHMHAIIMjOM M (PUHAHCHjCKUX W HE(PHHAHCH]CKHUX
uHdopMaimja. Y OBOM pajay, KOHTPOJHH CHCTEMH
yrpasibama (MCS) ce He nedunumTy mpema o0enex-
JjUMa BHXOBOT TEXHUYKOT Au3ajHa. OHU ce IeUHHILY
npemMa TOMe Kako PYKOBOJIMOLIM KOPHCTE OBE CHCTEME
3a JIOHOIIICH-C O/ITyKa Y TIPOIIECY YIpaBibamba nepgop-
MaHcama opraHuzalyje.

[poy4aBaMo KOHTPOITY yIIpaBJbamka ca CTAHOBHIII-
ta Simons-oBor (1995a, 19956, 2000) oxBHpa YeTUpH
nieBepa koutpone (Buaetu: Cnuka 1y onesbky 2). Ue-
TUPH JIEBEpa KOHTPOJIE CE CACTOje OJI; TUjarHOCTUUKUX
KOHTPOJIHHUX CUCTEMA, HMHTCPAKTHMBHHUX KOHTPOIHUX
CHCTEMa; CHCTEMa BepOBamba M CHCTEMa OTPaHNUYCHA.
Y Simons-oBom (19950) okBupy JieBepa KOHTPOJIE ce
KoMOHHYje (OKyCHpame Ha CTparertjy, y3 mupe mo-
cMaTpame KOHTPOITHUX MeXaHH3aMa KOjH Ce MOTY KO-
PHCTHTH 3a MMIUIEMEHTanujy crpareruje. Kontpomna
MOCJIOBHE CTPATErHje Ce MOCTHKE HHTETPHCAEM OBa
YeTHpH JieBepa KoHTpoiie. Moh OBHX JieBepa y UMIIe-
MEHTALMjU CTpaTeTHje He JIEKH y TOME KaKo Ce CBAKH
071 FbIX KOPUCTH IOjEIMHAYHO, Beh y HauMHy Ha KOjU ce
oHU Mel)yCOOHO HaJIONy bY]y Kajla Ce KOPHCTE 3ajS/THO.
Oga yeTHpH JIeBEepa CTBApajy TCH3U]y U3Mel)y KpearTus-
HE MHOBAIIWj€ U MPEBUIMBOT KpeTama Iiijba. OBa TeH-
3Wja 3aXTeBa O] PyKOBOIMIIANA ePEKTUBHIX KOMITAHH-
ja 11a 3Hajy Kako Jia MOCTUTHY U BUCOK CTEIICH yucHa
(MHOBaIM]y) U BUCOK CTENEH KOHTpoJie (€pUKaCHOCT -
Simons 2000).

Teopujcku OKBUP ce TIpoBepaBa KopHIIhemheM Jie-
TaJbHOT KCIUIAHATOPHOT METO/Ia CTYJIUjE CITydaja paau
ozmroBopa Ha cienehe MCTpakuMBadko mutame: Kako
KOMIIaHHja y OBOM CJTy4ajy KOPUCTH KOHTPOJTHE CHCTe-
Me ynpaBibama (MCS) y ckimamy ca Simons-oBa

1. Introduction

Management control systems are systems for
influencing human endeavour within the company
(Flamholtz et al. 1985; Langfield-Smith 1997). For the
purposes of this paper, management control system is
defined broadly as a system conveying useful
information to assist managers in their jobs and
decision-making to efficiently and effectively achieve
desired organisational goals (see also: Anthony &
Govindarajan 2001; Langfield-Smith 1997; Otley
1999). The definition of MCS in this paper embraces
both formal and informal information-based routines
and procedures for being able to investigate the
“control package” (Otley, 1980, 1999) in its entirety.
As a result, MCS involve both personal (Merchant
1985), clan control (Ouchi 1980) and performance
measurement systems in general, combining both
financial and non-financial information. In this work,
MCS are not defined by their technical design features.
They are defined by how managers use these systems
for decision-making in the process of organisational
performance management.

We study management control from the Simons’
(1995a, 1995b, 2000) four levers of control framework
point of view (see: Figure 1 in section 2). The four
levers of control consist of: diagnostic control systems;
interactive control systems; beliefs systems and
boundary systems. The Simons’ (1995b) levers of
control framework combine a focus on strategy with a
wider view of the control mechanisms that can be
utilised to implement strategy. Control of business
strategy is achieved by integrating these four levers of
control. The power of these levers in implementing
strategy does not lie in how each is used individually,
but rather in how they complement each other when
used together. These four levers create tension between
creative innovation and predictable goal movement.
This tension requires managers of effective companies
to know how to achieve both high degrees of learning
(innovation) and high degrees of control (efficiency)
(Simons 2000).

The theoretical framework is tested by the use of an
in-depth explanatory case study method to answer the
following research question “How are MCS deployed
by a case company according to Simons’ (1995a) four
levers of control and how does a company use them?”
Our empirical research involves a longitudinal element
and studies the operation of a set of control systems
over a period of time, enabling the inter-relationship
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Cauxa I - Yemupu nesepa xoumpone / Figure 1: Four Levers of Control

4 )
Beliefs Systems Boundary Systems
Core Values Risks to be Avoided
| Bussines l
| Strategy |
. o Critical Performance
Strategic Uncertainties —> .
Variables
Interactive Control Systems Diagnostic Control Systcms
\\ J

H3Bop - Simons 1995a

Beliefs system — cucrem BepoBama
Core values — CyIITHHCKE BPSTHOCTH
Strategic uncertainties — cTpareIike HeM3BECHOCTH

Interactive control systems — HHTEpAaKTHBHH KOHTPOJIIHA CHCTEMH

Business strategy — ocJioBHa cTpareruja

Boundary systems — cucremu orpaHuuema

Risks to be avoided — pusuim koje Tpebda n3dehu
Critical performance variables — kputnuHe Bapujadiie

(1995a) wernpu neBepa konTpose? Hame emnupujcko
HUCTPAKUBALC O6yXBaTa JIOHTUTYIUHAJTHU CJICMCHT U
npoyuaa (yHKIIMOHHCAHE HU3a KOHTPOITHUX CHCTEMa
TOKOM ofipeljeHor BpeMeHCKor' Tepuona, oMoryhasa-
jyhu mehycobnm omHoC M3Mel)y enemeHara pasiiiyu-
THX KOHTPOJIHUX CHCTEMa KOju Tpeba J1a ce UCITUTAjy 1
o0jacHe.

Ha oBaj HaumH, MOTY J1a C€ UCTPAXKY]y M XUIIOTE3E
M MOCIenIIe n300pa KOHTPOIHKUX cucTeMa. [Ipumikom
onabupa KOMITaHHWje 3a OBY CTYIH]y, IJb HUje OHO 1a
JIOKyMEHTYjEeMO TpPOCeYHy Mpakcy, Beh na ca3Hamo
WHOBATUBHY, HajMOJEPHHU]Y U HAjOOJBY mpakcy. Kom-
MaHWja U3 OBE CTY/HUje CIIy4aja je BeJIHMKa CIOBEHAYKa
npou3BonHa kommnanuja — Trimo Trebnje, m.a. (y na-
JbeM TeKcTy Trimo) ucTpakuBaHa TOKOM MEpHUOAa O
1992. 10 2004. romune. Trimo je romuaama Bozieha ciio-
BCHaYKa KOMIIaHHja 3a MPOU3BO/IbY M CKJIaIamhe MOH-
T@KHHUX YETTMYHUX KOHCTPYKIHja U je[aH Ol HajBax-
HHUjUX E€BPOICKUX MpoH3Bohaya MOHTKHHUX Kyha u
KoHTejHepa. To je KoMIaHWja ca CEAUIINTeM Y
CroBeHHjH KOja je OCTBapHIia CBOjy MOCIOBHY BH3HjY

between different control systems elements to be
examined and explained. In this way, both the
antecedents and consequences of control systems
choices can be explored. When selecting a company for
this study, the goal was not to document average
practice but rather, to learn about innovative,
leading-edge best practice. The case study company is
a large Slovenian manufacturing company - Trimo
Trebnje, d.d. (hereafter Trimo) investigated during the
period 1992 —2004. Trimo, for many years, has been
the leading Slovenian company for the production and
assembly of pre-fabricated steel constructions and one
of the most important European manufacturers of
pre-fabricated buildings and containers. It is a
Slovenia-based company which has achieved its
business vision of becoming the leading European
company offering complete solutions in the area of
steel buildings.

The paper is organised as follows. A literature
review on levers of control framework is provided in
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Ja moctane Bojeha eBpOICKa KOMITaHWja Koja HyIH
MOTITyHA PelIeha y 00acTH YeTMYHNX KOHCTPYKIIHja.

Ogaj paj je opranuszosaH Ha ciieniehn Hauus. [Iper-
JIel TUTeparype O OKBHPY JieBepa KOHTPOJE je JiaT y
onesbky 2. Onesbak 3 je METOJIOJNONIKH U Y BeMy Ce
YBOJIE MCTPOKUBAYKH METOIU CTYIHUje CiIydaja Koje
CMO KOPHCTHIIM TOKOM Mpoy4aBama. Pesynraru ucrpa-
KHBama Cy NpeJCTaBIbeH! y ofieJbKy 4. Jlarba qucky-
cHja M TyMauyewe pesysiTaTa MUCTpaXhBamba cliefie y
0JIeJBbKY 5. Y 071eJbKy 6 Cy 1aTy KOHAYHM 3aKJbYYIIH.

1. Okeup nesepa konmpone

Simons (1987, 1990, 1991, 1994) je npeacraBuo
HU3 ciIydajeBa KOju JOMPUHOCE TEOPUjU O HAYMHY Ha
KOjU BUIIM PYKOBOJHOIIM MOTY JIa KOPHCTE KOHTPOJIE
3a MIMIUIEMEHTAIIU]y U pa3B0j CTpareruje, Koju ¢y Kyi-
MHHHPAJIM HCTOBOM KHBHIOM Jlegepu KoHmpone
(Simons 19956), y k0joj je 1a0 MprKa3 HAYMHA HA KOjU
KOHTPOJIC YIIPaBJbatha MOTY Jia IONPHHECY e(EeKTHUB-
HOj IMIUIEMEHTALIU]H CTpaTeruje. Simons je TBPIAHO a
OHO IIITO j€ BAKHO HHje MICHTU(HKAIIM]a KOHTPOIA T10-
Be3aHUX ca onpeheHum crparernjama, Beh mocsehmsa-
e MAKEE PYKOBOJICTBA THM KOHTpOJIaMa. YBeo je ue-
TUPH KJbYYHE HJICj€ KOj€ CE MOPajy aHAJIM3UPATH U pa3-
YMETHU Oa 6I/I C€ YCIICHIHO UMITJICMCHTHPAJIa CTpareru-
ja: CYIITHHCKE BPEIHOCTH; PU3HUIIM KOje Tpeda m3dera-
Bary; KpUTUYHE Bapujallie nep(opmMaHCH U CTpaTelike
HensBecHoCTH. CBaKy H/ejy KOHTPOJIHMILE Pa3THIUTH
CHCTEeM, WM JIeBep, 4Mja yrmorpeda MMa pasjinduTe
nmrutkaipje. OBu sieBepu cy (Simons 1995a):

e  CHCTEMH BEpOBama KOjU CC KOPHUCTE JIa MHCITH-
PHILLY ¥ yCMepE OTpary 3a HOBUM IIPUIMKAMa,

e  CHCTEMH OTPaHHYCHA KOjU CE KOPHCTE 3a IO-
CTaBJbae OTPaHHUYCHHA y MOHAIAKbY OpPH]jCH-
THUCAHOM Ka TPaKeHy MPHUIINKA;

. JIMjarHOCTUYKN KOHTPOJTHHU CHCTEMH KOjH Ce
KOpHCTE 32 MOTHBAIIH]y, Tpaheme 1 HarpalhuBa-
e OCTBapema oApeheHnX IbeBa;

. WHTEPAKTUBHHU KOHTPOJIHU CUCTEMH KOJH C€ KO-
pHCTE 3a TOJICTUIIAE UCTPAKUBAHA U YUCHA,
omoryhyjyhu HOBHM cTparerujama sia ce jas-
Jbajy OHAaKO KaKo YUECHHULH Yy OpraHH3alHju
O/iroBapajy Ha youeHe IpHINKe U npetme. Kao
YEeTBPTH JIeBep KOHTPOJIE, OBH CUCTEMH (HOKY-
CHpajy MaXkiy Ha CTPaTelIKe HEU3BECHOCTH U
omoryhagajy oOHaBJbame CTpareryja.

Simons (19956) opranm3yje MHCTpYMEHTE KOH-
TPOJHUX cHcTeMa yrpaBibamba (MCS) y koxepeHTaH
MOJIENT Ha3BaH JieBepH KOHTpose . UeTupu neBepa
KOHTpoOJIe cy Tpaduuky nprikazanu Ha Ciunu 1. Kon-

section 2. Section 3 is methodological, introducing the
case study research methods that we used in the study.
Research results are presented in section 4. Further
discussion and interpretation of the research results
follow in section 5. In section 6 we provide our final
conclusions.

1. Levers of Control Framework

Simons (1987, 1990, 1991, 1994) presented a
series of cases that contribute to a theory of how senior
managers can use controls to implement and develop
strategy, which culminated in his book ‘Levers of
Control’ (Simons 1995b), where he has outlined how
management controls can contribute to effective
strategy implementation. Simons argued that it is not
the identification of controls associated with particular
strategies that are important, but the distribution of
management attention among controls. He introduced
four key constructs that have to be analysed and
understood in order to implement strategy
successfully: core values; risks to be avoided; critical
performance variables and strategic uncertainties. Each
construct is controlled by a different system, or lever,
the use of which has different implications. These
levers are (Simons 1995a):

« Beliefs systems used to inspire and direct the
search for new opportunities.

e Boundary systems used to set limits on
opportunity-seeking behaviour.

« Diagnostic control systems used to motivate,
monitor and reward achievement of specified
goals.

e Interactive control systems used to stimulate
search and learning, allowing new strategies to
emerge as participants throughout the
organisation respond to perceived
opportunities and threats. As a fourth lever of
control, these systems focus attention on
strategic uncertainties and enable strategic
renewal.

Simons (1995b) organises MCS tools into a
coherent model called “levers of control”. Four levers
of control are graphically depicted in Figure 1. Control
of the strategy is achieved by integrating these four
levers of control.

Diagnostic control systems are formal information
systems that managers use to monitor organisational
outcomes and correct deviations from pre-set standards
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TpoJia CTpaTeruje ce MOCTUKE NHTETPUCAEM OBa de-
TUPU HUBOA KOHTPOJIE.

JIMjarHOCTUYKK KOHTPOJIHU CUCTEMH Cy hopmait-
HU MH(GOPMAIIMOHU CUCTEMH KOjé PYKOBOIHUOIM KO-
pucre 3a npahembe OpraHu3alOHUX UCXO0/1a U HCTIPaB-
Jbame OJICTyTama O]l YHAIPE/I OCTaBJbEHUX CTaH/Iap-
na nepdopmancu (Simons 19950). Pykoromuoiw cy
MPBEHCTBEHO 3aMHTEpECcOBaHH 3a npaheme ITujarHoc-
TUYKHUX KOHTPOJTHMX CHCTEMa KOjU M3BEIITaRa]y BapH-
jaHce 0 KpUTHYKUM Bapujabnama nepdopmancy — ak-
TOpa KOji MOpajy Jia ce 0CTBApE WM yCIEHIHO UMILIe-
MEHTHpAjy Ja OM HaMepaBaHa cTpareruja mnpenayseha
ycrena. JenmHa ofl TIABHUX HAMEHA JIMjarHOCTHYKUX
cucTeMa je Jia ce eMMMUHHMILE TePeT CTAIHOT npahermba
KOjH JISXKH Ha PYKOBOJIMOITY. YMECTO CTaJIHOT npaherba
Pa3IMUMTHX MHTEPHUX MpoIieca U nopelhema pesyinra-
Ta ca caJallbiM UCXOIMMA U IIIJBEBUMA, PYKOBOIHO-
M 100Mjajy IeproAMYHE M3BEIITaje O U3y3elnuMa O
Pa3IMUMTHX IPyIia 3aM0CICHHX (Ha IPUMep, aHATUTH-
4apa, padyHOBOha).

WHTepaKTUBHH KOHTPOJIHU CUCTEMH CY (OpMaTTHA
MH(OPMAIMOHU CUCTEMH KOj& PYKOBOIHOIM KOPUCTE
Kaxko OM PEeIOBHO M JIMYHO YYECTBOBAIIN Y TOHOILCHY
omtyka cBojux nonpehennx. [lomohy mux, Buiie py-
KOBOJZICTBO Y4YeCTBYyje y ofuTykama nonpehenux u ¢o-
Kycupa Naxmy U ca3Hamba OpraHHu3alyje Ha KibydHa
cTpaTelka nurtama. CBako Cpelme W BENUKO Tpe-
y3ehe uma Besky Opoj OpMaTHUX CHCTEMA 33 Mepe-
e niepopMaHCH 1 KOHTPOITY — IUIAaHUpabE MPoQuTa
u OylieTcke cucTeMe, paayHOBOACTBO TPOIIKOBA, H30a-
JIaHCHUpaHe CKOpOBe, cucTeMe 3a mpahiemhe MpojeKTa 1
Taxo najbe. BelinHa oBuX crctema ce KOpUCTH qHjar-
HOCTHYKHU. Paznnka m3mel)y AWMjarHOCTHYKHUX M MHTE-
PaAKTUBHHUX KOHTPOJIHUX CUCTEMa HUje Y 00eNeKjuma
HHXOBOT TEXHUYKOT IM3ajHa, Beh y HaYnHYy Ha KOJHU py-
KOBOZIMOIIM KOpHcTe oBe cucteme. CamMo HajBUILH PY-
KOBOJIMOIIM MOTY JIa IOHECY OIUTYKY O TOME KOje KOH-
TPOJTHE CHCTEME JKeJie Jla KOpHCTe HHTEPAKTUBHO, Ha
OCHOBY CBoje Bu3uje OymyhHocTu mnpemy3eha u cBor
nryHOT ocehaja cTparelkux Hen3BecHOCTH. Luib je
Jla MHTEPaKTUBHU CHCTEM OyJie jeAHOCTaBaH, Tako Ja
JOKyMeHTaluja u GopMyniapy He IOCTaHy BaXKHHUJH O]
HETIOCPEIHOT Injajiora U IUIaHupamba JIeNoBamba.

WHTEepaKTUBHH KOHTPOIIHA CUCTEMH Cy CHCTEMH
Mepema KOji ce KOPHUCTE 3a (DOKycHpame MaKmbe Ha
rH(pOpMaIIMje KOje Ce CTATHO MEHhajy, a 3a KOj& HajBH-
I PYKOBOJIMOLIM CMAaTpPajy Jia Cy OJ CTPATeIIKe BaK-
HOCTH. 3a Pa3uKy Of IMjarHOCTUYKUX KOHTPOJIA, OHO
IITO KapaKTEpPHIIIe HHTEPAKTUBHE KOHTPOJIE j€ BHCOK
crereH ydemrha BHUIIEr pykoBoacTBa. Hajeumm pyko-
BOJIMOLIM Y€CTO M PEIAOBHO 00pahajy Makey Ha UHTE-
PaKTHBHE KOHTPOJIHE CUCTEME U JINYHO CE YKIbYUY]y Y

of performance (Simons 1995b). Managers are
interested primarily in monitoring diagnostic control
systems that report variance information about critical
performance variables - those factors that have to be
achieved or implemented successfully for the intended
strategy of the business to succeed. One of the main
purposes of diagnostic systems is to eliminate a
manager’s burden of constant monitoring. Instead of
constantly monitoring a variety of internal processes
and comparing results with preset targets and goals,
managers receive periodic exception reports from
different staff groups (e.g. analysts, accountants).

Interactive control systems are the formal
information systems that managers use to involve
themselves regularly and personally in the decisions of
subordinates. Through them, senior managers
participate in the decisions of subordinates and focus
organisational attention and learning on key strategic
issues. Any medium- to large-size business has a
multitude of formal performance measurement and
control systems - profit planning and budgeting
systems, cost accounting, balanced scorecards, project
monitoring systems and so on. Most of these systems
are used diagnostically. The difference between
diagnostic and interactive control systems is not in their
technical design features, but in the way managers use
these systems. Only top managers can decide which
control systems they desire to use interactively, based
on their vision of the future for the business and their
personal sense of strategic uncertainties. The objective
is to keep the interactive system simple, so that
paperwork and forms do not become more important
than face-to-face dialogue and action planning.

Interactive control systems are measurement
systems that are used to focus attention on the constantly
changing information that top-level managers consider
to be of strategic importance. In contrast to diagnostic
controls, what characterises interactive controls is senior
managers’ strong level of involvement. Top managers
pay frequent and regular attention to interactive control
systems and become personally involved in them.
Furthermore, this pattern of attention signals the need for
organisational members to pay frequent and regular
attention to the issues addressed by the interactive
control systems. Through interactive control systems,
top managers send messages to the entire organisation in
order to focus attention on strategic uncertainties.
Consequently, interactive control systems put pressure
on operating managers at all levels of the organisation
and motivate information gathering, face-to-face
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wux. [lITaBuiie, oBaj 0ONMK NaXHkHE YKa3yje Ha MOTpe-
Oy Ja 4YJaHOBM OpraHU3alldje 4YeCTO W PEIOBHO
oOpahajy maxmy Ha nuTama KojuMa ce 0aBe MHTEepaK-
THUBHHU KOHTPONHH cucTeMu. [Tomohy nHTEpakTHBHIX
KOHTPOJIHMX CHUCTEMa, HAjBHUIIM PYKOBOIMOLM IAJbY
MOPYKE YMTABOj OPTraHU3aIMjH ca InJbeM (DOKycHpama
NaXHE Ha CTPATEIIKe HEM3BECHOCTH. YCIIe] Tora, HH-
TEpaKTUBHU KOHTPOJIHHU CUCTEMH CTaBJbajy MPHTHCAK
Ha OICPaTUBHE PYKOBOAMOIIC HA CBUM HMBOMMaA Opra-
HU3alMje ¥ MOTUBHIILY CaKyTlbarbe HHpOpMallnja, He-
nocpesan aujaiior u aedary. Kako ydecHuIM y untagoj
OpraHU3alMjy pearyjy Ha YOueHe MPUIIKe U MPETHeE,
CTHUMYJIMIIIE CE OPraHU3aIMOHO y4YCHe, HACTAjy HOBE
uzaeje u crpareruje. Ha oBaj HaYMH, MHTEPAKTHBHU
KOHTPOJTHM CUCTEMH yCMepaBajy u 06e30elyjy uHmyT
3a MHOBAaLMje B (OpPMHUPake HOBHUX CTpaTeryja.

JIMjarHOCTUYKK KOHTPOJIHU CHUCTEMH U WHTEpaK-
THBHH KOHTPOJIHA CHCTEMH 3ajeIHO (DYHKIIMOHHIITY J1a
Ou oMoryhrim UMIUIEeMEHTALN]y TaHAIEbE CTPaTeru-
je, IOK y UCTO BpeMe oMoryhaBajy KOMITaHH]U Jia CE 110-
3UIIMOHKPA Ha Cy TPAIIE-EM TPIKHIITY KOje ce Mera. Ha
MpUMep, Bper yka3aTy Ha To Kako cy Kaplan u Norton
(2001) umcrakm BaskHOCT KopHmhema u30agaHcupa-
Hor ckopa (BSC) kao MHTepaKTHBHOT KOHTPOJIHOT CHC-
Tema. JacHo je J1a KOMITaHKja Mopa J]a UMa HEKOT UCKYC-
TBa Ca APYI'M KOHTPOJIHMM CUCTEMHMaA IPEC HEIO IITO
Ha OBaj HAYMH [TOYHE J]a KOPUCTH M30aIaHCUPAHU CKOP
(BSC). Kaplan u Norton (2001) TBpze na cy Aujarsoc-
TUYKH CUCTEMU, CUCTEMU OI'paHNYCHa 1 MHTCPHU KOH-
TPOJIHM CUCTEMU CBU HCOIIXOAHU, aJIM Aa HE MOI'y Ia
CTBOpE OpraHM3allMjy Koja y4u MoBe3aHy ca (oKycH-
paHoM cTparerujoM. Hekn Heycriecu y UMILIEMEHTa-
1uju u3danancupanor ckopa (BSC) cy nacranu ycnen
TOra IITO Cy OPraHK3alNje KOPUCTUIIE CBOj CKOP CaMo
JIMjarHOCTUYKK W HUCY ycIielie 1a I0OHjy KOPHCTH O
HMHTEPAKTUBHOI CUCTEMA Y CMUCILY Y4€H-a U HHOBAIU-
ja. TeHepanHu AUPEKTOPH YCIENTHUX KOMIIAaHWja Koje
cy ycojuiie nzdanancupanu ckop (BSC) cy ycnenu jep
CY KOPHCTHITU CKOP HHTEPAKTUBHO, 32 KOMYHUKALIH]y H
3a MOJICTHIAKkE Yuera U yHanpehemwa. OHu cy mocrta-
BWIH IIEJIOKYIIHY CTPAaTeTHjy ¥ OH/Ia OJACTHIIANH JbY/IC
y OKBUPY OpraHM3alifje Ja WICHTU(HKY]Yy JIOKAIHE
MOCTYyNIKE ¥ WHHLMjaTUBE Koje OM mMmaie Hajehu
YTHIIAj HA IOCTHU3abE INJbEBA CKOPA.

[lopen nMjarHOCTUYKUX W WUHTCPAKTUBHHUX KOH-
TPOJHHUX CHUCTEMA, HOCTOje n CUCTCMH BE€pOBamba U
cHCTeMHU orpaHuuema. Simons (19956) tepau na cy
KOMITaHHj€ TOJJMHaMa KOPUCTHIIE CHCTEME BEpOBamba Y
Haropy J1a JeTaJbHO (hOPMYIIHUIITY BPSTHOCTH H CMEp
KOje BHIITH PYKOBOIHOIM KEJTE J1a FhIXOBH 3aIl0CIICHH
npuxsare. HajBUIIIH PYKOBOMOIHM CE€ CBE BHIIIE OCIa-
Hajy Ha OBJIaIIiieHe 3anoCiicHe Y IHJby CTBapama HO-
BHX HJI€ja 3a TOCTH3aibe KOHKYPEHTHTE MPETHOCTH.

dialogue and debate. As participants throughout the
organisation respond to the perceived opportunities and
threats, organisational learning is stimulated, new ideas
flow and strategies emerge. In this way, interactive
control systems guide and provide input to innovation
and to the formation of emergent strategies.

Diagnostic control systems and interactive control
systems work together to allow the implementation of
today’s strategy, while at the same time allowing the
company to position itself for tomorrow’s changing
marketplace. For example, it is interesting to note how
Kaplan and Norton (2001) point out the importance of
using the Balanced Scorecard (BSC) as an interactive
control system. It is clear that a company has to have
some experience with other control systems before it
can exploit the BSC in this way. Kaplan and Norton
(2001) argue that diagnostic systems, boundary
systems and internal control systems are all necessary,
but they do not create a learning organisation aligned to
a focused strategy. Some BSC implementation failures
occurred because organisations used their scorecard
only diagnostically and failed to get the learning and
innovation benefits from an interactive system.
Managing Directors of successful BSC adopters
succeeded because they used the scorecard
interactively, for communication and to drive learning
and improvement. They set the overall strategy and
then encouraged people within their organisation to
identify the local actions and initiatives that would have
the highest impact for accomplishing the scorecard
objectives.

Besides diagnostic and interactive control systems,
there are also beliefs and boundary systems. Simons
(1995b) argues that companies have used beliefs
systems for years in an effort to articulate the values and
direction that senior managers want their employees to
embrace. Top-level managers rely increasingly on
empowered employees to generate new ideas to
achieve competitive advantage. Therefore, participants
from all parts of an organisation need to understand, as
clearly as possible, the company’s purposes and
mission (Simons 1995a). The statements achieve their
ends only if employees believe, by watching the
actions of senior managers, that the company’s stated
beliefs represent deeply rooted values. Indeed, some
managers do not adopt missions and credos out of any
real commitment, but because they seem fashionable.
However, managers who use their missions as living
documents — as part of a system to guide patterns of
acceptable behaviour — have discovered a powerful
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Crora y4ecHHITU U3 CBUX JICJIOBA OpraHu3aiiyje Tpeda
Jla pasymejy, IITo je jacHuje Moryhe, CBpXy ¥ MUCH]Y
kommanuje (Simons 1995a). Caommrema ocTBapyjy
CBOj IMJb CaMO aKO 3allOCJICHH BEpY]y, MOCMAaTPameM
MOCTyIaKa BUILIMX PYKOBOIWJIAIA, 1a U3HETa BEpOBa-
Ba KOMIIAHUje TPENCTaBbaj)y ITyOOKO YKOPEH-CHE
BPEIHOCTH. 3aucTa, HEKU PYKOBOJIMOIIM HE YCBajajy
MICH]je M KpeZla U3 cBake cTBapHe mocsehenoctw, Beh
3aTo IITO M3MIeAajy MozepHo. Mmak, pyKoBOIMOIM
KOjH KOPHCTE CBOj€ MUCH]€ KA0 KHBE IOKyMEHTE — Kao
JIe0 CHUCTEMa ya yCMepaBame MOJesa MPUXBAT/bUBOT
MOHAIIaka — Cy OTKPWJIM MohaH JieBep KOHTPOJIC.
EdexTrBHH pyKOBOIMOLM TOKYILIABA]Y 1a HHCIIHPHUIILY
JbYJIC Y YMTABO] OpraHU3aIMji aKTUBHUM CaOIIIITaBa-
M CYILITHHCKHX BPETHOCTH U MHUCH]a.

Orpanuuerma y MOAEPHHM OpraHHu3alujama cy
YMETHYTa y CTaH/ap/ie CTHYKOT IOHAIIakha U KOJIEKCe
noHamama. Jbyncka 6uha cy MHBEHTHBHA U, Kajla UM
ce Mpe/cTaBe HOBE MPHIIMKE WITH H3a30BHE CHTYaIIH]e,
OHH YECTO TPKE HOBE HAYMHE 32 KPEHPAhE BPEITHOC-
TH WIM NPEBa3WIaKeHhe Npernpeka. A opnanhemne,
MOCTICIIICHO WHCITUPAIMjOM U Harpajgama 3a nepgop-
MaHce, HUKaJia He Tpeba Jia ce TyMadu Kao Jia ce To/I-
pehenoM naje ~’OmaHKo Yek” J1a ca ’bUM pajiy 1ITa ToJ
nokenu. Jbyam oOM4HO jkese 1a ypajie npasy CTBap
MOCTYIajy €THYKHU Y CKIIAJy Ca YCTAaHOBJBEHUM MOpaJl-
HUM KofekcuMma. MeljyTum, MpUTHCIN 3a TIOCTH3ambe
BUIIMX pe3y/iTara MOHEKaJl J0j1a3e y CyKoO ca CTpUK-
THHjUM KOJIEKCHMa TMOHaIIamba. 300T UCKyLIeHha U
NPHUTHCKA HA PaJJHOM MECTY, [0jE/IMHIH TOHEKa| Of1a-
Oepy aa npekpiie npasiia. He Tuay ce ca orpanuue-
Ha CTaHJap/ia eTHYKOr NoHaIama. CTparerika orpa-
HHUYEHa CY, Ha TpuMep, GoKycrpaHa Ha 00e30ehuBambe
TOra Jia Jbyau M30erapajy NMpUIMKe Koje O Morie Ja
yMame KOHKYpEHTHY mo3unujy npemayseha (Simons
1995a). ®dyHkuuonuyhu 3ajeiHo, CHCTEMHU OrpaHH-
Yera  CUCTEMHU BEpOBamba PE3yNITHPajy TMHAMUYHOM
TeH3ujoM n3Mel)y moceheHoCTH U KaxKbaBama. 3ajel-
HO, OBH CUCTEMH YCIIOCTaBJbajy Mpapail, MOTUBHUIIY 1
HUHCIIUpUIILY W IOTUTE OO HOTGHHI/IjaﬂHO IITETHOI
OIIOPTYHUCTUYKOT IIOHAIIAKA.

JleBepu KOHTpOJIE MOTY Ja TIOMHPE TEH3Hje
n3mel)y nHosanyje u epukacHocT. CHCTEMH OrpaHu-
YeHha Ce y BEJIMKO] MEPH Mepe IpeMa KOHTpoJiama H JTi-
mutrMa. Melytum, onn Takohe ofpakarajy u yueme,
jep TMPEeTXOIHE TPEIIKe ¥ TAKTUYKH MOTe31 KOHKY peHa-
Ta JUKTHPA]y NPHIAroIJbUBO MOCIOBHO MMOHAIIAKE U
cTparelika orpaHnyerba. [IMjarHoCTHYKH KOHTPOIHU
CHCTEMH jaCHO HaIJiallaBajy KOHTPOJTY U e(DUKaCHOCT.
Ca apyre cTpaHe, TOCTaBIbabE IUIbEBA, MEPEHHE HCXO-
71, UCTIPaBJbahE BapHjaHCH U JIONIEJbUBAILE HATPAJIa,
o0yxBarajy elneMeHTe WHOBalHje U yuewa. MHTepax-
TUBHU KOHTPOJIHM CUCTEMHU Takohe 00yxBaTajy U KOH-

lever of control. Effective managers seek to inspire
people throughout their organisations by actively
communicating core values and missions.

The boundaries in modern organisations are
embedded in standards of ethical behaviour and codes
of conduct. Human beings are inventive and, when
presented with new opportunities or challenging
situations, they often search for ways to create value or
overcome obstacles. But empowerment, fuelled by
inspiration and performance rewards, should never be
interpreted as giving subordinates a blank cheque to do
whatever they please. People generally want to do the
right thing and to act ethically in accordance with
established moral codes. However, pressures to
achieve superior results sometimes clash with stricter
codes of behaviour. Because of temptation or pressure
in the workplace, individuals sometimes choose to
bend the rules. Not all boundaries concern standards of
ethical conduct. Strategic boundaries, for example,
focus on ensuring that people steer clear of
opportunities that could diminish a business’
competitive position (Simons 1995a). Working
together, boundary systems and beliefs systems result
in a dynamic tension between commitment and
punishment. Together these establish
direction, motivate and inspire, and protect against
potentially damaging opportunistic behaviour.

systems

The levers of control are capable of reconciling the
tensions between innovation and efficiency. Boundary
systems are weighted heavily to controls and limits.
However, they also reflect learning, because
competitors’ past mistakes and tactical moves dictate
the adjusting business conduct and strategic
boundaries. Diagnostic control clearly
emphasise control and efficiency. On the other hand,
setting  goals, remedying
variances and assigning rewards, involve elements of
innovation and learning. Interactive control systems
also involve both control and learning, although
learning and innovation dominate, as senior managers
use the interactive control process as a catalyst to force
the organisation to monitor changing market dynamics
and motivate debate about data, assumptions and
action plans. Over time, the information and learning
generated by interactive control systems can be
embedded in the strategies and goals that are monitored
by diagnostic control systems (Simons 2000).

systems

measuring outcomes,
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TPOJIY U YUCHE, MaJla YUCHC¢ U HHOBAIH]ja IOMUHUPA]Y,
MOIITO BHIIM PYKOBOAMOIM KOPUCTE HWHTEPAKTHBHH
KOHTPOJIHH TIPOIIEC Ka0 KaTaJln3arop Ja O Harepaiu
OpraHu3alyjy Aa Mpartd JHHAMHUKY TPKHINTa KOje ce
MEHa U MOTHBHIIIE TUCKYCHjE O MOIAIKMa, TPETIOC-
TaBKaMa M aKIIMOHUM IUTaHOBUMa. TOKOM BpeMeHa, MH-
¢dopmarje U cazHamba reHeprcaHa MyTeM HHTEpakK-
THBHHUX KOHTPOJHHMX CHCTEMa MOTY Jia C€ YMETHY Y
CTpaTervje u IMJbeBe KOjU Ce Ipare MmyTeM JHjarHoc-
TUYKHUX KOHTPOJIHUX cucTeMa (Simons 2000).

2. Memooonozuja

[lpy aHanm3u jeBepa KOHTPOJIE Y CJIOBEHAYKO]
KOMIIaHHUjH, TIOIITOBAJIM CMO METOJIOJIOTH]Y CTYIHje
cinyuaja (Eisenhardt 1989; Yun 2003). ¥V teopuju ce
HaBOJIM JIa C€ MPETHOCTH OBOT' METOJIa CacTOje Y BEpO-
BaTHONM J]a OH JIOTIPUHECE HACTAHKy HOBE M HaJ-
orpahene teopuje (Eisenthardt 1989). Takohe, npyru
Hayunuiti (Chenhall 2003; Ittner & Larcker, 2002;
Otley 2001) TBpae na he ce MHTCH3UBHU METOM KOJU
Ce 3aCHHMBAjy Ha pajly Ha TEpEHY MHOIO BEpOBAaTHH]jE
HAaJI0BE3aTH Ha IIHPOK JIMjara30H KOHTPOIHUX MeXa-
HHU3aMa Koje OpraHH3alnje KOPUCTe Y IPAKCH U UBPCTO
3aCHOBAaTH TEOPHjCKE Pa3Boje Ha EMITUPHjCKH YOUEHO]
npakcu. Ctora eTajbHu eKCIUTAHATOPHH METO/T CTY/IU-
je ciyuaja omoryhasa 100Hjamke JeTa/bHUX M0/1aTaKa O
kopuiiherly KOHTPOJHHX CHUCTEMa  yIpaBibarbha
(MCS), kako Ou ce no0uie Teopuje koje omoryharajy
MHOT'O BHIIIE YBH/IA U KOj& O IPEJICTaBbaJie OCHOB 32
yuerme JIpyrux kommanuja. Pajnehu Ha 0BOj cTyauju
city4aja, KopUIhieHO je BUIlIe U3BOpPa J0Ka3a, YUME j&
YCIIOCTaBJbEH JIaHall Joka3a. [lopamy cy cakyrsbaHu
nyTeM (QopManHUX U TOMy(QOopMaNTHUX HHTEPBjya M
oricepBallrja TOKOM TEPEHCKUX MoceTa U ydeliheM Ha
TpuMOBUM CTpaTelkiM KoH(EepeHIrjama, mpoyyaBa-
EM MHTEPHE M €KCTEPHE JIOKYMEHTAIIU]E U U3 CTPYU-
He yuteparype. OBo je oMOryhmio CHCTeMaruuHy U
cBe0oOyXBaTHY aHaJIH3Y.

ITomati o TpuMOBUM KOHTPOJHHMM CHCTEMHMA
yIpaBibaba CaKylJbaHU Cy W3 PasiMuMTHX H3BOPA,
yKJbyuyjyhy 1 MHTEpBjye ca HajBUILIM U CPEIEHHM Py-
KOBOJIMOIIMMA, JIOKYMEHTE KOMIIaHUje U apxuBy. Ko-
priihierme BUIIECTPYKUX M3BOpa J0Ka3a oMoryhmo je
BepU(UKaIMjy Kpo3 TpHAHTYJIAIH]y, Y K0jOj CE CacToju
cHara uctpaxuBama ciydaja (Noda & Bower, 1996).
[penmer Hajeehe 3a0puHyTOCT Ccaiallimbe CTYIMjE YK~
HUJIA je TPUAHTYJIallfja CTaBOBa M MUIILJbCHa PYKOBOIH-
Jana ca “’jaurM’”’ ToKa3uMa, J0OMjeHIM 13 JOKyMEeHTa-
muje u apxuee. [IpoTokoyioM MHTEpBjyHcama je 00e3-
OeheHo na ca cBakuM caroBopHHKOM Oymy oOpaljeHe
ucTe TeMe. BalmuqHOCT KOHCTpYKTa MojiaTaka |3 UHTep-
Bjya MOCTUTHYTA j€ MPUCTYTIOM  MCTPaXKHBama JeNo-

2. Methodology

To analyse levers of control in a Slovenian com-
pany, we have followed a case study methodology
(Eisenhardt 1989; Yin 2003). Theory states that the
strength of this method is the likelihood of it resulting
in a new or upgraded theory (Eisenhardt 1989). Also,
other scholars (Chenhall 2003; Ittner & Larcker, 2002;
Otley 2001) argue that intensive, field-based methods
are much more likely to pick up on the wide variety of
control mechanisms deployed by organisations in
practice and to ground theoretical development firmly
in empirically observed practice. Therefore, the
in-depth explanatory case study method enables the
generation of exhaustive data on the use of MCS to
yield much more insightful theories to be the basis for
the learning of other companies. When undertaking the
case study, multiple sources of evidence were used,
establishing a chain of evidence. Data was gathered
from formal and semi-formal interviews and
observations during site visits and through the
participation in Trimo’s strategic conferences, from the
study of internal and external documents, and from
professional literature. This enabled us a systematic
and comprehensive analysis.

Data on Trimo’s management control systems
were collected from various sources, including
interviews with top and middle managers, company
documents, and archival records. The use of multiple
sources of evidence enabled verification through
triangulation, which is the strength of case research
(Noda & Bower, 1996). A major concern of the present
study was to triangulate managers’ views and opinions
with ‘harder’ evidence, such as that obtained from
documents and archival records. An interview protocol
ensured that the same themes were covered with each
interviewee. Construct validity of the interview data
was pursued through an ‘action-research’ approach.
Eden and Huxham (2002) have argued that an action
research setting increases the possibility of being able
to access respondents ‘theory-in-use’, which in itself
aids validity in this type of research. The questionnaire
used and the semi-structured interviews were carefully
constructed and contained questions to elicit
information required to investigate research questions
and as such it is assumed that construct validity is high.
To avoid possible misunderstandings, respondents (top
managers) were provided with descriptions of four
levers of control from Simons’ (1995b) definitions,
translated into Slovene. A particular control system
was deemed to exert a particular influence only if this
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Bama”. Eden u Huxham (2002) TBpze 1a nocraBka uc-
TpaKMBam-a AeNoBama nmosehaBa MoryhHocT onieHe ~Te-
opuje y yrnotpeOu” caroBOpHHKa, Koja cama Io ceOu
JIOTIPHHOCH BEPOJIOCTOJHOCTH OBE BPCTE UCTPAKHBAIHA.
Kopumihenn yniTHHK ¥ IOy CTPYKTYHPaHH HHTEPBjYH
CY MXJBUBO U3pal)eHu U CajprKalii Cy IHTamba 3a JI00u-
jame nHpopmarrja moTpeOHUX 3a MPOyYaBame UCTPa-
’KUBAYKHX MIUTamba H, OIITO Cy OWIH TaKBH, CMaTPajio
Ce JIa je BIMTHOCT KOHCTPYKTA Beltika. [la Ou ce n3ber-
71 Moryhu Hecropasymu, CaroBOpHHUIMMA (HajBUILIAM
PYKOBOIMOIIMMA) Cy JIaTH OIMCH YETHPH JIeBepa KOH-
Tpose u3 Simons-oBux (19956) nedunvimja, npesese-
HU Ha CJioBeHauku je3uk. Cmarpaino ce na oapeheHu
KOHTPOJTHH CHCTEM BPIIN HAPOUHTH YTHIIAj CAMO aKo Ou
0Baj e(hekar MOrao Jia Ce YyOuM KOJ HajMame TPH Ye-
TBpTHHE caroBopHuKa. [Tofaim u3 MHTEpBjya CTaIHO Cy
YHAKpCHO yriopehBaHH ca IpyTHM U3BOPHUMa MO1aTaKa
Y YHAKPCHO IIPOBEPABAHHU Ca XPOHOJIOTMjOM aKTHBHOC-
TH ¥ joralaja HaCTAIMX y TOKY Tpajama cryamje. OBa
BpCTa TpUaHryJalyje nosehasa je HTepHY BAIIHOCT
U MOY3/IaHOCT Marepujaiia crynuje ciry4aja. Ha kpajy je
CacTaBJbEH HAIIPT U3BLIITAja O HCTPAKUBAY U OCTIAT
Jj€ caroBopHHUIIMMa Ha kKoMeHTape. M3BpiiieHa je eBaiya-
1I1ja KOMEHTapa, Jia Ou ce 00e30eamIo 1a cy uieje u
TPEIO3H U3 U3BLIITAja y CKIIaJTy Ca HCKYCTBHMA PYKO-
Boamnana. OBo je nopehaso BaMMIHOCT KOHCTPYKTa Ha-
mer ucrtpaxupama (cf. Atkinson & Shaffir 1998; Yin
2003).

3. Pezynmamu: neeepu KoHmpone
y komnanuju Trimo

HUctopuja kommanuje Trimo nountbe 1961. ronune
kaja je komnanuja Kovinsko podjetje Trebnje ocHoBa-
Ha Kao mpenysehe y ApymTBeHOM BiacHuiTBy. Ciie-
nehe roguHe je 3anoueria Jia pajiy jOIll jeiHa HOBa KOM-
nanvja — Kosunoonpema. O0e KOMITaHU]E ¥ JOIII HEKe
npyre Mambe ¢y ce 1971. roqune criojuiie ¥ popmupana
je komnanuja Trimo Trebnje. ItaBHa aKTUBHOCT HOBE
KOMIIaHHWje Ouia je Mpor3BO/hba METAITHUX elleMeHaTa
U ompeme HarpaBibeHe of1 Hephajyher dyennka. TokoMm
cnenehux roguna, Ousiia Jyrociasuja u 3emibe Tpeher
cBeTa UMase cy OpojHe MH(PACTPyKTYpHE U JIpyre
MIPOjEKTe, MITO j& CTBAPAJIO BEJIMKY MOTPaXKby 3a Tpu-
MOBHM Mpou3BoanMa. Ocamiecere rouHe POIUIOT
BEKa cy, Mely THM, JIOHeJIe KPH3y Ha M3BO3HHUM TP KHIII-
THMa 1 KOMIIaHHWja Ce CyO4mia ca MPBUM BETUKUM H3a-
30BoM. OJIroBOpHIIa j& MOJICPHH3AIIN]OM TPOU3BOIHE
JIMHYjE W YBOEHEM HOBHUX MPOHM3BOAA OTIOPHUX HA
Barpy. . TOKOM KPATKOT BPEMEHCKOT IEpHO/Ia, H3IIIe-

effect could be traced to at least three-quarters of
respondents. Interview data were continually
cross-referenced with other data sources and
cross-checked with the chronology of activities and
events that took place during the course of the study.
This form of triangulation enhanced the internal
validity and reliability of the case study material.
Finally, a draft research report was prepared and sent to
all interviewees for comment. These were evaluated in
order to ensure that reported ideas and propositions
aligned with managers’ experiences. This increased the
construct validity of our research (c¢f. Atkinson &
Shaffir 1998; Yin 2003).

3. Results:
Levers of control in Trimo

Trimo’s history began in 1961 when the company
“Kovinsko podjetie Trebnje” was founded as a
socially-owned enterprise. The next year saw the
beginning of another new company —
“Kovinooprema™. In 1971, both companies and some
other smaller companies merged to form “Trimo
Trebnje’”. The main activity of the new company was
the production of metal elements and equipment made
from stainless steel. In the following years, the former
Yugoslavia and third world countries had many
infrastructure and other projects, creating a high
demand for Trimo’s products. The 1980s, however,
brought about crises in the export markets and the
company faced its first major challenge. It responded
with the modernisation of its production line and the
introduction of new fireproof products. For a short time
it seemed that the company had overcome its problems,
but in 1991 Slovenia became independent and the
former multi-ethnic state of Yugoslavia fell apart. As
Trimo lost the majority of its domestic (former federal)
market, it had to suddenly re-orientate towards more
competitive foreign markets, especially in the
European Union and the emerging Central and Eastern
European markets (see: Sevic 2005).

As Trimo encountered many problems at the
beginning of the 1990s, a true company turnaround was
required and that also meant the need for a new vision
and different approach to developing and
implementing a business strategy. The major
turnaround of the company was achieved in 1992 when
new top management was appointed. During the period
from 1992 to 2004, revenues and value added per

#+++) [Ipe MopepHH3aIHje, Trimo je KOpUCTHO MOJINypeTaH Kao My eme 3a rpaljeBuHCKe nanene. HakoH MofepHH3aIHje, KOPUCTIIN CYy MHHEPAIHY
BYHY OTIOPHY Ha BaTpy Koja je 00Jba 3a )KHBOTHY CPEJ¥HY, IITO UM je OMOT'YRIIIO 1a IMpojpy Ha 3aXTeBHHja TPXKHIITA.
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JaJIo je Jia je KOMITaHHja IpeBa3uIinia mpodJieme, ajtu je
1991. ronune CrioBeHuja nocTana He3aBUCHA APrKaBa v
MpEeTX0/IHa MyJITHETHHYKA JIpyKaBa Jyrociasuja ce pac-
nana. [Tomro je 7rimo w3rybmo Behm meo momaher
(OMBIHIEr CaBE3HOT) TPKUILTA, U3HEHAA je MOpao Jia ce
MPEOpUjeHTHIIE Ha KOHKYpPEHTHHja HMHOCTpaHa
TPXKHIIITA, HAPOUYMTO Ha EBpOICKy yHHjy M HOBa
TP)KUILITA LeHTpajiHe U uctouHe EBpore (BuaerH:
[esuh 2005).

Kako je Trimo Hauiao Ha MHOTe MpoOJieMe MoYeT-
KOM JICBEJICCETHX T'OJIMHA MPOILLIOT BeKa, OMJIO je oTped-
HO MICTHHCKO TIpeypelierbe KOMITaHwHje, a TO je 3HAYWIIO U
notpely 3a HOBOM BH3HjOM U PA3IMYUTHM IPUCTYTIOM
Pa3Bojy U IpUMEHH MocioBHe crpareruje. Hajsehe mpe-
ypeheme kommanuja je octeapuia 1992. ronune, kana je
MMEHOBAHO HOBO HajBHUIIIE PYKOBOZICTBO. TokoM reprozia
o 1992. no 2004. roauHe, MPUXOIU U BPEIHOCT JI0/1aTa
10 3aII0CIICHOM CY TOPACIIH Ce/IaM ITyTa, U3B03 je Topac-
Tao OcaM IyTa, a Opoj 3arocinenux je orao 3a 21% (Trimo
20050). Jlanac je Trimo aKIpOHAPCKO MAPYIITBO Ca
€34.000 monare BpeIHOCTH TI0 3aN0CIeHOM, Mel)yHapo-
HO opujeHTHcaHo ca 70% wu3B03a, ymiaBHOM y EBpormy,
koje mocinyje y 40 3eMarna. [J1aBHM MPOM3BOIN KOMITAHH]E
00yXBaTajy YeIMYHE MOHTAXHE 3Ipajie, YeNIMYHE KO-
HCTpYKIWje, hacajie, KpOBOBe, KOHTEjHEpE U 3ByIHO-H30-
JAIMOHE crcTeMe. TPUMOBE YelIMUHE MOHTKHE 3rpajie
cazpke OeckpajHe MOryhHOCTH 3a Kopullhese jep Cy Mmo-
TOJTHE 32 TIOCIIOBHE 3rpajie, KOMEpIMjaIHE 3rpaie, Cro-
PTCKe 00jeKTe, CKIIUIITa, MHIYCTPUJCKE U IPyTe 00jeK-
Te (Buperu: http://www.trimo.si/2005). TpumoB riaBHU
MPOM3BOJ CE HA3WBa ~IICJIOBHTO pellickhe” U 00yxBara
MEIIIaBMHY CBUX TPOM3BOJIA M yCIIyTa Koje Hymu Trimo,
OIl WJIeje JI0 Halpra 3aBplIeHe 3rpajie. AKo ce Torena
TprMOB IPOM3BOIIHY MPOTPaM, HE TIOCTOj! CITMYHA KOM-
nanvja y Cnoenyju. Trimo je nuzaep Ha Tp:KUIITY y 00-
JIaCTH KPOBOBA U (haca/ia Off III0Ya OJf MUHEPAITHE BYHE Y
3araJIHOj M IISHTPaIHOj EBporny 1 y o0nacTi denmaHux
koHcTpykimja y Crosenuju (Kpamserr 2003). Ca ocios-
HOM OPMJEHTAIIMjOM Ka TOHY/IM IICJIOBUTHX PEIICHa U
HIMPOKKM TIPOM3BOIHUM TIporpamom, Trimo He Moxe
JIMPEKTHO J1a CE YIIOPE/IN HH Ca Je[IHMM OJf KOHKypeHaTa
KOjH Cy CBH TPOM3BOJIHE KOMITAHH]E Ca PEJIATUBHO (POKyY-
cHpaHuM TIpom3BogHUM mporpamuma (Trimo 2005¢).
Trimo wu3rpaljyje cBojy crparerujy JAyropodHOr pasBoja
KoMITaHHje Ha uHTepHarMonanBanujy (Trimo 2004a).

VY okBupy xommnanuje Trimo MOCTOjU MHOIITBO
KOHTPOJIHMX cHcTeMa yrpaBibama (MCS), u dhopmain-
HUX 1 HepopMmaaHux. CBaKH Ol OBUX CHCTEMa yTHYE
Ha TIOHallabe, OWII0 HAMEPHO WK HeHamepHo. CTora
j€ KJbYYHO J1a OCTOjU KOXEPEHTHOCT n3mel)y cucrema
U J1a 3aTI0CJICHH JI00M]ajy KOH3UCTCHTHY MOPYKY Y 11e-
JIO] KOMIIAHU]H U TOKOM BpeMeHa. Y cienehum mojo-
JesbliMa JIeTajbHIje pa3Marpamo TprMoBa 4YeTHpH

employee grew seven times, export grew eight times
and the number of employees decreased by 21 per cent
(Trimo 2005b). Today, Trimo is a joint-stock company
with €34,000 value added per employee,
internationally-oriented with 70 per cent of exports,
mainly in Europe, operating in 40 countries. Their main
products include pre-fabricated steel buildings, steel
structures,  fasades, roofs, containers, and
sound-isolating systems. Trimo’s pre-fabricated steel
buildings represent endless possibilities for use since
they are suitable for office buildings, commercial
buildings, sports facilities, warehouse facilities,
industrial and other facilities (see: http://www.trimo.si/
2005). Trimo’s main product is called “complete
solutions” and includes a mix of all the products and
services Trimo is offering, from an idea and draft to the
finished building. When looking into Trimo’s
production programme, there is no similar company in
Slovenia. Trimo is the market leader in the area of roofs
and fazades from mineral wool panels in west and
central Europe and in the area of steel constructions in
Slovenia (Kranjec 2003). With its business orientation
towards offering complete solutions and with a broad
production programme, Trimo cannot be directly
compared to any of its competitors who are all
manufacturers with relatively focused production
programmes (Trimo 2005¢). Trimo builds its strategy
of long-term growth of the company on
internationalisation (Trimo 2004a).

Within Trimo, there exists a multitude of MCS,
both formal and informal. Every one of these systems
influences behaviour be it intentionally or
unintentionally. It is essential therefore that there is
coherence between the systems and that employees
receive a consistent message throughout the company
and through time. The following subsections look into
Trimo’s four levers of control in more detail. Hence, the
research question “How are MCS deployed by a case
company according to Simons’ (1995a) four levers of
control and how does a company use them?” is
answered.

3.1 Diagnostic control systems

Diagnostic  control systems comprise the
administrative controls which operate throughout a
company. Examples of administrative controls in
Trimo include accounting controls, budgets, all formal
communicational procedures and internal audits based
on certificates ISO 9001, ISO 14001 and OHSAS
18001. Clearly and exactly defined goals, as well as
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JieBepa KoHTposte. Thume 1ajeMo OIroBop Ha HCTPAKH-
BaYKO ITUTAFHE KAKO KOMITAHH]ja Y OBOM CITy4ajy KOpHC-
TH KOHTPOJIHE CUCTeMe yrpaBbamba (MCS) y ckiany
ca Simons-oBa (1995a) yeTupu jieBepa KOHTPOJIE.

3.1. Jlujacnocmuuku KOHMpOHU cucmemu

JlujarHOCTHYKE KOHTPOJIHE CHCTEME YMHE aIMH-
HHUCTpaTHBHE KOHTPOJIE KOje (DYHKIMOHHIITY Y YHTABO]
Kommnanuju. [Ipumepn aiMUHUCTPAaTUBHUX KOHTPOJIA y
Tpumy 00yxBarajy pauyHOBOICTBEHE KOHTpOIIE, Oyiie-
Te, CBE MpoIeaype (popMaliHe KOMYHHKALIMjE U MHTEP-
He peBH3Hje 3acHoBaHe Ha cepTudukarnma MMCO 9001,
NCO 14001 u OHSAS 18001. JacHo u mipenu3Ho 1ie-
(HMHICAaHN IIMJBEBH, KA0 M OlaroBpeMeHe M TadHe WH-
(dopmarje 0 CTBApHOM TOCTH3alY IWUJba, HIPAjy
KJbYUHy yJIory y TpUMOBOM yTipaBibamy nepdopmaH-
cama. [IppoouTtHO (0mHOCHO Tipe 2002. roauHe) je -
JarHOCTUYKM CUCTEM OHO pa3BujeH y Be3u ca Oracle Oa-
30M M0/IaTaKa, aJii MOIITO MOCTOjakke IHIbeBa (OIHO-
CHO CTaH/apja) IpeMa KojuMa Cy Ce MOIVIE MEPHUTH
cTBapHe nepgopmaHce Huje OUo cBeoOyXBaTHO, HUje
YBEK MOCTOjajia MOTYRHOCT MCTpaBJbaba OCTYIamba
ox mmibea. Ctora cy OHM UMILUIEMEHTHpaIi n30anaH-
cupanu ckop (BSC) koju oOyxBara eneMeHTe Jujar-
HOCTHYKOT KOHTPOJIHOT CHCTEMa y JISJIOBUMA Y KOjuMa
Ce OClama Ha Mepebe U Mperiel IPETXOAHUX repdop-
MaHcH. [eHepajiHM JUPEKTOp je MPOKOMEHTApUCao:
"Ca usbanancupanum ckopom (BSC) umamo 6osme
oyene, HapOUUMo KbYUHUX UHOUKAMopa nepghopman-
cu” (Trimo 2005x). Kopumhewem uzbaaHcupaHor
ckopa (BSC) mory ce npeny3eru HenocpeaHe Kopek-
THUBHE MEpE y CBUM TPOIIECUMA Y KOjUMa ITOCTOje Hera-
THBHA OJICTyNama OJI YHAIpen oApeheHux IUIaHoBa.
N3z6anancupanu ckop (BSC) npencrasiba 100py 0CHO-
BY 3a TOJICTHIIAje ¥ MOTHBAIIM]Y 3aIOCICHUX. TPeHyT-
HO je KOMITaHHja y MPOLeCy aKypUpamba CHCTeMa oI
CTHIIaja Koju hie ce jom BuIlle 3aCHUBATH HA H30aIaHCH-
panom ckopy (BSC).

JIMjarHOCTUY KU KOHTPOJTHH CUCTEMHU y Tpumy 110-
croje 'y Ccriaay ca Simons-oBuM jeUHHIIU]amMa
(19956). Tokom meproma KOjU CMO HUCTPAKHUBAIU
(1992-2004), onu cy cranHo axypupanu. [loctoje u3-
BeITaju o nepdopmMancama (Ha IpuMep, OraHe ycre-
Xa), Ka0 U IeTaJbHU ¥ KOMIUIEKCHH U3BEIITAjH O OJICTY-
namuMa y Oypety. [IpeactaBiseHa cy oncrynama y
pojaju U Jiara cy odjammerma. O0e30ehenu cy mpe-
mrenn Mapxu. [IpoGiem je y Tome mTo ce Huje yBeK
CHCTEMATCKH MOCTYIAaJo Y CKIIaly ca M3BEIITajiuMa 1
LITO OHU HUCY yrpal)eHu y Tpoliec TOHOMIEeHa Oy Ka
HajBUILIET PYKOBOJCTBA, MOIITO IETOKYITHO HajBHUIIE
PYKOBOJICTBO HE KOPHCTH KOH3UCTEHTHO H30aJIaHCHpa-
uu cxop (BSC). Ymecto Tora, ocnamajy ce Ha mapase-

timely and accurate information on the actual goal
accomplishment, play a key role in Trimo’s
performance management. Originally (i.e. before
2002) the diagnostic system was developed around the
Oracle database, but as the existence of targets (i.e.
standards) against which actual performance could be
measured were not comprehensive, the ability to
correct deviations from targets was not always
possible. Therefore, they implemented BSC that
includes elements of a diagnostic control system in the
parts where it relies on the measurement and review of
the past performance. The Managing Director
commented: “With BSC we have better reviews,
especially of key performance indicators.” (Trimo
2005h). By using BSC, they can take immediate
correctional actions in all the processes where there are
negative deviations from pre-set plans. BSC is a good
basis for employee incentives and motivation. At the
moment, they are in the process of updating the
incentives system that will be based even more on
BSC.

Diagnostic control systems in Trimo exist
according to the definitions of Simons (1995b). During
the researched period (1992-2004), they were
continuously updated. Performance reports (e.g.
income statements) exist, as do detailed and complex
reports on budget deviations. Sales deviations are
portrayed and explanations provided. Margin
overviews are provided. The problem is that reports are
not always systematically acted upon and incorporated
into top management decision-making, as not all of top
management consistently use BSC. Rather, they rely
on parallel information from databases that were used
before BSC was introduced. The great opportunity in
this area is a new ERP system implementation that has
already begun. It will provide real time information on
key performance indicators (KPIs).

Variance analyses are also conducted in the
reports, focusing on discrepancies between actual and
planned, and last year’s performance, on the individual
elements. The role of this review is also to find the
employees responsible when variations occur so that
they can be asked to explain. Reports also contain
non-financial performance measures, for example
customer satisfaction and different quality measures.
As regards non-financial measures, managers in Trimo
are aware that they require a great deal of management
evaluation, so measures become more subjective, but
that’s the way it is, especially as these measures are
exceedingly important to the company.
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He uHpopMaIje U3 06a3a mojaraka KOpumheHux npe
HETo 1ITO je yBeneH n3danancupanu ckop (BSC). Be-
JIMKA TIPUIIMKA KOja JIKH Y 0BOj 00JIACTH j& MMILICMEH-
TalKja HOBOT CHCTEMA 3a IUIAHHpPae pecypca mpe-
y3eha (ERP) koja je Beh mouena. On he y peamHom
BpeMeHy o00e30equti MHpOpManHje O KbyYHHUM
uHauKaropuma neppopmancu (KPI).

VY oBuM H3BelITajuMa Takohe ce BpIIe U aHAIH3e
BapHjaHcH, y3 GOKycHpame Ha HeyckIa)eHOCTH CTBap-
HOT ¥ TUIAHUPAHOT, Ka0 M Ha MPOIUIOTO/IUIIEE Mep-
(dopmaHce, y BE3M ca M0jeMHAYHUM CJICMEHTUMA.
Viora oBor Ipeniesa je Ja ce npoxHal)y 0roBopHH 3a-
MOCJICHU Kaja Johe 0 Bapujaiuja, Tako Jia Ol HHX
MOXE Jla Ce Tpaxu oOjaiimerme. M3Bemraju Takohe
caapxe HepUHAHCUjCKa Mepwia TeppopMaHCH, Ha
HpUMEp 33I0BOJECTBO KIIMjeHaTa 1 pa3ininTa Mepuia
kBajutera. 1To ce THYe HepHUHAHCH]CKUX MEpHIIa,
pykoBomuonH y Tpumy Cy CBECHH Jia OHH 3aXTEeBajy Be-
JIMKK Opoj eBallyalja PyKOBOJICTBA, TaKo Jia MepHiia
MoCTajy cyOjeKTHBHH]ja, ajli TO je HaYKH Ha KOj! pajie,
HApOYUTO 300T TOra INTO CY OBA MEPUJIA O] U3Y3eTHE
BaKHOCTH 33 KOMITAHU]Y.

KipyuHu mporecu ce U3BOjE M3 KOPIOpPATHBHE
cTparervje, Koja ce axypupa jeJHOM TOAMIIEE Ha
Crparellikoj MOCIOBHO] KOH(EpeHIMjH, Ha KOjoj ce
KJbY4HH (hakTopu AeduHUITY Ha cnenehy HauuH: 3310~
BOJECTBO KJIMjE€HTA, 33/I0BOJECTBO 3aMOCIEHOT, J00pH
MOCJIOBHY PE3Y/ITaTH M TIO3WTHBAH CTaB IIpeMa OKPY-
xewy. Kibyune nnmukarope nepgopmancu (KPI) ko-
PHICTH HajBHIIIE PYKOBOJICTBO 3a rpahierhe opraHu3ariu-
OHHX TIep(HOPMAHCH Y KIbYIHHM CTpaTemiKuM o0ac-
TUMa, KaKo je Je(h)MHUCAHO KIbYYHHUM IPOIeCUMa Y
kommanuju. [Toctoje 62 kyby4yHa UHIUKATOpA IEPPOp-
MancH (cf. [Tesbxan 2005) u 28 o1 BHX je YKIBYYEHO Y
n30anancupanu ckop (BSC). V Tpumy, pykoBoauoim
pa3Marpajy KJbydHe WHIMKaTope repdopMaHcH jei-
HOM HEJIeJbHO Ha CaCTaHKy YIpaBHOT oj100pa. Y aujar-
HOCTHYKO] KOHTPOJIH, PYKOBOJICTBO KOPHUCTH MPHUCTYII
”ynpaBJhama IpemMa usyselmuma’ Kaja ce JJUCKyTyje O
M3BEILTajlMa Ha HEJIeJbHOM CaCTaHKy YIIPaBHOT 01100~
pa. Jlupekrop onesberma 3a yBepaBame Yy KBAJIUTET
(Trimo 2005m) kaxe: “HUzsewmaju cadporce objauirbe-
Fod 34 8apUjance KbYYHUX UHOUKamopa nepghopmancu
(KPI) u mo oa nu one npedcmasmajy npooneme unu
He. ” JIuckyTyje ce camo 0 podiieMuMa (TO jeCT, OICTY-
namuMa) U Ipeay3uMajy ce oxrorapajyhe mepe. Uun-
CHHUIIA JIa IPOMEHE Y3POKY]y PEBHIMpPAHE aKIMOHE
TUTAaHOBE OJIpaKeHA je y cieieheM caoluTemy AUPeK-
Topa Opesbeba 3a yBepaBame y kBaymmreT (Trimo
20051m): “Ha HedemHum cacmanyuma Ha Kojuma pac-
npasmamo 0 KbyuHUM noKasamesuma nepghopmancu
(KPI) 3a céaxy opeanuszayuony jeounuyy (cekmop) 0o-

Key processes are derived from the corporate
strategy, which is updated annually at the Strategic
business conference, at which key factors are defined
as follows: customer satisfaction, employee
satisfaction, good business results and a positive
attitude towards the environment. KPIs are used by top
management to monitor organisational performance in
key strategic areas, as defined by key processes in the
company. There are 62 KPIs (cf. Peljhan 2005) and 28
of them are included in BSC. In Trimo, managers
consider KPIs once a week at their Management board
meeting. In diagnostic control, managers use a
management-by-exception approach when discussing
the reports at the weekly Management board meetings.
As the Quality Assurance Director (Trimo 2005¢) says:
“Reports contain explanations for KPIs variances and
whether they present problems or not.” Only problems
(i.e. deviations) are discussed and appropriate actions
taken. That the changes trigger revised action plans is
reflected in the following Quality Assurance Director’s
statement (Trimo 2005¢): “In the weekly meetings in
which we discuss KPI for each organisational unit
(sector) specific decisions are made about what actions
we have to take in case of deviations.”

Detailed reports are prepared by the respective
departmental managers and are then communicated to
top management in summaries of approximately one
page, pointing out deviations that need special
management attention. Low and middle managers
responsible for the reported deviations prepare actions
for improving minor deviations, while major
deviations are considered by top management who
adopt the necessary corrective measures to achieve
short- and long-term goals weekly. According to KPIs
trends, top management decides to take corrective
measures if necessary, and then regularly control the
effectiveness of these actions.

3.2 Interactive control systems

From the questionnaire’s replies analysis and
interviews with top managers (Trimo 2004a, 2004b; Trimo
2005¢, d, e, f, g), it was concluded that they use budgeting
interactively. This conclusion is underlined with the
following observations. Trimo’s managers often use
budgeting information as a means to question and debate
their ongoing decisions and actions. The budgeting process
is continuous — it demands regular and frequent attention
from managers at all levels. There is a lot of interaction
between top management and middle and low managers in
the budgeting process. Managers use the budgeting process
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Hoce ce oopehere 00myKe 0 mome Koje mepe mpeba 0a
npedyamMemo y Cayuajy oocmynarea.”

PykoBoIiIial CBakor ofie/berba MPUIpeMa JIeTabHe
W3BEILTAje ¥ OHHU CE OHJIA CAOIIIIITARAjY HAJBUIIIEM PYKO-
BOJICTBY Y (hopMU pe3rumea 01 OTIPHITUKE jSIHE CTPaH-
1, Y KOjiMa Ce MCTHYY OJICTYIIama KOjuMa je MoTPeOHO
MOCBETHTH NOCEOHY TaxKiby. HYku 11 cpejirbi pyKoBOIU-
OLIY OZITOBOPHH 32 OZICTYTIaHha U3 N3BEIITaja MPUIPEMajy
Mepe 3a MOOOJBIIAEe MAmbUX OJICTYIama, MoK Beha
OJICTYTIakha jSIHOM HEJICJbHO Pa3Marpa HajBHIIE PyKOBO-
JICTBO, KOj€ YCBaja HEOIXOIHE KOPEKTHMBHE Mepe 3a
OCTBApUBAHE KPATKOPOUHUX M JIyrOPOYHMX IIbEBA. Y
CKIIaJly ca TPEHIOBUMA KJBYYHHMX MHMKaTopa rephop-
maHcu (KPI), HajBuIie pyKOBOZICTBO JIOHOCH OMIYKY O
Hpe/y3UMarby KOPEKTUBHUX MEpPa, aKO je TO HEOITXOJTHO,
aTI0TOM PEIOBHO KOHTPOJIHIIIE €pEeKTUBHOCT OBUX Mepa.

3.2. Humepakmuenu KonmpoaHu cucmemu

Ha ocHOBy aHanu3e oaroBopa Ha yIUTHUK U UHTEP-
Bjya ca HajeuImM pykoBoruormma (Trimo 2004a, 20040;
Trimo 20051, 1, €, ¢, T), 3aK/BYUYEHO je J1a OHM UHTEpaK-
THBHO Kopucte Oyuernpame. OBaj 3aKJbyYaK je Haria-
meH cnenehnM 3anakambuma, TPUMOBH PYKOBOIMOIM
4eCcTo KOpHCTe MH(OpMAaIMje U3 OyIISTCKOT IIIAHUPAha
Kao CPEICTBO 3a MPEHCITUTUBAGE U JIMCKYTOBAGE O HhU-
X0BUM TeKyhum outykama 1 mepama. [Iporiec Oyuerupa-
A j€ TPajaH — 3aXTeBa PEJIOBHY U YECTY KLY PYKOBO-
JIATaIa Ha CBUM HUBOMMA. [10CTOjM MHTEH3WBHA WHTE-
paKiHja HajBUILIET PYKOBOZICTBA U CPEIELET M HIDKET PY-
KOBOJICTBA y TIpoliecy Oylernparma. PykoBoamonu ko-
pucTe mporiec OylieTHparba 3a JUCKYTOBake O MPOMEHa-
Ma Koje ce Jiorahjajy y KOMIIaHHjU ¢a CBOjUM Kojierama U
nonpehennma (BuzeTH Takohe Adeprerxy & BpomHemt
1999). IlouetkoM AeBeeceTMX TOAWHA MPOILIOT BEKa,
KOPHUCTHITH CY OyTICTCKH CHICTEM Kao JIMjarHOCTUYKH KOH-
TPOJHY cUCTeM yripaBibatba (MCS). OBIie je I1aBHU Wb
npahema Oyriera OO 1a ce 00e30e1u 1a Cy OCTBapEHU
NPETXOIHO YCTaHOBJbeHH IMJbeBH. Ca Jpyre CTpaHe,
MPETXOIHUX TOIMHA Cy KOPUCTIUN OylleTe HHTEPAKTHB-
HO Ca INIABHUM 1IJbEM HAMETaHha CTATHOT IPSUCTTUTHBA-
A ¥ PEBUIIMPAha TIPETIIOCTABKK HA KOjUMa ce 0a3upajy
riaHosw. LlTasuiie, m3banancupanu ckop (BSC) Takohe
CaJIPKU €NIEMEHTE MHTEPAKTHBHOT KOHTPOJIHOT CUCTEMa
3a Pa3Boj ¥ MMILICMEHTAIM]Y CTPATCIIIKUX WHUIIW]aTHBa,
mTo omMoryhasa MocTH3ame CTparelikiX 1sbepa. Tpu-
MoB m30annancupanu ckop (BSC) caaprku enemente un-
TEPAKTUBHOI' KOHTPOJIHOI' CHCTEMa MO TOME ILTO I0-
TKpEIL/bY]je KOHIIETT OpraHu3alyje koja yuu ooe30ehupa-
HBeM MOr'yHHOCTH TeCTHpakha y3pOUHO-TIOCIICIMYHOT OfT-
Hoca (cf- [Tesbxan 2005).

to discuss changes occurring in the company with their
peers and subordinates (see also Abemethy & Brownell
1999). In the early 1990s, they used the budgetary system
as a diagnostic MCS. Here, the main goal of budget
tracking was to ensure that previously established
objectives were met. On the other hand, in recent years they
have used budgets interactively with the main goal of
forcing continued questioning and revisions of the
assumptions upon which their plans are based.
Furthermore, BSC also includes elements of an interactive
control system for the development and implementation of
strategic initiatives, which leads to the achievement of the
strategic objectives. Trimo’s BSC contains elements of an
interactive control system in that it reinforces the learning
organisation concept by providing the possibility to test
cause-and-effect relationships (cf. Peljhan 2005).

Trimo’s top management is accessible to every
employee. They constantly communicate with the work
teams and every employee can contribute to possible
improvements by giving suggestions in writing, or orally,
to their team leader or directly to the top management
within the CIP programme or key files programme.
Members of a work team within the CIP programme or
key files programme actively co-operate by giving
suggestions for improvements. The suggestion that
receives the majority support is defined as a project, with a
project manager, members of the project team (members
can be cross-functional depending on the nature of the
project), project objectives and deadlines. The number of
suggestions per employee within the CIP and key files
represents one of the criteria for promotion. In this way,
CIP and key files are important components of the
interactive control system in Trimo. As we have already
described in earlier chapters, managers in Trimo are
actively included in the process of continuous
improvement that is facilitated by flat organisational
structure and team working with the common goal of
continuous improvement for customers, employees,
shareholders and other stakeholders.

Managers achieved the concept of shared control
that goes both bottom-up and top-down, involving all
employees in CIP and key files projects. When dealing
with problems and when improving processes, Trimo
employees have to be able to express their opinions and
say what they are going to do about the perceived
problems. In particular, managers are very
action-oriented. Their continuous purpose is to pass
this focus downwards to all employees. This shatters
the usual dichotomy between the thinkers and doers
within the organisation. As expressed by the Managing
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HajBurie pykoBoacTBo kommanuje Trimo goctyr-
HO je cBakoM 3anocieHoM. OHH CTaTHO KOMYHHIHPA]y
ca paJHUM THMOBMMA W CBaKd 3allOCIICHHM MOXE J1a
nonpuHece MoryheM yHanpehemy JaBambeM MUCaHuX
WJIM YyCMEHHX CyrecTHja Bohy CBOT THMa MM JUPEK-
THO, HajBUIIIEM PYKOBOJICTBY y OKBUPY IpOrpaMa CIP*
WM TIporpaMa KJbydHHX (hajnosa’ . UnaHoBM pagHOT
TUMa y oKkBHpY niporpama CIP nnm nporpama KJbydIHHX
(dajmoBa akTMBHO capal)yjy JaBameM cyrecTdja 3a
yHanpehemwe. Cyrectuja koja no0Ouje BehmHCKy moj-
pLIKYy neduHHUIIEe ce Kao MpojeKar, ca pyKOBOIHOIIEM
NPOjeKTa, YWIAHOBMMA MPOJEKTHOI THMa (WIAHOBH
MOT'y UMaTH YHaKpcHe (DYHKIIHM]je 3aBHCHO O TIPHPOJIE
MPOjeKTa), MPOjeKTHUM IIJbEBUMA B POKOBUMa. bpoj
CyrecTHja 1o 3arocieHoM y okBupy nporpama CIP wm
mporpama KJby4HUX (ajiioBa mpeicTaBiba jelaH of
KpuTeprjyma 3a yHanpeheme 3anocnennx. Ha oBaj Ha-
yuH, CIP u xibyunu ajnoBu mpencrapibajy BaKHE
KOMIIOHEHTE WHTEPAKTUBHOT KOHTPOJIHOT CHCTEMA Y
Tpumy. Kao 1o cmo Beh onucanu y paHujuM morias-
JbUMa, PYKOBOJIMOIIM y TpUMy Cy aKTUBHO YKJbYUCHH Y
MpoIleC CTaHOr yHarpehema koju omoryhaBa paBHa
OpraHM3aIFioHa CTPYKTYpa U TUM KOJH PajIH ca 3ajeli-
HUYKUM IIJEM CTATHOT yHarpelhema 3a KiujeHTe, 3a-
MOCJIeHE, aKIIMOHApe M OCTalle CTEjKXOIIIepe.

PykoBoaMOIM MOCTHKY KOHIICNT 33j€JHUYKE KOH-
TpOJie KOjH HIE M y CMepy OI03[0-Harope W 0103-
r0-HaJI0JIe, Y KOjU Cy YKJbYUCHH CBH 3aIIOCIICHH Y TIPO-
jexruma CIP u kibyunux dajiosa. Kanma pemapajy npo-
Oneme u yHanpelyjy nporiece, 3anocienu y Tpumy mo-
pajy 1a Outi MOTYhHOCTH J1a U3pa3e CBOj¢ MUIILBEHE U
Kaxy OHo 1ITo he a ypaje y Be3u ca youeHUM npooiie-
muMma. HapounTo, pyKoBOAMOIIM Cy BEOMa OpHjeHTHUCA-
HU Ka JieNioBamyy. thrxoBa cTanHa Hamepa je 1a 0Baj ¢ho-
KyC XHjepapXHjCKH MpeHecy Ha cBe 3amociieHe. OBo
pa30uja yoOuuajeHy JUX0TOMH]y 3Mel)y Mucimara u
Jieanana y okBupy opranusanmje. Kao mro je pexao
renepaiiau jupekrop (Trimo 20050), ceenpoknma-
jyhu craB yBek Mopa na Oyne Aa Hukaoa HUCMo
0080/6HO 000pU.

HenmaBuo ce Trimo mHTEH3MBHO ()OKycHMpao Ha
CHCTEME 32 YIIPaBJhabe 3HABEM, Y CKIIay ca Qriio30-
¢ujoM opraHuzalyje Koja y4u. YIpaBibambe 3HAmEM
MPBEHCTBEHO CE M0CMAaTpa Kao Ha4MH HCKOpHIIIhaBarba
NPEIHOCTH O0MMa U JICJIOKpYTa HarOMUJIaHOT UCKYC-

Director (Trimo 2005b), the all pervasive attitude
always has to be “we are never good enough”.

Recently, Trimo has focused intensively on
systems for knowledge management, according to
learning  organisation  philosophy. Knowledge
management is primarily seen as a way of taking
advantage of the scale and scope of the accumulated
experience generated within a company. Another key
aspect is to diminish the importance of the individual
and personal experience. The idea is that ideas and
experiences developed in one project can be recycled
and re-used with minimal adaptation in other projects.
The premise is that experience can be codified and
rationalised in a way that suits database storage and
retrieval. Here, the most important approach is building
competencies maps. We would like to emphasise that
they are also rather innovative in this respect, as many
companies are building knowledge maps, whereas
Trimo focuses on all competencies, taking into account
that knowledge is only one part of competencies.
Knowledge is necessary, but not sufficient, especially
when working in Trimo’s organisational culture of
innovative and task-oriented approach to performance
management.

Simons® (1995b) framework emphasises the
relevance of the interactive use of MCS in fostering
successful innovation, including successful product
innovation. Simons (1991, 1995b) suggests that the
interactive use of MCS influences the impact of
innovation on organisational performance. According
to Simons (1995b, p. 102), “by choosing to use a
control system interactively, top managers signal their
preferences for search” and, in particular, the top
managers’ aim in using interactive controls is “fo focus
attention (of the members of the organisation) on
strategic uncertainties” (Simons 1995b, p. 100).
Following Simons’ framework, it can be expected that
by orientating the contents of the product innovation
initiatives, interactive control systems “harness the
creativity that often leads to new products” (Simons
1995a, p. 86), contribute to the adequacy of the
innovation initiatives that are pursued and help ensure
the success of innovation initiatives, so that they have

+) CIP je ckpahenuiia 3a IIpouec crainHor yHanpelema, koju je hopMaHO yCTaHOBIJBEH Ko POrpaM KOjH je 00eIeKeH CTATHUM HAllopuMa J1a ce

yHarnpezie Mpou3BOAH U MPOU3BOHA TEXHOJIOTHja KoMnanuje Trimo.

++)  KipyuHu ¢ajnoBu ce kopucte y yHanpehemHuMa y 001acTh OCI0BHUX poleca. lbiux omoryhasa 28 mpoMoTepa HOTITYHOT YIpaBJbakha KBaIH-
TetoM (TQM), koje 06uuHO unHe Oymyhu mMiaau kagap. [IpoMorep MOTHBHIBE IpyTe 3amociieHe y yHanpelhemy nporueca. Bpise ce npaheme n
eBallyal[ija CBakor mpoueca yHanpehema, momohy “’kipydHHX (ajiioBa’ ca yHampe] II0CTaB/beHIM [IMJLEBUMA U IIpOIieHaMa yibTese. [T1aBHa
pasnuka n3mel)y CIP u xipyunux ¢ajinosa je y Tome Jbto cy npojekt CIP o6uuno kpahu n oqHoce ce Ha yhy o6nacT paja inna koje je npej-
nohmito ynanpeleme. TUM npoMoTepa MOTIYHOT yrpaBibamba kBanuteToM (TQM) nparu pesynTare HOCTHTHYTE y Be3U ¢a KJIbYIHHM (ajiIoBH-
Ma Ha MECEYHOM HHBOY U KBAapTAJIHO HX IPE3eHTYje Ha cacTaHKy YIPaBHOT ofbopa.
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TBa CTBOPEHOT Y OKBHpY KoMIlaHuje. J{pyru KIby4HH
acrieKar ToJpa3yMeBa CMarmbCHhe BPEIHOCTH TOje/IH-
HAYHOT M JINYHOT UCKYCTBA. Meja je na vneje u uckyc-
TBa Pa3BHjEHHU Y jETHOM MPOjEKTY MOTY JIa C€ PEIUKIIH-
Pajy ¥ TOHOBO HCKOPHCTE Y3 MUHUMAJIHY aJIalTalujy y
apyruM npojektuma. [Ipemrica je 1a iCKyCTBO MOXe 1a
ce Komu(UKyje U pallMOHAIN3Yje Ha HAYMH KOjU OJII0-
Bapa CMellITamky 1 y3uMamby HHpopMaimja y 6a3u nos-
araka. OBJie je HajBaKHHjU TIPHUCTYII NIPaBJbEHE Mara
komriereHnmje. JKenenn OMCMO Aa HarIacMMo Jia Cy
OHH U IPWINYHO MHOBATUBHU Y OBOM IIOITICAY, ITOIITO
MHOI'€ KOMIIaHHje TpaBe Mare 3Hama, 0K ce Trimo
(hokycupa Ha CBe KOMIICTeHIIUje, y3umajyhu y 003up
Jla 3HA-E YMHU CaMO jelaH JIe0 KOMITETEHITHja. 3Hambe
j€ HEeOIXO/IHO, ajli HUje TOBOJBHO, HAPOYHTO Kajia ce
paaM y opraHu3annoHoj KyITypH OMNyT oHe y Tpumy,
y KOjOj je TpHCTyN YIpaBihamy nepdopmaHcama
MHOBAaTHBAH U OPHjEHTHCAH Ka OCTBApeIby 3a/1aTaka.

VY SimonsoBOM OKBHpY HarjaiaBa Ce pejeBaH-
THOCT MHTEPAKTUBHOT KOpHUIIhierhba KOHTPOIHHUX CHC-
Tema ympasibamba (MCS) y moactuliamy ycrenrHe
WHOBAIMje, YKIbYUyjyhH U ycnenHy HHOBALH]jy Mpo-
n3Boza. Simons (1991, 19956) yka3syje Ha TO 1a UHTe-
PaKkTHBHO KopHIlhierbe KOHTPOIHUX CHCTEMA YIIPaB-
Jbama (MCS) yTrue Ha epexar nHOBaIIMje Ha riepdop-
MaHce opranuzaije. [Ipema Simons-y (19956, crp.
102), “o0abupom unmepaxmusHoe Kopuuthieroa KoH-
MPONHO2 CUCMeMa, Hajeuuiu PyKOBOOUOYU CUSHATU3U-
Ppajy coje npuopumeme Ka npempadicuéarsy”’ u Hapo-
YWUTO, IIWJb HAJBUIIMX PYKOBOIMJIALA y KOpUIIhemy
WMHTEPAaKTHBHUX KOHTPOJIA je J1a ~'ycmepe nasxcivy (wia-
Ho8a opeanuzayuje) Ha cmpameuike Heuzgecnocmu’”’
(Simons 19956, ctp. 100). Moxke ce oueknuBaTH Jia ciie-
nehu Simons-oB OKBHp, OPHjEHTAIIMjOM Ha cajpxaje
WHUIMjaTHBA 32 MTHOBAIIW]Y TPOU3BOAA, OAHOCHO HHTE-
PAKTUBHUX KOHTPOJHUX CUCTEMA, ~KOHMPOMUULY Kpe-
AMuUBHOCM Koja 4ecmo 00800U 00 HOBUX Npou3eooa”
(Simons 1995a, ctp. 86), JONPUHOCH aJCKBATHOCTH
WHUIMjaTHBA Ka MHOBAIMjaMa KOjuMa Ce TEXKH M TIoMa-
*e 00e30ehuBamy ycrexa HHHIMjaTHBa Ka HHOBALIHja-
Ma, TaKo Jla OHE MMajy KOPHCTaH YTHIA] Ha Tiepdop-
MaHce. Ha ocHOBY oricepBaiiuja v UHTEPB]jya, 3aKJby-
YEHO je J1a je OIHOC M3Mel)y HrBOa MHOBAIIM]E U Opra-
HHU3AIMOHUX TieppopmancH y Tpumy jaqyao OHaKO Kako
cy ce gobujarmm (okyc, MHTerparuja u (UHO Mojera-
Barb€ MHTEPAKTUBHUM KOPHITNEeeM KOHTPOIHHX CHC-
Tema ynpasibamba (MCS). Bisbe u Otley (2004) HaBoze
J1a KaJ1a KOMIIaHU]a BPIIK MaJIo WK HUMAJIO HHOBAIHja
MTPOM3BO/Ia, OBO MOTCHIM]AIHO jadame fie BepoBaTHO
OUTH OrpaHMYEHO WK OE3HAYajHO, IMOIITO CE MOXKE
OYCKMBATH J1a oTpeda 3a (POKYCOM, MHTETPaIljoM U
(huHMM TofIeTIIaBakeM Oyjie Mahe yoenybuBa. OBU ap-
TYMEHTH Cy JIOCIISIHH TPEIO3UMa y KOjuMa Ce HaBO-

beneficial consequences on performance. Based on
observations and interviews, it is concluded that the
relationship between the level of innovation and
organisational performance in Trimo enhanced as
focus, integration and fine-tuning, are obtained through
the interactive use of MCS. Bisbe and Otley (2004)
state that when a company is undergoing little or no
product innovation, this potential enhancement is
likely to be limited or insignificant, since the need for
focus, integration and fine-tuning can be expected to be
less compelling. These arguments are consistent with
propositions stating that interactive control systems are
particularly needed in contexts where it is crucial that
innovation is effective (Simons 1995a) such as under
build, product differentiation and prospector and
entrepreneurial strategies (Langfield-Smith 1997), all
describing the elements of Trimo strategies (cf. Peljhan
2005).

The influence of the interactive use of MCS on the
effect of innovation on performance in Trimo is
achieved through different mechanisms. First,
interactive MCS provide focus and therefore indicate
where to concentrate innovative efforts so that they are
consistent with organisation-wide strategic orientation
(cf. Van de Ven 1986). In Simons’ terms, interactive
control systems are used by top managers “to
communicate where to look” (Simons 1995b, p. 93).
This is ordinarily done within the strategic domain,
defined by beliefs and boundary systems, even though
focusing attention and learning on strategic
uncertainties (Simons 1995b) may occasionally lead to
reframing the strategic domain. Second, interactive
MCS provide an agenda and a forum for the regular
face-to-face dialogue and debate needed, helping “to
collectively make sense of changing circumstances”
(Simons 1995b, p. 218). Finally, interactive control
systems provide a lever to permanently fine-tune
analyses and actions, contributing to making the right
changes and altering product innovation initiatives as
competitive markets change. Employees use the
interactive control system to “inform them of changing
patterns and (to) allow them to respond with new
action plans” (Simons 1995b, p. 98).

4.3 Beliefs and boundary systems

When discussing beliefs and boundary systems
issues with Trimo’s top and middle managers, it was
found that beliefs and boundary systems in Trimo can
be presented together as they are so inter-connected
that it is almost impossible to draw a line between
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U J1a CY MHTCPAKTUBHU KOHTPOJIHA CUCTEMU HAPOIUTO
MOTPEOHN Y KOHTEKCTY y KOM j€ KJbYYHO J1a MIHOBaIHja
Oyne edexruBna (Simons 1995a) kao 1mTo cy npojexkTu
y TOKY, TrepeHIpjamyja mpor3Boa v UCTPaKUBAUKe
u ipexny3etanuke crpareryje (Langfields-Smith 1997),
IITO je CBE OMMCAHO Y EICMEHTHMA CTpaTeruja KoMIia-
nuje Tumo (cf. [esbxan 2005).

VYTHlla) MHTEPaKTHBHOI KOpHINNeHa KOHTPOIHHX
cucrema ynpassbara (MCS) Ha epexar HHOBaIMje Ha riep-
(bopmance y Tpumy MoCTIKE Ce pa3IMuUTHM MEXaHU3MH-
Ma. [IpBO, HHTEPAaKTUBHY KOHTPOJIHUA CUCTEMH YIIPaBJba-
wa (MCS) 06e30ehyjy dokyc, Te crora ykazyjy Ha momi-
pydje y KoM TpeOa KOHIICHTPHCATH MHOBATHBHE HAIOpE
TaKo J1a OHH Oy/1y Y CKJIaJTy Ca CTPATEIIIKOM OPH]CHTAI]OM
Ha HUBOY Iiesie opranmampje (y¢h. Van de Ven 1986). YV
CKJIa]Ty ca Simons-0BOM TEPMHHOJIONM]OM, HajBUIIIH PYKO-
BOJIMIOIM KOPHCTE MHTEPAKTUBHE KOHTPOJTHE CUCTEME ~Od
ou caonuwmunu 20e mpeba 2nedamu” (Simons 19956, ctp.
93). OBO ce 0OMYHO pajiil y OKBUPY CTPATEIIKOT JIOMEHa,
neMHUCAHOT CHCTEMHMA BEPOBakba M OTPaHHYCH-A, YaK 1
aKo (OKyCcHparme NaXKELE M Ca3Haa O CTPATCIIKAM HeH3-
BecHocTHMa (Simons 19950) Mory OBpeMEHO JIOBECTH JI0
nipeopMyIaliyje CTparelkor JomeHa. JIpyro, MHTEpak-
THUBHU KOHTPOJIHU cHcTemu yrpasbama (MCS) o0e3-
oehyjy aHeBHU pen v (JOpyM 3a PEIOBHE HEOITXOIHE JTU-
PEKTHE ujasore u edare, MoMaxKyhu Ja ce KoneKmuHo
0a cMuUcao oxkanHocmuma Koje ce merpgjy (Simons 19956,
crp. 218). KoHayHo, MHTEpaKTUBHN KOHTPOJIHU CHCTEMHU
00e30ehyjy sneBep 3a cranHe (puHE aHaNIM3e U Mepe, KOju
JIOTIPHHOCH BPILICHY TIPABHX IPOMEHA 1 MEH-akby HHHIIH-
jaTvBa 32 MHOBAIM]Y TPOM3BOJIA OHAKO KAKO CE MCHAjy
KOHKYPEHTHA TPYKHILITA. 3aMOC/ICHH KOPHCTE CHCTEM HH-
TEPaKTUBHE KOHTPOJIE 11a OM Ce uHGhopmucanu 0 Mooemuma
npomene u omozyhuu cebu 0a 002080pe Ha HOBe AKYUOHE
naanoee (Simons 19956, crtp. 98).

3.3. Cucmemu 6eposarba U cucmemu 02paHuyiersa

[Npunukom pasmaTpama MUTama cUcTeMa BepoBa-
Ha M CUCTEMa OrpaHHYeHha ca TPUMOBHM HajBUILHAM
CpebUM PYKOBOIMOLMMA, OTKPUBEHO j€ JIa Ce CHUCTe-
MU BEpOBamba U CUCTEMH OrpaHUYEma y Tpumy Mory
MPE3EHTOBATH 33jeTHO, TOIITO Cy TOIUKO Mel)ycoOHO
MOBE3aHH Jia je ckopo Hemoryhe noByhu nuHujy pas-
nBajama m3Mel)y Brx. PykoBoanoIu KOpHCTe cHcTeMe
BEPOBamba Jia OV IMTPOXKEIIH PaJIHy CHAry CeTOM ~KoMIa-
HUjCKHUX BPEAHOCTH ’ TaKo /1a CE OBE BPEAHOCTH HaJa3e
y OCHOBM aKTMBHOCTH opraHusaimje (cf. Simons
19956, 2000). HajBuiie pyKoBOACTBO M3MEH-EHO O
1992. ronmuHe je UMAJIO BENWKH YTHUIIAj Ha CTPATEIIKY
AKTUBHOCT Y OKBHPY KOMIIaHH]e, TIOIITO j€ TUME MPO-
MemeHa KIIMMa 3a 00aBJbame cTBapy . Hamm m3Bopu
Cy OBO MOMHEaJIM y KOHTEKCTYy ToBehama pa3HOIH-

them. Managers use beliefs systems to imbue the
workforce with a set of “company values” so that
these values will underpin organisational activity (cf.
Simons 1995b, 2000). The changed top management
since 1992 has had a big impact on strategic activity
within the company, as it changed the “climate for
doing things”. Our informants referred to this in the
context of an increase in the diversity of ideas and
initiatives that were “deemed acceptable” and,
thereby, “able to see the light of day”. We found out
that the focus on “value-adding” results in “positive
rivalry among teams because each one is trying to
come up with a better idea”.

With regard to beliefs systems, the Managing
Director’s characteristics of a transformational leader
were essential during the period of strategic change
from a defender to a prospector strategy (cf- Peljhan
2005). She, as a transformational leader, (and of course
by the help of whole top management team) managed
to alter the existing structure of the early 1990s and
influenced people to buy into a new vision and new
possibilities. Based on observations, it is concluded
that her primary focus since 1992, when she took over
the managing director position, has been to create a
change process that continually causes people within
the organisation to learn and grow. She builds shared
vision and goals and implements them through
teamwork and a high level of commitment.

From the general description of the company and
the historical review of its way to business excellence
(cf. Peljhan 2005; Tekavuiu & Peljhan 2004), we state
that a clear company mission and business strategy,
together with extensive R&D efforts, have become the
basis for Trimo’s success. Trimo’s management
believed that in order to achieve this, the company
mission and business strategies had to be
communicated to every employee in advance, to set an
appropriate basis for understanding why changes are
important. In Trimo, top management uses special
questionnaires to check understanding of the mission,
vision, values and the entire organisational culture
among employees. The results for 2002 show that 98
per cent of employees know the essential company
values (Trimo 2005a).

In order for a new business philosophy and related
practices to be embedded into the decisions and actions
of every employee, the philosophy of Trimo’s
management was written down in “Trimo Standards”,
comprising basic principles that all employees are
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Cnuxa 2: Cywmuncke epeonocmu komnauuje Trimo / Figure 2: Trimo's core values

[

PEOPLE: Employees are the key strength of Trimo. Company's power depends on the management and
all employees. Values are team work, goal orientation, creativeness, innovativeness and individual talents.

CUSTOMERS : Enthusiastic and satisfied customer is measure of our success. We develop and improve
original and complete product and service solutions for our customers.
VALUE ADDED: Profit and value added growth and cash flow available enable quicker company development.

ENVIRONMENT : We take care of well - organised factory and are friendly to our environment.
All employee's health is the value accomplished by the healthy way of living

~

/

H3zeop: Trimo 2002.

KAJIAP: 3anociienn npecTaribajy KJby4Hy cHary Tpuma. Moh koMIiaHuje 3aBUCH O] PyKOBOJICTBA U CBHX 3a-
MocJeHUX. BpemHOCTH Cy TUMCKU pajl, OpHjeHTalM]a Ka [IUJbY, KPeaTHBHOCT, FHOBATUBHOCT U T10jSIMHAYHU Ta-

JICHTH.

KJIMJEHTMU: 3anoBosban KITHjEHT IyH SHTY3Hja3Ma je Mepa Haler ycrexa. Pazsujamo u yHanpelyjemo opuru-
HaJIHA ¥ [IEJIOBUTA MPOU3BO/IHA U YCITy KHA pElIerha 3a Hallle KIIMjeHTe.

JOIJATA BPEJHOCT: Pacr npodura u qomare BpeIHOCTH, KA0 M PACIIONIOKHMBUAX TOKOBA TOTOBUHE OMO-

ryhasajy Op>ku pa3Boj KOMITaHHje.

OKPYXEIE: Boanmo padyna o 100po opranu3oBaHoj Gpadbpuiy u He omtehyjeMo )KUBOTHY CpeMHY. 31paB-
Jb€ CBUX 3allOCIICHHX j€ BPEHOCT MOCTHIHYTA 3paBUM HAYMHOM >KHUBOTA.

KOCTU HJieja ¥ MHUIIMjaTHBa Koje Cy ~cMarpaHe Mpu-
XBaTJBMBUM”, T€ CTOra W ‘’CIOCOOHHMM Ja yrienajy
cBemiocT gaHa’”. OTKpuiM ¢Mo Jia (OKyC Ha *’o/aBa-
by BPEAHOCTH MMa 3a pe3ynrar ‘' TIO3UTUBHO pUBa-
JicTBO Mel)y THMOBHMMA, jep CBaKH MOKYIIIaBa Ja CMHUC-
1 60JBy unejy”.

[ITo ce THue cuctema BepOBarba, OCOOMHE reHe-
paHOT AMPEKTOpa Kao TPaHC(HOPMAIIMOHOT JIHEpa CY
OWJIe CYIITHHCKE TOKOM MEPUO/Ia CTPATEIIKE IPOMEHE,
o1 onOpamOeHe 10 HCTpakuBauke crpareruje (cf.
[espxan 2005). Oxa je, kao TpaHC(hHOPMAIMOHH JIHIICP
(1 HapaBHO y3 TIoMOh 1EIOT THMa HajBHIIET PYKOBO-
JICTBA), yCIIeNa Jia M3MEHU T0CTojehly CTpyKTypy pa-
HUX JCBCACCCTUX I'OJJMHA IMPONIIJIOTr BEKa U YTHUYC Ha
Jbylie /1a TPUXBaTe HOBY BU3Hjy U HOBE MOTYNHOCTH.
Ha ocHoBy oricepraiiyja je 3akJby4eHo Jia j& HbEH MpH-
Mapau Qokyc o 1992. ronune, kazia je npeysena nosu-
IIMjy TEHEePAIHOT JUpeKTopa, OMO Ja Kpeupa mpolec
NPOMEHE KOjU KOHTHHYHMpPAHO Y3pOKYyje 1a JbYAU Y
OKBUpPY oOpraHuzanuje yde u pas3Bujajy ce. OHa
u3rpaljyje  3ajeqHMUKYy BH3HMjy W IHUBEBE |
HUMIUICMEHTHPA UX KPO3 TUMCKHU paJ U BUCOK CTCIICH
noceeheHocTH.

W3 ommrrer onvica KOMIIaHU]E U HCTOPH)CKOT IIpe-
IJIe/Ia BbeHOT IyTa Ka OCJIOBHOM ycrexy (y¢. [lesbxan
2005; Tekarurnu & I1esbxan 2004), moxkemo pehin 1a cy
jacHa MHCHja KOMIIAHUjE W MOCJIOBHA CTpareruja, 3a-

expected to follow. These standards are a prime
example of the combination of beliefs and boundary
control systems in Trimo. They point at company
values, as well as represent simple rules of “allowed”
behaviour. These standards are communicated
continually to all employees at annual workshops and
are also an important part of the training programmes
for newly hired employees. Standards are underpinned
by four sets of core Trimo values (see: Figure 2).

In Trimo, core values are outlined for the company
as a whole, as well as for the individual employee, as
the description of “Trimo Employee”, as a value-driven
code of business conduct (see: Figure 3). In Trimo,
every employee is expected to know the mission,
vision, basic goals and organisational culture of the
company and must help to implement them. According
to Trimo Standards, only those people who are
responsible, loyal to the company and display
self-initiative and creativity, will be able to carry out the
business strategy. The latter is also the framework that
determines the “Trimo Employee”. According to
observations, it is concluded that it is not necessary for
employees to know the various elements of the “Trimo
Employee” by heart, but they have to work and live in
accordance with them. Moreover, the important part of
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Cnuxa 3: 3anocnenu y komnanuju Trimo / Figure 3: Trimo Employee

4 )

TRIMO EMPLOYEE ...

.. is employed in Trimo , because this is the challenge for his /her professional and personal development.
... is personally responsible for the successful or unsuccessful performance of the Company.
.. takes initiative in his /her personal development , development of his / her unit and company as a whole.
... is open to changes that represent him /her a challenge, not an obstacle .
... is on time and respects agreements.
... doesn’t waste time and money and is sensitive to costs.
... acts professionally and is responsible for his /her work.
... is persistent and disciplined.
... Is neat.
... is polite to his / her colleagues, customers, and Company and doesn’t spread rumours.
... Is honest.
... is self-confident and believes in his /her colleagues .
... is good organiser of his /her own work
... initiates at least one improvement per year.
... is proud of being a Trimo Employee.

\-

N3Bop: Trimo 20056.

SATTIOCJIEHM Y KOMITAHUJU TPUMO...
...je 3arocieH y Tpumy, jep To IpeacTaBsba H3a30B 33 HhEeroB/IeH MPo(eCHOHATHY 1 JIMYHU Pa3Boj;

...J€ JIMYHO OJITOBOpAH 3a yCIEIIHe WK HeyCIelHe nepdopMaHce KOMIIaHH]€;

...TIPEy3MMa UHMITU]aTUBY Y CBOM JITYHOM Pa3Bojy, pPa3B0ojy CBOjE jeAMHHMIIC U KOMIIAHU]E Yy TICIIMHUY;

...Je OTBOpPEH 3a MPOMEHE Koje 3a Imhera MpeiCTaBIbajy N3a30B, a He MPETpeKy;

...Jé TauaH ¥ TOIITYje IOTOBOPE;

...HE TPOILI BpeMe U HOBAll ¥ BOAM padyHa O TPOLIKOBUMA;

...TIOCTYTIA MTPOPESCHOHAIHO U OATOBOPAH j€ 3a CBOj paj;

...J€ YIIOpaH U TUCIIUIUIMHOBAH;
...Je ypenas;
...Je YUTHB MpeMa CBOjUM KoJlerama, KIWjeHTHMa 1 KOMIIaHHj! U He IINPH [JIaCHHE;

...Je TIOIITeH;

...J& CaMOIIOy3/IaH M BepYyje y CBOje KOJIere;

...Je Tobap opraHu3aTop CBOT MOCJIa;

...MHUIIIpa Oap jesiHo yHanpeheme roauIme;

...je TIOHOCAH IITO je 3aMoCieH Y KoMnaHuju Trimo.

jeHO ca eKCTeH3MBHUM HAIOpHMa Ha UCTPAKUBADY U
pa3Bojy, mocranu ocHoBa 3a TpumoB ycnex. Pykoso-
nctBo Tpuma je cMarpalio Aa cy ca HUJbeM IOCTU3amka
0BOI'a, MUCHja KOMITaHH]j€ 1 TIOCIIOBHE CTpaTeruje Mo-
pajie na Oyny yHampes CaolllTeHe CBAKOM 3arociie-
HOM, Jia OU ce TIoCTaBMJIa oJiroBapajyha ocHOBa 3a pas-
YMEBamkE BAKHOCTH NMpoMmeHa. Y Tpumy HajBuIie py-
KOBOJICTBO KOPHCTH MOCEOHE YNHUTHHKE 3a MPOBEPY
pasyMeBarma MUCH]€E, BU3Hj€, BPSAHOCTH U LIETIOKYTTHE
OpraHU3alOHe KyAType 3amocieHuX. Pesynraru 3a
2002. roguuy nokasyjy na 98% 3amociieHuX To3Haje
cymrtuHeke Bpeanocty kommanuje (Trimo 2005a).

Jla 6u HOBa nociioBHA (hiI1030(Hja U ca FOM ITOBE-
3aHe Mpakce Oryie YMETHYTE Y OJUTyKe M OCTYIIKE CBa-
KOT' 3ariociieHor, (puio3oguja TpuMOBOT PyKOBOICTBA
je Hammcana y “CranaapanMma xoMmnaswje Trimo”,
KOjY YMHE OCHOBHE IPHHIMIIE 32 KOje Ce oueKyje ja he

boundary systems are also the “Ten basic rules for CIP
projects” (cf. Zupan 2000)

The fulfilment of the discussed Trimo
behavioural standards has an impact on employees’
rewards, based on the supervisor’s evaluation of an
employee’s behaviour, according to these standards.
This ensures that the most eager and successful
employees advance vertically as well as horizontally
and aims to foster the belief among employees that
everyone is responsible for himself/herself, for the
company and consequently for co-workers. All
collectively contribute to achieving the same common
goal. An important stone in implementing Trimo’s
way of doing things was also the fact that employees
accepted it because they believed in it.
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WX CBH 3ariociieHu nomrosary. OBY cTaHIapau Cy Ha-
00JBH IpHMEp KOMOWHAITH]E KOHTPOJIHUX CUCTEMA BE-
pOBama ¥ KOHTPOITHUX CHCTEMAa OTpaHnieha y Tpumy.
OHu yKa3yjy Ha BpeJJHOCTH KOMITaHH]€, a IpeIcTaBIba-
]y ¥ jeHOCTaBHa MpaBuiia *’ J03BOJHEHOT” TIOHAIIIAMA.
OBu cTaHIapAM ce KOHTHHYHPAHO CAOTIIITaBajy CBUM
3alociieHNMa Ha TOAWIILAM paJHOHUIIaMa B Takohe
YrHE BakKaH JIe0 porpama o0yKe 3a HOBE 3arloClieHe.
Cranzmapan npeacTaBibajy OCHOBY YETHUPH CeTa CyIl-
THUHCKHX BpeaHocTH y Tpumy (Buaetu: Crnvika 2).

V¥ Tpumy, CyIITUHCKE BPETHOCTH Cy YKPAaTKO OIU-
caHe 3a KOMITaHWjy Y LEJIUHH, a ¥ 32 TOjeJHHauYHOT 3a-
TIOCJICHOT, Kao onwvc ~ 3arnocieHor y komnanuju Trimo”,
Kao KOJIEKC TOCJIOBHOI' TIOHAIIaka MOJICTAKHYT Bpell-
Hoctuma (Bunety: Cruka 3). Y Tpumy ce o1 cBakor 3a-
TOCJICHOT OUYEKYje Jia TI03HAje MUCH]Y, BU3H]Y, OCHOBHE
MJBEBE M OPTaHHU3AIMOHY KYJITYpY KOMIIAHH]E U Jia 1o~
Make y FbUXOBOj MMIUIEMEHTaljH. Y CKJaly ca CTaH-
JapauMa kommanuje Trimo, caMo OHHU JbYIH KOjU CY
OJITOBOPHHU, JIOjaJTHM KOMITAHH U ¥ KOjH TI0Ka3yjy CaMoC-
TaJlHy UHUILIMjAaTHBY U KPEaTHBHOCT, MOTY Jia CIIPOBEY
NnocyoBHy crparerdjy. OBo Apyro Takohe MpeicTaBiba
OokBUp Koju onpehyje ’3amocieHor y KOMIaHHjU
Trimo”. Ilpema orcepraipjama je 3aKJby4eHO Ja HUje
HEOITXO/THO JIa 3aII0CIICHH TI03Ha]y Pa3InunTe eJIeMEHTe
”3anocieHor y komnanuju Trimo” Hanamer, Beh 1a Mo-
pajy Iia pajie v kuBe y ckiany ca mwuma. LlltaBuie, Ba-
JKaH JIe0 CUCTEMa OTpaHMYerba MpeacTariba u * Jlecer
ocHoBHHMX npaBuiia 3a mpojekre CIP” (¢f. 3ynan 2000).

[NomrroBarme pa3marpaHux CTaHAap/a MOHAIIAbA Y
TpuMmy “Ma yTuIaj Ha Harpajie 3aroCiIeHNX, Koje ce 3a-
CHHMBajy Ha CYIEpPBU30POBOj CBATyalHjH MMOHAIIAKA 3a-
TIOCJICHOT, Y CKJIamy ca oBuM craHaapmuma. OBo 00e3-
Ocehyje na HajpeBHOCHUjM M HAjyCICIIHUU 3ar0CICHH
HaIpe/Iyjy ¥ BEPTHKAIHO M XOPU30HTAIHO 1 Ma 32 Wb
HETOBAam¢ BEpoBama Mel)y 3armociieHMMa Ja je CBako
OJITOBOPaH 3a ce0e, 32 KOMITaHU]jy U, Kao MOCIIS/HITY TOra,
3a kostere. CBH 3aj€/THO IONPHHOCE MOCTU3akbY HCTOT 3a-
JeTHUYKOT IJba. BakaH acriekar y MITIEMEHTAIjH Ha-
4yuHa Ha Koju Trimo 00aBsba CTBapH je Takohe 1 YNHCHH-
11a J1a Cy ra 3ar0CIIeHH MMPUXBATUIIH jep BEPY]Y Y Hera.

Omc opraHuzanuoHe Kyarype y Tpumy, a jomn
BHIIIE, HEMAaTepUjaTHUX APYIITBEHUX U OMXejBHOpAII-
HUX acrekara Kynrype y Tpumy, Takohe npencraribajy
OOJIMK CHCTEMa BEpOBamba M CHCTEMa OrpaHHYCHA.
Opranuzaimona Kynrypa y Tpumy npezcraBiba Beoma
MHTEPECAHTHY MEIIABUHY KYJIType MOICTAKHYTE Tep-
(hopMaHCaMa 1 OPHjEHTHCAHE Ha 3a/1aTaK 1 THOBATUBHE
kynType. OBO je IpaBu NpHKa3 TeH3Hje u3Mel)y KOHTpO-
J1e ¥ (UIEKCUOMITHOCTH Y KOPIIOPATUBHAM BPEITHOCTHMA.
YV KOMITaHH]j1 TTOCTOjH BEOMa CHaXKaH (POKYC Ha ayTITyTe
1 00aBJbame 3a/1araka Ha Bpeme. OBaj OKyC Ha 3a/1aTaK

The description of organisational culture in Trimo
and even more so, the intangible social and behavioural
aspects of Trimo’s culture, also represent the form of
beliefs and boundary systems. Organisational culture
in Trimo presents a very interesting mix of
task-oriented performance-driven culture and an
innovative culture. This is a real demonstration of
control-flexibility tension in corporate values. In the
company, there is a very strong focus on outputs and the
delivery of assignments on time. This focus on the task
is typically viewed as strength, since it contributes to
make Trimo known as a reliable and trustworthy
business partner that delivers what is promised. The
company is well-known for its capacity to deliver on
time. This is the outcome of the amount of resources in
the company making it possible to put in extra people if
needed, but perhaps even more important, is a broadly
shared mentality on the significance of delivery on
time. The company has a strong “delivery culture”. At
the same time, much appreciated values are
creativeness,  innovativeness and  capabilities
development. Trimo facilitates these values with
programmes such as CIP and key files. This mix of
task/performance -oriented innovation culture works
because of the Trimo’s managers’ leadership style,
which facilitates employees’ beliefin Trimo’s values.

With regard to boundary systems in Trimo, we
should mention the process of strategy formulation
(see: Peljhan 2005). This is, in itself, a kind of boundary
system controlling the courses of action in formulating
strategies and keeping functional strategies within the
borders of a business strategy. Moreover, the process of
choosing new products to be developed and produced
(see: Peljhan 2005), also corresponds to boundary
control systems, as it directs, motivates and inspires
appropriate innovative behaviour of employees with
regard to Trimo’s strategic guidelines.

Finally, Trimo’s BSC also contains elements of a
beliefs and boundary control system in that it evolves
from the vision, mission and strategic goals of the
organisation. Its four perspective framework depicts
limits in the organisation, as it encourages employees to
focus their attention on the key aspects of the business.
If we refer back to the role of “communication of
strategy” inherent in the BSC implementation process,
we recognise it is a tool which could be used for the
dispersion of the core values of the company. Using the
BSC in this way ensures that employees are aware of
the mission of the organisation, of its main strategic
goals and, more importantly, of the role that they have
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ce OOMYHO MOCMAaTpa Kao CHara, MOIITO JONPUHOCH
ToMe Aa Trimo Oyie O3HAT Kao 1Moy3/1aH OCIOBHH Map-
THEp OJ1 TIOBEpeH-a KOjH M3BpIIIaBa OHO 1T je obehao.
Kommnanuja je mo3nara 1o cBojoj ciocoOHOCTH /12 00aBH
UcropyKy Ha Bpeme. OBO je pe3yJITar KOJIHMUHMHE pecypca
y KOMITaHWjH KOju oMOryhaBajy aHTaKOBAHE JONATHOT
KaJIpa 10 MOTPeOH, ATH IIITO j& MOK/IA jOII BOXKHH]E, TO je
PacipoCTpamkeH! MEHTAITUTET KOjH MOILITY]e 3Ha4aj UCTIo-
pyke Ha Bpeme. Komranuja nmMa CHaXxHy ~KyJTypy HCIo-
pyke”. McTroBpeMeHo, BPETHOCTH Koje ce BeoMa LieHE Cy
KPEaruBHOCT, MHOBAaTUBHOCT W Pa3B0j CIIOCOOHOCTH.
Trimo nomayke pa3Bojy OBHX BPEIHOCTH MPOrpaMuMa Kao
1rro ¢y CIP u xbyunu ¢ajnou. Oa MelliaBHHA UHOBA-
THBHE KYJIType OpHjCHTHCAHE Ha 3ajiarak/mephopMaHce
(hyHKIMOHMITIE 300T CTWJIA KOjUM PYKOBOIMONM Tprima
BOJIC KOMIIAHH]Y, a Koju oMoryhapa J1a 3arociieH! Bepyjy y
Bpemsocty Tprma.

IITo ce TM4e cuctema orpanuyea y Tpumy, Tpe-
0a 1a momeHeMo mpotiec opMysanuje crpareruje (Bu-
neru: [esbxan 2005). OBo je, camo 1o ceOu, BpcTa CUc-
TeMa OrpaHNuYeH-a KOji KOHTPOJIHUILIE TIPABall JIeIOBabha
y QopMyircamy cTparervja u oapkaBamy (yHKIHO-
HaJIHUX CTpaTerujay OKBUPY I'PaHUIIA TIOCIIOBHE CTPa-
teruje. LlITaBuie, nporec ogadrpa HOBUX MPOU3BOIA
Koje Tpeba pa3BuTH U npomsBecTH (BuaeTd: [lesbxan
2005) Takohe ofaroBapa KOHTPOJIHUM CHCTEMHIMA OT'pa-
HHUYCHA, jep yeMepaBa, MOTHBHIIIC U HHCITUPHIIIE OJIr0-
Bapajyhe MHOBaTHBHO TIOHAIAKE 3AIMOCIEHUX Y TO-
ey CTpaTelllKuX CMEpPHHUIIA KoMIaHuje Trimo.

Konauno, Tpumos mdanancupanu ckop (BSC) Takohe
Ca/IPK eJIMEHTE KOHTPOJIHHX CHCTEMa BEPOBAHA M KOH-
TPOJTHHX CHCTEMa OTPAHUYICH>A H 110 TOME IITO C€ pa3Buja 13
BIBMjC, MHUCHjE W CIpATCIIKMX IM/EBA OpraHu3aryje.
HberoB OKBHp 011 YETHPH MIEPCTICKTHBE OCITHKABA OIPAHIYe-
2 Y OpTraHM3alHjH, jep TIOICTHYE 3arocyieHe Jia JoKycHpa-
]y CBOJy 0Ky Ha KJby4HE acrieKTe 1ociia. AKO Ce BPaTvMO
TIOHOBO Ha YJIOTY ”CaollIIITaBama CTparerije” Koja je CBo-
JCTBEHA TMPOIIECY UMITIEMEHTAIIH]E M30aiaHCHPaHor CKopa
(BSC), mpu3HajeMo je ka0 MHCTPYMEHT Kojy OM MOorao Jia ce
KOPHCTH 32 IIMPEHE CYIITUHCKUX BPETHOCTH KOMITAHH]E.
Kopumhere mbanancupasor ckopa (BSC) Ha oBaj HaumH
00e30¢elyje na 3arocsen Oy)ry CBECHH MUCH]E OpraHH3ali-
j€, ’heHHMX DIABHHMX CTPATCIIKKX IBEBA U, jOII BOXKHU]E,
YIIOre KOjy OHH MTPajy Y FBXOBOM OCTBaperby. OBO MoMarke
y TIPHIPYKABAGY TIPE/ICTABIBEHHX CYILITUHCKUX BPSIHOCTH,
CBE JIOK WX 3arlOCIeHH JI00pO pasyMejy.

4. Pazmamparve

Y 0BOM OJICJbKY C€ pa3Marpajy IVIaBHU Haja3u
Ba)KHU 32 JiaJbe yHanpehemwe nocrojehe teopuje. 1lTo
ce THUYE IMjarHOCTHYKUX KOHTPOIHHUX cuctema y Tpu-

to play in their achievement. This facilitates the
adherence to the core values outlined, as long as they
are well understood by the employees.

4. Discussion

This section discusses the major findings
important for further refinement of the existing theory.
With regard to diagnostic control systems in Trimo,
administrative controls are used across multiple levels
of the company to secure strategy implementation.
Given the claims about the power of performance
indicators to influence behaviour (e.g. Kaplan &
Norton 1996; Otley 1999), it is appropriate to begin by
discussing 