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Preamble 
SDU's leadership compass shows the direction for what good leadership means at SDU and will contribute to SDU's 

managers working with their leadership development in a lifelong perspective. The compass is based on core SDU values 

such as propriety, accountability, drive and dialogue, which is reflected in the 4 perspectives of the compass.  

Together with specific management tools and SDU's programmes for leadership development, the leadership compass 
constitutes a comprehensive web-based knowledge portal for good leadership at SDU. The leadership compass consists 
of four guiding and mutually dependent perspectives that SDU's managers can use for leadership navigation: Direction, 
Interaction, Commitment and Leadership. The compass provides an opportunity for managers to continuously see beyond 
everyday life and reflect on their own leadership development.  

The primary target group for SDU's leadership compass is first and foremost SDU's managers with staff responsibilities. At 
the same time, managers without staff responsibilities are encouraged to actively use the compass for inspiration. 

SDU's leadership compass is based on the following: 

That leadership is always exercised in contexts, and that managers must navigate in various and not always unanimous 
contexts. The formal context stipulates that SDU is a state-funded independent university, which has the task of 
conducting research and providing research-based education up to the highest international level, disseminating the 
latest knowledge and collaboration with the surrounding community. The strategic context consists of SDU creating 
value for and with society with sustainable development in mind by combining classic academic virtues within research 
and education with a dynamic, innovative and decisive position in the university landscape and society. The economic 
context is characterised by the fact that the University's financial framework is largely controlled and regulated by the 
state, but also consists of competitive and market-determined funds. Within these contexts, SDU's managers undertake 
to exercise management with regard to SDU's articles of association, personnel policy guidelines, pay policies, 
collective agreements, working environment legislation and sound working conditions, as well as other administrative 
rules.  

That leadership is a practice that is practiced in relationships between people. A manager exercises leadership over and 

with his employees and management colleagues based on formal powers and management rights. The leadership 

compass aims to help managers to be able to handle the many different types of management tasks that result from 

working at a large university with a composite university population (researchers, lecturers, technical staff, 

administrative staff, students) with many connections to the surrounding local, national and global communities.  

That the University is constantly changing, which places demands on the agility of managers and employees. SDU will 

therefore promote that the University's managers continuously receive leadership development. Leadership 

development is an important prerequisite for developing both employees, management teams and the University and 

is a breeding ground for well-being, results and for the University to fulfil its purposes.  

Leadership is about bringing human competencies and resources into play, so that we as a university can pursue our goals 
and solve our tasks. SDU's managers must both be able to seize new opportunities and be able to prioritise and undertake 
their responsibilities with respect for research freedom and freedom of expression, involvement of employees, students 
and partners and the University's political, economic, social and technical (framework) conditions. 

Good leadership helps employees, students, partners and the University succeed in their purposes and ambitions. In doing 
so, SDU creates value for and together with society. 
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 The 4 perspectives of the leadership compass 
With the leadership compass, SDU intends to encourage managers to exercise good leadership, to reflect 
on their own leadership practice and to work on their personal leadership development. 
 
The leadership compass consists of four guiding and interdependent perspectives: Direction, Interaction, 
Commitment and Leadership. The perspectives are based on the values of propriety, accountability, drive 
and dialogue.  
 
Each perspective includes a number of reflection questions. The questions serve as tools for the individual 
manager to reflect on good leadership values in his or her management and find inspiration to be in a 
continuous development and learning process and thereby practice a flexible and agile managerial style. 
 
The questions also reflect the expectation of good leadership at SDU. For example, the question ’How do 
I communicate the terms and ambitions of the University and my unit?’ implicitly refers to good leadership 
in the form of ‘The manager communicates the conditions and ambitions of the University and his/her unit’. 
Determining how to go about this is precisely the manager's responsibility in the light of their context, tasks 
and employees. 
 
Based on their own position within the organisation and managerial experience, each manager must 
interpret the questions so that they make sense for his/her leadership practice.  
 
The reflection questions will be included as a natural element in SDU's various development and 
competence courses for managers and are also suitable for discussion in management discussion groups 
and other management networks. 
 
As a manager, it is essential to work with your personal leadership framework. It is a complex and lifelong 
process that requires time. Therefore, it is also important that the individual manager, in interaction with 
the rest of the management, prioritises the necessary time and finds relevant opportunities to work with 
his or her personal leadership framework. 
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 Direction – how do we set a direction that is clear to everyone?  
Direction is about formulating and communicating clear ambitions that can develop the University and 
engage employees. The formulation of ambitions is based on an overall organisational understanding and 
takes place jointly with relevant parties. The direction actively supports the University's purpose and 
strategic intentions, taking into account the manager's organisational level and the individual 
organisational unit's distinctiveness and orientations.  
 
A clear and distinct direction is a prerequisite for the manager to be able to show strength and 
decisiveness. The direction must be clear so that the manager can prioritise and make decisions in the 
short and long term and prioritise between different considerations and interests. Also, the direction must 
be clear so that employees understand what is important, valuable and meaningful. At the same time, the 
manager must also be able to navigate and be able to adjust the direction if necessitated by changes in 
context, in tasks or among employees.  
 
When working on setting the direction, the manager must also provide space to unfold the many available 
talents and promote diversity and equality.  
 

 

 

Reflections for the individual manager on Direction: 

• How do I reflect the conditions, frameworks and ambitions of the University and my unit in my 
managerial work? 
 

• How do I generate shared and engaging ambitions? 

 

• How do I continuously adjust the direction upon changes in terms, context, tasks and employees? 

 

• How do I prioritise and coordinate different and competing tasks and interests? 

 

• How do I communicate the terms and ambitions of the University and my unit?  
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 Interaction – How do we make interaction easy and attractive?  
Interaction is founded on propriety with respect for different employees and perspectives and is about 
bringing relevant parties and competencies across faculties and units together to create joint results. 
Interaction in the managerial work takes place both within one's own unit and across SDU in the form of, 
for example, networks, professional contacts and in relevant councils, boards and committees at SDU.  
 
Active and constructive participation in various management groups and forums is crucial for the 
management task and cross-coherence. 
 
The managerial work consists of taking an independent initiative to develop well-functioning units and good 
cooperation interfaces across SDU and between the University and the surrounding national and 
international community. Clarity about roles and responsibilities as well as knowledge sharing, feedback 
and professional back-and-forth has a pivotal role in managerial work. 
  
 

 
Reflections for the individual manager on Interaction: 

 

• How do I take the initiative to bring different competencies into play to create results? 

• How do I promote interaction among employees within my own unit? 

• How do I support cross-disciplinary initiatives, activities and collaborations outside my own unit? 

• How do I involve employees and partners without relinquishing my managerial responsibility? 

• How do I contribute to knowledge sharing, feedback and professional back-and-forth? 

  



 

 

6 

s
d

u
.d

k
 

#
s
d

u
d

k
 

 Commitment – how do we create the best framework for employee engagement? 
Commitment is created jointly by people, and the managerial work supports an interaction based on mutual 
commitment, where everyone is a contributor and each other's prerequisites. Commitment is promoted 
through dialogue with the opportunity to listen, argue for and against and find common solutions. 
 
The employees' commitment to the task is an important driving force for achieving ambitions and goals. 
Working with commitment is about involvement and co-determination and about creating a motivating 
culture founded on well-being and security, where there is room to take a risk, and where mistakes are 
something you learn from.  
 
Managerial work consists of involving and motivating employees and demonstrating the courage, 
willingness and ability for an appreciative and constructive critical approach to collaboration that also 
embraces difficult matters.  

 
 
 
 
 
Reflections for the individual manager on Commitment: 

 

• How do I promote that the individual employee and the community should mutually support each 
other?  

• How do I motivate the individual employee and employee group to develop and utilise relevant 
competencies and potentials? 

• How do I make room for job satisfaction, enthusiasm and professional pride?  

• How do I properly handle conflicts, frustration, doubt, frustration and insecurity? 

• How do I contribute to open, trusting, appreciative and dialogue-based communication? 
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 Leadership – assuming managerial responsibility 

To assume the leadership identity is about accepting to bring oneself into play. It is about knowing one's 

own values and being aware of one's responsibilities. To assume managerial responsibility is to assume 

responsibility for the organisation, without being in fundamental conflict with one's own values and integrity. 

To assume managerial responsibility is also to perform the tasks and duties set out in SDU's instructions 

and guidelines. Personal leadership must meet the organisation's expectations and is about combining 

one’s own values and integrity with the managerial responsibility.  
 
Leadership is created together with others. Managers have a special responsibility to create good 
leadership in interaction with both employees and management colleagues.  
 
 
 
 
Reflections for the individual manager on responsibility, identity and leadership development: 

 

• What is my personal leadership framework that clarifies my values and ambitions? 

• How do I take on managerial responsibilities and demonstrate integrity and credibility? 

• How do I seek dialogue with employees, managers and management colleagues about good 
leadership and about my leadership practice?  

• How do I develop my network to get feedback, find a community and get help when things are 
hard? 

• How do I develop my own leadership in a lifelong perspective?  
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 Good leadership principles at SDU 

 

 

 Good leadership at SDU 

Direction The manager's managerial work reflects the conditions, frameworks and ambitions of the 

University and the manager’s unit. 

 The manager creates common, engaging ambitions. 

 The manager adjusts the direction upon changes in terms, context, tasks and employees. 

 The manager prioritises and coordinates between different tasks and interests. 

 The manager communicates the terms and ambitions of the University and his/her unit. 

Interaction The manager takes the initiative to bring different competencies into play to create results. 

 The manager promotes collaboration within his/her own unit. 

 The manager supports cross-cutting collaboration outside his/her own unit. 

 The manager ensures involvement with respect for his/her managerial responsibility.  

 The manager shares knowledge, provides feedback and provides professional back-and-forth. 

Commitment The manager promotes that the individual employee and the community should mutually support 

each other. 

 The manager motivates the employee and the employee group to develop their competencies and 

potentials. 

 The manager creates job satisfaction. 

 The manager handles conflicts and dissatisfaction in a proper manner. 

 The manager communicates openly, trustingly, appreciatively and dialogue-based. 

Leadership The manager acts on the basis of a distinct personal leadership framework. 

 The manager assumes his/her responsibility and demonstrates integrity and credibility. 

 The manager enters into dialogue to strengthen his/her leadership. 

 The manager develops his/her network to strengthen his leadership. 

 The manager is under continuous leadership development in a lifelong perspective. 
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