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A GOAL-SETTING TECHNIQUE: MANAGEMENT BY OBJECTIVES 180

NATURE OF PLANS 180

WHERE DO WE WANT THIS ORGANISATION TO BE AT A SPECIFIC FUTURE 

DATE? - SETTING GOALS
178

HOW WILL THE ORGANISATION ACHIEVE ITS GOALS - FORMULATING PLANS 178

ORGANISATIONAL GOAL (OBJECTIVE) DEFINITION
A DESIRABLE STATE OF AFFAIRS THAN AN ORGANISATION AIMS TO ACHIEVE 

AT SOME POINT IN THE FUTURE
178

ORGANISATIONAL PLAN DEFINITION THE MEANS BY WHICH THE GOAL IS TO BE REALISED 178

ORGANISATIONAL GOALS ARE STARTING POINT IN PLANNING PROCESS 178

GOALS FLOW FROM MISSION STATEMENT 178

TYPE OF GOAL INFLUENCED BY LEVEL AT WHICH IT IS SET 178

STRATEGIC GOALS - TOP LEVEL MANAGERS 178

OPERATIONAL GOALS - LOWER LEVEL MANAGERS 178

STRATEGIC GOALS = HOLISTIC - APPLY TO WHOLE ORGANISATION 178

TIME PERIOD = SHORT TERM, INTERMEDIATE / LONG TERM 178

GOALS MAY BE PUBLICLY STATED / NOT 178

OFFICAL GOALS - FORMALLY & PUBLICLY DECLARED 178

OPERATIVE GOALS - PRIVATE GOALS OF ORGANISATION 179
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PROVIDE GUIDANCE & AGREEMENT ON DIRECTION OF ORGANISATION 179

FACILITAT EFFECTIVE PLANNING IN TERMS OF RESOURCE DEPLOYMENT 179

CAN INSPIRE & MOTIVATE EMPLOYEES 179

EVALUATION OF EMPLOYEE & ORGANISATIONAL PERFORMANCE & 

CONTROL OF ORGANISATIONAL RESOURCES
179

PLAYS IMPORTANT PART IN SUCCESS OR ORGANISATIONS 179

SPECIFIC 179

MEASURABLE 179

ATTAINABLE 179

RELEVANT 179

TIME BOUND 180

MANAGEMENT BY OBJECTIVES (MBO)
TECHNIQUE DESIGNED TO ACHIEVE THE INTEGRATION OF INDIVIDUAL & 

ORGANISATIONAL GOALS IN ORGANISATIONS
180

MBO IS

SYSTEM WHEREBY MANAGERS & EMPLOYEES DEFINE GOALS FOR EVERY 

DEPARTMENT, PROJECT & PERSON & USE THEM TO MONITOR SUBSEQUENT 

PERFORMANCE

180

WITH MBO ALL EMPLOYEES
MUST HAVE A CLEAR UNDERSTANDING OF THE ORGANISATION'S PURPOSE, 

MISSION, LONG-TERM GOALS AND STRATEGY
180

MANAGER & EMPLOYEES HAVE DISCUSSION THAT RESULTS IN 

FORMULATION OF JOB DESCRIPTION & KEY PERFORMANCE AREAS FOR 

EMPLOYEE

180

EMPLOYEE ESTABLISHES POTENTIAL KEY PERFORMANCE TARGETS. 

EMPLOYEE & MANAGER MEET TO DEVELOP GOALS FOR EMPLOYEE
180

EMPLOYEE & MANAGER ESTABLISH CHECKPOINTS TO MEASURE 

PERFORMANCE
180

EVALUATION OF DEGREE OF GOAL ATTAINMENT TAKES PLACE AT END OF 

PRE-DETERMINED PERIOD
180

EFFORTS OF MANAGERS & EMPLOYEES FOCUS ON ATTAINING 

ORGANISATIONAL GOALS
180

ORGANISATION'S PERFORMANCE CAN IMPROVE 180

EMPLOYEES ARE MOTIVATED 180

INDIVIDUAL GOALS ALIGN WITH ORGANISATIONAL GOALS 180

ENVIRONMENTAL CHANGES CAN CAUSE CHANGE IN ORGANISATIONAL 

GOALS, DISRUPTS MBO
180

POOR RELATIONS BETWEEN MANAGERS & EMPLOYEES REDUCE 
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180

OPERATIONAL GOALS MAY DISPLACE STRATEGIC GOALS 180

ORGANISATIONAL CULTURE MAY DISCOURAGE EFFECTIVE USE 180

CAN RESULT IN TOO MUCH PAPERWORK 180

PLAN IN BLUEPRINT FOR GOAL ACHIEVEMENT 181

INDICATES HOW GOALS ARE GOING TO BE REACHED 181

MANAGERS CONSIDER SEVERAL ALTERNATIVE PLANS OF ACTION 181
VARIOUS FACTORS INFLUENCE MANAGERS WHEN THEY DEVELOP 
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(STRENGHTS: SKILLS, PATENTS, CAPITAL, IMAGE, RAW-MATERIAL, 

MARKETING CHANNEL); COSTS ASSOCIATED WITH PLANS

181

PLANNING CONTEXT 181

STEPS IN PLANNING PROCESS 182

STRATEGIC COALS & PLANS 184

TACTICAL GOALS & PLANS 187

OPERATIONAL GOALS & PLANS 187

PLANNING CONTEXT

SEVERAL FACTORS DETERMINE CONTEXT IN WHICH PLANNING TAKES PLACE - 

THESE VARIABLES SET THE PARAMETERS WITHIN WHICH MANAGERS 

FORMULATE REALISTIC ORGANISATIONAL GOALS & PLANS

181
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ORGANISATION'S ENVIRONMENT 181

MANAGERS' VALUES 181

MANAGERS' EXPERIENCE 181

PURPOSE OF THE ORGANISATION INCLUDES OBLIGATION TO SOCIETY 181

ORGANISATION'S MISSION STATEMENT
SETS OUT UNIQUE PURPOSE THAT DISTINGUISHES THE ORGANISATION 

FROM OTHERS
182

ORGANISATION'S ENVIRONMENT CRUCIAL VARIABLE THAT INFLUENCES PLANNING 182

MANAGERS' VALUES
INFLUENCE & CEMENT THE ORGANISATION'S CULTURE, STRATEGY & 

STRUCTURE
182

MANAGERS' EXPERIENCE INFLUENCES THE PLANNING PERFORMANCE OF MANAGERS 182
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LOWER-LEVEL 183

TOP-LEVEL LONG-TERM STRATEGIC GOALS & STRATEGY PLANS - ENTIRE ORGANISATION 183

MIDDLE-LEVEL
USE STRATEGIC GOALS: MEDIUM-TERM TACTICAL GOALS & PLANS FOR 

FUNCTIONAL DEPARTMENTS
183

LOWER-LEVEL
USE TACTICAL GOALS: SHORT-TERM OPERATIONAL GOALS & PLANS FOR 

SECTIONS
183

LEVELS OF GOALS & PLANS WITH TIME FRAMES (FIGURE) 184

STRATEGIC GOALS 184

STRATEGIC PLANS 185

VISION 184

MISSION STATEMENT 185

LONG-TERM STRATEGIC GOALS 185

IMPLIES THAT MANAGERS NEED TO THINK ABOUT NEW POSSIBLITIES THAT 

WILL CARRY THEIR ORGANISATION INTO THE FUTURE
184

PROMOTES CHANGE & PROVIDES FOUNDATION FOR STRATEGIC PLAN 184

PICTURE OF THE FUTURE THE ORGANISATION SEEKS TO CREATE 184

INDIVIDUALS ARE MOTIVATED BECAUSE THEY CAN SEE HOW THEIR EFFORTS 

CONTRIBUTE TO SUCCESS
185

SPELLS OUT MISSION / OVER-ARCHING GOAL OF ORGANISATION 185

SETS ORGANISATION APART FROM OTHERS 185

WHAT IS OUR BUSINES? (PRODUCTS & SERVICES) 185

WHO ARE OUR CUSTOMERS? (MARKET) 185

HOW DO WE PROVIDE OUR PRODUCTS OR SERVICES? (TECHNOLOGY) 185

MAY MAKE STATEMENT OF CULTURE, PUBLIC IMAGE, SELF-CONCEPT, 

SOCIAL RESPONSIBILITY & QUALITY OF PRODUCTS
185

SETS STAGE FOR STRATEGIC, TACTICAL & OPERATIONAL PLANNING 185

DERIVE FROM MISSION STATEMENT 185

COMPLEX & DEAL WITH ORGANISATION AS A WHOLE 185

TOP MANAGERS USUALLY INCLUDE GOALS: PROFITABILITY, PRODUCTIVITY, 

COMPETITIVE POSITION, HUMAN RESOURCES DEVELOPMENT, HUMAN 

REALTIONS, TECHNOLOGICAL LEADERSHIP & SOCIAL RESPONSIBILITY
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SHOULD BE CLEAR 185

CORPORATE STRATEGIES 186

BUSINESS STRATEGIES 186

MARKET-DEVELOPMENT 186

PRODUCT-DEVELOPMENT 186

CONENTRATION-GROWTH STRATEGY 186

INNOVATION 186

HORIZONTAL-INTEGRATION 186

VERTICAL-INTEGRATION 186

JOINT-VENTURE 186

DIVERSIFICATION 187

TURNAROUND 187

DIVESTITURE 187

LIQUIDATION 187

MARKET-DEVELOPMENT DEVELOP EXISTING / NEW MARKET FOR PRESENT PRODUCTS 186

PRODUCT-DEVELOPMENT NEW / MODIFY PRODUCTS FOR EXISTING MARKETS 186

CONENTRATION-GROWTH STRATEGY
DIRECTING ALL RESOURCES & SKILLS TO SINGLE PRODUCT IN SINGLE 

MARKET
186

INNOVATION CONSTANTLY IMPROVING PRODUCTS 186

HORIZONTAL-INTEGRATION TAKING OVER SIMILAR ORGANISATIONS 186

VERTICAL-INTEGRATION TAKING OVER OTHER BUSINESSES (RAW MATERIALS / ACTING AS OUTLETS) 186

JOINT-VENTURE 2 / MORE FIRMS EMBARK ON 1 PROJECT 186

DIVERSIFICATION
TAKE OVER OTHER FIRMS ENTER INTO NEW ACTIVITIES / SETS UP A 

COMPLETELY NEW ENTITY
187

TURNAROUND FOLLOW DURING DIFFICULT TIMES & COMPELLED TO CUT COSTS 187

DIVESTITURE SELLING OF A BUSINESS / PARTS OF BUSINESS IN LINE WITH MISSION 187

LIQUIDATION
ADMIT TO FAILURE & WANTS TO KEEP SHAREHOLDERS' LOSSES @ A 

MINIMUM
187

BUSINESS STRATEGIES DETERMINE HOW BEST TO COMPETE IN A PARTICULAR INDUSTRY / MARKET 187

TACTICAL GOALS 187

TACTICAL PLANS 187

TACTICAL GOALS MEDIUM OR SHORT-TERM GOALS DERIVED FROM LONG-TERM GOALS 187

HAVE A MORE SPECIFIC FOCUS WHEN COMPARED TO STRATEGIC PLANS 

BECAUSE THEY DEAL WITH PEOPLE & ACTIONS
187

DEPARTMENTAL HEADS FORMULATE PLANS 187

TAKE INTO CONSIDERATION: STRATEGIC GOALS & PLANS; TACTICAL GOALS; 

RESOURCE ALLOCATION; TIME ISSUES; HUMAN RESOURCE COMMITMENTS
187

OPERATIONAL GOAS 187

OPERATIONAL PLANS 187

PERIOD OF NO LONGER THAN 1 YEAR 187

DEALS WITH DAY-TO-DAY ACTIVITIES 187

TACTICAL GOALS AND PLANS

TACTICAL PLANS

OPERATIONAL GOALS & PLANS

OPERATIONAL GOALS

VISION

MISSION STATEMENT

LONG-TERM STRATEGIC GOALS

TWO LEVELS OF STRATEGIC PLANS

CORPORATE STRATEGIES

STRATEGIC GOALS & PLANS
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ALLOCATION OF RESOURCES 187

TAKE FORMM OF UNIT GOALS & OPERATIONAL STANDARDS 187

EXECUTED BY 1ST LINE MANAGERS 187

PERIOD OF NO LONGER THAN 1 YEAR 188

PURPOSE IS TO ACHIEVE OPERATIONAL GOALS 188

TWO BASIC FORMS: SINGLE-USE PLANS; STANDING PLANS 188

PROGRAM 188

PROJECT 188

BUDGET 188

PROGRAM 
SET OF PLANS FOR ATTAINING ONE-TIME ORGANISATIONAL GOAL 

(BUILDING OF NEW MALL)
188

PROJECT
SET OF PLANS FOR ATTAINING ONE-TIME ORGANISATIONAL GOAL - 

SMALLER IN SCOPE & COMPLEXITY (INSTALLATION OF AIR CONDITIONING)
188

BUDGET
NUMERICAL PLAN FOR ALLOCATING OF FINANCIAL, HUMAN, PHYSICAL & 

INFORMATIONAL RESOURCES TO SPECIFIC ACTIVITIES
188

POLICIES 188

RULE 188

STANDARD PROCEDURE 188

BROAD IN SCOPE 188

DERIVED FROM OVERALL GOALS 188

DEFINE BOUNDARIES FOR DECISION-MAKING 188

ENSURE THAT DECISIONS ARE CONSISTENT WITH GOALS 188

GUIDELINES ON MANAGERIAL ACTIONS 188

1ST LINE RARELY MAKE POLICIES 188

RULE PRESCRIBES TO EMPLOYEES WHAT THEY MAY / MAY NOT DO 188

STANDARD PROCEDURE DEFINE PRECISE SERIES OF STEPS TO ATTAIN CERTAIN GOALS 188

MARKETING 188

FINANCE 188

PRODUCTION & OPERATIONS 188

HUMAN RESOURCES 188

PURCHASING 188

MARKETING
PRODUCT LINE, MARKET POSITION, DISTRIBUTION CHANNELS, MARKET 

COMMUNICATION, PRICES
188

FINANCE
POLICY ON DEBTORS, DEVIDENDS, ASSET MANAGEMENT, CAPITAL 

STRUCTURE
188

PRODUCTION & OPERATIONS IMPROVEMENT OF PRODUCTIVITY, LOCAITON PROBLEMS, LEGISLATION 188

HUMAN RESOURCES
LABOUR RELATIONS, LABOUR TURNOVER, TRAINING OF HUMAN 

RESOURCES, EQUITY CONSIDERATIONS
188

PURCHASING SUPPLIERS, POLICY ON CRETIORS, SOURCES OF RAW MATERIALS 188

IMPLEMENTING  OF THE CHOSEN PLAN INVOLVES

DEVELOPING A FRAMEWORK FOR ITS EXECUTION, LEADERSHIP TO SET THE 

PLAN IN MOTION ANT HE EXERCISE OF CONTROL TO DETERMINE WHETHER 

THE PERFORMANCE OF THE ACTIVITIES IS GOING ACCORDING TO PLAN

188

IF THERE IS A DEVIATION FORM THE PLAN CONTROL WILL REVEAL THIS AND REACTIVE PLANNIN GWILL BE NECESSARY 189

ORGANISING MEANS
THAT MANAGEMENT HAS TO DEVELOP MECHANISMS IN ORDER TO 

IMPLEMENT THE STRATEGY / PLAN
192

THE ORGANISING PROCESS'S POINT OF DEPARTURE IS THE VISION, MISSION, GOALS & STRATEGIES OF THE ORGANISATION 192

ARRANGEMENTS HAVE TO BE MADE TO DETERMINE

WHAT ACTIVITIES WILL BE CARRIED OUT, WHAT RESOURCES WILL BE 

EMPLOYED, WHO WILL PERFORM THE VARIOUS ACTIVITIES IN ORDER TO 

ACHIEVE THE VISION, MISSION & GOALS

192

DISTRIBUTION OF TASKS AMOUNGST EMPLOYEES 192

ALLOCATION OF RESOURCES TO PERSONS & DEPARTMENTS 192

GIVING NECESSARY AUTHORITY TO ENSURE TASKS ARE CARRIED OUT 192

MUST BE COMMUNICATION, CO-OPERATION & CO-ORDINATION 192

SET OF FORMAL TASKS ASSIGNED TO INDIVIDUALS & DEPARTMENTS 192

FORMAL REPORTING RELATIONSHIPS (AUTHORITY, RESPONSIBILITY, 

NUMBER OF HIERARCHICAL LEVELS, SPAN OF MANAGEMENT)
192

DESIGN OF SYSTEMS TO ENSURE EFFECTIFE CO-ORDINATION 192

ENTAILS A DETAILED ANALYSIS OF WORK TO BE DONE & RESOURCES TO BE 

USED TO ACCOMPLISH THE AIMS OF THE BUSINESS
193

DIVIDES THE TOTAL WORKLOAD INOT ACTIVITIES THAT CAN BE PERFORMED 

BY INDIVIDUALS / GROUPS
193

PROMOTES PRODUCTIVE DEPLOYMENT & UTILISATION OF RESOURCES 193
RELATED ACTIVITIES & TASKS OF INDIVIDUALS ARE GROUPED TOGETHER 

RATIONALLY IN SPECIALISED DEPARTMENTS (MARKETING, PERSONNEL / 

FINANCE DEPARTMENTS) EXPERTS CARRY OUT DUTIES

193

DEVELOPMENT OF ORGANISATIONAL STRUCTURE RESULTES IN A 

MECHANISM THAT CO-ORDINATES ACTIVITIES OF WHOLD BUSINESS INTO 

COMPLETE, UNIFORM HARMONIOUS UNITS

193

DESIGNING JOBS 194

GROUPING JOBS (DEPARTMENTALISATION) 194

ESTABLISHING REPORTING RELATIONSHIPS 194

ESTABLISHING AUTHORITY RELATIONSHIPS 194

ORGANISATIONAL STRUCTURE DEFINITION

REASONS FOR IMPORTANCE OF ORGANISING

FUNDAMENTALS OF ORGANISING

SINGLE-USE PLANS (TO ACHIEVE A SET OF GOALS THAT ARE 

NOT LIKELY TO BE REPEATED)

STANDING PLANS (ONGOING THAT PROVIDE DIRECTION FOR 

TASKS THAT ARE REPEATED)

POLICIES

FUNCTIONAL MANAGEMENT AREAS: KEY ASPECTS TO BE 

CONSIDERED

INVOLVES

OPERATIONAL GOALS

OPERATIONAL PLANS



CO-ORDINATING ACTIVITIES 194

JOB DESIGN 194

SPECIALISATION 194

JOB SPECIALISATION 194

JOB ROTATION 195

JOB ENLARGEMENT 195

JOB ENRICHMENT 195

JOB DESIGN DETERMINATION OF AN EMPLOYEE'S WORK-RELATED RESPONSIBILITIES 194

SPECIALISATION

DEGREE TO WHICH THE OVERALL TASK OF THE ORGANISATION IS BROKEN 

DOWN INTO SMALLER UNITS TO TAKE ADVANTAGE OF SPECIALISED 

KNOWLEDGE OR SKILLS TO IMPROVE PRODUCTIVITY

194

JOB SPECIALISATION

IS AN EXTENSION OF ORGANISATIONAL GROWTH (THE GROWING BUSINESS 

IN CONTINUALLY COMPELLED TO APPLY SPECIALISATION / DEVISION OF 

LABOUR)

194

WORKERS PERFORMING SMALL & SIMPLE TASKS BECOME VERY PROFICIENT 

AT EACH TASK
195

TRANSFER TIME BETWEEN TASKS DECREASES. IF EMPLOYEES PERFORM 

SEVERAL DIFFERENT TASKS, SOME TIME IS LOST AS THEY STOP DOING A 

TAKS ON MOVE TO THE NEXT

195

THE MORE NARROWLY DEFINED A JOB IS, THE EASIER IT IS TO DEVELOP 

SPECIALISED EQUIPMENT TO ASSIST WITH THAT JOB
195

WHEN AN EMPLOYEE WHO PERFORMS A HIGHLY SPECIALISED JOB IS 

ABSENT / RESIGNS, THE MANAGER IS ABLE TO TRAIN SOMEBODY NEW AT 

RELATIVELY NO COST

195

WORKERS WHO PERFORM HIGHLY SPECIALISED JOBS MAY BECOME BORED 

& DISSATISFIED, WHICH MAY LEAD TO ABSENTEEISM & LOWER QUALITY OF 

WORK

195

ANTICIPATED BENEFITS OF SPECIALISATION  DO NOT ALWAYS OCCUR 195

JOB ROTATION
INVOLVES SYSTEMATICALLY MOVING EMPLOYEES FROM ONE JOB TO 

ANOTHER
195

JOB ENLARGEMENT
WAS DEVELOPED TO INCREASE THE TOTAL NUMBER OF TASKS THAT A 

WORKER PERFORMS
195

JOB ENRICHMENT
INVOLVES INCREASING BOTH THE NUMBER OF TASKS THE WORKER DOES & 

THE CONTROL THE WORKER HAS OVER THE JOB
195

REASONS FOR DEPARTMENTALISATION

ARE INHERENT IN THE ADVANTAGES OF SPECILISATION & THE PRESSURE IN 

A GROWING BUSINESS TO SPLIT THE TOAL TASK OF MANAGEMENT INTO 

SMALLER UNITS

196

FUNCTIONAL DEPARTMENTALISATION 196

PRODUCT DEPARTMENTALISATION 196

LOCATION DEPARTMENTALISATION 196

CUSTOMER DEPARTMENTALISATION 196

MATRIX ORGANISATIONAL STRUCTURE 196

FUCTIONAL DEPARTMENTALISATION
ACTIVITIES BELONGING TO EACH MANAGEMENT FUNCTION ARE GROUPED 

TOGETHER
196

FUCTIONAL DEPARTMENTALISATION (FIGURE) 196

PRODUCT DEPARTMENTALISATION

ALL ACTIVITIES CONCERNED WITH THE MANUFACTURING OF A PRODUCT / A 

GROUP OF PRODUCS ARE GROUPED TOGETHER IN PRODUCT SECTIONS, 

WHERE ALL THE SPECIALISTS ASSOCIATED WITH THE PARTICULAR 

PRODUCTS ARE GROUPED

196

PRODUCT DEPARTMENTALISATION (FIGURE) 197

LOCATION DEPARTMENTALISATION
LOGICAL STRUCTURE FOR A BUSINESS THAT MANUFACTURES & SELLS 

PRODUCTS IN DIFFERENT GEOGRAPHICAL REGIONS
197

LOCATION DEPARTMENTALISATION (FIGURE) 198

CUSTOMER DEPARTMENTALISATION

IS ADOPTED PARTICULARLY WHERE A BUSINESS CONCENTRATES ON SOME 

SPECIAL SEGMENT OF TE MARKET OR GROUP OF CONSUMERS OR, IN THE 

CASE OF INDUSTRIAL PRODUCTS, WHERE IT SELLS ITS WARES TO A LIMITED 

GROUP OF USERS

197

CUSTOMER DEPARTMENTALISATION (FIGURE) 198

MATRIX ORGANISATIONAL STRUCTURE INCORPORATES THE ADVANTAGES OF BOTH STRUCTURES 198

MATRIX ORGANISATIONAL STRUCTURE (FIGURE) 199

ESTABLISHING RELATIONSHIPS
1ST STEP IN ESTABLISHING REPORTING LINES IS TO DETERMINE WHO 

REPORTS TO WHOM
200

CHAIN OF COMMAND
CLEAR & PRCISE REPORTING LINES ARE IMPORTANT SO THAT EVERYBODY 

KNOWS WHO IS IN CHARGE OF WHAT ACTIVITIES
200

CHAIN OF COMMAND DEFINITION
A CLEAR & DISTINCT LINE OF AUTHORITY AMONG THE POSITIONS IN AN 

ORGANISATION
200

THE UNITY OF COMMAND 200

THE SCALAR PRINCIPLE 200

UNITY OF COMMAND
SUGGESTS THAT EACH PERSON WITHIN AN ORGANISATION MUST HAVE A 

CLEAR REPORTING RELATIONSHIP TO ONLY ONE SUPERVISOR
200

THE SCALAR PRINCIPLE

SUGGESTS THAT THERE MUST BE A CLEAR & UNBROKEN LINE OF 

AUTHORITY THAT EXTENDS FORM THE LOWEST TO THE HIGHEST POSITION 

IN THE ORGANISATION

200

SPAN OF MANAGEMENT
2ND STEP IN ESTABLISHING REPORTING LINES IS TO DETERMINE HOW MANY 

PEOPLE WILL REPORT TO ONE MANAGER
200

LIMITATIONS OF SPECIALISATION

COMMON BASIS FOR DEPARMENTALISATION

TWO COMPONENTS OF CHAIN OF COMMAND

DESIGNING JOBS

BENEFITS OF SPECIALISATION



SPAN OF MANAGEMENT (FIGURE) 200

TALL ORGANISATIONAL STRUCTURE 200

MANAGERS MIGHT BE UNDER-UTILISED 200

EXCESSIVE CONTROL OVER SUBORDINATES 200

FLAT ORGANISATIONAL STRUCTRUE 200

MIGHT BE DIFFICULT TO CO-ORDINATE & CONTROL THE TASKS OF A LARGE 

NUMBER OF SUBORDINATES
201

SKILLS, COMPETENCE & AUTORITY OF SUPERVISOR & SUBORDINATE 

(GREATER SKILLS - WIDER SPAN OF MANAGEMENT)
201

PHYSICAL DISPERSION OF SUBORDINATES (GREATER DISPERSION - 

NARROWER SPAN OF MANAGEMENT)
201

COMPLEXITY OF BUSINESS (MORE COMPLEX - NARROWER SPAN OF 

MANAGEMENT)
201

EXTEND OF NON-SUPERVISORY WORK IN MANAGER'S JOB (MORE NON-

SUPERVISORY WORK - NARROWER SPAN OF MANAGEMENT)
201

DEGREE OF REQUIRED INTERACTION BETWEEN SUPERVISOR & 

SUBORDINATE (LESS INTERATCION - WIDER SPAN OF MANAGEMENT)
201

EXTEND OF STANDARDISED PROCEDURES (MORE PROCEDURES - WIDER 

SPAN OF MANAGEMENT)
201

SIMILARITY OF TASKS BEING SUPERVISED (MORE SIMILAR TASKS - WIDER 

SPAN OF MANAGEMENT)
201

FREQUENCY ONF NEW PROBLEMS (MORE FREQUENT  PROBLEMS - 

NARROWER SPAN OF MANAGEMENT)
201

THE PREFERENCES OF SUPERVISORS & SUBORDINATES 201

ESTABLISHING AUTHORITY RELATIONSHIPS
4TH BUILDING BLOCK IS DETERMINING OF HOW AUTHORITY IS TO BE 

DISTRIBUTED AMONG POSITIONS
201

RESPONSIBILITY DEFINITION DUTY TO PERFORM THE TASK / ACTIVITY AS ASSIGNED 201

AUTHORITY DEFINITION THE RIGHT TO COMMAND / GIVE ORDERS 201

POWER THAT HAS BEEN LEGITIMISED BY THE ORGANISATION 201

INCLUDES THE RIGHT TO TAKE ACTION TO COMPEL THE PERFORMANCE OF 

DUTIES & TO PUNISH DEFAULT OR NEGLIGENCE
201

BUSINESS APPOINTS DIRECTORS 201

DIRECTORS APPOINT MANAGERS 201

MANAGERS ASSIGN AUTHORITY TO SUBORDINATES 201

FORMAL AUTHORITY IS VESTED IN ORGANISATIONAL POSITIONS, NOT 

PEOPLE
202

FORMAL AUTHORITY IS ACCEPTED BY SUBORDINATES 202

FORMAL AUTHORITY FLOWS DOWN THE VERTICAL HIERARCHY OF AN 

ORGANISATION
202

LINE & STAFF AUTHORITY IN THE ORGANISATIONAL 

STRUCTURE (FIGURE)
202

LINE AUTHORITY IS AUTHORITY DELEGATED DOWN THROUGH THE LINE OF COMMAND 202

STAFF AUTHORITY
IS AN INDIRECT & SUPPLEMENTARY AUTHORITY (SPECIAL KNOWLEDGE OF 

PARTICULAR FIELD)
202

ACCOUNTABILITY IS
THE MECHANISM THROUGH WHIH AUTHORITY & RESPONSIBILITY ARE 

BROUGHT INTO ALIGNMENT
202

ACCOUNTABILITY MEANS

THAT PEOPLE WITH AUTHORITY & RESPONSIBILITY ARE SUBJECT TO 

REPORTING & JUSTIFYING TASK OUTCOMES TO THOSE ABOVE THEM IN THE 

CHAIN OF COMMAND

202

DELEGATION IS

THE PROCESS USED BY MANAGERS TO TRANSFER AUTHORITY & 

RESPONSIBILITY TO POSITIONS BELOW THEM IN THE ORGANISATIONAL 

HIERARCHY

203

DECENTRALISATION IS

THE PROCESS OF SYSTEMATICALLY DELEGATING POWER & AUTHORITY 

THROUGHOUT THE ORGANISATION TO MIDDLE- AND LOWER-LEVEL 

MANAGERS

203

CENTRALISATION IS
THE PROCESS OF SYSTEMATICALLY RETAINING POWER & AUTHORITY IN THE 

HANDS OF HIGHER-LEVEL MANAGERS
203

CO-ORDINATING ACTIVITIES

5TH BUILDING BLOCK - ORGANISING MEANS DIVIDING UP THE TOTAL TASK 

OF THE BUSINESS INTO SMALLER UNITES SO AS TO TAKE ADVANTAGE OF 

SECIALISATION & ACHIEVE THE GOALS OF THE BUSINESS AS PRODUCTIVELY 

AS POSSIBLE

203

CO-ORDINATION IS
AN ENDEAVOUR BY MANAGEMENT TO DEVELOP CONGRUENCE, / HARMONY 

OF GOALS, THROUGH ORGANISING
203

OTHER MECHANISS THAT PROMOT CO-ORDINATION ARE

THE ORGANISATION CHART, THE BUDGET, A COMMITTEE, THE BROASD 

POLICY & PROCEDURES IN ACCORDANCE WITH SHICH TASKS ARE CARRIED 

OUT, & & THE INFORMATION SYSTEM OF THE BUSINESS

203

INFORMAL COMMUNICATION IS CALLED THE GRAPEVINE 204
INFORMAL COMMUNICATION TAKES PLACE MUCH MORE RAPIDLY THAN 

FORMAL COMMUNICATION, & THEREFORE DECISION-MAKING COULD BE 

EXPEDITED

204

INFORMAL ORGANISATIONS PROMOTES TEAMWORK WITHIN 

DEPARTMENTS, AS WELL AS CO-OPERATION BETWEEN DEPARTMENTS
204

INFORMAL ORGANISATIONS SUPPORTS THE FORMAL ORGANISATIONS 204

ENVIRONMENT IN WHICH A BUSINESS OPERATES 204

RELATIONSHIP BETWEEN STRATEGY & STRUCTURE 205

SIZE OF THE BUSINESS 205

FACTORS THAT INFLUENCE THE APPROPRIATE SPAN OF 

MANAGEMENT

AUTHORITY

FORMAL AUTHORITY DISTINGUISED BY 3 CHARACTERISTICS

WHY MANAGEMENT SHOULD ENCOURAGE INFORMAL 

STRUCTURE

FACTORS THAT INFLUENCE ORGANISATIONAL STRUCTURE

BROAD (FLAT) SPAN OF MANAGEMENT

NARROW (HIGH) SPAN OF MANAGEMENT



STAFF EMPLOYED BY THE BUSINESS 206

ORGANISATIONAL CULTURE 206

BASIS FOR DESIGNING AN ORGANISATIONAL STRUCTURE 204

STARTING POINT FOR DEVELOPMENT OF STRATEGY 205

STRUCTURE IS MECHANISM THAT SHOULD KEEP BUSINESS IN TOUCH WITH 

ENVIRONMENT
205

STABLE ENVIRONMENT 205

TURBULENT ENVIRONMENT 205

TECHNOLOGICALLY DOMINATED ENVIRONMENT 205

DOES NOT CHANGE MUCH OR IS NOT SUBJECT TO UNEXPECTED CHANGE 205

PRODUCT CHANGES ARE EXEPTION TO THE RULE 205

DEMAND FOR PRODUCT IS REGULAR 205

TECHNOLOGICAL CHANGES ARE SMALL / UNLIKELY 205
FUNCIONAL STRUCTURE IS SUITABLE - LITTLE IN THE WAY OF INNOVATION 

& NO NEED FOR CO-ORDINATION & CO-OPERATION BETWEEN 

DEPARTMENTS

205

DECISION-MAKING TAKES PLACE AT TOP LEVEL 205

CHANGES ARE NORM 205

COMPETITORS - NEW PRODUCTS UNEXPECTEDLY 205
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PROPOSES THAT EFFETIVE GROUP PERFORMANCE DEPENDS ON THE 
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HOUSE'S 4 LEADERSHIP BEHAVIOURS DIRECTIVE, SUPPORTIVE, PARTICIPATIVE & ACHIEVEMENT-ORIENTED 216

MAJORITY OF REASERCH SUPPORTS HOUSE THEORY

IF THE LEADER COUNTERACTS THE EMPLOYEE'S LIMITATIONS IN THE WORK 

SITUATION, THIS WILL PROBABLY INFLUENCE THE EMPLOYEE'S 

PERFORMANCE POSITIVELY
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PAUL HERSEY & KEN BLANCHARD'S SITUATIONAL 

LEADERSHIP THEORY

THE WORK MATURITY OF EMPLOYEES DETERMINES THE BEST LEADERSHIP 
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216
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CONFICTIONS ABOUT VISION, UNCONVENTIONAL BEHAVIOUR & 
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ABILITY TO CREATE & ARTICULATE A REALISTIC, CREDIBLE, ATTRACTIVE 

VISION OF FUTURE OF ORGANISATION. CREATES ENTHUSIASM & BRINGS 

ENGERGY & COMMITMENT TO ORGANISATION
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LEVELS OF MORALITY & MOTIVATION
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LOYALTY & RESPECT & ARE MOTIVATED TO DO MORE THAN WHAT IS 
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HETEROGENEOUS GROUPS (DIFFERENT RACE, GENDER, ETC) MORE 
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HOMOGENEOUS GROUPS OVER TIME
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GROUP NORMS
STANDARDS SHARED BY MEMBERS OF GROUP THAT DEVELOP FROM 

INTERACTION BETWEEN MEMBERS. POSITIVE / NEGATIVE
220
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STATUS OF GROUPS
FORMAL / INFORMAL. DERIVE FROM FACTORS SUCH AS AGE / EXPERIENCE / 

SOCIAL INFLUENCE
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INFORMAL GROUPS CAN BE

FORMAL GROUPS
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WORK TEAM 

COMPRISES A SMALL NUMBER OF EMPLOYEES WITH COMPLEMENTARY 

COMPETENCIES WHO WORK TOGETHER ON A PROJECT, ARE COMITTED TO 

A COMMON PURPOSE & ARE ACCOUNTABLE FOR PERFORMING TASKS THAT 

CONTRIBUTE TO ACHIEVING ORGANISATION'S GOALS.
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INFORMAION, DEVELOP NEW IDEAS, SOLVE PROBLEMS & CO-ORDINATE 

COMPLEX PROJECTS
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CLEAR UNDERSTANDING OF TEAM'S GOALS & TECHNICAL SKILLS & ABILITIES 
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CHANNEL MANNER IN WHICH MESSAGE REACHES THE RECEIVER 223

RECEIVER
SHOULD ABSORB MESSAGE & SHOW THAT HE/SHE RECEIVED & 

UNDERSTOOD THE MESSAGE
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CONTROL IS LINKED WITH PLANNING, ORGANISING & LEADING. WITHOUT 
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ESTABLISH STANDARDS: PERFORMANCE / CONTROLLED 

STANDARD DEFINITION

PLANNED TARGET AGAINST WHICH ACTUAL PERFORMANCE WILL BE 
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CONSIDERATIONS IN MEASUREMENT OF ACTUAL 
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INVENTORY CONTROL 235
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INVENTORY DEFINITION

RESERVES OF RESOURCES HELD IN READINESS TO PRODUCE PRODUCTS & 
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FINISHED PRODUCTS 235
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IN CASE OF RAW MATERIALS & COMPONENTS, TO KEEP UNCERTAINTIES 
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MATERIALS-REQUIREMENTS PLANNING (MRP) 235

JUST-IN-TIME (JIT) 235
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RESOURCES AS THEY FLOW INTO THE ORGANISATION (RETURNS ON 
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OTHER EXPENSES)
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FORMAL PLAN EXRESSED IN FINANCIAL TERMS THAT INDICATES HOW TO 
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JUST-IN-TIME (JIT)
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MEASURE ACTUAL PERFORMANCE
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