CHAPTER 1

Working Today

· In the workforce today, companies are expected to excel on performance due to:
· Talent: corporations invest in developing people = investing in their future
· Intellectual Capital: the collective brainpower or shared knowledge of a workforce   (IC = Competency x Commitment) 
· Knowledge Worker: when someone’s mind is a critical asset to employers. Someone who is willing to continuously learn
· Workplace Diversity: describes differences among workers in gender, race, age, ethnicity, religion, orientation, etc.
· How diversity bias can occur in the workplace:
· Prejudice: display of negative, irrational attitudes toward members of diverse populations (diversity bias)
· Discrimination: actively denies minority members the full benefits of organizational membership 
· Glass Ceiling Effect: an invisible barrier that prevents women of visible minorities from rising above a certain level of organizations
· Globalization: the national boundaries of world business have largely disappeared. Products designed in one country, components in another, and final assembly in another.
· The worldwide interdependence of resource flows, product markets, and business competition. Helps improve technology 
· Countries interconnected through news, travel and lifestyles
· Thomas Friedman “The World is Flat” says India’s businessmen believe any work that can be decomposed and moved around will be
· Technology: We live in a technology-driven world increasingly dominated by bar codes, automatic tellers, e-mail, IM, blogs, texts, social networks, etc.
· Check inventory, making a sales transaction, ordering supplies
· Increasing demand for knowledge workers with skills to use techno’
· Ethics: code of moral standards of what is “good/right” in one’s behaviors
· CEO of Dial, Herb Baum, is an example of positive ethics. He believed CEO’s are overpaid, gave his annual bonus to firm’s lowest-paid workers. Believes key to leadership success is to set ethics
· Portfolio Worker: Has up-to-date skills that allow for job and career mobility

· Organization: a collection of people working together to achieve a common purpose
· All organizations want to provide goods/services of value to customers/clients
· Open Systems: transforms resource inputs from the environment into products
· Environment supplies Resource Inputs: people, money, materials, technology, information
· Environment consumes Product Outputs: finished goods and services
· Productivity: the quantity and quality of work performance, with resource utilization considered. Can be measured individually and as a group
· Performance Effectiveness: an output measure of task/goal accomplishment
· Performance Efficiency: an input measure of the resource costs associated with goal accomplishment. Completion with minimum cost in materials/labor


Organizational Environment

General environment is the external conditions that set managerial decision-making:

1. Economic Conditions: What influences customer spending, resource supplies, and investment capital. Also the overall health of economy (markets, inflation, GDP)
2. Legal-Political Conditions: keep up to date with laws and regulations, gov’t policies, objectives with political parties). Also health care, sales tax, etc.
a. Internet censorship: the deliberate blockage and denial public access to information posted on the internet
3. Technological Conditions: technology is constantly changing and improving. Must keep up to date, also problem with workers on social media at work
4. Socio-Cultural Conditions: understand the norms, customs, and social values on matters like ethics, human rights, gender roles and lifestyles. Track demographic and social trends that affect customer tastes and preferences. 
5. Natural Environment Conditions: “green” is an issue in our communities. Expectations for companies to supply environmentally friendly products and operate in ways that preserve the environment.
a. Sustainable business: meets the needs of customers and protects the well-being of our natural environment (less waste and toxic materials, energy)
b. Sustainable innovation: creates new products and production methods that have reduced environmental impacts (energy use, water use, packaging, waste management, etc.)

Stakeholders & the Specific Environment 

The specific environment consists of the actual organizations, groups, and persons with whom an organization interacts and conducts business. 

· Stakeholders: persons, groups or institutions directly affected by an organization
· Ex: customers, suppliers, competitors, regulators, investors/owners
· Value Creation: the creation of value for and satisfying needs of stakeholders. Businesses try satisfying needs of stakeholders, therefore making their services valuable. 
· Competitive Advantage: allows an organization to deal with market and environmental forces better tan its competitors. The ability to do things better than your competitor. 
· Strategic Positioning: when an organization does different or the same things in different ways from its major competitors
· This can be done through: cost, quality, delivery, and flexibility

· Organizational Effectiveness: is sustainable high performance is using resources to accomplish a mission. This can be seen from different vantage points:
· Systems-Resource approach: defines success in terms of resource acquisition
· Internal-process approach: in terms of how efficiently resources are used to produce goods and services
· Goal-approach: how to measure achievement of key operating systems
· Strategic-Constituencies approach: in terms of the organization’s impact on key stakeholders and their interests

MANAGER: person who supports, activates & is responsible for the work of others
· Responsible for own work and also overall performance of a team or group

Levels of Managers: Top managers, Middle managers, First-line managers

· Top: at the highest level of organizations (CEO, President, and VP). Responsible for performance of organization as a whole or for largest parts. Pay special attention to external environment, alert to long-run problems and opportunities, and look at long-term vision. Future-oriented, strategic thinkers, and decision makers.
· Middle: report to the Top and in charge of relatively large departments/divisions of smaller work units. (Ex: clinic directors, deans, plant managers). They work with top managers and coordinate with peers to develop and implement action plans
· First/Team Leader: Plan meetings. Someone in charge of a small work group composed of non-managerial workers. Recruit, train, and develop team members. Inform team about goals, inform higher levels of work unit needs and coordinates.

Types of Managers: Managers work in different capacities within organizations

· Line Managers: directly contribute to producing the organization’s goods/services (ex: retail manager, department supervisors)
· Staff Managers: use special technical expertise to advise and support line workers (ex: director of human resources and chief financial officer)
· Functional Managers: responsible for one area of activity (finance, marketing, production, accounting, or sales)
· General Managers: responsible for complex, multifunctional units
· Administrators: a manager in a non-profit or public organization

· Accountability: the requirement to show performance results to a supervisor/higher authority. (Team Leader Middle ManagerTop Manager Board of Directors)
·  Effective Managers: helps other achieve high performance and satisfaction at work.
· Concern for performance and satisfaction introduces concept:
· Quality of work life (QWL): indicator of overall quality of human experiences in workplace (fair pay, safe working conditions, room to grow and progress in a career, protection of rights)

· Upside-down Pyramid: operating workers are at the top, serving customers, while managers are at the bottom supporting them. Shows that the whole organization is devoted to serving the customer, and job of managers is to support the workers
Management: is the process of planning, organizing, leading, and controlling the use of resources to accomplish performance goals. All managers responsible for these four:

1. Planning: setting performance objectives & deciding how to achieve them
2. Organizing: assigning tasks, allocating resources, and coordinating work activities. Managers turn plans into actions by giving jobs, assigning personnel and using techno
3. Leading: arousing enthusiasm and inspiring efforts to fulfill plans and achieve goals
4. Controlling: measuring performance and taking corrective action as needed. Need to be dynamic to adapt to events that don’t go your way. Identify changes.

· Henry Mintzberg's classic book “The Nature of Managerial Work”: no break in the pace of activity of a manager during office hours with mail, phone calls & meetings” 
· He identified a set of 10 roles that managers fulfill that fall into 3 categories:
1. Interpersonal: how a manager interacts with other people
a. Figurehead (setting forth key principles and policies), Leader (providing direction and enthusiasm), Liaison (coordinating others)
2. Informational: how a manager exchanges + processes information
a. Monitor (scanning for information), Disseminator (sharing info), and Spokesperson (acting as an official communicator)
3. Decisional: using information to solve problems and address opportunities 
a. Disturbance Handler (dealing with conflicts), Resource Allocator (handling budgets/distributing resources), Negotiator (making deals), Entrepreneur (developing new initiatives).

· Agenda Setting: good managers develop action priorities that include goals and plans spanning long and short time frames.
· Networking: the process of creating positive relationships with people who can help advance agendas. Working with many people inside and outside the org’. 
· Social Capital: a capacity to attract support/help from others to get things done. (Ex: relationships with peers, boss, subordinates, suppliers, etc.)

Essential Managerial Skills:

· Learning: a positive change in behavior that results from experience in the workforce
· Lifelong learning: continuous learning from daily experiences and opportunities 
· A Skill: ability to translate knowledge into action that results in desired performance
· Managerial Competency: is a skill-based capability for high performance in a management job. The following are skills that should be considered: communication, teamwork, self-management, leadership, critical thinking, and professionalism

 


CHAPTER 2

Management Learning Past-Present

· 5000 B.C.E: management themes first traced. Sumerians used written records to help in government and business activities. Also important in construction of Egyptian pyramids, rise of HRE. 
· Industrial Rev: Adam Smith’s ideas of efficient production through specialized tasks and division of labor. 
· 20th Century: Henry Ford made mass production a mainstay to grow economy


Classical Management Approaches (3)

*The classical approaches share one common idea: people at work act in a rational manner that is primarily driven by economic concerns (PEOPLE ARE RATIONAL)*

1. Scientific Management:  Frederick Taylor – father of scientific management
· 1911: Published “The Principles of Scientific Mana”; main goal should be maximum prosperity for employer with maximum prosperity for employee
· Noticed many workers did their jobs in their own way (underperform)
· Goal: his goal was to improve the productivity by people at work:

1. Make a “science” for every job: rules of motion, work goals, and good conditions
2. Carefully select workers with the right abilities for the job
3. Train workers to do the job + give proper incentives to cooperate w/job “science”
4. Plan their work carefully to support them

· Motion Study: Taylor’s first principle, reducing job to its basic physical motions

2. Administrative Principles: Henri Fayol – 14 principles for proper management of organizations that should be taught to all aspiring managers
· Division of Labor, Authority, Discipline, Order, Equity, Subordination of Individual Interests, Line of Authority, Order, Initiative
· Unity of Command: each employee should have only one manager
· Unity of Direction: one person in charge of all activities with some objectives
· Scalar Chain: should be a clear and unbroken line of communication from the top to the bottom of the organization
· Remuneration: all should get fair payment for work, employees are valuable

· He also identified 5 rules/duties of management, resemble the four functions of management (planning, organizing, leading, controlling):
· Foresight (plan of action for the future), Organization (provide/mobilize resources to implement the plan), Command (lead, select, evaluate workers to get best work), Coordination (fit diverse efforts together to make sure info is shared), Control (things go like planned and take action)

3. Bureaucratic Organization: Max Weber – a specific form of organization
· Bureaucracy: an ideal, rational and efficient form of organization founded on logic, order, and legitimate authority. 

a. Clear division of labor: jobs well defined + workers highly skilled at them
b. Hierarchy of authority: authority and responsibility are well defined for each position, and each position reports to a higher-level one
c. Formal rules/procedures: written guidelines direct behavior and decisions, and written files are kept for historical record
d. Impersonality: rules/procedures are for all, no preferential treatment
e. Careers based on merit: workers selected/promoted based on ability, competency, and performance. 

· Disadvantages: excessive paperwork, slowness in handling problems, no flexibility for customers needs, resistance to change, employee apathy



Behavioral Management Approaches (5)

· 1920s: the human side of the workplace influenced management thinking
· Behavioral approaches think that people are social and self-actualizing

1. Follett’s Organizations as Communities: views organizations as “communities” in which managers and workers should labor in harmony without one party dominating the other, with freedom to talk and reconcile conflicts. 
· Believed making employee an owner would create collective responsibility, business problems involve factors that must be all considered together

2. Hawthorne Studies: the initial studies had a scientific management perspective and wanted to determine how economic incentives and physical conditions affect the output of workers. Then turned to better understanding human interactions in work
· Most of their research failed to find any good relationships
· Lesson: they shifted from scientific approach to more on social and human concerns as keys to productivity. Feelings, attitudes, relationships affect work
· Hawthorne effect: the tendency of people who are singled out for special attention to perform as anticipated because of expectations from the situation
· Human Relations Movement: managers using good human relations will achieve productivity
· Organizational Behavior: study of individuals and groups in organization

3. Maslow’s Theory of Human Needs: “need”: a physiological/psychological deficiency that a person wants to satisfy. Could create tension that affects people’s work attitudes and behaviors. Based on two principles:
· Deficit principle: a satisfied need is not a motivator of behavior, people try to satisfy deprived needs because a satisfaction “deficit” occurs
· Progression principle: the 5 needs exist in hierarchy of “prepotency”. A need at any level is activated only when the next-lower-level need is satisfied
· Theory says managers who understand and help people satisfy needs at work will achieve productivity.
· According to Maslow, people try to satisfy the five needs in sequence:

1. Physiological needs: most basic of human needs: need for biological maintenance; food, water, and physical well-being
2. Safety needs: need for security, protection, and stability in day-to-day life
3. Social needs: need for love, affection, sense of belongingness in relationships
4. Esteem needs: need for esteem in eyes of others, respect, prestige, recognition
5. Self-actualization needs: highest level: need for self-fulfillment; to grow and use abilities to fullest and most creative extent

4. McGregor’s Theory X and Theory Y: McGregor influenced by Hawthorne studies and Maslow. Thought that managers should give more attention to social/self-actualizing needs of people at work. 
· Theory X: assumes people dislike work, lack ambition, act irresponsibly, are resistant to change, and prefer to be led. Says such thinking is inappropriate
· Theory Y: assumes people are willing to work, imaginative, capable of self-control, like responsibility, and are self-directed and creative.
· Self-fulfilling prophecy: occurs when a person acts in ways that confirm another’s expectations. Managers with Theory X assumptions for example, act in a very directive “command and control” way that gives people little freedom. The opposite is true for managers with Theory Y

5. Argyris’s Theory of Adult Personality: He believes that classical management approaches are inconsistent with the mature adult personality. 
· Ex: Specialization: he believes this limits opportunities for self-actualization
· Like McGregor, says managers that treat people positively will achieve highest productivity. Wants to expand job responsibilities, more variety, etc.


Modern Management Foundations:

· Management Science & Operations Research: use quantitative analysis and mathematics to solve problems. Problems are systematically analyzed & calculated
· Operations Management: the study of how organizations produce goods/services most efficiently and effectively.

· Operations management tries to understand an organization as system of interrelated parts working together to achieve a common purpose.
· Subsystems: a smaller component of a larger system
· Organizations seen as open systems that interacts with their environment and transforms resource inputs from suppliers into outputs for customers


· Contingency Thinking: tries to match managerial practices with the problems and opportunities specific to different settings. No best way to manage all circumstances
· Contingency perspective tries to help managers understand situational differences and respond to them in ways appropriate to their unique qualities
· Ex: in a stable, uncomplicated environment, Bureaucratic is the best. In a changing, complex one, Flexible structures work best.

· Edwards Deming: his work started the quality movement in management
· Invited to Japan to explain quality control techniques from the USA
· Approach involved emphasis on constant innovation, use of statistical methods, and commitment to training quality assurance.
· Total Quality Management: managing an organization with commitment to continuous improvement, product quality, and customer needs
· Joseph Juran: known for “there is always a better way” and his three guiding principles: plan, control and improve
· Continuous improvement: always searching for new ways to improve work and current quality performance. Something can always be improved
· ISO certification: indicates conformity with rigorous sets of international quality standards. Been adopted by many countries and is a quality benchmark.
· Knowledge management: the process of using intellectual capital for competitive advantage. Technology-driven world full with information, must keep building and using knowledge to fullest extent.
· Learning management: continuously changes and improves, using the lessons of experience. They are encouraging and helps all members to learn continuously, with emphasis on sharing, teamwork, empowerment, and participation
· Mental Models (no more old way of thinking), personal mastery (all are self-aware), Systems thinking (all learn how whole company works), shared vision (all understand/agrees to a plan of action), Team learning (all work together)

· Evidence-Based Management: making decisions based on hard facts about what really works, rather than things that sound good but lack real evidence
· High-performance organization: consistently achieves excellence while creating a high-quality work environment. This suggests that HPO are:
· People-oriented, Team-oriented, Information-oriented, Achievement-oriented, and Learning-oriented
· 21st Century Leadership: managers now have to excel as never before to meet expectations held of them and of the organizations they lead. These attributes are key:
· Global strategist (know interconnections of nations/economies), Master of Techno, Inspiring Leader (motivate workers, Model of Ethical Behavior 
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· Global Economy: resource supplies, product markets, and business competition are worldwide, rather than local or national in scope
· Globalization: the process of growing interdependence among elements of the global economy
· Global management: describes management in businesses and organizations with interests in more than one country.
· McDonald’s: most of its sales now coming from outside of North America
· Honda: builds their products close to their consumers, to meet their needs
· Global manager: is culturally aware and informed on international affairs, transnational in outlook, and can work with people from different cultures.
· Role/Conflicts:  Global managers must master the demands of operating with worldwide suppliers, distributors, customers, and competitors, and also deal successfully with a variety of forces in general environment (politics)

Why Companies go Global? 
· Global businesses are the foundations of world trade, helping move raw materials, finished products from one country to another…Global operations offer:
· Profits: greater profit potential
· Customers: new markets to sell products
· Suppliers: access to needed products and services
· Capital: access to financial resources
· Labor: access to lower labor costs

How Companies go Global?

· Market Entry Strategies: involve the sale of goods/services to foreign markets
1. Global Sourcing: the process of purchasing materials, manufacturing components, or business services around to world for local use
· International division of labor - job done in countries for lowest cost
2. Exporting and Importing: 
· Exporting: local products are sold abroad to foreign customers
· Importing: selling foreign products in domestic markets
· The goal of exporting is to find new customers and expand markets
3. Licensing and Franchising:
· Licensing Agreement: a local firm pays a free to a foreign firm for rights to make or sell its product. The license gives access to unique manufacturing technology, patents, or knowledge to produce locally
· Franchising: form of licensing where the foreign firm buys the rights to use another’s name + operating methods in its home country
i. McDonalds sells equipment, facility design, recipe to foreign

· Direct Investment Strategies: require major capital commitments, but also create rights of ownership and control over operations in the foreign country
1. Joint Ventures and Strategic Alliances: some firms decide to make substantial investments in operations in foreign countries
a. Foreign Direct Investment: building, buying all, or buying part ownership of a business in another country.
i. Insourcing: job creating through FDI. In Canada, insourced plants more productive, innovative, and technology-intensive
b. Joint Venture: in a foreign country through co-ownership by foreign + local partners, that pool resources, share risks and work together
i. Joint ventures are types of global strategic alliances: a partnership in which foreign and domestic firms share resources and knowledge for mutual gains

2. Foreign Subsidiaries: a local operation completely owned by a foreign firm
a. These may be set up by greenfield investments, in which the foreign operation is built entirely new (highest level of international involve)

Legal & Political Systems
· When it comes to risk in international business, some of the biggest complications come from differences in legal and political systems.
· Political Risk: the potential loss in value of a foreign investment due to instability and political changes in the host country. Threats come from terrorism, civil wars, military disruptions, and shifting government systems through elections + take overs
· Political-Risk analysis: a planning technique most firms use to try to forecast political disruptions that can threaten the value of a foreign investment

· WTO: a global organization whose member nations agree to negotiate and resolve disputes about tariffs and trade restrictions. International business who believe they are being mistreated in foreign countries take their cases to the World Trade Org
· Established to promote free trade and open markets around the world
· Most Favored Nation Status: gives trading partner best treatment for imports and exports
· Tariffs: taxes governments impose on imports
· Protectionism: a call for tariffs and favorable treatments to protect domestic firms from foreign competition 
· NAFTA: an economic agreement/alliance that links Canada, the US, and Mexico. This creates a trade zone with minimal barriers, to free the flow of goods/services/workers/investments among the three countries
· EU: a political and economic alliance of European countries. Supports mutual economic growth by removing barriers that previously limited cross-boarder trade

Global Businesses
· Big Mac Index: economists use this to track purchasing power parity for world’s currency. Compares the price in 1 currency of the McDonald’s sandwich globally
· Global Corporation (MNC): a multinational business with extensive operations in more than one foreign country. Ex: Wal-Mart, Nestle, BMW, Sony, etc.
· Most powerful companies rising from China, Russia, India – NA declining 
· Transnational Corporations: are MNC that operate worldwide on a borderless basis
· They try to operate as borderless firms, with worldwide presences, without being identified with one national home
· They view entire world as domain for acquiring resources, locating production facilities, marketing goods/services. Operate across borders without prejudice

PROS & CONS of Global Corporations:

· Host-Country Issues: there can be problems with global corporations and the countries that “host” their foreign operations
· PROS: larger tax bases, increase employment, technology transfers, introduce new industries, and development of local resources
· CONS: 
· Host-country complaints: excessive profits, dominate local economy, interfere with local government, don’t respect local customs laws, fail to help domestic firms
· Home-country complaints: loss of domestic jobs, sending capital investments abroad, and doing corrupt practices in foreign countries
· MNC complaints about Host: profit limitations, overpriced resources, exploitative rules, foreign exchange restrictions

· Corruption: illegal practices to help one’s business interests, international/domestic
· Bribery and other forms of corruption are challenges as managers travel 
· Canada/USA have strict anti-bribery laws – sometimes makes it disadvantage
· Child Labor: the full-time employment of children for work done by adults
· Sweatshops: employ workers at very low wages for long hours + poor conditions
· Networks of outsourcing contracts are now common as manufacturer’s follow the world’s low-cost labor supplies – hard to identify and control where + who

· Sustainable Development: meets the needs of the present w/out hurting the future
· Global warming, pollution, hazardous waste disposal, and depletion of natural resources all concerns. But we also want products coming from environment
· To fulfill the commitment, must have management systems that identify/control the environmental impacts of their work, develop environmental targets, and continuously improve environmental performance

Culture and Global Diversity 

· Culture: is a shared set of beliefs + values of behavior common to a group of people
· Culture Shock: the confusion/discomfort a person feels in an unfamiliar culture
· Ethnocentrism: the tendency to consider one’s culture superior to others

· Cultural Intelligence: the ability to accept and adapt to new cultures. Being able to enter a new culture with knowledge of their beliefs/values and adapt to them
· Someone that has high cultural intelligence views cultural differences not as threats, but as learning opportunities.
Silent Languages of Culture – Edward Hall: Culture’s context, time, and space

· Context: cultures differ in how members use language in communication
· Low-context: most communication takes place via written or spoken words. Ex: Canada/USA, we say/write what we mean, mean what we say
· High context: rely on nonverbal and situational cues as well as on spoken/written words in communication (body language, setting). 

· Time: the way people approach and deal with time varies across cultures
· Monochronic: a culture where people tend to do one thing at a time. Ex: USA, business people make meetings for one person/group on one issue
· Polychronic: time is used to accomplish many different things at once. More flexible toward time and who uses it, perhaps in no particular order
· Space: the use of space, most Americans value their own space, big yards, big homes, etc. Uncomfortable in tight spaces. Japan opposite, space is precious.
· Proxemics: how people use space to communicate

Geert Hofstede – 4 Cultural dimensions
* Ecological fallacy: assumes that a generalized culture value applies equally well to all members of the culture. Not always true – sometimes a mistaken assumption

1. Power Distance: the degree to which a society accepts unequal distribution of power among people in organizations + institutions of society. (Ex: USA/Can: low-power)
· India: high-power-distance culture – high respect for age, status, and titles. Tolerant of power, prone to follower orders and accept differences in rank

2. Individualism-Collectivism: the degree a society emphasizes individuals and their self-interests versus collective accomplishments and the interests of groups
· USA: highest individualism score of any country, Canada close also. “I”, “Me”. 

3. Uncertainty Avoidance: the degree to which a society is uncomfortable with risk, change and situational uncertainty, versus having high tolerance for them
· Low-uncertainty-avoidance display openness to change + innovation (USA)
· High-risk-uncertainty prefer structure, order, and predictability (Japan, France)

4. Masculinity-Femininity: the degree to which a society values assertiveness and materialism versus feelings, relationships, and quality of life. Tendency for members of a culture to show stereotypical masculine/feminine traits towards gender roles
· Masculinity: Japan, Canada USA  ---- Femininity: Thailand, Sweden

· Time Orientation: the degree to which a society emphasizes short-term & long-term goals. North American tendencies: impatience & quick, instant gratifications, show short-term thinking. Asian cultures: Confucian values of persistence, thrift, patience, and willingness to work for long-term success.

·  The management process – planning, leading, organizing, and controlling is as relevant to international operations as to domestic ones

· Comparative management: how management practices differ among countries
· Project Globe: an extensive worldwide study of management/leadership that identified country clusters that varied on nine cultural dimensions
· Global Management Attitudes:
· Ethnocentric attitudes: believe the best approaches are found at home and tightly control foreign operations and learn very little internationally
· Polycentric attitudes: respect local knowledge and allow foreign operations to run with substantial freedom
· Geocentric attitudes: high in cultural intelligence and take a collaborative approach to global management practices. Find, respect, and support the best practices and the best people, wherever they’re located
	































CHAPTER 4

What is ethical behavior?       Profits with Principles!

· Ethics: provides principles to guide behavior and help people make moral choices
· Ethical Behavior: is “right/good” as opposed to “bad/wrong” in the moral code
· Not everything legal is ethical, example taking long to do work or make calls
· Code of Ethics: a formal statement of values and ethical standards. In organizations, they identify expected behaviors and specific guidelines.
· Personal values: the underlying beliefs/attitudes about what is appropriate behavior

· Milton Rokeach: made a distinction between two types of values:
· Terminal values: preferences about desired ends, such as goals to achieve. (Self-respect, family security, inner harmony and happiness)
· Instrumental values: preferences regarding the means for accomplishing these ends (Honesty, ambition, courage, imagination, and self-discipline) 

Alternate Views of Ethics: behavior may be considered ethical/unethical depend the view

1. Utilitarian view: ethical behavior delivers the greatest good to the most people. 
· J.S Mill: results-oriented POV assesses the moral implications of actions in terms of consequences. Use profits and efficiency, to judge what is best for most people

2. Individualism: ethical behavior is based on belief that one’s primary commitment is long-term advancement of self-interests. Ethical to pursue long-term advantages

3. Moral Rights View: ethical behavior respects/protects fundamental rights of people. In organizations, moral rights = privacy, free speech, free consent, health, safety, etc.

4. Justice View: based on belief that ethical decisions treat people impartially and fairly, according to legal rules and standards. Decisions based on fairness for every1 
· Procedural justice: policies and rules are fairly applied, not preferential
· Distributive justice: people are treated the same regardless of personal characteristics, like ethnicity, race, gender, or age. (Men/women = job opp.)
· Interactional justice: people are treated with dignity and respect

· Cultural Relativism: suggests there is no one right way to behave; ethical behavior is determined by its cultural context. “When in Rome, do as the Romans do” *Child/lab
· Universalism: suggests ethical standards apply absolutely across all cultures. “Don’t do anything you wouldn’t do at home”. Ethical standards are universal
· Ethical Imperialism: an attempt to externally impose one’s ethical standards on others. Critics say Universalism is a type of ethical imperialism 



· Ethical Dilemma: a situation that offers potential benefit/gain and is also unethical
· A choice that offers personal or organizational benefit, or both, that may be considered unethical. Situation where no clear consensus if it’s right/wrong
· Discrimination: denying promotion to a job candidate bc of race, religion, age
· Sexual harassment: making co-worker uncomfortable bc sexual words/actions
· Conflicts of Interest: taking a bribe/gift in return for making a favorable decision for the gift giver
· Customer confidence: giving another party personal info of customer activity
· Organizational resources: company e-mail to communicate personal opinions 

Situational Context and Ethics Intensity: ethical dilemmas appear unexpectedly; we’re caught off guard and struggle to respond. Other times, we might not see an issue has an ethical component.
· Ethics intensity: indicates the degree to which an issue or situation is recognized to pose important ethical challenges. Intensity affected by: magnitude, probability, and immediacy of potential harm; proximity of effects

Personal Factors and Moral Development: values, family, religion, and personal needs, financial and otherwise, all help determine a person’s ethics.
· Ethical framework: a personal rule/strategy for making ethical decisions. People w/this act more consistently and confidently (honesty, fair, integrity)
· Kohlberg’s 3 stages/levels of moral development:
· Preconventional: individual is self-centered. Moral thinking limited to issue of punishment, obedience, and interest.
· Convential: individual is more social-centered. Decisions based on following social norms, meeting expectations, living up to obligations
· Postconventional: individual is strongly principle-centered. Strong ethics framework is evident, individual willing to break norms + laws to make decisions consistent with personal principles.

Internal Environment + Ethics Culture: the ways and culture of a business are important influences on ethics in the workplace. Bosses have major impact on their worker’s behavior. Formal policies and written rules are also influential. 
External Environment + Industry Norms: organizations are influenced by government laws and regulations as well as social norms. Laws = social values to define good behavior, regulations = help governments monitor behaviors + keep standards.

· 4 wrong rationalizations for unethical behavior: convincing yourself the behavior: is not illegal, in everyone’s interests, no one will find out, organization will protect you

· Whistleblower: exposes the misdeeds of others in organizations in order to preserve ethical standards and protect against further wasteful, harmful, or illegal acts.
· After doing this, most cant get jobs anymore
· Ethics training: seeks to help people understand the ethical aspects of decision-making and to incorporate high ethical standards into their daily behavior
· Giving moral courage to do what is right, people already know right/wron
Moral Management
· Immoral Managers: chooses to behave unethically; acts purely for personal gain
· Amoral Managers: disregards the ethics of an act/decision, simply unintentionally 
· Moral Managers: makes ethical behavior a personal goal; follows morals/ethics
· Ethics Mindfulness: enriched awareness that leads to consistent ethical behavior in every situation. Moral managers are leaders with ethics mindfulness.

Social Entrepreneurship: a unique form of ethical entrepreneurship that has a mission to solve pressing social problems. Driven by a social mission, pursue innovation that solve social problems (improving literacy, jobs for homeless, technology to the poor)
· David Suzuki: educating and promoting environmental sustainability

· Stakeholders: organizational stakeholders are directly affected by the behavior of the organization and hold a stake in its performance. 
· Organizations has a social responsibility to serve interests of its stakeholders
· Consumers, activists, NPO, and governments vocal and influential in making organizations follow socially responsible practices

· Corporate Social Responsibility: the obligation of an organization to serve both its own interests and those of society at large. Respect double bottom line: financial performance + social impact. Two main contrasting views of CSR:

· Classical View of CSR: management’s only responsibility is running a business to its maximum profits. Principle obligation of management should always be to the owners and shareholders.
· Fear CSR will reduce profits, raise costs, and dilute business purpose, believe long run should be focused on profit maximization by business
· Socio-Economic View: management of any company must be concerned with the broader social welfare and not just with corporate profits. Takes a broad view on stakeholder perspective + social + environmental performance.
· Say CSR add long run profits, improve public image, avoid regulations
· Virtuous circle: corporate social responsibility leads to improved financial performance for firms, which leads to more CSR in the future!

Social Responsibility Audit: assesses an organization’s accomplishments in areas of social responsibility. Can be used at regular intervals to report and assess a company’s performance in various areas of CSR. 4 responsibilities to follow:
· Economic: be profitable, Legal: obey the law, Ethical: do what is right, Discretional Responsibility: contribute to community

· Social Responsibility Strategies: the decisions of people working at all levels of an organization determine whether or not practices are socially responsible. Four types:
· Obstructionist Strategy: avoids social responsibility and reflects mainly economic priorities. If accused for wrong doing, would deny the claims
· Defensive Strategy: seeks protection by doing the minimum legally required to satisfy expectations. Conforms only to legal + market pressures
· Accommodative Strategy: accepts social responsibility and tries to satisfy economic, legal, and ethical criteria. Minimum ethically required
· Proactive Strategy: meets all the criteria of social responsibility, including discretionary performance. Preventive action to avoid adverse social impacts from company activities and takes lead in social issues

· Corporate Governance: the oversight of top management by a board of directors
· Businesses have a board of directors chosen by shareholders to rep. interests
· Hiring, firing, compensating the CEO, assessing strategy, financial records
· Sustainability: some reasons why businesses should focus on sustainability:
· Cost reduction, resource prevention, legislative compliance, reputation



































CHAPTER 5

· Entrepreneurship: strategic thinking & risk-taking behavior = new opportunities
· Entrepreneurs: are willing to chase opportunities in situations others view as threats
· 	Start new ventures that bring to life new products or service ideas
· 	Internal locus of control: believe they’re in control of their own destiny
· 	High energy level: persistent, hard-working, and give 100% efforts
· 	Need for achievement: motivated to accomplish challenging goals
· 	Tolerance for ambiguity: risk takers, tolerate high degrees of uncertainty
· 	Self-confidence, Action Orientation, Desire for Independence, Flexibility
· Creative Production + Enterprise Control two key traits of entrepreneurs 

· Necessity Based Entrepreneurship: start new business ventures because they have few or no other employment options. Sometimes members of visible minorities 

Entrepreneurship and Small Business

· A Small Business: has fewer than 100 employees, independently owned and operated, and does not dominate the industry. 98% of Canadian business are SB
· Smaller businesses common in the service & retailing sectors of the economy
· Franchise: where business owners sell to another person the right to operate the same business in another location. Runs under the original owner’s business name and guidance. (Subway, Tim Horton’s, Pizza Pizza)
· Internet Entrepreneurship: SBA (small business administration) say 85% of small firms already did business over the Internet. Many are existing firms that modified traditional ways to pursue new Internet-driven opportunities (less work = more profit)
· Family businesses: owned and financially controlled by members of a family. When everything goes right, family firm almost an ideal situation…but when it doesn’t 
· Family business feud: when family members have major disagreements over how the business should be run, over responsibilities, strategy, approaches, etc
· Succession problem: the issue of who will run the business when the current head leaves, also how will assets be distributed. 
· Succession Plan: a formal statement of how the leadership transition and related financial matters will be handled. A procedure for choosing firm’s new leadership, legal aspects of ownership, financial/estate plans, etc.

Why so many Small Businesses fail?
· 60-80% of new businesses fail in their first 5 years of operation
· Lack of experience: not having sufficient know-how to run a business in the market
· Lack of expertise: not having enough experts in finance, purchasing, selling, etc.
· Lack of strategy/strategic leadership: not taking time to craft a vision/mission
· Poor financial control: not keeping track of the numbers, failure to control business
· Growing too fast: not taking time to consolidate a position and systematically meet challenges
· Insufficient commitment: not devoting enough time to requirements of business op.
· Ethical failure: falling prey to temptations of fraud, deception, and embezzlement

· New Venture Creation: opportunities are always there for a true entrepreneur
· First-mover advantage: comes from being first to exploit a niche or enter a market, before competitors or something missed by other firms

Life Cycles of Entrepreneurial Firms

1. Birth Stage: the entrepreneur struggles to get the new venture started and survive
· Establishing the firm, getting customers, finding the money
2. Breakthrough Stage: the business model begins to work well, growth is experienced
· Working on finances, becoming profitable, growing
3. Maturity Stage: business gets advantages of market success and financial stability
· Refining the strategy, continuing growth, managing for success

· Business Plan: describe the direction for a new business and the financing needed to operate it. Banks want to see a business plan before they loan money + senior managers want to see before they allocate scarce resources for a new project.
· Forces an entrepreneur to think of important issues + challenges when starting
· What to include in a business plan (page 150)

Choosing the Form of Ownership

1. Sole Proprietorship: a form of business where an individual pursues a profit. Simple to start, run, and terminate. *The business owner is liable for business debts + claims
2. Partnership: business where two+ people agree to contribute resources to start and open a business together. Usually backed by a legal/written partnership agreement.
· General Partnership: most common, also share management responsibilities
· Limited Partnership: consist of one general partner and one or more “limited” partners who aren’t in day-to-day management.
· Limited Liability P: limits the liability of one partner for negligence of another
3. Corporation: a legal entity that exists separately from its owners. Two advantages 1) grant business legal rights 2) corporation becomes responsible of its own liabilities.
4. Limited Liability Corporation: a hybrid business form combining advantages of the sole proprietorship, partnership, and corporation. Liability wise, functions like a corporation, for Tax, like a partnership case of multiple owners

· Two major ways an entrepreneur can get money outside financing for a new venture
· Debt financing: borrowing money that must be repaid over time, with interest. Borrowing money from bank, and requires collateral to secure loan
· Equity financing: exchanging ownership shares to outsiders in return for their cash investments. Money not paid back, investor takes risk for gain/loss
· Venture Capitalists: companies/individuals that make large investments in new ventures in return for an equity stake in the business.
· Initial Public Offering: initial selling of shares of stock to the public at large
· Angel Investor: wealthy individual willing to invest in a new venture for equity
Chapter 6
Why and how managers plan
· Planning : process of setting objectives and determining how to accomplish them.
· Objectives : are specific results that one wishes to achieve.
· Plan : is a statement of intended means for accomplishing objectives. 
Planning involves 5 steps: 
1- Define your objectives – Identify desired outcomes or results in very specific ways know where you want to go
2- Determine where you stand ( vis-à-vis objectives) – Evaluate current accomplishments relative to the desired results. Know where you stand in reaching the objective
3- Develop premises regarding future conditions- Anticipate future events. Generate alternative scenarios for what may happen
4- Analyse alternatives and make a plan – List and evaluate possible actions. Choose the alternative most likely to accomplish your objectives. 
5- Implement the plan and evaluate results – take action and carefully measure your progress toward objectives. 
 
The management process is :
· Planning : decide where you want to go / decide how best to go about it.
· Organizing : To create structures
· Leading: to inspire effort
· Controlling( to ensure results) : measure performance /take corrective action

Benefits of planning 
· Improves focus and flexibility : An organization with focus knows what ir does best, needs of its customers and how to serve them well. An organization with flexibility is willing and able to change and adapt to shifting circumstances and operates with an orientation toward the future rather than the past. 
· Improves action orientation: to stay ahead of the competition and become better at what they are doing. Keeps the future visible as a performance target. Helps avoid Complacency trap (being carried along by the flow of events. ) 
· Improves coordination and control: when plans are coordinated among people and subsystems, there is a greater likelihood that their combines accomplishments will advance performance for the organization. 
· Improves Time management
Types of plans managers use:
· Short-range plans:  cover one year or less. (lower management levels focus more on short run plans that help achieve long term objectives.) 
· Long-range plans: look three years or more into the future.  (Top management is most likely to be involved in setting long range plans and directions for the organization as a whole.) 
 In the organizational pyramid, Senior executives deal mainly with Strategic plans, in the middle, managers deal with tactical plans, at a lower level, managers focus on operating plans. 

· Strategic plan : Identifies Long-term directions for the organization. And create a framework for allocating resources for the maximum long term performance impact. 
· Vision: clarifies the purpose of the organization and expresses what it hopes to be in the future. 
· Tactical plan : Used to implement strategic plans. They tend to be intermediate-term plans that specify how the organization can be used to put strategies into action.    
· In business they often take the form of   -Functional plans (indicate how different operations within the operations within the organization will help advance the overall strategy) : 
· Production plans: dealing with work methods and technologies
· Financial plans: dealing with money and capital investments.
· Facilities plans: dealing with facilities and work layouts.
· Logistics plans: dealing with suppliers and acquiring resource inputs.
· Marketing plans: dealing with selling and distributing goods and services.
· Human resource plans: dealing with building a talented workforce. 

· Operational Plans: Identifies short-term activities to implement strategic plans.  They include both standing plans such as Policies and Procedures that are used repetitively and single use plans such as Budgets that apply to one specific task at a time. 
· Policy: is a standing plan that communicates broad guidelines for decisions and action.  (Example: employee hiring, termination, performance appraisals, sexual harassment etc.…) 
· Procedure or rules: precisely describes actions that are to be taken in specific situations. 
· Budgets : is a plan that commits resources to projects or activities. 
· A Zero-based budget: allocated resources as if each budget were brand new. 

Planning tools and techniques.
· Forecasting: Attempts to predict the future (Examples; Canadian business, Maclean’s, and the financial post regularly report forecasts of economic conditions, interest rates, unemployment etc.) 
· Qualitative forecasting uses expert opinions.
· Quantitative forecasting uses mathematical and statistical analysis.
· All forecasts rely on human judgment.
· Planning involves deciding on how to deal with the implications of a forecast
· Contingency Planning: Identifies alternative courses of action to take when things go wrong. 
· Scenario Planning: Identifies alternative future scenarios and makes plans to deal with each “worst case scenario/best case scenario”
· Benchmarking: uses external and internal comparisons to plan for future and then plan how to incorporate these ideas into ones own operations.)
· Best practices: things organizations do that help them achieve superior performance 
· Staff planners: To help coordinate and energize planning. 
They can help bring focus and expertise to accomplish important planning tasks.

Implementing Plans to achieve Results
· Goal Setting: Can make a big difference in how well management does in pointing people in the right directions and inspiring them to work hard
 Great Goals:  SMART 
· Specific: Desired outcomes are clear to anyone
· Measurable: No doubt when accomplished or missed.
· Attainable: Realistic, possible to accomplish
· Referred to: Goals need to be referred to regularly to keep people focused on the task at hand.  
· Timely: Linked to due date and timetables. 
· Goal Alignment : make sure that goals and plans are well integrated across the many people, work units, and levels of an organization as a whole. 
· Hierarchy of goals or objectives:  lower-level objectives are means to accomplishing higher-level ones. (When hierarchy of objectives Is well defined, the accomplishment of lower-level objectives is the means to the accomplishment of higher-level ones.)
Management by objectives.  ( MBO): This is a structured process of regular communication in which a supervisor or team leader works with subordinates or team members to jointly set performance or objectives and review results accomplished. 
MBO involves a formal agreement specifying:
· Workers’ performance objectives for a specific time period.
· Plans through which performance objectives will be accomplished.
· Standards for measuring whether they have been accomplished.
· Procedures for reviewing performance results.
Types of MBO performance objectives
· Improvement objectives: Document intentions for improving performance in a specific way.  (Example: reduce quality rejects by 10 percent) 
· Personal development objectives : describe intentions for personal growth through knowledge and skills development (Example: to learn the latest version of a computer spreadsheet package.) 
· Maintenance : formally express intentions tot maintain performance at an existing level. 
MBO PROS AND CONS
· Things to avoid:
· Tying MBO to pay.
· Focusing too much attention on easily quantifiable objectives.
· Requiring excessive paperwork.
· Having managers tell workers their objectives.
· Advantages:
· Focuses workers on most important tasks and objectives.
· Focuses supervisor’s on areas of support. 
· Contributes to relationship building.
· Encourages self-management.
Participation and Involvement:
Participatory Planning: includes the persons who will be affected by plans and those who will help implement them. 
Benefits of participation and involvement:
· Promotes creativity in planning.
· Increase understanding and acceptance of plans, as well as commitment to their success.
· Improve results by improving implementation.
 Formal Planning Process 
 

Chapter 7 
Strategic planning
Competitive Advantage: is the ability to do something so well that one outperforms competitors. (Example: Walmart.) 
Sources of Competitive advantage include:
· Cost and quality- where strategy derives an emphasis on operating efficiency and product or service quality.
· Knowledge and speed- where strategy drives an emphasis on innovation and speed of delivery to market for new ideas.
· Barriers to entry- where strategy drives an emphasis on creating a market stronghold that is protected from entry by others.
· Financial resources- where strategy drives emphasis on investments or loss absorption that competitors can’t match. 
Sustainable Competitive Advantage: is the ability to outperform rivals in ways that are difficult or costly to imitate. 
Strategy and strategic intent. 
Strategy: is a comprehensive plan that identifies the long-term direction for an organization and guides resource utilization to achieve sustainable competitive advantage. 
Strategic Intent: focuses and applies organizational energies on a unifying and compelling goal.

Goal of strategic management is to create above-average returns for investors.
Returns exceeding those for alternative opportunities at equivalent risk. Earning above-average returns depends in part on the organization’s competitive environment.
Levels of strategy 
Corporate Strategy: Directing the organization as a whole toward sustainable competitive advantage. identifies how the company intends to compete across multiple industries and markets. (Example: General Electric owns over 100 business including aircraft engines, appliances etc. Typical strategic decisions at the corporate level relate to things like acquisitions, expansions, and cut backs across this complex portfolio.)
Business strategy: identifies how a division or strategic business unit will compete in its product or service domain. 

Functional Strategy: guides activities within one specific area of operations. 
Strategic Management process. 
· Strategic management — the process of formulating and implementing strategies to accomplish long-term goals and sustain competitive advantage.
· Strategic analysis – process of analyzing the organization, the environment, its competitive position and current strategies
· Strategy formulation – the process of crafting strategies to guide allocation of resources
· Strategy implementation – process of putting strategies into action





Essentials of Strategic Analysis

Drucker’s strategic questions for strategy formulation:
· What is our business mission?
· Who are our customers?
· What do our customers c value?
· What have been our results?
· What is our plan?
Analysis of mission, Values, and objectives. 
Mission and stakeholders.
· Mission: Statement expresses the organization’s reason for existence in society. 
· Stakeholders : are individuals and groups directly affected by the organization and its strategic accomplishments. (shareholders, suppliers, creditors, community groups and more.)
· Strategic constituencies analysis: assesses interests of stakeholders and how well the organization is responding to them. 
Core Values
· Core Values: A broad belief about what is or is not appropriate behavior. 
· Organizational Culture: is the predominant value system for the organization as a whole 
· Strong core values
· Helps build organizational identity.
· Gives character to the organization in the eyes of employees and external stakeholders.
· Backs up the mission statement.
· Guides the behaviour of organizational members in meaningful and consistent ways.
               Objectives 
Operating objectives direct activities toward key and specific performance results.
Typical operating objectives:
· Profitability: operating with a net profit
· Market share: gaining a specific share of possible customers.
· Human talent: recruiting and maintaining a high quality workforce.
· Financial health: acquiring capital; earning positive returns
· Cost efficiency: using resources well to operate at low cost
· Product quality: producing high quality good or services. 
· Innovation: developing new products and processes
· Social responsibility: making a positive contribution to society.










SWOT ANALYSIS OF ORGANIZATION AND ENVIROMENT 
SWOT analysis: examines organizational Strengths, Weaknesses and environmental Opportunities and Threats. 
Strengths and Weaknesses are Internal , (analysis of organizational capacity for action or capacity to achieve its goals.)
Opportunities and Threats are External.  
Strengths
· Manufacturing efficiency?
· Skilled workforce?
· Good market share?
· Strong financing?
· Superior reputation?
Weaknesses
· Outdated facilities?
· Inadequate research and development?
· Obsolete technologies?
· Weak management?
· Past planning failures?
Opportunities
· Possible new markets?
· Strong economy?
· Weak market rivals?
· Emerging technologies?
· Growth of existing market? 
Threats
· New competitors?
· Shortage of resources?
· Changing market tastes?
· New regulations?
· Substitute products? 
A core competency: is a special strength that gives an organization a competitive advantage Potential core competencies:
· Special knowledge or expertise.
· Superior technology.
· Efficient manufacturing approaches.
· Unique product distribution systems.






Porter’s Model of Five Strategic Forces Affecting Competition called; (can help managers make strategic choices that best position a firm within its industry.) 
1- Industry competition: The intensity of rivalry among firms and their competitive behavior
2- New entrants: the threat of new competitors entering the market (based on the presence or absence of barriers to entry)
3- Substitute products or services: the threat of substitute products or services (based on the ability of consumers to find what they want form other sellers.) 
4- Bargaining power of suppliers: the ability of resource suppliers to influence the cost of products or services
5- Bargaining power of customers: the ability of customers to influence the price they will pay for products or services

Corporate-level strategy formulation
Grand or master strategies:
Growth strategies: seek an increase in size and the expansion of current operations.
Stability strategy: maintains current operations without substantial changes
Renewal strategy: tries to solve problems and overcome weaknesses that are hurting performance.
Combination strategy: pursues growth, stability, or retrenchment in some 
Growth and Diversification strategies 
Types of growth strategies:
· Concentration strategies : growth within the same business area.
· Diversification strategies: is growth by acquisition of or investment in new and different business area. 
· Related diversification: growth by acquiring new businesses or entering business areas that are related to what one already does. 
· Unrelated diversification: growth by acquiring businesses or entering business areas that are different from what one already does. 
· Vertical integration: growth by acquiring suppliers or distributors.
Restructuring strategies:
Restructuring: tries to correct weaknesses by changing the mix or reducing the scale of operations. 
· Restructuring through turnaround: tries to fix specific performance problems.
· Restructuring through downsizing: decreases the size of operatons.
· Restructuring through divestiture: sells off parts of the organization to refocus attention on core business areas. 
Global strategies 
Globalization strategy: adopts standardized products and advertising for use worldwide. (Ethnocentric view.)
Multi-domestic strategy: Customize products and advertising to local markets as much as possible. (Polycentric view.)
Transnational strategy: Balance efficiencies in global operations and responsiveness to local markets. (Geocentric view.)




Cooperative strategies. 
Strategic alliances — two or more organizations partner to pursue an area of mutual interest.
E-business strategies. 
Popular e-business strategies
Business-to-business (B2B) strategies: uses IT and web portals to link organizations vertically in supply chains. 
Business-to-customer (B2C) strategies: uses IT and web portals to link businesses with customers. 
Strategic portfolio planning:
Portfolio planning: seeks the best mix of investments among alternative business opportunities.
BCG Matrix: analyzes business opportunities according to market growth rate and market share. Shown as Starts, Question marks, Dogs and Cash cows. 

Stars: High market share/high growth businesses. 
-Preferred strategy — growth.
Cash cows: High share/low growth businesses. 
-Preferred strategy — stability or modest growth.
Question marks: Low share/high growth businesses.
-Preferred strategy — growth for promising question marks and restructuring or divestiture for others.
Dogs: Low share/low growth businesses.
-Preferred strategy — retrenchment by divestiture.
Business Level strategy formulation
Porter’s generic strategies model
Business-level strategic decisions are driven by: 
· Market scope 
· Source of competitive advantage
· Market scope and source of competitive advantage combine to generate four generic strategies.
Differentiation strategy
Porter’s generic strategies for gaining competitive advantage: 
· Differentiation strategy: offers products that are different from the competition. 
· Cost leadership strategy: seeks to operate with low costs so that products can be sold at low prices. 
· Focused differentiation strategy: strategy offers a unique product to a special market segment. 
· Focused cost leadership strategy: seeks the lowest costs of operations within a special market segment. 




Strategy implementation
Strategic planning failures that hinder strategy implementation:
Failures of substance: Inadequate attention to major strategic planning elements
Failures of process:
· Poor handling of strategy implementation
· Lack of participation error (failure to include key persons in strategic planning. )
· Goal displacement error
Corporate governance: System of control and performance monitoring of top management.
· Done by boards of directors and other major stakeholder representatives.
· Controversies regarding roles of inside directors and outside directors.
· Increasing emphasis on corporate governance in contemporary businesses.
Strategic control:  Making sure strategies are well implemented and that poor strategies are scrapped or modified.
(The top leadership of a firm or organization is expected to exercise strategic control of the enterprise.)

Strategic leadership: inspire people to continuously change, refine, and improve strategies and their implementations. 
Tasks of strategic leadership
· Be a guardian of trade-offs.
· Create a sense of urgency.
· Ensure that everyone understands the strategy.
· Be a teacher.
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· Organizing: arranges people and resources to work toward a goal. It involves creating a division of labor and then coordinating results to achieve a common goal
· PLOC: Planning (set direction), Leading (inspire effort), Organizing (divide work, arrange resources), Controlling (ensure results)
· Organizational structure: is a system of tasks, reporting relationships, and communication channels that link together the work of diverse people/groups.

Formal Structures

· Organization Chart: a diagram that shows relationships and arrangement of work positions within an organization. Identifies job titles and lines of authority
· Formal Structure: the official structure of the organization
· Division of work, supervisory relationships, communication channels, major subunits (positions reporting to manager), and levels of management

Informal Structures

· Behind every formal structure typically lies an informal structure:
· The set of unofficial relationships among an organization’s members
· If it could be drawn, it would show whom talks/interacts with whom, regardless of their formal titles. Show people meeting for coffee, exercise groups, and friendship cliques.
· Social Network Analysis: identifies the informal structures and the social relationships that happen in an organization. Ask who they ask for help and talk to
· Pros: redesigning formal structure for better performance + see the networks
· Cons: can be susceptible to rumors, can be inaccurate, also create outsiders

Traditional Organizational Structures

· Departmentalization: the process of grouping people and jobs into work units

1. Functional Structures: groups together people with similar skills + do similar tasks. Share technical expertise, interests, & responsibility. Members work area of expertise
· Advantages: efficient use of resources, task assignments consistent with expertise and training, high-quality technical problem solving, in-depth training 
· Disadvantages: difficulties in pinpointing responsibilities - like product quality
· Functional Chimneys Problem: lack of communication and coordination across functions. People’s cooperation can break down, problems referred to higher levels instead of taken care of by people at the same level

2. Divisional Structures: groups together people working on the same product, in the same area, with similar customers, or on the same processes. (page 225)
· Product Structures: groups together people/jobs focused on a single product/service. Identify costs, profits, problems, and successes in a market
· Geographical Structures: groups people/jobs performed in the same location. Used to differentiate products/services in various locations.
· Customer Structures: groups people/jobs that serve the same customers. Goal is to best serve the special needs of different customer groups
· Work Process: group of related tasks that collectively create a valuable work product. Process structure: groups jobs that are part of the same process

· Advantages/Disadvantages of Divisional Labor
· Advantages:
· Flexibility in responding to environmental changes
· Coordination across functional departments
· Clear responsibility for products/services
· Expertise focused on customers, products, and regions
· Disadvantages:
· Reduce economies of scale
· Increase costs and efforts across divisions
· Rivalries as divisions compete for resources


3. Matrix Structures: combines functional + divisional approaches to emphasize teams
· Uses permanent teams that cut across functions to support products/projects
· They report to two bosses – one within the function + one in the team
· Advantages/Disadvantages:
· Advantages:
· Better cooperation across functions
· Improved decision-making/problem solving at the team level
· Better customer service – always someone that can answer questions
· Disadvantages:
· Power struggles – both bosses can end up arguing for authority
· It could create task confusion and conflicting work priorities 

Horizontal Organizational Structures

· Purpose for this: improve communication and flexibility, decreasing hierarchy, increasing empowerment, and better mobilizing human talents
· Team Structure: uses permanent and temporary cross-functional teams to improve lateral relations
· Cross-Functional Team: brings together members from different functional teams
· Project teams: do a particular task/project and disband once its completed. Bring together people to complete a task

· Advantages of Team Structures:
· Eliminate communication difficulties and decision-making 
· Breaks down departments from different parts of an organization 
· Increased moral, sharing knowledge, key component to success

· Disadvantages of Team Structures:
· Conflicting loyalties for people with both team and functional assignments
· Issues of time management and group process 

Network Structures

· Network Structure: uses Information Technology to link with networks of outside suppliers and service contractors
· Own only core of business, rest use strategic alliances and outsourcing
· Networking, finding cheapest suppliers, and alliances to sell goods
· Advantages: operate fewer full-time employees, less internal systems, outsourcing so cost is at lowest, technology is key!!!
· Disadvantages: the more complicated the business = more complicated to control the alliances and contracts, *if one network breaks down = the entire system suffers, lose control over activities contracted out, lack of loyalty

Boundaryless Structures

· Boundaryless Structures: eliminates internal boundaries among subsystems, and external with the external environment. Eliminates boundaries
· Combination of the team and network structures, with addition of “temporariness”
· Teamwork and communication replace formal lines of authority
· Partners work together electronically, databases shared, information stored, problems posted, technology is key, outsourcing + alliances 
· Absence  of internal/external barriers helps people work faster/flexible
· Virtual Organization:  takes boundaryless structure to extreme. Uses IT and Internet to engage a shifting network of strategic alliances. 

Organizational Designs: the process of creating structures that accomplish mission and objectives. Every organization faces own difficulties, so best design is one that has a match between structure and situational contingencies 

Mechanic and Organic Designs

· Bureaucracy: emphasizes formal authority, order, fairness, and efficiency 
· Classic vertical structure, clear cut division of labor, formal rules
· Max Weber: bureaucracy: orderly, fair, highly efficient. Although now it is seen as impersonal to client needs

· Mechanistic designs: companies with more mechanistic designs are highly bureaucratic, centralized with many rules and procedures, clear cut division of labor, narrow spans of control, formal coordination, tasks specialized
· Centralization: concentration of authority for most decisions at the top level of an organization

· Organic designs: companies with organic designs are decentralized, fewer rules and procedures, open divisions of labor, wide spans of control, and more personal coordination 
· Adaptive organization: a minimum of bureaucratic features and encourages worker empowerment and teamwork. More horizontal! Cultures that encourage worker empowerment, relies on trust and initiative. 
· Decentralization: the dispersion of authority to make decisions throughout all organizations levels 

Subsystems Design and Integration

· Subsystem: a work unit or smaller component within a larger organization. Organizational designs must create subsystems and coordinate relationships in them so company’s interests are best met.
· Differentiation: degree of difference between subsystems in an organization
· Integration: the level of coordination achieved between subsystems in an org’

· Today’s shifting and uncertain environment calls for organizations to be more horizontal and organic

· Chain of command: links all people with successively higher levels of authority
· Span of control: the number of subordinates directly reporting to a manager.  Tall structures (vertical) have narrow spans of control and many levels of management. 
· Delegation: the process of distributing and entrusting work to other people
· 1) Assign responsibility 2) grant authority 3) create accountability 
· Empowerment: allows others to make decisions and exercise discretion in their work
· Builds performance potential, people use their talents, contribute ideas

· Staff Positions: provide technical expertise for other parts of the organization
· People with this role do technical services + provide special problem-solving expertise for other parts of the organization 
· Line-Staff: providing expert advice to line personnel
· Problem: staff size grows to the point where it costs more than its worth
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· Organizations have accepted, in theory at least, they must either change or die
· Change threatens those with low tolerance for ambiguity, also involves risk + stress

· Strategic Leadership: the ability to anticipate, envision, maintain flexibility, think strategically and work with others to initiate changes to help the future for the org’

· Creativity: the generation of a new idea or unique approach that solves a problem or crafts an opportunity. One of the great assets of human capital.
· Good managers understand that people have ideas and work with people in ways that allow their creativity to prospers. Managers get this done by:
·  Challenging work, freedom to exercise talent, encouraging peers, supportive culture, and lack of performance obstacles
· Innovation: coming up with new ideas and putting them into practice. Innovation is created when the environment is right and creativity thrives
· Some examples of innovations: iPod, Post-It notes, self-scanning checkouts at the grocery store, or even a Super Soaker water gun

Types of Innovations

1. Business Innovations: innovations by organizations usually addressed in 3 forms:
· Product Innovations: new or improved goods or services.
· Ex: Apple’s “iPod world” and Toyota’s hybrid vehicles
· Process Innovations: better ways of doing things and operating 
· Ex: IKEA transformed retail shopping for furniture and Amazon.com keeps improving the online shopping experience
· Business Model Innovations: new ways of making money for the firm
· Ex: Starbucks turned coffee selling into a global branding business and eBay created world’s largest on-line market place

2. Sustainable Innovations: creates new products and processes that have lower environmental impact than the available alternatives. The goal is to find ways to do business while having minimal impact on the natural environment, or to improve it
· Green Innovations:  the process of turning ideas into innovations that reduce the carbon footprint of an organization or its products. An example is replacing air travel for meetings with new videoconferencing technologies 

3. Social Business Innovations: finds ways to use business models to address important social problems. Innovation isn’t only about economic contexts, but also to improve the world’s social problems: poverty, famine, illiteracy, disease, etc.
· Using micro-credit lending to help create small enterprises + fight poverty
· Social Entrepreneurship: innovation ways to create change that helps society
· Ex: The U.N, rather than financial gain, the goal is social change

The Innovation Process

· The process begins with invention (discovery), and ends with application (the act of using the discovery). This is the 5 steps Gary Hamel calls “The Wheel of Innovation”

1. Imagining: thinking of new possibilities, discoveries by ingenuity/communicating
2. Designing: testing ideas in concept, discussing with peers/clients, building models
3. Experimenting: examining practicality/financial value through experiments/studies 
4. Assessing: identifying strengths/weaknesses, costs/benefits, potential markets
5. Scaling: implementing new process, commercializing new products/services

· Commercializing Innovation: turns new ideas into actual products/services, or processes that can increase profits through sales/reduced cost. Giving economic value
· 4 steps in commercializing innovation: 1) Idea Creation (discovery/modification), 2) Initial Experimentation (sharing idea/testing), 3) Feasibility Determination (testing practicability/financial value of product), 4) Final Application (commercializing product for sale to clients)

Characteristics of Innovative Organizations

1. Strategy and Culture: in highly innovative companies, the corporate strategy and culture support innovation. Risk is good, but smart risks are even better.
· The strategies of the organization, the visions/values of senior management, and policies/expectations all emphasize entrepreneurial spirit.
· The culture is driven by values where innovation is expected, failure is accepted, and the organization is willing to take risks.

2. Structures/Systems: In highly innovative companies, structures support innovation
· Larger corporations try to capture the structural flexibility of smaller ones by moving away from hierarchical and mechanistic designs and operating with more horizontal and organic ones.
· Ambidextrous Organizations: use integrated creative teams to simultaneously be good at both producing and creating. Scatters creative project teams throughout the organization (horizontal structure), unlike skunkworks, that assign innovation to a separate creative unit.
· Highly innovative companies also use special information and knowledge management systems to support innovation. Internally: use the latest technologies to help employees collaborate by knowing each other, posting/sharing information, and keeping up with ideas (ex: using BeeHive). Externally: setting up mechanisms for customers to provide ideas, and then getting ideas considered for possible innovations. (Ex: mystarbucksidea.com)

3. Top Management: top management supports innovation in highly creative org’s 
· Understand innovation process, tolerant of criticisms, keep goals clear
· Can also create innovation, instead of helping it happen from employees 
4. Staffing: in highly innovative organizations, staffing supports innovation
· Step 1: make creativity an important criteria when hiring people into positions
· Step 2: allow their creative talents to fully operate by following the practices: strategy, culture, structure, and leadership
· Step 3: putting people in key roles that are focused on meeting needs of innovation process. The critical innovation roles include:
· Idea Generators (creates new insights from internal discovery or external awareness), Information Gatekeepers (link between people/groups of a company and external sources), Product Champs (push for change/innovation), Project Managers (perform technical functions to keep an innovative project on track), Innovation leaders (coach, encourage)

Organizational Change

· Innovation/change in society positively valued, but not every org’/people accept it
· Change Leader: tries to change the behavior of another person or social system. Confident of their ability, willing to take risks, seize opportunity, expect surprises 
· Status Quo Managers: scared of change, prefer predictability, wait 4 things to happen

Top-Down Change: the change initiatives come from the senior management (top)
· Strategic leadership; needs to be sensitive to needs of lower-level personnel not to fail. Successful top-down change led in ways that earn support of others
Bottom-Up Change: the change initiatives come from all levels in the organization
· Change is made possible through management commitments like empowerment, involvement, and participation. Useful to adapt to needs 

· Integrated Change Leadership: most successful change leadership has advantages of both top-down and bottom-up change. Top-down needed to break habits & traditional patterns, Bottom-up helps build sustainable change + organizational learning

· Reactive change: making changes to events as or after they occur, a reaction to event
· Performance gaps: a discrepancy between a desired and an actual state of affairs that show potential problems or opportunities to be explored (Org’ change pyramid p.260)
· Planned Change: aligns organization with anticipated future challenges 

· Incremental Change: bends/adjusts existing ways to improve performance, to better cope with emerging problems and opportunities. (Modify products/techno/systems)
· Transformational Change: results in a major redirection of an organization. Fundamental shifts strategies/structures, and even main mission. Led from the top

· Targets for Organizational Change: External: (globalization, market competition, local economic conditions, laws/regulations, market trends, social forces) Internal: (tasks, people, culture, technology, and structure) Page 262

· Phases of Planned Change: Kurt Lewin’s theory: change is a process with 3 phases:

1. UNFREEZING: the phase where a situation is prepared for change. Eased in by environmental pressures 4 change, down performance, recognition of problems/opportunity. Error in this stage is not creating a sense of urgency for change
2. CHANGING: the phase where planned change takes place. Identifying new + effective ways of behaving, changes in tasks, culture, people, technology, structures.
3. REFREEZING: the phase where change is stabilized. Keeping the change and creating conditions for long-term continuity. Linking change with rewards, positive reinforcement. Also must evaluate results carefully and provide feedback to everyone 

· Change Strategies: the act of changing/moving people, #2 of Lewis’ theory, 3 ways:

1. Force-Coercion: formal authority as well as rewards/punishments to obtain change. This manager believes people are motivated by self-interest and what situation offers in terms of gains/losses. Direct Forcing (direct action “command”) Political Maneuvering (bargaining, alliances, small favors to gain advantage over people)
· Likely results: faster, but low commitment, and only temporary compliance

2. Rational Persuasion: pursues change through knowledge, data & rational argument. Manager believes people are rational/guided by reason. Backed by expertise/facts
· Likely results: compliance with reasonable commitment, slower than forceful, but can result in longer-lasting and more internalized change

3. Shared Power: change by participation, in assessing change needs, values & goals.  Developing support through personal needs/values, group norms, and operating goals.
· Likely results: process is slow, but has high commitment. Time consuming. 
------------------------------------------------------------------------------------------------------------
· WHY people resist change: fear of the unknown, disrupted habits (upset to see end of old ways), loss of confidence, loss of control (told what to do), poor timing (moving too fast), work overload, loss of face, and lack of purpose

· DEALING with resistance to change: 1) check the benefits: make sure people see a clear advantage/know what’s “in it for me” 2) check the compatibility: keep change close as possible to existing values/ways of working 3) check the simplicity: make the change as easy as possible/access to training 4) check the “tryability”: allow people to try the change slowly/don’t rush it/adjust the timing to best fit schedules 

· Improvisational change: continual adjustments as changes are implemented. 
· Used for technological changes, because new technology designed outside the company, never know how they’ll anticipate it. Can also be complicated

· Organizational Development: a shared power effort to improve an organization’s ability to solve problems and improve performance. This is a participative + action-oriented environment, members work together to reflect on strengths/weakness
· Goals: 1) Outcome goals: Focus on task accomplishments 2) Process goals) the ways people work together. Change done in a collaborative way
· The success of Organizational Development relies on its:
·  Action research: a collaborative process of collecting data, using it for action planning, and evaluating the results. 3 steps like before 
· 1) Diagnosis (unfreezing): gather/analyze data, setting change goals
· 2) Intervention (change): change objectives done: individual + group
· 3) Evaluation (refreezing): following up + reinforce/support change
-----------------------------------------------------------------------------------------------------------

Organizational Development Interventions

· OD Intervention: a structured activity that helps create change for organizational development. Activates participation in collaborative + self-directed change efforts

1. Individual Interventions
· Sensitivity Training: unstructured sessions; workers learn interpersonal skills
· Management Training: structured educational sessions; learn manager skills
· Role Negotiating: clarify/negotiate role expectations among workers
· Job Redesign: realigning tasks to better fit needs/capabilities of individuals
· Career planning: structured advice sessions to help plan career paths 

2. Team Interventions
· Team Building: help team members set goals, improve interpersonal relations
· Process Consultation: 3rd party observation; advice on critical team processes 
· Intergroup Team Building: helps 2+ teams set shared goals, reduce conflict

3. Organization-Wide Interventions:
· Survey Feedback: systematic data collection to see attitudes to plan for action
· Confrontation Meeting: one day meeting; gather data on workplace problems + plan for action
· Structural Redesign: realign the organization structure for needs of environmental and contextual forces
· Management by Objectives: formalizing goals to link individual, group, and organizational goals together










CHAPTER 10: Human Resource Management

· Human Capital: economic value of people: job abilities, knowledge & ideas
· Human Resource Management: the process of attracting, developing, and maintaining a high-quality workforce. Gives company’s chance of long term success
· 3 major responsibilities: 1) attracting a quality workforce, 2) developing a quality workforce, and 3) maintaining a quality workforce

· Strategic Human Resource Management: mobilizes human capital to implement organizational strategies. Getting quality workforce to best meet your goals
· Global Human Resource Management: some companies use global integration, locating jobs wherever in the world they can be done best. Hardest part is keeping track of expertise and hiring legal workers.

· Legal environment of HRM: (table on p.284)
· Discrimination: someone is denied a job for reasons that aren’t job-relevant
· Canada has laws to protect people from this: Canadian Human Rights
· Employment Equity: the right to employment and advancement without regard to sex, race, religion, color, or national origin. Also issues of reverse discrimination: white males see preferential treatment to visible minorities 

· Current Legal issues in HRM: must stay up to date with new laws + changes in old
· Sexual Harassment: behavior of a sexual nature that affects a person’s employment situation. Org’s should haw clear policies + fair procedures
· Comparable Worth: people performing jobs of similar importance should be paid at comparable (equal) levels; like men & women = no gender bias
· Pregnancy Discrimination: penalizes a woman in a job or job applicant for being pregnant. Managers usually more negative toward pregnant females
· Independent Contractors: hired as needed and not part of the organization’s permanent workforce. Have no benefits, now people starting to want them
· Workplace Privacy: the right to privacy while at work. It is acceptable for employers to monitor work performance + behavior of employees, but with IT everything can be tracked. Must look at it like you have no privacy

Attracting a Quality Workforce

· 1st responsibility of HRM is to attract a high quality workforce whose talents well with the jobs to be done. Done by knowing exactly what it is looking for!
· Human Resource Planning: analyzes staffing needs, assess the existing workforce, and determines what additions/replacements are needed for the future.
· 1) Review missions/goals 2) review HR strategies 3) asses current human resource and forecast needs 4) develop/implement HR plans to match people
· Job Analysis: study of job facts to see 5 W’s (who/what/when/where/why)
· Job Description: the duties and responsibilities of a job holder
· Job Specifications: list of qualifications required needed for the job
· Recruitment Techniques: Recruitment is a set of activities designed to attract a qualified pool of job applicants. Qualified is important: recruiting should bring people whose abilities/skills meet job specifications.

· External Recruitment: seeks job applicants from outside the organization. (Websites, newspapers, agencies, universities, personal contacts, walk-ins)
· Internal Recruitment: seeks job applicants from inside the organization.          (Announcing vacancies through newsletters, electronic postings)

· Traditional Recruitment: focuses on selling the job and organization to applicants. Focus on telling potential workers most positive features + maybe hide negatives. Creates unrealistic expectations that cause turnover and eventually quit
· Realistic Job Previews: gives job candidates all the information about a job/organization without distortion before the job is accepted. Very open/honest

· Selection Techniques: Selection: choosing from a pool of qualified job applicants
· 1) Formal application – 2) interview – 3) testing – 4) reference checks - 5) physical exam – 6) analysis and decision
· Applications, the personal resume, and interviews
· Employment tests are designed to identify intelligence, personality, interests, and even ethics. These tests should meet the following criteria:
· Reliability: the test is consistent in measurement; same results every time
· Validity: there is a relationship between test score and eventual job performance; basically a good test sore really does find a good worker

· Assessment Centers: see how job candidates handle simulated work situations
· Work Sampling: applicants are evaluated while performing actual work tasks
· Reference/Background checks and physical examinations are also used

Developing a Quality Workforce

· It’s important to help newcomers learn the organizational culture and fit into the work environment in ways that helps their development and performance potential
· Socialization: a process of learning/adapting to the organizational culture
· Orientation: familiarizes new employees with jobs, co-workers, and organizational policies and services. Also clarifies missions/gals, and explains the “culture”. This is a type of socialization which is crucial in workers first 6m

Training and Development:
On-the-Job Training: Activities that help people acquire and improve job-related skills. 
Job Rotation: people spend time working in different jobs 
· Coaching: an experienced person gives performance advice to someone else
· Mentoring: form of coaching, where early-career employees are formally assigned as proteges to senior people (Leali  Buffon)
· Modelling: form of coaching, someone demonstrates through their behavior what is expected from others (ADP = captain) 
· Management Development: is training to improve knowledge and skills in the management process.

Performance Management System: It sets standards, assesses results, and plans for performance improvements. Successful HMR depends on this. 

· Performance Appraisal: the process of formally evaluating performance and providing feedback to a job holder; serves both evaluation and development 
· Evaluation: focuses on past performance + measures results
· Development: focuses on future performance and goals

· Graphing Rating Scale: uses a checklist of traits or characteristics to evaluate performance (quality of work, punctuality). This has poor reliability/validity 
· Behavior Anchored Rating Scale (BARS): more advanced approach than GRS. Uses specific descriptions of actual behaviors to rate various levels
· Critical-Incident Technique: keeps a log of someone’s effective and ineffective job behavior. Can be specific or general to job descriptions
· Multi-Person Comparison: compares one person’s performance with that of others. Comparisons can be done in the following ways:
· Ranking Order: all people rated in order of performance achievement
· Paired Comparisons: each person compared with every person and rated as superior/weaker 
· Forced Distribution: each person placed into a frequency distribution, which has a certain percentage category (top 10%, next 40%, 40, 10)
· 360 feedback: superiors, subordinates, peers, + internal/external customers are involved in the appraisal of a job holder’s performance

Maintaining a Quality Workforce 

· Work-Life balance: today’s fast paced/complicated lifestyles made increased concerns for this; how people balance the demands of careers with their personal life
· This is improved when workers have flexibility in work hours and locations

Compensation and Benefits
· Base Compensation: $$$, a salary or hourly wage paid to an individual. Increase in pay usually impacts on job attitudes, motivation and performance, also benefits
· Merit Pay: awards pay increases in proportion to performance contributions. Basically your pay increases is based on some assessment on how you perform. 
· Bonus Pay Plans: one-time payments based on performance accomplishments. Given to employees who meet specific goals or make a work improvement
· Profit-Sharing: shares net profits earned by the company to employees
· Gain-Sharing: employees share cost savings or gains from their efforts.

·  Employee Stock Ownership Plans: ways to get stocks and get a sense of ownership, for the purpose of motivating employees to work hard and stay successful
· Purchasing stocks in the company and sometimes getting a discount
· Stock Options: give the right to buy stocks at a fixed price for the future

· Fringe Benefits: These packages are non-monetary forms of compensation such as health insurance and retirement plans. Can add as much as 30% to a worker’s salary
· Flexible Benefits: Programs allow employees to choose from a range of benefits options, within a certain dollar amount. 
· Family-Friendly Benefits: help employees achieve better work-life balance. Include childcare, elder care, flexible schedules, parental leave, etc.
· Employee Assistance Programs: help employees cope with personal stress and problems. Helps deal with stress, alcohol/substance abuse, family/marital counseling 
===============================================================
· Early Retirement Incentive Programs: offer workers financial incentives to retire early. For employers, potential benefits:  lower payroll costs by hiring new people, help staff reduction during downsizing, and create openings for workers with skills
· Termination: the involuntary dismissal of an employee (bad performance/downsize)
· Wrongful Dismissal: legal protections workers have against discriminatory firings. Employees must have proper reasons for any termination decision
===============================================================
· Labor Unions: organizations that workers belong that deal with employers on the worker’s behalf. Found in many industrial/business corporations + public sector
· Goal is to achieve fair wages, working conditions and speak on workers part

·  Collective Bargaining: the process of negotiating, administering, and interpreting a labor contract. Usually face-to-face in meetings with labor + management reps 
· Labor Contracts: a formal agreement between a union and employer about the terms of work for the union members. There is bargaining, back and forth

What Unions do to make things difficult for management?
1. Strike: refuse to come to work
2. Boycott: refuse to buy employer’s products/services and ask others to do the same
3. Picket: post/carry signs complaining about treatment of workers (like a whiny bitch)

What Managers do to make things difficult for unions?
1. Lockout: refuse to let employees come to work
2. Strike-breakers: hire non-union workers, called “scabs”, to do strikers’ jobs
3. Injunction: get a court order making strikers come back to work

· Two-tier wage systems: pay new hires less than workers already doing the same job with more seniority. Basically milking young people because same work = less pay



Organizational Culture & Diversity

· The way people are treated at work – with respect/inclusion or disrespect/exclusion – is a direct reflection of an organization’s culture. Company’s that follow this are potential sources of competitive advantage.
· Best organizations likely to have culture’s that are customer + performance driven
· One way organizations build strong cultures is through socialization
· Organizational Culture described in 2 levels:

1. Observable Culture: the most visible part of the organizational culture. What one sees and hears in the company, what people wear at work, their offices, etc.:
· Heroes: people singled out for special attention for praise: founder/role model
· Ceremonies/Rites/Rituals: planned/spontaneous meetings that celebrate important occasions and performance accomplishments
· Legends/Stories: oral histories/tales, told by members about work incidents
· Metaphors/Symbols: special use of language + non-verbal expressions that communicate important themes and values of the organizations

2. Core Culture: deeper level of the organization. Consists of core values + beliefs
· Core Values: beliefs/values shared by organization members 

· Innovation, risk-taking, ethics, integrity, social responsibility, customer service, performance, and teamwork. Must be widely shared among members
===============================================================

· [bookmark: _GoBack]Value-Based Management: describes managers who actively help develop, communicate and enact shared values within an organization.





Define planing objectives.


determine where things stand vis-avis objectives.


Develop premises regarding future conditions. 


Identify action alternatives and make plans. 


Implement plans and evaluate results.


















Tactical plans


Operating plans


Strategic plans
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