Comm 210 (Final)
CHANDLER: THE ENDURING LOGIC OF INDUSTRIAL SUCCESS
Chandler’s Primary Claim
· Logic of Managerial Enterprise: Successful firms capitalize on economies of scale & scope, create management structures and invest in research & development
For firms to benefit from economies of scale or scope:
- Flow of materials must be kept constant
- National (and international) marketing and distribution functions must be created
- Teams of lower and middle managers need to be recruited
Chandler’s Secondary Claims
· Once a firm loses the opportunity to be a first mover, it is difficult to regain competitive advantage.
· Entrepreneurial companies that do not make investments to create organizational capabilities cannot achieve long-term success
· Growth through unrelated diversification is poor corporate strategy
· Business ownership patterns have diminished the likelihood of many firms’ long-term success
· In competitive battles Research/innovation and strategy are more powerful weapons than price
Concept list
· Economies of scale: Large plants can produce products at a much lower cost than small
                                  ones because the cost per unit drops as the volume of output rises.

· Economies of scope: Large plants can use many of the same raw and semi-finished
                                   materials and intermediate production processes to make a variety
                                   of different products.  

· Functional divisions: ex sales, management, accounting...

· Management hierarchy: - lower and middle managers: coordinate products though
                                                                                           production and distribution     
                                          - top managers: coordinate and monitor current operations and
                                                                    to plan and allocate resources for future
                                                                    activities   

· Geographical expansion: is based on economies of scale.



· First movers & challengers: Companies that quickly dominated their industries by
                                                 making large investments and gaining competitive
                                                 advantage. (high market share).
 - created national and international marketing distribution organizations     
 - recruited teams of managers      
 - They engaged in systematic R&D to improve their products and processes, they    differentiated as well. They captured markets and others may not want to compete.

· Research & development: To improve products and processes. Innovation and strategy
                                              is more important than price.

· Related diversification: Expanding in your field of knowledge.

· Unrelated diversification: When managers acquire businesses in which they have few if
                                             any organizational capabilities to give them a competitive
                                             edge (ignore logic of managerial enterprise).
 
· Separation of top and middle managers: - Top managers have little knowledge of or
                                                                        experience with the technological processes
                                                                        and markets of the new acquisitions     
                                                           - Overload in decision making at the corporate office

· Managerial enterprise: Build large and efficient product capacity, compete aggressively
                                        and never let up, expand marketing and distribution, lower cost
                                        and improve quality.

· Stock market pressure: Loose profits and market share if:      
              - Entrepreneurial enterprises fail to become managerial enterprises     
              - Managerial enterprises fail to maintain their competitive capabilities

· Short-term thinking: Making a quick buck and trying to gain competitive edge through
                                     unrelated diversification.

· Continuing growth: Companies grew horizontally (combining with competitors) and
                                   vertically (moving backward to control materials and forward to
                                   control outlets).




CHAPTER 2: CLAIMS (DYER)
A claim is the major conclusion of a piece of writing that the author is trying to persuade you to accept.
                     - Explicitly or implicitly stated
                     - Always at the beginning 
                     - Cue words: therefore, thus, in summary, I believe that, clearly, in short (…)
· Unproblematic claims: - Consistent with our own experiences and observations
                                        - Facts independent of interpretation
                                        - Agreement among experts or strongly supported general claims
                                          that are common sense
                                        - Technical or mathematical claims

· Contestable claims: - Not commonly accepted knowledge
                                   - Often introduce new ideas that awaken curiosity
                                   - Sometimes presented as if it were a fact
                                   - Cannot stand on their own

· Concept maps: A compact way of summarizing complex material.
BUSINESS TERMS & POPULAR EXPRESSIONS
· Board of directors: A group of people who have the legal responsibility to guide the affairs of a corporation. (Duties: the selection and evaluation of the senior management of the firm, financing decisions, regular review of the firm’s performance, accountability to shareholders).
· Bottom line: A summary number that expresses how successful a company has been from a financial point of view. (means profit= net income).
· Chief Executive Officer(CEO): The CEO is appointed by the board of directors to head the firm’s activities. He sets company policies and a strategic direction to ensure the firm’s success. (Must be familiar with all functions, have strong leadership skills, and a clear vision).
· Emotional intelligence: The ability to understand and manage your own emotions, accurately perceive and understand the emotions of others, and use emotions competently to sustain good relationships.
· Globalization: Strong links among the world’s economies have expanded opportunities for companies to sell their goods and services globally.
· Knowledge workers: Employees who work primarily with their intellect and knowledge, and who create value for a firm by processing and creating information.
· Outsourcing: Delegating some of the organization’s activities to an outside manufacturer or service supplier.
· R&D: Acronym for Research and Development, the activities in a firm that combine scientific research and technological development to produce innovations in products or services.
· Shareholders: Part-owners of the corporation. These are people who have invested in a company, and have been issued shares in the company in proportion to their investment.
· Vision: A vision of the future held by leaders of the organization. (The goals they wish to achieve).

GREINER: EVOLUTION & REVOLUTION AS ORGANIZATIONS GROW
Greiner’s Primary Claims
· Organizations grow through a series of evolution and revolution phases that are function of the age and the size of the organization.

· Management practices that work well in one phase bring on a crisis in the next.
Greiner’s Secondary Claims
· Organizations should not try to skip phases of growth 

· Top managers whose style is no longer appropriate should remove themselves (As growing and developing managers should give up position to someone more suitable)

· Growth is not inevitable
Concept List
· Evolution & Revolution: Phases begin with a period of evolution (steady growth and
                                          stability) and ends with a revolutionary period (turmoil and
                                          change)  
- If the revolutionary period is resolved, the company can move to next stage of evolution

· How organizations develop:
- Age of the organization: The same organizational practices are not maintained throughout a long-life span. Management problems and principles are routed in time.       - Size of the organization: Problems and solutions tend to change with increased employees and sales revenue.       
- Stages of evolution: As organizations grow, different evolutionary period emerges. 
 - Stages of revolution: Practices become outdated; companies that do not change will fold of cease to grow. Solution for one crisis becomes a major problem in the next.           - Growth rate of the industry: Speed of stages are related to the speed of the growth of the industry.

· Evolutionary and Revolutionary phases:
1. Creativity: Birth stage of organization. Frequent, informal communication, long work hours and modest salaries as well as promise of ownership benefits, decisions and motivations are highly sensitive to market feedback.          
          - “Crisis of Leadership”: Informal communication becomes infeasible, additional
             functions must be implemented. Need a strong business manager.  
2. Direction: Functional organizational structure. Different departments, formal communication, more employees, increased efficiency, need of systems (accounting, inventory...)        
          - “Crisis of Autonomy”: Impersonal environment. Lower level employees have
             more knowledge about markets and machinery than management; want to take
             initiatives on their own. Need a decentralized hierarchy of management.  
3. Delegation: Decentralized organizational structure. More responsibility given to lower management, bonuses are used to motivate employees, diversification of products.          
          - “Crisis of Control”: Lower level management begins to run their own show
             without coordinating with the rest of the organization. Management must focus
             on control.  
4. Coordination: Strategic business units are formed. Top level management takes responsibility for the initiation and administration of the new system.                                
          - “Red Tape Crisis”: Procedures take precedence over problem solving. Company
              has become too large and too complex to me managed though formal programs
              and rigid systems. Conflict between like and staff; line managers resent direction
              from those who are not familiar with local conditions. Management must
              promote interpersonal collaboration.  
5. Collaboration: Strong interpersonal collaboration. Social control and self-discipline replace formal control, rewards are geared for team performance.                                      
          - “? Crisis”: Psychological saturation of employees who grow exhausted from the
              intensity of teamwork and innovation. May perhaps be solved though new
              structures and programs that allow employees to periodically rest, reflect and
              revitalize themselves.

· Management style:
 - Managers need to know where they stand in the phases of development.       
 - Must know when it’s time to change and be able to activate it.       
 - Cannot skip phases, must go with the flow.       
 - Must be able to persuade ideas to other managers.

· Advantages of large, bureaucratic organizations:
Hierarchical Authority: Promises, control and responsibility 
Specialization of sub-units: Promises accountability, control and expertise 
Management by Rules: Promises control and consistency 
Being IMPERSONAL promises objectivity, consistency and equality  
CHAPTER 3: EVIDENCE (DYER)
An evidence is any statement that is a response to the question “Why is this true?”
Finding the evidence can consist of:
                 -statistics, details of past events, anecdotes, quotes, etc.
                 - cue words: because, as a result, in the first place, for example, in addition, etc.
· Evaluate the supporting evidence: (criteria to test the quality of the evidence)
-Sufficiency: How much evidence?
                       Fallacy of hasty generalization (ex: if you had a single personal experience with a rude bank teller, it’s not sufficient to support the claim that customer service in the banks has deteriorated markedly).
-Precision: Comes from numbers and quotes.
                   18.4% is better than “quite well” or “almost 20%”
                   Ambiguous words should not be overused
                   Precision creates the impression of accuracy
                   Beware of over-precision
-Accuracy (most important): Difficult to judge without and independent source of info.
                          2 ways to proceed:
                            - Do own research to verify accuracy
                            - Use proxies to evaluate accuracy: grammar and spelling mistakes,
                               inaccurate quotes, or lack of precision
-Authority: Rely on the experience of others
                    People who have special training and professional credentials, or considerable experience in a particular area
                    Context-dependent (legal argument= legal sources)
                    Fallacy of false appeal to authority
                    Fallacy of argumentum ad populum
-Representativeness: Variety in the sources of evidence should match the variety in the population (should represent the population)
                                    Fallacy of hasty generalization
-Clarity of expression: Quantitative data should be interpreted
                                       Direct quotation should also be interpreted

BARNEY: LOOKING INSIDE FOR A COMPETITIVE ADVANTAGE
Barney’s Primary Claims
· A firm will have a sustained competitive advantage if its resources and capabilities are valuable, rare, inimitable and organized in a way that allows it to exploit potential opportunities.

· A firm will be successful if it has resources with the right attributes and characteristics.

· The most careful and complete analysis of firms’ competitive environments cannot, by itself, explain their success.

· Strategists also need to analyze the competitive implications of firms’ internal strengths and weaknesses.

Concept List
· Resources & capabilities: Financial, physical, human, organizational assets used by the firm to develop, manufacture and deliver products and services to its customers.
             - Financial: debt, equity, retained earnings, etc.
             - Physical: machines, manufacturing facilities, buildings.  
             - Human: experience, knowledge, judgment, wisdom, etc.
             - Organizational: history, relationships, trust, culture, formal reporting structure.

· Four important questions about resources and capabilities (VRIO):
           Value: Does firm’s resources and capabilities enable it to exploit opportunities and/or neutralize threats?
           Rarity: How many competing firms already possess these valuables resources and capabilities?  
           Imitability: Do firms without resources or capability face a cost disadvantage in obtaining it compared to firms that already possess it?
                   -History: Valuable and rare resources acquired or developed through unique
                                   historical circumstances can be a source of sustained competitive
                                   advantage.
                   - Numerous small decisions: A firm’s competitive advantage seems to depend
                                                                 on numerous “small decisions” through which a
                                                                 firm’s resources and capabilities are developed
                                                                 and exploited.
                  - Socially complex resources: Reputation, trust, friendship teamwork and
                                                                  culture, while not patentable, are difficult to
                                                                  imitate.
             Organization: Is a firm organized to exploit the full competitive potential of its resources and capabilities?
NOT valuable, NOT rare, NOT costly to imitate, NOT organized  Competitive disadvantage
valuable, NOT rare, NOT costly to imitate, NOT organized  Competitve equality 
valuable, rare, NOT costly to imitate, NOT organized  Competitive advantage (temporary)
valuable, rare, costly to imitate, organized  Sustained competitive advantage

*The SWOT Framework*

COLLINS&PORRAS: BUILDING YOUR COMPANY’S VISION
“Vision provides guidance about what core to preserve, and what future to stimulate progress toward.”
Concept List
· Core ideology (What we stand for): Enduring character; glue that holds the organization together as it grows. Core ideology is a consistent identity that transcends product or market life cycles, technological breakthroughs, management fads and individual leaders.
           -Core values: Beliefs about what is important in the long-term. Timeless guiding principles. A company should never change its core values. HOW WE DO BUSINESS
           -Core purpose: The organization’s reason for being. The idealistic motivations for doing the company’s work. Capture the soul of the organization. WHY DO WE EXIST

· Envisioned future (What we aspire to become): Audacious and vivid gals that stimulate progress.
           -Audacious goal: 10-30 years; BHAG; Unifying focal point; Catalyst for team spirit; Clear finish line
           -Goal achievement: Vivid description; What it will be like to achieve BHAG; Picture people can carry around; Passion, emotion, conviction: essential.

· BHAG (Big, Hairy, Audacious Goals): 10-30 years. Powerful way to stimulate progress. Clear & compelling; serves as unifying focal point of effort; acts as a catalyst for team spirit. Takes little or no explanation.
Beware of “We’ve Arrived Syndrome”

· Discovering core ideology:
-You do not create or set core ideology
-Description of what actually exists, not just what we wish existed
-Needs to be meaningful and inspirational only to people inside the organization
-Find people who are predisposed to share the organization’s core values and purpose

CHAPTER 4: UNDERLYING ASSUMPTIONS
Logical links that fills the gap between the evidence and the claim.
                - Implicit or explicit principles that form the bases of our beliefs & reasoning
                - Tell us whether evidence provided for a claim is relevant 


· Reality assumptions: Our beliefs about reality; about the way things are
   EX: Claim: Montreal is the best city for start-ups in Canada.
          GAP: Montreal has high number of skilled workers.
          Evidence: Recently, 1800-2600 new tech companies were founded in Montreal

· Value assumptions: Our ideals, our standards of right and wrong, the way things
                                   should be
    EX: Claim= Canada Goose should be boycotted.
           GAP= Wearing fur is wrong.
           Evidence= Canada Goose kills coyotes to make fur-lined hoods

HERZBERG: HOW DO YOU MOTIVATE EMPLOYEES?
2 factors theory:
· Hygiene factors: Needed to ensure an employee does not become dissatisfied. They do not lead to motivation, but without them, there is possibilities of dissatisfaction.
     EX: Working conditions, quality of supervision, status, security, salary, company
             policies, interpersonal relations.

· Motivation factors: Needed to motivate an employee into higher performance. Motivators are the primary source of satisfaction.
     EX: Achievement, responsibility, growth, advancement for higher level task,
             interest in job, recognition for achievement.
Combining hygiene & motivation factors:
- Low-hygiene & low motivation: Employees dissatisfied and unmotivated.
- Hygiene & low motivation: Employees not dissatisfied but unmotivated.
- High hygiene & high motivation: Employees satisfied and motivated (ideal situation).
· Dissatisfiers: Just dissatisfied, does not mean that they are satisfied. Example: Having no blinds in the office, employees are dissatisfied. But once received, employees are not dissatisfied anymore. 

· Satisfiers: By building enough motivators into the job, then people will be satisfied.
Motivating with KITA:
· Negative KITA: Fear of what will happen if something is not done. Will never leads to motivation.
     -Negative physical KITA: It is a physical attack; it directly stimulates the autonomic
      nervous system and usually leads to negative feedback from employees.


     -Negative psychological KITA: This has more advantages over physical KITA
       because the cruelty is not visible (the hurting is internal). Those who use this type of
       KITA like managers receive ego satisfaction. If the employee complains, he or she
       can be accused of being paranoid because there is no tangible evidence of an attack.

· Positive KITA: rewards, incentives, seduction to get and employee to “move” or “jump”.   
*KITA is NOT motivation because we are kicking our employees each time to do something. For motivation, one needs no outside stimulation because one WANTS to do it. KITA results only in short-term movement. *
Job loading:
· Horizontal job loading: Adding tasks to a job but not responsibilities. The meaning of the job is simply increased.
    EX:   - Increasing the quota of hamburgers that need to be produced without extra time
                given    
              -Asking a dishwasher to mop the floors as well in his shift (adding another
               meaningless task)

· Vertical job loading: Removing some controls while retaining accountability. Adding meaningful tasks that will lead to growth. Additional tasks that permit growth and provide motivating factors. Job freedom. 

· Job enlargement: Like horizontal job loading. No change in challenges.

· Job enrichment: Like vertical job loading. Must make job better, and not just bigger.
     1. Select jobs, approaching them with the conviction that they can be changed
     2. Brainstorm possible changes
     3. Screen to remove hygiene suggestions& horizontal loading
     4. Avoid direct participation by the employees whose jobs are to be enriched
     5. Be prepared for an initial drop in performance
     6. Expect first-line supervisors to experience some anxiety

CHAPTER 5: CAUSAL CLAIMS (DYER)
Cause and effect relationship. Certain events or factors (causes) are responsible for bringing about other events or situations (effects). Cause and effect relationships are an essential aspect of understanding the business environment. 
          - Whenever we pose the question: Why? Lead to cause and effect explanations.
          - When provide answers for these questions, we are identifying causes for observed
             outcomes.
· Rival causes: The same evidence can be consistent with different interpretations.

      - Differences between groups: Whenever an author says that an outcome is caused by a specific difference between groups, we must pause and think: Are there any other differences between these groups that may be relevant? If we can think of some other relevant factor that differs between the groups, we have a plausible rival cause.

      - Correlation between characteristics: When two factors, A and B, are correlated, it may be that A is causing B, but it is also possible that B is causing A. (reverse causation).
It is absurd to suggest that eating ice-cream brings on a heart attack within a year. The correlation is high because there is a third factor  heat. EX: The hotter the temperature, the more ice-cream is eaten, and the hotter it gets, the greater the # of people who succumb to heart attacks. 

     - The post hoc ergo propter hoc fallacy: After this (post hoc) therefore (ergo) because of this (propter hoc). EX: After the new policing strategy was introduced, the crime rate decreased, therefore we assume that the decrease in crime must have occurred because of the strategy. This is a fallacy, an error in our reasoning.

MINTZBERG: THE MANAGER’S JOB: FOLKLORE AND FACT
Myth: The manager is a reflective, systematic planner.
Fact: Managers work at an unrelenting pace. 
          Their activities are characterized by brevity, variety, and discontinuity.
          They are strongly oriented to action and dislike reflective activities.
Myth: The effective manager has no regular duties to perform.
Fact: Managerial work involves performing regular duties, including ritual, ceremony,
          negotiations.
          They process soft information that links the organization with its environment.
Myth: The senior manager needs aggregated information, which a formal management information system best provides.
Fact: Managers strongly favor verbal media, telephone calls and meetings, over documents.
Myth: Management is, or at least is quickly becoming, a science and a profession.
Fact: The managers’ programs—to schedule time, process information, make decisions, and so
          on—remain locked deep inside their brains. 


3 Categories manager’s roles
1. Interpersonal Roles: managing through people
· Figurehead role: “Head of an organizational unit”. Manager must perform some ceremonial duties. EX: The sales manager takes an important customer to lunch.
Duties that involve interpersonal roles may sometimes be routine, involving little serious communication and no important decision making.

· Leader role: Some of these actions involve leadership directly. EX: responsible for hiring and training their own staff. 
There is the indirect exercise of the leader role. EX: Every manager must motivate and encourage employees.

· Liaison role: Manager makes contacts outside the vertical chain of command. Gets to know what other people in the company are doing.
2. Informational Roles: managing through information
· Monitor role: Manager is always scanning the environment for information, interrogating liaison contacts and subordinates, and receiving unsolicited information.

· Disseminator role: Manager passes some privileged information directly to subordinates, who would otherwise have no access to it.

· Spokesperson role: Manager sends some information to people outside the unit. 
Manager must inform and satisfy the influential people who control the organizational unit.
3. Decisional Roles: managing through action
· Entrepreneur role: Manager seeks to improve the unit, to adapt it to changing conditions in the environment.
Entrepreneur role describes the manager as the voluntary initiator of change.

· Disturbance handler role: Describes the manager involuntarily responding to pressures.
Change is beyond the manager’s control.
Every manager must spend a considerable amount of time responding to high-pressure disturbances.

· Resource allocator role: Manager is responsible for deciding who will get what.
The manager designs his unit’s structure and authorizes the important decisions of his unit before they are implemented.

· Negotiator role: Managers spend considerable time in negotiations.
These negotiations are duties of the manager’s job. Sometimes routine but they are an integral part of his job.  

FRENCH& RAVEN: THE BASES OF SOCIAL POWER
“Who holds it over whom”. Power is not an attribute or quality, it is a relationship.
· Reward power: The ability of individuals to delegate matters they do not wish to do to other people and to reward them for this. For managers in an organization it is a perceived possibility to value or reward their subordinates’ good results in a positive manner. Problem  when the reward does not have enough value to others, the power is weakened. (based on ability to reward)

· Coercive power: The ability to force someone to do something against their will. The main objective of coercion is compliance. This form of power illustrates what happens when compliance is not obtained. Problem  in many cases this form of power is abused, lead to unhealthy behaviour, and dissatisfaction at work. (based on the ability to threaten)

· Legitimate power: The ability to link certain feelings of obligation or notion of responsibility to the management. Rewarding and punishing employees can be seen as a legitimate part of the formal or appointed leadership role. Problem  weak form to persuade and convince other people. (based on title or position)

· Referent power: The leader in this form of power is often seen as a role model. Their power is often treated with admiration or charm. This power emanates from a person that is highly liked and people identify strongly with them in some way. (based on attracting and building loyalty)

· Expert power: The fact is that if someone has a particular expertise within an organization, they can often persuade employees, who trust and respect them, to do things for them. (based on knowledge perception)

CHAPTER 6: TECHNIQUES OF PERSUASION (DYER)
· Anticipate objections based on:
Negative evidence: If you are aware of negative evidence, you should present it. So, you will show that, properly interpreted, it is not negative, or not reliable.
Rival causes: Find and propose rival causes, then rebut them, showing the reader why they are unlikely to be the real explanation.
Debatable assumptions: You must anticipate challenges to your assumptions.
· Limit claims you cannot rebut
(Acknowledging limitations makes your writing more persuasive)
Limits to your generalization.
An assessment that the level of probability of your claim is less than 100%.
A refinement of re-defining of your terms.
· Rhetoric- use of language to convince
Be complete: Present your reasoning in full and clear detail.
Use an appropriate tone: May be quite formal and distant, or more informal and personal quality
Be vivid: Bring your evidence to life, attract attention to your points and make them memorable for your readers. The use of precise, vivid language convinces the reader.

KAPLAN& NORTON: THE BALANCED SCORECARD: MEASURES THAT DRIVE PERFORMANCE
Kaplan& Norton’s Primary Claim
What you measure is what you get! The traditional financial performance measures worked well for the industrial era. The “bottom line” is not enough (the financial results are not enough).
The balance scorecard: A set of measures that gives the top managers a fast but comprehensive view of the business.
4 perspectives for a balanced scorecard:
· The financial perspective: How do we look at shareholders?
Timely and accurate funding data will always be a priority, they must ensure profitability for the shareholders. These measures indicate whether or not the company’s strategy, implementation, and execution are contributing to the bottom line.

· The internal business perspective: What must we excel at?
Refers to the internal business process. Metrics based in this perspective is running, and whether its products and services conform to customer requirements. Metrics must develop and be designed by people within the company that knows these processes well.

· Innovation & learning perspective: Can we continue to improve and create value?
Refers to the importance of individual and corporate self-improvement. In a knowledge-worker organization, people are the main resource, and with the rapid technological change, it is necessary for these knowledge-workers to be in a continuous learning mode. Certain metrics can be put into place to help guide managers in allocation resources where they can help most.

· [image: ]The customer perspective: How do customers see us?
The importance of customer focus and customer satisfaction in any business. If customers are not satisfied, they will eventually find other suppliers that will meet their needs.









CHAPTER 7: WRITING A PERSUASIVE ESSAY (DYER)
· Outline your (contestable) claim and sub- claims
· Ask yourself: “Why do I think this claim is true?” List reasons
· Logic of your argument must be crystal clear
· Arrange your evidence
· 2-3 pieces of evidence for each sub-claim (sufficient; accurate)
· Views of experts; Quotes from interviews (authoritative; precise)
· Statistics (precise)
· Examples from your own experience, diverse, variety of others (representative)
· Detailed descriptions/ background information (precise)
· Give each section of your essay a meaningful subtitle (clear)
· Any negative evidence? Do you anticipate readers’ objections? Do you need more evidence?
· Write your first draft
· Don’t try for perfection the first time
· Be careful not to plagiarize!!!
· Revise your work
· Write your introductory sentences- engage the reader’s interest and attention
· Write your concluding sentences- a strong ending tells people what they have learned
· Add visuals aids (charts, photos, clipart, concept maps)
· Full list of references



HANDY: THE SIGMOID CURVE
Sigmoid curve:
The secret to constant growth is to start a new sigmoid curve before the first one begins to diminish. When a company is left at a point B, new people will be able to lift the organization to the second curve.
The second curve: 
The discipline of the second curve requires that you always assume that you are near the peak of the first curve, at point A, and should therefore be starting to prepare for second curve.
If assumption turns out to be wrong, nothing has been lost. Only the exploration phase of the second curve has been done. No major commitments will have been done until curve 2 overtakes curve 1, which won’t happen if curve 1 is on the rise. 
* Keeping the 2 curves going will become a habit.
* While making second curve, it is common to challenge the assumption understanding the first curve.
The discipline of the second curve keeps one skeptical, curious, and inventive- attitudes that are essential in a time of change.

Paradox of time:
By the time you know where you need to go, it is already too late.
Curvilinear logic: means starting life over again, something that gets harder the older you get.

Paradox of success:
What got you where you are won’t keep you where you are.
Curvilinear logic.
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TANNENBAUM& SCHMIDT: HOW TO CHOOSE A LEADERSHIP PATTERN
Continuum leadership model shows the relationship between the level of freedom that a manager chooses to give to a team and the level of authority used by the manager.

3 forces that impact the choice of managerial style
1. Forces in the manager: (a) Their value system (how they feel about individuals making decisions). (b) Their confidence in subordinates (can they be trusted?). (c) Their leadership indicators (how they feel about giving orders). (d) Their feelings of security in an uncertain situation.

2. Forces in the subordinate: (a) High need for independence. (b) Readiness to assume responsibility to decision making. (c) Likes receiving orders VS likes more freedom. (d) Importance they put via company problems (their interest). (e) Have necessary knowledge and experience to deal with problems. (f) Expectations in decision making.

[bookmark: _GoBack]3. Forces in the situation: (a) Types of organization (values & traditions). (b) Group effectiveness. (c) The problem itself (determine how much authority to give). (d) Pressure of time. (e) Long-run strategy (shift thinking from tactics to large-scale strategy). (f) Objectives to be attained.
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Exhibit 1. Continuum of leadership behavior

Subordinae centered
Ros centered e
e L ]

Use of authoriy
by the manager

Aveaoffrecdom
forsubordinsies

Manager Manager Manager Mansger Manager
makes presents presents presents dciines
decison ldcasand Lentstive probiem, limies,
nd nvites decision e stk group
Snnounces questions. subjectto Suggestions, o make
i Change mikes decon

ecison,




