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uJucotiLritJttfimrangnH « fjijg

 ̂Organising

I- : (Foundations o f Organising)

jt5siMHsmwHt3fnn ttsanfunuHfiTRUstuuuwHtJfrm i tiotfinswi
n o »  n  u  u  b  n  v  i v J

tuCUHissrmaSuiuCURanRsfHigiuwss HtirnnnHistfCTtiiiiJiufjsstiiHuJ i
u  H  V  Al n  u  H CU

u u

JGS1WUSmfdHgfnn(R^U^Gntj1Utgn : fiinW{£ftfini (Complexity), 

gjthfTU (Formalization) StiHtjJfftf (Centralization) 1 

fiiti&npftnpi : stiTimuCugtJitsmnStmmswtynmtsintiHtifrin

(Differentiation) *1

grflW  (Formalization) : mmt3CUHgfnnntittimg1tCUU9Unj) (Rules) Sti 

sn?5 (Procedures) ttSHjBnsimmutimfjuncun 1

ffjjJfiU (Centralization) : StintllStULUmitjltSigWntSnJHtUTlBfatJBHRtSl 1

Hisiujnn la : Htijmi stfiHtijmt *i

Htjjmi : rnifUHfufiHnJTiBtGtfaBnwtitjisIgintRULfiasivistu t

iH tijm i : mJipRfiiHtunBt§tfdt3nwuB tgltjifiaimsIntiHtimci i

II- R )i«g?gi6ijgSK C S)0 (O rganization Design)

RtJifninMiiJ umitiifjusjBsifaHsmMHafnn i
M  M  o  n  o» o

V

(Basic Organization Design Concept) 

mstmnjmjtuitjiHCugis tfMnufniRRRmjuGHtifnn-f

9-nufobm nnUtiU (Division o f labour)
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nJuoGb(nbttricD:Qngna h wiig

8fiJf(8:tTflflJ1 (The Classical View)

fnnutitGnrnitriJHissmtjiHSfnjsHUJ^Tfiftnsmufitjitrasfiuris.
l u  y -n t Lj

fiunSSHOJ9t?iftj1Smf1fTltEfltDURtUSultIJtgTn5 1 tflSBWII upturns
u u u  \j  i n  vJ aj i n

a n tg w tf is s lR a tt j f iH r a tsM ftH iT it i tj itjib M R H m cig ib H tu  i
«* C* t j V

I

m } tu b tB f im jv J in m } n ff iM n M g s fm m 5 r a w tfs ifT H U fi9 t t3 n j
^  O  c* v  u  U  \>  (U

R H n n s i  i  6 a im j f i f w s m 8 m m a m H m s ir iU j » j t u 9  i  t ir e s tn s tn tm fc in  

fit5 tjd m t3 cu T rifsssia j i  m n lim fisu n flsu n B T O m n tm M ctJ  s t fu tfs t is t j if i
1 uu  o  c-> n  n  u  u a s

»

86J[f8:ff0fff8 (The Contem porary View)
*

mnutittjfimjannnfimnfi mtmturifmmffiHisttotbmnitini
U I Cl

USftjj (Human Diseconomies) tjlHigpDJtiCJfSlS (Boredom). fTtttflfi 

tSjtfl (Fatigue). dffinfTintnu (Low productivity) fJlUlfntlHS (Poor 

quality) HfRB1Stfim|tSS St3fnigltjyjmJtni(High turnover) 1

b -tgBanfflgtamffftrn (Unity o f  Com m and) 

ggi|4S:tintin (The Classical View)

tfttfnCUmjn/udCUHmuriHU^U (a subordinate) RlttlHlStHtRUJ

H SM jtfiH iri n R j |g fn m m in jitg i9 j t tr ltJ T im n j  m ip s m m g j t iJ  

tTm stPiTRffiJTH UfdTH fussm nm fnHM tciji u r n g f -n n s w ^ m  t tn t i i in t j t jm
L> l_o» l i u  o i - o  m  I •=» *

m iu f t itH t f itm iS a m n  *1

(The Contem porary View)

g f j t s r t t i s a r i f n m s f n m f m w m t J if iM H tj n j  in c u cu rm tifn m m s
vJ  u  I f t

HlsmRfiTlHmtjlUgJ (Comparatively Simple) *1 tfiHISfnflKtgfiKSS



« JU B G b in t i i t fU D :a n q n H  h  h n lg

tJ3njmit̂ ut̂ umtRSti{unnunptfiHtnR?i utujicû jmsfnmtiHti fating 
SjmmtnmfnjtrinuwagfnniRfnttws yisia i

m - fofgffflfUB fiftfUI8gflf3ftjf|j/ (Authority and Responsibility) 

gftf|s:tfm w  (The Classical View)

«|«a$ns(A uthority) mftWSttifUt^fTlU atiUlStSlntiUSmCUlti 

SSCU3fJ[fi?tUnytU tSujlGmUSUCTn (to give orders) StiBfiSfith US 

unrisimm stRftnstmfmnmu i  isstfifomf (glue) ttJfutijimgmngj 

friummyn *i tsgt^3tnjijyjunjwsHnjnm9iHj|yiuyua^muTiu §jnn 

tuuisSsHQjnGî mntuiRsfTmuSUtUGSS tticmmnfmiiuiimu i
o» v  L» u v  La/ Li o

tJ8mtuiaraumasHtB9 HismunmmssfwgHamBHfifrraaj
I o  <* v o  u

tanamHitisisfnmsHsmtuta uitis: i MSHamQ̂ njfnusaHSRtana
I U  | M  C * t> |

amutmms SsufiUHiJGtmsnjfuui.-fiJUTBmfduunjtjiHnunmtsistsltu ‘i 
fnwcunHiswgHajnmsis immarimtisf" migscusfmtif" tScu

C * V  ---------------------U  ■ ■ ■ > ■ !*»■ .

tjimunnuTRfmnm i
1* 1 >U -o

mtucimuistuwsHtimu tumsnusscusfdTfifstimSû fnwtmtu 
tnsmmnnfi i mssinjriTfritnmHraggroswffiJmmjHtticutRmswg

v* Uu u I Loj »  «• «>

Hiunmsists i

mrsscusfiJTRftun^toTmns-f-
U I U/ U

•^frUSSCU8W[Rf81a3{yBuR (Operating Responsability) 

HF-fnJSStUSWtRftjlfinjJs (Ultimate Responsability)

HnSnmt̂ sswmGtyucufnjssfusMtRfsitayjRUU farmssnssw 
tjifmifs {uftymsspisiu i HnSnm^fssnjSMtRftcBwuifrii tt3tutns 

ssium jyjucusfm JSsnjsw yifsi^yjBuu i mjsscuswysftftfirijjari 

Himdjuistsjtu *i
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uJUBBbLfibttritD:&fiqnB if wiig

inSjUfnnlgtSSmnSSaiUfjwlHtunn (Authority Relations) 4- 

■^MgHtWlGtJltSjtjaiti (Line Authority) : RtftwgHWnGttifUHnufiai 

HiatuHjunsimttriimfafi:thfTht[mH§figtuTiHifi i 

^-tSjMtnmSUCmfni (Chain of Command) : KtfltUtnnaf5§HfUTlGri 

tfinsMURtfingimsIfitiHtifnri i  tssmjigaingatisitiMgHtimGiftatftn
o n e *  •* o  o ' o*

tlU-tjim[fnH (Superior-Subordinate) ttinjnfSfintjIfieMmfijHtifTICl 

HfiatuBingitiutitt i
<* I

nbitis:tjiHnnmuRtit8JMt3imsutTnmj HnSnaitnamHiaKfug
«* u  c* U  ^  O c* tP

I •

HturiGtjitsiusiPiafMgSRSifnjiJinufaHmTfnH^fig afcttifTimjMUGSsg
<5. V  o» <=* L« -VJ <u

tt^mnGitnG[5njint[fnstjiHa3HnutgtgjtiJ 1 tRntioiustimaiSjfimin 

tsticmmmnSnsiHintJTfifMmffnHfmuRsimMtjimfumtijss t
o  a  «=* u u  «  nj

mcucurmtifnrisnG Svawmpjim nnSnsistitjmugstfi nm fintns
«r* ^  U c< u Li u  I

i

tnnjtjsini (expertise) ytsstns t2^mnniH3fnnHitsjFi9LuSgfnn i 

tSHutfisTwimurrmss tfimSRH3UiiuR5fifistufrutt3njHiaM9Hiunts
■J b in n —i----------------Ma-------------------u---------------------------------------------------«a--------------------

(Staff authority Functions) tuHjtitUfflJfnL9(Support),titU(assist), tiCU

ttUlUCU (Advice) S^9tSlmRUStUSfffin31S31t3tgnfinHlS (Informa­

tional bordens) JUMHfiltosfl *1

(The Contemporary View)
*

niRjjGgjmiflbMSHtmiGCAuthority) SbHtirnG (Power) 1 

MgHtUTlG (Authority) IhJlMg, thmn(faUGJlUtutlit}l|pSH8trifi 

JUfdHSfittUllX Authority figure’s position) IMgHtWlGuhtjratHStiHSfni 

(Job) 1 HtlfTIG (Power) GtbMHRfntliUfjURtU tBtJtjSRgtltUtglttUfTlIta

ucttittitn  MgHturiGtjittimsgfaiatgtmmiufijHtunG i hiutig HtfiSg

tilmndtuttiniHnnHsmantimfdufifutsintiH^iTin smmsfatfimaritOT
«XJ M  t Li U

tuOiURnjtsisHJGtTUGistBtrnHGUuiRtGtjnranutututScuutnTijmsfjtJGGfi’i
I n  U  U u ^  U Liu n
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uJuoGtJLnbuJim:angnH h wiig

^ ffflJT18tf[|Cftfjj (Coercive Power):

tjiHtuntj tUwntiltintgltnjfnintiigTO (fear) i  tRLuBnm sistiH- 

tunGis§ttJiai8iGni389njsftu8t4fUHJgms {uwstutRntjiswtjcngfnntJcu 

tfitjisggtu *i
ti

t^HnSnmtri^tRHisHnjnGunTiugss^ : n jj ystuinuRffin tnnfij 

ts1t5prmsimstitj3cufinH8smnmGR,mcu)miGm... *icu *t
^  «u aj i -\j  c i  o  -o  -v»

(Reward Power) :

tfmiunGifitunbttimgltronjgfnn (Ability) tStytifutGRSfHtfitu 

HnStgoiujfUHtuifitMmH *1 HSftysmjciHsfRtTiHutuia um iBnsinjM  

HSMjHtmgjR m pstStnstugticultitns ssm sg g cu sfH n p u n tis  

(Benefits) t StBS HSMJtfiCUfnGttJbtGfiSaiS tutUHntjSgtHC15itSnit)l 

triamH HSfdjtsssamsHiunGtglituHntitg i  jaisgiagprafnGtfiH  

tSfUH9Wjtftgt5mn5mtjiHisfUH i  tsInam ugtsH iJfnn tisfiGtJistfi
• O  m  ai n. •

TtnnmM. mifirnmnwitticu. fm m m jtjin. m nufitufriiijijnnnstinj
U  CU c« H (U c« U H

rattintia. wt/itfalnMgMifu safnnsim sm stitSm ittJcusaGtuBR i
u  < * « » < *  oi ^  ai v  n

*H[um m Sm ja saHnjnGdniitns^itSRstitn ( uua stirriin) i
e  a  n  v  < *  I

w fftUUBCnfftijfltf (Legitim ate Power)

RtjiHiunGtfinjntJtfimfUHsmiuiatuHunnitsInatfisiauiHgfrni 

(Formal hierarchy) 1 HtUTlGfnHGJtU safUSHfUTlG (Authority) ttlHUJ 

tfctn 1
V  «=*

HCunGmHGjiutHumnjsfHnmGuShtja saHiunGtjtuiais i  trsfi
v

tnsjnngtugtuitatJia i tfintMwmiggwfmnjriMHiBnmwHamnGtms
y  v  u r> n

SganiTiGtsHsmtuia t
o> I

HP-lfflni8tngdriS8ftT (Expert Power)

<S



tjJireGtJLnbttfiujiangtjH ^2
t^HtUTItStStUnbttiRtfUtUgtjnJtStJmgftl (Expertise). fisinimfJM 

(Special skill) UmtUlSotJ (Knowledge) 1 tntUtufUUrenlgjlMlCUR 

nnw sia HiunsamgwmtiJtfitufintBHnmtjHiaHBfrisi (Potent power) 

juwHbfnn i  fTiwiuriHsmimstfiHisaritgfcisiti m j[RU[RaERaifnatR  

(RfriattimtuuRiSfi'amgfd (experts)' tSHjwnBtmtmtfijufaHafnci *t
c o

Eg-SfflWgSnfffif (Referent power)

tiiHnmtsitinjnaxdnminnnRmHaRMmicin (identification) mw 

UgfUnniHimdCUHlStiStriS§CUtjigUl3mtal (Desirable resource) UR
| n  c» H U C« V 7  -V4

tURfUirntfUWtalCUJUraURtUSSls (Personal traits) *1
e a in  v '

HtunumHRnSHtuninmnnfTiGRGtmsuRnjutguiRtgfR stitns
v o  -o - o o  1 0  «  o

utiiit3]jjigitStHimuuyRnjtsis *i

(Span of Control)
u

RtilQSatagmunHUtilU (Subordinates) tdtUHnSRmmuSRm (Direct) 

ttfttUfiJRwf (efficiently) atitnapiM ginn (effectively) *1 

Q txU & um m  (The Classical View)

mwnmHn3naiifna!mw|ti3MtBlntiHttmn nmtffnalntuwiHHS
o* vJ n «« n v L i i

«

St3UCrntdtUmSU5Slfi5HS (Ill-structures problems)RlStRt|QS 1 tiiGS 

HRSRmsfdTRftnsgtnTRRrisRTRGtjiaHnSRmtjinRtininj tuituHnSn
c« r» Lm  Lnj UK a <* O *=*

si^nniimro(RjHisgui(j3nnsnjRt3tjia(titri9tgfi (supervisor) *i

ftni:M3i8tS»ft|(S:Hn9uitStillftjtit?sqf(Concept o f Span of Control) 

tustinmtfnragnnm gt/itsmj(RRnaRjjlR(uiRSfBS3gin (number 

of level) aaGasHRunaitticuHamnTRjHns i
'  o  >=* n  Lv

6
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uJUGGt3LnbttJiaj:anatjH h wiig

(TjlRSWUtiR)
«* n i

9

to 

01

5 Cs

e)

rt

wtndrimtffiifiBfirii!)
»

minute
9tmsmi[unfisfij 6

HfiJUUUg (operatives) : (sO^e)

( ^lRsiuutiEi) hrS rbi ( t f m g - S ) : gm&tft* | ct c<

mtriuiti

gtmami{RRngRjcj

HRfUfitIR : dode)
HnSRm(tfiRG)-(i): c2cte
«• c*

»M|S:U£t/f£ (The Contem porary View)i
t̂ GHRiHRtiRmgiRRnjiicmrisn e%tg1d%tSBSSHJU,i fufiatu 

Hms1sit5t[fnHsgtutnsRimtui:ucuTituRi9t^s sam siRH isusnsfinG s  

Rii{RRnaRjntiimronMftiitm3 i  gtmsmt(RRri8RjmGn{SRG t  tyrl 

cuais la lm anm aig tg jR :

- friRaBRlJ8fT1IRGmrjglRt|TnH (Similarity o f Subordinate 
tasks)
- mRM(Rfirirnt8iflJRGgit3t31s (Complexity)

I

- fgmStSlBfitftRtffOU (The physical proximity of subordinates)

- SuJGtjlhteul (Standardised procedures)

- JUJGHJUfdHttfflCI (Strenght o f the organization’s Culture) 

-lafitlMIUMHmSnm (Preferred style o f the manager)

^ -fTUgyhfentjlBUfffidlB (Departmentalization)

tjifnJTUHtu^fanufnntsimHHSfrinwnjmnni i
b « O «• I »



wJUGGbiTibttJuD:anqnH if wiig

(The Classical View)

wnHmnts1nbHbmn$JtmGms1tnHHStja'ini stiyjycutjtgltfi 

situriuis i mitubtGnfnitnimSmmtayiSHfivimgfa ulcu{fiffnisfmj 

miuMifum i miMiUMiwtss^injumttmttnnRHROmgwtfiHmFn tsl 

tpHfmBnsiiUfjHfiyiuyititfiR i mnnjtasimtBfttfismbtastnfnDnro
HCUyistsHsmnuragfusnm. tdjtituRtifu ytMfitEJni^fdcijsHitu. tdjHfi 

Btis yifijftjTOntmiJl, tfBfiHwyw snBitJtuijifyfiutianu, ytshtutkommi 

ttJraynftnsimnBHyyumti} (input) tgltfi (Output) ilEfmyMtsrnrajuti 

sitiintIisTriftnaionii{3sSfnjraHCui5tt3cufnBiHlfn?i9isBinitffinjH43fnn
c j  L«j cu if. v  \-i v  c i u  i - o  c i

tgldrinmfmtfl tTJitutmtutjan^jtjfatgnsittsptutnsratJQ *i

Bfn?TUH^tgi?nHH3rnn£3nimnn]

(Functional departmentalization) 1

nu|uHtmgf?itgiTUHtu^fi5fiHfiintgignHH3dfigi^ni (product 
departmentalization: Grouping activities by product line)

n n lm s is  tsIuism jm ytm jfdntffnm tftm ttim tuHfitjtjSJH
Li Li- V O ^ m ti

l

(Customer Departmentalization) ytuSu^HfifljJd (Geographic 

departmentalization) UutfUUfTU (Process departmentalization) *1

8 WJS:(*£(/]£ (The Contemporary View)
*

sitnturamg fnnLupiwyiu (Team) tftfifstsmjfdntjtfncmtfl 

jufiiHtJfnn i

(A C ontingency

Approach to organization design)

HgmnmGmSJUntitofdlUTlS : m m sti (Mechanistic or bureaucracy fTUtin 

CUtUGUtfimj) Sowing (Organic) 1

^ -f f h f i l t i s g f n s s  ffm ?lglt& lffggSR tff[ (M echanishe)

S



HamntHmatJtjicugtjtumHGHtJiR nrniuJHfufitfnturnituiyntuigia

9Jl[M(The nutural result o f combining the classical principles) 1

tififfitljijmusmm(umi[i/iMmti30Rfncitaunrimi(Unity of command 

principle) 3itmffiH1Sifl313fRBtSf5gHMriG (Hierarchy o f authority) JtlCU 

URtuHinjRfjRRnafij aamHuiatHtutSitUHnSRaisfijaifi i  ttftontifRjigtma 

R1J(RRn3RJRGtg1tilR8Mt3lR{3Hv3R1tl 3itmmRtRm^ti3fRRmiG31MH3tuidS 

BSGtmsHS (Impersonal Structures) t  taltnnndnJGtamjfltilfimn} atttilR

t{rnHmMHairinRiatRgimfim giRttutRatnuiSn^jinaafugurm  stmgtfia 

s ia i i  m[msHRBR8igimwnjnG(RfinafijMRHmnraMgim(mHtnsmHRi! 

rmstfiatScutficii satnsiRinTuraMafRiiHafRstiitutitliGiatsii tHisttaranRtR
*  U  u  v  i n  n  cu u

fisfi5?niSfU9UqTl StiU9ulSSim (Rules and Regulations) 1

mtucunmnutittinmjuij fnstRgwtmssitmtijmnfisfHsrnjSfiJiHm
n t) i m

tiigtinu (Routine) aatfifyiitfi i  aRtgfijRHmHitii:Rin(5[piM3fmnuatGR 

tjISltURylS aamSsm ciHSGimsHS (Impersonality) safi[HlRinfflffiHlS[fLi 

giUtjiagim3RlI(RU(Ra (Layers o f management) t3ty«Itl«tCUS"ltIJRglS 

Bainigiagjitij i
M  VI

HtifnmHmsG saHaRintfifinna
n o n

SffmBB

•  gmn9S^?riHitims{nmttgt3

•  mRnnGtnsntuifi

•  gjiilRUSfj
n

•  tsjgiRgtiR'itjfR'u

•  MgHtUnGMtlGHtijRlI

•muirii c giatsjmcuTiujgiatsjggti)

•  RlRClRGUmua
 ̂ U

•sifim iffra

•  tgjgingmmtjTlgfrnj

•  w9Htur,Gwnt3lHgifnj

3



Hjui3tjtt{ribttfiaj:i]nqnH « w iif

friHHnsm H^ffintymsG Rt^JGmwHStt3njmafnnw{R£^ni3M.gj6

fnisfii sttHtjimisfa i
n  fu J  n

jt5SiwHsunnui5mMS§fiinM3 tStujHtuttJitisttuatutufiitjgunn ustJisn  c  v  t t~> o  *-< o  ct

aagnnu (Routinisation) i  mmjummmHiatfifyatftaitHiujHistHjmri 

sam itns (UHlWigmj'IHBtnS (Predictability) 1 fnci(QgjtJ£lj (Confusion) 

safnnnspw nnw (Ambiguity) $itnsnjotfriiti t

(O rganic Organization or Adhocracy) 

tiiHtamrfawtitiiTMnjstfflatinmintHfngtj i  StiinimMHBtfinjtnsfncin  <* U  v  n  o»

fijTHRnmgia. gjiamigro sblgtitmi iv i  u  Vi m  CUJ

Hbfnntjlfiiinbtrta!Ufnnfd(HUM{HfU8iiJ (Highly Adoptive) tdcun 

tons (Loose) SiJUJHUStnS (Flexible) tifflnHamnSHfnSGidfmhHa (Rigid) 

sayistwifnci (Stable) i  ttfimmarnmjuBHSfnj saugaissirntfiMatfitsis 

iGsifdHstjiemnaHsnrifit>fimtnsmitri{au!fnH9t3lnigfTntritiiB t tnam i
n  c  c t  i m  cu n  cu

tuatGnmiaii tnHsmntiramnnintnstjjuGt^Mauitgjui t

HamntjitijinaHsifiHtjTfnjnifigiutumgmjfimHrifisifn (Professional)
n n i n «uJ u i <* v '  '

tHtURUtnsmtjjtfifiJtglsaumisisi ttJitDHnBnsieinsfj ritnaomgfijffratitura

tBtytnRtfdGnfaiJGGntiitiitjiG t

BtifBBIftfffg (Strategy and Structure)

jGmfdSsjufiiHgfnn RtfirnGjitatn tu^titBdcufnjunmtjnmwntsSf 

wntmtiliuMSS i uJumumtji tmcutuitGniHfintijgfiriTfdgiaHnjJUMHtifnn
Oi I \J I c» Uo V  Cl
u

aresujgtiriTfij sajBsiM H8HisgmiigsamtgflmtglHfiuha2Kf5g i  tfirnwra
l  a  | c< b n  n « J  <* -o  «  o»

jGSiwHSftiftuimHmgfinTw *1 ruwstuHnSnmTRftmmsftijgfmTMiuMHti

mnsstms tRTfiftmmTusfjGmfaHSJUMHafnmsis ttSmggnmjfi sapnrgsf
<u U u U  u  n « »  o  t J  u  U  v

fmtrtfpjsititsi: i

BtUSfilfiJ&fi (Size and Structure)

io



uJU G G tJLnbum iiiD nqnH  h nnig

gui tmmrausmtUtitUfGSIMHStglfnHmfitimGs (At a decreasing 

rate) 1 mEUtimgtmristgjti tSIStmtgHflH ( Specialisation) gRjmj 

(Formalisation )mnftHlffiSMtni9ltSjgga (Vertical Differentiation) St3 

iHgjrmmnmgjtittlJ t msfiHisttousmcufiG tgltSHamnG'jtfiatglttSHa- 

/nnGGt) ntpsfTituturiHafnnGtfistjfitGnujttJitulQOOOsin HttfrimmsHiagia 

tfisHmaniGtsItt/iuj i  (UMsmmsHyRtuntcOommgltcuHgrnmdnjuistJRtun

tfimooaimmi sasitmtntnafijgtlnjtramfutGistglfmGmfaHstHfnsR i&  U L>u n n C*

^ trSBrffSp BiHSmftJggj (Technology and Structure)

HtifnciSHm^tRtitmTumGnlgmTpnumfnnHmGSS tSmirumm
n  V L» >» d  Li tl u u  U  U  a

Inputs tgltjl Outputs 1 tStytatlGJtncmtM HamntRatyUUJm (Equipment) 

MfTIl: (Materials) GtftflsEti (Knowledge) la/untJRrotnsugntftriGS 

(Experienced Individuals) tt?IUJtf)aLUHCl5d§jtoHtIimtjl(ytJig (Certain 

types and pattern o f activities) SttCUSiMfiHfriCIHtlJGSS 1

mwnmmGmgMlgjnslimtlttltu (Routine) iGsifdHstjujtGistglinyj 

tfigtymsG i

pncuamutGmgralgjiHstlttltu (Non-Routine) iGSiM Hsmsttitnsiuna 

tjifalna i
n

BtilBfilfeXgg (Environm ent and Structure)

jGSifaystHfnsQ H isyjw grnntsIfitim ^SH istw jm n *i 

jBmwfistjiwlrnti fdnugugcutjiHmsttmfiJisgitam (Dynamic)stin
n  o» «n x j ^  t u  r j i

tjjiwnnfii (Uncertain) *1

X

X X

u



F-GURE 10-2 The chain of command
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F I G U R E  10*3 Line and staff authorin '

Executive
Director

Line authority 
Staff authority Assistant to the 

Executive Director

I D irector of
directors

Unit 2 
Manager

Personnel Operations Purchasing O ther
i



F I GURE 10-4 Authority versus power

[ Finance
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A- Authority



FIGURE 10*6 Functional departmentalisation
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Manager
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IGURE 10*7 Producr departmentalisation



- £ 10-8 Customer departmentalisation
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FIGURE 10-9 Geographic departmentalisation

Sales Director, 
Australia

i

Sales Manager, Sales Manager, Sales Manager
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FIGURE 10-10 Process departmentalisation
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tijutijij stamina ttJitu agnn h rmlg

Leadership

umunufstjcimssni HnmstusfnnmG *f
9 -  nSJCUnfnnSfdglJfltlHfitfiUL^ (Managers) StiHRufiSn (Leaders)

b- WtamWtiRfdStj1StSinv3TgWHnUfiCUrinjfi[in: (Trait theories)

m - nR fjm njH nJcE m iM L ^t^ 1̂ ^ 8 ^wuautsinau[uriqi]tiU[Fii3 (identify 
the two underlying leadership styles in the managerial grid)

&- ntUISinRjJUfiJtfinn Fiedler Snmtflfnn (The Fiedler Contingency model)

nsjnjn^gw ^sfninjijuw tfljin Hersey-Blanchard (The Hersey-Blanchard 

Situational theory)
b -  fdtgUnmtS^gSHnHimtglfnstfntUttJi (The Path-Goal Model)

nf- nSJOJHntnfUtufUHnunmmtjHSfdftriSfiTlLfiJmS (Explain when leaders 

may not be that important)
d -  nRfdmtUricURtUirfdHjmSHfiuRSItuCURnmmtmjnUdnriCJ (The key chara­

cteristics o f chrismatic leaders)
<£- StiHRtjRmttfcmjSfignnJ (Contrast transactional and

transformational leadership)
90-nSjnjB5fm{WuRS1tuCU8WR1friHttIJS§J (Gender differences in leadership 

style)

I. aC gfiSssS ?  : (M anagers Versus Leaders)

l



ujunja atatstaifita tfritu dafjH wfjg
. . ■*>

BnratttnmSwi^mtgfniumfitiHRipuiRti sannSnsi i HnanstRtitngniaajpgJ 

tirimRjgibilQ tmsutiimnjgitifinaxHatnwQtnaatiigtjjnmtJitD *1 gnipuipmfiHaMjfaro

(Managers are appointed) 1 HR|ttUIptiHiaHWnBLMtn3JlU (The legitimate 

power) ttifUHSnjlRtmtlJtRdCUjyiS (To reward) StifrlRgQTJRy (To punish) 1 WHRfnCI 

juMgRyrctfrtafitiRiitfrflgnnj HiaHnj^atnjMgHnmQtifmnanjaiaiQmistLMiiialfjiJHs 

RtOntiJUfdtR (On the formal authority inherent in their positions) *1 dtBt9^niHRuR 

SimGtjlHSfdJtuCUtRtRRRlR ymt5tiMtt5njnRt3l|JHlUriHtIJ *1 HRuRSIHIQtjSRSnCUtCUHR

u ts ts jn  tSHjtHimHRtsismncjRiJtiincufijfifdRHfnm^cuuisRniimtJimwgHturiGdfRij

(Beyond the actions dictated by formal authority) *1

tRHRTRUTRv3SlRHfdRJR1SRS1StjlHRuRS1 U? titBtgfJmtRHRSRSigitiHMtjlHRTRU
ct b u u u «* •*» « l_ »

TRt3u .? t^mtt/intjifisiSHissjtunuiRtsitglmtticuHiGutrinitHimtiSni tgisumyjtiKRu
U M  | l C * V J  1/1 ' O M

IfJlfgjlf yg^RJtui SMHUfUJtinJttinJTjl WgfnniUMgn8R8n (Leadership ability) Rtfl 

fnnnrm (A handicap) iuMHRp!uipl3tai:mri5tiintiH:intiiji HnpuptiffitiHMmtfi 

HlGtjlHRuRSIRlS (All managers should ideally be leader) *1 RUtSHRuRSIHStTiniQHlS 

fdHJjninMntJHSttlllpUlRtititgtgjR (Managerial functions) tgjttt rifltH?1tiBtm8:§BtH8 

HRuRSISiaHWTRfRlSmtUlttTRUTRm^m 1 lUlRfrmintanJ^l URCUHIRmtStisfignnJtCUHR
c* Lm  Li U  v J  I I *r, <=* C  <*■

tits SsHitsyathtmatfi tm m sisjnm ijm tisRiJ triRmti s^^nfinsrijtjis uHsuistgjUJ i 

ttfitmtnmft nnjHRTRUTR^gnttHfa <TUM8MmMU> RitRtjiHRSRmtsis ttStistiusRiJ
| C« U U U U u << o

tifnnjitssmHSMjs:lfijtuMnfnj[tiuffiti i  m[fSrattnmss mnjtjiHnSnsitsinafinm as

Hiaatutsl HRttifUHIGtjSRgntmCUHR^tg ati^HRttiOJtnaSgHlllTlQRtiRlIlpUlflti (Mana­

gerial Authority) *1

II . (Trait Theories) :



njuujti a&tj&tRti ttJitu agna S wiig

ttSaMJHSMjGHETitsImHaagftji sHtfirafuuhaamnmnjtji HnSnsi i gnyfEtnmsa

tnsggfi3sJmnjjonusJRanciJHjmdjat) mntfsnti (intelligence), fncimimaronin

yatintj (Chrisma). mcitiJlMCinM (Decisiveness). fnnftflUTIU (Enthusiasm). itiunftj

(Strength). tMBRfTlUTlS (Bravery). MtSfiffin (Integrity) Stimnt^frimCUSSulti (Self -

Confidence) *i tfitmcufas'is thdjtmtinjggcutiisgimssfi RnjnmmturgMHfiuRcunnjmui:

tSHfiSRSl (Trait theories of leadership) 1 mJTftnfftjlfjnUfiffinCUfitUi: UtUfflUKmftJfJ'

tdtUUtiimrifnn3fijR1Jflv3HnuRSl (Leaders) StiHRHStHStjlHRuRSltSls (Non-Leaders)

gjftnStffi5t^t3mHl2§SfSU (More sophisticated manner) tftamngmfcfifflHtititjf 1 fTlJ

LfiJiJiJjiftsis Hismntwmgit^t3Rgiut3t{ui3nt3mJumfij^fmcuriHat2i5MfjpHfign2Rai *1
•

tRHiGtwfigntuiti5tgTRSfuRtSRtuntui:[imum unSstGninHmticuTnftnstRggtu
1 w  v  1 0  e  u  m  u  m  «  L»u u

fincutfigigltfl tdlHRufiSl (utstfl M artin Luther King , J r , Joan of Arc, Nelson 

M andela, M argaret Thatcher, M ahatm a Gandhi) ttfimtfimnmaMnugmtinjHB

tHStiiHfiSnsi 1 ttSamtsanmniii ugtugiatsstnsuRwnnjRtuitatistiJHStinufjuHaMri 
HfiSnsi nu ts  nmHgiataiRnmaiaianiRnjsiaQpratSrainasifituRnntfitMMSMnHRStB 

s ia  1
ms

JuSstugfdjS:SHriuRWnnjRtUi: (The concept of traits) {RftflStfiUnTRtfltf SfTIJ 

tms tRj^ftRH1SmnmtSmt5JRCURtUi:mfi5riJtilRtU1fi (Specific characteristics) ttiCUHIS

mmsHfiSnmgiaHfij 1
<*

noiuatgjauiTifLtjifnbrnnffifigmuitiJtgjnsfuRiSfituntuitgiatss tnsusjcusnnjg- 

dfUHtUGSstilrogcugan i  minjitinHt^tpanjntjfiiiM tntuwatgtafiuRtunnjntui: tutu 

t^isg^fntuuainifrinsfumifiaHfiunsi (Leaders) sagmSitriH (Followers) u m fiag n  

ufisituCUtnsgjSgfnn (Effective leader) saHRunsijJISfySgfTItl (Ineffective leader) *1 

tfimGms«gBusGusGnamjtd}tfi HiayjtfiguGsmtsyfiWRiunngtmwwtSfUHiGHSltitji 

gtgiGtmsHRSnmgitiHWtunJHlSLufigfnn (A set o f consistent and unique personality

3



UjUUja at3Gt5[fib ItJlCD DgRH H fjiig

traits) tgisUt^nnmSSfUUSn(pU(pi3multIJ titStft{fiHUig Hell’s Angels, Australian 
Cricket Team, The Flying Doctor Service, Shell Oil, Wellington General Hospital, 

the Salvation Army U the National Lottery 1

tgisutihmssmtiim
famrtnURffifiguntUlTtifUHlSgTIPigS^mi^JtUStjIHtlJSaHnSnSI (Traits consistently

i c i  e  v  v  <=*

associated with leadership) 1 URtunCumUK&tinti ItlnJtRtHCmtSnitft iGtJntRHRSRai 

StlHfiHStHStilHRBnsitnsmnSfiJmtSlSR R1!SlR9ini (Drive). U(Ult3[tn§lERS1 (The 

desire to lead). RintfJls(Ri3 (Honesty) StiMtflRfnn (Integrity). RlJtt^tfimtUSatlti (Self 

-Confidence). fiinCUTIEiStf (Intelligence), BtJmansEtittPfUmtjlHffiRlIiTU (Job related 

knowledge) i uRtuRtuRiuitsivitssHisnanmhJtau tslntijufnn ©ri-9 t

iu sn c i9 ri-9 : ufiiuRiuRtui: &mtitt3mStHiraHRERmsfijnHRHStHStjiHRERsn
«  i c i e  »■  «  l  <=* c*

9/mfgifigi^n (Drive) : HnSfimuginjtmtijracjnfniluattutintimeisw (A

high effort level) 1 (Achievement), nfitfi
«

HISHTflSm (Ambitions). nmRtnaitlHniUtDltilpa (A lot of energy). nmfitflS

(Tirelessly persistent in their 

activities) ttSmnmmfifctfiUmmafnafitititSH (Initiative) *1
'  ti 1/1 V ci  n  v 7

b / ffanO pglgnm  (Desire to Lead): HRuRSitDaUimtipglEgitimRaRIJtisrig- 

ficu (desire to influence) ttfituERSiHRtltg (Lead others) 1 nRtRtjainitmtinfSni 

RHa:RaRlIG1UU5RSfR1jggtU8M(Rf (The willingness to take responsibility) 1

4



01/ingtfin:fjffi (Honesty) BtiftTgififilR (Integrity) :

tSHjimmHISfnJSnSgJfltinmRtilCU StiHmtSjfTIH (Trusting Relationships) ttfltU 

atintliminR (By Being Thruthful) S^HStStHItHtfitUnJLtjSJ (Non-Deceitful) 

Stitt^tnUglCjnmR3fatSfnnJCysmjfli3mnjfij2 atiHtn(U{fiR (High Consistency 

Between Word and Deed) *1

&/mi«TftiinSf038iJ& (Self-Confidence) : HmSjmmHnnglttUHRuRSI^ tR
u

HISHRnHimfdtytUtSifitlSStmdmtS (For an absence of self- doubt) *1 digs

HRSfimiRfuiiirntintiJitSninfTind̂ tiimrasaata tSHTtmajHmSjfnmtStffifnnTRH
c* uu in^o m u tu u «* u u

{RftatRltmtfl StiifdtififdnBGfi (The rightness of goals and decisions) *1 

g / p fil< iatr (Intelligence) : HnSfiS1[RfH1S{Wglfimf|pU{fnS u3HJ{UHtlj}fnR 

Sv3Ufi(fJltnflRH1Stlhttt{t3S (To gather, synthesise and interpret large amounts 

o f information) ttlimtRfHlSnJSfTinntifriJmSRGfilwtlJ (To Create Vision) 

tt^isymmunTi atitStMBnMtmSgtinrataa^i-sigf i

b / gIfln:galdfllffmdlgKfrmau (Job-R elevant Knowledge) : HnSnaittinnna 

pjMgfnn tRtifRtnatfrtUlsiStiSM (High degree of knowledge) HnjfiHtnS, UHTl

tgRgMjiuifiH atiucjnutgmgM i man*3ti8Mfitiit®c3tiiflitiia:t5tjnragn3nan

mtSlStMtsnMtJm^mHlSnRHISLRULtnS (Well-Informed decisions) ttfimtlJPJ 

ndcuusmcuttijtj9 (implications) tSwsmnRHiatgj^tlitntMtsRwuGSggimms *1

ulayjjdjncannn:!RHm!§nfiHiQ|puifnat^rar3numinqinjngn3nm 1 mi

naTiu!t3cu!timRtJtiJH3tc5uRiSfifURnn: RtjirnnGHsStiHanGtmsnRifinsRiinxi
h  u  1  m  e  «•  "

ttijtit) (Situational factors) 1 fniH1SURcSfinjntU):CiJH{li3U(FnSt?ifntjtJnratmSflJ 

rarntiigsgltTi ynnjiungifiaatTiratjignBnmipRmairaipMffnn i  HfiSnsntsItti 

{RftnR!tnsmitmtHtJlS(Rt}(RJ (To take the right action) 1 tCUMtitSS HtutUtd 

LnHinfMnuMiaminfiHm nfHatnwGHgtRiftHtgiMnoMismin/iHtDttytiJBjfi

njutija 3bGt3{rib ttfira agnu h roijg

S’



ujuuja sjUGaintjItJ1U3 agnH « wiig

tgjtu *i tgiiutiitnarnimlnt^tflcjtihtimaafmitnumiHa/itroujjwnwnnnrfnnjfi 

gftjfiyiHatasmtfuu nGtum§GHmtsmjmRtrinri{gSugcSnnjnmi:tnstrimSm^t3 

taitSHQMfRji i

mjyiBf{fri?fSnHn!3fis^ 9£&o tgl9££)o tna Mtifigstcu

lGftJlLMt8fTin|2MnMfUUJlUli (The preferred behavioural styles) fuCUHfiufiSI

III. (Behavioural Theories)

HMHRfnnf1t3fnifTlMt»RH1MU3niriHlUU3flURtUfUURftn:tas (The trait mines) tns 

sitm raH nyjif^fg iasjim sim nsR jiS tu trafiltinuti tamijn'SnsitsJiiiitgjr!*) (Specific 

Leaders)ws!Mtitt3nnmtmi5ni *i HRymfu^fmagjiuitnsttBfifiiGHcu tyRajriGtnaEumui: 
mfiifGSRHraamHmtsiRaffitinutiJUMHRSnsituratnayjMSfnn i tiGtfi a s itju iu ta  irhr

BnaitnssslfmtjiHRunjiGutRtiJj ymiitjSfriGfnj ?
tncuHStRGisfiiiyHiji ysMMHnwtiiiutiHStHSLmssRtifiJimtusfGstutiJtjiRfiriRtjia 

HOGlniUEGHRuRSn (The Nature of Leadership) UShmstg mayUSUatUHlSttflfifitB 

ygM tsssatnsrniunymratjimM a tunjgfdRitpanygMMHntiRtURtuntui: t

yjSatuHRUJifyjiftgRyRffiRnjRiuittnaggnitfiiRStDtHatsi? ygfmasaagtmsfiffi 
tnatGtgIttjitijafHcufilataRiniSfdHaflytjnuj 'y i f  tBiymsmanagfRiitalnaM iusaiai 

tdcumftjnujtnaHREnai i  tiffitgflfjyuMaraRlfMRjinLgwmHnHitinutijnGgfutjnra m e 

RliafitJiaafRRIRtUlfittija^MnUHRSRaitais (Critical Behavioural Determinants O f 

Leadership) ttSamGUflfisutynroHSfiyiHimtgltjiHfittasitns i

mJWfipHmGSSfin!5fm(WtSlfjtinUtj (Behavioural styles) *1 it5tiStii5mjnSfiJ

tgjtilni ttTitBMtamffifnJMnjinnt3njHistut^{UKJfnnut4fiR |nHMfiptcmJtjMraMjmnra 

?gjicutu OHIO atiftnmuJgpnjm Michigan i urnttemtStiatinSnith



ujuwja abBb(na unco agnu h roils

t^mnujuturisfgwjsnticunisnjuujat^imfTijfinjigititss ^HjmSfi^um^niranunaeij 
xutumjfiuj (Grid for looking at and appraising) rntmCUlSfinLCdunSI (Leadership 

styles) *1

9 -  fftaiting (OHIO)

jgWHnmnujmtin (Behavioural Theories) tuniHIStuniUinnnitPJniUtjfl 

(Most Comprehensive) S^tdnj[RfU1St?imRtgitGtjim(Replicatied)t&ls meniUfi 

nmnrmlTtPftd^tnstSmgjtitsifmnfuIgndjmjdHirntiJtiJ siGtigrato? *i
O O  o v J  t J  cz v  v  i O

m jy m ^ tjifg i^ ss^ ftn s tftg jti tSyJjsjntm m ram ngdfnm tPm tgjn^tsm nujm  

tiriJUfdHnSnSl (Independent dimensions o f leader behaviour) *1 twltHt§HttiniC1 

gdfnn£hi39.ooomu tG^suinniummtirimtsisunTGmRgufnnnjTmfig (Two
n  u u  m  u  u  ci  U  '

OICkI

categories that accounted for most of the leadership behaviour) ftiCIHIfiUJ 

muBmfJHnSnsiTWjmgitiHw tticut^stjjunuT^mHn;(pny9fig *1 gtifncigitim 

tSISR "fnmjUtUnSfnHGSfnSu" (Iniating Structure)^"mintrutun" (Considera­

tion) *1

mmjU(UnStriHRSEitSH (Iniating Structure)fjtiJlt(U9ufnt1HtIItuCURi3tS1IHRuRsi 

tfii5tRR[Mfi latUvltBRRSigjUHSS saiUMHRtumj§fig Rt3RG(Ut5tLUUtGtfnraM5Jt5t31SSf
XJ «

tfTltUtuI ( To define and structure his or her role and those of subordinates in the 

search for goal attainment ) *1 ggfnntSSJHHlSmnujmtlJItt^mJIUttt^trimGtiPnJtTlJ 

(to organise structure work) ttJUGgsingstifTIJttlJ (Work Relationships) StiniUlfttfDtU 

ttfl (Gooals) t  tjisffiwxnn HRuRsitum{RfijistRfi5fntutfi tfiHRsitiRtiRimjupnsfrm

RSRtSn tRatRB1RRiatRH[UnHmtH1UJUtnninif:RBtj1RtiriR (Particular Tasks) intitfl 

sttffiBRS43[URis8iusfM}3t3iRiuimsRifmnrnRii{Ji! (ciagitiMaRGaitSRiJumufniRBgj 

gistncunium ( The Meetting of Deadlines ) *1

*



njuujti atiGtJtfttJ ttfitu agRH h mug

mintninm ( Consideration ) gtftnaufitwimtsi tftgymnHrattfnjfimmsnMfitii 

t^uswjHinHisgsinssiapnjtTindcu^sGlR^rnnt^tjintgfJnitgiHn amRiJcratmswan ata 
JflJHfuimfdHPit(fnu§flS (a person has job relationships characterised by natural trust 

and respect for subordinates’ ideas and feelings) *1 HhuhSltutUntTlJCUTISfd (Leaders 

who are high in consideration) tRtatRtiraHmunHafl9RtiUCrptilW3a (Personal 

Problems) HlSfnnMShTlQJ(Friendly) atitJltD{MWgifi9ti(Approchable) ttfitmnflgRHR

(and treat all subordinates as equals) *1 HRufiSiyftfigtSStfiti 

tRUtnmnnnt3CljGtm§^lfd3fnn(Comfort) £iJ8U'lCUfnn(Well-Being) ftnSfnn (Status) Sti 

mimnnitfaQniRffnnuMgmifnHSfig (Satisfaction) *i mjymfyftfnjHmticmtimiS

stuHstusiiatss tnamnSnufi gnSnaiitanjgitisitimnjJuiijnatnHRamSH p n g ititn a fn i

ntnjtungfdtsjfitsns UHnuhSISIti-SIti (a high-high leader)gstunissfwituSfd stifrinnni

Sgtnc5t§HnHmimH§figi^qRnTiutjiaHRuRmxt3nitnsmrigiu sitimmjupinamHRSR 

xSh ypmntnjtun ynm ngiugi^njgdfnntss i  tgisutfitirimas m tu ju  ylSfiryw "§ffo- 

giti" (The high-high style) tSSHStHSfdgtGUIGnjgtjCUlgHISt^SGt^fnfUtSlStgjtlJ *1

aaiounn gn3nmitinjHiamRtflmani^gngitt8itirnmjuiung?riHnamStJ suhiujhis 

mnsMsitifruHaMunraSR. Hfnais. rmtnmtsni (nm ittm  atimngiusititNGntnnitsfi
ri *J o o 'J o ĵ o

CimsmJlJlIMnuattinSmafUmnnifnJfigaxatU9(for workers performing routine tasks) *1 

mjwnntftgtgititflsjmujnitfi mjntTijftmsfaHisgsingstiHltjtnatjiHtijatifriJfitiJsitHWi
\J ij m n u u w «

tu (Performance Ratings)JUfjgintEUG5msHnSnsitS1S "t GaumurriJtfmfttfifrafjfiTmtu 

IgnEumHtmmmtiummaSi ISfmTfj'sia-sia'tftgtgltfitisfitnGragtjroltjtns (Positive
u v v vl un «u oi v  | c* u v

Outcornes)mstFit4isjmiSnimnjimfijfi5tuimrcstt3fUGt3tuuttinitji TRftfimumnjfifnwia
7  i n m u n i/i \j Uu x i u n ^

fTUtlfi(The situational factors needed to be integrated into the theory) t9lfJti[9WtS$ *1 

b - rnf tfcnfojlft fffiJftnfifljfo pWIff gflfffcfl8(The University o f M ichigan Studies)

8



tjjuujb 3tiGt3Lnt3 xtfiuj Dgn« h wijg

m juirifjtftfsisi Hns|RSnsistinitnstGs^ats1y^H[iJinj[fiTif(t3ijHtSfi ss 

finntulsjlCUtBHCmttriS (Michigan’s Survey Research Center) 

ttnmmssmiuoif(tjifts1fiTiRnjlsprouj HtniratutsiiniujnmsiRtifEitjcuia (Resear­

ch Objective) uBtrm -r tuHjtfaajnsfnaisclfinjnanrtSHinujmtirituMHnSnsi 

Juro(RftnStij1imms1Sta{tJMSfnntStTlJmnnifnJtI1J(to locate behavioural charac- 

teristics o f leaders that were related to performance effectiveness) *1 

UiHyinfLtjif HnStuiantnajRtmnitajsfsgmnfinaHiRtiiman (Two dimensions 

o f leadership behaviour) mftJHm] RSI ttiUJtffltnltslfnJ "ttimtSsitinSfi"(Employee- 

Oriented) SfcfttimCUtidjfifiU"(Production-Oriented) *1 HRunsimnnujU "ttimtUSttlTl 

Brf (RltnstRtnRgntjitjiHnfautiGstcuunpgmfigstiJfiaHSfa} stinsraj (as Emphasising 

interpersonal relations) T '‘nfiHfi3nS101tttS8 tRatRG1RgmfdGR|RfmnUfaHni{fTlH§fig

tsl tflUCrntflflJSSIfi tt?imggnJtURSfRSR8ra5Pnnt3GtamHfiJmSfi (They took as personal 
interest in the needs of their subordinates and accepted individual differences among 
members) <1 HfiBfiSltdnjldRttBtifflflRH tfltiffifijtifigiH

Ufnjngmfiimjvnj (the technical or task aspect o f the job) *1 HRuRS1{mfigtSsH1Sfni

HtGJItjimn^mJtUJlStgiuCUtfritUIuitSS (were concerned mainly with accomplishing 

their group’s tasks, and regarded group members as a means to the ends) *1

RtitwGRwfuismMss fliHttmfttMSnSfuia tnsm {g^8iaticuHfiSRSifnHnuju
"ftimiiaitintjtf i nnSnsi "itimroatonBfi" wms1tfiHmujĤ cugcugsdtutiffiRnH8fa
tjiatR StiHlSmnnniGRGtmsmJtriJSiytjiatR (Employee-oriented leaders were asso­

ciated with higher group productivity and higher job satisfaction) 1 HfiuRmttjmClJ

titSRRHwmsittiymuiHgnjgsdcudffiRRHgiu aamafrmnnjgfjGtmsm mugi^Produc- 
tion-oriented leaders were associated with low group productivity and lower worker

satisfaction) *1

9
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m-tfflniffltgfilXTfyfffffa (The M anagerial Grid)

9W]s:tt3cuHisggfnn lQwn^GfmydtsmjSnsi{R^SQ^uit3ttiiajitiiin Blake 

St3 tCUlR Mouton (a two-dimensional view of leadership style) *1 nfUfitjlStCUfi 

i^tinunjpnUSmJLfiU{Rti (A Managerial Grid) (Style) "fi

tninnuShy"(Concern of People)SaTntflJHntfffififiH" (Concern for Production)

Snsdfnn"ntnmjn"(Consideration) 

StiPTU "njU[TOSfnUfiSmSu" (Initiating Structure) StiggfnntSmitfmf{^fmW 

UtmttPSeSnmJ "ttjmiSmanBfi" (Employee Orientation) SE3TTU "ttimCUtiCUfinH" 

(Production Orientation) 1

U CUT) HI (The Grid) ttinjnnfimfimUfnn9Cl-ta Uttinitfl tsimUHRj (Axis) SHtIJ9

fugfnmsfltnjyiSGSS^ tdcumSfinfimHisfiuiJ3fiJ9Pmtfisit3njtgid9 ctinjlGernTwrofaBn
cJ u O  1 «=* V  u n

si (A Leader’s Style) ^ftmmtSniRtiQSGamHffitsuniTicmms i ucmtmssHswsutiinin
I

njgtjCUttinjmSfitnSt^tIJ(The Result Produced) mSRt^mJUglCjnRmtCUGtgltSintiPflJ 

BmUfdHRufiSI Mnfnn5tilSMnt3flJ9linJ(The Dominating Factors in a Leader’s 

Thinking in Regard to Getting Results) 1 tmsUtfltnStjtniGSS Cj9 iSlnbUCUTiniTSsn 

ttflUJ StniM81S9tftihti (The Five key Positions) tJjftaanRMtnrouJlOnnnn Blake Sv3 

Mouton t[fnHtSS -r

9 - 9  "tgSjHstjm" (impoverished):

(a Minimum Effort) fSqjlStHlffiCdtnsmittU *1

g - 9  ”jfUfi0"(Task): HnSRmruHtu^tcuTuSgfnmsfnjmcinifrijnG (On Task 

Efficiency)msulTininmjt3itJjrimtifimit3RGRtitsinafriJHRfgTS sbBfimngmsmuw 
HRt]jTIH§fig (Little Concern for Development and Morale of Subordinates) *1 

9-<£ " m iiputpafnHntijunungptjSug" (Country Club): HnSnmttfimnSfm

titmijjiHtUjti sbRRRjdnjHmunu^fig {UM3tuHmimH9figHat«imiinjgfRtniHn

10



tijuuja aUGb̂nta ufitu jj wiig

{UWSfncimJfiG (The Leader Focuses on Being Supportive and Considerate o f 

Subordinates to the Exclusion of Concern for Task Efficiency) *1 

6 -S  'tifnrurinj' (Middle of the Road) : HfiSfigiifjpfitmSatgaritjiM9fncnnni 

tninitsm inn sa9fiBHraMHm{mH§fl9 (The Leader Maintains Adequate Task 

Efficiency and Satifactory Morale) 1

"wurnnH" (Team): HfiSnm tftHfitimMiratHimmsTUM9mntsmrihnni 

mjttw stignSnsra uJitmEmiMiuMinj BtMHumniMfiHffinmm ttintgingtidni
on «* u u ijj

mrtJlI (The leader facilitates task efficiency and high morale by coordinating

and integrating work-related ativities) *1

Ittfflt190f-b :uanjqjlSmt(fi(i(GU (The M anagerial Grid)

<5? 
ti 
of 
b 
g

m
b

9

UJltllftlimmnnSni (Findings) S1i3tSSttlBn Blake Sb Mouton tnSfdfulStFl Hfi

< £-£> i  msun^niissHstnsticumffim

<9 -^)fmiRU|RbfnHtuunuHgp mytisug
mitunGRsn^n8MGim:ifaBn|RfrniJUWuswj ,
tStjjun/iauRfnci tUmsitaitiJtnsmanfnMwg mjmnnsisf5nitgiHnmHjm:mjBRnyitont3siu si

winirjawius samanmwmrniiiytmttJ untumsssingsianj mndJgnGR stirnmnin

(ti-n > miiRULRbfnufnnSî fitunnj 
mimnnjfnitnitnstnijinjnjtslnijfiiius HiGtBfiins 
tnstdiajMiimjBbidbifibfnciGitjiG xBujinuntiiM 
UGncmi sbgRGfiinniinjniJUMSttGiBfi

<9-9)mi[f5U[fU3fnunuju9sfnn miujiini (̂ -9)mi(RULRttmyiyM9fnmsmimnnifriir5G,i ju-
ntuibLUtJiiytJHUjmyi iByjMUGfnitfii tnsfnn MgrnnnbnGUjBuBrnirnitriJijitugtitutnsunnrTinijuG
fdĤ MunbmnyinjiBifnnwinBfifnnfibMius lunsnnmibiimHlGRmHSMjttinjHiGiGHsriRHSGiufja

mitmnbmfiHujuiui

9 b m & £ b n f t i #
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ujunja ttfitfl agoH h roiig

tglsUMSitin 'tngSfnnHgstStuusSmfritiitnsHfiSnsi' i  un|nrnt3s|mstfiu^nifi(nu3ag 
t2mHiraH1SgMjS:ffifliuan?GW1LWLfitj[fiajUCiiHnBf)Si (A Framework for Conceptua­

lising Leadership Style) 1 fnHminhflHlSfiHmtiGJIMCirifj (Substansive Evidence) 

msRGtunfd tSHjfn)gmjMsdiSGtmsl5fm{MEnsimH(^-^) tutudiHis(uSgfncitjiatR 

Ud?1tsi|tiU^Sfnjn-nS1\3HM (A 9-9 Style is Most effective in all Situations) 1

< g ( S u m m a r y  Behavioural Theories ) 

uStinisncifisiJBHmtfim fnjfmRqjti^cuHia{utji{5tufnn stifasisutfR (The Most 

Popular and important Attemps) tSHjnsjnjHnfniSnmnatungqjtsmRUjmtiri *1 y is

mj{ut3t[ui3titgtsjritjit{ps tifamitjjtitiffljtais (unBHHsatiunptfsm iticutjiatiuLugs
t^mHRTfm^Tt^ftsfmntuIgndjtijjdHtnitiim sR SfiStuia tmnjR nmfiHiatfrifiStijmsms

ct U L> c7 v  v  <n u xj

otinnaminnMmratigaiiiaaatjitiraiTj ifiamismnujmtinjuMgnSnsi samsmnnirm
ttintfltnUjlfifitll (Consistent Relationships Between Patterns of Leadership Behaviour 

and Successful Performance) *1 tRnH1GtGtWGRfij|wiatjigtgitJlSt^tIJ myristugtiCU 

ttinjtnSHnHlGt{UiyCUtg1fflHLmfigt6jt39t8fntU:tgra: (Over Difference Ranges of 

Circumstances) *1 HttinJtmgtstSi: RmjnCTJOmtcBfiRIMiapriJtui (Situational Factors)

ttifutni3tRtj§fignfudnjttji?iSm uunSm t pfiHfimntgmtmtanjttSiitnacinSmHma:
gsatjinmGpmmugwsnnmftjisfriiiifigimsstg i

III. (Contingency Theories)

tmiSniinamntsnfijfinMfnatmtSat^lti*) ttiimGtmsHfigitagntiJtticufifinntnfifiri
■vj cJ Li vJ c« vJ vJ i y

tam iunai (The Leadership Phenomenon) tufUtfimJRnPRgnt^ysntt^RStlJJUfdHnufiai 

(Predicting Leadership Success) RH iam jm nnatglatit^W tpwini tiltimJtawgnatR 

atiritytt^mtgjnnuRffipifURmirnj uuptng attmnujmtiriffiwtflGroSg (Something



More Complex than Isolating a Few Traits or Preferable Behaviours) 1 mms&hiG 

tjissfcustfnntfimtfiucmu (Consistent Results)ts§ tjissitmajmsmmFiRtjigtffimjsggu 

flgnfUtt^ti^nhJlSfnJOn (Situational Influences) 1 9Sin9St3Jfl^Gfiri|£ytS?TlJufiS1 

(Leadership Style) Sti{uS9fT)n (Effectiveness)HlSICUmgjtitjl tSlntifURgflF A?SfiTi{fa 

X msfnnhJH[fau. IttlShrijfij Y mmLuttisfRitFiidGtmstungnF B z

t^ufanucugsM c  i nm s mmscunstui a ,b ,c ....  in n  tH[Rft{u!Gfiri[wnjn? i ir^B tu

tdcut?iGisstirimtnstm§htji [u5gfnmsmjuRsifi9ifigi3Si3ftjisfriJtuiHm(Leadership

Effectiveness Depended on the Situation) HIS

fU9fnnt§§jatmSfnjR3nhlShBSfnjnli91t3tSlS (To be Able to Isolate those Situational 

Conditions) *1

tfifdUsfinSniiji HisfriJfiriRfiJ]l3Tfiri?TtjiftjittSs tdcunntiriHdmGnit^imtgTfiSfRfn 

^sm iniitu tuusm njunjfuSgfnm sm junsi i RtimjnsRjtgjifinirifnjwRji hrscisbir 

tjisjnttSnitji- mmgttinjnntimmnni c tmwRHiSfnnwtRfiricj,(Complexity) {ymgmgfi 
I g p  (Technology)St39tfl(Size) IUWmnaRHl5)RtjlRRlglfayj§fiJ31SUtiJ (A Significant 

Moderating varibale type) UtSHnStlStS1SRtJlSUbimtHimtt5ninfniMf1JltdtUtnStjn 

rccTOtftffissoRsfRmfijismjtinutitji ?Qfiri[Hun^raMttriunratJsiutiitu uggisraw{RH. 

RtuititarmtnR(fn (Span o f Control). RiJRnHmtntineimffil sbRiciGtmju sa fu jcS  

mfjfiriijs i

ssimitjitiSsntamidntHfjttJiratejRsiRmmjuitutsfjisminlifasist) tnsucrnRiij

mSmtfi tnsttjiRStMtjiasmRiJdt9t9iR saggrot^sRiiggroriritijtihagtijgtmmtjiaHS i
m  «=* u  ti u  n  v  v  l

ttHi3mriSRjtHCUtlSmjymf{tjlf 6m3GinJPHmJUmf{tjl?SlSl -r finUftfiClTlR Fiedler, {9fS 

HnhJlSfnJtl/imfatnrin Hersey sm tm n Blanchard, ^WHnmJfdtJGtmnJtwifTlHHIfn 

(Path-Goal Theory), Sl3mHnfnJGCUJHJUWHnSRS1 (The Leader-Participation Model) *1

tijuuja a&G&imj ttJito D9rh h wfig
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njuujs amstiLfia ttfitu ngriH h rjiig

9 .fiinffibflflfi Fiedler (The Fiedler Theory)

RJu^3^3utiRu^n^l^nJmtsm}Wf1rlMnfn}tnfins^ff^!alsg1H^(The First Com-
JJ V  1 -v> - o  O o  v

prehensive Contingency Model for Leadership) tflStdjmgjtitfl fTIJmnmfriHriJ 

{UnmtJim[uSgfrinJUfj(nH(The Effective Group Performance) ntiftimcTyfrUtiJ 

(On the Proper Match)J^1S^uytSmJ{pi[|SmmfdHnBnS1tj1Hm  

HfltyTlH^IG (The Leader’s Style o f Interacting With his/her Subordinates) St3 

g^fnmsfirismjtijitututjfutmajfanumnRfirisfiT sm^fignnjwnuHfiSnsi (The
C3 ^ o Lnj U e* <=* v

Degree to Which the Situation Gives Control and Influence to the Leader) *1 

tnrm Fiedler t^sutmjfbsfnjbfanjin^cuHiSGiuiatSvitfi "sttmSmufnHrmutuHS 

MftnStRHtunR (U LPC )" (The Least Preferred Co-Worker) itfCUHSHItinmiv  v  cy K '

tRuswiHnntmsHiscuntuirtjiHmunittjntcufnjnQ umtirnffigsingsb (A
<5, I O c* e < = *  H U M M x

Person is Task or Relationship Oriented) *1

t&Bwfuss tnrint^st^gtGnisfmnnji:1sGmmnnsticufmsmj[i/immimnicuH
n MV 0  M 6» ^

g m n g si3 jfiag n u n si StifamBn (Leader-M ember Relations), JGmfdHSfSfmfiG 

(Task Structure), SttHtlHlGtSHSmtUlti (Position Power) tuCmCinfi Fiedler

J  u  U  u  n  n  n  u  L/u u

GJtigfdfiJtinugmfdHnSfim (The Behavioural Orientation o f  the Leader) *1 ts l 

fjtiStUtfl mmfdtaBnFiedlerRt^fnJC1LSfiSfLgMHntJgcBnCUntUi:(An Outgrowth o f 

Trait Theoiy) rit[m sfi!tifisj l p c  m jifjiuufm snw  ftrintujtimnstiSirefifmifiJ 1 

m s  ss im n u M tn n n  Fiedler tSnsItiiMtroMntJRtunronan: s a m n u tm a n ts i ts fR
1 n  «=» u  I f i  o  «-J

tI^aJuf1tGrTltt^tIJtgTnSlfiJlSPnJCl/itinJfnUSfUPiCURCUfiCUi:mfdUfinj(an individual’s
v J v « ^  O t> v i ci e i o '

personality), stjemspruafi ttiitiJusiuH R nnjiR gnt^H SSftufigfnm sfrijSnsiititji 

u s tn n u fau R tu  stifmsmmr) ‘i m jm untusim cujufdtcuin Fiedler tssm m tm s
I I O

tgtbSfEURtUltHm (Abstract) HIThltlJtintitSSttJttSmHCUSfRnSSttfUIJtjimhja sti
V O V v / Li I V  V  V  o



ujuiijb atjctufib ttritu Dgn« h wTig

tUHR 1 iltflfi Fiedler ttfJtilRth RRlRgs (Key Factor) tSttflRStilRtiRijEfiai 

H^GfJl[Mt^HtU^StSm}2RSijUfjtJR[UHint) (An Individual’s Basic Leadership 

Style) i  tuim sntm nnm ncujm m iSnitji tRmsitftlGfmymhHnjtfis (Basic style) 

tsts i  tnnn Fiedler Rtnsujmtjtimhfdsn^fctSHjtRifiJttfltss t tJcrnsnansiRti 

jum n 9ri-tn mtiwtuufhRtmmHttinjtnssmtiffimGss95mRj i  HRt§uj{Rftns 

tRfjsHirasRRRnsttinBRgiaHfutunnGRistjiHra sanniisinsiamtriRtunjtRGnjGR
l «”  u  v  n

ffljtjltiffiUtjfi (The Least Employed Working With) fitimnSmJtftHffiUfttIJtfIfi 

rutfiufi9 dnid mmsfjfiosiHgii39c)mfijtsis i  tcinn Fiedler tt^tTintTi ttimiS 

HCUuiSBttutiJtwnjtfitnsfijjnanjafiJSJ C P C  HnmtinnjifittSnin?5fmTfatjiHnjt^stsV  CJ u  <=* vi «* ' J  L i n  v  *=»

miSftmmMHSMjmmipa *i

iU/n09nl-01 : fnffigl&ltffilUinff Fiedler (Fiedler’s LPC Scale)

Inntu
Pleasant

d cU <d d 6 m to 9 HSJnntu
Unpleasant

wgfdicud d
Friendly

d rU <D d 6 m to 9 BsSgftnojel d  «* 
Unfriendly

UutfdG
Rejecting

9 to m d Cc e) ri) d WroWJOJu
Accepting

tternRHIfiTli%i
Helpful

d rU e) d 6 m to 9 tGtmUJSRGfi ̂ n
Frustrating

wfiyjcis
Unenthusiastic

9 to m d e) ril d ftfitmu
Enthusiastic

natrm
Tense

9 to m d Cr e) ri d HSRtitRt)
Relaxed

tsigimnHfid'ig
Distant

9 ri m d d e) hi d BrBr
Close

(RtflR
Cold

9 hi m d d e) hi d RRtRln
Warm

WUlfTlJ
Cooperative

d ri) <d d d 01 to 9 HSMUlfflJ
Uncooperative



ujuujti agnu h wijg

t i t G R l ( 9
Suportivc

d ri <D ci d m to 9
Hostile

G C J L 9 1 S
Boring

9 to m d d e) ri d t m i m m a n
Interesting

i R t Q a
Quarrel Some

9 to m d d e) ri d f S f d t t i R f n| ^ CK
Harmonious

g n S f i 8 s t ) v 3| O IU
Self-ownercd

d ri e) d d m to 9 f i n m r a ?

Hesitant

m s j u M g f n n

Efficient

d ri e) d d cn to 9 m s ( u r 3 g f n n
Inefficient

8 C U 8 1 0 J
Gloomy

9 to m d d e) ri d M U J l t U
Cheerful

t u n g t i n t i !
V

_________Qssn_____________

d r i e) d d m to 9 n r i R t r u j H
Guarded

m w stu LPC TfiitnsnttfisifnGfUfirm^tjtfisutiJ < tjistfataniai ggfunssftfntifijs*
L, Lfu e i >  o c \ u « ^ n < = * u

LPC) tnfU:msHnt§mWSJtriUH1JHantjlGtJi3 (The Respondent is Primary Interested in 

Good Personal Relations With This Co-Worker) tSgS1R9St3nJtflflJtj1HmSt3miJHfriJ

ainss i  tnstwGRth (UHSttJHRnngmRtismltimsnHRtBRiiaiJtdtuHRHSGnjGmGrnjtji 

HU1 ttltutms Fiedler ShRnPRthHRthStuntjfndElJ "ttiRtraSSIRgsif (Relationship 

Oriented) 1 titmsfirn tUHRSHCUnhStUHltitriS QtmiSttmSmHRIItlintlCUHRHSRatGRIl

uutjiHtii (nsgrom jwtim l p c  ) ssiiHRRtjiHSfiytuWtritjfriiHtuitjiBuatiSsatjtuRiitriJ

(Productivity) ItnUItfUlR Fiedler Sit RltflRijl HRfithSttintjRttiCU "ttiRtfURlIRG" (Task 

Oriented) 1 ttfttm[5{tjlfjfjs! LPC tjigtJRJtlfitSls ttlRR Fiedler HIGtGRIJttltJtGRHR 

tntnfjsnsImHratfigmnHmtslGfinTMuRsigiariitss i  BiSHSMjGtinRHRSTRfGisG'iR 
GtuRhGtms'tsiutRGgihriiRblGfiJiTMuRmts? tt/itmtirm Fiedler ggniwicmh tnamtiUGiRV  ct «\j L» c* Lj O U O

nafnjnnTlSinugffinCUntUi: (A Personality Sketch) MnUHSfJjgiatSg *1

t^W81ST?ifRfnRfamnjnmJfiJSfiJUfdtnriR Fiedler tuCUtjllSfiTITwSnSIJUfdURCU 

HlR^HStLUiyCUtgjtB (An Individual’s Leadership Style is Fixed) 1 tiGttinntStiSfc

U>



tjjuu jb  abtstî nti ttfita Dana h w fig

tiaitjtisjatn tuusnssjE i Rsfisititnnsstrisstijtfi lySatSnttfjnsmin/ittSniRiJtHitDtngHR 

BnsitStu "itimtumfRG '  ulsHnBnsintimnjiatuitiiHSwj 'ttim tugm nsaa' tgftnnms 

ttirefimnwituMianiinn ytiRHRBnsitsistGini itfimtJsMitnffiHRBRffitBtiJ ’ftSmiSmiRts' 

lpwatUrec6tna{JJMgfnnHRaitn (Optimum Effectiveness) 1 ttlRR Fiedler HSHItitfl 

?G{miMSRmRH1SHfifimnnntignjgiR9 (Leadership Style is Innate) 1 HRnmEtftwyi 

iGtmTfijiuMHRtBmStraJstiEiiisRiin/ittJnitiifijmigttij il_»o <=* ,J La/ nj o vJ

amtirifiraRtcu?GriniwBRmfiiHtutfiam{iitjRniyiR9RiHitii:Mai LPCtfiRiiGitjiGtR 

Xnffitnnttunftjmnmitin tulmgidaHRBRsitjiHaistJhiiSRiinlitsis i  tcmn Fiedlertnsnsi 

Wtntunggfnnm tuWntimRfi1tgfini(Three Contingency Dimensions)mHItIi:9^RI[in 

JUWttinntil {RfRtlhRSffiHSffitSRmfmSRIJtlhMSISti (The Key Situational Factors) 

tBtyRftnfttHimttSrnnpSgfnmsfnjBRsi (Leadership Effectiveness) i  GtjRinmtJti 

tSISR "gsirigSblfUJHRuRSn StiWtntjR ” (Leader-Member Relations). "TGSlMHg 

r u r e" (Task Structure) .saRiiRiuiRriaarns (Position Power) .1 .g tim ngjtasfR ftns 

RWlRStIJHSaiSH8iaqfnH H-

g_ PBinishifiagfiO fiei SU&JSIOfi (Leader-M em ber Relations): RtrlRIR 

tSRlIRjJtjlR (Confidence) R1J9RGR (Trust) Stimitfflltl (Respect) ttjtUHRttRIH 

SfigHistgltcuanBRsi t

b - fBBIfifggfiURg (Task Structure) : mRISR1JGti)Rv5tjiaR?SntlR1ItUt3tBR

RlJRBtgltnHRfmtijtl? (Eti{Ri3 UHSEiJlRtitjlJGSlWHS ) (The Degree to Which

the Job Assignments are Procedurised-That is, Structured or Unstructured) 1

HI- mtftfltlRfllrsniS (Position Power) : RtfimRtSHWnGttiCUHRBRSitnafJfclf

uQtjl tjSMUM (ticu H iring) UttUinmini (Firing) tflfilstB 

(Discipline) mgjfciflS: (Promotion) umgjfaipmujffijl (Salary Increase) *1



ujunjb atrebintja955y « wfjg

fiunsdiusiuRtiRnuMtcinR Fiedler RmjFimRtcufmsrninjiRtjnjngtuiisgtifnrisia
< s , c * v  ^ « e a «

mtunjmfinsmtsfitmglHRtss (Contingency Variables) *i gmRgsmfibHRuRmstiwHV

Srhigoj uustu JGSifaHSfnjRGmGSfij usiu  njimRUROJiRnHaniG m csiti manta i
MM H nc» U n Nl w M U

itftmtGmTUfiumrasfgtjfnmticumnnsmgiticmss mHimnnSnisfWRisncmsfiJigRijaji
c r V  I f . V  a  e» cx ''■> tt O 1

y{UtR9GSSCj (Eight Different Situations or Categories)tutt5HRuRSimRH'lGf5RfSl

Rtimnnm{mRgajriytmms i

TgMJUMtnJIfi Fiedler tnSf&KH'ltlJHISR'UtjUjtt LPC JUfaURCUHlRS StiRIJfltlJfitCU
Li o <=» «n I tn «

tffiggfnnmpinsmau (Contingency Variables) tS^wnatfflMIIliJUMgfTinHBmHItafni 

2 rS1 (Maximum Leadership Effectiveness) 1 tSiRtimjSRJltCUHSfJjtjlt39lQOOjj1H
t

twin Fiedler tJIStfmn]pjmGju15rmyySnmttimc3gmnSSt3 (Relationship Oriented 

Leadership Style) Sti?GfiRjttfuRSlt^Rt£UR1JRG (Task Oriented Leadership Style 

t^HmStiMlSfnJtlfisiaCjLUtfig (Situational Categories) *1 UlTIR Fiedler tnSfafglSltl 

tSlRtt^SR1J0nHttlfTltiJtjCU(Very Favourable) SbfiJISfnJtl/iHSHtnnitUdtU (VeixUnfavour- 

able) Hn2fim!t3ra!timn}fTUfiB (Task Oriented Leaders) tRtitRggCURlSnjgtfCURlJmj

imwitfifc c w ut5njjufnn9nl-^ > *i tsIinratiuMiatnioniatfig I,II,ill, v n , y v m  hr 

SRmftiwttiRtwfninBatimnniRiiiTiJtnannMJtiiti *1 nu ts HR^RSitututdRtcugsiRgsti
H i f - “VJ L» 1 o  «* «

(Relationship Oriented Leaders) St3mnCjmJtriJtnayJtMJtjiat3iRl3ftJlSfnjnjitSCUHlS 

HttUntUdOJUtiJ (Moderately Favourable Situations)( piIfiSMISRIItinfi IV tifU VI) 1

TRfBtitntji mHmiMatftajuMttinn FiedlerIctmTMSRmraMunratnnwHaiTUTuro
Uu « «  uo i n «* u Uu

tgjtii (Fixed) i  m|Mtmuimat immnimsmGjitnffitfifijymfig (Two Ways) mams 

tdcuHiGtitumSgTuwgfnntSRuSRm i
u n u c»

dwfiJ89 : HnsficdifjtJJHRBRsi iStytHim^SstiwisRiiiin (To Fit The 

Situation) "1 RtiRUfURRRgjl Cricket ( fttDR9tRl[UttU9RRR) HRt{SfiIUMinGUfiJ 

[RHRgjlttiraRlf^JLMUmHfLnSfnngorig StiBItlHlRIM (To Suit The Pitch and the
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Weather) ymRtHimtH{RmRfjjtunujuumsRSttntu ymjjnfiajucritmtntintM 

t*mttiRwnnn:fiiMMia^3RiinmsRintutJiaMUjHHit5tsjR i  thasiKuan p 5 s  

m^sRit[ifiraEij[fiHHa3{RftnstRtnR§iRt)i ntJistuRtui.-mwnaititusit] (Highly 

Unfavourable) msHR|RU)Rti)RH tsstfissw] "ttiRtffissiRgstt'tncuisssRjnGggtu 

RlStUgtinjRlJtJ1J8fjjUH[RH pSstUiRfiSMHRyRUyRatrifi5ttfltUHR[RU[RafHlR 

tgfRttJtutjiHSfai "ttiRtnifniRH" i
U I u M U

titm tita : RtRfnnyiwyjftTisRijafi iBHjimaj{RJmH(URnii:ev3HjmtJMHRSRsi i  

RGRinSSHlGfUtiHtnStiJltURWJjUBJBSIMHSRIJRBtgjalcjfBy Restructuring Tasks)

y u tS s  yusojHtttriGt£3cuHRBRsi{Rf{RRnsnjRmttjjtit)tiGtji -t- Rijm ffcytnm uj- 

Jrjj RiJRtyhitis: yRutJiRlsm *1 tStytHcmtStjcjiwnucrntss tR[RfwsRtii hrBr 

sittjCutjiHsrjj "itiRttuRURG" RMRRtayitRgfirisRijafi g iv  i  yjwstuHRuRsitss

HlGmSstlhhsitlSfRlJRlUlRHtUTlGmrjSS tCltUtSlIHRBRSiStJTRftGRlimRURRIH
O cu V  ai <* Lsu  «r U nu

pjtHSftriSfnj[lfl9lII St3W1SfriJtl/i (The Leader

Situation Match)stimmtng1tnsttftmTfJum uftmggcutflssftustiCUfTirtriJSfafd 

ntiyiH (Compatible with high group performance) 1

itf/nci9nf-& : m ixfutStn^am iaw tanfi Fiedler

CU9tjCUfnJt31J

tu ----
H

.■jtiRtffifTlIRG"M »

tdRtiSgsiRgsaH
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{utfig I II III IV V VI VII XIII

gairigamtitinn 
Srsai atiwHiBn

cu#< fU wH cy US tUM US cuH u s  ty US cuH

JGSlfdUSCl c=» Sftjn 3MCl S1U s iu scuCl 3rdCl s iu giu

minojiRn

HtUTIO

sit] ts jitu 3113 ts jitu 3113«u ts jitu 3113cu ts jitu

^iHm inaRjt^tilnjtwfnjM fipaisi tunjtnsTgtStymfmGsnrannjfnmsmmrij 
ttuin Fiedler tflssitm tuuism jrds^stjistsl fenjuisfirumtitintiltiui t3Hjtn{gmiuw 

tnrm Fiedler 1 UtS[UttFnjt^[RfmSHSfUUUJtUttij^tgjri (Additional Variable)t9ltSm 

tss tS^tmmfimGmnnitnssfRnriRgs^ ftfnnshMWMra (Remaining G aps)i tffirdntss 

tslu isurm utuusstftu tusti l p c  atim nppnM m tas ntituinmnuitiifitMti (The 

Practical Use) !anj|Rf!mWRtDnHmtfi:iMim 1 afflflWfln mnMHUmjMHtinj (The

Logic) ftirautitnalffii l p c  ustustiitu{wnjmrmsist9 tt/im fnjSnjim sinist^initti ns 

(S c o re s )JUfijQtHtutgiSv3RJi3fijSj l p c  ntnatMifnmgjta *i tjiHtDtntastajutmitutsfrii 

mnngtgflnitglHfi (Contingency Variables) fjlflgmmfinJMlpftnni StinfrflfiMnUfnjfltlJ

mroiuMHnHaJfi i  ntirniHafRatiin!MmtttRti!Rtiumjifttnfinttfni8iRtnj6i tHaaifissti 
ffitmnBnsi stiHHiBmsistuurim ? tRfnifiBtRJtnatmijutjiitjsiEiiHatuutun ? tt/ituis 

HWTiGiuMHnBnsiRtimtuimsisfispsaarn ? t

IX. 5S^«ngg3SSniaa«3ft56agIB H ersey S e e a ^ fi Blanchard 

(The Hersey-BIanchard Situational Theory)

m tsm jSfisitjm  ((Leadership Model)tdmtfitumslHsffitihugcugEinujutimsist; u vv 1 7 i o v v I

S(9MHnM18fTlItl/ijUM ftUlfl Paul Hersey StitCUIfi Kenneth Blanchard *1 fpWHnfUIS 

ffuan (The Situational Leadership Theory) Rt^{9WtSfnJCTlfinStsfitJt9lHf1 (a



Contingency Theory) (Followers) <1 ftflfiS tilt SfTlJtJ RSI

(Successful LeadershipJmtjfiJUtit^St^mfmJfnnfSfanfillGfiriLfiJunsiLHH^Rf (by sele­

cting the right leadership style)tdCUmuggjmnFJUWttinfi Hersey Sti Blanchard 

RfimnnstgiSt3mmSfnntnfdgjUfdHnttmH§fig(Contingent on the level o f the 

Follower’s Maturity) i  Rstitss^ftnstijm gitiS^fdt^aunjnjiM nuunflsuturinj (A 

Major Training Device) ISlmH{nUtnS tdmHlS{gnjWHJR§tlpSttUft5CUUdQtjl Bank of 

America, Caterpillar , IBM, Mobil Oil Sti Xerox ttfimn{gftrisggwmntihtigtljgnriaj 

tSintiHgfnmtlBtnmMfdtJljymtHJn (U.S Military Services) 1 {g&HS8R|]nfiRmRtg1t{U 

^ratmmncjtCUmtSln^mJUnFSUfUnCU (Comprehensively Used in Management 

Training Program) IfijmipuiptifJtiJUtgMHlMlS StisfrtUtUljgjti 1 f0i:Ufft(gMHS{ni 

tnSgtiRIRRlJfiJlRCUJtifimRtH (Extensive Evaluation to Test its Validity) §JtflS81i3m 

HnwnwfntiiuMfimtfita mtStaumfutgStssRbmjnfnnjitdimHfuttrimsfnjggcutufituia 
gnjgtuitu S tifiingifig im nfnntQ ^ (Its Wide Acceptance and Its

Strong Intuitive Appeal) *1

RijratiRgstg1traHmtmH§figtSty(Uf5gnintsm jEnsi issasurniafim icim afutji 

RnmRtSlttuitlJtSnjggtUUIfi yuBtMGmrrtfHRuRSilUnHin (They who Accept or Reject 

the Leader) i  tgisutjiHnERSitGHmtfitii RjuwgfnnmfjHRuRsitsii mjwtingluhHRH- 

fT1CWUMHRt{fnH9fig *1 tSSRtjigtifnnSfdSISHtll (An Important Dimension) tuCUfTIR 

tjpStajgw gihH fjSnm iuRsi (In Most Leadership Theories) ritilSMtiRgS UtHtuiratl 1

mRJtjimfltnfjg (Maturity) RtiSUJttiratnsunjfiritlJtlJlffi train HerseySti 

Blanchard tSSRrattJltraraHRmn (Ability) StiSS: (Willingness) SUraHRtunH^figRvimi
I

ggrasrajRf (To Take Responsibility) tEHjnjijgMffjurrotjmwss i  talnamntsifagtss 

tnnSrntnsriitgn (Two Components)? m ntnfiigsibHsm j (Job Maturity) stimntnwg  

Sltitiftin (Psychological Maturity) 1 ttjmi® R (RUdtUimgltraGtlUlsEti SttfisitTlSUra

ujutjjb aacbLna itfiw Dgno h rmjg
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URfUtflRt) (One’s Knowledge and Skills) 1 URCUtdtUH1SfnntnM98iaH3fnJ8H fitfl 

Hnyi35tCUlSut3 (Knowledge) WHRHin (Ability) 8aU9nthriGS (Experience) uSlffUtCirn 

mstn? (Job Tasks) ttftffiHSGitnBtnsRistorisi (Direction) ngndts i  fnntnrjgsititifGR  

R3inSbsaHS: (Willingness) saRlItjfnigRGfi (Motivation) tuHjSatGRBRJJHHtlJ 1 HR 

tdfUHISfnntnMgSiatifGRSfj t53(RfRlI m?fijrnn8iai[]TlttpSt^ra (External Encourage­

ment) ntp?riRtRH1SR1t6srngRGRn3iaRa3SJUfjtRJHtj15(MB (Already Intrinsically 

Motivated) *1

RlIuRsifnHRTlSR'Htlfi (Situational Leadership) J{tJ(tnfU3uRinntdGm (Two 

Dimensions) saHtutmiUlR Fiedler tilSIRnSni RtfjtinutiSiamiRG (Task Behaviour) 

saftltiriUtiSiagmRgaa (Relationship Behaviour) 1 tJtStftriR Hersey l a  Blanchard 

tnafonsltJTiaHtDltJriamaHtgjR ttfitBRRnmfiSfj ugiatagamciaHUj? tinmynuThta^j 
tGrntjllGM1(£jjSR8j gyitRgtiJRCUIR (Four Specific Leadership Styles) tCTICUR -r R1J 

n jun tignu  (Telling), fmttuiai (Selling). RUGtUIH (Participating) sajJJRRRH 

(Delegating) llSfm)fi]uR3jgjat3S[Rjt4l3fl[tji31uG3jat(mHt3s -r

Mffffitrpff (Telling) : ( sfijsiamiRG. m u siagsiR gsa) : RaRftuitSSHRuR

sitjjunu[tjtu saRfuiRR3ig9jHRt{friH9figtnalafim6[utm1tjijriinG. [Rfmnni 

fnjRGttfimmjjuom. tm slg n tsa  satficutuntuCU[RfmnrnRjiRG3i3i (What, How, 

When and Where to do Various Tasks)? *1

❖  fanm Sftmfp (S e llin g ): (snteitim jnG . sw e itig s in ss ti)  : HnSnsitifurm  

tansiHnmtinutj StidnjrnJtimffl{Smm§rfjtITlUt3t31§ (The Leader Provides Both 

Directive Behaviour and Supportive Behaviour) 1

❖  mxBflfXff (Participating): c siusitifmnG . srasitissifigsti) : ntitcirats:
I

HRuRSI SaHRttRlHlflSGCBmna RaRinGtMGRMUGGR ttltURatgfjSISIUfdHR 

iRSjRtitilfjjCU (Facilitating) satinjnRtBStgfirntglHR (Communicating) 1
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❖ jm n n g  (Delegating): ( g-rasiamins. g iusiagsingsa inamrimssHn 

ttemtatumriiuisi omifmgtRusGusGtniuns i
o Lj o ci i run

ttintsaummsigwiUfjttirm Hersey sa  Blanchard fifninmiRStUHStun 

uCdrififrmjgiatjtSfnnirifijg (Four Stages of Maturity)^

*  M l : Hm[fnH§fignH1SfdHnnifl s a a s : (Are Both Unable and 

Unvilling) nbmiggnj8fij[RfBtmiRGfnmtTiHm i nntRmsgitSMHEifTiti 

Ulitntriagitifnn^tjlfi (Neither Conppetent nor Confident) *1

*  M2 : HRtJTnH^figHSHlSfdHRfnn (Unable) tfiStflSfiS: (But Willing 

to) ntimjmnmmiRGJUHHSmstufUtrraB (Necessary Job Tasks) 1 

nmftggtumifi}nignSfi m snatntm sstsIssHstjSinifiJHffau (Lack the 

Appropriate Skills) *1

*  M3 : tfiHISfdHfimn (Able) fantflSGS: (But Unwilling to) fitim?

*  M4 : nmfitflSgitiWHfifnn piHrfitisa: (Both Able and Willing to)

ntifnnGH^ufuapiufisiG^tnsnnntPi i
a «  « a  u

jum n 5>ril-iS sumcmgmdjwj (Various Components) tglgbRnsmiBnsitnH 

Uiam im i (Situational Leadership Model) 1 tSltnWttiniHm{fTIH§DgninsSfUmfi3« 

ISfnnSlfjg (High Levels o f Maturity) Hn2nS1t|ffiRmgfirntt3iraHS(friStfitJSUSmStIJ 

mi[RfinsfijtmwnHmnmsTOtnmstg m tjtjgitm susuigsuigsasiatrium jti (Relationship 

Behaviour) *t tslSturmrrmj M l Hnt|]iiH§fig(Rfmn(ihsiBjiMtirifij satfintinn (Need 

Clear and Specific Directions) 1 tsiSlUTIRfmu M2 RtnstWBn(RfmJ8MSiatf5tintJts 

Gtmsfmnc saffsorm tisiagsifigsa (Both High-Task and High-Relationship 

Behaviour is Needed) i altinutiQtmsnijnB8fjtjimiutnrnmsH9jHfitijriH§figt!3ra 

ssm fdHRfrm (Lack of Ability) njnm m tim tinam jgiringsasH  tJilSjuatjtjaSjrnsia
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IifCR^jHriJUTlH^figggCUaJfiUtiniJUJlgimMHnuRSi (To get the Followers Psychologi­

cally to “Buy Into” the Leader’s Desired) 1 StUTlRlTICU M3 mSfigjtBSUnptjjnigRGfi 

(Motivational Problems) tdtUtthS)fmtUtJlS(UiMIUtjmtrimlGhJlLM tUUtf Wfnifiitg. 

tncm sm n ansi StiG1SfniGEmB(By a Supportive, Non-Directive, Participative Style) 1 

GaumuntiSiurmfncu M4 HnSnsiHStriGiGtGnGfnnipstgjtu ntyriiHm|TnH§figtFisgia 

fdHnmn saHS:nafruggfi58hJ|Rf t

jtt/iiti 9 b - nf :mtstiJi(fiU(eiUfitHfjnsmt(intuwgfi5f5si
(The Situational Leadership Model)
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HfimStutUH1Smjmtu2tl8fdmtjf1Rfd?nCUtnSth fHOdGRlSltiUtifi (High Similarity) 

Jfl^5frnyd^ahmSfnjBHSimfd[9WtCinfi Hersey Sti Blanchard (Four Leadership 

Styles)tjlUtJJSi3[tji391v3US(The Four Corners)tSUtUTini(?iU}Piti (The Mancgerial Grid) *1
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ItliratUtlUjmGjUStiunmnjIpuipti (Managerial Grid) t^fUKlS 

mnsfdmuQutiHtiK mitjSftjnfc = (lGfm{£dtRHmfanu{pumtu:tgw: One Style for 

all Occasious) tsis mGuisfnndmt^umstiHSfmfdstdcutcum^iJiti 15firi{fy "

mtnydmgistifnntnrdsmrdHm{priH§fig uahtituri ? tnnn Hersey smarm Blanchard 

tntutti ~19 ! *1
oi

gmsiHsmtitii unmtmsmj{mi{m3 (The Grid) wgfigsGtms "tniHnutgmgfij sb 

HSWj " (Concern for Production and People) ttirotjiggfnnmfiUjmtin (Attitudinal 

Dimensions) *i timtgfinimjSRsimyfmsfrijnii MtiRGatfurTjtinutjGtmsfnjRB stigsm  

gSt3 (Task and Relationship Behaviour) *1 tgisUtjltnsmiHsmfclUWHinf? Hersey Sti 

Blanchard (HltifSSfiftfltU tSSRtjlfnnSfdgl (a pretty minute differentiation) *1 {9W

tS{nU8tinutupni (as a fairly direct adaptation of the grid framework ) tuHjgsUCTTItin
i

fimnnmfUgii3(stSfiinmwg (four stages o f follower Maturity) *1

Btiumraudmt5tii3ianinsHfit3niMaitffii3M8iaHmtji tStnsfiRKnti (Evidence)
I U i xj ti o v '

i3i§Rii9^§iafnJipuiptimH^gminliit3j mg ? *\

TgwtssggcutrisfrijmnSfignuiRSGfiGnHnTfiJifTtjifgitignm i mTfSmtmmssitfmnjBtu
Li O u OI U c» l_i l_i vJ Li I H V

uistsfriJTfirifTtjifitfiRHRutuuGUTS ffiTfirtmnngRSfmfwstfissisi *i HmfinfTtfifss
CT u U V t]L Wc* Uu X J | v  «* Q c* U Li (U

jumraiji tnsfiftjmatatutnissgftHttj (Particai Support) tsfgfinmntmucuHfiumiftjiJ • •
ut9S9jfi nwsimi5nisfmim{gmm smifijfuis (no support for its assumptions) IUM 

TgMtaitsrra i  HiTfutuiuititss mifmguwnHntitncmss BtmsrgMtss timBtStgltatgltiJ

(an enthusiastic endorsement for the theory at this time is not possible) 1 

X. (Path-Goal Theory)

nmntuuGUTStss gwtsttStuggtutjispnnfmcisiaudmmsR (must respected ap-
c * U «-J <=* O u (U I x 1 1
I t

proaches to leadership) (pMHfitnRIsBtyMtimfntUttJI 1 ttJlffifiJlItnatmmffftittJUUUUlfl
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Robert House |3WtSH1OTtuH]fjt!t3ttnrottJl5SS Rt^mtSfTIJuRsittiCUrnnflSRXa conti- 

gency model o f leadership) tuCUuRLMliSGrnntnRdjfjsiSti (Key Elements) tSmiWRjl 

HnmiLRULRdtsIfirintulsjitijffi id Htmturn sa(gStarniinb9R diH SH nm ii3irngfinR  

(the expectancy theory of motivation) 1

fini:H81S(The Assence)tS)S[5tSSRtfl fnilJlimeUHfitjRSi (The Leader’s Job)

HdmtStihdam§jHRt[mH§figfjtititnssitmfutd1iufjtR ttjita[tiigtumitiuisj sa/um ifn

(gtiitjitjtBtytnsitfi tCTWtd1mfiiHnmmaistris[unfm:(hitJtjiHmsbtmcuuiuibjHiUM(nH 

UiUfjwitJS (Compatble with the overall objectives of the group or oganisation) 1 

mnjtucutnsstuiti " Hifntfffg&msffnafffrt '  mayifitiHnfiBta] (Belief) tututLiHnEnai 

tutUtnsyjM ffnn (Effective Leaders) tfibtfiUfjnH'lfn (Clarify the Path) ttiCUStitiffidCl’l 

HmaltyriHfifisniristglfjtiGtmtutdltsmitni nrwtGfyBitfusIm stm widltsistiim yjaj 

tflb 3binGtJ3tIJWS3fgUMR abHUiantnaiai (by reducing roadblocks and pitfalls) 1

fnHjgwmRitglfnatRiciJtdl rfmntitjmfaHRBnai HiGssflJuiRtjia (Accptable) 

wnunmyrtH^fig tgimHmnulcuiRtHfmujrntji BtyyjnnuaiatarnmtfinitjiaafRjHffni 

(as an immediate source of satisfaction) URtLHlGJ1triratSfnimriniR(HffTinStsRtItl1ClJ 

H31RR (or as means of future satisfaction) 1 {TltiriUtjmMHnBnaijRfljiaBinignBR 

(Motivated) ntimmdcutfi 4-
I

8 9 : mtst§tmmtfat5n[Rfmjnl3fnjmnniu[uiyjufaHfi^LmH9fig m n n s tg is ti

(makes subordinate need-satisfaction contigent) PnJMtJtjfUgdCUfnJiTlJtuItU 

pjWgfnn (Effective Performance) 1

e b : tiCUtmmHlsmJtPmSs(Coaching) Fnntuisi (Guidance) fTIJ?fl[g (Support) 

stimjtfnijtfis (Rewards) twnjCTtnGutiRwnufnjmnciimjtriJjunmwim{uSsfnn 

(Effective Performance) 1 t2^tSpnJfiJinnjjb15tmsmJH§mt3gititS§ ttirm House 

TnSUginitHimraninmariUtintifnjSnsI 6tlhb (Four leadership behaviours) *1
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HflunSltunJGtUQgfrintUl^The Directive Leader)

fisSanm dtutm n^gfitti ggwtnsmm R LnHgitinulGmjttij(Schedules Work) 

mjtnnutu(Rfutnni (Work To be Done) stignjfnnon^Gjifanjifijd^ 

ttl (Gives Specific Gruidance) tR{nftJinnifnJRgtSls§JfiJtJt3t4lSmHnujUturi ? *1 

I)nngtsfnjufisitss(Type of Leadership) HiscuRtui: stigufnnyam glsti (Close 

Parallels to) m j [fm ? yfd m w rmn nil gji turn JdHunmm SnmmjuGJGSifays 

fTIBRSmSy (Dimension of Initiating Structure) 1 HRuRSl lutUHISmjmjg (The 

Supportive Leader)tfii3tfimsmn5gfrrifu ttfimugini9jtmt3n]npriJtriJHGtmstfjG 

R[RfmnufaHRt[mH§fig *i frifBms[mngtsfmEfiSTS2 BisstBdGmtglstigdmn 

ISfTlf nCIJlurf (Dimension of Consideration) JUfdLgWHtJTimm *1 HfiSfimfecu 

GfUGRfTIJGfl)JB(The Participative Leader) IRv3tRm[m§ttIT1Unjt^HmHRturiH 

§fig tuitmLULtnfdHSfinfdS (Suggestions) mfaHmUTlH^figtjIHfUglStSfTinG 

tfaGRfauGGR n HRunmtdcunurawnufUTRUTRti tetmtfmtumjjtfnGfugtjcumj
O n «• U U d U Li m o’

till (The Achievement Oriented Leader) t?U3tRtflfitGniSftPncUItfltdtUHlStUR[Ui: 

nsmi (Challenging Goals) iinmifitidi HmtmHSfigsbmnrnRinrmtftmmRsw 

Utah 1 t4ffiSti9WfS:njfjSEirm Fiedler HnRJUnUtjmWHRtiRSi SCU1R House fJSfi 

tjiHnSnsisfiatrttnsfnmMnlR (Flexible) i  TgMHntnfmjnstsliRtR-itmtiiuRc* v 7 u  n  n

TfmtBuGRitsstji HRwnmutdtuHiGHsfRlGririTfa2nsitUTiumtsl5fi5iTwgil3tss m
b  v  «  «* I o  b n  u b n

TwmtgimHmitjifiJunufafirismjiui *i
U «u n ^v

ScttlnitjisnnJisiRaitifnfi 9 ri-5  jgwtsmmssristgiiRtRirattJltcuRtgiariBtuTiRtjiR 

iQtSfjJlSfnjan yunujtutucum nnsgl (two classes of situational or contingency 

variables) tutufijjnjdpjmtiriutjufisi sti gsingsmsfugtfcmftHig mwistdcuMRtsi 

tydnmj{RRbenjufaHmLfnH§fig ( RmmsBisjGSiMBg m ine. {ynstsffi§HturiGgffTU 

Sti UJHJHfnJtnJ) IjlHgitttjItgnHmtSHRGJR (Part o f the Personal Characterstics)



ujuujtf atJGbintJ ttJiuj aqrjH h mug

JUMHf1tynH§fl9 (tmtURQtUJt5fJ81StSmi{nfi(fn,(Locus of Control) UgniftTltiS 

(Experience) S^WHRfnnttitUtmHWttSni)(Perceived Ability) *1 fitnttttintnw (Envir­

onmental Factors) ttitunonRnpjtfigtsmtiriUtjnafriJunSI (Type of Leader Behaviour) 

tt3njtR{RffnJtjitdnmrinimsH (As a Complement) tuwstutRtsii^jinscugticufnmuHR- 

UJtnJUWHm{fnH8fl9 1 lauglftncumui: (Personal Characteristics) JUMHmijntjQflS 

nnimtSi wtRigfURijmmtuutimnmtinmM atifRtmutimwHfiBnm i

ipM tsstnjmgtitsi rfitmutjiuMHnSRmsanHigiUMgflin (in Effective) tsitncu 

tdnjfitfu^tnsfnntriniG (Rebundant) tjiHmat3{unmajt5mMHgtnanfnMmjtiiJ (Sources 

o f Environmental Structures) ums1tnfUtS3tumtinUtjtm:nMjnt^HtIJSt3t3JRnjRWi:JUM 

§f!9 (Incongruent With Subordinate Characteristics) *1 

iti/nn 9n f-b  : (S y tstn m tsjm aifijcu ia i

RansititTtrrats: t^gmtpjciriHtiiGS3ttifutnslfRstGninTgMtSHiffit9lfnsttnnjttJiH-
u ti u o m u n

&  HnSnmttiCUStUHfnncmm (Directive Leadership) UfclljHISmnnmGfitihti 

Sltiff) (Greater Satisfaction) tSitntUttinjfnJRGH1SnjR[l^:nt5nfacirifj (Am-«\j «\j v '  u e i tJ '



ujuuja SbG&Lnti ttfitu agRH A mtjg

Biguous) UR?nsHvi(Stressful)tj1t3friJRGtutUH1SJtjSlfiJHS8fij(Highly Structured) 

mtiCUUjUGtnSGJlfdnrito (Well Laid Out) 1

&  HRunS1tutUgnjffin{tjlUt{tjt3 (Supportive Leadership) St3Uti§JHlsgustifU

fnitfu si3mnncjGR8it3nHm(mH§fig tsItnnntiroHmimHlJfigtms utnnrnijfig

tufUmSJGSlfdHStSJlfdtlJlhi (Structured Tasks) *1

&  HRufiS1tdCUStI5Gfnjtnilsi (Directive Leadership) HIGSti^ftGGIRgGtil HS 

G1G1G (Perceived as Rebundant) ntiGta/TlHHntljTlHQfigtdfUHISfdHRfrinSfd 

(High Perceived Ability) UHlSUgmfmGSmJttmipS (With Considerable 

Experience) *1

e s  tsitnnitutugmngsvitiffriJsitiSgHturiG yisfnnm stnGnfjcirifij s tim sfam s
OJ Xp t j

tUUUgJutjInJCU (The More Clear and Bureaucratic the Formal Authority 

Relationships) tnwtaisHRSRmTRJmmmSftnasiiitiitiHaaffBtmutjijtmnjiH

(Supportive Behaviour)

(Directive Behaviour) 1

HRSnmtStUStUHfnnmiSl (Directive Leadership) atJUgSjtnSfnncinjSjIglti 

nattinBmsiinnjttJnjHiagaiMtgnmpa (Substansive Conflict) gtigjHiHmrtiu *1
• i

&  HmgnHSfig ttinjyiSGmiGfaSlStSmjyiUJpasaM (With Internal Locus of
%J

Control) atitfiatwBmnnitimfpa

tj1HUl!5fiI1{ftIufiaitUUH18friJCtUJt} (Participative Style) *1 

JSS Hm[rrm§fl3 ttImtnaWHfiJTinfKUffitinmSItitIjtf (With External Locus of 

Control) satnatMBmnnjHtjtnaipajjiHtDlGMiiMSnai tatuatunmitiuiai 

(Directive Style) 1

&  HHuRSi ttinntimi5cUSt3njfnttTU (Achievement Oriented Leadership) 

StimSsRM^HJUWHmLfnH^fig (Expectancies) tt3tUtUCUtsl nG(Utit(Uti (Effort)



UjUUjiJ 9iJGb{Titi H wflG

StiSl3jyiSCU9tj£UmJti1J8fij (High Performance) |JJWSmfnjnGtS12nH1SJGSlfaHS

Gjifiitinw (Ambiguously Structured) 1

fnjfdfijitSHjgjMcifUfncitcufdHRnH (Hypotheses) states ^gtgltfisniflgifigini 

tflgta *1 Rftffnti (Evidence) WgtRtnSPn(9l3tUfnnfi5HttJlRfi5HtifU (The Logic) tdCUHIStSl 

fjt3|pw 1 RWmtiitiCUmttSmtSlSfitjl fTUUtnnifnilTU (Employee Performance) StifTIJ 

tntJtifilUM8ttinSR (Employee Satisfaction) tRtitRggfUEigntUtjlIgHlStSltnnjtdnJHfi 

SnmutntjmsHtwGantigssimtituinaGtmssttinBR yfnitnmtitimjtiii(When the leader
d  <• o

compensates for shortcomings in either the employee or the work setting) 'I Ring

tsitncuHRuRmGiuritiJtncutfnnt{psRttmjnsjnjrifnjRgtwCumsfURmi:t5jiwnTird imuiaj
a

fanusttinBR gnattmSmatetnaMHgfnn atiugntjaiGaipuifnatSiguintjmjfigiiJitiJHa 

tntnGmsHsnRHs intmmssttinSmRtitRtnngmji mtirmtstumruisi (Directive Beha- 

viour)tmst4lt^RHSt4lSfT1J (Rebundant) UtfrmJ{UH1timmsStm§mgfini (Insulnating) *1

: (Leader-Participation Model)

ts1§19£n)m tcuin Victor Vroom StitfUlR Phillip Yetton tflSGtiyntiSfmtSmJGfU 

jHiufdHfiuRSi ttJw^iniujfitifijtinutimMHnBnan stjmicroiHtiiHmatimngtftrcnM 

UGGR *1 tuimggnjfdinjljl JBmWHSISfmnG (Task Structures) tnat§^iyu{yrounft«Bn 

^RfmJGtmsfdnyfnnfnJtnJGyfn UHBGtHntai: (Routine and Non-Routine Activities) 

Hfit&Ttfttjifgtatas RisHsmtitfi HitinutjHn3fi9n{RftmtiMinj (Adjust) tBujgsumtanj 

GSiMHslsfnmc i miuMtnrm Vroom atitcmn Yetton tnanjnan:tji|niuintj 

(Normative) i  m tastnannnm gtiafnittugum gm Hnitliuroi^ra (A Sequantial set of 

Rules) !anjBjJHa?nmHjjtimmnnR8jnSnjn!umtia (Form) atnntruui (Amount) tatni 

GtmHf?afnnGtfi5GnMUt5GR tdCUgingstgimHTmRgttjia^tSfiriStTIJn/i (As Determined 

by Different Types of Situations) 1 Rita: Rt^TUnSfdUGGmdCUJHUmtUSfgdfnnmnnS
J  J  1 '  V U  e> O w J* V  ei e»
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“HBtHS” ) SbtklfiSSitiS ntilGfm(WSSmiBfisi (The Model was a Decision Tree 
Incorporating Seven Contingencies (Whose Relevance Could be Identified by 
Making “Yes”or “No” Choices) and Five Alternative Leadership Styles) 1

RnsstnswsRtri thmbt[S^utfisniTiHmni3i5tnjhHiutngsiti^ tsm tinuti tSnjmG

(Feasible in a Given Situation) *11Shn[hJS1td^ 

ISIS -r glGRIJ I (AI) (Autocratic).glQPflJ II (AH), ntyrmUTlUnj I (CI)(Consultative). 

ruyrm tiriun j ii(C ii). ujh n  (G ii)(G roup) i  -r

e s  Ai : HmGfnntfisTfintisurm mthfdGRfifrjtiSmRHiRtiti ttftmtTUTtjiMnfitnsCt c r  l_* U1 O O <=* Lj

tufUHRJRtTISntitnCUtSls (Using Information Available to you at that Time) *1 

jg  All : HRggnjtnanfiHiammxt3njOTWGnHRtirnH8fi9 n/itiroffiuHRHRtSRiiM 

utsnwxniTisymmmmsuRTitmstwimgsati *1 RaRiiggcuSjGisnRtnanHRtunHSfiG 

HRjntsjpm uHstnsttflunRtfitfi tHmgltfiumi i RmgtuCUfatui3tdimHRtjjTiH§fis 

JUfdHR tS^tgtfaGRfdUGGRtSSRtjJlhJt^mjdninRHlStSItnGmSltiflJHR (Providing 

the Necessary Information) tSnJHStHStflfnjhjR yfimmmCUfluWtt|}t39tsfilCUTIS 

tftJUmgjBJ (Rather Than Generating or Evaluating Alternative Solutions) *1

&  ci : HRttjRHwR̂ UuCuyRtutunjRjyjiu tunjtsit]]TiH§figSnurm!uCutRnHis
(Whith Relevant Subordinates Individually) ttJiffiMntinUW Stfj:JRHSfJlMSntR 

HIR^ttiimHStnGIGmnRtRHRtjttjRtjlUlHt^tn *1 UmUHRHRmStWGRfanGGRttiCU 

H1G§sunflt3 ^aSsaiGgsunjiu " nRSflCUmfaHRiynH§flS (Subordinates’ 

Influence) 1

&  c i l  : HRtt5RnCUR[tJlUuttJHRT[RlH§figtjiyiH (91tiHWRl) nUCTTltSCUtRRtnS 

tgjti ttfitufanonuni (Ideas) StiklRHShTlftfS (Suggestions) tjlJtfn[RHS1t3HCl5 1

umuHRHRtgtMGRratJGGR tutuHiGgsuHiiti ( ySsm cgsunriti) nfifwuHRitjTiH 

§fl9 *1

3 i
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&  Gli:Hmcnnninstinm{triUutuHrisuTiH9figtjiuiH SjSynuqmtitmfitiHiatgjti i

JHt3lHtUHRt{jnH§fig HRt1J1tITltn:Jn(Generate) (Evalu­

ate Alternatives) suitBnjitiriH§jHisrriiLnm(nJl3iH( naftiijMW) mms&runsffintu 

lunytu (And Attempt to reach an agreement (Consensus) on a Solution) 1 

mitiiifigtitslSsfuwinnfi Vroom intiintmorm Arthur Jago tnauti§jBismnw 

mgjvftmsfmtss *i mtufutfutlcj tsitRmjignfiuwtstutnggi^cidtdnjtslGfiJiLfa^fisi m s

mSfitriSt^UUUJtUtSggfnnmnnSGSS9laLmfig (But Expands the Contingency

Variables to Twelve) ttntBfititSlS QOJUtfigggnjtnatstfraiMUSTlHtUlJlUglfitf GOflG

(Along a Five-Point Scale) i  junin @ri-ri njununufiuitusiti^lQiuingtBs *1

xfirm Vroom sbtnnn Jago tnanjuuJtiafnglS Computer urn tdcutfiugingtisb

nn jfnnM pM injw aH M iam S ias *1 n u ts  H npu ip tig itiH w ta itR m G iiu^M pnaM U B
«

Gfj (decision Tree) iuUJtjSrdnfamnlGfiTlffUtSmjSpiSimfiJgS ttJimt§fnJfi5Stitri ciuis 

"fnn[funu{fdritu" (Shades of Grey) ( tmtumsitnnjttJnjuuuJWHis^sfnnQjiMCUiw 

(W hen the Status of a Variable is Clear-Cut) GtCUtU " n tf  U "S an tf tflUtCUtB 

(Accurate) unntnaffingagI81titatnnnfnnttiflJ8:81R (No Critically Severe 

time Constaints) untjiattmStiOTaapmnQjftnatmutitBmglmHwntintfjHftnggtai: 

(Not Geographically Dispersed) tgjffl 1 JUflin®ri-d UglCjn[UnSfatJUUnutUni3QtlUnH 

TunswtnsSngimss i
U ©* o

mirmfinjTtintimiTfinfTtiiJtwttiflutitaTgMHnSnai stimnscumtsis HistuntUKSinc J «=* u  u  u  v  u  n  «  v  xj e

m m tuibsia i  ttfttmtnnmtSnnmMntfimS wnfUfnnmwfits1tRRmf§THisfnjfitutim *i
M  CU I V  V ** I J J  (Vi

nutam Stas ntiimiulundininRan (Version) ui^^nlm nfimfimsrofitwrTMUstiutiwsStt 

utJuisiufjttuaSnfnjGttuini atifnisinutitgltramrctuiHtas (Consistent with our
u «J«* n m v u '

Current Knowledge of the Benefits and Costs of Participation) 1 utGStsitflCUtSS 

ttStiUlStinndratputmantifnnt^th mtanJIRtnatfimai: (The Revised Model) titufjj

3 2 ,
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HiattncumitifiituisiuUJtMitjdfi tS5ytiraE3tuHRpu{fit3sitigptunt3fnn{SfiJt}falGfiri[fi3

mtgfniGtuiHiUMHnSnan unjintfi yjftRfiHjgwtglifiMis

miariptHIt^tjiamiRJtigfJSSljflURtU 1 JJJStJllUtjItRffIGimiSnjHRSaJLUtMieitJ (Auto­

cratic and Participative Situations) [tlEUStUSRtiitfnn " tJiGmi Stifmamill/isnjIH" 

tjltjiamitiitjnfi "gnomi StimiGfUIH JUMHflBfisi” (Autocratic and Participative 

Leaders) t  ttosticutjistGitJumnrm House fiti[gfSjuMtnnnwri " tnm islm sjm nm li '  

tautnnn Vroom, Yatton s43 Jago tnsHsHitifusitisbHtmiumSnjtii tfitinutimfCHnuR 

siHsmGdifjuitnstgjffi (inflexible) i  mwnrrifGnjjHiuEGHRufisiMSfitji HnSnsiinG 

MJUlStmtftflUMSStSlmHMiamilui (The Leader Can Adapt his or her Style to 

Different Situations) 1

(Sometimes Leadership is Irrelevant)

tSHj§j(fdU£^JRWnmjmnngtsfJnitSiHR (The Contingency Spirit) ttDtitflS 

unnt3umu!tima5tfiiratlintiaafhimfuim5T5Rtg1 -r rnntSt^Rt3i?5fmTMHtiJGssisfrii3fisi
»  <* v  v  tin v  U  L / o  v  u

sttmsTuflgfnntjiSGtjipntu tgisutfintifmamiiinftmmtfitii tsisHiGusTRHTRftgltu i  mj

SRSIHStHSfagtfifiJSIStjlSQtjimtUtmst^m (Not Always be Important) *1

gssm tticutnsHRnnijfinjit^t^stnauginjtii tsinbi^sm jn/it^tjpsm jfattiam tiri- 

utituuninmtJianuMHn3Rml?insnjmin:5aMHTMU *t fanuuRfuutuGss mroicmtin
«  e  u  i« n  u  u  u  <*

miiJII StifjTIUS (Job and Organisational Variables) jnGtuJRtjSWHnufisi tutmcSjtJlR 

utisfflgncumMHriEnsi i
V  o ’ "=*

asitfljflh BintUfinn: (Characteristics) HtflGSSmWHmTfnH^figtitifrl ugntfm- 

GS(Experience), fnJUtlilsuniTlCU.(Training) fnJRJtigfdlthSf ̂ Professional Orientation) 

utMtiSigfmiMtimin (Need for independence) Him5ajtnRufiafrtgnniiuMgri3n9fi

33
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(The Effect of Leadership) i  tTjfinjnnL:sititssHiG^sfdtfat5n[gfmjSrifriJ?n[gmfaHn 

2nm (The Need for a Leader’s Support) UMHRfnci (Ability) UlSR^ircSlMHamittlJ 

samjmfiUsmfnnnGjifdnjifdnafnjnG (Task Ambiguity) *1 ucmtssttij fnjtnjgntigjim 

tt3tumsronnn:5axwnt5XMnro tuitiJtjiRiittiititero ( p tm ti ) yfnjfrinticuHismnnmtsRn

(Jobs that are Inherently Unambiguous and Routine or that are Intrinsically 

Satisfying) mtSmRUSm^SiMClJRGRtjSfunUJtUfltifrijSnSI (On the Leadership 

Variable) *1 Gbt[fnmUtjfifUnQJi:ntWfdtSM1US (Organisational Characteristics) gtstfl 

tmfUttfltdfUuti[ntltlhbGJ1fanJlfa (Explicit Formalised Goals). U9Utrn USR?G tfinjJtigti 

(Rigid Rules and Procedures) UfiinMRJHRIStJJHIHR'Uti'lJ (Cohesive Work Groups) 

mGtuJR^SfdQjfTlJuflSItLltiffnJ (Formal Leadership) *1

ioii3n9nf"nf:m ituoiflJisgamnmfin§ fiU(gy3iSfi/ynmf6tui«xuwgfi5fisi
(Contingency Variables in the Revised Leader-Participation Modle)

QR : mfmngflRftnfnn (Quality Requirement)

tRfitinmnmtimgwtsmJMntsQmssMSiauafn ?
I u n i rvn

How Important is the Technical quality of this Decision?

9  to m <k ti
l--------------- j-s------ ------1-------- ------- 1--------------- 1—  ------——H

usw m s RGRQW81S ubJWSis sib&JS'is mtitunwwms
u «n tu

XJ

No Low Average Hight Critical
Importance Importance Importance Importance Importance

CR : RjffnntiRtytilGR (Commitment Requirement)

tRRiny^GRmwHRtLmH§fi9GtmnwGRwtit5GRfiJ8isyam ?
How Important is Subordinate Commitment to the Decision

HSfdSIS RGRGW81S UtilM SIS SlbfdS'lS sitinjnwwms
u Cl «u

XJ

No Low Average Hight Critical
Importance Importance Importance Importance Importance



wjuuja amiapna ttMtu oan« wfiG

LI : nBmsftitUHmfosiHlS (Leader Information)

tRHnuisnSHis[pu{mstSujt§tMGnfiJtJGGgttIfUHiSHnjifnn8fa mg ?
Do you have Sufficiont Information to make a High-Quality Decision?

9  IQ m 6 g
----------------------------------------1-------------3 ---------------------------1---------------------------------------1------------3 -----------------------------1-----------------------------------------------1

t n s  {tnmciKns ju u n tu  [m u i tu rn s his

No Low Average Hight Critical
Importance Importance Importance Importance Importance

ST : JGSIMHStgurm (Problem Structure) 

tSucmtssHisthJGSifaHsnisni m g ?
t/i rt c» MM

Is the Problem Well-Structured?

\g  [uwitums (utuifu [muitums his
No Probably Metybe Probably Yes

Yes

CP : ̂ ytntftUGtsmHyglSg (Commitment Probability)

tUHmStfdt5nwum^itiJ8sat3 mmstmfititmtunutdtumGtftHmTmH^figsmm^
c*  ̂ n tu i U c* u n

GRQimstfJQRfijnGGgtSIs mg ? If you were to make the Decision by yourself,
is it Reasonably Certain that your Subordinates Would be Committed to the 
Decision?

I------—-------4— ^ ------ 1 T  I -------4------- *-------- 'ms puun turns pmnnj ftm/itums his
No Probably Maybe Probable Yes

No Yes

: GC (Goal Congruence)

fibfnntJisTfinmucm mHmTmH^figtinmnsrnmtmttf tmustti? mg ?ot U l/l C* u ^ Nl

Do Subordinates Share the Organisational Goals to be Attained in Solving this 
Problem?

9 to | m | 6 | g
\g BmnraHBanmn P^roanmn anffltl
No Probably Maybe 35 Plobably Yes

No Yes
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CO : 9S1MJfli3Hm[fnH§fl9 (Subordinate Conflict)

Is Conflict Among Subordinates over Preferred Solutions Likely?

9  to m 6 ti
1--------------------1------ 3-------------'------- 3-----------1------3------------- 1---------- — ------- 1gis (ytuirotna {utmtu {uujifutns

No Probably Maybe Probably Yes
No Yes

SI : nSyiSJUfaHm{fny§fl9 (Subordinate Information)

tRHmunH^fisHisnRHiaipuifnstS^tGfniMntsGRttScuinsRiuifnngM mg ?
Do Subordinates have Sufficient Information to make a High-Quality 
Decision?

9 to m <k ti
I------------------- 1------ 3-------------1------- 3-----------1----- 3------------- 1-----------------------1- jns [tnuicums {tmncu {uwicutns - ™

No Probably Maybe Probably Yes
No Yes

TC : Jtfilatncutfcin (Time Constraints)

<» <u U o» u =*

t[fnH§figtns{piU{?ns ytihtiam  ?
Does a Critically Severe time Constraint Limit your Ability to Involve 
Subordinates?

9  Gil------------------- 1---------------------1-------------------- 1-------------------- 1----------------------- 1
tg w*
No Yes

GD : mnutifcnmwiHftnLM (Geographical Dispersion)

ytnmuJ m g ?



tjjuuja atJG&intj uhra aanu if wfig

Are the Costs Involved in Bringing together Geographically Dispersed 
Subordinates Prohibitive?

9  gI--------------- 1---------------- 1----------------1----------------1---------------- _i
\g nig
No

Yes

MI : mJSlriginutfltmncinfan (Motivation Time)

mining
twiinwtrcSn ?

o o

How ImPortant is it to you to Minimise the time it takes to make the 
Decision?

9 to -CD 6  -g
1 ---- . I ^-----7— — -----1-----• • • 7“------HHSfdSIS M81SRGRG fdSlSHGjU W81S81i3 WSISSItitimw

No Low Average Hight Critical
Importance Importance Importance Importance Importance

M D:m jgin9in1ttntnm iHnf|fS (Motivation Development)

How Important is it to you to Maximise the Opportunities for Subordinate 
Development?

9  to 01 & Cc
I Q ■;----- . I ■ ...... 5— T-------------------------1------ z 7 Z-----1-----r ~ .  .  ------ HHSW8 1S wsisrusms waisHtsjH rasiseiti wsissititunw

No Low Average High Critical
Importance Importance Importance Importance Importance

i c i / n n  9 n f - d  : f i x o t s m x G t u x G i a H u x j n a f i S j  ( t f f m r i h n c m i c w ,  ( u n g t s m x

fiXUGGg. unjJXUWjfjG) (The Rievised Leader-Participation Model (Time Driven 
Decision Tree-Group Problems)
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C R

fi{yfrrmtinfin/irnn 

Quality Requirement

Commitment Requirement

LI

ST

nRmajurjnriBnm 

Leader’ s Information

iGSiwuataunTi

Problem Structure

CP mnynriu'iafTmŷ iGR 
Commitment Probability

GC mnirjuaatfiicuttfi 

Goal Congruence

CO
Subordinate Conflict

tRRnxifnnmGRtswtstwtsnfdnmssmsfiPiifd^s uam? 

iRmny^GRiufdHfiX(fnu§h9HisfijiLW8iayn/Ti mm:

tWGRWUGGfi ?o o

tRHRHianRtfiapfiupfnatSHjtSrniwuGGnujriuttJimnanmngfj ? 

^unTitsist5i3uii3t^y5nstnsfyt9 ? 

tUHmtnMtsfiMUGSmtfttiissafc tnmstuintiaj|Gindrdtu
a  ̂ n o « « O

higiTi HmTmH§figsrnut^GRmmstWGrirm;m,mm: - 

namntfi§[fiJiQJUcm mHmtmu^PigdnrnnymmwHdi .

jufdftriusiujy tg ?

tGmGtnsgsiwjfiv3Hfn[mu§fig tgiuuiuinijtfinrmim 

?urogjft{2wnftj ytg ?

tRHRtymH^figHisnRHisijiuyris tBHjrdummrdajina 

muifnnsMtuJ mg ?| O
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(Emerging Approaches to Leadership)

ttuasaumuminsnjtgjalnjinJLSMHflfrijBnsi (Leadership Theories) ttfiurattim
in \j

tjsnmnfutitgjasJssifnjcn :y  y  c * c*

(gWHnmJtijlimumj2nS1ISiSt3nm81t3t(jrl.(An Attribution Theory of Leadership) 

{SMHnfTlJunSItutunJ^jlPflJnjTdgjlCT^Chnstmatic Leadership) (SWHnfTUuRST tultU 

frUSIfiSinj (Transactional Versus Transformational

Leadership) i tyfistUHismJMgRgstwssifTiJiunHm tmsifngtRt^mjrisfijtHCuntighys: 

HSfflfdnmJuflSI (The Practical View of Leadership) ttJltmwmtUtitRT9MHnURffiR 

CUntm:(Trait Theories) *1 laxtffttiltifmfi nSRJttSmJunmfTlHSfiJjS:JUfaHSfiyGyfngtSi *1

(A ttribution Theory of Leadership)
tmtinfntyint9wtsfnjtipj{Timss ttftmmnnstglstimjmcumjcr (Perception) i

|gwtjjiimmssR{Rft4istnmg1ttu{pwt£3j tSHj^mnsjcurimjmnjtmniSnfnj^nsi 

(Perception of Leadership) *1

iS^djufjnhas ntfimittfistwim (Deals) HramiiStj!iutiiMtimnifigmn9atiifiti 

HtmUlR Siddtu^tnn (Cause-Effect Relationship) *1

tgitnn5xt3cutRfitTis{nRmjtuitiniHUJ HaftgttSti!nti!RBfltipj{nujHfimjnfiiai:t9iati 

HtmuiRturiHtn *i {pw tsm itijijm um juR sitsstcuni^tii fnjuRSiRHSfasiSLRtittifutji 

flt^mitipjmmutUtraStGmmsUgfUlUriHtlJtSIStgm (Leadership is Merely an 

Attribution that People make Others Individuals) *1

I^ ra tlP ^M p u S tin taR an ^IfT im a: (The Attribution Framework)

simtnsjfitiSnitti HafigtdjtstRrfRtnagtainBigMOTroroniinrfitMMiuMHfiBRsfitji tfi
HaMj!t3WH18URtUfIWRtin:HUJGa8gGtil Ijnglfltitf (Intelligence). Glmt3fl5GCUGRg3in

3 9
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gSi331i3tjJTl (Out going Personality). ntn81t3StITiUJ (Strong Verbal Skills). GCUG?i 

StITItl5U|^UHfiut9 (Aggressiveness). yismntiJlhtBflj (Understanding) 

njitxnu (Industriousness) i ucmsss mtSHfiunffTgib-gib " tsmjwryijurdfirmtu 

Igjirijtinu Himtum tnsjmmninm^cuLfijmsisa (Consistent) mjtijiifriumwHSfiygiti 

gpmtutuBfigi tRHSStwnJtg^jHSfiyHIfitjIHnSnSItU? (People’s Attributions of What 

makes a good Leader) 1 tSSHlSIMOfitfl t91§Unt3fiJlSfTlJ[UinjnmtJltIJ 1SfiH[WtSHfiSRS1 

g ib -g ib  " (A High-High Leadership Style

Tends to be Perceived as Best) *1

tslhtipjdiu^m uw w 'ius (RustintsmjdjijmmssRnsjnjHriHnjttpm^guuswj 

ttStitRbtnggnjfigncuntirTiJdjijniucugtinjmJirijmwMiusHtiJ tgisulgyis uhJtjHIS 

udfimatunmuimtgitcufnjSnsimfdftBustms *i {gwtssntnstimnsjtuHfifnntritiJjti 

(The Vulnerability) JUMSItUfiJURUg (CEOs) gi^gjltUtSintiftllUSSISI tdCUitifTlJ 

unSmgSGisititgmJiJmffi tgisutiinniRgititasnirisnjgmntgHtnatpatStggugfUMfTin- 

rninmmsmtfity *i {gwtssnuntjisGjiwtjatdJtji

pnuB gitiia : Gtms^smjtintt^tiSmsriitgntJijmfR tmstnfrfintnstfotsi tmtitnajHlfnfi 

gisfitm utssucun mmsttftfitjtmaismtfitiJ i
-a u i an

TumsusiuKmstfiMSissitsfiafgMssfnitinifntj fiamiifomtsstimjffinmBnitji tfi
u oj c« u n O t> «* m

• •

9tg1gfi3nmtSn5Hi3iuHgninttit3trifitriinmt3fUfnfiHSMHtwu atimiHstroninjtifimnnj

tStWGfiWUtSGgnJWSS (Effective Leaders are Generally Considered Consistent or 

Unwavering in their Decisions) *1

mjnsjnjumRaGtcupymjnsjtugiagjimhtji tBannuifiHiaatfiunBn Dr Bob 

Brown (ISPitUlUnj Tasmanian Green )St3tnriR Paul Keating ( HRRmtlimgygH 

Twitu) TRftnstmHWttSmtjiHnsiariiRtjiysMntJnjyiamnutilBRgiaTMa (Fully Commi- 

tted) yns/nnuiyturm (Steadfast) StiySttlfdyj (Consistent) IWmtJtUtjltMGRMUQSR



ujuujti atiGtiimi Juiui ngna h ruTis

stifRicintflitJcmRcistfiRGs i  RWRitisimfjisGhnnjtfinitii " lirn n S n si ' (Heroic 

Leader) RtjiHRSdwiRfHfunSnitji tiiHSMjiutum(SHraiuiRHtij^cijnifi samsLutJijuaj 

fntl Utsm[WOJtt3irammiglt3 SbtyRfmniGm(mffiUtiR (Through Determi-nation and 

Persistence) tlRfRSSCmjlSffjlRtitlJ 1
'  XJ XJ

fa Rjg4~ f̂S^nXfl[6Jflngi (Chrismatic Leadership Theory)

R t^m jm untG njnfg^sm jtijijgiu (An 

Extension o f Attribution Theory) 1 {9WIS§ttSm^bntl HRt|jTlU§figgiv3SJltIJSi3t§fTlJ 

tijijniunfauRfnnjuramBfim ttifuthlntis

RStinUtituriHtll (Followers make Attributions o f Heroic or Extraordinary Leadership 

Abilities When they Observe Certain Behaviours) “I fnJWRJlwnHRuRSIttjfURJcij 

tRiJfi|HcuifjmRt)GSutjR(RftjisiGt!yt5 fiittURRMRicunfiltinuti tSwtmmmmsmnsfijRi 

ltiaHRunsitti[URJ§jiR1ifl(Wtirirn laHnSRSIttlCUHSm^jtRlinjMCinrn (Non-Charismatic 

Leaders) OtUIR W eory Dunlops, HRfsRimgRttinGIHjjtflClJ SSlatiiltitfia tfjjH-Rtn 

RltUrihliaiHlCmfi ttURS II, H{H«UHirm John F.Kennedys tafifimnnR ) 1

HRsnstfnTGStnsnntmHtGRWiRMRicuuRWRCURan: !UMtH2RsittlcuRj9ttRijnTfiJ<* c» u u  ̂ l e \ i jj U

grirfi i  inriR Robert House c RtJrgwtnififglmsfRinjttJi) tnsRRMfiinraficuRCURan:
vl »  «» u o i n e

cnuhti -T tnSRIItt^tjinsiautiR (Extremely High Confidence) . fTlfUCUGtfn (Domi­

nance) Sti1jSs}fJRHi (Strong Convictions his or her Beliefs)'! USlOTWSSGRljfiRJl 

tcBHRSSfUtnsraMSfnntjtiR StifTISftjlRSmGSS £0S1R (The most Effective and 

Successful Leaders) tSlfdUUtiJfUHin tCUIR Warren Bennis IflSJmmninnHfilSnSimti 

tmsHISfdHRRGuQ^m GtlTlfc (Four Common Competencies) -r nmfiGISGnlwmlttGI 

(A Compelling Vision or Sense of Purpose) yStttiJlfiJriimCUUCUlti. nmfiHIGnnfiSiritifi 

iMmtmstuimmnjtntjSGjifanriw ttjWt5§jHntLmH9ligtRtmsmGRQhfit\SniGjifijnGR



IftftUISls. (They Could Communicate that Vision in a Clear Terms that their 

Followers Readily identify with) nntRutiinirifiuinuCumsdifiiyj smfrmnifnngSJj 

fdUGSfGnlftftlKTIs. (They Demonstrated Consistency and Focus in the Pursuit of
v e

their Vision) tt?imtLuytnwfrin8il3sitdtsi§tSujfatjt3

UjIrSuJ (They Knew their Own Strengths and Capitalised on them) *1 PT1J 

lm ?intitncunst]is1§9 saH istuntui:tnnitguni{yuyjtit[t^m  ^ fw sm g jrn tf im tn rin  Jay 

Conger Sti Rabinolra Kanungo tslfijincu lspd jm  Me Gill 1 RttGUUTim£dGfjW§u1S 

siti nmRTflstdjmgjtitfi HnunsjtSnjyj§jtPnjn{fatincj yjstmcmtf]yunmthmRfiun|ifi 

(An Idealised Goal) tt3njtRtiiu§§jfijnGnis StiHlSmjmgJGRSfiJ uk jfijnm fnfm frhsis.

HS^mstiSStumRmjafifrinttjltlJvnm^ (Perceived as Unconventional). 

hTIJmtjtfl St3tt t̂TintCUSStll3 (Assertive and Self-Confident) , tG^JimHCUnSriltfl SStfl 

HfiSmn§JU1SmJ^MuCUyM?inj (As Agents of Radical Change) tCUCURHStUS

(Menagers of the Status quo) *1 

juffin 9n)-£ ntifisiwtauriyyffifi cuRiuitfasis^njtqjm gjti t§9jmsfnn8famjfit3tHSn

smHSnmttitUHSRjSjtPnjnLwtirim i 

tRttS^mgstirimwstnj^titjtHGHnfigricu (Effect) 

tinrttgitcuHmuny^fig i  tRwtym\5mHismstRty5st^s^gm sfnJLfmf{tjifmm tticu 

Ugin]ngsingSv3tgf?nitgiHR uRJ§Jtnummiui (Impressive Correlations) JfltifUJuRSI 

tss SianjgdfUfTIJ^JSfd (High Performance) StimnnnitSfi (Satisfaction) n^QttUnHHR 

tynH§fig Hmuajt§mj§jtHSRmtunjRj§jtfnjn{fi5fintT ggtumjfijmgRSngjmmnifnj 

Tut3nut3tjimsnntifnn5mJi3JjmsH (Extrawork) ttiimnntRulTinirifnnnniGRfnstfisi^
l _ / L i  ^  v '  ti i/i ' o  m  n  «u

i

tglti? numsnntRGtuSfiHnSfisiJUfdtR *i TUfysmmnfmmfacinciuss (Chrisma) tfiuanti 

ytngiJUfatR(RU9m tmfiH'itsujswLfi t3Hj§jmmtfitHunmtticuRj9jtmjci{fatmrntnstg ? 

tRtuSnsimmssHistuRnprwujSttiguRjSnmjnTfatuiniffitirimnjiRHn utihtiftfn ? tgisu
n w n u u ^ m

tjjuujti ttJitu ngna h mug

tn§jt?i5Hcuti5nitii
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tJiHiSHSwjHtumfinctsItRRfitti 5RHamm}jSM(nt2Hj9]HisrrinminLfacmrtm[}im rhr 

^ mmm jfnmtGss^tri $RmEunfisunmnjyfinjgitigjimfijmmmfilrautittfroR!ytmjn{fu-

finrttns (Charismatic Behaviours) 1 aSltfUfUl HRfftrif[tjlfSlSinisggcuttjlfiStIJRv3rn!

5ijuiTinMtaatgjat^mswjRfinaj!j3ttinmangfiri(h5 tslfinnwlgjuutu i  nRsw jR(Rfois

tRm[vljS§jtJTIRmmni!flUn nmRJintRinJt!^Hffittinj{fiua[muggfT1Rtjl5ySs (An Overar­

ching Goal). tgffiHtimMnmrintignntugtiromJtillSfij (High Performance Expecta­

tions) tuiffiMtuamsajcuut3HfitMBR|RffniiuMHRtLfria§fig *1 RfiseyjRgimsistnsujs 

M{RmmrnfnnujmtinnujmjiHntJisHSfna tn sm n ^ tjin  sdtnstfiHfnn (A Powerful, 

Confident and Dynamic Presence) 5t7iffinRtRUTIRtGfnJtc3RulRMiHv3RlHI5UtUtHtI3i3t3 

fjitihtifdfm st3^cuRj9jtjRGRS?imjunji *i t2Hj§jsfajRSititmsms!Rtriut^sntjiufrin st) 

H9nimsmRUjmtmtmin|Mnn’cj (Dynamics and Energy of Charisma) nmtl{fiftn8

itfimnujufdtttagnHe mj

MHtJtgRHm]rnH9fis...(tt3njHgmtsitsti?jma. > .^.gntfUifipiJaimtsiainnSqjtji nnsayti 

gititsis H iGnjswyinnujufiJiu^Hifiujm tiriR^jtfnjnyatiricj *i tn}fiinta:Hms1t|fnH

§figtHwnmiwtuRi§jtmmiwnririitss tiignMUQtinimjtiii ifiHsi^iGswmsstjiHmfrunG

BtitH3nsitaara^pjHtanjMmsitgnHmjBfimiuMiH3fimii3njHaRi8]ttniniiMnnrt 
(Higher task Performance, task Adjustment and Adjustment to the Leader and to the 

Group) *1

r a n g  9ttf-<£ : qH(vnflfnfln:«3iB9fstffEfim!eiifHfgjtfntaifif(inQ

(Key Characteristics of Charism atic Leaders)
9 - ttffdifittBasan (Self-Confidence): Hn3nfinitiwnj8jtmjniMnfirn

(Complete Confidence) tnjfTU IsgtB (Judgment) 

StifdHfifnnJUWSS (Ability) *1
XJ

b  -GfilfdUi (Vison): (Idealised
«

Goals) (A
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Future better than the Status quo) 1 tUH1Sfnn3Wm81i3Jfll3tPnfUttJittiClI 

HisfiRUtihRStamutuHisyirimss tntutsisHnt[fnH§fi9Si3djijmuGH!wtiJu* 

ItWfalfirmJtSStjIHtGStitHufim (Followers will Attribute Extraordinary 

Vision to the Leader) 1

(Ability' to Articulate the Vision):

nm^mGymmuS aaHsHifcriGfjlwtmas nti3tmdcuHiG§jHntitgmttinis *1 
mjnnrisits§ugin3§jttSninmjmnjS^ntfdGn(RfmnuwHfit(pnH9fi9 tdcunb 

smtSSttiJmmtftnCUItiGCUm fijnigflGR (As a Motivating Force) *1 

& -mfthsj[GfitmtUGfi?fdGf (Strong Convictions About the Vision) :

tHSnm?ticuRj9jtfnjnudtiTicj[RftnstmHnjtiSnitji tfrHawjttSratnamnytji

GR (Strongly Committed) H1SGS:U^SJUtimStimJQ5SU^^tU3S3fd. (Wil­

ling to take on high personal risk) uflS§JRtnJ3fij (Incur high Costs) 

nfimLUqjfiatinffifiHtiltUga l2tgt§3jfaUG8fGRl{tftmms (Engage in Self- 

Sacrifice to Achieve their Vision) *1

g - riltinGti3ftiflG8hffGGfi3 (Behaviour That is out of the O rdinary):

nntnipgRatirfjtinutjttinjcStatiSjtmiSnifinjRan: HstticumsrmsyR. (Per­

ceived as Being novel) Sainm9gCUmnmJ{nmLnjt3ttJltIJUltn (Unconv­

entional) nrimpnDHHSIUJntiatiuggiatanjaia (Counter to Norms) *1 tsi 

tntuxdcuggtunisttjiRSaj rntiButigimast^sm ^jHismjfTimSnj (Surprise) 

atimnmnMnMJ (Admiration) talSuunHHm{rnH§fig i

(Appearance as a Change 

Agent) : iHSnmttiniRj^tminiM nnrtgifinatmHwranitji tfiHRStiJH^j 

G1sm}tflfay:91ti(Wti (As Agent o f Radical Change) tmnJRHSIHStflHR 

imRJ1H9U5nJRC1titRH1StSStS (As Caretakers of the Status Quo) *1
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nf-fi3(i[(ififi(fd]fcftiiGUti?riJ3fiKiiQlQ) (Environment Sensitivity): HRIR

HiGtgmjfimRtnjwgiwntJiut^figuMg crruntiw: ) farounjncuHRntfjuri-

mfdfiJni stiGStnssisi ttinjtntnGfanusiHfisj’friJgifayj (Able to make 
Realistic Assessments of the Environment Constraints and Resources to 
Bring About Change) *1

R3Rt5t3t{fntiJHmtS{ytrisu9tss HtHuRsitufURjQjtmjnjrijfinrt *nt$ 

5stHstR[RfmjtiisGtfifnnj wnuMnG§jwssfwgtinjmjtriJ3MJUMstoji2fi 

tmstgjm I HR^RSliSsmCWHydUUdR (Most Appropriate) tSltntUUStU 

«1JRQIUMHmifnH§figm3UgUSfttiRHimfTH3?gl (An Ideological Com­

ponent) 1 Rsmssmtsnsjcun "iuirh " ftnm "tntunm" ttiroraSRSim^j 

t^iniMnnrttSStWGHSt^ti ttinJfnmjpStSlRasttintntlJ (In Politics). 

MIMS! (Religion) yyiHUjSfnSfRH (A Business Firm) ttiCURCltitmiUim 

UttiniSftinfritanJtjgiiJTWtt (A Radically new Product) UTRHtfiSitinjRnti 

tiU?UmanJRnHmUiaj3fUfnmSJmSHlSfRHIUMtR (Facing a Life-Threate­

ning Crisis)  ̂ tfUin Bob Menries ( mmRJtiHjpHRnRfULURj tftJJStlJH 

Hytricu naM H m iuntnwgiH  > tnsgcu sftjfilw m tsfm gw H ^ ro  

(A Vision o f Fortress Australia) umungmfiJlfi (Grief) StiRURtBSIG 

(Fear) tSljJtiptgM  UmuntflSWglH, *1 UIRR Flynn tjlSdfUGnlMtBHtU 

tafucismjfisswsttumit^nSjtsimfnsftgwiifunsHsgitigptij ttimiMtsInuB 

tmsmmuiGLwtiBcumMHUjricu *i uinn Steve Jobs ggcufnnfemsyiti 

StimnytilGntDItiSItim (Unwavering Loyalty and Commitment) SuRGUR 

tgRUrcRtgMit3nitnriR{Rtjpti|JtilfJHtiiS Apple Computer mGtigwfRjJ 

Q^rilo smSygMfRjjgj^do ttJitnfmnnnRwsgcusftSRlwmtsmn^ytpw 

Rnjgj^lCUgS (Personal Computers) (tlRtiS ) ttjtUSv3tG§jH1SfflJ^lfdyJ 

uhia^titsintinujuiMisliuMHSM jtrati i
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tfimjnfi tHSnmttituRiSj^intMnnmHitimtut^HRUgucTntsltnwttiwtcaGRgjf 

mJ§jUlsmJ^fijyJS1^{fiJ^tSlsHlsnJfiIjtlJG§ (Chrismatic leaders, in fact, may become 

a liability to an organisation once the crisis and need for dramatic change subsides) *1 

tnuRnycmmfjH ? ntpswRnjinmnnmtsituitnmnt^tjimcussa^mwHfiufisi 

(tnfistss t^tjntjmsngjHisunritGig (Problematic) *i nmfinmtjfjiutfmyrnH^fis uhr 

tits ttximnmmt^HRtiumjtuOTtsitntu^cu{R^tns(yniJuttfiti5HRtjfntiJtLfnH9figtt3gij 

H ism nujm tinm s: (Aggressive Subordinates) *1 umUURHPi3RmtSlSQ1Ut§H{ymSSf 

fit^HmtunjnHlGnSjCUnfnnfi5Htin?1 WHtinj (To hold an unjustifiable belief) fififfin 

tSUCtpSlSI (Rightness on Issues) *1

tffflffffflg (Transactional Versus Transformational Leadership)

mfigmiamJtMiltjjtitas ttSaam w nranum ttirosingtsanjm rciu^iHanRam gl 

S^MnmnutittsnnfnnswtnifiaHRBRmmHnujumfiginjSjMntitmnjt^l (Transactional 

Leaders) atign3nm!anjHiafi9nnjMfitiitt5gmifnH8fi9 i  ttfitmuifitfi gfiSfisrittJra 

ti*rt!nniM6uitnJHmifnH9fig (Transformation Leadership) RtjIHnSpiSIttiCURJ^Jtmjn 

[Mtinriitunsis Hnstiranisfmjnnxisitjismgg (Some Overlap) ifitiy jtnsustss stim j 

nmnjimWttyansatgiwnHflSRmttlajRjgjtPnjnydtirirt (Charismatic Leadership) *1

fnm {pststgw tStuunyiiiainfnjB nm tsin^nm ss < aaifnarf {tfifrow

fmntulgjicutiJHtJTimm, miuMtnnn Fiedler .{pwtaHiemglfnmpntmtfl. atim finm i 

ycummfdHnSnm > wstwnt^GtmsmmutimfiJHnSnsitnHnujuginginigjM tJGtfncu 

t£Ji (Transactional Leaders) 1 HR3fimgitita:i2fnJBtinJUttini (Guide) tit JUftS tlSfl 

(Motivate)Hf1t[fny§fig tglm ugfdttf (In the Direction of

Established Goals) tfrmuSnRS'ig 8timiRQtt3njgiHgu9jUtnnj (By Clarifying Role
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and task Requirem ents) *1 RmStsiH1SHfiSnsiHtIJ[UtfiS (Another Type o f  Leaders)

t6wtj8rtgnwt3nJHRtifnH8fi99jiuHnjmi3Rg6HiJHtifitU8uflLmtinij3§icu3s tSujfnntu

LmSiiUMMiua intjgiaw H Rfnn H is f ig n c u u k ^ c rn tp l sriJiw w Jtinnjtgltw H m im H

§fl9  (W ho inspires followers to transcend their own self-interests for the good o f  the 

organisation and is capables o f having a profound and extraordinary effect on his or 

her followers) 1 HfURSimss RtjIHnSRmnujUtjSfignClIMfitrl (Transform ational

Leaders) tutUffotSSHlS IhJIR Michael Hill afctWjmSfcrofti

[tnsfasStutuygjti tdtuRgjltS2nn^tRn{Snfiri8itsiLmgfa HjhJiffi *i HRSnsigititsstun 

SRgn^ndnjdtumttfntjS Si3tfdgnTR3,fnj8il3HRfg|SJUfaHRUfnH§figHnfi^ i cimmSiMUJ 

mimnjua3JUfaHRt{friH§lig titatim Sjafim titm sLm gjm H ranum nH SH fim H gM jB : 1 -  

fdtllS (To look . at. old .problem s in . new w ays)_ ttilQJnRtR.HISfdURfflCIR^fnJUtjhJ 

tSSjgiRJtbfi {nHgibtj§dgncut5§jHnt{jTiH§figmm niRnjit3{u^|ut3utsm gjfi (Extra 

Effort)  ̂ tfi{Rfr5ro§ju5n]tji H nS nm m H nujug in

gicjfJjMntstfncmtfi atSHRSnmmHiujutjsrignfuSfitrltas HStHSt4iHSfajttitut{Sssifnjnj

titum (As Opposing Approches) RbmnSgjfriJblijStnjijfrinsistgtn *i miSnantutitJ: 

fignnmjforl (Transformational Leadership) $?tflSUt§mgjti nmfiSWmjmSHmfo 

S1fnHnUjugingin)§JfatJGtmfUtt^i (Transactional Leadership) 1 HmSnmttJtmkfignnj

safiG{ul3ttut3mwHm{jTiH§figHismR8fiJUiMriHtt3cuHit5tRR 

HlSI^^ultBSmmjgingini§JfaUGtmnJtultRUmtgnmWTl§ (Go Beyond What could 

Appear with a Transactional Approach Alone) *1 ttUfdHTSStgitgJfUSls HfiuRETItuflJtjS 

Rgncufdfitri HlStffiwnmnfriJn{fi5tlJltjtgitgjR (More than Charisma) *1 gnBnsnffitu 

HiamwmntMflj'irt <nfi{tnnu) mt3t3a§jHmLrnH9figHsfRgw]s:nfintnriri wnttrun 

{MflJlCTI ttfity5sniriStgiH8UStgjRtgjm (The Purely Charismatic (Leader) may want
O) c* o

Followers to Adopt the Charismatic’s World view and go on Further) *1 JtlHfiufiSI 

tdnitjsfi|nfUMfitrl{t^RdtfisbtStmmHmuTiH§figRRnMHRfTinRtifnncBfifdSJ (The
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Ability to Question) HS{fnstfinsfiJ}s:ttituHisnHStmstg nmsnRtjittunwsjrigMjsrttifu 

tjSfnfUJjUGtultUHflunSI (Not only Established Views but Eventually Those 

Established by the Leader) *1

syngfjufnn (Suporiority) jufii

mjSnsi^njtjsfi|ntu5fitrltgitffipnjSnsit^tugirisini§jMUQtmcuttJ1 i aaiounn m?

maxnui stimrauti tnsjfmSrntTi fs1[pumfigiti 

HMHRSRmxt3cutjsrignnjSijtri(RftnsfimmHtii HiapjMgmnijiaMHmS tucmJfisittfim 

giriginjSyMtitsttnrattfl i

tutSmntujmGjumjSnmttjimtjsrignnjfd 

i3tri satt3imgingiai§ifatjgtPnn5tuitsis StjifitnagmngBtitgftnnglHntiha^timtftHaj
-O J  -V3 «u w u

HifngnwjuigmiHlamngiu (Lower Turnover Rates), gstframjtftf atifnnnnjGRIUM 

atmBfitnamRSM (Higher Employee Satisfaction) *1

(The Learning M anager in the
Learning Organisation)

GtitTmaitJtimagMiarMnmiSnaiittJnjttStiaanaRi TRftnatt5mStittJimHRT9M}gl u  i O n  tJ Uu vJ c* U o  v

fimsgo *i train Peter Senge t^snnfdmraracjHiSH8t3sinim{utfig ttiratipjfnuahti

M818tSlSl3Hn2nS1Rt3M1uaturatgumSR| (Three Skills as the Important Attributes of «
Leaders in the Learning Organisations) T

9-MHRfnnfiamiGt3mtiTunatt3raHanTiR9Tattin2m5fnjtimj3istgijmsnJMtmH*--■ «=J L> U e> l rrj JJ n  e  u

(The Ability to Design a System that Allows People to Work Towards a 
Shared Vision) *1

b -  HinujmantjlHmtjinjIGStns StiftflUS (A Stewardship Attitude Towards 

Ressources and the Organisation) 1



ujunjb atrctiinb Qgnu h rufjg

m - 9S1PiSSi3tUU]Ti UHnUglRGtmsHn^gtSjRtSintiMlUS (A Teacher, Coa­

ching Ralationship Toward other People in the Organisation) 1 

HnmsH3mfmasimRtyRumsi(utsMH(Micu ^ftnsssnjGnjpRSfdmhinsfitjitng 

rmya (Strastegic Thinking). R3mg{U?R (Innovation), mjfrljsiti (Hard work). SU 

nujuSnmtpUlptiHSMimHaslfnJHaRtitRti atJt[fTlgfmi (A Relaxed and Informal 

Approach to Management of People) "1 mStSJltDtSlSRJUtns

fnn3S31R81t3GR?wm (Lack of Vision). HSmSWHRfnntStWGnWUGGfi (Indecisive­

ness). t3J1tI531^mmtgngingini (Poor Motivation Skills). tSpmitifin&ntitfJH (Poor 

Team Building) Sl3mntSntihfRl3mjglfdyj (Slowness to Change) 1 mgmtitU tifdRlS 

ugmsIntiitnmmjo/umsRtji HnyiuiRamfaHLfyicuHsmncjfnytnjiJiHnSnmt^m (Do 

not Operate as Leaders) *1 Itfttmtnmh nim^axamjmui8UnmnJHninU|pti (Manage­

ment Training) $ftnStmgimwmiH«f§jatjmmtgfimgmgftJ (Technical Skills) UftfUfi 

fnmrns (Competence) ..ttSt3jnfitHwirotiiniH«i^8q86aiijHapj}.rawHnipuipti (The 

People Skills of Managers) i  mjSnsinfiLtnfiuRtisajHsfisnj SmnnatinfrnimSfi
I

BfllfiJUJ (Creating a Vision) ttfifflHlSftlHRrnnQttmnJsfignWttBgnatgfyjHBtlWritjl ® *
Hmatitsfilwunms tuimm|nBnjjm5miMt£9tg9jiiR?Mt»tai8(nmt^fnjnR^mMa*i ntfJ- 

fumnsfism mjunmHisrdiJ:w3ist4ist3^ifnfu mnsmjtft&ftnnsrnglEtetss talm atim itiii
i xj -o  w- i n  iu  n  o i - •  «u

raw ttSa sauw iaiptfm am rcnjiH gagtjpinfinicm m uw ^usistm gw H tfm ro stisticu
• I

tuygjSiais ngjftsstfaQnjgffrusitipnJuRm mftmfrnim atm fiatdjtis tfititnniiunssiti 

HW *1

mLMmunmasfniHBfgjaJjtflllBfiafl (Leadership Development) tflSfpmtflfTtftriJ

tdnjmstRpa3istgjtitihti3iaRi3gfajs:1f3mtjRtu figtitfigM]a:lMffiraMOTua i  ftfiussisi 

yismfrTiJGitjiGR^fnjrisRjtHfutfi tmfiwmcu, uSmwm atiunjjsunmnjHmtinjtjiwfTiannj 

uRSlR^tnCUHSlRR (Potential Future Leaders) JUWHSfvyn^^UStR^ultnlStim *1

4 9



SGCTiSSHntuCUHISUWlbtimGtilHnUiUy143 (Aspiring Managers) Sl/itlJGtlHRf^JSfam- 

sncmdnjRUjRbmwsstsis ^jfmit^tjiGtwainlmMqjsisinbmiriRMmro^jraninHtticu 

tjiG sm sjiunuw ss ucujjfiitGswuis ynfiriasfGnjiGEptimfjsScjjcis i cnmis'imurmtss

mBtitUtjfUfnJHfif^JSSatia (Self-Development) CIS ^

♦  f^aiifflj&anasoa (Self-Awareness): Hiaqumtui sarnimfincstiitjcsttlcufriB
u

§jHngsunptiwt3tri troufifBficugtin: stilSfinyaJUfaHn^ifu (With insights into 

your Own Personality and Style) *1

*■ (Seif Assessment): uJitDiSmijssucrfia stifitum nn

rogtaCUfrutnnuwHmsifU3fmsfnjnjisisi HnjnGggtutnsnnHisSmsmHnHtwfu
O « ~ « u  «U~

mGtsiJG stiHtuCUHStgijGtsinumjunsiHnuts *i
. u <r U •=* =*

*  fe&lfffljflfftttntn* (Exploring Behaviours): mSsfnJtUCuStiHnRtPJ81ti 

SfUGHmrahJius fUtmu6mmgami2fimtt3njigftRtnRgfiifiM8is njitinticuys? 

ggcutnsjins *1
XJ

(Learning by Analysing): HIS luitUfltllfitHlfuan- 

ftnntijac tSnjmngautUtgWHfimiuriSi (Leadership Theories) 1

*  (Learning by Applying): tHblfifnciHtnmmtitlJ 

sa§m fjro ttija ,i tStytnsGfUjHnatitnamjlnt (Projet Work) atjyiHggtumifiE 

(Team Tasks) ttiHjClStJjSM{nt^Wnmsmi[imsS?RnR (Real-Life Situations) 1

♦  fffiftjJB SbfgntfllBtitiflBSrflnj (Ongoing Development and M entoring): 

tijucttismiHfifijsssviaSjciSBjifjfuiM  ttntm8inHaMjtaraHiaMHtjniti3ttfrii9j 

ttinUCliSjsunrianfdfiHlTItllUfijHfitia satiUJmjgHnda (And Seek out a mentor 

Who is in a Position to Give you Support and Feedback) *1

ujuujti 9btiti|na luiw agriw h wus
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ujuuja 3bGt3[nb luirn agRH h hrfig

xv.eesssa? sses ŝsSse; :tntrx&r BOf̂ grTmtngftcrfcraftrgitCf pte j?
(G ender and Leadership-r Do Males and Females Lead Differently?)

fncunlaosiHS wiyudi "iruim  saypR siR iH nujusw m  y ? ' tfrMtimtSnjvns

CUniUl:tJimi5njl8iaySMMgfmG (A Purely Academic Issue) smfURRjgjtnUHIJHtlii Uts 

HSM H yfdU M num iHsfnstjim w atgjaj i  thm jnRm iw njitsisE iw sgtum inRw rim tnro 

uGUjsigym i Ratntuissgilntinjism nm ssafiriam sm tuiayitjyia t ywtfhyBscmssiR 

igjRsaGwmsmnpayRULRanasm:inmtRysisgisgjRytfyrii i ucrnmisgj (Gender 

M yths) MnmiSRsiisssriGtG^jusmcijtjiHlgHistgltturnjticusttiriBR. m ifimRtHfugtjru 

m um . m jm gjadis: samnltrdGRMtiHtgnyRCURtJtgtgjR giayjw  sayS t titssyutns 

ugiunjnnaHisnatntussstntnctRftRtrontiiRHRtiJisifmui i

nUtStjlUdH MHtntifmHnfiljl tUtnSUgtSS RtnSCURtUItGjaGnM (Contreversial) 1 

TuSat^GfmTWJUMUJfdsranJGfinTfijmwTMtsis tRmssmtFi tnsJGftnfw (Style) amytu 

tutusiutjiv3 u ? tturantss {uetisnjHisfnnswm tGmjramnj(utfigSRm?riHras§Jijja 

SjHISUnSGtn (Stereotyping) UtintitUTI ? WtUlJS1t3tSSHStHSUltIJIfdCUntifringtUuBtfiJG

igjm tt?im[RtonHfintnjcim i

(The Evidence)
*
mjfifinHmGSstuCutnstt^ms1tnhms§j stflGfiDTrdSRSitsisTRftnstmGO u u  n un Ou *r

xsfv3tJSisj3irssv3xslS9ts§ *i fnJMSt3istjigtsitsiRt3fnjSnngimsi§Gisut3imtji uiwvJ | -♦ c< ai ^  « cj y  <a O t/i m I

St3lW{pRu^tI^GrmyawnS13fdmtHS (Males and Females do use Different 

Styles) i  tjintwfd LSHisgtsingijRmjSnsituututjiSmRmjHiscuntui:GfUJH 

t|pStjlv3UJfd (More Democratic or Participative Style) 

uRSItUUtflGfTlJ Statfinm (Less Autocratic or Directive Style) *1 

tmrcngm3fi§JtflSmJGCUJH (Participation) UJtittSfiHlUnG (Share Power and 

information) stitcmnojciRHis tuimnjiuDHUtSsRtcu3sat3mwHm[rriH§fig (To 

Enhance Followers’Self-Worth) *1 LMlRtitfl3nmmHira:miHatiimtnWSiniTigif1



(Through Inclusion) ^ajnhttim gi^m npnjnuatlT lrt (Charisma). hmgfil 

(Expertise). m i^Lwmgifigb (Contacts) stigmngsbcyjfibyficugibHea 

(Interpersonal Skills) tStytfsbgnfmdjHRdtg 1 ® y is^ sin8^Infn^ fi™ ^  

fignnJfStjtJl (Transformational Leadership) uOJHntJfflH^Lig giRginiHRutg

(Self-Interest) §JtgitLltmCUttflJUfijhJlUS 1

sbnujuunyi (A Directive,

Command-And-Control Style) tfh [RfifiSRjdh 1 UJWnhtdntwS|HnJT1Gt^tiffriJnv3H8 

mcuiti (Formal Authority) fdnUtGthHtUulStShSnfUJUfijsS (Influence Base) 1 UJfd 

t^u|]^w!Sfm|jygingiq]§jMngtmnjt^ (Transactional Leadership) 

ttunj (For Good Work) ttfim^ngnFnHGtm§fnJh1JHl[nn (Punishment for Bad) 1

. tPitiSniuis?i[iFfdHjBum§jtTiumJHn/iwnfnnnttSni8ii3ttutss *i sm m j (Tendeniy) 

ttitutTi LwSnsituu{ut^iSutfimjtjii3Ujfatsi§HisrriJtjtiit3§tsitnfutdfUHnSrisi[fitsi§fifi 

ntijutfigmj^ndcuyjfiJtjifnmLGS (Male-Dominated Jobs) 'i tssyituituHnnuguisiufa 

UJH (Group Norms) StiunStjmfifim&UMyJW (Stereotypes of Male Roles) HlSffin 

tWfdCUUfa^Rtt5fnn{SfiJnfiJ§lCU8S (Personal Preferences) tunJtG§J[Sttn§UvllGfiTl|jd 

fnHGHtjimUWSS (Natural Style) GtmsmJinnumSls mnfimJfnHlG^Gfmtflti (More 

Autocratically) *1

b - tSfiioa&rmgitffUfffPSOT p  ?

taiTuffifmTfdttJimwimjwfnmTGSfnamcui^nsitsiRtifiriusmmtsis fim cLi O Li O | Li c* «■*

SjtRQtitfiMSRih HfifnmsfnnswmjfimjiM st3(5ts§mGt^mjtinimturimtinjmb 

M tmuffitglutuuiftn HStHSGiGiGtGdtGstg i tsIfitifmusgfagntnmtncuuGUTStss
^  u  n  i v  <=* x J  uj u o

mniftilfJn (Flexibility). MllSpjH (Teamwork). fnJUjJsnfig (Trust) fTlHCnGltD 

C1GU1S (Information Sharing) ncibtGt3sfdGlSUJlt3GlUJUlfaS?JGmfdys1t3Gv3 

(Rigid Structures). FDJJUGRyjttjbJflviyGCU (Competitive Individualism).

njuujti 9bGti[nt3 itfitu ogn« h wfig

52



"juujti 9tJGfc{n& agnH h ftrijg

HSfij (Control) StifnnJflSntflti (Secrecy) *1 HR{RUlRtitE3WWUtiRRftnu (Listen) 

Sin^ini (M otivate) St3titUfT1J?fl{S (Provide Support) uCUHSfiyjUWtfi 1 ClfURtatu 

Rjjtfiu S^tisfignnjtj1tjlt3fnJ[Rfi[?T1 (They Inspire and Influence Rather than 

Control) i  tu stinm tjig tg i LM tRtitR iSfigfnigititgjtnaptM iijiayiM  *i am taatri 

t^nnnRHtIji!mjn^R§JinS{f5HGf8tJ8iTlIfJtiW1USaim (Cross-Functional Teams) 

H isstutjl HRIRUIpt3tt3tUHlStUM9fnn{nftRmtI5l^HPit3Jtn§l3sini (Skilful 

Negociators) 1 15fifl[fduRS1JUfdjfi (W om en’s Leadership Style) t§c]jnm m 8 

m rascyn tittis :tfm m $jtn  (At Negociating) *i nn[f5ntnstgim ffim jfm s mjtnrii sti 

mj{URR{uttj^ummwiRv3tRRmmstgjtij *1

txhf3nm§jmR^mgjRfmsnl3uithjtRn3Stit3tiinjnt^ni3]TitratgRHndtg (Women 
Treat Negociations in the Context of a Continuiting Relationship-Trying Hard 
to make the other Party a Winner in its Own and Other’s Eyes) *1

fll-RBRBtiyRW (Concluding Thoughts)

fiMmaxamiTfinfTtfiftticu ttSamsutnmtjstnsxmnt^tarigmfigstitjigtglifitio L/ Li vJ y

ttusgj salGM iijatsm iunsi i  utsmHrninmmsgiSstHstjimrontfmffiMnHmRfi 

I3tj?R (Destiny) tSlSt^UJ tmtURHStHS(ptj(MttinJtj1HnBRSit{SMnfj5GfLnyi3tUU 

UJtflGUtRUJJtgjUl (A Democratic Style) tUimSstHStfl m w gfogjltm ffotfiBfi 

simHlSfm{H(pULRatuCUtjSf1gnnJM^trltt3HmuriH§figtmst^tH (Transforma­

tional Leadership) 1 H1LMtHtUlRtSstffia(RfH1Smi(Ua{tItijRnarnJlitlJltiH8Mfrn

tslfihnyijB fim ttJiratdm iutuisg} i  aeiw jnri m istin tustinafi ISw itfSjEnm

iU«[f3 '(Feminine Style o f Leadership) H1GUa§jtrismjaj[U)GgjtJGStfiamttG9j 

tfitUfoGJIM (More Confusion than Clarity) 1 tWwniS!tg1tgjRrnj(WlfUjtftt3CIJ 

ttB atnsnS fijtg ja lrn  tSSWSnSnjttU?Ghn)faBRSi (Leadership Style) tmctmBs

S 3



ujuuja amsajna agnH h wiig

tHSt(5(UW9fnntSmJunmtgjtU (Leadership Effectiveness) *1 ISfiTiydufiSItUn

fetumaiuM9fnn RHn^mttufijiarniiuixdja^jn i  mtMtmuimas tsisutfiuiM sti 

(MHisfrinswmniflGemLMtsmiuRSimfatRmSitiJ ttSa^fHisrnJUJ^ujtijRn^pnj 

ms Pith 1Sfiji[MHmfijgt?iHScytai§tgjm *i ntynstti tfiasitiufln HiahJiuaHtu 

gaatunjfiHiaattiriBRtriaugfitfiiiGa stifnapmsifisini (inexperienced and 

Unmotivated) msmtsmnmmJtilriufUnHlSfURtin:t5JlMnriM (Ambiguous Tasks) 

ttfiui{uSsfnnsM tticuthmjnRHnSnsitdtuatirumjGhguuhini (Directive 

Leadership) tRtitRtjlHmfitUtnSIUMgfnnUtin *1 RSRGmttntUHmtSISRIjI HIS 

HSMlHtHQSSHlStUmUllJfiinlR (Flexible) RtimJMIUflJtiriUljSRSlJUMSStglPriH 

tmsminfitnswiutMitjitiHntiig i stinmtit§stnatwGp6i tnnrattStiRjRRtft p tw i  

UdmtUS^J R{pnStRl^SmfnnsmtinUtjtgiRtimJuRSimwns (To Think of Gender 

as Providing a Behavioural Tendency in Leadership) *1 tfl StTltfllftn HSfdJtfin 

HIGHiaaaimjSnaimmtlllGCUJH (Participative Style) mgt{U[tnfamn^GfT1J 

tthmfmJMismj[inRJf§i SnaifnmuuthGfriJ *1

(Leading Through Empowerm ent)

mtntuuGujs Hn(pu[Ri3nnt3tR2nsitJhmtjjRnjHnniG§jsttjjiBRjuMtR i stonBfi 

tjunssnnssiR stiTRHmMattmBRRntitmGtMBfiMtiGtiSfiHranuSfnjtiij ttiwHisfigntuLi Li i i ^  n  u u  n  c*

tjUUtJtufnjtjmuhjnmR *i fimmifuHtflfn. tutitGffmculfnhfnjtfiJ. TRRnsRTumwfTii: ,«. u u u  Lai u  o

ntaTfmmumiMnRfinfnci sfcragiRtslRttMRHfTinsisi ItJnmflRHngwBtiuiwnstitglS!)Li in O I Li <=* ~* u <u

tssranHfnnattifutsisffifnistEitijnjtji eiltSmsmiinitiiBHSioMHRTRUina -f

GnjaitSfTlJ{UPitUH[UriGtSS (The Empowerment) ^jftnsBjmttftttf ntmtirU *1 

8 9 -  !5tMBfiTRJmnHimHismjMtrc5Rmt3i3imtliMttfitiJHngitigntDtt3tijraw2ti-----  n  La/ o  c* vJ

nurmgimsistTGStjihtPiudfi i RGmnssRj^THismnnuwGfiMnGtsnglthmTfnH ii/i Li i u v l) l xj o  c* Li



tjjuuja abGtJLfib ttfiiu ognH h mijg

oi %j

(UfastuftJiusgii3gjitijyisu[uii3tGfriJ{URnLmtitin^tfatifiGnfintfirin (Global Eco­

nomy) §j{U fim ^antjiRSm  ^ u sg itiim s^ ^ riy isn jg m n R tim n S tfa tjR fa u tsS fi 

UlitinGR'UHSfRS RlJglfiiyj (Changes) §JRlSR1UJUlfiJ 'I 

f b -  Rfnnt^m wm sRinrirituijRtBR ^fut^iHRLRULRi3giRRnyinjtjjim{psMSR 

fasiuRtiHgjtiQtigwfRjj 9 ^ d o  sm sitSugfa^R jj q ^ oisis tjisusjn jgR w is 

R1iniiym^nJHRLRULRtitj1t{pSHlS^SRtUimtiR[RRnSRJGtj1t3 (Spans o f  Control) 

R injnssm sR tiym gw fR jJH S i  RmmRnsHmRx^famRiJtiinuiRtjiEiitsiLmgw 

H[ftriw sm sls tfw y g jm sis  RRintiJHWRGRtiRiiggrtfSfajR? stiHomGtStfaGR 

MntsSmgltaiuiTfijgiuHRiSfruttu tunjnHSRtsfnnRftnsHsfmsItjiRRiinitu in u a w 1 i* On | n a o

UtiUTStSo SI tU R£iJl£lTIJUfi5JiftRtfl^HSHlGTRUTRt3£iJ1 fillip  til fURflTU CUHR(Micro
utJc< C7 U u e v

M anage) R1H{RUHtGJ1RimtutUH1RmniS tutUr)HStmRSimRtS1§GltJR1SggfU3fa 

TRftRtSitffitfdflRHHUJHtUHSmCUns *1Uu u i i rvn

nm«fig|iW8inaRiJognj8wi.nfntinin5tti3fna4imi9finjw uftnhflm... atiraronsau vJ XJ I Uu <=* ** 1 <2 uo U u
XJ I

m ittwIgm intuR i  " g R p u p t i"  «m nnm tita:^ftniuR niH iim ts9jH aM jiuM 3s rnyms

gn ipu tpaim sSsm tsS tatjiarin fiiiuns (D ata System) 9satD tt3tugingtiaw |puJM tiJ

m itiii atipnnm njatuntncijtm stgjtij i  rsv3h r r ij{ru{r^ ss fS&njtfmnticumsnjRCin:

"tURdfSjtG " atiR lingjnlftnnm in (a Letting -g o  process and a stretching) *1

u ten im w nrnnuw uH iim m a: HSTpautjiutustiTgwtSRijmRcistg^mtgiHR u  ? g -
n u U u u n -nj m

ttutiiRfititja sa H sn n tia  i  u tjU jgB tusitssnciaiR ^ftjisjR tijn tsIfinntujaH sJgnanjR ti/i: 

tftfit[Un:{WltIJW'lfinJ ( A s a  Universal Panacea) *1

9fiJjS:1h5tUtjlfinRtUtSS (This Universal Perspective) fltim atiagiRIltBRintam  

tuCUCTIRnStgficjtgiHR (Is an Anti-Contingency Approach to L eadersh ip )1! th s  {uS s

tugtigijgiuHRtSRiJtTintifUHiamiuisSti tSaini attugntfm G aRiim jttfiaim aM H Rfnn

ttfim tsitncutdtusttiriSR trd^jR ym R in ynHgi^msQQiiRfdsistSRijyRuyRagsti^Ristsis



(And Internal Locus of Control) (Delegation)

samiGfUJH (Participation) t^9gnin[MUm^Hm{gwtamimfinstg^rntSlHri (Contin­

gency Theories) taranatsiimsmsSnsitdRstufiiismtafi samtufimfpHitms'istsIsfi 

^PntUtui (Situational Leadership and Path-Goal) *1

friamtfUfui fiH atH atjit^ratisjtg  ttitutjinQ{utit{utin^mjdcuHnxnQ(Empower 

ment Effoits) tfynfifrlSGfrlfriCU ^ftn3t«dlljlHtnal3fTlIU[lJi:un^nj§^tifri (Extensive 

Training) 1 t^tUgCU§jSttITlSRSf^Tin] (Skills) MURffin (Abilities) 3tifrmi5}tflfi 

(Confidence) tjimSHtSjmSls tnaauitilHnpiUltttiUtilHimHiatjitinfriM (Likelihood) 

trJtUtnmaftdlRfimiSutcinjmilURniHIUnts (The Empowerment Process) *1

ujuujb abGbina ttfitu agria h mTjg
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Planning Tools and Techniques

6a5}f55$J5£e$«$? -f*•* V U *V

9. nnnSmHnmQmgfawntifisRTtucumfiris^m
» u ^ I V

(Techniques for Scanning the Environment) *1 

to. ^(ujutGjumjnjiRjnfitcufjfuifTin summon (Contrast 

Quantitative and Qualiative Forecasting) 1 

m. nsjnjHHHCuttJimtinjtRStiJHfnnGttjSfriJt^pnj (Why 

Budgets are Popular) *1

d. tpm Snjtihtifsintifnngitism uSm i (List Two 

Approaches to Budgeting) *1 

tL UtJimnmnSMfniflla Grantt Sti load charts *11/1 1 C*

S. nnJlR5trnssiS1tSint3UtuntJ PERT(The Steps in a 
PERT Network)

hi. (State
the Factors That Determine a Product’ Break-Even 
Point) *1

& wjunUHnnifmnffimnpEflri linear programming 
(The Requirements for Using Linear 
Programming) 1

ujunuHnm nftjim  mGmnHmStjimGjitiimwnmGttis 

mi (How Simulation Can Be a Planning Tool) 1

l



90. tjjunufiiniSGSs(itsiRt3mnjjuGtncutfciJi§jtnscy (List 

Five Steps Toward Better Time M anagem ent) 1 

tslntjfinm ss tmtdnfnnnn^G sL mBmswHWBSStslRtimnGitismnFic* v  o l* U U c* «*•

HfUulS(A Number o f  Basic Planning Tools and Techniques) 1 tUJtitriUtSu 

tt^mnSR]ttumgnt9MUt3Jimsi5t3fnnf?tiSfnj (Three Planning Techniques)

(In Assessing Their

Environment) (Environm ent Scanning) ClJlfUflfi (Forec

asting) Sl3ntUimmtUMnutdJt3tilRtSlRl3fnnf (Benchm arking) 1 ttStinSRJtrij 

HtGjit^mtdfutRsmHutimsint3mn5tt4smndcuHR[fiU[PimLUtm§ Hmnatftmj 

(Budgets) *i umuHntt5t3nfrmjinmJLULnS ss  (Scheduling) mjIfnmffimnjJB 

SS (Break-Even Analysis)nJ)UJSi3mGJItnffi ttijatsjm sifjtim nfttiS fn itffi 

fTlJjJjBufi (Other Operational Planning Tools) 1 ts lsu m u  ttSv3tSmJfafgHS 

tt^mtitURSfi8S9l3HTljaJHntSif1t3rTlJtGXtaSmJTUtnttjSl3laltU3SmMHn (Personal 

, Day-to-Day Planning) UjUBtflfU

tfnn (Time M anagement) *1

(Techniques for Assessing the Environment)

ts1fjtit3nfiHS ttSastiiim njHrinStnxiim i{pu{R^qsrm (fi5 (The strateg ic

M anagem ent Process) 1 tsIntifgm ssttStinSfij tHtmffiutgmgMHtDBSSttiCU 

[R^tnstJjuBtsjatBujtimHR{RULR^siRt3SdfnnumnhGtcirnHgdfnmdfunniRut4R 

(One o f  the most Challenging) tsi3tnjijfnnmcuS^tamcumftris55niHgfnn 

mMtRirnnjfibOglHSmilfTimgitrotffftnafflnj (Environm ent Analysis)Rtfl fflJ 

tnJHtHtSitLfrldfmJ ttftmttimroWfnf:fimUWHSfdj (An Informal Endeavor 

Based on Intuitive Judgm ents)1! w m tjtss mnLU[plMmBRt9fatunJHlSfriJ 

UjUG(RHffT(Structured Techniques) uBt^mjnSRJtt5ulfiTlSlJ?(J(Environment 

Scanning) fninjlRUlfi (Forecasting)tUim stimJRnJim mcUfanm^ti^fi (Ben



chmarking) isinamjfimmrofaHRfTinjuMHn|RULRatsint3mnfnfi§jtns{RH[gf 

irouifinafflnjmftiHamn (A Management’s Ability to a Acurately Analyse 

an Organisation’s Environment)Hlsmn[mwngjtii[GS 1

(Environmental Scanning)

ICUIR Peter Carboy t^stGmnsint3[nHuistgnRmrit3tuHsatfit3Rsnsi 

Wellington isiiptsfimnxftutwsj^ttxiujtnsHmfaxsiLnt3Mt3sxc3futsistm§?npitns

w u W V

stitfJiujratsfRtnmSHtto *1 HsmJumsmBSattimBggnjnisfTiJtTiJSi^Hw^fUfrifi 

tnsntixiBBtcu tRmRinnjtiJHStnapujfnstSigJM^s *i mRtflswjHBBtjSJuwfnR 

HtuGsstii tRHBBtiagisatsstiisStiHnRtnjiUMHmtljtifejutg? taistsuRiRStitfimtu 

tticu?nGtjiSRtuiRR^o% RGi^timnjianjR(uxtiajuMsnRtnatJiii *i Peter tnaujs 

iHnfsHtGuUismHnnuiwjufijfnR i fnRGisGiuGtiffiti&fifinjHnRttJttjtiSBtij? 

tiuiptMmt^HastmsiotsannjtinmtirignH (Trade Shows) njitij§jHRR(nwnfaj 

igimaRIIUttit3t^UJMUmRttU(Price Lists) 8fcUMtjJlffimn?igRH (Brochures) 1

HnffiUfRt391i3tSiRv3Ht3fnnG91t3ISlfit3Hv3fnj?itjfnStfitIJfiGfi9fiulfint3StCU
c* Li U a n « n v n 1 Li

CJJUWJUWtR (Increasingly Turning to Environment Scanning to Anticipate 

and Interpret Change in Their Environment) 1 mfijuGtuCUttBi3t(UtSsttIT)ti 

tsijRfmnsRjt§cunRHistjpS9t3i5i^Snjssifru§9 nStB m Sm ^snfatum m  

UtUGSS (To Screening Large Amounts o f Information to Detect Emerging 

Trends and Create a Set o f Scenarios) *1

cmi:M8iaiamjnafytHnjm^afflnjHtiiQB8iRftjiB99fUMinittURfiyti ts1 

Mtmgirnwn asIsiaqfriHifmwaws^iR) t^m[nutJistdtujRwtwmjtnmnuja

tnjtjJfi (In the Life Insurance Industry) tslGtigwfRjgriO 'l {RHUjatnaiflUIfc 

trot^R tHWii5nithRifRinnitinjRt«njmMtRtnaGinG8 i tRwnpMSissgitiHWts
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UJM1S (All the Key Environmental Signals) tanjtR99tUtSlSRtyHStttTlSfiJnu 

mjnjnrnJGlSlhuiv3majS?h (The Sale o f  Life Insurance) 1 

nntitfnfiusthcu *i

tsinti9t4jijncufiH iuims9W8W[RfnuJtiGmH(Rfinj i  gtijiJwnufnjGisihmmffi 

HimSJflRnmnG (The M arket for Life Insurance) tfiflHStitGStg 1 HttitU 

TiiHuisGisinuitiHstnatHCuranitsisSfnjdiraujtihasititsiRaraaiWHsmMTRftrij
L i i  » 'o  o j o o j c *  n  o ’  L a j

(A Fundamental Change in Family Structure) tsIftftlUuHlfHJfi *1 RTlSfnn 

JUUTlPi(UttncumtSs (A Similar D rop-O ff in Life Insurance) jjnJtnstRWftifi 

tiSmtnstia^nsintiTmgMHTfincu *i TRftnnnti? tdtutJimuGu^msintimjgni
v  c *  L i  \J u  o  L i u  L i  i  c *  \ j

m jtn s in u ja  (The Primary Group o f  Buyers o f  a New Insurance Policies) 

irastmSmigfauransKjitiJ usGtrnisnsi mjOTmhuititroSJRTRfrniMnuTfiftriyL# <* o  u  c» v  Lnj  Lnj

tufUHlSGQiinJtRHtU (A Family with One Income) UU TUnsuJtmsIflfcUSfiv u N  ̂ Li o ct

nfiffiHisffiatrcstslRtttas *i fiTSiJmnrestjit3mftji«anj9isGnjinjnj (A Two- 

Income Family) ttjiraHistfittKBySstns fa y tn  mittinjgwpuifiHnmmBtinn 

tSniynJtismrnJMgHtjlftnjlatUUtSS (A Fundamental Social Trend) unjmn

tMBmfifmmfuBurcmgMMnufnHtfisfny IfaTSMSisotsiRtauiMisffim (The 
Need to Develop Techniques for Monitoring Important Environmental 
Developments) *1

ttinHmtsintJGtnmHtdmtinjnjRnnMfnSatfitttmsfninafingltiStnfiTis u
•=* U <=* <=* U U CJ <N

HRUISfijvTlREUnRjyttjtt (One of the Fastest -Growing Areas of Environmental 

Scanning is Competitor Intelligence) *1 ttiRiSSGtlShnRH1SGitnGWnR[uto 

tmmhHfiCtfn? ttificmtmGH? tRm^futmStsisusmnjuji^tuGHmcuttSa? dGtdtu
«=* I  ^  ^  ^  ^  V

tfUlfi Peter Carboy tiU{U9SUmtntU nfim8{5HfRiSnmypnfiIunjti (Accurate 

Information on the Competition)

n p u to  (To Anticipate Competition

Actions Rather Than Merely Act to Them) *1

A



£&% nfimsgingti

Sv1R[Ult4vJ (Competitor Related-Information) ?uCUH^fnn[RfmnuHjtGfm 

faUGGRt^tIjgfm[WW81SU^m&lSRtriSttjimH1GH1SdnjfiritriJtUi:(To Make Cru­

cial Strategic Decisions is Available and Accessible to the Public) *1 

stintuHjibtgjR nRHi8MtnRwriR{yttilaR§stHstjitrijnHJUfaHtifnmg (Not Org­

anisational Espionage) 1 mJtijimmoflgflH (Advertisement) urmmnwm 

(Promotional Materials) tWGnjjJfnwnfiUlS (Press Releases) JtntUfTlJt£n'tutu 

t§tgi§jW1USJu (Reports Filed with Government Agencies) JtjltHfnJCUlfUGI 

$fl(Annual Reports) tWGn[Ufnwnmst3gtSJ(Situations Vacant Adds) JtntU- 

fTIJtimsIfltifiriJnfitflS (Newspaper Reports) tuimsbfljgtjCUtsmJtfiJlf{tjlftgittS 

gfqjlUlRH(Industry Study) mfr{UfinttiaJ9I8nfitnB (Are Example of Readily 

Accessible Sources of Information) *1 nnjafimnJlgRH(Trade Shows) Stiff)* 

tisnfiWS(The Debriefing of Your Own Sale force) JUMfiCU1ti[fjHHf1CUfi 

mManHiG^TUfinnRHiaHtiimiacuMnRTufcta *1 TnHthstftnGSttiHgitignitjffifict l_l u M f» V U U I I U M

tinnufifi {mtititgjtigi.fi jmu3§j1rGnnufa.tRumnfit2HjiHOJmQnvgw§m.MtRtsis

(To Learn a bout New Technical Innovations) *1

mi{gRn8RJt5tUtnsgcugnnmiffimfiriSl5?n] (Extensive Environmental 

Scanning) mGUl^CJSfunTStifiacUHmGSS (A Number of Issues and 

Concems)tuCUHiGusmcut3fULURURfnnsitntuuGUjs yttitu(|tftnst[fntigmuw 

HtifnnHR(Your Organisation’s Current or Planned Operations) *l HStHS 

gitiHfdfSSfdgtfiWSlSuGmtSlstg (Not Likely to Be Equally Important) utGS 

GltnGIRftgimCUGSSntlilfi (A Limited Set) uGtilU UySttinjmSfmKWSlStiltitfi 

(Most Irnportant)ttfimiRJUjUGtWnjmtHttJimtdmc5G[UlGHU3^gitSS (To Develop 

Scenarios Based on Each of These) *1

twtmfjmmjigwts:siusswntfi tslHmfimg1ftstitg1tiitihtitHG(A scenar-V O u  o  ou

io is a Consistent View of What the Future is Likely to Be) *1 ggiuiltin tu
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m inify  (Scanning) igiramtjimsmimuHiiHnniuMJgifitnnJtsintjmiutSsns 

tc3ttimti91M8fnn (Increasing the Medicare Levy) [RHUi8t3fitj8tt3njmairiUIti 

tCUttinwgmndGt^l Medibank Private HIGmSmwonilmHtGGSS (Create a Set 

of Scenarios) tBtyMnji^mmnjttBdtultiimtJnjinBHianwfiHmngimss *1 t in  

tgitfitituItjiRfanug^jiJtrimfiJSfnnuintis tuwst^nstcumntiSifiJSfnngftnsR 

tglao.lQ uo.6 uo.S mmtmais? GsttJ9%? tSmmuracmss Histicuusmtiitma
v«J xjl xa 1 U l_nj

IHt5tgilWH[mtSHRitjS81l3tgf1t31Slhuit)W8fTin? tRRpttitiinsyjRfiHmitllHG? 

rniwsnsfagXAssumptionsjsitgiinfustatuswgi 1 uimatsmiMfyinisytHcutuu 

lasRHStHSGSnjimn/iigiHSIfimg tm2tymfiU8ramn§8GJlMtm« (Uncertainty) 

mHiti5:mitfURtiJfiHfifii?ysfnjgmn?E3cuinBtRfiHistsit{mHcug8[miicinfi8fij 951*1 
ggitilion Medibank Private mGiifuGtMnimujHtsiGsanuriMiBitiJHigiggSi 

mUGtmsRttllisnSttU Medibank 1 Ŝ ttsS Ttl f t J f UBtjU TfaG t HJITIJ Tf? lui tu g fin TftJa  U =» Lai U Li Uu o I C l Lio

tSujggcutjis aamji§jtjiaaftiujutaig{3mi{unsituto *i 

fngq^«saa (Forecasting)

mjnSfiTOn5UJfmS^nimvlRHCUt5l3Tfi: tSfrunpRIOJl (Environmental1 - 0  n  u <3 U O v

Scanning Creates the Foundation for Forecasting) 1 nRmstufljGlsnmJJjifin 

SRjjn^atptSHjmSRtfitfatumtG i mitasmSfitnatjiipstaumitinj (Premises) 

wnutGmjnjiRJti/it^cutjifnjgfiJjsgitijnnjgtjtutaitnnjHSitiR (Predictions of 

Future Outcomes) 1

(Types of Forecasts)

yjxtnrotu9dnjrii!t3fuxRatiiHUtit5tf3wMnuminjinifuitais (The Most 

Popular Outcomes) BHRLRULRtltWtlJntHmmjnjlRJtuiSGtUIPJISltnnJHaiRfi aa 

JU Rnttnni^981btdnU tGR*?gj1(Revenues and N ew  Technological Breakthroughs)? 1

(?



imMnri{Rufgfi9ifcH« (Any Component)ismwis^?niiuitiJtgjn stitfigiglnifd 

HaninHiGggnjtnss^fnjmnSRSfitJifiwnumjnjinjtuidt3itij i 

mfitun Four “n” Twenty “Pies”

(Purchasing Requirements) tfflCUfuItjfljnfiH (Production Goals)mffnJPnJvTiJ 

(Employment needs) fiTinrinciri(Inventories)Si3PnJfatJGGRutg^tjn{pStgjfi i 

tiBffUSsfej GtUlCUJUfdwfiCulgjICUtlJ Queensland ttirotnsHnnmraiitgwfiji 

(Tuition)sajpngunH(Grant)JUMJulBt4inj^nntUlfitlumjgtufRWnjl (Course 

Offering) RjlfnJURtUf1(Staffing Needs) StimftfistS(tnms (Salary Increases) 

wnuuRffinwfitulgjicutu in n  ggiuiinn giannsstMti^jtiStjttimjgfiysgitijn 

GfuinjtgiHmRfiRtji^nwsisutiJtsfriJsStdsfriJ HstjiwnuHtimndfutfa^jfimj uv  <* u  n  m

HttfnrftinJHStMtiinmn^laj (Predicting Future Revenues-Revenue 
Forecasting is a Critical Element o f  Planning for Both Profit and Not- 
For-Profit Organnisation) *1

(Where Does

Management Get the Data for Developing Revenue Forecastings?) tjl 

GHffltRGimSHtjlHtI3Si3RtfU8riSi3Hfi (With Flistorical Revenue Figures) 1 

ggunm/i tSgitgiHiaBtuicuusis? usiUHntRjntjtnmfmcustss tStyimStussifrij 

(This Figure Can There Be Adjusted for Trends) 1 tm slntium ssri^tss  

BtUlCUtnSfTljlfBuhtltHB (What Revenue Patterns has Evoled Over Recent 

Years?) i  tSmnjuiunnsIntitgmM gfig wan shnmttjjmgjfi tslnatnw isgtgl 

mBtmhU^S1(Pattern)GlStlhmBBtgiHmfi?i? tsig^mwistuiajtgjn (Specific 

Environment) Btffitutslstiwtumuu

tSsmBgfUHCU^SfanunjinjaiitCUBtUlCU (The Basic for Revenue Forecasts) *1 

fSlBtms$ri9£Cj£) HlSTfiHinS3S ttfltSJJHgia Columbia Sti EMI
OJ C4 U |  |  M u

(Vinyl Long

Playing Records) 1 xmRBCUBRmBfi?gjl§S wij

(Compact Discs) i ujnuisum tuwt^tlwgwjsgitM ws^m tt^G Sm nm Bri



I s p  ttiitiJtHturatjntinjJUMfixsIiwHsflaniiuMXR HnGmmgfntitsCUGfitfrofihfi 

(To Convert Their Production Facilities) Gim{UmBfi?gjltjj ttJitl5flIJsnJTJttjta 

tsini3St4j1J81t3tdntjfifdtHt3 (To the Record Store Racks) *1 

XSit[mHmifimiUUrilfimgr^gjlt8JfnR|t5l3nj(Digital Tape Technology)*!/^ 

HmtJtUHISHSflsnjtgfUfia (Music Business) !dfUH1G!Gfm9MjSgitUt!lS[Rf!Sl 

tncucun mUMStflUUSfilgjl (Technological Forecasting) 

tRGfUGfjtSIs (Preferred Music Medium) CUStipj 1

mjnnRjciiittuuiGf^snGbswissimtffipnnTUTUfu infrjtGRlgmtnuj sa
O 1 * 0  \ J  o L»u x* O

(nusnmnnjtfcuXTime Frame) !dfU!RHiGmnmGf^gp§ufi![ynistinjG![uin]!si 

JG(To Be Economically Feasible) 1 mnLUKw^^UJUlM!SU!Gfl1gjl (The 

Rapid Pace of Technological Change) *SlRt3gptMJ(In Lasers) UtGnlgjl 

2lfiTi{fG(Biotechnology) HSwjms(Robotics) tuimstimjgiGgtimtgngssaj 

(Data Communication) S1^HlSfTin{U{ycutffifTtf?8fTlfi (Surgery Practices)

tgngfijtf (Pharmacetical Offerings) fitn?ijfn«J3nJtm[St3iytaturiIUWl39 (The 
Processes Used for Manufacturing Almost Every Mass-Producted 
Product) U/)tBSv3mn(U9JWn*u(The Practically of Cellular Telephones) 1

tnaHgmnHSIpSigttiraMtnSitprlCUSfnn^imgnJgjlS^ (Technological Innovation)

HiGHmG^THismnruTunjtihasititnjRjJfnTmwfinHUGUTSJUMtR i  m cmgratsi 

fifcmjTfim§romfinsiSmiuMtmt3raTfifmsnmfims1fititt§fiHStssHiGtiwgBSffiwc * l_nj ^ i m Lai O « c* i o <* n

nmGn?gjl|^tdfU!GH1GSamfiHm|U(The Environmental Scanning Techniq­

ues Can Provide Data on Potential Technological Innovations) 1

g6%ft6aftS6gjspgnggffi?gaS) (Forecasting Techniques)

mgmgMtslRtimjnpmnntnsnJtutfig (Two Categories) Shtinmnsbi 

UJHinn (Quantitative and Qualitative) *1 minjimtimgRUIHllin (Quantitative 

Forecasting) t^GisGMGlgjiGtmsuturigssmfisauntBujgfijjsgimtugtanjtgi 

HSIfifi (Appies a Set of Mathematical Rules to a Series of Past Data to

S



Predict Future Outcomes) 1 tfiGCUGfimGmgwtSStSltncmuCUHfiyfiU[fii3H1S 

9SStUQJ1fijfU1fij[pU[jriS (Sufficient Hard Data) *1 t itm g fin ifn j

npmcin tdjfilUlfnn (Qualitative Forecasting Uses the Judgment and 

Opinions of Knowledgeable Individuals) ffURSfi StimftsSmJUWHSfiJjtuCU 

Hisfnjtt5«3i3 mGmsfatgnhfuifnmfpstfiuftjistmLutsItncuttJfutRHSfaftns y 

ntnmfiSSStUGJlfannw (The Environment Scanning Techniques Can 

Provide Data on Potential Technological Innovations) *1

?nntitnjs £-9  nutGntSfanjiGifi/iitumHianst3Gtuifrin3§tt3tutRWifut{GS (Some 
of the Better-Known Quantitative and Qualitative Forecasting 
Techniques) *1

tnnttffUS £-9: rngmSMtSin^frunjinJlin (Forecasting Techniques)

tngmsM tfiiGGHGUjitii mjHsfys
Techniques Description Application

tntntui: (Quantitative)

mftmmrotuSiu tJim8jumRsmmj§jMst)

tntutfnn fGHmjfituifilgjinJimymHrc

(Time-Series

Analysis) tss (Fits a trend line to a
mathematical equation and 
Projects into the future by 
means of this equation)

mtjtmynm

Regression ModelsnjimtimromfinKHjtmftffittifi

npmn/ifnjcuritGnitsi 

RatpHiwtLfntutiJitiJttifi 

tcugsstunjPi^Gi nstiHR 

(previous sale data) 1

jmHtunmttfnjnjimtin

uumfituratmsmjnjfi
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UfdSfi (predics one variable

on the basis of known or UstJ ( gslUlJClfi RttU

assumed other variables) *1 GtUTltmffifnJtijltumn?l-

tiRU(seeking factors 
certain level of sale)

V  O' C3 u .

Econocetric Models

Regrssion HtU

\ j  t J  c *  c*  <xj &  \y

njmjtinfnn[tj[ynjttu

mjtumtitustfmjgtitu

Use a set a regression equations XSfTlJt

to stimulate segments of the 
economy)

fasMjstwdnQ t[uri5SfajStWunGHmyt[ps

Economic IndicatorstSxygfdjSgitUftTlSnintfddnG

tgiHSIRfi (use one or more 
economic indicators to 
predict a future state

of the economy) *1

tfcutsmjfrintjsw tLUjUHSRnjiRigjitSHjswjs

(Substitution effect) g itB tfitrim H lG tih m m i tnfufim

satsitfmHCUfiscifimdfutitufi

tifu§HtuumGnlgn§Gnjt5sfij
-* U M v. u v u

titStitifuumQfilgnOTfa i
(sues a mathematical formul­
ation to predict how , when 
and under what circumstances 
a new product or technology 
will replace an existing one)

ngull (predicting
change in car sales of 
a changes in taxe
laws) 1

tSBjgfiysgiWGtuifu

(using change in GNP 
to predict discretionary 
income) *1

gwjsgimtifuusmcutsms

G{^SH[mjfrg1tSmj

(predicting the effect

o f microwave ovens
on the sale of conven­
tional ovens)

IQ



Igfmcuimn: (Qualitative) 

fiwi:ls§tu ufiMJUsfctltittitiHfi

Jury of opinion JUWHfi&mgw 

(combines and 

averages the opinions 

o f experts)

widHmufi)[utristdn

URt5nmw[nHtJistSej

gwjsgitijmfmnslnti

mn$fauwHm§mjfanu
o

git[fntI5(polling the company
‘s personnel managers to 
predict next year’s
recruitment needs) 1

wuiwfnnLnH ufifajumjfiwmutdrims gwisgimultrirmcums
V I  OJ U

Hfitun unninuuRcBnHnfunHfi gfopuiRH Laserswnugit[rnm

Sales-force GSSHR§tjStufUtRJDi3Sfitj1 (predicting next year’s sales

Composition StiunjlSHl 1 of industrial Lasers) 1
(Combines estimates 
from field sales personnel 
o f customers expected 
purchases)

fmfitumcunHR§tjS unwjunHfiBtjStrifd tGmjHttimnjHfitkteGvV I  «+ c\

(Custom er Hnmrintigm fumj ufitupjtJujsdtBfigjistiri

Evaluation) u rm g m  i
U N»

(Combines estimates 
from established 
customers of expected 
purchases)

mHitimticmmstinis i
(Survying of major dealers 
by a car manufacturer to 
determine types and quan 
tities o f products desired)

(Forecasting Effectiveness)

igisutfimjnjimcinmsfinnwsis GtmsmngtdsmjtjimgfiribwmittarriR 

tuimRHRLfitilfittHiGHimtfmfiwGJs (Mixed Success) tslRtsmjgwjsgiwnfnp 

fT1J[inSv3CUgtitU§jtnS{RHJRftS1S (III Forecasting Events and Outcomes Accurately) *1

u



UtGniSfanjinJtUlH1Sfn(RHlRJUdfi (Most Accurate) TSitncmtimulftflS 

tSiSv3(Static) 1 iflMlStiJnJXmitnnitSlttJltlJtjlHntU (The More Dynamic 

Environment) t{pS?mG§JHn[pULRtt§SJflt59MjSgitS5tnS[g^ (The more Likely 

to Develop Inaccurate Forecasts) 1 mJQWJSSimtpSUSWfniSfytSintimJ 

9 fajSgia5GnriGmmuCUHSH1 Stgi?riHJuJ (Non Seasonal Turning Points) utstfl 

hsiuigirgs (Recessions)[nGfnjantunjusGHfn(Unusual Events) m im n sis  

(D iscontinuities) 1

tm tut^m jgwjsm m Hisyu^HSW JGjiwn (A Mixed Record)mjLfinf{tfi? 

tnauginisfRSR389MnmnnjH juM|mmgmjnpmfm i gym fjyutBmgwgftya 

gim ttim ? (Sim ple) i  tnBmsftnastGtnan; mpstnajutM Jt^alGfmiM emnn 

(Com plex M ethods) tdnJt{GStf§Jpgjmjfll3gssmgtgi(Random Data) St3 

nSmstdtU[trmd[UtFl (For Meaningful Information) *1 §m  t[yjmGjU{RU 

fnjnjm jn/it^H m sagj "m j5atn8m n{U [unf(N o Change) *i m jnjim fm m srm  

tjy tyfu  (A N o-C hange Forecast)Hia(pHipainamnfUUTUu i gu m ntitm gl 

fCuJGnjimfUUfiHm (Do Not Rely on a Single M ethod) *1 GnGfnigfiysgim 

t^Htuad?Gtuuttattttgfminti5Si3ttjt3 t^ntwfat^tnmiticuHRnnmMwnmm:tnm
ti U U Ql CU « U

tftt(Longer-Range Forecasts) 1 SIUS WHHfasBtilHRHIGntlilfitnSGjIfdmifan 

Gtli)GJUriHtmsint3SSimnsi§ (Do Not Assume That You Can Accurately 

Identity Turning Points in a Trend) 1 HttinJtmpStRmCUtjltjlBlinGJUriHU5 

tmi3W81StrastRt^fnRpnjn/igtgiHm (Is Most Often an Unusual Random 

Event) *i g[tii fnntfiH{m (Accuracy) fnstRtjmt5§t^Hmsanttifistsi^tntu^cin 

(With Expanding Time Frames) *1 tfflfflmmjaraptffctnnjrinn (The Length 

ofForecasts)tai5HnHiGgM}8giuqRftnaqpatjil3 *1

( Benchmarking for TQM )



Htt5JltnmSUtSinamn5ttiSmJt^mgfmLW (A Third Strategic Planning 

Tool) ^Benchmarking *1

junto saHStUSR{utott3CUSl§jtm5tgit4lSCU (This is the Search for the Best 
Practices Among Competitors and Non Competiors that Lead to Their 
Superior Performance) *1 tfilCURSfitflHCUulS (The Basic Idea)tffi Benchm­

arking

JUMHfi2fiS1Is1fia?ftjmnya91 utss Benchmarking mftstoujlfiinnMHtmSfru 

nSfijtglfnJUJEtflSt^CJ (A Very Specific Form of Environment Scanning) 1 

Xerox tnstfsfmannRtnRgntiigigitaUjlfmsSiStGBenchmarking tfinS 

yatslMtnjgmtHjmsijiagiGj^rt^ i JtrmHfigcusatncmms taystjisQtuamiatjGs 

sfx^RfitiiiUMHnatgtaimtptflliiffltTififintcinfi nsfijfUfumdfUHndtgtSu^u 

HmptpMBtMs2aS9mMtm2t0tRc5Htirofii«nj safitiuijfnnuMtR i Hfijmjuto 

juwLRHtns Xerox HSHiGmrttnsn?Gtdnj|jiHt]istiysHit5njR^wt3RQg]agin 

HGjmsifauiJdmtHJR t^nt3mnjRGtfimtitSHJUfat3tu?it4futs{RHt^s Xerox

tgjtu i gtgs{UGistgnt3tSmuMyiHt])stnsSnsiLfjHHratffl9M}miutgMtjys uJhj

WRJlfUHR (A Detailed Study) nfltanifTtf satfmujtDGnJT1tI]mWRLu^ am ^ R 1 

IRggnJt^SnRH1Stjlt{pSnmnRMJHR1tjlHU5Sa Xerox fefUUIStfltflstjl Fuji- 

Xerox tenjHisfijyutorawsstej i  m6njyjHtnstTSnjmS§jmfnfitSnjOTa§ia-,i 

{RHinstjys tdcuyjttjathymtmsi2m2mstRgim[unwtsi[Rti|yMgfrin *i 

Benchmarking iyw|fTinSiatmgnnnRnmJt5im§Htsmmmltgajni (Recovery) 

JUWXerox tSlfititgnthwStsfiGgjti 1 MmglBttriSHttB Xerox yiHtnssimgGtji 

AT&T, Du Pont, Ford, Eastman Kodak ttnttfSti Motorola tjSjtnfti 

Benchmarking (A Standard Tool in

The Quest for Quality Improvement) 1 

6sid6a5i>$?n$ Benchmarking ?



©.HtimnmSRlfJHXgmjjumtiSfnJ Benchmarking (A Bechmarking Planning 

Team) 1 JmHnJl5m£3W[RfBenchmark imScumjfnn

{UUTlfijmtnnj ttntI5StinanR?GM1IM(UHnJ9SStIJ (Data Collection Methods) 1 

b.IfjHiuHnjgaarattinS3Mfi{URuBmjiuM8siwffiat3riunniHgmntti}tit9jR (Data 

Internally on its Own Operations and Externally from Other Organisations) 1 

m.SSStIJ{RftjlSmnHnlfnmSHJJRtHtUQtS1§LmUTlidtgint3fnJHS^S(Performance 

Gaps) tuimtBujJmHCUUritUimSfnnSfam (The Cause of Differences) 1

(An Action Plan)[gftrisujuQSRHS^mdP5sitgidnjmjmnninjs 

t3wtnaut5tnstt5fijfiMtilfimMHnaig (Will Result in Meeting or Exceeding 

the Standards of Others) 1

tStyu^mnmnpipMmfiifitsintinint^mwtiGntSansry'tScijmniufiisi

nt3{RHU1SmQRlsj1tI5StUn§tSi[UtSWHL^CU (Aerospace Technologies of 

Australia Pty Ltd) ASTA *1 (JJHtiiStSStnUHlBHRnintjlHmsafnimtlJtSitJl 

firij2fRHtstni3t3{nmstuTismfijjgintjitutsini3m<5^CjS *i talfjttjn^d^& n/ij 

mrtrinufthfi{u inmglSstnswjinsiatuBRjcij i sscjcumtjcjmBRrnHSttiiiBRHiti 

^RHistRoinl.ooodtjji tncutsi8{RHins Boeing wuotns 9n)o,ooo dtui i tfitns 

t^nHafRSfRaR§9HtDBaat3l5tmiUfiJlSflimS8 I Benchmarking HlSfimgtihti 

wsiatalnafitnjijmnas i !gnjuSuR§8(Areas of Operation) {gft3iat{8MnMHfi 

IfclHJlf Benchmarking SltilSlttintigititflHSltflfi 1 [RHins Boeing Sti ASTA 

tnatitinalnafmsingatiiHtijaaTnHuiatalaunsMBaalari tuimTnuuisgittHriju «  u u i i «j U i i

imstffimnjtitfijjiHtjisSfBnj tnamnitnHggwgMjafiBraMifjH Benchmarking i 

Lmtirit4Stsfltn?ijfTins§RHistps 1 intruinnjmaSfifnHBttinBngin*) 

tfcu9££lo StnamnttBtgjmtnfitini ^to.ooodcyi ttfttnHiamjBfignHatftmnjia sti

fsjtiticu9lao.ooodcin fslRtisfiG)d£to-G)££m i talrjfcsrte^m [RHthsnisggcu 

laiararijutnaLnutSaBoeing mmsmntSHRUaiHtjiHngRdtiSMsiaiuMBoeing 

(Award for Exc-ellenc e as a Major Boeing Supplier) *1



(Budgets)

HiaSGtimMtrtniJBtwnHnnidjiafcnjSaStitJimnttiSfnjtfiH i nmcSamw 

t|pstnsnjsw[Rnmnt3tl5mjffi^ntslRG^tnfutdfutt2aHStGstnjmmp{pwGn{inj(R-

evenue) nftm{ytifuujf;m[ms ttSas^tJitiJhm^nguRHiutfifapt/imwttS^Hfd 

tslHSincutiiBMtmrnI n

mninSmra ttttisfnimroswnuiinjimGfitriffiGsriSfijnuMfiHmnttftffi

t9]fi9 (A Budget is a Numerical Plan for Allocating Resources to Specific 

Activities) i HR{pu[pti?nHt5umnjuGmntits?mifanuGnj)cuQCuntij stiugGcimm 

ny^dGtjIHIWSStimmJ (Prepare Budgets for Revenues, Expenses and 

Such Capital Expenditures as Machinery and Equipment) *1 tfiflSsiHStfl 

fnjG?sjms?dnjtiimnt3tSfnj[R^tnstmLUt2tyt4ism£uinitncu gmsti ttntustffnj

tpLtnWGSG'lSfdmJ: (Improving Time, Space and the Material Resource) 1

mnailJmnmfiSGanfrimgiUumstsgnRritjifitnjstRRHisRtHtfitJfindGtjiHismcug
O l l j  l - » I U Ql I OJ v VI

-mfmftfn tsfotfafams* ra^tOTmnfent3tSmnt3tuSsi«gtaHdsaSnn -(Dollar-
V - a  c x  u I OJ v

Based Budgets) 1

unRgmRStiJHnjuBmniaiSfru? Lu^^imsttJitufiTiJfimGHSfRstgitns 

ttJltDHgfncittijt39UtgRtti}a9tSlr;aHgfnnHm (Application to a Wide Variety 

of Organisations and Units Within an Organisation) 1 ttStiJfcKSlntinfin 

tnnnHmfinjtsi5mm8H9igfRmgifnHjgiMiginigfiLtnri(in Monetary Units) i 

ann rtfis tint) tras t^xBHTRJtnstmTujtnMijiiiRfngfiTtsimsifiaTuigMHtiJ (As a 

Comm on Dominator Within a Country) 1 S?RmWHSfdjHlSmtUtjinjtI5 

(Has a Monetary Value) 1 (RHUlsmslhu^tR^BRggiRWmffimJtjlPiUtltnR U5 

m S m  nmusftritiJtji HiaHSWjtjit^sstiritiitjiS?fiHSHiGfnmtitjistg tmtjItfiH 

aauiHUistrimhujatsinritfcutwgjasaHLf^tStsitRRRmmRu^gRgstsgSLnitui 

Stitiftfi tjldnjismws 1 dtGsflUISttllRdCUtdCUtfltnmtflfinGLtnn (Monetary

i5



Budgets) Rtjim jnanrinnijHisirit3rm2nsifafiHmntt|jt3^tsintJtgmt|jtj^ (A 

Useful Common Denominator for Directing Activities) utitjltitUfifiU

tntmgttaSfnJHtH (One Planning Device) tt3n5Hn[RUptifnm[GStgiSMmsintl

ritaut^nnmmtfrtma1ffl3 Hgfnnfa&timmmfittijuifrgti i

3f565algg56netiS sn s  (Types of Budgets)

«m{SmrU3^JmJfi5nUH39Sni (Items) ylwtu (Areas) IJpStlhtn mnta

t^rrusi^Lmmss fStfitunti i^mndfUHn[pu[pi3t{pstLu i

(Revenue Budgets)

RmatflmiQWjnjRt^minjiRiafiit^txjtginHratffiQnnnj (A Specific Type 

of Revenue Forecast) *1 fltSltWfnjnimtjtJtSltncUHSlfifi (A Budget That 

Projects Future Sales) *1 UJHtimnHUJGJlfdtflSS mGCtfhtiSfigitiHfittdfUgS
VI VI

tidjfitflS tfflSRtnatSmiBtUinjnRtfl Gfiwnnw (Quite Accurate) 1 HfiLfiUlpfcgnS

Tfnstni5ttu3RMtromnjnimstat5nt8tuaHtiJ9 tglfnHtfjHifimtinjsstarijmsistji
Li <r l U <u

fnniMGi tm^tifuutasniHHisnmM (Rarely Exist) *t HnLfiULfiti^iBmsitfcu 

(Competitor) tflmfWnmaJlffimnjigfiH (Advertising Budget) [UW9 

fnmsncintinJPi (Sales Force Effectiveness) njirostifimmrinsttijti9tgjfi 

(Other Relevant Factors) XTJimtR^JMajUHlcmtHnJUIHltUltafUtfiinQnjRXtsni 

(An Estimate of Sales Volume) 1 JGnJltU ItfltlJttifitCUGSSTUHinntSRnfrmsi 

fittmtunajti? (On the Basis o f Demand at Various Prices) 

tlSwnwmnjfUmdturaU[faU(An Appropriate Sales Price) 1 tU9taCuSmnti 

tflmiBnnnn

gf6f3g£8?T3$gaST3g33 (Expense Budgets)



Rmtit^mjGancu(Revenue Budgets) RtfiHtGjinimuwwnmGttisrmjn 

9dpJSv3tun(A Planning Device for Marketing and Sales Activities) 1 mntJ 

tHrmon/nm HistsimH[pmdngil3HwisinttjnHtSsgitiHgmnwi3jnnusil3Hg 

fTUHBtwaifinn (Found In All Units Within a Firm and in not-for -Profit 

and Profit-Making Organisation Like) 1 mnl3tnfnJGnniUJLPaafi5riHfTinGUt39

tt?iminjcumGnGiti59nLtnfifdnufa
XJ

f1HffinSHtlJ9fS]8 (Expense Budgets List the Primary Activities Under­
taken By a Unit to Achieve its Goals and Allocate a Dollar Amount to 
Each) 1 GtimtURG (Lower Expenses) tSitncUH1SW9t3fU81t3RtUlfnnst3UJHinil

ronutifttGtfdifnnui^niHmuwgfnnsw its1inrawsm nunm uton§s uHismt
U ^ in m U <3 n u u u U \*

GlhGStsIfitiHSmnRW (Severe Competition or Recession) tjlGHmHR{RUJRt3 

tRt3nsRjtcuRtnt3t3?mJBajTiti5t2HjtfmjfnpiustiJ(To Make Cuts) stJtwnnnra 

{UW§fnmfdtifiG (Improve Ecomomic Efficiencies) 1 tu1tIIfiTUGtUntIJ9ii3Hfij 

HS[WUt9imU9tF (Volume) GnjnmtRi3HSCTRGSt9imHmSt3fnJG1liGStSmffnJ 

trotatumacmneafug i gtGsHn{GU{GatGnGGgn^nt^ntMwt5mticutRturlt3i tfiG 

ftmffiGSt{U{tJCU (Fixed Expenses) tmtUGGammtt3CUHBt{U{UtUt91SUgfnHlSfriJ 

tfytunitGl^tunmi^tlJ (Remain Relatively Unchanged Regardless of 

Volume) *i tsitnn5tJ3rotaroGRH^nG8n^tp^njG{untGtty^9unfiuGtji{RRrisRj 

gsaariqmsflGinGstglfnHgtri (As Production Drops, the Variable Expenses 

Tend to Control Themselves Because They Fall With Volume) *1

fnnvStCUS £-9: mntitftmJGluntG (Expense Budgets)

(Department Expense Budgets)



ICUSUjtt SHtU 0)01
gnj O- Ci

9U
cw
9USu

[tnm2 ( HStfUjjJfU)Fixed $£m £oo $£m £oo $£m £oo $£m Soo

IjnmS (t[U[ycU) Variable 90 000 9tf 000 90 000 mo ooo

(tflRJtil^(Performance Bonuses) m&! ooo

wfru:fTUtiruutxj totfoo totfoo totfoo totfoo
(Office Supplies)
mJtsfiGSjti
(Photocopying)

mooo mooo mooo mooo

SJWn (Telephone) CjOOO CjOOO CjOOO CjOOO

MU]p (Mail) totfoo totfoo totfoo totfoo

mnfStanj(Travel) dooo mooo mooo mooo

fTlIHRf§JSUfimtUUI 9tr00 9&00 9&00 9&00
(Library Development) 
9[5uji8itii]Tri 0 0 0 0
(Outside Consultants) 
mnipMWfijHmSfnisfc

tfooo toooo toooo mooo
(Recruitment and Entertainment)
GCUTminytJ^RiafimSfnH 
(Corporate Overhead)

tom tfoo tom tioo tom £oo tom tfoo

G tun tu M J U {Utfl [R HI M S9tfril £oo $9^)£) Soo £)00 $too£ Soo
(Total Quarterly Expenses)

(Profit Budgets)

ttimta|t39tBin«HafrinHtiJ?t3cuttitDfifinfiHnGCifinjnSstRrriftt/rjt3i H tiiu
c » v J c * c i u  u O U u  ni l

tmnnsticuGtcuini (Profit centres) ttSmttutpfiimna^fnjtafUGtfmni (Profit 

Budgets for Planning and Control) MnmGitjSmJSti{UGnSfij 1 mntitsJfnniS 

taCUGttUim^UmCUglSJRtntttSmnWGnflfUSatHmQn/nm (Profit Budgets Com-

n



bine Revenue and Expenses Budgets into One) 1 mnbtffmnnjticmhtuim 

tlpS5?i(RftnSt{Ut3lntlHafnClG9tafUtnStnt3GIf13{3tgn9tps (With Multiple 

Plants and Divisions) 1 gsiUlJtui tnbGjGtimfiSHtHtnsInafmiSfnHH'IGffU 

t6Gnpiffi(UGit8iHmatgGammttija')mMfinjBffiHtt}itiit6jatiifisalRmuL{i{tiGit3'i 

HafnnSSUlSRHgjHtinrotstlJGtnrinittJltiiSSaa (Artificial Profit Centres) itfitll
u

tjjUGxdjmHwnunQfnntin^jfitiHgfnnRGHtiJtjiHmstiHgfnnRtsHtij^jfi (By 

Developing Transfer Prices for Interorganisational Transactions) *1 mtfficjl 

ggiUlJn/)Hmtgn3immm{Ub(Exploration Unit)JUW[nHUlS Texaco ti&f] 

IJUtiMniilRSjtgnBhrtipa (Refining Division) Texaco dtGSign

jmnHSmsrmnjfinR[tjintltS (No Real Sales) *1 tfi[RHtJlS Texaco tJlStSgjtgfi 

}RjnmtiJtgitjiHgjHnpfutinjGtajimt^mncu]fimcuwnmLui3HmGa9tt3futgmsiguH 

tjissa"tun"tsi§ndfiGnffitGni i mntiniSRtiutSTOnnnjMnmtifijnjmuitDHscTTifiJJ =* ->» -o * <=- <=*' r\ v ■=* I I crj

3jHnt?iU(Rl3tslRt3tgmmsHiGujuGmmRt3ttjiuj[RlnisfimmnjttfitiJtgji3giPiHriR

tmjdJmncuticumiiflmJuwss *i-o oj

gjenegggng&feflgfijOT (Cash Budgets)

mntttSfnit^fmB{pn?5mjnjinia/itHnjt3itRiinRumstatuatifrinHists1tjiu

stisstuiuJTfifmmsisMnuutnnjitSGiUTiti5 i  mnt3tfJmnssHiGuiJim§n\5mnmj

8s3imdcumGHisymJHiS[pntsifacuwnufrij1sttiriRfanuja]:intu| (Cash Bud­
gets are Forecasts o f How Much Cash the Organisation Will have on 
Hand and How Much it Will Need to Meet Expenses. This Budget Can 
Reveal Shortages on the Availability o f Surplus Cash for Short-Term
Investments) 1

(Capital Expenditure)

mjIskunfigstsItcuLsnjfdHjB (Property) menj(Building) aammiB*) 

(Major Equipment) tUTltfigSGlUntU (Capital Expenditure) 1 GltmtUtSSR



d? o —2 O
GlurmJGSiv3injgtnSt3JtU:tnaj (Substantial Expenditures Both in Term s o f 

M agnitude and Duration) 1 mJWnGGRmfiJ]J1HUiSRtHfnt2Hjnfirit3

maG[nt4c5fiHm§tsitfim[nmdri8ibcSGtsg[Rb Melbourne m ^m jccuruinslnti 

s tinu iw nrisd tirn  hgiHmjmJutmcj{pnHCUSGmRUfitriti5tffijtij:tnfijnugi (An 

Outlay o f  Funds Over Several Years) ttS tH fl^ m im J^ U ^ a t^ tp S g ig flJP i 

tnstuUHfllni (It Would Require Many Years for M anagement to Recoup 

its Investments) *1 9tfist3jm:tntl)tsrnj1sttirifisibts§ (The M agnitude and 

Duration) mGunjibnfnn[RU[RftsmnjjuGGtnbt3JmndimtgjnwnumjlsttiriPi 

sim ss i mntitflmnwgaQnnitsjtumssHiGtg§jHRLRULnttjrit5njiRjafittumffnj 

tCU9StS'hntUHS1fifi (To Forecast Future Capital Requirements) tuH]§jmrivl 

gSM8ia*)t3nsilJJltSIMinj (To Keep on Top o f  Important Capital Projects)

tStytfSjHiscmQipriipuifnawnuutnnjttUHSGnmmiScutnt^G (To Ensure That 
Adequate Cash is Available to Meet These Expenditures as They Come 

one) *1

(Variable Budgets)

mniitflmnanjtijunuHaoHmasfittimromTfijaRtwgtinnnnRHUi (Based 

on the Assumptions of a Single Specified Volume) tmfURRtntitjJmnunJHS 

t[UIUCU(Fixed Budgets) 1 mnfctftmnBJMaRtffimfiHBfpiunJ (A Fixed Level 

o f Sales)tsmH10JltiWRtiCUCUmt5n]ygt/itsWfiRH (Production Volume) *1 

fnnfnmpsHsmGgwjsmtugth (Volume) §Jtns[jn?tsisxg i tnjwmastsjmfm 

tnmyujGSSdGtjinfuny wfnj:si3fnJGtUTitiJtffijgtiinjtty{yfutgifnHtfjHinn(Volume) 

i  mntttnmntinjHiamniuiuroigftiiatijuQtgtiwnmtJisifintiJiufriiHMgiatas *1

Wi3tftgiffaH1t5UmU8tn8 (Flexible) tSHJHIGWtSl

stntisrnjgititss i mnatnfrintinjHisfnnTUTUfunsunfitasffa^tJiumussiatsgtj t-nj cu u v o

(Variable Budgets Represent Flexible Standards) *1 flH1Gtit3JHf?|tiU(Rv3§J

ZO



U j U C X t i S m J t J l S f y f C m f t J l t n m t f r ( C o s t  Schedules) G 

[Unmni3mHmn8W^m(For Varying Levels o f Volume) *1

(Approaches to Budgeting)

tnalSHmffiJ (Two Approches) XdmHR{pU[p^H1G[ymStIJnxsi0t3friJ 

njuGmntitflmj (To Budgeting) il5!tirotRatDHtpat^tttRiimntitflfnjgt5gnnti 

Hnumntitfifmmnjis (Traditional or Incremental budget) 1 tmsintiUSISgl 

§9ta8Hfi{pu(pl3tsintJHgfnn8s fmRnjjtit§9jmnai3?frijfns?fitns{UM|frintaitij 

«mnnt«mGSt^HmatimnatflfnigimnJ8MSJ (Zero-base budget) *1

gf6ftgg5fr3$$l$aliis (Incremental Budgets)

RxntitfJmxmans (mn{3tSmjt^|utnnji)tri8tuntin:RanRnj(Two identif­

ying Characteristics) 1 S9 9fi[tnR (Funds) igftUt3tt5m9i9jtgmtijt39UHtifnn 

RG9 (Departments or Organisational Units) 1 HRLfiUL^axdRSiaxssuatUtt

xGnxsifdRHmnmmtdtuiRmtut3ieiJH[fau t 5 .to RxntttnmjmrinsxnmGmnRtna

tj?frmwRH8 *i mnat3?rniMnura:tnfuaHtiJ9GiutSm^t6itijt|yitM:tntut5i3 

qrnmtjlGflilGXtlTia (By Using the Last Period as a Reference Point) *1 

HistRmnjistsmn[U{UtutsintixwGmwfiJt3?pnng tdnjjRiGistRnsfijtHfux^lm
o

(Only Incremental Changes in the Budget Request are Reviewed) 1 XR 

tURfUi:SHtU9XStlJntUi:S:li3XS§(Each of These Characteristics) RUX§RUnTIHtI5

tan
xsixntuxafU9Rit5iRglt4isxuyxGmsi9jxgmtyt39XsiRtiHgfTinxRxrisfrijntjifi 

StiXCJR§jtflGnglJllt3Wf1HfnnmslXSinv3XgRS1v3XSls (Difficult to Differeniate 

Activities Unit) *i xtfiRH? nx(msxgmtaja?)xsint3HgfriiHisxfncutjfuim{p8(A 

Multiple Set of Goals) XXJimtiXGSRIHXGfdRymnHffiGSS (A Number of 

Activities) 1 RXntltnmJRXfljisuStTlsBRnfrinGJS (Deversity) XSWRHfnnmtiXSS



tg i  5ht^mffifnydClBfTUWnutgmtjJi39 (Providing Funds for Units Rather 

Than for Activities Within the Units)

tsis i t^ituftjindfisititsisyistfnfuustitps tfimGstiwftftstnsth 9) ttncutjiuua

8SH1SfinJ:W81Stjlt3tfnfUU[Ulv3utStgjR (Some Goals are important Than 

Others) tt/itu to) Hfi[RU[RammgR(ytumms^fiSti5tsint3fnjfi5tJt5tfncuun/it3 

gititss (Varying Degrees of Success in Achieving These Multiple 

Goals) *i mnaiflmimnjisiUHnjflH^QitiHMtJimslG.tiiSaxRHaj i ttajsfjticunciJi: 

tjlHtGJltnmwnmSttismi (As Planning Devices) flHSMfmsmJtHflGRgflJJlfi 

G9S^fnntFinnJinHtIJ9tSl§tg (Lack Sufficient Focus and Specificity) *1
(Troublesome) t^nnJtt3CUHfi{fiU[fit3 

^RnnroXMttJnnMR(Ufnnj3njmS{UM|nimuiujalafnJ8881tD (To Identity Inef­

ficiencies and Waste) i fnHnmgifnnms{uw|fnntnstSjtitsintimrit3tjJfnjn 

«cinamLnis^lpStfi{RftnsnJlli(They Tend to get Hidden) *1 tSini3RtrUdTfjfnJ 

mn?isfnHGyfritPimsrnfimt3n]tg (Nothing Ever Gets Cut) *i mnatOmiSHtiis 

GimSHt^Hmsagn^mj3cutRRCUimt3RtrimMnujm:tnnjt5l3t[fnti3 -nJuBHRimi 

LRtttnH?gf1tm8maHfflRItIJf5nUHRt4«im (Add a Percentage for Inflation) St3 

tfiftJtffiJRHfnclSynjSflUtSH (Request for Those New or Expended 

Activities They Seek to Pursue) 1 HnyRU[Rt3^RRnnjnSRJtHtl5tmgitffifi5tn?i 

WRtnjistLUyjCUXRm(UTlS(Look Only at the Requests for Incremental Changes) *1 

njgtatuRtii snTtnRHiBTRJtsoiMnuMfiHmn!t3njtmnjl3TRfrniujiHRttjitiJ(Monev
c> L# uu o l#u v  v -

Can Be Provided for Activities Long After Their Need is Gone) 1

R6neSSg«6gte8$5ig6»9ft5S,\ (Zero-Base Budgets ZBB)

mnatSfnnsifitimmrosMSj giHgiJgjHRLRULR^unpRtt^RtitutcSwtnJiw

tnmjtjicuHRGiuntcu8wsjtgi tgis5t^tiBRys9tnsgR|i^nygismtfim (ZBB 
Requires Managers to Justify Their Budget Requests in Detail From 
Scratch, Regardless of Previous Appropriations) *1 mntitjJfnnsstnsuonti



ifrsffirittfguwfislQ itinjttStitnstJjunmmntamna^fnjmfms -=- wnHfnnfecu 

HlGmtmg1thHHR:(Activities That have a Way of Becoming Immortal) *1 

tsitnm&njiJRiRslHStfsthunRmuitRWRHfnnmwHtirnnmGtfist^RtthwssatnI ^ O OJ

Hiat^^nitRStintiJipuM nsfiumgniputptt stiRMfstujsiRgtistiR'inRRijttij

<r i o  n  Laj

tGinJtJ^tBHSmatnRUtiUSaiJypnJfaUGGlStlStfnniUtUia (The Activities They 
are Investigating for the Organisation Could Be Eliminated Without Any 
Loss of Function or Goal Attainment) 'l

Gmad!mnsiGtimGtfU3fiJSlRCUlR§IHRTRUTGt3TG^GUainififamatBmUCTTlR
C* v  t J  J < *  U  U  L* j  i n %* n  u»

tuiRdfGtaimiRHmtamufGtRtmsTRfmjtjjRin Suuijmjmm3tf?pnnsiRt3mRtcu3I I «* =* L/u •=*

wsj^tGmojtsj^lnisfncijfaRHfnngiaHwmwHgfrintSHjnsRjtHcuttitRWRyfnn 

Htucunttinj{RfttnsutttGicu ymturifRfggcutnRinsInamRmRustiJ GtGfun{R? 

gsfutj?RinsiRtimR£3tdcuy(R^RStgjt3 i dGHisuaicjtsint3Rint3tcu8 £-to Suim 

RiJiHtnsufiuns:u

9. MRymnSHm^JUWtgRtufUHlSRIJRRRJGJlfafinw (Each Discrete Depart­

mental Activity)(RftnsmURtjlGtaiHytGISmJMUGGR (A Decision Package) *1 

to. Gt^HSHtG9tsiRtimjfiJUGGR(nft3iSRCUiritjittu8njt3tJJitiJttirtfiJtgimuHRLmtiri

tjSmwflGimsHgfrintslRi3Hg]vltncuisRtnatj!R1J (The Individual Decision 
Packages are Ranked According to Their Benefit to the Organisation 

During the Budget Period) *1

m. GSGist^RiJ[Rft4ismt3tGRtgi§jGt^iHSHm^ttHtiiLwmgiRiHfutJiuHstynstsi 

RtiHgmn (Budget Resources are Allocated to the Individual Packages 

According to Preferential Rank in the Organisation) *1

Rina itus £-to StnfiimrismntitftmnmnfcmmrasMSj (The Zero-Base 
Budget Process)

£3



mSJimsmJMUGGfj(The Decision Package) RtjlDnwin^CUtJjunuStl 

nonfinwriUfnnt^imtsjn^Hm^ t

(Operating Managers) aRMinssjHHistwGmgancugtinjjntignmfncuufuims

wfiHfnn tfmuittfGiunmwnuwfiHfrirums mfmnnjufflSfi mfififiHtetiSfnrauv« i v I n

(Mesure o f Performance) wnufnnttjjmgjmtiCUHIGtLSwUfLlUJfiHnfisw 

(Alternative Courses of Action) mjnmmtUtgitCUtaCUGtanni^fUtnSUnnfnJ 

WUGfnitnJ (An Evaluation of the Benefits From Performance) ItntGSbtslU 

7wmsmn§SsfiJtJGtUttlBClJtgirriHgwjS:1wmmfijHgfrin (From an Organisat­

ion-Wide Per spective) t tUStITim§JGtgimSJlUSHtI59njUGS/?5tt|ji3^Mnu 

t[2wnwtslGamJHS^wnufnnwnHSfijifiJStffidh{SfLinfi5Htijni3GtnjTiHd^[2w

UWgitltSSttjimRCUlRintdStSmRnjcFimsmJ8R8 (In More Specific Terms,
Each Package Lists a Number of Alternative Methods of Performing the 
Activity, Recommends one of These Alternative, and Delineates Effort
Levels) *1

mmsfni3R8{5t3ttutt (Effort Level) gibtssRtuifiHntmfutditsmjGtirnm 

(Spending Targets) ggiumin tfttfiMfiHfnnsti[gftnsutnniGTi n)o.£o sti990 

fnRitDtgmti^fTifUGUTStinaaGmG t HbninG9iunHtmdfUHS?fi?nu ZBB stii» u  c* v c~\ n  u i n

Hisnmugi^tssnumsRmu t

ISitmutlJnJHfllpuptitgfl (Department Managers) tjisumusfnmuta 

fnjfi5tJGGR(The Decision Package) RmmSSTfifumStSlmSTRHtflRSnmtflSSW 

(Top Excutive Group)tdtURnPRt3ltR[RfGamtIJGSSUS1S 

lungs *1 (Ufn«S8i5tg1tnst£5itii2t3BjiMsiBS3M}tnt3njiRfGiuriajttJitiJHanin (By 

Ascertaining the Total Amount to Be Spent by the Organisation)ttfltUUSlU

Hmjjuumu9itiHWfnHnj^unHR|utmtist{GStifUHRLmtiritisBG diuHtifnn 
(Ranking All Packages is Order of Decreasing Benefits to the 
Organization) 1 nmU(RftflSgS£UmfiG8Jtnm3rimmsmJGlUnffi (Down the

Spending Level) *1 tnnJttiCU[RJniSt?iHSfR{RH[R^tluijfnJ ZBB fltBmnJttfltU



{u^[umgsjnnifanufTinjuwHgfnn ujuGtfimgfnn BtiwwGtijgtinjtjimiua (The 

Continuation) m n m p  (Modification)lfTlJUmmSftJnHfnn (Or Termination 

of the Activity) 1

ZBB nmGtQgt^s[fmmtnsunritiigtgitgja] (No Panacea) i titstfimng 

t3?mjmtuisttij^tnsRtin1uR§inj8smwfi i fiutSsfruttmytnnj (Paperwork) 

si3{gffnncicutffuit2tytJjUG *i faRHfnnM8iS9ttiroHRputptit5StHimtRgnisR 

IpnuntitiB^t§tHimHR{uttintjsmwfimtnt3i^|t3 it/itiJtugtjfutjimtjuuiR

(Eventual Outcome). nwf8Mtym^anmt3fUHit5tnRHismHJtij:tjJfnintnjis 

(Through Incremental Budget) 1

fnjwtnnsi3fnJGQjriajfit)rriJHsffis ZBB mGHSwmwuwnmfiUHtifnmg *i
« l n U Li

tmfusttmt3immwHafnnG9tRi3tm5tHiti5HsritiJdnjRcuiLmtiritjStjiMmsntu(Any 

Potential Gain)tufU ZBB mcgETOS *1 fimGH1S{Uw|fnnutjfigt3HgfncifiriG'lJ 

cmrtSwBisst/mGfriti RtimjguRHLnHURtSfitsiR^ijiHinsmSfPiHltsintiHgfnn 

tdcuntiv3tRGifiQs *i qsitmn/i ti^mftnnRRiffriisiaGstnsiaLfjHURwmBifi^LnH 

.iqsmSfn.Hti3cujHHisign§Bt^!gn®T)ii{ilJst|pi s^tgnuRwnnwfgifigat^m

^cutsistigst4QjmwhnHtfls ^ H1Sfnjl^ tnf1Safn^ n;i ît^ tfitftmnuMtmftmfjsa

(Realistic) lt^M mu^njalijjfiu5miiufiuttfiraiuM 9fnn *i ftgswnuffiHiuu 

tss ZBB HltitjimtSJlljltlJlgfinSRj" satgttismffaWHIs'mWHra (Maybe a 

Valuable Planning and Control Device) *1 ZBB nigJtpfilHraatimiJpuiJrtaaf 

GStSIStufUnntitfiGsdmtibtuJ (With Managing Declining Resources) *1 

xaiinrofctuHamnfjitmHHsaaaffrufnRuatiJ (Cutbacks) s^puStstJijm fR 

(Financial Restraints) tm§Hn{|iUptinfit^tMt3JfiHtt3JltntntSCUtnmt3bt3SG1Stns 

nnnBgjmntfirajUMgmn i  ZBB inrnftHicjitntmuuta: i

(Operational Planning Tools)

Miss Maud (Chain)

Swedish Pastry Houses Sb Smorgasbord Restaurants ttiCUtnstnthpjBtsIfn??



81t3WG[Ut9WH(ftJlCU *1 Maud Edmiston U5n5t^MStimsmU(f1H

unmss GCiiTimtncutJfinmnmips^tymSfiErin^ntutfnri (Work Schedules) 

mjtnnujuGwnmmti5ifimSfimnmntutJnjiwnuHfigittHwtdcuinTin[fdt4istifi5t| 

mTfanG^tRumums{R^SnGUiusist3anaii9jmncutnniuti5tti stittfts(witmjciTi 

nym^jjtglHWttffrmujtism (Solving Day-To-Day Problems) *1 ItStiStinfTl 

RpHngufiJtintmtismJtunugHtiJGSSxE3njHiGtimHRijiU{fit3 tfGtfittmnjjS Maud 

tmmmsmms(uw§fnmgjti *i

gnS6Sgr3ng6CTft56Sa$3 (Scheduling)

(UMai5tnriRHn[RfMtttmHnJHR{fiUlRt3HtDIfJH (A Group of Supervisors) 

(Department Managers) Jm:tnninJUttitnT1GHGStlttSn]nfitG 

t^tQm9WjunuriJHfssJMfiHfnnmt3njnmfi{g^5 cutfiunhtfiwtdnjwRUfnngiti 

isis st3 Rfutnm sJtimatiTfiftGMfiHmnsHUJ9 tuimtsItncunmitinjfdRyfnngiti
V  - o  Ur u  o -  - »  u  - «

taisattgrfutnniGu i HniRuiRtiRna?m5mSn3tt5axur16ifn«5fiinmnnjtfnn * 1  

tsintit||mss ttStansRjtHfusfHtGjitntiJtGtTintitncutfciJittinjtnsfiJinfGSiSHm 

GSS (Some Useful Scheduling Devices) *1

gT3f3g GANTT (The Gantt Chart)

fnnti Gantt [RftjlSUtSmgjt3Rt3n9jt3JUfifafifR]JnSt3t9i (Around the 

Turn of the Century) ttfltmcinfi Henry Gantt tJ3CUtj1Hfl3maitpflHfnigU!JH 

(A Protege) JUMICinn Frederick Taylor 1 tfncURSRRfinHmutiR *1 fmtfltijl 

[fnHtrn (A Bar Graph) tJJltUt31StnCUtfnjl3msitWHfyttin (Horizontal Axis) 

aafdnHmnttinjgjJnanmnwSmaiisuHfjjnDi (Vertical Axis) 1 tm (Bars) gnti 

tsisutnmsfgsdcu (Output) gtatSnjtnatTtntigri afctftmwtiRtimKfnnjyffi 1 
mnti Gantt uttinuHitiinSnith tsitncufunRGmjTRftjistRRR^istiTRJmnnitifimui xj \» » uu Uu

tfufuxGfutglaafitcifijfnjtjimMtataRtsfniaHtD*) i fifriytGriniuJHtijfijiym m su  J  u  o  » u U u  m i n



yiSfiTlJ:McTIS (It is Simple But Important Device) tufUmGtHimHRyRUfRt)

tjjunucuHm^muim[facuslmticu(Rftgt2ujmntjfnjtnjHtijymnt3HtiJ ttntu

(W heter it is Ahead of,

Behind or on Schedule) 1

ju £ -m : m nti Gantt wnumjtftSmfojftfri 
(A Gantt Chart for Book Production)

m£-mnonsiHri?nnti Gantt ufoiHmHmtdmTfiftnsmSeitsltifijriumjtitSR
v m u Uu n vJ

tfaf^fd^(iiHnTfiUTfil3Hintsifii3TRHihsttji§nHHtiJ i  tnn^nm R ftflsm rinitfnsu  «  U U « « u  i i i n t j  Uu cn -vj

tsIm m Sugm sfnnti i wnyfnnfdms^^ftTisnRLfntsisiatgmdtgfigiiatyTiH i

ifd n jtfiu n jtd im tsfd fiy fn n m ^ sn d cu g ltn s^  si3tnnjttoidcuRnR[g?tnsRanfi 

w n u w n u fn n sn u ^ m  gms^dnjTUHUHmwRtsiR^jmnnfUHajfisurmtinnjtfiu
\J  o> U  u  a  u  o j  v.

tdcutnsiyntispijufijfi *i juyatuiEiJU^niri^tnjiJfnitfimfah i m ntitssm ujtfi 

guRjan fi5nuj^RnsRjHmtsitnfu^njHR[RU[Rt3tfgi3JRRnriRmtisRiJ i RtiRian 

ts§TRuaht3TRftnsumugisinfi5n'nrittuRtti5^Rfi5tnirisnjs 9  ̂ fitSfitfititncmfnn 

Rtuirs la ratnifi i  ^msgfut4issfnRHisxssHRfRULRi3RinaLmuinjcnGtit|fnnR 

mfsssfSHjmSstw^swnu to fa^uiidtutnstnRU^gfjRtnsitsinHiSRiJnsptntu 

tg jm gjm  1  tstyfiiiGftiiGi.ssHRifiULfitiHim^ 

iURGCunwtSRtjii3yGt^futnstLfrit3GSS la wpt/iLuwstunGistGRinRRjftgtms 1

gr^e$5$pST3$8?S (The Load Chart)

mn^USRRlJaTURtJl?nnt3 Gantt ttf£G[Rft4lStRt{y (A Modified Gantt 

Chart) *i fisfatmmRimRynwRyrrimsiiffiHRjcmj mnmsRRiJtnjRR|tmgRGS 

G1SJUWgiv3HCmtu1tGtgjR (Load Charts List Either Whole Departments or 

Specific Resources) 1 tGtUmSSmGtmDJHR{RU{Rt3tG^SRlJ StiyiRnSRjRi: 

tyuytnWMHRfnn (To Plan and To Control for Capacity Utilisation) *1



upturn tsjRfnnmsnmitrinjjuGtnfutfcinfdnufaHRfnntgienHmstipnjtTij 

(Schedule Capacity By Work Station) 1

ggiuwi/i ju^-C u^ninfnnhusRmj^iwnusnssitijntjmRnHGssSsintsifit3 

[RHtllSttjIsnHuGRI 1 SnSSimRH1R9[RRnSfijtiffifinH (Supervises the 

Production) ShRSJyt) (Design) twjftniutiJGss *i ?nHJtu:mjnsfijiSnjfnnti 

usnmjhiJuGfnnhtdnjijisugicTjtsina ju£-6 HSsnsmtun(Executive Editor) 

tt3njpu(Rt3snsmmntjffifinHSit)SsiRjfiGtHCutt5nitji smmgtsmStyggcufnitnj 

twjftniStgjR i {uwsmipu^mnnjtncjttnagiaHMtsissnssimnLmuicutjifatJG 

GR5sgscumnmnafnjinjS9tgjmg gscumnmjtrij§ttjimnsjinncufrijtnjt3tg 

giHginmmsnssitiintGpnntGwtGihltinjsnsmmfidffiRnHmsmgjPi i myu£-6 

msiR Lisa sh Maurice 19 tdfuthuj^futncjtGii3gihHfafijriujtG:tncu & ts 

umtutss i  ttfitufmrffisnsmmntitgtgtfimstnitfgtsjssdtGsnmfiHiGggfuuifi 

mnarnitruSutiJ m{GStgjR i

ju £ -6 : ffmhusRmJinj
v  «s*

PERT (PERT Network Analysis)

Gantt SftRintiUSnfnJvJlJ (The GANTT Chart and the Load Chart) 

tns|pttintjSt3nutunwfiHfnn umnamitiinatijrinawjtJBtntutfnjitnaBSSRGRG 

nJIUJHSgingtim (Few in Number and Independent of Each Other) *1 UtStfi 

t5mitttHGXgi[u5stUHn(tiU[pi3(R^f?6smjmnl3GHtI5 (To Plan a Large 

Project) dGtjlfnJUjUGHhfnntgjhlni(A Reorganisation) GlUt§HtIjgsimJUms 

MHJ(The Launching of a Cost-Reduction Compaign)lmmt§fitiCUfit4CU§Hm 

uSwmftjntu tnsmJwuimjt^HmuRffimtiRgtsnntanticufinmttafiRjutiitjtuRdcuv u i n  «  U «* •% a v M

(The Development of a New Product That Required Coordinating Inputs 
From Marketing, Production and Product Design Personnel) ? RtnbtUUtSs

giH9inHiiDtns?niMJUftJinjtfiHfflMfiHmnnu«iinuma tdwwRHfnnytiiGSSTmu u -» -* u u Uu



tmggfHtcitusn (Simultaneosly) it/itHHtHGssigjfiHsmtjtftginiscijscLmtfi 

MRHfnnflyti9lRft3iautnnjBUMS (Until Earlier Activities have Been 

Completed) *i [UMsriSinn?iHfTG6 ftiii3fGt3wnjit)HmtnjiriHnnGthysmGGim§H 

Mijtjmi t̂UsamtRGIPifGS (Foundation) tflHSWS *1 utBstmrinfiHnHIGtGmnti 

tnfutftinMnumntaSM^fmmisstsiitigGtHG ? tcmnHnmGt[5[Giw Program 

Evaluation and Review Technique (UUSmgw *1

Program Evaluation and Review Technique PERT JfTU

IfTIRLUnS PERT (PERT Network Analysis) [RJtnamSm^atSintJGtigwfliJJ

sri 9< f̂i0 wnmSmifamfiJjfiJtjiHmHntHifriJsagfnritriJGsstjitimooo fefuutnm
c *  c r  U  \J  <=* c * u  ^

mJ^nStunaMmfGmflHtigR Polaris (The Polaris Submarine Weapon 
System)

mnfctssMfiftnnuHBtgs (incredibly Complicated) ttfitmnsMRHfnnnmmnums

tdtGTR^Gfamwjcum *1 pert TfiitnstfinmmjcuiTtnutfi mGtimmmjstiJtnsim:\~nj u <=* t-'U Li u

tntufnwniinRMnuumumritt Polaris tss *i

runs PERT f5t^t3nTmHaGt^fnnttroinjfcronnjimnwr3iutSM?iHmmt3fuU CJ «J Li v - • V ^

TRfmiRtJftUMtJGmrua sfctnnjtfnn mtjtSmdfumnnst^HmwRyfnnsHajs (A
PERT Network is a Flow-Chart-Like Diagram That Depicts the Sequence 
of Activities needed to Complete a Project and the Time or Cost
Associated With Each Activity) *1

tfiHtufyns PERT anipupamnaigJtRRR^R[gft58jitjitiJH3s (What has to 

Be Done)R[Ulfifi5nHfnnam8stdCU ntimnmtgTJnitgiHfi (Determine Which 

Events Depend on One Another) ttrmJRtmtlJttSniSJGtsatdCUHIGtRfiHISSf 

Utrn (Identify Potential Trouble Spots) 1 PERT

tjujmGjutinjusmtut^tuwfiHfnnnttfiuwttjjtttgjR sttttogitnjmjficmmnrctfcin 

saufuSH (Easy to Compare the Effects Alternative Actions Will have on 

Scheduling and Costs) *1 uGtSs PERT mGtH1tI3HR[RU(?it3fnH^s3tcinJfTinn 

GUSJUwmnajntiScjsJguwmdfUHiGtRfiHistgja satGmjGtURGStnapnHtticutri
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tnGtuHJinjimnatmai3msini3?nnmnCUnflIl (Allows Managers to Monitor a 
Project’s Program , Identify Possnible Bottlenecks and Shift Resources as 
Necessary to keep the Project on Schedule) *1

tSujti5fUHnnujumS?iLuns PERT m : [nBfmon

(Events) fUnUffin (Activities) S^nSbwms (Critical Path) 1 itSbWHnSJtU 

mRjsiatssu^mnfiuristsinaSttirijfTii PERT n/iujumuHntisgmtmnmftftj

hum

{fifimjnfi (Events) m^GSGcmimu (End Point) tdtufttLmmmwmmmufdnH 

fnnW81S^ (The Completion of Major Activities) 1 MRHffin (Activities) 

RCunt3tmmtncutfnmGSGistdcu(Rffnjtrit4iG t2HjStcuijmjn{n|mjcinHtGtgiLnR 

fnJtinHtG (Time or Resources Required to Program From One Event to 

Another) *i fistiwsis Gt^nj^ufut^mtdnjuaudmStnnjtpsudmspBmjcui sti 

wnuffiruslntiftins PERT (The Critical Path is the Longest or Most Time -  

Consuming Sequence of Events and Activities in a PERT Network) 1 fflJ 

utSfijuns PERT RjftHiraHnputpajmmmranisfMfiHinnfiJ8is9gil3HMtt3nj 

GitnGtSHjMtJGmnmijuwnHfrifisitit&istgifnHCUJJiunjttJitii ttnmfitumcmncu

tfnntSHJumuwnHfnnSUm^ (Developing a PERT Network Requires the
Manage to Identify All Key Activities Needed to Complete a Project, 
Rank Them in Order of Dependence and Estimate Each Activity’s
Completion Time) *1

LumnssHiGtGmGnitji cruris :

9. jmmmn5mntifGfiHfTinM8'lS9 (Every Significant Activity) 

MWGXHitiitnaiBSjtmtijmnttigftnsumu imromu(Accomplishment) wnnfnn 

SHUJ9t3fUtU9dnJt^Tn3fr)J[l/icJtUStjfUHmGSS(A Set of Events Or Outcomes) 1u n  c* U n  c» u u '  '

to.unrifttHitBSancutfiufuttfimtdcu[nBmjnjisititsssa{Gft^sumu (Ascertain 

the Order in Which Theses Events Must Be Compled) *1
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m. RW^ji(mHfui^nswnHfnnnmjOTm§ujuifi^tijgumu (Diagram the Flow 

of Activities From Start to Finish) IdimRWUminsfWfiHfnnsuaj^ St39SlRV o  y  u

gaamMnt^at3MfiHnint3igx9jK9itiHM i i2yjunTmn[fmmjnii

st3wnji[ntji2Hju^ninwnHfnn i iGtumsstt5tiggtutnss^ji[mHmnttciJuij (A 

Flow-Chart Diagram)fufmtStituritt){yns PERT 1

d. fimmnJtnnjtfnnwnuutnniMnHHinSHtD9 (Compute a Time Estimate for 

Completing Each Activity) *1 [UfTmSStf tgitnStSJltDHGJHfnmsxcicmfnnMgB 

stun (t0) ttSwMfigfnniRffnjStnnjtsiganjRsciricufimgis mjtnsfms{uunf>{u 

tuicuutjR (tm) is ira:tnnj ttifuwfiHrnnEjfmitjiGHsn samJtnswisggSstsjH 

(tp) xtSniRnmatmmimrtnnjtanjranHmnHUjgJmnaitpnHnjfjsnnjnifinutiR
(This is Done With a Weighted Average That Employs an Optimistic 
Time Estimate (t0) o f How Long the Activity Would Take Under Ideal 
Conditions a Most-Likely Estimate (tm) of the Time the Activity 
Normally Should Take, and a Pessimistic Estimate (tp) That an Activity
Should Take Under the Worst Possible Conditions) *1

fUHSwnufitwm?uj:ttira-(te) R :

T0+ 4Tm+Tp
Te= ---------------

6

U. tjigumu tt^t5Jt{3{pw{unsj3jiifnmt3njHiSfnJGiSMistncuifnri wnuMfrofnn 

SHtB9 (A Schedule for the Start and Finish Dates o f Each Activity and for 

the Entire Project) tmsHnipufptiHiGRnjiRfnnmntutfnnfdnmgGim§H smta 

ummsfi5RHfnnsHti59Stiwriumnl3gii3Htu *1 mjnsjiincutunHm (Any Delays) 

tdfUtnGHlSigjmsiRt3fiSt3W81S(Critical Path) mftmtuHismjmfiGRgndinutafi 

ntfmsfnjnsjitnwgimsstGXHitHmnagitiHnjHisfnitSRtihf i dtstssRstifasisn 

HismciHfiJRHnJTiHmtgjtiJ i  iuiRut§spnjnsjinnnj[unHaKsintiRgt3tsisu^itT



imti5tiScjmH9sffnjnsjinnfut3int3fnnjmtGsnaflRGat[jTitiJwnumnt3tt3n5[gft4i 

S umU(A Delay in the Final Deadline for the Completed Project) 1

^GtrfwttSat^sfirifiJtncutsisibtSmdfitssttimnaPERT fnmjpsHiSMfnn 

w [rifJin)udG ttjim m G H is{n|m jannujm num s i miRnJi^SwipcvnnjtumssHiG 

i5tgitnst^HUjnnjgnc3njt[ULGifaPERT Software dfisiniutjfi i uxsftjnmtnnnj 

niiajUMttSti9MHtSfnHggitJiinji§faHimHtiJ i  guui^tmnHGmhHmutumjgfL) 

[RfJUW[fJHUisWtUiautI5 (Superintendent o f  a Construction Company) 1

Office Building) i tt^tnftnnmnnjtJnn15ijiHiM[tnnxsiRi3jnSjRHJUfiiinjifiaR 

imstnjiRHRigftRnfuiRt^iRfittuiraitnfuusistSiQcinawSfnmnssjGtuiaj i innn 

Hntnsigfnilmwtint3rof?tust^mmRGi{Tnmnagi53Hfutg1i3iMRHfnn sti[nfi- 

fmcin i

mnia^-toJSfaunrnnninSmici/iMSiSfitimntifiJiaMfi stimjtns&jissfjm:tngufi?ignV o  o  ci «=* -» v i

tdtu[SJfnn2HjumtifafiUfrinsutiJ9 i ju d-tfnnfisin[yns PERT tJfttmtjmaS 

gsstu ntimnti «l-to i

tynsPER T  lUfiitnnRHRitnuuinRHfitai {ufistUH^Stririjpnnsimutdsfnj 

nsa{gJmiim:innjtfOMtnuit3^firitiM&MCin6tm8iGntu i tssgfnism insittfiffi 

ttim m H fiStiw sisjuw iyns A-B-C-D-G-H-J-K i  HismjnsjmncutimHtsjRia 

mjumuinRminxitsifnHtismsssttxGtHitiJfnJummsmn^giaHciJHisfnjtSfitiTif
»  U  n  oi v- v

*i ggitmnn yjw sm fitiyjajrtncuSw tjinfisM tJfim  <k WGiuitSHjLfrifunricuhysa 

TfncuussfnK Tnnfnjti/igDTSsstiSsHistanjusmnjHtgitcBmtumtGgtsfnjumuGa 

t[fntm sistg *i tuitjH ? fit [ms C-D + D-I + I-J tSs^^m w ptiim ytfuris 

siwiftira C-E + E-G + G-H + H-J tM9c)Mtntfi i  tgisutjimiatimmtJitDiyws 

tutcuifiHRGtimRiujrtntutfo wtmn tfmRHfimtfitHmsfignrfrfimmjwnHmngiti«  O c« U Ct I

tsistsimHfist3W8istt3cumG[Rft4iamSstfuQstgt3 *1



m n t i£ - lo  : { u n s  PERT w nufm tifaaH im jfrutiririjtD H U J

[fifirman rmncinxim jmrtncuRRgn1 rnSmjn/uiSnHSu n |
(Event) (Description) RRthwtjtri 

(Expected Time)
(Preceding Event)

A Lnm{njatcuRSjyti saggcummscrnfi 90 ms

B 2njn?nJGRJt3ti5st[mH3 & A

C 3tgji3t(jm3 stitimiti 9(1 B

D Mbnnfu S C

E utgjtiuyc m C

F {tinSycu m C

G &gjtit3jt§i331hfii3 6 d ,e ,f

H StglmfrcimmsvJ 0 0 ci G

I rmfunncufid stanncufruLi cj O d D

J Sxgjtamr saMHfjutfias'itmfc m I»H

K TURnjtgitHimTRHHnTRUTRamfnj 9 J

: tJnTffiHTuns PERT
V  U  u  U  c »

^SSgn^K O S^S jSegig  (Break-Even Analysis)

tRHafnnTRfnintacuritjnjBssumstSyTtHitijfatJtstnsctiiiGJtjtSH (Break- 

Even) tdtumSStll talHSHlSGttUini ttfiffi RHSSimSH (Neither Profit Nor 

Loss)? (The Minimum of Units) Xt̂ CÛ f

CUm2ujfanGtmmtt^{Wfim[Uin]JUfa3S (Profit Objective) ytfttRtjffifitiCUUQUJS
VI l

RJtRUBron (Current Product) UdfittinintSjtitUfiRHmMHgmn *1 fmlfnfiHn 

GMlGjtjUk (Break-Even Analysis) R^lwtiWIgftnBtiyipMtsntiQWBnTim 

MnufiragnpuLwtttgmitnBtspsipfimMnjgntiiHB i
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mjlfnfiHrifnJHSGtn/iniHS81fiStjimHS§firiHmUtjfi (A Simplistic 

Formulation) xRfiHisjuttOTtiacimsHn^utfiamimsfiu^cjrigsinQsaihtatpifi 

Qlingu (Revenue) t6tBH(Cost)St3pinmtUin](Profit) 1 xSHJRCinmGtUltsJtStS^The 

Break-Even Point) (BE) HnLRULRtt[RfSttnmtU0RfnmwtiWRlanJtt3tURntlI}lR 

fUfi (The Unit Price of the Product Being Sold) (P) XgtSHtfUIunJfJti 9 

hfifn (The Variable Cost Per Unit) (VC) ShttituHttiJMJU (Total Fixed 

Cost) (TFC) 1

HtiffinHUJitstSH tTitnnjtdn5Qanfuwjumw8SR{pnsth|TujmsfyHsmg 

tuHWJUHJWSS (An Organisation Break Even When its Total Revenue is 

just Enough to Equal its Total Costs) 1 msttjtSHMra (Total Costs) Hism 

UjR : WHlfi5fnhttjJ(A Fixed Component) SbfatflfJfnfrtgjftJflJ (A Veriable 

Component) 1 tgtSHttiimftyflfiGtUTiaj XtiroHSglwyntfimHSRfiHntSSS (Fixed 

Cost are Expenses That Do Not Change, Regardless of Volume) IcJSHJlJClfi 

JHHlSttiGlSinUJb (Insurance Premiums) Si3nsxiS(SCljfiJHjfj (Property 

Taxes) *1 riRniTlfdtgtSHttiJHlSGSSttjnm^RhJm^nnjgmams (In Short Term) 

myn§xsiRt3im:tnnjxfv3RQWsjisagmmmtjimuXQ§[RfHisfrin{tJ{yfu (Subject 

to Variation) i tgtSHtju^ufiJgifdynsimHSStjnj stiramfcffitnffilJH XgCUJfU 

ntunn Sv3tdtjlHClfU (Variable Cost Change in Proportion to Output and 

Include Raw Materials, Labour Cost and Energy Cost) 1

QtiiiQjm3HmtiRaiisitnsfnHjm:uTitSmitJimxi5mHS8it3tyriH:

TFC
BE = ----------

P-VC

jUHSxssTtmittStitji < 9) TtnRQtuinjfinusatMttjtSHWjmsitnnjtdcuttSanjnGSS
v  n  u  U  v i  ^  w  i u

anfntRUTfnsfiamfut^cussimtitSHDfifnnufUfiJsti (to) fnnswmjfitimnjstitts
u  . U  c* v  <u U  U u  l c* cu

tSHnmufmsItnnjfituisti GSsanfritdcuTRftnscuPi twsmtitSmtaJ (This 
Formula Tells us That (1) Total Revenue Will Equal Total Cost When



We Sell Enough Units at a Price That Covers All Variable Unit Cost and 
(2) the Difference Between Price and Variable, When Multiplied by the
Number of Units Sold, Equals the Fixed Costs) 1

ggiinm/iguintJltfjHtns Dave's Photocopying Service tumg $0.1 Rb 

GjiuTsnjti^gnn tpwatutgt2HitjitJiaGas $27,000 n&9giaatgt2HipiyroHi8 

GSS $0.04 Rb9GJim818 Dave mGRnnmGCUJGJGtSHroWRlRtiGRtSi : $27,000/ 

($0.10 - $0.04) -  450,000 gjiu!  taitnnJtpRGtinfujuGigiGiaGaa $45,000 i 

gaiRgsbtiGfmasTRftnautnmtjiTmuimaiRam iU « Uu rn N> Li <r c* V

tJigumtiriMnm5ttiafru(Planning Tool) mjlfnRHnGniiGJGtSHmG^m 

Dave tmmmSm?nnns3ixafrunjfijufi3mR (Sales Objective) i gsuruon ms 

mGmSR[pRGxnjini!t3njRiRGatnaitjitiJ umuuGGGiGtuuHRt|jritGlnitSujRtuifisf 

mmsRiJtumdtu[RfmnSHjwiJGSf[i^RGtnjinitsis i RiilmRHnGOJiGjGtSHRinG 

[tnu Dave HnmHianttIcujRfmSstSGjtmtiJJGtSH tuwatuRiR&rimR'usiR 

t2H8itntuuGUTat8siGaauai8tt3njRiRHiG8iRUb sbtsitRjGtSHTUwsmsitnnjtt U |-» U l-J

UGUTStSSRIRRnbtRJRWGtWimtSIS <1 RfcRIflfisstiGtftRIJTRUfRtimSiRHRgnmSn 

(The Management o f Professional Sports Franchises) f81&RltffnRHnG-CUlG 

JGt3utnSUbiniHnGSSttlCUGlSW1SSRtSRnjnJRMUTRti3fl5G1triG t2HT9S'1Rttjl2H
u in ^ u  ̂ i i u , ij n w

91bHfiJH1S (The Projected Volume of Tickets Sales Required to Cover All

Costs) TORnnsSawHtuiRtinjswugRxaroiuRiiwugRMntJHRSRmRtRnSnGniSj

t4R?imSfRHts§ i •

(Linear Programming)

John Rouse HlStnbGTRtaCURUUmUTlJHtUttlfUtitURTtJIHltri! to TUtRSR
U in u L/c*' vJ U

v  tJ

blue vein Sb a brie 1 mSiRHHiaStrimR'WtJ 1 fnRmGfURLtTIHIUlJGIbHWttifU
v

RIRtJiataffiR 1 xast^fiUMJunilHfiJtnRmMRlR (Dilemma): gUHIttiLUlUJtiTjgib to
V

LUtRSGbRJRtgRtfCGRRHuGRI (Through the Same Department Production)
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I^IRfnRRn?it4lSRptfi9SHtU9t5SSUS1StSHjSSnJ^S{pRGTaJlfJtpSUt4fi (To 

M aximise his Profits) ?

PTlJnSRjtHItlJfnStSIGJlfa (A Closer Look) ttu&njijmjmSfnHiuM John 

(tjimtStitji mGmGt^S8it3RnjiGrm{w^tuHJstninstjifrijmSfinulGthusiGt3Hj 

ttrigTfmmumiRt3mjGimGtjGSGisjurij?nfi *i tiGttStitrisuttinimmiSfiRHlGfri
U in « v  in m o vt

USIfl HIGHSfRGlSGtmsUnTUUfij John UtSftHSmGHSffilmSGSmsmJGimGti
<:■ I o in > o i o

GSGlS91t3Hfih9 (But it Can’t Be Applied to All Resources Allocation

Situations) 1 tJjTinslHmnmWtflSGSGlSfiCUlfi (Limed Resources) Sti tfflCUtdi 

tsmJ91Cjmntin5LUtmitiS§{UtSmt4fi (The Objective o f  Optimisation) ft 9*1 H

ginmmHislStdjl3RamjumfUGSGist4iummt2Hjt4ffiRgstituGJ§HtiJGss (it 
Requires That There Be Alternative W ays o f Com bining Resources to 

Produce a N um ber o f  Outputs M ixes) 1 flR[RftfiHlS9SinSSt3tjlumRJhtl

HC1T1G (There M ust Be a Linear Relationship Between Variables) 1 tSSHlS

statftmnftwunsImmTffi Hmst3muGsjmjtiifjujfaHiHiTGmtiht3nGTtnndRt3
cu o  <* m  u  v tu o  l_i c* U  <=»

HtTjRutSt9jG (A Change in One Variable Will Accompanied by an 

Exactly Proportional Change in the Other) 1 GtmsrflSifiHJU&j John CUfJStlfl 

ts§jnG99cutnsLufismfiiglfnjfRGim2H sat^nfURHGSslati^HjtiffiRLUi-
• v

GitnnmR9HtiiGSSl£)SgTTfnHJ3GttinjfimffruRi3 incmtffummfrftiffimtnthtJimtBO Li u x j w Li v Liu « Uu l_i or d u

ptfigtgjRGSs 9  rngurre i

tGUnrifmngamtdnJWHSaprin§nHlGt^US1G (W hat Kind o f  Problems 

Lend Them selves to Linear Program ming) ? jSfiticnSttjfUXGXH'ltB

HisttstSHmjSRtjmsRGUtaGGimGaiSfnjtsntijmnjitjnG tenjtfisnMfintiGfcuriH
<U O  I O  O c*

UHtiMmungiunruuM John lcjtTjirarisRjt§njt!itRprin§nH?GtjiusiriHiGtim 

mRt3tyttJisL^mu^ ^ st^ mnuj ufUT1 11 t^wn/nttroucrnrow John tfiurrn 

fmum^GsttSt3mGttJigtfmmhGisrnii3J5iujuifa i mmsunpntimmtSfifiulGtfi
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umriufijfiW'iniHis Software nnj9nuCU[jftnsut§?itsjatJiritfafijtBHjtimutSfi 

3tanis[finn5 *i

HaflymtStilRfUlSmUlRfnJtl/iHtlJBSS (Some Facts)HnHlSfRHJUWJohn 

1 John tnSRnJimmti^RGtnncJ $nc5(tJlHlUl}LmfiS blue vein Ri39R£y jjTlH 

sti S i.8 jjtiijnHiuijiuins Brie 9  Hgj[fnHci gigsmfimGUttcjnHsttmmtuttfi 

(Objective Function)JUWRlRfrl : [ttRfhfmtmjGSUtiR (M aximum Profit) = 

$100V+$180B idcuv StjiBsaflijjiHiinjiutng blue vein sb s  90oSgj[jnHttinj
V  u

[RftTIStjflJRtUiaJ B GSsS[UIHlUlj(UtRg brie 9i3S 900Rgj[mmdtU[R?tnStiRJR *1
1/  v

tfimsstgltgjR John 2i3njm:tncutt3nj[t^^uijgt3S90oSgj{mH[gfGfUTiajtsinti 

ttiRSHtU? (Each Department) StifdHRfTintjSRRH[UG1t3 ( 9lQ00imtiRv3utofu 

R'lJtifUR (Processing) Sti^OOmtiRhRIjlGSU (Packaging) Rimnjigrn (Order 

Processing) stiwRHfnntftgtgjR ) wnunrign ( ty tu m n ^-m ) *1 GsswHRfnn 

tfPURRH (The Production Capacity Numbers Act as Constraints on his 

Overall Capacity)tGthJniagUfaRRtmsfiJURfnngitlHWJUWfriR *1 Rgjftss John
V

H1GUt 8 R MHfflJ J  tflti guMRJ Uftf FT)R #G8Ttit{fllH (Constraints Equation) -s-

2V-F4B ^ 1200 
2V+-2B ^ 900

ju£ -e): RljlfflRHnGnilGJGtuH (Break-Even Analysis)

[tf|H1Ulj[RitnSticBRtjlS (In Batches) IdRJHlsgtiS 900R9J[mH dfGsgiti

v  §v3 B tfpfc(tnihtn] 900 Rgj[mmt7iti5nHis{tjj^uytimtRfwstac5Rfi^Hifin
V  v  v  •

RGtjitiftjaugtsisJohn rhigurtiriji V ^ O s h B ^ O iV O U*

Rintid-m : gStBtiWRRUWnULtJlH'lUlj (Production Data for Cheese)

John tnsRfabRitfiRutamsb^ojmfaRiRdGnisu^icjRmu £-n) i Rusfefu 

HiSLWtBifURniTitJtmtiifiuwtdcuHStcupanwHRninjuMtgRCunHm i rusfssr 

(1/natHltURUSCUgmn (Feasibility Region) JUWR1R *1 RlriutitGRGSG1Su{UIWI

34-



Utifi (Optimal Resource Allocation) JUW John

tslgtifiuscugfnmss *i cants C m^^m^tRnjufim2Htt?imdnjsf[pfiGtajini 

8wutjfi3?itsinajtiiagupamutunistt3t3 i isIgwig A {pnthnjiniHiSBSSo i tsi 

gcitig B sti D [tnfiGtcinn)HiaQSSS54,000 sa $45,000 i isIgcuig C tihtiamn 

tt3itu[tnnmnjinimsG9a $57,000 i

ju £-n): Stnmsifmmt^imtSRBtmsunritffiHJSijiumRJUw John Rouse 

(Queuing Theory)

tnnnHRRtjlHn[RU[Rt3JUW Sydney Harbour Bridge Toll Authority 1 

tMt5RfiJtJQHmnl3GtnjnHtfaGRwnGtjit{psttinjtnjiRHn(Rfxpt3i tGRtithturmusu 

umdsjtimrifirisgib) q>ti tnnnHfiRrimufigiiufffnrassusistsitnnjtfnntunHUJ i
a j  ( u  n  < * t i  <* u  i - •  u

c »  o! d t d  cvo o O c# o> • o

(gwnujtfltij (Queuing Theory) JRmtiWtmR^tRStiritIJt3l[SWtini3tri (Waiting- 

Line Theory) mGtiWtnRnHmtflsLfmffiUnjlfSs 1

fnnjwmMGnf5wGgingi3tsist3fn«5tHitijmafinjTfnnifn3itsiBH tsm im s
O  ~  I c l  <u

tin&n saltit2HtstfanRm2HTjnntjn6t5itsisfijnt5ui3fnjlJitiJTMnjtiiHtijr9Mnui
u  o j  c j  a J  x j n  u  u  u  u  n

tJltil (Whenever a Decision Involves Balancing the Cost of Having a 
Waiting Line Against the Cost of Service to Maintain That Line, It Can 
Be Made Easier With Queuing Theory) *1 tSSJHHISWfnnmjnfigtgltiGtftmifl

imRt^RmwsyHtLutiGss (Petrol Pumps) ums^nj]^fmnsimHhrist5tLui3 

fiSS: HmUf1Ipmg9W{tnms1fnHUttt5t;81tnj (Tellers at Bank Windows) 

U(GRGfU (Check in Line)tSlmStiCUfiWyffiffiSmTlS *1 RtiwmnmJtlfiSHtG? 

HR(RU[Rt3tjat§tmmtdt2HH1SGSSRt5TJdfi (To Minimise Cost) ttfltmun&Om 

mjfiTisujGSSRGtriHttifumQtGtginistRHStHSRGtnnjtORtJcu tmtitScurriJHfiGfi
*>« u  V cJ  •+

JUWHR§tjStg (Not So Few as to Test The Patience of Customers) *l 

IpnjutsitHwggiuijnnMHnuausinggamRwis (Tool Booth) JUfihtStifitiRgjti 

itnt3Histtjti5sttpsnnM§tnrifiHnmGtuPii3tiijijrnjgitt9tfusu nSraimmancuu 

tfttriJtJtfiunajHiSGSsBGUtiR ytnnnHnmGmnfltnjiifnnnusuHmfiR tSnjtf



tmujtgx2HGfunmtffiuRi5nHiSQSSRi3UijRttjim(uni5HH3stinujnu (Risk a 

Riot) 1

finjimsjifefUfifdurmfiHntg^ i msttuin

HnHiGmcunnuju?tifU(gwtssmQHS^nt3ggiuiJtifi^firiumHm i gutfitLiifirifmn 

mLiHntnuphGSimj i fnjncutijnt3Gti¥nHfnjnGmwtnjinHnGGimGt3Hnmn 

[Gin yHnggn5[Gifi *i ttuiRHnyisuaGwnuHntunjpnyggcu[Gin (Teller 

Window) GSSCr mstfuiRHRGtiHatjitntfiTiRHnHiGtunSiCirijmnnHajut)Gfit3' u I O «  c* U ^ C **J I

ngjv3tfinj[nPit^HGjH 1\9 (An Average Morning) 1 tfinntf RGingnth 9l£3Tig 

ntjiJtGTntuajm^mdtu tfuinHnintiijiHnStismGJtiGitsintidndiajfrinHnGfi
V  I °* C* u w*

(To Wait Patiently in Line) 1 [UWStUnt[yJUJ:tnCUtJlGGJHGSS^mg ttJHjUU 

HnStiSHnR^tmsdJUSmHSCTnntHimtfi3tLli3mmritm2tg (To Get Longer Than 

Three Deep)( 9lasig^signt3HnBtis Hin = Hnijtfs msim *i [ywsmtcinnHR 

GisSl3fiugntfiriGSRShtgitt3nHsinhngjhtnni[nRHn§tisufitifi5ttiHGjH losinnh 

9si§ tsistfuinHnmGntuisi[yGiuffitmdtu (n)

Pn= 1

dG8ittt[rnHts§:

HLRlHRuClj
X

HyGHHunj^

H[fmrafi _  H[rnxwfi_^

u3tu n = HnStjsmsiri HjtnfnjHRdfu =  lo sinna^sig  stiH[?ntrafinH = 

GmgnhHn§tjS9SiR ‘ifiswtcusgi^sstginmuHssimtumSnGisdGSiaqfnHtss:

" 2  "
X

" 2 ^ 3 "  1 " - 8  -

j _  4 _ 2 _64  J
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ir p3 tsGSSo.oSlotf HisstuuTii3uGtHG ? nyamroiRHRtfifrimtinjmGHis 

GSSHRSdsi{GSt^ammfitsintitijnansjtitnnjifiGR§fnw9nvi§rnfaG)S *i tmnnn 

HnwsGRimmHBStis 6sin rn^stjims8Cii5nsinl3tijnl3Jti5:tnfUc)fn?ijm ? fuwa

mgtssiunflxn/iifnnRuaGQRtputfnstuitH *i {uwatuSatitg: innnHnsa{RfmsH
uaGstitnR?nt3URtBnuf}fnmtaHt9jR i

^ggj^^0ft56CT (Probability Theory)

tthffiH1sfismn[gW{Ut^U£GHn[GU[Gt3mGtLUMGttU3 (Statistics) tuHJfTIR 

UStntfjHiailtSmiIUt3tIIJU^iatSini5ttjSfni (To Reduce the Amount of Risk in 

Plans) *1 t^mlfnRnRntJfUmGSltUGfi^UStnS (Past Predictable Patterns) n 

HRRfnCUHfifRUpilHIGfRnJHtfGGfifiKJG t̂nCUUGUJSSttHSlRRtflS 1 fuftm tu 

HlsmngttaSfnJItinmJJltniUM|fTin (For More Effective Planning) qgumtin 

tSitntUHRTGUTGbStjnnsirnHins Porsche Australia tuCU9SCUUSG th£99
c* Li L$ U Li» i u «• u

3fclrflm H B JH JU M S8§tiS  (The Meannage) JUfihnRRmckgGIttftffiHISRHIfi 

Wtitfl (Standard Deviation) GSS CTl.tf 1 (UMStUfTIPiRRJtJltlJHimGHmims HR 

[RULRaHiGttujpw[ut4i3tutm2tQ rcuisiBi fiiRitHRfcncuHRBtjS 900 rirhis 

jn tB ifit ila c lc }  St3 6 1 g .6 s i i  T ufiaium R T fifutSR R H ?5gtin i3H tuxsi8fnR H iG ti5  

n n liH ista stS tg tju ip M M n u fn jtijn tip tiJ S tijin u M fn m H itD m tn tu tjJ I (u m n tfitss

[UWSfnn (To Target his Marketing Dollars More Effective) *1

(Marginal Analysis)

fg w t a m f J f n m j a iu u a i  um n/istimHRitnfaGR& hJGtHitBggnjtnsGCincuTU

tWJUtaRttjIuHRGUtjR (To Optimise Returns or Minimise Costs) 1 fTljlfTIR 

U31UUSjgiR9titjlHtUtgtBHmSH (Additional Cost) RbtWGRWUGlUnHtGtjltjlb 

ttitBnthHGJH (The Average Cost) 1 ggitmn%RttflRRRWR3ttimnJlgRH (The 

Commercial Rcial Dry Cleaner) tdCURRtfl tRfnRRnRggRJHRBtjSStgjRUtlfivl



(unstiSsHutfi RfifirafiGWinjftsiusatmSHfiJimSnjgQtutiisusiungQrotunHfigV 1 W 1 li * \j

tisutsHmnxnssg msstjHgiaRRnGssj^GGiiritumsH idtusaggcuGisusiunggns 

ffinHBgtisntwwtsssaGSSidtSmnsHtiafaj i LuwstuunnGtwnratsHtWfjmtj 

t3HUtsHtsi8{tnnGt[uirjfjmsains tgjattnraggromnmigtistjtss i

(Simulation)

IfiutSs Boeing Rnaffifiiytimsturoiuifig nlnlnJ mw8StslRti{unsnVi I
njSJuGUtU (On a Huge Computer System) 1 lwmfijJtmifts[W1UjnfifiG9ISl 

ttStHLfiijltuH (Engineers Iron Out Bugs on Video Screens) tunJHISfnniyitU 

[wcu s^Hismnjttjifinamnfrnjgiwyj *i i^tiJtGmytimwmstunstsintinnjgj 

(By Simulating the Plane’s Design on a Computer) 

tunsHisgtnnRjtnRutms^nSnmmwLfiHuis Boeing wtyHtftstiwsjwtGLtnR 

GSStoofnRjmtsttstSufiafnjutSmufutnstrisfirisHiSGSs^tfTiSdcirij tsitfimSu cxi cx r \  -* u i cvi

tftUU 1l «u

HRLRULRl3nnatmunsijnfnnftjim (To Simulation) tfimcpuirnfanu 

finnnjjtt6ufanl3fnn5tdsmjsisi (As a Mean for trying Out Various 

Planning Options) *i nmRnnti^ipMmJtGtiiRnSiQmSRRnatnRfjmJSnjHis 

nwBltwnfintnnmiJitjJuaiuHfiMm'fiiiWHmtiHtsj ' mt&sfiatfnmiKStSfitijmnju m t i  M U C« y €J

dcuusmcunjwn *i mnGthfijmGtdinfmwunTtefumSmtftmmmtSRRHlGtfiv  Li  i n n  o

tjS^MmnGt^RjunagtHB ? tmawHnsRjt5funnujut^njfi{Rft^st{yLtnw^ti3 

simnutupfumHiRtsiwR^lsnrijtiJGHULi *i ?nRnnt3?mifUGmnauiii8it3fit3(The 

Interior Design and Layout) St3RSfdtLUjtiwnUHlfnJUWTlri5tI5§tSS *1 mgti 

WHJHj (The Proper Localtion) wnunjU^ntWj^fiiHtI5GSSmstlwnp(Study 

Areas) vmtlTUUCll (Office) StiRgEUrmtflS (Information Desk) tflSfini: W81S 

nl3fnifitnjijfnju^cijmBtss(ynmt5im{UM|fnn i tnnRmtamutmstnaiuHtu



nRWSWHmwjfrfThtijti? (Usage Rate) tWGn(fi?fTlJ

wnusMtmfStjitSH i urnunn ttfiti5tnsfistiinHnt3sini8it3mn5t^RjfnRtnsmSpi
• U c i  -i* u <* -vj t> r>

RJHtUtSig^nnjgj (A Com puter Simulation Model o f the Facility) *1 tfl

mmfinjifi1gnfinsi$uttnisfHmfiwsiS9ts1fitiuti stifisfduuftouwunjncutinsis
U v  in m v m c*cu v  u U no

ttFimtGmj^wumtrmgitifss nn^njtSenuutrinindnjusmtutdnjfriQtRfiHistsla
o «u n m V  ̂ in v vJ

/~yl ̂3 ~̂~o O O « «J #

ICUtjjtuU St3fTlJ{URURJUfi5UanifUa5 (Library Operations and Costs) 1 

w8isutiRnt{mstRfijiiTiRSit3HCU{R^st2tjiRnsint3nnjgnsi§His5ufanumsmG 

[Rftnsumcu st3tugt«futt3njtRR^nsHit5iRftjisfitumcu *i tfrom ssH icim w itS ti 

ggCUtnsytltdfULmWJUtiR (Optimum Design) 8[Ui:tdCUt§tH1tUU1Sfnn81SRG 

UtimsintiStnxijmngiHSmfijUmriCUtlJ^s (W hile M inimising Any Disrup­

tion in the Ongoing Operations o f  the Library) 1



T A B L E  S-1 Forecasting techniques

Techniques Description

Q u an tita tive
Time-series analys is

Regression m o J e i s

Fits a trend line to a mathematical  
equation  and projects into the 
future by means of this equation

Predicis one variable on the basis 
o f  known or assumed other 
variables

Econometric models

Economic indicators

Substitution effect

Q u a li ta t iv e  
Jury of opinion

Uses a set of regression equations 
to  simulate segments of the 
economy

Uses one or more  economic 
indicators ro predict  a future 
state of the economy

Uses a mathematical  formulation 
to  predict  how, when and 
under  what  circumstances 
a new product or  technology will 
replace an exist ing one

Combines  and averages the 
opin ions  of experts

Sales-force
composit ion

Customer evaluation

Combines  estimates from field 
sales personnel o f  cus tom ers’ 
expected purchases

Com bines  estimates from 
established customers  of 
expected purchases

A3

Application

Predicting next quarter's 
sales based on four years of 
previous sales data

Seeking factors that will 
predict a certain level of 
sales (for example,  price, 
advertising expenditures)

Predicting change in car 
sales as a result of changes 
in tax laws

Using change in GNT to 
predict discretionary income

Predicting the effect of 
microwave ovens on the 
sate of 'conventional ovens

Polling the com p an y ’s 
personnel managers to 
predict  next year’s 
recrui tment needs

Predicting next year’s sales 
o f  industrial lasers

Surveying o f  major dealers 
by a car  manufacturer to 
determine types and 
quanti t ies of  products 
desired



S • G *J R E 5- ; Expense budget

D ep artm en t Expense B udget 
C alendar Year 1996

Quarter

I te m 1st 2nd 3rd 4 th

Salaries— f i x e d S 93,600 S 93,600 S 93,600 $ 93,60C

Salaries— variable 10,000 15,000 10,000 30,00C

Performance bonuses 35,000

Office supplies 2500 2500 2500 2500

Photocopying 3000 . 3000 3000 3000

Telephone 8000 8000 8000 8000

Mail 2500 2500 2500 2500

Travel 8000 . 3000 3000 300C

Library development 1500 1500 1500 150C

Ourside consultants 0 12,000 0 G

Recruitmen c/en terra inmer. t 5000 2000 2000 300C

Corporate overhead 23,500 2 3 ,5 0 0 23,500 23,50(j

Total quarterly expenses S157.600 $166 ,600 $149,600 S205,60(j



F I G U R E  9-2 Th e  zero-base budget process

Step I

Breakdown of activities into 
decision packages

Step 2

Ranking decision 
packages

4  5

Step 3

Allocation of resources



. G U 3 E S-3 A G snrt chart for hook production

A c tiv ity Month

Copy  edit manuscript 

Design sample pages 

D raw  artw o rk  

First page proofs 

Final p2 ge proofs 

Design cover

2

Actual progress

j Goals

3 4

l

Reporting date



c A load charr

Mor,:h

1 2  3 4 5 6
Anne ! i

* l
L;sa I 1 r ! J
Kim ; ! !

! !
;

Maurice !
i l

Dave
i i

Penny ! i ! i

j = W o r k  scheduled

4 +



T AB L E 9- 2  A  P E R T  network  tor erecting an off ice build ing

Expected time Preceding
Event Description (in weeks) event

A A p p ro v e  design and ger permits 10 N o n e

B Dig  subterranean garage 6 A

C Erect frame and siding 14 B

D Construct  floors 6 C

E Install w in d o w s 3 C

F Put on roof -3 c
G Install internal wiring 5 D , E , F

H Install e levators 5 G
I Put in f loor covering  3nd panell ing 4 D

J Put in doors and interior decorat ive  trim 3 I ,H  -

K Turn  over to building m anagem ent  grou p 1 J

F I GURE 9 - 5  P E R T  netw ork  diagram

4 3



Break-even analysis 

i-

lotaJ revenue

4 9



N u m b e r o f h o u rs  re q u ire d  
(p e r 100 kg  p ro d u c t io n )

Depart ment Blue vein Brie
Monthly production 
capacity (in hours)

Production
*

1 2 0 0

P ackag in g  etc. -> i 900

Profit per 1 00  kg S 1 0 0 S 1 80

F I GURE  9- 7  G raphical solution ro Jo h n  R o u se 's  linear p rogram m ing  problem 

700 j-
I
i
I

600 U

oo 500 Lo  |o  I
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tf'ja w jw s -j j i js e e n ^ jja

(Foundation of Behaviour)

f f j u d u f i f i u  s a o d t n d t t n u i :



I.6SpS63'fo8ffl5
(Towards Explaining and Predicting Behaviour)

ti?linU0iUnf(ifiQf (Behaviour) RtiimngittgpmiUMHSftJ} (The actions of 

people) *1 ,

hitlHutinUHhmn (Organisational Behaviour)RtflHtDSIt)SflQjJUrijUSfi5JtSi 

fitStitgmj (The actions of people at work) *1

?riH9ufnntijfru isIfihHtifnntrijmiSniHis :ajswnw. ttncmtil. sttintnuj. sh
a w c* cy \j i c» In

sW?S. insiMH'S. mtsnltfi. wsHiunGtafmi siaransycmmi i
n <? i*. o c» oj O e* o

msssleitintitnSHatnfiHStjffnj (Informal Elements) ttitTJtjISrffTinjnSRtntiI o n i w v y «=»I

(Hidden aspect of the organisation) JUfdHtJJTin *1

stes q<Lq HtimnsrajUuBugRnnHtHtfiti* L> U v i w o

The Organisation as an iceberg metaphor



9-fnmnHnsn£iinBiifalumfdfiaaiifn(i (sLn.a)

(Focus on Organisational Behaviour : OB) 

fi.n.H fihuftwtu iQfUSISR ■="

89-n.R.H nafi.pgltcgtfrmptirotitogro (individual behaviour) tdronsRj 

friHBRlgltSltCUfnRUjmun (Attitude), URtSfitURtUi: (Personality), 9MJS:

(Perception ), R1}UjSfd{R (Learning), ShBCUITIJ (Motivation) 1 

s b -  fl.fi.H nstntgitCUtfmnutlmMTflH (Group behaviour) ttituriSRj 

tnHMaHfinpj Sh%1thfGbBtSltElJUgtflS (Forms) RSIS (Role) minfLilb 

UJH (Team Building) ShthtlTls (Conflict) 1

wjuB GtiinttttfKu: ongfia h wijg

b-fHlIWtnui&tBfiJlintrtSfiafffifilfl (Goals o f O rganisational Behaviour)
I

ttnwuiuHais r.r.h (OB) mSHjnsjni atttnawisQfitiiHSHrirfjanuts * 1 hr 

uRmiRlttssHrifisinuss tSmTRUTRtiflltiriutjtsuRCURJUMSs *i ttjinfitmuMHR
Uu *v> w u U i n m ci

*1 w n m m n n tfh ss H nSnm TRffn iH U « Uy

njsfnci tumtisiroGistji tuiRSBtHGtnstftuRiWRramsfiltinutjHtHGsatjitfttifiT
o  1  V  o  1 to Li u ti

tin u tjttijtJtg jfi ttx itiJG isfm ssR tiiH stiistji tR U R tu n tH tiJR m g isaG tu n R m jttija ‘)

rawnnSREnufiatlGtHG 1
c* V  Cl

tjimeRw ffjariutamwuRcumScutmatDRGRgntJimTSsdimmms RtinjR
1 n 0 1  u

ffln m rtm  (Employee Productivity) H?RH1S (Absenteeism) SbRHflTIClUU 

(Turnover) *1 frlHWR'liS'ls ttSbnSRJtHfUHritMGmnniSRGtmsHSRIJ (Job 

satisfaction) ttifmjlHlRUjmtiri (Attitude) tpatiltirfltDIUtS ttlimtjinjgtilintira 

HRuRSItRbtDUHlJHtlji *1
Ol Vl

II. m n v j \n iessi (Attitudes)

&



njUB Gtixfitattriaj: nngnu h w ijg

9- fflfitTfSltm :Rt4lfTUfd?t3i3URfltIJmH (Evaluating statement) , WHIGR

(Favourable) yrifJHtfJU. mcinjBR (Unfavourable) ItUffi (Objects), HSfdj 

(People) U ynBfflJClIi (Events) *1

seqjs:Hn "jrm ujm an " ynfosntUHtitrm m *  mimraUtJ (Cognition) 

nsnnjusmni (A ffect) Stitfmnuti (Behaviour) *1

❖  miOJtuaa (Cognition) RtjlHgGIRHtUISfflRUjmtin (The Cognitive

component of an attitude) (Belief) HR (Opinion) G

(Knowledge) ynRHlS (Information) teojyfiCUtmsHJStsIfltiSS *1

❖  dsncuinmm (Affect) RlftHtitnfiHffitSmmjjmtin (The affective 

component of an attitude) lutU^tsjtultlJfTinnfiUGR (Emotional)
i

ymnitifUBR (Feeling)

❖  tiianatf (Behaviour) fitjlHhtnfiHUJtamfrajmtiri (The behavioural 

component o f an attitude) fihtJlt^ldnmtUUlUia (Intention) tuHJIPlPS 

HtfifnHItUjumnHtmgittUSItUnfin UHHUI (To Behave in a certain way 

towards someone or something) *1

s e t  ad .s  nam tisih  m tSHimnmtin
*  Cl I U

fn ia ira tk i stJHR fnjnwfHfcEiewJStil o

tlfncuuim ni iiH u cR  stj*n3fUGfio w o anGCUGmnnn John tjcra

ffiunuti tmcuun/iti fnRUMtHt3Gxm5|wmg sn c b ljj

John tiUHS

mmsHn2nsitBRGRgnt3imms1tSmRujmuriti3njmnnsts1sl3H8ffiJ 

(Job-related attitudes) tdfUHlS 01 GSGfJ81SR + mnnniGRSl3H8fnJ (Job 

satisfaction), fnJGOJJHntiHSfm (Job involvement) SfcmJWSp ypTlJGOJJH

Rt3Hyfnn (Organisational Commitment) *1

3



wjuu Gti(ni3ttft(u: OnqRH h wiig
AP ^

y m nagiG gstiG sm i (Job satisfaction) : tjimnujnjongtgijufjupicufi 

tgltnjESfnnurass *iI wu

❖  mfGtlfftffiatfSmf (Job involvement) fitf'imfi tunJUgtUnmtUuv3nH8 

fnnUMSS (Identifies with his or her job), GrcmtihtiWffEtSifittESfTIJ 

ISIS (Actively Partipates in it) tI?imtnRSnfinttj'SSE8frintJfj8StSlSElS
1 <=• i cu

ftnJ^WSISGtnisfilEJUWSS (Considers his or her job performance 

important to his or her self-worth) *1

❖  mXGWfGfibifbmn (Organisational Commitment) RfTmtinSlSSfUW 

ufiffifiwtulijristglmsHtifrin mEJanmmfmqemmmsHtifrin. fnjtuniuti
l c~\ r \  cy L/ cy

ClHvJffin SvSfflJGCUJERvlH f̂nn (Organisational commitment represents
an employee’s orientation towards the Organisation in terms of his or 
her loyalty to, identification with, and Involvement in the
Organisation ) *1

b - ffmtrjfUttn gfifiltufltrung (Attitudes and Consistency)

mnemfTtj'iftflsufcnmtfi Eswnfititfjajnsffrintjiucm m sm tiriutjjufijssU  U  in  M  |  \ J  «r V  cu

ttSmst3Tfit3frmmmum saw tinueraM Ss i tnaaradi ugnjsim sisifistjjstirisft-J cu i n  v J  O  v

mnswfnntfjnnujmunmfiiss tt/iujRiiifnnujman samtiriutjtsis§jfifiJHU/iti

tj[U StitjlUEUTO (Rational and Consistent) 1 mtUCUTl tnssffntlHStjltjctnu

tiRturigiatsi?st3 {umsfiuns nkjtnnfsffi i  ncmitssfnstGtgltns 

UHOitfBjrmmmtin UHtinramunuti mtftmmSmsjtisfwssisnmEUJTinsMfn (A
■N* u tJ *U U M n VJ i; -<♦ l « * v

Rationalisation for the discrepancy) *1

m -fMgflfnggStjlffflrifftSfflfigfd?tin fiflifilglgg (Cognitive Dissonance 

Theory)

tsstfi^gwrowtcinfi Leon Festinger tdronsjniHrigmfigsmfifcjnfiUj

m an stifRtinutj *i m rm stjiutinm sm nujm tin stJfBtmutS (Cognitive

A



dissonance) (Incompatibility) tdraUgCUHlRtTIUHIJHan

tHCut\Smjfit3jrmmmannj m raaiuM sa umfitiHmnutj s tim n m m tin ju fjss  i
m cJ Ni U cu *a eJ c\j

JUfnniUTIHtBtSfnnHStjlUfmmSS (Any form of inconsistency) TfitimHfiSffnn 

Hswsyijtu (Unconfortable) tt/imugnjgiv3gjitiJtnl3fmnnjjl3fnRtJsajsffrinHs 

tiiunnutss (Dissonance) tS^USmStUSffnnHSfdSyjfU (Disconfort) 1 titgs

ugnjgia^tiJM stwaifisfftrisfnmfijjfnn (A stable state) t^Qjyisfnnnstjiufinu 

ft'tsUtifi (A minimum of dissonance) *1

thmjfm fnsu?icunjTiHifimGtG|tafibtjisgitiTfi5t3 sffnnSstiiunnm grtu *1

uajitiTWthtSHTmRUSUJSffTinHStjiucmu Tnfnnnrittdimfinj:rasistsHt3m?i tdcuLi c* t J  ^  v  Lrj <n 1

UltimgjtiSffnnHStilunnutas (The importance of the elements creating the 

dissonance), RjRtafignnjitJwuRnnaisHiaiglituHtiGimms Tnusn^jtnstdnjthu 

mnnstgiltifTinustjiufiriutsis *1

TUfWSiU HaGimStUmSmgjbSffnClHStjlUnntitSIS HSMfHSIS (RelativelyLi (r\ 1 O vJ V J

unimportant) rnnnjufijgmStgtfiHnnjjfnntsssiu i

m m arS nnj iticuuficugfagnmnStiifiiji nmtfHiaigltnjHfctrmtkfigntuc» 1 o vJ U u n 1 c>

tglti5nuttnScurmwTuf?RmgiaafnnH8tiiuftnu  ̂ TUMatunmRtunjtji fnnSsU U U v* Li U

t^unRut^tustjranjriGTfiftrisfiitjistsis (tJimtjtunmHmsfitlrEutsis ) nmfmfijf
e» I Lm O  *  «  -* V I ti

trifiitiifnnmmtintmm i  ts1tcinjtt3tufnnHatiiutiTiuts1tRMmfuJtnsfnnH3tjiticu O cJ VJ IN

tUlU {RftjlStSgjtgltjlfiJHttnRdnj (Be rationalised and justified) 1

mjtatujtns ntJiafigncutfflitBmmtinjufituTRffijniSTmRuatuafmnHatiiu
O  *»• «3 I d  Uu I JJ ti

emu *1 fnnHstjiunnusra fncucimiglHHUJitmtiiagM stifunstgiustum nm snti 

§8MMttima1ntimnHBtfiutinu *1 rtJiatSMnwnn ffiHfrrinuarafnciHatjiunntj
1 c* <r <r U in

tJJiannS88fTt4t3X3fnn^lUClIlUt3if1t3f1THt3RnjTfncmJWURnJ(Individuars balance
r-1 T) Li « L / ) U  1 n '

sheet) *1

(Attitude survey)
5

ujuG Gtiintiftfim: anqfjH S wiig



MtiJRtstuLunsttiriBnffiujtij Ifijanj (Questionnaires) Hnfi'lJtnUH'l- 

JHfinmraattinBfitglttuHsrniiufjnritR. ujtjmiiru. tm nra (Supervisor) sam i 

HtimnJUWnmR -1 tSsttf?GHSfRtil{UtnR (On a regular basis) tStyfltumH 

hRhr BamjtriumjHiuimMtiRtufitgltiugafTintiiipatsHsrnT tuitiJt(uu3ifij

ciRHi3gibiS5tjiguRitili[REinstijt5w (A diagnostic) tBt}jtnsBi3HfBftJtiJtdnj

[RftlinGRSnulfi (Areas that need attention) *1

«$3Sv

(The Satisfaction-productivity
controversy)

n titnsisn jri^m o ucum nnomcum g^o -tmRtitunjtti fiHm lnnm tjinu-•=* IU cx O G* V* vt

nndnjgtutiffinfnn (Productive worker) *i tjisstBTjT mnjnniyRcBmnniGRSti 

Hsmr tmntitdjmnnniSfitsstgltjitiffififrifisfij i  titgstt/itiitnstjnnjmGnuufnn
■  *  - o n  r> v  <* -v»u

frmjjuGinHRSji. mnSncumurn (Picnic) st3frutpmpstHtntu§jtufiGRgn^fi 

triummciPStansttrittiRtTfriH *i
V rt U

tRmjwnntTfTimtssutiinigntSnitfi gmngsrnfitim nnrnSn stifmtu (The
O  u  i n  v  J  n j  n  «< v

satisfaction-performance correlations) H1SRtm[GSfdnuURnJ3iti3pmtSlRv! 

HSBttUial^lBf:. (RfinSRJ SbBnsi (For Individuals in Professional, 

supervisory and Managerial Positions) 1

tjimwfd tiffififnnsi^TtnsmjtnrnGR i tRmnnniGRRftjfsilSTtristifURfrici
-O O -o o 1 v J

tgrtu au tn sn tsm R siu  ) i  itiiSfijritjtitURiTtriutSssfmRtSRnnnniGRGimi
vJ ot «r O V M n

1

HSfTlJ ‘Il

ujUG titiintJitJiaj; anarju h fijfig

(Implications for M anagers)



tjjUQ tstuntJttJioj: angnu h fimg

URffimRt3tnwstPjt3 tSHlfriRustusffnnustjiucuiu *i URCumtinjwRfmm
I O «*•  ̂ 1 cr\ «*• 'o

Sv3tnniGgSi3U8fnJ (Committed and Satisfied Em ployees) tfivHfimSfdSftySS'lU

mmsmjcirifmu sb h Irh is  in

HRuRsi ttJnjtRdfiiitMbt3vi§TBSSRiinrifmu stiHfRtfiaju&juRtuRttinjHis
c* u  °  * O

tiroRRinHiSRtsutSR fiftfi8R8tGH9tumuims§ttnssfmRUfmariR'iminji?tjHis
I U t J  O  J J  V  t J  O

(Positive job attitudes) *1 Gtitntil fnnHStilUtinUJnBfRUlRtitnS *1 

f tln u n sS e s^ jg sse s ^  "f_

•^tmnjunxititgSjygwmnntiJt^tySjHistjnjnfrinsM tjipnjgRSSwtPntu

tui i

^tj't3HisfU9ticupnstRfatsi§ TRJtthRfnjtuncRgnSindifluatgltcuHitScu<? h Lru o O 1 V

HiBtimSJjygran SjrntiiijiHRtnatiroRfnnfnsimips (To what will help 

employee to become more productive ) 1

sDmSjwsHiiHanMtttsfnrau (Feelings 

of Accomplishment) UtSstUjffij (Increased pay) fnJRtHtiyttflJwfi 

(Promotion) amttistitgtgjfi ( wgtinj^gutiLtngisritiHM) 

HismnnmGRBtmsHsmj -i
N> O I

III. $5jgn5?3ft5gaS3: (Personality )

URfURCUnnn:JUPaURCUtUTlHlf1 (An Individual Personality) RtjlfTUtilSsffamUi:
g l n \ J  /  d n «  ei

tdnjfiOJlfifJfrinjtjStSls . (A combination of the 

psychological traits that classifies a person) *1

9 - mig&r(sgiKfffg^iintr^tngflrfifln:8t6T&Ti.spignflrnfln:

(Predicting behaviour from personality traits)

m m ustgstgi rogftnrntMMtsygrontunnfirtnstipstjiti^lD i  m s tmjis

mmsfigntiinEmfpfitffi e>thnms ttitut|pjmunjncui:ritejfi5tsynffinnjnn/i:t9isa

fUtinutitsiR^Htifnci i  tuncuKrufdftfgiti^tsistns friJtJmfjnujRfinsRj
*



njuK Gtiintiuiiaj: angnu h wilg

(Locus of control) ttlGfTIIStiJH (Authoritarianism) QjgtjCUSUJH
c j

(Machiavellianism) RIltiCUEUHSSha (Self-esteem) R1J[RRnSRj3Stia (Self- 

monitoring) sagUjSfi3jtIJ31{3UTlSfim (Risk propensity) 1

fi.fjndRfMnUfgfitlStn (Locus of control)

HiSHSftjjsstdjfriRtfi reffifijm tw ttjififiw ffuuw sstfi i  tRtHtunSni 

SStR uGtiinSHmsnnflfiiST (Pawn o f  fate) StjjtflRtfl HltiCUIRRHlSGtCTls

nmmslfjatjjfi Rjn[Mramitt/ia uwamti i miSmfjnufRRnsRjRanjnji
§9 Rttjfja (internal) + nRtRsiaisstt!]tfiRtfi tfimsmmcmtiiRfiwsiJufj 

ClRtR (Destinity) 1 tSlRtiRltlfiglg mfltjJbSItityrl (External) flRtSltt^ 

tilRtjl S?mUfjnRtfi[Rfms$RrisRJttflffiRwihgimurl (External forces) '1 

minRtnsuairntri yRfURttiEutnsmRtt^mwRtiritisititjTil (Rate 

high in extemity) nfJitfiniGRStlHSmf tpS(i2R M St3lsam ^R fnitn i 

IHltUtG (More alienated from the work setting) Si3flW?GfUJHtSlRt3 

HgmJtjiatiSSiayprasSnn^tjlRtrattiRa (Rate high in internity) 1

HRSRsisatjmugsnSnntjl HRttiRSiatTRl (Externals) tnsiMtsIttu

(Boss’s Prejudice)

HmHtSmitfiHtn UTnnminjititgtgfmsisimTfTlfrinRRnsfiTJUMSs * 1  i n
C * \ J  ~  U  M  u  o  U  u  U j  U  M

Hfritefisitinti (internals) nsjnjHnmjfitiimHtltJlcutsstgittuwfiHfrin
i

JUfiJSStflCU *1

S .CflGfilfStlftl (Authoritarianism )

tframiatDH mtaimgltnjtjtsftfi fifutRtnssffnnsM fnsiticunsn:
O U U V  1 <=* G t~l

StiH[UTlGJl'li3HSfi5jg:la3gpaJtSint3Hgfnn (A belief that there should be 

status and Power differences among people in organisations) *1



tjjuH GiatnfcKtiiui: DRgnu fi wtjs

URCURraRan:itiBfTiJSti3H8Mutjfi RmssitiuminrifimtiHi
i pi e o n i m -vi

(Intellectually rigid) HIJfflfinHfiutG (Judgmental o f others) SfiKURH 

HHutS (Deferential to those above) tSmSfnHtChHn81tit[|TlH 

(Exploitative of those below), ngfT§R 

(Distrustful and resistant to change) *1

| O u  U l^ ' e  O 1 V  <=* O c* C3 -NJ

mjlimfitHSiijgjnajrdfdttStijnfnrinsfi n§jygnnsj§uti i

TumnuCUHisnjRCui:MHTRtait5friJ3fij HisfnjmnnstjiH?tj«istgisbi
t-i e cJ o o cn c* t-y

fnjuinniH sm j tdfU|Rfmmnmt3njmjH[uijufaHnuts fruusyjw u (Tact) 

luimatinjgflinMJusstglsttMfnnfriiti/iMRfiiifTi stinm ucu i  Hntitgffi tsl 

ffiaHsmntituHisrcmMHssM ttjiratanjtijiRStDritittimgitarrriitmjcifriH“ 1 non n

usum i stiuguist^s uRffimticuuRcunfURtui:dit5 ftiJ3 fd mtswntsRtjfnj
o ct l i o e o n  y

tsstnsttJitucyymn * 1

fi.RfgdtUSttftf (Machiavellianism)

yytutunttinjyisygSncunan: (Machiaviallianism) gfiiSntittimfi 

tffinjgtitu (Pragmatic) resttjJnjlS^^tUtSm m HuSR (Maintains 

emotional distance)

(Ends can justify means) *1

tSiRtiySfnntiCUSlHgiJSfflmnitjJtnmy (Bargaining skills) tjfafU 

Hisi^syTiMtLRnjMntJHRggnjStnfissxms ygnjttinjHisygnfanjRnn: 

Marchs srjHisdcufifnn *1 isinttHsm j tutugumtintinjsffnjIsStiJHnfrinCl c» I IP I C l v  *4

fRHjRfGtmsstGjiwuj utufijRisfijtiuifijiSuuiGsiRssis fitnsm sntnnsti

9MjssimHriMitaraMHfitnsng£URnjg[ui: Marchs sw  i

tfj.nngnifitHaabU (Self-Esteem)
2J

9



Hjuu Ct)[nmt3lCU: ij wfis

u sf iy s iv 39 jit i J t f iv 3 t f i8 f i J iy r ig i  ^ n jR t s m n u R jn n i P i [ f i j t i J i r n  u n j w  

n n rn s s t f i  i  t u R f in rn tM fm a stu im t in n m u T lfr  m it in im H S B i it i  i  m n in i
u °  O  *U W o

R S H S S t ia  ( S E )  t f tu m n n s i t fm t i ic m g ls t in w ^ H G t m s t t iT O S f f i  i  gntic ii  

m n s a n t i g M  (H ig h  S E s )  t t^ t fm t h n m f i t n s n ig fn r i  tB H jfi ju G tti iR fitn fja

Rlitm 1 HRgeumHSSOtiSra (Low SEs) 9S(UEignCUfi8iatUTlttGStjiaHR

t i n i m H S s a a s M  t  t s I n t iB t a n t i s s m s f jT f i f  H R h t u m H s s a t J s i u t n a i f i B i jo m iu n < > u i Ln; « «u mU  I Vi
tnnnjSfiHmJts tiximnnMfBiapmsiSuijRtntiHyjijiLum utjHnftmfnuss
a fc S M u S n m stg  i  H n f i m m H s s a a s w  u S s t n n iG f i s t i t f s m jt f t t iH n f imn c» f u n i n L i ^ j o i  «

m n s s a a g i u  *i<\J O J

U.fiJ|fjfinSfi|8S (Self-Monitoring)
i f

isstiinjfmn:ntMMisuti5RniRnji:iufiiuRnjtJ3njtnsMHRfnntiiRTHf0 I Cl 0 I tn L(

rRtinutilUMgatSimHnm^amJtl/isiiatLfrl (An individual’s ability to 

adjust his or her behaviour to external situational factors) *1

am fifinam saatisw  mGfatui3t^?ififi8fam9it3Tfdajfii3S!?itinfiri
«=* Lnj O n ) n  I V  1 t* L i 1

trw in : a titS fia fitja iu M g a a titiin i *1 tffH iG H iSH St{p sis1m m ?g m n |}ti9  1
XJ

H n { R R n a n j8 S 0 t J 9 iu  n j n G u t m t f i a n u d s s a t i t j i s t ^ t i i  i  f i m s m c i t i iu
xj \J

cintjjfitj "tmntiiirnam ? aamticimcunG?’’ i

G .m m t u t l f f u n i s f i t l l  ( R i s k  t a k in g )

HSfanMgwtunmtsitwucuitiTtntji tSHjggfumnsfiiciwcums (To 

take chances) *i gusfdjmtStyggnmjR uutmjfijsfunsntu msfigncu 

t9 linrtnnjtfnnxt3 njHRSRmtgmJMWtiGR stinBHisggnjtnsynni fannt«tttf 

mJHSSttfGfmfdUTSGfi *1
I «»■ o

10



ujUB tstiuitucJitu: Gnqfju S ftjfig

HfiSnsitSwgswmfiUnSfiU53M (High-Risk-Taking Managers) 

tGtWtSRWtJGSflj]stjll3 Sht[5)WWnRtfiaRGtj1tltSlnafriJMtJGHR tflttHR 

2nsitt3CUSSnJtI3H'LmSHtURt3 (Low-Risk-Taking Managers) 1

b-mmEJRUfiatrnfDfmrnnn: B&ffSfJU (M atching Personalities and Jobs)
I

URwncufinji:mMUfinjtRt3tmufintn i  HsmimunrifnttJj *1 Hcfitituiui tns
I n ») in cvj c* 1 €V <* U-

l^G1tnGUSI?njfitiURtUriClJfinn:tiini (Proper Personalities) IjlHtlJStiHSfrutiltU 

(Proper Jobs) *1

LSywnmJUSjm ifltiUgfUfiCUmUi: StiHSmi (Personality-Job fit theory) 

ttfimHfitSfifinTfd John Holland TXISttatitsI : mJtnmSmUMURfijfimmsHSfTl!c« n un ' v n in i

htibtiJunpbiTniitiG^hnfitGrrinusfnj nattam slram fi tc3njuRffintunnn:JUfjuRfuv  L i e *  \ j  1 m  I n  q  i n

tnsusjm tdj UHRtilHrasamMTarnittll (Occupational environment) *1

eie? 9(2. to fie 9(2.cn
V

TSMtnsunrimgffitfi : mnnnusfitnss&jutifi stiuamjBinrcniHisgiuutifiLi n  u  U  m o  n  i m  i

tsimsticuritticuuRcuncuncin: j& usnmjttiweatfmfn *1
«u 1 n  e  <5.  1  «»• <*

m - tftJSmflnmgSCTISffngfim (Implications for M anagers)

mraniutiHrifricisftJtn’tsufiffiRcuRtiJi: tjmufUHnSnmtsInfcfnmSwnw
1 <=* 1  n  e  u  c* <=* U

UgflJR (Selection) *1

HfittemjntsMtiJHlil URrotuCUnrftimCURmtgRnSRjnSItttJjTl (Individuals 

with an external locus of control) nMftClfnSRStiHSfnitJltiHmtinjfititlimronin
' l l )  M O  | c* M o

sibntj tiSmiRRnfaftnsutintfriujtaggnjsMTnfmmsHtfiiuwsstiiaiaj ia  I V  u  1 Lru  IU

rV .fniesgriessss? (Perception)

i f



n juti 5iU[niJiiuiuj: unynu is wife

tdwuRcugibigjntytnRmtt shunj£pm s?m jtnu 

HlJHniisiiflmitUlJUWgS tBHjtinJHRSmtJrtulftJISJUfaSS (The process o f organizing 

and interpreting sensory impressions in order to give meaning to the environment) *1 

ugcugitigjram m Swfm fiutij tRRiimnmunisfdRi *i

9 (Fact or s Influencing Perception)

tmmtinsjnjHnuPhmjcui lutuHSfajmnjttSrjtw^thHmgwmtihhdGtyG? 

SHisRmtfit{SstdtuGtujm§§jttut5tGnitjijunti (Shape) ttfitytismcm5§j8G 

(Distort) unjmjmnjtiSni *i

nmsihtmsjfiGwntsi +
r% ^

Hr-lSlntiSSJUWURnjtSls (The Perceiver)« W I (T\ V S

^ ts in ^ n u fn  (Object) mmtmtfl (Target) tdfutRtnstucuu3ni
I I

i-p-uisifititfmgjsMfnnmjn/i tdcumjmnntSniTRitnstGtgiti * 1
■M M.UU - « . VJ- 1

fnfufumjRcunjnnin nanjtHnngltnjiRinjnil 
imSwnScmms njnnjirmfdfdmwufinjyisfiScicijmitisimgitcBfnjufiTfiJim i~o e  i d  &  w  u

CURlUi:mMMJUWURCU (Personal characteristics) JHHIS.' KlRUTRJtin
e  i n  v  '  u  u

(Attitudes) URtURtURtUi: (Personality) HfUtt/lfi (Motives). ffrUfmontia 

(Interests) USntftPGSnHS afcRlJMfcJHgR (Expectations) *1

CURfUi:ntWWJUWtR1CUtSi (Targets) tdCU[RftnS?TlHtflStHtU RHlSfigcitUtiti

tdnsitcumdnntShmnjtmm i mrms iRinjttJltsisnTRftnstHcuuSniRiajnnmRi
«■ -o | Uu M e*

tgjtu 1 tUiniUMttnfllttJI (A Target Background) RHISflsntUtglttUfnitlJtUttSn)

tdnjtJiG.Hm ttSatfiatnsssifnjTUHtu^iufjturaBRwgfntjiHmsaiufjsurouGfn
«  L» v  Cl c x  c >  < x  u  V  •=*

(To Group close things and similar things together) *1

rnustdnHtSmynmSmfR mnfiRijarmMSiatHHtii *1 tnnnftmftitmtrrti
M  -V» u  n

IHCUttSniJUfd UTnRR'Utui RtflSfiSriflngltWRIJffiRSRgRlftri (Attention) wGtfl
m  mi  Li  n  o  n  i  x  '  v

9RtSti (Location), Cl| (Light), Rltfl (Heat) StaRtnRJiaRlinJlHmGSatSjR *1

T2



ujuc fsttfntiutai: tingRH h tmig

(Attribution Theory)

tgSHnmjRCUiRtRftnsmSm9jti tSHjnsjnith tStt2^1sgti5Hsriyttyi3^nm

T9imHHRSmiufOtt5t3RhrimsitCU£flt5riUt3amHtII (A Theory used to develop 
explanations of how we judge people differently depending on the meaning

we attribute to a given behaviour) *1

mnjcunttSanstytHCUfRtmutimMygnj^R tmbfobfmncujhnnjisitji tn 

mtiriutitsisunjllfutsjbtthtljunjttjinsibnb Ugiatyrl (It was internally or 

externally caused) *1

(rnternally caused behaviour)
i

UfiCinSIS *1I *">

t?lt551t5^?t3R5t)18gn5i;t5]t?glbi;|f)f «UCUhtUHnnHCUtinR81bt]Tii (Outside 

causes) *i ugnnms^ftjistScuttSnitji {g?ub§j|jjm sm m iuthsintftm  

wfncifnjcui i

utGsfnmcuinTRftdmiSnm crm -=-v <* uu h  n

9/ fnriyfifn (Distinctiveness) 

b / fnnhnSs (Consensus)

01/ fnntjiunnu (Consistency)

fiipfongi (Distinctiveness) fthtflthtStfgnnmsMtfllafiJtmatstmstsifiti

rinsmmfithtTGStffin tnfiimiSTmsintiftnafrmtfitRHtinran i^  M  v J  c *  ^  XJ

TuwatuntiftjiamiafitittJtij URnjTRumtStiinufRtnHnutualtJnj ttSbmGU c< i c n U o t  cu U
<

Stinmtal rfitmutitaisutiltnafflinilfraa (Consensus) *1
t/1 -K9 V  -----------------------V '

mninmHitinutifnatnfjiuilInmais tncutmsttSbmtjnanfits'i ucuncrann-----------  o

Hcutuimdnb *i
V  I

RiRRMEntiifii mranmtt5a1sBranfTitinutirafijHRt3sg stStitnsssimfustiJ
U M d  e l «\

mHfiSCWJ (Underestimate the influence) tSfsmslbtjTri nfltJffntf MfitH
is



ttfuti onqnH wiig

(Overestimate the influence) iSnmtgnb) UtflfUSS 1 ISstmtnltsl m?fiSfG9|  

(The fundamental attribution error) *1 

ujit^tgjfiHisssifnjM nuujfu tStyRnjiRttji^Stij^njgstsittunRitdntt
W g

titstiifjHHjnn ymiSRS nfimtfiRmrat^HnunSmtgltwfimeitityrl yGtfi nn

wama i jumnssturlfri fnntutHftifjrmssaa (Self- Serving bias) ■ntnraminfi

fimniHtini§jugnjnHnmjri3RjRnta st3[RJin9j8wt^tUHRggnj (Recipients)

tuimnmtifitti tm ssltiH is ytiim gtns i

m - mttjirp wJftrftj m f th m r gptrfifj m tfSS romcis
i

(Frequently Used Shortcuts in judging others)
ttStitTtrTtnMsft5uTnni8HtiJBaa fiamjlsGtuHfitSts *i rnniuSm stiun

U U  V  Lnj  -v* w XJ U C * * i  C« ->j

ItmtanmtinjHRStgtStftgtJsisis i  tjiBsttnuj cistfttm jjuBsfutGm s&j t2ty 

tG^jfnjnmssrnstntnmyycunarnstrimBtJ i mBrngaimatss si§jtt5tifjtui5mi 

ujcuramfHHTFifaiuiuiM ttxitatlrogssffitnsritHrjnufriitjisfiTis * 1

UgCU91l3gjimnmGt5§J^nLt4lU (Assimilate) U1B91tiHM8fStaninmR 

MUsmStingrtn i ithstuimnmmfifHsffimu&Jw (in Selectivity) *i nmmnu 

tUfitfimR Sbtflu (Take in bits and Pieces) 1 /HR Stii3git3tSsti{n}tnSt(SfiJ 

nfatuntdiujtBdsjtgjui t  frm saSgim s:yite«rititL 2w m m glR iH tinj(y- 

ttintis rafn ugmwiGs samnutmtinraMHRtnHfatamSrotsis t fniturottSm
U  n  u  c* n  “vi

tgimHfTUMntit^Mtms (Selective Perception) rnSjitStrotSstn^stnantimj

IsStuH nulg *1 msRjnGtnstjnjHstu TuwstuGiummufnnHStftmwfc
*J <=» ' I Cl « Li V O

(Inaccurate picture) *1

nmsjnnttimygcu {uSstuttStiRniiRtiujutGjuifi nmfi{ut/nn[utuifmg1

atittS in  ISint3fnjnminiytniniUItntU (Assumed Similarity) UmifilUlfi "yCS"I •



(The “ Like me” Effect) RiJmcunSninHRdtg TfifggrotignnnrcarinjRamritMWv 7  **o «* Uu U c> u O

JUWHnWttimHCmTGStjItiSUfjUfiCU t£)CUTRjtjlSMtbfitH[U 1o* n  U  i fr\ Lru n

tijUG GtayitauJitD: Dngnu ij wrig

tuCuuRcmsistjihitnBfi tmstmrn1thyy?GmHm (Stereotyping) i  tslntiffimtipj 

lGfTlt5fi5ClimEUHCUulStStUlfimmfinR flHIGtfltisfRIjlSGmfiimMG (Accuratev  V  C3 | O V M U '

Judgements) i tnlSmtiitLSs nm sH W ^sfdm Sm :nm Sj tt3njuniiinj§jpnj 

IsStIJSum y *1
V nJ

Li C- J  I O •=* -1  O

UQjJufijygnjtSlS ubtjTuCipnjlQJl (Intelligence) iTlClGSnJJiJRvifdtiH (Sociability)
^ I

yfdUR8ii3t[fii (Appearance) tnfmsis m tiitt5tigsm R |nnjn^nnjtitiK ]R  (Halo 

Effect) 1

^ - &nx:&T81S6TngfffTSiffSl (Implications for M anagers)

HnSnmTnfgsfUfinnitji URcunmfjssHismBRmsittumjmnjrani m u s
«* uu u n i n w u v» \> i

tgltcuminms (Reality) 1

URrontnsimti st3UR(fintiJnmtinjnmmt5ni i jum nssfim Sfi9jtns

HmsntUfijrmfrimRUinaJSM (The Potential for perceptual distortion) ttURIJ

rarastSm iNJ

HRBRSITfifUJRGRSRtflRtjl tRURWRtncijtiScTiHnHsmirafjss smtuftr
<=* L ru  o  I 1 c i  'O  l  CO u

VI

HsiRRiiBRsimtulGnJG i
I Cl v  o

GJGbitri yRCunHismuHtujmunjnntgutJ

(Incorrect perception) tjlPTlJtjlRUtluGriJnUHgfnn nuGmtlfiyRffinHISmHHlfi 

ttjtUtimmbittJimHmitJItlTRHTtjflu? (Valid reason) *1

V. (Learning)

i s



uju6 Gtifnttuftui: QnqfiH h fails

pSstutmatiSnsjnj sagfjjssiuiHnmtirms tdjiJtRfmjtunjtfi tRHswjtjJsfyyR
tihtitimHB? (How people leam) t RinijswLRjRRms[Rmntmfnri i tt5tftisujSfa[R 

HnugntMiGssufjttSt] i HRSffimHmitrinstTirijtijSM[fi Rt3imnptyrotrifjyftfi 

HGtjsmtuTiHmtslRtimtinus itinjtnRHistgtit^tugtinjtnsHnnugmfinGs (Any 

relatively permanent change in behaviour that occurs as a result of experience) *1

9 - flJn2ftprufllifnflf jjuD'fi (Operant Conditioning)

njR8nmcniuRfi]]jRURuginit^ (A

Function of its consequences) 1 HSfOJlJj S {U R1SHiUJ1Uti iuUjSSfU GlSSjH tuCU

IRtjtitnS UtBfMflt3HtutUtRflt5i3t31S 1
cJ **" i

njrjsnjjracrjtjttniufiufi GlSStUtf) sTirniUtsMlpBR* UtnStfjS (Voluntary or

learned behavour) tdtUtitlJtgiStimaJlUtiriu^SS UntflSUjS (Reflexive or 

unlearned behaviour) *1 SgUTupifinriitinutjtaaJifinj.!) tnsggtufigciturifniniSa 
(Reinforcement) yRlJSSRlJnftiti (Lack of Reinforcement) tuCUUtUTinJiJRn

titultpRiarfitinuti

t9JtiuiuCU9 *1

thcsRiimSti ttnHimfiranuiiititri atitnBaafajafnmnfl

mtiTiutjTRfwsRWimt^tiJfTinjfswTRiTGStjitirittaRa cnSass untnanfa ) 1
Uu U  v  U  U  *  «  | «  M  1

I V

HswjGtiyumsfilumtitjigRHHimuflfr yiMatSrTitinutisititffisiRftjisniSatji 

ItiHisfanumnStittris t  tfigsitmiui m idcujb issatnsiu Sgfn a  rtiMsturijanutJ
U  V  O  < r u  C» U

tmttBjmHBtSrattirotrifatsiafnHtai: i  RjRRWRirutji HjtinuijtuCurisgnjtnssfRiJO J «U  \ J  1 X) V

ticuitris ugtuinHcifi3ftRRHistiiutij(U9tmtiJ i
O -vi B | V vJ

(Social Learning)

URflJSitignm HiGnTSWTRti*3ttttmHmjwtt3m§cusfffttinjHisticmRm^
I ci vJ Ui/Li  n » *>•

tglstuHRutg uTRHtRTRftnsifirtjiuHriHHtiiinTJEnaitJitiJtjgntftriGStiiro *1
cm M  U  UU U  cr v  U  «=*



njuG GiJffiiJttfuij: anatiH S wtjq

(Social Learning theory) UtiptjlHShJJHlGUjS 

WTfiEbmHffiJftHvimHCU stiusnthJiGStfiflj i
u U (U O *

tn -m«HBldiagf?fflnSfngi (Shaping : A managerial Tool)

mrafswTmRfitnstsliciEmfrnmtJsrm unastss i nnSfisi faayisnticuiji
U y  L» -vj l m l

tpnn^Tnjun^fsufiffintmmTumsmtiriuti tSHluntimruttiritisrjfaHtifrintHim

tn s t {p s u m gimun uj mim  ̂ tfrcs HnSnsitntifmnfuj îjmnuusuinmtmmujs
1 StnrumnSSttJTP mTIGSimtinuti (Shaping Behavour)

tm^JuBrmmiutiti^mnTStitiiTunssffithistjriJsusnu ttjfinStmmufinjSfi
L» u C» V O o I tr\

GnjtsiSfiijtHtuiufmtStiGiitTis i
V  Oi

tt2tim snuju^tiht3 tSHjjGsimtmuti:

+s frunjtitttj'llgms (Positive Reinforcement) 

fflJnptitjlH?gHIS (Negative Reinforcement)

♦> m?i^insnPf1H (Punishment)

♦> PTlJCUUUtntittrmi (Extinction)

gitimjmStitj'ifrjtris stim tpstfi£ugt*wtsm m fsfrjm  finTStisfmum
u a u c> u v u t_» v  *\i

ttiroratitsiras stim Sscugfnm nm ^tittin j^  i

gitimjtfifignjifm stimjcumrarntrifu ntjitugtinjtsmmtsfam i tnfnS
tmtumtfnutstjstsrim stinrjftnnm stjiS  *i

I vJ IV

^ - h|flflJftTRtJ?ffT§fiS1 (Implications for Managers)

HnSnSItBStinjJUttIRtjSmrtSaHnStnfijmmjSfiJIfi (The Learning 

Process) ‘i n i p s  ugffitiustjjswyitsitnfutJtnniHsmj u n jittn s tg j^ tii trmfi

2nsisi3H snjim m m tigffinm sm njjshj[nm H pf^ yHnSnsistitnmGtimnjjs

tgpsImHmitinjps st ŝitmcui tticupISnsificuiR *i

i t



TABLE 14-2 Holland’s rypology of personaliry and sample occupations

Type Personality characteristics Sample occupations

_defers physical activities
that require skill, strength and 

^co o rdination

Javestigatiye: Prefers activities 
involving thinking, organising and 
understanding

Social: Prefers activities that involve 
"helpjng_and developing others
Conventional: Prefers rule-regulated, 
0r̂ <iLbC?n^  unambiguous activities

Enterprising: Prefers verbal activities 
"'where there are opportunities to 
^influence others and attain power
^nistic: Prefers ambiguous and 
Unsystematic activities which allow 
creative expression

Shy, genuine, persistent, stable, 
conforming, practical

Analytical, original, curious, 
independent

Sociable, friendly, cooperative, 
understanding •

Conforming, efficient, practical, 
unimaginative, inflexible

Self-confident, ambitious, 
energetic, domineering

Imaginative, disorderly, 
idealistic, emotional, 
impractical

Mechanic, drill press operator, 
assembly line worker, farmer

Biologist, economist, 
mathematician, news reporter

Social worker, teacher, 
counsellor, clinical psychologist

Accountant, corporate 
manager, bank teller, file clerk

Lawyer, real estate agent, 
public relations specialist, *. 
small business manager

Painter, musician, writer, 
interior decorator



r FIGURE 14-2 Sample attitude survey

Please answer each of the following statements, using the following rating scale:
5 = Strongly agree 
4 = Agree 
3 = Undecided 
2 = Disagree 
1 = Strongly disagree

Statement
........................................................................................... i.....................................................................

1. This company is a precry good place ro work.
2. I can get ahead in rhis company if I make the effort. .
3. This company’s wage rates are competitive with those of other companies.
4. Employee promotion decisions are handled fairly.
5. I understand the various fringe benefits the company offers.
6. My job makes the best use of my abilities.
7. My workload is challenging bur not burdensome.
8. I have trust and confidence in my boss.
9. I feel free to tell my boss what I think.

10. 1 know what my boss expects of me.



FIGURE 14-3 Relacionships among occupational personality rypes

8
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FIGURE 14-5 Attribution theor)

Attribution
Observation  -------- -------- —>  Interpretation....................................................->  of cause



(The Secrets of Successes)

t f j u n i m i i u  s o n d L f i t i f m r a  :



: angnu $ « %  HmfusiGrmjngwfn

The Secrets of Successes

tnsiRfitfiHswjtsItffittistkss ajtunnQtitnst^itiStunafnrtTu stifjtiSfaftJi *i

tnsQantutrSs msitisrsea Hist?ifmtunujRmu9mst3tT§s HiswnHacu-fnnRntsj
V  Li n  n  Li oj Li  i n
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IfmlttiifutaJ: tmqnH  ̂ HmnjsiGrrufngwfri

tg^ s n s a s a a  : ^ « S ^ jg » 5 ^ e g g  gg§$3fi$aa

^HiaguRinnipuLfnafistsmR^itinnxfi ifiimtnaflainjifranna tSwnmmitiu 

nHitsHiSRtuifnn stipjMgnintnstgjra *i

*tins§finTfiurmstgjtn tSiSHfnfBwtBlrttfntBtiHmntiuinnfnnttmSTitHTnJ

tSl§ (It is not enough to be in the right place at the right time) *1

* tBHfttiiafitflHnTRfttttiiHaMiTnfatiHSfnj tslTfifomaa atintfihnrotinn(J c* Uu I U Uu I Uu cu Uu

(You have to be the right person in the right place at the right time) *1
Cn̂ !5£5$3Sgg3$5gfgs (The roots create the fruits)

- qmntji: tSHtnStfiRCimmscftfi i tsismSn tfitimsstf 1 tanuHSMt 

njgtinn  tncusstdjtimnnitsfiatittitmffl Hitsttifratnfi umMtfiBSasncTi 1 tmtSartif<0 cu 1 *\i o cu vJ cut; M -VJ Liu

tStintitimHis ?*  v o

®  ttStilttaBRtDnSngnthfitmnjtti (tfirogtinj)  ̂ HtticumSmthmsfiTfiiuntj stin 1 cu <0 *  o cu Li v

UftJttiCUtnSmtigitifms *1 SSftfUttSlSltitTfnHB (Under-ground) lanJUtSRBfH8Ttitro
M  O  CU L i  X 0  7  n  v  ^

B (Above the ground) 1

® RHtBniHJUtBCUmSmmasfHtjim (It’s what’s invisible that create what’s 

visible) tjlSStUth tSantsfitmiptti tjl99 HRgrftmtUtJW (It means that if you want 

to change the fruits, you will first have to change the roots) *1

® {uwatugns£lfm{usfru £199 Hn[nftm[umu (If you want to change the 

visible, you must first change the invisible) *1

® Hfissstintntfi gigutmSnjranjtgtJRn^tns (Some

say the seeing the believing) *1

- HmHcuHfjwsmmnugjoj tRHnggtuwitufi t{5fi BtitfflRmuptM nufnniu 

IpiMHgws 1 tutstiBatjifitnsHRManRitnRBuHR uincgmfntmgisanrmmHRj i

- tircsHfacuHmStunnScTi mGstatftfcHttfroHnHimSnjnSnfi 1



: onqna $! «%  HmrosiGmj(cigwrn

- mHGjiuGHtJiB 5!annBitifnH8tnSnafHtenjBf8it3tt5!l SlatDHjSinSngfS

ttinjtjiju i
V

- tuttSmBjfnHtsjiuGHtjiB nfimpHrotofi§R9fitfimrouM t^tutjirifTnsian^
1 i

S?RmwttSt3sdiRt3nstinaicy9 *1 pMatSmSfmHttnnjfmantastg fnmuMttStiaa

tjnmitrm ttntmnnn i

-------------- ----------- *-------------- U-------
(W e live in at least four different realms at once) -s-
G>- tnimsitimla (Physical world)

to- tnnf!81tilJSlgl (Mental world) 

rn- tnnf181tijmgtin (Emotional world) 

d- tCtflRgltiftflJR (Spiritual world)

*  ttuiRsimuJa ntjnafmji Printing ratjmcmn^fcutgjffmnms i

*  tthsii!ftl{tntmR8imu1aigf!«sf "rh?5 Program"  ̂ tnimsitaungi scuifistti 

mrenf) atitnnfiS'iaw’Ufi *1V* vt

*  ttomttij tpmmMfltfinjgtitu *i (gnjfaujBBtjicugdnj i MSfnnmjicugtifij i 

gHsmwHfiRtjinjgdcu i«/ c» 01

^ItStilMtalntinfintannw StitlCU (We live in the world of cause and 

effect) *1

*  Hfin81t3tTfriTm8tRt^fTlJ«8Umit3Sfnfin81t3Rt38SHmRmfUriS *1
U U  cu v- v  c * o j < *  f  rvnI I u

® ssatintntii fnimsttnRmwRttiacrn(Problem) i mHnmssimstmrawtrn 

wgffinjtJBtfmmBltBjn i fixfnatmjinistinj uMRRjiuMfititjiHnituisj i  tSHjtriwm 

tifitisimtjTi ting® ttSa^ftmfyfifinsianarafihtSa i

t̂3S?R8iatLfriiufijHnfinfijJ{fucu tnaatntfitlBnsiasaiuMgflfinHfgura.... i

*  fftitajHRti Hfitnawra i HtaragmiStn Hnttiasatri i  Httfmgmo gnfna

gnj m

mni *1



tAnlghfnftm : angnu # w %  HmrosiamiipgMjn

HRtfjR fruBfi aaft^TUfiigfi S^tyR§wmstamtinjniuieisfm?i 

tattflfifitinUttHfi (The fact is that you character, your thinking and your beliefs 

are a critical part of what determines the level of your success) *1

(Process o f m anifestation)
T —► F —► A = R 
Thoughts Lead to Feelings 
Feelings Lead to Actions 
Actions Lead to Results

tfrimfimjmftfnjfitifiafi miHiin abmn ioi n n u Oc« ^

^umamBCTmmituTi ? tuimHGtnatjitt3tiRfi3MnHfit3t9 ?
M 1 I «=*

- Hnnuti/inStna (Files o f information) ttinittStitiRtaintisjfijinjJuwtma 
(From the files o f information you have in the strange cabinets of your 
mind) 1

- 'iSnfitnaHfiniun ? Hfinfiyl§nHfi?ifncu 
Past Programming P —► T —► F —► A = R 

-Your programming lead to your thoughts, your thoughts lead to your 
feelings, your feeling lead to your action, your action lead to your Results.

- HUjUtQjU aa Computer Programming tastjlSufiatsi

talWUJtUGtatU <1
O I €% *v

- tmtStiggcucufigtmniuriHfi ? HRn?S mtirimalnbSJmtSti-*-
u a a «*

9-RHlG81t3mnjtflQ^(Verbal programming) tjimtJCUHfiGlUnfntufiHmaitRa 

to- fmomtnHtw (Modeling) nHttinjHRCTtittSnifnnjnHmsitgti 

m- gugfttflRtjimwa (Specific incident) SftiCUHRCnunffmBa BlUtiULUgs 

: (Verbal Programming)

StjimnjwS ttitUBiaRgncuJMtalRasJRjlCUJUWHR (Subconscious mind) *1 fl

tnaHiuntsHRMtsjS^RJMtaimwHR i ggitmnn : mamgttCTuntRatinmHnunpsis 

tsits pitnnijiHfi uturg i



: nngnu ff «%  nmnimSmî ioMin

gSjflftgato : fnJtDRRJfriH (Modeling )

- HSWJfitfSSfdflftflStjJ (Monkeys see, Monkeys do) -f- mfUfl/nfmttSni ftfltS

fflH *1

- mCUttBtttSiRtjttSmijattiSHOgiaHMnfnnSfnH (From modeling) 1

- The apple doesn’t fall too far from the tree *1 qgiMHUl : mmjSUlUtifi U

mmjsfdjtwmfyjnfiyti i qgiimafi: uaygtjStjiRtsitsRjRarm-Htuifum i

$3853839(13 : gugfftflfitflfitftfti (Specific Incident)

- gtimRusmfmasmcumsItfjti *1 ggitmtin : gafnmmrfgitfiuiH sw js:shs 

tstfitisig} tRtigtftmKitriM.... *i

&^6^98^8$$£3ffi£^ffi?9$gg58f>89'3S3 (W e are creatures o f habits)

- HSMjfnmtpstunitii ttntitfigmnSnafBHiu i ytsHitfratrifanmuHiiHnn 

xm StwfmtjititMtifitnssJotnu tormng *o v tu U

9- gtUimf (Doing habits)

to- gcmtimf (Not doing habits)

- H9tticugfintjisf§Hfigcmntmss tmswgnMmalgtignnumS i 

-15!«Hmt8qRfi!TU9nriunt5tjnmtBltiignjiut2 tmsSrnfte *i

- masons: toSarafggwMinitfi HfistSfnjtjiHfigfistSnjjmgifnsttjiEiSm  ̂ a«* . Liu u n  ̂ « n

HfiscutjiLmfigHSPiytdnntJfiSuunSm i

aftnflcnnnn i

ucmungMitji ifitiHmtjmfim s^HfiHSttjifiStnswfntuiacimggtcuRgR Bttmfiin w =* =* i c* co

njftinmn ?

Success File f 1
- HnggnjitfifiSmn^tfiiifri fiSBtfitfignmStt laremSJmR i

- SJfifitnstfim^awnunmfitinatjja i



{Wifftfifitiitu : tmqp  ̂« %  HmiU8iGmi|n9Wfn

- gngitcutttngtttfSstfttigfiHis < HfiHistcuatBHjfatijitiJHtiHitu gngnnrtJtn 

tSifiMmstiingti) 'i

- gsOttdignmSmtjittStuwnugsatt tfignmfittfnnHBtiffl

(Mediocrity)wnugSvlt3 tj1Hntgf?iWtdltUgStiatSHjttjl?i6tI3 *1

9-ntRmtinggnj3M{Rft9itc3S?fimwgs m \r\ ygnstu ygfmatfrmSm qcu

Bfiftftofitfmmmyns fnmnytititiCUgfititg (The blame game) ttTitutiianjgnnfi 

RtnMtgitcuHfidtg i
---------1--------------------------c*----------------

® tRHiQmmMtiStMgBg jgiRtncu §t|pjtns gnnaoifig atuntin stanSfi gn 

ratiraa runs uu rns §nR-Hitu iU  Li Li ^  M n  u  ’ |  n

®  famHnmjmcTTissmttMis frestrifi *i
in ai

to - tftlSMIHBfiTgji (Justifying)

- fUMBtSnmn ftitmSjntiiHmatrtrwmtSinngifataittijHfttitgtgtms nmnStiift
Li u u c t U i n  «=* u

mSrattStmttamimfisaatiTfif uRMTHcurmsmjnxittJitijatiritiJtitstjjtji "rotufmawsiacu t j  RI Liu -SJ1 L iu  rv  V 1

tg umtji?iSmfi5sM3istg" i Hfiaanmfuutai StSiHrttnanjtiJ umjiHRSsttfitiSm iX* c* c« W* |  M  c*

- romfitii8iatimMta1nliJMm!flwfi{gffni ufinaMSiataigalMtutdcufiya^f

rru *1

- ttftmjfflfiMsiaturiw tpsHaMjpuiuntjtaggtutnsunStiitgjtiJ *i

- Hffgsstinmtti njtMHaMSiadmyuTug *1 BtinmntnitnfrufmuJjti *

*  tfiSsmBtijmwtrntgiufiJntiJtJifitnatg *1

*  tRHafntstumwtmtgi Deposit ts1gi3?ituist5si?rutnsts i 

m-nfinnj{QI (Complaining)
ti

- HfifitTitmtifitiinGnafiiJimnjtfiHoftJtusMMnaSJmti (tmcunmnfndnns«* « m « n  i ^  i 1V

8M) ttJimnBfisnTSRsa ciTSfiQiimsmffiinuSJmmm iI i  u  «  U  i Lm  vJ

- MHRtDnsatsitattiHswicifrittfi aaRmtni ttmsiiicmsHtitHtrm i tuwrav i <u U i O v h m m u  vi u  n
V  V

tnaatuiji ttSatTnfttsaggwmpiwisffindQcimmmg iLi U  «j u  V  u



tcm!{£ifutai: angnH HmtusinmqfigMm

gflggafaS Blame, Justification Sti Complaining 

(Pills) *1

fiynsmtimfancuticumnm^^ (Stress reducers) *1 ms

mnnuiUHro stiunSmstisfUtfntitutitticmg tgiststi untsim i

- WHUmjU Blame, Justification Sti Complaining t(mstftHRmSfftiftfiHfi 

tmmssHfitjiHfigiR5inittji?iSm uunStu *1O J c *  c t  m  m

H tttgSggaH & fi gesttfessm m  (Attention and Love)

- fitisfraHisttfiBSm satnsmRntncitiLijmSt^tH |uwsttJHRRmRHnmjtiiR

HRSntJlfi (gjtRRlUHIJBIVmrisSiJti) 1

- tuHRtsijggtutnamtranQRgntJiii Hn(g}mnniGRHfiStg i HnfnmSttifiitfiw 

tBmHtnriiGRHnfitg i
%» n  «

- [RrttjRmtHitiJtJiBjfiamjtijfiSRgRtJiR stifniiwajirt -s-

9- tStgfnalmtjifiStu

to- tBtjjfnafmnnm

m- iSiSmnSnialfifMOTrfinmBlnaSJnmMHnU  M  V  n  u  v j  M  C* o *

- HfitftfgjinitjSmmgjfi tpilmtltilHaftUffimm: (To love another for who

they are) WntiHtt (Rather than what they do for you) 1 ffUgra

flf&thHntitg umtgifiginiHfidtg§TtriuHiJHn/inmffn SsGnnstwroifiwfm: umrom 

Sngfitfinft5roHntitgt!ri§rHmmm i

Success File i  2
gmtftwfimtSmnBtQnij: gR§snftfiSmt§mnBHjmHimmrt 1

- HRHStt^RSmtSmnSHJfnjmitjltjlv3fnifimcyf? (On defense rather than 

offensive) *1

qoitmnn: tiBttuttftgpttii tuRRiRHiRfriJmifiRtjiHacmgtmgm 1



IMilflWttfim: angRU $ « %  HmnjsiGmiingMfn

- tSSRIprfRfrmMnB Stifi5Sfd3(Survival and security) tmstt/itlltjlfnJfnimJ *1

- tltSttlpnjtdHjS ggcUtnsttflfiSm Si3fnnMUnjiwujlffi (Creating wealth, 

success and abundance) RtflfnifltUtUfi *1

- HfiHStt̂ hStlJRfiLRHtfiHILMCUgS (Confortable) Utftjp: *1
- nntji3M:fit3fnnM3(MCu stifnnms ifitijnciMsiwro am^inSm (A huge 

deference between being comfortable and being rich, between being comfortable 
and being successful) *1 tUtfimtfBRlJIRHfRfiO* HRSaggrotnBLRHtR mO%ODltiI^B *1

- tuSfitSttifitnaHiiwnj gffnRtfiHSttftfiStmgjm tuitunHSHiQmtijtjiHfitns 

ugRUjiRSuitnalfij i

- tuwstuHRtncTiRjStgistgiticugira rnimimciimMRHRtnstgiartLcisQsttiJ *1

Success File f 3
HmtfifiStmmftmtHsstfmmtfiRSm wimHnSBUjmtjffltsiB<=* n  *v» cu w  «* «*t j

(RHlRlafimtlltalHmtjlfiSm 1

-Hcmtrmgg) tt3roHBMifnmTGsnt5isggcuafH?afunmRGStns mtmsnmRnBtt
V  l I o  U  | II tl ^  U U  U I

« cw

tainmfitiatflSH (The number one reason most people don’t get what they want is 

that they don’t know what they want) *1

- HfitngsijtnstgnjMHjfj mtfraSm nmmmftsfnSHjmSntacij&JHjfj stiifrm

Srn t

- nniR UHSttjififimwaHtmmffljitreatMuaimiiimtDtfmfitns tiHntnsttjiti
c* u  m  v  i  u  w  in  v  oj c» v  «

Snumstfrotm i
in

- BtimstfrimStutns m r ir -s-

® itsatnattiiRSmcsggwfittjfitnnHm

® st^MnMtjtitnattjiRSm c {uwsmHsttenst jnmsfiM)

® BtUtilRltlJtilHRttjlRfim (3Si33§TgitUtRtnS)•f 0-0 Ol =* tl



tMilflMtdiaj: tmqnH $ *5%  Hmnj8i5rro|ngwm

- mtutjiHRmsttiifiStu tRfmsmjmfiQRQRtJifi tfasSmims suinsBti amsw 

fnJSRSth£US8 9 0 0 % JnRUJRJtiriHSQStnCTI cmmwHjnmtro *1
w XJ

Success File i  4
H fitnattflfiStllfifiG  H fiHStfrm SuifififiB 1c« c* y

-HRsasgcumigoiRfnHWHiHiLmtJitiJ^icutgistimnj?t3fUHRdtuticugi|pj(You 
will be paid in direct promotion to the value you deliver according to the market 
place) 1

- msRffi & tinti ftiroflmritiromrajuMHmsImHgtini-f-n  «  i J

® fnJdRga Supply 

® Rlfmi Demand• V

® tfJinan Quantity 

® RtUlffltl Quality 

nmmsRfriRtuifnmSjfiMsis *i
«=* Cl I u

- tRHfit5l3tnjmsifU3TRHG UTRHRQ ?
c* c* Li | \» U |  y

-fnmi§BBfitnrtJtitiffrc -5-

*  itfimRmsitjHsnjifiStsj *iOJ
*  HisHiratifimj nfincumcussati fmjwsiasa&ti iv *  V  1 F I  O J  A f

- (Rlt«smsHmcui3cuS??iJUfiiHSfiytitgtgj?iRi3fimstag safimstunm i

- itSatnstgntfnwtujritiH^iBtdfi5[gftBstL5{t4ifiJ aafsRntufitjiHmHfititg *i

HmtinjtQst{S{pfaHW8ftgmmMcujntiHtjiH fffrgnftinimntmhifl *i tftnasgfitgftGs

ICUtiG (To play big) *1

- tRHnt3^8[fmmucmmwH8wjti§3Ri uHawjHmeaaRG ?

- [RlttssSfunitiitnaG tQ8titi3H8W}tHimtnat(Sam3 turns tjpannaaifi *i



tfutfltiifttfim : nnqfiH « %  HmiusiGmitngwrn

- tjimmmtiitu njHRHiGtimHBWjtngtipsfn HfistimstfitfisgitifdBmranfi

wijH im r\

- ncuHaMjtcutdaSwstRtnatuwfiRH *1 musHistHmedtsItumss tsism3i 
HcutuimatuwnnHtms *1 tugmsItfitnatftSH rownnmmsngisBmglfgjting 1

- HiaHafanrSaHmGHsmnuMsa Hnthncnm«nntiniM8B RRfititnfi m
I vJ U f  1 «u -o w. 01 U

sisugs mTUHMafMfnacicumMsaMnuSJfitiicugaaa stimjgrortflmmhmsHRtitg
QJ L; 1 Li v  O l  oj a* tu V  tl «=*

tsjfi *1

- RRG fJRHfflCIG SUSItmmmsgitiUnR mastu (Big thinking, big action 

leads to having both money and meaning) *1

- flaw msitWHR !

Success File i  5
HmtjifiStiJtufiSflgfttJimffiSfnw HfiSsttfifiSmmntifigntfrmcu
<* n 1 •=* n 1

gUMR (Successful people focus on opportunities, unsuccessful 

people focus on obstacle) 1

- gnmattftflSmtHtmtSni
* Qfnw

*  MmannSnSSso 1

ttfimmmsfigfithmtmijis io 1

- gnSattfitifitmHwnSn]
*  guwR

* Mfnancutnsituiin 1

nfimmnGfigntftmffitmafitu *1
n 1

- HfiHsttfifnftm fdtitjtnjSnfdtdta*) troHcmftstsmmmsiGtiftfflSfis ^
«* U  V IV W

® ifiH9?titU3W ̂ I

sn i 00



® unmGtSnmgtgijnswntifiTisfrijantuTiHtiin i a <\ u

-  jjtinBmnBnln -s-

® LUMStumafijnQmtHitutgiHSJtj 

® fltSiHSJQt^tU *1

- tisiptngRCi^tuHiswgptiiHtLGstjiaugts -s-

® nwiyHtftamgtns 1

- tjBtjnHgttiiRfimgsrosMtnftniwgtitijtBSImuMnmR nmjBmji -r

® fism gijg trmsstjiHmStjnmfngijQ *1u U *VJ Ct y

-  tjBttJtngitjiRfiraifiaBmrottjiRStiJ tfiiDtntJJtiiRtnjtaHjjfnnmMgB ttQtfimriJ
XJ

fnmgiplnraftiss ttfmtuHiBguMRHJflmBmnnmsfflfHmtgjmjrotglmattJiRSm iu  *  "MU a i u n

- ffiGstintudigigltti j^smstRgMtms^mmstfigw *t tjBflnftgniffiSHnjti 

mnuHstatfnsHtH trcngnnt?!tHtutiSmsf9fnfi5t4isG i

-  tiSLUtfigunfitu intigntfiatiunSm 1 nmmnaflt^tfQtfimiSgBiiti stitcu 

Mfmfnnrowss 1 nritfiBRt^tuHsttJifiSmfisatnstTfnsHtnsntiJ *1 tircstfritinStuw U Li Cl V c*

tiSmHfggtHtjiguwfi nmfinBtironBHammafiratgjtii *t tutnamiafitunmamiatti} *1\j  I *P n  U | Li vJ v* v« ^

-  HffHisttfifiSm mfiSRgmJimnjHlaronntwijfitna 1
« n 1 » u

-  HfiHsmsftfifiSm ranBwgn^mnjHtiSnjnmffriBtitiiB 1«* Cl | U I

-  wHHmreifHSSiHitiJtnsfiJ talnmmrtnrossnmtirommingltns tSftjnHfnn
V  Ct U U  OJ H e* OJ ^  ^  vi

tuimtRMiwtBlfrmtif i  S!?imt3njt8ifnHdfTfU3t^|m 1 NnHfnnfntifannstnmftmH-11 aj 1 a i L i v I  v* a t v*
V w

fnn *1

-  HRHSttjifiSm mtinjtBMRHmn ttnmBsnmfffntiffltnmjfi anrfi)tfisB 1a t |  ̂ v* I U M »

- MHtxifiBHgmJimnJHttinJHfitna mHstwmtifUHfinmatgm 1

Success File i  6
Hmtfmiim tscu5mfmtfm8m i  HfiSsttfifiSm Mugnttiinfim i

(Successful people admire other successful people, unsuccessful 
people resent successful people) *1

[wifttiifttfiai: angRH $ w %  HmtusiGmiyigwfn

gnj 99



fAJiiftfiittfiti): angRH Sf Hmni8iSmi|n9Min

- Hfmsttfmfim tHturacjttjiRStmuwHfititgttJitu *

® fTIJHSfdUJltiltSfi (Resented)

® fnJ|JJGan (Jealousy)

® frULQttina (Envy)

qgiumin: tjtsgntn atigmna *1
- tBHTttjiRfimHRTnfHiawfinntMHjfiatimsi -5-

(Positive)

® flfttfmtna (Reliable)

® gjHtufl (Focused)

® tflSSSS: (Delermined)

0  fifti (Persistent)

0  8R8 (Hardworking)

® mstfmncu (Energised)

® cutfintuuswititg« u i o
® gnmnitniMmtSmgti 

® msLtngi

® t^HRaRtgwtiniattnitssitflwtDtuTiHaj
C* U

Success File i  1
- HnsfiiRSmtjSJWHsfiiHtiJHriltjins satimtjiKSffl ic* n o» v <=* t* «=*

- HRHSitfmSm BatuHstjiBtiJHnH?tjtna stiHUHsitfifiSra ia n u =* c» “
(Successful people associate with positive and successful people, 

unsuccessful people are associate with negative and unsuccessful
people) *1

oa ftnitani{nfttfBiu{ntnB tpsmitafimfnH (Modeling) mjftSBuaHtiritJnjHBfijj

am ®b



IwifoiifttfitD: fcnqmi $f «%  HmrosiGrmtfigwm 

tljSW[f} *1

- gnSattfratim mRjfrninntt^fiStijmfiiHSfajttsjtitsjR tm{ps -r

©latstncimfi«4 U

© Sffiannttt 

© BHfinmti
u

© 3rt8jninmmfntiJGiRti8HR{RHtS8s

- tSgRQ6um8ttTijtiBnftri|| MHmglfrnragntftHtnnfigi * 1

- gmtiiw8mtnats1fi?cn8BafnnHnw» i Hngwntn HnnfmMnnthjiHtnatiI  \ J  W  u  u  C t  c *  c *  u  c *  V  D

gngwptfi sRHRntfi 1

- gn5atCiw8tntnatBifi}m8aafnnHmnni i hrscu. HnHBtMnnmfiHOJBtiHn

SCU SiDHflHatjQfn *1O C* V  <*

Success File i  8
- HmfrifiSmtj&roRmmjssaa atifiwinuwnmfi 1  « ~
- HRH3titiR8raRRH?tjtnsHnfnni5fTmnt38StR 1** •* «
(Successful people are willing to promote themselves and their 

value, unsuccessful people think negatively about selling and promotion) 1

- HRHistfrmStB StfrBgmnnftgfffiiqjtigfn (Excellent promoter) *1 nmmiSn

mnti tirotuicmftjfi atiflanraMnmmflirmnnm sagwfitnnjitinH i

- HRHISttalRSmmmTQStjlHftBRmttifUtjlHRnlftfilfTl 1c *  U  c *  c *  y  v \ *
- MfitnattjittSm msmBajtjTHniSfiGfissaa saHntftgtfrm trmsrmtfitfiHR 

tSntmtjmsttJfUHRmcnsHiws i itimstsliRTga umcutfimtuns *1n  m i  n  U  m  1 c w i
Success File i  9
- HmtjisStiiGtjiaucmmMnmH ie» in u

- HRHattJitiStDfitifiiaumiraHtimR i
<=» v  in w

Successful people are bigger than their problem, unsuccessful 
people are smaller this their problem.

9C1J 9CT1



IMifflWuiitD : anqrjH « %  Hmro8iGmj|ngwrn

- StnJingifTia^PiSm ttim m nnfTitiJitiim Pi s ^ u m r  h ig u is h s ir  s tra tra  *1
-»j n  «j. in

- tistsstfitimsmintimsafpemn! (Hassles) fmtuifrpcu samisgtusfij^f i tu 

stinmtHimsratitfisurrn 1
cu tn

- HmtjifiSmttiatfinsstitfiaucm ttntnHftSattjicfSmftTadinssRtstjiatJcm i
c* cu tn c* nj  V in

- gnSat^w8m8tSH9x8tgttiJfafittumi 1 nRtmiBmmsfnitucraHttJimjfi 

rani *i tRtfiHRWtu HftironRtmSmHimmsunrnms imtftratHimnRtfitfisunpttps 

tjititgftcn 1“VJ

- u rp s 1 |r a iw H R f m R r a j t^  *1 fnjM tJimaisfitRfn{Sfi38tim HitiJ

GtfttiunrufiutiritisitiHw 1
in u

-  wHURfatncutfi tg isuH m tfraSm  uhsujIrSw icmra tnrottm sfi trnntmraa
\) e» M M V O  1/1

tglfimgitmgjm 1 RiranjngRtiRtitSHHRtRtiHisumi aaquwmslRtiS!muMgR 1 

gtmsunpmHSttoSHtfJmg 1 RgtJirawsaamgttiratftiSHtQtf *1

- rawaraHRmaunriGtaiFiaSlRmaatutsi HRRtjiHSWjRGtntsHiR *1 wnmnu
Li c* in <=» =* 1 vJ  v <* W l

HiJHJintgitrawufimatrfrlrawss 1 nRn3iatrfriTraatRi^fnjS3sunfit3afnfin3ianti
-» Li cu Li Li CU If- V  «*

iu w h r  1  ruw atuH R G ^H iafrinm ratjiH G nam  wHRranQRgR^ifiiragifitaunTiraM
c * L i < = t  Li (_p v  i 0 1  in

h r  *1 MHt§HmRGffgRtfimragtmufti38HR i
«* W O  O l  cu «

- MHRHsnriRtHitHurmtunHtij uguMRtiniHmmGtiRuiRafwRHatu umtfifi
w 1 1 rn in u  m u  V V I n  »

Stmuwgmsistgjm 1

*  MHtGtHitHssatJHiQttJisrrinra *
V *  HI U

-  UCTT1§G9
in

-  RlJggtU3MTRf§G
u 1 L*u

- trauRCURfitrSa
I n  Li

- ttUHmkiBtitJGS

- tranjtDfmiSipB

- tc5[gtijEUHj|Sttps



IMifUWttfmj: angny $ HmnjmGmjipgMfn

*  Hntt^fiSmntiJRBRsn^ntffiunptjifjsistsjm i nmfittffi5figntftmcm?nci5 

itfltticutfijoeawsis «i

*  gnnSitffim ^gnMtiflmflttunii}mm(Solution oriented) *i nmtranmtmnra 
tftui attthHcinmJtrcmgftnjM atifaafni t2Hjt|mRmsistifnj{ucmmt3njst3HRt3fu 
ttfitnmSRsfiung tStgimrat^iitjjiMtiiucmtaisattfwtitnfiHnHtJtgjR *i

*  HRHSttftfiSmtftHfififrfrlJRUnTI (Problem oriented) *1 nmmfStnnJtffln ^

tfiHnnnStggnjfg Stififi ttPtutRamsmcumQtjtjifnngiulfi tSnjfnfiusmumit̂ ti]
ttpmnmdnjtnsRRtjitfmffitijfitRmsjaHmgJm^m *i

*  HaMitnanjitiilaj Ssmsuimncuurm HSttifftfucm ttnomSafinifanurni
i v j  in i J  in  m  -v> m  inv

ttii i  tR8tmm8Btwfnmfiimn!mawTftnmucm stimRcmstcuguMR i  tJrastnaHffirou o i  Liu v  u  i/i  c* ‘  »n u  -* »■

st3HstjnmtRsgwttjiRStutnstsjm i tRHiaiSnwtfuips i 

Success File i  10
-HnnfiflSm-mSiHflnfnaara HfiSstfrifiSm tfiHRggfuSHs ic* c *  \ j %) c * Ct u

Successful people are excellent receivers,unsuccessful people 
are poor receivers.

- ttiatifatiGtnmgjti ^HmatiHtitnmagiinnHtglttuSJmtSti (The element of 

punishment in our life) 1

®  mwsHRtGHHtusw HRtftf uRifaggraaJfnniaugiM
L» <* *  *  v  I «  Liii m  u  u v  o *

<§> gnss^fggrogniifimtJimSnR yitu tiJiraig.......ttfimfmwm <ginajmflim

Hatnst^thtiawR) *i

- ucmtasRmsiRl38JRjinj?fit3nt9itn a ti fncutunmsRtnw usssifi nmwlntitna 

iniHnfteimfliwsBtiti tgisutnaHRtJtgtnuHiJHiifitJimgiMmtJitiJ i Hmatgtfnmcm
v »  All V * C * ^  “

tRmtutoiHfintnnggtu *1 nntfilwtifliit^mairainiHnnnmsia miHiuiHnfitHssaagiu

HiignnHnsaatiBtmjgnfltagM *1 mrenmastumtitritg HiBtnmmtfifiSmtfrmssfm
V

i
I -o o

sni stf



IfmfEMtthm : angRH « %  Hmrasiamiiciowni

- fnamticumaatmg tusnmtmtSminujanjtgifi i mstfiSSHmtiwtSnnmgs 
gtitnantH *\ gisnttiwttnsijnuqTimaltnnjHaMjtRR tfigruunmamH gmungiantH
tgjtu *1 HRSt3IMtalT9ifnHlUfmUWHfi (You will live in to your story) *1 tmtflfiH 

tnat^HBftgmSm^tiafipfmiJtinftjigBfnantH *1 tmsHmfinfgfimimififcga ttituSfi

«" tl «» I v -

Success File i  11
HmtiiRStm^MUMfnjggwLtnmfflfnHwgtifo Mn5au3infitm^MMMfm 

flonjLtnmsimHtnnnJnn i
Successful people choose to get paid based on result, unsuccessful 

people choose to get paid based on time.

- gnSBxtiiRfiraanraRggcoitnmgiwiHfs trmttnti i  nmnigfmiM|M8 xBtg 

tnaBtitsjiMth SfiLtnnaBaalfinjigftnaasnnalgtitcinnffinflftinj *i nmtitjtnatkjtii 
MawsnujmasigfuStgttinjmnnatituignjMHjmgjra *1

- fnnwtalltinjfiimnjMsws Htjifnnwtaitwfnjfitusitj *1
n  1 o1

- cifmmfrmSm tsnjGRmjggfurtnmtinitmniSfugtltutafunmfitifSfitns *1 nmfi
u  <=* v  n  u  u  <p  v  x»

rngmaotmcunmimtuirmtina*) *1
v  %» o

-  nnHmtfiHSrati^tfinttusssri i  nmmtfttramH BtiMHflmnnnunmt? i  nn
t l <=* U  a i u  u  Hi t l o

HnnattfraSmcteunstg i tditttnmnmnmfBlmnnBi i
c* i v  c* nl u Uu V

- nmRntuiRafflufUMntiQWicu t^mjmRthQfinwiimmBmTgnTMHTR i nmwu  v  v  v  n  ^  w  u  u  w n  u

n m r a  BtimlmiBlmiGiai *1w  U u  v

Success File i  12
HmtJifiSai Rmugiafit HnSanjifiSmBfi "uhoi" iCt V d M %|

Successful people think “both”, unsuccessful people think 
“either/or”

gm 9e>



(ftfilflJifttfim: tmgRH $  HnuusiomupaMm

- HmtjlfiSmJMtsiRtlfinmtiCUMyj (A world of abundance) *1

- HRUStl̂ ?iStIJJWSSiRtinfimtitUH1smfi (A world of limitation) *1

- mHnmfinslQtinfinfaHmgBjn ?RHisgwjs:lfumsMfTi (Perspective) *i

- HRHSttftfiSmfifinfnnsJfi (Scarcity) *1

- gmtftRfiaratitnsgitiHM-s-
® ttiiRfitinnSn st3{Rfinj

® ttjifiStiJGiRtj atimjMunai
I u w

® cutumn stistulj??ii

® {gnjWHjB stimrau

- HRHSttftfiSmufttjififri nmmnftTSMffMifitiratnmfi stigtffnntitgtgfms

S?R *1

Success File f 13
HmtjifiSmtSfafiHfnmgisutnsfnjRmsiQ HRHSuftmjtiiHsnfns
e* v* tU <=* I U

tjntnfmnmsiBummnmfi iOl f i l l  u

Successful people act in spire o f fear, unsuccessful people 
let fear stop them.

- tslgtinfintcmfitjimftjti gnigftgwRHmntSHjftfifiSm *i
- wnHfnnStjiwisjfimtirifigihjia atirannsimgri i

-fnnnmsiG fniwajtu shnhni R^guwgcntiRinLRHtRGtmstt^RSramfyTistg 

tmtjHgtemmswfiHtirotitiftiJ i

- fnnsMtpifitiHmtjifiSm BagnSattfittfim iitjigmtftfiStBtnaunntiipitfita 
MRHfnn tmiutjitnsmifitusiBmtJiui i gnHattfiRSmgmmtnfnnnmfnfroqjjtKifi 
tn i

gnj <? cl



tanffpiftitaJ: angon $1 HfluumGmqfigwm

- Rtnw§GUdmtinjHSM]fnfit{5stn3t5 Sj^tritHimHiJHtifintiJsiQiwntjg ur 

tnmulMB HssanfitmSwnHfnti *i Hswjgimsst^tiHmty^^t^tijajtrifi i

- (Tame the 

cobra of fear): naiGjwnw SaimBCjinnw SstBJttsninnfa 1

- HBUjftSntijMmjnmsim^tn i HRufifiSmHiaRiJfims’Us miwtyuj Rhcu 

tRHRtRn gRtmmmjytuigiatssumjunRtRtgjtiJ i

- HRHsttjiRStu HismjRtugiQ R^wiym Rhtu tmRgmjnmmmn/igimmg 

umjunntRtjis *i

- HRfRj’tRRURR tBHjmmtHHHRUmjU38fchtJ)8 *1

- TUMStUt36t5H?BWttltIirMtuS?RJUMBtinJt51R 1
U  ̂  ̂ u u

- pMBtugmSmntfirarijtnn SJRBiatiim[Mw i •

- gmtiinfimnwat^nMngjnniutmmsitwHtanjiJiraiMnj ahMSLMrotwwgtg i

- tufinfmiJtiftf8IMro (Comfortable) HRnHIGJRQtJstilBtg *1 tSHJJRRtJSHR 

igfn{SRtgityRiRUaM3lWflJmWHR (Confort zone) 1 HRattHIGlRGUaRlfUtUriHRMR 

taisimyrlRuafijsyacuJuraHR i

- tiBthHRfmRnjjttRirtmnfiufc fifffljSawsiHrotsjtn i fagRtSagatiUBfigR 

RiatRWSLMtU *1

- gRStifnatmRGtnR RminWR§SM3{Wnj *1 HR$ftRUatglH3*1

- mSatSHRG^ttjlRStIIHRRrfRM3TWtUtjlHtIJH9 ttJtUHaWSTMtU (If you 
want to be successful you’d better get comfortable with being uncomfortable)

- tnaatHtfi fniBtiMSttutmuwHfi tMaatiuattjitiStiiiuwHn: cz =sz

Success File i  14
HmtJitiSratRastifa atilrfioinfildHfiSanfttiStBfititjinmmGjretuitn i
«* U  ca U V

Successful people constantly learn and grow, unsuccessful people 
think they already know.

m i 9tf



4 Hmiu&rarnitfigMfn

- fncutungtirisisHis amfinmnfiytffiiftaligjtmg tflaawtfiHnfjjftfiaHHtiJ 

GSsranmijSHninififTifi xtjirrStu atitftfi i

- tnsjnsHnfi tnaamimmifi foHnntnaStinfitgjtiJ i  tuHntna 

HSfRfl HRtnSWICUfltHS *1
I O C *  O

- HRHSttjl?iStU t^CJflCjmtfi^RgRSUqpfi^infitfil^Hfgf *1 HfiHlG{pHigf fa 

nmGttjiRStmgjm i

- gitiHfihglnjanH? gitmfij i  ufrftnatftgsjfa atit{u

jutu *1

- rngm alfatS^fa itinjHRGiutjistfHmsiifiJfijiggcutiissfmticuHfiGiutiis 

ggcu *i HnmgSanlSgiagpmgstJttrim t?iQitngHfiiRfSt3Hn?a§9 *i BfaiByjiifamH 

jtufu§ MfiHfnnS tSmggcutnscugtifuStBHfjfigus i

- HffJgnftnTfiJtjiastintutji ntinfimcmRmgHtalatitjcmg i mticumafjfafati
c *  L . O  < *  -»  o ' n  o '

tTiwm *i
iu nv

- tUtSmnSjUfiJHfiHSJRGtnFi fiatitiltn  tftSHafiyfaj tUHSWJHSJfIGtnmg fl 

attftflU *1
ni

- tuHRHSustJfstg Hmfifgmalnfntmfi i

- HfmatfrmStB KiQtumnjMtjiHfingistcitu ygiSLtnRpnwwnmijs i

- tfiatinmtfi QtiuisSaRCjiHiung ttfitBHnmgmftttHgfnn i2yjt§w fiynin 

(Knowledge is power and power is the ability to act) *1

- w itf i: tncutunHRaamstficu ? tncutuhHRstitnscytmSHjtJja ?

- m uam atntu giacym tipagitgiH stnsagfiattH iam yfi ? Hrmammaltifacu

fifamstmirntij i ? tgtsigfitnni

HSftyffiHfa ^ooaifi i  tUHficitjianja gityrimHRaagicTiHawjmiaRQ G>ooomn *1

- ttfifiStu ftotfaimfafmjjawtjitjia *i HfiHiGttjatSHjggcutiiattriRSmtaittu

ifagitiHW *1 ttnmHBtmgiiQttjitinHgmmatgiHaiG ?

gnj
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IMiJtjWttfitD : anqriH «%  HtnrosiBniJifigwm

- mHmStHimssHfunGtntifritiJijiHSMiingttaifiStijgititiffritiJ giatifcR hh
e t c ^ o j e *  oj  i v J  cu u  n  «U U V

saggnitnssfiitiStDtslPiaHDsiaHfj imratmHggitiHfjtticuHmG i 

6&gj?ft5jg?S

9 - HSfa?Tf!mutnafi5gfncitM9fntSn»istgifnsttjifiStu tmnStu i|  O  L i  V  x fl ^  c t  n  ^
to- fmggcutjisttjimjttf uunStu ocuisttusstiti tiiflj*T?rama8BtttitnBmniim i

u M 1 Of u U w

tfintraw rruipuifittRaw SawnS ttinjtjiipnntsHtmticufin^tf^mwa i

ginaistgim tePiSm  *1
n

got too


