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CHAPTER 1

Managers in the Workplace
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Why Are Managers Important? "Csaga Gasdal) 13" o) jaal) 4aa
U Organizations need their managerial skills and abilities more than ever in these uncertain,
complex, and chaotic times.
il g Bakaall g 3 5all pe BV 038 (b me g gl pa ST A Y Lg) a8 g LSl g ) ladaidl) #lias O
U Managerial skills and abilities are critical in getting things done.
s el 8 daada 2y ylay) el padll s @yl O
U The quality of the employee/supervisor relationship is the most important variable in productivity

and loyalty.
Y5 AaliY) b jaaie aal Capdiall 5 Cals gall (4 48D Baga 25 (O

Who Are Managers? s il s (1
» Manager &)l
., Non-—managerial employees — (n)la¥) e (pals gl

Manager — Someone who coordinates and oversees the work of other people so that organizational

goals can be accomplished.
Agekaiil) Calaal) st (e g AV (alaiY) dee o Capdly s Gty A paddll - jadl

Non —managerial employees — No one reporting to them .
cab iy aal Y - Gy e Cplalal)

managers may have additional work duties not related to coordinating the work of others.
oAV dae oty (3T Y Adla) Jae ilaal g G paall (S5 8

- Single person a5 padd

- Departmental group (involve outside the organization) (ekhiall z & A< Laall) eL.E‘!\ ic sana

Levels of Management

1- Top Managers Ol LS
2- Middle Managers Ol siall (G )
3- First Line Managers oY Asoall Gl

4- Non-managerial employees  GmlaY) pe (pil gl
Examples: BZU Level of Management BN (A i daals e JUa

Business and economic faculty
£lia¥) Gulaa Board of Trustee level of Management

BN o e o dbat®Y 5 Jlas) Al
o p t & U
s ) g

Teacher o=

first Line

‘
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Classifying Managers s ) ciiial
*  First-line (or front-line) Managers - Individuals who manage the work of non-managerial
employees. (Often called supervisors)
(05 el agale 3lay L WE) | ylaY) e il gall e (5 Gl 38V - ((ela) Tl ) S5 Lol ¢l e
producing the organization’s products or servicing the organization’s customers.
Aabaidll ¢ Slee daxd o dadaiall Cilaine L)

* Middle Managers - Individuals who manage the work of first-line managers. such as regional
manager, project leader, store manager, or division manager.
e sl el e sl s el S S a8V el Jie V) dadll (g e dee (s cpdll AEYT - bl Cp sl e
_?A.MBS\

*  Top Managers - Individuals who are responsible for making organization-wide decisions and
establishing plans and goals that affect the entire organization. (Such as president, vice-president,
CEO)

daiidl oy i) Calaal) g Jabadll pia g s adiiall (5 gise e <l )l 385 e ol g saall 38T - ol LS e
(i) il ¢ Gl il ¢ ) Jia) LelaSh
*  B.0.D board of Director 313} Qudaa

Where Do Managers Work? 13l ¢ slaxy ¢yl
Organization — A deliberate arrangement of people assembled to accomplish some specific purpose
(that individuals independently could not accomplish alone).

(a2 e 4iias o) Y1 aadaien V) Gane (e Gaaia] Cpadinall GalaiS deie (i i - anladil)
Example: BZU <) m daala YU

Common Characteristics of Organizations Glabiall 48 ikl (ailiadl)
Have a distinct purpose (goal) (8) Jpae e Ll
Are composed of people (EMPLOYEES) (0l 3a) el (ga (s
Have a deliberate structure Baaxia duy Lgpl

Characteristics of Organizations  4hiall Gailad

Distinct Deliberate
Purpose \ Structure

What Do Managers Do? s!_iall Jad; 13l
Management involves coordinating and overseeing the work activities of others so that their activities
are completed efficiently and effectively.
Addlad g 32Uy agihail JLaS) aly Cumy (0 )AY) Jae ddadil e ol 3y 5 Ganiil) 3 0¥ (anali
Recourse: labor, capital, information, raw materials ... Time
gl |, Al 3 gal) ¢ cilaglaall ¢ Jlall Gl ¢ Adlaad) saa] sal)
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EXAMPLE ((3)3Y) iS5 ga ¢ (aabical) e (i g guiial) (udi gl Cum (o gsiad) g Jlil) 4S5 e (38 9 JUa
o aallas s Dbl 48,58
. <l
” @9+ 100000
, dJws8 Jes 10
. JS490 J4 100
Good management (efficient and effective) (A= 5 358S) B 3l
Poor management (inefficient and ineffective) (Adad ¥ 5 3 iS W) 3ol ¢ g

Effectiveness and Efficiency 35Ul g 4dladl)
Efficiency 8sWs

., Doing things right anaa (S 5aYL ALl
* Getting the most output for the S ENEON P S TN B SR PSRN
* leastinputs CMA A Ji

e Means Jluy
Effectiveness dullad

* Doing the right things dagaall £ LaYL HLal

+  Attaining organizational goals dpahanill Calaay) (383

*  Result (end) (Aledll) Angl)

Efficiency and Effectiveness in Management 31 & Alladl) g 3o lagl)

Efficiency (Means)

Effectiveness (Ends)

Low Waste High Attainment
gL ) (s l

Management Strives for: i
Low Resource Waste (high efficiency) W) ) ) gall duablia jlaa)

High Goal Attainment (high effectiveness) A ad) oy gl gias
** Yesterday: Henri Fayol five functions Jsid 5 yigd il s el 1 el
Planning, organizing, commanding, coordinating and controlling

8kl 5 Gauaiil) 5 BaLAN g ool 5 Japladsl
Today: 4 functions ... Lasd Cditls g 4 a gl

1. Planning — Defining goals, establishing strategies to achieve goals, and developing plans to
integrate and coordinate activities
Lt 5 AaiiY) ead aladll) a5 Bl Y (Gaiat] Ciliandl Jiul] qada g s ilaaY) pass - Jayladl]
e Forex. Toincrease sale by 15%
715 damy gl 5351 QB s e
e Strategy: new market  ua (3w tAaadl yuy)
e Plan: adverting ... Sle) ia

2. Organizing — Arranging and structuring work to accomplish organizational goals. (what task, who will
do it, line of authority: reporting to whom ...

a0 o) L g Al ek ¢ gy a i (g ¢ Aagall o La) Apeaiill Cala Y] (Gaia] Janll agdai g a5 - anlaitl
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3. Leading — Working with and through people to accomplish goals.
1Y) 3Eat) AR e s el e Janll - 30l
4. Controlling — Monitoring, comparing, and correcting work.
Aaas Al j@)&jd@\@é\f—eﬂaﬂ\

Planning lubis Organizing asdali Leading 3. Controlling aSal)
Setting goals, establishing Determining what needs to be | Motivating, leading, and Monitoring activities to
strategies, and developing done, how it will be done, and | any other actions involved | ensure that they are
plans to coordinate activities | whois to do it in dealing with people accomplished as planned
Claagil Sl aua s s Calaal) aas A 2S5 ¢ 4 alal Gy Lo ypand | (g Al Jladl (gl 5 3alall 5 el L i) laal aa ) Aol
3ais¥) el aladl) aua g Alriys (e g ¢ 4 aLall ol e Jalxilly dasi ye ld hhie g LS

Achieving the organization’s stated purposes
Alaal) Laalal) (2l 21 (galas
Management Roles 3,0 Ll ga)
* Roles are specific actions or behaviors expected of a manager.
) (e Axd gl Baane LSl o el ja) A e e
*  Henry Mintzberg identified 10 roles grouped around interpersonal relationships, the transfer of
information, and decision- making.
)l fuay ila daall J81 g ¢ dpad & BNl J on dnana ) g0l Henry Mintzberg 10 23~

1. interpersonal roles 4xaddll i sa¥)
Managerial roles that involve people and other duties that are ceremonial and symbolic in nature
4 Ja )5 Adlaia Y] Angalall cld (gAY claad sl 5 (a1 Jadi 4y Hlay) ) saY)

2. informational roles 4xdsY) oY)
Managerial roles that involve collecting, receiving, and disseminating information

L i Ll 5 il sheall aan Jaii 3l 2y jaY) ) 5aY)
3. decisional roles dasdal) i say
Managerial roles that revolve around making choices

LAl S Jsa s ) Ay jlay) s

Three Types of Roles 15! e g1 4D

* Interpersonal roles: duties and people GAAEY) 5 il gl rAuadldl) ) gay)
— Figurehead, leader, liaison Juail ¢ me ) ¢ dpadld

* Informational roles 4w} i g3l
— Monitor, disseminator, spokesperson oy Gantia ¢ ¢ ) ja

*  Decisional roles "daxlali™ ) il 35 ) g3
— Entrepreneur, disturbance handler, resource allocator, negotiator
u'a_,t.incd‘)\yual.a&n‘n._ﬂ‘)jm'a\éb.ncdwid;‘)-
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Mintzberg’s Managerial Roles LY sy
PSR PO]
(RPERSONAL o,

N &

Laslall ) g1 aley) g

- Robert Katz 3\ < gy
+  Technical skills 4 < jlga
— Knowledge and proficiency in a specific field

‘.).\R.A.' dlAA ‘;’J 3;\.&5]“5 23):..4“_
* interpersonal (Human)skills "y dsadid & jlga

— The ability to work well with other people
A g i S8 daall e 5080

+  Conceptual skills dxealia & jlga

— The ability to think and conceptualize about abstract and complex situations

concerning the organization
Aalnially d8laial) 3asmal) 5 3 ynall @8) gall Jgn ) puaill g _);lﬁﬂ\‘sjc'f:)ﬂ\-

Skills Needed at Different Jium) 2 LS dilide 4 glhal) o) jlgall

Managerial Levels 4 1Y) &l giual)

o | R
Managers

Middle

Managers ‘
Lower-Level w

Managers L

e (pdll slua
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How Is the manager’s job changing? _siall dilay 855 (i
Change il Impact of Change _sa) i
Changing Technology (Digitization) Shifting organizational boundaries Laalatill o gaall jais

(A N) La g9 a3 | Virtual workplaces

More mobile workforce
Flexible work arrangements
Empowered employees

Work life—personal life balance
Social media challenges

Jaa) Y1 Jaad) SU

Alsiiall dlalal) (5 68l (e 2 3all

3l Jaal) s 5

i 5all (4S5

At 3l slall o) 5 — dalaall 3Ll
elaia¥) Jeal gl Jilu g Guaas

Increased Emphasis on Organizational | Redefined values Lauaay Mas ad
and Managerial Ethics Rebuilding trust A8l ey sale)
4y DAY il e 383 3305 | Increased accountability Uelsall 3043
Sustainability Aalaiay)

Increased Competitiveness Customer service el daaa
dudlind) 3,481 5055 | Innovation sl

Globalization Al gall

Efficiency/productivity Talwy) / selal)

Changing Security Threats Risk management BAENERIN

Ay clyagdl) paas Uncertainty over future energy sources/prices
Alinsall 28N jobias / el liy il axe

Restructured workplace
Discrimination concerns
Globalization concerns
Employee assistance

Uncertainty over economic climate

£ sl Janll <a

Dl Cagla

i gall G lae

alh gall Baclina

@l Flall Ly il axe

The Importance of Customers (b3 4sar
* Customers: the reason that organizations exist

Clabiiall 392 Qa1 0L

— Managing customer relationships is the responsibility of all managers and employees.
(b sall 5 G el pren A 5 5e o8 LI ae BBl 1)

— Consistent high quality customer service is essential for survival.

Heall 48 e il 4y jum 53 pal Alle Ahiall (il dard

The Importance of social media SLia¥) Jua) il Jilu g Arar]
* Social media SlaiaY) Jal il Jilug

— Forms of electronic communication through which users create online communities to

share ideas, information, personal messages, and other content.

Lt i) Jil ) g e glaall g JLSEY) AS Ll i A1 o Cladine LEDIA (e ¢ gaddiiaall iy A1) (A g S5SNY) Juady) S

The Importance of Innovation _JSiY) 4l
* Innovation s

— Doing things differently, exploring new territory, and taking risks.

(s AY) iy giaall

sohlaal s ¢ saaa lalie CHLISL 5 ¢ Calide JS5 oLYL Sl e
— Managers should encourage employees to be aware of and act on opportunities for

innovation.

Ledle Jaall g JISUYY i ) s e 136K o o uila gall oandi cp ) e any e

ma Gl slua
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The Importance of Sustainability 4alsiuy) il
+  Sustainability 4alia
* —acompany’s ability to achieve its business goals and increase long-term shareholder

value by integrating economic, environmental, and social opportunities into its
business strategies.

o il zed DA e i shal) L;w‘;cww\afgzqgjjgjuci Calaal adas e 3,80 5 )08
Aellee | clangdl jind 8 e laial g Al 5 dpaluai®)

Why study management? 3_13¥) ™Al ja" (il 13kl
*  Universality of Management 313 4xlle
— The reality that management is needed 4 slha 3 )3Y) o) 43da
* inall types (profit, not for profit) and sizes (small, large) of organizations
Clabaiall (e (3 ¢ 3 ) alaals (o) e ) Lol sil muany o

* atall organizational levels bl G sival) jaes e
 inall organizational areas EEPI N NG PN [ SVENp

* inall organizations, regardless of location adsall (e Hhill i Gledaidl e

Universal Need for Management 31U Alalil) dalal)

claital slas gaa
All Sizes of Organizations

sia Small <———>Large S

dadanll c¥laall guas T A e e\ et ulam 3141 alaatdl g1 gl gan
e S5 All Organizational Areas : . izt
) Ml-bmam Manufacturing—Marketing Mlan':g:‘r,nzm 1 AllTypes of Organizations
dudadl - &yat 30 sl Human Resources—Accounting e W Profit<—- Not-for-Profit
L claghadl a3 Information Systems—ete. P ol s 2
ALl il i g

All Organization Levels

g2 Bottom <—— Top 4a

The Reality of work Jesll adlg
After graduation, students will either manage or be managed. A course in management provides insight
and understanding about behaviors of supervisors and the internal operations of organizations. An
individual does not have to aspire to be a manager in order to benefit from taking a course in
management.
Alaal) lileall 5 (8 sl IS sl Ungh 5 4805 5 )1 5 IaY) (35550 i SIY) sl 8190 Ll Ul o s ¢ oyl 2y
OV 550 (e Bl e 05 O () gaday O 28 e ey Vil all
Rewards and Challenges of Being a manager s ¢ligS clhaad g clélsa
* Rewards Ul
— Responsible for creating a productive work environment.
— Recognition and status in your organization and in the community.
sinal) by clige 3 DSy Gl jieY)
— Attractive compensation in the form of salaries, bonuses, and stock options.
el L g il g il 5y JS5 e Alaa Gl s

|Page?
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s Challenges <luas
— Can be a thankless job

— May entail clerical type duties

chaala Ak s S5 () Sy o

— Managers also spend significant amounts of time in meetings and dealing with

interruptions

CileUaiiV) g Jalaill s cilelaia¥) 8 < gl g 1508 1538 Wil o 5 el sl
— Managers often have to deal with a variety of personalities and have to make do with

limited resources

52 s3nal) )l sall e Jalall pule 5 Cilaaddll e e siia e sane ge Jalail padl e (s L Ulle

Rewards and Challenges of Being a Manager

I oada cli g€ clyaat g cildlsa

Rewards  <llsa

e Challenges <lias

Create a work environment in which
e Jae @ 14
organizational members can work to the best of their ability
iy e ageal Lo Juaily Jeall dalaidll sline Y Koy o
Have opportunities to think creatively and use imagination
DUl alaiud 5 e laY) HSE o iy gici o
Help others find meaning and fulfillment in work
Janll deligll g Jmall dlay) e 0 aY) delue
Support, coach, and nurture others
AY e jycu Xigacae
Work with a variety of people
Gl (e e giia de gane ga Janll o
Receive recognition and status in organization and
community
einal) 5 Aalaiall 8 A0Sl 5 il ie ) i
Play a role in influencing organizational outcomes
Lpaphaitl) il e 5l 8 50 canl e
Receive appropriate compensation in the form of salaries,
bonuses, and stock options
ol ) JLd g S 5 il gy S5 e el (i gl AT o
Good managers are needed by organizations
G el ) Cilalaiall #lia e

¢ Do hard work
3 Jans 8+
¢ May have duties that are more clerical than managerial
B0 LS e ST A4S 5 Led (5% 5 o
¢ Have to deal with a variety of personalities
¢ Often have to make do with limited resources
33 sanall 3yl sallh A8e L S la Llle
e Motivate workers in chaotic and uncertain situations
53 gall e 5 A gum sall i) gl 3 Jleall i
¢ Blend knowledge, skills, ambitions, and experiences of a
diverse work group
e gile Jue Ae ganal il pall g il galall g O jlgall g 28 pmall & e o
¢ Success depends on others’ work performance
GAY) dae eldf e ladl) ading o

End Of Chapter 1

ma Gl slua
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Management History Module 3u1aY) )l Bas g

Early Management 3_Ssall 3 )Y
*  Ancient Management — Egypt (pyramids) and China (Great Wall)
(pkand) Cpal) 5 5u) peall 5 (Slel AYIS) jean 8 JUall Qi e — dapail) 310y @

«  Adam Smith " The Wealth of Nations in 1776" " 1776 als aa¥) 555 QliS ™ Cusam adf

— Division of labor (job specialization) — the breakdown of jobs into narrow and repetitive
tasks. (Pin industry)-increased productivity
AaliY) Baly ) - (s Aslias) 5 ) Sia s d5um alge I il gl ani - (Al gl (anadill) Jandl asd ; e adf 3 S8

Saving time, increase workers skill
Juasll 5 jlga B35 sl b st
* Industrial Revolution 4l g
— Substituted machine power for human labor
0 i) Allaall Alagiosal) 1Y) 5 8
— Created large organizations in need of management
31 ) Aalas 5 cilabaia bl

Historical Classical
Background — Approaches \pproac proz F che
a5 4al s alj, e Ml Ak Sl g 3 juales alia
Systems
Approach
S50 &g palial LbYl gl
Hawthorne | Contingency
Studies Approach
usiss alal s sJlshll mgs
J asaiill dglodt

Classical Approach " SaudSl) " a8l medl)
* Classical approach —first studies of management, which emphasized rationality and making
organizations and workers as efficient as possible.
OSaY) a8 5lS T plalall 5 llalaiall a5 Ml e st il ¢ 35130 (Y1 bl Hall - Saudisl) gl

1. Scientific Management dalall 3 l0Y)
2. General administrative theory Aaladl 4 Hlay) 4y pdail)

|Pagel
@mw.\ligl,.ub
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1. Scientific Management 4zalal) 3 i3y
*  Fredrick Winslow Taylor _sbb sl s by 58
—  The “father” of scientific management 4xalall 5 lay) " sl o sl
* Scientific management — an approach that involves using the scientific method to find
the “one best way” for a job to be done.

Lo aga Slady "saaly Ak sl Jumil® Sl abell 38 Sl ol ey gl - palal) 501 o

e Pigiron experiment (output 12.5 tons)-increase productivity to 47-48 tons per day
Les (4 48-47 M Aali¥l 3305 - (0h 12.5 z 1)) a3l aas 4y a e

Taylor’s Scientific Management Principles  4xalall 3 )3 bl (5ol

1. Develop a science for each element of an individual’s work to replace the old rule-of-thumb method.
gl Aalal) 3ac ) &yl Jae Jad 3 i) Jae palic (o yeaie JSHale ol
2. Scientifically select and then train, teach, and develop the worker. /
Albal g daalat g A )% a8 (e g Lale Jalall jlidl
3. Heartily cooperate with the workers to ensure that all work is done in accordance with the
principles of the science that has been developed. )
skl gl alall goaliad 8 5 2% Jlac W) aaas o (g0 2SEL Jlasll e (e ¢ sl
4. Divide work and responsibility almost equally between management and workers. Management
does all work for which it is better suited than the workers.
Jlendl o Juadl (S8 Lands ) Jlae ) US55 510Y) o 585 Cpalaladl 5 3 5J0Y1 s L 55 (o sbastilly 43l 5 asal) 5 Qo) mpnss

Frank and Lillian Gilbreth

Frank and Lillian Gilbreth were inspired by Taylor’s work and proceeded to study and develop their
own methods of scientific management.

Lags dualall dalall 5 play) bl ki g Al 50 i le a5l Jlael Eplia Gl 5 Glil i agliv

a. Frank Gilbreth is probably best known for his experiments in reducing the number of motions in
bricklaying (conclusions laying exterior from 18 to 5 and interior brick from 18 to 2 ) : device called
Micro chronometer

18 e g gmt calisiad) (bl el (b S el se WS 8 Agads g yme il S8 06 o il (e
JiesSaall ibie e Sl (2 ) 18 e AN skl 5

b. The Gilbreths were among the first to use motion picture films to study hand-and-body motions in
order to eliminate wasteful motions.
gl s all o elalll Jal (e aead) g ) S e Al ol AS jaiall ) seall a3 axiinl e Jsl o e sl (S

Therbligs — a classification scheme for labeling basic hand motions label 17 basic hand motions.
Aol A gy IS pa 17 " Ll A GlS e e cladlall o) Gl aladia g g -y 5

2. General Administrative Theory 4alall 4 12y 4, Jadl)

* General administrative theory — an approach to management that focuses on describing what
managers do and what constitutes good management practice.
S Ay ) A jlas JSd La s g pdall Addady La Chiag e S 53 )IaDU s - dalad) 4 a1 4y ylail) o

|Page2
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Henri Fayol Jsté i

* Fayol focused on activities common to all managers
Oionall gaand 48 jisal) dai¥) e Jold S e
*  Five functions (planning —organizing- commanding —coordinating and controlling)
(ASal 5 Bpuiil - 33LE - sl - Japlaiil) il 5 pued o
*  Principles of management — Fundamental rules of management that could be applied in all
organizational situations and taught in schools.
Lol b Gy s Anadatil) (il pall e 8 Lgdad Sy 5l LpudsY) 2 ) sl - B 1aY) (slsa o
(8 & 1:2:4) kith 5 1 14 Jsild (sabsa (sa bath s sthaal)

Fayol’s 14 Principles of Management BN e Any Y1 Jold (5ol

1. Division of work. Specialization increases output by making employees more efficient.
Bl ST il sall Jrmg a3l (g panadill &3y 1 Jand) et
2. Authority. Managers must be able to give orders, and authority gives them this right.
Gl 138 agaia Aalidl g ¢ el Y1 laal e gpald el ¢ 6S o cany  Adaldd)
3. Discipline. Employees must obey and respect the rules that govern the organization.
Ll ginl g dalaial) oS3 i) ded gl JieY) cpidh gl e cany ludadY)
4. Unity of command. Every employee should receive orders from only one superior.
o aslg ati) e el sl alase IS A () any BaLAN Baa g
5. Unity of direction. The organization should have a single plan of action to guide managers and
workers.
Oalaladl g o paaddl da gl Baal s Jee ddad Aadaidl gal (6K o cany olady) Bas g
6. Subordination of individual interests to the general interest. The interests of any one employee or
group of employees should not take precedence over the interests of the organization as a whole.
JSS Akl mllas o A (il e de sane sl Calhga (ol lliae 220 YT Gy Aalal) Aaliaall 434 pllaal) gl
8. Centralization. This term refers to the degree to which subordinates are involved in decision
making.
A g B s el L Ly 1 A pal) ) el 13y A S el
10. Order. People and materials should be in the right place at the right time.
el gl el S 8 sall g (alaSY) 5SS
11. Equity. Managers should be kind and fair to their subordinates.
ey e e Clale 5 elalal (5 el )5S O s ilaly)
12. Stability of tenure of personnel. Management should provide orderly personnel planning and
ensure that replacements are available to fill vacancies.
5ol Gl g edal ity 55 el of 5 cpida sal Uadaia Unalads 30y 5855 o coma Lol gl 8 3k ) i)
13. Initiative. Employees allowed to originate and carry out plans will exert high levels of effort.
eadl e Aglle il ginse Jalaall 345 5 oLl agd = samnall (3 il sall Jiges .5 ilpal
14. Esprit de corps. Promoting team spirit will build harmony and unity within the organization.

Addaiall 2l sas gl g alawsW) e G 8l = 55 a3 o) LSlaad) Jardl gy
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General Administrative Theory 4xlal) 3 2y} 4 ki
Bureaucracy —-Max Weber _us oSk 43l g )
was a German sociologist who wrote in the early twentieth century.
Ol A il S i plaial alle oS

Weber developed a theory of authority structures and described organizational activity based on
authority relations.

Al e (i e adaill Ll Caua s Adabuadl JSLgd i s sk

» He described the ideal form of organization as bureaucracy
Akl 8 g pully andaiill AUl (KA Caa g
,» aform of organization characterized by division of labor, a clearly defined hierarchy, detailed
rules and regulations, and impersonal relationships.
e e 5 ¢ Aliaie dakil g ac) g ¢ - aa g dana pap Judiis ¢ Jaal) arnly any apdaiil) JISE1 (e (S

e

Characteristics of Weber’s Bureaucracy s A B pailad

Jobs broken down
inte simple, routine,

plgs Al il gl s a3
Managers are career Aafahg Auidigyy A
professionals, not

§ PR
and well-defined tasks o ualiall BT 25

e & -"‘-‘“ =21 positions organized
zls 52| in a hierarchy with
a clear chain

owners of units they

manage Division of command
_J_oh-n-a @ _J-'J-'-‘-“-'] __ of Labor
Ji: ;iti] jj::, - Career Jall piss Authority
’ Orientation Hierarchy
Al gl dua gt \ / Ahalodl gl Judecil

A bureaucracy
_ should have
Akl g pall 5% G

Impersonality / \ Formal

] 4 1 zsl| ol g s gl i . r
- ol sl g ae gal Selet::tlf:l:lr:kl a LA 5 ool el Ay
iy Jo

= SENTE 1 =1 24t . tt

Formal Rules Ol e gl il pll

i e

Uniform application and Regulations Al
of rules and controls,

People selected for
jobs based on

not accerding to

technical qualifications
personalities

System of written TR IR
rules and standard el

operating procedures | §43 sall JakdGll Zlsl al s

bl giall 5 201 Al aa gall gaadaill
St dll v (al g

Behavioral Approach (Ssidl z¢dl

* Organizational behavior (OB) — the study of the actions of people at work.
Jead) (B (aliil) cld i Al )3 (OB) - (padadil) & sludd)

e Organizational behavior (OB) research has contributed much of what we know about human
resources management and contemporary views of motivation, leadership, trust, teamwork,
and conflict management.

sl 5 A& g 3abadll 5 508aill 3 yealnall ol 5V 5 4 50l 2 5) sal) 53] e 4d 2 Laa LU L3 (OB) (el o sl il Cratlua
glomall 3 5 eleall
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Early Advocates of Organizational Behavior (a2l gl e S99 ¢y gadiaal)
+ Early OB Advocates Jis¥) sleall
— Robert Owen Osl s
— Hugo Munsterberg ¢ i fuise 5 2
— Mary Parker Follett Gudsd Sl ke
— Chester Barnard UL yiads

,» Importance of people to an organization ‘s success (the most important assets)
(5 arl) Lcssall rlad A Laliid) Liaai

Early OB Advocates
Jil ¥ OB slea

Aol Jaall iy g1 sty a2s| @ Concerned about deplorable
working conditions

* Proposed idealistic workplace .~

* Argued that money spent 1l

TR W leat \ 1 ALl Jaall gl
o bl ol st sl Al (g Actia] manager who thought = >
gl Gl Ao Laia dalty) 5

organizations were social . . ; ,‘-":' ‘*’““_' JL‘ J“_?_ ® Pioneer in field of industrial o lall sl ale Jlaa B xiy
. systems that required ;nmv%ﬁngilabm was smart L ol A T psychology—scientific study of | juali Jb jalsetil dude dui
il gill o al) jaall dhdh g il cooperation 3 kil cals people at work )
G4 ddle Sl e pdigall Jdany | e Believed manager's job was to ® Suggested using psychological Al S Lsay! alaaud g
agali communicate and stimulate tests for employee selection, u,h.. mm:;- ) ;L-.:M
employees’ high levels of effort . learning theory concepts for Ty ¢ o 1 o bl
i cal€ cilanalt ol Jilas e Jsi | ® First to argue that organizations sl 225, Robert Owen employee training, and study ) J'U.I Satast “_'f‘ A0l
FA were open systems| e padll o Al Al | ate 1700s of human behavior for OB gl Sl
\ | employee motivation
23j fs ChesterBarmnard __ EarlyAdvocates _ | Hugo Munsterberg ¢ .is 2
Sl 1930s of OB Early 1900s Crall oy Al Jalgi
g1 (g paliall

| OB &

s S g Mary Parker Follett
Cuptadl G20 ik gt Early 1900s

e * One of the first to recognize that
Oa ol pal e g o Banlg organizations could be viewed

A glite fa clalitell G from perspective of individual

AL ganall digley and group behavior

PR . e * Proposed more people-oriented

Sl "‘L"],“’f ‘J"‘“"W cA idess than scien?ific?'nange-
Ol dpalad) 550Y1 G ment followers -
* Thought organizations should ¢.553| ) 4880 claBiall e can
be based on group ethic e panall cABYAT e Al

The Hawthorne Studies (Ui <l )

* Hawthorne Studies — a series of studies during the 1920s and 1930s that provided new insights into
individual and group behavior.

selaally (3 il S glull L sanaa (g ) Caead  calall (el bl 5 iy pdie JIA bl jall e Aluli - ¢y i ga il 2

To examine the effect of various lighting levels on worker productivity
Jalad) Aalil) o Adlidal) selia¥) iy giasa il (aadl
Experimental group 4 aill ds gasal)
., Exposed to various lighting intensities ~ Zaliddll selay) 3051 (1 ey
Control group  aSaill 4s gaza
., Working under a constant intensity Al AS Jh 48 Jaall

,» After Harvard professor Elton Mayo and his associates joined the study as consultants, other
experiments were included to look at redesigning jobs, make changes in workday and workweek
length, introduce rest periods, and introduce individual versus group wage plans.

sale) & Llaall (g AT Colat Cpenal o ¢ jlieseS Al all ) 053 )5 gaba Crgl) 2l e daalay Sl aumil G aa

Ll ) sl dalad g ¢ Aal i i 3 analig ¢ Jand) £ sl Jsbg Jaad) agr (B il il £ a9 ¢ iU g avanal

de sanall Jilia
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» Theresearchers concluded that social norms or group standards were key determinants of

individual work behavior.
AN ) & gl Ay Ciladae CuilS A ganal) pulaa o) Aelaial) dil oY) of ) o sialdl als

¢ Quantitative approach — the use of quantitative techniques to improve decision making.
DA e Llee Gpuatl 4l clil) aladiiul - eaSl) gl
* known as management science
syl ale sy g pralle e
Total Quality Management (TQM) 4lLadl 33 gadl 3 412)
* Total quality management (TQM) — a philosophy of management that is driven by continuous
improvement and responsiveness to customer needs and expectations.
Al gy e Nad) clabial Aty paiaal) Guwail) aghy Al 510y Aduls (TQM) - Alelid) 3321 5131+

TQM was inspired by a small group of quality experts, including W. Edwards Deming, who was one
of its chief proponents. And Joseph M. Juran.
Ot 1) G sall aal IS (A ¢ aans 3 ) sl @lld 8 Lay ¢ 33 5a) o) A (e B i Ao sana TQM ALeLill 52 52l 5 5l0) Crngliad
Oloss s ld
What Is Quality Management? 325 3_)3) (& La
1. Intense focus on the customer. The customer includes outsiders who buy the organization's products or
services and internal customers who interact wjth and serve others in the organization.
e Oslelahy Cpdll G salalall (L3N g dabiiall lead o) clating 5 s Cpall ebpal) sl dady, Q5230 (Ao aadd) 583
A saddn g A gall (B o AY)

2. Concern for continual improvement. Quality management is a commitment to never being satisfied. “Very
good” is not good enough. Quality can always be improved.

B3 gall Cpaat W (S| A Lo s ad "3 2a" Sl Ll a8 3 sal) 5 )y | aleall Cpeadlly alaiaY)

3. Process focused. Quality management focuses on work processes as the quality of goods and services is
continually improved.

)il Glaaal) 5 alid) 53 s a2y s Jaal) Clilee e 33 5adl 3513 S 55 Addaad) 383

4. Improvement in the quality of everything the organization does. This relates to the final product, how the
organization handles deliveries, how rapidly it responds to complaints, how politely the phones are answered,
and the like.

Leilaind ey saas ¢ aaludil) Clilee ae dadaiall Jaladi oSy ¢ Aleill ziially 138 (3l daliial) Adadli La JS 3392 Cppsad
‘K.JL..LA} ‘x_'q:a\}é_j\djs JJ\&&E\_}H\&AA} 3 &j&.&.ﬂ

5. Accurate measurement. Quality management uses statistical techniques to measure every critical variable in
the organization’s operations. These are compared against standards to identify problems, trace them to their
roots, and eliminate their causes.

B N A:\.J;.\] ):\:\Mh XY ‘UJ\&A (.\.u :\...AM}AM &L\:\ch Lf H\A Prexvy J< u,u\:\sj :ﬂ:u\..aa\ ey ‘3.3);.“ EJ\.JJ r»;.\;:u.u d,)éd u-ul,'é
L@.ll.\u\é&s‘-ha&j‘}‘u)}beu}c

6. Empowerment of employees. Quality management involves the people on the line in the improvement process.
Teams are widely used in quality management programs as empowerment vehicles for finding and solving
problems.
el ol s Bl e Gl axdis Gaeadll Aglee d Jadll e (0 s gl (ali3Y1 53 gl 51 el gall ¢Sl
OGN Ja g alagY S <l gal€ 5 gall 54l
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Contemporary Approaches 5 »<alxa zalia
System — a set of interrelated and interdependent parts arranged in a manner that produces a unified
whole. J3n ga SIS e Ay ylay A ye Al jiall 5 Al il o) 3aY) (e Ao sana - alal) @
Closed system — systems that are not influenced by and do not interact with their environment.

iy e Jolm Yy ALY AN Aadai) - (glial) gl e o
Open system — systems that interact with their environment.

Lt ae Jo L AN dabail) - ¢ gidal) il e o

* Chester Barnard bl jiewdd

Organization as an Open System ¢ ke alBIS daliial)

T Environment

ikl Organization

Raw Materials A\l 3 gall Employees’ Work R Produc‘rshaar? ‘Sie?vdi:es
Human Resources ‘244 sl Activities Gsfisall Jo= &adil | pina i) Results dulual) i
$§g":lnacl)lg;‘:rl ol 34y wilblsl Management Activities Information et plaa
s L4 Technology and =>siss8l (3,5 Human Results & bl gilsd
e glaall Lis, gt 5355 Operations Methods «lileall

Feedback - l
Lela pody) o)
The Contingency Approach s.lshl) ¢
* Contingency approach — a management approach that recognizes organizations as different,
which means they face different situations (contingencies) and require different ways of
managing.
() sk V) Adlide (bl ga da 5 el iny Laa ¢ dilida Ll o clalaially Co sing (5 )10) et - (sl shall mes o
ol Aaliae Bl ol
« Called situational approach 4 &l el s
* A good way to describe contingency is “if, then." if this is the way my situation is, then this is
the best way for me to manage in this situation.
\M‘EA_\JJQJMB@)L d@éi@ch@c Gﬂ\A}A Jaa IS "ol ¢ \5!"@@)\#\ Coa gl aall 45y Hlall o
i gl

Popular Contingency Variables dadlid) (g ) ghall @ pcia

Organization Size. As size increases, so do the problems of coordination. For instance, the type of organization
structure appropriate for an organization of 50,000 employees is likely to be inefficient for an organization of 50
employees.
dabial i) ekl Sl ¢ 55 05 o dinall (e ¢ JEa) s e | Bansiil) JSLE 213 35 ¢ aanall 334 ) ae  Aaliial) ana
ks g0 B0 sl A 5l Jlad e il 50 50000 s

Routineness of Task Technology. To achieve its purpose, an organization uses technology. Routine technologies
require organizational structures, leadership styles, and control systems that differ from those required by
customized or nonroutine technologies.
oS5 Raliil 5 328 el 5 Al JSUan A 0 L) T i 51 i) Raliiall w035 ¢ L st (i) plgeal) A (g
gl e 5 Aanatal) il Ll 0 o e alias
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Environmental Uncertainty. The degree of uncertainty caused by environmental changes influences the
management process. What works best in a stable and predictable environment may be totally inappropriate in a
rapidly changing and unpredictable environment.
s)m@‘;d@id&ig@u_g)b}!\@acgs@\ G el e AUl il aae Aa 3 g Al )Y ade
Aabgia e g il Ay e Ay 3 UL Calie e (5 38 Ly il (S

Individual Differences. Individuals differ in terms of their desire for growth, autonomy, tolerance of ambiguity, and
expectations. These and other individual differences are particularly important when managers select motivation
techniques, leadership styles, and job designs.
W e 5 Apa,all DAY o2 il 5l 5 m gard] a5 ALY 5 gaill 8 agia ) G (ge 31 8Y) Calisy A0 80 cild g jdl)
il o) Cilasaal ¢ 3alal Cadlid 5 jadal) s ¢ paadl A Leaie Gald (<0 dega

END OF CHAPTER 1.A
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CHAPTER 2

Making Decisions
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Making Decisions

Busa230_CH2 u=Al

PR

A key to success in management and in your career is knowing how to be an effective decision-maker.

a8 a5 (S A e ot gl Shilen b5 5 IY1 b ol Uik

Decision — making a choice from two or more alternatives.

S8 ) Gl C e JLERY) - 1A

* Managers at all levels and in all areas

—» Identifying a
Problem

MR -
Alidia dant

Identifying
Declsion
Criteria

A s agaas

l

Developing
Alternatives
il g

\

Analyzing
Alternatives

Jiadh b

Selecting

an
Alternative

s lasl +

Implementing
the Alternative
et L

the Criteria ,.ls.1i Warranty.

"M«,ﬂj&ka&ae@gﬁha Jailal JEa"

"My sales reps need new computers!"

MR A gt 5 gl ) Aalan Glasall o gaie”

Memory and storage (34315 SIAN

= Display :.:allty vapll fags e
L]
Battery tL_uU:leﬂ ok ®
. U\h'mnntgy s e
Jasll gjg e
Memory and storage ..... Loogadlls A,
life NGB E"" g
...................... galisls 6
....................................... w4
Display quality... Bl B g
HP ProBook Toshiba Satellite
Sony VAIO Sony NW
Lenovo ldeaPad Dell Inspiron
Apple Macbook HP Pavilion
HP ProBook Toshiba Satellite
Sony VAIO Sony NW
Lenovo IdeaPad Dell Inspiron
Apple Macbook HP Pavilion
HP ProBook Toshiba Satellite
Sony VAIO Sony NW
Lenovo IdeaPad  + Dell Inspiron
Apple Macbook HP Pavilion
Dell Inspiron

wy % i *
_ J]ﬁ] ‘Hﬂw w‘:

The Decision-Making Process il pia 4dac

Step1 : Identify a Problem (Need)
Problem — an obstacle that makes it difficult to achieve a desired goal or purpose.

(Aalall) ALEA yaas

Mg pall™ 8 gdial) G i) o) diagd) (Badad Caall e Jaad Agde - Al
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Every decision starts with a problem, a discrepancy between an existing and a desired condition.
A Ul Al Al il ¢ ey ) B IS Tay
il s
For our example, Amanda is a sales manager whose reps need new laptops because their old ones are
outdated and inadequate for doing their job.
Ol Lale Ue Aaall agi el OF saaa W sane 5i50aS 5 jeal () L sBiae zling Claga b a0 o ailal ¢ JEal) S o
aeles oY duilia
To make it simple, assume it’s not economical to add memory to the old computers and it’s the
company’s policy to purchase, not lease.
) g el 8 o A8 duan Of 5 Al 5 saeSll 5 jead ) 3 SI5 Ailia) ganall (e ud 4l (i) ¢ 5eY) apa]
Now we have a problem—a disparity between the sales reps’ current computers (existing condition)
and their need to have more efficient ones (desired condition). Amanda has a decision to make.
Aad)) 3eliS ST 5 jeal ) aginla s (Al Aad)) Clagaall o saiad A0l 53 500 5 gl o il - ASia Ll ()
o3l ) 8 Ll il (4398 sl

Step 2: Identify Decision Criteria _J\_J&l Jxlaa dyaas
Once a manager has identified a problem, he or she must identify the decision criteria is factors that are

important " relevant " to resolving the problem.
AU Jally " ALall 3 " dagall Jalge b AN e st agle Gy ¢ Lo ASGa el sy o 2 jaa

Every decision maker has criteria guiding his or her decisions.
A B 4a i mlaae 4pal ) 8 ailia S
In our example, Amanda decides after careful consideration that memory and storage capabilities,
display quality, battery life, warranty, and carrying weight are the relevant criteria in her decision.
& Jaall s Clasall g 35 adll jae 5 o padl 8355 G 33N < a8 5 HSIA () Al A o ey Tailal ) B ¢ Ll
Lol i d Al cld el
Step 3: Allocate Weights to the Criteria _saall Ol sl (anads
If the relevant criteria aren’t equally important, the decision maker must weigh the items in order to
give them the correct priority in the decision.

J\)ﬂ\gﬂw\:\.ﬁ)}}‘y“.wdaiwﬂhﬂ\uJ}J\)ﬂ\@LA‘;Lt_\A.Hstj\u»su:ﬂ.ag.nz\.\a.aﬂubﬁu\uﬁ?jhj

How? A simple way is to give the most important criterion a weight of 10 and then assign weights to
the rest using that standard.

el 13 aladinly AU )50 Gt o5 10 G5 lme pal slac] oo Aagaag &85k € " el () 5 (anads Ly " (s
Of course, you could use any number as the highest weight. The weighted criteria for our example is
shown.

JaG apa sl JSEN 8 el Wil Aaa el uleall (e aiy , "lal 81" s elS 2 (o alasind i « alally

Less important — high importance  4xaai ¥l — 4l J8Y) (1
1 - 10

Memory and storage 10
Battery life
Carrying weight
Warranty
Display quality

W B~ O @
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Step 4: Develop Alternatives Jilall s gk

The fourth step in the decision-making process requires the decision maker to list viable alternatives

that could resolve the problem. In this step, a decision maker needs to be creative, and the alternatives

are only listed—not evaluated—just yet.

¢ Bokadl) o3a B ACEA) a3 o ey ) Gaalaill ALGH i) 3 pe ) il el AN A3 ddee b sl 5l 8 shaall (Ll
OV i - L o o - o A e Jiladly ¢ Base 1A wiba (058 o o

Our sales manager, Amanda, identifies eight laptops as possible choices. (See Possible Alternatives.)
(18laY Aigaal) Jital) hail) Aian <l JLAS Al gane i 50aS 8 gl Al ¢ Talale Lyl Cilagaal) 5 00 daa

Possible Alternatives. 1aLe¥ diSaal) Jilay)

Memory Battery  Carrying Display

and Storage Life Weight Warranty  Quality
HP ProBook 10 3 10 8 5
Sony VAIO 8 7 7 8 7
Lenovo IdeaPad 8 5 7 10 10
Apple Macbook 8 7 7 8 7
Toshiba Satellite 7 8 7 8 7
Sony NW 8 3 6 10 8
Dell Inspiron 10 7 8 6 7
HP Pavilion 4 10 4 8 10

Step 5: Analyze Alternatives Jiladl Jalas
— Appraising each alternative’s strengths and weaknesses.
Ao IS Gl 9 8 g8 dalds ands. e
— An alternative’s appraisal is based on its ability to resolve the issues related to the

criteria and criteria weight.
omlaall g omleall 5 g0 Adlaiall CORAN Ja o 45 )08 e bl A adiay- e

Juial) ¢
Possible Alternatives shows the assessed values that Amanda gave each alternative after doing some
research on them. Keep in mind that this data represents an assessment of the eight alternatives using
the decision criteria, but not the weighting.
o3 o & jliie] b aua Lle Gl (amy o ja) e iy JS) il Lgilae | 30 5 )00l ) Jailad AiSaal) Jilad) e 53
el (=05 ¢ Sl e aladinly ALl Jiladl Ui Jias <l

When you multiply each alternative by the assigned weight, you get the weighted alternatives as shown.

The total score for each alternative, then, is the sum of its weighted criteria.
OS) Allan ) Al ") a8 e g st LeS Ayl il e Jemn ¢ Ganadiall sl 8 ot O o pumi Ladie
Aaa el o julae & sena A ¢ 03 ¢ iy

Sometimes a decision maker might be able to skip this step. If one alternative score highest on every
criterion, you wouldn’t need to consider the weights because that alternative would already be the top
choice. Or if the weights were all equal, you could evaluate an alternative merely by summing up the
assessed values for each one.
gliag o ¢l JS & ol e e Jiladl aad Jas 1) 5 skl o3 il (e )l alia oSy 38 ¢ lal) (a8
3 yaay iy ats GliSad ¢ A lidia () 351 aren S 13) ol Q) LAl Jadlly ¢ sSan anall 138 08 ) 5581 & sl )
e L UM\ rf;:\s“ e
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Step 6: Select an Alternative by s
* Choosing the best alternative Juad) il s
— The alternative with the highest total weight is chosen.

A ALY (55l 55 el sl

& sana) GAY) )l mes (e el Gla 3 e Jias 45Y Dell Inspiron 1ailel jliaci ¢ (o) audd Jal) Wia b
(249
Evaluation of Alternatives Jilau) awl

Memory  Battery Carrying Display
and Storage  Life Weight Warranty Quality Total

HP ProBook 100 24 60 32 15 231
Sony VAIO 80 56 42 32 21 231
Lenovo ldeaPad 80 40 42 40 30 232
Apple Macbook 80 56 42 32 21 231
Toshiba Satellite 70 64 42 32 21 229
Sony NW 80 24 36 40 24 204
Dell Inspiron 100 56 48 24 21 249
HP Pavilion 40 80 24 32 30 206

Step 7: Implement the Alternative J:) 145
*  Putting the chosen alternative into action
il jumge Uil Joadl pzas o
*  Conveying the decision to and gaining commitment from those who will carry out the
alternative
peie ) V) a5 ol ¢ s Al il ) AN i e

Another thing managers may need to do during implementation is reassess the environment for any
changes, especially if it’s a long-term decision. Are the criteria, alternatives, and choice still the best
ones, or has the environment changed in such a way that we need to reevaluate?
da sl dygha 1518 (S 1Y) dalas ¢ <l s 0N Al i sale ] sa i) LT 4y pLal) ) s el pling B AT o 5
Pl sale) ) rling A8y yhay Al < a3 Ja ol ¢ JamdV1 8 D15 Y JLsa¥l s diladl s el

Step 8: Evaluate Decision Effectiveness /Al dled avis

* The soundness of the decision is judged by its outcomes.

Al YA e A Ak e Sall iy
* How effectively was the problem resolved by outcomes resulting from the chosen

alternatives?
€5 _tiaal) Jiladl e Aadll) il J3A (e AlSEA Ja ddlad s2a L o

* If the problem was not resolved, what went wrong?

a3l Uadl) Lad ¢ A0l Ja Qi ol 1) @
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Decisions — an essence of manager's job slosall Jas 2 g - il ) Al

Although everyone in an organization makes decisions, decision-making is particularly important to
managers.
Oall Gald JCy aga I 383 s ¢ il 333 Aadaidl i padd JS O e 2l e
In fact, that’s why we say that decision-making is the essence of management. And that’s why
managers—when they plan, organize, lead, and control—are called decision makers.
Osabainy O shalady Lavie - cppatall O (3 ol 58 1385 5 0Y) Jasa sa ) ) Aa o st il (3 o) 5 138 ¢ 815l B
DAY gaiba agale (3l - O saSaty g (5050
Planning b

What are the organization’s long-term objectives? sl A gl dadaiall Calaa L
What strategies will best achieve those objectives? Salaa ) elli gl Juadl) clagl il 4 L
What should the organization’s short-term objectives be? fes2all 3 pual dalaiall Calaaf o585 () Cany 13l
How dif_cult should individual goals be? 30,8 Calaal) 4 s 5 e

Organizing 3.

How many employees should | have report directly to me? 95 il ) ad ) ad ol o Casgy 3l (paida gl 2ae oS
How much centralization should there be in an organization? fhakaiall 8 () 5SS O I A8 pall ot L
How should jobs be designed? Sl ) aanal b oS
When should the organization implement a different structure? faline JSa 2av debaidl e gy S

Leading 3@
How do | handle employees that appear to be unmotivated? usbeadl I &5 s agil san cpdl) aads gall aa Jalad) o

What is the most effective leadership style in a given situation? §prn B 50 8 Ayllad Y 3aLAN Cogll g L
How will a speci_c change affect worker productivity? fdalad) alt) e daaa jad g el
When is the right time to stimulate conflict? e | mall 3 )BY anliall 284l o8 L

Controlling 3_ksl)

What activities in the organization need to be controlled? 5 yhaadl ) zlas Gﬂ\ Aokl A sy R
How should those activities be controlled? fakiiy) oda e 3 gl b cas
When is a performance deviation signi_cant? CelaY) 8 ol a3y daal oo e

What type of management information system should the organization have?
Siadaiall aSliag o oy ) A oY) il slad) sl g g5 oa L
4 perspective on how mangers make decision Making Decisions:
<1 AN QL) )AL o aal) JAS) A8 Jga julilia 4
1. Rational Decision-Making — describes choices that are logical and consistent while maximizing
value.
Al andin aa Aludiall g Agilatal) ol LAl Ciuay - "ADE™ Ll ) AN JAS)
+  Assumptions of Rationality 4Dic cil) jid|
— The decision maker would be fully objective and logical
Lalas Ghaia g Lo gl ga 1Al wilea 0550 ¢
The problem faced would be clear and unambiguous
L add ¥ Aol g Lgga) sl B () oS
The decision maker would have a clear and specific goal and
.\éMJGbL’dA&‘ﬂQ)S*mJ‘)ﬂ\ @L..a
know all possible alternatives and consequences and consistently select the alternative
that maximizes achieving that goal
g 13 (ga8aT ey oM Jaad) ) painly AN 5 Dad) Al g Jilad) araa e i as
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2. Bounded Rationality — decision-making that’s rational, but limited (bounded) by an individual’s
ability to process information.
ilaglaal) dadlaa Ao 3 il 3,08 (afa) dgana 4S5 ¢ Uidlie )5Sy () )l Slas) - Badal) 4idiEa)
e Satisfice — accepting solutions that are “good enough.”
" AU A Lay Bl Jlall o - Ll
Example : job offer Jee (2 e 1 JGa
* Escalation of commitment — an increased commitment to a previous decision despite evidence
it may have been wrong.
Ll 098 B A e Ao agag o al N o ila e 3 e al 31 - ) Y deuas
3. Intuitive decision- making 4% <) 8 A
a. Making decisions on the basis of experience, feelings, and accumulated judgment.

A i) alSa Y15 seliall 55 pall ulad e e )l s

What Is Intuition? sl s L

5.31|L..J1 H—U'—"Ju-b é.LLJ decisions based on

Sl 1A g etadl daS Managers make
their past experiences

Managers make

far Lyt B el G BLy 1B g uiall 38T,
( decisions based on | #= =1l A gl 38 V b decisions based on

Ayl AN i adl e wilbal gl 5l LAl 5| faalings or emotions
Experience-based
\ decisions /

Values or ethics- Al i A All’acl—ﬂlhbd

based decision
; \ / ,_mm ECTRRY

VAN e LaEh o 1 Al gl Al

ethical values or culture

Managers make I

Intuition
e gl daliali datieall Ad aall ol 1 Al
/ agudl
mantal processing
Managers use data from | &4 bkl Sgunsall astiy Bl 1Al g edall Jagy dogianagers make
subconscious mind to § a5 Lowal ylaladl | TEali i aalie o 0o lecisions on skills,
help them make decisions s oa N "Jh" ls =gl knowledge, and training
il AN dlas) Y

4. Evidence-based management (EBMgt) —the systematic use of the best available evidence to
improve management practice.
30! A jlae Cppnt) Aaliall AY) JumdY gl ahadiu¥) - (EBMgt) AV e Al 5 ,lay)

Note: Any decision-making process is likely to be enhanced through the use of relevant and reliable
evidence
A8 g gall g Adiall culd DY) aladin) PA e 1B s dides @ SaJad Al O g sall e diadle

The four essential elements of EBMgt :
A o Al 5 ladd dpaba) day Y1 ualind)
1. decision maker’s expertise and judgment. dasa g ) Al adla B d
2. external evidence that’s been evaluated by the decision maker.
L AN Al 08 (e Lgani a3 A1) dgp A0 ASY)
3. opinions, preferences, and values of those who have a stake in the decision.
_J\ﬂ!géumﬂiwﬁigéwj el
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4. relevant organizational (internal) factors such as context, circumstances, and organizational

members.
Aaliiall plac g Cig lall g (glal) Jia dball ) (Auli)Al) dpaudaiil) Jal gal)

Structured Problems and Programmed Decisions 4aa s < ) 8 5 daliie JSLia
*  Structured Problems — straightforward, familiar, and easily defined problems. information is
available
dalic e glaall | yaaill Alga g 48 glla 55 il JSUIe - dalila JSLEa o
*  Programmed decision — a repetitive decision that can be handled by a routine approach.
s et A e dne Jalaill (S ) Sha 8 - masma JIE o

* Procedure — a series of sequential steps used to respond to a well-structured problem.
il Bas ASEe e ol deadiinal) Adeadidiall @l ghdll e Aladas - 1Y)
05l ik el a1 3len 15 e pamall g3 sl e (e Gl il Jidiall st B ¢ Jlial) (i e
* Rule - an explicit statement that tells managers what can or cannot be done.
Alsd S Y sl S Ly (o el i e Gl -SSRl
Able g de pu Aol <l )8 SASL 0 el Cunill 5 Al il ae ) 8l pens ¢ el Jas e
*  Policy — a guideline for making decisions.
LA AAsY Jal - Add)
J\)ﬂ\@h&)ﬂ\ﬂﬁwbé@éﬁﬁb \_a\_u\..\.m]\é}\m
LA ) Gyl claaial) gladial B qigllaal) 1 AB3adla
Unstructured Problems and Nonprogrammed Decisions
Aaa e s @l ) g dalile f JSLda
* Unstructured Problems — problems that are new or unusual and for which information is

ambiguous or incomplete.
ALS e 5l e Lo dalall e slaall 055 il dalad) e o saaa) OIS - Aalila pf JSLEa

* Nonprogrammed decisions — unique and nonrecurring and involve custom made solutions.

daaia Vsla (eaiig s Kia e 5528 - Ay @l )R
8 jias ddea A e ) A Nonprogrammed

Characteristic Programmed Decisions Decisions Ay ;& il 2
Type of problem &< g g5 | Structured alda Unstructured — abis &
Managerial level s sswdl Lower levels g8 cil g Upper levels ulall ol giwall
Frequency 25 |Repetitive, routine sSs ¢5iss | New, unusual ¢4 2« =
Information dagha |Readily available &sgw 4alia | Ambiguous or incom p'fﬁt‘g! vass
Goals <y | Clear, specific ddaa maly | Vague FII
Time frame for solution Short <4 | Relatively long e Ja g
Solution relies on. st Y Procedures, rules policies | Judgment and creativity

u.b Adiny Jadl Ldi g 2 il 5 @il AY) £l g aSa

describes the differences between programmed and nonprogrammed decisions. Lower-level managers
mostly rely on programmed decisions (procedures, rules, and policies) because they confront familiar
and repetitive problems.
Sl e uﬂ.ﬂ\@@f)f\ 6 gimall 533 g maall Adiny Asa yrall e g dna el Gl ) el CHlASEAY) JSE T
_U)sm,u}sudsmu,e\ﬁ?@y (Slaendl 5 a2 @ 5 sl Y1) A yaal)
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As managers move up the organizational hierarchy, the problems they confront become more
unstructured.

Decision-Making Conditions &l 3a3) g 4&

Certainty — a situation in which a manager can make accurate decisions because all outcomes are
known. for example: 1000jd interest rate 5%

75 33l e Hly 1000 :dba) Ju Slo A5 jre il puaa Y 4883 <l 8 JAT puaall 4 pobiiy i ga - Gl o
32N yaus Janally (o yay 38 ¢ A gall (e 3390 3 U g1 o) S e sal 5 A0V s D034 el Ledie ¢ JE) Jas e o

iy JS 3l (ge Sl 43) J)5aY) (0 A s 31 alaall 5 iy JS dany (530)

Risk — a situation in which the decision maker is able to estimate the likelihood of certain
outcomes.1. personal experience 2. secondary information (assign probability)

i 8l e slaal), 2 Al 5 Al ] e il Gapas Alaial i e 1508 )il pilin 4 (5 Ciga - 5klAa o

(Y Laia Y (yun)

il VLR (s ag]d grandi g 5 e slaa ol Al dpeadid (o jlad (e a5 by 05 paal) Alliag ¢ 48 jlaall cand o

ks

Uncertainty — a situation in which a decision maker has neither certainty nor reasonable probability
estimates available.
A ghne Allaial ol 08 Y 5 iy ) D qilal 4 3 Y Cige - Ol a2

Uncertainty (nisl) axe

,» Little information Gl slaall (e Ll
» Psychological orientation — mangers el e — (omudil) 4 g3l
1. Optimistic follow Maxi max choice
Y1 e A1 2l daglia Jilite
2. Pessimistic follow maxi min choice
DY) e (3] o) ay il
3. Regret (Most likely) realistic follow minimax choice
DS & el axill Jly — daa8) 5 ¢ minimax JWia) el Al s (ma Y Sle) aall)

Managing Risk "3_hliall™ 48 jlaal) 5 1)

Managers can use historical data from past experiences or secondary information that lets them
assign probabilities to different alternatives.

Adliae Jila) VLAY Gt agd it G & s il slaall sl A8l oyl (e g ) il aladial cp paall (S

Managers use this information to help make decisions by calculating the expected value — the
expected return from each possible outcome — by multiplying expected revenues by (the
probability).
At JS (e g siall ilall - Aad giall el laan JDA (p )l 3831 3 sacLisall e sbeall 53 (5 tall pdiins
(Jia Y1) & Al giall sl Y] o ey - Aldine

This exercise will give the manager an idea of the average revenue that they can expect over time if
everything relative to the probability remains constant.

Ll Jlaia YU 3l oo JS I 130 1 5y Lead 55 4iSay il ) Y1 Jans sia e 5,88 paall Gy pail) 13 o

|Page8




Busa230_CH2 ua:li
. ‘ .
e pll clua

Excepted value 4ad gial) 4aidl) e JUia

s Expected i Expected Value

Event < iz Revenues X Probability =  of Each Alternative

FETR P I] Jass 8 Sl el
Heavy snowfall $850,000 0.3 $255,000
Normal snowfall =~ 725,000 0.5 362,500

adle 7 gt hils

Light snowfall 350,000 0.2 70,000

AL ¢ g% i $687,500

e,

Payoff Matrix bl AwY) (e aand) o (g giad 48 huaa (o JUa

MasterCard'’s
Competitive Action
Visa Marketing Strategy R T i
(in millions of dollars) CA, CA, CA;
(Y 90 Coadla) (B paail) Al siaud
S, 13 14 11
S, 9 15 18
S, 24 21 15
Si 18 14 28

Slaai) ¥ Go waall e g 513 Al A8 shadll e Jad) 7 )8
A marketing manager at Visa has determined four possible strategies (S1, S2, S3, and S4) for promoting
the Visa card throughout the West Coast region of the United States. The marketing manager also
knows that major competitor MasterCard has three competitive actions (CA1, CA2, and CA3) it’s using
to promote its card in the same region.
Jalull dikia el aan (8 Visa 48lad g5 5ill (S4 953 952 9 S1) AiSae i) i) a )l Visa (o8 (3 snslll yde 20a
$CA2 5 CA1) il Cle) ya) 20 430l MasterCard (st i) (udliall o Wl 33 suiil) jina Coyay asiall gV 5l o 2l
Addaial) i 8 LeiiUad o 5 ill Leaddiui(CA3
For this example, we’ll assume that the Visa manager had no previous knowledge that would allow her
to determine probabilities of success of any of the four strategies. She formulates the matrix to show
the various Visa strategies and the resulting profit, depending on the competitive action used by
MasterCard.
a5 e ) Cladl i) e gl zlas iV laial dany Lol rans Al 38 yea Lgaad Gl 558l 5 000 o) (it ¢ Jial) 138 8
a2 G i) o) jay) e 1laie) ¢ Aaalill #L Y15 dabiaall 5 sl sl il lelaY daia gl 48 shiadll deluay

MasterCard.
Regret Matrix aill 48 giaa
MasterCard's
. . Competitive Action
Visa Marketing Strategy

(in millions of dollars) CA; CA, CA;

S, 1 717

S, 5 6 10

S, 0 13

Sy 7 0
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Decision-Making Styles &l i) qullal

* Linear Thinking Style — a person’s tendency to use external data/facts; the habit of processing
information through rational, logical thinking.
ibiall ,SEl MR (e e slaal) dallaa sale ¢ dyn AN 3D / bl alasivd ) (el Jue - adl) i) o sluf
(SR 5
* Nonlinear Thinking Style — a person’s preference for internal sources of information; a method
of processing this information with internal insights, feelings, and hunches.
el s a0 (53 il slaal) 03a Aallaal 46y ¢ A0l o sbeall aliadd (el Juai - il b il G slul
NS

Decision-Making Biases and Errors J_ill gia & sUadl) g &l jual

Heuristics — using “rules of thumb” to simplify decision-making.
)\)ﬂ\ c.ua 4.:)&,@5 L.u.u.:ﬂ "4.:);“\ &\)5" e\.\';:\.u\ - JY-\LH\J\

Overconfidence Bias — holding unrealistically positive views of oneself and one’s performance.
LAl el g Al e Auadl g pe Anlay) o) )0 JalaiaY) - aadl) dda il A5EY)

Immediate Gratification Bias — choosing alternatives that offer immediate rewards and avoid
immediate costs.
ol S a5 8 MBS i ) Bl SR - s 3 g sl
Anchoring Effect — fixating on initial information and ignoring subsequent information.
Asa) e slaall Jalas 4 Y1 il gladdl e cnial) - il il

Selective Perception Bias — selecting, organizing and interpreting events based on the decision
maker’s biased perceptions.

DA alal 8 il ) peatll e 2l Eanll i g andaiiy lial - AEEY) &) jay) B el
Confirmation Bias — seeking out information that reaffirms past choices while discounting

contradictory information.
Fozalitall il sleal) alain) ae dRlad) <l Hlall 28U aa3 ) il glaal) (e Candl - gastil) Gl

Framing Bias — selecting and highlighting certain aspects of a situation while ignoring other aspects.
GAY) Gl sall Jalad e a8 sall (e Agma il a1l s s - UaY) B el
Availability Bias — losing decision-making objectivity by focusing on the most recent events.
3oaY Gl e 5 5l VA e ) al AAS) e g e a8 - A il juad

Representation Bias — drawing analogies and seeing identical situations when none exist.
Madgasade Alla 8 AiUaiall (i gl Ay ol HEa) sy - Sl Gl
Randomness Bias — creating unfounded meaning out of random events.
A el Caal) el (el ¥ ine Bl - ) gldad] Satl

Sunk Costs Errors — forgetting that current actions cannot influence past events and relate only to
future consequences.

Aliieal) Gl gally V) et ¥ g Apalddl Saal) e i of oS Y AW el aY) of s - Gad) Gl pUadl]
Self-Serving Bias — taking quick credit for successes and blaming outside factors for failures.

Hindsight Bias — mistakenly believing that an event could have been predicted once the actual

outcome is known (after-the-fact).
(AR ey Le) Aledll Al 48 yra 3 yaas Le Cida a8 5 (Sl e IS 4 Wadll (550 o i) - ALl &) jay) Gual
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Common Decision-Making Biases (358 () oadli) J)all a8 dailid) &l jpail

A jial) [ sl 4K Overconfidence
A
Sl gh aay Hindsight Immediate Gratification gl glai¥t
Al g ey sl ¥ |
- Anchoring Effect
A1 daadld) Cul) i
Y.
Sk Costs  ~— g Making < Selectiye Perception

-//

Representatlon

Al

Errors and Biases

\ ,_Conﬁrmatlon

Framing

Availability

Decision-Making Approach ) all 3431 ggs

* Rationality

* Bounded rationality 54 JJA.A“ A

¢ Intuition
A g skl g ) gl
Types of Problems and Decisions

» Well structured—programmed =~ &+~ o K& Al
* Unstructured—nonprogrammed T o - alla

SAD 31.!:1.&.us

Decision-Making Conditions
* Certainty )
* Risk 3kl
* Uncertainty Gl
VA adla gl
Decision Maker’s Style

G
Decision-Making

Errors and Biases

I A .
o i jadlly A 3A5) el

Decision &
. Choosmg best alternative
- maximizing ‘Lu!ukvl duty Juadi sl
- satisficing is.-

¢ Implementing -
* Evaluating o

* Linear thinking style <hall sl o i

* Nonlinear thinking style

Ghall b il Cgled

Guidelines for Making Effective Decisions 4lxd < ) & JA3Y dagaa o (sl

* Understand cultural differences

* Create standards for good decision-making
*  Know when it’s time to call it quits

*  Use an effective decision-making process

LAY cBYEAY) agd

Ll AN JATY e

Jaadl e i gall cacliall gl G g
Jlail) 1l e Dlas aladid

*  Build an organization that can spot the unexpected and quickly adapt to the changed

environment

5 yicial) Al pa A jouy Sl g pB e 18 oh La LEIS) LSy Aadila sl
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Design thinking — approaching management problems as designers approach design problems.

M\ JSLAAA (e QM\ g_l).xs.u Ladie B)\_‘;}r\ JSL..A & JAUU.H -w.&éﬁ\ J:\&\::m

END OF CHAPTER 2
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Managing the Environment and the Organization’s Culture
dalaial) 481815 g diud) 514l

Note: “A key to success in management and in your career is knowing how to “read” an
organization’s culture so you can find one in which you’ll be happy.”
e 055 A8 e il (o (S8 (i sl ABLES 501 5" S 48 pro 5n duigal) lilin 355 10Y) 8 Lol L
QRRTE
The Manager: Omnipotent or Symbolic?
» Omnipotent view of management: The view that managers are directly responsible for an
organization’s success or failure.
Lelid 5l Aalaiall las G 5 _pdlie Al s O slgana G paall Gl JHEH (5101 23 lan A0Sl 3 sty
> Symbolic view of management: The view that much of an organization’s success or failure
is due to external forces outside managers’ control.

ol 8 s e A A Kn A 58 ) s Lol | Aalaial i e LS (s A (ol ) 55 0030 &y 3a 0 5

Managerial Constraints 41y cild gall
» In reality, managers are neither all-powerful nor helpless. But, their decisions and actions
are constrained.
. i pelladl s g8 80 cunle Vs oLl Lsnad ) ¢ gl b

Managerial Discretion: 43 4y a8il) ddalud)

1. Organizational Environment dpalaiil) Ai)
2. Organizational culture danlaial) A8LaR)

Note: External constraints come from the organization’s environment and internal constraints

come from the organization’s culture.
Aalaial) A5 e A0 3 g8l g Akl Ay e Ao AN 358N Sl

1. Organizational Environment dpalaiil) Al
The External Environment da Al Ay

The External Environment: Those factors and forces outside the organization that affect it’s
performance. The external environment includes several different components.
Aaliae Gl oS sae Aga A ) et il e i ) ddaiall g s o 8l 5 Jal gadl @l A LA Ayl
1. Economic — Encompasses factors such as interest rates, inflation, changes in disposable
income, stock market fluctuations, and business cycle stages.
3550 Ja ya s ALl G315 sY) (3 g Ll 5 L) Jaall & ol il 5 aaiaill 5 5208l el (i ol so Jadiy - dgalai@y)
Jac Y
2. Demographic — Concerned with trends in population characteristics such as age, race,
gender, education level, geographic location, income and family composition.
Jaally (A rall ad gall 5 adaill (5 gina g uiall s Gl el Jie 4alSull (ailadll & ClalaiVl Jgd - 48) 2 gasal)
Bom) CpsSig
3. Political/Legal — Concerned with federal, state and local laws, and global laws. It also
includes a country’s political conditions and stability.
aly 8 )8 5 Al Ca gl Loadl Jadiy s Anallald) cpil gl 5 dalaall 5 40 1) 5 )yl (il 58l gy - (A 9HB [ ol
L
4. Technological — Concerned with scientific or industrial innovations.
e lial) 5l daalall il SV dnall - Lol g3l

1|Page




CH3-BUSA230 uaili
e () slua

6. Global — Encompasses issues associated with globalization and a world economy.
csalladl SlaiBY g Al gally ddads pall Lliadll Jai - dgallad)

Factors Impacting Global Businesses 4sallall cls il Je i Al Jal gal)
» Like many global businesses, Nestlé is facing increased commodity (raw materials) costs.
(A ) 5all) Al Al CadlSs 8 Baly ) A 4a 6 caalladl IS 5N (e aaall e
P> Nestlé, the maker of products from Crunch chocolate bars to Nescafé coffee to Purina pet
foods, spends more than $30 billion a year on raw materials.
30 (e iSH a8 (L ) g A0V il ol Apde ] ) 4S5 58 ) ddia jial) A3 S 02l ) (e claiall wila caling
LA 2 sall e g Y 50 Jlle
» Commodity costs are just one of the many volatile economic factors facing organizations.
Managers need to be aware of the economic context so they can make the best decisions for
their organizations.
O ) sl zling  labaiall a8 A Apala®Y) ol gall (e 33all (e B3] 5 (5 g o Al ) bl (S
JPOS IREA R 1 [ S RN P P S T AP O BV - S C PSR P

The Global Economy and the Economic Context ¢3bai®y) (gludl g allal) JLaidy)
» The lingering global economic challenges — once described as the “Great Recession” by some
analysts — began with the turmoil in the United States housing market.
GBsm o8 bl sl ae "akaall 2 S UM Ll o gy 3 Cpllaall Gany Ldia 5 A A8l dpallal) ol Clanil) il
Basiall ¥ gl 8 sy

» Economic difficulties spread across the globe.
Al el paan 5 el LY Gl seall
» The fragile economic recovery continues to be a business constraint.
Ao ladll Jlee Y1 e lile S (iell sabaiy) (alai¥) J g Y

Economic Inequality and the Economic context  3ba®y) (lud) g 4aLaBY) 31 glusal) a2e
» As economic growth has languished and sputtered, and as people’s belief that anyone could
prosper declined, social discontent over growing income gaps has increased.
o) 3) e lain¥l Jaddl 0131 ¢ a3 5 of Sy aded ol ol (el sliie) wa) 55 pe s cral 55 (LaBY) gaill Cinia aas
LA 8 s el ol sadl
P> Business leaders must realize that societal attitudes in the economic context have the

potential to create constraints.
s Gl e 50l Ll (sl (Gland) & Lpaainall (a8 sall o) Ay jlacll Jlae Y1 336 @ yay o Cany

The Demographic Environment  4l_& sazall diul)
» The size and characteristics of a country’s population can have a significant effect on what
it’s able to achieve in politics, economics, and culture.
ARG 5 B 5 Adgud) 8 Al 43S Lo o S 805 L aly S il s paad (5 of Sy
» Baby Boomers — Born between 1946 and 1964, one of the largest and most influential
demographic groups in history.
Gl 815 W ST 480 58 saall Cile sanall 5T Gasanly a5 ¢ 1964 5 1946 (cale Gn als - ) gall 38k
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» GenY or (Millennials) — Children of Baby Boomers, born between 1978 and 1994, making an

impact on technology and the workplace. ‘
OS5 L i€l e i Las < 1994 51978 (ale G 1 5als Gl ¢ all sl 5 ks JUikal - (4AY) Ja) 51 Y Jn

el

» Post-Millennials — The youngest group identified age group—basically teens and middle-
schoolers. They have also been called the iGeneration because advances in technology have
customized everything to the individual.

Leayl Leale Gl a8y o giadl (e plaall CUa g il pall Lalad - 3 janl) 25800 Cadaa de gana jial - 44N 2y La Jua
Al e 5 S aad 38 L il i a8 Y iGeneration o)

Gen Y is an important demographic at Facebook, where most employees are under 40. The
company values the passion and pioneering spirit of its young employees who embrace the
challenges of building groundbreaking technology and of working in a

fast-paced environment with considerable change and ambiguity.

Bl 55 andll A, a5 Lale 40 O 50 b sall abara (58 Cus < Facebook (o pee (81 2 s 52 Y il
OBl 5 S il ae (adl) dag pu A (8 deall 5 500 1 L 5l 5K oLy ilaan 5y cpdll QLAY Lgdhs ge (53

Assessing Environmental Uncertainty (sl (sl ade anll
» Environmental uncertainty refers to the degree of change and complexity in an
organization’s environment.

Aakaiall Ay 8 2l 5 il As 0 ) Al el ade juds
» The first dimension of uncertainty is change.

Organizations are stable, minimal change
Suail) e SV aall g 6 it cilalaiall
2. Organizations are dynamic, frequent change

ol g Gl ased J 50 and)

S a5 Ay Cilaliial

» Organizational Complexity refers to the number of components in an organization’s

environment and the extent of the organization’s knowledge about those components.
W 5Kl ety Aadaiall 48 yra (s s dadaiall Ay 5 yealiall dae ) oadiil] aghatl) judy

Environmental Uncertainty Matrix =) (i) ase 48 5iaa

Degree of Change _siill cla s

Degree of Stable Aiwa Dynamic sSxabis
Complexity MGimple [ Cell 17 S0 il Cell 2 ot L)
Liadl) A ) s 1. Stable and predictable environment 1. Dynamic and unpredictable environment
L il (sSan g B jeun diy Loz il (S V5 ASaalinn Ay
2. Few components in environment 2. Few components in environment
Al B AL gk il AL
3. Components are somewhat similar and 3. Components are somewhat similar but
remain basically the same are continually changing
(A LS i) (B g L s ) Aguliia il gSal) iy e LTy e s ) Agbiie i )
4.Minimal need for sophisticated 4.Minimal need for sophisticated
knowledge of components knowledge of components
il gally 5 ghaia 48 e ) dalad) (e SaY) asd) il Sl 3y bt 4 jaa ) dalall e 3Y) 2ali4,
Complex | Cell 3 4 Aual) Cell 4 Az aal)
Adna 1. Stable and predictable environment 1. Dynamic and unpredictable environment

W ) (S B iena Ay
2. Many components in environment
Al A cligSall eyl
3.Components are not similar to one another and
remain basically the same
bl (B g (el Lpdany ae gl Cund il gSall
R s
4. High need for sophisticated knowledge of

components
Gl gSally 5 ) ghaia 48 ra ) Adlad) Aalad)

Lo i) (S V5 Ay iy
2. Many components in environment
Ll 3l Sl (e pall
3. Components are not similar to one another
and are continually changing
4. High need for sophisticated knowledge of
components
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Managing Stakeholder Relationships 4alad) claal cildde § )

» The nature of stakeholder relationships is another way in which the environment influences
managers. The more obvious and secure these relationships, the more influence managers
will have over organizational outcomes.

la gy ST M) 028 ClS LSy o el e Qi) Ly i s AT 4l 8 daliadll Claal ae BN dayla
Aoaball F e cp paall 580 o) 5 Ll

» Stakeholders — Any constituencies in an organization’s decisions and actions.

Lelel yal s dadaiall iyl 8 L dplasil il o gl - Aaluaal) Glaual
some of the organization’s most common stakeholders, which

. s dabaid) i le i SV daliadll laal (g

Organizational Stakeholders

Suppliers Governments Organization Ole Sl (p3y90

Trade and Industry Organization deluall g 8ylxdl

Communities Associations Organization danizxoll Olbaosddl

Shareholders Competitors Organization Cawdlad! o ol

Social and Political Organization diwlbewdly dusloizVl Glataiall

Action Groups Organization Joadl Ole gazxe

Unions Organization oLl

Employees Customers Organization Cnadd goll 5L)

Media Organization Ao duww §od!

The benefits of good stakeholder relationships dalaal) Glaual ga Baad) cil@dlal) il g8
» Improved predictability of environmental changes ) @l padlly sl e 3 )8l eas
» Increased successful innovations daalil) cl Y sal )
» Increased trust among stakeholders Aaliadl Glaal g 4sil 30l )
» Greater organizational flexibility to reduce the impact of change

sl 1 ( anl Al 355l 535

2. Organizational Culture
Organizational Culture: constraints and Challenges = <baaill g 3 g:81) 4 aulaiil) A3LELY
» Just as each individual has a unique personality — traits and characteristics influence the
way we act and interact with others. An organization, too, has a personality, which is
referred to as organizational culture.
o Lo el s Lgy b als Al 48 Hhall o paibaddl s clawdl S lee 58 e 838 duadilly 558 IS 2y LS Ll
Apaghitl) ABERY o Leal) Ly A5 il gl cliagf alaidll o aY)
» An organization’s culture can make employees feel included, empowered, and supported or
it can make them feel the opposite.

oSy (5 miy agdead O Sy o) (sese ey O siSan s 05l sadia agily (5 ymiy (il sall Jrad () A pall AEED (S

» Organizational Culture —The shared values, principles, traditions, and ways of doing things that
influence the way organizational members act and that distinguish the organization from other
organizations.

elaef Ly G yeaty ) A5 k) e g Gl AS jidall oLl bl (3 ke s 2l g toalaall 5 auil) - Aaaial) A31EL)
GoAY clabidl e dadaial) el Al g daliial)

» Cultural Values and practices evolve over time. C ) )5 e pa gl AN il jlaall 5 ol

> Organizational Culture is: (& dxadaiil) 43185

= Perception — based on employee experience within the organization.

Aadaiadl Jals Cala gl 3 a0 e ol - dlpay)
= Descriptive — how members describe it. slac Y lghay oS — didiay

» Shared — employees share perception and experiences. < all s &l oyl cpals ol & il — & Jidia
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Research suggests seven dimensions of culture that seem to capture the essence of an
organization’s culture.These dimensions are shown and range from low to high.
Ladiia o g gl il ) oda el Aaliial) ABE 2 ga dund Ll gy ABLEN M) A Cigad) 7 ik
At
1. Attention to Detail :Degree to which employees are expected to exhibit precision, analysis,
and attention to detail
Juo il plazaly Juloxilly 2801 Lgid 1g,gk O crilogall (po gdgi (31 Azl 1 Jmoliilly plazal
2. Innovation and Risk Taking :Degree to which employees are encouraged to be innovative
and to take risks
Bblally Kl e nilsgall auamdd Lad pia (1 Ayl 18yboleallg 58RI
3. Stability :Degree to which organizational decisions and actions emphasize maintaining the
status quo
oL ao gl e Blasl e duadaiall Slsl2Yly Ohlall L 1855 @1 dall i)
4. Aggressiveness: Degree to which employees are aggressive and competitive rather than
cooperative
Oglall po by prdliSy (il g 09l gall lgad 0550 (@I Ayl 1ddlguall
5. Team Orientation: Degree to which work is organized around teams rather than individuals
31539 (pe Yo 3,801 Js Jaall ol g ol (&) Ampl) 230581 duzr gl
6. People Orientation: Degree to which management decisions take into account the effects on
people in the organization
delaiall 3 polseadl e &5 A6 I Hlaedl (3 dnlaYl Cblydll lgd dsb 2l Ayl olddl g dz gl
7. Outcome Orientation: Degree to which maﬁagers focus on results or outcomes rather than on
how these outcomes are achieved

Ul 0 e &aS e 1SN (o Yo 7lsl of il e Gg kel gy 3She 21 Aoyl 1l goxs gl

Contrasting Organizational culture Aadliial) 4 auatl) 43S
» In many organizations, one cultural dimension is often emphasized more than others and
essentially shapes the organization’s personality and the way the organization works.
A8y Hhall 5 dadaial) dpadd Lulul S50 e e SST aal 5 A ey o 2T 25 L 138 ccladaiall (e apaall 8
Aadaidl g Jans
» For example, Sony Corporation focuses on product innovation and risk-taking. The company
“lives and breathes” innovations, and employees’ behaviors support that goal. (Product
Orientation).
i sl LS sha g 6l U " 5 " AS580 5l y il IS Gl e A58 558 ol i
() elad)) cangll 134 e
» Conversely, Southwest Airlines focuses on it's employees and has made them a central focus
of it’s culture. (People Orientation).
(oalBa] ad An gll) LA L3S e )y san pgrilan 5 Lepih g o G g gl O pla 4858 385 ¢ elld (g Sall e
Contrasting Organizational Culture 48l 4 AAEY oo J&

Organization B
Organization A
A TR
W ST 2

' 5 <&/
> Risk-taking and change discouraged sl jusill 53 Lladll | B Risk-taking and change rewarded sl 3UlSa 5 jllall
» Creativity discouraged gluy) ksl | > Creativity and innovation rewarded SV 5 ¢ lay) slilsa
> Close managerial supervision Gl gy <lLEY) | > Management trusts employees b sall 8 55
» Work activities designed around the individual employee » Work designed around teams G Jsa anadl) Jaall

@) ol sall J o Aannadll Jaal) 3o

» illustrates how the dimensions of culture can create significantly different cultures.
) oaS WD) dalide il 3las of A Sl Sy oS "Aadlinall dgpd) AE) 5" (KA ma sy
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» Both Organization A and Organization B are manufacturing firms, but each company

emphasizes a different dimension that have shaped organizational culture.
alanill A8 <5 Calide by e 355 A8 Ld JS oSy colielin S b La oo dadaiall o dadaiall (ye JS

Strong Versus Weak Cultures 4dsuall CilBUEl) Jilha 4, gbl) cldlal)

Strong Cultures 4 il CBLE)

Weak Cultures Ads.all cildsil)

Values widely shared @5 3Uai e A4S jilial) ol
Culture conveys consistent messages about what’s
important
Most employees can tell stories about
company history or heroes
a5 A8 58l iy ) e a3 jas (pila sall lanal oSy
Employees strongly identify with Culture
A ae B 5y O salay () sl gall
Strong connection between shared values and
behaviors
A Jisd) Gl sLall 5 ) G Ay 58 ABdle

Values limited to a few people—usually top
management
Llall 3510y ()5S La sale - alasY) e JilE oae o il Al )
Culture sends contradictory messages about what’s
important
Employees have little knowledge of company history or
heroes

JUaY) 5f A8 Al gy )iy AL 48 jaa agaal () sila sl
Employees have little identification with Culture

AAE aa alaill (e Q] agaal () g8da gal)

Little connection between shared values and behaviors

AS il IS Ll adll (s Aball (he Sl

Strong Cultures 4 &l cildlEll)

» All organizations have cultures, but not all cultures equally influence employees’ behaviors

and actions.

pelladl 5 il sall S gl e 8 glall a8 e i ClBEN IS Gl (S il Ll cilabiiall gaen
» Strong Cultures—Organizational cultures in which the key values are intensely held and

widely shared.

2oy i e LS jlia 5 CaiSa (S8 At ) andlly LAY Lead oy ) dpaaiil] Bl 45 68l B
» The more employees accept the organization's key values and greater their commitment to

those values, the stronger the culture.

ASE 5 8l ) call) elliy agal 3 55 Aadaiall A ) adll o) gl cpdl) (pila sall 2ae ) ) LIS
» The stronger the culture becomes, the more it affects the way managers plan, organize,

lead, and control.

Lo b Gsdsis Osalalys s paall Ly by Gl A3kl e ST IS il LS g 8 288N Canpal LS
» Strong Cultures are associated with high organizational performance.

) ekl 1AV 4 g8l &) Jag 3

Apple’s strong culture of product innovation and customer-service reflects the core values of it’s
visionary cofounder, Steve Jobs. Jobs instilled these core values in all employees, from top
executives to sales associates, such as the Genius Bar employee training a customer at the Apple

Store in Manhattan.

e cario ¢ 480N Ayl o) & Liall g el FERIAY !l o Dleal) daad 5 latinall HISGY 4y &l Apple A8l puSas
Cal se e ¢ Cilbagaal) 1S 5 ) a2l Gl g pasall HUS (e ¢ il gl anen 8 Al il o8 (il gl a2
Jilgle A& Apple Store sais 8 See a8 5 Genius Bar

Where Culture Comes From and How it Continues aiud ciuS g A8 AU ) e
» illustrates how an organization’s culture is established and maintained.

ele Jaliall g akuial) A8 Guands LS IS e

» Organizational Culture usually reflects the vision of the founder.

_u,n.mjx.h 4\&}) sale w.’ xt Sul) 4alEl) ).nSaj

» The small size of most new organizations makes it easier to establish organizational culture.
Agadans A L) Jead) (e Jrag s0all Clabiial) alies aas jraa
» Once culture is established, organizational practices help to maintain it.
Leale Jaliall e duadaiil) il jlad) aclod cdl&l) oLis) o jaay
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Establishing and Maintaining Culture

Philosophy of Salection
Organization’s —— Criteria
Founders
EORECIU NN O T LS e

Lgule Jaldal) g ABERY sl

Organization’s

Top Management
/ Llads oyt W
Culture
\ Socialization / EV SRR LS

e Lain Yl 45l

How Employees learn culture 48\l ¢ ik gall alafy (i
» Employees “learn” an organization’s culture in a number of ways. The most common are
stories, rituals, material symbols, and language.
AR el 5sa )l sl g panail) o Lo sad Y13k bany Lalaial) A8E " galaiy" () sila sall
P> Stories — organizational stories about significant events in the life of the company help keep

culture alive.

csall ad e daldl) e Jalaad) 84S, sl 3 Al Claa) Jss Apandatill sl aclud - (el
> Rituals — repetitive sequences of activities that express and reinforce important

organizational values and goals.

Lo a5 daled) dpandaiil) Calaa ¥l g adll (e paad ) AadsB ) Sie Judsi - g8l))
» Material Artifacts and Symbols — convey to employees what is important and the kinds of
expected behaviors, ex. Risk-taking, etc.
L) ¢ B oblad) (i ¢ dad il LS Ll £ 55 age 58 Lo (il sall ) a5 - Duslal) el g ciat)
» Language — many organizations or units of an organization use language to identify and
unite members of a culture. New employees are frequently overwhelmed with acronyms
and jargon that quickly becomes a part of their language.
e orhy Lo Lle 8N cliac] a5 il Al Lo dabiial dagill Cilas gl clalaiall (e el adiiog - 421)
ogia) (e T et Lo (e o il Cilallaad) g ) JLasia¥) saal) (pila sal)

Types of Managerial Decisions Affected by Culture Ja\ER 5 liall Ay ey < ) Al gu.'ai

Planning ubadl)
» The degree of risk that plans should contain
Ladadll Ly gind o)) cany ) lalaall s o
» Whether plans should be developed by
individuals or teams
Gl sf ol V) U8 (e Jaladll ain g iy IS 1Y L
» The degree of environmental scanning in which
management will engage
BJ\J}” L@.\B Lﬂ‘)\.ﬁﬂu A;\M L,,_‘\:\.\S\ C_uml\ AA‘)J
Leading 8oLaJl
» The degree to which managers are concerned
with increasing employee job satisfaction
Q@M&L}\L@j\ﬁ;@}wﬁww@\i;ﬁ
» What leadership styles are appropriate
Lanlial) B2l allad o L
» Whether all disagreements— even constructive

ones— should be eliminated
Leia Belil s - IR aas e elail) aiy IS 1Y) L

Organizing PO |
» How much autonomy should be designed into employees’
jobs
Cpal gall Cailla g &t lemaral iy Al ALY lasa
» Whether tasks should be done by individuals or in teams
G b sl 9N U8 (e alaally oLl iy IS 131 e
» The degree to which department managers interact with
each other

Controlling Sl

» Whether to impose external controls or to allow employees
to control their own actions
Lalall aglladl b aSailly (puils sall Zlassll of dpa Jla dagl gua (g2 10 IS 1Y) e
» What criteria should be emphasized in employee
performance evaluations
il gall glol ey Lgale 2SBI a0 el 4 L
» What repercussions will occur from exceeding one’s budget
2l Al e gt e Gaaat Al cle i) s L

andll pgany e ALY (5 e Jeliida

Creating an Innovative Culture 3_Siw 43 3la
* Challenge and involvement—Are employees involved in, motivated by, and committed to the long-term

goals and success of the organization?

Loz (s i 5 ot Jing s Aaliiall i s Ja) Al sha oY) 3 ¢y sl gal) L o - &S jliiall g (gal
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* Freedom—Can employees independently define their work, exercise discretion, and take initiative in their

day-to-day activities?

400 sall agibail 85 jalaall LAl ¢ Ay ol Adaludl A jlaa s ¢ Jiise JS5) aglee aaa (uils gall Sy o - 4y )
* Trust and openness—Are employees supportive and respectful of each other?

il agaanal () 50 jina s () sac ) ) siba sall Ja - g LIdIY) g ABE

* Idea time—Do individuals have time to elaborate on new ideas before taking action?

fol ya) (ol a3l 0 saaall HISEYV] e il SSH 5l o) 81 sl Ja 53 S cd g

* Playfulnessslhumor—Is the workplace spontaneous and fun?

Saian s 5 sie daall (S Ja - AalSdll / 7 jal)

« Conflict resolution—Do individuals make decisions and resolve issues based on the good of the organization

versus personal interest?

Shaadil)l dAaliaall Jilie Aakaiall Aaliae e ol Llcadll ¢ slay g cnl ) 5all ol 53 385 Ja - cle) 33 da
 Debates—Are employees allowed to express opinions and put forth ideas for consideration and review?

Slginal ya s Lo aill HISAY) & g agdl e il i sall ransy Ja - i jiial)

* Risk taking—Do managers tolerate uncertainty and ambiguity, and are employees rewarded for taking risks?

95 halaall e () siba sall USy Ja g ol sard) s il axe aa (55 el ey Ja 13 jhalaall

Canadian-based Peer 1 Hosting created a culture that supports creativity and innovation. At its
European headquarters, the youthful staff of the global Web infrastructure and cloud hosting
provider interact in a casual and playful environment of trust and openness, personal and
professional challenge, and involvement, freedom, debate, and risk taking.
Al § oladl Ogabgall Jelat ¢ 39)9Y1 Layia § LBIIg gl el 4315 1S Wydeg Peer 1 Hosting wlas]
@@dlﬁ @a.édhll Sl CL‘L&J)’\j da3l (po d>y09 duauny A& A L; dploed! A8Latwdl 39309 Cosl) deadlall dd

Byblsally Juladlg 2&":)2]\3 26)\.&».”5

Creating a Customer-Responsive Culture o Sarll Cuatiog 4385 318

Characteristics of Customer-
Responsive Culture
£ aad) dlaiu A8 Lailad
Type of employee
il gal) £ o

Type of job environment
Adh ol Al £ g

Empowerment
Role clarity
23l zeas

Consistent desire to satisfy

and delight customers
gM\ Jm‘\};hz_‘a)\wﬂ‘fuh‘\_lcj

Suggestions for Managers Craaall AN

Hire people with personalities and attitudes consistent with customer service:
friendly, attentive, enthusiastic, patient, good listening skills
WJ‘\L&}MJ}&M\u\)\.@ ;M\Mhe '""us\y}uhmgjduabﬂu.\k}\
B4 9B ) gma g
Design jobs so employees have as much control as possible to satisfy customers,
without rigid rules and procedures
) 8 (50 ¢ eDhanll elia Y aSadll (e (Sae 38 ST il sall sl ()5S G (Bl ) apanal
:Lq)La C'_i\;-\),;:\}
Give service-contact employees the discretion to make day-to-day decisions on job-
related activities
Ak o Adlaiall A Ly dpe sl cl ) ) JASY 4y jaiill Adalud) deaally JuaiV) ila e i
Reduce uncertainty about what service contact employees can and cannot do by
continual training on product knowledge, listening, and other behavioral skills
el i) A (e 4y ALl agiSas Y Lo s Aeaadly Juai¥) cpids gall (S Lo i Gl axe Qi
G AV LS L) @l gl 5 g lainV) 5 piial) 38 jee o
Clarify organization’s commitment to doing whatever it takes, even if it's outside an

employee’s normal job requirements
s gall dpalall dids ol chlillaia o LA GBI o s ¢ 3l Le IS5 ALl A sl o) ) i

P> Research shows that customer satisfaction is directly related to customer spending and

consumption.

. ?@5\ " \J "QEL.\)'S\";\ il dmh lﬁl..m th'.‘:")‘ J:u.\ﬁ "L.):‘L.’).”" Y il LA.AJ U\ umy‘ L

» Satisfied customers will be repeat customers for businesses.

RS oy 5 S i s Sae (5 5S¢y suml Sl (i 1) laal
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Spiritually and organizational culture  4sdaiill g 4a g ) ABLELY
» Workplace Spiritually — A culture where organizational values promote a sense of purpose
through meaningful work that takes place in the context of community.
il Bl 8 Gaangy (A Caalgll Jaall DA (0 Canglly ) gill) dpapasill ol Lgod ) a5 A - La gy Jaad) (1S
» Organizations with a spiritual culture recognize that people:
o) L da ¢l A8lE cld Caladaiall o et
v" Have a mind and spirit. z oo Jie el
v Seek to find meaning and purpose in their work. peles (B a5 Jine Y )
v Desire to connect with others and be a part of a community.

sinall G e S 15585 (s (e AY1 g ol 5l e )

Five cultural characteristics of spiritual organizations 4 sl Clalaiall 48185 (ailiad e
P> Research indicates that Spiritual Organizations have five characteristics:
omilnd (ued Ll im gl Cilaliiall of ) Ga) s B
1. Strong sense of purpose, culture built around meaningful purpose.
(S oRa (d i Jaa Aie 4SS ¢ aglly o 48 ) g
2. Focus on individual development, recognize worth and value of individuals.
QY Ay e e Caail y dpa dl) dpalll) o 58 )
3. Trust and openness, characterized by mutual trust, honesty, and openness.
ZUEY) 5 acall g Alalial) A5G el 5 (LAY g 48D
4. Employee empowerment, managers trust employees to make good decisions.
B 8 ALY (il sall b () enall (B ¢ (ol gall (e
5. Tolerance of employee expression, employees free to express emotions.

abalsal) e el &l el il sall 5 (il gal) et aa galedl)

End of CHAPTER 3
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Managing Social Responsibility and Ethics

BYAY 5 dus Laial) 4l g 'pal) 512)

From Obligation to Responsiveness to Responsibility 4 gswall 4aiu) ) al 5N (ya
* Social Obligation — the obligation of a business to meet its economic and legal responsibilities

and nothing more.

ST ol 3 1 5 Aol il ey 5150 AS ) o) 501 - (o laiaY) ) S
* Classical view — the view that management’s only social responsibility is to maximize profits.
LY dant 4 510 s o)) e Laia¥) A g jasall (L ALY laill dga s - ASaudisl) B dgag
* Socioeconomic view — the view that management’s social responsibility goes beyond making
profits to include protecting and improving society’s welfare.
O s Alen Jai] Y1 iiad 5k 513 e L1 Ay el (o A (o1 - ApoluaB g Ao Laia) B Agan g

ainall dald

* Social responsiveness — when a firm engages in social actions in response to some popular social

need.

Al Lo lain¥) clalia¥) Qs lainl e laial Glelja) S34S il b jas Laie - Aelaia¥) Alaiuy)
* Social responsibility — a business’s intention, beyond its legal and economic obligations, to do

the right things and act in ways that are good for society.

B (3 ks (o jpuail) g dapaiall ¢ LudYL ALl ¢ ALY 5 Ay gLl L) 33 5 slacty Lay ¢ 3,00 40 - Ao laial) 4 gl

Should Organizations Be Socially Involved?

U laia) cilaliiall b A% o caag JA

,» Social Screening — applying social criteria (screens) to investment decisions.
ki) @l e (lalall) Lelaa¥) jubead) Gads - Slaia¥) pasdl)
e SRl funds usually will not invest in companies involved in liquor, gambling, tobacco, nuclear
power weapons, price fixing, fraud, or in companies that have poor product safety, employee

relations, and environmental track records.

sV s Slasl) o g 4y 5 5il) A8 Aalad 5 il 55 peliall 5 ) gaddl Juae 8 Jand il S L) i sale SR J) sl aliast )
Adind) Sl 5 il sal) BB 5 claiiall Aadles Chnia (e (ilad ) IS ) S

Arguments For and Against Social Responsibility — 4slaia¥) 4. ggmall A jlaall g 53y 3al) gaal)

FOR

AGAINST
— —

Public expectations 4alal) cilad gilf
Public opinion now supports businesses pursuing economic and social
goals.
Age a5 dpalail) Cilaal @iatl e ) IS Al GV alad) 6l )l acy
Long-run profits 2l 4 gh L
Socially responsible companies tend to have more secure long-run
Prots.
Jshall sadl e Blal ST gy eial ) Gelaia) & g gusal) <S80 Jads
Ethical obligation (2MaY) al iy
Businesses should be socially responsible because responsible actions
are the right thing to do.
zanaall o il oa A sl Clel a1 Y Gelaia) A e S A (585 o ang
Akl g (g2

Violation of profit maximization gl auiad ¢llgii)
Business is being socially responsible only when
it pursues its economic interests.
i Ladie o e Laia) 4 5 gase 4 laill Jlae W) (583
Ay Leallaa ¢l
Dilution of purpose <iigd) gl
Pursuing social goals dilutes business’s primary
purpose—economic productivity
Caxgl) Calaa) ) Lo laia ) Calaa¥) gaiatl _and) g2
LalaiBY) iy - Jlee W oY)
Cost 4dlsil|
Many socially responsible actions do not cover
their costs and someone must pay those costs.

a () slaua
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Public image 4al) 3 guall
Businesses can create a favorable public image by pursuing social
goals.
Jpelaia) Calaal Gat) adl JA (e 45 5 dale b o £L3) S il (K
Better environment Juadi diy
Business involvement can help solve difficult social problems.
Apaall Lelaa) e da 3 Jlee Y1 AS L aelus of oSy
Discouragement of further governmental regulation
La gl il ol (pa 3y Jall al
By becoming socially responsible, businesses can expect less
government regulation.
(B Ge s Ul o8 55 (f S 80 (S ¢ Lo laiaW) A g senally ol J3IA (e
Balance of responsibility and power 38l 5 43 gpmal) ¢yl 58
Businesses have a lot of power and an equally large amount of
responsibility is needed to balance against that power.
Gain) sl (hn S 58 ) Al lin 3 (e 198 1538 IS0 el
B 5all oda i ()3 gl
Stockholder interests (patluall gllas
Social responsibility will improve a business’s stock price in the long
run.
skl gaall e A8 5l ag jra Gl e Ao Laia¥) A 5 sl Jaxins
Possession of resources 2/l 3L
Businesses have the resources to support public and charitable
projects that need assistance.
saelie ) #ling il 4 Al debell g L) acal da U o) sall Syl llics
Superiority of prevention over cures zall e 48 gl (i
Businesses should address social problems before they become
serious and costly to correct.

Lempnaail Al 5 5 et e () J8 Lo lain V) Sl clS il alles o Gang

LS5 Ve Laia) Al g gasall iled a¥) (o dpaall Jazs Y
Sl o3 gdd Lo add e cany g
Too much power 4aludl (e <))

Businesses have a lot of power already; if they
pursue social goals, they will have even more.
Calaal o) gl gmu 13) € 5 680 (o SN Jadlly culS ) ellia

A el el ¢ S ¢ dpelaial

Lack of skills <l lgall ) &)

Business leaders lack the necessary skills to
address social issues.

Lladl) dallaal 4000 <l jleall () Jlac ) 308 jaia
REAPNENY

Lack of accountability 4dslual) alaail
There are no direct lines of accountability for
social actions.

4.\::\.&3;3!\ Q\c\ﬁ:ﬂ\ oe Adeluall 3 ydlie L}.E; ROV

Green Management and Sustainability dalicall g &1 paildl 3 )2y)
* Green Management — managers consider the impact of their organization on the natural

environment.

Agmpalal) A5l e agilunge Ll L3 05l iy - (51 ) Aigll Ayaal) 3 )y)

How Organizations Go Green 4iul! d0a cilabiiall sl Ciss

* Legal (or Light Green) Approach — firms simply do what is legally required by obeying laws,
rules, and regulations willingly and without legal challenge.
Oe gl ae )l 5 il sl JURY) JBIA (g i il Caglhae g Loy Aalusy IS 8N o 58 - (AN juad¥) f) (5 gilal) gl

(S8 pal yie) g3y sl cul

*  Market Approach —firms respond to the preferences of their customers for environmentally

friendly products.

Al Bgaeall laiall LgiBlee gl S a1 Caniad - gl 4l
* Stakeholder Approach — firms work to meet the environmental demands of multiple

stakeholders—employees, suppliers, and the community.
il 5 a0y sall 5 Cpila sall - Gpaaaiall dabiaall Gilaal Al (el 4l e GlS all Jasd - daliaal) cilaual ggs

a () slaua
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*  Activist Approach — firms look for ways to respect and preserve the environment and be actively
socially responsible.

s High Activist Approach (Dark Green) (3e& pasi) bl g
Stakeholder Approach falad claal g

Market Approach Ao T

Juté Low Legal Approach (Light Green) (T i) (A il gl

Environmental uulual)
Sensitivity IR

Managers and Ethical Behavior (85a%) & sludl g £1 3l
, Ethics — principles, values, and beliefs that define right and wrong behavior.
Lasdl 5 manall @l Ll aaas 3 colaina) 5 a5 saluall - (BMAY)
* Many decisions managers make require them to consider both the process and who's affected
by the result.
ailly il Gl dV ) Aleall (e JS 3 Bl agie Al Ll 5335 A1 1 paall ) B e el

Factors That Determine Ethical and Unethical Behavior  (2Y3Y) € g (BMAY) & glud) aaa3 ) Jal gal)

Individual Issue
Characteristics Intensity
FRUI. N J""'P ‘ :
Ethical Stage of Moral o
thic ge oral o o}l M Ethical/Unethical
Dilemma Development 1 ! Moderators 1 Behavior

AT Bl ekt Uaje gt el ) doaliity) A3

Structural Organizational
Variables Culture

—

4+ Stages of Moral Development (2MaY) shill Ja) s
— Preconvention level —a person’s choice between right or wrong is based on personal
consequences.

Apad il Gl gal) e Uadll g Gl guall (g el sl daiay - Jladiadld gilad) o ghal)

— Conventional level, ethical decisions rely on living up to the expectations of others.
u.\);‘}]\ il 5 (5 glsa ) 218 Y éc 2_)33\;31\ Gl Al aadal 5@\ 6 Sl

— Principled level, individuals define moral values apart from the authority of the groups or society
in general.

Ao UK adinadl 5l clelead) dlalu e Sl Ciyeay TEMAY) ail) ol 51 2aay ¢ iasal) o shal)
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The three levels and six stages are described 4iudl Ja) all g AN il gicall Ciua g oy
Level (s simal) Description of Stage a ) ciay
Level 6. Following self-chosen ethical principles even if they violate the law

Principled 5. Valuing rights of others and upholding absolute values and rights
regardless of the majority’s opinion

4. Maintaining conventional order by fulfilling obligations to which you
have agreed

Conventional lle gl g Al clal VG el gl IS e gulal) JUail) e Llaad)

3. Living up to what is expected by people close to you

1. Sticking to rules to avoid physical punishment

Ol Sl CilS o) ia Ay o el b iy ) AEMAY salud) g L)

eI ol e Ll ok Aallal) (3 dall 5 anilly Slusadll 5 09 AY) G sia (el

Preconventional 2. Following rules only when doing so is in your immediate interest
$yalal dhialian 3 ally o)< Laie i ac) il ¢4

Agneaal) 4 el cint el L o) Y

C

4+ Individual Characteristics 434l (ailail)
— Values — basic convictions about what is right and wrong.
Uaadl 5l gaaall Jsa Al el - 2 80)
— Ego Strength — a personality measure of the strength of a person’s convictions.
ol el 5 g8l ad Bl ulide - LY) 548
— Locus of Control — a personality attribute that measures the degree to which people
believe they control their own fate.
oA a8 () 9aSay agil (i) Mliie ) da ) Gl dpadd dew - pSa) 38 5a
4 Organization’s Culture 4aiiall 438
— Organization’s culture consists of the shared organizational values. These values reflect
what the organization stands for and what it believes in as well as create an
environment that influences employee behavior ethically or unethically.
Solu e iz A 3185 A a0 a5 Lo g dalaiall aliai L al) o3 (uSad A8 jidial) dpaalaiill )y dalaiall A6l () oS35
ol e o Bl 0ssy Cabs sl
- Values-based management — the organization’s values guide employees in the way
they do their jobs
ceiilla g Ly ¢y 5250 A Ay yLall 3 pdlh sall s g5 Aalaial) o - a8l) ) Baiieal) §10Y)
+ issue intensity — six characteristics determine issue intensity or how important an ethical issue is to
an individual:
22 Al AENAY) dcadll duaal sae o KGN Bas ailiad Cuw 2aad - A Bad
Greatness of harm: How many people will be harmed?

SOl (i oS 1 el ki
— Consensus of wrong: How much agreement is there that this action is wrong?
Shla a1 ol e 3EY) sae L ilbdd) e glaay)
— Probability of harm: How likely is it that this action will cause harm?
§ pall el a1 s o)) dlaia) (sae La el dlladal)
— Immediacy of consequences: Will harm be felt immediately?
Ol oyl jrdan Ja o) gal) Aol
— Proximity to victim(s): How close are the potential victims?
¢ plainall Llaiall (o 8 (sae Lo z(Llaudall) daudal) ¢pa )
— Concentration of effect: How concentrated is the effect of the action on the victim(s)?
(L)) Lzl o Jadl) 53l 38 5 (s30 L AN 58 58

|Paged
a () slaua




Busa230_CH6 u=Al

# Structural Variables An organization’s structural design can influence whether employees
behave ethically.
SR U (5 ey (sl sal) S Lo e A 5all ISsel) mpansaill i o (Sa AplSagd) il el
- Those structures that minimize ambiguity and uncertainty with formal rules and regulations and those
that continuously remind employees of what is ethical are more likely to encourage ethical behavior.
Slo o BT s ey ) ety (pida gall S A el g dpans ) il 5l 5 2o 58] e () pde g (i sead) JIE I JSLgl) el
O EQY REPAN IR g
- Other structural variables that influence ethical choices include goals, performance appraisal systems,
and reward allocation procedures

Ethics in an International Context (Js Gud) 8 (DAY
*  Ethical standards are not universal Lalle Cond LBNAY) el
— Social and cultural differences determine acceptable behaviors.
A gl LS gLl aand AN o doelaaY) cladEaY)
*  Foreign Corrupt Practices Act 53ldl) 4uial) cilu jlaal) ¢y gild
— ltisillegal to corrupt a foreign official, yet “token” payments to officials are permissible
when doing so is an accepted practice in that country.
PEEAPT-IR W DURE. | K- PSR PYWONI B PO LRCA T SUIPVE TR COWGE. | L DPIICEN S Y WORK IVC g P 1 N
KVA{EI
The Ten Principles of the United Nations Global Compact 33aiall aadU callal) glisall 3 pdall (galsall

Human Rights  obwiY) (Gs8s

Principle 1: 1 laxl) Business should support and respect the protection of internationally-proclaimed
human rights within their sphere of influence
Lad i (3ldai 8 W 50 Lgy b yimall Gl (3 s dglan a yia 5 g jlanill IS i) e i () cang

Principle 2: ‘ Make sure they are not complicit in human rights abuses.

2 fasdl i) (3 sia Sl b ikl gia | s agil (pa 2SS
Labor Standards ~ Jaxd) Julaa
Principle 3: Business should uphold the freedom of association and the effective recognition of the

3 iadl | right to collective bargaining
Loeleal) A gliall 8 (3l Jladll il e W1 g Cillmand) 0 65 3 ja S AN s i o ang

Principle 4: The elimination of all forms of forced and compulsory labor

4 \A.m]\ L;)\.\A\}.“ J.A:d\} [:‘)Luz“ J\S.mi e é.:; sliadll
Principle 5: The effective abolition of child labor

5 jawll JULY) Jand el cla2Y)
Principle 6: The elimination of discrimination in respect to employment and occupation.

6 fadll Adgall 5 a2 (A il e pliadl)
Environment Al
Principle 7: _ Business should support a precautionary approach to environmental challenges

1A ) cilanl) dgal sal Ul sinl U el Jaetl e o cony
Principle 8: Undertake initiatives to promote greater environmental responsibility

8 lauall DSV Al Al g panall g el Sl yalses ol
Principle 9: Encourage the development and diffusion of environmentally friendly technologies.

9 faxall Al ASuall Ll iy g ghal aa
Anti-Corruption budll dadl<e
Principle 10: 10 lall | Business should work against corruption in all its forms, including extortion and bribery

5ol 5yl ey 8 ey ¢ Al e s dleadl) AndlSe e Sl Jaad o o
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Encouraging Ethical Behavior (2MaY) & slud) g
Employee Selection — an opportunity to learn about an individual’s level of moral development, personal

values, ego strength, and locus of control.
Bkl OSas LY 5485 ¢ Apad i) adll g ¢ 2 dll JENAY) ki) (6 giue o o paill da - Cilgall LR

Code of ethics — a formal statement of an organization’s primary values and the ethical rules it expects its
employees to follow.

Lo L) Lails g (g 5 3 AENAY) ac ) gl g A 3all ApulsY) wiill ey oy - @AY Agae

Codes of Ethics

Cluster 1. Be a Dependable Organizational Citizen — 4se Jaie¥) (Sas Liwc3a Ul ga (S 1 4o ganall
1. Comply with safety, health, and security regulations. e g Aaall s Al dadasy Jliay)
2. Demonstrate courtesy, respect, honesty, and fairness. <sbaiyl s Baall 5 ol jia¥) s ddalaall jelbi
3. lllegal drugs and alcohol at work are prohibited. Janll & Jgasll g ) jodall Hlaas
4. Manage personal finances well. 2 IS dpadndl) AW (55l 5,00
5. Exhibit good attendance and punctuality. o) sally ol FY g ) gpanll s led)
6. Follow directives of supervisors. O il Clgas 55 il
7. Do not use abusive language. Qe dal paanaa Y
8. Dress in business attire. Jaadl Sl g3 )
9. Firearms at work are prohibited. 5 shaa Jaall 34, ) Al

Cluster 2. Do Not Do Anything Unlawful or Improper That Will Harm the Organization
MML\J@JMMUALQ.NJ&J\ JAUJ&;WG\J.\AA\J .2 4o ganall

1. Conduct business in compliance with all laws. O 8l a8 5 Jlac Y ¢l 5]
2. Payments for unlawful purposes are prohibited. de gyl el Y adal) Hhay
3. Bribes are prohibited. ic giaa (5 gld )
4. Avoid outside activities that impair duties. Claa) gl Gl Al A jlad) Adaia¥) i
5. Maintain confidentiality of records. O ) 4y Je Blaal)
6. Comply with all antitrust and trade regulations. DAY An8lSa g Ay il il ol anaad JULGY)
7. Comply with all accounting rules and controls. Aonulaa) Loy guall 5 ae ) 5l A4S, o) Y
8. Do not use company property for personal benefit. dpad s dadid A8 L)) illins aadiis Y
9. Employees are personally accountable for company funds. ‘

Al Jisal e (ot JS 05l g () il 5l
10. Do not propagate false or misleading information. Alae o Bhls Claglaa yaw Y
11. Make decisions without regard for personal gain. daadd CuulSe (gl Hldie) g0 &l ) Al AR

Cluster 3. Be Good to Customers (sl laa (S 13 4 ganal)

1. Convey true claims in product advertisements. giiall Gidle) (A ddia Sleled) Jus
2. Perform assigned duties to the best of your ability. <l )3 (e il Lo Jiadly saial) cilal ) g lal
3. Provide products and services of the highest quality. 835 el el y Cilaiia i

A Process for Addressing Ethical Dilemmas 4&MAY) cliral) dallaal dides

Step 1: What is the ethical dilemma? LAY Ll 4 Lo 21 5 skl
Step 2: Who are the affected stakeholders? Ol dalaal) ilaual aa (e 12 5 shadll

Step 3: Which personal, organizational, and external factors are important in this decision?
AN 138 A degall Ao JA) g dpauliiil) g duaddd) Jal gadl & Le ;3 5 shaal)

Step 4: What are possible alternatives? el Jilaad) & L 14 3 gladl)
Step 5: What is my decision and how will | act on it? e 3Ly G yeaile (S5 5 ) B oA e :5 5 skl
|Pageb
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+»+» Leadership — doing business ethically requires a commitment from top managers because:
A ClanSU o el HLS (e Wl 31 BNAT S Jlae ) A jlae callaii - 3aLAY o
— they’re the ones who uphold the shared values and set the cultural tone.
A Aaaill o saaimy ¢ A Jlall il Gy eey Gl a2 —

— they’re role models in terms of both words and actions. ~ Ji¥l s ) $8Y) s (e 5 538 g
— what they do is far more important than what they say. Ot Laa S aal 4dglady L

R/

% Goals and Performance Appraisal &) axiiy CilaaY)
= Unrealistic goals provide stress which may pressure ethical employees to do whatever is
necessary to meet those goals. )
) el 3Eatl 5 55 e s Le U ALAN uEBAY) ik sl e Jaxaad 38 Un gria 48l ) e Calaal) i
= |f performance appraisals focus only on economic goals, ends will begin to justify means.
sl 555 8 il Tading ¢ i Lolaiy) Cala Y e oY) ey &3S 13)
= To encourage ethical behavior, both ends and means should be evaluated.
s sl s Rl e S A Cangy ¢ EVAY) &l gLl auail
=  Ethics Training — seminars, workshops, and similar ethics training programs to encourage
ethical behavior.
(AN @ gLl wail Al CLEMAY) ey il el s Jall iy 55 < saill - CLESAY) ey jatl)
= |ndependent Social Audits — evaluate decisions and management practices in terms of the
organization’s code of ethics.
Adaiall ClEMAT 4 500 Cun (e 5 0Y) il jlan g il ) ) 4 - Alibeal) o laia) G810 clles
=  Protective Mechanisms — allow employees who face ethical dilemmas to do what’s right
without fear of reprimand.
Gl e Gisa (90 G geall Jady AEMAT CBliana () s 53 () (il gall s - Aland) Ll

Social Responsibility and Ethics Issues in Today’s World
asall alle & MAY) 5 Lo laiay) 4 glgunal) Liliad
4 Ethical Lapses and Social Irresponsibility 4slaia¥) 4 gsmall ase g LEMAY) <) gigl)
— One survey reported that among 5,000 employees: 45 percent admitted falling asleep at
work and 22 percent said they spread a rumor about a coworker.
oo Al 5wy agdl |5l Al 3 22 5 deall 8 a il )8 sie) Bl 8 45 icib 50 5000 Op (e 4l Cile Sdainy) aal Al
el (8 Jaa )
— Another showed that 26 percent of college and university business majors admitted to
“serious cheating” on exams and 54 percent admitted to cheating on written assignments.
s yic) Bl 8 54 5 cllaie¥) 8 "asead) (a0 )b jic) 3y jladll dealad) s IS Clanads (e dild) 326 of AT ekl
A pleall b el

4 Ethical Leadership — managers must provide ethical leadership. What managers do has a strong
influence on employees’ decisions whether to behave ethically.
Lasb (sl il 8 e (s 8 54l (5 ponall ey Lo AESAY) 5281 b 8 0 pnall Jle oy - ABNAYI BAAN
.gﬁdi JSh G pailly slaty

— Protection of Employees Who Raise Ethical Issues: AENAT LB 095y (il (il gal) Ales
— Whistle-Blower — individuals who raise ethical concerns or issues to others
CroAOU AEA] Llaad o) cadlaa g it cpdl) o) aY) - cldllidal) o o srdaal)
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Being an Ethical Leader L&A uild &li g
e Beagood role model by being ethical and honest. Gxall s GMAYL il JA (e 3 3538 (S

e Tell the truth always. Laila daaal)
e Don’t hide or manipulate information. e e 5l e glaal) 835 Y
e Be willing to admit your failures. elildlaaly il yie U alaaiad Je oS

e Share your personal values by regularly communicating them to employees.
IR JRNON S S WOEE- JENJE ST
e Stress the organizations or team’s important shared values.
Bl sl A sall daled) A4S jidall all e sl
e Use the reward system to hold everyone accountable to the values
asll e apeal) doulaal ESA) alsi a2aid

4 Social Entrepreneur — an individual or organization who seeks out opportunities to improve society
by using practical, innovative, and sustainable approaches.
Al 58 Siia g Aalae alic aladinls adisall Gpwail (a B e Ciadi daaia T Slaia) Jlesi il
* Corporate Philanthropy — can be an effective way for companies to address societal problems.
Agrainall JSLEA) dallaal S il Allad dlis 5 )5Sy o) Sy - S AN (5 pdd) Jaall
* Employee Volunteering Efforts — a popular way for businesses to be involved in promoting
social change.

e laia¥) sl 3 5e0 8 AS jLiall IS il daild 43 e - due ghalil) (il gall 3 gga

End OF CHAPTER 6
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Planning work activities Jed) 4aiij Jayads

What Is Planning?  lubiill s L
* Planning — defining the organization’s goals, establishing strategies for achieving those goals,

and developing plans to integrate and coordinate work activities.
Jandl Aol gty el Jalad auia g5 ¢ Calaal) @l sl bl jiud auda sy ¢ dakiiall Calaal aaa - Jagdadl)

*  Formal planning (el kbt
P Specific goals covering a specific time period Baana Axie 38 Jaald Badsa Calaal
» Written and shared with organizational members Labaiall elime) pe LS Hlia 5 4y 5380

Why Do Managers Plan? ¢saall abady fiLal
> Four reasons for planning Jahiill Cluai 4day )

v' Provides direction A sill 8
v" Reduces uncertainty Gl ae (e Jlay
v" Minimizes waste and redundancy D) Sl g S8l e Jly
v Sets the standards for controlling ASadll Hulae dasy

Planning and Performance s!3¥) g Jashisl)
Formal planning is associated with: b Ly am ) Jashadsl) Jass
» Positive financial results — higher profits, higher return on assets, and so forth.
A ) Ly Jpa¥) e e dile 5 el 21 - Al Al il
» The quality of planning and implementation affects performance more than the extent of planning.
Ladaddll sae (e ST )oY e LA g Jadadsl) Baga i
» The external environment can reduce the impact of planning on performance.
Y e dadaasll ils e JI o oSy A A Adgd
» The planning-performance relationship seems to be influenced by the planning time frame.
Ll a3l eyl s elaYL dapadsl 483 of 5oy

Goals and Plans kahil) g cilaay)
% (objectives) — desired outcomes or targets. 8oaall Cilaal) i il - (ilaad)
4+ Plans — documents that outline how goals are going to be met.
B Gaat S aaa ) i) - Jaladl)

Types of Goals <ilaY g i)
» Financial Goals - related to the expected internal financial performance of the organization.
Aabiall 18 gial) Jafall ) e1aYL dalaial) - Aallal) Gilaay)
» Strategic Goals — related to the performance of the firm relative to factors in its external
environment (e.g., competitors).
(Ol Jie) dm Al Lty 853 5 sl ol sall ) Apusilly 38 550 oo dileial) - L) syl Citay)
» Stated Goals — official statements of what an organization says, and what it wants its various
stakeholders to believe its goals are.
Ledlaal e ¢ salidall daliadl Cilawal 4aay o & 55 A Los ¢ Aadaiall 4l g L dpans ) i) - Adlaal) Cilaay)
» Real goals — goals that an organization actually pursues, as defined by the actions of its members.
Leiliac ] culd yad Waoast LS ¢ Jadll daaiall Lal) and Caloal - A88a Calaa)
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Types of Plans kkil) £ il

Specificity _
4 sl
o x| ] e T i,
Strategic T T Yem— Long term —_— Directional _|551—— Single use
AaYl (_Hjll = (__-g..U! Jlantin)
Operational — Short term . Specific  yya , —— Standing
I el gl Al alasioy)

P> Strategic plans — plans that apply to the entire organization and establish the organization’s
overall goals.
Aakaiall Aalal) Calaad) 2o s LeleSh Aadinall e 3alaii il Jaladll - Agai) fiasy) Jakadl
» Operational plans — plans that encompass a particular operational area of the organization.
.~* i.. “ ~'.w *wlw. P -~~] o S e u,_..‘n I I . n _ "..S'c :...n !: .“

» Long-term plans — plans with a time frame beyond three years.
) s 06 5y e ) i bl - JaY) Algha habad
» Short-term plans — plans covering one year or less.
B ) san g A e ) Jaladll - Ja¥) 8 b Jaladl)

» Specific plans — plans that are clearly defined and leave no room for interpretation.
Mymuﬂﬂy;c;myajmkh-sdmkﬁ
» Directional plans — plans that are flexible and set out general guidelines.
Aalall Ggun sl galaall aan 5 & 5 jally pnsii ) Jaladl) - Aalay) Jabadly

» Single-use plan — a one-time plan specifically designed to meet the needs of a unique situation.
Ah s Clalia) Ll Lanad deaas 3aa) 53 yal ddad - (23] 9 3 el aladiea) g2 i) aladin) dad
» Standing plans — ongoing plans that provide guidance for activities performed repeatedly.
Se JSE la it oy ) AaiSU clal ) g8 )5 patosal) Jaladll - (adlal) aladiul)dailal) Jakadl)

Approaches to Setting Goals <@l ¥) sl malia

» Traditional goal-setting — an approach to setting goals in which top managers set goals that then
flow down through the organization and become subgoals for each organizational area.
JS) e i Blaa] raai g dalaiall yue @lld aay (38055 Blaa] (g paall LS 4gd aaay Calaal) aaal gl - AN CEIAY) yaas
.w“ »].-w ~'«~5 .

» Means-ends chain — an integrated network of goals in which the accomplishment of goals at one
level serves as the means for achieving the goals, or ends, at the next level.
e calaa¥) gaiail Al g Alia dal 5 (5 siae o calaa Yl st e ()5S Calaal) (e ALK A0 - i) - Jibe sl Al
(G (s sl 8 ¢ )
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The Downside of Traditional Goal-Setting &l CilaaY) paadt dud) Guilad)
% Top Management’s Objective:” We need to improve the company’s performance.”
" A El el cpead ) dalan ol cldad) 5 laY) ciaa
= Division Manager’s Objective:” | want to see a significant improvement in this division’s profits.”
Mandll 138 #1815 B (6 51 o 2 )1 slad) andil) e Cioa
=% Department Manager’s Objective:” Increase profits regardless of the means.”
"l e el i F LY 8" tasdl) jpae ciaa
=% Individual Employee’s Objective:” Don’t worry about quality; just work fast.”
"Ae yun Jac) Jad ¢ 53 el ol GIE Y 1o A il gall Caaa

» Management By Objectives (MBO) — a process of setting mutually agreed upon goals and using
those goals to evaluate employee performance.
Al sall el il Calaaly) el aladiind 5 Jaliie JS5 Lede Giiall CalaaY) paa dlac (MBO) - il %) 5 14)

Steps in MBO «ilal) 5 13 il ghd
Step 1: The organization’s overall objectives and strategies are formulated.
Aalaiall Aalal) ciliasd) AN g cilaa¥) delua 11 5 gladl)

Step 2: Major objectives are allocated among divisional and departmental units.
LI g AledY) Gl g C A ) Calaal) a3 58 12 3 ghadll

Step 3: Unit managers collaboratively set specific objectives for their units with their managers.
AR ga aglilaa ol Saasa LB)aa (el s Glas gl g e s 13 3 ghadl

Step 4: Specific objectives are collaboratively set with all department members. 7
Al e asan aa slad JSE) Badaa Calaal g g Ay 14 3 ghdd)

Step 5: Action plans, defining how objectives are to be achieved, are specified and agreed upon by

managers and employees.
Lo sall 5 el U8 e Lo 3LY) 5 laaand 25 ¢ CalaaY) (a3 28K aaa3 3l ¢ Jaad) Jalad 15 5 gladl)

Step 6: The action plans are implemented. Jaall lalad 347 16 5 ghil)

Step 7: Progress toward objectives is periodically reviewed, and feedback is provided.
Ana) 1) A0 anal alyg ¢ (590 JSn Y gad adill deal ye a3 17 3 gladd)

Step 8: Successful achievement of objectives is reinforced by performance-based rewards.
S e Al clilCall NS (e ol DU malil) syl 5 3as i 18 8 gladd)

Steps in Goal-Setting  <ilaY) yaad <l ghd
1. Review the organization’s mission, or purpose Labaiall e ) ¢ dadaiall Allu [ daga daa) 1
2. Evaluate available resources. Aalidl o)) gall anss
3. Determine the goals individually or with input from others.
A e CBla Sl g8 S Calaal) paas

4. Write down the goals and communicate them to all who need to know.

L3 e M zling (e IS () Ll i o8 5 alaa) S
5. Review results and whether goals are being met. Gl Y a4l S 13) Le g bl daal ye

3|Page
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e (pall slpia

Well-Written Goals 2 JSas 4 5ia Cilaai
«»  Written in terms of outcomes rather than actions Slel Y e Y il Cua (e ) giSa
+» Measurable and quantifiable S elall AL 5 lall AL
+ Clear as to a time frame el JUaYL slathy Lad el
+» Challenging yet attainable a8 Ky A1 gaail)
% Written down i sisa

% Communicated to all necessary organizational member (33U (paasdasl) sliact) e e Jual 5l

Contingency Factors in Planning  Juhidll b ;5 ) shll Jal go
Length of future commitments 4Ll cilal i) Jgh

Commitment Concept: Current plans affecting future commitments must be sufficiently long-term in

order to meet those commitments. A
el Y by ol sl S Lay Ja) AL gl dbiiad) culal V1 e i i) Alad) Tkl 0 65 o oyl JANY 2 ggda

Exhibit: Planning and Organizational Level il (g gisal) g aadil) 1Sl
Strategic
Planning Top
m‘;‘.ﬂ;m Executives
o m— udn s
Middle-Level
Managers
b Sl o gl (g e
Al Llad) First-Level
Operaﬁpnal Managers
Planning m‘ e A

Exhibit: shows the relationship between a manager’s level in the organization and the type of planning

done. For the most part, lower-level managers do operational planning while upper-level managers do

strategic planning.

o ghal) g a gt ¢ YN e all Aaaly | Saial) Taladill ¢ g5 g s pall (B aaall (5 gia Cp AR ania il JSE) sy
5 ) Jagdadilly oY) (s ghaeall g pada a9y Lai i) dadilly oY) Badd) ¢ JgY) (s giaal) Y

> Environmental Uncertainty () Ol axe

— When uncertainty is high, plans should be specific, but flexible.
Adga 0l g Basaa Bladl) 0 6< 0 g ¢ Adle ) axe da ()5S Laie

— Managers must be prepared to change or amend plans as they’re implemented.
Lladan HUE abadl) Juaad g il slaaia) e g paall o5 o sy

— At times, they may even have to abandon the plans.
Ll e I ) s s ki 38 ¢ uad) ey
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Approaches to Planning lubiill zalia

» In the traditional approach, planning is done entirely by top-level managers, often assisted by a

formal planning department.
oY) Jhadtl) A aaaelin Le We 5 ¢ g puaddl LS J (e JalSIL dashaadl] oy ¢ g8 el B

*  Formal planning department — a group of planning specialists whose sole responsibility is
helping to write organizational plans.

Contemporary Issues in Planning il b 3 jalea b
» How Can Managers Plan Effectively in Dynamic Environments?
€S palipal) ling) (B Adlady Jaadl) (y ppaall (s S
— In an uncertain environment, managers should develop plans that are specific, but flexible.
e sl g saona halad skt el (e ag  BaSha b Ay b
— Managers need to recognize that planning is an ongoing process.
& e Aglae Japaill ol 53} ) (5 paall zlisg

» How Can Managers Use Environmental Scanning?

bl granal) aladiiaad (0 pall ey i

— Environmental scanning — screening information to detect emerging trends.
AUl clalaiy) e CalSll e sheall gand - ) gl
— Competitor intelligence — gathering information about competitors that allows managers to
anticipate competitors’ actions rather than merely reacting to them.
Leale a5 3 e (e Yoy pmeadliall (b i a8 i (g prall ranst Guudliall o Claslee aans - Cppedliall il jlidiad

END OF CHAPTER 8
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Managing Strategy 4 siuY) 31y

What Is Strategic Management? 4wyl s ylay) 4 L
Strategic management — what managers do to develop the organization’s strategies.

Aaliial) i) i) skl 05 paall alads L - dgan) i) 8 )2Y)

+ Strategies — the plans for Jhball — clagi iy
v" how the organization will do what it’s in business to do  Jue¥! Jlaw & aleii G Cang e dadaiall Juiis oS
v" how it will compete successfully gl (udlifin (as
v" how it will attract and satisfy its customers in order to achieve its goals
Ledlaal (383 Juw A lgidlaergen yi s dain (oS

Business model Je¥) zisal
. Itfocuses on two things: sl e Jue¥) gigal 3
(1) whether customers will value what the company is providing
A8l deas e g a8em e Saadl S 13) L
(2) whether the company can make any money doing that.
A3 R e Jgal s (AadS Ll sl 1) L

Why Is Strategic Management Important? daga Al iyl Iy tiad 13l
1. It results in higher organizational performance. e ki el ) g5
2. It requires that managers examine and adapt to business environment changes.
oo Y Ay b 5 ) pon il g Gy (5 el s O ey
3. It coordinates diverse organizational units, helping them focus on organizational goals.
Agaaiil) CalaaY) e 58 i e aane by Les ¢ e siiall ApaaSil) cilas ol (Guy
4. Strategic management is involved in many of the decisions that managers make.
gl L dasy AN &) 8 e daed) 8 daadi) Y 5 laY) & LS

The Strategic Management Process 4zl w5 lay) dlas
Strategic management process — a six-step process that encompasses strategic planning,

implementation, and evaluation.
ail) 9 8T g ) iuY) Jadadil) Jadi ol ghad G (e doles - Al AN B IaY) Ailes

@2 &l Jdadll External Analysis
> * Opportunities ga A%
e Threats  jaaeiti s
o

Identify the

organization’s . Formulate Implement Evaluate
current mission, goals, }_y SWOT Analysis ~"  Strategies |~ Strategies Results
and strategies ) SWOT & gheaa Julas y J
Al dabiiall Aaga aaad Sl A A a o el ddd ol it

Ladi Aud g Ll Adlal Jdadl Internal Analysis |
T * Strengths 5 gall LIk«
* Weaknesses wiadall ki «

J

The Strategic Management Process 4l siuY) 5 )2y) Lles
Stepl: Identifying the organization’s current mission, goals, and strategies:
Leliai) i 5 Ledlaal g Allall Aadaiall daga pasd 1 A6V 5 gladl)
— Mission: a statement of the purpose of an organization.
Abaid) Ga g all Gl Al 1l fAagal)
e The scope of its products and services Leilead 5 Lgalatia (3l
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— Vision (Dream) (alad)) Ll
— Goals: the foundation for further planning. ool ey el GalaY) il
* Measurable performance targets oball AL o) Calaal

Components of a Mission Statement  4agall (by <iligSa

Where does the firm compete geographically?
Lk 38,0 el o
Is the firm committed to growth and financial stability?
Sl 815 sailly L jila 2,80 Ja
What are the firm’s basic beliefs, values, and ethical priorities?
AEAY) il sl V15 ¢ anill s ¢ Al Al ol o Lo
How responsive is the firm to societal and environmental
concerns Al s Lmaiaall Jo ol 4S8l At (50 L
What are the firm’s major products or services?
A<l Ayl leadl) S cilaiiall a Lo
Is the firm technologically current?
Lo o) Sl Aalill (e B AS,30 o
What are the firm’s major competitive advantage and core
competencies?
L)l LS 5 A8 Al A 51 Al 5 el o e
Are employees a valuable asset of the firm?

A8l Al J gaa¥) (ha sl sall Ja

D daala (8 A0 dega /Al e Jla

daalal) Al

Uy

oty ik sl) gy 8 8 pmal Z LY 8 aal Ll sSe DS Aaaly ) A pe

Uil o

D8l ol sall s Akl jianall Gl jlaall (e ajads ¢ pnatlly Sl & ja il AL I3 B e Ay 85
338 Ll (e ) o laall 5 il LSIL aainall 28 51 call g alail) g ailaill & Zaaly yll g JISEY) 5 gl el
A g 48 ) (8 Aaalisall 5 sl

Liad o

Ll 50 43S, Adnpall o1 4 58 JIS5 1 ol 5 (sabaall Lgilabiii 5 Lgilsl a5 alail 5 gl gil8 (panin daalad) i
s JaS e gy s daalall Al 38ail

Amaiaall dganll  Saleul 5 g1 5 3ol )l 5 Caadl g aladll o 8 e dpmala day 8 g5 el

o) e Bl el 98 a5 ¢ Gmaal sn s Bl sbsal) a8 e aaiaall il anend da i) sl Bl gludll s N2l m
Aliegal) il 5 Aalall cilalaay) o g3 4y 1Y)

Casal b sl s gl Jal) goaiy Ll s il e 550l S Al (pea el e
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Tl &) A g gl Ao 2SE 582 gl Gl 5 Leadll i laall g sasaadl Jaall CHLEMAT 3 5a0 sl g dal 301w
Bl s Jaadl s Al 3 5 ddlaadll

AS Ll 5 JalSill 5 oLtV 3y a5 Jal (e cplle 5 Alla (e dndlall qcine g g5 g 5l m

i a5 lasbaad) ol 5 <l a8l el JA (e paianal) Gpaii b Al al) A8 L) Al il dpaiill  w
Leila s sk g A all e sans lasal 83 ganall 3 )l sall o Adadladll g Al oo Sl

Bln eSSy Calaall Jali 5 el g @ jlgall Jm s yatose JS0 ANy sl ol 5 8Lall sa0 alaill  m
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Step2: Doing an external analysis @A Julad Jee 12 8 ghdll
— The environmental scanning of specific and general environments.
Ale 5 e @l Al sl
*  Focuses on identifying opportunities and threats
gl y pa il s e S
Step3: Doing an internal analysis 1308 Julad Jee 13 8 ghdl)
— Assessing organizational resources, capabilities, and activities:
Apadaiil) Anda) g el 2l g 3 ) gal) apli
* Strengths create value for the customer and strengthen the competitive position of the firm.
AS Al il S5l ey enl a8 (3183 5 581 JaS
*  Weaknesses can place the firm at a competitive disadvantage.
Al 5 slsall pa g (84S 58w o Sy il aldi

Note: Steps 2 and 3 combined are called a SWOT analysis. (Strengths, Weaknesses, Opportunities, and
Threats)
(Iuagal (a8l cindal) Jalds 8 gAl) Laldl) SWOT Jalady (ladiase 3 52 (i shall eud :iaadk

SWOT Analysis 48 giuas Jalai
SWOT Analysis— an analysis of the organization’s strengths, weaknesses, opportunities, and threats.
Aekiall (& luagill 5 e Al 5 Caniall 55 8l LU Qs - SWOT Jalad
* Resources — an organization’s assets that are used to develop, manufacture, and deliver a
product to its customers.
il ) i palusi 5 qiiaaty gl aadiud Al Ao gall 3 g3 g/ gaal — 2 sall
* Capabilities — an organization’s skills and abilities in doing the work activities needed in its

business.
Lellas i glaall Jaadl ddaiialy all) 8 dadaiall Cul 508 5 ol g -l AR

* strengths - any activities the organization does well or any unique resources that it has.
Lol 33580 5 s (sl sl JS Aalaiall g o 55 Al (gl - 3 i) Jalds
* Weaknesses — activities the organization does not execute well or needed resources it does not
possess.
et Y ) U o) sal) IS Aadaial) Ladis Y ) Adadad) - Cinadal) Jalds
* Core competencies — the organization’s major value-creating capabilities that determine its
competitive weapons.
Al Lgtatad aaas 3 dakaiall Aagsl) Blad At 1) <l a8 - Apadad) culpligl)
. Core competencies (44! s li<l)) pu—)  competitive advantage (dxiliil) <l juall)
., Value and difficult to duplicates DS iy g Al
, Quality, flexibility, team, service ... ven Aadall ¢ g il ¢ Ao g yall ¢ B2 gall

Step4: Formulating strategies ) i) A lua 1day) ) § ghdl)
— Develop and evaluate strategic alternatives. Al i) Bl i gy gl
— Select appropriate strategies for all levels in the organization that provide relative
advantage over competitors.
— Match organizational strengths to environmental opportunities.
Al G il Al 85 oy

— Correct weaknesses and guard against threats.

gl e Hiall g Canall ol il
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Swot analysis Matrix- BZU

Strength (S) 3 4Al) ol Weakness (W) wizal) Jalis
Internal A3l Jdad Brand i<l Cash shortages U gl i
High quality of education Lack of specialization
padadl) 8 Alle 33 g Glacaddl) ) o
External (>4 Jdsi  Opportunities (0) oA Threat (T) <luagil)
E- learning s AW B3l Competition  Asslial)

Partnership(exchange program) Economic aidy)
(ol e ) €12

Step 5: Implementing strategies (put strategy into action)
(2 a0 Ayl Y] uda) Cliad] i) 345 15 3 ghadld)
Implementation — effectively fitting organizational structure:and activities to the environment.
Alliglad JSiy Al 5 el (gl daidle = Lidiil)
The environment dictates the chosen strategy; effective strategy implementation requires an

organizational structure matched to its requirements.
Alallaie ae (380 g Uadait DS duadi) yioSU Jladl) Suduil) allaty ¢ 3 Ual) daa i) e 4ol -

Step 6: Evaluating results il apd - Adlud) 3 ghadl)
How effective have strategies been? Gl i) dlled (20 Lo
What adjustments, if any, are necessary? Ly ralliedan g o) ¢ OOl 4 L

Types of Organizational Strategies 4sdaiill cilba) iuy) gbﬂ

Corporate  is,il Multibusiness
Corporation
I ;4.\.:“.11 ils A ]
Competitive A=l Strategic Strategic Strategic

3 Business Unit1  Business Unit2  Business Unit 3_
R U e Y 2 doadl Al dlee Yl Sia g 3 Lol Sy Jle Y daag
| I | I

Functional Research and

Human

ik Development Manufacturing Marketing Resources Finance
skl g Sadl [ B g Ig a3 galt S
by A Ayadatill bt i) g1 il
1. Corporate syl Top —level of Manager
2. Competitive Ludul)  Middle —level managers
3. Functional Ladg  Lower— level managers
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What Is Corporate Strategy? A i) da) i) b

4+ Corporate strategy — an organizational strategy that determines what businesses a company is
in or wants to be in, and what it wants to do with those businesses.
Ol 25 gl Las ¢ Lgad S O 5 ) AS ) gy Jant (A Jlae ) daa Lpalas Apni) i) - AS ) dgan) sias)
) ) LS i) oy Alads
Types of Corporate Strategies kS )&l il jiu) £) 5l

A. Growth $adl) | expansion into new products and markets. saaall (3) ) 5 Cilatiall (3w sil)
B. Stability _U&wY) | maintenance of the status quo. Al il e Llial)

C. Renewal Laaidll | examination of organizational weaknesses that are leading to performance declines.
Y a5 N o ) dpadaiill Caeiall Lol and

A. Growth Strategies saill bl il
,» Growth Strategy — a corporate strategy that’s used when an organization wants to expand the
number of markets served or products offered, through either its current business(es) or new
business(es).
cilaiial) ol Lgapdl oy A1 (3 geal) 335 ma g8 (B s sall aa) e 5 Laie adiiad Ly e 4] i) - gadl) Aa) i
Suaal) 4l Lellae | o Rllal Ldlae | JMA (e W) ¢ dua g aall
Benefits: il sdl)

v’ increase Revenue sales Silal ¥ Gilae 330 )
v" Number of employees Cpads gall dac
v Market share 38 ) Laall)

Types of Growth Strategies saill i) yiul g1 gl
,» Concentration — focuses on its primary line of business and increases the number of products
offered or markets served in this primary business.

) Janll 138 8 Lgapai iy (3 gual) ) An g pmeall Cilaiial) 338 (e 2 3y 5 euuiball) Alas Jad e 3S 1 S A

. Vertical integration il Jalsill
— Backward vertical integration — the organization becomes its own supplier.(control its input:
resource)
(20 5a) LD B asaill) Lo Galall 3 gall dakiiall muad - g g8l () (ol Jalsall
— Forward vertical integration — the organization becomes its own distributor.(control its
output)
(R ) Lgaili A aSall) Ly Galall £ 5 gall dadaiall o - ala¥l) Y (guad 11 Jalsil

» Horizontal integration —a company grows by combining with competitors.
Cmblial) pa zrlasi¥) JNA e 4S50 gaii - B8Y) Jalsal)

., Diversification @il
— Related diversification — when a company combines with other companies in different, but
related industries.
Al @ld sl g diline clelivn b g Al IS 58 ae 48,800 a3 Levie - "dlia (53" Lo jal) g il
— Unrelated diversification — when a company combines with firms in different and unrelated

industries.
Adasi ya e g ddline Clelia 8 IS Hd ae 4S50 aai Laxie 2" Alall g3 et jall e aogill)
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B. Stability Strategy ) &iuy) 4ol i)
— a corporate strategy in which an organization continues to do what it is currently doing.
Ml 4 g Lay aladl) 8 dadaiall Lo i s 5o daan) i)
Doesn’t grow but doesn’t fall bt ¥ 5 4,4 saii Y
C. Renewal Strategy — a corporate strategy designed to address declining performance.
A ial) oY) Al foacan Fanan e fai i) - Spail) Aal sica

— Retrenchment strategy — a short-run renewal strategy used for minor performance
problems.

Adasd) 2189 JShdia Jal axaind (aall byl aad dpa) i) - GABAM (el dad) sl
(Helps an organization stabilize operations, revitalize organizational resources and capabilities and

prepare to compete again)
(A B e Audliall 3amiu) g AraaTil) ) Ja8l) g 3 ) gall Jasdii g cilalaal) ) il (Ao A ’gall (Al A 038) o Lusi)

— Turnaround strategy — when an organization’s problems are more serious, more drastic action

is needed.
Al e ST i) o) A3 a3k ¢ B ghad ST Aadaiall JSLEa 5 5S5 Ladie - Jgaill daausi) il
—  Cut costs —adiill méd - Restructure organizational operation’ “xedaiill culilasl) S 3ale )

How Are Corporate Strategies Managed? = <lS p&ll Silbad) a8 (i
, Corporate Portfolio Analysis is used when an organization’s corporate strategy involves a
number of businesses.
Jeae Y ¢pa 1300 D all A 3N Lm0 i) Cpanali Ladic AS pdd) Adddae Judad aadiiny
,» Managers can manage this portfolio of businesses using a corporate portfolio matrix, such as
the BCG matrix .(developed by the Boston consulting Group)
ul:u.uyé.:)m\.@_\‘)}k&m BCG:&A)S..AAJ.\A ¢ uﬁ)ﬂ\ms\ﬁ)wehﬁuhdmy‘ ww\ 0da 5yl u;):m.dlu&u
3y iy
» BCG matrix — a strategy tool that guides resource allocation decisions on the basis of market
share and growth rate of SBUs. (2*2 matrix).business unit is evaluated using a SWOT analysis.
4 ghiaa) Juae W15l Claay sai Jara s (3 gl duan (ol e 5 ) sl (anads @il ) 8 4a 55 daad) jin) 313 BCG - 48 giuaa
SWOT s aladinly Jlae Y1 3as 5 anii oy (2 * 2
@) 130 &S jla B 2 Jild (e AR agl) Aol g 3 pua sla

i) ciladle
asall Star 3 *' Question mark
© o
o <
§5 O
)
£4
@ ;
E @)
S =
=
2
() O o
=
_3» D L Y Cash cow Dog <!
% = High Low (aiiia

4yl (39l s Relative market share
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., Four Categories <l g i
1. Dogs: should be sold off or liquidated Lgibaai ol g any 1Y)
2. Cash Cows: 4uadil) &)
o mangers should “milk” cash cows for as much as they can

Osradaive Lo iy 1385 HEY) "Cla" oy padl e aay
o limit any new investment in them Led 2aa il (g1 jeas

o use the large amounts of cash to invest in stars and questions marks with a strong potential to
improve market share
Gmal) L Lgian Cppuatl &y i) CISY) 13 algdiud) cladie g agadl) 8 HLaiindl 5 5 Apsill Alsall aladiiad
3. Stars: will develop into cash cows as markets mature and sales growth slow
Clagall gad s g ) sul) £ 92 e Aais il ) sl za ol
4. Question Marks: some will be sold off and others strategically encouraged into stars
psail) Jisad e Uadi) i AV Gandll aaandd s gAY pandl £ Ls algiia) cladle

BCG Matrix of Apple-EXAMPLE

Apple TV makes a bit of money, but it’s not reaching its
true potential.

AaAal) gL ) Jua ¥ LS ¢ Jual (e B8 Apple TV i3

Competitive Strategies Aswaliill ciluad) i)
» Competitive strategy — an organizational strategy for how an organization will compete in its
business(es).

llael b dadaiall (i A8 dpaati Apai) jind - ApedUil) duausi) i)

» Strategic Business Unit (SBU) — the single independent businesses of an organization that
formulate their own competitive strategies.
Aalal) Apndlinl) L) ia) £ s Lo dadiial 400 3l il Jlec ) (SBU) - 4l i) Jas ¥ 83 g

,» Competitive advantage — what sets an organization apart; its distinctive edge.
B maal) Glialgd)f dfbla ¢ akaiall aay Lo - Agadlisl) 5 jual)

» Quality as a Competitive Advantage Al 3 3008 30 gall
., Design Thinking as a Competitive Advantage Al 5 eS capanatll Sl
,, Social media elaia¥) deal gl Jilu g
Sustaining Competitive Advantage Ladlin) 3 jual) o Jalial)
» step 1 Core competencies Al clpldst) 4 5 ghadl)
, Step 2 gain sustainable competitive advantage Lol ia Apuidlis B jpa ileaiS) ¢ 2 3 ghadl)
,» Step3value Aol (4B 5 gladl
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Five Forces Model- Michael porter s JSite = (uadl) (5 58 723 gad
Porters five forces model determine industry attractiveness and profitability:
a9 deliall 4uila Porters Five (rladdl (s 8l 7 gal daay

1. Threat of new entrants. How likely is it those new competitors will come into the industry?
fhcluall ) aoa cpudlic Jgdo Lllaia) sae Lo daad) (uad) gl aags
Such as capital requirement, no brand loyalty, low government regulation.
oaddie e sSa adaii ¢ 4y jladll Aadtall oY 5 2 5m g ae ¢ Jlal (ul ) e Jie
2. Threat of substitutes. How likely is it that other industries’ products can be substituted for our
industry’s products?
fliic lia Clatiay 5 AY) cilelicall claiia Jlasin) Adldial gae Lo i) (ra 2agdl)
3. Bargaining power of buyers. How much bargaining power do buyers (customers) have?
(L) s yidial) Loy ety ) dnia i) 350800 laie Lo siiuall duia gldt) 3 i)
4. Bargaining power of suppliers. How much bargaining power do suppliers have?
€050 sall Lo iy ) A laill 508 lata La ¢y g gall dpua gliil) 3 )adl)
5. Current rivalry. How intense is the rivalry among current industry competitors?
fdeliall 3 Cpllad) Gandlial) (i) sas (50 Lo Cpaudliall (Aad) (publisl)

Strategic flexibility — the ability to recognize major external changes, to quickly commit resources, and
to recognize when a strategic decision was a mistake.
058 Ladie ol ie W15 ¢ 3 ) sall o paall Ganadiill 5 ¢ A 1 R Al Slpuraliile Cojedll e 5 5080 - dal 5u) 43 g sall
Uad ol iyl
Choosing a Competitive Strategy 4sdlii ) jiul JLsa)
=  Cost leadership strategy — when an organization competes on the basis of having the lowest costs
(costs or expenses, not prices) in itsiindustry. (customer are sensitive price change)
(D) Gl s ¢ i) of Callsall) CadlSllgibleanl o) Gl e dadaiall (bl Lavie - ARISEH $0L8 Al i)
(o) ol el (55 31) gielia

= Differentiation strategy — a company that competes by offering unique products that are widely
valued by customers. (customer loyalty) such as high quality, superior services, innovative design
...(customer are not sensitive )
(oW Shad) £ 5) gl 5 (3L (e ¢ Dhanll Lo 53y By b clatia asai (DA (e (sl A8 55 - el i)
(Gl udd ¢ 933Y) .. Siall ananail) g ARIAN Ciladdd) g ddlal) 33 92d) Jia

=  Focus strategy — involves a cost advantage (cost focus) or a differentiation advantage
(differentiation focus) in a narrow segment or niche.
e S g Gada g5 G (el e S ) el 8 3pa ) (AASE e 58 Sall) AN o Ganss - 58 A s
= Stuck in the middle — when costs are too high to compete with the low-cost leader or when its
products and services aren’t differentiated enough to compete with the differentiator.
Leilatia (685 Y Leie ) A8 miaia ) 1 AS 80 ddlia (S0 Y Cumy 13a Aaidi e IS ()55 Ladic - Cualiial) 8 (3lls
) Jalall e Gudliil] S5 Loy Adling Lgilara 5

Functional Strategy 4l sl ) jiuy)
Functional Strategy — the strategies used by an organization’s various functional departments
to support the competitive strategy.

AudUl) Aol i) Aol duw sall ddliaall 4piks o) ol )Y O e Aediieall Ciladl i) - Al of) Aol iuy)
For example: marketing dept. new sales plan Or HR Training

Ayl ) sall oy gl Baaa Cilagia Al | (g geutl) anid 1V Ji o
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Strategic leadership — the ability to anticipate, envision, maintain flexibility, think strategically, and work
with others in the organization to initiate changes that will create a viable and valuable future for the
organization.
akaiall 5 AV e Jaall s ¢ ol i) Sl g ¢ A gall e Jaliallg o gaailly ¢ qdsil) e b0l - Lyl ) LAl
A gall L 5 (Gdaill SUE Sliue (gladn Al <l jusdll el
flexibility — the ability to recognize major external changes, to quickly commit resources, and to
recognize when a strategic decision was a mistake.

el i) 1A S Laxie Gl yie W s ¢ Aoy 3 ) gall ol 3015 ¢ A N A AN @l puadll e Cajadll e 5 508 - A5 g jal)

END OF CHAPTER 9
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