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CHAPTER ONE
((Management Schools and Organizational Structures))
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‘ The Classical Management Theories

Scientific Management Theory

Scientific Management Theory is a management approach formulated by Frederick W. Taylor and others between
1890 and 1930, that sought to deter mine scientifically the best methods for performing any task, and for selecting,
training, and motivating workers. Scientific management theory arises in part from the need to increase

productivity.
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Frederick (1856-1915) based his management system on production — line time studies. Instead of relying on
traditional work methods, he analyzed and timed steel workers' movements on a series of jobs.
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Taylor thereby established how much workers should be able to do with the equipment and materials at hand.

Taylor called his plan the differential rate system. He believed that workers who met the higher standards need not

fear layoffs because their companies benefited from their higher productivity. Taylor's compensation system
involves the payment of higher wages to more efficient workers.
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Taylor rested his philosophy on four basic principles:

1. The development of atrue science of management, so that the best method for performing each task could be determined.

2. The scientific selection of workers, so that each worker would be given responsibility for the task for which he

or she was best suited.

3. The scientific education and development of the worker.
4. Intimate-friendly cooper ation between management and labor.
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Taylor believed that management and labor had a common interest in increasing productivity. The modern
assembly line pours out finished products faster than Taylor could ever have imagined. This production "miracle"
is just one legacy of scientific management. Scientific management was limited by its underlying assumptions
about human beings.
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Henri Fayol (1841-1925) is generally hailed as the founder of the classical management school-not because he
was the first to investigate managerial behavior, but because he was the first to systematize it. Fayol believed that
sound management practice falls into certain patterns that can be identified and analyzed. From this basic insight,
he drew up ablueprint for a cohesive doctrine of management.
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Taylor was basically concerned with organizationa functions; however, Fayol was interested in the total organization.
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Max Weber (1864-1920) developed a theory of bureaucratic management that stressed the need for a strictly
defined hierarchy governed by clearly defined regulations and lines of authority. For Weber, the ideal
organization was a bureaucracy whose activities and objectives were rationally thought out and whose of |abor

were explicitly spelled out. Weber also believed that technical competence should be emphasized and that
performance evaluations should be made entirely on the basis of merit.
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Today we often think of bureaucracies as vast and impersonal organizations that put impersonal efficiency ahead of
human needs. We should be careful. Though, not to apply our negative connotations of the word bureaucracy to

the term as Weber used it. Weber sought to improve the performance of socially important organizations by making
their operations predictable and productive.
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Follett (1868-1933) was convinced that no one could become a whole person except as a member of a group. Thus
she took for granted Taylor’s assertion that labor and management shared a common purpose as members of the

same organization, but she believed that the artificial distinction between managers (order givers) and
subordinates (order takers) obscur ed this mutual partner ship.
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‘ The Behavioral School

The behaviora school emerged because classical approach did not achieve sufficient production efficiency and
workplace harmony. To manager’ s frustration, people did not dways follow predicted and expected patterns of behavior.
Thus there was increased interest in helping managers deal more effectively with the "people side” of their organizations.
Severd theoriststried to strengthen classica organization theory with the insights of sociology and psychology.
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The Human Relations M ovement

Human relations are frequently used as a general term to describe the ways in which managers inter act with their

subordinates. When "employee management” stimulates more and better work, the organization has effective
human relations; when morale and efficiency deteriorate, its human relations are said to be ineffective.
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The human relations movement grew out of a famous series of studies conducted at the Western Electric Company

from 1924 to 1933. These eventually became known as the "Hawthorne Studies’ because many of them were
performed at Western Electric’'s Hawthorne plant near Chicago.
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Hawthorne effect is the possibility that workers who receive special attention will perform better simply because
they received that attention: one inter pretation of studies by Elton Mayo and his colleagues.
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Mayo and his colleagues pioneered the use of the scientific method in their studies of people in the work
environment. Later researchers, more rigorously trained in social sciences (Psychology, sociology, and

Anthropology), used more sophisticated research methods and became known as "behavioral scientists' rather
than "human relations theorists."
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‘ The Quantitative School

OPERATIONS RESEARCH (OR) AND MANAGEMENT SCIENCE
At the beginning of World war Il. Great Britain desperately needed to solve a number of new and Complex
problemsin warfare. With their survival at stake, the British formed the first operations research (OR) teams.
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When the war was over, the applicability of OR to problems in industry gradually became apparent since new
industrial technologies were being put into use and transportation and communication were becoming more
complicated. These developments brought with them a host of problems that could not be solved easily by
conventional means. Increasingly, OR specialists were caled on to help managers come up with answers to these

new problems. With the development of high powered computers, OR procedures were formalized into what is
called the "management science school”.
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CHAPTER THREE
((Strategic management))
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‘ Strategic management

Strategic management is a field that deals with the major intended and emer gent initiatives taken by general managers on
behalf of owners, involving utilization of resources, to enhance the performance of firms in their external environments.

S 3 g o g0 ,

il )5 e o golaidl slaolly o ,Sles &)l Cuz o ailive 51 (6510 390 J Jolis (S50l o) 20,5 o0

It entails specifying the organization's mission, vision and objectives, developing policies and plans, often in
terms of projects and programs, which are designed to achieve these objectives, and then allocating resources to
implement the policies and plans, projects and programs.
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A balanced score card is often used to evaluate the overall performance of the business and its progress towards
objectives. Recent studies and leading management theorists have advocated that strategy needs to start with
stakeholder s expectations and use a modified balanced score card which includes all stakeholders.
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Strategic management is a level of managerial activity under setting goals and over Tactics. Strategic management
provides overall direction to the enterprise and is closely related to the field of Organization Studies.
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In the field of business administration it is useful to talk about "strategic alignment" between the organization and

its environment or "strategic consistency." According to Arieu (2007), "there is strategic consistency when the

actions of an organization are consistent with the expectations of management, and these in turn are with the

market and the context." Strategic management includes not only the management team but can also include the
Board of Directors and other stakeholders of the organization. It depends on the organizational structure.
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Strategic management is an ongoing process that evaluates and controls the business and the industries in which
the company is involved; assesses its competitors and sets goals and strategies to meet all existing and potential

competitors; and then reassesses each strategy annually or quarterly [i.e. regularly] to determine how it has
been implemented and whether it has succeeded or needs replacement by a new strategy to meet changed
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circumstances, new technology, new competitors, a new economic environment., or a new social, financial, or
political environment.
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‘ Conceptsand Approaches of Strategic Management

Strategic management can depend upon the size of an organization, and the proclivity to change of its business
environment. These points are highlighted below:
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= As A global/transnational organization may employ a more structured strategic management model, due to its

size, scope of operations, and need to encompass stakeholder views and requirements.
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s An SME (Small and Medium Enterprise) may employ an entrepreneurial approach. This is due to its

compar atively smaller size and scope of operations, as well as possessing fewer resources. An SME's CEO (or
general top management) may simply outline a mission, and pursue all activities under that mission.
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‘ Strategy For mation

The initial task in strategic management is typically the compilation and dissemination of a mission statement.
Additionally, it specifies the scope of activities an organization wishes to undertake, coupled with the markets a

firm wishes to serve.
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Following the devising of a mission statement, a firm would then undertake an environmental scanning within the
purview of the statement.
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Strategic formation is a combination of main processes which are as follows:
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= Performing a situation analysis, self-evaluation and competitor analysis: both internal and external; both micro-
environmental and macro-environmental.
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= Concurrent with this assessment, objectives are set. These objectives should be parallel to a time-line; some are
in the short-term and others on the long-term. This involves crafting vision statements (long term view of a
possible future), mission statements (the role that the organization gives itself in society), overall corporate
objectives (both financial and strategic), strategic business unit objectives (both financial and strategic), and
tactical objectives.
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‘ Strategy Evaluation and Choice

An environmental scan will highlight all pertinent aspects that affect an organization, whether external or
sector/industry-based. Such an occurrence will also uncover areas to capitalize on, in addition to areas in which
expansion may be unwise.
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These options, once identified, have to be vetted and screened by an organization. In addition to ascertaining the
suitability, feasibility and acceptability of an option, the actual modes of progress have to be determined.
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The basis of competition relates to how an organization will produce its product offerings, together with the basis
as to how it will act within a market structure, and relative to its competitors. Some of these options encompass:
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= A differentiation approach, in which a multitude of market segments are served on a massscale.
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In a differentiation strategy a firm seeks to be unique in its industry along some dimensions that are widely valued

by buyers. It selects one or more attributes that many buyers in an industry perceive as important, and uniquely
positions it to meet those needs. It is rewarded for its uniqueness with a premium price.
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= A cost-based approach, which often concerns economy pricing. In cost leadership, a firm sets out to become the low
cost producer in its industry. The sources of cost advantage are varied and depend on the structure of the industry.
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They may include the pursuit of economies of scale, proprietary technology, preferential access to raw

materials and other factors. A low cost producer must find and exploit all sources of cost advantage. If a firm can

achieve and sustain overall cost leadership, then it will be an above average performer in its industry, provided it
can command prices at or near the industry average.
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A focus (or niche) approach. In this paradigm, an organization would produce items for a niche market. The

generic strategy of focus rests on the choice of a narrow competitive scope within an industry. The focuser selects
a segment or group of segments in the industry and tailors its strategy to serving them to the exclusion of others.
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‘ Strategic implementation and control

Once a strategy has been identified, it must then be put into practice. This may involve organizing, resourcing and
utilizing change management procedur es:
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Organizing

Organizing relates to how an organizational design of a company can fit with a chosen strategy. This concerns the
nature of reporting relationships, spans of control, and any strategic business units (SBUs) that require to be
formed. Typically, an SBU will be created (which often has some degree of autonomous decision-making) if it
exists in a market with unique conditions, or has/requires unique strategic capabilities (, i.e. the skills needed for the

running and competition of the SBU are different).
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Resourcing
Resourcing is literally the resources required to put the strategy into practice, ranging from human resources, to
capital equipments, and to ICT-based implements.
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Change management
In the process of implementing strategic plans, an organization must be wary of forces that may legitimately seek to
obstruct such changes. It is important then that effectual change management practices are instituted. These encompass:
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= The appointment of a change agent, as an individual who would champion the changes and seek to reassure and
allay any fears arising.
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m Ascertaining the causes of the resistance to organizational change (whether from employees, perceived loss of job
security, etc.)
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m Via change agent, slowly limiting the negative effects that a change may uncover.
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‘ The Strategy Hierarchy

In most (large) corporations there are several levels of management. Corporate strategy is the highest of these levels in
the sense that it is the broadest — applying to all parts of the firm — while also incorporating the longest time horizon.
It gives direction to corporate values, corporate culture, corporate goals, and corporate missions. Under this broad
corporate strategy there are typically business-level competitive strategies and functional unit strategies.
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Corporate strategy refers to the overarching strategy of the diversified firm. Such a corporate strategy answers
the questions of "which businesses should we be in?" and "how does being in these businesses create synergy
and/or add to the competitive advantage of the corporation as a whole?". Business strategy refers to the
aggregated strategies of single business firm or a strategic business unit (SBU) in a diversified corporation.
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According to Michael Porter, a firm must formulate a business strategy that incorporates either cost
leadership, differentiation, or focusto achieve a sustainable competitive advantage and long-term success.
Alternatively, according to Kim and Mauborgne, an organization can achieve high growth and profits by creating
aBlue Ocean Strategy that breaks the previous value-cost trade off by simultaneously pursuing both
differentiation and low cost.
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Functional strategiesinclude marketing strategies, new product development strategies, human resource
strategies, financial strategies, legal strategies, supply chain strategies, and information technology management
strategies. The emphasis is on short and medium term plans and is limited to the domain of each department’s
functional responsibility. Each functional department attempts to do its part in meeting overall corporate objectives,
and hence to some extent their strategies are derived from broader corporate strategies.
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Many companies feel that a functional organizational structure is not an efficient way to organize activities so they
have reengineered according to processes or SBUs.
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A drategic business unit is a semi-autonomous unit that is usually responsible for its own budgeting, new product
decisions, hiring decisions, and price setting. An SBU is treated as an internal profit centre by corporate headquarters.
A technology strategy, for example, although it is focused on technology as a means of achieving an organization's

overall objective(s), may include dimensions that are beyond the scope of a single business unit, engineering
organization or IT department.
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An additional level of strategy called operational strategy was encouraged by Peter Drucker in his theory

of management by objectives (MBO). It is very narrow in focus and deals with day-to-day operational activities
such as scheduling criteria. It must operate within a budget but is not at liberty to adjust or create that budget.
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Operational level strategies are informed by business level strategies which, in turn, are informed by corporate
level strategies.
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‘ Vocabulary

Acceptability: ableto be agreed on o9 Ry BB guito

72 Example: The electoral arrangements must be acceptable to the people.
2Bl Gy BB e e sl b Ll el

Adjust: adapt or become used to a new situation RO | P VR S g PR SE IR S g L W)
2. Example: His eyes had adjusted to semi-darkness advocated. Dg00,5 5l ( Sob des LIy Liogs slapie
Aggregate: awholeformed by combining several separ ate elements plesl (o ,5 slesl
2. Example: The council was an aggregate of three regional assemblies. D¢ slailaie gaze duw 5l aléol e
Alignment: a position of agreement or alliance ki (53] o
2. Example: The uncertain nature of political alignments b ol bl el
Allay: diminish 955 plyT (owlS (g3 s 3

2. Example: The report attempted to educate the public and allay fears.
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Annually: onceayear; every year Jlo p» a¥le
72 Example: The prize is awarded annually. D4 oo lael 4Vl 0l oy
Appointment: an act of assigning ajob or position to someone olasl
2. Example: His appointment as President oy Olgre a5l las!
Approach 859,
2. Example: Cost —based Approach Ay Ke 0,50,
Ascertain: Find (something) out for certain; make sure of TS E YL PURNIK R
7. Example: An attempt to ascertain the cause of the accident Golas S 50,5 ume (sl Lo
Attribute: feature & R chamas

2. Example: Flexibility and mobility are the key attributes of a army.
el 25 )1 S oS sla Sg 5l S o g (g pdySllasl

Autonomous: having the freedom to act independently Jno
2. Example: School governors are legally autonomous. it s S9i6 Llod 5l a0 gliel e
Balanced scorecard O3lgie (g jhetel &yl8
2. Example: Balanced score card has 4 dimension. ROWIIRVER S ORI G FC LY
Capitalize: provide (a company) with capital 0055 & 43lo
2. Example: A highly capitalized industry YU (5,38 oy b irio
Champion: vigorously support or defend the cause of 0 Slainy 9 Colos
72 Example: He championed the rights of the working class and the poor. 5,8 Sy L,as g SIS anl 548> 5l 4l
Circumstance: Situation Sy olasl ol

2. Example: We wanted to marry but circumstances didn’t permit command.
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CHAPTER FOUR
((Human Resour ces M anagement))

(it o g o>

I ntroduction to Human Resour ces M anagement

Human Resource Management (HRM, HR) is the management of an organization's employees. Human resource
management is sometimes referred to as a "soft" management skill, effective practice within an organization
requires a strategic focus to ensure that people resources can facilitate the achievement of organizational goals.
Effective human resource management also contains an element of risk management for an organization which, as

a minimum, ensures |egislative compliance.
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Fundamentally, human resource management is based on the assumption that employees are individuals with
varying goals and needs. Human resources should not be categorized with basic business resources (trucks, filing
cabinets, etc.).
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Practicing good human resource management (HRM) enables managers of an enterprise to expr ess their goals with

gpecificity, increasing worker comprehension of goals, and provide the necessary resources to promote successfully
accomplishment of said goals.
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HRM is seen by practitioners in the field as a more innovative view of workplace management than the
traditional approach. Its techniques force the managers of an enterprise to express their goals with specificity so
that they can be understood and undertaken by the workforce and to provide the resources needed for them to
successfully accomplish their assignments. As such, HRM techniques, when properly practiced, are expressive of
the goals and operating practices of the enterprise overall. HRM is also seen by many to have a key role in risk
reduction within organizations.
bj_wk;n d.._w))i- w 3)5.55) L &M 9[5‘}20 w].n.\.a (_g|).> ).94.")5‘94 -)}S.:5) ‘9.»& L ad.u.o) u.:‘ 20 Vs Ja.wy LL-;)LMA.\‘ évL».a W)J..\o
Lol 5 00 5,8 IS 59y drsgd wiils oo Bl ] 45 550 4 i oo jgemme Lidlaml aseiie Bla sl |y Glojle o olpoe (bbb KaSs
4 aS Sloj o e glusl mlio o pae G SSSS cewd 5 pl 4051 pal 3 lids Wy seleiise plosl cuz o 1) lanl gl 5o )50 aolie 5 igd

i ol juliw jo Sleladl ploxl § Blaal 51 Sl wigds oo 1z (s yo



S oo (i by 5 (gl 415 5 4y St g sl ko 101 @

Synonyms such as personnel management are often used in a more restricted sense to describe activities that are
necessary in the recruiting of a workforce, providing its members with payroll and benefits, and administrating
their work life needs. Torrington and Hall (1987) define personnel management as being:
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a series of activities which: first enable working people and their employing organizations to agree about the
objectives and nature of their working relationship and, secondly, ensures that the agreement is fulfilled.
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While Miller (1987) suggests that HRM relates to:
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... those decisions and actions which concern the management of employees at all levels in the business and which
arerelated to the implementation of strategies directed towards creating and sustaining competitive advantage.
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Human resource management is sometimes referred to as:

Organizational management Personnel administration Manpower management
Human capital management Industrial management
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Research in the area of HRM has much to contribute to the organizational practice of HRM. For the last 20 years,
empirical work has paid particular attention to the link between the practice of HRM and organizational
performance, evident in improved employee commitment, lower levels of absenteeism and turnover, higher levels

of skills and therefore higher productivity, enhanced quality and efficiency. This area of work is sometimes
referred to as 'Strategic HRM' or SHRM (not to be confused with the Society for Human Resource Management).
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Within SHRM three strands of work can be observed: Best practice, Best Fit and the Resource Based View (RBV).
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The notion of best practice — sometimes called 'high commitment' HRM — proposes that the adoption of certain
best practices in HRM will result in better organizational performance. Perhaps the most popular work in this area
is that of Pfeffer who argued that there were seven best practices for achieving competitive advantage through
people and 'building profits by putting people first'.
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These practices included: providing employment security, selective hiring, extensive training, sharing information,
self-managed teams, high pay based on company performance and the reduction of status differentials. However,

there is a huge number of studies which provide evidence of best practices, usually implemented in coherent
bundles, and therefore it is difficult to draw generalized conclusions about which is the 'best' way.
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Best fit, or the contingency approach to HRM, argues that HRM improves performance where there is a close
vertical fit between the HRM practices and the company's strategy. This link ensures close coherence between the
HR processes and policies and the external market or business strategy. There are a range of theories about the
nature of this vertical integration.
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The Resource Based View (RBV) focuses on the internal resources of the organization and how they contribute to

competitive advantage. The uniqueness of these resources is preferred to homogeneity and HRM has a central role
in developing human resources that are valuable, rare, and difficult to copy or substitute.
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Overall, the theory of HRM argues that the goal of human resource management is to help an organization to meet
strategic goals by attracting, and maintaining employees and also to manage them effectively. The key word here

perhaps is "fit", i.e. a HRM approach seeks to ensure a fit between the management of an organization's employees,
and the overall strategic direction of the company.
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The basic premise of the academic theory of HRM is that humans are not machines; therefore we need to have an
interdisciplinary examination of people in the workplace. Fields such as industrial psychology, industrial
engineering, sociology, economics, and critical theories( postmodernism, post-structuralism) play a major role.

One widely used schemeto describe the role of HRM, developed by Dave Ulrich, defines 4 fields for the HRM functions:
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= Strategic partner - Aligning HR and business strategy: ‘organizational diagnosis’

= Administration Expert - Reengineering organizational processes: ‘shared services’

= Employee champion - Listening and responding to employees: ‘providing resources to employees’
= Change Agent - Managing transformation and change: ‘ensuring capacity for change’.
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‘ HRM strategy

An HRM strategy pertains to the means as to how to implement the specific functions of Human Resource
Management. An organization's HRM function may possess recruitment and selection policies, disciplinary
procedures, reward/recognition policies, HR planning, or learning and development policies; however all of these
functional areas of HRM need to be aligned and correlated, in order to correspond with the overall business strategy.
An HRM strategy thus is an overall plan, concerning the implementation of specific HRM functional areas.
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An HRM strategy typically consists of the following factors:
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= "Best fit" and "best practice" — meaning that there is correlation between the HRM strategy and the overall
corporate strategy. As HRM as a field seeks to manage human resources in order to achieve properly organizational

goals, an organization's HRM strategy seeks to accomplish such management by aligning a firm's personnel needs
with the goals/objectives of the organization.
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m Close cooperation (at least in theory) between HR and the top/senior management, in the development of the

corporate strategy. Theoretically, a senior HR representative should be present when an organization's objectives

are devised. The personnel's proper management is vital in the firm being successful. Thus, HR can be seen as one
of the critical departments within the functional area of an organization.
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= Continual monitoring of the strategy, via employee feedback, surveys, etc. The implementation of an HR

strategy is not always required, and may depend on a number of factors, namely the size of the firm, the
organizational culture within the firm or the industry that the firm operates in and also the people in the firm.

A5 Sl (S g s s 9,90 Adoren o Sludl milie 5]l (g5lwosly 0 pf g Giulew (ylaie IS 5,55 5L oy 5l ol il podune s m
Craizads 5 aS o odlad ] 0 58 A o b Sl S350 Slejle Sae )8 S L ol (Sl (ylgie ar Jalse 5l ol SO 4 anal

Dl atsly w8 s T ol
An HRM strategy can be divided, in general, into two facets — the people strategy and the HR functional strategy.
The people strategy pertains to the point listed in the first paragraph, namely the careful correlation of HRM

policies/actions to attain the goals laid down in the corporate strategy. The HR functional strategy relates to the
policies employed within the HR functional area itself, to ensure its own departmental goals are met.
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‘ Types of Power in HRM

Several types of power can influence the outcome of a negotiation. We emphasize the word “can,” because if you
have power but don’t use it, so, the power adds no value to the negotiation.
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= Position. Some measure of power is conferred on the basis of one’s formal position in an organization. For
example, a marketing manager can influence the decisions that affect the marketing department. However, the
marketing manager has little power to influence the decisions that affect the finance department.
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= Knowledge or expertise. People who have knowledge or expertise can wield tremendous power. Of course,
knowledge in itself is not powerful. It is the use of knowledge and expertise that confers power. Thus, you could be
an incredibly bright person and still be powerless.
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» Character or ethics. The more trustworthy individuals have the more power they have in negotiations. The big
issue here is whether they do what they say they are going to do—even when they no longer feel like doing it.
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= Rewards. People who are able to bestow rewards or perceived rewards hold power. Supervisors, with their ability

to give raises, hold power over employees. Money can have power. But money, like anything else, holds very little
power if it is not distributed.
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m Punishment. Those who have the ability to create a negative outcome for a counterpart have the power of
punishment. Managers who have the authority to reprimand and fire employees hold this type of power.
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s Gender. Dealing with someone of the opposite sex can confer power. We have videotaped many negotiation case
studies in which the turning point came when a woman casually touched a man’s hand.
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= Powerlessness. In some instances, giving up all power can be very powerful. If a kKidnapper threatens a hostage,

the hostage may just challenge the kidnapper to go ahead and kill him. At the point that the hostage gives up power,
or control over his own death, the kidnapper actually loses power.
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m Charisma or personal power. When we ask participants in our seminars for examples of leaders who have
had charisma or personal power, invariably the names of Gandhi and Imam Khomeini come up. When we ask,
“What do all two of these leaders have in common?” participants usually respond, “Passion and confidence in
what they believe in.”
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m Lack of interest or desire. In negotiations, as in many other areas of life, the side with the least interest in what is
being negotiated holds the most power.
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m Craziness. This may sound funny, but bizarre or irrational behavior can confer a tremendous amount of power.

Every organization has someone who blows up or behaves irrationally when confronted with problems. Those who

have been exposed to this type of behavior tend to avoid such individuals. As a result, these individuals are not

given many tasks to accomplish because others are afraid to ask them.
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‘ Concept of Job Design

Job design specifies the content of job and methods of doing the job. It is the process of determining specific tasks
to be included in a job and the methods of performing those tasks.
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According to DeCenzo and Robbins: Job design is the way in which job tasks are organized into a unit of work.
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According to Byars and Rue: Job design is the process of structuring work and designing the specific work

activities of an individual or group of individuals to achieve certain organizational objectives.
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M ethods of Job Design
Classical method (Scientific Management Methods): It consists of the following methods:

o Work simplification Method
o Job Rotation Method
o Job Enlargement Method
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Socio-Technical Method
Behavioral Method: It consists of the following methods:
Job Characteristics Method
o Job Enrichment Method
o Autonomous Teams Method
o Modified work Schedules Method
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Classical Method of Job Design (Scientific Management M ethods)
It is based on specialization. Standar dization and Simplification are used in job design to insure specialization.
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CHAPTER SIX
((Operations and Production M anagement))
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Introduction to Operations and Production Management

Operations and Production Management is the process, which combines and Transforms various Resources
used in the production and operations subsystem of the organization into value Added product / services in a

controlled manner.
Oldos g ud gi Ly e ) Slaoio )

Sloos 9 Yl_f 9 OO; %AS)J ‘) ul.a)l_w uL».l.o.C 9 -A.Ja.v LSC)B L.SLQ]’V"""“'""” )O oolazw! 0)9.41 MM b’Luo aS Cewl L;.\....ijs u.\.Jy 9 s.)L».LoI— w).n.\.n
S (oo oo el S (SBg) ) 03938 (331 sl

Therefore, It is that part of an organization, which is concerned with the transformation of arange of Inputsinto
the required (product / services) having the Requisite quality level.
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Production and production management:

Production is defined as "the step — by — step conversion of one form of material into another form through
chemical or mechanical process to create or enhance the utility of the product to the user ".Thus production is a
process by which goods and services are created. Production isaValue Addition process.
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Production Management is a process of planning, organizing, directing and controlling the activities of production

Function. Production Management deals with decision making related to production processes so that the resulting
goods or services are produced accor ding to specifications in minimum cost.
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The objective of the production management is “to produce goods / services of right Quality and Quantity at the

right time and right manufacturing cost”
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Operations:

An operation is defined in terms of the mission it serves for the organization, technology it employs and the human
and Managerial processes it involves. Operations in an organization can be categorized into manufacturing
operations and service operations. Manufacturing operations is a conversion process that includes a tangible
output, But service operationsis a conversion process that includes an intangible output.
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The abjective of operations Management can be categorized into customer service and Resource utilization.
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Scope of production and Oper ations M anagement:
Production and Operations Management is to provide the desired utilities to customer and effectiveness and
efficiency for organization.
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The scope of operations and production Management ranges a cross the organization. It involves product and
service design, process selection, selection and management of technology, design of work systems, location
planning, Facilities planning, and Quality Improvement of the organization’s products or services.
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‘ Manufacturing Systems

There are five basic Manufacturing systems: Job shop, Batch, Repetitive, Continuous, and proj ect.
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Job shop:

A Job shop usually operates on a relative small scale. It is used when a low volume of high — variety goods or
services will be needed. processing is intermittent; work includes small Jobs. A Job shop comprises of general
purpose machines arranged into different department. Each Job demands unique technological requirement,
demands processing on machines in a certain sequence.
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Batch:
Batch processing is used when a moderate volume of goods / services is desired; it can handle a moderate
variety in products or services. The equipment need not be as flexible as in a Job shop, but Processing is still

intermittent. The skill level of workers doesn’t need to be as high asin a Job shop because there is less variety in
the Jobs being processed.
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Repetitive:

When higher volumes of more standardized goods or services are needed, repetitive processing is used. The
standardized output means only dight Flexibility of equipment is needed. Skill of workers is generally low. This
type of system is sometimes referred to as "assembly”.
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Continuous:

When avery high volume of nondiscrete, highly standardized output is desired, a continuous system is used. These
systems have almost no variety in output and, hence, no need for equipment flexibility. Workers skill requirements
can range from low to high, depending on the complexity of the system and the expertise workers need. Generally,
if equipment is highly specialized, worker skills can be lower.
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Project:
A project is used for work that is non routine, with a unique set of objectives to be accomplished in alimited time
frame. Equipment flexibility and worker skill can range from low to high.
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The type of processes used by an organization influences a great many activities of the organization. These systems
are found in a wide range of manufacturing and service settings. The ideal is to have process capabilities match
product or service regquirements. Failure to do so can result in inefficiencies and higher costs than is necessary,
perhaps creating a disadvantage.
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Note that Job variety, process flexibility, and unit cost are highest for a job shop and get progressively lower
moving from job shop to continuous processing. Conversely, volume of output is lowest for a job shop and gets
progressively higher moving from job shop to continuous processing.
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‘ L ocation

Existing organizations may need to make Location decision for a variety of reasons. Firms such as banks,
supermarkets, and retail stores view Locations as part of marketing strategy and the look for locations that will

help them to expand their markets.
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Location Decisions are closely tied to an organization strategies. For example, a strategy of being a low - cost
producer might result in locating where labor or material costs are low, or locating near markets or raw materials to
reduce transportation costs. A strategy of increasing profits by increasing market share might result in locating
in high — traffic areas, and a strategy that emphasizes convenience for the customer might result in having many
locations where customers can transact their business or make pur chase.
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Profit — oriented organizations base their decisions on profit potential, whereas nonprofit organizations strive to

achieve a balance between cost and the level of customer service that provide. It would seem to follow that all
organizations attempt to identify the best location available.
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Location criteria can depend on where a business is in the supply chain, For instance, at the retail end of a chain,

site selection tends to focus more accessibility, consumer Demographics (population density, age distribution,
and average buyer income), traffic pattern, and local customs.
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Businesses at the beginning of a supply chain, if they are involved in supplying raw materials, are often located
near the sour ce of the raw materials.
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Businesses in the middle of the chain may locate near suppliers or near their markets, depending on a variety of
circumstances. For example, Business involved in storing and distributing goods often choose a central |ocation to
minimize distribution costs.
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Factorsthat affect location Decisions are:

Regional Factors (e.g.: Location of material and labor), community considerations (e.g.: Quality of life, Attitude
and Environmental regulations), and site (e.g.: Land and transportation)
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The way an organization appr oaches Location decisions often depends on its size and the nature or scope of its
operations. New or small organizations tend to adopt arather informal approach to location Decisions. New firms
typically locate in a certain area simply because the owner lives there. Large companies, particularly those that
already operate in more than one location, tend to take a more formal approach. More over, they usually consider a
wider range of geographic locations.
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Management
‘ Quality

Quality refers to the ability of a product or service to consistently meet or exceed customer requirement or
expectations. Different customers will have different requirements, so a working definition of quality is

customer_dependent.
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One way to think about Quality is the degree to which performance of a product or service meets customer
expectations. If performance measures and expectations are egual, the difference is zero, and expectations have
been met. If the difference is negative, expectations have not been met, whereas if the difference is positive,
performance has exceed customer expectations
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Customer expectations can be broken down into a number of dimensions that customers use to judge the quality of
aproduct or service. The dimensions used for goods are somewhat different from those used for services.
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Product Quality
Product Quality is often judged on eight dimension of quality:
1. Performance: main characteristics of the product or service.
2. Special Features. extra characteristics.
3. Conformance: how well a product or service corresponds to design specification?
4. Reliability: Consistency of performance
5. Durability: the useful life of the product or service
6. Perceived Quality: indirect evaluation of Quality. (e.g.: reputation)
7. Aesthetics: appearance, feel, smell, taste.
8. Serviceability: handling of complaints or repairs.
Notice that price is not adimension of Quality.
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Service Quality
The Dimensions of product Quality don't adequately describe service quality. Instead, service Quality is often
described using the following dimensions:
1. Convenience: the availability and accessibility of the Service.
2. Reliahility: the ability of perform a service dependably, consistently, and accur ately.
3. Responsiveness: the willingness of service providersto help Customersin unusual situations and to deal with
problems.
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4. Time: The speed with which service is delivered.

5. Assurance: The knowledge exhibited by personnel who come into Contact with a customer and their ability to
convey trust and confidence.

6. Courtesy: the way customers are treated by employees who come into Contact with them.

7. Tangibles: The physical appearance of facilities, equipment and Personnel.
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The degree to which a product or a service successfully satisfies its intended purpose has four primary
determinants. Design, how well the product or service conformsto the design, Ease of use, and service after delivery.
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The Costs of Quality:

Any Serious attempt to deal with Quality issues must take into account the Costs associated with Quality. Those
Costs Can be Classified into three Categories: appraisal, Prevention, and Failure.
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Appraisal Costs related to ingpection, testing, and other activities intended to uncover defective products or
Service, or to assure that there are none. They include the cost of inspectors, testing, test equipments, Labs, quality
audits, and field testing.
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Prevention Costs related to attempts to prevent defects from occurring. They include Costs such as planning and
administration systems, working with vendors, training, Quality Control Procedures, and extra attention in both
the design and production Phases to decrease the Probability of defective wor kmanship.
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Failure Costs are incurred by defective Parts or Products or by faulty services. Internal Failures are those
discovered during the Production Process. External failures are those discovered after delivery to the customer.
Internal and External failure costs represent Costs related to poor Quality, whereas appraisal and prevention Costs
represent investments for achieving good Quality.
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Total Quality Management (TQM):

The Term TQM refersto aquest for Quality in an organization. Three are there key philosophiesin this approach,
oneisanever-ending push to improve, which referred to as Continuous improvement.

The second is the involvement of everyone in the organization, and the third is a goal of customer satisfaction,
which means meeting or exceeding customer expectations. TQM expands the traditional view of Quality -Looking
only at the quality of the final products or services- to looking at the quality of every aspect of the process that
produces the product or service. TQM systems are intended to prevent poor quality from occurring.
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‘ Productivity

One of the primary responsibilities of a manager isto achieve “productive use” of an organization’s resources. The
Term Productivity is to describe this. Productivity is an index that measures output relative to the input used to
produce them productivity is defined as a measure of how well an operations system functions and indicator of the

efficiency and competitiveness of asingle firm or department.
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Itisusually expressed astheratio of output to input.
Productivity= output/input
Productivity ratios are used for planning workfor ce requirement, scheduling equipment, financial Analysis, and
other important tasks.
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Productivity has important implications for business organizations and for entire nations. For nonprofit

organizations, higher productivity means lower costs. For profit-based organization, productivity is an important
factor in deter mining how competitive acompany is.
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For a nation, the rate of productivity growth is a great importance. Productivity growth is the increase in
productivity from one period to the next relative to the productivity in the preceding period. Productivity growthis
a key factor in a country’s rate of inflation and the standard of living of its people productivity growth is a major

factor in the long period of sustained economic growth. Productivity increases value addition to the economy
while keeping inflation in check.
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CHAPTER SEVEN
((Public Administration))
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‘ Public Administration

Every Public administrator works within an organizational framework. The successful public administrator must
have a solid understanding of principles of organization and must realize that the structure of organization plays a
vital role that can not be over looked. The public Administrator who understands the broad implications of
organization will be better prepar ed to meet daily challenge of the job and contribute more to a public institution

and its constituents.
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Public administration like many human endeavor, is difficult to define. It covers such a vast amount of activity.
One can find a wide variety of definitions of public Administration, but the following are among the most serious
and influential efforts to define the field.
* Public Administration is the action part of government, the means by which the purposes and goals of
government are realized.
® Public Administration is mainly concerned with the means for implementing political values.
e Public Administration can be best identified with the executive branch of government.
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The process of public administration consist of the actions involved in effecting the intent or desire of a

government. It is thus the continuously active, business part of government, Concerned with carrying out the law,

as made by legislative bodies (or other authoritative agents) and interpreted by courts, through the process of
organization and management.
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Public administration differs from political science in its emphasis on bureaucr atic structure and behavior and its
methodologies, public administration differs from administrative science in the evaluative techniques used by
nonprofit organizations, and because profit seeking organizations are considerably less constrained in considering
the public interest in their decision - making structures and the behavior of their administrators.
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One obvious distinction between public and private administration is the idea that the goals of public

administration are grounded in politics and decision making processes that may affect an entire community of
citizens, whereas the goal of private management are founded on maximization of profit.

Sos 45 315 (6 S e sloan ] 8 g lacnlow ;0 adu, g Cu e Blasl 45 Coul oyl (! cogas 5 (HUgo Cu e Gl HJEBT pled

Dgls g0 0aplive dgu (63l ST (0 sogas o pae Bas aS b 50 0,0 S laig el gleda ! plas Ly ol

The private sector ultimately makes rational decisions based upon clear, concise and quantifiable statements found
in the sales ledger. The public sector deals with social intangibles such as health, welfare, and common defense.
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In the private sector. The term “management” commonly refers to those persons in line positions, whereas in the

public sector, the term “administration” refersto those in line functions. Line Personnel Command, have authority,
and are generalists. Staff personnel posses knowledge and skills, give advise, and are specialists.
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The public sector focuses upon social good, and the private sector emphasizes fiscal control.
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Recruitment and Socialization processes by both private management and public administration allow people to obtain
and maintain employment and to be promoted under a system that evaluates skills, knowledge, and expertise.
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The need for efficiency is paramount in both the public and private sector Hierarchical control, coordination,
planning, meritorious employees, and authority lines are emphasized in both public and private sectors.
9 4Ll (laie) 5 (53,400« SoBlod ¢ il po ddudis S 01 | ol 093 FYL (cogas (i3 )0 o0 g (9o i 0 e o5 4 5L
S9bisn 35T ogad ik 5 (ps i 99 5 o i byl
Public administration, often, differs in significant ways from private administration. These differences hinge
largely on the greater legal accountability of the former compared to the flexibility of the latter. Determining

which sector is the most efficient remains a complex question, subject not only to variances in products and
procedures but also to differences in purposes and processes.

50 90 Ca e (S9lB gafiwl p dimls lod S O jso ) glas ) el Gglite sogad Co e b pie dis iz 0 (Jed Co e
LQ‘\J 4 &9_@9.0 as ‘L)L"LS'A (;Ll ol J‘é.») s_i; ‘o)lo l) ‘5:‘)[5 UJW L}...7:) r:‘d.f ‘\Su.l‘ &J’“‘“"U ] @9}“9} S0 e 6)%_).:;9Ua.u| l; d.m.JLnA



S o e 4b 31 sl 15 5 4y i g (sl ko 233 @

‘ Vocabulary

Administrator: manager JUR™
2. Example: She works as a school administrator. IS o, A0 e Glgie 4 gl
Authoritative: showing that you expect peopleto obey and respect you. yizo = s e lo

72 Example: Legislative bodies are authoritative to enact for crimes.
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Authority: the power or right to do sth. & yad - L

2. Example: Iran has used its authority to restore peace in the middle East.
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Accountability: proposalsfor greater police accountability. & 5Swly

2. Example: There were furious demands for greater police accountability.
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Advise: inform 05 Oyl (30 55 Aol
72 Example: | would advise him to leave the company. QS S, a8 AT 8,8 el avogi gl 4 e
Branch: alocal office or shop/store belonging to a large company or organization a5 L — dundd

2. Example: In Iran, the president is part of the executive branch of the government.
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Bureaucratic: connected with a bureaucracy S5y
2. Example: The company was inefficient because it was highly bureaucratic. gy Sl Sy Ty 15 gy el 5L &5,
Coordination: the ability to control your movements well. STV

2. Example: Coordination between strategic planning and organization culture is necessary.
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Challenge: a new or difficult task that tests sb’s ability and skill oWl - oS Gl

2. Example: Finding a solution to this problem is a big challenge for scientists,
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Contribute: to be one of the causes of sth 30 (3055 8wl m (5055 S g (5, K0
2. Example: She contributes to several magazines. D10 6,5 g &S jLie aloe cpai> b gl
Constituent: on of the parts of sth that combine to form the whole kol £ 35 = onijlw
2. Example: look at the constituent parts of this sentence. DS oSS ale ol oaile sla oo 4
Carry out: do ools sl

2. Example: Managers do not carry out dangerous efforts for organization.
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Constrain: limit 0955 Sguxe

2. Example: The company's progress was constrained by a manager who refused to look forward.
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