
MGMT20001 - SAMPLE 
MANAGEMENT TYPES  

Organisational Behaviour: studies the impact of individuals, groups and structures on behaviour within 

organisations 

- FORMAL ORGANISATION: what you can see e.g. policies and procedures, job definitions  

- INFORMAL ORGANISATION: intangible e.g. friendships, informal leaders  

SCIENTIFIC MANAGEMENT  

- Devised by Frederick Winslow Taylor, has four principles: job design, human resource management, 

performance management, development of management profession 

- Explains how people should be managed at work for maximum efficiency  

- ENDURING LEGACY:   

1. The separation of Conception and Execution  

2. Standardisation of tasks; deskilling.  

3. The belief that managerial authority is based on scientific impartiality.  

4. Financial reward is the employee’s main motivator  

5. A “mechanistic” view of the organisation – people as interchangeable parts 

- BUT doesn’t recognise psychological and social aspects  

HUMAN RELATIONS  

- Devised by Elton Mayo to improve employee happiness by making work more involving and 

recognising social nature 

HAWTHORNE STUDIES  

- Impact of working environment on productivity  

Findings:  

1. work remains a group activity.  

2. will gravitate toward informal groups 

3. An informal group exercises a strong form of social control  

4. Managers should recognise the impact of these informal groups  

5. Organisations should seek to ensure a good “fit” between informal groups and formal work 

structures. 

ENDURING LEGACY  

- Quality of employees working life  

- Social aspects of work have major impact on person’s quality of working life  

- Often informal social networks do not align with formal organisational structures, which can lead to 

serious problems 

- Norms, values and social mores that influence behaviour  

- Corporate culture movement  

- The rise of teamwork as an attempt to improve quality of work life and align formal organisational 

structures with informal social structures. 

GROUP DYNAMICS, TEAMS  

Term  Definition  

Group two or more people acting interdependently to achieve a common objective 

Teams  formal groups intentionally created to achieve an objective set by the organisation itself 

Task Team focusses efforts on the job at hand  



Maintenance Team works on its own internal processes  

TUCKMAN’S FIVE STAGE  MODEL  

5 stage model useful for explaining team development over time 

Stage Description  

Forming Members get to know each other and seek to establish ground rules   

Storming Members come to resist control by group leaders and show hostility  

Norming  Members work together, developing close relationships and feelings of camaraderie 

Performing Group members work towards getting their jobs done  

Adjourning Groups disband, either after meeting their goals or because members leave 

GERSICK’S PUNCTUATED  EQUILIBRIUM MODEL  

Gersick criticised the five-stage model, and proposed that: there is a midpoint at which new behaviour and 

working relationships emerge, increasing performance  

DOWNSIDES TO TEAMWORK –  GROUPTHINK (IRVING JANIS)  

 Invulnerability – causing excessive optimism and encouraging risk-taking  

 Discounting warnings that might challenge assumptions  

 Unquestioned belief that the team is on the right track – members ignore consequences of their 

actions 

 Stereotyped view of outsiders (as enemies)  

 Pressure to conform for team-members who disagree 

 Shutting down ideas that deviate from apparent team consensus  

 Illusion of unanimity with regard to going along with the team  

 Mindguards – self-appointed members who shield the team from dissenting opinions  

SOCIAL LOAFING  

 Benign neglect (not self-interested or opportunistic)  

 Think everyone else is pulling (taking up the slack)  

 Can be demotivating for rest of the team  

FREE-RIDING 

Taking advantage of your teammates to reduce your effort without paying a financial penalty (self-interested, 

opportunistic, utility-maximising, guileful) 

 Deliberate/conscious – unlike social loafing  

 With collective work products, where it is difficult to measure individual’s marginal contribution to 

the team’s productivity  

 No incentive for individual team-members to maximise effort – as increase in their contribution may 

not be rewarded  

 Everyone in team decides it’s not worth working at full capacity  

DISTRIBUTED LEADERSHIP  

Barry (1991) developed concept of Distributed Leadership, suggesting that there are four types of leadership 

that must be exercised for a team to be successful 

Role  Description  

Envisioning Creating a strong vision of the purpose of the team that can easily be translated into a set 
of values (task & maintenance). 



Organising Providing structure through a focus on details, deadlines, and structures (task & 
maintenance). 

Spanning Networking, gathering information, championing the team in the rest of the organisation, 
dealing with outsiders, preventing the team from becoming isolated, etc.; importantly, the 
spanning leader may have to coordinate the team’s activities with the rest of the 
organisation (task & maintenance). 

Social Negotiation, conflict resolution, “surfacing” problems, confronting anti-social behaviour 
(maintenance). 

PERCEPTION, ATTRIBUTION AND DECISION MAKING  

Term Definition 

Perception the process of organising and interpreting sensory data to make sense of 
your position vis-à-vis the environment 

 Form basis for behaviour – cognitive and emotional responses  

 Social cognition – decisions and actions on relating to other people  
Limitations of perception: We recognise patterns → heuristic registered → 
reduces our ability to deal with complexity by relying on past-experience 

Theory of Mind conception of how other people thing – impacted by culture and experience 

Self-serving attribution   Attribute successes to internal factors, and failures to external factors 
Attribute successes of others to external factors and their failures to internal 
factors  

Confirmation bias We see what confirms our assumptions and suits our desired course of 
action 

Halo effect We assume that, if someone is good (bad) at one thing, they are good (bad) 
at everything 

Anchoring  the tendency to use the first piece of information we come across as the 
yardstick for subsequent experiences 

Availability  the tendency for people to base judgments on information that is readily 
available to them. 

Escalation of commitment  an increased commitment to a previous decision in spite of negative 
information 

Non-decision making  Often we rely on taken-for-granted conventions to make the decision for us 

ORGANISATIONAL IMPACTS OF BIASES 

 Recruitment and selection: interviews alone are poor predictor of performance, still rely heavily  

 Performance management: overestimate performance of above-average performers and 

underestimate performance of below average  

DOUBLE-CURSE  

Our lack of skill not only deprives us of the ability to improve on poor performance, but also deprives us of the 

ability to recognise our performance is poor in the first place 

BOUNDED RATIONALITY  

  



MICRO TOPICS - SAMPLE 
CONTRASTING MANAGEMENT APPROACHES  

Scientific 
Management  

 Specific job design – parts allocated to group members were specific and efficient  

 Performance management: subject to same grade  

 Division of labour based on expertise – what we were best at  

Human 
Resource 
Management 

 Informal groups within the small group created  

 Used informal groups as a means to distribute some of the workload – domestic 
students worked together on the final edit 

Criticism of 
theory 

 Organisations cannot function under solely one mgmt. approach  

 No guidance for conflict – people not replaceable  

 Aspects of both scientific and HR management – not under management as 
decisions made horizontally among peers (Distributive leadership) 

PERCEPTION, ATTRIBUTION AND DECISION-MAKING  

Anchoring  

 Believed that some members’ communication skills were not quality, and judging 
all other interactions with them based on their English communication 

 Some group members were shy – assumed to not make them present or speak in 
front of the class, or take many of the leadership positions in the team 

Halo effect 
 Leading to assuming that if their use of language wasn’t strong, then their research 

and ideas would also not be strong  

Availability 
 Only basing this judgement from my interaction with them, but not seeking to 

further understand them through additional conversations or research  

Confirmation 
bias 

 When editing the final piece, only working and editing the parts of the assignment 
that those I believed would perform more poorly in their writing – passed 
judgement on the readability of their writing, while not checking other group 
members’ work  

Escalation of 
commitment 

 Realising that the way the work was divided meant that there was duplication of 
some ideas, but instead of rewriting it, keeping it and continuing to edit it 

TEAMS AND LEADERSHIP 

Tuckman’s 
five stage 
model  

 Exchanging names, contact details  

 Establishing goals and norms through contract – goals: mark of 75 or above, 
availability expectations, roles within the team 

Gersick’s 
equilibrium 

 at midpoint – all members became more efficient in achieving their tasks 

Free-riding  only two members edited, wrote intro, exec summary, conclusion  

VALUES, ATTITUDES AND BEHAVIOURS 

Values   Through team contract – content-based and intensity-based values (not expressed) 

Conformity 
vs. 
compliance 

 Compliance (external coercion) vs. conformity (internal acceptance)  

 Compliance through deadlines, conformity through social facilitation to come in to 
university and work on individual parts  

Job 
satisfaction 

 Job satisfaction low initially when parts weren’t in, however improved as the team 
became more productive – links to values and outcomes  

CONFLICT AND NEGOTIATION 

Conflict   Varying degrees of interest in the subject and assignment 



Types of 
conflict 

 Task conflict – dividing up sections of the assignment  

 Process conflict – how people prefer to work  

 Relationship conflict – criticism – defensive and negative affect reciprocity 

Conflict 
process 

 Potential opposition through task conflict  

 Cognition when issues in referencing/overlap were discovered  

 Intentions: accommodating 

 Resolution: two people completed the task 

 Functional and dysfunctional: functional as maintained group cohesion, 
dysfunctional as no new ideas generated through conflict  

Bargaining 
negotiation 

 Two people taking on the work-load – short term focus on relationships  

MACRO TOPICS 
ENRON  

GENERAL NOTES  

Formation   Enron formed when two gas companies merged in 1985 

 Was a company built on the foundation of being comprised of the best and 
brightest 

 The need to be the best saw the downfall of the company in early 2000’s when top 
managers were convicted of fraud, conspiracy, money laundering and insider 
trading  

COMMUNICATION 

NOT A TOPIC ON THE EXAM 

Lack of 
transparency  

 Even though in reality Internorth was buying HNG, Kenneth Lay (working at 
HNG and later to become CEO of Enron) pitched it to his employees as a 
merger 

Downward 
communication 

 One-way communication – from top leaders to those at the bottom  

 Corrective feedback stifled  

 Email circulated to all employees by Ken Lay in 2000 on Enron’s Code of Ethics 
– link to ethics  

Transformational 
metaphor 

 “From the world’s leading energy company – to the world’s leading company’ 

 Mandate was to become more nimble, more flexible, more innovative – or else 

 Links to charismatic power of Lay, and the risk-taking culture  

CULTURE  

Beliefs, 
assumptions 

 ‘You cannot imagine how proud we all were to be there, and then of course 
we had a leader who imbued us with a sense of confidence, that if we were 
smart anything could be accomplished’ – Amanda Martin  

Practices & 
Behaviours 

 Work regimes of up to 80 hours a week were regarded as normal  

 Did not ask questions  

 ‘rank and yank’ – A’s were rewarded, B’s were encouraged, C’s were told to 
shape up or ship out  

o Cut-throat culture – lowest 15% often being yanked  
o “If I’m on the way to my boss’s office to talk about the 

compensation, and if I step on a guy’s throat, he doubles it, well I’d 
stomp on the guy’s throat’ 

o ‘Both arbitrary and subjective’ 

Communication 
patterns  

 Aggressive nicknames: Skilling as Darth Vader, Mark the Shark, traders as 
‘Storm Troopers’  



 Employees calling themselves ‘Enronians’  

 Top category known as ‘water walkers’ 

 Not ‘build consensus’, come to shore  

Observable 
symbols 

 Unofficial uniform – ‘clean cut yet outdoorsy look’ all wearing ‘the same blue 
shirt’ 

Integrationist  

 Using uniform culture to drive success when desired culture was arrogance, 
greed and competitiveness 

 Created an environment where employees were afraid to express their 
opinions or to question unethical and potentially illegal business practices.  

 Rank and yank system used by managers to reward blind loyalty and quash 
brewing dissent 

Recommendations 

 Better communication of values  

 Eliminating ranking system – reward team-work  

 Reinstate seniority-based salaries, use leadership as a tool to engineer more 
ethical culture – employ the right managers 

POWER & POLITICS  

First 
dimension 

 Authority power – Ken Lay becoming CEO, handpicking executives and gaining 
control of the board (deciding on location)  

 Referent power – Enron employees unquestioning faith in both charismatic leaders 

 Expert power – Skilling’s idea to start trading  

 Reward power – rank and yank used to reward blind loyalty and punish dissent – 
large bonuses/luxury holidays for top performers, underperforming employees to 
lose bonuses/be dismissed 

 Affiliation power - Spending over $1.9 million of Enron’s money on 700 candidates 
in support of deregulation of energy markets 

Second 
dimension/ 
managing 
process 

 Handpicked his executives (non-decision making), and gained control of the board 
to move it to Houston rather than Nebraska – sidelining resistance?  

 Prevented resistance through gruelling interview/recruitment process – if could 
survive the ‘emotionally intense’ process, would endure punishing workload 

 Hiring young people who wouldn’t question 

 Senior management team were autocratic – tight controls over information 
(preventing resistance)  

Third 
dimension 

 Used rhetoric and spectacles to create belief that enron employees were 
‘Enronians’ who were ‘best and brightest in the world’ 

 Used this to make employees believe that 80+ working hours/week were normal as 
“contributing to society” and “sacrificing their today in a hope of a better 
tomorrow” – made Enron’s work demands legitimate and necessary  

STRATEGY & STRUCTURE  

Planned 

 Deregulation of energy markets – lowers barriers for entry – potential for new 
competitors to enter the industry, gives more bargaining power from free market 
prices  

 Differentiator strategy – pioneering energy trading model and offering energy 
futures 

Strategy – 
prospector 

 Employees were rewarded for entrepreneurial and risk-taking behaviour  

 Through ‘Phantom Equity’ – EnronOnline  

 ‘Real assignment was simply to find ways to make money’ – Hamel  

Structure  

 Company was forged through the merging of Houston Natural Gas (HNG) and 
InterNorth of Omahain Nebraska  

 Multidivisional, between geographic, product lines, and functional roles (HR) 

 Potential duplication of functions – system of goals not effectively communicated 
(e.g. EnronOnline) 

LINKS TO OTHER TOPICS  


