
From individual to manager 
 

 

 
 

 
 

 

 

 

 

 
 
 
 
 
 

 

Since not-for-profit organisations do not focus on the sale of products or services, financial resources typically 
come from government appropriations, donations and grants. Managers focus on sales revenues by improving 
their products and services, but in not-for-profit organisations services are usually paid to non-paying clients. So, 
a major problem for many organisations is securing a consistent flow of funds to continue operating. Managers 
of not-for-profit organisations serve customers with limited resources, and focus on maintaining costs  

 
� Managers in small businesses often see their most important roles as being a spokesperson for the 

business and acting as an entrepreneur 
� Managers in not-for-profit organisations direct their efforts towards generating social impact rather 

than towards making money for the organisation. Not-for-profit organisations don’t have a conventional 
bottom line, so managers often struggle with what constitutes effectiveness 

 

Management 
Principle 

 

From   
 INDIVIDUAL 

identity 

To 
MANAGER 

identity 

  

Expert 
Performs specific 
tasks 
 
Gets things done 
through own 
productivity 
 
An individual actor 
rather than collective  
 
Undertakes tasks 
relatively 
independently  

Generalist  
Controls diverse 
tasks 
 
Gets things done 
through other people 
 
Builds 
interconnectivity  
 
Works 
independently 
 
Network builder 

Ten manager roles 
Managers at all levels perform 10 roles, 
grouped into informational roles, 
interpersonal roles and decisional roles 
then      
Informational 

- Monitor  
- Spokesperson 
- Disseminator  

 
Interpersonal  

- Figurehead 
- Leader 
- Liaison 

 
Decisional 

- Entrepreneur  
- Resource allocator 
- Negotiator 
- Disturbance handler 

 
 
 
 

MANAGING IN SMALL BUSINESS AND NOT-FOR-PROFIT ORGANISATIONS 

Traditional Approach                                    New Competencies 

FROM TRADITIONAL APPROACH TO NEW COMPETENCIES 



businesspeople of the day, and has recently been rediscovered by corporate America.  

TO SUMMARISE: A management perspective that emerged around the late nineteenth century that emphasised 
understanding human behaviour, needs and attitudes in the workplace.  

 

The human relations movement was based on the idea that truly effective control comes from within the 
individual worker rather than from strict, authoritarian control. This school of thought recognised and directly 
responded to social pressures for enlightened treatment of employees. The early work on industrial psychology 

and personnel selection received little attention because of the prominence of scientific management.  

Then a series of studies at a Chicago electric company changed all that, which came to be known as the 
Hawthorne studies (A series of experiments on worker productivity, begun in 1924 at the Hawthorne plant of 
Western Electric Company in Illinois, attributed employees’ increased output to managers’ better treatment of 
them during the study – shown below)  

 

 

 

 

 

 

 

 

TO SUMMARISE: A movement in management thinking and practice that emphasised satisfaction of employees’ 
basic needs as the key to increased worker productivity.  

The human relations movement initially espoused a ‘dairy farm’ view of management – contented cows give 
more milk, and so satisfied workers will give more work. Gradually, views with deeper content began to 

emerge. The human resources perspective maintained an interest in worker participation and considerate 
leadership but shifted the emphasis to consider the daily tasks that people perform. 

� The human resources perspective combines prescriptions for design of job tasks with theories of 
motivation 

� In the human resources view, jobs should be designed so that tasks are not perceived as dehumanising or 
demeaning but instead allow workers to use their full potential 

� Two of the best-known contributors to the human resources perspective were Abraham Maslow and 
Douglas McGregor 

� Douglas McGregor (1906–64) had become frustrated with the early simplistic human relations notions  

                                                                                      THE HUMAN RELATIONS MOVEMENT 

                                                                                    THE HUMAN RESOURCES PERSPECTIVE 



technology, the environment and international cultures. The organisational structure that is effective for an 
Internet company, such as Google, would not be successful for a large car manufacturer, such as Ford. A 
management-by-objectives (MBO) system that works well in a manufacturing organisation, in turn, might not be 
right for a school system. When managers learn to identify important patterns and characteristics of their 
organisations, they can fit solutions to those characteristics.  

 

 

 

 

 

 

TO SUMMARISE: An extension of the humanistic perspective in which the successful resolution of 
organisational problems is thought to depend on managers’ identification of key variables (or contingencies) in 
the situation at hand.  

The organisational environment comprises all the elements existing outside the organisation’s boundaries that 
have the potential to affect the organisation 

What does the environment involve? 
� Competitors 
� Resources 
� Technology 
� Economic conditions 

All which influence the organisation. It does not include events so far removed from the organisation that their 
impact is not perceived. The organisation’s external environment can be conceptualised further as having two 
components:  
� General environment 
� Task environment 

 
The general environment indirectly influences all organisations within an industry and includes five 

dimensions 
The task environment includes the sectors that conduct day-to-day 

 

 

 

Case view 
 
 
 
 
 

Universalist 
view  

Contingency view 
 

Organisational phenomena exist 
in logical patterns. Managers 

devise and apply similar 
responses to common types of 

problems  

           ‘Every situation is 
unique’ 

 
 
 
 
 

‘There is one best way’ 

TOPIC 3 THE ENVIRONMENT AND CORPORATE CULTURE 



Legal-political 
This is the dimension of the general environment that includes federal, state and local government regulations 

along with political activities designed to control organised behaviour/efforts 
Natural 

The natural environment involves all elements that occur naturally on Earth, including animals, minerals, 
vegetation and natural resources including water, air, biosphere and climate 

The task environment includes those sectors that have a direct working relationship with the organisation, 
among them customers, competitors, suppliers and the labour market and include: 

 
Customers                          Competitors                          Suppliers                          Labour Market 

 
Customers 

People that acquire goods or services from the organisation 
Competitors 

Other organisations in the same industry or nature of business that provide goods or services to the same 
customers 
Suppliers 

The people that provide the raw materials that the organisation needs to produce its output 
Labour Market 

The labour market represents the individuals available for hire by an organisation 
 

The organisation-environment relationship 
Organisations account for factors in the external environment because the environment creates uncertainty for 

the organisation’s management, who are responsible for responding to changes and unpredictability by 
designing and implementing methods and processes to allow the organisation to adapt to the environment and 

its influence. Two basic strategies for managing high environmental uncertainty are: 
� to adapt the organisation to changes in the environment 
� to influence the environment to make it more compatible with the needs of the organisation 

 
 
 
The external environment and uncertainty 
 

 
 
 
 
 
 
 
 
 
 

THE TASK ENVIRONMENT 

Low 
uncertainty 

High 
uncertainty 

Adapt to and 
influence 

environment 

High 

Low 

Rate of change 
in factors in 
environment 

Number of factors in organisation 
environment 

High 



Four stages of globalisation 
 

 Domestic International Multinational Global 
Strategic 

orientation 
Domestically 

orientated 
Export-orientated, 

multidomestic Multinational Global 

Stage of 
development 

Initial foreign 
involvement 

Competitive 
poisoning 

Explosion of 
international 
operations 

Global 

Cultural 
sensitivity Of little importance Very important Somewhat 

important Critically important 

Manager 
assumptions ‘One best way’ ‘Many good ways’ ‘The least-cost 

way’ ‘Many good ways’ 

 
 

When is an organisation considered to be a multinational corporation? 
There is no precise definition, however a multinational corporation (MNC) usually receives more than 25 per 

cent of its total sales revenues from operation outside of the country which it originally functioned 
 

Strategies for entering the international playing field 

 

 

 

 

 

 

 

 

 

 

 

 

Culture includes the shared knowledge, beliefs and values along with the common norms and modes of behaviour 
and ways of thinking, among members of the society of the nation in question. Cultural factors are more 
perplexing than political and economic factors in foreign countries, as they are often subjective and unique. 
Culture is intangible, pervasive and difficult to learn; however it is important that international businesses 
recognise the significance of local cultures to approach them respectfully and effectively.  
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LOW 

HIGH 

HIGH Cost to enter foreign operations 

Exporting 

Global 
outsourcing 

Licensing 

Franchising 

Joint 
venture 

Acquisition 

Greenfield 
venture 

SOCIOCULTURAL ENVIRONMENT 



Long-term orientation 
� This looks at how a culture values a longstanding traditions, cultures that have a high score show respect 

for tradition, older people get more admiration and education and training credentials are important. 
Cultures with a low score in this dimension believe more in equality, they’re more creative and expressive 

Indulgence 
� Indulgent cultures will tend to focus more on individual happiness and well being, leisure time is more 

important and there is greater freedom and personal control.  This is in contrast with restrained cultures 
where positive emotions are less freely expressed and happiness, freedom and leisure are not given the 
same importance 

� In indulgent cultures such as in the USA the expectation is that customer service representatives visibly 
demonstrate their ‘happiness’ with a smile and friendly demeanor. However, in more restrained cultures 
such as Russia or eastern European countries this would be considered inappropriate an unnatural 

 

Dimension Australia USA Sweden India China Saudi 
Arabia 

Power 
distance 

36 40 31 77 80 95 

Individualism 90 91 71 48 20 25 
Uncertainty 
avoidance 

51 46 29 40 30 80 

Masculinity 61 62 5 56 66 60 
Long-term 
orientation 

21 26 53 51 87 36 

Indulgence 71 68 78 26 24 52 
Source: The Hofstede Centre, 2016 

 
An example of what this model looks like: 

 
 
 
 

 
 
 
 
 

 
 
 

 
 
 

 
 
 
 
 
 

What you need to know and 
can actually observe                   Food  

            
            Environment 

          
  Language        Customs 

  
Rituals 

                                     Clothing 
Behaviour 

Roles                      Gender roles 
                 Social structure               Enculturation                     Tradition                

                                 Attitudes 
 

                                       Religion                               Morals      Status  
Values            Organisation             Rules                                                 

Institutions           
                                                              Government Collectivist / Individualist  

 

What you need 
to know but is 

less visible 
underlying 

values make 
sense of the 
observable 



� Companies that embrace sustainability measure performance in terms of financial performance, social 
performance and environmental performance, referred to as the triple bottom line 

 

One model suggests using several criteria including:  
- Economic responsibility 
- Legal responsibility  
- Ethical responsibility  
- Discretionary responsibility 

 
Criteria of corporate social performance 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 

 
Managing company ethics and social responsibility 

There are various ways managers can create an ethical climate including:  
- Ethical leadership  
- Codes of ethics  
- Ethical structures  
- Supporting whistle-blowers  

 
 

 
 
 
 

EVALUATING CORPORATE SOCIAL RESPONSIBILITY 

Economic responsibility 
• Be profitable • 

Legal responsibility  
• Obey the law • 

Ethical responsibility 
• Be ethical • Do what is right • Avoid harm 

Discretionary responsibility  
• Contribute to the community • 
• Be a good corporate citizen • 



Building an ethical organisation 
 

The Ethical Organisation 
 

 
 

 
 

 
 
 
 
 

 
 

 
Research at the St James Ethics Centre in Sydney has shown that the most pressing ethical issues facing 

executives in Australia are, in order of importance: 

 

 
 
 
 
 
 
The WHY of sustainable development  
Being seen as being sustainable is as important as being sustainable  
Guiding principles of a sustainable orientation:  

- Breadth of vision 
- Stakeholder empowerment 
- Being progressive  

 
The WHEN of sustainable development 

Sustainability contributes to long-term success of an organisation.  
Sustainable practices are most effective when they: 

- Are strategically congruent with the business 
- Achieve genuine improvements in development outcomes 
- Are mature, leading-edge approaches that offer best value 

- Are well integrated with other business practices 
 
What do successful companies do? 
� Review, recognise & acknowledge sustainability orientation as an integral part of strategy and culture  
� Canvass for sustainable development  
� Analyse the potential for sustainable development practices to contribute to strategic business 

requirements  
� Choose, develop & implement their unique set of practices  

Whistle-blower support 

Ethical leadership 

Codes of conduct 

Ethics committee 

Chief ethics officer 

Ethics training 

Ethics hotlines 

1. employment 
conflicts of interest 
2. environmental 
issues 
3. sexual harassment  

4. workplace safety 
5. employee privacy 
6. conflicts between 
company ethics and 
foreign business practices 

7. security of company 
records 
8. affirmative action 
9. employee health screening 

10. inappropriate gifts to 
corporate personnel 
11. unauthorised payments 
to foreign officials 
12. balancing work and 
family commitments 

The WHAT of sustainable development  
Three generic strategic requirements:  

- Stakeholder support 
- Efficiency  
- Market edge  
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