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qE(*;,***r,o". rT
, ruvTfiilihat authority flowi from responsibility. Managers who exercise authority over

othcrs should assurre responsibility for decisions as well asi for results. He regarded authority
as a corollaiy to responsibility. |r{qlhority is official as well as personal. Ofrcial authority
is derived fr6rn tlre managcr'j pdffiiiiil-6rganizational hierarchy and personal authority ii
"coilpounde'l of intelligence, expdrience, moral worth, past servibeq. etc,I,

A corbllary of the firinciple that no manager'should be given aiif,-ority unless he assumes
responsibility, is that those who have responsibility should also have Commensurate authority
in 6rdet to enable them to initiate action on others and command resources required for th-e
pirformance of their functious.: This aspect of relationship between responsibility ard
authority is particularly relevant in India where Euthority tends to be concentrated in higher
echelons of management, 1

2. Unity.of Command

ffiis-r:-rinciple holds' that one employee should have only one boss and receive initructions
fr6.-m-hirq-qi4glf It runs counter to Taylor's principle of functional forernanship according trr
which d wotkcr is to receivc orders from a number o[ functional foremen, each of whom is a
spccialist in one particular phase of opcration. Fayol obscived, "a shop cannot be well iun
in flagrant violation crl--ihis (the unity ol conrhtand).... Ncvcrtheless, Faylor succcssfull)
mana.gld largc-scalc conccris...I iruaginc that in practicc Taylor was able to rcconcilc funi-
tionalisnr lvith the prirrciplc olunity of comrnand,.but this is a supposition wlrose accuracy rI
am not in a position to vcrify". HoweVer, in modern organizations, Taylor's principle of
functionalism is rarely .observed, and managenent gencr'a[y conforms to Fayol's' principle of
upity of -cornmand. Il-is-o1[g9gr;e, true that staff specialists like personnel, quality control'
sdlffiacffii-n--gtxpertE etf,iftroduce.an element of multiple authority or command; even
if indirectly.

3. Unity of Direilion
Tb'F;iGl that all managerial and opertrtional activities which relate a distinct group with
the same objective should be directed by "one head and one plan". Accordj4gto Fayol, there
should be, 

-"one head and one plan fora group of activities havinglIE-Effie objec1jv,fl.fi
however, does not mear that all decisioris sbould be made rt the top. It only rneanfifiEt all
related activities.should be directed by one perso4.[For example, all marketing actiffiiFlFe
product strategy and policy, adveriising and sales promotion, distributicn channel poll'cy,
product pricing policy, marketing research, etc., should Lre under the cont;ol of one mandger
anddirecledbianintlgratedplan.lhisisessential forti.e"unityof act:..:. !-.iordiDatiffif
strength and focusing of effort". Vlolation of this prnciple lr ill cause freg:reataiion oi action
and effort, and 'wastage of resources.

4. Sc+&lr ch^in of Command

FayoiExfrfcTain of command as the chain of supencrs

L

{ ,l

ftr

out'the orgaaizatioa from top.'to tottoo. AII those *.orking io aa oigaaizatioo are l:oiedwith each other-in, superior-siborain"iJ r"riiii,Jrui,,fiBiSI,,,Ht:..} j,Jiii'i:T'llll'i,,lf iH:f ,iHff;,T?ffi 1.0ii,"'?',f#?i,!l.i*l,i}fi
Aud,-an order or instruction from A to F orp sEould pass

are working inberween A and{,-;r,A fqO p-, ;; tdA;ilt :
be. sometimes, this causes avoifiabte aeravs,ai; &itortions.
Fayol says that, where necessart, gurEpruoli, siould be
!!roy.n to prevent the scalar ,inain ;i ;om**a rruiri
!j?,"$ng.t he sm o orh and effi ci e nr functi oniog- oi i[; ;r;;;i:
4ation. rn the above g?se, if F is per*"ittra-to frake
rgqlestJor repairs 19 p dire6tly withoui g"figthoougfiirr*,
chain of cornmand, and p ca*act on his"ief,uesi without
seeking orders fronr above, it will savr ne.,iless waste of
time, effort and other resouiccs.

through all those matragers who

A

,/ \.
/\

M
t\

ll
t{\ o

Fayol calls this throwing thc ,.Gangplank,' (as shown bv P
the dotted Iine_s in Fig. t.5), r+,ithoui ".:Jii'i"i,ig"tii.".trii 

-scarar 
chai. or coffi..c

of collrmand. In his wordi,..,It allows the il": .'irj;fi,ii;i , ..'..Garspraor

F and P to deal...in a ferv 
'hours, 

with sone- qiiriioo o. Fis, r.5 . rte Gangptanrother which.via the scalar chain woul-d pasi tnro'irlli*.oty
operations, inconvenience many peopre,'ioroti"--?ir., oi.p"p..r, Ibse weeks or months toget
:.,r:.:X1"jrT:?,i, 

less sarisfactory^ eeneia[y ri 
"ni[.-'oo. *i'];i'ilji#i,"rie'Jn obtained via

,S.-Divisior of.Work
'rhrs rs thc principrc of speciarization which. accordir.E,lg 

layo1, Sppries to ail kinds of 
.work;

managerial as well as technical.,Fayot writli-;Gciitisatioh Uei6iii-io'ihiuatural order..:,the lvorkei alwavs on ttb saintSarti*"."olg.i'.oncerned. ,l*iir.irirt "i,i. ,"*. matters,

i$lii{l+itillt';t"t*'1l,it3."rlr;,,.;*:l:U:r;fiLl,*1.*;'*_x#x?i:experience and a Sense of pioportion t.u.l 
"r,-".rio'U. .xi,eih.a;;.'

6. oisctpiine
Dislifllincis a sine qua nort for the ploper funcriooing of an organ iza tion. M e mbers of a n orga n i-zationarc reQuired to perfornt ttriir iuacrions'unJ''.onor.t rhemsel'es in relarrca ro orhersaccording to rulds, norms and-cusroo,t. rl'trir,-"Jd clprice "i*.'iiiiriiiiui "." oo, alowedto obstruct the peiformance o.f organizariooJuiti. F;i;i ;y's"-,.'6."1r""i'iii"i"r is deeorvconvinced that disciorine-(obediEnce, ,pntii"tio-i--.enti;gy a'na "rt;;;J;;Ifi';ir;:,IIi)riiabsolutelv essentiar fdr the smoorh ,,i'"l;t ;i-!;.io.ir.".lr;;r'i;';pil#;:inreservedly orrhis-..were it folrowed by this other...pis"iiri"e i, ,it"ii."a.is -ii.,Jit$.v'", ".ffi ,H'lf."il.titi?'fii:.y j,l,).33;;?!*,:fl o jxl?i'li,,i:
case mav be) thirt are'ai crear and fairas fiiriut[j'ina (iiii pfiirtli.iiraiciousiy impqsea.

Ssliorrlhation of Inilividual faterest to General Interest

[.oi"rrt[t;lji 
""$ih,fi 

oreanization is above ttrr i"i.r.rtJin. irairiauu 
"nd 

the groug.l,r.rt cal
r.6,&E i.tliiiti;r;'i.#3.'1s,'i'iitr,!p:.',fffiiim,t H"tf**.;iii{:'J]1ffif,f1".,$iheir own personar interests wheniver- ii bJco-.r iiou*nt tuat 

-rrrrr- 
iit ffi:iit.r.rts are . in .cooflict with orgauizatiqnal interssts.":ii-mav. -ttwever, 

be "ropi;iiillttiat social and
l|*,H,,1::'..f[,il.lr,o have precedence bvei"ciiginizatiii*ilriJi'.'its *iloJid, tr. t*o ror,

t$ o:s. .$
f-
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2. Planning Concerns all Managers
Itistheresqonsibilityofeverymanagertosethisgoalsand_operaiing.plans. In doingso,Le
formulates his .goals and plans wiflnin the frarneiork'of thgigoars in'.t ltinrtlti; fip";i;
Tlrus, planning-is not -the responsibi.lity of the top managemJnt ur ttre Jtaiiptan;iilAeE;:
.T"!,t^9_ql11 ltllb.ol_"-,yh,o,lrt responsible for the achievefre-nt. of resutts, ta"" 

"o 
o"uujition

to plan into the future. HQwever, maflagers at higher levcls, being iesponsible for a rela*tivelv
lqrg.er.uni.t 

of the enterprise, devote a laiger part-of their time toi:arlni;;-i",iit" tirii'lili
g_f ll:irfluo... alo ten$s p_.Ue longer than thar of managers at to*:rer leiJls. This i" A;pi".1!A
r"l jig. 1,1: It shows that planning acquires greater importance anrl tends to te tongeiin:ini
Iuture at higher thau at lower management levels.

'3. Phns are Arranged in e Hlerarchy
Plans are frst set for the entire organization called the corporate plan. The cornorare nlan
provides the framework for the foimutation of divisilnal depa.tminiri ;a-ili.;;';J;i"
Ii;,l-g_f tlTg.organizational compone-nts sets its prans-rqyin8 down the prolrammer, p-ji"ii,
budgets, resource requircments, etc. The plans of eagh.:lou/Er,component aie aggrejatedinid

Top rnanagemcnl

,t

Middlo monagement

Lower managernenl

V%ilPnontne tuntruon l

FE' 3'1 Flrradec FElrctii'n at Varlous L'rels of Ivlaugeoe nt

thc plats of succcssivcty higher cooponest until.the corpotate plan integrate-s-all 
. 
componeot

H$;*uffi 
"*l-lfi$SJfli3n,*il'1,-ffi 

g#'1r"#?3*tl"'m$''r:*lef ,'#-ii
ffil'#H'fr #;Htr;'.:"',Fl;i,'x'x*?'*:lil'.;;i$*;:il'i!:'1',i*i3"fii
deparr.ecaul p:.or, *"r,oiii;ff;;i ,i:f i+'1'"'5'';;;?;;"ii';l;"' tt'i' i' showa in

Fig. 3.2.

u

Eld;3'2 EllEsrcLY of rlrc

m*'

aicrl for bctter eeC raorc

5. Pbsabg ! AE-ttl6k ol Statua Qso

'ird. rqcxrnbrtio& ; :.co!
i&ctivc mu&ods rod iit

l4r'\:'1'

,)s.
fr

I

,

{+

qRLQ

ffi*$ffiffiffiNm'ffi



(i) Policies should Aim at Contributing to the Achie|,el,tenl of Entsrprise objeeiircs

policies are an important cornponent of plurt, anii should aim at makin.c maximum contribution

i""'ii;;- o"t i.r.r6nt or prealiii.,,,ln.i'oui..tiu*r of the enteiprise, -The pu.rpose of policies

ilt"^Jir"Ji'"lr Jiciiions,;"ti"iii;';;;;.ioiri.., into. channels that would lead to the attain-

iirJit-"i-itr" oti..tir.i. ii{iJ'.pti')iaii t-lreictiterion for making atl poiicies, ahd also for

evaluating their effectiveness.

(ii\ Policiei should be Definite and in ll/riting

|jir.r", ,'i.,riJ i" a.nrii" and in wrlting so as to be easily understandable bv. all those who

;r"r"";;#;ili.'i";-fi;i; 
-i*pi.r.,iiuiion,. 

as rvell 65 ths5s who are affected by them. They

li;"i;";i'b; ,rot[*uu and open to varied interpretations by various executives. Definite-

,rcs however- does not *.rr lin.*iUility; it oniy means clarity and certainty. . Written

::ii;t:-";#;ri" r'iirrii?*.-;;;;iiii;; t.tuo,r suih policy stateroents require thinlcing and

ffiil;ir:" w;iii,i plii.iii i. ;;pll;tr, stated formal siatements or management's intentions.

iilTl',i;f.r'i "'irn,6*.f 
ia"r"i"E-i:'ilt.ttSy.rro available to all in the same form; (ji) it is

..iiir-i"- i"*ii unicate s;'i; p"ii.ilti-iiiiliney tend to be precise and definite; (ir') possibi-

tities of differing interpretaiionl';;;-;;d;;;a; (,'i. ttrey explicitlyreflect. mailagement's think-

i;;." ;;J h;fp it" 
-",i'provii;,: ;;;;'*,;;ppii"r' i'a bther outside 'publics' to understand

.{har rn crnacr from the 
";-;;r;;"-i;;i 

il,.!'Jntron." the confiCence of enrployees in the

;;ffi;;:Iil;rt.iiiiv-r-rJ- iuiiolri; ivri)'they can be rausht ro new ernpioyees more

ffii;;;" (riii)-if,"y nr, *or" orn.r^Ul. io evaluation as to their soundness.

(iii) Poticies should bc Stablc and Flexible

irable policies provide stability to the enterprise. It does not mean that policies acquire

ne.nsnence: it ontv nl.irs-'ili;i ih.t sh6uld be durable' Stability of. policies.provides

ffiffil;y,"'pfi":;'ir;-:l;;.ii"^ io'a"iirion.. Frequent changes in policies imply lack of
careful management tnrnK;;-i" 

-prt,"V 
formula.tion. Top management policics should be

,.rii",ilL'ilv..fr-,-i srable oi th"' coordilatc .decision miking throughout the organization'6

b;;;;;;;i "i 
;;j r..tio,,,ui'poii.i'"s ui. i".ut; in niture, and-can be ciranged more easilv

than companY-u ide Policics
policies sliculd also be fltxible in thc sensethat they should p.rovide room for discretion

,oir," J".iiion qruL... ii.iiLiiiiv .ohuo..t rhe stabilily-9I policies as they can be used for

;rki;;;;;i;i"nr ;n nrryi"g-ritrilon.. Lesser the flexibility in policies, more thcv take

the form of rules.

(it) Lov,er l.evt'l I'Qlicies sltouldbe Dcrircdfrom'Iligher Let'el folicies

ilil, i, csr.ntiol because the purpose of all -policips 
is. to contribute to the successful. imple-

Iril,ititil:"t"i"pi;,;;rJ ;;[i";.*"nt or ggals., If lower level policies are in conflict with

ii"gir'Ji ii,ri"r.rliititirr pi.;roi". tn" urity or:oiiection, and catrse conflict and confusion'

(r)

]h 
rs

Fttnctiorts $rtci Deport.ntents should be Contplenrcntary

princicle as abovs. n'irh the. ditr:l:T. ]lat it points up the need of comple-

- -- . .: -'-: -:..:-. -lr l-l * :::i::::.:::S' T:: b'-'S.-- :*::lS: Cf all pOiiCieS ,
.*-*t{

'*
I

,r

\qT

cni Equitcb!e
eecisions made lvithin their frameu ork are just. fair and

instance, a policy of promotion on the basis of "rcerit only]'
interests of many senior employees; and "seniority only"

and aggressive but youlg employees. A combination oi both

These re$earchee indicate tbat there is no definite numerical limit to the

orJioul.r a manager can supervise effectively. T!.q.tp^l pf lraEagement in
,u*U.r of faqt;ii: til superior related factors, (ri) subordinate related

or[enizatiopal faptors. fVE h;tt briefly discuss thpsq fse{or$ here :

l. Superlor Reht€d Factoti
Ihe nupber of subordinateg that a manager can supervise qfi'ecliv9ly is signifcantly deterrnioed
[, 

-nis 
bw" Dersonal oualitiii.'Iooporta-nt among them aie : (l) has abilities aad competence,

1il,) supervisoiy style, aid (ifi) delegition of authotity.

(, ABILITIES AND COMPETENCB

Therumberofsubordinatesamanagercaneffectivelysupervise-depends-on his.own abilities
;; ;r;i.rr;;-ii f,j oi" gr"ip"tn" problems {uicXly,.is decisive,.kaows w}eo to.go into
details ani rshea to 

"onfo" 
ip fitiirut.gii level, and- is ible- to -adapt hirlelf to changing

iiiii"il"ri, tir-i;;;t+;ilr"ti;,ipiruir. it"rger number of subordiuates and have a wider span

of management.

(i,) SUPERYISORY ST?tE
Ifa manager suDerrises closely, he can handle a relatively fewer. sub-ordinates. On the othcr
tina, ir-ii, ;;1;-i;--i6-it6ionates' tasts ana_t.j!99$!ilitiet clearly,iupervises bythc

nunober CIf sub-
fact depexds on &

factors, and (iii)

iJirJriior i,ri'"8;t,;,;;d [;iis[em rB6ffiltfgi=GulTs-Tcaa have-r-widsr-sp6fi-ofpo'-exceptiou princip!--menage meut.

(,i0 DELEGATION OF AUTHoRII'Y
tiris is yet another superior related factor that influences span of maqageE1ent' A manag'i can

*p"*ii'" 
" 

iJutiuily l'otg.. ou",u.r of subordinates if h: qel:81t9:,!!:3 1g:slif, authoritv to
,it" thrir iob-relitcd 

-decisions, p.ovid.s ihero scope to take initiative and motiYales them to
taXe resporlsiblllty,
-_-_
2. Suborilirste Relatei! Fsctors
The uumber of subordi8ates-u ."oug., can effectiv"ly superv.ise 

"l:.t 
d,-.1,,:l-d-t 9t! 

the kind of
subordioateshehas. Thdsesuboidinaterelaedqualities.are their:(r) abllrtlesaodcomPeteDce;
(,i) motivitioo ard commitmea$ and (iii) nied for aur'onomy'

(i) ABILITIES AND COMFETENCE
The abilities and competence of subordinates ate a

managemenl. subordinates y
signif,cant factor in influencing the span cf
in their :iob-gnd sess abilities and com-

nd super-
P3ience to. perforelhelr frEd'less oI tner ffi-r's time in-Bro
isioEl*ThiFpermits a Banager t an of management.

-r-_

(,N MOTIYATION A.ND COMMITMENT

#::;lrii**j;*:,,;r,:*i::15,13jrii:H.:t fg*"lJltd#X&r!$'tq,i:*f.'J$:J,
coramitment. I\foreasuborii"ii.ltrini*ittq!-to hisjob, more- time, 4ott en4 cnergy.he
i:iiia"u.il't'i iiir,"rFoi*uoilIiidi..".ne s'it' ision

i

}Po,icies should ensure tliat ell
!,equitable ro all employees. For
f is lil,rely to be prejrroicial io the

Enrry be unfair to comPete nr
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I {I; ] I\.E,EI) FOR AUTONC:U}, rSubordinares
whereas the
consequently
the two witti

with high need for autooomy prefer to make most of theirdependent. type rake their- ergpfim, ilt#irrirr,"r forput more demaud on his timel misl-r.rlurrs the ?..qu.nqythe result that the superior can sup**ir.:i.**r'i-u"ro'inates.

decisions themselves,
decision making, amd
of contact between

9{ pul*gement. Major amo&g these(iii) plans and policies; (rp) objecrive

3. Orgamizetiomal Faetors
A nunrber of organizational factors arso inffuence the spanlactors are : (r);;i;;;d?"E-(A Jr-"#-ohicar locarion;criteria of perfor* uo** ;;;il ;iioI;'ufiI"[r,, rur* of chan ge.

(') NATURE OF T.ASKS

ii* ":trtl""* i",fi1:i;Ii:li#:{'t1-,,i,1;i"xil'"*',s#i":[ii".:x*T,,:x1,;:lH:",&*11,, consultation and decisiin ;;l]il. M;r"";i;i, ii""il 
", 

most subordinates of a maDager arcfftigil;1,,ffi*fgn:",t[l#i";;;il;iliil',il,,'#"i,riii?lT?l i'.,1i"i";;-rru,fi;
(I',) GEOGRAPHICAL LocATIoN
If all or most subordinat.. 

"i"io.at.a in the same place, or in the same building rathcr thaodr$pcrsed in diffcrent geograpri.ai uiea;;" ;;&; ;il;r;; ;;ii.; #t"XiTli;""r.
(,,J) PIANS AND POLICIES
The availabilitv of definite praas and poricies provtdes.a framewort 

-of 
decision making as werr

;illilfJ'i","f'.Yl',l,'#','-:.f,f':il1l3itp;41'#,T;y;;o,Xffi**f.,,*[i?iap'ori"id;"r" ii

(IY) OBJECUVE CRITBRIA oFirgxpgpN{6NcE EVALUATIoN
ii

*fl1?lllll,:f j.9f*,::^:lt,::i^11,o9.rg.r",". .rriuution. as in the case of production ana ii
i#,;:l*:::,"f*,ll:j"::.:lT:q:lie,h^* I *ral,i'liiLi."bii,:i'.tli:1";;1,r,1,"$1T,3,1,lilr
to be na!,,rower.H:*l:,:,:"d,,.bp;i. ;;;;,.;;?;'-i;;;".! l'Iiiiffi";y,:JlXtffil,i],lft:ir:,,"f i:."i:span

{y} RATE oF CEIAHCB

ffiffiII:T* r*:j3ryu rr{ j}Ecrs }$N r1{A.KrNc
3ff il1"i'-1': i :I * { t* ;il ffi Jjirc enra r, a n d p er; ;ffi c#ri o1 xr"? i,, ; i J: ifil.;crr 

a r fa ct o 
rl"::L}rto1s, i ncrudi ns

.:
organizational, envj ic>n-

i Gtg$aisefi*n*E yariables
i A numbei or orgui;;b:: _E.+,vv3 r..,r uigBorzatlo*.al vaiiables infiuence the desjsion makingp{gcess anCtr tlie qu ai::;,- c.

frn,f f,**

t

i,ailh; H;..:r:i:i;; ;;l ;:];;;l:,i'jr ;l1t.".m,x;:l{i."::".*;.j;1.;:*;A*";4. 
' 'J; s;e3'' quaiit:'aaol,rne!i...,"J!1xl:,r,""tT' o'g.oirir,-o;;i'::FI;X,.Xt:

(a) The Recepfive or Defeao*,^ +_.



Y

t

a,.j-,j::-.:r'-.:-ii-;'.. .,r.., -::e rr,f fs rIaL \arLecre i6ee5 2re slLD cl-hers, but hc stteDpis
to secure rhtr. bl lis clererress. He use s tteir- i4e as in a way ,i-f iti/ 

".re hisown. In
doing so, he resoirs to manipulaiionilro iJIiii.tiig.
(c) The Hoartiing T1'pe

This.type of,decision makertendstothitrk that he isin pbssession of most ofthe valu-
able ideas, and is reluctant to share his ideas with others. He'secksr to *or!ir,L" lij poriiG
through his decisions.

(d) The Markering Type
The marketing type of decision maker believes in "selling" his decisions in order to gain
acceptance. He tends to make decisions that would "look go6d" to those who can deliver-him
personal advantages.

(e) The Productive Type

I{.,1: lhr,tiqa of manager.who utilizes his own as welt. as other's abilities, insights, know-
ledge and ilrbrmation in de-cision making. He extends and seeks cooperation. I; doing this,
h9 Permits.his subordinates' oppor_tunitie-s to take initiativ. 

"oa 
iirponr'l6iriiy,--.oO .o""img.i

tber+ to utilize and develop thiir abilities. He also attempts toiniegrate ttr'cir fersonat neids
with organizational goals. '

M-ost decision maiers do not neatly 
_ 
fit in any one of these categories. They tend to be a

combjnation of two or more types, and arso adapi their ;tL -;;;;;:G 
to iul neeas of tnc

situation.,However, this ctassi-fication points up t'tre peisonailiy Aiffr;;;;t-;"d ih.i, ioflr.o",
on decisio-n making.

utonomousdivisionsisgaiuingpopuIariiyin
Indiawiththegrcrwth,of giant and multiplj _prodqct.companies. !u6sidiafrei 6f r,oi,ii,ig
cbmpanies such. as the steel Authority of India, Bharat Heavy Elcctricals; etc., arc alsi
organized -on the principles of dcceniralization through divisionalization. The folowins
principlcs^have becn found to bc useful in the succtssful functioning--of divisionalizei'
coopanlcs: ,

2. Centrullsed Controls and fufeasurements shoild be Eitablished

foth the toP manase^ment^a5r$ ea.ch divisionlal manager should clearly knol what is expectecl
lrom hih\ rn terms of verifiable _objectives. It is on tlft tasis of these objectivcs tfuat centialised
control and measuiements can bc-establishcd. If this is not done, what- happeai i; il;;;;i;:
tioh qnd not dece*trarizaiion m ph.iripi, nirr"i,a liri;-i;h;; iil ;;;nii:ili'iri alr"ipe"iia
i-tTilglgh_:llesincreased from I I.3'bi[ioc to g 6 biilion. Ii ;a; ;;[ o*,.n-irr. .binp-anyr0troduceq centralized controls, common measurements and coordiiraied planning thit itritrieveCits position. ---"-'-*''- r":"

3' Aurhority o! Divisions should be Ctarifiei!.
Often frictions andconflicts arise between top_manag,ement 4nd divisional nranagers, and also
i,]lilg,:"I,^"^',.19jtf"{ manasers if boundaries of irreii.authoiiit ,;;;i ;;;'Jii creurry. rt
;ji'ti1?,ffill'L:,:11'il-#'x1ffi11,J.'i,":"'?xll,i"lli:l:1,11#il,fi:i:,f,: ;;mm."x:

t1p{p
-"E 

'a
\a

"*S-+# #-: :. i!
q:{

s ''/ err{,cbtu\o*L hpiru,€ -e+v k{_*,,, ru
MsA.nV- C# F*ft,v rirzo**#r,

(_

, I .p" r-t vtLr.(; 2"S' 7"' lv*"'' i*< C,'),^J ur q;, s 11g ]Y1 +f ?11<

I.1 +. vto GT Ccn$r l^-&:f\ril

-fr i*, Lws c{ c- +v*} q.+c 
e

4/,// ,<t,\5(

_4ct
- +.

l/t t'

\

r)t=1r."

_t, 
/

r-/ il\r 1"u.,!< o+ r 1..fu:rvyafignS ,8 bal",q,aS.
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Achievement motivation is considcred to be as ad impditant'ingredient in national econoric
aeieiopmeot, as in the success of individuals.-McC_lellald has demonstrated through expei'

-.ot' Iri.i"rs countries including India, U.S.A., Italy and Poland that achievement Droli\a'
t on can t'e taught anC learnt.

Neeil for Affiliation
peoole with need for affiliation derive satisfaction from friendship, love and-belongingness.
ni;i-;riliri;i""iio" *ltl otlers, seek and lend psychological support and find satisfaction

in div elirpin g-tnders'tandin g and intimacy rv i th others,

Approaches Essed ne the Use cf AuthoritY

tir* t.utch for leaCership traits was

i.;l;;*;;a tir.ii authoiitY in social
favour of gaiaing an

tht*u tYPes of leaders
r.rnderstanding of h9Y

;;;; idectifi;d on thisgiven uP in
situations.

basis.lasis.
1 . Au: o c r ai i c o t Aut hot i t ari an^ : rhese l'jg:l *:l:':,*:lii*5*H,t$fiL-tia'$

',tl

:l
i.

,

-..-'- I. -: -:.:-. . -- - .: ... -.. -, l::i::.,..'-: ::.-- -.r ''::::: : :: i:- :::- r:-: -'
T:: ' :." -. ' ;; : -: 

-'1 : :: !1-i; :i:- -': '-: --; -: -..-' ---':.:: I:.::::;::p .:'?-'::.:
l-.:i.:-: :-- :-:-: :- -:-t't--:'= t-tt't= ;::tj i:'::i :::': :i::::'::--':: '3'3:':

€:o::f, -.---3;3 a:: ,: : a:'"::J;";;t;i tt':-:-;l'"i: ittt"=: E-"'=' ;: '::l:r::':' D:=""r:'::

ieadlrship promoied hi$t;;';;';;;-f,osi:it:'aniru-a"x"i*]tt#i*tt' leadersbrp lir the grcu;

withoqt anv directlon "t'"il;;;;iliJ"ii'!s .au.o"11orkins 
together's

t#i*.1:::.,',f"f,$',Xttrufl'iJll"&'5t",::Bi*fd;'[n*:1.;g;;'""'$"'1i":Hl
adversely affects producti;;:-W;rf;;fnA"i "oto"ru'i""f"aOirs 

af!o. expressed- less saiisfactio-n

i#'it'*';.:"t:'i:,',!%:[il:?:n#l"iit';;i:g;,i:iii*gi:*';[**Hi"-*'""3il1
liJJ.J't'iiiilit ai"iiiont and greater commitment to I

6',lit:f*#ili#+ 
that efiectiyelef^ol.:* or the' othet ':'jlg'113"':*'ff'fi"t'

*[45H*Tjh11+iffi #gl##1,;

I:=ii.l; .lii"i::'fllii?:H;f,liii "I i{'iiuctioE'

::rr:--J-;n-_3"i-;tii'e leadershtp styles are urrgu wuneY''-1. 
,utorSio"t.t individually aswel!

:. Dr*orrrr!, c- P;':::iTctit'e Ltader.s t lh.t"t:,-'o-::1:tnrcr< erc.. cernit them scope to takt

;,?l9::'.1',i;..:'lil:l!3&ff *q"J:;;*:;il;iliffi ffi '-':r'Si

f,*t"m.*;;1il""t:,'i,1'*3J::'T"h'T;;FA.ii!i "ii'i' 
o' 

"" 
emersencv situatron'

..rh.iil;d"*.uoi,.,,*voi,.,iaffi 
i:krqif*#;;j,*;y:.4.*:*lll,:lril:i*::

leadershiP behaviour: (i) o
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4 years liish
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To establish a sound wage and salary system by determining the wor th of each job
factory in relation to various factors Iike skill re{uired, effort and responsibility inv
To eliminate the wage inequalities.
To establish a general wage level for a given factory.
To clearly define the line of authority and responsibility.
To formulate an appropriate and uniform wage structure.
To provide a sound base for recruitment, selection, promotion and transfer of emplt
To identify the training needs of the employees ,o u, to prepare tf,e. ior fuiu.l po,
A sound base for individual performance measurement.
To promote a good employee-employer relations.
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$election
Recruitment and serecrion, though diff.frffi^^Fco 6hrused togetherana, 

"o*-Jti-.", interchanaoor-,r., *^t-^11l-t:cess-and orientauon, are oftenusedtogetherand, sometim.". -i"T"n:,lill":1,:"ff-" 
o-r process and orientauon, are oftenbetweei,h;ffi ,i.;1:'JI'.i;TJllli.T,g:*I.3::*.':,,";G;;;:[Lo0,r...,,""

::T":: 
rn" two, r.t 

"" ".e 
what ""#i;::?'1,iffff:rL'il.:iTJ;"::SJ:cruitrnent

aiC rigilr_lj-
candidates
process.

DE".uaee between Reeruitment and Selection

Recruitmenf is the process concemed witq ql-c i{g5r!$cation gt pources from where thefr f H;:"ffi:Xg;1yiii"Htili:fyrfr:Hffi ,..*.*serv6rorempr,olmenr.wennE
"Recruitment is the
The process b"gr.r" 

pto"""" of ffnding and attraltn8taRable appricants for employment.submitted.*;?;;"f,1n?::,ff ilff tr:"#"*H,ff :H:["J;$""f H:r{i#i,#Lord has defined recruitment in terms of lts competitive nature. He views that:'Recruitment is a fo-rm of competttion. Just

IH:',:"*f ,l}';Srketr,hebes';il;;;.J;;:.ir{dli:i}"1iff"iJ8, ji"ii#t?:
business.,2 

' ----- --J most quari'ed people. Recruitm*ir" 
" trii"#r fio n is a big

H;#"tiH:x ffi}*t.*#d#

FIGURE 19.1: Linkage of recruitrnent to human resource acquisition

:"1Tlil""ffi L'.ff ffiI:ltffii]:,rffi fiiiiT:l:::T{.g.:tt"=didates,orrejecunsif : ffi0":"3y1118 ;f ";il;;#; il f; H:}ffi ,

l}*i:T:::,,"*:1.";ril;;;;i:il,*:#:".j?.ffH:J."1'":"j:*l^.:1S..1-r,".u" "ireJectedthan{h"".*r,""o""rl"i"ai',ffi;;ft";Hffi#:::fl""Jj[:T:idates-''whoari
processes. Therefi. rnerelore, sornetimes,

I:i::I::^_Fm=E;a;r_r"_HH,i*# ;u;IIIflHm_e 
p_ks__cry itrne4t F;;"r,r,f., ---

iT"o::.?,::::":,,.=J;.;E;",;rH.#*.r:;::::::::"..^TTi'?;,';;,;; ;:[-"p,*the next hurC,e, ,.,,-h:l= .;;r:;:5i'::Til .! 9auges, QuaJifieC apn -: _ -i

so' Lhai ihere are rnore number of candidatesactual]}' selected. Th"qg-qq3d-,,.g3G,_ * ry.ade

fi3lfftrit iy":,recruitrnentard serection

H[XTTS,:":| recruitrnent p"i,"u'"i" 
"#o"]-"u-'" 

interchangeabtv. no' .*"*pt".

ffi ::r:ffi{H:".irH+"*"L}h*fr Idi:If,xI"F:6:een described by Flippo in ttr" f.fi"*i"l
'Recruiknent is a Drocess nf ca^_^r:_- r
"""o,,.ugi;!th""; ilffi;;,ii3:T""?i[T"[i:::::":.emproyees and stimu]auns and

!_;ifit';;.:;"ti"11T1,,i..:"r"1.1"'"?i:1,'il;f,1i.#9,::::u:r:ll"**[ugooa.,*r"iffi ;STi[?,H*:;nf ffi t::l*t"*"t"]]*"u1".Ti"",t.";"","
_ Recruitment and seler

which are #;ii"; -urccuon differ in terms of objective, process, technique, and outcome,L The ultimate obie(

a2. Recruitment differs from selection i., t.*r. 
oest out of the avallable canaiaates.

p:'o_cess of creatin! applicauon pool ,. ,*no 1-ol 
pro.-c:ss Recruitment adopts theasr4*Iiyg*prgce-ui. -s.r."uo.r";jo"," 

,#Tras 
possible and, therefore, it is knor.r,canaidates-are re;ected and r.*.1 irialar#:ttt through r'.'hich m::e and rncr:single candidate is serected. til;;.'i;;ies are selected or srn:e'*;r:s e\ ei n:: apiocess. --' 4rrvrLrvrc, rL ,s linot:,Tl as negaul'e process :: rar:::::-

: },err is difference betrr.eon ra^F,r+-.^_-
are concerned. o..atnt't"t 

recruitment and seiecuon so far as technic,.=r

5"s,i,.i'ir,;.,';;:,.,,T";j jT:#:I;"ff""rfr t-,=.qqg&;iliii;;G.,sr
Th erefore, in rh e s el ecti o "1.^ 

j--"".1"j;_ _rlg",y specialised techiques a
in using 

".,."i','#i.t"tion 
Process' onty nJ."or.1r *,n"p."'ri":tff"" fl". ::ly#4srncere-crui,,":;;;".,:.i","il:"*_Tfl:[T,q$,:6#,"T".X*lr*,,,oo.o

acquisition, they differ in terms 
"f tfr.i.."i".me. The outcoire of recruttinent is

Manpower planning

Job a na lysis

Fie cru itm e nt



_."rnerougcMETEJDS

Joaay' 
traling pro€lrammes oifer something for everyon+-from pre-ernployment preparation

for the firstjob to pre-retirement courses for thosewho are due to reure soon. The.range oftratni4g methodq isslptl that ttrey can provide opportunity to the unskilled be;;"rril;;
people for promotion ai 'rarlous levels of the org"nisauonlftainrng methoJ" 

"r" 
means ofattatnlng the desire, .rtives in a Iearning sltu"uo", tt."" *.fi"i" 

""".o" 
g.ouped in

some categories on larrr ,,. .ases. For erample, trainlng methods can te grouped on flre basrs

:l*ttl ofpersonnel ln an organisauon because thiee categoreis ofpeopre-operative,

=:Tr:T:-T3.:r":"t-ha'edifferentkainrregneeds 

anI, therefore, drtr .""i,.""r";
methods may be suitabie for them. Tiainjng methods can also be gpoupgd 

"" 
,h;;;;;;:

ijlr*t:;.:1,,i: Iy;:*^.:t..,Hygg,.cess. rhus_, trainingmetrroa" *"]i" o*=----dJ_job-orienied tike en,erilli,wg_"*"*fi;;;;;;""hrjob,Job 
-,"r"","ilriXrXT*.Jcounsell, ng, vestibule school, apprentice"Irf p, 

"t", 
;m".r"g""r.nt g,me, in-basket exercrc; r";;*;;f*T1::#;i: siffi*":T:.?'ffi::pro€Famried rnstrucfions, etc.. e4periential meth"od"_"*r"iu.t't 

"i#glrii o..actionalanalysis' varlous training methois have different orientation and, tt.i.roi., are suitablefor differr:nt groups of peionn.r * 
"no*., 

i., dll zo.z.
TABLE 2B.z: Trarnrn€ rrethods, orlentatlon, *nd target tralrrees

Troin,ng met]ld Orientation Tirgettainees

aII personnel
managerial personnel

managerial personsel
operatives
operatives
aJI personnel

sup eryisory, rnanagerial
supervisory, managerial
supervisory, managerial
superyi sory, managerial
managerial
managerial
suPen/is ory, manageri al
supani sory-. rna:t 3r : :-- =,

_.-,€t-th"-j r b Ttaiaing

f gb Rotation - ---= --- -,// Job rotation, or channel method of deveroprnent, involverobtoanqther;"';;;ilil?,H"i1Xiir#i*H*H*[T:*:I:ftrH:*trH;
be for a period ranging from 6 months to z yei" t.ro." a p.oo., r" ."t"uri"i.a in a particularjob or departrnent. In thrs case, the movement is not meant for transfer but is meant forl:arnln€ the i:rterdeoendence of vario;"];;:; that the trainee 

"""-L"t at his Job rnb::ad:: perspecuve.iob rotation may ue ie"tri"ied to different1obs faling .,*.it1.in 
a broad::::::r:nar a:ea L!:e sares to marketing rese"raL, ot to sales parm.u.oio, rcay extend

il:.-" :-;l-:-:f-,--t= -':: =:r'J-''':r:::= *arlietrrg; tc prcducrrcn or uice-Dersa-
- -'- : - =- : --. - us-'i::- ;'h.x i: is r:nc:na-\en in trterdepend;.1;;. or fi.:nctions.

,,.;a.-rr=-;=;.::r=-ts f':r ma::agemeni delelopnent offers certain positiYe-- -----'---''5- 1' <.;'s t-le na;ag:rs to aPpieciaie the intricacies r"*t J* differentjobsa:-: n:r:;'ile: orn j:bs a;e a-tleeted. U;, ,,r"1., i.J.""i.r. This *ay, they can develop morecr::€:ra'i''e approach ta d;i:rent f,nctions i' the organisauon. Further, managerc mayciei:eiop broader horizcn and per-=pectir e "il g."..rr*t rather ttran the more narrow horizonof a specialisl It may be mentioned that a-generarist uses system frame of reference inarriving at a decision as compared to elemeital frame of reference used by a functionalspeclalist' Job rotation d"ydop" trri" 
"ystem?.^m" "rr"r.r.".". iirr""i.i";."ta,on may

H-T*":m"fflt#il"icr, must ue tar.n "*. "r*r,,r. i."rsru;s;J"i"Jporirv. lt *"y
of iob rotar;nn,.-^, -_^-j,LlliTT.".Tdhemaynotbe.lleIo,rrrt.rt rlatherationale

Speci,ic job e:perience
Job i .itation

Projer t/task force
Apprr.rlticeship
Vestii,ule training
Lectu.'es, programmed

instructions
Confe, ences r/workshops
Brain,,.;torming
Role i',laying
Case inethod
Mana;{ement game
In-ba::ket exercise
Sensif irrity training
Tfans icUon analysi5

doing the job better
understanding job Iinkage

and multiskills
multiskills
'technical 

skills
technica] skills
knou'ledge

I<rrowledge

problem solving
rnultiskills
problem solving
problem solving
problem solving
human relaUons
interpersonal relations

on-thejcc training (G-r! is the most corlmon joln or training for arry person in ttreorganisarion. The basic theme of o.ITis .to leam by doing n".n ii" 
"Iinee 

learns whilehe is actt ally engaged 
T.d"Tc a1ou. r'tis .["g.*".rt may be on a specilic jcb or theremay be jor rotation, that is, 

"t 
rrgrrrg tr," j"t-"-"ri* trr" p.Jfu i;;.. il operatives whoare engaged rn routine'ana r"p"iluul jou,-oJi r" the most irrrp.rt"rrii".r. Initiary, anoperative iequires the help of a uainer to jo* f,ow fr. 

"f,o"ld 
pr*fu*;flrelou performance.Gradualll-, he learns the methods rn ropeJ 

"na e"t" ;"rf""'tu;;;;';::". Bas*c ori theexperlence, the operative may weed out_the unnecessary movements in the 
f ob performanceand become more efheienL no*." *n?" tr,"i"l" .;t;d;;;;#"iili" oroperations,hehas to leam agaln through the il;F;;-ru"r, *J"a"ii;J}d inniar stage.

--Ilemonstr.atlon

operatives can be trained 
fhrough demonstration by tralner. In demcnskation method oftraining' i-he trarner de"*l:" dJ il;lt; "li"t6g ,r,", i." t *;l'tliiperatrves. Theusual process rs to nerform rhe *u"ity uy ti"Lril., ri rtorra .r ar,. ilrl"ls and to exprainthe various steps inirolved in ttre .ompt#o;;f;;; Demonstrauon is more.effective in the

:r.'":1,::,":ll:*,tr"1ffi f ff ?;,f "I;Hl.comui:redwidi;;,;;;;;;;
JgrbRotation 

-
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\*i Y $

on hrs iob may restrrct trirni lrmow about hisJob.only, comrntttees may widen trts lanowled6e

and he can leam n.* nri i""O"o Lf"iJ *rti. "U,"i, 
f" *t'at way tt affects ottrers and ls

affected by ot,.e*. 
"r"n 

OfT"frffii Hiilil ; tarre an integratea view of sotvine 
,

y*@ and Confereaces 
:tlrods. Inthese

Irctu-res and conferences are lirrowledge-brya llaoernerrt 
darelopmerrt mt

methods,aneffortismallriil.*i,*',n"'o#:*m:rmmf-il*T31X";ffi;;;G4"l Y;*ff; [,HlTH$ftriiil*'i"'u"a emphasrses one-wav

of linowledge Pertalnlng t9 *:.t"::::.i,]'L-.'t 
rnttv for two-way commt

communtcauo"' *"r"'"i'i #Ju']Jp'*'att oppotu""ty for two-way commtfrtcation' Many

or,anisauons ha1,e,u"nTJ diJ o'I="";:::.gf S:f;ro::,f:f, ffi5$'Xffi:it:
;iffi;;;;Lt"' I"-tht" method' the res::fif" il.";ff to provide wav as to' how

i'r"""J.it" o"'t]'o"t ideas with a view to assunt-'

these tdeas can be tranf"tta rt'to action'

SYndicate

Syndicate method of development l* b*:I::duced by AdministraUve Staff Colbge at

rienterr_on_ttr.-.". * 
^ "iJm"J 

of managemenfi.v.lopm"nt, 
qlndicate refers to a group

of tralnees t'a r""r""l 
-tf't 

""fy"i" 
of a problem Uy difrerent glroup: u'ith each group

condffgof &rO -#]ilJ'io.rporrf,." 
o""ilJPttbl"*"o"t'tri" U""i" of briefs and

lEr*€rudPaP€rsp'*JJuytn"*""t'*"p;;;'AGrthepreliminaryo(ercise'+grouP
stsats ns rdcas on-t "^iIii rn rrva 

"t3og 
#; fi;; g",if1' 1n* u,e presentauon or

ia..* r.=. * *rymffi*k*.,[+'Fff:ry#
=6r"r;.*',-,*#jffi S,H'"ffiX
;*;iflieet-ru""t-d9st--E-iE &= r coluaca ProPat:r'

#@f .-a-

tario*" Pioblerns faced bY him'

rd @d of t"'iog ry r*i-,'I', ifH:.,:l'tr#:Hffi i i#j ffiffir+ -ra- l : " 
* ()t r@ ur5"*.Trt*-= 

a parti(artar poccrq

==it#ryadeochof;ffiilrc---rt fuffi tu &Eorrtng: 1rcmtcd Xn

In simrrlath, Grscrfial ry
. .-_.=f+-a?_=,:: _ l

2, A slqrulation often firvolves

1.

;#;;; be equated with a month

Further, tfre events and situaUons may

, ffirt s tn thetratningP':q'Y:5'1":-y"d to do accordlngto the sttuation

prescrlbed t"a'o """'ti1"pl'o'utr"i 
t"* tr'" iet"p""t""" of various roles glven ln

- ir":H.rn*.*r rs quite restri"* to *,':.T::H-::'#ff" t*"
E. Afterthe exercts" o Jr,1o. t"*"*provldes the feedbacls to the partic'ipants to

eraluate them"*"t tff tl "ilgth"" 
tit-"d*" uy *t*"-mgthetrw€akPbints'

c0ncerrrcd-

g6"ct r.g ls 4earn ng througb * -T59b 1 :1**' AEana{*r can learnwteo he ts prt

on a speciflcJou. rr. "..*Je\rEop 
slolls-for doing the job In abettervay ove the period of

flme. Howerrer, le can rearn uettrr if he rs $ven so-. Sraurto etther rn the form of coachrng

or undershrdy. coaching involves direct personal t itto"tio.," and guidance usuallywtth
. 

demonstra,on and ."r##;;;OJJJuaUon and correction. In undershrd, method'

the tratnee worts ,"r-Iu]ll" *r"a"ra yrr.t:llr" dtrectlon and supervi'sdm of a person'

Normalllr' tfrr" -"tUi?*rUJ W rrelustrialists to develop thr'r hmtfy rnembers or

sponsored -"ara**i. aElr"p t]i.m for occugytog'key po€tuons tn thc organisauon
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.,fob Instrnctloa Trah.Lg !

Job lnstruction training UII), also known as'kainlng through step-by-step', involves listing

of all necessa11r steps lnvolved in the job performance with a sequential arrangement of all

steps. These sieps show what is to be done, how to be done and why to be done' JIT lrrvolves

the following steps:
1, ProvidlngJob lnformauon to the trainees by emphaslsireg its- lmportance, general

descrtption of theJob,.and duUes and responsibilities lnvolved;

2. positloning ttre trainees atworlrplace and explaining them the various steps involved

inJob performance and the reasons for these steps;

S. Allowing the trainees to try out work performance on the basis of the steps lnvolved

and correcting the errors commttted by them;

4. Encouraging the trainees to ask questions about theJob performance and satisffing
them with further exPlanation.

. Many companies ad,opl programmed instntrtion metlad of JIT in which the learning

materiats are compiied in tire booklet form which the tralnees have to read and work

accordilgly. someumes, these instructions aJe computerised and tJre method is known as

computei-assts Led tnstructton(CAl). These methods are useful for educated operauves'

Vestibule f;aiaing

The concept ofvestibule is related to a car.ity serving as entrance to another, specially a

part of railway carriage connecting and giving access to the next. In the context of training'

it i" k ro*11 as tr61i:1166.-centre traintng, The concept of vestibule school/training centre is

that people will learn-and develop sktlls while working ln ttre situations similar to what

tt 
"y 

*iffac. after they are put on the actualJob. Many organisauons establish training

.".it 
"" 

to tratn people for sirilled work particularly in production deparhnent' Vestibule

trahfng conslsts of two parts. FL"SL there is lecture method whtch is conducted ln class

rooms ireant for t-his prfoo".. The lecture method focuses on theoretical framework and

principles lnvolved in [hejob performance. Second, there ts pracfical exerelse based on the

ih"or"U"rl *"pects in a woiksliop which is simllar to the shopfloor tn production .department.

Vestibule trafnlng offers various advantages:

l. As the tralning is provided tn a different place, there is lesser dlstractlon oftrainees'
attention.

2. Tfalnees feel more freedom for experimentation as they are away from the actual

worklrlace. They do not have ttre psychological fear ofbetrg crittcised from supervisors

and co-workers'
3. Since the training is away from the actual production process, lt is not affected by

the training Process.
However, thls method of training can be adopted onlywhen there are large number of

trajnees because it requires add.itjonal inrestment for creating training facilities. This method

:s sui--abl: i-": th:se e=;l:;,-ees s.'h: are reo-uired certain specific technical skills before

-.a. 1=:--_-!:-

1---i -..!.-

' --- -"' '--:-:: :::i::::-=::- a-+-":-i:s':ne o:'-:::-ii::'::---::-::-; aj n =:----: : :: '------ -:- ::::--s
:-:=sr a::r,C ti: Eaf,si c:==-:::--.' -:*=i r:';:,: s;er::J;.'r-hen Proscierlqi r:l ajo'o ls the result
of a relarh'e$. long peno.C o: u'ratring. The areas in $'hich apprenticeship training is offered

are numerous ranging from the loU of a draughtsman, machinlst, prlnter' tool-maker'

--
*-"i:*::::,*l.I:l-Tkr.."erctse is a simulation technique desigped around the'incomtng matl' of a manager' A variety of situations is presented in this exerclse whichwould usually be dealt by a manager in his typical working day. one method of this exerciseis to present marl of varrous types to a traule whose reacflons on these are noted. A slightvariation in ttris method may be in the form of inctdent meth"d. I" thi" ;;;od, the tralneeis glven certaln rncidents and his reacilons are noted down. some t ri"..";;y*;;;T*r"ysurpriseroleswhich intemrptthe ma:ragerandgive him twoo.-;;; il;;"ousproblemsmore like real on-the-job pressures ttrrough"ttre feedback of his behaviour, the traineecomes to know his behavioural pattern and ties to overcome flre one whlch is not productiveor functionar. Thus, he can leam techniques orgi.,rirrg priorities to various problems facedbyhim.

pase study. case study is one-of the .nost frequenily used pedagogtcal toors in management'/education and deVeropment. case method ofieamtng has the following obJectives:l' Thedescriptionofrealbusinesssltuationtoacquaintthelearneiwiththeprinciples
and practices obtained in work setting;

2. Introducflon of realism into frrrmal instructiory
' 3' Demonstration of:ri::" t,rpes ofgoars, problems, facts, conditions, conllicts, andpersonalities obtained in org rnisational settings;

4, Development of decision_mal.jng ability; arrd
5 T)e.t_-e1-\r1 h-ler? rf i-.f =-.=F-]^_.v1v r \-l_ prlr.


