CHAPTER TWO
REVIEW OF LITERATURE

This research reviews literature in seven aspétjsConcepts of leadership,
(2) Concepts of management, (3) Concepts of mabiwat(4) Concepts of
communication, (5) Concept of manageability, (6)nCapts of controlling and

directing, and’7) Relevant Research.

21 CONCEPTSOF LEADERSHIP

According to Smith (2004), team managers only sedcby being great
facilitators and enablers. Listening and giving phelre also important roles of
managers. At the center of the team, they put eéongcfor other members and
subordinates. Coaching also involves knowledgestesirand helps people cope with
changing circumstances. Sometimes coaching thralgyhonstration is the best
practice. It is also about helping team membergid¢gelop their careers and to
continue to learn.

Plunkett (1988, p. 294) defined leadership as #pacity to control or direct
by influencing others to work successfully, andtiget respect, trust, loyalty and
cooperation from subordinates at the same time.erélfare a lot of times that
consultation and conversation with the team memtenggive a lot of help to support
the team.

Smith (2004) summarized a model of managementeattkrship activities as

in the following figure:



Figure 1. Geoff Smith’s model of management and leadersHhipites

Typical Management Activities Typical Leadership Activities

e Making short-term plans. e Getting team members to provide thei
ideas on direction, objectives and
strategies.

e Acquiring and allocating e Leading by example.

e Getting the right people into the ¢ Communicating and enthusing people
right jobs. about the agreed direction, objectives
and strategies.

e Seeing that policies, procedure
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Inspiring people to overcome obstacles

and systems are observed. and to try new ways of working.
e Providing authority and e Creating the conditions where people
encouraging responsibility. will be motivated to achieve outstanding
results.
e Monitoring performance. e Coaching people to help them to change

and to perform more effectively.
e Coping with disciplinary issues.| e Fostering teamwork.

e Resolving conflicts.

22 CONCEPTSOF MANAGEMENT
2.2.1 Levelsand Scope of Managers

Gareth R. Jones and Jennifer M. George (2003) @aregl managers
into 3 levels:

2.2.1.1 First —line managers or supervisors, ageptrsons who are
in charge of daily supervision of staff at otherdis which are non-managerial. They
report directly to the next level managers / midai@nagers. This managerial level
works in every department of a firm.

2.2.1.2 Middle Managers are responsible for theesugion of the
first — line managers and often make suggestionthdéonext level manager / top
managers. Their tasks include training, motivatngl rewarding their subordinates.
However, the main responsibilities of being a meddhanager are to develop and
improve the skills and knowledge of each employé&&kvin turn can enhance their

efficiency and effectiveness for the company.



2.2.1.3 Top managers are in charge of all the depgats’
performance. Also, they are responsible for caeggartmental supervision. They
monitor how well the middle managers use the ressuto achieve their goals. The
key person or the most important manager is thef@xecutive Officer (CEO).

Mosley, Megginson, and Pietri (1997) stated tharal operation of
the organization is the responsibility of top masragnt. Middle management is
responsible for a division, department or projedtereas supervisory management
controls a small organizational unit, productiomelior laboratory. This last level is
the non-managerial level.

Also, Lewis, Goodman, and Fandt (2001) stated thamhagers often
differ with regard to both the scope of their rasgbilities and their level within the
vertical structure of the organization.

They have described the scope of responsibility Ihtypes: functional

responsibilities and general management respoitigibil

2.2.2 Functional managers are the type of managers wdhoeaponsible for
a part of work groups. Usually, they are promdtedh within the same work groups.
In addition, functional managers often have the esabackground as their
subordinates; such as sales managers, productioag®es and purchasing managers.

2.2.3 General managers, in contrast, manage whole setsliftdrent
departments that are responsible for differentsask’hey may not specialize in
specific areas of work and their technical skillaynmot be as strong as those of their
subordinates. General managers must coordinate emedgize the people in
departments in order to achieve the overall goiaiseoorganization.

23 CONCEPTSOF MOTIVATION

Herzberg, Mausner, and Snyderman’s (1959) sattair study that there are
two factors making employees feel happy and unhapitly their jobs. First, the
factors that contribute to the happiness of emmsyare challenging work,
recognition, responsibility, independence, and pation growth. These factors are
also called factors of motivators. On the otherdydhe factors bringing unhappiness

to employees are supervision, company policieskiwgrconditions, administrative



practices; benefits and job security which can disocalled factors of hygiene.
However, the hygiene factors do not affect the paliformance of employees. In
contrast, when the motivators are increased, th@ames often put in more effort to

increase their job performance.

Barnard (1966, p. 142) believed that motivationcemages workers to be
satisfied with the job. The organization might mate the workers by

1. Material rewards such as money or presents.

2. Opportunities such as a higher position or newlehging job.

3. Good working conditions such as good office envinent and good
utilities.

4. Socialization such as good activities among colleag

5. Adjustment to working conditions such as to putright man in the right
job.

6. Participation such as give a chance for workershire ideas in company
activities.

7. Job training, set up the training course to develmpker efficiency or
performance.

According to the study of Altmann (2000), the ssx of the company has
been built up from part of the concern of the managnt for the subordinates. They
said it is essential to provide employees with adyavorking environment which can

lead to a higher level of employee job performance.

24 CONCEPTSOF COMMUNICATION

Drucker (1954) stated that in communication, tlesnimportant messages are
non verbal messages or to hear what is not beity sAs the nature of human
physicality, we were born with two ears and onlyeomouth. An individual,
therefore, should listen more and speak less.

Daggett and Miles (1991) said the average persendspapproximately 70
percent of his or her waking time engaged in soorenfof communication-either

listening, speaking, writing, reading, or gesturing



The communication process between supervisor abdrdumate is important

and relates to communication satisfaction. Théchasdel is explained as follows:

Figure 2. Hamilton and Parker’s basic model of communication
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It is the same basic process for communicating witly one person, or with
many people. The basic model of communication lynHton and Parker (1997)
explains the communication process and the rolé ¢aah element plays. The
misunderstandings in communication can be decrdagsethking the communication
process clear between receiver and sender. Immtbael, person A could be the
sender (the source of message) or the receivemfigrpreter of the message). Person
B also could be either the source or the interprebe fact, both sender and receiver
will interchange with each other during communigatisuch as in the conversation
between subordinates and supervisors, when thedinhtes start a conversation they
will be the sender and once the supervisors resgandupervisors will be the sender

as well.
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In addition, DeFleur (1970) described the formenaept of stimulus and
response or S-R Theory. He said that charactsistnd interest in information of
people were different from one another. The difiéegion was based on the
following factors:

(1) People had different personalites and psycholdgica
characteristics.

(2) The differentiation was incurred because people ew&om
different societies.

(3) People in different societies learnt from differenvironments.

(4) Learning from different environments caused peofue have
different attitudes, values, beliefs, and persoiesli

In addition, Handel (2000) stated that giving imh@tion to all employees of
the organization and empowering them to perfornir flobs in order to reach those
targets could make the employees feel that thegnigeto the company’s success.
The perception motivated the employees to workeit highest performance.

One example of communication skills as an importaahagement attribute
as stated inmrhe Leadership Secret of the World’s Most Succe€&®s by Eric. It
mentions the clear message that communicates teuberdinates making Hain
Celestial Group grow constantly. The company ighe natural food and organic
product business in which they are the biggesteplay this market. The sales have
grown to approximately USD 700 million annually w2000 staff. He also said his
most powerful leadership strategy is to communicddie had no hidden agendas and
his four clear messages to subordinates: buildds;astick to strategy, have good
people, and achieve financial goals.

Eric suggested people should communicate direadyead of using e-mail
and voice mail. In his opinion, many people usethad as a way to avoid
confrontation. Communication by e-mail and voicailnis the easy way out when
there’s something important to talk about. In falsese ways of communication are

not as effective as the direct communication (Yasam, 2004, p. 91).
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25 CONCEPT OF MANAGEABILITY

Manageability means the capability of the supervisosranging and
distributing work among members of the work groo@tcomplish the organization’s
goal.

Managing can be explained in general meaningslasvi

1. Work *“tasks and activities broken down into units”

2. People “personnel assigned to job and task redpibnss”
3. Relationship “coordination of work and people”
4

. Condition of work “the environment where people kor

As Frunzi and Savini (1997) stated, managing ine@slarranging a unity and
sequence to accomplish predetermined tasks. Biniti@h, manageability is
determining how work is to be segmented and coatdoh

The managing function requires that every manger cbacerned with
building, developing, and maintaining working redaships that help achieve the
organization’s objectives. In order to make sucstracture possible, management
must delegate authority throughout the organizadia establish and clarify authority
among the departments. Management should desigrsttiucture and establish
authority relationships based on sound principhes @ganizational concepts, such as
delegation of authority, unity of command, spansapervisor, division of work,
departmentation, and line and staff authority atestby Hilgert and Leonard (1998).

2.6 CONCEPT OF CONTROLLING AND DIRECTING

The managerial function of controlling concerns usgxg that company
performance is on track as plannett. would not be possible for a supervisor to
determine whether work was proceeding properlizgré were no plans for checking.
Controlling covers both making sure the plan iscexed properly and correcting the
process if it deviates from the original plan ortasb an unexpected result, as
mentioned by Hilgert and Leonard (1998).
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2.7 RELEVANT RESEARCH

Noppawan Kanjanawaufiissa mauzassa, 2540) studied the leadership

styles as perceived and preferred by supervisors taerir subordinates of the
Electricity Generating Authority of Thailand to @irout the most preferred leadership
style of supervisors and their subordinates. Hmepes consisted of 220 supervisors
and 379 subordinates answering a b5-rating-scalestipneaire of the studied
leadership styles.

The research result showed that the most commateiglaip style of both
supervisors and their subordinates was the teadeilghip style. This style shows
equal concern for both task and people and repiedka ideal management style.
Since concern for employees is equal to that fek,tthis is therefore termed “team”

or “democratic management”.

Phusit Jarupornsim§us a1qwsau, 2547) reported in the research about the five

key functions of management as stated below

1. Planning is considered as ideas on how to accomiiiescompany goals.

2. Manageability occurs after planning. The managesupervisor should
arrange and distribute the task for each work group

3. Human resource management is assigned to recruitight people into
the right position.

4. Coordinating is making a cooperative atmosphertaénwork place. One
task of the manager is to resolve internal corsflaztfore they become big issues.

5. Controlling involves monitoring one’s action to neakure that tasks have
been carried out properly and implementing corvectheasures as necessary if it is
not. Controlling is the last function after othéisse been done.

Northouse’s study (as cited in Stogdill, 1974,2).stated in a review of
“leadership” research that leadership has beemetin many different ways. There
are a number of ways to complete the sentence #rshigp is ...”. Researchers
usually define leadership according to their indinal perspectives and the aspects of

the phenomenon of most interest to them.
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Handel (2000, pp. 18-20) mentioned that power atioo and objective
sharing makes subordinates a part of a compangsess. This is a way to motivate
subordinates to work efficiently.

Yaverbaum (2004, p. 91) said the most effectivaldeship strategy is to
communicate. He suggested four clear messagé® ioompany: build brands, stick
to strategy, have good people, and achieve finbgoss.

In his opinion, too many people hide behind e-mai$s a way to avoid
personal, face-to-face communication, and that #-ava voice mail are the easy
way out when there’s something important to talkuwtb They hurt communication

by eliminating the need to speak to the persorctlyre



