1. Provide an executive summary to your paper that indicates your analysis of the major issues presented in the case concerning Outback and the hihglights of your recommendations for continuing the success of the company (see question #4).
2. Conduct an analysis of Outback's current situation using the Management Process (planning, organizing, leading, and controlling) as your framework.  Integrate any course material you feel relevant in answering this question.  You should find many of the handouts from class discussion very helpful in catalyzing your thinking.  Your response to this question should comprise the bulk of your paper
3. What has Outback done to successfully Attract, Develop, and Retain the best people (the goals of Human Resource Management)?  It is interesting to note that at the time of the writing of the case Outback still did not have a Human Resources department at their corporate headquarters.
4. In your opinion, what are the top 3 to 5 challenges Outback qill face as they continue to grow and strive to remain a success story, and what actions do you recommend for meeting these challenges?  Be as creative and specific as possible
the student directly, thorougly, accurately, and thoughtfully addresses all of the assigned analysis and reflection questions, referencing key case/text facts to support his of her analysis and personal reflection as appropriate
the student accurately and appropriately applies broader course material (including specific theoretical constructs) in formulating responses to the assigned analysis and reflection questions
John Schermerhorn
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-If we had to, we could force fit every area into a manager.  Human Resource Management, Financial, Marketing, Ops Management (manufacturing)

Human Resource Management

-Attracting ( Developing ( Retaining the best people.

Four sub areas of Human Resource Functions

1. Staffing and recruitment

2. Organizational development

3. Compensation and benefits

4. Employee and labor relations

Equal Employment Opportunity (EEO)

a. Right to employment without regard to race, color, national origin, religion, age, gender, or physical/mental ability

b. Federally enforced by the Equal Employment Opportunity Commission (EEOC).  Protects all of us to have equal opportunity- but allows companies to legally discriminate.

c. White males are just as protected as a Hispanic female.

1. Federal government has yet to declare that homosexuals are a federally protected class

2. Criminals are not a protected class

BFOQ (Bona Fide Occupational Qualification) if you truly distinguish a job requirement.  Example: Payless shoe manufacturing – must lift 60 lbs.

EEO attempting to create an equal playing field

All people are image-bearers

EEO also protects business mottos

Affirmative Action Programs

a. Federally mandated programs that promote the employment opportunities of women, veterans, aged, disabled, and certain cultural groups.

1. Unbalanced and does not favor white male

b. If $50,000 per year and 100+ employees, you must have an affirmative action plan

c. Affirmative Action can sue you, not just take you to court.

Money does not retain the best workers.

Leadership

Are leaders more born or are they made?

1. More born, qualities/personalities are born – your gift

2. More made, character is made through experiences

a. Different personalities in leadership

3. Research shoes leaders are slightly more born but are still made.  60% born; 40% made

Leading: to inspire effort, build enthusiasm, communicate the vision

Leadership traits and behaviors – drive, self confidence, creativity, cognitive ability, business knowledge/aptitude, motivation, flexibility, honesty, and integrity

Focus on leadership behaviors

1. Task and people concerns

a. Task concern

I. Plans and defines work to be done

II. Assign task responsibilities

III. Set clear work standards

IV. Urges task completion

V. Monitors results

Fiedler’s Contingency Model

1. Effective leadership depends on a match between leadership style and situational characteristics

2. Diagnosing leadership style:

a. Least preferred coworker scale (LPC)

b. Determines if you are “relationship oriented” or a “task oriented” leader ( either one or another, never both

3. Diagnosing situational characteristics/control

a. Leader/member relations (good or poor)

b. Task structure (high or low)

c. Position power (strong or weak)

4. Either going to be task oriented or relationship, never both

Hershey-Blanchard Situational Leadership Model

1. Leaders adjust their styles depending on the readiness of their followers.

a. Readiness = how able, willing, and confident followers are to perform tasks

2. Hershey-Blanchard Leadership Style

a. Delegating for high readiness 

b. Participating for moderate readiness

c. Selling for low to moderate readiness

d. Telling for low readiness

House’s Path – Goal Leadership Theory (4 styles)

1. Directive: leader and the goals are emphasized

2. Supportive: well-being of followers is emphasized

3. Achievement oriented: the goals are emphasized

4. Participative: the ideas of the followers are emphasized

5. Which style depends on situation?

Trends in Leadership Behavior

1. Transformational leader: use of charisma and related qualities to raise aspirations and shift people and organization systems into new high-performance patterns

a. Not ok with status quo

2. Transactional leader: use of tasks, rewards, and structures to help followers meet their needs while working to accomplish organizational objective.

Motivational Theory

Motivation is key!

1. Accounts for the level, direction, and persistence of effort expended at work.

2. As a manager, if your team members are not motivated, you will fail.

Must understand connection between motivation and rewards.

1. Extrinsic rewards

a. Provided by someone else

b. Examples include: bonuses, promotions, special assignments, awards.

2. Intrinsic rewards

a. Occur as part of job itself

b. Examples include: feelings of competency, personal development, self-control

Acquired Needs Theory – McClelland

1. Need for achievement (n Ach)

a. Desire to do something better, solve problems, master complex tasks

2. Need for power (n power) ( personal power, social power

a. Desire to control, influence or be responsible for others

3. Need for affiliation (n Aff)

a. Desire to establish and maintain friendly relations with others.

Two-Factor Theory – Herzberg – money doesn’t motivate

1. Satisfier factors (job content)

a. Things related to the nature of the job itself

b. Source of job satisfaction and motivation 

2. Hygiene factors (job content)

a. Things related more to the work setting

b. Source of job dissatisfaction

c. Can’t motivate but eliminate dissatisfaction

Job dissatisfaction:

1. Hygiene factors

2. Working conditions

3. Interpersonal relations

4. Salary

5. Organizational policies

Equity Theory – Adams

1. Perceived inequity is a motivating state

2. People are motivated to restore equity by changing:

a. Work inputs – exerting less effort

b. Rewards received – asking for better treatment

c. Comparison points – finding ways to make things seem better

d. Situation – quitting job

3. Hoping that what I put into a job, I hope to get right reward, compare yourself to others.

Teams
Teams ultimately do a better job – individual more efficient

Synergy – the main goal of using teams

1. Means that a team is using its membership resources to the fullest and is achieving more as a unit that could otherwise be achieved.

2. Teams achieve more

How teams work:

1. Two key results

a. Task performance

b. Human resource management – if asked if they want to stay on the team, say yes

2. Effective teams have high levels of both results

Stages of Team Development

1. Forming – initial orientation

2. Storming – consolidation around operating agenda and shared value

3. Performing – focused task performance

4. Adjourning – eventual disengagement

a. Most often neglected

Cohesiveness

1. Degree to which members are attracted to and want to remain part of the team

2. Can be good if paired with positive norms.

3. Cohesiveness = agreement on norms

4. But can be negative if paired with negative norms

Group think – tendency for highly cohesive groups to lose their critical evaluative capabilities

1. This is a bad thing/negative.

a. Nazi Germany

b. Challenger Space Shuttle

Brainstorming – good/positive to generate ideas

1. All criticism is ruled out

2. Freewheeling is welcomes

3. Quantity is important

4. Building on one another’s ideas

Communication

--Interpersonal process of sending and receiving symbols with messages attached to them

--Critical Management Skill

--Foundation of effective leadership

Channel richness – use of communication medium

1. Low richness, impersonal, one way, fast, simple

2. Going to high richness, personal, two way, slow, complex.

3. Posting e-bulletins, memos/letters, email/voicemail, telephone/e-meetings, face-to-face meetins.

--Good communication/high richness is very important for complex problems

    - Need effective communication

--Simple message need efficient communication, low richness.

Perception, Communication, and Behavior
1. Perceptual tendencies and distortions

a. Stereotypes – someone identified with a group or category is assumed to have the characteristics of that group or category

b. Halo effect – one attribute is used to develop an overall impression of a person or situation

I. Hand shake/ eye contact

c. Selectivity or Selective Perception – people tend to perceive and define a situation from their own perspective.

d. Projection – assignment of personal attributes to other individuals.

I. Affiliation, power, achievement.

Change Agent – person who takes leadership responsibility for changing the existing pattern of behavior of another person.

-Being a change agent (facilitating change) goes hand in hand with management.  But you don’t change for change’s sake.  Must have a shared vision.  You will always have resistance against change agents. 

Process of creating new ideas and putting them into practice

1. Process – better ways of doing things

2. Product – creation of new or improved goods and services.

Planned change – proactive 

1. Occurs as result of specific efforts of a change agent

2. Direct response to perception of performance gap

Unplanned change – reactive

1. Occurs spontaneously and without benefit of change agent’s attention

2. Acting immediately is appropriate goal of management.

Organizational culture

-Organizational culture is a system of shared beliefs and values that develop within an organization and guides the behavior of its members.

The “personality” of the organization

1. Culture change is an oxymoron ( it is nearly impossible to change an organizational culture, especially a mature organization.

Change Strategies

1. Force – coercion

2. Rational persuasion

3. Shared power

Position Power

1. Reward coercion, legitimate

Personal power

1. Expertise, referent

Controlling to Ensure Results
--What gets measured happens!!!

   --Holding employees to what needs to get done.

Controlling as a Management Function

1. Steps in the control process

a. Step 1: Establish objectives and standards

I. Types of standards

A. Output ( quantity/quality

B. Input ( use of resources

b. Step 2: Measuring actual performance

I. Goal is accurate measurement of output and/or input standards

A. Give employee feedback

c. Step 3: Comparing results with objectives and standards.

I. Need for action = desired performance – actual performance.

d. Step 4: Taking action

I. Management by exception

A. Problem situation (figure out problem)

B. Opportunity situation (celebrate performance)
Job satisfaction


Motivator factors


Sense of achievement


Feelings of recognition


Sense of responsibility





People concerns


Acts warm and supportive


Develops social rapport with them


Respects their feelings


Sensitive to their needs


Shows trust in them





Outcomes


Public compliance


Compliance with understanding


Understanding and commitment 








