
                            
 
 
 
                                        QUESTIONS 
 

NUMBER  ONE 

Discuss the major features and significance of the Hawthorne experience at the 
Western Electric Company.                                                
(Total: 20 marks) 

 

 

NUMBER  TWO 

a) Outline the kind of behaviours that call for disciplinary action in workplaces.         
                    (12 marks) 

b) Design a general description of what would be expected of responsible 
employees in a company where top management has a positive policy for 
discipline.                                                                                  
(8 marks) 

                  (Total: 20 marks) 
 
NUMBER  THREE 

a) Explain what you understand by the term “pluralistic society”                (12 
marks) 
 
b) What are the implications for a business operating in a pluralistic society?  
                                                                                                                         (8 
marks) 
                                               (Total 20 marks) 
 
NUMBER  FOUR 

Motivation of subordinates is an important aspect of a manager‟s job. 
 

a) What do you think motivates a person to work well?                   (4marks) 
b) What steps can a manager take to motivate his subordinates?                 (6 marks) 
c) “People only come to work for money”. Discuss           (10 marks) 

                                                  (Total: 20 marks) 
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PRINCIPLES AND PRACTICE OF MANAGEMENT - BLOCK REVISION MOCK 2



 

NUMBER  FIVE 

“Attempts to bring scientific methods into management merely show what an inexact 
art management really is.” Discuss.     (Total: 20 marks) 
 
NUMBER  SIX 

 Discuss the evidence which suggests that in order to be effective, a manager can and 
should be flexible in the choice of his managerial style    (Total: 20 
marks) 
 

NUMBER  SEVEN  

a) List the factors influencing effective teamwork.                       (8 marks) 
b) Take four of the factors and write a short paragraph on each.                   (12 marks 
                                                                                                           (Total: 20 
marks) 
 
NUMBER  EIGHT  

As a result of company expansion, the accounts manager now has control of four 
assistant managers. This expansion has resulted in the need for greater delegation and 
clear definitions of levels of authority and responsibility. 
 
Required: 
a)   Explain what is meant by: 

i.  Responsibility 
ii.  Authority 
iii.  Delegation          (6 marks) 

 
b) Explain the need for effective delegation, the problems with delegation and how 

these problems may be overcome.       (14 marks) 
  (Total: 20 marks) 
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                                               ANSWERS 
 
NUMBER ONE 

a) The Hawthorne experiments were conducted at the Western Electric Company‟s 
Chicago plant during the period 1927-1932(5 years).The researchers consisted of 
company personnel and members of Prof Elton Mayo‟s Industrial Research 
Department (IRD) at Harvard Business School. 

b) First Stage: To study the effects of lighting on output. 

       Two  groups of workers were selected for study-one group had no variations in 
its level of lighting, while the other had several variations from better to worse.  
The significant result was that the output of both groups increased.  Obviously 
some factor other than purely physical conditions was at work in the situation.  At 
this stage, Mayo‟s staff were invited in by the company. 

c) Second Stage: Relay Assembly Test Room 

A group of women were made the subject of various studies into the effects of 
changes in working conditions, especially in relation to rest periods, meal breaks, 
etc. As before, regardless of whether the conditions were improved or worsened, 
productivity always increased. The women were responding to the attention of the 
researchers, and saw themselves as a special group. This form of behaviour has 
been called the Hawthorne Effect. Awareness of this effect has helped subsequent 
researchers to make allowance for it, or obviate it, in the design of their 
programmes. 

d) Third Stage: 

This consisted of a major interview programme to establish employee attitudes 
towards working conditions, jobs and supervision. This recognition of the 
importance of work attitudes represented a complete break from the ideas of 
scientific management, and laid the foundation for later developments in 
understanding employee motivation at work. 

Stage three established the importance of social relationships in the work situation.  
The findings led to a greatly increased interest in “human relations” at work. 

e) Fourth Stage: Bank Wiring Observation 

This furthered the ideas of stage three above and the group concerned set their 
own standards of work and work behaviour.  The importance of groups with their 
informal or unofficial standards was seen to be a key factor in workplace 
productivity. 
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f) Final Stage 

This took the form of personnel counselling ,in which employees were able to 
discuss their work problems. The result was an improvement in personal 
relationships, especially with supervisors. Here again the importance of taking 
account of employee needs as individuals was recognised by the company. 

g) Significance: 

The main significance of the Hawthorne Studies was its impact on subsequent 
social research methods. For managers, it indicated the vital importance of groups 
and social relationships at work. 

 

 

 

NUMBER  TWO 

a) The following list of offences indicates the kinds of behaviours that have often 
been specified in disciplinary procedures: 

 
i) Engaging in a strike or group stoppage of work of any kind, slowdown, 

sabotage, picketing in connection with the failure to abide by the terms of the 
union agreement or by the award of an impartial arbitrator. 

ii) Insubordination or wilful disobedience in carrying out reasonable requests 
from a supervisor, or refusing to accept a job assignment. 

iii) Falsifying time cards and production records. 
iv) Inefficiency, e.g., failing to do the amount and quality of work that were 

expected of employees when first hired. 
v) Repeated tardiness and absenteeism. 
vi) Using liquor on company premises; possession, use, and distribution of 

unlawful drugs; drunkenness. 
vii) Fighting or attempting to injure others (aggressors only) on the job or on 

company premises; horseplay and practical joking. 
viii) Unauthorized possession of weapons. 
ix) Gambling and bookmaking on the premises 
x) Wilful damage to company property. 
xi) Violations of safety, environment and health regulations. 

 
b) In companies where top management has a positive policy for discipline, written 

procedures can suitably be stated as a general description of what responsible 
employees are expected to do. e.g., 
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i.  All employees are expected to abide by safety regulations and to be safety-
minded at all times-not only for themselves but also in relation to other 
employees. 

ii.  Subordinates are expected to support management authority by following the 
instructions issued by their immediate supervisor. Employees who feel that an 
instruction or order is unreasonable should obey under protest and then file a 
complaint, with the exception of orders or instructions that may jeopardize 
employee‟s safety or health-In such a case, the employee should ask for a 
written order so that the reason for prudent non-compliance is a matter of 
record and can subsequently be investigated. 

iii. All employees should respect the property rights of the company and for all 
other employees. 

iv. All employees should always show a responsible attitude toward their work and 
toward other employees. They should report for work promptly and regularly 
and not leave early; meet established standards for quality of work; refrain from 
drinking intoxicating liquor or using unlawful drugs and refrain from offering 
such addictive substances to another employee; exercise self-control, even 
under provocation; and refrain from practical jokes or horseplay. 

 
NUMBER  THREE 

a) A pluralistic society is one in which many organized groups represent various 
interests. Each group has an impact on other groups, but no one group exerts an 
inordinate amount of power. Many groups exert some power over business. There 
are many claimants on the organization, who have divergent goals. It is the task of 
the manager to integrate their aims. 

b) Working within a pluralistic society (i.e. a society in which many organized groups in 
existence represent various interests) has several implications for business: 
I. Business power is kept in balance by various groups, such as environmental 

groups. 
II. Business interests can be expressed by joining groups such as the Chamber of 

Commerce. 
III. Business participates in projects with other responsible groups for the purpose 

of bettering society e.g. working towards the renewal of inner cities. 
IV. In a pluralistic society, there can be a conflict or agreement among groups. 
V. In a pluralistic society, one group is quite aware of what other groups are doing. 

 
NUMBER  FOUR 

a)  
i.    Most people are motivated by money to the extent that they come to work to 

fulfil economic needs.  It is very debatable whether people are motivated to work 
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harder by the lure of money.  Even when money is seen as a real incentive, the 
evidence seems to be that it is not a lasting form of motivation. 

ii.    Most people are also motivated by the social contacts made at work. There is 
plenty of evidence to suggest that the formation of social relationships and the 
need to belong to groups, is a very important motivator. The building of 
supportive work teams can therefore  be a powerful motivator to people. 

iii.    A person‟s standing or reputation at work are important motivators, whether he 
receives them from his peers or from the organization. Opportunities to achieve 
and to receive recognition for that achievement are also significant factors in the 
work needs of most people.  On balance, the evidence seems to suggest that 
motives associated with the job itself are the most likely to encourage people at 
work. Nothing succeeds like success ! 

 
b)   A manager could take the following steps to motivate his/her subordinates: 
i. ensure adequate level of pay. etc 
ii. train the individual so as to enable him to master the job, and eventually move to a 

   bigger one. 
iii. develop a team spirit in which the members feel that they can support the others 

and 
    yet be supported by them as well. 

iv. provide means whereby the employee can measure his progress in the job. 
v. take an interest in the person and thank him when he has worked well. 
vi. ensure that the person‟s job was a challenging one, however modest the level 
vii. keep the employee well-informed about matters that may concern him. 

 
c) 

i. People do come to work for money i.e. they have economic motives. It is 
unlikely that they come only for money.  The reasons why people work have 
been studied by various writers and researchers.  In several cases, assumptions 
about people‟s behaviour have been considered as important as research 
evidence. 

ii. In the first twenty-five years of the 20th Century, the assumptions made by 
owners and managers were that people come to work primarily to fulfil 
economic needs. Therefore pay and monetary incentives are the key to 
employee motivation. Examples of this concept are those of F.W. Taylor and 
the scientific managers. 

iii. By the 1930s it was becoming evident, on the basis of research studies such as 
the Hawthorne experiments, that people have other needs, especially needs 
relating to personal relationships. In other words, while money is still an 
important factor, it is by no means an overriding one. 

Download more at www.ebookskenya.co.ke



iv. Since the period following World War II, a number of theorists and research 
workers have concluded that people have a variety of needs at work .In 
particular, there is strong evidence, from the work of social scientists such as 
Herzberg and Likert, that people seek self-actualisation at work, i.e. they seek 
to realize their full potential. 

v. The implications of self-actualisation are that people seek more than financial 
returns from work. They seek more than friendly relationships.  What they are 
looking for are opportunities to exercise responsibility, to obtain a sense of 
achievement and to develop new ways of doing things. 

vi. In the final analysis, people come to work for a variety of motives. Each 
person has his or her own set of priorities.  The challenge for modern 
management is to be aware of these needs and to meet them in an adaptable 
manner. 

 
NUMBER  FIVE 

a) Management is a process of planning, coordinating, motivating and controlling. 
b) The use of scientific methods involves searching systematically for evidence to 

prove  or disapprove some theoretical proposition. 
c) Early  examples of attempts to apply the methods of science to management 

were provided by F.W. Taylor and the Scientific Managers, who observed and 
measured work in order to establish more efficient ways of working. 

d) Those such as Fayol, Urwick and Brech who attempted to define certain laws or 
principles of management also may be included amongst the users of scientific or 
rational methods. 

e) In more recent times, the scientists are generally social scientists, interested in the 
study of human behaviour in organizations.  Their methods are based on 
observation and analysis of people as individuals and in groups. 

f) Management has also been described as “ getting things done through people”.  
The application of scientific methods has shown that it is easier to record, 
measure and evaluate information about things, and much more difficult to make 
consistent sense of human behaviour. 

g) Scientific methods have made management more exact in terms of measuring 
and predicting things, but have done much less to prove that management is a 
science rather than an art. 

 

NUMBER  SIX 

a) There is not a great deal of evidence on this issue, although there is considerably 
more untested speculation. 
An early attempt to suggest a range of leadership styles, as opposed to one or two 
mutually exclusive styles, was made by Tannenbaum and Schmidt in the 
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1950s.Their continuum of leadership styles ranged from authoritarian behaviour at 
one extreme to democratic behaviour at the other with several alternative styles in 
between. Like most of their contemporaries, Tannenbaum and Schmidt were more 
concerned with identifying a „best style‟ rather than an „appropriate style‟ (i.e. the 
best in the circumstances). 
Prof. John Adair‟s functional model of leadership goes some way towards an 
appropriate style by suggesting that a leader‟s aim is to achieve the task set for him 
by paying sufficient attention to task needs, group needs and the needs of 
individuals within the group. Depending on the circumstances, the leader may 
need to pay more or less attention to each of the three variables ,but he must 
direct some attention to all of them. The approach suggested by Adair has been 
used as the basis for training leaders. 
The most influential theory on the issue of flexible leadership style, however ,is 
that of F.E Fiedler. His researches were first written up in 1967 in a volume 
entitled “Theory of Leadership Effectiveness”, in which Fiedler referred to a 
“contingency approach” to leadership. His conclusions were that group 
performance was dependent, or contingent upon, the leader adopting an 
appropriate style in then light of the relative favourableness of the situation. 
Fiedler found that the most important variables in determining the relative 
favourableness of the situation were as follows; 
i. The quality of leader-member relationships; 
ii. The degree of structure in the task; and 
iii. The power and authority of the leader‟s position  

 
(b) The most favourable combination of variables for the leader appeared to be when: 

i. He had good leader-member relations; 
ii. The task was highly-structured; and  
iii. His position was powerful. 

 
 By comparison, the least favourable combination was when: 

i. The leader was disliked by the members; 
ii. The task was relatively unstructured; and 
iii. The leader had little position power. 

 
(c) In considering the issue of style flexibility, a number of important factors appear to 

be emerging from the theories and researches carried out so far. These factors are 
as follows: 
i. There is no “one best way” of arriving at an optimum leadership style. 
ii. The most practicable approach is to aim for the “best fit” between the leader 

and his situation. 
iii. The situation usually comprises the following variables: 
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 The requirements of the task 

 The needs of the team 

 The needs of individuals within the team 

 The relations between the leader and the team 

 The authority granted to the leader as part of his appointed role 

 The power of the leader to act 
 
d) Meeting the demands of the situation requires leaders to select an appropriate style 

from a range of styles, depending on the circumstances. 
 
 

 

NUMBER  SEVEN 

a) The principal factors which influence effective teamwork are as follows: 
i.  Leadership 
ii.   Nature of tasks required to be performed 
iii. The knowledge, skills and motivation of the team members 
iv. The size of the group 
v. The group‟s stage of development 
vi. The extent to which the group sticks together 
vii. Group norms and organization norms 
viii. The roles played by individuals 
ix. The environment in which the group has to work. 

 
b) Four of the above factors discussed 

i.      Leadership-Every group needs adequate leadership. An effective leader can 
meet the team needs of the group(e.g. fair treatment, adequate resourcing, 
development of team spirit, etc).He or she can also meet the needs of 
individuals(e.g. counselling, practical assistance, etc) and of the task(e.g. 
allocating work, arranging resources, scheduling events, etc).Ideally an 
effective leader will have a dominant style which suits the team for most of 
the time, but which can be adapted to meet contingencies arising from 
outside task pressures or from within the group(i.e. conflict).Conflict is not a 
bad thing in itself but it does require careful handling by the leader to prevent 
the team from disintegrating. 

ii.      Stage of Development-The effectiveness of a team, i.e. its ability to fulfil its 
tasks competently and with satisfaction, depends considerably on the relative 
state of development of the group who make up the team. A newly formed 
team will spend a good deal of their time finding out what is expected of 
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them, what the rules are, and where they can obtain information and 
resources. In other words, they will be inward looking during this formative 
stage. As the team begins to settle down, the first conflicts and doubts tend to 
appear.  Here again a good deal of the team‟s energy will be taken up 
resolving these internal issues.  As internal conflicts and doubts are settled, 
the team will find new levels of cooperation and standards of operation.  At 
this stage, team spirit will be very high, and the group will be outward 
looking.  As success with the task is experienced, and individual collaboration 
is achieved in practice, the team will be performing at about its optimum 
level. 

 
 

NUMBER  EIGHT 

a) Term Definitions 
i.   Responsibility-This is an obligation placed on a person who occupies a certain 

position. It is accountability for the performance of specified duties or the 
satisfactory achievement of defined company objectives. Because responsibility is 
an obligation owed, it cannot be delegated. No superior can escape responsibility 
for the activities of subordinates, for it is the superior who delegates authority 
and assigns the duties. It does follow, however, that the subordinate has a 
responsibility back to his superior. Once a subordinate has accepted the 
assignment and the power to carry it out, his or her responsibility is absolute 

ii.    Authority-Henri Fayol defined authority as “the right to give orders and the 
power to exact obedience”.  It is the right to exercise powers such as hiring and 
firing or buying and selling on behalf of the organization. Authority refers to the 
relationship between the participants in an organization.  The authority structure 
provides the basis for assigning tasks to the various elements-for commanding.  
The concept of authority is closely related to the idea of the legitimate exercise of 
the power of a position and depends on the willingness of subordinates to 
comply with certain directives of superiors.  The scope of responsibility must 
correspond to the scope of authority given.  If a manager is given responsibility 
without the necessary authority, he is in the invidious position of being powerless 
to achieve  the levels upon which his performance is being judged. Conversely, a 
person given authority without clear responsibility for achieving specified targets, 
or without having to report to a  more senior manager, is in a position of false 
security. 

iii. Delegation-This is the process whereby a manager or supervisor transfers part 
of his or her legitimate authority to a subordinate. Along with authority goes 
responsibility but whilst authority can be delegated, responsibility remains with 
the superior, e.g. while a Board of Directors may delegate authority to the 

Download more at www.ebookskenya.co.ke



managers, the directors are still responsible directly to the shareholders.  
Delegation means giving someone else the freedom and authority to do a job for 
which you are accountable.  This action implies that the person receiving the 
delegated work will handle it on his or her own initiative and that you have 
confidence in the ability of the delegatee to do the job successfully. Delegation is 
an important aspect of organization and effective management. Without 
delegation, formal organizations could not exist. If there were no delegation, the 
chief executive would be responsible for everything and would be the only 
person with the authority to do anything. Consequently nothing much would 
ever get done. Because management is the act of getting things done 
(accomplishing objectives) through the work of other people, to put it simply, it 
is obvious that management could not succeed without delegation. 

 
b)    In all but the smallest of organizations, some degree of delegation is necessary, 

as there are physical and mental limitations to the work that can be undertaken 
by any manager. This in turn allows subordinates to gain experience and 
demonstrate how they can perform. From these points the following practical 
advantages can be derived: 
i. The workload of the manager is reduced allowing more time to concentrate 

on strategic duties. 
ii. Subordinates can gain good experience for future management. 
iii. Delegation can lead to decentralization, which can allow divisional or branch 

managers to react quicker to local changes than managers at head office. 
iv. Allowing subordinates to perform work of a higher grade can aid their 

development. 
v. Management can see how subordinates tackle work of a higher grade, and 

how they cope with extra authority. 
vi. Effective deployment of resources fulfils value for money criteria. 

 
When a manager or supervisor delegates there is a calculated risk being taken on the 
abilities of the subordinate. The best ways to ensure effective delegation are to: 

i. Define the limits of authority delegated to the subordinate by giving an outline of 
the job, the control limits and the desired standards and ensuring that the 
subordinate accepts and understands what is involved. 

ii. Allocate sufficient resources. 
iii. Be satisfied that the subordinate is competent to exercise that authority. 
iv. Be disciplined enough to permit the subordinate the full use of that authority 

without constant checks and interference and to be willing to listen to the ideas 
of the subordinate. 

v. Link achievement with reward. 
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There are common problems associated with delegation, namely: 
i. Failure to delegate sufficient authority 
ii. Need for higher managerial skill 
iii. Loss of direct control 
iv. Lack of confidence in both the subordinate and the person delegating  
v. Danger of a less satisfactory outcome/lower productivity 
vi. Fear of losing one‟s job to a good subordinate 
vii. Boss is secure and comfortable in his old job 
viii. Subordinate may become impatient for monetary recognition 
ix. Doubt over what to delegate and what to keep 
x. Failure to monitor and counsel 
 
The problems can be minimized by considering the following points: 
i. The manager should not delegate so much as to overload a subordinate totally 
ii. The employee has reasonable skill and experience in the area concerned 
iii. The employee is carefully selected and trained 
iv. Appropriate authority is delegated 
v. The manager remembers to monitor and control 
vi. The manager is not simply “passing the buck” or “opting out” 
vii. All concerned know that the task has been delegated. There is an open 

communication system 
viii. The manager puts time aside for coaching and guiding 
ix. If delegation goes well, then the person will expect a reward, e.g., upgrade 

job/more pay. 
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