
                                                        

 

                                              QUESTIONS 

 

NUMBER  ONE 

 It is essential that new employees go through a period of orientation and training 
before formally settling in their positions. 
 

(a) What benefits can a company derive from a well-planned employee induction 
and training program?                                  (6 marks) 
(b) What are the desirable elements of a sound promotion policy in an organisation 
                                        (14 marks) 
                       (Total 20 marks) 

 
NUMBER  TWO 

Exactly what constitutes the management task is often unclear or misunderstood. 
 
Required: 
(a)  Explain the five main duties of a manager, according to the writer Henri Fayol.    
                                                               (10 Marks) 
(b)  Explain the differences between the role of a supervisor and that of a manager    
                                                                                                                       (10 

Marks)                              (Total: 20 
marks) 

 
NUMBER  THREE  

Absenteeism and low morale are apparent in the accounting department of ZST 
Limited, in which you are employed. Your superior knows that you are a student and 
have heard of Maslow‟s Hierarchy of Needs Theory. However, your superior is also 
aware that, although the theory has some relevance to motivational techniques, it has 
substantial limitations. 
 
Required: 
a) Using appropriate examples, explain Maslow‟s Hierarchy of Needs Theory.    
                                                                                                                       (12 

marks) 
b) List the shortcomings of using this theory as a motivational tool    (8 marks) 
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                                                                                                            (Total 20 
marks) 

 
NUMBER  FOUR 

Quality circles is a common concept in Total Quality Management (TRM) 

a) What are quality circles?                                                                          (4marks) 
b) What are their basic characteristics?                   (6 marks) 
c) How do employees benefit from participating in quality circles?           (10 marks) 
                                (Total: 20 marks) 
NUMBER  FIVE  
a)   Distinguish between centralisation and decentralisation                            (5 marks)  

  b)   What factors affect the degree to which top management centralises decision 
          making authority?                                                                               (15 marks) 

                      (Total: 20 marks) 
 
NUMBER  SIX 

From the study of managerial function of controlling, certain principles (truths) have 
been implied. These truths may be similar to truths in other areas management and 
they summarise the nature and purpose of control. 

State and discuss these principles.       (Total: 20 
marks) 

 
NUMBER  SEVEN  

  a) Outline the factors that a manager needs to consider in selecting distribution 
         channels.                                                                                  (10 
marks)  

   b)     Outline the functions performed by market intermediaries.                (10 
marks)                       (Total: 20 
marks) 

 
NUMBER  EIGHT 

  a) Clearly define the term “group decision making”.                 (10 
marks)  

   b)     Outline the potential advantages of group decision making..    
                                   (10 marks) 

                                                                                  (Total: 20 
marks) 
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NUMBER  ONE 

a)   There are a number of key benefits likely to result from a well-planned induction 
and training program, viz: 

 
i) Orientation and induction provide new employees with general information 

that they need about the organization-about policies, procedures, practices, and 
rules that will affect them, and also about the jobs on which they will work. All 
this information should be communicated in a way that can help them to feel at 
home in their new work environment as quickly as possible. 

ii) New employees are instructed in the requirements of specific jobs they are to 
perform, as outlined in an accurate and comprehensive job description. In this 
way they can rapidly learn to measure up to standards for performance, thus 
increasing their value to the organization and satisfying their human needs for 
personal growth on the job. 

iii) An advantageous by-product of training is that accidents, spoiled work, and 
damage to machinery and equipment can be kept to a minimum by well-trained 
employees, who are also motivated to do good work. 

iv) Dissatisfactions, complaints, absenteeism, and turnover can be greatly reduced 
when employees are so well trained that they can experience the direct 
satisfactions associated with a sense of achievement and the knowledge that 
they are developing their inherent capabilities at work. 

v) As employees respond to continued training, they can progressively increase 
their value to the organization and thus prepare themselves for promotion. 

vi) Continued training can help employees to develop their ability to learn-adapting 
themselves to new work methods, learning to use new kinds of equipment, and 
adjusting to major changes in job content and work relationships. In the years 
ahead, when technological advances will doubtless continue to change many 
work situations rapidly, versatility and adaptability may well be the most 
important advantages that can be derived from training. Training constitutes 
an investment in human resources. 

 
b)  A sound promotion policy of an organisation need essentially possess a majority of 

the following elements: 
 

i) A relative emphasis on competence over seniority and non-discrimination in 
promotions. 
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ii) A statement of management‟s intention that higher-paid and better jobs will 
be filled by promotion from within whenever possible, rather than by hiring 
from outside the organisation. If it is likely to be necessary to go outside to fill 
specific skilled or professional jobs, these should be identified in advance if 
possible. 

iii) Encouragement for supervisors to permit capable employees to leave the 
department or plant if better opportunities are available elsewhere. Capable 
employees who are held back are likely to be dissatisfied. 

iv) Establishment of lines of progression-ladders of promotion-within the 
organization. It is desirable to use job analysis to develop a chart showing 
basic job requirements (in competence, experience, formal education, etc.) 
and how each job leads to another.  Employees need to know what is 
expected on higher-rated jobs to prepare themselves for advancement. 

v) Postings of openings for promotions, so that interested employees may apply 
within a specified period, usually several days or a week. If possible, the 
opening should be posted and the candidate selected before the job actually 
becomes vacant.  If the job is temporarily filled by an employee who is 
subsequently advanced to the job permanently, other applicants are likely to 
feel that the posting  procedure is a farce. 

vi) Provision of training as a means of preparation for promotion. 
vii) Line responsibility for making promotions, with the advice and assistance of 

the personnel department in a staff capacity. The supervisor should propose 
promotions, which should then be subject to approval by the immediate 
superior in the line organization. This procedure serves as a check on the 
fairness of promotions and ensures that the policy will be consistently 
administered. 

viii) Provision for employee or union challenge of a particular promotion in the 
bargaining unit, within the limits of the promotion policy and the union 
agreement. A management that has consistently adhered to a sound 
promotion policy should have little to fear from a commitment to arbitrate 
grievances about promotions. 

 
NB: Not all employees want promotions, particularly if they will be required to leave a 
congenial work  group, or if they feel inadequate about taking a more responsible 
job. Promotions should not be forced on reluctant employees as such a move may be 
detrimental to organisational success. 
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NUMBER  TWO 

Professional accountants are often employed in a managing as well as an accountancy 
capacity. This requires an understanding of the responsibilities and duties of a manger 
and of the lower level of management, that of supervision. 
 
(a)  The duties of a manger were first detailed by the writer Henri Fayol. He detailed 

five „elements of management‟ which guide the management task. These are: 
 

i. To forecast and plan („prevoyance‟): 
To look into the future and set objectives in an attempt  to understand and 
control the future. This element is     further subdivided into the need for unity 
(each department‟s objectives being wielded together for the common good of 
the organization); continuity in short and long-term forecasting; flexibility in 
the need to adapt to circumstances and precision in attempting accurate future 
actions. 

ii. To organize: 
       To build the human and material structure of the organization. 

iii.       To command (draws on the military roots of management theory): 
       To maintain activity amongst the workforce.” Command” may be an outdated 

idea, modern writers would suggest that „motivation‟ is more appropriate, 
although „command‟ has a clear meaning in terms of the ultimate responsibility 
of management. 

iv.       To co-ordinate: 
      Fayol saw this as the process of binding together, unifying and harmonizing 

the activities of those employed in the organization. 
v.      To control: 

      That which brings conformity with established rules and command, through 
ensuring that targets are achieved  and objectives met. This idea again draws on 
the military roots of management theory. 

 
(b)  Supervision is an important and integral part of the task and process of 

management.  The role of supervision is a critical one because of the direct contact 
and responsibility for the work of others. It used to be said that a manager did his 
or her job by getting others to do theirs; in many ways this sums up the role of the 
supervisor. The role differs from that of the management in that the supervisor is 
unique, being the interface between management and the workforce and is the 
direct link between the two. 

 
 The role of the supervisor differs from that of the manager in that he or she: 
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I. Is in direct physical contact with non-mangers on a frequent basis 
II. Is the front line of management 

III. Has the chief responsibility for seeing that others fulfil their duties 
IV. Has a dual loyalty and must be loyal both upwards and downwards 
V. Has to face and resolve problems firsthand and often quickly 

VI. Actually directs the work of others 
VII. Directly enforces discipline 

VIII. Due to the closeness to others, has direct knowledge and ability in health, 
safety and employment legislation 

IX. Often has responsibility for negotiation and industrial relations within the 
department 

 
However, management must ensure that supervisors understand organisational 
objectives and make clear the powers and limits of the supervisor‟s authority and 
responsibilities. 
 
NUMBER  THREE 

a) Maslow’s Hierarchy of Needs Theory 
Maslow‟s Theory of Motivation suggests that individuals have a hierarchy of 
personal needs which are identifiable, universally applicable and which can be 
satisfied in a set order of priority in the workplace. Understanding this idea 
provides guidance to management as to the appropriateness of  motivational 
techniques. The hierarchy of needs is usually depicted in the form of a pyramid, 
shown in the diagram below. 

     

Download more at www.ebookskenya.co.ke



  KEY: 
1. Basic/Physiological Needs 
2. Safety/Security Needs 
3. Social Needs 
4. Ego/Esteem Needs 
5. Self-Realization/Self-Actualization 

 
NB: Needs 1& 2 constitute primary needs while needs 3, 4 & 5 constitute 
secondary needs. 
 
The hierarchy is based on four assumptions: 
 
I. A satisfied need does not motivation. When a need has been satisfied, another 

need emerges to take its place, so people are always striving to satisfy some need 
II. The need interactions of most people are complex, with a number of needs, 

affecting the behaviour of each person at any one time. 
III. In general, primary needs must be satisfied before secondary needs are activated 

sufficiently to provoke motivated behaviour 
IV. There are more varied ways of satisfying secondary needs than there are of 

satisfying primary needs. 
 
Maslow‟s Theory may be summarised and simplified by saying that everyone wants 
certain things throughout life, and these can be ranked in order of ascending 
importance: 
 
i. Basic/Physiological Needs: The things needed to stay alive (food, shelter and 

clothing).Such needs require satisfaction before all other needs and can be satisfied 
by money. 

ii. Safety/Security Needs: Protection against unemployment and consequences of 
sickness and retirement as well as safeguards against unfair treatment. These needs 
can be satisfied by the contract of employment (pension scheme, sick fund, 
employment legislation). 

iii. Social Needs: People need to belong and it is only through group activity that 
this need   can be satisfied. How work is organised, enabling people to feel part 
of a group is fundamental to satisfaction of this need. 

iv. Ego/Esteem Needs: People want the esteem of other people as well as feeling 
good about themselves. While status and promotion can offer short-term 
satisfaction, to build up the job itself and to give people  a greater say in 
organising their work(participation) is to give satisfaction of a more permanent 
nature. 
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v. Self-Actualization Needs: This is quite simply the need to achieve something 
worthwhile in life. It is a need that is satisfied only by continuing success. 

 
The significance of Maslow‟s Hierarchy of Needs is that; 
 
i. It underlines the relative importance of money. Status has no satisfaction for the 

man desperate for food and shelter 
ii. It demonstrates that money alone is not enough because, when basic and safety 

needs become satisfied, people are likely to concentrate their attentions on social 
and ego needs. Motivation of staff depends not only on money but also on the 
whole employment package embracing: 

 pension, sick fund, canteen arrangements 

 nature of the work done 

 interest and challenge in the work 

 scope in the job for self-expression and self-determination 

 style of management used 
 
b) The shortcomings of using Maslow’s Theory as a motivational tool. 
 

It is very easy to become confused in distinguishing what a person wants and what 
a person needs. The very simplicity of need theories of motivation, which makes 
them initially attractive, may also be their greatest weakness. Motivation is a 
complex process and needs are only one component of that process. Apart from 
being simplistic in its approach, there are other weaknesses associated with the 
theory. These include: 

 
i. A major criticism of the idea is that not all these needs are, or can be, satisfied 

through work. 
ii. The theory cannot accommodate an individual seeking to satisfy several needs t 

the same time. 
iii. The theory does not recognise the demands of the organisational situation. As a 

consequence of their product, service, structure, technology or environment, 
some organisations do not provide a suitable environment for self-actualisation. 

iv. The same need can cause different reactions in different people. 
v. Many people settle for less than reaching the ultimate. 
vi. People have different needs that may not be in the same order. 
vii. If the theory is accepted wholly, it can mislead management in its desire to 

motivate staff. 
viii. Job satisfaction does not lead to or equal improved work performance. 
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ix. The theory ignores the role of others in the work place and therefore the modern 
concepts of teams. 

 
 

NUMBER  FOUR 

a) Quality circles 
 This is a quality control technique, which originated in Japan. It involves the use 

of committee of workers that analyzes and solves the quality problems of various 
departments in the organization. 

 The quality groups are established in every department and trained on problem 
solving by use of statistical quality control and other process. 

 They are encouraged to make important inputs to key decisions affecting their 
activities.  

 Quality circles are not permanent committees and comprise small groups of 
about eight to ten employees and membership is rotated between members of 
the department/production plant. 

 They meet together on a regular basis to discuss day-to-day issues such as 
quality, productivity and safety, with the object of: 
i. Making improvements 
ii. Organising their implementation 

 
b) Basic characteristics of quality circles. 

i) Membership is voluntary, but usually consisting of a number of shop floor 
employees and a foreman or supervisor, or may consist of a mixture of 
skilled and unskilled employees together with one or two shop-floor 
specialists such as quality engineers and inspectors. 

ii) Each circle selects its own leader, and usually the organisation concerned 
provides training for such leaders in appropriate subjects(discussion leading, 
quality control, etc) 

iii) Members are trained in problem solving, in statistical quality control, and in 
working groups. A facilitator may work with the group but efficiency 
experts are usually excluded from the team. The team members participate 
actively in solving work-related problems. 

iv) Although initially the groups were trained in the analysis of quality 
problems, currently other problems, such as cost reduction, workshop 
facilities improvement, safety problems, employee morale, pollution control 
and education of employees, are also dealt with. 

v) The employees are given the tools, group support, and opportunities to nip 
problems in the bud. 
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vi) Each QC is responsible not only for recommending solutions but also for 
actually implementing and evaluating results. 

vii) The QC members present their results, reports and deliberations for 
consideration by management. 

viii) They usually implement proposals accepted by management. 
 
c) How do employees benefit from participating in quality circles? 

i) Greater awareness of shop-floor problems by circle members/Increased 
knowledge in area of work 

ii) Greater confidence in tackling problems and generating solutions on the part 
of circle members as the members are trained on this. 

iii) Improved productivity and/or quality because the circles provide checks 
among the members. 

iv) Improved motivation and self-esteem on the shop-floor because of employee 
involvement in solving organizational problems/concerns 

v) Improved communication skills. 
vi) Skills development, particularly problem-solving skills. 
vii) Employees become agents of change making the change process easier. 

 
NUMBER  FIVE 

(a) Centralisation is the tendency to concentrate decision making authority at the 
top level of an  organisation.  To the extent that authority is not delegated, 
it is centralized.  An organisation is thus centralised if its main area of authority 
is handled by a few senior managers at the head office. Then managerial 
functions of planning, research and development, personnel and finance are 
delegated with enough authority. There is little diffusion of appropriate 
authority because the senior managers at the centre do not want to delegate 
more work to their subordinates. 

 
Decentralisation is the tendency to disperse decision-making authority 
throughout all levels of  management by extensive delegation. To the extent 
that authority is not delegated, it is centralized 

       Under decentralisation, power and control are systematically 
delegated to lower levels in the organisation. Decentralisation is pursued  
i.    when the environment is complex and uncertain; 
ii.    when lower level managers are talented; and 
iii.    when decisions being made are minor 

 
      Decentralisation involves: 

i. determining what authority to push down to subordinates; 
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ii. developing policies and procedures to give to subordinates on how to use this 
authority 

iii. controlling the use of this authority 
iv. geographical relocation of activity. 

 
b) FACTORS THAT INFLUENCE THE DEGREE OF CENTRALISATION 

OR DECENTRALISATION 
 
    Managers cannot ordinarily be for or against decentralization of authority. They 

may prefer to delegate authority, or they may like to make all the decisions. 
 Although the temperament of individual managers influences the extent of authority 

delegation, other factors also affect it. Most of them are beyond the control of the 
individual managers. Managers may resist their influence, but no successful 
managers can ignore them. 

 
 These factors include: 
 

i. Management Philosophy: 
       This is the orientation of top management. Sometimes top managers do not 

interfere with the authority and information that they hold. At other times, top 
managers keep authority nt just as a desire for status or power but because they 
simply cannot give up the activities and authority that they enjoyed before they 
reached on top. Top managers may see decentralisations as a way that people 
create their own status. 

ii.    Costliness of the decision: 
This is probably the most important factor as managers are reluctant to 
delegate authority for crucial decisions. Generally, the more costly the action to 
be decided, the more likely it will be made at higher levels e.g. an airline‟s 
decision to purchase airplanes will be made at top levels while a decision to 
purchase desks may be made at the operating level. Similarly, quality control in 
drug manufacturing company where a mistake could risk lives, would normally 
be made at higher levels. 

iii.      Importance of the decision: 
     If decisions at lower levels affect important aspects of the organisation, then 

the degree of centralisation will be restricted. 
iv.  Volume/Number of organisational decisions at lower levels: 

The greater the number of decisions being made by an organisation at lower 
levels, the greater the  degree of decentralisation. 

v.  Desire for uniformity of policy: 
      Usually where uniformity of policy is required, centralisation is favoured. An 

organisation may wish to ensure that customers are treated alike with respect to 

Download more at www.ebookskenya.co.ke



quality, price, delivery and service or that  vendors are treated alike with 
respect to quality, price, delivery  and service or that vendors are treated with 
the same policies or that public relations are standardised.  Uniformity of 
standards makes it easier to compare relative efficiencies of departments and to 
keep costs down. 

vi.   Size and character of the organisation: 
 The larger the organisation, the more need to decentralise. Large organisations 
with huge numbers of people must be divided into fairly autonomous divisions 
to facilitate efficient management. Sometimes, decisions may be slow because of 
the number of managers and specialists who must be consulted. This could be 
expensive and therefore whenever feasible, the organisation should be 
centralised. The cost of large size may be reduced by organising the enterprise 
into small units. 

vii.  History and culture of the enterprise: 
viii.  Desire for independence: 
ix.  Availability of managers/Manager talent: 
x.  Control Techniques: 
xi.  Willingness of employees to accept responsibility: 
xii. Rate of growth of the organisation 
 
NUMBER  SIX 

PRINCIPLES OF CONTROL 
 
i) Principle of purpose of control: 
        The task of control is to ensure that plans succeed by detecting deviations from 
        plans and furnishing a basis for taking action to correct potential or actual 
        undesired deviations. 
ii)      Principle of future directed controls: 
        Owing to the time lags in the total system of control, the more a control system 

is based on feed forward rather than simple feedback of information, the more 
managers have the opportunity to perceive undesirable deviations from plans 
before they occur and to take action in time to prevent them. 

iii)  Principle of control responsibility: 
         The primary responsibility for the exercise of control rests in the manager 

charged with performance of the particular plans involved. Since delegation of 
authority, assignment of tasks, and responsibility for certain objectives rest in 
individual managers, it follows that control over this work should be exercised by 
each of these managers. An individual manager‟s responsibility cannot be waived 
or rescinded without changes in the organization structure. 

iv) Principle of efficiency of controls: 
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Control techniques and approaches are efficient if they detect and illuminate the 
nature and causes of deviations from plans with a minimum of costs or other 
unsought consequences. 
Control techniques have a way of becoming costly, complex and burdensome. 
Managers may become so engrossed in control that they spend more than it is 
worth to detect a deviation. Detailed budget controls that hamstring a 
subordinate, complex mathematical controls that thwart innovation and 
purchasing controls that delay deliveries and cost more than the item purchased 
are examples of inefficient controls. 

v) Principle of indirect controls/preventive control: 
The higher the quality of managers in a managerial system, the less will be the 
need for direct controls.  Most controls are based in large part of the fact that 
human beings make mistakes and often do not react to problems by undertaking 
their correction adequately and promptly. The more qualified managers are, the 
more likely they will perceive deviations from plans and take timely action to 
prevent them. 

vi) Principle of reflection of plans: 
The more that plans are clear, complete, and integrated, and the more that 
controls are designed reflect  such plans, the more effectively controls will serve 
the needs of managers. It is not possible for a system of controls to be devised 
without plans, since the task of control is to ensure that plans work out as 
intended. There can be no doubt that the more clear, complete and integrated 
these plans are, and the more that control techniques are designed to follow the 
progress of these plans, the more effective the controls will be. 

vii) Principle of organizational suitability: 
The more that an organization structure is clear, complete and integrated, and 
the more that controls are designed to reflect the place in the organization 
structure where responsibility for action lies, the more the controls will facilitate 
correction of deviations from plans. 
Plans are implemented by people. Deviation from plans must be the 
responsibility primarily of managers who are entrusted with the task of executing 
planning programs. Since it is the function of an organization structure to define 
a system of roles it follows that controls must be designed to affect the role in 
which responsibility for performance of a plan lies. 

viii)  Principle of Standards: 
Effective control requires objective, accurate, and suitable standards. There 
should be a simple, specific and verifiable way to measure whether a planning 
program is being accomplished. Control is accomplished through people. Even 
the best manager cannot help being influenced by personal factors, and actual 
performance is sometimes camouflaged by a dull or sparkling personality or by a 
subordinate‟ ability to “sell” a deficient performance. Good standards of 
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performance, objectively applied, will more likely be accepted by subordinates as 
fair and reasonable. 

ix) Principle of critical point control: 
Effective control requires special attention to those factors critical to evaluating 
performance against plans. 
It would ordinarily be wasteful and unnecessary for managers to follow every 
detail of plan execution. What they must know is that plans are being 
implemented.  Therefore, they concentrate attention on salient factors of 
performance that will indicate any important deviations from  plans.  Perhaps all 
managers can ask themselves what things in their operations will best show them 
whether the plans for which they are responsible are being accomplished. 

x) Principle of flexibility of controls: 
       If controls are to remain effective despite failure or unforeseen changes of 

plans, flexibility is required in their design. 
      According to this principle, controls must not be so inflexibly tied in with a plan 

as to be useless if the entire plan fails or is suddenly changed. Note that this 
principle applies to failures of plans, not failures of people operating under plans. 

xi)  The exception principle: 
       The more that managers concentrate control efforts on significant exceptions, 

the more efficient will be the results of their control. 
      This principle holds that managers should concern themselves with significant 

deviations-the especially good or the especially bad situations. It is often 
confused with the principle of critical point control and the two do have some 
kinship.  However, critical point control has to do with recognizing the points to 
be watched, while the exception principle has to do with watching the size of the 
deviations at these points. 

xii) Principle of action: 
      Control is justified only if indicated or experienced deviations from plans are 

corrected through appropriate planning, organizing, staffing, and leading. There 
are instances in practice in which simple truth is forgotten. Control is a wasteful 
use of managerial and staff time unless it is followed by action. If  deviations 
are found in experienced or projected performance, action is indicated, in the 
form of either redrawing plans or making additional plans to get back on course. 
The situation may call for reorganization. It may require replacing subordinates 
or training them to do the task desired or it may indicate that the fault is a lack of 
direction and leadership in getting a subordinate to understand the plans or in 
motivating him to accomplish them. In any case, action is implied. 

 
NUMBER  SEVEN 
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a) FACTORS INFLUENCING THE TYPE OF DISTRIBUTION 
CHANNEL TO BE USED 

      In deciding the combination of channels to use, the following factors should be 
considered: 

I. Company Characteristics-These include such factors as company objectives and 
constraints, financial status, past channel experience and desired degree of 
channel control required by the company.  

II. Product Characteristics-These include such factors as perishability (require more 
direct marketing), bulky products (require channels that minimise shipping 
distance and handling), non-standardised products(sold directly by the 
company‟s sales force e.g. custom-built machines),products requiring  
installation are usually sold by the company or by franchised dealers. 

III. Middlemen Characteristics- These include such factors as financial capabilities, 
payment policies, capability in reaching consumers and any strengths and 
weaknesses. 

IV. Competitive Characteristics-The channels used by the competitors may 
represent the wisdom of the industry.  Therefore, the company may tend to use 
them to make available its product where the company competitors are 
Alternatively, the company might use a different channel so as to differentiate 
its products. 

V. Environmental Characteristics-Political, legal, economic and technological 
characteristics influence channel decisions. When economy is depressed, 
producers may wish to use shorter channels to reach the  consumers with less 
cost. Government legislation against   producers doing their own marketing 
may also influence the  channel decisions. 

VI. Customer Characteristics-Key questions here include: 
             -   What is the output level desired by the customers? 
             -   What is the lot size purchased by the customer? 
             -   Does the customer expect service back-up? 
             -   Are the target customers centrally located or dispersed? 
 
b) FUNCTIONS PERFORMED BY MARKETING INTERMEDIARIES 
 

I. Contacting Function: 
They reduce the number of sales contacts on sales needed to reach all the 
customers. As the number of sellers and customers increases, the number of 
sales contacts increase geometrically, otherwise arithmetically in cases where 
there are middlemen. 

II. Sorting Function: 
This involves bulk breaking (buying in large units and breaking down into 
smaller units for resale) as     
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Well as bulk building (middlemen buy from various small producers, sell to 
marketing boards, millers              

   or Processors of foreign buyers-especially in  the marketing of coffee).  
III. Physical Distribution Function: 

Transportation and storage of products from producer to final consumer-
Transportation creates utility by ensuring good are available where desired 
Warehousing/Storage-Ensures that products are available when desired. This 
ensures continuous production since manufacturers storage space is 
continuously emptied by outflow of stock going to middlemen. The middlemen 
assume ownership of goods/merchandise thus financing the stock and 
assuming the risk. 

IV. Demand Stimulation: 
 In a bid to make a profit, middlemen engage in marketing function like the 

marketing mix variables. Though they engage in marketing, they stimulate sales 
of their stock, which also include competitor products. If a company‟s product 
is not in demand, then they may phase it out.  At times manufacturers may 
stimulate demand for their products by offering incentives to retailers.  
Demand stimulation by middlemen is appropriate for small producers who do 
not have fiancés to promote their products. 

V. Market Information: 
They provide information from producers to consumers or from consumers to 
producers. This information backs up what salesmen, consumers and the media 
provide. Middlemen explain to consumers how to use and maintain company‟s 
products and where to take them for repair. Questions regarding function of 
the product by customers, warranties and guarantee conditions. 

VI. Marketing intermediaries provide many producers lacking the resources to 
carry out direct marketing with an avenue to sell their products. 

VII. In some cases, direct marketing is simply not feasible hence the choice of 
intermediaries. 

VIII. It is better to outsource distribution function and concentrate on core business 
i.e. production. 
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NUMBER  EIGHT  

a)    GROUP DECISION MAKING 
This is the use of committees teams, task forces or simply work groups(as 
opposed to individuals) to consider problems/situations and ways of resolving 
them. The decision making process thus involves more than one person, who 
represent the varied interests. The conscious selection or making of courses of 
action emanating from more than one person. 
 In modern organizations, decisions are always made by groups of individuals. 
Groups fulfil different  needs/goals that may not be forthcoming from an 
individual.  Important to note that groupthink, group dynamics, group norms, 
group cohesiveness, group  conformity are a range of characteristics that dictate 
the quality of decisions/work produced in a group setting.  

 
b)      Outline the potential advantages of group decision making.  
 

i. Better quality decisions arising from availability of more information. 
ii. Increased acceptance 
iii. Better understanding of the decisions made. 
iv. Elevated commitment to the organization and the implementation of plans. 
v. Enhanced motivation 
vi. Training device 
vii. More perspectives on the matter giving it different angles. 
viii. Eliminates subjectivity, thus promoting objectivity. 
ix. Easy to coordinate and control decisions at implementation. 
x. Takes care of the different and diverse interests within the organisation. 
xi. Enhances the communication of ideas. 
xii. An agent of change i.e. makes change an easier process. 
xiii. Enhances decentralization of authority,  
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