6 семестр

Text 1`
Line-and-Staff Organisations
There are numerous ways to structure jobs within an organisation, but two of the most basic forms include simple line structures and line-and-staff structures.

In a line organisation, top management has complete control, and the chain of command is clear and simple. Examples of line organisations are small businesses in which the top manager, often the owner, is positioned at the top of the organisational structure and has clear ‘lines’ of distinction between him and his subordinates.

The line-and-staff organisation combines the line organisation with staff departments that support and advise line departments. Most medium and large-sized firms exhibit line-and-staff organisational structures. The distinguishing characteristic between simple line organisations and line-and-staff organisations is the multiple layers of management within line-and-staff organisations.
A wide variety of positions exist within a line-and-staff organisation. Some positions are primary to the company’s mission, whereas others are secondary - in the form of support and indirect contribution.
Line positions. A line position is directly involved in the day-to-day operations of the organisation, such as producing or selling a product or service. Line positions are occupied by line personnel and line managers. Line personnel carry out the primary activities of a business and are considered essential to the basic functioning of the organisation. Line managers make the majority of the decisions and direct line personnel to achieve company goals. An example of a line manager is a marketing executive. Although a marketing executive does not actually produce the product or service, he or she directly contributes to the firm’s overall objectives through market forecasting and generating product or service demand. Therefore, line positions, whether they are personnel or managers, engage in activities that are functionally and directly related to the principal workflow of an organisation.
Staff positions serve the organisation by indirectly supporting line functions. Staff positions consist of staff personnel and staff managers. Staff personnel use their technical expertise to assist line personnel and aid top management in various business activities. Staff managers provide support, advice, and knowledge to other individuals in the chain of command. Although staff managers are not part of the chain of command related to direct production of products or services, they do have authority over personnel. An example of a staff manager is a legal adviser. He or she does not actively engage in profit-making activities, but does provide legal support to those who do. Therefore, staff positions, whether personnel or managers, engage in activities that are supportive to line personnel.

Notes: workflow - трудовой процесс
Text 2
Organisational Structure
There is a tendency to increase task specialisation as the organisation grows larger. In grouping jobs into departments, the manager must decide the basis on which to group them. The most common basis, at least until the last few decades, was by function. For example, all accounting jobs in the organisation can be grouped into an accounting department, all engineers can be grouped into an engineering department, and so on. The size of the groupings also can range from small to large depending on the number of people the managers supervise.
The degree to which authority is distributed throughout the organisation can vary as well, but traditionally structured organisations typically vest final decision-making authority by those highest in the vertically structured hierarchy. Even as pressures to include employees in decision-making increased during the 1950s and 1960s, final decisions usually were made by top management. The traditional model of organisational structure is thus characterised by high job specialisation, functional departments, narrow spans of control, and centralised authority. Such a structure has been referred to as traditional, classical, bureaucratic, formal, mechanistic, or command and control.
The traditional model of organisational structure is easily represented in a graphical form by an organisational chart. It is a hierarchical or pyramidal structure with a president or other executive at the top, a small number of vice presidents or senior managers under the president, and several layers of management below this, with the majority of employees at the bottom of the pyramid. The number of management layers depends largely on the size of the organisation. The jobs in the traditional organisational structure usually are grouped by function into departments such as accounting, sales, human resources, and so on.
Text 3

The Structure of Organisations
To work effectively in organisations, managers must have a clear understanding of the organisational structure. Viewing an organisation chart on a piece of paper or framed on a wall, one sees only a configuration of positions, job duties, and lines of authority among the parts of an organisation. However, organisational structures can be far more complex than that.

An organisation’s structure is the formal pattern of activities and interrelationships among the various subjects of the organisation. Two important aspects of organisational structure are job design and organisational design.

Job design. Job design refers to the process by which managers specify the contents, methods, and relationships of jobs to satisfy both organisational and individual requirements.

Organisational design. Organisational design refers to the overall organisational structure. If a manager plans to alter the basic structure of the organisation, the result of his efforts is supposed to be a new structure of tasks and authority relationships that he believes will channel the behaviour of individuals and groups toward higher levels of performance in the organisation.

The Processes of Organisation

Certain behavioural processes give life to an organisational structure. When these processes do not function well, unfortunate problems can arise.

Our model includes four behavioural processes that contribute to effective organisational performance: communication, decision making, performance evaluation, and socialisation and career development.

Communication process. Organisational survival is related to the ability of management to receive, transmit, and act on information. The communication process links the organisation to its environment as well as to its parts. Information flows to and from the organisation and within the organisation. Information integrates the activities of the organisation. Some problems arise because the information that flows from the organisation is different from the information that flows within the organisation.

Decision-making process. The quality of decision making in an organisation depends on selecting proper goals and identifying means for achieving them. With good integration of behavioural and structural factors, management can increase the probability that high-quality decisions are made. Organisations rely on individual decisions as well as group decisions, and effective management requires knowledge about both types of decisions.

Performance evaluation process. Managers must evaluate the performance of individuals and groups within their organisations. Sometimes a superior evaluates an employee’s performance using the criteria different from the criteria that the employee expects when (s)he takes the job. Individual, group, and organisational performance are the outcomes, or dependent variables, of organisational behaviour, structure, and processes. The system that management installs to evaluate performance serves such purposes as deciding on rewards (pay, promotions, transfers), identifying training needs, and providing feedback to employees. Many methods exist to evaluate performance; the challenge to management is to select the appropriate one.

Socialisation and career process. Individuals enter organisations to work and to pursue their personal career goals. Organisations employ individuals to perform certain tasks - the jobs of the organisation structure. Thus, individual and organisational interests and goals must be similar. Individuals move through time and jobs along career paths more or less prescribed by the organisation. The extent to which an individual is successful in a career depends, in part at least, on the extent to which he or she adapts to the organisation’s demands. The process by which the individual is made aware of the organisation’s expectations is termed socialisation. Socialisation may be formal, as when orientation programmes are established for new employees, or informal, as when the manager and co-workers tell the new employee relevant details about the organisation’s expectations. Career development and socialisation are interrelated activities that affect the performance of both the organisation and the individual.
Notes: feedback - обратная связь;

pursue - преследовать (цель)

Text 4
Multinational Corporate Structure
Multinational corporations can be divided into three broad groups according to the configuration of their production facilities:

· Horizontally integrated multinational corporations manage production establishments located in different countries to produce the same or similar products. (example: McDonalds)

· Vertically integrated multinational corporations manage production establishment in certain country/countries to produce products that serve as input to its production establishments in other country/countries. (example: Adidas)

· Diversified multinational corporations manage production establishments located in different countries that are neither horizontally nor vertically nor straight, nor non-straight integrated. (example: Microsoft)

International Power
Large multinational corporations can have a powerful influence in international relations, given their large economic influence in politicians’ representative districts, as well as their extensive financial resources available for public relations and political lobbying.

Text 5

Micro-Multinationals
Based on Internet communication tools, a new kind of multinational companies is growing in number. These multinationals start operating in different countries from the very early stages. These companies are called micro-multinationals. What differentiates micro-multinationals from the large MNCs is the fact that they are small businesses. Some of these micro-multinationals, particularly software development companies, have been hiring employees in multiple countries from the beginning of the Internet era. But more and more micro-multinationals are actively starting to market their products and services in various countries. Internet tools like Google, Yahoo, MSN, eBay and Amazon make it easier for the micro-multinationals to reach potential customers in other countries.

Contrary to the traditional powerful image of the large MNCs, the micro-multinationals face the limitations and the typical challenges of a small business. In most cases, the micro-multinational companies are run by technically savvy people who can use various Internet tools to overcome the challenges of remote collaboration, customer service and sales infrastructures.

Notes: challenge - задача, проблема;

savvy - смекалистый, понятливый;

remote - удаленный, далекий
