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Introduction

Sport, in its broadest sense, refers to all recreational and competitive sports, physical activity, fit-

ness, and dance. Sport has become a dominant influence in many societies. No single aspect of any culture
) ~ . . . .
receives more media attention than sport. Sport is big business and continues to grow at a phenomenal rate

globaﬂy. It provides the visibility for its star participants to enter the political arena or become broadcasters

or movie stars or entrepreneurs.

Further, recreational participation in sport continues to grow in popularity each year driven by
increased time for leisure activities and discretionary income to spend on exercise and fitness pursuits. This
increase in growth has required development of new undergraduate programs to prepare a new —
sport and fitness managers. This new sport/fitness manager needs to understand the management pro-

cess in order for the demands of the fitness and sport businesses to be successful.
Finally, management is critical in keeping any organization operating smoothly and efficiently. A

facility that is well maintained and managed is one of the best public and consumer relations tools in an
organization’s arsenal. An organization’s facility manager must become involved in many tasks, includ-
ing, but not limited to, leadership, facility and event management, crowd control, security, emergency
operations, facility maintenance, operational policies and procedures, and human resources to name a

few.

What is Management?
Management is an organizational function, like sales, marketing, or finance. It does not necessarily

mean managing people. We can manage ourselves or the material assigned to us at work. If you managed
aproject very well on your own, it would mean that you did the job in a well-organized, efficient man-

ner, making good use of all resources at your disposal.
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have the power and responsibility to make decisions to manage an
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% . Dife"”:; :‘:s a discipline, management comprises the interlocking functions of formulating
v enwfpmw .polic y and organizing, planning, staffing, controlling, and directing (leading) the
e 2 s to achieve the policy’s objectives. The size of management can range from

) 1rCce
firm sc::;ium a small firm to hundreds or thousands of managers in multinational companies.
lafge firms, the board of directors formulates the policy that is implemented by the chief
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executive officer (Business Dictionary, 2013).
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At th; :;ﬁlr n;glf ’qsfanﬁty on a regular basis,
adjusting a0 initial plan, 'and
taking steps t0 reach an intended goal.
This applies €ven in situations where planning does not take place. From this perspective, Kreitner
dy (2012) and Daft (2013) indicate that Frenchman Henri Fayol (1841-1925) considered
i<t of six functions: forecasting, planning, organizing, commanding, coordinating,
1 controlling They also suggested that another way of thinking would be like Mary Parker Follett
él1"8684933), who wrote on the topicin the early 20th century, defined management as “the art of get-
(. hings done through people.” She described management as a philosophy.
i This definition is considered useful but far too narrow. The phrase “management is what managers
s widely, suggesting the difficulty of defining management, the shifting nature of definitions,
and the connection of managerial practices with the existence of a managerial class (Daft, 201 8)i
Another train of thought regards management as equivalent to “business administration.” However,
re realistically every organization, whether it is for-profit or nonprofit, must manage its financial

t managers think management is functionally the actions of

do” occur

mo;
resources, people, processes, technology, and so forth, in order to maximize its effectiveness.

This becomes more confusing when people refer to university departments that teach management
as “business schools.” Some institutions (such as the Indiana University's Kelly School of Business) use
that name, while others ( such as Purdue’s Krannert School of Management) employ the more inclusive
term “management.” So what is it—business or management?

Kreitner and Cassidy (2012) suggest in for-profit work, management has as its primary function the
satisfaction of a range of stakeholders. This typically involves
+  making a profit (for the shareholders),
«  creating valued products at a reasonable cost (for customers), and
+  providing rewarding employment opportunities (for employees).

In nonprofit management, keeping the faith of donors is of utmost importance. In most models of
management, shareholders vote for the board of directors, and the board then hires senior management;
however, this is not always true in the nonprofit world (e.g., American Red Cross). A number of orga-
nizations have experimented with other methods (e.g, employee-voting or board and employee-voting
models) of selecting and/ or reviewing managers.

Contem porary Theories of Management

The following are contemporary theories of management:
.

Psychological aspects of management

Sociological aspects of management
Applied management
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At one time in America, Europe, and Japan, the world of work was largely composed of individuals
’ ogether. Farmers produced food for themselves

working alone, rather than groups of people working t . )
and their families and, if they were lucky, had a surplus to sell. Potters, silversmiths, and other craft work-
ers produced their goods independently. Families who needed homes built them alone or with help from their

neighbors. Even government was individualized, consisting of a lord or knight or governor who reigned over
a relatively small territory.

This individualized work pattern no longer exists in developed countries in the 21st century. Goods
such as appliances, airplanes, automobiles, train engines, television sets, and many other usable items could
not be replaced efficiently by asingle individual. Seldom does one person possess e
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Flgure 1.1. Management Tasks. Source: Drucker, Peter F. (197
fies, practices. New York: Harper & Row.
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Finally, managers’ schedules are usually jam-packed. Whether they're busy with employee m \
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Initiate improvement projects; identify new
ideas and delegate idea responsibility to others.

Take corrective action during disputes or
crises; resolve conflicts among subordinates;
adapt to environments.

Decide who gets resources; prepare budget:
3 S5
set schedules and determine priorities. g

Represent department during negotiations of
union contracts, sales, purchases, and budgets.
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Systems Theory
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What Is the Most Appropriate Leadership Theory for
Sport Managers to concentrate On?

decision making: (1) avail.

The. most appropriate leadership theory for sport managers to become acquainted with is situational
Iﬁerszlg.;he theory that best lends itself to sport managers is the Path-Goal Theory of Leadership (Hum-
phrey, 2013). However, sport managers need to pay close attention to their leadership styles as well as their

decision-making methods. S
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Man £ 5 Objectives (MBO) is a management approach designed to inte,
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Baldrige Management Model/System
The Baldrige management model/system serves two main purposes: RTTI W |
sess their jmprovement offorts, diagnose their overall performance management system, and :1:;;;'
their strengths and oppor tunities for improvement; and (2) to identify Baldrige Award r,eCiPients thy
will serve as role models for other organizations (Encyclopedia of Business, 2014). at
In addition, the system assists in strengthening U.S. competitiveness by
. improving organizau'onal performance practices, capabilities, and results;
o facilitating communication and sharing of information on best practices among U.S. organi-
zations of all types;
serving as 2 tool for underst

opportuniu‘es for learning

anding and managing performance and for guiding planning and

Total Quality Management
Total Quality Management (TQM)isac

ced the needs and expectations of the consumer in an ongoing, planned system. What
TQM attempts t0 achieve is a workplace where employees perceive that they have a personal stake in the
output. Workers seek to measure against expectations that are achievable and that they have had a hand in
setting Performance is reviewed by their peers and by managers who are active participants in the daily
operation of the workplace (Besterfield, Bestertield-Michna, Besterfield, & Besterfield-Sacre, 2002).

ollection of roles and practices that are oriented and strive to

always meet OF exc

PDSA Cycle

Dr. W, Edwards Deming stressed the importance of management’s role, both at the individual and
company Jevel, in the delivery of quality. According to Deming, 80%-90% of quality problems were
under management’s control, emphasizing organization-wide cultural change and worker/ management

cooperation as the path to achieving high quality (Deming Institute, 2013).
Shewart’s Learning and Improvement Cycle became popularized through Deming as the PDSA

Cycle, as a methodology for pretesting and perfecting before implementation and for continual im-
2014). With the goal

provement (PP&S, 2010b; Deming, Orsini, & Chaill, 2012; Enqyclopedia of Business,

of reducing the difference between the customer requirement and process performance, Deming de-

veloped a number of theories, including his “System of Profound Knowledge’ (theories of optimization,
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g Se
chology): {stakes an
variation, W‘fﬁ;ﬁ f gdnﬁ to Dcming}:ﬁ points for nanagement (listed below) sery "%
p Deming bfﬁ“" g Cabilh Foi> that he believed applied *0 an):lsize bl ype orga,ﬁzm?hh
2013; o of m ent, @ prov ement Of product an service. n;
complete D tancy O os\jv " no longer e with commonly accepted levels of de

o A the ] hip- - ;
dopt and defective worl'cmans ﬁzn. _— require statistical evidence that quality 4

; the basis of price.
business O inually on the system.

Find problems- e of training o

thods of super visio

from numbers t©

yone may Wor
een departments:

beatl\: Posteg and slogans for the workforce asking for new levels of

methods.

‘be numerical quotas-
the hourly worker and their right to pride of workmy
n-

quality-

I effectively for the company.

Drive out fear,
Break down barriers
+ Eliminate numerical g0
productivity without providing
» Eliminate work standards that prescr
+ Remove barriers that stand between

ship. B
¢ Institute a vigorous program of education and retraining
+ Create astructure in top management that will push on the above points every day” (p. 1)

inciples have contributed to the global success of Proctor §

In addition to Toyota, Deming's pr
Gamble, Ritz Carlton, Harley—Davidson and other well-known organizations.

Quality Trilogy

Dr. Joseph Juran was an important contributor to the Japanese quality movement and a seminal f
‘ g

ure in the evolution of quality management in the U.S. In addition to creating the® i
r . R g e “Pareto : »
identifying vital processes (80% of the return comes from 20% of the effort), he wrote tlljzl?:lzle %
ence work on quality management, the Quality Control Handbook (Juran, 2010). O dini st refer-
steps to achieve breakthrough i , ’ - Outlining the sequentia
P AL ough improvement, Juran's book, Managerial Breakthrough (1995) serves
basis for Lean, Six Sigma, and other important quality initiatives REbES aaiie
Juran (2010) describes quali . N
. quality from a customer i 2 " : ‘
is proportional to the number of features that mee: ctjl::vrg:in}’ Wh(; re the éegree of quality achieved \
safety, conformance and use. Rather than just focusing on thb nedt s, especially in design, availability,
P along the chain, from internal “customers” to %h » fi :] " C.ustome”’ Juran believed that each
Whﬂe. Juran developed numerous quality theories e final user is both a supplier and a customer
.establ'lshin”g a traditional quality system and to s s, two concepts in particular serve as the basis for
ity Trilogy” for managing qualit i _ upport strategic quality management: 1w
“Qualiy Planning Rogdmap’ y (quality planning, quality control and . g ent: Juran's “Qual-
a quality planni g Roadmap” (Juran 1995, 2010). Ju and quality improvement), and hi
ty planning roadmap: . Juran (2010) identified eight mi ’
* Determine wh > th eight milestones as integral 0
0 are the cust
Determine the needs of th omers.
0s€ customers,
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product featy
your needs
as well ag
eds.

.

\ improvemen

DCVQIOF a Pr

Opﬁmize the pre
Prove that the p
Transfer the Pro

o o & °

Kaizen

Maurer (2014) note
of these Western quality"
veloped and applied by |
and specifically within ¢
While Kaizen tear
portantly, Kaizenisap
than imposed, employi
* Everyisake
the organiza
* Evolution ra
less disrupti

critical,
* Everyonei
knowledge
* Everyonei
ments to t

International
Since 1947, d
leadership standar:
ment to business a
specifically on qu
customer satisfac
document the ele
includes ISO 90(
improvement) (]
management for

* Custo

* Leade

¢ Tnvol

*  Proc

*  OSyste

* Con

* Fact

* Mut

Afterar

unique in the
cal basis (PP
framework !




Mamgemem P ""“Ciples

Develop a process that is able to produce the product.

Optimize the process
prove that the process can pr
Transfer the process to operations. (p. 127).

oduce the product under operating conditions

L]
L
L]
L]

Kaizen
Maurer (201

of these Western q

4) notes throughout the 1950s and 60s, the
zality “gurus” but also expounded on what }{?:Z::eezgi :ir;ly :;nbraced th<.: ?eachings
veloped and applied by Japanese industry, “Kaize’:” is a core principle of qualit%' mzzgf:;mitgnﬁy de-
and speciﬁCally within the methods of TQM and “lean manufacturing’ (PP&S, 2010a) in general
While Kaizen teams analyze systems to find opportunities for continuous impro.veme . '
POrtandyy Kaizen is a phﬂosop‘hy embedded in the organization’s values. As such, Kaizen isnli, m(;) i
the following key concepts (Miller, Wroblewski, &Vﬂl;fuerte 201‘;- rather

than imposed, employing the * . !
in Kaizen: improving everything that everyone does in every aspect of

. Everyisakey word
the organization in every department, every minute of every day.

. Evolution rather than revolution: making 1% improvements to 100 things is more effecti
Jess disruptive and more sustainable than improving one thing by 100% when need beco::,
es

critical.
« Everyone involved in a process or activity, however apparently insignificant, has valuable
knowledge and participates in a working team or Kaizen group.
articipate, analyzing, providing feedback and suggesting improve-

« Everyone is exPected top
ments to their area of work. Management facilitates this empowerment” (p. 176)

International Organization for Standardization (ISO)

Since 1947, the International Organization for Standardization has developed management and
Jeadership standards for business, unity, ranging from environmental manage-
ment to business applications of risk and quality management. The ISO 9000 series, standards that focus
speciﬁcally on quality management and quality assurance, were developed to help companies achieve
customer satisfaction, continuous gulatory requirements, as well as effectively
document the elements needed to maintain an efficient quality system (PP&S, 2010b). The series now

includes ISO 9000:2005 (definitions), ISO 9001:2008 (requirements) and I1SO 9004:2009 (continuous
011). It is based on eight quality management principles that can be applied by

tional improvement (IS0, 2011):

government, and comm

improvement and re

improvement) (18O, 2
management for organiza
+  Customer focus
+ Leadership
+ Involvement of people
* Process approach
* System approach to management

+ Continual improvement

* Factual approach to decision making

* Mutually beneficial supplier relationships” (p. 17).

andards are built around business processes, emphasizing

Adaptable to all types of organizations, IS0 9001 is
ols and a philosophi-

for a QMS, but also provides to
1SO 9001 provides the

dures, documenta-

After a major update in 2000, the new st
improvement and meeting the needs of customers.
unique in that it not only specifies the requirements
cal basis (PP&S, 2010b). While some approaches are based on attitudinal factors,
framework to institutionalize the right attitude by supporting it with policies, proce

.‘:A
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2 and preventativ® wig,
' d as they're e‘mP"V""“ad to take control'of their woy)
 Employee sorale is increase ows as the company delivers proactive rather thy, re inessdictionars
e or ‘zﬂsfacﬂoﬂ/ loya‘lty gr acﬁve I“ran/ About ]W&;
solutions ise from continuous improvement process (2011:2' ?:;:Zn
. Better products and servicez ;:c ivity improves and rework costs are reduced %:P- {,/www.
+ Improved profit i}e;dst: i’:l communications— employees, customers and supplieyg - . A
. lmplc mtem ex ) lurmi ], M.., & 1
sured a voice . i1ds credibility with customer, supplier and copyy, ... handbook: The
third party auditor B Petity, Jence (6™ ed.}

. Veriﬁcaﬁon by
juran, ] M., & G

‘I Orgmizaﬁons (P- 3 1) h Sty
4 . ave been criticized for
' | -based quality management Systems San s sahratigh
On the downside, ISO z?f reqi:lsif‘esl for registration and maintenance. Further, ISO 9001 Certj(;‘:‘cm Deming Institut
of money, timeé and }"élPtil":'OduCt or service quality, especially in cases where receiving cerﬁficaﬁ%a_' el
tion does not guara'ntee P o is Deming, W. E.
pﬂ'or!'tizcd over achieving quality. i
. Qi her of qu
x Sigma _ . ) fat
E Si singigma is a methodology developed by Mot‘orola in 198§ to un]I;rovSu businzss pr‘oc.ess by Mg, Deming,W. E.
izing defects (iSixSigma, 2011). Six Sigma has since evolved into a broadly used organization,) N petitive po
mr oaclgl that focuses on reducing variations and achieving output improvements through problem Solving, Advance
gix Sigma practitioners utilize the DMAIC method (define [the problem], measure, analyze, improye Daft, R. L. (
control). Features that distinguish Six Sigma from earlier quality initiatives include the follow‘mg: ' OH: So
v Achieving measurable financial returns from the project. Daft, P:}; L.
» Increased emphasis on passionate management leadership and support. (7* ed
* A hierarchy of “Champions " “Black Belts,” “Green Belts,” etc. to implement the Six Sigma ers.
process. Daft, R. L,
* Making decisions on the basis of verifiable data, rather than assumptions” (iSixSigma, 2011) C;’d \c)l}ej
: ul
o Six f;grma employs many widely used c.luality nllanagement tools, such as Design of Experiments, Drucker,
Wh;to tlc1 ts, Chi-square Fest, Cost-benefit analysis, root cause and regression analyses, and more, practi
" d; defaPProaCh l:ais achieved significant bottom-line results for many organizations, it has also been Drucker,
at or potential negative eff i ; " e )
i ﬁein oversogld e ects suf:h as 1gno.rmg the customer, stifling creativity (especially in Yorl
g or inappropriately applied by consultants. Drucker
Ha
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