- s 2 e = ...,..u.c ~ fru.l.rN..
‘g#l'. © -

A nny LS

= - oo
» 3 % _— Wi 58 s o
e S IS0 0 . amas -
> : 2 = et ﬂi, ﬂﬁwﬁ.l:. oy T
. > - Al N ...a..} s ¥ S—
~— ity o " . St % — -
¥ = o sy
A

>
e




_%
Ve’
372
=
i
=
oy
/S

15015

FETR B TR 2 H At




A ER N

AHRBERCVER TR EHERY, AFBEX. B R
B AHMKHARARLLERIBHRR. SRRE. HETH
¥, BHREN ALK RN BSHFX.

EHAHHREEFRT K e AEMY, R R
BHEAR LBARURKLBRITE K 2IMEZ H.

(GP)FBSF 208 5

RREeV R AIMNE
% B
@ﬁﬁﬂg&%ﬁ%ﬁ%gﬁ
A TR AL IR R T
7 ¥R 130 8
MSEAR 200237 B35 4772069
FHEBE LR RITHRRITRE
A OG22 T HERR
LR el
Fr 7k 850 x 1168 1/32 E13K 6.25 FM;M 168 TF
1995427 A1 M8 1995 £ 7 A6 1 KEIR)
EA ¥ 1—5000 M

ISBN 7 - 5628 - 0572 - 5/G-85 &4t 9.00 5



*

Bl £ £

%

B w8

B

EAER
B £ %
AEESE:
SREER

x

G

HBERS
P&

¥
BH o
) QoA
¥
L &3
x5 Z
k%
AR R

3 R & =
W W WO

A
AME

R E
HrE HEA
x| Bl 3

BH W



Bl B

RNt -BEZFALUE, TILEA AEBREFENRLE
XARCREHZR, RETHANER, ERAREL UG
F¥#T. 925N PRXENREFNREFRE B2 EX
ERRERAEXA MR RS RLAAERURMBEEARH
SEUEH-TXWRR, RUPEELSA#RETRELELATN
KEERH—RBRARB 2L R EH cHEE TR FE
HiESR—RR, RN PEINER AT AR S X E
REEFX—EERA,

RNMRAG—AHEAANTEIARDLEE SR XAMF#
JPEFSHFLRGE, ZHEMERABHNERALS, 4 XEL
RECERLRME) - FATFHAFATT

2EAEHE B RIHIHE A IEREEX, ﬁﬁ&h:ﬁ]/l:
*,EWHE,

KETRARDYEEAR BEARURAEERF & B
FHEIA, QTRAXDVEER, ASHEREA RN ERE
Ao

ERBABNARY, AR LETERERAMLHTEE
FTETHERNX O LH, AEEF¥XEREREF NS
P LRFAAFRFREBT HRED L, J:Jﬁk"??i’ﬁm‘]%‘c
BFWTREHD, EhETRHE,

w—]‘-ﬁ%m%%‘&,iﬁiﬁ%mzﬁh,?ﬁﬁi%%ﬁio :

E 1
1995 4% 4



Lesson One
Lesson Two
'Lesson Three
Lesson Four

Lesson Five

Lesson Six
Lesson Seven
Lesson Eight
Iesson Nine
Lesson Ten
¥eik

"B W
3 (il !
b R

CONTENTS
H &

x I

Management Comparison

Visionary Leadership setsessstecevecsassernosnatsns et
...12

The Management Skills of Effective Leaders
The Art of War Used in Management
Foreign Direct Investment

JIT System

Key to Product Competitiveness—Quality ++*-
Quality Is The Responsibility of Everyone -

Foreign Market Pricing

Customer Retention «--<++e--e=--

BEFX

H &

BRMRAKBBEB HRDIRFE ooooerrerrerecennne,
RE 24T INTHEHN
P B TBL & BEATIT(L) revverrrorreeseromeeinemeereennnenans

BIEL (D) veveecrenrrarmrreniiniiiinnanns

a?

EA
/LR
BAH

--------

...................................

17

- 20
- 24

28
32

- 35
-+ 40
- 43

65
72
76
80

. 82
»g[ﬁ,@) cereeasaes

85
87

- 90

94

- 99



1& &

I1épeniit ypok T'paniner nponsBOXCTBEHHBIX BOSMOXHOCTEH
Gesvesnee 135
Bropéit ypox PEIHOK  +r-rirerrrersismrosniicaineseeieeinnens 140
Tpétuit ypox AxonomAAveckan GYHKUHUA roCyaAPCTBa ** 144
quBepruﬁ ypéx Kal-mm D R IR RTTRPERTPRPLF P, ¥ 1]
ITsiTest ypox Crpoc U MPEMIIOKEHHE +-r=wrrreerrieronsrorrar 153
Mlecrdéh ypok . KoonepatiiBHAS COBCTBEHHOCTE *++'#++es+er e 157
Cenpmon YPOK Apénm T LT Ty R P [ |
Bocbmoi ypok AKIAA  croormverveemrrie it 166
Hessitoili ypoK YACTHAS COOCTBEHHOCTD (1) ++evvrererecereses 170
HecAtnit ypok ~ YACTHAS COOCTBEHHOCTD (2) «++++rrevreveeees 174
‘fﬁfg‘ %%ﬁi.....,.................................... 178



b






Lesson One

Management Comparison

Productivity levels are of great concern to every country on the
face of the earth. In recent years, many U. S. businesses have
looked to Japan to find the answer to the productivity crisis in the
United States, while many Japanese scholars attend universities in
the United States to learn about management. Japan’s phenomenal
success in increasing productivity is often attributed to its managerial
approach and low wage rates. But with the rise of the Japanese yen
and the fact that the labor cost component of products becomes in-
creasingly less important, managerial competence becomes even more
crucial.

There is an abundance of literature on both U.S. and Japanese
management. Since Japan and the United States present contrasting
managerial approaches, Chinese managers probably could adopt as-
Pects from either approach. But which country uses managerial prac-
tices that would be appropriate for making Chinese businesses more
effective and efficient? The first step should bé to identify Chinese
managerial practices and to analyze whether thesr are closer to the
U.S. or the Japanese model. Then they should be compared and
contrasted with current practices used by large, state — owned busi-
nesses in China.

There is general agreement on the .basic characteristics of
Japanese and U. S. management, but there is less agreement — and
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certainty — about the transferability of the practices(not the science)
of management to other cultures. In the 1960s, scholars and practi-
tioners were very much concerned about the universality and trans-
ferability of management. A great deal of controversy centered on
the question of whether management is culture-bound. Some suggest
it is, while others point to the universality of management. Harold
Koontz, who developed one of the most comprehensive models of
comparative management, concluded that the opinion differences
about the universality of management can probably be attributed to
the fact that management as science-organized knowledge has uni-
versal application, but the practice of management is an art and as
such must be adapted to the situation.

To understand what management is, we have to ask“What do
managers really do?” One of the most widely used frameworks for
structuring managerial knowledge is to take the managerial process
and divide it, as a first order classification, into the functions of
planning, organizing, staffing, leading, and controlling. Key ma-
agerial activities are then grouped within these functions. We will
first discuss these functions and then point out the differences of
managing in the Untited States and Japan.

Many writers point out the differences in the managerial prac-
tices in Japan and the United States, or in the West in general. But
others report that, for example, no differences have been found in
participation in the decision-making process or in job satisfaction in
Japan and elsewhere. Therefore, the contrasting managerial ap-
proaches are suggestive.

Management, once considered a U.S. challenge to Europeans,
has become, in tht_e minds of many, a Japanese challenge to man-
agers in the United States. Whether the perception of the superiori-
ty of Japanese management practices is correct-and there is some

. 4 .



doubt-remains to be seen. In the meantime, many Chinese managers
are at the threshold of a managerial revolution in which more
government-owned  organizations gain  greater  autonomy.
Selectively, competition is encouraged and incentives for private ini-
tiatives are promoted. There is an increasing market orientation,
and decision power for meeting customer needs is decentralized
(there have been even some highly publicized bankruptcies). To
adapt to these and other changes, Chinese managers look at both
Japanese and United States managerial practices and compare them
with their past experiences. Some may be transferable, but others
are not. The environment, especially socio-cultural factors, does in-
fluence practice, but its impact may have been overstated.

Words and expression

productivity n. 4fFEE, 4=

look to HAifF, 2

phenomenal a. MRHY, LB

be attributed to #8--+---IHEF

abundance n. £¥,EH

literature n. JCHK, fE5:

crucial a. FREHER, BEXLMY

contrast vt. f§EX¢ H,, fifi 4]

approach n. 7, 8%

practice n. LB}, 1R

state-owned EF#Y, BEH

characteristic a. ¥FH R, BRFHH
n. ¥R, KT

universality n. ¥R#:

organized a. 2L, KEILH



transferability n. R[¥E#4:, v B
controversy . @‘ffﬁ, Wik

be adapted to f§iE ¥V, {#i&4
classification n. 433

threshold n. FF4f, ¥4

bankruptcy n. BEfZ



Lesson Two

Visionary Leadership

The United States still relies on technological innovation alone
to remain an economic power, but vision and leadership will be the
requisites for corporate survival in the 21st century. Thus, visionary
leadership must be exhibited by all managers in an organization. But
visionary leadership is easier called for than achieved. Developing vi-
sionary leaders fequires a plan or model. We must know where we
are going to get there. We have developed a model that shows the
components and elements of visionary leadership.

The model is best viewed in pairs: strategic mission/managing
change, continuous improvement/innovative culture, and coopera-
tive performance/ innovation.

Strategic Mission

In the past, mission statements focused on specific projects and
corporate growth. Customer orientation was seldom mentioned.
Today, corporations are beginning to realize that customers count.
Without them, there is no business. To achieve a customer-orient
-ed outlook, corporations must initiate and promote this approach
through strategy deployment. Such strategy deployment must be
more than top-down, one-way communication by a CEQ. It is de-
ployment by consensus, a methodology that allows input on organi-
zational goals and objectives from all managers and superyisors.

Managing Change

7.



Change is inevitable, yet everyone resists it. Managing change
is theory-criented because we cannot predict the future with 100
percent accuracy. But those corporations with the best predictions
( theories) can better anticipate customer needs. As we approach the
21st century, a corporation’s ability to exceed customer needs as op-
posed to merely meeting them will mean the difference between suc-
cess or failure.

Continuous Improvement

Instead of searching for quick-fixes, American industry needs
to ask: What are the concepts, strategies, structures, tools, and
skills that have propelled Japan to become a world industrial leader?
We may find their secret is a continuous improvement mentality in
their employees. ‘

Quality involvement such as TQC seems to support this mental-
ity of continuous improvement. The process 6f continual improve-
ment becomes more of an asset than the improvement itself-the jour-
ney is more important than the final destination. If we become
process-oriented, then we have learned to reinforce not only results,
but also employees’ efforts. '

Innovative Culture

If we are going to have an innovative culture, then we must be
people-oriented. To be people-oriented, we must have knowledge of
our employees’ needs. The carrot and stick approach no longer
works as a motivator. If we are going to ask our employees to be
mnovative, then we must develop a trusting and supportive
environment. When something goes wrong, a visionary leader must
ask why the error was made rather than who is to blame.

Whether we work as technical trainers, first-line supervisors,
middle managers, or CEOs , to be visionary leaders we must under-
stand the realities of:
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Ownership through participation.

Knowledge of employee needs.

Employees as assets.

An environment conducive to an innovative culture.

Cooperative Performance

Creation of a cooperative performance culture can be results-
oriented, but realistic expectations must be set and team recognition
must take precedence over individual recognition.

" Human resource development of a flexible, knowledgeable, and
synergistic workforce will be the premier competitive factor as we
move toward the 21st century. Visionary leaders must create and
nurture a culture that promotes cooperative performance and allows
synergism to achieve spectacular results.

Innovation A

Innovation is technology-oriented. The buzzwords of MRP,
MRPI, CNC, CIM, CAD, CAM, DNC, TQC, JIT are all very
good strategies. but they are not quick-fixes. If innovation equals
technological advancements, then integrating those advancements
becomes a crucial issue for survival and maintenance of the competi-
tive edge. Integrating islands of automation and technology is no
easy task because department walls exist. Process control within and
between departments must be established before system integration
and automation is installed. ’

Conclusion

Visionary leadership means a passion toward customer
satisfaction. Visionary leaders must be futuristic in their organiza-
tional strategies. They must understand that their role is. to drive -
and manage change. They must be able to nurture a continuous im-
Provement mentality using a process-criented management method-
ology that reinforces employee efforts to maximize results. They
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must develop an innovative culture that recognizes employees as as-
sets and allows ownership through participation. Visionary leaders
will understand that results are a necessity to survive in a capitalistic
global market, but they must set realistic expectations to make em-
ployees winners, not losers. The visionary leader is technologically
literate and realizes that time is the competitive factor. He or she
must be able to accomplish the integration and near perfection of all
functions to reduce invention to market cycle times, produce near

perfect quality, and be cost competitive.
Words and expressions

rely on #XHR, /Kl

technological innovation $% 7R 3 &

visionary leadership % L B iR S

component n. B 1H

in pairs A X7 H

customer-oriented AR X ¥, B & 5]

strategy deployment & Bg BFF

top-down H L1 F

theory-oriented BRiE &)

anticipate vt. Bi#, B W

go wrong tH E55, JBEER

process-oriented P TAE RN 5 (E &)

passion toward X 3e—3E 358 i ek Bl

creation n. €l

integration n. —{&4k, B

quick fixes ﬁﬁﬁﬁ?ﬁ

CEO = chief executive officer MZH, BEMAFET

MRP = material requirements planning #5} %K it
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