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Introduction

Globalization

Physical Capital Intellectual Capital
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Project 2
Manager . Facilitator

Content
Expert
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Administrative Professional Change Agent Org. Partner
m Basic practices m Program design m_Design HR m Key member of
implementation and development systems to management

support org. team as org.
strategy planner
= Compliance- = Reactive = Contribute to = Highly
orientation business responsive and
decision making anticipatory
m Record m Ensure m Adapt programs m Proactive,
keeping appropriate to organization initiating actions
practices needs to improve
performance
m Technical m Teacher or m Consultant to m Equal leader within
resource expert management the organization
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Diversity Management

Vidhi Agrawal ,2012
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Factors Affecting Team

< a
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nslfgUuuunaziinsaniu, ArHaNWEID9 Edward C.S.Ku uazmsde (2013)

aNBNA TN A9 Team Efficacy of  Flight
Attendants: The Effect of shared
Leadership

NIRHUEUHINNBIANIT Yifeng Chen wazAsuy (2009) (589
The Interactive Effect of Team
Dynamics  and  Organizational

Support on ICT Project Success

AUTAUEITHYBIANBA (W Azin Panchi Talkhestani ua Lil
Sabbaghian  Rad  (2014) L%;m
Cultural  Intelligence and Team
Effectiveness: A Study of Sports

Club Managers in Tehran
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Emily M. Hunter wazatde (2010)
1384 Linking Team Resources to
Work-Family ~ Enrichment  and

Satisfaction

Jia Yuan &% Runtion Jing L'l‘gm
Good to Great : Build Strong and
Vital Team (2014)



'Why does manage organizat

Google success

“ Googlers ranked culture and the strength of
Google’s people jointly as the most important
factors behind its success, with shared beliefs,
values, and priorities crucial for
Innovativeness. ”

“ After culture and individuals, the most important
Influence on Google’s innovativeness was the
qguality of its leaders. ™

Source : Steiber, A. and Alange, S. (2013), “Google grows on people: Bottom-up leadership and
minimalist management inspire innovation” ,Strategic Direction, Vol.29,No.9, 2013,



What is organizational culture?
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What is organizational culture?
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Rule 1: The customer is always right.

Rule 2: If the customer is ever wrong, go back to see rule 1
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The Thai Red Cross Society Group
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The cultural Iceberg

Vision The way we say we
get things done
Strategy

Shared values ggals

Policies
Structures Procedures

Beliefs Shared assumptions

Perceptions Tradition
Perceptions
Values Norms

Unwritten rules

Staries

Feelings

Invisible organizational culture




Vision The way we say we
get things done
Strategy

Shared values Goals

Policies
Structures Procedures




Beliefs

Shared assumptions

Perceptions Tradition
Perceptions
values Norms

Unwritten rules

Stories

Feelings

Invisible organizational culture



4 Corporate cultures

Daft’s cultural typologies (2010) applied to

ACDL
Needs of the Environment

External Flexibility | Stability
0
3 Adaptability Mission
e Culture Culture
L
)]
Q
§ Clan Bureaucratic
- Culture Culture

Iinternal
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Achievement Culture
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Achievement Culture
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_Case Study
“THE TOYOTA WAY"” THE ==

The 5 Core Values of “Toyota”

Challenge At Toyota, we maintain a long-term vision and strive to meet

all challenges with the courage and creativity needed to
realize that vision.

Kaizen Kaizen means striving for “continuous improvement. As no

process can ever be declared perfect, there is always room for
improvement.”

14 MANAGEMENT PRINGIPLES

FROM THE WORLD'S GREATEST MANUFACTURER

JEFFREY K. LIKER

Genchi Genbutsu Genchi Genbutsu involves “going to the source to find the facts to make correct
decisions, build consensus and achieve goals.”

Respect  Toyota respects others, makes every effort to understand others, accepts responsibility and
does its best to build mutual trust

Teamwork Toyota stimulates personal and professional growth, shares opportunities for development
and maximizes individual and team performance



Who Says

Case Study | f i l]{

“Inside IBM'’s Historic Turnaround”
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Summary,
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