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ABSTRACT

In this study, examine questionnaire, intevriew the athletic manager of the De-
partment of Health Promotion, Physical Education, and Leisure Programs as revealed
in survey of selected the University of New Mexico in Albuquerque, New Mexico
enrolled in the sports aministration program. The main purpose of this study is to
understand the managerial attitude and behavior on his job. Each of the interviewing
question items makes up a table. This study examines the factors, analyzes the rela-
tionships between them, and provides recommendations.
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A STUDY OF MANAGERIAL BEHAVIOR

Paul Chorng-Ching Ji

I. THE UNIVERSITA OF NEW MEXICO :
A. Organizational Mission:

It is the mission of the University of New Mexico is to serve the citizens of

the state of New Mexico, and commensurate with its resources, those of the

nation and the world. This service takes three principal directions.

1. The University develops and offers selected instruictional programs at the
associate, baccolarueate, masters and doctoral levels in a wide spectrum of
academic, professional, and occupational fieids. Offerings are designed and
modified to provide to provide broad and balanced opportunity for strdy
of the intellectual and cultrual endeavors that form the bases of civiliza-
tion. The University thus helps its students to acquire needed information
and skills and to develop critical judgement and a capacity for discovery.

2, The University conducts research, scholarly studies, and other creative av-
tivities in support of both graduate and undergraduate educational pro-
grams and as additions to the store of human knowledge.

3. The University provides direct service to the public by applying its capa-
bilities to the resolution of social problems, Generally, such public service
activities stem from its research and teaching program and contribut to
them.

B. Sports Administration in Physical Education Mission:

It is the mission of the Sports Administration specialization in the Department

of Health Promotion, Physical Education, and Leisure Programs to recruit,

educate, and therefore develop leadership competencies in selected individuals
to assume a variety of leadership roles in the broad areas of sports adminis-
tration in the state, region, national, and international setting. This mission is
performed through a program of preparation, research, leadership, and practi-
cal experriences. The academic preparation is based principally on the per-
sonal and professional provides technical services to diverse publics by apply-
ing its capabilistemm from the research, teaching, and practical experiences in-
volved in the degree program.

C. The Objectives of Sports Administration:

—103—




The programs are designed to prepare students for adminitstrative careers in:
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. The sporting goods industry.

. Country clubs and resorts.

. Commercial bowling, gymnastics, soccer, and tennis facilities.

. Facilities management.

. Professional sports teams.

. Amateur sporls organizations (baseball, basketball, track & field, etc.)
. Leisure/entertainment analyst/brokerage/manufacturing organizations.

. Governmental agencies.

. Retail sporting goods stores.

. Sports/Health clubs.

. Student union management.

. Teaching sports administration courses,

13.

School and college athletics and intramural departments.

I. INETODUCTION

s

Statement of the Problems:

The administration of the human component in an organization is the
most important and difficult. As Likert has expressed it, "Of the tasks of
management, managing the human component is the most central and
most important task, because all else depends upon how well it is done."
A good manager in internal he/she shall know the philosophy of man-
agement, as an effective human being and in external he/she must under-
stand human behavior, motivation, the leadership process, communication,
flow of information, decision making processes, and the organization's
mission, objectives, goals and policies. In order to accomplish this, a good
manager should know how to set individual goals, how to work as a
team, how to motivate people, understand employee’s behavior, encourage
people to speak the truth, laugh, and enjoy work. A good manager also

sees that his/her behavior matches the goals that he/she has set.

2. Motivation of Study:

From the many concepts of management that exist in current literature,
the management approach is to explore the functions that managers per-
form and, hence, arrive at a clear pictrue of what, is really involved in
the management process. The four managerial function that emerge as
most significant to sport managers are planning, organizing, leading, and

evaluating. In order to meet these concepts for a preparation to be a fu-
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ture sports administration career, both in class and outside study are im-

portant. This study will provide an experience in which you collected

some information on what contributions managers make to achieving the

organization’s goals.

3. Purpose of Study:

The purposes of this study are:

a. To understand the managerial behavior.

b. To understand the manager’s performance.

c. To understand the manager’s attitude.

d. To analyze the task between reality and ideality.

e. To Suggest to be a sports manager as a career in the future.

4. Definition of Terms:

a. Theory X (Production-Oriented)
A rational and systematic approach to the design of the work situa-
tion. Because such great stress is placed on the objectives dimension of
management, the subject, or the more human dimension, is often ig-
nored.

b. Theory Y (People-Oriented)
The focus of these developments is on the worker as a total human
being, but is found lacking when it comes to rigor and precision.

c. Theory Z (Productivity-Thruugh-People)
The uniting of scientific management and human relations Jmanage-
ment is called "Theory Z."

d. Behavior
Action, reaction, or function under specified cirumstance.

II. REVIEW OF RELATED LITERATURE

1. Sports Administration:
The program is designed to prepare students for administrative careers in
sports administration.

2. Management:
The universal functions of management are planning, organizing, staffing, and

staff development, motivating, and controlling,

1II. DESCRIPTION OF PROCEDURES

1. Subject : one manager
2. Instrument: Interviewing Questionnaire and self-made questionnaire
3. Date: November 26, 1991
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4, Place: Johnson Center, UNM
5. Conductor: Paul Chorng-Ching Ji
IV. METHODS AND PROCEDURES

I. Ten "roles" Interviewing Questionnaire test divided into three columns:

a. Column 1 - Importance to effective performance on the job.
b. Column 2 - Time-consuming parts of the job.
c. Column 3 - A typical example for finding out the relationships from the
nurmnbers based upon the scale.
2. The ten items on the self-made questionnaire are for finding out personal
problems that each manager may have in his/her job.
V. RESULTS AND ANALYSIS
1. Ten "roles" Interviewing Questionnaire Test
a. Do you act as legal and symbolic head: performs obligatory social, cere-
monial, or leagal duties (retirement dinner, luncheon for employees, plant
dedication, annual dinner dance, civic affairs, sigms contract on behalf of
firm)?
Table 1 Comparison of some data from survey.

Column Classification scale values

Importance to effective performance on the job. 2 |

1~

Time- consuming parts of the job.

A typical example:Sign contracts for all users of the facility

From the data, it found:
I. Minimal importance to effective performance on the job.
2. Minimal time consumed parts of the job.
3. Sign contracts for all users of the facility.

b. Do you motivate, develop, and guide subordinates: staffing, training, and
associated duties (management by objectives, provide challenging assign-
ments, develop people, personnel, encourage subordinates, train new em-

ployees)?
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Table 2 Comparison of some data from survey.

Column Classification scale values
Importance to effective performance on the job. b
Time-consuming parts of the job. B

A ty pical example:ln charge of 14 people to ensrue smooth operation

-

From the data, it found:
I. It is very high immportance to effective performance on the job.
2. It takes a large amount of time.

3. He is in charge of 14 people to ensure smooth operations.

c. Do you maintain a network of contacts and information sources outside

your won group to obtain information and assistance (attends staff meet-
ing, takes customers to lunch, attends professional meetings, meets with the
manager of department X, keeps abreast of upcoming design changes)?
Table 3 Comparison of some data from survey.

Column Classification scale values
Importance to effective performance on the job. 3
Time-consuming parts of the job. 3

A typical example: Attends meeting and takes people to lunch

and dinner, and beers for the crew.

From the data, it found:

1. Very high importance to effective performance on the job.

2. Consumes some time in parts of the job.

3. Attends meetings and takes people to lunch or dinner and many beers

for the crew.

d. Do you seek and obtain information to understand organization and envi-

ronment? Do you act as a nerve center for your organization (chart work
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flow, work-place meetings, audit expense control state-ments, review excep-
tion reports, review fluctuations, meet with production control)?

Table 4 Comparison of some data from survey.

Column Classification scale values
Importance to effective performance on the job. 5
Time-consuming parts of the job. 5

A typical example; Belongs to IFMA and attends conferences

to help make the facility a more efficient one.

From the data, it found:

1. It is very high importance to effective performance on the job.

2. It requires a large amout of time.

3. He belongs to IFMA, and attends conferences to obtain n information
to help make the facility a more efficient and effective one.

e. Do you taransmit information to subordinates within own organizational
area of responsibility(workplace meetings, disseminates results of meetings,
transmit policy letters, brief subordinates, send out copies of in formation,
post schedules and forecasts)?

Table 5 Comparison of some data from survey.

Column Classification scale values
Importance to effective performance on the job. 5
Time-consuming parts of the job. 5

A typical example: On-qoing on all the examples.

From the data, it found:
1. It is very high importance to effective performance on the job.
2. It takes a very high amount of time for this part of the job.

3. It is on-going on all the examples.
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f. Do you transmit information to persons outside of your organizational area
of responsibility (work with product committee, prepare weekly status re-
ports, participate in meetings, deal with customer’s coordinator, field sales)
?

Table 6 Comparison of some data from survey.

Column Classification scale values
Importance to effective performance on the job. 3
Time- consuming parts of the job. 2

A typical example: Acts as contact person for the facility,

From the data, it found:

1. It is some importance to effective job performance.
2. It takes a minimal amount of time.

3. He acts as contact person for the facility.

g. Do you search organization and its environment for "improvement projects
" to change products, processes, procedures, and organization? Do you su-
pervise design and implement change projects as well (cost reduction pro-
gram, plan trip to X division, change forecasting system, bring in subcon-
tract work to level work load, and reorganize the department)?

Table 7 Comparison of some data from survey.

Column Classification scale values
Importance to effective performance on the job. 5
Time-consuming parts of the job. 5

A typical example: Acts as contact person for the facility.

From the data, it found:
. It is some importance to effective job performance.
2. It takes a minimal amount of time.
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3. He acts as contact person for the facility.

h. Do you take corrective action in time of disturbance or crisis (handles
union grievances, negotiates sales problems, redistributes works during "
crash programs,” handles customer complaints, resolves personel conflicts,
assigns engineers to problem jobs)?

Table 8 Comparison of some data from survey.

Column Classification scale values
Importance to effective performance on the job. 5
Time- consuming parts of the job. 5

A typical example: Acts as problem solver.

From the data, it found:

1. It is very high importance to effective performance on the job.
2. It takes a large amount of time.

3, He acts as a problem solver.

i. Do you allocate organizational resources by making or approving decisions,
scheduling, budgeting planning, programming of subordinate’s work, etc. (
budgeting, program scheduling, assigns personnel, strategic planning, plans
manpower load, stes objectives)?

Table 9 Comparisoh of some data from survey.

Column Classification scale values
Importance to effective performance on the job. 5
Time-consuming parts of the job. 5

A typical example: Arranges special events and daily activites

From the data, it found:
1. It is very important to effective job performance.

2. It takes a large amount of time.
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3. He arranges special events and daily activities.

j. Do you represent organization in negotiating of sales, labor, or other
agreements? Do you represent your department or group negotiating with
other function within the organization (negotiate with supplies, assist in
quoting on new work, negotiate with union, hire, resolves jurisdictional
disputes with department X, negotiate sales contact)?

Table 10 Comparison of some data from survey,

Column Classification scale values
Importance to effective performance on the job. 3
Time-consuming parts of the job. 3

A typical example: No answer

From the data, it found:

1. It is somewhat important to effective job performance.
2. It takes some time in parts of the job.

3. He had no answer.
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Ten It ems Self-Made Questionnaire Interview

l. (a) How many years have you worked here?
a. 1-5 years b. 6-10 years

* He marked (a) 1-5 years.

2. (b) How may hours do you work per day?
a, 6-8 hours b9-12 hours

* He marked (b) 9-12 hours.

3. (a) Do you like your job?
a. yes b. no

* He marked (a) yes, and said "yes" very much.

4. (a) Do yot think an athletic managing career demands professional training?
a. yes b. no

* He marked (a) yes, and said it is very important.

Lh

. (b) Are you satisfied with your pay?
a. yes b. no.
* He marked (b) no.
6. (a) Do you make a daily log and review it before you start work ?
A. yes b. no

*

He marked (a) yes.

=1

. What is your greatest achievement in handling your job thus far?

*

He said his biggest achievement is getting people to work together.

=]

. (a) Do you accept reasonable suggestions from subordinate employees?
a. yes b. no
* He marked (a) yes.
9. What is your most difficult problem?
* He said getting L. 5. to work with other people in the facility.
10. (a) Do you plan to be a boss someday in the future?
a. yes b. no
* He marked (a) yes.
V. FINDING
1. The philosophy of management is a uniting of scientific management and
human relations namagement consists of values, goals ,and strategies. As a
manager, the most valuable skill is how to motivate employees to work to-

gether. According to the data, the result found the interviewed athletic man-
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ager motivated his employees based on positive reinforcement. The interviewed
athletic manager believes that it is important to emphasize at leas two points
about the hierarchy Firtst, managers must comprehend the hierarchical nature
of human needs. For example, an employee at the bottom of the hierarchy
perhaps suffering from extreme job stress--simply wvill not be interested in
those actions relevant to the upper tiers of the hierarchy, such as career
planning or an extra job. The interviewed atheletic manager takes employees
to lunch or dinner and buys many beers for them, and Sometimes the inter-
viewed athletic manager treats them with courtesy and respect, then explains
the mission, objectives, and goal of the organization. The purpose of the ac-
tion is to let the employees understand, have a sense of pride, and work
harder. Concerning praise and reprimand. If an employee does well on his
job, the interviewed athletic manager always praises the employee immediate-
ly, shakes hands, or touches the employee in a way that makes it clear that
the manager supports their success in the organization. If an employee is not
doing right or will not complete the job on time or is missing work, the in-
terviewed athletic manager will not hesitate to reprimand, and tell the em-
ployee what he did wrong, stops for swhile of uncomfortable silence to let
the employee feel how you feel, then redirect that person what will you do
right. In order to do better on his job and as a good manager leader, the
interviewed athletic manager spends most of work time to make a diary log,
reveiew and examine work the problem with employees, and solve the prob-
lem. The interviewed athletic manager always works late nigtht to review and
examine work shcedule about what work has to be done, what work has not
been done yet, where we need improvenent and emphasizes to improve, then
the interviewed athletic manager notes it and improves it. Second, in talking
of evaluation, managers must relate to their employees on an individual basis.
As we know, a reward system exists in every organization. The main purpose
of evaluation is to encourage the employees to work well and praise the
employees. According to the interviewed athletic manager, there is a standard
and fair evaluation scale for employees. The evaluation depends on positive
or negative performance such as special achievement or missing work serious-
ly. The evaluation is open without personal prejudice and people are accepted
. The interviewed athletic manager keeps the evaluation document sheet well
because this evaluation is related to the employee’s reward. On the other

hand, the interviewed athletic manager has not only responsibility to do his
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work duty, but also an employee’s personnel problem solution person. He
cares about his people both working and individual, he always helps the em-
ployee about personal problem. Many cases had showed he is a real good
athletic manager. He likes his job very much and he is eager to help people.
That is why he is in charge of 14 people for smooth operation.

2. Why the interviewed athletic manager does an excellent job: the interviewed
athletic manager data shows the motivation, instruction, care taking, encour-
agement of teamwork, maintainance of a network of contacts and good rela-
tionship with outside resource, obtainment of information from International
Facility Management Conference (he is a member of IFMC). Those factors
cause the interviewed athletic manager success in his work.

IV. CONCLUSIONS AND SUGGESTIONS

1. Conclusions:

A. Ten "roles" Interviewing Questionnaire test,
L. Item 1.

a. He is minimal importance to act as legal and symbolic head.

b. He is minimal time consumed in parts of the job.

c. He signs contracts for all users of the facility.

2. Item 2.

a, He is very high importance to motivate, develop, and guide subor-
dinates.

b. He has a large amount of time consumed in parts of the job.

c. He is in charge of fourteen people to ensure a smooth operation.

3. Item 3.

a. He is very high importance to maintain a network of contact and
information sources outside his own group to obtain information
and assistance.

b. He takes a very high amount of time consumed in parts of the
job.

c. He attends meetings, and takes people to lunch or dinner for beers
for the crew.

4. Item 4.

a, He is very high importance to seek and obtain information to un-
derstand his organization and environment. He acts as the nerve
center for the organization.

b. He takes a very high amount of time consumed in parts of the
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job.

c. He belongs to IFMA and attends conferences to ottain information

to help make his facility more efficent and effective.
5. Item 5.

a. He is very high importance to transmit information to subordinates
within his own organizational area of responsibility.

b. He takes a very high amount of time consumed in parts of the

job.

c. He has on-going responsibility in many areas.

6. Item 6.

a. He is some imporiance to transmit information to personsoutside his
organizational area of responsibility.

b. He takes minimal time consumed in parts of the job.

c. He acts as a contact person for the facility.

7. Item 7.

a. He is very high importance to search organization and its environ-
ment for "improvement projects’ to change products, procedures, and
organization,

b. He takes a very high amount of time consumed in parts of the
job.

c. He constantly improves the facility.

8. Item 8.

a. He is very high importance to take corrective action in times of
disturbance or crises.

b. He takes a very high amount of time consumed in this part of the
job.

c. He acts as a problem solver.

9. Item 9.

a. He is very high importance to allocate organizational resources by
making and approving decisions.

b. He takes a very high amount of time consumed in this part of the

Job. c. he takes care of special events and daily activities.

10. Ttem 10,

a. He is some importance to represent organization in negotiating sales
. labor, and other agreements.

b. He takes some time consumed in this part of the jbo.
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c. He had no answer o it
B. Self-Made Interviewing Questionnaire.
lItem 1: He has been on the job between I and 5 years,
2Item 2: He works between 9 and 12 hours per day.
31tem 3: He likes his job very much.
4Item 1: He is convinced that an athletic manager needs professional
training.
S5Item 5: He is not satisfied with his pay.
6Jtem 6: He always accepts reasonable suggestions from subordinate em-
ployees.
71tem 7: He makes a daily log and reviews itbefore he stats work each
day.
8Item 8: His greatest achievement is getting people to work together.
9Item 9: The most difficult time for him is getting L. S. to work with
other people in the facility.
10. Item 10: He would like to be a boss someday in the future.
2. Suggestions:
A. To be a successful manager, he/she should be active, self-confident, and
full of knowledge (like the interviewed manager Mr. Tim Limpe)
B. A successful manager knows how to motivate people and encourage them
to work together. We are people managing our behavior.
C. A good manager should be setting goals, reviewing goals, looking at your
performance, and seeing that your behavior matches your goals.
D. Asuccessful manager understands the organization’s mission, objectives,
goals, and policies.
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