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Organization is ―the process of identifying and grouping the work to be 

performed, defining and delegating responsibility and authority, and 

establishing relationships for the purpose of enabling people to work most 

effectively together in accomplishing objectives. 

 :يب هً انًُظًخ

ٟ٘ "ػ١ٍّخ رؾذ٠ذ ٚرغ١ّغ اٌؼًّ اٌزٞ ٠زؼ١ٓ اٌم١بَ ثٗ ، ٚرؾذ٠ذ ٚرف٠ٛغ اٌّغئ١ٌٚخ ٚاٌغٍطخ ،  إٌّظّخ

الأ٘ذاف.١ك ٚأشبء ػلالبد ثغشع رّى١ٓ الأشخبص ِٓ اٌؼًّ ثشىً أوضش فبػ١ٍخ فٟ رؾم   

Important Steps Involved in Organization Process 

1. Knowledge of Objectives: 

2. Division of Work into Activities: 

3. Grouping the Activities: 

4. Defining and Assigning Activities to Jobs: 

5. Fitting Personnel into Jobs: 

6. Delegation of Required Authority: 

7. Creating Organizational Relationships 

 اٌخطٛاد اٌّّٙخ داخً إٌّظّخ

 ِؼشفخ الأ٘ذاف .1

 رمغ١ُ اٌؼًّ اٌٝ أٔشطخ .2

 رغ١ّغ الأٔشطخ .3

 :رؾذ٠ذ ٚرؼ١١ٓ الأٔشطخ ٌٍٛظبئف .4

 رشو١ت اٌّٛظف١ٓ فٟ اٌٛظبئف .5

 رف٠ٛغ اٌغٍطخ اٌّطٍٛثخ .6

 اٌزٕظ١ّ١خ اٌؼلالبد أشبء .7
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 Why are managers important ? 

Managers are very important for organizations because a manager plays very   

significant role in planning and making decisions of the company. Managers 

and in the current era managers also  employees control and monitor the

employees. Managers are also responsible for  facilitate the work of the

of  allocation to the organization like available resources of the allocation the

etc. Managers also  resources and material resources the work force, financial

of the company and they also facilitate the top term goals  short the set

executive committee in making long term decisions about the company. For 

ensuring that employee are moving in the right directions for attaining goals.   

                                

 نًبرا انًذٌرٌٍ يهًىٌ؟

ب ٌٍغب٠خ فٟ اٌزخط١ؾ ٚارخبر ًّ اٌمشاساد فٟ  اٌّذساء ِّْٙٛ عذًا ٌٍّئعغبد لأْ اٌّذ٠ش ٠ٍؼت دٚسًا ِٙ

٠ٚشالجٛٔٗ ، وّب ٠غًٙ اٌّذ٠شْٚ فٟ اٌؼظش اٌؾبٌٟ  اٌّٛظف١ٓ ٠زؾىُ اٌّذ٠شْٚ فٟ. اٌششوخ

ا١ٌذ  رٛص٠غ ٌٍّٕظّخ ِضً اٌّزبؽخ اٌّٛاسد  رخظ١ض اٌّذ٠شْٚ ِغئٌْٚٛ  أ٠ؼب ػٓ. اٌّٛظف١ٓ ػًّ

الأ٘ذاف ؽ٠ٍٛخ اٌّذٜ ٌٍششوخ وّب أٔٙب   اٌخ، أ٠ؼب رؼ١١ٓ اٌّٛاسد ٚاٌّٛاد اٌّٛاسد اٌؼبٍِخ  ٚاٌّب١ٌخ

ٌٍزؤوذ ِٓ أْ اٌّٛظف . رغًٙ ػٍٝ اٌٍغٕخ اٌزٕف١ز٠خ اٌؼ١ٍب ارخبر لشاساد ؽ٠ٍٛخ اٌّذٜ ثشؤْ اٌششوخ

 .٠زؾشن فٟ الارغب٘بد اٌظؾ١ؾخ ٌزؾم١ك الأ٘ذاف.

Where do Managers Work and what they do? 

Have you ever witnessed the "plate spinner" at the circus? This performer 

places a breakable dinner plate on a stick and starts it spinning. The 

entertainer repeats this task a dozen or more times, then runs around striving 

to keep all of the plates spinning without letting any crash to the floor. 

On many occasions, the role of a manager feels a great deal like this plate 

spinner. The manager‘s  functions are many and varied, including: 

 Hiring and staffing 

 Training new employees 

 Coaching and developing existing employees 

 Dealing with performance problems and terminations 

https://www.thebalancecareers.com/coaching-questions-for-managers-2275913
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 Supporting problem resolution and decision-making 

 Conducting timely performance evaluations 

 Translating corporate goals into functional and individual goals 

 Monitoring performance and initiating action to strengthen results 

 Monitoring and controlling expenses and budgets 

 Tracking and reporting scorecard results to senior management 

 Planning and goal-setting for future periods 

ٌؼًم انًذٌروٌ ويبرا ٌفؼهىٌ؟أٌٍ   

ػٍٝ ػظب ٠ٚجذأ فٟ اٌذٚساْ  ً٘ عجك ٌه أْ شب٘ذد "اٌمشص اٌذٚاس" فٟ اٌغ١شن؟ . 

٠ىشس اٌفٕبْ ٘زٖ اٌّّٙخ ػششاد اٌّشاد أٚ أوضش ، صُ ٠شوغ فٟ الأسعبء عب٘ذًا لإثمبء وً الأؽجبق  

 .رذٚس دْٚ أْ رزشن أٞ رؾطُ ػٍٝ الأسع

  دٚس اٌّذ٠ش اٌٝ ؽذ وج١ش ِضً ٘زا اٌمشص اٌذٚاس فٟ اٌؼذ٠ذ ِٓ إٌّبعجبد ، ٠جذٚ

  رزؼذد ٚظبئف اٌّذ٠ش ٚرزٕٛع ِٕٚٙب

 اٌزٛظ١ف ٚاٌزٛظ١ف 

 رذس٠ت اٌّٛظف١ٓ اٌغذد 

 اٌّٛظف١ٓ اٌؾب١١ٌٓ رذس٠ت ٚرط٠ٛش  

 اٌزؼبًِ ِغ ِشبوً الأداء ٚأٙبئٙب 

 ٚارخبر اٌمشاس دػُ ؽً اٌّشىلاد  

 اعشاء رم١١ّبد الأداء فٟ اٌٛلذ إٌّبعت 

  رشعّخ  أ٘ذاف اٌششوخ اٌٝ أ٘ذاف ٚظ١ف١خ ٚفشد٠خ   

 ِشالجخ الأداء ٚثذء اٌؼًّ ٌزم٠ٛخ إٌزبئظ 

 ِشالجخ ِٚشالجخ اٌّظبس٠ف ٚا١ٌّضا١ٔبد 

 ٕٙب ٌلإداسح اٌؼ١ٍبرزجغ ٔزبئظ ثطبلخ الأداء ٚالإثلاؽ ػ  

 اٌزخط١ؾ ٚرؾذ٠ذ الأ٘ذاف ٌٍفزشاد اٌّغزمج١ٍخ 

Types of Managers 

Managers are most often responsible for a particular function or department 

within the organization. From accounting to marketing, to sales, customer 

support, engineering, quality, and all other groups, a manager either directly 

leads his or her team or leads a group of supervisors who oversee the teams of 

employees.  

https://www.thebalancecareers.com/how-to-make-better-decisions-at-work-3961619
https://www.thebalancecareers.com/objective-s-2275176
https://translate.google.com/translate?hl=ar&prev=_t&sl=auto&tl=ar&u=https://www.thebalancecareers.com/how-to-make-better-decisions-at-work-3961619
https://translate.google.com/translate?hl=ar&prev=_t&sl=auto&tl=ar&u=https://www.thebalancecareers.com/objective-s-2275176
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In addition to the traditional role of departmental or functional manager, or 

what is generally known as a line manager, there are also product and project 

managers who are responsible for a set of activities or initiatives, often 

without any people reporting to them. These informal managers work across 

functions and recruit team members from the various groups for temporary 

and unique initiatives. 

 أٛاع اٌّذساء

غبٌجبً ِب ٠ىْٛ اٌّذ٠شْٚ ِغئ١ٌٚٓ ػٓ ٚظ١فخ أٚ لغُ ِؼ١ٓ داخً إٌّظّخ ، اٌٝ اٌّج١ؼبد ، ٚدػُ 

ٌّذ٠ش فش٠مٗ أٚ فش٠مٙب ِجبششح أٚ اٌؼّلاء ، ٚإٌٙذعخ ، ٚاٌغٛدح ، ٚع١ّغ اٌّغّٛػبد الأخشٜ ، ٠مٛد ا

  .٠مٛد ِغّٛػخ ِٓ اٌّششف١ٓ اٌز٠ٓ ٠ششفْٛ ػٍٝ فشق اٌّٛظف١ٓ

ب ،  ًِ ثبلإػبفخ اٌٝ اٌذٚس اٌزم١ٍذٞ ٌٍّذ٠ش الإداسٞ أٚ اٌٛظ١فٟ ، أٚ ِب ٠ؼُشف ػّٛ

ِغئٌْٚٛ ػٓ ِغّٛػخ ِٓ الأٔشطخ أٚ اٌّجبدساد ، غبٌجبً دْٚ أْ  ِٚشبس٠غ ِٕزغبد ِذ٠شٚ أ٠ؼًب ٕ٘بن

١ذ ٠ؼًّ ٘ئلاء اٌّذ٠شْٚ غ١ش اٌشع١١ّٓ ػجش اٌٛظبئف ٠ٚمِْٛٛ ثزغٕ .٠مذَ أٞ شخض رمبس٠ش ا١ٌُٙ

 أػؼبء اٌفش٠ك ِٓ اٌّغّٛػبد اٌّخزٍفخ ٌّجبدساد ِئلزخ ٚفش٠ذح ِٓ ٔٛػٙب

Role of  Managers   

Organizations are  hierarchies   of titles. The organizational chart or the 

structure of the company and the relationships of the jobs and responsibilities, 

from the top down, may include CEO, vice president, director, then manager. 

Each of these people performs separate and critical functions, enabling the 

organization to function, meet its obligations, and turn a profit. 

The higher you climb in the organization‘s ranks, the further away you move 

from the day-to-day operations and work of the firm‘s employees. While the 

CEO and vice presidents focus more of their efforts on issues of strategy, 

investment, and overall coordination, managers are directly involved with the 

individuals serving customers, producing and selling the firm‘s goods or 

services, and providing internal support to other groups. 

Additionally, the manager acts as a bridge from senior management for 

translating higher-level strategies and goals into operating plans that drive the 

business. In that position, the manager is accountable to senior executives for 

performance and to front-line employees for guidance, motivation, and 

support. It is common for managers to feel as if they are pulled between the 

https://www.thebalancecareers.com/role-and-challenges-of-a-line-manager-2275752
https://www.thebalancecareers.com/want-to-learn-to-manage-become-a-product-manager-2275960
https://www.thebalancecareers.com/want-to-lead-consider-becoming-a-project-manager-2275848
https://www.thebalancecareers.com/want-to-lead-consider-becoming-a-project-manager-2275848
https://translate.google.com/translate?hl=ar&prev=_t&sl=auto&tl=ar&u=https://www.thebalancecareers.com/want-to-lead-consider-becoming-a-project-manager-2275848
https://translate.google.com/translate?hl=ar&prev=_t&sl=auto&tl=ar&u=https://www.thebalancecareers.com/want-to-lead-consider-becoming-a-project-manager-2275848
https://www.thebalancecareers.com/what-do-job-titles-signify-on-the-organization-chart-1918171
https://www.thebalancecareers.com/the-manager-s-guide-to-understanding-strategy-part-1-2276148
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demands of top leaders and the needs of the individuals performing the work 

of the firm. 

انًذراء دور   

لذ ٠شًّ اٌّخطؾ اٌزٕظ١ّٟ أٚ ١٘ىً اٌششوخ ٚػلالبد  . ٌٍؼٕب٠ٚٓ رغٍغً ٘شِٟ ٟ٘ إٌّظّبد

، ِٓ أػٍٝ اٌٝ أعفً ، اٌشئ١ظ اٌزٕف١زٞ ٚٔبئت اٌشئ١ظ ٚاٌّذ٠ش صُ اٌّذ٠شاٌٛظبئف ٚاٌّغئ١ٌٚبد  ٠ئدٞ  .

وً ِٓ ٘ئلاء الأشخبص ٚظبئف ِٕفظٍخ ٚؽبعّخ ، ِّب ٠ّىّٓ إٌّظّخ ِٓ اٌؼًّ ٚاٌٛفبء ثبٌزضاِبرٙب 

  .ٚعٕٟ الأسثبػ

ِٛظفٟ وٍّب طؼذد اٌٝ ِشرجخ أػٍٝ فٟ إٌّظّخ ، وٍّب اثزؼذد ػٓ اٌؼ١ٍّبد ا١ِٛ١ٌخ ٚػًّ 

رشوض أوضش ِٓ عٙٛد٘ب ػٍٝ  فٟ ؽ١ٓ أْ اٌشإعبء اٌشئ١ظ اٌزٕف١زٞ ٚٔبئت .اٌششوخ

، ٚالاعزضّبس، ٚاٌزٕغ١ك اٌؼبَ، ٠ٚشبسن ِذ٠شٚ ِجبششح ِغ الأفشاد اٌؼب١ٍِٓ  اعزشار١غ١خ ِٓ لؼب٠ب

ٟ ٌّغّٛػبد أخشٜاٌؼّلاء ٚأزبط ٚث١غ عٍغ أٚ خذِبد اٌششوخ، ٚرٛف١ش اٌذػُ اٌذاخٍ .   

عّخ الاعزشار١غ١بد ٚالأ٘ذاف ػب١ٌخ ثبلإػبفخ اٌٝ رٌه ، ٠ؼًّ اٌّذ٠ش وغغش ِٓ الإداسح اٌؼ١ٍب ٌزش

فٟ ٘زا إٌّظت ، ٠ىْٛ اٌّذ٠ش ِغئٚلاً أِبَ وجبس اٌّذ٠ش٠ٓ  .اٌّغزٜٛ اٌٝ خطؾ رشغ١ً رمٛد الأػّبي

ِٓ اٌشبئغ أْ ٠شؼش اٌّذساء  .اٌزٕف١ز١٠ٓ ػٓ الأداء ٚأِبَ ِٛظفٟ اٌخؾ الأِبِٟ ٌٍزٛع١ٗ ٚاٌزؾف١ض ٚاٌذػُ

اٌمبدح ٚاؽز١بعبد الأفشاد اٌز٠ٓ ٠ئدْٚ ػًّ اٌششوخوّب ٌٛ أُٔٙ ِؾشٛسْٚ ث١ٓ ِطبٌت وجبس  .  

 

 Skills of the Managers 

Managers need to develop and hone the following skills: 

Leadership: 

A manager has to be able to set priorities and motivate your team members. 

This involves self-awareness, self-management, social awareness, and 

relationship management. The manager needs to radiate energy, empathy, and 

trust. And, remember that effective leaders work daily to develop team 

members through positive, constructive feedback and coaching.  

Communication: 

The manager must become a student of effective communication in all of its 

applications, including one-on-one, small groups, large groups, email, remote 

working, and social media. Good managers realize that the most important 

aspect of communicating is listening. 

Collaboration: 

The manager serves as a role model for working together. You support cross-

functional efforts and model collaborative behaviors to set the example for 

your team members.  

Critical Thinking: 

The manager strives to understand where and how your projects fit into the 

bigger picture to enhance your effectiveness. The manager reviews priorities 

https://translate.google.com/translate?hl=ar&prev=_t&sl=auto&tl=ar&u=https://www.thebalancecareers.com/what-do-job-titles-signify-on-the-organization-chart-1918171
https://translate.google.com/translate?hl=ar&prev=_t&sl=auto&tl=ar&u=https://www.thebalancecareers.com/what-do-job-titles-signify-on-the-organization-chart-1918171
https://translate.google.com/translate?hl=ar&prev=_t&sl=auto&tl=ar&u=https://www.thebalancecareers.com/what-do-job-titles-signify-on-the-organization-chart-1918171
https://translate.google.com/translate?hl=ar&prev=_t&sl=auto&tl=ar&u=https://www.thebalancecareers.com/the-manager-s-guide-to-understanding-strategy-part-1-2276148
https://translate.google.com/translate?hl=ar&prev=_t&sl=auto&tl=ar&u=https://www.thebalancecareers.com/the-manager-s-guide-to-understanding-strategy-part-1-2276148
https://translate.google.com/translate?hl=ar&prev=_t&sl=auto&tl=ar&u=https://www.thebalancecareers.com/the-manager-s-guide-to-understanding-strategy-part-1-2276148
https://translate.google.com/translate?hl=ar&prev=_t&sl=auto&tl=ar&u=https://www.thebalancecareers.com/the-manager-s-guide-to-understanding-strategy-part-1-2276148
https://translate.google.com/translate?hl=ar&prev=_t&sl=auto&tl=ar&u=https://www.thebalancecareers.com/the-manager-s-guide-to-understanding-strategy-part-1-2276148
https://www.thebalancecareers.com/use-coaching-to-improve-employee-performance-1918083
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in light of larger organizational goals. He or she translates this understanding 

into meaningful goals and objectives for their team members who need to 

understand where their work fits in the big picture. 

Finance: 

A manager needs to learn the language of numbers. Managers must strive to 

understand how company funds are invested and to ensure that these 

investments earn a good return for the firm. While you don't need to be an 

accountant to be a manager, it is imperative that you learn and apply the basics 

of solid financial understanding. For example, how many employees can 

produce the most quality product for the least cost? 

Project Management: 

Nearly every initiative in an organization turns into a project. And, projects 

can become complex and unwieldy. Today‘s managers understand and 

leverage formal project management practices to ensure timely completion 

and proper control of initiatives. 

 يهبراد انًذٌرٌٍ 
 :٠ؾزبط اٌّذ٠شْٚ اٌٝ رط٠ٛش ٚطمً اٌّٙبساد اٌزب١ٌخ

 :انقٍبدح

اٌٛػٟ اٌزارٟ ٠زؼّٓ رٌه  .٠غت أْ ٠ىْٛ اٌّذ٠ش لبدسًا ػٍٝ رؾذ٠ذ الأ٠ٌٛٚبد ٚرؾف١ض أػؼبء فش٠مه

٠ؾزبط اٌّذ٠ش اٌٝ اشؼبع اٌطبلخ ٚاٌزؼبؽف  .ٚالإداسح اٌزار١خ ٚاٌٛػٟ الاعزّبػٟ ٚاداسح اٌؼلالبد

خلاي اٌزغز٠خ اٌشاعؼخ  ٚرزوش أْ اٌمبدح اٌفؼب١ٌٓ ٠ؼٍّْٛ ١ِٛ٠بً ٌزط٠ٛش أػؼبء اٌفش٠ك ِٓ .ٚاٌضمخ

   . الإ٠غبث١خ ٚاٌجٕبءح ٚاٌزذس٠ت

 :الارظبلاد

٠غت أْ ٠ظجؼ اٌّذ٠ش ؽبٌجبً ٌٍزٛاطً اٌفؼبي فٟ ع١ّغ رطج١مبرٗ ، ثّب فٟ رٌه ٚاؽذ ٌٛاؽذ ٚاٌّغّٛػبد 

ٌّغّٛػبد اٌىج١شح ٚاٌجش٠ذ الإٌىزشٟٚٔ ٚاٌؼًّ ػٓ ثؼذ ٚٚعبئً اٌزٛاطً الاعزّبػٟاٌظغ١شح ٚا ٠ذسن  .

 .اٌّذ٠شْٚ اٌغ١ذْٚ أْ أُ٘ عبٔت فٟ اٌزٛاطً ٘ٛ الاعزّبع

 :انزؼبوٌ

أٔذ رذػُ اٌغٙٛد ِزؼذدح اٌٛظبئف ّٚٔزعخ اٌغٍٛو١بد  .٠ؼًّ اٌّذ٠ش وّٕٛرط ٠ؾززٜ ثٗ ٌٍؼًّ ِؼًب

بء فش٠مهاٌزؼب١ٔٚخ ٌزىْٛ لذٚح لأػؼ .  

 :انزفكٍر انُقذي

٠مَٛ اٌّذ٠ش  .٠غؼٝ اٌّذ٠ش عب٘ذاً ٌفُٙ أ٠ٓ ٚو١ف رزٕبعت ِشبس٠ؼه ِغ اٌظٛسح الأوجش ٌزؼض٠ض فؼب١ٌزه

٠مَٛ ٘ٛ أٚ ٟ٘ ثزشعّخ ٘زا اٌفُٙ اٌٝ أ٘ذاف  .ثّشاعؼخ الأ٠ٌٛٚبد فٟ ػٛء الأ٘ذاف اٌزٕظ١ّ١خ الأوجش

اٌٝ فُٙ ِىبْ ػٍُّٙ فٟ اٌظٛسح اٌىج١شحٚغب٠بد راد ِغضٜ لأػؼبء فش٠مُٙ اٌز٠ٓ ٠ؾزبعْٛ  . 

 :انًبنٍخ

٠غت أْ ٠غؼٝ اٌّذ٠شْٚ عب٘ذ٠ٓ ٌفُٙ و١ف١خ اعزضّبس أِٛاي اٌششوخ  .٠ؾزبط اٌّذ٠ش اٌٝ رؼٍُ ٌغخ الأسلبَ

ػٍٝ اٌشغُ ِٓ أٔه ٌغذ ثؾبعخ اٌٝ أْ رىْٛ  .ٌٚؼّبْ أْ رؾمك ٘زٖ الاعزضّبساد ػبئذًا ع١ذًا ٌٍششوخ

ػٍٝ عج١ً  .ِؾبعجبً ؽزٝ رىْٛ ِذ٠شًا ، فّٓ اٌؼشٚسٞ أْ رزؼٍُ ٚرطجك أعبع١بد اٌفُٙ اٌّبٌٟ اٌمٛٞ

  اٌّضبي ، وُ ػذد اٌّٛظف١ٓ اٌز٠ٓ ٠ّىُٕٙ أزبط إٌّزظ الأوضش عٛدح ثؤلً رىٍفخ؟

https://translate.google.com/translate?hl=ar&prev=_t&sl=auto&tl=ar&u=https://www.thebalancecareers.com/use-coaching-to-improve-employee-performance-1918083
https://translate.google.com/translate?hl=ar&prev=_t&sl=auto&tl=ar&u=https://www.thebalancecareers.com/use-coaching-to-improve-employee-performance-1918083
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 :ادارح يشروع

٠فُٙ  .٠ّٚىٓ أْ رظجؼ اٌّشبس٠غ ِؼمذح ٚغ١ش ػ١ٍّخ .رمش٠جب وً ِجبدسح فٟ ِٕظّخ رزؾٛي اٌٝ ِششٚع

ِّبسعبد اداسح اٌّشبس٠غ اٌشع١ّخ ٠ٚغزف١ذْٚ ِٕٙب ٌؼّبْ اعزىّبي اٌّجبدساد فٟ اٌٛلذ  ِذ٠شٚ ا١ٌَٛ

 إٌّبعت ٚاٌّشالجخ إٌّبعجخ

functions of management 

The four basic functions of management are planning, organizing, leading and 

controlling. These functions work together in the creation, execution and 

realization of organizational goals. The four functions of management can be 

considered a process where each function builds on the previous function. To 

be successful, management needs to follow the four functions of management 

in the proper order. 

Managers first need to develop a plan, then organize their resources and 

delegate responsibilities to employees according to the plan, then lead others 

to efficiently carry out the plan, and finally evaluate the plan‘s effectiveness as 

it is being executed and make any necessary adjustments. 

 Planning 

 Organizing 

 Leading 

 Controlling 

 وظبئف الإدارح

  .رزّضً اٌٛظبئف الأعبع١خ الأسثؼخ ٌلإداسح فٟ اٌزخط١ؾ ٚاٌزٕظ١ُ ٚاٌم١بدح ٚاٌزؾىُ

 رؼًّ ٘زٖ

 . اٌٛظبئف ِؼًب فٟ أشبء ٚرٕف١ز ٚرؾم١ك الأ٘ذاف اٌزٕظ١ّ١خ

 .٠ّىٓ اػزجبس اٌٛظبئف الأسثغ ٌلإداسح ػ١ٍّخ رؼزّذ ف١ٙب وً ٚظ١فخ ػٍٝ اٌٛظ١فخ اٌغبثمخ 

 .ٌىٟ رىْٛ الإداسح ٔبعؾخ ، ٠غت أْ رزجغ اٌٛظبئف الأسثغ ٌلإداسح ثبٌزشر١ت اٌظؾ١ؼ 

٠ؾزبط اٌّذ٠شْٚ أٚلاً اٌٝ ٚػغ خطخ ، صُ رٕظ١ُ ِٛاسدُ٘ ٚرف٠ٛغ اٌّغئ١ٌٚبد ٌٍّٛظف١ٓ ٚفمبً ٌٍخطخ 

، صُ رٛع١ٗ ا٢خش٠ٓ اٌٝ رٕف١ز اٌخطخ ثىفبءح ، ٚأخ١شاً رم١١ُ فؼب١ٌخ اٌخطخ أصٕبء رٕف١ز٘ب ٚاعشاء أٞ 

 .رؼذ٠لاد ػشٚس٠خ

 اٌزخط١ؾ 

 ُرٕظ١ 
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 ل١بدح 

 انًزبثؼخ

Classical theory of management 

  Classical management theory is a branch of management theory which 

evolved around the 19th century. It was developed during the industrial 

revolution when problems related to factory systems began, to recognize 

the role that management plays in an organization particularly focusing on 

the efficiency of the work process. Classical approach of management 

professes the body of management thought based on the belief that 

employees have only economical and physical needs and that the social 

needs & needs  

 انُظرٌخ انكلاسٍكٍخ نلإدارح

ٔظش٠خ الإداسح اٌىلاع١ى١خ ٟ٘ فشع ِٓ فشٚع ٔظش٠خ الإداسح اٌزٟ رطٛسد فٟ ؽٛاٌٟ اٌمشْ اٌزبعغ    

ػشش. رُ رط٠ٛشٖ خلاي اٌضٛسح اٌظٕبػ١خ ػٕذِب ثذأد اٌّشبوً اٌّزؼٍمخ ثؤٔظّخ اٌّظبٔغ ، ٌٍزؼشف ػٍٝ 

ٕٝ إٌٙظ اٌىلاع١ىٟ اٌذٚس اٌزٞ رٍؼجٗ الإداسح فٟ ِٕظّخ رشوض ثشىً خبص ػٍٝ وفبءح ػ١ٍّخ اٌؼًّ. ٠زج

ٌلإداسح ِغّٛػخ أفىبس الإداسح ػٍٝ أعبط الاػزمبد ثؤْ اٌّٛظف١ٓ ٌذ٠ُٙ فمؾ اؽز١بعبد الزظبد٠خ ِٚبد٠خ 

 ٚأْ الاؽز١بعبد الاعزّبػ١خ ٚالاؽز١بعبد ٌٍشػب اٌٛظ١فٟ اِب غ١ش ِٛعٛدح أٚ غ١ش ِّٙخ.

for job satisfaction either does not exist or are unimportant.  

 Constituent Theories Scientific Management Theory- This theory was 

propounded by Frederick Winslow Taylor. Taylor believed that by 

analysing work in a scientific manner, it was possible to find the one best 

way to perform a task. He felt that by organizing work in the most efficient 

way, the organization's productivity would be increased, allowing it to 

reward employees with additional remuneration, which Taylor argued was 

employee's only motivation. 

ب٠ٍٛس لذَ ٘زٖ إٌظش٠خ فش٠ذس٠ه ٠ٕٚغٍٛ رب٠ٍٛس. ٠ؼزمذ ر -إٌظش٠بد اٌزؤع١غ١خ ٔظش٠خ الإداسح اٌؼ١ٍّخ

أٔٗ ِٓ خلاي رؾ١ًٍ اٌؼًّ ثطش٠مخ ػ١ٍّخ ، ٠ّىٓ اٌؼضٛس ػٍٝ أفؼً ؽش٠مخ لأداء ِّٙخ ِب. ٌمذ شؼش 

أٔٗ ِٓ خلاي رٕظ١ُ اٌؼًّ ثبٌطش٠مخ الأوضش وفبءح ، عزضداد أزبع١خ إٌّظّخ ، ِّب ٠غّؼ ٌٙب ثّىبفؤح 

ف. اٌّٛظف١ٓ ثّىبفآد اػبف١خ ، ٚاٌزٟ لبي رب٠ٍٛس أٙب اٌذافغ اٌٛؽ١ذ ٌٍّٛظ  

 

 

  Bureaucratic Management Theory- Bureaucratic Theory was developed 

by a German Sociologist and political economist Max Weber (1864-1920). 

 

https://image.slidesharecdn.com/presentation1-140704004423-phpapp02/95/classical-theory-of-management-2-638.jpg?cb=1404434795
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 According to him, bureaucracy is the most efficient form of organization. 

The organization has a well-defined line of authority. It has clear rules and 

regulations which are strictly followed. 

رُ رط٠ٛش إٌظش٠خ اٌج١شٚلشاؽ١خ ِٓ لجً ػبٌُ الاعزّبع ٚالالزظبد  -ٔظش٠خ الإداسح اٌج١شٚلشاؽ١خ 

ٕظ١ُ وفبءح. (. ٚٚفمب ٌٗ ، اٌج١شٚلشاؽ١خ ٟ٘ أوضش أشىبي اٌز1920-1864اٌغ١بعٟ الأٌّبٟٔ ِبوظ ٠ٚجش )

 إٌّظّخ ٌذ٠ٙب خؾ ٚاػؼ ِٓ اٌغٍطخ. ٌذ٠ٙب لٛاػذ ٚأٔظّخ ٚاػؾخ ٠زُ ارجبػٙب ثذلخ.

 

 3. Administrative Management Theory- The first expert of Administrative 

Management Theory was Henri Fayol (1841-1925). Fayol is called the 

"Father of Modern Management". According to the Administrative 

Management Theory / School, management is the process of getting things 

done through people. Here importance is given to groups and not to 

individuals. 

 

(. 1925-1841شٞ فب٠ٛي )أٚي خج١ش فٟ ٔظش٠خ اٌزٕظ١ُ الإداسٞ وبْ ٕ٘ -. ٔظش٠خ اٌزٕظ١ُ الإداسٞ 3

٠طٍك ػٍٝ فب٠ٛي ٌمت "أثٛ الإداسح اٌؾذ٠ضخ". ٚفمبً ٌٕظش٠خ الإداسح الإداس٠خ / اٌّذسعخ ، فبْ الإداسح ٟ٘ 

 ػ١ٍّخ أغبص الأش١بء ِٓ خلاي الأشخبص. ٕ٘ب ٠زُ اػطبء أ١ّ٘خ ٌٍّغّٛػبد ١ٌٚظ ٌلأفشاد.

 

 Features of Classical Theory Management is viewed as a systematic process 

of interrelated functions. Principles of management are used as a guideline 

for the executives. Functions , Principles and skills of management are 

universal. Formal education and training is needed for the development of 

the required skills. Emphasis is placed on the economic efficiency. People 

are motivated by economic gains and other incentives. Classical theory pillar 

mainly stands on three pillars :Bureaucracy, Scientific management and 

Administration. Though this approach provides Specialization, structure, 

rationality, predictability and democracy but at the same time a lot of 

paperwork , compartmentalization of work, rigidity and Goal displacement is 

there.  اداسح ٠ٕٚظش ا١ٌٙب ػٍٝ أٔٙب ػ١ٍّخ ِٕظّخ ِٓ ٚظبئف ِزشاثطخ.  ِلاِؼ اٌىلاع١ى١خ ٔظش٠خ 

ٚظبئف، ِٚجبدة ِٚٙبساد اداسح ػب١ٌّخ.  رغُزخذَ ِجبدة الإداسح وذ١ًٌ اسشبدٞ ٌٍّذ٠ش٠ٓ اٌزٕف١ز١٠ٓ. 

٠زُ اٌزشو١ض ػٍٝ اٌىفبءح  ٕ٘بن ؽبعخ اٌٝ اٌزؼ١ٍُ ٚاٌزذس٠ت اٌشعّٟ ٌزط٠ٛش اٌّٙبساد اٌّطٍٛثخ.  

اٌىلاع١ى١خ دػبِخ  . ٟ٘ اٌذافغ إٌبط ِٓ اٌّىبعت الالزظبد٠خ ٚغ١ش٘ب ِٓ اٌؾٛافض الالزظبد٠خ. 

ػٍٝ اٌشغُ  ٔظش٠خ ٠مف ثشىً سئ١غٟ ػٍٝ صلاس سوبئض: اٌج١شٚلشاؽ١خ ٚالإداسح اٌؼ١ٍّخ ٚالإداسح. 

https://image.slidesharecdn.com/presentation1-140704004423-phpapp02/95/classical-theory-of-management-5-638.jpg?cb=1404434795
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ِٓ أْ ٘زا إٌٙظ ٠ٛفش اٌزخظض ٚاٌج١ٕخ ٚاٌؼملا١ٔخ ٚاٌمذسح ػٍٝ اٌزٕجئ ٚاٌذ٠ّمشاؽ١خ ، الا أٔٗ ٠ٛعذ فٟ 

 ٚاٌظلاثخ ٚاصاؽخ اٌٙذف. اٌٛلذ ٔفغٗ اٌىض١ش ِٓ الأػّبي اٌٛسل١خ ٚرغضئخ اٌؼًّ

STRENGTHS OF CLASSICAL APPROACH  

Hierarchical Structure-One of the advantages of the classical management 

structure is a clear organizational hierarchy with three distinct management 

levels. Each management group has its own objectives and responsibilities. 

Division of Labor-One of the advantages of classical management approach 

is the division of labor. Projects are broken down into smaller tasks that are 

easy to complete. Employees' responsibilities and expectations are clearly 

defined. This approach allows workers to narrow their field of expertise and to 

specialize in one area. Monetary Incentive-According to classical 

management theory, employees should be motivated by monetary rewards. In 

other words, they will work harder and become more productive if they have 

an incentive to look forward to. This gives management easier control over the 

workforce. Autocratic Leadership-The autocratic leadership approach is the 

central part of classical management theory. It states that an organization 

should have a single leader to make decisions, to organize and direct the 

employees. All decisions are made at the top level and communicated down.  

 َقبط انقىح فً انُهج انكلاسٍكً

رزّضً اؽذٜ ِضا٠ب ا١ٌٙىً الإداسٞ اٌىلاع١ىٟ فٟ ٚعٛد رغٍغً ٘شِٟ رٕظ١ّٟ  -ا١ٌٙىً اٌٙشِٟ   

 -رمغ١ُ اٌؼًّ  ٚاػؼ ِغ صلاصخ ِغز٠ٛبد اداس٠خ ِز١ّضح. وً ِغّٛػخ اداسح ٌٙب أ٘ذافٙب ِٚغئ١ٌٚبرٙب. 

أطغش ٠غًٙ اوّبٌٙب. اؽذٜ ِضا٠ب ٔٙظ الإداسح اٌىلاع١ىٟ ٘ٛ رمغ١ُ اٌؼًّ. ٠زُ رمغ١ُ اٌّشبس٠غ اٌٝ ِٙبَ 

رؾذ٠ذ ِغئ١ٌٚبد اٌّٛظف١ٓ ٚرٛلؼبرُٙ ثٛػٛػ. ٠غّؼ ٘زا إٌٙظ ٌٍؼّبي ثزؼ١١ك ِغبي خجشرُٙ 

ٚفمبً ٌٕظش٠خ الإداسح اٌىلاع١ى١خ ، ٠غت رؾف١ض  -اٌؾٛافض إٌمذ٠خ  ٚاٌزخظض فٟ ِغبي ٚاؽذ. 

جؾْٛ أوضش أزبع١خ ارا اٌّٛظف١ٓ ِٓ خلاي اٌّىبفآد اٌّب١ٌخ. ثّؼٕٝ آخش ، ع١ؼٍّْٛ ثغذ٠خ أوجش ٠ٚظ

اٌم١بدح  وبْ ٌذ٠ُٙ ؽبفض ٌٍزطٍغ ا١ٌٗ. ٘زا ٠ؼطٟ الإداسح ع١طشح أعًٙ ػٍٝ اٌمٜٛ اٌؼبٍِخ. 

ٔٙظ اٌم١بدح الأٚرٛلشاؽ١خ ٘ٛ اٌغضء اٌّشوضٞ ِٓ ٔظش٠خ الإداسح اٌىلاع١ى١خ. ٠ٕض ػٍٝ  -الأٚرٛلشاؽ١خ 

ٕظ١ُ ٚرٛع١ٗ اٌّٛظف١ٓ. ٠زُ ارخبر ع١ّغ أْ إٌّظّخ ٠غت أْ ٠ىْٛ ٌٙب لبئذ ٚاؽذ لارخبر اٌمشاساد ٚر

 اٌمشاساد ػٍٝ اٌّغزٜٛ الأػٍٝ ٠ٚزُ اثلاغٙب اٌٝ أعفً.
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WEAKNESS OF CLASSICAL APPROACH  

Untested assumptions-Many of the assumptions made by classical writers 

were based not on scientific tests but on value judgments that expressed 

what they believed to be proper life-styles, moral codes, and attitudes 

toward success. Failure to consider the informal organization-In their 

stress on formal relationships in the organization, classical approaches tend 

to ignore informal relations as characterized by social interchange among 

workers, the emergence of group leaders apart from those specified by the 

formal organization, and so forth. Human machinery-Classical theories 

leave the impression that the organization is a machine and that workers 

are simply parts to be fitted into the machine to make it run efficiently. 

Thus, many of the principles are concerned first with making the 

organization efficient, with the assumption that workers will conform to 

the work setting if the financial incentives are agreeable. Static 

conditions-Organizations are influenced by external conditions that often 

fluctuate over time, yet classical management, theory presents an image of 

an organization that is not shaped by external influences.  

 ضؼف انُهج انكلاسٍكً

ٝ ٌُ رىٓ اٌؼذ٠ذ ِٓ الافزشاػبد اٌزٟ ٚػؼٙب اٌىزبة اٌىلاع١ى١ْٛ ِج١ٕخ ػٍ -افزشاػبد غ١ش ِغشثخ   

الاخزجبساد اٌؼ١ٍّخ ٌٚىٓ ػٍٝ الأؽىبَ اٌم١ّ١خ اٌزٟ ػجشد ػّب ٠ؼزمذْٚ أٔٗ أّٔبؽ ؽ١بح ِٕبعجخ ، ٚلٛاػذ 

فٟ ع١بق رشو١ضُ٘  -اٌفشً فٟ اٌزفى١ش فٟ اٌزٕظ١ُ غ١ش اٌشعّٟ  أخلال١خ ، ِٚٛالف رغبٖ إٌغبػ. 

اٌؼلالبد غ١ش اٌشع١ّخ وّب ػٍٝ اٌؼلالبد اٌشع١ّخ فٟ إٌّظّخ ، ر١ًّ إٌّب٘ظ اٌىلاع١ى١خ اٌٝ رغبً٘ 

رز١ّض ثبٌزجبدي الاعزّبػٟ ث١ٓ اٌؼّبي ، ٚظٙٛس لبدح اٌّغّٛػخ ثظشف إٌظش ػٓ رٍه اٌّؾذدح ِٓ لجً 

ٔظش٠بد ا٢لاد اٌىلاع١ى١خ الإٔغبْ رزشن أطجبػب ثؤْ إٌّظّخ  إٌّظّخ اٌشع١ّخ ، ِٚب اٌٝ رٌه. . 

ٙبص ٌغؼٍٙب رؼًّ ثىفبءح. ٚثبٌزبٌٟ ، فبْ اٌؼذ٠ذ ِٓ ٟ٘ آٌخ ٚأْ اٌؼّبي ُ٘ ِغشد أعضاء ٌزشو١جٙب فٟ اٌغ

اٌّجبدة رٙزُ أٚلاً ثغؼً إٌّظّخ فؼبٌخ ، ِغ افزشاع أْ اٌؼّبي عٛف ٠زٛافمْٛ ِغ ث١ئخ اٌؼًّ ارا وبٔذ 

رزؤصش إٌّظّبد ثبٌظشٚف اٌخبسع١خ اٌزٟ غبٌجبً ِب رزمٍت  -اٌظشٚف اٌضبثزخ  اٌؾٛافض اٌّب١ٌخ ِمجٌٛخ. 

ِغ رٌه ، فبْ ٔظش٠خ الإداسح اٌىلاع١ى١خ رمذَ طٛسح ٌّٕظّخ ٌُ رزشىً ثزؤص١شاد ثّشٚس اٌٛلذ ، ٚ

 خبسع١خ.

 

What is the Humanistic Perspective? 

The humanistic perspective on management embodies many of the 

characteristics that are needed in the workplace today. The humanistic 

perspective considers human interactions and relationships as vital to 
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organizational success. As R.L. Daft says in Management, ―The humanistic 

perspective on management emphasized the importance of understanding 

human behaviors, needs, and attitudes in the workplace, as well as social 

interactions and group processes.‖ 

According to Daft, the humanistic perspective is comprised of three 

components: 

 The human relations movement, which proposed that when managers 

treated employees with dignity and respect, job performance increased 

 The human resources movement, which examined the correlation 

between employee motivation and job tasks 

 The behavioral sciences approach, which focuses on the interactions of 

people within the organizational setting. 

 

 يب هى انًُظىر الإَسبًَ؟

٠غغذ إٌّظٛس الإٔغبٟٔ ٌلإداسح اٌؼذ٠ذ ِٓ اٌخظبئض اٌّطٍٛثخ فٟ ِىبْ اٌؼًّ ا١ٌَٛ. ٠ؼزجش إٌّظٛس 

فٟ الإداسح ، "أوذ  RL Daftاٌؼلالبد اٌجشش٠خ ؽ٠ٛ١خ ٌٍٕغبػ اٌزٕظ١ّٟ. وّب ٠مٛي الإٔغبٟٔ اٌزفبػلاد ٚ

إٌّظٛس الإٔغبٟٔ ٌلإداسح ػٍٝ أ١ّ٘خ فُٙ اٌغٍٛو١بد ٚالاؽز١بعبد ٚاٌّٛالف اٌجشش٠خ فٟ ِىبْ اٌؼًّ ، 

 فؼلاً ػٓ اٌزفبػلاد الاعزّبػ١خ ٚػ١ٍّبد اٌّغّٛػخ."  

 ، ٠زىْٛ إٌّظٛس الإٔغبٟٔ ِٓ صلاصخ ِىٛٔبد: Daftٚفمبً ٌـ 

ؽشوخ اٌؼلالبد الإٔغب١ٔخ ، اٌزٟ الزشؽذ أٔٗ ػٕذِب ٠ؼبًِ اٌّذ٠شْٚ اٌّٛظف١ٓ ثىشاِخ ٚاؽزشاَ ، ٠ضداد 

 الأداء اٌٛظ١فٟ

 ؽشوخ اٌّٛاسد اٌجشش٠خ اٌزٟ فؾظذ اٌؼلالخ ث١ٓ رؾف١ض اٌّٛظف ٚاٌّٙبَ اٌٛظ١ف١خ

 شوض ػٍٝ رفبػلاد الأشخبص داخً الإؽبس اٌزٕظ١ِّٟٕٙظ اٌؼٍَٛ اٌغٍٛو١خ ، ٚاٌزٞ ٠

By utilizing these three tactics of the humanistic perspective on management, 

managers can encourage greater efficiency from their team. That‘s what‘s so 

exciting about this perspective; it holds the power to boost team performance 

in the SPD, creating more unified and accurate efforts that keep patient safety 

always top of mind. 

ِٓ خلاي اعزخذاَ ٘زٖ الأعب١ٌت اٌضلاصخ ٌٍّٕظٛس الإٔغبٟٔ فٟ الإداسح ، ٠ّىٓ ٌٍّذ٠ش٠ٓ رشغ١غ ص٠بدح 

٘زا إٌّظٛس ؛ ٠زّزغ ثبٌمذسح ػٍٝ رؼض٠ض أداء اٌفش٠ك فٟ  اٌىفبءح ِٓ فش٠مُٙ. ٘زا ٘ٛ اٌشٟء اٌّض١ش ؽٛي

SPD .ب فٟ اٌّمذِخ ًّ  ، ِّب ٠ئدٞ اٌٝ ثزي عٙٛد ِٛؽذح ٚدل١مخ رغؼً علاِخ اٌّشػٝ دائ
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Another system of thought, that can help you apply the principles of the 

humanistic perspective, is Abraham Maslow‘s (1908-1970) Hierarchy of 

Needs. This hierarchy is a foundation for understanding task motivation; the 

motivating needs ranked from lowest to highest are: 

 physiological needs 

 safety needs 

 belongingness needs 

 esteem needs 

 self-actualization needs                                                                        

ٔظبَ آخش ٌٍفىش ، ٠ّىٓ أْ ٠غبػذن فٟ رطج١ك ِجبدة إٌّظٛس الإٔغبٟٔ ، ٘ٛ رغٍغً أثشا٘بَ ِبعٍٛ 

ّّٙخ ؛ الاؽز١بعبد ( اٌٙشِٟ ٌلاؽز١بعبد. ٘زا اٌزغٍغً اٌٙشِٟ ٘ٛ أعبط ٌفُٙ دٚافغ ا1908-1970ٌ)

 اٌّؾفضح ِشرجخ ِٓ الأدٔٝ اٌٝ الأػٍٝ ٟ٘:

 الاؽز١بعبد اٌفغ١ٌٛٛع١خ

 اؽز١بعبد اٌغلاِخ

 اؽز١بعبد الأزّبء

 اؽز١بعبد اٌزمذ٠ش

 اؽز١بعبد رؾم١ك اٌزاد

 

In the context of the human resources perspective, Maslow linked task 

motivation to unmet needs; if an employee has unmet needs, he/she will not 

be able to achieve. That means when you notice a lack of productivity in your 

workplace, there could be a deeper issue beyond the assumed laziness or 

negligence—your employees may have unmet needs. When you are able to 

identify those needs and help to meet them, you can motivate your employees 

to increased performance. Furthermore, when lower-level needs like 

physiological and safety needs are met, only then can workers successfully 

move up the hierarchy and eventually self-actualize, giving you the most 

equipped and motivated worker possible. 

Positive Aspects. 

فٟ ع١بق ِٕظٛس اٌّٛاسد اٌجشش٠خ ، سثؾ ِب عٍٛ دافغ اٌّٙبَ ثبلاؽز١بعبد غ١ش اٌٍّجبح ؛ ارا وبْ اٌّٛظف 

، فٍٓ ٠ىْٛ لبدسًا ػٍٝ رؾم١مٙب. ٘زا ٠ؼٕٟ أٔٗ ػٕذِب رلاؽع ٔمظًب فٟ  ٌذ٠ٗ اؽز١بعبد غ١ش اٌٍّجبح

لذ ٠ىْٛ  -الإٔزبع١خ فٟ ِىبْ ػٍّه ، فمذ رىْٛ ٕ٘بن ِشىٍخ أػّك رزغبٚص اٌىغً أٚ الإّ٘بي اٌّفزشع 

ٌذٜ ِٛظف١ه اؽز١بعبد غ١ش اٌٍّجبح. ػٕذِب رىْٛ لبدسًا ػٍٝ رؾذ٠ذ رٍه الاؽز١بعبد ٚاٌّغبػذح فٟ 

٠ّىٕه رؾف١ض ِٛظف١ه ػٍٝ ص٠بدح الأداء. ػلاٚح ػٍٝ رٌه ، ػٕذِب ٠زُ رٍج١خ الاؽز١بعبد راد  رٍج١زٙب ،
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اٌّغزٜٛ الأدٔٝ ِضً الاؽز١بعبد اٌفغ١ٌٛٛع١خ ٚاؽز١بعبد اٌغلاِخ ، ػٕذ٘ب فمؾ ٠ّىٓ ٌٍؼّبي الأزمبي 

 ١ضًا ٚرؾف١ضًا.ثٕغبػ اٌٝ اٌزغٍغً اٌٙشِٟ ٚرؾم١ك اٌزاد فٟ إٌٙب٠خ ، ِّب ٠ّٕؾه اٌؼبًِ الأوضش رغٙ

One of the most important and positive aspects of the humanistic perspective 

is its emphasis on empowerment. K. Blanchard says in Leading at a Higher 

Level that ―empowerment is the process of unleashing the power in people 

(their knowledge, experience, and motivation) and focusing that power to 

achieve positive outcomes for the organization.‖ The humanistic perspective 

is all about empowering employees rather than controlling them. 

 

 اٌغٛأت الإ٠غبث١خ

فٟ  K. Blanchardبٟٔ ٘ٛ رؤو١ذٖ ػٍٝ اٌزّى١ٓ. ٠مٛي اْ أؽذ أُ٘ اٌغٛأت الإ٠غبث١خ ٌٍّٕظٛس الإٔغ

وزبثٗ " اٌم١بدح ػٍٝ ِغزٜٛ أػٍٝ " أْ "اٌزّى١ٓ ٘ٛ ػ١ٍّخ اؽلاق اٌؼٕبْ ٌٍمٛح ٌذٜ الأشخبص )ِؼبسفُٙ 

ٚخجشارُٙ ٚدٚافؼُٙ( ٚرشو١ض رٍه اٌمٛح ٌزؾم١ك ٔزبئظ ا٠غبث١خ ٌٍّئعغخ". ٠ذٚس إٌّظٛس الإٔغبٟٔ ؽٛي 

                           Quantitative Perspectiveِٓ اٌغ١طشح ػ١ٍُٙ.  رّى١ٓ اٌّٛظف١ٓ ثذلاً 

Qualitative researchers attempt to make sense of, or provide an interpretation 

of, observed phenomena relative to meanings attributed to these phenomena 

by individuals involved in specific incidents or situations. Thus, qualitative 

researchers spend a lot of time in the field, working closely with research 

participants in their natural surroundings. The qualitative researcher and the 

research participant work together to document and develop interpretations of 

events or situations relative to a specific research question.                                

                                        

٠ؾبٚي اٌجبؽضْٛ إٌٛػ١ْٛ فُٙ اٌظٛا٘ش اٌّشطٛدح أٚ رمذ٠ُ رفغ١ش ٌٙب ثبٌٕغجخ اٌٝ إٌّظٛس اٌىّٟ:  

ؾذدح. ٚثبٌزبٌٟ ، اٌّؼبٟٔ إٌّغٛثخ اٌٝ ٘زٖ اٌظٛا٘ش ِٓ لجً الأفشاد اٌّزٛسؽ١ٓ فٟ ؽٛادس أٚ ِٛالف ِ

٠مؼٟ اٌجبؽضْٛ إٌٛػ١ْٛ اٌىض١ش ِٓ اٌٛلذ فٟ ٘زا اٌّغبي ، ٠ٚؼٍّْٛ ػٓ وضت ِغ اٌّشبسو١ٓ فٟ 

اٌجؾش فٟ ِؾ١طُٙ اٌطج١ؼٟ. ٠ؼًّ اٌجبؽش إٌٛػٟ ٚاٌّشبسن فٟ اٌجؾش ِؼًب ٌزٛص١ك ٚرط٠ٛش رفغ١شاد 

                                                          الأؽذاس أٚ اٌّٛالف اٌّزؼٍمخ ثغئاي ثؾش ِؼ١ٓ .                    

                                         

Some time ago it was suggested that the study of information systems ‗… will 

remain a doubtful science as long as it continues to strive to develop its stock 

of knowledge primarily through the practice of the so-called scientific 

method‘ (Klein and Lyytinen, 1985). These authors were suggesting that 
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information systems researchers, in order to advance the discipline, should 

consider other research perspectives. It was further suggested ‗… that 

information systems epistemology draws heavily from the social sciences 

because information systems are fundamentally social rather than technical 

systems‘ (Hirschheim, 1992). This suggestion recommends that information 

systems researchers move closer to the qualitative research perspective. 

However, as a caution, Galliers (1992), through his revised taxonomy of 

information systems research, recommended that information systems 

researchers should not blindly adopt a specific research method. Indeed, the 

adopted research method should be based upon the research question(s) and 

the objective of the  

research project                                                                                              ِٕز

ب ِشىٛوًب ف١ٗ ؽبٌّب اعزّشد فٟ ثؼغ اٌٛلذ ، رُ  ًّ الزشاػ أْ دساعخ ٔظُ اٌّؼٍِٛبد "... عزظً ػٍ

اٌغؼٟ ٌزط٠ٛش ِخضٚٔٙب ِٓ اٌّؼشفخ فٟ اٌّمبَ الأٚي ِٓ خلاي ِّبسعخ ِب ٠غّٝ ثبٌطش٠مخ اٌؼ١ٍّخ" 

(Klein and Lyytinen  ،1985  ، وبْ ٘ئلاء اٌّئٌفْٛ ٠مزشؽْٛ أْ اٌجبؽض١ٓ فٟ ٔظُ اٌّؼٍِٛبد .)

ً رط٠ٛش الأؼجبؽ ، ٠غت أْ ٠ؤخزٚا فٟ الاػزجبس ٚعٙبد إٌظش اٌجؾض١خ الأخشٜ. وّب رُ الزشاػ ِٓ أع

"... أْ ٔظش٠خ اٌّؼشفخ ٌٕظُ اٌّؼٍِٛبد رغزّذ ثشىً وج١ش ِٓ اٌؼٍَٛ الاعزّبػ١خ لأْ أٔظّخ اٌّؼٍِٛبد 

زا الالزشاػ (. ٠ٛطٟ Hirschheim  ،1992ٟ٘٘ فٟ الأعبط أٔظّخ اعزّبػ١خ ١ٌٚغذ أٔظّخ رم١ٕخ" ) 

ثؤْ ٠مزشة ثبؽضٛ ٔظُ اٌّؼٍِٛبد ِٓ ِٕظٛس اٌجؾش إٌٛػٟ. ِٚغ رٌه ، وزؾز٠ش ،أٚطٝ عب١١ٌشص 

( ، ِٓ خلاي اٌزظ١ٕف إٌّمؼ لأثؾبس ٔظُ اٌّؼٍِٛبد ، ثؤلا ٠زجٕٝ ثبؽضٛ ٔظُ اٌّؼٍِٛبد 1992)

ػٍٝ عئاي  ثطش٠مخ أػّٝ ؽش٠مخ ثؾش ِؾذدح. فٟ اٌٛالغ ، ٠غت أْ رغزٕذ ؽش٠مخ اٌجؾش اٌّؼزّذح

                                                           )أعئٍخ( اٌجؾش ٚ٘ذف ِششٚع اٌجؾش.                                                                                              

                                                                                                                    

                                                       Contemporary Perspective    

       

a contemporary perspective that focuses on how behaviour is acquired or 

modified by environmental consequences such as rewards and punishments.    

                                                                                      

a contemporary perspective that focuses on the biological (physiological) 

influences on behaviour and mental processes, including the brain and the rest 

of the nervous system, the endocrine system, the immune system and genetics 
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a contemporary perspective that focuses on how we acquire, process, 

remember and use information about ourselves and the world around us 

a contemporary perspective that focuses on the roles of social and cultural  

influences on human behaviour and  mental processes                                       

                                                                                                  

   

  إٌّظٛس اٌّؼبطش 

ٍٛن أٚ رؼذ٠ٍٗ ِٓ خلاي اٌؼٛالت اٌج١ئ١خ ِضً اٌّىبفآد إٌّظٛس اٌّؼبطش ٠شوض ػٍٝ و١ف١خ اوزغبة اٌغ

 ٚاٌؼمٛثبد .                                                                                        

إٌّظٛس اٌّؼبطش ٠شوض ػٍٝ اٌزؤص١شاد اٌج١ٌٛٛع١خ )اٌفغ١ٌٛٛع١خ( ػٍٝ اٌغٍٛن ٚاٌؼ١ٍّبد اٌؼم١ٍخ ، ثّب 

                                      ِبؽ ٚثم١خ اٌغٙبص اٌؼظجٟ ٚٔظبَ اٌغذد اٌظّبء ٚعٙبص إٌّبػخ ٚاٌغ١ٕبد                                                            فٟ رٌه اٌذ

إٌّظٛس اٌّؼبطش ٠شوض ػٍٝ و١ف١خ ؽظٌٕٛب ػٍٝ ِؼٍِٛبد ػٓ أٔفغٕب ٚاٌؼبٌُ ِٓ ؽٌٕٛب ِٚؼبٌغزٙب 

 ب ٚاعزخذاِٙب.ٚرزوش٘

إٌّظٛس ِؼبطش ٠شوض ػٍٝ أدٚاس اٌزؤص١شاد الاعزّبػ١خ ٚاٌضمبف١خ ػٍٝ اٌغٍٛن اٌجششٞ ٚاٌؼ١ٍّبد 

 اٌؼم١ٍخ.
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Defining planning 

Planning is the process of thinking about the activities required to achieve  a 

desired goal. It is the first and foremost activity to achieve desired results. It 

involves the creation and maintenance of a plan, such as psychological aspects 

that require conceptual skills. There are even a couple of tests to measure 

someone‘s capability of planning well. 

 رؼش٠ف اٌزخط١ؾ

اٌزخط١ؾ ٘ٛ ػ١ٍّخ اٌزفى١ش فٟ الأٔشطخ اٌّطٍٛثخ ٌزؾم١ك اٌٙذف إٌّشٛد. أٗ إٌشبؽ الأٚي ٚالأُ٘ 

ت ٌزؾم١ك إٌزبئظ اٌّشعٛح. أٗ ٠ٕطٛٞ ػٍٝ أشبء ٚط١بٔخ خطخ ، ِضً اٌغٛأت إٌفغ١خ اٌزٟ رزطٍ

 ِٙبساد ِفب١ّ١٘خ. ٠ٛعذ أ٠ؼًب ٔٛػبْ ِٓ الاخزجبساد ٌم١بط لذسح شخض ِب ػٍٝ اٌزخط١ؾ اٌغ١ذ.

Steps in Planning 

 Determination of Objectives, Constructing Planning Premises, Evaluation of 

Alternatives, Selecting Plan, Controlling the Plan and a Few Others. 

Every business has its own problems, and so planning details differ from 

business-to- business. However, planning process follows certain necessary 

steps in all the types of business. 

It is summarized as follows: 

.1 Determination of Objectives: 

Planning is not possible without definite objectives. Determination of 

objectives of business therefore starts the planning process. If there is clarity 

about the objectives, we can plan for the future. After determining corporate 

objectives, we fix up departmental objectives, and then objectives for sub 

departments and sections. These objectives are in harmony with corporate 

objectives. If there is more than one objective, then the priorities of different 

objectives are determined 

 خطٛاد اٌزخط١ؾ .

ِجبٟٔ اٌزخط١ؾ ، رم١١ُ اٌجذائً ، اخز١بس اٌخطخ ، اٌزؾىُ فٟ اٌخطخ ٚػذد ل١ًٍ ِٓ رؾذ٠ذ الأ٘ذاف ، أشبء 

 . ا٢خش٠ٓ
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وً ػًّ ٌٗ ِشبوٍٗ اٌخبطخ ، ٚثبٌزبٌٟ فبْ رفبط١ً اٌزخط١ؾ رخزٍف ِٓ ػًّ اٌٝ آخش. ِٚغ رٌه ، رزجغ 

 . ػ١ٍّخ اٌزخط١ؾ ثؼغ اٌخطٛاد اٌؼشٚس٠خ فٟ ع١ّغ أٔٛاع الأػّبي

 :ٛ اٌزب٠ٌٟزُ رٍخ١ظٙب ػٍٝ إٌؾ

 :رؾذ٠ذ الأ٘ذاف -1

اٌزخط١ؾ غ١ش ِّىٓ ثذْٚ أ٘ذاف ِؾذدح. ٌزٌه فبْ رؾذ٠ذ أ٘ذاف اٌؼًّ ٠جذأ ػ١ٍّخ اٌزخط١ؾ. ارا وبْ 

ٕ٘بن ٚػٛػ ثشؤْ الأ٘ذاف ، ف١ّىٕٕب اٌزخط١ؾ ٌٍّغزمجً. ثؼذ رؾذ٠ذ أ٘ذاف اٌششوخ ، ٔمَٛ ثزؾذ٠ذ 

اٌفشػ١خ. ٘زٖ الأ٘ذاف رٕغغُ ِغ أ٘ذاف اٌششوخ. ارا وبْ أ٘ذاف الإداساد ، صُ أ٘ذاف الألغبَ ٚالألغبَ 

 .ٕ٘بن أوضش ِٓ ٘ذف ، فغ١زُ رؾذ٠ذ أ٠ٌٛٚبد الأ٘ذاف اٌّخزٍفخ

.2 Constructing Planning Premises: 

Planning means thinking in advance. Planning therefore foresees future. It 

depends upon accurate business forecasting. Demand of a commodity can be 

forecast. Prices can be forecast. 

Wage rates can be forecast. Forecasting generates planning premises factors 

that affect a firm are of three types — those which are beyond the control of 

organization (e.g., population explosion, price level, etc.), those which can be 

controlled partially (efficiency of workforce) and those which can be fully 

controlled (e.g., developmental plan of an organisation for future). Qualitative 

and quantitative methods are used to make these forecasts. 

 .أشبء اٌخطؾ اٚ ثٕبئٙب 2

اٌزخط١ؾ ٠ؼٕٟ اٌزفى١ش ِغجمب. ٌٚزٌه فبْ اٌزخط١ؾ ٠زٛلغ اٌّغزمجً. ٠ؼزّذ ػٍٝ اٌزٕجئ اٌذل١ك ٌلأػّبي. 

 .٠ّىٓ رٛلغ اٌطٍت ػٍٝ عٍؼخ ِب. ٠ّىٓ رٛلغ الأعؼبس

خ ِٓ صلاصخ ٠ّىٓ رٛلغ ِؼذلاد الأعٛس. ٠ٕزظ ػٓ اٌزٕجئ ػٛاًِ أِبوٓ اٌزخط١ؾ اٌزٟ رئصش ػٍٝ اٌششو

رٍه اٌزٟ رىْٛ خبسعخ ػٓ ع١طشح إٌّظّخ )ػٍٝ عج١ً اٌّضبي ، الأفغبس اٌغىبٟٔ ، ِغزٜٛ  -أٔٛاع 

اٌغؼش ، اٌخ( ، رٍه اٌزٟ ٠ّىٓ اٌزؾىُ ف١ٙب عضئ١بً )وفبءح اٌمٜٛ اٌؼبٍِخ( ٚرٍه اٌزٟ ٠ّىٓ اٌزؾىُ ف١ٙب أْ 

ٌّٕظّخ ِب ٌٍّغزمجً( ٠زُ اعزخذاَ رىْٛ رؾذ اٌغ١طشح اٌىبٍِخ )ػٍٝ عج١ً اٌّضبي ، خطخ اٌزط٠ٛش 

 .الأعب١ٌت إٌٛػ١خ ٚاٌى١ّخ ٌؼًّ ٘زٖ اٌزٛلؼبد

 

.3 Collection, Classification and Processing of Information: 
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Information collected pertains to factors that affect planning process. Only 

relevant information facilitates planning process. Here heap of information 

also does not help. Information must be classified, analysed and processed. It 

helps interpretation and the establishment of cause and effect relationship. 

 :عّغ ٚرظ١ٕف ِٚؼبٌغخ اٌّؼٍِٛبد 3.

ٌؼٛاًِ اٌزٟ رئصش ػٍٝ ػ١ٍّخ اٌزخط١ؾ. فمؾ اٌّؼٍِٛبد راد اٌظٍخ اٌّؼٍِٛبد اٌزٟ رُ عّؼٙب رزؼٍك ثب

رغًٙ ػ١ٍّخ اٌزخط١ؾ. ٕ٘ب وِٛخ ِٓ اٌّؼٍِٛبد أ٠ؼب لا رغبػذ. ٠غت رظ١ٕف اٌّؼٍِٛبد ٚرؾ١ٍٍٙب 

 .ِٚؼبٌغزٙب. ٠غبػذ فٟ رفغ١ش ٚأشبء ػلالخ اٌغجت ٚإٌز١غخ

. 

.4 Deciding Alternative Courses of Action: 

To fulfil an objective, there can be more than one course of action. If, for 

example, we want to increase profits, we can increase sales, keeping the 

prices, keeping the sales constant. We can make the spares or we can buy 

them from outside sources. We can get capital by issuing shares or by 

borrowing from financial institutions. All these possibilities must be explored 

during the planning process. 

 :رؾذ٠ذ ِغبساد اٌؼًّ اٌجذ٠ٍخ 4.

ص٠بدح ٌزؾم١ك ٘ذف ِب ، ٠ّىٓ أْ ٠ىْٛ ٕ٘بن أوضش ِٓ ِغبس ػًّ ٚاؽذ. ارا أسدٔب ، ػٍٝ عج١ً اٌّضبي ، 

الأسثبػ ، ٠ّىٕٕب ص٠بدح اٌّج١ؼبد ، ٚاٌؾفبظ ػٍٝ الأعؼبس ، ٚاٌؾفبظ ػٍٝ اٌّج١ؼبد صبثزخ. ٠ّىٕٕب طٕغ 

لطغ اٌغ١بس أٚ ششائٙب ِٓ ِظبدس خبسع١خ. ٠ّىٕٕب اٌؾظٛي ػٍٝ سأط اٌّبي ػٓ ؽش٠ك اطذاس الأعُٙ 

 .ػ١ٍّخ اٌزخط١ؾأٚ الالزشاع ِٓ اٌّئعغبد اٌّب١ٌخ. ٠غت اعزىشبف وً ٘زٖ الاؽزّبلاد خلاي 

5.Evaluation of Alternatives: 

Each alternative is then weighed against the other alternatives. This is a very 

intricate exercise. Cost-benefit analysis of each alternative must be made. 

Optimization models of Operations Research are used to evaluate the 

alternative sources of action. 

6.Selecting Plan: 
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Evaluation makes comparison of different plans possible in terms of results. 

The best plan is then selected. Selection of a plan is a skilled job, as its 

consequences are far-reaching. 

 

 :اٌجذائً رم5ُ١١ .

صُ ٠زُ ٚصْ وً ثذ٠ً ِمبثً اٌجذائً الأخشٜ. ٘زا رّش٠ٓ ِؼمذ ٌٍغب٠خ. ٠غت اعشاء رؾ١ًٍ اٌزىٍفخ ٚاٌؼبئذ 

 .ٌىً ثذ٠ً. رغزخذَ ّٔبرط اٌزؾغ١ٓ ٌجؾٛس اٌؼ١ٍّبد ٌزم١١ُ ِظبدس اٌؼًّ اٌجذ٠ٍخ

 :. اخز١بس اٌخطخ6

ئظ. صُ ٠زُ رؾذ٠ذ أفؼً خطخ. اخز١بس اٌزم١١ُ ٠غؼً اٌّمبسٔخ ث١ٓ اٌخطؾ اٌّخزٍفخ ِّىٕخ ِٓ ؽ١ش إٌزب

 .اٌخطخ ٘ٛ ػًّ ِب٘ش ، ؽ١ش أْ ٔزبئغٙب ثؼ١ذح اٌّذٜ

7.Subsidiary Plans to Aid Master Plan: 

After deciding the main plan, subsidiary plans are constructed to successfully 

implement the main plan. To illustrate, if an aviation company decides to buy 

aeroplanes, then it also prepares subsidiary plans like manpower supply and 

training, purchase of necessary ancillaries, setting up of maintenance facilities, 

advertising, etc. To implement the master plan, each departmental head 

prepares a plan of his department. 

.8 Controlling the Plan: 

Plans and subsidiary plans are first tried on a pilot basis to test the possibility 

of their success. The obstacles in the process are remedied. The plan is then 

implemented. It is constantly monitored and results are obtained as feedback 

from time-to- time. The shortcomings are remedied as early as possible. 

Future plans when framed are framed in the light of this experience. 

 :.اٌخطؾ اٌفشػ١خ ٌٍخطخ اٌشئ١غ١خ ٌٍّغبػذح 7

ثؼذ رؾذ٠ذ اٌخطخ اٌشئ١غ١خ ، ٠زُ أشبء خطؾ فشػ١خ ٌزٕف١ز اٌخطخ اٌشئ١غ١خ ثٕغبػ. ٌٍزٛػ١ؼ ، ارا لشسد 

ضً رٛس٠ذ اٌمٜٛ اٌؼبٍِخ ٚاٌزذس٠ت ششوخ ؽ١شاْ ششاء ؽبئشاد ، فبٔٙب رمَٛ أ٠ؼًب ثبػذاد خطؾ فشػ١خ ِ

، ٚششاء اٌٍّؾمبد اٌؼشٚس٠خ ، ٚأشبء ِشافك اٌظ١بٔخ ، ٚالإػلاْ ، ِٚب اٌٝ رٌه ٌزٕف١ز اٌخطخ 

 .اٌشئ١غ١خ ، ٠مَٛ وً سئ١ظ اداسح ثبػذاد خطخ لغّٗ

 :اٌغ١طشح ػٍٝ اٌخطخ 8 .
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خ ٔغبؽٙب. ٠زُ ِؼبٌغخ ٠زُ رغشثخ اٌخطؾ ٚاٌخطؾ اٌفشػ١خ أٚلاً ػٍٝ أعبط رغش٠جٟ لاخزجبس اِىب١ٔ

اٌؼمجبد فٟ اٌؼ١ٍّخ. صُ ٠زُ رٕف١ز اٌخطخ. رزُ ِشالجزٙب ثبعزّشاس ٠ٚزُ اٌؾظٛي ػٍٝ إٌزبئظ وزغز٠خ ِشرذح 

ِٓ ٚلذ ٢خش. ٠زُ ِؼبٌغخ أٚعٗ اٌمظٛس فٟ ألشة ٚلذ ِّىٓ. ٠زُ رؤؽ١ش اٌخطؾ اٌّغزمج١ٍخ ػٕذ 

 ٚػؼٙب فٟ ػٛء ٘زٖ اٌزغشثخ

 

Types of planning] 

    

 Automated planning and scheduling   

  •Architectural planning 

  •Business plan 

  •Central planning 

  •Collaborative planning, forecasting, and replenishment 

  •Comprehensive planning 

  •Contingency planning 

  •Economic planning 

  •Enterprise architecture planning 

  •Environmental planning 

  •Event planning 

  •Family planning 

  •Financial planning 

  •Land use planning 

  •Landscape planning 

  •Lesson planning 

  •Marketing plan 
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  •Network resource planning 

  •Operational planning 

  •Planning Domain Definition Language 

  •Regional planning 

  •Site planning 

  •Spatial planning 

  •Strategic planning 

  •Succession planning 

      Urban planning                                                                                        

 

 

 أَىاع انزخطٍط

                

 انزخطٍط وانجذونخ اَنٍخ •

 انزخطٍط انًؼًبري•  

 خطخ ػًم•  

 انزخطٍط انًركسي•  

 انزخطٍط انزؼبوًَ وانزُجؤ وانزجذٌذ•  

 انزخطٍط انشبيم•  

 انزخطٍط نهطىارئ•  

 انزخطٍط الاقزظبدي•  

 رخطٍط ثٍُخ انًؤسسخ•  

 انزخطٍط انجٍئً•  
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 رخطٍط نحذس•  

 خطخ انؼبئهخ•  

 انزخطٍط انًبنً•  

 رخطٍط اسزخذاو الأراضً•  

 رخطٍط انًُبظر انطجٍؼٍخ•  

 رخطٍط انذرش•  

 خطخ انزسىٌق•  

 رخطٍط يىارد انشجكخ•  

 انزخطٍط انؼًهً•  

 نغخ رؼرٌف يجبل انزخطٍط•  

 انزخطٍط الإقهًًٍ•  

 رخطٍط انًىقغ•  

 انزخطٍط انًكبًَ•  

 رخطٍط اسزرارٍجً•  

 يخططبد َبجحخ•  

 ًَانزخطٍط انؼًرا 

                                                                                         

Identifying Barriers to Planning 

Various barriers can inhibit successful planning. In order for plans to be 

effective and to yield the desired results, managers must identify any potential 

barriers and work to overcome them. The common barriers that inhibit 

successful planning are as follows: 

 Inability to plan or inadequate planning. Managers are not born with 

the ability to plan. Some managers are not successful planners because 

they lack the background, education, and/or ability. Others may have 
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never been taught how to plan. When these two types of managers take 

the time to plan, they may not know how to conduct planning as a 

process. 

 Lack of commitment to the planning process. The development of of 

a plan is hard work; it is much easier for a manager to claim that he or 

she doesn't have the time to work through the required planning process 

than to actually devote the time to developing a plan. (The latter, of 

course, would save them more time in the long run!) Another possible 

reason for lack of commitment can be fear of failure. As a result, 

managers may choose to do little or nothing to help in the planning 

process. 

 رؾذ٠ذ ِؼٛلبد اٌزخط١ؾ

اٌزخط١ؾ إٌبعؼ. ِٓ أعً أْ رىْٛ اٌخطؾ فؼبٌخ ٚرؾمك إٌزبئظ ؽٛاعض ِخزٍفخ ٠ّىٓ أْ رّٕغ 

اٌّشعٛح ، ٠غت ػٍٝ اٌّذ٠ش٠ٓ رؾذ٠ذ أٞ ؽٛاعض ِؾزٍّخ ٚاٌؼًّ ػٍٝ اٌزغٍت ػ١ٍٙب. اٌؾٛاعض 

 اٌشبئؼخ اٌزٟ رّٕغ اٌزخط١ؾ إٌبعؼ ٟ٘ وّب ٠ٍٟ:

ٌمذسح ػٍٝ ػذَ اٌمذسح ػٍٝ اٌزخط١ؾ أٚ اٌزخط١ؾ غ١ش اٌىبفٟ. لا ٠ٌٛذ اٌّذ٠شْٚ ٌٚذ٠ُٙ ا•

اٌزخط١ؾ. ثؼغ اٌّذ٠ش٠ٓ ١ٌغٛا ِخطط١ٓ ٔبعؾ١ٓ لأُٔٙ ٠فزمشْٚ اٌٝ اٌخٍف١خ ٚاٌزؼ١ٍُ ٚ / أٚ 

اٌمذسح. سثّب ٌُ ٠زُ رؼ١ٍُ ا٢خش٠ٓ و١ف١خ اٌزخط١ؾ. ػٕذِب ٠ؤخز ٘زاْ إٌٛػبْ ِٓ اٌّذ٠ش٠ٓ اٌٛلذ 

 اٌىبفٟ ٌٍزخط١ؾ ، فمذ لا ٠ؼشفْٛ و١ف١خ اعشاء اٌزخط١ؾ وؼ١ٍّخ. 

الاٌزضاَ ثؼ١ٍّخ اٌزخط١ؾ. اْ رط٠ٛش خطخ ػًّ شبق ؛ ِٓ الأعًٙ ػٍٝ اٌّذ٠ش أْ ٠ذػٟ ػذَ •

أٔٗ ١ٌظ ٌذ٠ٗ اٌٛلذ ٌٍؼًّ ِٓ خلاي ػ١ٍّخ اٌزخط١ؾ اٌّطٍٛثخ ثذلاً ِٓ رىش٠ظ اٌٛلذ اٌفؼٍٟ 

ٌزط٠ٛش خطخ. )٘زا الأخ١ش ، ثبٌطجغ ، ع١ٛفش ٌُٙ اٌّض٠ذ ِٓ اٌٛلذ ػٍٝ اٌّذٜ اٌط٠ًٛ!( عجت 

ؼذَ الاٌزضاَ ٠ّىٓ أْ ٠ىْٛ اٌخٛف ِٓ اٌفشً. ٔز١غخ ٌزٌه ، لذ ٠خزبس اٌّذ٠شْٚ آخش ِؾزًّ ٌ

 .اٌم١بَ ثبٌم١ًٍ أٚ ػذَ اٌم١بَ ثؤٞ شٟء ٌٍّغبػذح فٟ ػ١ٍّخ اٌزخط١ؾ

 Inferior information. Facts that are out‐of‐date, of poor quality, or of 

insufficient quantity can be major barriers to planning. No matter how 

well managers plan, if they are basing their planning on inferior 

information, their plans will probably fail. 

 Focusing on the present at the expense of the future. Failure to 

consider the long‐term effects of a plan because of emphasis on short‐

term problems may lead to trouble in preparing for the future. Managers 
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should try to keep the big picture — their long‐term goals — in mind 

when developing their plans. 

وفب٠خ اٌى١ّخ ٠ّىٓ أْ  ربس٠خ، ِٓ ٔٛػ١خ سد٠ئخ، أٚ ػذَ -ِٓ  -ِؼٍِٛبد سد٠ئخ. ؽمبئك اٌزٟ ٟ٘ خبسط •

رىْٛ اٌؾٛاعض اٌشئ١غ١خ ٌٍزخط١ؾ. ثغغ إٌظش ػٓ ِذٜ عٛدح خطخ اٌّذ٠ش٠ٓ ، ارا وبٔٛا ٠ؼزّذْٚ فٟ 

 رخط١طُٙ ػٍٝ ِؼٍِٛبد ألً عٛدح ، فّٓ اٌّؾزًّ أْ رفشً خططُٙ. 

ا٢صبس ػٍٝ اٌّذٜ خطخ ثغجت  -*اٌزشو١ض ػٍٝ اٌؾبػش ػٍٝ ؽغبة اٌّغزمجً. ػذَ إٌظش اٌط٠ًٛ 

ِشبوً ػٍٝ اٌّذٜ لذ ٠ئدٞ اٌٝ ِشبوً فٟ الاعزؼذاد ٌٍّغزمجً. ٠زؼ١ٓ ػٍٝ  -زشو١ض ػٍٝ اٌمظ١ش اٌ

فٟ الاػزجبس ػٕذ ٚػغ  -أ٘ذاف اٌّذٜ  -ِٓ ثؼ١ذ  -ِذ٠شٞ ِؾبٌٚخ ٌٍؾفبظ ػٍٝ اٌظٛسح اٌىج١شح 

 .خططٙب

 Too much reliance on the organization's planning 

department. Many companies have a planning department or a 

planning and development team. These departments conduct studies, do 

research, build models, and project probable results, but they do not 

implement plans. Planning department results are aids in planning and 

should be used only as such. Formulating the plan is still the manager's 

responsibility. 

 Concentrating on controllable variables. Managers can find 

themselves concentrating on the things and events that they can control, 

such as new product development, but then fail to consider outside 

factors, such as a poor economy. One reason may be that managers 

demonstrate a decided preference for the known and an aversion to the 

unknown. 

The good news about these barriers is that they can all be overcome. To plan 

successfully, managers need to use effective communication, acquire quality 

information, and solicit the involvement of 

others.                                                                                      

 ذ٠ٙب لغُ رخط١ؾ أٚ اٌؼذ٠ذ ِٓ اٌششوبد ٌ .الاػزًبد انًفرط ػهى قسى انزخطٍط فً انًُظًخ

رمَٛ ٘زٖ الألغبَ ثبعشاء اٌذساعبد ٚاٌجؾش ٚثٕبء إٌّبرط ِٚششٚع  .فش٠ك رخط١ؾ ٚرط٠ٛش

ٔزبئظ لغُ اٌزخط١ؾ رغبػذ فٟ اٌزخط١ؾ ٠ٚغت  .إٌزبئظ اٌّؾزٍّخ ، ٌىٕٙب لا رٕفز اٌخطؾ

  .ط١بغخ اٌخطخ لا رضاي ِغئ١ٌٚخ اٌّذ٠ش .اعزخذاِٙب ػٍٝ ٘زا إٌؾٛ فمؾ
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  ٠ّىٓ ٌٍّذ٠ش٠ٓ أْ ٠غذٚا أٔفغُٙ ٠شوضْٚ ػٍٝ الأش١بء  .انًزغٍراد انقبثهخ نهزحكىانزركٍس ػهى

ٚالأؽذاس اٌزٟ ٠ّىُٕٙ اٌزؾىُ ف١ٙب ، ِضً رط٠ٛش ِٕزظ عذ٠ذ ، ٌىُٕٙ ٠فشٍْٛ ثؼذ رٌه فٟ ِشاػبح 

لذ ٠ىْٛ أؽذ الأعجبة ٘ٛ أْ اٌّذ٠ش٠ٓ ٠ظٙشْٚ  .اٌؼٛاًِ اٌخبسع١خ ، ِضً ػؼف الالزظبد

  .ٌّب ٘ٛ ِؼشٚف ٚٔفٛس ِٓ اٌّغٙٛي رفؼ١لًا ِؾذدًا

ٌٍزخط١ؾ ثٕغبػ ، ٠ؾزبط اٌّذ٠شْٚ  .اٌخجش اٌغبس ؽٛي ٘زٖ اٌؾٛاعض ٘ٛ أٔٗ ٠ّىٓ اٌزغٍت ػ١ٍٙب ع١ّؼًب

 .اٌٝ اعزخذاَ الارظبي اٌفؼبي ، ٚاٌؾظٛي ػٍٝ ِؼٍِٛبد ع١ذح ، ٚاٌزّبط ِشبسوخ ا٢خش٠ٓ

  

Defininig  goals 

Goals and objectives provide the foundation for measurement. Goals are  

outcome statements that define what an organization is trying to accomplish, 

both programmatically and organizationally. Goals are usually a collection of 

related programs, a reflection of major actions of the organization, and 

provide rallying points for managers. For example, Wal-Mart might state a 

financial goal of growing its revenues 20% per year or have a goal of growing 

the international parts of its empire. Try to think of each goal as a large 

umbrella with several spokes coming out from the center. The umbrella itself 

is a goal.                     

 الأهذاف   رحذٌذ

ث١بٔبد إٌزبئظ اٌزٟ رؾذد ِب رؾبٚي إٌّظّخ  ٟ٘ الأ٘ذاف .الأ٘ذاف ٚاٌغب٠بد رٛفش الأعبط ٌٍم١بط

الأ٘ذاف ػجبسح ػٓ ِغّٛػخ ِٓ اٌجشاِظ ػبدح ِب رىْٛ  .رؾم١مٗ ، ػٍٝ اٌظؼ١ذ٠ٓ اٌجشٔبِغٟ ٚاٌزٕظ١ّٟ

ػٍٝ عج١ً  .راد اٌظٍخ ، ٟٚ٘ أؼىبط ٌلإعشاءاد اٌشئ١غ١خ ٌٍّٕظّخ ، ٚرٛفش ٔمبؽ ؽشذ ٌٍّذ٠ش٠ٓ

٪ ع٠ٕٛبً أٚ رٙذف اٌٝ 20اٌّضبي ، لذ رؾذد ششوخ ٚٚي ِبسد ٘ذفبً ِب١ٌبً ٠زّضً فٟ ص٠بدح ا٠شادارٙب ثٕغجخ 

ؽبٚي أْ رفىش فٟ وً ٘ذف ػٍٝ أٔٗ ِظٍخ وج١شح ثٙب ػذح  .ر١ّٕخ الأعضاء اٌذ١ٌٚخ ِٓ اِجشاؽٛس٠زٙب

   .اٌّظٍخ ٔفغٙب ٘ذف .ثشاِك رخشط ِٓ اٌّشوض

 

Types of Organizational Goals 

Based on 3 three criteria‘s goals can be categorized into three types. 

3 types of organizational goals are: 

a) Strategic Goals. 
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b) Tactical Goals. 

c) Operational Goals.  

 أَىاع الأهذاف انزُظًٍٍخ

 .ِؼب١٠ش ٠ّىٓ رظ١ٕف الأ٘ذاف اٌضلاصخ اٌٝ صلاصخ أٔٛاع 3ثٕبءً ػٍٝ 

 :ٔمبؽ ِٓ الأ٘ذاف اٌزٕظ١ّ١خ ٟ٘ 3

          .الأهذاف الاسزرارٍجٍخ (أ

                 .الأهذاف انزكزٍكٍخ (ة

      .الأهذاف انزشغٍهٍخ (ج

  الأهذاف الاسزرارٍجٍخ

٠زُ رؾم١ك ٘زٖ الأ٘ذاف ِٓ خلاي  .ٟ٘ أ٘ذاف رُ ٚػؼٙب ِٓ لجً الإداسح اٌؼ١ٍب ٌٍّٕظّخ ِٚٓ أعٍٙب

 .اٌزشو١ض ػٍٝ لؼب٠ب ػبِخ ٚاعؼخ

ػبدح ِب رىْٛ الأ٘ذاف أٚ الإعزشار١غ١بد الإعزشار١غ١خ ؽ٠ٍٛخ الأعً ِٚٓ ٘زا اٌٙذف ، ٠زُ ٚػغ 

 .١خ ِٚغبلاد ِخزٍفخأ٘ذاف أخشٜ ٚرؼ١١ٕٙب لأؽش صِٕ

 

Strategic goals 

 are goals set by and for top management of the organization. These goals 

are made by focusing on broad general issues. 

Strategic goals or strategies are usually long-term and from this goal, other 

goals are made and set for different time-frames and areas. 

Tactical Goals 

Tactical goals are set for middle managers. These goals focus on how to 

operationalize actions necessary to achieve the strategic goals. 

Middle managers of various departments are usually responsible for their 

attainment. 

Tactical goals are set by the middle managers, but often top-managers set 

tactical goals for the middle managers.  
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 الأهذاف انزكزٍكٍخ

رشوض ٘زٖ الأ٘ذاف ػٍٝ و١ف١خ رفؼ١ً الإعشاءاد  .٠زُ رؾذ٠ذ الأ٘ذاف اٌزىز١ى١خ ٌٍّذ٠ش٠ٓ اٌّزٛعط١ٓ

 .ٌزؾم١ك الأ٘ذاف الاعزشار١غ١خاٌلاصِخ 

 .ػبدح ِب ٠ىْٛ اٌّذ٠شْٚ اٌّزٛعطْٛ فٟ الإداساد اٌّخزٍفخ ِغئ١ٌٚٓ ػٓ رؾم١مُٙ

٠زُ رؾذ٠ذ الأ٘ذاف اٌزىز١ى١خ ِٓ لجً اٌّذ٠ش٠ٓ اٌّزٛعط١ٓ ، ٌٚىٓ غبٌجبً ِب ٠ؼغ وجبس اٌّذ٠ش٠ٓ أ٘ذافبً 

 .رىز١ى١خ ٌٍّذساء اٌّزٛعط١ٓ

 

 

 

Operational Goals 

Operational goals are set by and for lower-level managers. Operational 

goals are usually made to tackle shorter-term issues associated with the 

tactical goals and lower-managers are responsible for their attainment. 

 الأهذاف انزشغٍهٍخ

ػبدح ِب ٠زُ ٚػغ  .لجً اٌّذ٠ش٠ٓ ِٓ اٌّغزٜٛ الأدٔٝ ِٚٓ أع٠ٍُٙزُ رؾذ٠ذ الأ٘ذاف اٌزشغ١ٍ١خ ِٓ 

الأ٘ذاف اٌزشغ١ٍ١خ ٌّؼبٌغخ اٌمؼب٠ب لظ١شح اٌّذٜ اٌّشرجطخ ثبلأ٘ذاف اٌزىز١ى١خ ٠ٚىْٛ اٌّذساء الأدٔٝ 

 .ِغئ١ٌٚٓ ػٓ رؾم١مٙب

الأ٘ذاف رشىً اٌّغز٠ٛبد اٌضلاصخ ٌلأ٘ذاف داخً إٌّظّخ رغٍغلاً ٘ش١ِبً ٌلأ٘ذاف ، ؽ١ش رشىً 

.                             راد اٌّغزٜٛ الأدٔٝ عٍغٍخ ٔٙب٠خ اٌٛع١ٍخ ِغ اٌّغزٜٛ اٌزبٌٟ ِٓ الأ٘ذاف

            

How to set goals in 7 steps                                                                                      

If goals are so important, why do we fail to achieve them? Because we 

don‘t plan the steps to get there. 

A goal setting process forces you to think about the journey (in other 

words, how you‘re going to complete your tasks) instead of just the end 

destination. Take a look at the steps below to get started. 

1. Think about the results you want to see 

https://www.lucidchart.com/blog/how-to-use-the-grow-method
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Before you set a goal, take a closer look at what you‘re trying to achieve 

and ask yourself the following questions:  

d) Is this goal something you truly want?  

e) Is it important enough to pour hours of time and effort into it?  

f) If you‘re not willing to put in the time, it may not be worth pursuing. 

If you create a long list of goals to pursue all at the same time, you may 

have a difficult time achieving any of them. Instead, use the questions 

above to determine which goals matter the most to you right now, and then 

focus on those few. 

 7كٍفٍخ رحذٌذ الأهذاف فً 

                                                                                    خطىاد

  .ٕب لا ٔخطؾ ٌٍخطٛاد ٌٍٛطٛي اٌٝ ٕ٘بنلأٔ ؟ فٍّبرا ٔفشً فٟ رؾم١مٙب ارا وبٔذ الأ٘ذاف ِّٙخ عذًا ،

رغجشن ػ١ٍّخ رؾذ٠ذ اٌٙذف ػٍٝ اٌزفى١ش فٟ اٌشؽٍخ )ثّؼٕٝ آخش ، و١ف عزىًّ ِٙبِه( ثذلاً ِٓ ِغشد 

 .أٌك ٔظشح ػٍٝ اٌخطٛاد أدٔبٖ ٌٍجذء .اٌٛعٙخ إٌٙبئ١خ

 فكر فً انُزبئج انزً ررٌذ رؤٌزهب .1

  :رؾم١مٗ ٚاعؤي ٔفغه الأعئٍخ اٌزب١ٌخ لجً رؾذ٠ذ ٘ذف ، أٌك ٔظشح فبؽظخ ػٍٝ ِب رؾبٚي

      ً٘ ٘زا اٌٙذف شٟء رش٠ذٖ ؽمبً؟ ( -أ

       ً٘ ِٓ اٌُّٙ أْ ٔغىت عبػبد ِٓ اٌٛلذ ٚاٌغٙذ ف١ٗ؟ ( -ة

      .ارا ٌُ رىٓ ػٍٝ اعزؼذاد ٌزخظ١ض اٌٛلذ ، فمذ لا ٠ىْٛ الأِش ٠غزؾك اٌّزبثؼخ (-ط

ٌّلاؽمزٙب وٍٙب فٟ ٔفظ اٌٛلذ ، فمذ رٛاعٗ طؼٛثخ فٟ رؾم١ك ارا لّذ ثبٔشبء لبئّخ ؽ٠ٍٛخ ِٓ الأ٘ذاف 

ثذلاً ِٓ رٌه ، اعزخذَ الأعئٍخ أػلاٖ ٌزؾذ٠ذ الأ٘ذاف الأوضش أ١ّ٘خ ثبٌٕغجخ ٌه ا٢ْ ، صُ سوض  .أٞ ِٕٙب

 .ػٍٝ رٍه الأ٘ذاف اٌم١ٍٍخ

2. Create SMART goals 

Once you‘ve zeroed in on what you actually want, ensure your goal meets 

the SMART criteria: 

Specific 

Measurable 

https://translate.google.com/translate?hl=ar&prev=_t&sl=auto&tl=ar&u=https://www.lucidchart.com/blog/how-to-use-the-grow-method
https://translate.google.com/translate?hl=ar&prev=_t&sl=auto&tl=ar&u=https://www.lucidchart.com/blog/how-to-use-the-grow-method
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Attainable 

Realistic 

Time-bound 

The most important part of SMART goal setting is to make your goal 

specific so you can clearly track your progress and know whether you met 

the goal. The more specific you can be with your goal, the higher the 

chance you‘ll complete it. 

For example, many people set goals to lose weight, but they don‘t always 

decide how much weight they want to lose and when they want to 

accomplish this goal. A specific goal would be ―I want to lose 25 pounds 

by the Fourth of July.‖ This goal provides an exact amount of weight to 

lose and an end date to do it by. 

 

 SMART إَشبء أهذاف -2

 :SMART ٖ ثبٌفؼً ، رؤوذ ِٓ أْ ٘ذفه ٠ٍجٟ ِؼب١٠شثّغشد اٌزشو١ض ػٍٝ ِب رش٠ذ

S pecific 

 عًٙ و

 اٌؾظٛي ػ١ٍٙب ًٌكٍ

R ٚالؼ١خ 

 ٍِضِخ رً

فٟ عؼً ٘ذفه ِؾذدًا ثؾ١ش ٠ّىٕه رزجغ رمذِه   SMARTرؾذ٠ذ ٘ذف ٠زّضً اٌغضء الأوضش أ١ّ٘خ فٟ

وٍّب وبْ ٘ذفه أوضش رؾذ٠ذًا ، صادد فشطخ  .ثٛػٛػ ِٚؼشفخ ِب ارا وٕذ لذ ؽممذ اٌٙذف أَ لا

   .اوّبٌٗ

ب  ًّ ِمذاس ػٍٝ عج١ً اٌّضبي ، ٠ؼغ اٌؼذ٠ذ ِٓ الأشخبص أ٘ذافبً لإٔمبص اٌٛصْ ، ٌىُٕٙ لا ٠مشسْٚ دائ

ع١ىْٛ اٌٙذف اٌّؾذد "أس٠ذ أْ أخغش  .اٌٛصْ اٌزٞ ٠ش٠ذْٚ أمبطٗ ِٚزٝ ٠ش٠ذْٚ رؾم١ك ٘زا اٌٙذف

٠ٛفش ٘زا اٌٙذف ِمذاسًا دل١مبً ِٓ اٌٛصْ ٠غت أْ رخغشٖ ٚربس٠خ  ."سؽلاً ثؾٍٛي اٌشاثغ ِٓ ١ٌٛ٠ٛ 25

 .أزٙبء ٌٍم١بَ ثزٌه

https://www.lucidchart.com/blog/setting-smart-goals
https://translate.google.com/translate?hl=ar&prev=_t&sl=auto&tl=ar&u=https://www.lucidchart.com/blog/setting-smart-goals
https://translate.google.com/translate?hl=ar&prev=_t&sl=auto&tl=ar&u=https://www.lucidchart.com/blog/setting-smart-goals
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3. Write your goals down 

When you write your goals down, they become real and tangible instead of 

a vague idea that resides only in your mind. Once you‘ve written your 

goals down, keep them somewhere visible––put personal goals up on your 

mirror or near your computer screen, put team goals up on the walls next 

to everyone‘s desks, and include company goals in internal presentations.  

This tactic reminds you to keep working on your goals daily. As you're 

writing down your goals, use a positive tone so you stay excited about 

completing them. 

 اكزت أهذافك .3

ثّغشد  .ػٕذِب رىزت أ٘ذافه ، فبٔٙب رظجؼ ؽم١م١خ ٍِّٚٛعخ ثذلاً ِٓ فىشح غبِؼخ رىّٓ فٟ ػمٍه فمؾ

ػغ أ٘ذافه اٌشخظ١خ ػٍٝ ِشآره أٚ ثبٌمشة ِٓ شبشخ  -وزبثخ أ٘ذافه ، اؽزفع ثٙب فٟ ِىبْ ِب 

ف اٌىّج١ٛرش ، ٚلُ ثٛػغ أ٘ذاف اٌفش٠ك ػٍٝ اٌغذساْ ثغٛاس ِىبرت اٌغ١ّغ ، ٚلُ ثزؼ١ّٓ أ٘ذا

  .اٌششوخ فٟ اٌؼشٚع اٌزمذ١ّ٠خ اٌذاخ١ٍخ

أصٕبء رذ٠ٚٓ أ٘ذافه ، اعزخذَ ٌٙغخ ا٠غبث١خ ؽزٝ  .٠زوشن ٘زا اٌزىز١ه ثّٛاطٍخ اٌؼًّ ػٍٝ أ٘ذافه ١ِٛ٠ًب

 .رظً ِزؾّغًب لإوّبٌٙب

 

4. Create an action plan 

Many people decide on a goal but never create an action plan to determine 

how exactly they will meet that goal. Your action plan should include the 

overall goal you‘re trying to meet and all the steps you need to take to get 

there. 

Don‘t be afraid to get creative with your action plan. Go back to your 

elementary school days, and get creative. Write out your goal using 

crayons, markers, or colored pencils, for example. According to Forbes, 

creating an action plan this way activates a different part of your brain and 

cements the goals in your mind. 

For something more professional, use Lucidchart to create an organized, 

visual  

action plan.  



 

م.م عذراء عبد الساده كريم المكصوصيالقراءات الادارية/ كلية الكوت الجامعة/ قسم ادارة الاعمال/ المرحلة الاولى/   
 

 

 إَشبء خطخ ػًم

٠مشس اٌؼذ٠ذ ِٓ الأشخبص ٘ذفبً ٌٚىُٕٙ لا ٠ؼؼْٛ أثذًا خطخ ػًّ ٌزؾذ٠ذ و١ف١خ رؾم١مُٙ ٌٙزا اٌٙذف 

اٌخطٛاد ٠غت أْ رزؼّٓ خطخ اٌؼًّ اٌخبطخ ثه اٌٙذف اٌؼبَ اٌزٞ رؾبٚي رؾم١مٗ ٚع١ّغ  .ثبٌؼجؾ

 .اٌزٟ رؾزبط اٌٝ ارخبر٘ب ٌٍٛطٛي اٌٝ ٕ٘بن

اوزت ٘ذفه  .ػذ اٌٝ أ٠بَ ِذسعزه الاثزذائ١خ ، ٚوٓ ِجذػًب .لا رخف ِٓ أْ رىْٛ ِجذػًب فٟ خطخ ػٍّه

، فبْ ٚػغ  Forbes ٚفمبً ٌـ .ثبعزخذاَ أللاَ ر٠ٍٛٓ أٚ أللاَ رؾذ٠ذ أٚ أللاَ ٍِٛٔخ ، ػٍٝ عج١ً اٌّضبي

 .٠ٕشؾ عضءًا ِخزٍفبً ِٓ ػمٍه ٠ٚشعخ الأ٘ذاف فٟ ػمٍه خطخ ػًّ ثٙزٖ اٌطش٠مخ

 .لإٔشبء خطخ ػًّ ِشئ١خ ِٕظّخ Lucidchart ٌشٟء أوضش اؽزشافبً ، اعزخذَ

5. Create a timeline 

As part of your action plan, use a timeline maker to help visualize roles, 

tasks, milestones, and deadlines to achieve your goal. Once you‘ve set 

those dates, try to stick to them as closely as possible. A timeline creates a 

sense of urgency, which in turn motivates you to stay on schedule and 

finish your goal. 

Simple Timeline Template (Click on image to modify online) 

6. Take action 

Now that you‘ve planned everything out, it‘s time to take action. You didn‘t 

go through all that work just to forget about your goal. Every step that you 

take  

should lead to another until you finish your goal.                                                

  

 إَشبء جذول زيًُ -5

الأدٚاس ٌٍّغبػذح فٟ رظٛس  طبٔغ اٌغذٚي اٌضِٕٟ وغضء ِٓ خطخ اٌؼًّ اٌخبطخ ثه ، اعزخذَ

ثّغشد رؼ١١ٓ رٍه اٌزٛاس٠خ ، ؽبٚي الاٌزضاَ ثٙب لذس  .ٚاٌّٙبَ ٚاٌّؼبٌُ ٚاٌّٛاػ١ذ إٌٙبئ١خ ٌزؾم١ك ٘ذفه

٠خٍك اٌخؾ اٌضِٕٟ اؽغبعًب ثبلإٌؾبػ ، ٚاٌزٞ ثذٚسٖ ٠ؾفضن ػٍٝ الاٌزضاَ ثبٌغذٚي اٌضِٕٟ  .الإِىبْ

   .ٚأٙبء ٘ذفه

 ارخبر الإجراءاد انلازيخ .6

https://www.lucidchart.com/pages/examples/timeline-maker
https://translate.google.com/translate?hl=ar&prev=_t&sl=auto&tl=ar&u=https://www.lucidchart.com/pages/examples/timeline-maker
https://translate.google.com/translate?hl=ar&prev=_t&sl=auto&tl=ar&u=https://www.lucidchart.com/pages/examples/timeline-maker
https://www.lucidchart.com/documents/editNewOrRegister/784a3c4f-58ec-43a6-ab1d-b79db982c103
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ٌُ رّش ثىً ٘زا اٌؼًّ فمؾ ٌزٕغٝ  .ٌىً شٟء ، ؽبْ اٌٛلذ لارخبر اعشاءا٢ْ ثؼذ أْ خططذ 

 .٠غت أْ رئدٞ وً خطٛح رمَٛ ثٙب اٌٝ أخشٜ ؽزٝ رٕزٟٙ ِٓ ٘ذفه .٘ذفه

7. Re-evaluate and assess your progress 

You need to keep your motivation strong to complete your goal. Consider 

scheduling a weekly evaluation, which could include measuring your 

progress and checking your schedule. Once you see how close the finish 

line is, you‘ll feel more motivated to push through to the end. If you're a 

little behind schedule, make necessary adjustments and keep going. 

 إػبدح رقٍٍى ورقٍٍى انزقذو انًحرز انخبص ثك .7

ػغ فٟ اػزجبسن عذٌٚخ رم١١ُ أعجٛػٟ ، ٚاٌزٞ ٠ّىٓ  .رؾزبط اٌٝ اٌؾفبظ ػٍٝ دافؼه ل٠ٛبً لإوّبي ٘ذفه

ثّغشد أْ رشٜ ِذٜ لشة خؾ إٌٙب٠خ ، عزشؼش  .أْ ٠شًّ ل١بط رمذِه ٚاٌزؾمك ِٓ عذٌٚه اٌضِٕٟ

ب ؽزٝ إٌٙب٠خثّض٠ذ ِٓ اٌؾبفض ٌٍّؼٟ ل ًِ ارا وٕذ ِزؤخشًا ل١ٍلاً ػٓ اٌغذٚي اٌضِٕٟ ، فمُ ثبعشاء  .ذ

 .اٌزؼذ٠لاد اٌلاصِخ ٚاعزّش

 

 

 Characteristics of Successful Goal Setting 

Most businesses use the SMART model for goal setting: Specific, 

Measurable, Achievable, Relevant and Timed. These are specific 

characteristics used in successful goal setting. 

 

 

Specific and Well-Defined 

Being specific and well-defined is the foundation for any goal because if you 

don't know where the end zone is, you don't know how to score. For a 

business owner, a specific and well-defined goal is focused on a task that 

moves the company forward. Examples of specific goals are hiring an 

assistant, selling 20 units, making 100 cold calls, or launching a new 

product. 
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Each of these examples is defined by a specific action, but many other 

actions are necessary to achieve these goals. These actions become an action 

plan and let you know how you are doing along the way. For example, 

launching a new product might have an action plan that includes research, 

development of a prototype, testing the prototype and getting user feedback. 

                                

 رحذٌذ انهذف ثُجبح خظبئض

ٌزؾذ٠ذ الأ٘ذاف: ِؾذدح ٚلبثٍخ ٌٍم١بط ٚلبثٍخ ٌٍزؾم١ك ٚراد  SMART رغزخذَ ِؼظُ اٌششوبد ّٔٛرط

 فٟ رؾذ٠ذ اٌٙذف ثٕغبػ ٘زٖ ٟ٘ اٌخظبئض اٌّؾذدح اٌّغزخذِخ .طٍخ ِٚؾذدح اٌزٛل١ذ

 يحذدح ويحذدح جٍذًا

ُِؾذدًا ع١ذًا ٘ٛ الأعبط لأٞ ٘ذف لأٔٗ ارا وٕذ لا رؼشف ِىبْ ِٕطمخ إٌٙب٠خ ، فؤٔذ لا  وٛٔه ِؾذدًا ٚ

ثبٌٕغجخ ٌظبؽت اٌؼًّ ، ٠شوض ٘ذف ِؾذد ِٚؾذّد ع١ذًا ػٍٝ ِّٙخ رذفغ اٌششوخ  .رؼشف و١ف١خ اٌزغغ١ً

ِىبٌّخ ثبسدح أٚ  100ٚؽذح أٚ اعشاء  20ٌّؾذدح رؼ١١ٓ ِغبػذ أٚ ث١غ ِٓ أِضٍخ الأ٘ذاف ا .اٌٝ الأِبَ

 .اؽلاق ِٕزظ عذ٠ذ

٠زُ رؾذ٠ذ وً ِٓ ٘زٖ الأِضٍخ ِٓ خلاي اعشاء ِؾذد ، ٌٚىٓ اٌؼذ٠ذ ِٓ الإعشاءاد الأخشٜ ػشٚس٠خ 

رظجؼ ٘زٖ الإعشاءاد خطخ ػًّ ٚرز١ؼ ٌه ِؼشفخ ِب رفؼٍٗ ػٍٝ ؽٛي  .ٌزؾم١ك ٘زٖ الأ٘ذاف

ٍٝ عج١ً اٌّضبي ، لذ ٠ىْٛ لإؽلاق ِٕزظ عذ٠ذ خطخ ػًّ رزؼّٓ اٌجؾش ٚرط٠ٛش ّٔٛرط ػ .اٌطش٠ك

 .أٌٟٚ ٚاخزجبس إٌّٛرط ٚاٌؾظٛي ػٍٝ رؼ١ٍمبد اٌّغزخذ١ِٓ

 

 

Measurable in Nature 

Measurable in nature refers to the fact that a goal has to have a ruler or 

scoreboard attached to it. If the goal is to sell more widgets, and you sell one 

more than last time, that isn't a goal that defines what is needed. Making 100 

cold calls is a measurable goal and action. A tally sheet easily tracks whether 

you achieved the goal or not. 

 نطجٍؼخقبثم نهقٍبش فً ا

ارا وبْ  .٠ش١ش اٌم١بط ثطج١ؼزٗ اٌٝ ؽم١مخ أْ اٌٙذف ٠غت أْ ٠ىْٛ ٌٗ ِغطشح أٚ ٌٛؽخ ٔزبئظ ِشرجطخ ثٗ

اٌٙذف ٘ٛ ث١غ اٌّض٠ذ ِٓ الأدٚاد ، ٚلّذ ثج١غ ٚاؽذح أوضش ِٓ اٌّشح اٌغبثمخ ، فٙزا ١ٌظ اٌٙذف اٌزٞ 
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رزؼمت ٚسلخ الإؽظبء  .م١بطِىبٌّخ ثبسدح ٘ٛ ٘ذف ٚػٍّٟ لبثلاْ ٌٍ 100اعشاء  .٠ؾذد ِب ٘ٛ ِطٍٛة

 .ثغٌٙٛخ ِب ارا وٕذ لذ ؽممذ اٌٙذف أَ لا

لا ٠مٛي اعشاء اٌّىبٌّبد اٌظبدسح ش١ئبً ػٓ  ػغ فٟ اػزجبسن أْ وً ٘ذف ١ٌظ ِٛعٙبً ٔؾٛ إٌزبئظ ؛

فٙٛ ٠ؼزجش ِئشش سئ١غٟ ٌٍٕغبػ  .ػذد اٌّج١ؼبد اٌزٟ رُ اعشاإ٘ب أٚ ِمذاس الإ٠شاداد اٌزٟ رُ رؾم١مٙب

ػٕذِب رٕزظش إٌزبئظ  .ٔظشح صبلجخ ػذد اٌّىبٌّبد اٌلاصِخ ٌزؾ٠ًٛ ػذد ِؼ١ٓ ِٓ اٌّج١ؼبد ٌه اٌزٞ ٠ؼطٟ

 .، ٚاٌزٟ رغّٝ اٌّئششاد اٌّزؤخشح ، فمذ ٠ىْٛ اٌٛلذ لذ فبد لإعشاء اٌزؼذ٠لاد

Keep in mind that every goal is not results oriented; making outbound calls 

says nothing about how many sales were made or how much revenue was 

generated. It is considered a leading indicator of success that gives you 

insight into how many calls are needed to convert a specific number of sales. 

When you wait for the results, called lagging indicators, it may be too late to 

make adjustments. 

Achievable or Realistic 

You hear it all the time, "I want to make a million dollars." This may or may 

not be an achievable goal depending on the situation. Look at goals and 

determine if they are too lofty. While you want to challenge yourself and 

your team, setting goals too high may fail and demoralize your staff. 

For example, if making 10 sales in one month is the best any of your sales 

staff has ever done, setting a goal of 20 is probably too high. Work your way 

up so people can see feel success and build on that. Perhaps start with 12 for 

the goal. 

 قبثهخ نهزحقٍق أو واقؼٍخ 

لذ ٠ىْٛ ٘زا ٘ذفبً لبثلاً ٌٍزؾم١ك ٚلذ لا ٠ىْٛ ثٕبءً  ".رغّؼٙب ؽٛاي اٌٛلذ ، "أس٠ذ أْ أعٕٟ ١ٍِْٛ دٚلاس

ث١ّٕب رش٠ذ رؾذٞ ٔفغه ٚفش٠مه ، فبْ  .وبٔذ ػب١ٌخ عذًاأظش اٌٝ الأ٘ذاف ٚؽذد ِب ارا  .ػٍٝ اٌّٛلف

 .رؾذ٠ذ أ٘ذاف ػب١ٌخ عذًا لذ ٠فشً ٠ٚؼؼف ِؼ٠ٕٛبد ِٛظف١ه

ػ١ٍّبد ث١غ فٟ شٙش ٚاؽذ ٘ٛ أفؼً ِب فؼٍٗ أٞ ِٓ ِٛظفٟ  10ػٍٝ عج١ً اٌّضبي ، ارا وبْ اعشاء 

اػًّ فٟ  .ِشرفؼًب ٌٍغب٠خ ٘ذفبً 20اٌّج١ؼبد ٌذ٠ه ػٍٝ الإؽلاق ، فّٓ اٌّؾزًّ أْ ٠ىْٛ رؾذ٠ذ ٘ذف 

 .ٌٍٙذف 12سثّب رجذأ ثـ  .ؽش٠مه ؽزٝ ٠زّىٓ إٌبط ِٓ سإ٠خ اٌشؼٛس ثبٌٕغبػ ٚاٌجٕبء ػٍٝ رٌه
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Relevant to Job 

Arbitrary goals don't help anyone. Whether you are setting personal goals, 

company goals or employee goals, make sure they are relevant to the job 

description and the company mission and vision. For example, a sales 

representative will have a higher sales goal than a customer service 

representative who may occasionally get an ancillary sale by pivoting in a 

service call. 

At the same time, the customer service representative might have a goal that 

requires helping a customer within 90 seconds. This goal is relevant to the 

customer service representative's specific job. 

 راد طهخ ثبنىظٍفخ 

ؾذد أ٘ذافبً شخظ١خ أٚ أ٘ذافبً ٌٍششوخ أٚ أ٘ذافبً عٛاء وٕذ ر .الأ٘ذاف اٌزؼغف١خ لا رغبػذ أٞ شخض

ػٍٝ عج١ً اٌّضبي ،  .ٌٍّٛظف١ٓ ، رؤوذ ِٓ أٔٙب راد طٍخ ثبٌٛطف اٌٛظ١فٟ ِّٚٙخ اٌششوخ ٚسإ٠زٙب

ع١ىْٛ ٌّٕذٚة اٌّج١ؼبد ٘ذف ِج١ؼبد أػٍٝ ِٓ ِّضً خذِخ اٌؼّلاء اٌزٞ لذ ٠ؾظً أؽ١بٔبً ػٍٝ ػ١ٍّخ 

 .بٌّخ خذِخث١غ اػبف١خ ػٓ ؽش٠ك اٌزّؾٛس فٟ ِى

٘زا  .صب١ٔخ 90فٟ اٌٛلذ ٔفغٗ ، لذ ٠ىْٛ ٌّّضً خذِخ اٌؼّلاء ٘ذف ٠زطٍت ِغبػذح اٌؼ١ًّ فٟ غؼْٛ 

 .اٌٙذف ٚص١ك اٌظٍخ ثبٌٛظ١فخ اٌّؾذدح ٌّّضً خذِخ اٌؼّلاء

 

Timed for Success 

Know when you will evaluate whether the goal was achieved. If you don't set 

a date for review or a deadline for achievement, the goal may never be 

achieved as everyone continues to work toward it. For example, if the goal 

for the company is to generate $1 million in revenues, it could theoretically 

be achieved over five years if you don't say "annually," which sets a 12-

month time limit on the goal. After the 12 months, you can look at whether 

you achieved the goal. 

 

 رىقٍذ نهُجبح

ارا ٌُ رؾذد ربس٠خًب ٌٍّشاعؼخ أٚ ِٛػذًا ٔٙبئ١ًب  .اػشف ِزٝ عزم١ُ ِب ارا وبْ اٌٙذف لذ رؾمك أَ لا

ػٍٝ عج١ً اٌّضبي ، ارا وبْ  .٠زؾمك اٌٙذف أثذًا ؽ١ش ٠ٛاطً اٌغ١ّغ اٌؼًّ ػٍٝ رؾم١مٗ ٌلإٔغبص ، فمذ لا
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اٌششوخ ٘ٛ ر١ٌٛذ ١ٍِْٛ دٚلاس ِٓ الإ٠شاداد ، فّٓ اٌّّىٓ ٔظش٠بً رؾم١مٙب ػٍٝ ِذٜ خّظ  ٘ذف

ؼشفخ شٙشًا ، ٠ّىٕه ِ 12ثؼذ  .شٙشًا ٌٍٙذف 12عٕٛاد ارا ٌُ رمً "ع٠ًٕٛب" ، ِّب ٠ؼغ ؽذًا ص١ِٕبً ٌّذح 

 .ِب ارا وٕذ لذ ؽممذ اٌٙذف أَ لا

  

  

  

  

  

  

 

 

 

  
 


