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ANNOTATED BIBLIOGRAPHY

Gosling, J. & Mintzberg, H. (2006). Management education: as if both matter:
Management Learning, 37(4), 419-428. Retrieved 10/16/2007, from: 
http://mlq.sagepub.com/cgi/content/abstract/37/4/419. 

This article provides seven pedagogical principles that management educators 
should abide by o encourage their students to find relevance in their work to the 
subject matter.  Too often, management educators do not scaffold learning or 
practice important pedagogical principles by not involving their students or 
invoking the relation to real life work experiences…they simply provide training 
as “information only”.  The relevance to student experiences will be the key to 
their mastery of the subject material.  The management educator should be able to 
lecture and facilitate the learning environment in any of the following contexts to 
adequately invoke student reflection both individually and collaboratively:  case 
discussions, lectures, action learning.  The authors conclude by stating that 
management educators must be willing to assume the roles as both managers and 
educators.

I chose this article on management education because I feel that I can relate to the 
lack of making a connection to specific subject matter.  Looking back on first 
interviews as a fresh college graduate, I found that I was consistently denied for 
jobs because I lacked the on-the-job experiences and couldn’t reply to interview 
questions that asked me to reflect on experiences in the work environment. By 
reading this article, I can now understand where the interviewer’s were coming 
from.  As I look back, I could have tied in my learning experiences by substitute 
teaching or becoming a teacher’s assistant; thus, I could have learned so much 
more in the class.  I find all of the author’s pedagogical principles to be quite 
important for managers to be aware of to ensure that “managers-in-training” can 
be successful.

Kanter, R. (2000). The enduring skills of change leaders: Ivy Business Journal. Retrieved 
10/11/2007, from: http://chiron.valdosta.edu/whuitt/col/motivation/motivate.html.

This article discusses how leaders can be ahead of unexpected organizational 
change due to globalization, information technology growth, mergers, 
acquisitions, partnerships, joint ventures, and strategic alliances, rather than 
simply react to it.  The author identifies keys that leaders must be equipped with 
in order to be innovative, they include: developing new concepts, personal 
organizational competence, and organizational networking.  When a drastic 
change emerges, these key attributes will help the organization instead of 
crippling it by causing loss of jobs, and opportunities.  Before change occurs, 
change leaders may experience a barrier in beginning the process; the author 
provides four types of barriers to change and offers solutions on how to initiate 
change.  These barriers can cause the change plan to deviate or to restart. The 
article concludes by providing techniques that can initiate change in the 

http://chiron.valdosta.edu/whuitt/col/motivation/motivate.html


10/17/07 Kerstin Sewell
DEPM 604- Section 9040

Assignment 2

- Page 2 of 3 -

organization such as building coalitions, recognizing and celebrating 
accomplishments, and sharing goals.

I chose this article because I find the premise of initiating and controlling change 
quite compelling.  Leadership is one of the most important factors when it comes 
to growth within the organization.  When unexpected change occurs, leaders 
should be the ones that will welcome and be ready to adapt to the changes within 
the organization.  This article is significant to me, because I believe that leaders 
need to put their marks within the organization and promote change for the better 
so that they are always one step ahead of the change and more equipped to protect 
their followers in the process.  When leaders provoke change, they are essentially 
creating more opportunities for the organization and their followers.

Kinman, G. & Kinman, R. (2001). The role of motivation to learn in management 
education: Journal of Workplace Learning, 13(4), 132-143. 

This article presents an issue with employers seeking external degree level 
education for their management employees, since traditional colleges and 
universities have more control and are more costly.  To validate their claim, the 
authors present and examine their findings on their case study performed on a UK 
subsidiary of a major motor manufacturer that offers an undergraduate business 
degree for their employees, and relate their findings on how integral motivational
influence and the type of learning environment is to the manager and their
enrollment and completion into the educational program.  The authors conclude 
that intrinsic motivation factors should encourage management employees to 
actively participate in the educational program.

I chose this article simply because of the focus on typical manager’s motivation to 
learn.  In most instructional design models, motivation seems to be the most 
crucial part of the learning process; and it’s only fitting to identify what makes the 
manager interested and constantly engaged in the classroom.  The motivational 
factor findings for pursuit of the educational program aligned with extrinsic 
motivation criteria.  I agree with the author that these are extrinsic motivation, but 
would expect nothing different.  Typical manager want to advance their education 
to flourish in management promotions, status, and receive rewards; therefore I 
must disagree with the authors premise that the important motivators are more 
intrinsic.

Marques. J. F. (2006). Leadership:  emotional intelligence, passion and … what else?: 
Journal of Management Development, 26(7), 644-671. Retrieved 10/17/2007, 
from www.emeraldinsight.com/0262-1711.htm.

This article provides a different view of organizational leadership that is outside 
the realm of leadership style and leadership situation, and moves the focus on 
qualities of a good leader.  The qualities listed in this article were provided by 
students and practitioners and all varied to be what the found to be detrimental to 
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leadership and that without these sound qualities, leadership objectives would be 
difficult to achieve.  Some of these qualities like communication are critical to 
everyday decisions, whereas the quality perseverance does not hold bearings in 
every leadership situation. The author concludes by proposing that leaders can 
expand their qualities which in turn could enhance leader performance.

I chose this article due to the fact that it brings external qualities into the realm of 
the leadership practices.  I find it imperative for leaders to be able to have a 
repository of attributes to assist in performing leadership duties for any particular 
situation.  The advice that the author provides in the conclusion correlates to this 
belief by asking those with interest in this topic to formulate the qualities they 
perceive to be critical in leadership and develop a unique model with their results.  
In my eyes, this promotes innovation within leaders to expand on their qualities. 

Wielkiewicz, R. M., & Stelzner, S. P. (2007). Special issue on leadership falls behind:
American Psychologist: 62(6), 605-606.

This article looks at two perspectives: the industrial perspective and the ecological 
perspective and discusses how the ecological perspective may provide a more 
collaborative view of leadership that will allow more thought and research for 
better organizational decisions.  Many theorists cited in the article attest to this 
perspective.  The premise of the ecological perspective is to look at the processes 
of the entire organization (organizational behavior) instead of the actions of the 
leaders (leadership behavior). The processes laid out by the organization will aid 
the leaders and followers in analyzing situations in order to apply the right leader 
behavior. The article concludes by stating that leadership processes that abide by 
a single leadership model may not be the most effective way to go; both 
perspectives should be used in unison to obtain the proper balance to ensure that 
organizational members are actively involved in the leadership process.

I chose this article because it presents the comparison of the industrial model to 
the ecological model, of which I’ve never heard before and provides a look into 
the process of leadership instead of leadership behavior.  The fact that the 
ecological model focuses on the process of leadership instead of leadership 
behavior itself was quite interesting.  In a way it seems as if learning about 
leadership processes could be a form of leadership training.  The economical 
perspective has no bearing on roles…the leaders and followers will swap roles in 
situations, but allows all to contribute to the organization.  This holds true that 
leaders are only as good as their followers and followers are only as good as their 
leaders.  Not all leaders are inheritably bad; if we can refer to the economical 
perspective and lay down great leadership processes, then we will move away 
from believing in total “bad leadership” behavior.


