
Who are the Best Employers 
to Work for in America, 
Europe, and India? 

Wh"l country has the 
highest of 



con en s 
ne INTRODUCTION 

ORGANIZATIONAL BEHAVIOR 2 
WELCOME TO THE FIELD OF ORGANIZATIONAL 
BEHAVIOR! 4 

THE FIELD OF ORGANIZATIONAL BEHAVIOR 4 
Why Study Organ izational Behavior? 5 

PERSPECTIVES OF ORGANIZATIONAL EFFECTIVENESS 7 
Open Systems 7 
Organizational Learning Persoective 8 
H igh-Perforrnance Work Praclices (H PWP) Perspective 12 
Stakeholder Perspective l2 

TYPES OF INDIVIDUAL BEHAVIOR 15 
Task Performance 16 
Organizational Citizenship 16 
Counterproductive Work Behaviors 
joining and Staying with the Organization 17 

Work Attendance 17 

CONTEMPORARY CHALLENGES FOR ORGANIZATIONS 18 
Globalization 18 
I Workforce 19 

Employment Relationsllips 20 

ANCHORS OF ORGANIZATIONAL BEHAVIOR 
KNOWLEDGE 21 

Anc:,Dr 1 
21 

rhe 
The Multiple Levels 01 Ancnor 22 

THE JOURNEY BEGINS 23 

part two INDIVIDUAL BEHAVIOR 
AND PROCESSES 

CHAPTER 2 INDIVIDUAL BEHAVIOR, 
PERSONALITY, AND VALUES 24 

MARS MODEL OF INDIVIDUAL BEHAVIOR AND 
PERFORMANCE 26 

'v1otivat Ion 27 

Situational F'actors 

PERSONALITY IN ORGANIZATIONS 30 
Determinants: Nature verSLJS 

Nurture 31 



Caveats about Personality Testing in 

Organizations 34 


SELF-CONCEPT: THE "I" IN ORGANIZATIONAL 

BEHAVIOR 36 


Self-Enhancement 37 

Self-Verification 37 

Self-Evaluation 37 

The Social Self 38 


and Organizational Behavior 39 


VALUES IN THE WORKPLACE 40 

of Values 40 


Values and Individual Behavior 40 

Values Congruence 41 


VALUES ACROSS CULTURES 42 

Individualism and Collectivism 43 

Po'wer Distance 44 

Uncertainty Avoidance 44 

Achievement-Nurturing Orientation 44 


ETHICAL VALUES AND BEHAVIOR 45 

Tnree Ethical Principles 45 

Moral Intensity, Ethical SensitiVity, "lnd Situational 

influences 45 


Ethical Behavior 46 


CHAPTER 3 	 PERCEPTION AND LEARNING IN 

ORGANIZATIONS 48 


THE PERCEPTUAL PROCESS 50 

Organization and Interpretation 53 


Mental Models 53 


SOCIAL IDENTITY AND STEREOTYPING 54 

Stereotyping in Organizatiow; 1'>:5 

Problems with Stereotyping 55 


ATTRIBUTION THEORY 56 

Attribution Errors 58 


SELF-FULFILLING PROPHECY 58 

of Self Fulfilling Prophecy 59 


OTHER PERCEPTUAL ERRORS 59 


IMPROVING PERCEPTIONS 61 


Awareness of Biases 61 

I rnproving Self-Awareness 61 

Meaningful Interaction 62 


LEARNING IN ORGANIZATIONS 63 

Behavior Modification: Learning through 


Social Learning by 

Observing 66 


Reinforcement 64 


Learning 67 


CHAPTER 4 	 WORKPLACE EMOTIONS, ATTITUDES, 

AND STRESS 68 


EMOTIONS IN THE WORKPLACE 70 

Emotions, Attitudes, and Behavior 71 

Cognitive Dissonance 74 

Emotions and Personality 75 


MANAGING EMOTIONS AT WORK 75 

Emotional Display Norms across Cultures 75 

Emotional Dissonance 76 


EMOTIONAL INTELLIGENCE 77 

Emotional Intel 78 


JOB SATISFACTION 78 

Job Sat Isfar:tion and Vvork Behavior 79 

Job Satisfaction and Flerforrnance 80 

Job Satisfaction and Customer Satisfaction 80 

Job Satisfaction and Business Ethlr:s 81 


ORGANIZATIONAL COMMITMENT 81 

Consequences of OrgarllZational Commitment 82'''' ­

Building Affective Commitment 82 


WORK-RELATED STRESS AND ITS MANAGEMENT 83 

General Adaptation 84 

Consequences of Distress 84 

Stressors: The Causes of Stress 

I ndividual Differences m Stress 86 

Managing Work Related Stress 87 


vii 



CHAPTER 5 	 EMPLOYEE MOTIVATION 90 

EMPLOYEE ENGAGEMENT 92 


EMPLOYEE DRIVES AND NEEDS 93 

Individual Differences in Needs 94 

Maslow's Needs Hierarchy Theory 95 

What's Wrong with Needs Hierarchy Models? 97 

Learned Needs Theory 97 

Four Drive Theory 98 


EXPECTANCY THEORY OF MOTIVATION 100 

Expectancy Theory in Practice 101 


ORGANIZATIONAL JUSTICE 102 

Eq u ity Theory 102 

Procedural Justice 104 


GOAL SETTING AND FEEDBACK PRACTICES 105 

C!laracteristics of Effective Feedback 106 

Sources of Feedback 107 

Evaluating Goal Setting and Feedback 107 


JOB DESIGN PRACTICES 108 

Work Efficiency through Job 108 

Work Motivation through Job 109 

Job Design Practices That Motivate 111 


EMPOWERMENT PRACTICES 112 

Supporting Empowerment 112 


CHAPTER 6 	 DECISION MAKING AND 

CREATIVITY 114 


RATIONAL CHOICE PARADIGM OF DECISION MAKING 116 

Rational Choice Decision Making Process 116 

Problems with the Rational Choice Paradigm 117 


IDENTIFYING PROBLEMS AND OPPORTUNITIES 119 

Problems with Problem Identification 119 

Identifying Problems and Opportunities More 

Effectively 120 


EVALUATING AND CHOOSING ALTERNATIVES 121 

Probiems with Goals 121 

Prob,ems with Information Processing 121 

Problems with MaXimization 122 

Evaluating Opportunities 122 

Emotions and Making Choices 123 

Intuition and Making Choices 123 

Making Choices More Effectively 124 


IMPLEMENTING DECISIONS 125 


EVALUATING DECISION OUTCOMES 125 

Escalation of Commitment 125 

Evaluating Decision Outcomes More Effectively 126 


EMPLOYEE INVOLVEMENT IN DECISION MAKING 127 

Benefits of Employee Involvement 127 

Contingencies of Employee Involvement 128 


CREATIVITY 129 

Characteristics of Creative People 130 

Organ izational Conditions Supporting Creativity 131 

Activities That Creativity 132 


TEAM PROCESSES 

TEAMS AND INFORMAL GROUPS 136 

I nformal Groups 137 


ADVANTAGES AND DISADVANTAGES OF TEAMS 137 

The Challenges of Teams 139 


A MODEL OF TEAM EFFECTIVENESS 141 

Organizational and Team Environment 141 


TEAM DESIGN ELEMENTS 142 

Task Characteristics 142 

Team Size 143 

Team Composition 144 


TEAM PROCESSES 146 

Team Development 146 

Team Norms 148 

Team Cohesion 149 

Team Trust 150 


SELF-DIRECTED TEAMS 152 

Success Factors for Self-Directed Teams 152 


VIRTUAL TEAMS 153 

Success Factors for Virtual Teams 153 


TEAM DECISION MAKING 154 

Constraints on Team Decision Making 154 

Team Structures to Improve DeCision Making 156 


viii 



--

126 

127 

31 

THE IMPORTANCE OF COMMUNICATION 160 

A MODEL OF COMMUNICATION 160 
Influences on Effective Encoding and Decoding 160 

COMMUNICATION CHANNELS 162 
Computer-Mediated and Internet-Based 
Communication 162 
Nonverbal Communication 164 

CHOOSING THE BEST COMMUNICATION CHANNEL 166 
Social Acceptance 166 
Media Richness 166 
Communication Channels and PersuasIOn 168 

COMMUNICATION BARRIERS (NOISE) 169 
Information Overload 170 

CROSS-CULTURAL AND GENDER COMMUNICATION 171 
Nonverbal Differences across Cultures 171 
Gender Differences in Communication 172 

IMPROVING INTERPERSONAL COMMUNICATION 172 
Getting Your Message Across 172 
Active Listening 172 

IMPROVING COMMUNICATION THROUGHOUT THE 
HIERARCHY 173 

Workspace Design 174 
Internet-Based Organizational Communication 174 
Direct Communication with Top Management 174 

COMMUNICATING THROUGH THE GRAPEVINE 175 
Grapevine Characteristics 175 
Grapevine Benefits and Limitations 176 

THE MEANING OF POWER 180 
A Model of Power in Organizations 181 

SOURCES OF POWER IN ORGANIZATIONS 181 
Legitimate Power 181 
Reward Power 182 
Expert Power 183 
Referent Power 183 
Information and Power 183 

CONTINGENCIES OF POWER 184 
Substitutability 184 
Centrality 184 
Discretion 184 
Visibility 185 
Social Networking and Power 186 
Consequences of Power 187 

INFLUENCING OTHERS 187 
Types of I nfl uence Tactics 188 
Consequences and Contingencies of Influence Tactics 191 

INFLUENCE TACTICS AND ORGANIZATIONAL POLITICS 192 
Conditions Supporting Organizational Politics 193 

• .! 

I 

( 
j 

IS CONFLICT GOOD OR BAD? 198 
The Emerging View: Constructive and Relationship 
Conflict 200 

CONFLICT PROCESS MODEL 201 

STRUCTURAL SOURCES OF CONFLICT IN 
ORGANIZATIONS 202 

Incompatible Goals 202 
Differentiation 202 
Interdependence 203 
Scarce Resources 203 
Ambiguous Rules 204 
Communication Problems 204 

INTERPERSONAL CONFLICT HANDLING STYLES 204 
Choosing the Best Conflict Handl Style 206 
Cultural and Gender Differences in Conflict Handling 
Styles 207 

STRUCTURAL APPROACHES TO CONFLICT 
MANAGEMENT 207 

Emphasizing Superordinate Goals 208 
Reducing Differentiation 208 
Improving Communication and 
Understanding 208 -, 
Reducing Interdependence 208 
Increasing Resources 209 
Clarifying Rules and Procedures 210 

THIRD-PARTY CONFLICT RESOLUTION 210 
Choosing the Best Third-Party Intervention 
Strategy 210 

ix 



Jill 

ORGAN IZATIOI\IAL 
PROCESSES 

DIVISION OF LABOR AND COORDINATION 235 

Division of Labor 23~') 


Coordinating Work ActiVities 235 


ELEMENTS OF ORGANIZATIONAL STRUCTURE 238 

Span of Control 238 

Centra! ization and Decentra I 240 


WHAT IS LEADERSHIP? 214 
 Formalization 241 

Shared 215 
 Mecha n istic versus Structures 241 


COMPETENCY PERSPECTIVE OF LEADERSHIP 216 
 FORMS OF DEPARTMENTALIZATION 242 

Autilentic Leadership 218 
 Simple Structure 243 


Perspective Limitations and Practical 
 Functional Structure 243 
I mpl ications ~! 19 
 Divisional Structure 243 


BEHAVIORAL PERSPECTIVE OF LEADERSHIP 219 Team-Based Structure 246 

Choosmg Task- versus Peo;:Jle-Oriented Matrix Structure 247 

Leadership 220 Network Structure 248 


CONTINGENCY PERSPECTIVE OF LEADERSHIP 220 CONTINGENCIES OF ORGANIZATIONAL DESIGN 250 

Path-Goal Theory of Leaderstlip 220 External Environment 250 

Other Contingency Theories 223 Organizational Size 251 

LeaeJership Substitutes 224 Tectmology 252 


TRANSFORMATIONAL PERSPECTIVE OF LEADERSHIP 225 
 Organizational Strategy 252 


fransformatlonal versus Transactional Leadership 225 


E valuating the -;-ransforlTlationa I Leadersh i p 

Perspective 228 


CROSS-CULTURAL AND GENDER ISSUES IN 


Transformational versus Charismatic Leadership 226 

Elements of Transformational Leaderstlip 226 


IMPLICIT LEADERSHIP PERSPECTIVE 229 

Prototypes of Effective Leaders 229 

The Romance of 229 


LEADERSHIP 230 


x 



ELEMENTS OF ORGANIZATIONAL CULTURE 256 


CONTENT OF ORGANIZATIONAL CULTURE 258 

Organizational Subcult,nes 259 


DECIPHERING ORGANIZATIONAL CULTURE THROUGH 

ARTIFACTS 260 


Organ izationa! Stones and 260 

Rituals and Ceremonies 261 

Organizational Language 261 

Physical Structures and Symbols 262 


IS ORGANIZATIONAL CULTURE IMPORTANT? 263 


CONTINGENCIES OF ORGANIZATIONAL CULTURE AND 

EFFECTIVENESS 264 


Culture Content Alignment with Environment 264 

Avoiding a Corporate Cult 264 

Culture Is Adaptive 264 

Organizational Culture and Business Ethics 265 


MERGING ORGANIZATIONAL CULTURES 265 

Bicultural Audit 266 

Strategies for Merging Different Organizational Cultures 266 


CHANGING AND STRENGTHENING ORGANIZATIONAL 
CULTURE 267 


Actions of Founders and Leaders 268 

Aligning Artifacts 268 

Introducing Culturally Consistent Rewards 268 

Attracting, Selecting, and Socializing Employees 268 


ORGANIZATIONAL SOCIALIZATION 269 

Socialization as a Learning and Adjustment Process 269 


of Organizational Socialization 270 

Improving the Socialization Process 272 


LEWIN'S FORCE FIELD ANALYSIS MODEL 277 

Restraining Forces 277 


UNFREEZING, CHANGING, AND REFREEZING 281 

Creating an Urgency for Change 282 

Reducing the Restraining Forces 282 

RefreeZing the Desired Conditions 285 


CHANGE AGENTS, STRATEGIC VISIONS, AND DIFFUSING 
CHANGE 285 


Change Agents and Strategic Visions 286 

Diffusion of Change 287 


FOUR APPROACHES TO ORGANIZATIONAL CHANGE 288 

Action Research Approach 288 

Appreciative I nquiry Approach 289 


Group Interventions 29 

Parallel Learning Structure Approach 291 


CROSS-CULTURAL AND ETHICAL ISSUES IN 
ORGANIZATIONAL CHANGE 292 


ORGANIZATIONAL BEHAVIOR: THE JOURNEY 

CONTINUES 293 


ENDNOTES 295 


CREDITS 348 


INDEX 350 


	Cover
	d1
	d2
	d3
	d4
	d5
	d6

