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Theai &is text are to:

ce the subject
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Too“!ny theories?

Student.%lre new to OB often complain a

number ifferent theories. You will see this, f
ple, in our di ion of motivation, culture, leadership
and power.%is mean that the field is im

How can all of eories be ‘right'? It does
that many organizational behaviour theories we
developed decades i# )

Marc Anderson (ZOO&IS t different theories
are valuable because they h Qﬁll r ‘conceptual
toolbox’. We live in a complex world, a&eﬂ ri
ety of tools and perspectives to deal with th N

changing, issues and problems that we face. This means

problems, rely
as on evidence.

vy

To bring the study of behavio@»anizations to under-
ts

graduate and postgraduate stude
ial science background.

& have little or no
ical perspective, oby( that the ‘cor-

izational question solutions to
judgements and ideology, as well

behaviour con@ theories
d in practice. m

iety of social and cultural fac-

organizations.
®

that one theory could be helpful in one cou but a dif-
ferent perspective could be useful in a etting. An
idea that appears to be of limited valu may help us
to deal with tomorrow’s challenges

There are no ‘right or wrong’ ries, or ‘one best
way’. There are only theories tfat ore or less useful
in helping us to deal wit %issues in different set-

efit from having ‘too many
lem.

tings at different ti
theories’. This is.no

ﬂs%m. (2007) ‘Why are there so many theories?”,
al o

lanagement Education, 31(6): 757-76.

Aids to learning and WR’&P&R&&?’&Q%‘%Q

Pearson.com

We use the following features to encourage an active and questioning approach to
the subject. We want to challenge you, by inviting you to confront real, practical and
theoretical problems and issues for yourselves. You are invited regularly to stop reading
and to consider controversial points, on your own, or in group discussion. We want to
alert you to the significance of organizational behaviour in everyday life. The study of
this subject is not confined to the lecture theatre and library. Eating a pizza in a restau-
rant, joining a queue at a cinema, returning a faulty product to a store, purchasing a
train ticket, arguing with a colleague at work, taking a holiday job in a hotel, reading
a novel — are all experiences related to aspects of organizational behaviour.
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In-chapter features

Learning outcomes  Chapters open with clear learning outcomes

Key terms Chapters open with a list of key terms, which are also in the
glossary

Critical thinking Invitations to question, challenge assumptions, consider other
options

Cutting edge Summarizing recent key research findings (with researcher

Empl heck Relating chapter content t ,ability competencies
6x Short podcast exploring topical @

box Brief video exploring chapter themesA e depth

¥ QN -
What did t fiui?“egng e aarﬁts, ing you to predict the results

me viewing Movies which illustrate topics in graphi morable ways

vsmp and search e content explorin opics
w able, to change e, rhythm,

Cartoons
OB Cinema ie cli ssroom use

il

@ End-o

Exercises i ises for tutorial and seminar use

Revision , for personal study and tuto-

Research assignment athering project invol@ither a

9 Recap es linked to learning outcomes m=
A perspective that enc s criticism, debate and chal-

lenge means ingsthes nds of questions, when pre-
:Ni v@a ory, an argument, evidence, or with a
commendat

ion for action:

THI5 15, WIHOUT
A DouBT, THE BIGGEST.
PIECE OF x@¥#! T HAVE
EVER READ!

WoD'S 101 MMM

and confusing?

eo psrtwméﬂg v?igme compelling, or is it weak?

® " Does a claim to ‘novelty’ survive comparison with previ-

§ e Does this make sense, do | understand it, or is it confused

al St khidking?N
¢ s the argument logical and coherent, or are there gaps
and flaws?

®* What biases and prejudices are revealed in this line of
argument?

® Isaclaim to ‘neutrality’ realistic, or does it conceal a hid-
den agenda?

® Are the arguments and judgements based convincingly
on the evidence?

In his own mind, Jerry quickly mastered the art.
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® Whose interests are served by this argument, and whose are damaged?

® |sthe language of this argument designed to make it more appealing?

Employability and OB

Understanding OB will improve your employability and career prospects. What do

employers look for, ca o them? A qualification alone is not enough.
Organizations are q I
you to rm*vell*The following tablelists the mpetencies: personal qualities,

lea alities, practical skills and other ke ] . What are your strengths
tations as far as potential employers are con 2¢To help you to increase
value to employers, we will ask you to pause occasi v

competencies in a specifi

nsider how you can im

d attributes that they think will help

or an Employability
eck. These checks will relate to the chapter content, and wij you to assess your

yand demonstrate

Self-management
Work ethic/results ori
Appetite for learning
Interpersonal skills
Creativity and innovat

(&
qualities d
m

nagement
nd managing change
management

neral management skills@

R

Other key attributes

9 Practical skills
& Commercial/business ac
/&Customer service skills .

munication skills

r
Te

-solving skills
skills

Critical thinking
Political awarene

Understand cro@ ral issues
Understan ganizations work

é@

ON 0oQ

Priao@ cision making

Sample provided via
Pearson.com
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The New Smart

Ed Hess (2018), from the University of
Virginia Darden School of Business,
argues that career success in the future
will depend on what he calls ‘the new
smart’. This is defined by the quality of
one’s skills and attributes in the follow-
ing areas: thinking, learnin

open-mindedn robjem g,
ow — is less impor-

emotional intelligence, collabera
Quantity — how m @
tant, because machinéay know more. Your most

Ed Hess

important skill is iterative learning: constantly unlearn-
ing and relearning, and adapting quickly as technology
advances. Students, he suggests, should consider taking
courses in various disciplines — psychology, philosophy,
creative arts, systems engineering, design thinking — in
er to learn different modes of thinking.

NE@ MBA student’s toolkit for the smart
machine e’z;ames, 16 January, https://www
.ft.com/content/9d ’

Sample provided via
Pearson.com
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Key terms and learning
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What is organizational
behaviour? 3

If we destroy this pl

The organizationmiour
field map 11 w

The proble social
science 14
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Research and practice:
evidence-based
management 22

Human resource management:
0B in actﬁ

Recap, Re
assignmen

Springboard,

Chapter exercis

LGSl Explaining organizational
behaviour

( )
' 50.NO
rgani nalfbehavi ro vakiance theory
ﬁganization ! ivism
controlled performance proc e
organizational dilemma evidence-Bas anagement
fundamental attribution error human reso nagement
i employment ¢
iscretionary be &r
analytics A
n capital analym
J
N

r, you should be able to de@hose
n words, and you should also be abl :

When you
key terms i

1. Explain

behaviour.

ortance of understanding organiza

Explain strate the central dilemma of or

Underst need for explanations of be in
organizations that take account of relationshi etween factors

at different levels of analysis (individua , organization,

ional design.

context). 0
. afstand the differe betwee sitivist and constructivist
o a ﬁ al behaviour.

5. Understand the difference between variance and process theories
of organizational behaviour.

6. Explain the development and limitations of evidence-based
Sam eEi-rowded via
7. Recognize the range of applications of organizational behaviour

th eaﬁmgmhuman resource management policy

and practice.

8. Assess how the human resource management function can use big
data and human capital analytics to improve individual and team
performance, and organizational effectiveness
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What is organizational behaviour?

( )

Why did that happen?

It was a bad experience. You ordered a soft drink and a  then turned away. You have used this café before, but
sandwich. The person who served you was abrupt and  you have never been treated so badly. You leave feeling
unpleasant. They didn't smile or make eye contact, and  angry, deciding never to return.

continued their conversation with colleaguesginst f n you explain the unusual behaviour of the
asking if you wanted anything else. Theyn r m %d you?
change on the counter rathe u’lt in"your hand, o
‘s ’
%t’s put it this way: if you have a limited understanding of orgaﬁal behaviour, then

you have a limited und e main sets of forces t ect you personally,
‘ that influence th

live, and which sh e world around
you. Throu, ide, organizations verything you

Q do - slee ing, relaxing, studyi everything.

We live . *c
This i of people in organizations. First,
Organiza@ let’s define what organ ehaviour mea efinition of a fiemstudy sets
behaviour the study out the issues, question; blems that it e Organizational behaviour covers
of the structure and environmental (macro) rganizational p (meso) issues, and individual

management of (micro) factors.

organizations, their Some organizations .1 lists the ten largest private sector
environm the employers in the world i . Half of these organizati@e Chinese.
actions and Interactions ~ Some non-corporate or; ig employers. For example, i 17, the US
of their indiw Department of Defense h

lion employees; the Chinese People’s Li tion Army 2.3
members and@. million; the UK National ervice and the Indian Railways 1.4 million . The study
of organizational behavio s has practical implications for those W%k in, manage,

%

*a le 1.1: The ten Iarges. sector employers in 2017 %
Qr . ‘(.?

Country of employees (million)

USA - 2.30
China National Pe 1.51
China Post Group China 0.94
State Grid China . 0.93
10
a
Hon Hai Precision Industry Taiwan 0.73
L
Sinopec Group China 0.71
Volkswagen Germany 0.63
United States Postal Service USA 0.57
Compass Group UK 0.53

Agricultural Bank of China China 0.50




4 Chapter 1 Explaining organizational behaviour
seek to subvert, or interact in other ways with organizations, whether they are small and
local, or large and international.
As a subject, organizational behaviour is quite new, dating from the mid-twentieth century.
The term was first used in an article in the American Sociological Review by Philip Selznick
(1948, p.25). The Labor and Management Center at Yale University began publishing its
Studies in Organizational Behaviour series in 1954. In the late 1950s, Fritz Roethlisberger
used the term because it suggested a wider scope than ‘human relations” (Wood, 1995). In
1957 the Human Relations Group at Harvard became the Organizational Behaviour Group.
Organizational behaviour was recognized as a subject at Harvard in 1962, with Roethlisberger
as the first area head ﬂgeM
How can we e@lai u eri i cfw it because of the personality and
skills of thelindividual who served you? Perhaps, but @7other explanations:
° Oa training &
ff absences leading to increased work pressure )
QLong hours, fatigue, poor work-life balance ?
v- Equipment not wozki /@
w ® Anxiety ab
q ° i s — family arguments, p 6
® Low A
@ ® An autocratic supervis m
® A dispute with colleag
® Timing - you came in
Blaming the individual is 1d also be explained by contextual,
group, structural and m n and beyond the w ace. The
m explanation could come ctors. In many cases, a ¢ ation of
? factors explains the beha . The customer walks away. As a member of the
9 organization, you have to | hose issues. As a manager, you have to so e problem.
WZa. - £
E BILITY CHECK (proble g skills)
In a job interview, are asked about the follo problem: %
You are supervising a ix people. The performance of one of your more ei ced and long-
serving team members h fall sharply: poor timekeeping, slow o requests for
assistance, careless work, not's infermation. You can see no_obvigus for this. How will you
approach this problem in order to findya's M d
J/

The relationship between organizational behaviour and management practice is
controversial .Are we studying this subject i: or&r to understand, or to advise, or both? And

who do we wafit mp1 & I\p; mér MﬂaBritish texts adopt a managerialist
perspective. Howeve f%rsb'tﬁn B?QHS seen by some commentators as unhelpful,
for at least four reasons, conce nlng’agzw r inequalities, the subject agenda, multiple
stakeholders, and fashion victims.

® Power inequalities: Management is an elite group, with privileged access to information
and resources. The Equality Trust found that, in 2017, chief executives in the UK’s largest
100 companies had earnings 386 times that of a worker on the National Living Wage, 312
times more than a care worker, and 165 times more than a nurse (equalitytrust.org.uk). The
Chartered Institute for Personnel and Development found that, in 2018, the average employee
would have to work for 167 years to earn the annual salary of a chief executive of a FTSE 100
company (Kirton, 2018). Should academic research support only the affluent and powerful?
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® The agenda: A managerialist perspective focuses on issues of importance to managers,
concerning control and performance. Issues that are significant to individuals and groups,
theories that have limited practical use, and criticisms of the managerial role are pushed
aside.

® Multiple stakeholders: Management is only one group with a stake in organizational
behaviour. An understanding of this subject is of value to employees, trade unions,
customers, suppliers, investors, and the wider community. Organizational behaviour is a
subject of individual, social and economic significance.

® Fashion victims: ag llo e t trends in thinking and technique, to improve
personal and orﬁ anagenahst perspective encourages a
focu shién e fashlons surv1 e fade As some fads are old ideas

ackaging, we can only make an 1nf0 f ment if we understand the
of the subject. j

izational behaviour,
1 applications are

with a broad social science perspective. This does not mean that

v ignored, but readers a critical, challengin ach to research,
w erial or a social sc&c point of view

o behave. OrganLGal behaviour
in orgamzatlon*anizations

mic environme ring jobs,
nment, and con ng to the
o take organizations for granted
arity can lead us to underestimate
how many organizations have you

@)

ural, political a
eating our buil
ies. However,

providing goods and s
existence and fabric of
precisely because they a
their impact. Through t
interacted in some way

organizations, and which
3/ A chemicals processin ny e Your local football C|LA

& A WhatsApp group

Why should the term ‘or n’ be difficult to define? Which of the f(hing are

t? Explain your decision in each case.

e A terrorist cell %
{ s College Hospital e A famine relie 6
‘ﬁ/ial street corner gang e The Azande
B

e Cla an ° Thsja famlly next door

Organization a social
arrangement for
achieving controlled
performance in pursuit
of collective goals.

What is &h P* I}d.ledicirable about calling some of the items
on that list * orgamza rhaps you considered size as a deciding factor? Or the sale of
goods and serv1ces?Bea [offer of paid €mployment? Our margin definition is one way to
define an organization, but this should explain why you found it awkward to describe a street
corner gang as an organization, but not a hospital, a company, or a club. Let us examine this
definition more closely.

Social arrangement

To say that organizations are social arrangements is simply to observe that they are groups of
people who interact with each other because of their membership. However, all of the items
on our list are social arrangements. This is not a distinctive feature.
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Collective goals

Common membership implies shared objectives. Organizations are

helpful where individuals acting alone cannot achieve outcomes that

\j are considered worthwhile pursuing. All of the items on our list are
social arrangements for the pursuit of collective goals, so this is not
a distinctive feature either.

roll erformance
Wlth controlled performance in the

ursult of goals T of an organization as a whole
determines its survival. The ) f a department determines

“ o the resources allocated to it. The per individuals determines

=l

: pay and promotion prospects. Not any le erformance will do,
however. We live in a world in which the re available to us are

Controlled ot sufficient to meet all e to make the most effi w of those scarce
performance se i resources. Levels o artments and orgamés are therefore
standards, measu tied to standa uate, satisfactory, d.

performance, cwng od enough, or th ion is taken
actual with standa to impro ization’ these control fms as well
and taking c as the o i i rpose. The need for ‘controlled
action if nec @ performance leads to a d functions, or divi f labour,

between an organization’

Membership of organ
performance: will the per
loss of membership. The
relationships. The contro
responsible for performin

P To what extent are a fa

ith reference to standards of
re to perform to standard means
e leads to the creation of authority
ers comply with the o of those

with performance standard t extent does their existence depend on thei lity to meet
targets? To what extent do ocate control functions to their member: ramme their
0 activities, and control their relationships with other members? The way in which you answer

/ ese questions may explai eadiness or reluctance to describe organizations.
It can be argued, theref

ande tribe, a street gang, or a WhatsApp ﬂ concerned
e

it is the preoccupation with per; e and the need for
l which distinguish organizations from other social arrang

CRITICAL

THINKING How is membershi QQM Q ? What do you have to do to become a
member? What behavio on from gang membership?
Are organizations different from other social arrangements in degree only, and not
different in kind? Are all social groupings not concerned with setting, monitoring and

correcting stsarﬁf&r@vmﬁiﬁmviﬁ defined in different ways?

How you define somethlngr a§feoctsrllow yotm ok at it. Organizational behaviour takes the
view that organizations should be studied from different perspectives. In other words, it is not
worth arguing about which is the ‘correct’ definition. One author who has popularized this
view is the Canadian academic Gareth Morgan. In his book Images of Organization (2006),
he offers eight metaphors which invite us to see organizations through a series of different
lenses. These are:

( )
In whaao Id ge Jamieson family be concerned erformance and control?

J/

® Machines
® Biological organisms

® Human brains



® Cultures or subcultures
® Political systems

® Psychic prisons

If we destroy this planet

® Systems of change and transformation

® Instruments of domination.

7

Metaphors are ways of thinking about, ‘reading’, and evaluating organizations. The ‘machine’
metaphor suggests an analysis of how component parts interact. The ‘psychic prison’

metaphor suggests | g 1zat10n shapes the thinking and intellectual
growth of 1ts memb
new w whﬁl to"design and manag 0 a atlo

If we des@hls planet
v If we eventually destr
w We will have
Q aspiration li

animals. We achieve ps
Organizations, in their r
‘one big happy family’.
of course, do not have g
may be making biscuits
also have personal goals.
agree by calling them th
the goals of the people

©
sl
[

n individuals
I satisfaction a
and publicity

ined them in the first place.

g different metaphors we can identify

~‘>

mg cause will not be t

gy OI weaponry.
tion to human

in our ability to w, ogether. The
Mile Island, Cha 1, Columbia,

sion’ or ‘corporate strategy’, bu

t factors.
lone. Human bei are social
ial gain from orgmd activity.
, want you to think that they are
g at the same goal. Organizations,
ely, the members of an organization
g students, but individual members
ide on objectives and tt others to

ey are still

The M

On 20 April 201 he blowout preventer a
mile under water, t)‘([ n and fire on the 33,000-
ton Deepwater Horizon

killed 11 of the 126 crew

o Well blowou

n the Gulf of Mexico
VQ bodies were
never found), and seriously in or
poured from the well-head on the sea b N ﬁ

towards the Louisiana coast 50 miles away, threaten-
ing wildlife, and local fishing and tourism industries.
Around 230 million gallons of crude oil spilled into

the Gulf before the flow stoppe(sam I'Es

the biggest environmental disaster in the US since the

The rig's ‘responsible oper
Anadarko Petroleum and
and profits. BP leas r Horizon from Transocean,
whose staff operat: . Another company, Haliburton,
te to cement the pipe from the well to the
g was manned by BP site leaders, Transocean
managers, engineers, supervisors, drillers and toolpushers,
and Haliburton cementers and mudloggers. BP paid US$34
million in 2008 for the lease to drill in Mississippi Canyon

P whose partners
ore were to share costs

ovildgdaviia/vas its first well on the MC 252 lease,

estimated to produce at least 50 million barrels of oil.

Exxon Valdez spilled 750,000 barrels o c@a Eﬁpn-MOm drilling at Macondo was six weeks behind

Prince William Sound in 1989. The rig’s operator BP
has paid over US$60 billion in fines, clean-up costs and
compensation.

Was this disaster the result of a technology failure?
No. A National Commission on the oil spill found that it
was due to organization and management failures (Deep
Water, and Macondo: The Gulf Oil Disaster, both reports
published in 2011).

schedule and $58 million over budget, costing BP $1 million a
day to run; it was known as ‘the well from hell’. Drilling for oil is
risky. Since 2001, the Gulf workforce of 35,000 people, on 90
drilling rigs and 3,500 production platforms, had already suf-
fered 1,550 injuries, 60 deaths, and 948 fires and explosions.
The cement that Halliburton pumped to the bottom
of the Macondo Well did not seal it. Test results indicating
problems with the cement formula were ignored. But as

v
.ga .
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il

the cementing went smoothly, a planned evaluati
skipped. The following pressure test results were
preted, and signs that the well had a major oil leak (a
were missed. Kicks must be detected and controlled
to prevwvvouts. By the time the Deepwater £
crew reali at they were dealing with a kick, it
late for thelblowout preventer to stop an explosion.

response to even
have been more

confusion on the rig. It would
late to stop operations tempor-

supervision
ansocean had inadequate personnel™training,
supervision and support. Some staff w sted to

already in the riser pipe, and heading for the surface the rig without prior assessment of thei abilities.
To create i Individuals made critical decisions wi upervisory
involving asp checks. BP did not train staff to co and interpret
pressure test results. Transocean di train staff in kick

1. Leadership monitoring and emergency res
There was conflict &nanagers and confusion :

S
;t())o:t resp.on5|t?|||t|es.d alreorgamza‘uon in April 5. Contractor m t
: 10, engmeermg and oper separate report- Subcontracting was n industry practice, but with
ing structures. This replaced a préject-b h . — .
. ] t for miscommunication and misunderstand-
in which all well staff reported to the s . . .

in this™ case, information about test results and

technical analyses did not always find its way to the right

2. Communication o - ; -
Those making decisions about one aspect of the well did person. BES .SUpeMS'O” of contractors was weak, an.
contractors did not feel able to challenge BP staff deci-

not always communicate critical iSJr ion _ta others )
making related decisions. The dif ﬁﬁ:ﬂlﬁ ﬁr@&ﬂ df&@ W thelr expertise.
the rig did not share information with each (Pe aﬁop Ugo m

. Use™of ‘technology

engineering team was aware of the technical risks, but
did not communicate these fully to their own employees ~ The blowout preventer may have failed, in part, due to

or to contractor personnel. poor maintenance. Drilling techniques were much more
sophisticated than the technology required to guard
3. Procedures against blowouts. Well-monitoring data displays relied

BP did not have clear procedures for handling the prob- on the right person looking at the right data at the
lems that arose. The last-minute redesign of proceduresin  right time.
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7. Risk management

BP and Transocean did not have adequate risk assessment
and management procedures. Decisions were biased
towards saving costs and time. The Macondo Well risk
register focused on the impact of risks on time and cost,
and did not consider safety.

8. Regulation

The Minerals Management Service was rﬁgr
safety and environmental protecti@p, in
revenues from leases and r t“wpetmg goals. MMS

revenues for 2008 were $23 billion. Regulation had not
kept pace with offshore drilling technology development.
MMS lacked the power to counter resistance to regulatory
oversight, and staff lacked the training and experience to
evaluate the risks of a project like Deepwater Horizon.
Organization and management failures caused this
disaster. This pattern can be seen in other serious events,
ccidents, and catastrophes in different sectors. (See
d som, 2016, for another analysis of the
techn caly man |a| and organizational causes of

this disaster.) /

J

dilemma how to °
reconcile inconsistency
between individual
needs and aspirations,
and the ¢

organlzatlo

S
Q .
™) B

Organizations ¢

Order, stability, secur
Status, prestige, self-
® Power, authority, con
The goals pursued by i
purpose of their collect

design organizations th
those who work for the

purpose of Ee

>

Home vi %

means gl
What happen
Mark Wahlberg,

S
m

o

atures of ‘high reliability organizations’ is

ce to expertise, which
egardless of their seniority.
n the spot’ expertise? Starring

ion_rights to those closest to the a
ly ﬁegr to ise? i
Kur the disaster movie Deepwater Horizon

n %

(2016, Director Peter Berg) teIIs the story of the BP oil exploration platform in the Gulf of
Mexico in 2010, when a blowout and fire killed 11 crew. The movie shows BP management
more concerned with maintaining production than with safety. In one scene, a junior con-

trol room opers m

prevents her from doing this b
during the Piper Alpha

resl ey bl

cause ‘We don’t have the authority’. This also happened

I lat fo (083t &L i@ tid North Sea in 1988, where the fire would

\aellmg the fire. But her colleague

have burned out if it were not being fed by oil from two neighbouring platforms — which
continued pumping as their staff did not have company permission to shut down; 167 died

in that incident.

BP management criticized the movie, arguing that it did not accurately represent the char-
acter of the company, and that ‘It ignores the conclusion reached by every official investiga-
tion: that the accident was the result of multiple errors made by a number of companies’

(Ward and Crooks, 2016, p.17).
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-

Health service management dilemmas

The UK National Health Service (NHS) held a boat race
against a Japanese crew. After Japan won by a mile, a
working party found the winners had eight people row-
ing and one steering, while the NHS had eight steering
and one rowing. So the NHS spent £5 million on consult-
ants, forming a restructured crew of four assistant

steering services. The rower was then given an incentive
to row harder. They held another race and lost by two
miles, so the NHS fired the rower for poor performance,
sold the boat and used the proceeds to pay a bonus to
the director of steering services.

) Stell ceyhttps://api.parliament.uk/historic-hansard/commons/1995/nov
ing managers, three deputy managers and ap y
z D J

anizations are social arrangements in which people An
s and services efficiently. However, organizations are also poli

me individuals exert con
organizations is ng

w control is the h

managers
comply,

A cong with performane
repetitive. This makes it e
of people. This efficiency ¢
autonomy, creativity and
that use resources efficien
problems of organizations
imposed in the interests @
behaviour are thus often s

That is a pessimistic v
who can also change them
design, they can also provi

=
>

How eight -century piraQsolved the

organization ma

Martin Parker (2012) notes thatan y and mer-
chant ships in the early eighteenth ce Qcm
ay Was

and unsanitary. Sailors had poor food, their p
and they enjoyed highly unequal shares of the treasure.
Discipline was cruel, violent, and often sadistic. A voyage
could be regarded as successful if half the crew survived.

Pirates, on the other hand, dev @J‘n

democratic, egalitarian principles.

On pirate ships, written ‘articles’ gave each man a
vote, and most had an equal share of the stores and the
plunder, apart from senior officers. Crew members could
earn extra rewards for joining boarding parties, and
pirate vessels operated injury compensation schemes.

to make the decisio

ads to rules and p

hich also deve,

zations can be repressive and stifling, but
portunities for self-fulfilment and expres%

sources to produce

systems in which
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he main mechanis rganizational

cepted (often wi ctance) that
wer-level employé obliged to
s, and to jobs thadmple and

1ate the efforts of numbers
desire for freedom of expression,
difficult to design organizations
an potential. Many of the ‘human’
dividual needs, and the constraints

pts to control and coor@e human

ations are social arrangements, des@%ned by people

an, organize and,
ever, conflicts
opment. It seerm

thoughtful

A

be kepi cleaa
Itp I @Whb dMla authority depended on consent.
native approach to work organization baspéna‘rPgo

> “
clean rﬁith graded punishments for

tﬂ n and fighting on board: ‘being set ashore
o) here where hardships would ensue, slitting the
nose and ears, a slow death by marooning on an island
or a quick death on board’ (p.42). Weapons were to

, and no boys or women were allowed

There wi

E’iat ins had to win a vote by their crew for
hefr pgm and only had absolute authority during
a conflict. Contrary to the popular image, pirate ships
often cooperated with each other in pursuit of a prize.
For seafarers, therefore, piracy could be a more attrac-

tive alternative than the legitimate alternatives. While
naval and merchant ships often had to ‘press’ their crew
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e A
members into service by force, many pirates were ex-  they appear to be. Eighteenth-century pirates solved the
merchant seamen. organizational dilemma, and could meet both individual
Parker thus argues that the boundaries between  and organizational needs more effectively than the ‘legal’
legitimate and illegal organizations and activities (includ-  competition.
ing outlaws and the mafia) are not always as clear as
I\ Y,

ational behavi

can behaviour in org tions be explained? To answer ﬁtion systematically,
{, first develop a ‘field map’ (Figure 1.1). Organizati 040t operate in a vacuum,
b l nced by their wider context, represente uter box on the field map.
One a to understanding context is ‘PESTLE is’, which explores the Political,
Economic, CIJGQ Le nﬁologlcal sues affecting the organization and
its members.
The map explains two sets of outcomes; organizational effectiveness, and quality

of working life. There are four sets of factors which can explain those outcomes. These
concern individual, group, management and organization, and leadership process factors.

Organizatiﬁsamp |}§1cp?§vidqjléldnms have plans for the future which
influence actions today. Past events also shape current perceptions and actions. We need to
explain behaviours Pe referenge o) theirigoation in time.

As well as helping to explain organizational behaviour, this field map is an overview of
the content of this book. You will see this field map again at the beginning of each Part of the
book, to help you to locate each topic in the context of the subject as a whole.

Remember the person who served you in the café at the start of this chapter? In these
situations, we often assume that the person is to blame, and we overlook the context in which

they work. Our tendency to blame individuals is called the fundamental attribution error
by Lee Ross (1977). In some cases, the individual could be at fault. But if we are not careful,

field map

Fundamental
attribution error
the tendency to
explain the behaviour
of others based on
their personality or
disposition, and to
overlook the influence
of wider contextual
influences.
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PESTLE: The Political, Economic, Social, Technological, Legal, and Ecological context

~
~
J

e Individual factors
* Group factors ¢ Organizational effectiveness

¢ Management and organiz lity of working life
factors ; Y

. Leadershi:i actors 0/
k a

Thevuation's past, and future 6
L Q
Figure 1.1:@)rganizational b

% J
J
the fundamental attributi

ns for the behaviour of others. We
need to be aware of how rough less visible an obvious
m influences. Here are some

w competition, sales have fallen, they closing next

? ® Context factors: The ca
ut losing their jobs (economic factors). ps closure
falling because the local population iwcline (social

month, and staff are a
is threatened because s
9 issues). h
/ Individual factors: The ff are not coping with the dema he job through
lack of training (learnin . Maybe some staff do not like ith a demanding

blic (personality traits). Or they find the job borin: lacking in challenge

-

jon problem).
® Gro g The café staff are not a cohesive team ormation issues). Maybe this
e T

staff m 10 the gio ewcomer, perhaps) and is unhappy (group
structure prob ) al ealing with awkward customers like you is
n person is just ‘playing by the rules’ (group norms).

to be awkward in return, his

® Structural factors: The organization is bureaucratic and slow, and staff are anxiously
waiting for a long-standing issue to be resolved (hierarchy problems). Maybe there is

concern a i w Vt i ateds (work design problems). Perhaps the
café manzgeém p!ee;r‘p;ob ems odaér]gog’ oss (decision making issues), who
doesn’t understanpeai's% n.com

® Management process factors: The autocratic café manager has annoyed the person
serving (leadership style), or this person is suffering ‘initiative fatigue’ following a
restructuring (change problems). Perhaps staff feel that management has made decisions

without consulting employees who have valuable ideas (management decision making
problems).
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These are just some examples. Can you think of other contextual, individual, group, structural
and management process factors? This analysis of your experience in the café illustrates four
features of explanations of organizational behaviour.

First, we almost always need to look beyond the person, and consider factors at different
levels of analysis: individual, group, organization, management, the wider context.

Second, it is tempting to look for the single main cause of behaviour. However, behaviour
can be influenced by many factors at the same time.

Third, while it is easy to address these factors separately, in practice they are often linked.
Our employee’s rude behaviour could be the result of falling sales which jeopardize job

security (context), ge supervisory style (management), leading
to changes i w%klﬁ ( affect existing jobs and lines of reporting
Organizational (structu team memberships (group) re b ased anxiety and reduced job
effectiveness a multi-  satisf individual). These links are not shown in because they can become

differently by differen rganizational effectiveness, is controversial. Stakeholders have ideas about what

stakeholders. v counts as ‘effective’. p
internal and ex iern!i

ne orgamzatlona
? Could these lead to conflict

@)

dimensional concept (and make our diagram untidy). (&
that can be defined % ourth we need to consider what we want to explain. One o ﬁns on our field map,
t

I Conside institution. Wh
THII@& stakeholders? How you stakeholders e
effectiveness for this ins hy are there di
between stakeholders?

? Organizational effecti

n be defined in different ways. For com ial companies,
effectiveness often mean , but this raises other issues. First, timesc s important,
as improving short-term p an damage future performance. Second organizations
forgo profit in order to increase market share, or to secure survival and . Shareholders

want a return on investme, mers want quality products or servi easonable prices,
Balanced scorec . "
an aporoach to anagers want high-flyi s, employees want decent pay, orking conditions,
PP securlty, and development and promotion opportunities. ironmental groups want
defining organizational . .
p W1ld11fe reduce carbon dioxide emissions and 0 tion, reduce traffic and

effectiveness using

a combination of d S0 O
- managlng organization ff@lv is the balanced scorecard. This
quantitative and
o 1nvolves de 1d1 r@'\N ﬁ nd qualitative performance measures, such
pl

qualitative measures.
as environmental co pment, internal operating efficiencies, and

Quality of working shareholder value.

life an individual's The phrase quality of working life has similar problems, as we each have different needs
overall satisfaction and expectations. Quality of working life is linked to organizational effectiveness, and also to
with their job, working most of theStam FMV}id@df (\l’li map. It is difficult to talk about quality
conditions, pay, of working life w1th0 t considering motivation, teamwork, organization design, development
colleagues, management  and change, humanPeea:F polikies ahdpiaktices, and management style.

style, organization Let’s go back to Figure 1.1. What kind of model is this? The ‘outputs’ overlap with the
culture, work—life ‘inputs’. The causal arrow runs in both directions. High motivation and group cohesiveness
balance, and training, lead to organizational effectiveness, but effectiveness can increase motivation and teamwork.

development and career  The ‘outputs’ can influence the ‘inputs’. Can an ‘effect’ influence a ‘cause’? Logically, this is
opportunities. the wrong way around.
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Home viewing

Management at the Belgian manufacturing company Solwal need to cut costs due to com-
petition from Asia. This is the setting for Two Days, One Night (2014, directors Jean-Pierre
and Luc Dardenne) which explores the consequences of the global financial crisis. Sandra
Bya (played by Marion Cottilard) has been off work with depression. In her absence, Mr
Dumont, the manager, decides that in Sandra’s section they need only 16 workers and
not 17. He calculates that the anyacap either pay the €1,000 annual bonuses for 16
employees, or cancel the ﬁvd Ns The staff vote 13 to 3 in favour of
their bonuse draflea about this on the"Friday bef eturning to work. However,
one of S agues persuades Dumont to hold ara t on Monday morning.
Sandga i ied with two children, and needs her job. Her h suades her to speak

ho voted for the bonuses, to ask them to change their mi he has two days
to do this. Sandra soon discovers that her colleagues have fi ial problems of

oyees decide whet@ keep their
w do you feel abﬁumont’s
financial crisis, o ational
@ and individu isfied? puld managemerAin this
situation? m

ow do you feel abg
7 At the end of

The p\rﬂ)lem with social s

derstanding of organizational behaviour? The
the sum of human knowledge is ofte rded with
0 not have this problem. What is the p% with social

science?

& Natural science has ena s to make self-driving cars, send ﬂ&to our phones,
/ enetically engineer Crop.rm ‘keyhole’ surgery, and so on®Jit has also given us
chnology with which we great damage. Texts in computing, trical engineering,
hitecture, and cardio-vascular surgery tell readers s work, how they go
how to fix them. Students from these disciplin @ind psychology, sociology,
and orgdni al behaviour disappointing because th@ects do not offer clear practical
guidance. ad,l.c' ience_oftengais orquestions than it answers, focusing on
debates, conflicts, ta pa ﬁ tural science gives us material technology.
Social science has not given us a convincing social engineering which, perhaps, would reduce
car theft, or eliminate terrorism. Nevertheless, managers expect organizational research to

help solve organizational problems.

Sample provided via

? What can social science
9 contribution of social sci

scepticism. The natural sci

You discover that onPoe/aJriSsQHorchmew way to improve student

performance. She gives students poor grades for their first assignment, regardless
of how good it is. This, she argues, motivates higher levels of performance in later
assignments.

CRITICAL
THINKING

This is an attempt at ‘social engineering’. To what extent is this ethical?




The problem with social science 15

The goals of science include description, explanation, prediction and control of events.
These four goals represent increasing levels of sophistication. Social science, however, seems
to have problems in all of these areas (see Table 1.2).

These problems only arise if we expect social science to copy natural science practices. If
the study of people and organizations is a different kind of business, then we need different
procedures. Social science is just a different kind of science.

Description
Q aNc' ience differ in what they want to describe.
m 1 seie Q‘% objective reality. Social science
describes how people der@a interpret their circumstances.
Objective reality is stable. Peo eI ptions change.

The first goal of science, how ?escription. To achieve
this, social science has only three methodss observation, asking
questions, and studying documents. Doc s.can include blogs,
, websites, diaries, le mpany reports,
er publications. P s and chemists

- observation. Me hemicals and
d well to questioning, or send text

erent ways. The rcher can
in a cafeteria, joi selection
s through a training programme,
ion to find out what it is like to
f the role of managers, for example,
on. But observation limitations.
meone’s perceptions and es just by
or a day or two, and make guess&s. Eventually

a that cannot be observed directly bas learning
gh inference. As you read this book, wi w like to think
nizational behaviour. However, if we% open your head

as you read, it would be ology has now begun

ind ‘the learning process’ (neurop
nderstand memory pri . The term ‘learning’ is a labe nvisible (to a social
éﬁ) activity whose existence we can assume. :
Table 1.2:gls o ob?ems t

Goals of science Practical implic Social science problems

job with an
e. Our unde

watching them? We can
we will need to ask the

9 How do we study p
& (Chapter 5)2 We do this t

that you are learning abou

Description Measurement Invisible and ambiguous variables
People change over time

L] *
Explanation Ildentify Ehe time order of events  Timing of events not always clear

P@@l'ﬁS@ﬂp@@]ﬂﬁn Cannot always see interactions

variables
Prediction Generalizing from one setting to  Uniqueness, complexity and lack of
another comparability between settings

Control Manipulation Ethical and legal constraints
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We can study learning by simple inference. We can examine your knowledge before you
read this book, and repeat the test afterwards. If the second set of results is better than the
first, then we can infer that learning has taken place. We can also study the effects of different
inputs to the learning process - characteristics of the teachers, learners, physical facilities, and
the time and other resources involved. We can study variations in methods, materials and
timing. In this way, we can develop our understanding of the learning process, and suggest
improvements.

( )
EM PLOYABILITY§K hromc%iu)

The manager of a major retail store in your area has asked you, f er, to assess the level
of job satisfaction a staff. You cannot speak to staff, because that w t sales. Can you do
tio

this assessment by n? What will you look for?

in an interview, or t!ough self-
responses, as a reflection of the
ee reasons.

anning to defraud the company,
researcher, may give deliberately

ow. We are not always consciously
constantly ask yourse@hy am I
ng?’. The researcher gets t swers of

on is aware, or which seem to be ap%wiate in the

subjects may tell us what they think we m hear. People
rarely lie to researchers. They create problems by bet pful. Easier to
answer than a complex story of intri, heartbreak. The

. ‘ give
social table answer is better than no a all.
%G;l‘,tion o
A seco g@ science is explanation. If your test scor er after reading this book than
before (and hgx;ae tudyi ﬁtﬁefals), en we can infer that this book has
caused your score {01 ca f e, should come before the effect. We might
assume that high job satisfaction causes higher job performance. However, we also know that

good performance makes people more satisfied. Which comes first? Which way does the
causal arrow point?

The laws i a i re.diffe om those that govern the behaviour
of natural pﬁlgnmmgdmﬁae}g%gmamé ‘clouds mean rain’. This law holds
good around the plaIPe]a eleudidoes motihiaye to be taught about the business of raining.
Compare this with the social law, ‘red means stop’. A society can change this law, to ‘blue
means stop’. The human driver can deliberately jump a red light, or pass the red light
accidentally. Clouds cannot vote to change the laws that affect them, nor can they break
these laws, or get them wrong by accident.

We are not born with pre-programmed behavioural guides. We have to learn the rules

of our society at a given time. Different cultures have different rules about relatively minor
matters, such as how close people should stand to each other; how and when to shake
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hands; for how long the shake should last; about the styles of dress and address appropriate
to different occasions; about relationships between superior and subordinate, between men

and women, between elderly and young.

We therefore cannot expect to discover laws that explain human behaviour consistently
across time and place. Social and cultural norms vary from country to country, and vary across
subcultures in the same country. Our individual norms, attitudes and values also vary over
time and with experience, and we are likely to answer a researcher’s questions differently if

approached a second time.

Predictign D 0 N o r
L 4
A thi science is prediction. Social scienceQ
a
Y,

recise predictions (Table 1.3). We may be able to
or the incidence of stress-related disorders in an oc
rarely predict whether specific individuals will try to kill the

n explain events, but without
rate of suicide in a given
al group. However, we

, or suffer sleep and

eating disorders. This proble itical. We are often more intereste the behaviour of
groups than indivi ndencies or probabi an in individual
predictions an

There is communicate th@ings to those
who hay, ch thought to the te reality of
human chologist, Abrah slow, who
claims that we have a ba r ‘self-actualizati evelop our capabilities to their full

potential. If this sounds I
true, for you.

Some predictions ar
can either make it happ
government spokespers
always triggers panic-bu
was designed to avoid.
disastrous predictions of
example, are designed to

idea, and you

eating the fuel shortages th
ns are intentionally self-defeatin
sts, about budget deficits and interest rate
ction to prevent those prophecies fro

ingly, then his claim has become

ing that something will happen
f it happening. A statement from a

motorists to start pani@ing petrol’

statement
. Many of the
ements, for
ng true. In an

organization, one could predict that valuable employees will leave if management
style continues, in the ho this will lead to a change in manag style.
e can explain — but we cannot confidently pr 6

staffggurnover in a but we ¢ noggore i Individual
supermarket due ﬂ|N @ﬂers will leave, or when factors
and boring work oose to do so
We can explain the factors that but we cannot predict the level Group
contribute to group cohesiveness of cohesion and performance of factors
in an organization particular groups,

a
We can explain why s but we cannot predict the Structure
organization structurerarénar€ S O Npeffdimarce improvements factors
adaptable to change than others that a given structure change
will bring

We can explain how different but we cannot predict which Management
management styles encourage managers will achieve the highest factors
higher or lower levels of employee levels of commitment and

commitment and performance performance in a given setting
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Control

A fourth goal of science is control, or the ability to change things. Social science findings
are often designed to encourage change. The natural scientist does not study the order of
things in order to be critical, or to encourage that order to improve itself. Is it good or bad
that gas expands when heated? Is the number of components in a strand of DNA correct?
Social scientists, in contrast, are often motivated by a desire to change aspects of society
and organizations. To do that, we need to understand the strengths and weaknesses of the
way things currently work. Such understanding, therefore, is not just an end in itself. Social
science can be crltlc 1al ational order that it uncovers, because that
order is only ne of m @e

As we arlﬁr o not have a socia ec t nables us to manipulate other

peo we should be grateful for this. Howe 4 1dent1f1es organizational

g ns that are designed to control aspects of emplo

EI\WABILITY CHECK (co -solving skills, polit areness)
You are a m
bored, un%y, and demotiva
variety and autonomy in thein
cost-eff and provides t i i
aIIowm@n to keep their staff under contr

As the management consultant with the evid
recommendations? What do you think are yo

urance company. aff are
edesign would i the

=
m

Table 1.4: Interventions t

©),

Attempts to control

Staff training and developmen Employee knowledge and skill

The types of people em%

Employee under and compliance with

managemelt-§ oals
Ioﬁe maotivation, commitment and

rmance

'9 Organizational interventi

(Chapter 5, Learning)

/ chometric assessments (C.,
naI|ty)
r@communications (Chapter 7,
Co icat

ON O

Teambuilding (Part 3)

Levels of team cohesion and performance

Reorganization — structure change (Part 4)

S
gy B EEFSon.coli.

Ability of the organizational to respond to

nal Tr&ulence

d of change and reduction of conflict and

Organization culture change (Chapter 4,
Culture)

Values, attitudes, beliefs and goals shared by
management and employees

Human resource management (Chapter 1,

Explaining OB)

high employee performance

Leadership style (Chapter 18, Leadership)

Commitment to an overarching vision
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Explaining organizational behaviour

Positivism a
perspective which
assumes that the world
can be understood

in terms of causal
relationships between
observable and
measurable variables,
and that these
relationships can be
studied objectively using
controlled experiments.

Operational
definition the m

used to measur
incidence of a
practice.

©

Variance theory an
approach to explaining
organizational behaviour
based on universal
relationships between
independent and
dependent variables
which can be defined
and measured precisely.

"0

The natural sciences are based on an approach known as positivism. The term ‘scientific’ is
often used to mean a positivist approach that is objective and rigorous, using observations
and experiments to find universal relationships.

Heat a bar of metal, and it expands. Eat more salt, and your blood pressure rises. The
factor that causes a change is the independent variable. The effect to which it leads is the
dependent variable. These are also known as the causal and outcome variables. Salt is the
independent (causal) var1 § is the dependent (outcome) variable. Those

variables can be me ionships are universal and unchanging.
To measure'something] you need an oper

ﬁa - a method for quantifying the

... and then heL@N gels can dance on the head of a pin ?’, and
| say, you haven't operational eq on sufficiently — are you talking about classical ballet,

the two-step, country swing . . .

The opeSIalm leopﬁQthjd @dblV)Ijaressure involves thermometers and

monitors. Questionnaires are often used as operational definitions of job satisfaction
and management sty Eﬁﬁﬁl@sﬁm&gm we can answer questions about the effects
of different management styles on employee satisfaction, and job performance. That
assumes that human behaviour can be explained with the methods used to study natural
phenomena.

Our field map (Figure 1.1) can be read as a ‘cause and effect’ explanation. Manipulate
the independent variables on the left, and you alter the values of the dependent variables
- organizational effectiveness and quality of working life - on the right. This kind of
explanation is known as a variance theory; do variations in management style cause
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varying levels of job satisfaction; do varying personality traits cause variations in levels of
job performance?

Positivism and variance theory have been successful in the natural sciences. Many social
scientists, however, argue that this approach is not suitable for the study of society and
organizations. Positivism assumes that there is an objective world ‘out there’ which we can

Constructivism a observe, define and measure. In contrast, constructivism argues that many aspects of that
perspective which argues  so-called objective reality are determined by us. ‘Reality’ depends on how we and others see
that our social and it, on how we construct it socially (Berger and Luckmann, 1966).

organizational worlds have  What does it mean to say that reahty is soc1ally constructed’? Suppose you want to
no ultimate objective truth measure aggression at c ivist, you first have to decide what counts
or reality, but are instead  as ‘aggression’. Yo a def gressmn index” which you use to
determined by our shared count ob ﬁhavmurs such as ralsed and"ang physmal contact, pain and
experiences, meanings and inju amage to property. You might find, for exa some functions are more
interpretations. than others, that aggressiveness is higher later in th that female students

just as aggressive as male students, and so on.
Now suppose you observe one male student shout at and another on the

v rm. The second stu pushes the first stu ay. A table is
w shaken, drinks

I ‘aggression 1nd t went up by
Q five or six poi

wever, they descr, heir actions
r members of t up agree.

d observers, acu involves
@ i i i ion is misleadi matters is how t mnvolved
interpret thelr own acti urse, in a diff cial or organiza setting,

raised voices, physical vi
The interpretation of th
Temperatures of 45 degr
‘high’, wherever you are.

Constructivism argues t

to what we do. Chemical s
t nor do they give interview:

d damaged pro
iours is not
s, or bloo

11 be understood as aggression.
t from one context to another.
of 180 over 90, will always be

eings. We attach meanir@ purpose
ars do not attach meaning to theif behaviour,
t questionnaires. So, human behaviour c be studied
objects and events. As a constructivist,,Qurstarting point
rstand, interpret and define their own ac

. The organizational behaviour vari
ent things, to different people, at

using methods that apply t
must lie with how others u
Qldefmmons that we create fo

erested are going to me
erent places.

riance theory, therefore, is not going to get us very fa g rstand organizational
h

Process theory an
approach to explaining

ave to use Process theory (Mohr, 1982; , 2013). Process theory
quence of events, in a given context; e outcomes in which we

organizational behaviour s could n nﬂlld atisfaction, the effectiveness of
based on narratives change, organlza n of conflict. Outcomes are often generated
which show how several by combinations of factors inter. mg each other. If salt raises your blood pressure, half
factors, combining and that salt will reduce the pressure by a measurable amount. If leadership is necessary for the
interacting over time success of organizational change, it does not make sense to consider the implications of half
in a particular context, that leadershi
are likely to produce the The Macogiam plieu dsdaived dx&d %l)al example of a process explanation.
outcomes of interest. This disaster was cau é g s over time: confused leadership structures,
poor communication, lal éfg mmgement of contractors, poor maintenance

and use of technology, inadequate rlsk managernent and an ineffective regulatory system.
No single factor was to blame as they all contributed to the sequence of disastrous events
and to the tragic outcomes.

Process theory is helpful when we want to understand:

® Complex and messy social and organizational problems

® Situations that are affected by many different factors which are difficult to define and
measure, and which change with time and context
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® Factors which do not have independent effects, but combine and interact with each other

® Sequences of events where the start and end points are not well defined

® Interesting outcomes which are themselves difficult to define and measure.

Variance theory offers definitive explanations where the links between causes and outcomes
do not change. The values of the causal variables always predict the values of the outcome
variables (this temperature, that volume). Process theories offer probabilistic explanations.

We can say that con@tﬁf fN Uo e or less likely to generate the outcomes of
' r

interest, but, not al
L

0,

CRITICAL pital managers are concerned that patients with serious conditions, wait too long in
they are diagnosed, admitted ted.

THINKIN the emergency department bef
How would a posi

% problem? Wi

Q
©

solutions.

il
| g

9 Table 1.5: Positivism versu

Table 1.5 summariz
What are the implicatio
encourages the search f
effectiveness and adapt
quality of working life.

ould a constructivis this
tanding of the pr. and why?

ining organizatim)ehaviour.

a positivist perspective, the map
ganization structure will improve
ign will enhance performance and

method, for techniqu@ universal

ntrasting ways

®

>
&

7
%

De&’O

Explanation

Perspective
Positivism Constructi E

Accepts information that can be ualitative information,
bserved and quantified consistently relies on inference; studies local

- eanings and interpretations

Uses variance‘theo Uses process theories
Relies mainly on observable quantita- Relies mainly on qualitative data and
tive data and measurements self-interpretations
Seeks universal laws bzad onginks«.  Develops explanatory narratives based
pxla npeEQMI enddntlon factors combining and interacting
iables over time and in context

Prediction

Based on knowledge of stable and Based on shared understanding and

consistent relationships between awareness of multiple social and
variables organizational realities
Predictions are deterministic Predictions are probabilistic

Control

Aims to shape behaviour and achieve Aims at social and organizational
desired outcomes by manipulating change through stimulating critical
explanatory variables self-awareness
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0 rises do not improve performance), or that they are too simple (open

Seen from a constructivist perspective, our field map suggests other questions: how do
we define and understand the term ‘organization’, and what does ‘effectiveness’ mean to
different stakeholders? What kind of work experiences are different individuals looking
for, and how do they respond to their experience, and why? The constructivist argues that
explanations may apply only to a small part of the social and organizational world, and that
explanations may have to change as the context changes, with time. Constructivists seek to
trigger new ideas and change by stimulating self-critical awareness.

This field map, therefore, does not set out straightforward causal links. This is just one
way to picture a complex sub]ect ulckly and simply. We hope that it also gives you a

useful overview, and aterial in this book. It also serves as a
reminder to onsger % t may explain what we observe,
and that ﬁten helpful to look beyond wha to be the main and obvious
expl

d managef?

agers rely on too out of date

Millennials are changi
® Working from home re
® The use of social medi

ff more innovative

® A Google-style ‘fun’ of!
® The best way to motiv

—\
m
@

® QOpen-plan offices are a

These are all myths. When!

at the research evidence, we find that thbsnmptions
are false (women are as

tive, social media use does not lower %rmance, pay

ffices do not
g pong and video games in the offi rs see this as a
work).

uit all work, some people
nagement trick to keep

ere is a well-known gap between academic research and ional practice, and
1ff1cu1t to explain why. Researchers publish their w, ademic journals. Most

t read much, and few read academic Many researchers follow
hnes of o not focus on the problems that zations and their managers are
facing. Research {p& ent timescales. A manager with a problem
wants to solve it to Ner ml ct could take two to three years to come up

with some answers.

‘Here is what evidence-based management looks like.  used. This variability has nothing to do with patient mix
Let's call this example, a true story, ‘Making Feedback  or employee characteristics. After interviewing clinic
People-Friendly’. The executive director of a health care  members who complain about the sheer number of
system with twenty rural clinics notes that their perfor-  metrics for which they are accountable (200+ indica-
mance differs tremendously across the array of metrics  tors sent monthly, comparing each clinic to the 19

What does evidence-bas
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others), the director recalls a principle from a long-ago
course in psychology: human decision makers can only
process a limited amount of information at any one
time. With input from clinic staff, a redesigned feedback
system takes shape. The new system uses three per-
formance categories — care quality, cost and employee
satisfaction — and provides a summary measure for

each of the three. Over the next year, through proyision

%idence, rather than on habit, bias or false assumptions. Her

of feedback in a more interpretable form, the health
system’s performance improves across the board, with
low-performing units showing the greatest improvement’
(from Rousseau, 2006, p. 256).

In this example a principle (we can process only a
limited amount of information) is translated into practice
(give feedback on a small number of performance metrics
ing terms people understand).

~

other example of a

acRae and Furnham (2018) suggest that management de@hould be based on

myth in practice. The
to their success in

Peq

L

W, -

o

. -
_ﬁA

ence decided to pay hosp
approach assumes

ey, (c) performa
ork alone, and
DT too simple).

whose efforts also affect the pati
Paying some members of staff mo
divisive if the scheme is seen a
lower everyone’s performance.yPf
(2006) argue that, whil
schemes are popular, th
work. Research evide
actually reduce p

this eviden

ce. Managers aware

taff (see Chapter 9).

w eons according

) performance
be measured
rely on the

and Robert Sutton (2006) are
pay for perform schemes.
have several dimensions, some
bjective (‘quality of care’). The
ay overlooks the importance that
ach to intrinsic rewards and doing a
he surgeon in an oper@ theatre is

dent on the cooperation of many’colleagues,
t’s wellbeing.
an others is

ir, and that will
fer and Sutton
or performance
evidence that they

s that these schemes

of

better and less expensive

Evidence-based
management
systematically using the
best available research
evidence to inform
decisions about how

to manage people and
organizations.

ways, to moti
Inspired yid@b mﬂéese ideas have led to an evidence-based
management movem ). is'a Center for Evidence-Based Management based
in The Netherlands. EBMgt has a Wikipedia entry (check it out). EBMgt is a seductive idea.
It is attractive to researchers who want to influence practice, and is attractive to managers
looking for independent legitimation f.or their deci§ions and actions. But does it work as

inended? Sample provided via

The similarities hetween medicine and management are exaggerated. Medicine can often
advise with confid &a&s&nuﬁ GeldAche’, but there are few simple solutions to

@ LN DRI TN YouTube for Evidence-based management.
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organizational problems. There is no such thing as ‘best practice’ because solutions depend on
local circumstances. Usually, a number of initiatives or solutions are implemented at the same
time. It is rare to see one solution aimed at one problem. Medical and managerial decisions
differ in other ways, too; doctors treating a headache do not have to consider the impact of
their decisions on other patients.

argue that:

‘The major chall

in dynamic e
aspirations

Best practice or next pracﬁeg M
Susan Mohrman and Edwar A hQiTca ilities and information. A key

navigating hig elsgof turbulence. They operate  Evidence-based best practice ing what worked
n ents, in societies where the in the past. To respond effectively challenges, we

change ime. They have access

[Qwlegs (2
o organizational Yis the ability to adapt as

L : context, opportunitie lenges change.’
organizations today is PP W}g 9
ns

urposes of various s on ‘next practice’.

@ Christine Trank (2014

David Denyer and Davi
*Idence—aware’. Rob Brin

<
BMgt. First, aca articles
n and are not simply neutral
to different conclusions from
tive ‘what works’ approach of
c than professional practice: one

w action rules that a@plied as
autonomy is granted to k edgeable

values to decide on action’ (Tran\n2014, p.384).

are designed to persuad
ways of sharing informa
the same evidence. Sec
EBMgt because, ‘It point
in which scientific rese
routines, rather than one
practitioners using judg
Those involved in profes
and to ignore ‘action rule
may not work here and now.

ork, she argues, must be able to use t udgement
on what worked in the past, and elsm«a, but which

-informed” and
only one factor in
older preferences,
gt may underestimate

Wnd judgement are also involved. If the term is used ri
the ws of research to practice. For Alan Bry id Buchanan (2009, p.711)
0

1d (2009, p.687) prefer the terms ‘e
(2009) note that research evid

professional decisions, may not be the most importa

these re ntributions include: o

® Developing neJ;OiiNonQ a&eas

Suggesting how current arrangements could be redesigned

Confronting social and organizational injustices

Highhghtiga'w-ﬁ éﬁfﬂ‘&ﬁﬁ ded-via

Surfacing issues that might remain hidden
® Broadcasting voices t aﬁlriélgegéig Qel;p

® Demonstrating the potential consequences of different actions.

Organizational research can shape practice by suggesting, in creative and positive ways, how
problems are understood in the first place, and how they are approached. We can rarely say,
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‘here is the solution to your problem’. But we can often say, ‘here is a way to understand your
problem, and to develop solutions that will work in this context’.

Human resource management: OB in action

Human resource One area where organizational behaviour (OB) contributes to evidence-based practice is
management the human resource management (HR - or personnel management). These subjects are often
function responsible for  taught separately, e ned with micro- and macro-organizational
establishing integrated ~ issues, at i 1v1c1 al rp ?ua evels of analysis. HR develops and
personnel policies to implem: hc1es which enhance quality of workin; which encourage commitment,
support organization eng t, flexibility and high performance from e

strategy. designing those policies, HR is ‘organizational behav’ ?actice’ This applies to

tages of the employment cycle (Figure 1.2) - stages that y xperience at various

-
Employment cycle L
the sequence of st oints in your career. /
oL

through which al
Traigg ;

employees pas
Promotion

working positionith
hold, from remnt
and selectio
terminatio@

Reward

v

Performance app

Career pl

Discipline

\'I

®

A

< Termination

9 Figure 1.2: The e 'At
/ The basic model of HQ:e 1.3) says that, if you design eople policies in a
icular way, then perfor will improve. In terms of the co

e introduced earlier,
01es are independent variables, and the quality of life and organizational

ss are dependent variables. However, as we will process perspective offers
a bett for the relationships between H ies and organizational outcomes.

t10
Table 1. 6 1 Gﬁn l—baﬁalﬁ the'®B topics covered in this text.

t cycle

If you implement ‘high commitment- then you will improve quality of working
high per ﬁr[l I fe, product quality, quality of customer
poli m tEteglorﬁ Y ice, and organizational effectiveness
TPearson.com %
Edependent variabla Dependent variables

Figure 1.3: The basic model of HR
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Table 1.6: Human resource management and organizational behaviour

HR functions Issues and activities OB topics

Recruitment, Getting the right employees into the right Environmental turbulence; PESTLE analysis;

selection, induction jobs; recruiting from an increasingly diverse personality assessment; big data; human
population; sensitivity to employment of capital analytics; communication; person
women, ethnic minorities, the disabled, perception; learning; new organizational forms
the elderly

Training and Tension between individual rg o echnology and job design; new organizational

development responsibility; develo t ecruit] orms! learning; the learning organization;
and retentioh to8f co ng with new mativati ganizational change; artificial
te intellig %E

Performance appraisal al appraisal; pay policy; fringe benefits;  Motivation; expe€ta eory; equity theory;

and reward ed to attract and retain staff; impact of group influence on WI behaviour;

teamwork on individual pay teamworking
Managing con ta illance technology; @ socialization;
and discipline r modification; org ional culture;

Q i onflict managem@e

n; motivation; organization

al media at work; ment
and participation mecha voice; organization culture;
organizational culture; ta ization; organizational change;
talent, encourage loyalty yle

Participati d Involvement in decisions i
commitme commitment; design of ¢

Organizam‘ The personnel/human res
developm d role in facilitating develo

change % flexible working practices

0 The Bath model of H
7,

e Bath People and Perf
odel focuses on the proc
4
ar

ation development and (‘"
ivation and job design; orga .,,

culture and structure; Ieadershig

Model (Purcell et al., 2003) is s%n Figure 1.4. This
rough which HR policies affe ee behaviour and

i of a job, three factors

nce. For people to perform beyond the minimum re
: Ability, Motivation and Opportunity (AMO):

4

Factor

Ability have job skills'and knewledge, including how to work well with others
Motivation feel motivated to do the work, and to do it well

Opportunity be able to use their skills, and contribute to team and organizational success

Discretionary - -
behaviour freedom Samp|e pro\”ded via

to decide how work is If one of these factorg is weak or missing, then an individual’s performance is likely to be
going to be performed;  poor. You may have t ee)aﬂ/' i it Lol 8Tion, but if your supervisor prevents you from
discretionary behaviour  sharing ideas with colleagues and insists on ‘standard procedure’, then you will probably
can be positive, such not ‘go the extra mile’.

as putting in extra time Most employees have some choice over how, and how well, they perform their jobs. This
and effort, or it can is known as discretionary behaviour.
be negative, such as Sales assistants, for example, can decide to adopt a casual and unsympathetic tone, or they

withholding information  can make customers feel that their concerns have been handled in a competent and friendly way.
and cooperation. Negative, uncaring behaviours are often a response to an employee’s perception that the
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HR policy areas AMO factors Implementation Response Behaviour
Job security r 1
Career
opportunity
Performance
appraisal Implementation
. by line
Training and .
develo gment Ability managers Organization
p commitment
Recruitment Motivation | E a nt
and selection d .
o Exercise of
Pay Opport espect P o iscretionary
satisfaction job satisfactio viour to
Work-life Trust ve
balance per ce
Job challenge Q b.e.
and autonomy; mini ? R Performance
requirem

Teamworki

Involvem
Communi

outcomes

to ‘go th
extra mile’

Bath People and Performance
d from Purcell et al. (2003, p.7). Repri

Figure 1.
Source: a

organization no longer c
management finds out, t
discretionary behaviours
has a problem.

What encourages em

'9 theory, which explains p

X
/ 2. The line managers w
and encouragement, i

Basic HR policies are r
key to any level of perfo

tment, or the policies will have little impact o

olicies and line management behaviours must lead
Peopl

4.

ce outcomes in terms of a combination o

d to produce the Ability, Motivation and %tunity that are
nce.

ay that they give directions, an

=

titute of Personnel m«evelopment

them. When er of staff annoys a customer, and

. If all staff withdraw their positive

of the organization, a@nagement

extra mile’? The answer lies in the model’s process
TS:

these policies to life’ have to comimunicate trust, respect
e d to suggestions.

s of job satisfaction and
our and performance.

n they experience pride in their

Qto e positive discretionary hag'ou
organiza 10%@ Ny tlo

Looking ahead: human resource management in 2030
Llfe f‘p‘rovwiedrvial no longer be a perk for the young,

and companies will have to consider emergency plan-

arson.c high i iums for ol
e Management roles are not likely to be re&acec!,’ ut err?)lc‘i::es [ R el ol

administrative tasks such as payroll and time-keeping
will be taken over by technology.

Mark Frary (2017) predicts whatg.a
agement will look like in the coming decadgs:

e With 20 to 30 per cent of the working population
already ‘gigging’, or working ‘on demand’, the job-
for-life culture is gone; organizations will struggle to
encourage company loyalty.

e A higher proportion of older people — many with
health conditions — will continue in work as life expec-
tancy increases and the retirement age is raised.
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-

The ability to adapt to rapid change becomes a core
competency, with faster business cycles and more
disruptive technology.

Individuals and organizations will need to commit to
continuous skills development and lifelong learning.

The workforce will be more diverse, and people skills
will be more important as technology becomes perva-
sive; cross-cultural and cross-generational m i
the new normal. O

Your CV is obsolete, ‘replaceﬁort‘of LinkedIn on ity & B ae
steroids’ — an online re ur experience, skills, BN :
competencies and , drawing from several ()

sources such a t current employers and your ‘Those employees whose roles not been auto-
social connectio mated will be monitored in re% o ensure they

. it could be a case of itefing inflexions
r stress as they carr search that

typed in earlier yeﬁhind the
will note this an atically

fferent task more ﬁo their

Pressure op property values makes large
too exp encouraging mor
telewor, will use immersive
to intera ith colleagues a

provide them
current state

The in number of s
(SCP! allow organizations to monitor em
in detail.

also important. The same @ies, with
gement, can lower commitment and s'%faction, and

The process of impleme

? inconsistent or half-hearti
positive discretionary beh.
this model are:

0/ 1. Recruitment and selectio,
& Training and developm
?ﬂreer opportunities
nication that involves two-way information shari
. Inv erf employees in management decisio

5

6. Teamwo ngl Q 0 -
7. Performance appra rNreloQut

8

9

ill be withdrawn. The ‘high performance policies in

is careful and sophisticated A
D

equips employees for their job

. Pay that is equitable and motivating

. Job security

0. crllrs GARBTE provided via

11. Work-life balance.

This suggests that a ;quzge Eusn le It):opcg‘ which reinforce each other will have more
impact than the sum of individual policies. On the other hand, a deadly combination of
other policies can compete with and weaken each other; for example financial rewards
based on individual contributions, with appraisal and promotion systems that encourage
teamworking.



Human resource management: OB in action 29

Big data and the HR contribution

There is compelling evidence for the link between ‘high performance’ human resource
Big data information management and organizational performance. On commercial grounds alone, surely this
collected, often real- evidence has made an impact on practice? Stephen Wood et al. (2013) report the findings
time, from sources such  from a survey of 87,000 UK businesses. They found that adoption of high performance
as internet clicks, mobile  practices varied from sector to sector, and between larger and smaller employers. Innovative
transactions, user- organizations, and those in competitive markets for premium quality goods and services
generated content, social were more likely to be adopters than those producing basic goods. In the UK, the use of all
media, sensor networks,  high performance pragtice lin Wi 2007 and 2011. These ‘best practices’ are not
sales queries, purchases.  as common in practﬁ QreNt@.r

-

CRITICAL evidence to show that ‘high performance’ HR prac& ork, and can

THINKING ove financial returns. They have been widely publicized in nagement journals.
% why do you think these management practices are not more v@used?

to the developG f big data.

Data ana The dig tions to capture mounts of
the use of @ul information concerning t n allows orgamzmto explore
. and to predict patterns p behaviours, su consumer
computational methods . .
- choices, traffic patterns, ases. To reveal those patterns and
to reveal and to visualize . .
. trends, statistically and tional tools have been developed,
patterns and trends in . . R .
known as data analytic analytics can provide insights into
very large sets of data. y
ices that support them@workforce

an organization’s workfo
Human cw characteristics such as k rience (see Houghton, 201 4).

analytics r Big brother is not ju it is logging your lifestyle through your digital
practice ena traces. Send a text messa ct is recorded. Buy a book from Amazon; purchase is
computing technolegies ~ recorded. Check a websit d. Book a holiday online; recorded. Sen eet; recorded.
that use descrip I» Smartphones and vehicles with GPS record your location. The Amaz e help voice-
visual and statisti a are not just speakers; they are mi ones that record

activated devices Echo a
analyses of data reIa( nd transmit what you s 0 Amazon. Data generated by o%:ustomers of a well-
to HR processes, huma whn retailer is passed o number of advertisers, marketing*c anies, data analytics
capital, organizational ? and other ‘selected partners’ who are unknown t ers (Thompson, 2018).
performance and external irican employers are implanting staff with micr hich can be used to pay for

economic benchmarks to  meals feteria, open office doors, and use the copier, with a wave of the hand.
establish business impact ~ These chi 18(4) ny f aftivitydand movements. Capturing big data
and enable evidence- is fast, simple andsi ec i sed on internet clicks, mobile transactions,
based, data-driven calls and messages, wearable technology, user-generated content, social media, sales queries,
decision-making. product purchases - and the wave of a hand at a security barrier.
L] *
1A N\
Should we be conc ivac ig data mean more surveillance and
CRITICAL PUAPS BB e
THINKING control? Most of us are probably aware that organizations collect our personal data.

But do we really know what information we reveal online, such as our social network
friends, location, web searches, communication history, fitness regime, IP address or
web surfing history?
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Big data is contributing to human resource management by providing objective information
on which to base decisions and solve HR problems. Bruce Fecheyr-Lippens et al. (2015)
describe how a leading healthcare organization improved employee engagement, saving more
than US$100 million. Analysis showed that pay discrepancies had caused job dissatisfaction
which led to high staff turnover. Using predictive analytics, another company saved $20
million on bonuses while cutting staff turnover by half. Analysis showed that the main
reasons why staff left concerned lack of investment in training and inadequate recognition.
Expensive retention bonuses were having no impact. The consulting company McKinsey
believed that staff defections were due to performance ratings or compensation. Analytics

showed, however, tha toN mentoring and coaching. The ‘flight risk’
across the c pany f 40°p cg coaching and mentoring were improved

(Feche r—&s et al., 2015, p.2).
pital analytics is transforming HR. Why? In ! relied on soft, subjective,
i e information to support policy and practice, job sa ti

} engagement, culture,
itment, and so on. Now, with the availability of large am @ork—related data,

0
%s possible to analyse the drivers of employee behaviour and ance. HR advice
vgan be based on hard,_e e data. This leads to an enefit. Relying
w on subjective judg mpared to other ma&ent functions,
especially fin Chapter 22). B e impact of policyaractice on
organizatig ormance, HR becomes a edged’ function? an capital

®

analytics crease the influence of HR in the b A

N

Human capital analytics

Why are some employees more likely to leave an

zation? Will_reorganization improve productivit

are sonﬂ;ups more creative and productiv

others? \?r new rewards strategy improve cu

service? wers to questions such as these _

tionally dnﬁ experience, judgement and in \

However, bngand human capital analytics enable

HR professio demonstrate, with quantifi 3

measures, the ir( policies and practices h

individual and gro viour and performance.

analytics can thus idei and effect relationships, 2 |

and predict the consequ&,' oducing new poli- ]

cies and practices. q §
The benefits of HR are illustrated by 4i 0 nﬂ b%g réeruited. Costs were reduced, and

et al. (2016): N @a hm proved that achieving gender diversity
did not depend on human screening.

1. A bank faced the problem ofident‘ifying high-potential S A e oy ol flh SET @
employees. Wha,t CTHEES [T they. wanted 1o offered bonuses to encourage staff to stay, but these
know, best predicts performam5§mﬁr§jlﬁrOVidiEdﬁViaata arelilies wew ihen vsed i
that branch and team structures e dic- o . :

i o ) profile high-risk staff. This showed, contrary to tra-

Ttors. This challenged traditional assump.mop.écat'&sondmumptionsl that those in small teams T
importance of factors such as academic achievement. . : .

longer periods between promotions, and with lower

2. A professional services company developed auto- performing managers, were most likely to leave. The
mated CV (résumé) screening to reduce the costs of solution involved scrapping the bonuses and spend-
processing large numbers of job applicants. However, ing that money instead on offering more opportuni-
they also had a policy of hiring more women. The ties for development, combined with support from
HR algorithm successfully identified candidates most stronger managers. Performance and retention both
likely to be hired, and rejected those with little or no improved.

Y,
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EMPLOYABILITY CHECK (practical skills)

The Financial Times newspaper asked employers in 2018 what skills they looked for when recruiting Masters
graduates from business schools. The top five were all ‘soft’ skills: ability to work in a team, ability to work
with a wide variety of people, ability to solve complex problems, ability to sustain and expand a network of
people, and time management and ability to prioritize (Nilsson, 2018). How do you rate yourself on those
five skills? What actions do you need to take to develop those soft skills?

nce of an understanding of 4. Understand the differen tween positivist
d constructivist perspectives,

d d/d their respec-

® Organizations influence almost ey, ications for the stu @ganizaﬁonal
dailhn a multitude of

® |f ventually destroy

not lie with technology
organizations an

rspective uses th research
des of explanation folind in the
study and understandorganiza-

2. Explain and illustrate the central dile

. . ly conventional scientific research
organizational design.

e, because of the ‘reactive effects’
o play when people know they are

uctivist perspective assume@, as we
re self-defining creatures who attach meanings

to our behaviour, social science i%rent from

® The organizational dilemma concerns ho
oncile the inconsistency between individ
spirations, and the collective purpo

ganization.
3. UnJ&r d the need for explanations o

iour I nizations that take account o natural science. %
nations d relationships between, factors at ® A constructivist perspective beli t reality is not
differen ?Of analysis. objective and ‘out there’, but ly constructed.
® The stu &ganizationd behaviour i ® A constructivist approach?ons scientific neu-
disciplinary \drawing in particular from psychology, trality and seeks to sti ocial and organiza-
social psychol yogy, economics and politi- tional change by img critical feedback and
cal science. encouragin ess.
® QOrganizational behavio olvegy a _multi-level 8 e .
g n tarfd the distinction between variance
study of the external enviro nt, . ..
L ocess explanations of organizational
nal structure, functioning and per n

L . ehaviour.
organizations, and the behaviour of groups and
® \Variance theory explains organizational behaviour

individuals.
by identifyi lationships bet ind dent
® (Qrganizational effectiveness and quality oi working .daéén l ym%tr(\e/aarifbr:(is I\F/vahicﬁ \c/\;iegelr(;e?i?\zz aer?d
I E17e @ Elmee) 577 & @ l I &XprOVI measure .i/arlance theories are often quantitative,

individual, group, structural, proceSSﬁégaP,agebn.c@me esed) o @ sesiist samrzerie,

rial factors.

® Process theory explains organizational behaviour
using narratives which show how many factors pro-
duce outcomes by combining and interacting over
time in a given context. Process theories can com-
bine quantitative and qualitative dimensions, and
can draw from positivist and constructivist traditions.

® In considering explanations of organizational
behaviour, systemic thinking is required, avoiding
explanations based on single causes, and consider-
ing a range of interrelated factors at different levels
of analysis.
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s A
6. Explain the development and limitations of 8. Assess how the human resource management
evidence-based management. function can use big data and human capital
e The concept of evidence-based management is analytics to improve individual and team perfor-
popular, but the links between evidence and prac- mance, and organizational effectiveness
tice are complex; evidence can shape the ways in ® Extremely large and complex sets of data — ‘big
which problems are understood and approached, data’ — can be captured easily, stored cheaply, and
rather than offering specific solutions. analysed rapidly, due to developments in data stor-
e and data processing capabilities.
7. Recognize the breadth of appllcatlons e . c _ 2 p. o
zational behaviour theory, a contrl al analytics applies sophisticated ana-
human resource manage ac e lytical tog@ls an niques to big data sets in order
to generate ' 'ghts that can improve
® The Bath model of source management .
: organizational perfor,
argues that dISC ehawour going beyond
minimum re srehes on having a combina- ® Human capital analy’u complement  (or
tion of HR poN@es replace) experience, udge d mtumon as
. S for HR decision maki h quantified
® High per ance work practices inc
: can help to establi al relation-
zatio tability by decreasi
. HR poI|C|es and pr and per-
over improving producti
wideﬂopted.

Revision 1. How is organizational defined? Wha

is the practical relevanc
2. Describe an example o

treated badly. Suggest p
3 .

P . Hospital managers are ¢

f the three elements, s

ce in general, and to the human resource

assignment morning when you wake up, and ending on Sunday

A

[

I EE—

— payments, the compani
[

I

pay, and from which organizations do you get these

oA
m_

oes this subject cover? What

1, where you as cust I were
our treatment.

lents with medical emergencies wait too long

in the casualty depart re they are diagnosed and treated. Whimbproach,

9 positivist or constructivi re likely to resolve this problem, and
0 4. Using your own examples, explain how removing each element in tu the Bath
/ model - ability, motivati ortunity - can reduce employee pe ce. For each

w the performance problem co solved.

at contribution can big data and human capital analytics

i ae to organizational
manag nction in particular?

- —
Q4 .
- o -
Research Organizations affect all aspects of our hves Buy a small notebook. Starting on Friday

night when you go to bed, keep a

list of all the organizations with which you have contact over this period.

‘Contact’ incl&a,mplﬁ r@mdﬁde\ﬁha@u listen to at breakfast, a tele-
vision station that yougwatch the shops that you visit, the bank with whose card you make

rP rﬁQ\E‘D{SE 1 s and taxis that you use. Which compa-
nies make the food and drinks that you consume? Also, which cinemas, bars, nightclubs,
sports and social clubs did you visit? Religious and educational establishments? Medical
facilities or emergency services that you have used (you never know)? Check your mail:
which organizations have written to you? Do you have any utility or council tax bills to

services? Have you dealt with any

charity requests? Have you checked your internet service provider and social network-
ing organizations? What companies made your computer and mobile phone? Which
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companies designed the browser and other software that you are using? Whose advertise-
ments have you watched?

Every time you do anything or go anywhere over these three days, stop and ask, which
organizations am I interacting with in some way? Record the names in your notebook.
Then on Sunday night, or first thing Monday morning:

1. Total the number of organizations with which you have had contact on each of the

three days - Friday, Saturday and Sunday.

2. Remove any dupha éssi it ach organization on your remaining
list. =
3. egorization scheme for your number ions, including as many
as possible: private-public; profit-charitable; g rgices. Use as many cat-
ories as you need. Some organizations may not ‘fit” your , but this is not a
Qproblem. How many organizations were in each category?
? 4. Consider what this li i
w pared to shar

Q

veals about you and style. Be pre-

Stella Cottrell (2017) Cri
Reflection. Basingsto
use of critical thinkin

Edward Houghton (201
Evidence. London: C
dence on human cap

P affluent organizations
that there is scope for

9 Lyman W. Porter and Be
&/ in OP/OB’, Annual Revie;

1: 1-21. Fascinating a
& twentieth century; rev

%Wright and Michael Ulrich (2017) ‘A road well traveleds:

Capital
sti

ytics insights. b
Schneider (2014) ‘What was, what iﬁ what may
of Organizational Psychology and Orgamizdti

of the history of organizational b

rent status, with recommendati

the future.

Psy nd Organizational Behavior, 4: 45-6

C
ffective Analysis, Mnent, and
g students’ guide to nature and

d Reporting: Exploring Theory and
el and Development. R ws the evi-
practice is restricted to larger and more

ofessionals still rely on personal judgement, and

be

onal Behavior,
r from the mid-

ast, present, and future

iew of research focusing on the

of strategic human resource management’,§ Review of Organizational

links b eeri( meﬁ ofganizational performance.

-

OB cinema

Antz (1998, diredcﬁars Eric Dariell and Tim Johnan). This clip (7 minutes) begins immediately after
* the opening cre @it p )anl pK/Q&lI\ refiiny’ba'ny life I've lived and worked in the

big city’, and ends with G\Eﬁagﬁgzi&jieggman) saying, ‘Our very next stop Cutter’. This
is the story of a neurotic worke ; , ts to escape from his insignificant job in an

authoritarian organization — the ant colony.

1. Using the field map of the organizational behaviour terrain as a guide, identify as many examples
as you can of how individual, group, structural and managerial process factors influence organiza-
tional effectiveness and quality of working life in an ant colony.

2. What similar examples of factors affecting organizational effectiveness and quality of working life
can you identify from organizations with which you are familiar?
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s

N

1: Best job — worst job ..'
Objectives 1. To help you to get to know each other.

2. To introduce you to the main sections of this organizational behaviour course.

Briefing 1. Pair up with ano ther to find out names, where you
both coge from % currently taking.
2. | L&voduce your partner to the other mem@ e class.
pairs now join up, and the group of four dlscuss

éhat was the worst job that you ever had? What made |t S

What was the best job that you ever had? What made it so go
v 4. Appoint a scribe
w about their

Q 5. The spe then give presentatio
i s of what made a job good or ba

e frequency of@

es revealed in grou ers’ stories
group spokespers

ole class, summan@ve recur-
listen, use this heet to

ence of the varia rs.

(v) if mentioned

Factors

Individual factors

er people
t or little

elping or not contributing
with co-workers b
e to conform to group norms

not welded into a team

sks: boring or interesting
ponsibilities: clear or unclear
ision: too close or little

Rules: too many or insufficient guidanc
ment factors  Boss: considerate or autocratic
, Decisions: imposed or aske | s

o Disagreements wi a@gﬁn or few
es: rly implemented
— _

Sample provided via
Pearson.com
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B
2: Management versus workers

and Blyton, 2007, p.305):

® Health and safety standards
® Basic pay

® [ntroducing ne@
° Le“v?t working

o ing interesting jobs
g nus payments
Flexible working hours
® Equal opportunities

Py 4*
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