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Guided tour

Part 1 The organizational context

[ PESTLE: The Political, Economic, Social, Technological, Legal, and Ecological Context ]
« Individual factors L
« Group factors + organizational effectiveness
« Structural factors + quality of working life
« Management process factors J—\
the organization' past, present, and future.

A field map of the organizational behaviour terrain

Introduction

Part 1 on the organizational context, explores four topics:

* Different ways to explain organizational behaviour, contrasting traditional variance expla-
nations, with contemporary process explanations

* How the wider environment of the organization affects internal structures and working
practices, including ethical behaviour, and corporate socia responsibilty

« How developments in new technology, such as Web 2.0 applications, are changing the
nature of work and organizations, and the role of choice in shaping the outcorne

« Aspects of organization culture, and different ways to understand this concept, and the
links from culture to organizational change and performance.

The second decade of the twenty-first century i a time of severe econormic and geopoliical
turbulence and uncertainty. accompanied by rapid developments in new technologies. The
abilty of organizations to anticipate shocks, trends, and opportunities, and to respond rapidly
in appropr . is clearly vital o be designed
and managed ~‘buit to change’ ~in order for these degrees of responsiveness and adaptabilty
to happen effectively.

The subject matter of organizational behaviour spans a number of levels of analysis ~
individual, group, organization, and the wider environment, or context. Part 1 explores key
aspects of the organizational context. These include the pace of socal and technological change,
and the pressures on management to be seen to be acting ethically and exercising corporate
social responsiility. Organizations develop their own distinctve cultures, which are different
from, while cleary linked to, the wider national cultures in which they operate.

Invitation tosee 3

A recurting theme in this text concerns the design of jobs, and the organization and
experience of work. The organization of work reflects a number of influences, at different
levels of analysis. We explain how the experience and organization of work is influenced by
* contextual factors, in Chapter 2;

* technological factors, in Chapter 3;

* psychological factors, in Chapter 9;

* social psychological factors, in Chapter 13;
« historical factors, in Chapter 15,

« power and political factors, in Chapter 22.

Invitation to see

“This photograph, taken in a Chinese textiles manufacturing plant, appeared in The
Sunday Times, 17 June 2012, p. 3

1. Decoding:  Look at this image closely. Note in as much detai as possible what messages
you feel thatiti trying to convey. Does it tell a story. present a point of view,
SUppOrt an argument, perpetuate a myth, reinforce a stereotype, challenge
a stereotype?

2. Challenging: To what extent do you agree with the messages, stories, points of view,
arguments, myths, or stereotypes in this image? s this image open to chal
lenge, to crticism, or o interpretation and decoding in other ways, revealing
other messages?

3. Sharing:  Compare with colleagues your interpretation of this image. Explore expla-
nations for differences in your respective decodings

Part openers — the book is divided into five

parts. Each part begins with a part map and a
full introduction, making the structure of the
book more transparent and easier to navigate

Invitation to see — explore how work and
organizations are presented in the media
through images. Learn how to analyse and
‘decode’ the messages within the image

4 Part1 The organizational context

You're the employee: what would you do?

You are 25 years o, and a member of ‘Generation Y. How
would you adise this manager to address his problem?

Help me generate resuls from Generation Y staff. 'm
the Managing Director of a small firm operating in
high-pressure environment. Despite high attition in
our industry, our team prides itsef on good manage-
ment practice as well as getting results. However, with
new starters now haing an average age of 25, | am
finding that since | was young (m now 40),a lot has
changed. Attitudes have been transformed — but not
for the better. Not only are we having to work harder
0 attract our recruits, but we are finding that in their
firt few months we have to ‘counsel” them 1o see the
bigger picture.

For example, we have always motivated our team
by offering a modest basic salary, plus performance-
related bonuses. But, increasingly, we are finding
that our recruits are perfectly content to earm just the

The younger generation now have higher expec-
tations. This s great, but all too often they seem to
expect 100 much, too saon - without putting in the
necessary work. As someone who climbed to the top
through hard grat, | find this bewidering, How can |
motivate our new starters and channel their energies
in the ight direction?

From Troubleshooter’, People Management.
15 May 2008, pp. 50-51.

What would you do?: solve real-life problems
to help you relate Organizational Behaviour
theory to practice




Guided tour

~
Chapter contents — navigate each chapter easily
using the contents list provided at the

L beginning of each chapter

~

-
Key terms — those mentioned in each chapter

are listed for reference here, with definitions
\available in the margins and the Glossary

)

Learning outcomes — clear learning outcomes,

which you should be able to achieve, are listed

at the beginning of each chapter. A Recap

feature at the end of the chapter can be used
| asa reminder and for revision

~

-
Why study . .. ? — each chapter begins with a
discussion about why you should study the

\subject and what is important to understand

-
Key terms - those introduced at the start of the

chapter are highlighted in the text where they
first appear, with a brief explanation provided
\in the margin

Chapter 2 Environment

Key terms and learning
outcomes 40

Why stucy an organization's

envionment?

The continuing search for it 42

Analysing the organization's

environment 46

Ethical behaviour 61

Key terms
environment environmental scanning
globalization

PESTLE analysis
scenario planning

stakeholder
environmental uncertainty
environmental complexity
environmental dynamism ethics

post:modern organization ethical stance

Business ethics and corporate.

sadial responsibity €5
Recap, Revison, Research
assgment /2
Springboard, 0B infims,
08 on the web 73

Chapter exrcises, Employabilty

assessment
References 76

environmental determinism
strategic choice

corporate social responsibility

Learning outcomes

‘When you have read this chapter, you should be able to define those
Key terms in your own words, and you should also be able to

Understand the mutual interdependence between the organization
and its environment.

2. Appreciate the strengths and limitations of PESTLE analysis of
organizational environments.

3. Explain responses to
turbulence.

4. Apply utilitarianism, the theory of rights, and the theory of
justice to assess whether or not management actions are ethical,
and recognize the limitations of those criteria

5. Understand the concept of corporate social responsibility,

and the practical and ethical implications of this concept for
organizational behaviour.

Why study an organization’s environment? 41

Why study an organization’s environment?

Should that have happened?

Lee and Charlie

to persuade Lee to priortize the disposal problem,
without success. Having decided that Lee should

Lee is 61 and has been director of engineering for
Burnside Semiconductors for fourteen years. Inteligent
and with a reputation as  good manager, he has
ot kept up to date with technological developments.
The manufacturing process produces toxic waste, and
Lee's casual approach to disposal has culminated in
two court cases which could cost the company con-
siderable sums in damages. The company's executive
vice president, Charle, has tried for about three years

be removed from his posiion, Charle s reluctant to
fire him as that would demoraize other managers.
He therefore tells colleagues, informally, that he is
ot satisfied with Lee's work, and exaggerates Lee's
faults in these conversations. When Lee encounters a
growing lack of support from colleagues, he decides
10 take early retirement

Is Charle’s approach ethical?

Environment issues,
ends, and events
outsde the boundaries
of the organization,
which nfluence interal
dedisons and
behaviours.

Stakeholder anyone
who's concemed with
How an organization
operates, and who
will b affected by it
decisions and actins.

STOP AND THINK

An organization must interact with the outside world, with its environment. The operations
of any organization - local café, city hospital, multinational car-producing company - can
be described in terms of ‘importtransformation-export processes. The car plant imports
material, components, equipment, staf, and energy. It then ransforms these resources into
vehicles, which are exported to customers through online sales outles or a dealer netvvork.
Organizations are involved in a constant series of exchanges with their suppliers, consumers,
regulatory agencies, and other stakeholders, including their employees.

“The environment for a car plant in the twenty-first century is complex. The costs of oil
and petrol are high, and are sensitive to unpredictable geopoliical trends. The development
of hybrid and electric-powered vehicles s starting to erode sales of petrol-driven cars. The
industry consolidation of the late 19905 saw many smaller manuiacturers (Saab, Rover, Rolls
Royce, Jaguar, Land Rover, Volvo) bought by larger companies (General Motors, BMW,
Ford, the Tata Group). Competition encourages manufacturers to locate plants in low-wage
counties (Hungary, Brazil, Romania) generating resentment in traditional manufacturing
bases (America, Briain, Europe). In Japan, gaiats, o foreign pressure, led (0 restructuring
at Toyota, Honda, and Nissan in the late 1990s.

Cost competiton has encouraged the use of ‘lean manufacturing’ methods, with con
sequences for working practices and quality of working life. There is concern over the
environmental pollution generated by internal combustion engines which burn petrol and
esel oil, encouraging the development of cleaner engines to reduce carbon emissions.
The volume of traffic in many cities around the world has driven governments to consider
road pricing, congstion charges, and taxes {0 encourage the use of public transport. These
are just some of the factors in the external environment of a car plant. Such factors force
constant adjustments to ways of thinking about the business of making cars. This means
always thinking about the organization’s business strategy, organization structure, use of
resources, management decisions, ob design, and working practices

What other factors, trends or developments in the external environment of a car plant
have not been mentioned? How will these affect the company's behaviour?

What are the main factors in the environment of your callege or university? How are.
those factors influencing management actions - and how are these affecting you?
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Types and traits 191

The Ayurveda principle

Boxed features — application and illustration

The ancent ndian system ofholtc medicn, Ayurveda,  very important mel. SKin i reddish. Prone 1o acne,
isfounded on the principlethat ing matter s composed rashs, lcers, and urinary infections, .

of cart, water, fre,a,and ther, combining .GV e Kapha (carth and woter: Stocky, perhaps overweight of conce pts theories and frameworks
basic personality types or doshas: vaa, pifa and kapha Loya workers, not pusty. Patint, affectionate and 4

Morts, 1999

Vot i s i e A, s, i, 73 are discussed throughout the text. Boxed
‘and artistic, leaning towards athletics or dancing. Like to problems, and depression.
e s e features highlight specific areas of interest,

Pitta (water and fire): Medium build with fair or red hair.  character. The key to health lies in balance, ensuring that

e g o o e o classic research, management applications,
international examples and social commentary

Using this theory, the mother-and-daughter team of Katherine Briggs and Isabel Myers

(Myers, 1962, 1976; Myers and McCaulley, 1985) developed the Myers-Briggs Type Indicator
(MBTI), probably the world’s most popular personality assessment, still widely used across
a range of organizational contexts, including management development programmes focus-
ing on self-awareness and personal development. The MBTI makes Jung’s theory easier lo
understand and practical, rating personal preferences on the four scales:

Introvert <———>  Extravert
Sensing <————>  iNtuiting

Isabel Briggs Myers inking Feeling
ing > Perceivin
(1597-1980) Judging Perceiving

Portraits — images of the leading scholars who

ing sixteen personality types, each known by its letter code; iNtuiting is known by the letter

—
e N to avoid confusion with introversion. If you are ENFP, you have been typed as Extravert

v, P Pt 1 ok e Bower, o e s have contributed to our understanding of the

S b o s (¢ oy heh AP o e e subject are included throughout

evaluations (F); we may prefer to focus on the immediate and concrete (), while being able

when appropriate o consider imaginative apportunitis (N)
“The MBTI has a number of applications. For example, problem-solving and decision-
making groups need a complementary personality mix; intuiive types need sensing types,
feelng types need thinking types. This echoes the theory of efective group composition
Trat a rlativelystabe  developed by Meredith Belbin (1981 1993; see Chapter 11)
qualty or attrbute of an Type approaches fit people into categories possessing common behaviour patterns. A
indviduals pesonlt,  personality trait, on the other hand, is any enduring behaviour that occurs in a variety
influencing behaviour i of setings. While individuals belons to types, traits belong (o individuals. You fi a type;

Katherine Cook
Briggs (1875-1968)

apartclar difection.  you have a trait. Traits are also defined in terms of predispositions to behave in a particular
Nomothetic an way.

approach to the sudy o Examples of traits include shyness, excitabiliy, reliability, moodiness, and punctuality. The
peonly ety studyo s persoaly eesrch and assssment,andof how s cluser o fom super
the identifcation o trats, traits’, is associated with the nomothetic approach in psychology.

and the systematic Nomothetic means ‘law-setting’ or ‘law-giving’ Ps\chulogl:ls who adopt this approach
relationhips between ook for universal laws of behaviour. The nomothetic approach assumes that personality is
diferentaspects of  inherited and that environmental factors have lite effect. This approach sits on the nature
personaliy. side of the nature/nurture debate, and adopts the following procedures:
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Table 5.3: Schedules of reinforcement

Highly illustrated and accessible — cartoons,

e o s images, tables and diagrams feature

throughout the text to make the book

e more engaging and accessible

variable reinforcement of  correct response  can produce a high response rate that s resistant  prizes
interval after random periods o extinctior

Source: based on Luthans and Kreitner (1985),

+ t + +
8 H & &
g g g g
© Time —& © Time — © Time — © Time —

Figure 5.2: Interval and ratio reinforcement schedules
Source: from MORRIS, CHARLES G MAISTO, ALBERT A, PSYCHOLOGY: AN INTRODUCTION, 11th Ed. © 2002, p. 213

Reprinted and Electronically repraduced by permission of Pearson Education, Inc, Upper Saddle River, New Jersey.

Stop and think - featuring frequently
throughout the text, you are invited to consider
contradictory and controversial points and
arguments and encouraged to apply ideas and
analysis to your own experience and challenge
your own assumptions

In this cartoon, what modes of reinforcement are being discussed?

STOP AND THINK "
\ 7 3@),;

(Fas

& m« g

Source: Reproduced with the kind permission of King Features Syndicate, all ights reserved.
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Home viewing - suggests films you can watch
that illustrate particular points and topics in
the text

Types and traits 193

“This does not mean that every individual who has trait 1 has a Type ‘X" personality. It
means that questionnaire analysis has shown that individuals with high scores on trait 1
are more likely o have high scores on traits 3 and 5 also, putting them into the Type ‘X’
category. The result of an individual assessment using this approach is a personality profile
across several traits rather than allocation o any one personality type.

The E dimension divides us into two broad categories of people - extraverts and introverts.
American use of these terms refers to sociability and unsociability. European use emphasizes
spontaneity and inhibition. Most of us have a trait profile between these extremes. Eysenck
argues that seven pairs of personality traits cluster to generate, respectively, the extravert
nd o personlny types These s are summarizd i Table 6.2

Extraverts are tough-minded individuals who need strong and varied external stimulation
‘They are sociable, like parties, are good at telling stories, enjoy practical jokes, have many
friends, need people o talk to, do not enjoy studying and reading on their own, crave excite-
ment, take risks, act impulsively, prefer change, are optimistic, carefree, active, aggressive,
and quick-tempered; they display their emotions and are unreliable.

Introverts and do not need

stimuli. They are quiet, introspective, and retiring: they prefer books to people, are with
drawn and reserved, plan ahead, distrust impulse, appreciate order, lead careful sober lives,
. suppress emotions, worry about moral standards, and

have
are reliable.

Table 6.2: Trait clusters for extravert and introvert types

extravert introvert
actiity inactivity
expressiveness inhibition
impulsiveness control
irresponsibilty responsibilty
practicalty reflectiveness
fisk-taking carefulness
sociabilty unsociabity

The N dimension assesses personality on a continuum from neuroticism 1o stability.
Neurotics are emotional, unstable, and anxious, have low opinions of themselves, feel that
they are unattractive failures, tend to be disappointed with lfe, and are pessimistic and
depressed. They worry about things that may never happen and are upset when things
g0 wrong. They are obsessive, conscientious, and highly disciplined, and get annoyed by
untidiness. Neurotics are not self-reliant and tend to submit to institutional power without
question. They feel controlled by events, by others, and by fate. They often imagine that they
areill and demand sympathy. They blame themselves and are troubled by conscience.

Home viewing

Glengarry Glen Ross (1992, director James Foley) i based
in a Chicago real estate office. To boost flagging sales,
the ‘downtown’ manager Blake (played by Alec Baldwin)
introduces a sales contest. First prize is a Cadillac
Eldorado, second prize s a setof steak knives, third prize
is dismissal. The sales staff include Ricky Roma (Al Pacino),
Shelley Levene (Jack Lemmon), George Aaronow (Alan
Arkin) and Dave Moss (Ed Harrs). In the first ten minutes
of the film, note how Blake in his ‘motivational pep talk

conforms to the steretype of the extravert, competitive,

uccessful ‘macho’ salesman (waming: bad language).
Observe the effects of his "pep talk’ on the behaviour
of the sales team. Does Blake offer a stereotype which
salespeople should copy? What s Blake’s view of human
nature? This part of the movie shows the construction of
individual identiy through a ‘performance’ conditioned
by organizational context. This contrasts with a view of
identity as genetically determined.

Recap - summaries the Learning outcomes
listed at the beginning of the chapter. You can
use these as a ‘checklist’ for your own learning

Revision — a series of typical essay questions,
encapsulating the learning outcomes, which
you can use for personal study or as tutorial
revision aids
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6 RECAP

1. Explain the basic tenets of social identity theory
and social representation theory.
* Sodial identity theory holds that aspects of our
identity derive from the membership of a group.

Groups construct social epresentations consising
of belifs, ideas, and values, which they transmit to
their new members.
® Such representations, together with group social
ization, lead 1o all members sharing a common
frame of reference.

2. Distinguish the different directions in which indi-
viduals’ behaviour can be modified by a group.
Individual behaviour s variously moified by the

nce of others or by being a part of a group.
Yhe concepts of social influence, social facitation,
synergy, and social loafing distinguish the direction
and nature of such modifications.

3. Understand how groups use norms to regulate
the behaviour of their members.
 Sodial norms guide the behaviour of individuals in
a group. They can be pivotal or peripheral
 Sodial norms are established i four ways - explicit
tements, crtica events, inital behaviour, and
transfer behaviour
Sanctions are adminitered by members to those.
R v oo
Sanctions can therefore be negative
B v e . o) Croure
possess an escalating hierarchy of ever-stronger
negative sanctions.

4. Understand the process of group socialization of
individuals
* Groups teach new members about their norms;
and incorporate them into their shared frame of
reference through the process of group sodialization.

5. Explain why individuals conform to the dictates
of their group.

* Asindividuals, we tend to conform to group nomms
because of benefits for us mmwauauy if others
abide by the agreed rules; our desire for order

1 meaning n ur st snd a e
satsfying response from others.

* The ‘cost to the person who is a member of a
group is the deindividulization that membership
entails. Group membership brings with it anonyim-
ity and becoming lost in the crowd’. This can
reduce our sense of individual responsibilty, lower

I constraints, and lead us 1o engage in
iste antsocl sl

8

6. Distinguish between conformity and obedience,
and between compliance and conversion.

* Conformity refers to a change in an individual's
belief or behaviour in response to realor imagined
group pressure, while obedience describes a situ-
ation n which an individual changes their behaviour
in response to diect command

* Research shows both that a majorty influences
an indvidual (this being called compliance), and
thata minoriy can influence a majority (this being,
called conversion).

I social loafing an individual issue, varying according to an individual’s personality
and values; is it an organizational culture issue depending on company norms about
overmanning, non-jobs, and management's acceptance of poor employee performance?

2.1s conformity by the individual within organizations a bad thing that should be

eliminated or a good thing that should be encouraged?
Critically evaluate the empirical research on individual conformily to group pressure.
Suggest how an individual might go about persuading a majority.

Xix
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Research

Springboard 417

Choose an organization with which you are familiar, and interview some employees who

assignment  ork there. Ask cach interviewe how their co-workers would reac,if they

1. Were seen being rude or indifferent to a customer.

2. Criticized a co-worker who was not performing satsfactorily.

3. Performed their work at a level noticeably higher than that of their co-workers.

4. Approached management offering a solution to a problem they had identified.

5. Expressed concern to management about the wellbeing of their fellow workers.

6. Expressed concern about the poor quality of the organization's product o service.

7. Actively developed their skill and knowledge about the organization’s operations and

products.

Finally, ask if there are things that any employee should do or ot do, if they wanted to

get on well with their co-workers in the organization. Use the information obtained from

your interviewees to determine

() on which topics there appear 1o be group norms

(b) which norms are pivotal and which are peripheral

(c) what effects these norms have on the behaviour of the individuals, the operation of
the group and the performance of the department.

Springboard

Jerry Burger (2009) ‘Replicating Milgram: would people still obey today?’, American
Peychologist, 64(1), pp. 1-11. A modern replication of Milgram’s classic abedience
experiment

M. Doms and Eddy van Avermact (1951) The conformity effct a timelss phenomenont”
Bulletin of the British Psychological Society, 36(1), pp. 180-8. These authors replicated
Solomon Asch's cassc sudics on inividual conformity in groups and obiained similar
esuls

Bibb Latané, Kipling Williams and Stephen Harkins (1979) ‘Many hands make light the work:
h d loaf P 0

37(6), pp. 822-32. This classic article discusses the re-creation of Ringelmann’s experiment
that first revealed the existence of the phenomenon of social loafing,

Nigel Nicholson (2003) ‘How to motivate your problem people’, Harvard Business Review,
81(1), pp. 7-65. Provides useul advice if you are in a student project team and one
‘member is not pullng their weight.

Research assignment — provides an opportunity
to test your knowledge and take your learning
further

Springboard - a short annotated guide to some
further reading and more advanced study

Springboard 453

€ osi

n films

The Dish (2000, director Rob Sitch), DVD track 8: 0:35:55 10 0:53:07 (18 minutes sequenced). It is
July 1969, and Apollo 11 i heading towards the moon. On earth, the Parkes Radio Telescope in New
South Wales, Austraia the largest n the southern herisphere, has been designated by NASA as the
primary receiving station for the moonwalk, which it will broadcast 1o the world. Then, due to a
power cut, it ‘loses' Apollo 111 Parkes's director, Clff Buxton (played by Sam Neil, and his team of
scientists - Mitch (Kevin Harrington), Glenn (Tom Long), and Al (Patick Warburton) — all have to work
hard (and quickly) to solve the problem. The clp begins with the lihts going out during the dance,
and ends with Al saying ‘Just enough time to check the generator.

dentify exampls of each of the elements of Sundstrom et als ecological framework for analysing
work team effectiveness as the team members deal with the ciss.

Sundstrom framework element Example

Organizational contert

1. Organizational culture

2. Task designtechnology

3. Mission clarty

4. Autonomy

5. Performance feedback

6. Rewards and recognition

7. Physical environment

8. Training and consultation

Work team boundaries

Team development

1. Interpersonal processes

12. Norms

13. Cohesion

14. Roles

Q OB on the web

Search YouTube for ‘Feris State Formula Hybrid Team. This video descrbes a universty student
project. Which group and team dynamics concepts, introduced in this or in previous chapters on
groups and teams, can you see being demonstrated here? List each one, and llustrateits application
by quoting the speaker's comments from the video.

OB in films — identifies films or television
programmes that illustrate the wider relevance
and application of the issues and ideas
introduced in the chapter

OB on the web - suggests internet sources that
further illustrate particular concepts and themes
from the chapter and suggest activities you can
perform to test and apply the concepts and
themes
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Chapter exercises — each chapter contains two
exercises, one designed for large classes and the
other for smaller tutorial and seminar settings
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CHAPTER EXERCISES
1. Would you make a good team player?

Obiectives 1. Identify behaviours o improve teamorking.

2. Practise using Sundstorn et s model as an explanatory framework
Briefing 1. Indvidually

(a) Read through each of the following three teamworking scenarios.

) ‘the four ‘the reasons for your
choice.
2. Form groups and nominate a spokesperson.

(a) Beginning with the first scenario, each member in turn indicates which option is
preferred and why.

(b} When all group members have indicated their preferences, discuss the various
options, as well as their pros and cons, and decide upon a group-agreed option
from the four offere

(9 Explain what is wrong with the other three.

(d) Suggest an alternative option of your own, justifying whether it is better than the

(e) Repeat the process for the second and third scenarios.

3. The dlass re-forms. The spokespersons for each group report back.

Scenario A Suppose that you find yourself in an argument with several co-workers about who
Should do a very disagreeable but routine task. Which of the following would be the
mast effective way to resolve this situation?

@) Have your supenvisor decide because this would avoid any persona bias
(b) Arrange for 2 rotating schedule so everyone shares the chores
(0) Let the workers who show up earliest choose on a first-come, first-served basis.
(d) Randomly assign the task.
Scenario B Your:
In your view, your team should:
(a) Use comments that build upon and connect to what others have already said.
(b) Set up a specific order for everyone to speak and then follow it
(c) Let team members with more say determine the direction and topic of conversation.
@ Doallof the above.
Scenario C  Suppose you are presented with the following types of goals. You are asked to pick one
1 your team to work on, Which one wouid you ch
(a) An easy goal to ensure the team reaches it, thus creating a feeling of success.
(b) Agoal of the |, but successful
without too much effort
(9) Adifficult and challenging goal that will stretch the team to perform at a high level,
but attainable so that effort willnot be seen as fule.
(d) Avery difficult or even impossible goal so that even if the team falls short, it will at
least have a high target o aim for.
Source: acapted from Stevens, M. and Gampion, M.A. Journal of Management,
Vol. 20, No. 2, pp. 503-530. The knowiedge, skilland abilty requirements for teammwork.
implcations for human resource management, Copyright © 1994, Southern Management
Association. Reprinte by permission of SAGE Publcations

Employability assessment — improve your
employability by identifying significant

issues from the chapter, relating them to
employability competencies and deciding what
actions you need to take in order to maintain
kand develop them

References — each chapter ends with a detailed
list of references utilized in the chapter,
covering the latest and classic research.

Use these to take your study further
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Employab

assessment

With regard to your future employment prospects:

2
3

References

Identify up to three issues from this chapter that you found significant

Relate these to the competencies in the employabilty matix.

Decide what actions you need to take to maintain andor develop those competencies
under each of the four heacings of the employabilty maix

Leadership qualities

eadership
people management

— Employability ———

Alen, N.J. and Hecht, . (2004) ‘The romance of teams;
towards an understanding of ts psychological under.
pinnings and implications’, Journal of Occupational
and Organizational Psychology, 77(4), pp. 439-61

Ancona, D., Bresman, H. and Caldwell, D. (2009) ‘The

Benders, J. and Van Hootegem, G. (1999b) ‘Teams and
their context: moving the team discussion beyond exist
ing dichotomies', Journal of Management Studies, 36().

Bratton, J., Callinan, M., Forshaw, C. and Sawchuk, P.

Xeteams',
Organizational Dynarics, 38(3), pp. 217-24.
Annett, J. and Stanton, N.A. (2000) ‘Team work: a prob-
lem for ergonomicst", Ergonomics, 43(8), pp. 104551

Benders, J. (2005) “Team working: a tale of partal par-
icipation’, in B. Harley, J. Hyman and P. Thompson
(eds), Participation and Democracy at Work.

Lond

Essays in

(2007)
Palgrave Macmillan.
Buchanan, D.A. (1994) ‘Cellular manufacture and the role
f teams’, in J. Storey (ed.), New Wave Manufacturing
Strategies: Organizational and Human Resource Manage-
ment Dimensions, London: Paul Chapman Publishing,
Pp. 204-25

5574,
Benders, . and Van Hootegem, G. (1999) ‘How the Japanese
got teams’, in S, Procter and F. Mueller (eds), Team-
working, Basingstoke: Macrillan Business, pp. 43-59.

Chansler, . dass, PM. and C. (2003
“Self-managing work teams: an empirical study of group.
cohesiveness in “natural work groups” at a Harley-
Davidson Motor Company Plant’, Small Group Research,
34(1), pp. 101-21
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The eighth edition of Organizational Behaviour comes with MyManagementLab. Available
from spring 2014, MyManagementLab is an online resource bank, offering a tutorial, home-
work and assessment system for Management and Organizational Behaviour courses. It
enables lecturers to set assignments and use an online gradebook to track student progress.
For students, it provides interactive, multimedia experiences that support your learning,
helping you to revise and practise via a personalized study plan.

A student access code card may have been included with your textbook at a reduced
cost. If you do not have an access code, you can buy access online. To buy access or
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Study plan and tests
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Case study videos

Watch interviews with managers from a range of firms discussing how their organizations
function, and then answer questions designed to help you relate the video material to the
book content. These organizations range from SMEs to well-known multinationals.

PEARSON ALWAYS LEARNING

Video Case Study

British Heart Foundation

06:23 -l 3|

Mini-simulations

Mini-simulations are engaging interactive exercises that allow you to apply your knowledge
to real-life situations and see the results of making certain decisions.

Pearson Management Simulation

PEARSON LWAYS LEARNING
Background

Simulation: Decision Making

A

Holden Evan, Inc. is a global powerhouse in branded consumer packaged goods with
annual revenues exceeding US$50 billion. Products are marketed in more than 50

countries worldwide. Holden Evan's corporate strategy is built around its leading
market brands. One such brand Is Island Knight cologne. Unfortunately, it has v

- challenge. Good luck! NEXT
Glossary | Progress | Transcript | 2 Replay Scene 1l Pause  #9 Audio On
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