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CHAPTER 1 WHAT IS ORGANIZATIONAL BEHAVIOUR?
A: 
LECTURER SUPPORT MATERIAL
Note: Powerpoint  slides are available at: www.wileyeurope.com/college/french.
INTRODUCTORY staTEMENTS AND/OR QUESTIONS TO STIMULATE THOUGHT ABOUT TOPIC

(Note: Even though these could be used to stimulate thought about the topic as a whole, the numbers in brackets afterwards indicate which of the provided supplementary lectures/mini-issues might particularly be used to address the question or statement in a class). 

· Everyone is different and you can’t truly understand how someone feels or why they behave the way they do. Therefore it’s pointless trying (1)
· Is Organizational Behaviour only for managers? (2)

· Anyone can understand people just by watching them! It’s just common sense! (3)

· Managers have always been able to manage their subordinates — they don’t need to be taught a whole lot of theory. (4) 

· We need to understand the notion of ‘unintended consequences’ when applied to OB. Why? (5)
SUPPLEMENTARY LECTURE ISSUES/MINI-TOPICS

These are short topics that might be included in your lectures to supplement the text material, or that could be developed into more substantial lectures.

1. Harnessing the strengths of diversity

Diversity is often presented as an issue that managers must deal with in modern organizations as if it was an obstacle that has to be overcome or at least faced. However, there is much literature that would tell us that it is actually a positive and beneficial situation to face. By embracing the notion of diversity, we can open our doors to new ideas, new talents and new ways of doing things. Some authors argue strongly that we need to challenge our understandings of leadership for instance and that by employing more women as leaders we might successfully shift the pattern of leadership to one that subtly empowers and works with people rather than directs them. 

The wealth of experience that our older employees might have is often lost in the midst of a focus on only particular parts of organizational activity. Bringing in talents of employees from different ethnic backgrounds might not just mean trying to be culturally sensitive, it might also stimulate us to learn from those employees about cultures in new global markets. 

Diversity is not an obstacle to be faced but an opportunity to be embraced.

2. Constant change and stress

It seems as if all the literature is telling us that there is constant change in our organizations and that it will continue to be so. At the same time, we hear that these (and other) pressures are potentially adding to the stress levels of managers and all employees. What can we do to deal with this dilemma?

Dealing with change needs to become an understood reality. If we accept it in this way, we are likely to empower ourselves to be willing to change on a continuous basis. Understanding people is a part of this perspective. It is important to understand the way humans will react and change; how they will behave in different circumstances. It is not enough to understand the technology and environment of the organization, or its financial situation. People are pivotal to organizational success and the focus on people and their behaviour is what organizational behaviour offers to this constant organizational situation. 

And even if students of OB are not aspiring to take on management roles, the subject contains a wealth of insights which can help them explain their own everyday experience of organizational life.   

3. OB is just ‘common sense’

Students often find the material covered in OB textbooks is ‘obvious’ and just ‘common sense’. This impression undermines their willingness to study the material and to learn from it. In retrospect, when you read a theory it seems (mostly) very obvious that it is a reasonable explanation of what goes on with human behaviour in organizations. 

But we cannot assume that it is common sense, nor indeed that we would have noticed it if it had not been for the theory explaining behaviour. Sometimes, even our commonsense views come from the kind of knowledge infiltration that comes through in the communication of ideas we see in magazines, papers and in the general management parlance around us. Who would have thought in 1900 that it was important to have employees involved in decision-making in organizations? Indeed, managers thought they had the right to exact work from their employees and even tell them how to conduct themselves in some aspects of life outside the workplace. 

There is a wealth of material about management and organizational behaviour but it is not all just common sense. Much of it has been learned over the decades and has become absorbed into our accumulated concepts of how to run our organizations.

In this chapter we have also pointed to the need for OB to be rigorous and to employ valid methods of study when researching the material which subsequently underpins concepts and models. Students will benefit from an understanding of positivist and interpretivist viewpoints.

The inclusion of actual research studies focussing on real-life issues throughout the book should also bolster students’ appreciation of OB as a live-but academic- area.  

lecture stops

(These are activities or statements you can use in lectures after a half hour of lecturing, to refresh students and maintain stimulation about the topic.)

· How diverse is the group of students in this room?

· Does the diversity make the class better?

· Do you have some expectations of what you expect to give and receive from your enrolment in this course/subject? [Do these expectations represent something akin to a psychological contract?]

· Am I [your instructor] a manager? Do I plan, lead, control and organize for this subject?

· What do you understand by the term ‘unintended consequence’ as applied to OB. Can you think of examples from current or recent events (e.g. did bonus incentives for bankers encourage undesirably risky behaviour in reality?)

B: 
SEMINAR MATERIAL
GROUP ACTIVITY: MANAGEMENT FOUNDATIONS
Objectives

1. To understand the skills and personal characteristics that are claimed to be indicators of success in the new workplace of the twenty-first century.
2. To assess your abilities in the 10 management foundations.
3. To select areas for development through planning.
4. To examine diversity with the class members’ responses.
Total time: 10-20 minutes

Step 1: Self-assessment
Rate yourself by placing a number from 1 to 7 on the line before each of the 10 management foundations to best describe how frequently you exhibit this behaviour.  Be honest – you will not be asked to share your score in class.

Usually = 7

Frequently = 6

Often = 4

Infrequently = 3

Seldom = 2

Rarely = 1

_____ 1. Resistance to stress.  I get the job done under stressful conditions

_____ 2. Tolerance for uncertainty. I get the job done under ambiguous and uncertain conditions.

_____ 3. Social objectivity. I act free of racial, ethnic, gender and other prejudices or biases.

_____ 4. Inner work standards.  I personally set and work to high performance standards on my own.

_____ 5. Stamina. I work long and hard.

_____ 6. Adaptability. I am flexible and adapt to change.

_____ 7. Self-confidence. I am consistently decisive and display my personal presence.

_____ 8. Self-objectivity. I evaluate my personal strengths and weaknesses, and understand my motives and skills relative to tasks I need to do.

_____ 9. Introspection. I learn from experience, awareness and self-study. (I do not make the same mistake twice).

_____10. Entrepreneurial orientation. I address problems and take advantage of opportunities for constructive change.

Finally consider this question: ‘If I asked my friends and co-workers to answer these questions for me, would they select the same frequencies that I did?’  You may want to ask them to select scores for comparison.

Step 2: Best practice manager

Repeat the process of rating against the 10 management foundations but this time assess how frequently you consider a ‘best practice’ manager should exhibit these behaviours.

Step 3: Gap analysis
Compare your self-assessment ratings with those for the best practice manager. Identify any significant differences (greater than one point) in the two sets of ratings.  Select the three management foundations I which the greatest gaps were evident when you compared the ratings.

Step 4: Self-development
Review the three management foundations with the greatest gaps (identified in Step 3). Develop some suggestions for self-improvements in each of these areas.

Procedure
1. Discuss whether there is diversity, or whether all students selected the same foundations.

2. Beginning with those identified by the largest number of students discuss how to improve performance against the management foundations.

3. Continue to discuss the foundations in priority order (from highest to lowest numbers identifies) until all ten are discussed, or the time runs out for the exercise.
This exercise offers students a chance to reflect on personal characteristics that may impact upon their success in the new workplace. It also offers the lecturer the opportunity to focus on high need areas as identified by students’ responses. Students should be encouraged to view this exercise as one of personal growth and development. By raising their awareness of their own rankings on these characteristics they may possibly become more focussed on finding ways of improving their knowledge and skills. This may help to motivate some interest in their study of OB, as well as lifelong learning.

Preparing for the exercise

You can choose to use the exercise in whatever way suits your style and class. For the instructor, preparation time is quick. You might also like to get students to complete the rankings for themselves and their ‘best practice’ manager and the gap analysis before the class to save time. You might need to allocate specific times to each part of the ‘procedure’ in order to cover the exercise during your allotted time. 

Conducting the exercise

After introducing the exercise and its objectives, you could undertake ‘the procedure’ in the following ways:

1. Write the numbers 1 to 10 on the board. Ask each student to nominate the foundation that he/she thought was most in need of development  and tally the responses under each number (this approach might be better than requiring each student to expose his/her whole performance on the rankings). 

2. Discuss the distribution of the results — whether they are relatively consistent or very diverse. Explore explanations for why that might be so. 

3. Based on the number that scored the highest frequency, discuss how to improve the management foundations.

4. Continue to discuss the foundations in order of the frequencies identified in point 2 above, i.e. if most people scored 8, then 6, 5, 3, discuss the foundations in that order.

You may want to stress the importance of these ten management foundations, and the need to work at developing these skills for success in the new workplace. If there is time during the above discussion, you might like to discuss plans for improvement. 

INDIVIDUAL/GROUP ACTIVITY:OB and management in a student’s life

Objective
To stimulate students to begin to think about OB as a subject that applies to them in their lives right now.

Questions
Ask the students for responses to the following questions. Analyse the responses for each question one by one. Suggested issues are highlighted under each question.

1. How would you describe your behaviour right now? Is it different to how you would be behaving if you were at home in your room? Why?

Students should be able to appreciate that the context in which they are placed might influence the behaviour they exhibit. For instance, they perceive themselves in the role of student so sit back and expect to be guided by the lecturer. They might (we might fondly imagine) be more attentive and motivated than they would be in another context, more concerned about norms of behaviour etc. You could also ask them to consider whether their lecturer is behaving differently from them, and if so why? 

2. Do you belong to an organization? Name it (or them). Why is it an ‘organization’?

This should get students  thinking about the organizations to which they might belong (sports clubs, church groups, work organizations, professional clubs, unions etc). They ought to mention that they belong to the university or college as an organization-this could be overlooked. This should highlight the fact that they have wide experience of organizations. It will also illustrate that the subject will be not just about work organizations and that organizational members are not just workers.

The second part of the question should encourage reflection on  the way we define organizations, questioning whether the examples they mention might fit into this definition. 
3. Do you behave differently in different organizations? Do you behave differently at different times in the same organization? 

This question should reinforce the ideas generated from Questions 1 and 2 — that we belong to different organizations and that behaviour might be different in those organizations. It also enables us to think about the fact that our behaviour will change within an organization depending on context. They might want to mention that their behaviour will depend on their own frame of mind and circumstances as well as the expectations and demands of the organizational context. If they are stuck, and they have already concluded that they belong to their university or college as an organization, you could try suggesting some different contexts where they might behave differently, e.g. in tutorials compared to lectures, in the café or student union compared to a discussion with a lecturer in his/her office etc.

Mini-class survey

Ask students to raise their hands for each of the following questions if the answer is "yes" and record the results (number of hands up for each item) on the following chart. Encourage them to discuss the questions during the survey (if this is manageable) as it will help them to consider the definitions of managers.

1. Are you a manager right now? 

2. Do you intend to embark on a managerial career?

3. Have you ever been a manager?

3.
Are your parents or other family members managers, or have they ever been managers?

5. If you have ever worked or had work experience, did you have a supervisor or manager?

6. Is your sports coach or university lecturer like a manager?


	Managers in your life
	Experience of working with managers

	Student is now a manager
	Student has been a manager
	Intends to be a manager (career)
	Parents/other family as managers
	At work or work experience
	In sport, university

	
	
	
	
	
	


Notes on the mini-survey

At some point probably everyone, or almost everyone, will have had his/her hand raised. Make the point that this illustrates the pervasiveness of management. It might mean that they have access to people to ask about management, or their own personal experiences. Also, point out that management is something that they experience in their own lives (even if they are recipients of management rather than managers); it is thus very tangible and highly relevant. The last question in the mini-survey (is your lecturer a manager?) should encourage them to think about what exactly a manager is. 

INDIVIDUAL/GROUP ACTIVITY: MANAGERS OF THE FUTURE

Objective

This simple exercise is designed to encourage students to consider the diverse challenges facing managers in future.

Conducting the exercise

There is a range of information about what it will be like to be a manager in the near future. Students should use this information to draw up a chart of the likely behaviours and characteristics they will need and the situations they will face (a basic chart is provided below). The exercise encourages them to think about these by categorising them and working out strategies to prepare for them. They should use:

· The characteristics of the leader of 2020 (see previous exercise) 
· The boxed information below.

· Other information they can think of or find. It would be useful to encourage students to research prior to doing the exercise.
Managers of the future

The financial crash of 2008, affecting many hitherto booming economies, shows the inherent unpredictability of the environment facing managers (and indeed all of us). It has continued to impact on organizations and the management of people through the upturn following 2013. 
Much of the information about managers in the new workplace suggests that managers will need to continue to learn and adjust. The new wave of managers in organizations are Generation Xers — those born in the last three decades of the 20th century, those who did not enter an age of economic and employment certainty. They will have to work harder than their predecessors to make it in a competitive global environment, and an environment in which organizations and work forces are ‘hollowing out’. The rest are predominantly senior managers, highly skilled labour and unskilled labourers, though permanency of employment is not to be the norm.

Future senior managers will need to face new challenges and fill new roles to survive as managers. Some of the qualities or behaviours that might be required include the following: flexibility, mobility, portability of skills, rapid learning, entrepreneurialism, multi-skilling, ability to cope with high levels of stress, high skill levels in technologically advanced telecommunications and transformational leadership qualities. 

	Characteristic
	Skills, training and experience
	Behaviours
	Situations

	
	
	
	

	Required development to become a ‘manager of the future’

	
	
	
	


Notes on the exercise

A sample of the how the exercise might be completed is provided below.

	Characteristic
	Skills, training and experience
	Behaviours
	Situations

	Male or female 

Wide range of ethnicities

Has lived in two or more countries

Results driven

Flexible

Rapid learner

Entrepreneurial

Ability to cope with high levels of stress

Charisma and vision


	Graduate, probably MBA

Wide ranging career many placements

Product of major development program, including placements

Portable skills

Multi-skilled

High technological skills
	Travels regularly 

Manages workforces in several countries, shares information and delegates heavily.

Mobile
	Manages in both regulated and deregulated economies.

Operates in an environment typified by rapid change

Has limited appointment

High pressure


C: 
CASE STUDIES FROM THE CHAPTER
OPENING VIGNETTE

The Sunday Times 100 best companies list (updated again to 2013) offers an opportunity  for discussion on the scope of OB as a subject area and can be used to engage students in discussion on how they approach the subject as current or future employees. The range of factors set out in the Sunday Times methodology (leadership, fair deal etc) can provide a useful opening discussion on what makes a good organization to work for. They also serve to introduce students to some of the areas covered in OB.

We have attempted to provide a balanced and, to some extent, critical perspective on OB in the book and the question on what would not constitute a great workplace is intended to ask students to reflect on negative occurrences-in theory and in practice.

Counterpoint questions

1. Summarise the issues surrounding globalisation as presented above, identifying both positive and negative aspects.

One view of globalization is that it is an economic necessity offering cheaper labour costs, proximity to plentiful and cheap raw materials, access to developing markets, opportunities for tax minimization across international borders, opportunities for risk minimization by operating in diverse places, and general improvement of growth and the bottom line than would otherwise be achieved if organizations and workers operated solely in their home country. Of course, some Western cultural views about minimum wages, fair working conditions, acceptance of diversity and equity principles, freedom of speech and religious views, and other human rights issues are often in contrast to those of poor countries. Such differentials in expectations create ethical, legal and public relations dilemmas for globalized Western countries.

It can also be argued that globalization is benficial to the range of parties affected by its reach. In this case, ‘Ana’ despite expressing unhappiness about many parts of her life, claims that overall her situation is probably better than it would have been had she stayed in Brazil. The question raises issues of exploitation and possible degradation and discussion could address whether these are absolute or relative terms. 

2. ‘Ana’s description of her working life can also highlight another concept contained within this opening chapter, namely the psychological contract. She is unhappy in many respects but arguably reconciled to her situation with an objective view of her inputs and outcomes. She clearly does not work for ‘great employers’ and this question can be used to get students to go back to the Sunday Times list, identify the 8 factors located there and argue how (and whether) ‘Ana’s employers could improve these aspects.  

OB IN ACTION 1.1 – AUSTERITY IN GREECE

Most of our OB in Action boxes do not carry questions but on this occasion students are asked ot consider two quite different ways of researching the same phenomenon. We needn’t look fro too much detail here but issues such as using a represnative sammple – in Q.1 in order to highlight correlations – and ways of holding varables constant more gnerally should be useful in thinking about how OB evidence is gained. Q.2 focusses on qualitiative research philosophy and techniques and the usual critique of generalisability. 
OB IN ACTION 1.3 – DIFFERENT GENERATIONS IN YOUR CLASSROOM?

No specific questions accompany this activity, but this could priovdie the basisi for a guided discussion on real-life (and maybe stereotypicla) demographic differences.

CLOSE OF CHAPTER CASE STUDY: IS HE NOT CLEAR THEN?
There is one question attached to this case and the aim is for students to consider the, in this case, tragic events, diagnose the human causes and to relate them to OB subject areas and concepts. Some element of looking ahead is required as set out in the question. Cotributory areas could include:

· Perception (the Dutch captain perceived he had clearance to take off). This was not the objective reality.

· Communication. ‘Noise’ occurred at several critical phases.

· Leadership and hierarchy (the captain over-rode the doubts of his subordinate crew member.

· Working climate-the pressure to adhere to rosters and worked hours appears to have had an effect. 

© 2008 John Wiley & Sons Ltd.

www.wileyeurope.com/college/french
4
© 2011 John Wiley & Sons Ltd.

www.wileyeurope.com/college/french
© 2015 Wiley

www.wiley.com/college/french

