PEARSON

Prentice
Hall

BTk DRk B 2 BUE S S S Rk

CREMEREH - BORRAN

YU R o

Essentials of
Organizational
Behavior

(Seventh Edition)

[£] #r%ZF - P - TEHT (Stephen P. Robbins) %
EERE

e ' 1A LE K F 11 R AL



wrmnR TSRS ERL BB SR ESM

THERLREHN - BLOREAN

AT %J%ﬁfl%%m

Essentials of
Organizational
Behavior

(Seventh Edition)

[£] HrEE3F - P - TRHET (Stephen P. Robbins) 3
EmBF

@ hHE AR K ¥ MR H#



MHBEESKE (CIP) HiE

HLTHEEE: BT/ (R) FEEE; BT
b5 FEARKES R, 2004
(THEBZHRHEM « BORRID

BHEHER LT BRI ST A SICERE R
ISBN 7-300-05669-5

g_ﬁ...

DE O

- BETRE-TIEH -
. C936

=28 =~

o B R A B 54 CIP B (2004) 45 058193 &

BHAHRBRIATREAM PRI LR A RER P RAERH
IR ERBREM - HSEEAS)

BLUTHERE B 7O

[(X] HiEF-P- T =

BEF &

HIRETT FERAARK¥EHEM

it # ARPXRHKE S BBBIARAS 100080

B i 010—62511242( B4 %) 010— 62511239 ( H4 k& ZE)
010—82501766( HEMY 5D 010—62514148( 71 #E)
010—62515195( RFA A 010— 62515275 (B AR 242 )

2] #t  http://www. crup. com. cn :
http: //www. ttrnet. com( A k& HR)

8 @ wedE

Ep B RESHERIAHHERAR

F & 787X1092 Ek 1/16 K& R 200445 8A% 1K

B ¥ 18.58M 1 2] W O20064 1 A% 2 KER

¥ ¥ 441 000 )4 # 28.00 3%

IRBFTH IR EPRME MWK



MEREWA WTO, #EABRFSWEANLYS5AEAGRES TR, AERLBANETR
. T, XANEHCARRZHNEN, IH-—BEIEURANRELEAS S EESLW—H
AMITE, BXRKENM., 2ERRUK - LT EREMHREC—EARE, WM ME—
REMA, BALEAARBLETRRREAEY. REXEREXBEETH—H LR,

RERFEREDETEHRNEMERBANE IR, FLL, RERFERERTROE
FR-AFAEHALT, UICGERE Y ENHFARBALEANEER “+1”7 AR WERRE.
ERE—FERE, NEEFENLRANTRERBCAEANNBER R FE T, 04, &K
KREAABREARS, ERBEERESEZRIE E, BOEHF WML o048 H W
EREFWY Ak, HEAZBEZS, —UFEFARNERFNERELRTRET LR, K
LR —RAEANFOEMGTET, ABARIRAN AR -5, B TFREKHR
SHE-EYT BEXE WHE, FTRUERFTESAGER, Hik, %A ENKHMR
BRAERERDE TN —AEBE A, RAVAN, FOERFE N —FF 650 B 6 A B IR 4 %
SR HM, TALHALHITE BB, KTTUB e PERXEE M, RIEEEHES
Bk, #BRRERTERAA WK E AR REIFRS, TURETERENREENEE,
ELABHFRANRE, CERABRFN. SEWFTEHM.

WX — AR TREAY, PEARASBRHEAASERS LW ABKAT, o
ERE-FREBRAT, BARKTHBRAANLLE, BHA¥ARELEER, R T —HEHR
RBEWEBRERBEAM, PREVEBE, AVKREE, THEHRERLEEL L LT @
B, A BT RAEEEURE— RS ERNR BN EN, SRRHMHEFTTE LS
K, MBT - UFELREAERPTECRSINNE; B~ HE, REXTBAICER ¥R
HEEAE, ENKNER, RNEESIRHTFEHATH LA wA L LR, EX¥
B AL, HHESZAUEEAFARERER, AERMARRHTUT -85,

o BREXEMRBEMNEL, XAEXNEHAMREEARSEREE, HEFHAT — %W
B, TERMRT —RFELARFEURTEAREERNAL, EERAGH NS
BHERETERAMGRASE. EFMNOAEKERTE, FAEEMERBFTERA LN EE
M, XWEPEELR; RVERTRKYE, A EELERPEE,

o RUEHMALUHMNERM, KEHMEBAE R Eat, HEBM AN ZH;
MM EL Y X EERNER IR, CUREFLYRAFR, XHRAFHOEEZENE
WS, HETEARRELWESLEY, BALGRNEERE,

o hEABUMOCUMR, REBMHEREEN LALERIAUNREERAHN R TR RES X
EHRENAELE, YAHATLERNZERMEERE N ENRTICERMAR, EHE
VIR ECHRBEE Y EH, XHLHEAATREZFEEZRERENEE, EANER



2 HABITHEREGEIR)

FRHEALKEFHFE; GAATRINKEX TICEHEHM ORI, EFHR Y ELEHXE
H A RBEEMNHE '

o HIEAE, MEMARK, YENENXERXFAEMRE LWEREE, XEHMH
T —EMBE KRG, ELERERENSE,; WRRMEEN, WxoF KA TELELRNY
XA, NTEREXMBUREXL KiEFH,

o RYUBANHKFIH, KHEEFALKRATANIE, XEEH A RTRBETREHNKE
Mok, BT F M. PowerPoint X, REE%, ARARNERIETENRNE KR, NATE
HEEHEA, |

FEEMBEERERFRMH BRI TN —FER, RIONEES . RERERAITEPEE
TENFEERNER, ZFRXHERES, ELEEME. A, YERNELBE WM
FETH¥, BRNOGERMHAT ARERE T HNELAREYN. FERANE, RAERNE
RENARFPEUER, EHTEEMNELZFTANBEL. EFPXAEELRR, BFRE
MATRAALLT 2L, TEEEFEIERLEMEL.

#®=M
P E A RK¥ER ¥ B
200541 B



il

]

ABETHAFIARITHFHEG, ABRALTRERGL THRIFTAFHAZ LT
P, AFPLERBETHARTAFHEZRE, ANFATHLRAE%, RFHIERBOHK
réMTﬁ%ﬁﬁ#ﬂWﬁﬂ,ﬁ&%%%ﬁ?,&ki%%ﬁw%&#ﬁ‘&%ﬁi\i

ik EMFRAER, BWNER. mEX. BE. BN, RRXABUARBMNA 400 Hr Rk F
&+h&&m$# Mot KPP XRFHPERBEE, S, H 25, BE, KLZEUREK
FE,

¢ﬁﬁUmﬁ¢Mﬁ%
ﬁ%ﬂwém$%%%%zﬁ%?ﬁdﬁé&mi%ﬁ#%u?%ﬁﬁﬂmfﬁ%ﬁ%
W, EXREE, XERFELELRTRRET T L,
c BNE K 1984 FARABHMMBMIF BB UAEHBEAT, hE— AR IBRBRERERY
300 RAAL, Bitd Rk, EIHNEREFENEBREFRABHESEHAFFIF
%, )
- HENEEAER RABERY, ABMKLORBETARFAF P HAGESHE
A, WERROEAGY LM AN, BHABA SRS BN & EIE— k% H
M, Blieth B, 1545, PRI —AE. THBHHER. LREEURLFHRE,
HERE S TARAWNBRRBAREAG 240, BmBEHama iy,
BEMEERRAY “BHRME, “BRAR”, “FRiEHE", “$EHAWLY TER”,
«KHAY AFFERABER, AREAEBREIFRBERTAANER K FRAN G T
H, EABGEABRATY, ERZEARBERBEREEITHAFER. FERRE
BETZRAHKE,
- RERFHEIFE $%%ﬁ%%%%ﬁ%ﬁd%%hﬁaﬁf A¥BEROIEFNRE
. KB HARBEMGEFHBMH, RIUIRBL TFRRITAZEBESAE, &
BHEIPEZ T T HRENARKGRER,
cZRERRLHRL. ELNAMNBEBEAOE I FLRUEPBENEF. $ANABEEY T
BRFLFH, REXBRRFRREEATI PRI B, ARSI /g4
FlLEE ETXE, EERAAXN— R TR X THRALRITASE A T
5, AHELEATLESHN,

£ 7 MR
R TRAREMR., 6. REAITBMEFTEENTATHREA, Flde, AREET R TH
R EFA A

cHBHRRITA (B1EFE2FH)

R IHE—AEE (B1F)

s BBmIL R ERBY (B 6F)

c BAATRItE (B 7%)

s AR AHEA (£ 8F)

EERPHEFTIN (FI9F)



2 ARG A EREGETR

cRFE-ARRXBER (F10F)
CHPATAFRETFAR (F 14F)
- RAREH (F 143 _
- Rpp BRI AR AN (B 14 %)
- Rri#iabay (£ 15%)

o TAEFITHEAR (R 16 F)

s kiR ER (B 17%)

*bFERL L

* Bud M 35——B & M3k www. prenhall. com/robbins A 4-Be & M3k eh TR R, WK
BARITAE AN, BRBRER P T HREG A, CIEHGERBRTLEGE
A, B EFRFERAEY AL TR, FAEBRELANESGER.

EBSE: Ul ,
o B Sh—— 1 b6 TR F A — K 4947 B S AR AR £ 9] M 643 R AL B B E

#9AN L, KK % PowerPoint 4737 B fo % 4, ABEARENEHEE LA

WSS - P - PRl



Preface e :

This book was created as an alternative to the 600-or 700-page comprehensive textbook in brgani-
zational behavior (OB). It attempts to provide balanced coverage of all the key elements comprising the
discipline of OB, in a style that readers will find both informative and interesting. I’m pleased to say
that this text has achieved a wide following in short courses and executive programs and in traditional
courses as a companion volume with experiential, skill development, case, and readings books. It is
currently used at more than 400 colleges and universities in the United States, Canada, Latin America,
Europe, Australia, and Asia. It’s also been translated into Bahasa Indonesian, Chinese, Dutch, Japa-
nese, Polish, and Spanish.

RETAINED FROM THE PREVIOUS EDITION

What do people like about this book? Surveys of users have found general agreement about the fol-
lowing features. Needless to say, they’ve all been retained in this edition, .

® Length. Since its inception in 1984, I've tried diligently to keep this book to approximately 300
pages. Users tell me this length allows them considerable flexibility in assigning supporting ma-
terials and projects.

® Balanced topic coverage. Although short in length, this book continues to provide balanced
coverage of all the key concepts in OB, This includes not only traditional topics such as person-
ality, motivation, and leadership; but also cutting-edge issues such as emotions, - trust, work-
life balance, workplace spirituality, knowledge management, and e-organizations. v

® Writing style. This book is frequently singled out for the fluid writing style and extensive use of
examples. Users regularly tell me that they find this book “conversational,” “ interesting, ”
“student-friendly,” and “very clear and understandable. ”

B Practicality. This book has never been solely about theory. It’s about using theory to better
explain and predict the behavior of people in organizations. In each edition of this book, I have
focused on making sure that readers see the link between- OB theories, research, and implica-
tions for practice. _

® Absenceof pedagogy. Part of the reason I've been able to keep this book short in length is that
it doesn’t include review questions, cases, exercises, or similar teaching/learning aids. This
book continues to provide only the basic core of OB knowledge, allowing instructors the maxi-
mum flexibility in designing and shaping their course. '

W Integration of globalization, diversity, and ethics. As shown in Exhibit A, the topics of glo-
balization and cross-cultural differences, diversity, and ethics are discussed throughout this
book. Rather than presented in stand-alone chapters, these topics have been woven into the
context of relevant issues. Users tell me they find this integrative approach makes these topics
more fully part of OB and reinforces their importance.
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NEW TO THE SEVENTH EDITION

- -

This seventh edition has been updated in terms of research, examples, and topic coverage. For in-
stance, you'll find new material in this edition on;

® Organizational citizenship behavior (Chapters 1 and 2)

® Work-life balance (Chapter 1)

® Amabile’s model of creativity in decision making (Chapter 6)

® Group demography (Chapter 7)

® Team-effectiveness model (Chapter 8)

® Low-and high-context cultures (Chapter 9)

® Leader-member exchange theory (Chapter 10)

® OB and the e-organization (Chapter 14)

® Mass customization (Chapter 14)
® Flextime and telecommuting (Chapter 14)
® Employee selection and training (Chapter 15) »
® Workplace spirituality (Chapter 16) !
@ Knowledge management (Chapter 17)

SUPPLEMENTS PACKAGE

For the Student

® Companion Web site—The Companion Web site wuww. prenhall. com/robbins is the industry
standard for companion Web sites. Designed by professors for professors and their students, it
provides a customized course Web site, including new communication tools, one-click navigation
of chapter conterit, and other valuable resources.

For the Professor

# Companion Web site—The Companion Web site provides professors with bimonthly news arti-
cles integrated into the text with accompanying discussion questions and group exercises, online
delivery of PowerPoint slides and inistructor’s material, and sample syllabi and teaching sugges-
tions posted on a community chat room.

STEPHEN P. ROBBINS |
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PART | PROLOGUE

CHAPTER 1

Introduction to Organizational

Behavior

After reading this chapter, you should be able to

1. Define organizational behavior( OB)

2. Identify the primary behavioral disciplines contnbuttng to OB®

- 3. Describe the three goals of OB

4. List the major chaHenges and opmrtunities for managers to use OB
concepts

5. Discuss why workforce diversity has become an important issue in
management®

6. Explain how managers and organizations are responding to the
problem of employee ethical dilemmas® &

7. Discuss how a knowledge of OB can help maﬂag@rs stimula!’e or-
ganizational innovation and change N : ?

managers most often describe people problems. They talk about
their bosses’ poor communication skills, employees’ lack of motivation, con-
flicts between team members, overcoming employee resistance to a company
reorganization, and similar concerns.

Because a manager’s job.is inherently one of working with and through
other people—bosses, peers, and employees—good “people skills” are a valua-
ble, even necessary, asset in solving these problems, This book has been writ-
ten to help managers, and potential managers, develop these people skills. @

THE FIELD OF ORGANIZATIONAL BEHAVIOR '

The study of people at work is generally referred to as the study of organi-
zational behavior. ® Let’s begin, then, by defining the term organizational be-
havior and briefly reviewing its origins.

Definition
Organizational behavior (OB) is the systematic study of the actions and at-
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titudes that people exhlblt within organizations. ®Let’s look at the key parts of
this definition.

Each of us regularly uses intuition, or our “gut feelmgs,
plain phenomena. For instance, a friend catches a cold and we're quick to re-
‘mind him that he “didn’t take his vitamins,” “doesn’t dress properly,” or that
We’re not really sure why

in trying to ex-

“it happens every year when the seasons change. ”
he caught cold, but that doesn’t stop us from offering our mtumve analysis.
The field of OB seeks to replace intuitive explanations with systematlc study
that is, the use of scientific evidence gathered under controlled conditions and
measured and interpreted in a reasonably rigorous manner to attribute cause
and effect. © The objective, of course, is to draw accurate conclusions. So the
field of OB—its theories and conclusions—is based on a large number of sys-
tematically designed research studies.

What does OB systematically study? Actions (or behaviors) and atti-
tudes! But not all actions and attitudes. Three types of behavior have histori-
cally proved to be important determinants of employee performance: produc-
tivity, absenteeism, and turnover. ® The importance of productivity is obvious.
Managers clearly are concerned with the quantity and quality of output that
each employee generates. But absence and turnover—particularly excessively
high rates—can adversely affect this output. In terms of absence, it's hard for
an employee to be productive if he or she isn’t at work. In addition, high rates
of employee turnover increase costs and tend to place less experienced people in
jobs.

More recently, a fourth type of behavior—organizational citizenship—
has been found to be important in determining employee performance, @ Or-
ganizational citizenship is discretionary behavior that is not part of an
employee’s formal job requirements but that nevertheless promotes the effec-
tive functioning of the organization. Examples of good employee citizenship be- -
havior include helping others on one’s work team, volunteering for extra job
activities, avoiding unnecessary conflicts, and making constructive statements
about one’s work group and the overall organization.

Organizational behavior is also concerned with employee job satis faction ,
which is an attitude. ®Managers should be concerned with their employees’
job satisfaction for three reasons. First, there may be a link between satisfac-
tion and productivity. Second, satisfaction appears to be negatively related to
absenteeism and turnover. Finally, it can be argued that managers have a hu-
mabnistic responsibility to provide their employees with jobs that are challeng—
ing, intrinsically rewarding, and satisfying.

The last part of our definition of OB that needs elaboration is the term or-
ganization. Psychology and sociology are well-known disciplines that study be-
havior, but they do not:concentrate solely on work-related issues. In contrast,
OB is specifically concerned with work-related behavior—and that takes place
in organizations. An erganization is a consciously coordinated social unit, com-
posed of two or more people, that functions on a relatively continuous basis to
achieve a common goal or set of goals. @It’s characterized by formal roles that
define and shape the behavior of its members. So OB encompasses the behavior
of people in such diverse organizations as manufacturing and service firms;
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schools; hospitals; churches; military units; charitable organizations; and lo-
cal, state, and federal government agencies.
Contributing Disciplines

Organizational behavior is applied behavioral science and, as a result, is
built upon contributions from several behavioral disciplines. The predominant
areas are psychology, sociology, social psychology, anthropology, and political
science. As you'll learn, psychology’s contributions have been mainly at the
individual or micro level of analysis, whereas the latter disciplines have con-
tributed to our understanding of macro concepté—group processes and organi-
zation. @ Exhibit 1—1 provides an overview of the contributions made toward a
distinct field of study: organizational behavior.

Psychology Psychology is the science that seeks to measure, explain, and
sometimes change the behavior of humans and other animals. ® Psychologists
concern themselves with studying and attempting to understand individual be-
havior. Those who have contributed and continue to add to the knowledge of
OB are learning theorists, personality theorists,  counseling psychologists,
and, most important, industrial and organizational psychologists.

Early industrial psychologists, for instance, concerned themselves with
problems of fatigue, boredom, and any other factor relevant to working condi-
tions that could impede efficient work performance. More recently, their con-
tributions have been expanded to include learning, perception, personality,
workforce diversity, emotions, training, leadership effectiveness, needs and
motivational forces, job satisfaction, decision-making processes, performance
appraisals, attitude measurement, employee-selection techniques, job design,
and work stress, @

Sociology Whereas psychologists focus on the individual, sociologists stud-
y the social system in which individuals fill their roles;® that is, sociology
studies people in relation to their fellow human beings. Sociologists have made
their greatest contribution to OB through their study of group behavior in or-
ganizations, particularly formal and combl_ex 6rganizations. Areas within OB
that have received valuable input from sociologists include group dynamics, de-
sign of work teams, organizational culture, formal organization theory and
structure, bureaucracy, communications, status, power, conflict, and work/
life balance, ®

Social Psychology Social psychology is an area within psychology, blend-
ing concepts from psychology and sociology. @It focuses on the influence of
people on one another. One of the major areas receiving considerable investiga-
tion by social psychologists has been change—how to implement it and how to
reduce barriers to its acceptance. In addition, social psychologists have made
significant contributions in measuring, understanding, and changing attitudes,
communication patterns, the ways in which group activities can satisfy individ-
ual needs, and group decision-making processes. ®

Anthropology Anthropology is the study of societies to learn about human
beings and. their activities. It includes their physical character, evolutionary
history, geographic'distribution, group relationships, and cultural history and
practices. The work of anthropologists on cultures and environments, for in-
stance, has helped us understand differences in fundamental.values, attitudes,
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