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preface

Several years ago, the following statement appeared on the cover of Fast Company: “The best leaders know where all of the
great companies start. It's the people. . . .” Despite all of the major technological advances made and the substantial increases
in the power of technologies that allow us to perform many functions more easily than in the past and to accomplish some tasks
that we could not do in the past, all of this activity is driven by people. People developed all of Apple’s innovative products that
helped it transform several major industries. People developed and implemented Twitter and Facebook. We communicate on
cell phones and technologically advanced devices developed by people. Our automobiles are serviced by people; at restaurants
we eat food prepared by people; we enjoy college and professional sports played by people. People are the drivers of organiza-
tions, and they make or break their success. Both Ed Breen, former CEO of Tyco, and Anne Mulcahy, former chairman of the
board and former CEO of Xerox, argue that people are critical to high performance by a firm. Pixar, which we use as a prime
example in Chapter 1, is the epitome of success based on strong human capital. A principal in Pixar from its beginning, Ed
Catmull, recently wrote a book titled Creativity Inc., which describes how he and his colleagues managed Pixar’s human capital
to produce 14 straight number one movies. One of the most recent successes, Frozen, has achieved more than $1 billion in
revenue on its way to becoming the highest grossing animated film in history (note that Pixar is now part of Disney). An early
partner in Pixar, Steve Jobs, was taught by Catmull, which may have helped him achieve the major successes during his second

term as CEO at Apple.!

Purpose

We wrote this book for several reasons. First, we wanted to communicate in an effective way the knowledge of managing people
in organizations. The book presents up-to-date concepts of organizational behavior (OB) in a lively and easy-to-read manner.
The book is based on classic and cutting-edge research on the primary topic of each chapter. Second, we wanted to emphasize
the importance of people to the success of organizations. We do so by communicating how managing people is critical to imple-
menting an organization’s strategy, gaining an advantage over competitors, and ensuring positive organizational performance.
This approach helps students to better understand the relevance of managing people, allowing the student to integrate these
concepts with knowledge gained in other core business courses. To emphasize the importance of people, we use the term human
capital. People are important assets to organizations; application of their knowledge and skills is necessary for organizations to
accomplish their goals.

New to the Fourth Edition

A number of changes have been made to enrich the content of the book and to ensure that it is up-to-date with current orga-
nizational behavior research and managerial practice. For example, we have changed or updated all chapter-opening cases (Ex-
ploring Behavior in Action) and all major case examples in the content of the chapters (Experiencing Organizational Behavior
and Managerial Advice features). The few that were not changed represent classic examples (such as the one focused on the U.S.
Civil War). Several of the major changes to the content are described below:

* Added new statistics on labor market composition throughout Chapter 2, including all new data in Exhibit 2-2.

* Added a new section on institutions and their effects on managerial actions and behavior in organizations (Chapter 3).
As part of this upgrade, a new definition of institutions (current in the research) was included.

* Included important new material on social learning theory (Chapter 4).
* Added new leading-edge material on stretch goals (Chapter 6).

* Included additional information on the Demand Control Model for depicting stressful jobs (Chapter 7). New content
on workplace bullying was also added to the stress chapter.

* Added new content on strategic leadership (Chapter 8). Sections on (1) transactional leadership and (2) gender and
leadership were fundamentally redeveloped. The Catalyst Pyramid was incorporated as Exhibit 8-5.

Xiii
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* Reorganized presentation to better emphasize individual level issues in communication (Chapter 9). Added a new
section on communication styles, and a section on virtual worlds.

* Enhanced the material on effects of mood and emotion in decision making, an area of growing importance
(Chapter 10).

* Incorporated a new section on managerial change capabilities, along with new material on dynamic capabilities
(Chapter 14). Also, a discussion of goal-based leadership replaced the prior material on management by objectives

(MBO).

In addition, we have added more than 500 new references from the organizational behavior research literature and from
popular press articles on managerial practice. For this edition, the Part-ending Case Studies have been moved from the print
book to be available in digital versions of the book and on the Book Companion Site, at www.Wiley.com/College/Hitt. This
change increases the flexibility of their use by students and in the classroom. Although we have made important revisions and
updated materials to reflect current managerial practice, we have maintained all of the basic OB content that instructors found
to be valuable and all of the pedagogical approaches that supported students’ efforts to learn. Therefore, this fourth edition
represents continued improvement of a high-quality teaching and learning tool. It continues to be written in an easy style and
is user friendly, as were the first three editions of the book.

Value Provided by This Book

Managing OB involves acquiring, developing, managing, and applying the knowledge, skills, and abilities of people. A strategic
approach to OB rests on the premise that people are the foundation for any firm’s competitive advantage. Providing exception-
ally high-quality products and services, excellent customer service, valuable innovative products, and other advantages are based
on the capabilities of the firm’s people, its human capital. If organized and managed effectively, the knowledge and skills of the
people in the firm are the basis for gaining an advantage over competitors and achieving long-term financial success (as shown
in the Whole Foods case and the Pixar example mentioned above and detailed in Chapter 1).

Individual, interpersonal, and organizational characteristics determine the behavior and ultimately the value of an organ-
ization’s people. Factors such as individuals’ technical skills, personality characteristics, personal values, abilities to learn, and
abilities to be self-managing are important bases for the development of organizational capabilities. At the interpersonal level,
factors such as quality of leadership, communication within and between groups, and conflict within and between groups are
noteworthy in the organization’s ability to build important capabilities and apply them to achieve its goals. Finally, at the organ-
izational level, the culture and policies of the firm are also among the most important factors, as they influence whether the
talents and positive predispositions of individuals are effectively used. Thus, managing human capital is critical for an organiza-
tion to beat its competition and to perform effectively.

This book explains how to effectively manage behavior in organizations. In addition, we emphasize how effective behav-
ioral management relates to organizational performance. We link the specific behavioral topic(s) emphasized in each chaprer ro
organizational strategy and performance through explicit but concise discussions. We also provide short cases and examples to
highlight the relationships.

Therefore, we emphasize the importance of managing OB and its effect on the outcomes of the organization. This is highly
significant because a number of organizations routinely mismanage their workforce. For example, some organizations routinely
implement major reductions in the workforce (layoffs, downsizing) whenever they experience performance problems. How does
an organization increase its effectiveness by laying off thousands of its employees? The answer is that it rarely does so.? Layoffs
reduce costs but they also result in losses of significant human capital and valuable knowledge. These firms then suffer from
diminished capabilities, and their performance decreases further. Research shows that firms increasing their workforce during
economic downturns enjoy much stronger performance when the economy improves.’ These firms have the capabilities to take
advantage of the improving economy, whereas firms that downsized must rebuild their capabilities and are less able to compete
effectively. The firms listed annually in Fortune’s “100 Best Companies to Work for” are consistently among the highest performers
in their industries (e.g., Apple, Starbucks, The Container Store, Whole Foods Market, Marriotr). Likewise, Fortunes annual list
of The World’s Most Admired Companies contains many of the same firms. In fact, according to Fortune, the 2014 list contains
innovators (e.g., Apple), market disrupters (e.g., Google) and transformed companies that have overcome adversity (e.g., Delta).*
A primary contributor to their ability to perform so well is the effective management of their human capital and the resulting
output by those managers and associates.
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Concluding Remarks

The knowledge learned from a course in organizational behavior is important for managers at all levels: top executives, middle
managers, and lower-level managers. While top executives may understand the strategic importance of managing human capi-
tal, middle and lower-level managers must also understand the linkage between managing behavior effectively and the organiza-
tion’s ability to formulate and implement its strategy. Managers do not focus solely on individual behavior. They also manage
interpersonal, team, intergroup, and interorganizational relationships. Some refer to these relationships as social capital. The
essence of managing organizational behavior is the development and use of human capital and social capital.

Jack Welch, former CEO of GE, suggested that he and his management team used management concepts that energized
armies of people allowing them to dream, dare, reach, and stretch their talents in order to do things they never thought possible.
This book presents concepts that will help students to gain the knowledge needed to effectively manage behavior in organiza-
tions. This, in turn, helps in the implementation of the organization’s strategy, affects the organization’s productivity, allows the
organization to gain advantages over its competitors, and therefore contributes to the organization’s overall performance.

MAH
1. R. Tewzeli, “Creativity Inc.,” Fast Company, April 2014, pp. 64-74. CCM
2. H. Krishnan, M. A. Hitt, and D. Park, Acquisition Premiums, Subsequent Workplace AJC

Reductions and Post—Acquisition Performance,” Journal of Management Studies 44
(2007): 709-732; R. D. Nixon, M. A. Hitt, H. Lee, and E. Jeong, “Market Reactions
to Announcements of Corporate Downsizing Actions and Implementation Strategies,”
Strategic Management Journal 25 (2004): 1121-1129.

3. C.R. Greer and T. C. Ireland, “Organizational and Financial Correlates of a ‘Contrar-
ian’ Human Resource Investment Strategy,” Academy of Management Journal 35 (1992):
956-984.

4. C. Fairchild, “Atop Our Annual Ranking: Innovators, Disrupters and Companies That
Overcame Adversity,” Fortune, March 17, 2014, pp. 123-130.

exploring behavior in action

Strategic Use of Human

FOCUS AND PEDAGOGY | Capital: A Key Element of

The book explains and covers all organizational behavior topics, based |
on the most current research available. Unlike other OB texts, it uses the
lens of an organization’s strategy as a guide. Elements of the book through

Organizational Success

I n their book, 7ke New American Workplace, James O Toole

and Edward Lawler described the existence of high-
involvement, high-performance companies that spanned
many industries. Examples of such companies are Nucor, W.L.
| Gore & Associates, and Proctor & Gamble, among others. For
1 i 1 i example, Proctor & Gamble (P&G) adopted high-involvement
Explorl ng BehGV|Or in ACtlon N wurk}pracdces at some of its manufacrfring facilities, includ-
Each chapter opens with a case, grounding the chapter in a real-world | ing empowerment of work teams to allocate the rasks among
. : . their members, establish their own work schedules, recruit new
context. Some of the companies featured include The Container Store, members to their team and even to select the methods used
Oakland Athletics, XCI‘OX, Starbucks, and J Crew. to accomplish their rasks. In addition, P&G invests in build-
ing human capital, and much of the training is done by P&G
managers instead of human resource management or train-

which we apply this lens include the following.

ing specialists. In fact, P&G views work life as a carcer-long |

learning and development process. P&G has a different “col-
lege” for educating its workforce in the knowledge and skills
needed for their current and future jobs. The company also
carefully screens all candidates in the hiring process. The com-
pany received approximately 400,000 applications in 2009 for
entry-level management positions and hired fewer than 2,000
(less than one-half of one percent).

The Container Store was started in 1978, and from the
beginning the founders and top executives stated the top

stakeholders were the employees (even ranked above sharehold-
ers and customers). Since its founding, The Container Store has
enjoyed an average compound annual growth rate of approxi-
| mately 25 percent, with annual revenues now exceeding $700
million. It is the top specialty retailer of containers in the coun-
ry.
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The Strategic Importance of ...

Links the issues in the opening case to the topic
of the chapter. The issues are discussed in light
of their importance to organization strategy and
ultimately how they affect the organization’s per-

formance.

The Strategic Importance of ... and The

Strategic Lens are appropriate ‘bookends’ for
the chapter; they set up how decision making
is strategic and reinforce that at the end of the

chapter.”

nder

(Pam Rorror-Dogies, UNIVERSITY
or Missourt Kansas City)

EXPERIENCING ORGANIZATIONAL BEHAVIOR
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Stock  ronking,

however, created o
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of the wors! wos dyshunctional

compeliion.  Microsofr’s associotes

i o given unif did not always want fo help

their colleogues because they were in com

pefition with them for membership n the tap
cotegory, ond n competihon with them fo
avoid the bottom category. It did not maner
it everyone berformed well—only 20 percent
could be in the fop category, ond 10 per
cent had to be in the bottom category Thus,
cooperation was not chways what it needsd

1
v’:/

Sotces K Exchenwald, Microsof's Lest Decade, Vanity Foir (August 2012}, pp. 108-113 A, Hill “Farced Ranking s o

£ ;
Ny —
"/ Shutrsork

1o be. One former scitwore enginer sand the
Tollowing about the system

i you were on o team of 10 paople,
you walked in the hist doy knowing that,
no matet haw good evaryons was, o

pecpls were going to gel o greal re
view, saven ware going fo gel
mediocre reviews, and one
wos going 1o get o fer
tible review It lsads to
mployees focusing
on competing with
each ather cather
than competing with

othar comparties”

Quinght sabo-

tage and palificking

alsc seemed 1o be port

of the problem Ancther

engineer soid this obout
stack ranking ot Microsolt

The behavior Ihis sngenders
people do everything thay can o stoy
out of the bottam bucker. People respon
sible for feotures will opealy sobotoge
other people’s afforts One of the most
voluoble things thot | learned wos 1o
give the appearance of being courteous
while withholding just enough infor
mation from colleagues fo ensure thay
dicn get ahead of me on the rankings

Tying Rewards to Performance at Microsoft

A recent analyst of Microso’s woes
over the post decode indicoled thot every
former-and current employee with whom he
hod spoken identified stock ranking s the
most destructive process al the company
Recognizing the (ssues, Microsolt softensd
15 se of the approach for o pericd of me
and then in the foll of 2013 announced that
stack ronking would be largely sbondoned
Wl temains 1o be seen how this change will
ohmct the company’s fortunes, but i seems 1o
be o wise move.

Other hrms, howaver, continue to use
the approach. One estimate sugges's that of
least 30 percent of the Forlune 500 confinve
1o use some version of stack ranking. ond it
s very popular for big fitms in the investment
banking, low, and accounfing industries: Al
Yohoo!, stack ranking has been implemented
by new CEQ Manssa Mayer. In short order
600 associates hove been terminaied o3
a resull of being in the bottom bucket In
Mayer's view, the system is usehl for cufling
deadwood from o company that hod bacame
somewhat complacent Indeed. shartterm
usa of stack ranking in o compony that has
woikforce (ssues seems reasonable. Longer
term gse in hems with swong workforces
seams. much less. reasanable. Even General
Eleciric, where former CEQ Jock Walch ongi
nated the process. hos greatly sofiened il use
of stock ranking

Relic of on HR Tool. Fimancial Times (uly 17. 2012). 10, Ovide & R Femizeig, “Mictasot Abondons Dreaded ‘Stack

Sobwora Giant Deops Fotced Ranking of Employees,* Wall Steet Joumal (Nov 13, 2013), B 1. *Ranked and Yanked
Motivating Workers,” The Econamist, (Nov 2013), 69 D Weldon, "Mictosoll’s New Performonce Palicy Favors Callabora-
tiom, Mol Compatiion,” FiercaClC (Nav. 2013), it //werwe sory, i 4
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Experiencing Organizational
Behavior

The two Exploring Organizational Behavior sections in
each chapter apply key concepts of the chapter. Real-
world case situations are used, including those focused
on women, work, and stereotypes; extreme jobs, work-
place aggression; high-quality associates at Google;
creating innovation with human capital at Apple;
and performance management systems at Microsoft.
Each discussion highlights the connection between
an OB concept and the organization’s strategy and
performance.

“The Experiencing OB section is also useful since it provides
a conceprual view of the changing approach to OB. I like the
idea that it walks the students through a situation and then
summarizes the prospects for acting successfilly.”
(MariaN ScHuLTZ,
UN1vERSITY OF WEST FLORIDA)

Afier reading the Experiencing OB section on the football league, I also found that the example was an excellent choice. My
classroom includes both traditional and nontraditional students, ranging in age from 20 to 72, and I think it is important to
provide a variety of examples that everyone can relate to in the course.”

(MARILYN WESNER,
GEORGE WASHINGTON UNIVERSITY)



Managerial Advice

These sections provide advice for future managers and make a
connection to the organization’s strategy and performance. Exam-
ples of Managerial Advice include those focused on multinational

corporations and “glocalization,” Ursula Burns, chair and CEO
of Xerox, managing virtual teams, finding a fit at Home Depot,
“green” policies and practices, and experiential team building.

1 acision moking 13 the essance

ol managemen. The primary

tosk ‘ol manogers it Yo make
decusions. Toplevel manogen decide what
products and services i provide and whot
markets 1o enter Middle managers decide
whare 10 locomw facilines and hew many
products t& maryfctyre. Lowerdevel monog
ors decide which fosks should be assigned
o porticular associates and when
assocites should be laid off. Therefore, the
qualiry of managers decisions ot all lavels
hes o major effect on the success of an orge-

nization || monagens decide lo ente: the
witng morkets or 1o hire Jess than the best
opplicants. the organization’s performonce

is liksly to sufer , however, they decide
on axcellent products lor the markel ond bire
oulstanding avsaciates and molivate fhem lo
ochieve; the orgamzotion is likely fo Hourish
Thus, undermanding how s moka effective 5 1
decisions s necessary o ba o swecesshl
manager; and organizations must hove mar
ogers who are effwciive decision mokers if
they are lo achieve their gools “ Al sro-
jain  tegic decisians—down 1o decisions regard

ing which holidays 1o ollow for associates -
alfact the organization & performance

Critical Thinking Questions
1. You are o manager of & unit with 25
ossociotes. You have st been mlormed

]
thet you must Jay off 20 percent of the
sscciares  your uni What process il |
you foliow to make the decision ond to |
implament it}
you mode o decision thot your manager [

Yoy s Vpissn o hwnesionis: |

fion and later you lsarned that you made ;

an ereor in thot decision, what oclions
would you oke? Assuma tal others will

not nofice fhe arror for sme time
3. You make decisions on o doily bosis

Do you find it dificult to moke decisions,

espacially those of importonce? What

can yeu do lo improve your decison

moking obilities? 1

|

Thinking about Ethics

Given the growing importance of ethics, the “Think-
ing about Ethics” feature at the end of every chapter
provides an opportunity to analyze various ethical di-
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The Strategic Lens

The Strategic Lens section concludes each chapter.
The section explains the topic of the chapter through
the lens of organizational strategy. Highlighted is the
critical contribution of the chaprter’s concepts to the
organization’s achievement of its goals. The Strategic
Lens concludes with Critical Thinking Questions that
are designed to emphasize the student’s knowledge of
the OB topic, its effects on the organization’s strategy,
and its effects on organizational functioning.

o

nking about Ethics

1. What cthical responsibilities do leaders have in the
organizations in which they work? What are the primary
cthical issues involved in the leader's refationship to the

. Assume that you are the leader of a marketing group
and have been trying for some time to acquire a large
new customer in a foreign country. One of your sales
reports that a ¢ has offered a bribe
to a key official of the company to obrain the contrace. If

lemmas that confront today’s managers. Students are

exhibiting ethical behaviors? s erhical behavior more
important even if the result is poor performance? Why or

. Whart is more important, associates” productivity or leaders’

you do not respond, your organization will likely lose this
major new contract and your group will probably not meet

asked to apply OB concepts to realistic ethical issues |
to determine the most ethical course of action. |

| unethical behaviors? Explain why or why not

The human resource management (HRM] function & ofien
responsible for several applications of the concepes exphined
in this chaprer. For example. munagerial tntining programs hely
managers leam how to develop the most effective structures for

their context (.. when 1 tse an organic structure), Thiey may
blc for the

that helps managers to identlty when and how ra make needed

function

absa be resg

| changes such as suucture changes

|
|
!
|
|
{ organization?
|
|
|
f

why not?

w

ibility for d

The HRM dep
implementing and interpreting culoure surneys (w assess the cur-

often has resy

rent culture and identify changes needed, if any). In addirion, |

they frequently conduct culture andits

Finally, the HRM function has the responsibiliey for recruit
ment and selection of new human capital, “Therefore, HRM
professionals play a major rol¢ in maintaining the person-

organization fit

Are ethical leaders more effective than leaders who exhibit

its sales goal for the year, What should you do? Explain the
reasons for your recommendarion.

Human Resource Management

Applications

This feature at the end of each chapter highlights the impor-
tance of OB concepts to human resource managementand how
managers can use these concepts to more effectively manage
human capital in the organization. Students will learn various
ways in which managers can use management-development
programs, compensation programs, and selection processes.
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Building Your Human Capital

To help students better know themselves and develop need-
ed skills in organizational behavior, a personal assessment
instrument is included in each chapter. This includes infor-
mation on scoring and interpreting the results. Assessments,
for example, are focused on approaches to difficult learning
situations, the propensity to be creative, skill at managing
with power, and the ability to tolerate change.

The Building Your Human Capital segment is unique.
Students need to recognize the importance of the topics
for developing their personal skills. This section does a
good job in forwarding that idea.”

(Ceasar DoucLas, FLorIDA STATE UNIVERSITY)

building your human capital

How well do you handle diversity? Your ability to be flex-

ible, work with many differeric typés of people. and deal with
ambiguous situations will be crucial w a successful career in the
wwenty-first century. The following assessment will allow you

1o determine whether you have had the experience necessary o
help in successfully navigating a diverse work environment.

What's Your DQ (Diversity Quotient)2

5. Have a conversation with someane who was from a differ-
cnt country.

6. Attend a social event where at least half of the people dif-
fered from you in race or ethnic background.

7. Visit a church that was of a celigion different from yours,

Visita place where people spoke a inguage different from

"

Use the following scale to answer the questions below:

your first language

Do something you've neve done before.
10. Artend a cultural event (art show, concert).
11, Eat cthnic food.

1 point = never

|
i 2 points = once or twice
3 points = three or four times 14. Read a book about another culture.
I 4 points = four or more times 15. Watch a movie or TV show about another culture.

12. Visit a forcign country.
13. Watch a program about world (non-US) histary.

N =

race.

See a foreign movie.

Speak a language other than vour first language

Visitan art or history museum,

Have a conversation with someone who was of a different

16. Attend & social event where you didn't know anyonc.
17. Read a book writien by 4 forcign author.
18. Listen to music from a different culture.
9. Attend an event where you were in a minority based ¢n

any demographic characteristic (age, gender, race, ethnic-
ity religion, sexual orientation)

an organizational behavior moment

Spumont, Tnc., is a small manufacrurer of furninute, The com-
pany was founded in 1990 by joe Spumonti, who had been
employed as a cabinemaker in a large firm before he decided
to open his own shop in the town of Colorado Springs. He
soon found that some of his customers were interested i special
fumiture that could be built 1 complement theic cabiners. Joe
found theie requests easy to accommodate. In fact, it wasnt long
before their requests for custons furniture ncreased o the poine
that Joc no fonger had time to build cabinets,

Joe visteed a banker, obrained a loan, and opencd u larger

shop. He hired several | i

purchased more equiy

peoy
and obrained exclusive tights © manufacture a special line of fur
witure. By 2000, the business had grown considerably, He then
cxpanded the shop by purchasing adjoining buildings aud con-
verting them into prodution facilities. Because of the high noise
level, he also opencd a sales and administrative office several
blcks away. in the more exclustve downtown business district,
Morale wis very good amang all associates. The workers often
J on Joe as e shared
his dreams and aspirations with them and made them feel fike mem-
ers of a bigg but close-knic family, Assoctates viewed the futare widh
optimism and anticipated the growth of the company along with

ils dynamic

associared groweh in their own responsibilties. Although their pay
was competitive with that provided by other local businesses, it was
notexceptional. Stll, associaves and others in the communicy viewed

Managing in a Foreign Land

obs with Spumont us prestigious and desirable. The training, open
sharing of information, and individual autonamy were notesorthy.

By 2013, business volume had grown 1o the extent dhat Joe
found it nevessary to hire 4 chief operating officer (COO) and
w0 incorporate the business. Although incorporation posed no
problem, the COO did. Joe wanted someone well acquainted
with modern management technigues who could monitor inter-
nal operations and help computerize many of the procedures.
Although he preferred w promote one of his kyal asociates, none
of them seemed interested in management at chat time. Ultimately,
he hired Woltgang Schmide, a visa holder from Germany who had
recently completed his MBA at a German university. Joc thought
Wolfgang was the most qualified among the applicants, especially
with his experience in his family's turniture company in Germany,

Almost immediacely afier Wolfgang was hired., Joe began to
spend most of his time on strategic planning and building exter-
nal eearionships with key constituents. Joe had neglected these
funcrions for  long time and felt they demanded his immedi-
ate ateention. Wolfgang did not ohiect to being lefi on his own
because he was enthusiustic about his duties. It was his fiest lead-
crship opportunity:

Waolfgang was more conservative in his approach than Joc
bad been. He did not like to leave things 1o chance or to the
gut feel of the associates, so he wied o intervene in many dea-

sinns the associates previously had been making for themselves,

Team Exercise

activities and engage students in team-building skills. Teaching sug-

gestions are included in the instructor’s resources.

|
|
These experiential exercises expand the student’s learning through i

“The Exercise at the end of the chapter seemed like a great way to
get students involved and to help them understand the material.”

An Organizational Behavior Moment

The applied, hypothetical case at the end of each chapter
gives students an opportunity to apply the knowledge they
have gained throughout the chapter. Each case concludes
with questions. Teaching suggestions are included in the in-
SLIUCCOr’s resources.

“The case was a good illustration of what life as a manager
is like and it lends itself to a discussion of what might keep a
manager from being highly involved.”

(DeBorRAH BUTLER, GEORGIA STATE UNIVERSITY)

™

Dealing with Stress

have not done soralready. compleee the asscssment
presented in Buildinig Your Hamian Capial, I addition 1o
the periodic stresvors sdentified i that assessment, idenify
and st any omguiong stresors {demandiing clases. 3 tcacher
swhas 1 ot trearing you appropriaely, er.).

2 White dhowin wehat you currently do t cope with strew

ssing on cach ehement found in
Individual Stress Manageancn™
i, istrumencal il suppeier,

l avedication)

3, Giive vour cesult from Steps | and 2 1o iwo classmates, &
idennfied by vour lstructor (i you have privacy concerns

consule with your instriror

Receive resudts from the same owo classmanes, and evalware
the eflictivensss of dheir coping sarategies in light of the
stessors

Feam up with the other twn people and discuss your
evaluatons

Steps 14 should rake abour 30 minurey to complete, aid sicp 5

should rake abour 2030 mioute.

(SHARON Purkiss, CALIFORNIA STATE UNIVERSITY
AT FULLERTON)

Case Studies

Available on the Book Companion Site and in digital versions of the text are Case Studies on Cooperating and Communicat-
ing Across Cultures, Brussels and Bradshaw, Bright and Dedicated: What More Do You Want?, Anna Frisch at Aesch AG, and
Organizational Culture at DreamWorks Animation. These Case Studies can be accessed at www. Wiley.com/ College/Hitt.
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SUPPLEMENTS
WileyPlus Learning Space

What is WileyPLUS Learning Space? It’s a place where students can learn, collaborate, and grow. Through a personalized experi-
ence, students create their own study guide while they interact with course content and work on learning activities.
WileyPLUS Learning Space combines adaptive learning functionality with a dynamic new e-textbook for your course—giv-
ing you tools to quickly organize learning activities, manage student collaboration, and customize your course so that you have
full control over content as well as the amount of interactivity between students.
You can:

* Assign activities and add your own materials

* Guide students through what's important in the e-textbook by easily assigning specific content
* Set up and monitor collaborative learning groups

* Assess student engagement

* Benefit from a sophisticated set of reporting and diagnostic tools that give greater insight into class activity

Learn more at www.wileypluslearningspace.com. If you have questions, please contact your Wiley representative.

Companion Website

The text’s website at www.wiley.com/college/Hitt contains myriad resources and links to aid both teaching and learning, includ-
ing the web quizzes described above.

Instructor’s Resource Guide

The Instructor’s Resource Guide includes an Introduction with sample syllabi, Chapter Outlines, Chapter Objectives, Teaching
Notes on how to integrate and assign special features within the text, and suggested answers for all quiz and test questions found
in the text. The Instructor’s Resource Guide also includes additional discussion questions and assignments that relate specifically
to the cases, as well as case notes, self-assessments, and team exercises.

Test Bank

This robust Test Bank consists of true/false (approximately 60 per chapter), multiple choice (approximately 60 per chapter),
short-answer (approximately 25 per chapter), and essay questions (approximately 5 per chapter). Further, it is specifically de-
signed so that questions will vary in degree of difficulty, ranging from straightforward recall to more challenging application
questions to ensure student mastery of all key concepts and topics. The organization of test questions also offers instructors
the most flexibility when designing their exams. A Computerized Test Bank provides flexibility and customization options
to instructors. This electronic version of the Test Bank includes all the questions from the Test Bank within a test-generating
program that allows instructors to customize their exams and to add their own test questions in addition to whart is already
available.

PowerPoint Presentations

These PowerPoint presentations provide another visual enhancement and learning aid for students, as well as additional talking
points for instructors. Each chaprter’s set of interactive PowerPoint slides includes lecture notes to accompany each slide. Each
presentation includes roughly 30 slides with illustrations, animations, and related web links interspersed appropriately.
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Lecture Notes

Lecture Notes provide an outline of the chapter and knowledge objectives, highlighting the key topics/concepts presented
within each chapter. PowerPoint slides have been integrated, where relevant, and the lecture notes suggest to instructors when
it’s best to show the class each slide within a particular chapter’s PowerPoint presentation.

Web Quizzes

Online quizzes with questions varying in level of difficulty have been designed to help students evaluate their individual compre-
hension of the key concepts and topics presented within each chapter. Each chapter’s quiz includes 10 questions, including true/
false and multiple-choice questions. These review questions, developed by the Test Bank author have been created to provide the
most effective and efficient testing system for students as they prepare for more formal quizzes and exams. Within this system,
students have the opportunity to “practice” responding to the types of questions they'll be expected to address on a quiz or exam.

Prelecture and Postlecture Quizzes

The Prelecture and Postlecture Quizzes consist of multiple-choice and true/false questions which vary in level of detail and dif-
ficulty while focusing on a particular chaprter’s key terms and concepts. This resource allows instructors to quickly and easily
evaluate their students” progress by monitoring their comprehension of the material both before and after each lecture.

The prelecture quiz questions enable instructors to gauge their students’ comprehension of a particular chapter’s content so
they can best determine what to focus on in their lectures.

The postlecture quiz questions are intended to be homework or review questions that instructors can assign to students
after covering a particular chapter. The questions typically provide hints, solutions, or explanations to the students, as well as
page references.

Organizational Behavior Lecture Launcher Video

Video clips from the BBC and CBS News, ranging from 2 to 5 minutes in length, tied to the current news topics in organi-
zational behavior are available on the book companion site at www. Wiley/College/Hitt. These video clips provide an excellent
starting point for lectures. An instructor’s manual for using the lecture launcher is available on the Instructor’s portion of the
Hitt website. If you are an instructor and need access to the Instructor Companion Site, please contact your local Wiley sales
representative.
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