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CHAPTER ONE: Introduction to
Organizational Behavior

1. HRITAH¥ESE

Learning Objectives:

After reading this chapter, students should be able to:

® Define organizational behavior.

o Describe why study organizational behavior.

e Explain primary variables of organizational behavior.

® Understand generation and development of organizational behavior.

® Understand Ancient Chinese Philosophy about human behavior.
23 HR:

(1) ERBHRTHZFHESL;

2) THREIHRITRENEE ;

(3) TRARTHERNBREANE;

() TRAZRITHENTESRELE;

(5) TRTEEREEIBE P AERRR,

Reading: Google and Organizational Behavior

Google founders Larry Page and Sergey Brin have leveraged ( A # 4k A1) the
power of organizational behavior to create the world’ s leading Internet search engine as
well as one of the best places to work.

Google’ s focus on employees is almost as intense ( 3& #1#9) as iis focus on tech-
nology. The company boasts work-life balance, generous health benefits (#&#)) , and a
team-based environment where employees could share spaces with couches (/%) and
dogs. Every Friday, employees gather to hear about the company’ s performance during
the previous week.

“We want everyone to know exactly how the company’ s doing, exactly where we
stand in relation to our goals,” says Craig Silverstein, Google’ s director of technology.
He also admits that Google carefully selects new recruits. “These are people who think
they are creating something that’ s the best in the world,” says Peter Norvig, a Google
engineering director. “ And that product is changing people’ s lives. ”
Source: Steven L. McShene, Organizational Behavior 3™ Edition, 2007
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Google has become a powerful force on the Internet, but its real power comes from
the company’ s effective application of organizational behavior theories and concepts. For
example, Google encourages creativity and knowledge sharing. It motivates employees
through exciting work opportunities, and it engages in careful person-job matching.

In this chapter, we first define organizational behavior and discuss how having a working
knowledge of it is essential in today’s complex, global world. We then examine how changes
taking place outside an organization in the global, social, technological and work environment

are changing the way people work together and cooperate inside an organization.

1.1 What is Organizational Behavior?

1.1.1 Definition of Organizational Behavior

To arrive at a useful and meaningful definition of organizational behavior, let’ s first
look at what an organization is. An organization? is a collection of people who work to-
gether to achieve individual and organizational goals. Individual goals are what people are
trying to accomplish (SE3E) for themselves—earning a lot of money, helping promote (%
F+) a worthy cause, achieving certain levels of power and prestige ( ), enjoying a
satisfying work experience and so on. Organizational goals are what the organization as a
whole is trying to accomplish, such as providing innovative goods and services that cus-
tomers want, getting candidates elected, raising money for medical research, making a
profit to reward stockholders, managers and employees, and so on. An effective organiza-
tion is one that achieves both individual and organizational goals.

Organizational behavior® is a field of study that investigates the impact that indi-
viduals, groups, and structure have on behavior within organizations for the purpose of ap-
plying such knowledge toward improving an organization’ s effectiveness. In short, organi-
zational behavior is the systematic study of the actions and attitudes that people exhibit
within organizations.

But organizational behavior does not study all actions and attitudes. Four types of be-
havior have historically proved to be important determinants ( Yt 5E N # ) of employee per-
formance : productivity (4:7=% ), absenteeism (B~ L), turnover ( B R %) and job

O AHRUAEMEEEGHANREREZE, EVHAAR-MULEARNER ABANBEAD
BUEAEOBEM)

@ AAfTHE:RFRTE- FEURGRMARARTHOEM, AENAX LR REXBAROE R
B — TR, BRENEF -P. PRGBS GSUTIERRBARAAEERFFRAMTH NS, XL
AfTEHRTEH A, URX T ERE SRR,
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satisfaction ( TYEW & ).
1. 1.2 Contributing Discipilines

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 ( A28%£), 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 contributed to our understanding of macro
concepts—group processes and organization. Exhibit 1. 1 provides.an overview of the con-

tributions made toward a distinct field of study: organizational behavior.

Behavioral Science Contribution Unitof Analysis Output

Leaming
Motivation
Personality
Perception
Psychology Training

L — Leadership effectiveness
Job satisfaction
Individual decision making
Perfomance appraisal
Attitude measurement
Employee selection
Job design
‘Work stress Individual

Groupdynamics
Communication
Power

Conflict

Sociology
He¥

Fomal organization theory
Bureaucracy B 143
Organizationtechnology
Organizational change

—» Study of
Group Organizational
Behavior

Behavioral change
Communication
Group decision making

Social Psychology
HELEE —

Tl

Anthropology Gross-cultural analysis

A%

Organizational
System

Onganizational culture
Organizational environment

Political Science

mmy (o) Conflid
Intra-organizaitional politics

Power

3y

Exhibit 1.1 Contributing disciplines to the Organizational Behavior field

Source: Steven P Robbins Organizational Behavior 11* Edition
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1.1.3 Research Chart of Organizational Behavior

[ [ J

Individual G"HP Organization
®  Ability ® Group ® Org Structure
® Personality ® Team ® Org Design
® Emotion ® Communication ® Org Culture
® Perception ® Leadership ® Org Change
@  Attribution ® Power
e ‘Value ® Conflict
®  Attitude
@ Motivation

Figure 1.1 Organizational Behavior

1.2 Why study Organizational Behavior?

1.2.1 Management functions and Organizational behavior

The four principal functions or duties of management are the processes of planning,
organizing, leading, and controlling an organization’ s human, financial, physical and
other resources to increase its effectiveness.

Planning®. Planning activities include analyzing current situations, anticipating the
future, determining objectives, deciding in what types of activities the company will
engage, choosing corporate and business strategies, and determining the resources needed
to achieve the organization’s goals.

Planning is a complex and difficult task because a lot of uncertainty normally surrounds
the decisions managers need to make. Because of this uncertainty, they face risks when

deciding what actions to take. The knowledge of organizational behavior can help improve

O HUW-REBENEERRR EREALSMBAA(BHR) MEABITHIFR) IR, EALASMFESLS
RULAREHNANWRS AR RERERMNEHANERAREFERRNTHULABR, IRE
FEGTURE, THTENKFREEARABHT MK,
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the quality of their decision making, increase the chances of success, and lessen the risks
inherent in planning and decision making. First, the study of organizational behavior reveals
how decisions get made in organizations and how politics and conflict affect the planning
process. Second, the way in which group decision making affects planning and the biases
(1R W.) that can influence decisions are revealed (B¥1). Third, the theories and concepts
of organizational behavior show how the composition (41 5% ) of an organization’ s top-man-
agement team can affect the planning process. The study of organizational behavior, then,

can improve a manager’s planning abilities and enhance organizational performance.

08
ffectivenes;

Controlling
fon Lo
and make conections

@ Management §

Leading
Use influence to
notivate employees
Human | Financial | Physical Other
resource | resgurce | resource resource

Figure 1.2 Four principal functions of management

Organizing®. In organizing, managers establish a structure of relationships that dictates
(#15%€) how members of an organization work together to achieve organizational goals. Organi-
zing activities include attracting people to the organization, specifying job responsibilities (
{7 i5HH) , grouping jobs into work units, marshalling (4#4) and allocating ( 4>EC) resource,

and creating conditions so that people and things work together to achieve maximum success.

O ARBREEREREHE B F AR THEHERRAMNZAINELXRET GBI LHE, NTER—
MAVARGH F2DRBITHERES . HAKE HARRRELHAR HFEMNTE RS I AR TES
MREFHTAS . HARBRLRAAR BIRRAERIE.
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Organizational behavior offers many guidelines (355 J74f)on how to organize employees
to make the best use of their skills and capabilities, including methods of grouping workers to
enhance communication and coordination while avoiding conflict or politics and etc.

Leading®. Leading involves close day-to-day contact with people, helping to guide
and inspire them toward achieving team and organizational goals.

The study of different leadership methods and of how to match leadership styles to the char-
acteristics of the organization and all its components is a major concem of organizational behavior.

Controlling®. In controlling, managers monitor and evaluate individual, group, and
organizational goals are being achieved. If goals are being met, managers can take action
to maintain and improve performance; if goals are not being met, managers must take cor-
rective action. The controlling function also allows managers to evaluate how well they are
performing their planning, organizing, and leading function.

Once again, the theories and concepts of organizational behavior allow managers to
understand and accurately ( IEB#3h) diagnose (32M¥f) work situations in order to pinpoint
where corrective action may be needed. Control at all levels of the organization is impossi-

ble if managers do not possess the necessary organizational tools.
1.2.2 Organizational Behavior and Manager

Organizational behavior can help managers to explain, predict, and control human behavior.

Explanation. When we seek answers to why an individual or a group of individuals
did something, we are pursuing the explanation objective. It’s probably the least important
of the three goals, from a management perspective, because it occurs after the fact. Yet, if
we are to understand a phenomenon, we must begin by trying to explain it. We can then use
this understanding to determine a cause. For example, if a number of valued employees
resign (), we undoubtedly (ZETCEE[R]HE ) want to know why, in order to determine if
it was something that could have been prevented. Obviously, employees quit their jobs for
many reasons, but if the explanation for a high quit-rate ({3 ) is inadequate pay or
boring jobs, managers often can take actions that will correct this situation in the future.

Prediction. The goal of prediction focuses on future events. It seeks to determine
what outcomes ( 455 ) will result from a given action.

Control. The most controversial (41 #]) goal is using organizational behavior

O % REXAEZAAAAFRBTORAASHEANESITYREELSENES, SHEEES
EAEZFRTHERRES FEBRLLARERMLR .,

@ BW-2RRRE . ERASUSSH A HRINR, LUE RS2 RME SR E A E, RERES H 5 R
R EHONREEREATHTHXBRT . WAR MF . ARS. BAKWOERANFRARHEE,H
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