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1 Organizational Behavior and Management

Organizational Behavior and Management

Learning Objectives

After studying this chapter, students should be able to:
® describe what managers do.
e define Organizational Behavior (OB).
e identify the three levels of analysis in OB.
e describe why managers require knowledge of OB.
e identify the contributions made by major behavioral science disciplines to OB.

® describe the sources of OB research.

Opening Case

Jason Hershberger

Jason Hershberger got his undergraduate degrees in Computer Science and Geological
Sciences from the University of Southern California(USC). He earned his Master of Science
(M. S.) in Computer Science from USC in 1996 at the age of 23. Since then, Jason has
worked for Torrey Science Corporation in San Diego, California. His job includes designing
software, scheduling projects, organizing teams, delegating assignments, providing guidance
to team members, and monitoring team results.

College course work did very little regarding the people factor. He has learned through
experience that the primary reason most projects succeed or misfire is due to the people factor.

Jason Hershberger has learned what most managers learn very quickly: A large part of
the success in any management job is developing good interpersonal or people skills.
Lawrence Weinbach, former Chiel Executive of Arthur Andersen & Co., puts it in this
way: “Pure technical knowledge is only going to get you to a point. Beyond that,
interpersonal skills become critical.”

Although practicing managers have long understood the importance of interpersonal
skills to managerial effectiveness, business school was slower to get the message. Until the
late 1980s, business school curricula focused on the technical aspects of management. Course
work in human behavior and people skills received minimal attention. Over the past decade,

3
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however, business faculty have come to realize the importance that the understanding of
human behavior plays in determining a manager’s effective, and required course on people

skills have been widely added to the curriculum.

We have come to understand that technical skills are necessary, but insufficient, for succeeding
in management. In today's increasingly competing and demanding workplace, managers cannot
succeed on their technical skills alone. They should also have a good people skill. This book has
been written to help both managers and potential managers develop those people skills.

The scope for the examination of behavior in organization is very wide. There is a
multiplicity of interrelated factors which influence the behavior and performance of people as
members of a work organization. It is important to recognize the role of management as an
integrating activity and as the cornerstone of organizational effectiveness. People and
organizations need each other. The manager needs to understand the main influences on
behavior in work organizations and the nature of the people-organization relationship.

In this chapter, we discuss manager’s job, define organizational behavior and exam

contribution disciplines to OB and origins of organizational behavior.

1.1 What Do Managers Do

Management is the process of planning, organizing, leading, and controlling an organization’s
human, financial, material and other resources to increase its effectiveness. Managers get
things done through other people. They make decisions, allocate resources, and direct the
activities of others to attain goals. Managers at all levels confront the problem of
understanding and managing the behavior of their subordinates. Managers do their work in
an organization. Each manager faces the common challenge of finding ways to help the

organization achieve its goals.

1.1.1 The functions of management

French industrialist Henri Fayol wrote that all managers perform five management functions: plan,
organize, command, coordinate, and control. Today, it is condensed to four: planning,
organizing, leading, and controlling. Managers’ knowledge about organizational behavior are
in a good position to improve their ability to perform these functions. When managers are
performing these functions, they should integrate organizational human, financial, material,
and information resources to increase its effectiveness for attainment of organizational goals

(Figure 1-1).
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Planningw Organizing Leadingm Controlling

Human
Resources

Financial
Resources

Physical
Resources

Information
Resources

Effective and Efficient Attainment
of Organizational Goals

Figure 1-1 Basic managerial functions

(from Ricky W. Griffin and Gregory Moorhead, 2007)

The following management functions can be used to classify a manager’s job. Planning
means defining an organization’s goals, establishing an overall strategy for achieving these
goals, and developing comprehensive plans to integrate and coordinate activities. Organizing
includes determining what tasks must be done, who will do them, how the tasks will be
grouped, who will report to whom, and where decisions will be made. Leading includes
motivating and directing employees, and communicating and resolving conflicts. Controlling

means monitoring performance, comparing results and goals, and making corrections.
1.1.2 Management roles

Managers perform their four functions by assuming roles in organizations. A role is a set of
behaviors or tasks a person is expected to perform because of the position he or she holds in
a group or organization. In the 1960s, Henry Mintzberg concluded that managers perform

ten roles that can be grouped around three themes (Table 1-1):

Table 1-1 Mintzberg's managerial roles

Category Role Description

. Symbolic head; required to perform a number of routine duties of a
Figurehead .
legal or social nature

Interpersonal Leader Responsible for the motivation and direction of employees

. Maintains a network of outside contacts who provide favors and
Liaison . .
information




