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NOTE FROM THE AUTHOR

My name is Jason Colquitt, and I’m the lead author on the Colquitt-LePine-Wesson textbook, Organizational Behavior. I’m also the author of this Instructor’s Manual and I want to encourage adopters to reach out to me if I can help in any way with the book. I’m happy to point you to video clips that complement our OB on Screen feature or to share the details of a research project on performance and commitment that I do with my students. I also created PowerPoints for earlier editions of the textbook that have extensive photos and vivid colors, along with narration notes from my own teaching. I’m happy to share those PowerPoints with you, as the current PowerPoints are limited by new restrictions on photos and colors. I also have those files in Keynote form if you are a Mac user. In sum, I enjoy corresponding with adopters very much, so please do not hesitate to reach out to me. My email address is colq@uga.edu.



CHAPTER OVERVIEW

Organizational behavior is a field of study devoted to understanding and explaining the attitudes and behaviors of individuals and groups in organizations. The two primary outcomes of organizational behavior are job performance and organizational commitment. This chapter explores the factors that affect these outcomes and shows how scientific studies provide evidence that good organizational behavior policies are linked to employee productivity, firm profitability, and even firm survival. This chapter also shows how we “know what we know” about organizational behavior by describing the scientific research process.

LEARNING GOALS

After reading this chapter, you should be able to answer the following questions:

1.1	What is the definition of “organizational behavior” (OB)?
1.2		What are the two primary outcomes in studies of OB? 
1.3		What factors affect the two primary OB outcomes?
1.4		Why might firms that are good at OB tend to be more profitable?
1.5		What is the role of theory in the scientific method?
1.6		How are correlations interpreted?



CHAPTER OUTLINE

WHAT IS ORGANIZATIONAL BEHAVIOR?

Try This!: Open the very first class by asking them to picture their worst coworker ever and to list the things that person did to earn “worst coworker” status. Then have them do the same with the best coworker ever, listing the things that person did to earn “best coworker” status. Both of these lists should be written on the board, a process that will result in a table similar to Table 1-1, The Best of Coworkers, the Worst of Coworkers. Then get them to understand the importance of explaining why the two people act so differently. That process of explanation is what OB is all about.

Organizational Behavior Defined

1. Organizational behavior is a field of study devoted to understanding, explaining, and ultimately improving the attitudes and behaviors of individuals and groups in organizations.
 
B. An Integrative Model of OB
 
1. Provides a roadmap for the field of organizational behavior and shows how different chapters in the text are related
 
2. Individual Outcomes – These are the two primary goals of organizational behavior.

a. Job performance (Chapter 2) – how well employees do on the job
b. Organizational commitment (Chapter 3) – how likely employees are to remain with an organization
 
3. Individual Mechanisms – These directly affect job performance and organizational commitment.
 
a. Job satisfaction (Chapter 4) – what employees feel about their work
b. Stress (Chapter 5) – psychological responses to job demands that tax or exceed an employee’s capabilities
c. Motivation (Chapter 6) – energetic forces that drive an employee’s work
d. Trust, justice, and ethics (Chapter 7) – degree to which employees feel that their company does business with fairness, honesty, and integrity
e. Learning and decision making (Chapter 8) – how employees gain job knowledge and use that knowledge to make decisions
 
4. Individual Characteristics – These affect individual mechanisms.
 
a. Personality and cultural values (Chapter 9) – describe various individual traits and characteristics
b. Ability (Chapter 10) – describes an individual’s cognitive abilities, emotional skills, and physical abilities
 
5. Group Mechanisms – Also affect individual mechanisms, given that most employees do not work alone
 
a. Team characteristics and diversity (Chapter 11) – the qualities that teams possess, including norms, roles, and the way team members depend on each other
b. Team processes and communication (Chapter 12) – how teams behave with regard to communication, cooperation, and conflict
c. Leader power and negotiation (Chapter 13) – the process by which individuals gain authority over other individuals
d. Leader styles and behaviors (Chapter 14) – describes the specific actions leaders take to influence others at work
 
6. Organizational Mechanisms – These also affect individual mechanisms, because they influence the environment in which work is done.
 
a. Organizational structure (Chapter 15) – shows how various units within an organization communicate
b. Organization culture (Chapter 16) – describes the shared rules, norms, and values that shape behavior for organizational employees




II. DOES ORGANIZATIONAL BEHAVIOR MATTER?

OB Internationally. This feature is a valuable tool to help students understand how the relationships among OB concepts, and their applications, varies across cultures. A good way to begin discussing international issues in Chapter 1 is to ask students to describe their international experiences. How many students are international students? How many were born or raised in another country prior to moving to the United States? How many have lived or worked abroad? How many have gone abroad on study trips or vacations? Once you’ve gotten a feel for the experience levels of the class, ask students if they believe that the importance of the concepts in the integrative model of OB will vary across cultures, or whether their importance will be universal. If they believe the importance varies, should multinational corporations design their OB policies to function differently at different branches? What are the pluses and minuses of such a strategy?

A. Building a Conceptual Argument
 
1. Resource-based view of organizations – looks at what makes resources capable of creating long-term profits for a firm
2. Resources are considered to be more valuable when they are:
 
a. Rare – “Good people are hard to find.”
b. Inimitable – People are difficult to imitate for three reasons:
i. History – People have a collective pool of experience, wisdom, and knowledge that benefits the organization.
ii. Numerous Small Decisions – Big decisions are easy to copy – it is the small decisions that people make day-in and day-out that are significant for an organization.

Try This! Ask students to think of all the times when one company copied a big decision made by another. For example, Microsoft rolled out retail stores that mimic the look and feel of Apple stores. What are some examples of times where that copying has proven successful? What are some examples of times when that copying seem to be successful? What explains those differences in copying success?

iii. Socially Complex Resources – Resources like culture, teamwork, trust and reputation come from the social dynamics of a given firm in a given time.
 
B. Research Evidence
 
1. Study 1 

a. The survey included executives from 968 publicly held firms with 100 or more employees.
b. High performance work practices were related to decreased turnover, increased sales, increased market value, and increased profitability.
 
2. Study 2
 
a. The prospectuses of 136 companies undergoing IPOs in 1988 were examined for evidence that the company valued OB issues.
b. Firms which valued OB had a 19 percent higher survival rate than those that did not.
 
3. Study 3
 
a. Companies that made Fortune’s list of “100 Best Companies to Work For” were matched to companies of similar size and industry which did not make the list.
b. The “100 Best” companies were more profitable than other companies that did not make the list.

Try This! If the students have not yet read the chapter, put Table 1-3, The “100 Best Companies to Work For” in 2017, on a slide. Ask students if they can guess how the list of Fortune’s “100 Best” could be used to scientifically test whether being good at OB improves profitability. Usually students can guess many of the details of the study described in the book.



C. So What’s So Hard?

1. Many organizations do a bad job of managing OB issues because they don’t view OB issues in a comprehensive fashion.
 
a. No single OB practice can increase profitability by itself.

b. Rule of One-Eighth
i. Half the organizations don’t believe there is a connection between people and profits.
ii. Half of those who see the connection try to make a single change, rather than attempting to make comprehensive changes.
iii. Half of the firms that make comprehensive changes persist long enough for those changes to make a difference.
iv. ½ x ½ x ½ = ⅛ 

OB at the Bookstore: How to Have a Good Day. Focus the discussion on whether students are aware of how much research is done on OB sorts of questions. Do they realize that psychologists, neuroscientists, and economists really do study practical questions like “why do people procrastinate”? Then ask students whether they see value in making more of an effort to seek out translations of that work (whether via science-based business books like this one, TED Talks, research podcasts, or Harvard Business Review research translations).

III. HOW DO WE “KNOW” WHAT WE KNOW ABOUT ORGANIZATIONAL BEHAVIOR?
 
A. According to philosophers, there are four ways of knowing things:
 
1. Method of experience – believing something because it is consistent with your experience
2. Method of intuition – believing something because it seems obvious or self-evident
3. Method of authority – believing something because a respected source has said it is so
4. Method of science – believing something because scientific studies have replicated that result using a series of samples, settings, and methods

Try This! Ask students how they know the factors that improve health. What kinds of dietary philosophies do they know to be healthy? What kinds of exercise practices do they know to be healthy? Once the “knowledge in the room” has been summarized, explore where that knowledge came from. How much of it was just experience or intuition? How much of it comes from authorities (e.g., doctors, trainers, books). How much of it comes from science, either directly (news reports, magazine reports) or indirectly (through relevant authorities). Does any of the “knowledge in the room” conflict with each other (for example, some students think a low-fat diet is more critical; others think a low-carbohydrate diet is more critical)? Which method of knowing would be most valuable for reconciling such conflict?

B. Scientific Method
 
1. Theory – collection of assertions that specify how and why variables are related
2. Hypotheses – written predictions that specify relationships among variables
3. Data – collection and observation of behaviors and outcomes related to the hypotheses
4. Verification – use of statistical methods to determine whether or not a hypothesis can be disconfirmed

a. One tool in the verification process is the correlation. 

Try This! Ask ten students to volunteer their height in inches and their weight in pounds. Ask them to write the numbers down on a sheet of scrap paper. Then input them into an Excel spreadsheet, placing them in columns A and B. Ask students to eyeball the two columns of numbers and guess the correlation. Then calculate it using this formula: =correl(a1:a10,b1:b10). Did the resulting correlation differ from the population value (.44, as given in Table 1-4, Some Notable Correlations). Ask the students why the class number might differ from the population value, using that to explain why multiple studies (and high sample sizes) are needed when performing OB research. Then ask the students whether the correlation between job satisfaction and job performance should be higher or lower than the correlation between height and weight. Use that frame of reference to get them to understand that correlations of .30 are actually moderate in size, and correlations of .50 are actually strong in size.

b. Correlations are not enough to prove causation. Making causal inferences requires ruling out alternative explanations. Experimental methods are often used for that purpose, as they are able to control external factors that could create misleading correlations.

c. A meta-analysis takes all of the correlations found in a set of studies and calculates a weighted average of those correlations to help understand the overall relationships between variables. Meta-analyses can also be a helpful guide for evidence-based management, where management education and practice relies on scientific findings (as in medicine).

OB on Screen: Moneyball. The clip referenced in the book begins around the 46:11 mark of the film, continuing until about the 49:45 mark. The scene depicts an argument between Billy Beane, the general manager of the Oakland A’s, and Grady Fuson, his head scout. Beane has embraced advanced analytics—statistics-based decision making as espoused by Pete Brand. Fuson prefers decision making based on experience and intuition, not science, referring to Brand as “Google Boy.” Ask the students who is right? Beane or Fuson? The reality is that both are a little right and both are a little wrong. The method of science need not come at the expense of experience or intuition—all can be used to complement one another. Although Beane clearly denigrates the need for scouting in the clip, the reality is that most sports teams now have analytics experts and science experts. Beane’s focus on science has stood the test of time, as the A’s have remained successful. Unfortunately for them, other teams copied the use of analytics, given that the practice was not inimitable. Please email me at colq@uga.edu if you have any questions about using OB on Screen in your teaching.

Try This! Use the Moneyball clip for a different chapter. The clip provides a good example for discussing the rational decision-making model, types of decisions, and the value of experience and intuition from Chapter 8. Ask the students whose decisions are likely to be faultier and why: a scout’s or a statistical analyst’s? Why?

Bonus OB on Screen (from 3rd edition): Social Network. The clip referenced in the book begins around the 21:32 mark of the film, continuing until about the 24:20 mark. The clip depicts Tyler and Cameron Winklevoss approaching Mark Zuckerberg to work on their site, the Harvard Connection. The scene encapsulates the inimitable advantage that Facebook had in the beginning (and that Harvard Connection would have had): Unlike Myspace or Friendster, you needed a harvard.edu email address to access it. Ask the students to describe why that represented such an inimitable advantage in the beginning. Then guide discussion toward the inimitable advantages that Facebook has garnered since the site was opened up to everyone.

Bonus OB on Screen (from 1st and 2nd edition): Office Space. The clip begins around the 18:20 mark of the film, continuing until about the 25:44 mark. The clip depicts Peter Gibbons, a computer programmer at Initech, as he struggles to get through his work day. Eventually he seeks the advice of a therapist, which inadvertently causes him to embrace the role of an “office slacker.” The scenes provide a case study of an employee with low job performance and low organizational commitment. Ask the students why Peter seems to be struggling. What concepts from Figure 1-1 seem most relevant? Students who have seen the entire movie will be able to point to a number of different concepts that explain Peter’s current ineffectiveness.

SUMMARY: MOVING FORWARD IN THIS BOOK

OB Assessments: Introspection. This brief survey can be used to give students a feel for the types of data that are often collected in organizational behavior studies. Introspection, specifically, is relevant in an OB course because introspective students can use the content in the chapters to better understand their current and past work experiences, and their strengths and talents as employees. Use a show of hands to see how many students fell above and below the average level, and see if students will volunteer any extremely high or low scores. Challenge students who score low on the assessment to actively try to apply course content to their own experiences and characteristics. 

Please see the PowerPoints for a Bonus Assessment on Scientific Interests. 

Please see the Connect assignments for this chapter for an assessment on Methods of Knowing. 

Please email me at colq@uga.edu if you have any questions about using these assessments in your teaching.



DISCUSSION QUESTIONS

1.1		Assuming you possessed the right technical skills, would a job at IKEA be appealing to you? What would be the most important positives associated with the position, in your view? What would be the most important negatives?

The answers will vary from person to person, but one of the more oft-mentioned positives would be working for a company that stood for something—that had a “social mission.” One negative might be working for a company whose product seems routine and common, as there are a number of companies that the lay consumer might view as substitutable.

1.2	 	Think again about the worst coworker you’ve ever had—the one who did some of the things listed in Table 1-1. Think about what that coworker’s boss did (or didn’t do) to try to improve his or her behavior. What did the boss do well or poorly? What would you have done differently, and which organizational behavior topics would have been most relevant?

One boss, when faced with a “bad” employee, got more and more authoritarian—finding fault with everything the employee did and penalizing the employee for every fault. As a result, the employee was more and more demotivated. An alternative approach would be to discuss the employee’s strengths and weaknesses with him, determining the cause of the poor performance, and seeking more helpful solutions for dealing with it. For example, discussing the employee’s individual characteristics might yield knowledge about how to place that person for maximum effectiveness and job satisfaction. An analysis of group mechanisms could help to determine whether or not the employee had the proper support to do his work. And an analysis of organizational mechanisms might provide information on changes that need to be made to the environment for the employee to improve.  

1.3	 	Which of the Individual Mechanisms in Figure 1-1 (job satisfaction, stress, motivation, trust, justice, and ethics, learning and decision making) seems to drive your performance and commitment the most? Do you think you’re unique in that regard or do you think most people would answer that way?

Answers to this question will vary, but the important point to make when discussing the question is that everyone is different, and that when trying to motivate employees, those differences must be taken into account.

1.4	 	Create a list of the most successful companies that you can think of. What do these companies have that others don’t? Are the things those companies possess rare and inimitable (see Figure 1-2)? What makes those things difficult to copy?

Although Apple is an answer that would flow out of the text, there are a number of good examples. Companies like Google having a market advantage (in Internet search at least) that becomes difficult to copy, not to mention technological expertise to help protect that advantage. Other companies, like Toyota, have “bulletproof” reputations that their competitors find tough to match or copy.

1.5	 	Think of something that you “know” to be true based on the method of experience, the method of intuition, or the method of authority. Could you test your knowledge using the method of science? How would you do it?

One example of something that people “know” to be true is that extraverted leaders are more effective. The true merits of that piece of “knowledge” are described in Chapter 14. More relevant to this discussion, it could be tested by asking leaders to fill out extraversion assessments and asking followers to rate their effectiveness. Alternatively, business and political leaders who are famous for being effective or ineffective could be rated by observers on their extraversion.



CASE: IKEA

Questions:

	1.1	To what extent does a company’s culture wind up reflecting the personality of its founder? To what extent does it reflect the values of the country it was founded in? Which seems to be a stronger force in the case of IKEA?

Certainly there will be elements of both, and both the founder and the country seem to have impacted the culture at IKEA. It’s also important to note that—because founders grow up in a particular country—their traits are themselves shaped by the prevailing culture.

1.2 	IKEA operates in a number of countries around the world. The governments and people in those countries may have different attitudes about working hours, diversity efforts, pay levels, and political and environmental activism. Should companies alter their policies and activities in a way that is sensitive to such differences?

Most multinational companies do allow for variation in HR policies across countries—when those policies are peripheral to the core mission and philosophy of the firm. Policies that are core aspects of the firm’s identity, however, wind up being maintained across countries. In IKEA’s case, some of those policies and activities are core to their culture. Variation on them is likely restricted as a result.

	1.3	Assume you were an employee at an organization like IKEA, and Fortune surveyed you for its 100 Best Companies to Work For list. To what extent would your attitudes be shaped not just by internal work policies, but also by how the company engages with society?

This will vary by person, but how a company engages with society is becoming a bigger and bigger part of what it means to work there. Social media amplifies how a company conducts itself, and business reporting has become more sensitive to such issues over time. Thus, the external facing aspects of a company are likely to be even bigger drivers of employee attitudes.



BONUS CASE: GOOGLE (from 5th edition)

Google is a company built on data. Its search engine uses data on how often sites are visited to rank-order the results of search queries. Its ads use data on client bids and landing page relevance to decide where to place ads on a page. More targeted ads also use data on previous browsing sessions to prioritize ads relevant to one’s interests, hobbies, and habits. All of these data uses are key to Google’s business and explain, in part, how it has grown into an organization with 60,000 employees working in 40 countries. 

But Google is a company built on data in another, more literal, sense. Google’s People Operations group bases its human resource decisions on data, rather than opinion. Hiring decisions are based on structured measures of ability, personality, and cultural fit rather than the gut instincts of specific managers. The process of evaluating and rewarding people has evolved based on careful study of what works, and what doesn’t. Change initiatives are based on results from Googlegeist, the company’s annual attitude surveys. And those initiatives are tested using carefully designed experiments before they’re rolled out more broadly. Google’s People Analytics team even has an internal think tank—the People and Innovation Lab (PiLab)—staffed in part by PhDs in organizational behavior, industrial/organizational psychology, sociology, and economics.

Laszlo Bock, Google’s senior vice president of People Operations, summarizes the company’s philosophy: “Relying on data—indeed, expecting every conversation to be rooted in data—upends the traditional role of managers. It transforms them from being providers of intuition to facilitators in a search for truth…One of the core principles of Google has always been ‘Don’t politick. Use data.’” Bock notes that this embracing of the technical side of human resources has allowed a company built by engineers to trust in the importance of management. It seems that many of those data-based conversations have worked out, as Google has maintained its standing as one of Fortune’s 100 Best Companies to Work For, earning the top spot in the most recent rankings. Google’s employees point to the corporate culture and the exceptional perks, of course. But they also point to the people. As one veteran of the company explained, “The best perk of working at Google is working at Google…We are surrounded by smart, driven people who provide the best environment for learning I’ve ever experienced.”

Assume you were working in People Operations for a company that didn’t always see the value in managerial roles—to the point where it once experimented with getting rid of them! Let’s further assume that this company did see the value in data—in numbers that could be used to test arguments. What would you do? At Google, they launched a study to prove that management mattered. It was called Project Oxygen, so-named because good managers could be “breaths of fresh air” that are crucial to a company’s survival. It was launched by the PiLab within Google’s People Analytics team. As the study began, one of the lab’s members noted, “We knew the team had to be careful. Google has high standards of proof, even for what, at other places, might be considered obvious truths. Simple correlations weren’t going to be enough.”

How did Project Oxygen go about the task of proving that managers mattered? One approach they took was separating managers into high and low-scoring groups. They used two tools to do so: the performance evaluation ratings of the managers by their bosses and data from the Googlegeist employee attitude survey. Once the high and low-scoring groups were created, the team compared them on several important variables of interest. The results showed that employees working for high-scoring managers had more job satisfaction, lower turnover rates, and better job performance than employees working for low-scoring managers. Indeed, those differences remained apparent even when statistically controlling for the seniority, rank, and performance of the employees. One lab member summarized, “It turned out that the smallest incremental increases in manager quality were quite powerful. Good managers do matter.”

Prasad Setty, Google’s vice president of People Analytics, argues that the use of analytics must move from description to analysis and insight to prediction. So, with the knowledge in hand that managers mattered at Google, what was the next step for Project Oxygen and the PiLab team? Using that awareness to nurture better managers at Google. The team conducted “double-blind” interviews with the high and low-scoring managers, meaning that the interviewers were not aware of which group the managers were in and the managers were not aware of the focus of the study. The carefully constructed interview scripts were meant to uncover a set of behaviors that united the best managers in the company. The study resulted in the so-called “Oxygen 8” behaviors of great managers: empowering, coaching, expressing a vision, showing concern for well-being, being results-oriented, focusing on career development, being an effective communicator, and possessing key technical skills. Soon the tools used to evaluate leaders were reorganized around the Oxygen 8, with training seminars devised to help improve performance on them. The team also organized panel discussions with high-scoring managers from all functional groups. As one member explained, “We realized that engineers don’t necessarily want to hear about management from people in HR. But they are willing to listen to engineering managers whom they respect.”

Sources: L. Bock, Work Rules! Insights from Inside Google that Will Transform How You Live and Lead. New York: Twelve, 2015; J. Colvin, “Personal Bests,” Fortune, March 3, 2015; D.A. Garvin, “How Google Sold Its Engineers on Management,” Harvard Business Review, December, 2013; D.A. Garvin, “Google’s Project Oxygen: Do Managers Matter?” Harvard Business School Case 9-313-110, October 15, 2013. M. Moskowitz and R. Levering, “The 100 Best Companies,” Fortune, March 15, 2015.



Questions:

	1.1	If you set out to prove that “managers matter” in a company, how would you do it? What data would you want to gather, and what would you look for in those data?

There are a variety of ways to approach this issue. One way would be to assess leaders on many of the behaviors described in Chapter 14: Leadership Styles and Behaviors. At the same time, data could be gathered on employee job performance and employee organizational commitment. If the leadership assessments were correlated at a moderate to strong level with job performance and organizational commitment, then that would show that “managers matter.”

1.2 	What do you think of the Oxygen 8 behaviors? Does it surprise you that those eight were the most vital in an organization like Google? Which would you view as most important and why?

Answers to which are viewed as most important will vary. It is worth noting that the behaviors have much in common with transformational leadership (Chapter 14 on Leadership Styles and Behaviors), psychological empowerment (Chapter 6 on Motivation), and trustworthiness (Chapter 7 on Trust, Justice, and Ethics). Thus, Google has identified concepts that organizational behavior research has revealed to be important.

	1.3	Consider the skepticism that some engineers seem to feel about management at Google. How common do you think that attitude is in today’s organizations? What can be done to combat such attitudes?

It can be a somewhat common attitude, as described in the Rule of One-Eighth. The best way to combat the attitude is to gather data on organizational behavior phenomena, whether through formal or informal surveys and small-scale experiments. The method of science is often the best way to combat skepticism that flows from the method of intuition or the method of experience.

EXERCISE: IS OB COMMON SENSE?

Instructions:

Many students complain that OB is “just common sense.” They typically say this after hearing some intuitive research finding such as “perceptions of task variety are positively related to job satisfaction.” However, virtually anything seems intuitive once you’ve heard it—the trick is to come up with the important concepts yourself before being told about them. This exercise shows how difficult it can be to do that, thereby demonstrating that OB isn’t just common sense. This exercise should take around 15 minutes. Begin by going over the sample theory diagram (for movie box office receipts) so that they understand what a theory diagram is. Then put them into groups and have them pick from among the four potential topics (job satisfaction, strain, motivation, trust in supervisor). Have them create a diagram of their own using their chosen topic as a dependent variable.

Sample Theories:

Here’s an example of what students might come up with for job satisfaction. Their models will typically have some things that have been supported by academic research, though usually they won’t use academic terms. For example, the “fun tasks” box reflects a concept similar to “satisfaction with the work itself.” However, the models will often include things that have not been as supported, such as the relationship between having good job skills and viewing job tasks as fun. Most often, however, the models will omit importance concepts. Have slides ready of Figure 4-7 on job satisfaction, Figure 5-5 on strain, Figure 6-7 on motivation, and Figure 7-8 on trust. You’ll compare the students’ diagrams to those diagrams. For example, if the figure below is compared to Figure 4-7, a number of omissions are evident.

[image: ]



Questions:

If OB was just common sense, students wouldn’t include variables in their model that don’t actually impact the outcome in question. Nor would they omit variables from the model that do impact the outcome in question. Either kind of mistake shows that students don’t automatically know what OB concepts are relevant to key OB outcomes.



OMITTED TOPICS

The field of organizational behavior is extremely broad and different textbooks focus on different aspects of the field. A brief outline of topics that are not covered in this text, but which the professor might want to include in his or her lecture, is included below. In cases where these topics are covered in other chapters in the book, we note those chapters. In cases where they are omitted entirely, we provide some references for further reading.

· History of OB – Historical movements and landmark studies including scientific management, the human relations movement, the Hawthorne studies, and Theory X versus Theory Y. For more on this, see:

Taylor, F.W. The Principles of Scientific Management. New York: Norton, 1967.

Mayo, E. The Human Problems of an Industrial Civilization. London: Macmillan, 1933.

Roethlisberger, F.J.; and W. J. Dickson. Management and the Worker. Cambridge, MA: Harvard University Press, 1939.

McGregor, D. The Human Side of Enterprise. New York: McGraw-Hill, 1960.

· Managerial Functions – Including planning, organizing, leading, and controlling. For more on this, see:

Fayol, H. Industrial and General Administration. London: Pittman, 1949.

Drucker, P.F. Management Tasks, Responsibilities, Practices. New York: Harper & Row, 1974.

· [bookmark: _GoBack]Workforce Trends – Relevant trends include the rise of knowledge work and service work (both covered in Chapter 2). Other relevant trends include increased globalization and increased workforce diversity (both covered in Chapter 3).
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