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xvii

PREFACE

Welcome to the seventh Canadian edition of Organizational Behaviour. Since its arrival
in Canada, Organizational Behaviour has enjoyed widespread acclaim across the country
for its rich Canadian content and has quickly established itself as the leading text in
the field.
Organizational Behaviour, Seventh Canadian edition, is truly a Canadian product.
While it draws upon the strongest aspects of its American cousin, it expresses its own
vision and voice. It provides the context for understanding organizational behaviour
(OB) in the Canadian workplace and highlights the many Canadian contributions to
the field. Indeed, it goes a step further than most OB texts prepared for the Canadian
marketplace.
Specifically, it asks, in many instances:
• How does this theory apply in the Canadian workplace of today?
• What are the implications of the theory for managers and employees working
in the twenty-first century?
• What are the implications of the theory for everyday life? OB, after all, is not
something that applies only in the workplace.
This text is sensitive to important Canadian issues. Subject matter reflects the broad
multicultural flavour of Canada and also highlights the roles of women and visible
minorities in the workplace. Examples reflect the broad range of organizations in
Canada: large, small, public and private sector, unionized and non-unionized.
Organizational Behaviour continues to be a vibrant and relevant text because it’s a
product of the Canadian classroom. It is used in Canada by the first author and her
colleagues. Thus, there is a “front-line” approach to considering revisions. We also solicit
considerable feedback from OB instructors and students throughout the country. While
we have kept the features of the previous edition that adopters continue to say they like,
there is also a great deal that is new.

Our Pedagogical Approach in Writing the Text
• Relevance. The text reminds both teacher and student alike that we must
contend with a new paradigm of work that is more globally focused and
competitive, relies more heavily on part-time and contract jobs, and places
a higher premium on entrepreneurial skills, either within the traditional
workplace structure, as an individual seeking out an alternative job, or as the
creator of your own new business. Today’s younger employees can expect to
hold many more jobs, and possibly be self-employed more and longer than
their parents.
From its beginning, this text was the first to emphasize that OB is
for everyone, from the bottom-rung employee to the CEO, as well as to
anyone who has to interact with others to accomplish a task. We continue
to emphasize this theme. We remind readers of the material’s relevance
beyond a “9-to-5” job by concluding each chapter with a summary that outlines the implications not only for the workplace and managers, but also for
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individuals in their daily lives. We also include the feature OB in the Street,
which further emphasizes how OB applies outside the workplace.
• Writing style. Clarity and readability are the hallmarks of this text. Our
reviewers find the text “conversational,” “interesting,” “student-friendly,” and
“very clear and understandable.” Students say they really like the informal
style and personal examples.
• Examples, examples, examples. From our teaching experience, we know that
students may not remember a concept, but they will remember an example.
This text is packed full of recent real-world examples drawn from a variety
of organizations: business and not-for-profit, large and small, and local and
international. We also use examples taken from the world at large, to illustrate
the broader applicability of OB material.
• Comprehensive literature coverage. This text is regularly singled out for its
comprehensive and up-to-date coverage of OB from both academic journals
as well as business periodicals. The latest research can be found in sections
marked “Research Findings” and “Focus on Research.”
• Skill-building emphasis. Each chapter’s OB at Work section is full of exercises
to help students make the connections between theories and real-world
applications. Exercises at the end of each chapter reinforce critical thinking,
self-analysis, behavioural analysis, and team building.

Highlights of the Seventh Edition
The seventh edition was designed to evolve with today’s students. There are more
relevant examples, updated theory coverage, and a continued emphasis on providing
the latest research findings. Based on reviews from numerous instructors and students
across Canada, we have found that many potential users want chapters that have the
right balance of theory, research, and application material, while being relevant to
student learning. To accomplish this, we have:
• Continued to highlight the importance of Learning Outcomes as a “road
map” leading to focused reading and increased learning comprehension.
Learning Outcomes appear initially as an enumerated list on the chapteropening page and then the numbered outcomes appear throughout the
chapter again in the margins to direct readers to the section where the
Learning Outcome is addressed. Finally, the numbered outcomes are linked
to review questions at the end of the chapter so that students can test whether
they have achieved these outcomes.
• Continued to feature current and topical chapter-opening vignettes as well as
the subsequent references back to the vignettes that appear throughout the
chapter, at the start of most major sections.
• At the beginning of each chapter, a “Big Idea” item appears in the margin
which is meant to give readers a big picture view of the topic at hand. Then, at
the end of the chapter a “Lessons Learned” appears in the margin to recap the
key takeaways for the chapter.
• Continued to integrate a series of relevant and helpful questions throughout
the chapters (look for questions that are set in a square design) to encourage
students to think about how OB applies to their everyday lives and engage
students in their reading of the material. These questions first appear as
bullet lists at the bottom of the chapter opener, under the heading “OB Is for
Everyone,” and then appear throughout each chapter.
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• Updated the boxed features throughout the text, including OB in Action, OB
in the Street, OB in the Workplace, Focus on Research, Focus on Ethics,
and Focus on Diversity boxes.
• Continued to address and highlight how OB principles vary across cultures in
the Global Implications sections. Chapters now conclude with references to
the cultural differences that exist within and between countries. Until recently,
most OB research was conducted in Western countries. That is changing,
however, and we are now in a much better position to answer the question
“How does what we know about OB vary based on culture?” Some OB principles vary little across cultures, while others vary a great deal.
• Continued to include the popular For You feature at the end of each chapter,
to highlight the relevance of the chapter to one’s everyday life.
• Reflected the ever-changing world of organizational behaviour through a
series of new end-of-chapter case incidents.
• Included four new comprehensive cases in the Additional Cases. Case 1:
The Personality Problem deals with the topics of personality, organizational
culture, and work attitudes; Case 4: Bad Faith Bargaining? Government Power
and Negotiations with the Public Service covers power and politics, conflict
and negotiation, and ethics; Case 7: Promotion from Within covers motivation, work attitudes, communication, and politics. Case 9: Boundaryless
Organizations deals with organizational structure and boundaryless organizations, organizational culture, diversity and teams, organizational socialization,
and organizational change. In addition, a new table was added at the beginning of the Additional Cases to show the chapters that apply to the major
topic areas addressed in each case for easy reference.
• Continued to include our OB on the Edge feature, which highlights what’s
new and hot in OB. OB on the Edge, which is unique to the Canadian
edition, provides an opportunity to explore challenging issues and encourages
students to read more about these hot topics. In this edition, we cover four
topics in this innovative feature: Stress at Work; Trust; Workplace Bullying; and
Spirituality in the Workplace.

Chapter-by-Chapter Highlights: What’s New
In this seventh edition, we have made a concerted effort to thoroughly update the
text. Taken together, the changes we made render this text the leader in the market
and the undisputed pioneer vis-à-vis meaningful application of OB concepts and
theories. Each chapter offers new examples, the latest cutting-edge research, discussions of current issues, and a wide variety of application material. The key changes
are listed below.

Chapter 1: What Is Organizational Behaviour?
• New Opening Vignette about Lululemon Athletica
• New section: “Big Data”
• New exhibit: “Employment Options”
• New major section: “Challenges and Opportunities in the Canadian
Workplace”
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• New Focus on Diversity: “SaskTel Is a Top Diversity Employer”
• New major section: “Coming Attractions: Developing an OB Model”
• New exhibit: “A Basic OB Model”
• New exhibit: “The Plan of the Book”
• New Point/Counterpoint: “Lost in Translation?”
• New Ethical Dilemma: “Jekyll and Hyde”
• New Case Incident: “Apple Goes Global”
• New Case Incident: “Era of the Disposable Worker?”

Chapter 2: Perception, Personality, and Emotions
• New Opening Vignette about Matthew Corrin, the CEO of the restaurant
Freshii
• New Research Findings: “Stereotyping”
• New section: “The Dark Triad”
• New exhibit: “Jobs in Which Certain Big Five Personality Traits Are More
Relevant”
• New exhibit: “Does Business School Make You Narcissistic?”
• New Focus on Research: “First Impressions Count”
• New research and discussion on emotional intelligence
• New exhibit: “A Cascading Model of Emotional Intelligence”
• New Focus on Ethics: “An Ethical Choice”
• New Focus on Research: “Smile, and the Work World Smiles with You”
• New section: “Emotion Regulation”
• New Research Findings: “Emotion Regulation”
• New OB in the Workplace: “Affective Computing: Reading Your State of Mind”
• New exhibit: “Emotional States Cross-Culturally”
• New Point/Counterpoint: “Millennials Are More Narcissistic”
• New Experiential Exercise: “Who Can Catch a Liar?”
• New Ethical Dilemma: “Happiness Coaches for Employees”
• New Case Incident: “On the Costs of Being Nice”
• New Case Incident: “Can You Read Emotions from Faces?”

Chapter 3: Values, Attitudes, and Diversity in the Workplace
• New Opening Vignette about Corus Entertainment partnering with TD Bank to
help a program designed to aid Aboriginal children achieve literacy through
summer camps
• New Research Findings: “Hofstede”
• Updated exhibit: “Hofstede’s Cultural Values by Nation”
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• New exhibit: “Dominant Work Values in Today’s Workforce”
• New Research Findings: “Generational Differences”
• New OB in the Street: “Generation Z: Coming to Your Workplace Soon”
• New research in “Francophone and Anglophone Values”
• Updated major section: “Attitudes”
• New exhibit: “The Components of an Attitude”
• New exhibit: “The Worst Jobs for Job Satisfaction, 2013”
• New exhibit: “Relationship between Average Pay in Job and Job Satisfaction of
Employees in That Job”
• New section: “Perceived Organizational Support”
• New research and discussion in “Employee Engagement”
• New OB in the Workplace: “Minding Manners, Helping Customers”
• Updated exhibit: “Practices Used by a Selected Sample of Canada’s Most
Welcoming Places to Work”
• New exhibit: “Average Levels of Employee Job Satisfaction by Country”
• Updated section with new research: “Are Employees in Western Cultures More
Satisfied with Their Jobs?”
• New Point/Counterpoint: “Employer–Employee Loyalty Is an Outdated
Concept”
• New Experiential Exercise: “Feeling Excluded”

OB on the Edge: Stress at Work
• New research in “Consequences of Stress”
• New discussion of personality in “Why Do Individuals Differ in Their
Experience of Stress?”
• New research and discussion in “Organizational Approaches”
• Updated the list of “The Most and Least Stressful Jobs”

Chapter 4: Theories of Motivation
• New Opening Vignette about how motivation influenced Olympic snowboarder
Mark McMorris to win a medal just weeks after fracturing a rib
• New OB in the Workplace: “Stock Analyst Recommendations and Valence”
• Updated section: “The Importance of Providing Performance Feedback”
• Updated Research Findings: “The Effects of Goal Setting”
• Updated section: “Reinforcement Theory”
• Updated section: “Fair Process and Treatment”
• New Point/Counterpoint: “Goals Get You to Where You Want to Be”
• New Experiential Exercise: “Organizational Justice”
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• New Ethical Dilemma: “Grade Inflation”
• New Case Incident: “Equity and Executive Pay”

Chapter 5: Motivation in Action
• New Opening Vignette about how high-growth social media start-up Hootsuite
manages to keep its workforce engaged and productive
• New research in “What to Pay: Establishing a Pay Structure”
• Updated section: “Merit-Based Pay”
• New research in “Flexible Benefits: Developing a Benefits Package”
• New Focus on Research: “The Reward for Helping Others at Work”
• New OB in the Street: “Rewarding Gym Attendance While Wanting Weight Loss”
• Updated exhibit: “Examples of High and Low Job Characteristics”
• New section: “Relational Job Design”
• New research in “Flextime”
• Updated Research Findings: “Telecommuting”
• New research in “Variable Pay”
• New Point/Counterpoint: “‘Face-Time’ Matters”
• Updated Ethical Dilemma: “Are CEOs Paid Too Much?”
• New Case Incident: “Motivation for Leisure”
• New Case Incident: “Attaching the Carrot to the Stick”

Chapter 6: Groups and Teamwork
• New research in “Self-Managed Teams”
• New research in “Virtual Teams”
• New Focus on Ethics: “Virtual Teams Leave a Smaller Carbon Footprint”
• New section: “Multiteam Systems”
• New OB in the Workplace: “Turning Around a Losing Team”
• New Focus on Diversity: “Developing Team Members’ Trust across Cultures”
• New research in “(Team) Composition”
• Updated section: “Diversity of Members”
• New Point/Counterpoint: “To Get the Most Out of Teams, Empower Them”
• New Case Incident: “Tongue-Tied in Teams”

OB on the Edge: Trust
• Revised section: “What Determines Trust?”
• New box: “What Are the Consequences of Trust?”
• New discussion in “Basic Principles of Trust”
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Chapter 7: Communication
• New Opening Vignette about how the two young entrepreneurs who launched
Palette, a mechatronics company, use communication to find investors for
their new invention and to stay connected
• Updated major section: “Barriers to Effective Communication”
• New research in “Downward (Communication)”
• New exhibit: “Allocation of Time at Work for Managers and Professionals”
• New OB in the Workplace: “Asleep in Paris, Busy Working in Toronto”
• Updated section: “Social Media”
• Updated section: “A Cultural Guide”
• New Point/Counterpoint: “Employees’ Social Media Presence Should Matter to
Managers”
• New Ethical Dilemma: “The Pitfalls of Email”
• New Case Incident: “Using Social Media to Your Advantage”
• New Case Incident: “PowerPoint Purgatory”

Chapter 8: Power and Politics
• New Opening Vignette about former Toronto mayor Rob Ford
• Updated major section: “Bases of Power”
• New major section: “How Power Affects People”
• New OB in the Workplace: “It’s Not About the Affair, It’s About the Coverup”
• New research in “Sexual Harassment”
• New Focus on Ethics: “Sex at Work”
• Updated Research Findings: “Politicking”
• New Focus on Research: “Powerful Leaders Keep Their (Fr)Enemies Close”
• Updated Research Findings: “Impression Management Techniques”
• New section: “The Ethics of Behaving Politically”
• New Point/Counterpoint: “Everyone Wants Power”
• New Ethical Dilemma: “How Much Should You Defer to Those in Power?”
• New Case Incident: “Delegate Power, or Keep It Close?”
• New Case Incident: “Barry’s Peer Becomes His Boss”

Chapter 9: Conflict and Negotiation
• New Opening Vignette on the BC Teachers’ Federation strike
• New section: “Types of Conflict”
• New section: “Loci of Conflict”
• Updated Research Findings: “The Constructive Effects of Conflict”
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• New research and discussion in “Personality Traits in Negotiation”
• New Focus on Ethics: “Using Empathy to Negotiate More Ethically”
• New research in “Moods/Emotions in Negotiation”
• New research and discussion in “Gender Differences in Negotiation”
• New major section: “Third-Party Negotiations”
• New Ethical Dilemma: “The Lowball Applicant”
• New Case Incident: “Choosing Your Battles”
• New Case Incident: “The Pros and Cons of Collective Bargaining”

OB on the Edge: Workplace Bullying
• New research and discussion in “Workplace Violence”
• New section: “Legislation to Prevent Bullying”
• New statistics on workplace bullying

Chapter 10: Organizational Culture
• New Opening Vignette about how the Calgary Stampede’s organizational
culture helped it deal with an unexpected crisis
• New discussion in “Definition of Organizational Culture”
• New OB in the Workplace: “WestJet Brings on the Fun”
• New section: “The Ethical Dimension of Culture”
• New research in “Strong vs. Weak Cultures”
• New OB in the Workplace: “Making Culture Work”
• New research and discussion in “Socialization”
• New research and discussion in “Barrier to Mergers and Acquisitions”
• New discussion in major section: “Changing Organizational Culture”
• New research in “Creating an Ethical Organizational Culture”
• New Point/Counterpoint: “Organizations Should Strive to Create a Positive
Organizational Culture”
• New Ethical Dilemma: “A Bankrupt Culture”
• New Case Incident: “Google and P&G Swap Employees”

Chapter 11: Leadership
• New Opening Vignette about Bryce Williams and the leadership issues faced by
the young chief of the Tsawwassen First Nation
• New Research Findings: “Behavioural Theories of Leadership”
• Updated Research Findings: “Path-Goal Theory”
• Updated Research Findings: “Transformational Leadership”
• New research in “Mentoring”
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• New research and discussion in “Ethical Leadership”
• New section: “Servant Leadership”
• New Point/Counterpoint: “Heroes Are Made, Not Born”
• New Ethical Dilemma: “Undercover Leaders”
• New Case Incident: “Leadership by Algorithm”

Chapter 12: Decision Making, Creativity, and Ethics
• New Opening Vignette about Billy-Joe Nachuk, a military veteran who suffered
discrimination by three police officers due to their poor decision making
• New discussion in “Bounded Rationality in Considering Alternatives”
• New Focus on Research: “Putting Intuition to Work in the Workplace”
• New research in “Escalation of Commitment”
• New OB in the Street: “Groupthink at Target Canada”
• New exhibit: “Three-Stage Model of Creativity in Organizations”
• New section: “Creative Behaviour”
• New section: “Causes of Creative Behaviour”
• New discussion in “Creative Potential”
• New section: “Creative Outcomes (Innovation)”
• New discussion in “Four Ethical Decision Criteria”
• New Focus on Research: “Why People Cheat”
• New research and discussion in “Making Ethical Decisions”
• New OB in the Workplace: “The Ethics of Fostering a ‘Culture of Shortcuts’”
• New Global Implications section: “Creativity”
• New Point/Counterpoint: “People Are More Creative When They Work Alone”
• New Case Incident: “The Youngest Female Self-Made Billionaire”

OB on the Edge: Spirituality in the Workplace
• New definition of workplace spirituality
• New discussion in “Why Spirituality Now?”
• New section: “Spirituality and Mindfulness”
• New research and discussion in “Characteristics of a Spiritual Organization”
• New section: “Achieving a Spiritual Organization”

Chapter 13: Organizational Structure
• New Opening Vignette about how the nonprofit Revitalization Saint-Pierre
owes its success to embedding community participation in its organizational
structure
• New research and discussion in “Centralization and Decentralization”
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• New OB in the Workplace: “The World Is My Corporate Headquarters”
• New research and discussion in “The Virtual Organization”
• New research and discussion in “The Boundaryless Organization”
• New research and discussion in “The Leaner Organization: Organization
Downsizing”
• New Focus on Research: “Working from Home”
• New Global Implications section: “Culture and the Impact of Downsizing”
• New Point/Counterpoint: “The End of Management”
• New Case Incident: “Creative Deviance: Bucking the Hierarchy?”

Chapter 14: Organizational Change
• New Opening Vignette about the organizational changes that the Hudson’s Bay
has undergone to stay relevant and profitable in a competitive marketplace
• New research in “Overcoming Resistance to Change”
• New OB in the Workplace: “Habitat for Humanity and Rockwood Institution
Partner to Change Lives”
• New Ethical Dilemma: “Changes at the Television Station”
• New Case Incident: “Starbucks Returns to Its Roots”
• New Case Incident: “When Companies Fail to Change”

Pedagogical Features
The pedagogical features of Organizational Behaviour: Concepts, Controversies, Applications,
Seventh Canadian edition, are designed to complement and reinforce the textual material. This text offers the most complete assortment of pedagogy available in any OB
book on the market.
• The text is developed in a “story-line” format that emphasizes how the topics
fit together. Each chapter opens with a list of learning outcomes related to
a main example that threads through the chapter. The opening vignette is
carried throughout the chapter to help students apply a real-life example to
the concepts they are learning. The learning outcome questions appear in the
margin of the text, to indicate where they are addressed. In “For Review” at the
end of each chapter, students can discover whether they have achieved these
learning outcomes.
C H A P TE R
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Theories
es of Motiva
Motivation

M

on the 2013 World Snowboard Tour, was
“pretty down,” according to his father.1
On January 25, a short time before the

opening of the 2014 Olympics in Sochi, McMorris
crashed during the final of the X Games Aspen
Snowboard Slopestyle, fracturing one of the ribs
on his right side. Even with the crash, which hapNathan Denette/AP Images

4

Chapter 4 Theories of Motivation

ark McMorris, number one slopestyle rider

pened on his third and final run, McMorris won a
silver medal. However, he had won the gold medal
at Aspen in both 2011 and 2012.
But now he had to get himself ready for

Mark McMorris, number one slopestyle rider on
PART 2

the 2013 World Snowboard Tour, won a bronze

STRIVING FOR

medal in the 2014 Olympics a mere two weeks

PERFORMANCE

after fracturing a rib. How did motivation influence

the Olympics, which was to start in just
two weeks. His father’s description
of the situation showed what McMorris faced:
“When we left him [the day after the injury occurred], he could
bend over and touch his toes because of where [the injury] is at,” Don

his impressive performance?

McMorris told The Canadian Press on Monday. “You know a cracked rib in the
front, you couldn’t do that. . . . He’s got five or six days before he has to worry about

LEARNING OUTCOMES

riding and he’s got the best people around him.”
It generally takes six weeks to heal from a cracked rib, and McMorris was facing com-

After studying this chapter, you should be able to:

Successfully

needs and making it
possible for them to

successfully compete. He still had to qualify for the Olympics, and the qualification round

achieve those needs.

peting in the Olympics just two weeks after his injury. Competing in the Olympics was a

Describe the three key elements of motivation.

2

Evaluate the applicability of early theories of motivation.

would take place one day before the opening ceremony. If he made the team, his event

3

Apply the key tenets of expectancy theory to motivating employees.

enough to make the Olympic team?

4

Describe goal-setting theory, self-efficacy theory, and reinforcement
theory.

ees in organizations.

5

Describe why equity and fairness matter in the workplace.

6

Demonstrate how organizational justice is a refinement of equity theory.

7

Apply the predictions of self-determination theory to intrinsic and extrinsic
rewards.

8

Discuss the ethics behind motivation theories.

9

Summarize the essence of what we know about motivating employees.

was scheduled to be held exactly two weeks after the crash. Would McMorris be motivated
In this chapter, we review the basics of motivation, assess motivation theories, and provide an integrative understanding of how the different theories apply to motivating employ-

OB

IS FOR EVERYONE
• Are managers manipulating employees when they link rewards to
productivity? Is this ethical?
• Why do some managers do a better job of motivating people than
others?
• How important is fairness to you?
• What can you do if you think your salary is unfair?
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motivating
individuals requires
identifying their

dream of his, and he would have to overcome great odds, not to mention pain, if he were to

1

• OB Is for Everyone in the chapter-opener highlights
the integrated questions that students will encounter
throughout each chapter. Right from the start, these questions encourage students to think about how OB applies
to everyday lives.
• A “Big Idea/Lessons Learned” feature appears at the beginning and end of each chapter. These resources are designed
to work hand-in-hand. At the beginning of the chapter, a
“Big Idea” item appears in the margin which is meant to
give readers a big-picture view of the topic at hand. Then,
at the end of the chapter a “Lessons Learned” appears in
the margin to recap the key takeaways from the chapter.
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• Exclusive to the Canadian edition, OB in the Street, OB in the Workplace,
Focus on Ethics, Focus on Diversity, and Focus on Research help students
see the links between theoretical material and applications.

OB

xxvii

IN THE WORKPLACE
The Ethics of Fostering a “Culture of Shortcuts”

The
Transportation Safety Board of Canada’s report about the Lac-Mégantic, Quebec,
derailment that killed 47 people and obliterated part of the town indicated that MMA’s
lax attitude toward safety contributed to the disaster.102 “The TSB found MMA was a
company with a weak safety culture that did not have a functioning safety management
system to manage risks,” the agency said. The company’s approach to safety represents a
significant breach of ethics given the threat posed by a lack of appropriate standards in
the rail industry. Gaps in training, employee monitoring, and maintenance were noted.
One such gap, a failure to properly test the air brake system, contributed directly to the
tragic events of July 6, 2013. From all indications, this “culture of shortcuts” was well
established. Management’s decision to let this culture flourish ultimately led MMA to
disaster, bankruptcy, and ruin.
How can an organization’s culture contribute to a deadly disaster?

• OB in Action features provide tips for using the concepts of OB in everyday
life, such as Managing Virtual Teams, Choosing Strategies to Deal with
Conflicts, Social Networking Responsibly, and Reducing Biases and Errors in
Decision Making.

OB

IN ACTION
Engaging in
Self-Leadership

To engage in effective self-leadership:90
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➔ Think horizontally, not vertically. Vertical
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relationships in the organization matter, but
peers can become trusted colleagues and have
a great impact on your work.
➔ Focus on influence, not control. Work with

your colleagues, not for them. Be collaborative and share credit.
➔ Create opportunities, don’t wait for them.

Rather than look for the right time, be more
action oriented.

• To help instructors and students readily spot significant discussions of
Research Findings, we have included a research icon to indicate where these
discussions appear. Focus on Research provides additional links to related
research. Marking research discussions so clearly helps emphasize the strong
research foundation that underlies OB.

• We have continued to integrate a series of relevant and helpful questions
throughout the chapters to encourage students to think about how OB applies
to their everyday lives and engage students in their reading of the material.
These questions first appear as a bullet list in the chapter opener, under the
heading OB Is for Everyone, and then appear throughout each chapter.
• The Global Implications section addresses and highlights how OB principles
vary across cultures.
• Summary provides a review of the key points of the chapter, while the
Snapshot Summary provides a study tool that helps students to see the
overall connections among concepts presented within each chapter.

RESEARCH FINDINGS: Generational Differences
Although it’s fascinating to think about generational values, remember that
these classifications lack solid research support. Early research was plagued
by methodological problems that made it difficult to assess whether differences actually exist. Recent reviews suggest many of the generalizations are either overblown or
29
incorrect. Studies that have found differences across generations often don’t support
popular conceptions of how generations differ. One study that used an appropriate
longitudinal design did find the value placed on leisure has increased over generations
from the Baby Boomers to the Millennials and work centrality has declined, but it did
not find that Millennials had more altruistic work values as expected.30 Generational
classifications may help us understand our own and other generations better, but we
must also appreciate their limits. A new generation will be coming to the workplace
soon, and researchers suggest that this new generation may be the cause of revolution
in the workplace. OB in the Street looks at Generation Z.

e should be selected
onalities and preferWhy do some
iversity and specific
team members
that personality has
seem to get
mployee behaviour.
along better than
team behaviour.
others?
ed in the Big Five
be relevant to team
uggests that three of
tant for team performance.75 Specifically, teams
scientiousness and openness to experience tend
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Summary
An understanding of the way people make decisions can help us explain and predict
behaviour, but few important decisions are simple or unambiguous enough for the
rational decision-making model’s assumptions to apply. We find individuals looking for
solutions that satisfice rather than optimize, injecting biases into the decision process,
and relying on intuition. Managers should encourage creativity in employees and teams
to create a route to innovative decision-making. Individuals are more likely to make
ethical decisions when the culture in which they work supports ethical decision making.

SNAPSHOT SUMMARY
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How Should Decisions Be
Made?
• The Rational DecisionMaking Process
How Do Individuals
Actually Make Decisions?
• Bounded Rationality in
Considering Alternatives
• Intuition
• Judgment Shortcuts

• Each chapter concludes with OB at Work, a set of resources designed to help
students apply the lessons of the chapter. Included in OB at Work are the
following features:
• For Review poses a series of questions that are linked to the learning
outcomes identified in the chapter opener.

Group Decision Making
• Groups vs. the Individual
• Groupthink and Groupshift
• Group Decision-Making
Techniques
Creativity in
Organizational Decision
Making
• Creative Behaviour
• Causes of Creative Behaviour

1. What is perception? What factors influence our perception?

3. What is personality? How do we
typically measure it? What factors determine personality?
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Consider screening job candidates
for high conscientiousness—as
well as the other Big Five personality traits, depending on the criteria
your organization finds most important. Other traits, such as core selfevaluation or narcissism, may be
relevant in certain situations.

■

Although the MBTI has been widely
criticized, it may have a place in
organizations. You may consider
the results helpful for training and
development; the results can also
help employees better understand
themselves, help team members
better understand one another,
open up communication in work
groups, and possibly reduce
conflicts.

4. What is the Myers-Briggs Type
Indicator? What are its strengths
and weaknesses?

6. How do the Big Five personality
traits predict behaviour at work?
7. What is the difference between
emotions and moods?

■

To foster effective decision making, creativity, and motivation in
employees, model positive emotions and moods as much as is
authentically possible.

■

Regulate your intense emotional
responses to an event by recognizing the legitimacy of the emotion
and being careful to vent only to
a supportive listener who is not
involved in the event.

■

Be careful not to ignore co-workers’
and employees’ emotions; do not
assess others’ behaviour as if it
were completely rational. As one
consultant aptly put it, “You can’t
divorce emotions from the workplace because you can’t divorce
emotions from people.”180 Managers who understand the role
of emotions and moods will significantly improve their ability to
explain and predict their co-workers’ and employees’ behaviour.

8. What impact does emotional
labour have on employees?
9. What is the evidence for and
against the existence of emotional intelligence?

• For You outlines how OB can be used by individuals in their daily lives.
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for You

for Managers
■

2. What is attribution theory? What
are the three determinants of attribution? What are the implications
of attribution theory for explaining
organizational behaviour?

10. What are some strategies for
emotion regulation and their
likely effects?
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Corporate Social
Responsibility

Work

for Review

PM

What About Ethics in
Decision Making?
• Four Ethical Decision Criteria
• Making Ethical Decisions

OB at

5. What are the key traits in the Big
Five Personality Model?

• New For Managers outlines ways that managers can apply OB in the
workplace.

• Creative Outcomes
(Innovation)

LESSONS LEARNED
• Individuals often short-cut the
decision-making process and
do not consider all options.
• Intuition leads to better
results when supplemented
with evidence and good
judgment.
• Exceptional creativity is rare,
but expertise in a subject
and a creative environment
encourage novel and useful
creative outcomes.
1/6/15 3:03

OB at Work
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■

The discussion of perception might
get you thinking about how you
view the world. When we perceive
someone as a troublemaker, for
instance, that may be only a perception and not a real characteristic of the person. It is always good
to question your perceptions, just
to be sure that you are not reading
something into a situation that is
not there.

■

One important thing to consider
when looking for a job is whether
your personality will fit the organization to which you are applying.
For instance, let’s say that you are
considering working for a highly
structured company. If you, by
nature, are much less formal, then
that company may not be a good
fit for you.

■

Sometimes personalities get in the
way when working in groups. You
may want to see if you can figure
out ways to get personality differences to work in favour of group
goals.

■

Emotions need not always be
suppressed when working with
others. While emotions can sometimes hinder performance, positive
emotions can motivate you and
those around you.

12/30/14 11:24 AM
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• Point/Counterpoint promotes debate on contentious OB issues. This feature
presents more focused arguments.

Part 3 Interacting Effectively

Conflict: Good or Bad?
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Let’s briefly review how stimulating conflict can provide
benefits to the organization:111

It may be true that conflict is an inherent part of any
group or organization. It may not be possible to eliminate it completely. However, just because conflicts exist is
no reason to glorify them. All conflicts are dysfunctional,
and it’s one of management’s major responsibilities to
keep conflict intensity as low as humanly possible. A few
points will support this case:

• Conflict is a means by which to bring about radical
change. It’s an effective device by which management
can drastically change the existing power structure,
current interaction patterns, and entrenched attitudes. If there is no conflict, it means the real problems are not being addressed.

• The negative consequences from conflict can be devastating. The list of negatives associated with conflict
is awesome. The most obvious are increased turnover,
decreased employee satisfaction, inefficiencies between
work units, sabotage, labour grievances and strikes,
and physical aggression. One study estimated that
managing conflict at work costs the average employer
nearly 450 days of management time a year.

• Conflict facilitates group cohesiveness. While conflict
increases hostility between groups, external threats
tend to cause a group to pull together as a unit. Conflict with another group brings together those within
each group. Such intragroup cohesion is a critical
resource that groups draw on in good and especially
in bad times.
• Conflict improves group and organizational effectiveness. Groups or organizations devoid of conflict are
likely to suffer from apathy, stagnation, groupthink,
and other debilitating diseases. In fact, more organizations probably fail because they have too little conflict, not because they have too much. Stagnation is
the biggest threat to organizations, but since it occurs
slowly, its ill effects often go unnoticed until it’s too
late. Conflict can break complacency—although most
of us don’t like conflict, it’s often the last best hope of
saving an organization.

• Effective managers build teamwork. A good manager builds a coordinated team. Conflict works
against such an objective. A successful work group
is like a successful sports team: Members all know
their roles and support their teammates. When
a team works well, the whole becomes greater than
the sum of the parts. Management creates teamwork by minimizing internal conflicts and facilitating internal coordination.
• Competition is good for an organization, but not
conflict. Competition and conflict should not be confused with each other. Conflict is behaviour directed
against another party, whereas competition is behaviour aimed at obtaining a goal without interference
from another party. Competition is healthy; it’s the
source of organizational vitality. Conflict, on the other
hand, is destructive.

• Conflict brings about a slightly higher, more constructive level of tension. Constructive levels of tension
enhance the chances of solving the conflicts in a way
satisfactory to all parties concerned. When the level
of tension is very low, the parties may not be sufficiently motivated to do something about a conflict.

• Conflict is avoidable. It may be true that conflict is
inevitable when an organization is in a downward
spiral, but the goal of good leadership and effective
management is to avoid the spiral to begin with.

Part 2 Striving for Performance

Chapter 5 Motivation in Action

Using the formula found on page 181, calculate the job’s motivating potential score. Discuss whether you think this
score accurately reflects your perceptions of the motivating potential of these professions.
Using the suggestions offered in the chapter for redesigning jobs, describe specific actions that management could
take to increase this job’s motivating potential.
Calculate the costs to management of redesigning the job in question. Do the benefits exceed the costs?
Conclude the exercise by having a representative of each group share his or her group’s analysis and redesign suggestions with the entire class. Possible topics for class discussion might include similarities in the jobs chosen, problems in
rating job dimensions, and the cost–benefit assessment of design changes.

PERSONAL INVENTORY ASSESSMENT
P

I

A

PERSONAL
INVENTORY
ASSESSMENT

Diagnosing
M09_LANG1781_07_SE_C09.indd
334

Poor Performance and Enhancing Motivation: Correcting poor performance is a key management
responsibility. This instrument helps you assess your abilities in this area.

1/27/15 4:20 PM

Effective Empowerment and Engagement: Some engagement and empowerment techniques are more effective than
others. Use this scale to see how your approach measures up, and to get some ideas for improvement.
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ETHICAL DILEMMA

B R E A KOUT G R O U P E X E R C I S E S

Are CEOs Paid Too Much?

Form small groups to discuss the following topics, as assigned by your instructor:
Critics have described the astronomical pay packages given
to Canadian and American CEOs as “rampant greed.”161
In 2013, the median annual compensation of CEOs in
Canada’s 100 largest companies was $5.6 million. That
means that the compensation of CEOs, which had fallen
a bit from 2010 to 2011, is almost back to the levels from
before the downturn, when the median CEO earned
$5.8 million. The 2013 CEO compensation was 171 times
what the average full-time Canadian employee earned
in 2013 ($46 634). Canadian CEOs may feel they are
underpaid, though, if they compare themselves with a
similar group of American CEOs, whose median pay was
US$12.75 million in 2012, and 257 times that of the
average pay for US employees.
How do you explain such large pay packages for CEOs?
Some say that executive compensation represents a classic
economic response to a situation in which the demand is
great for high-quality top-executive talent, and the supply

1. How might the job of student be redesigned to make it more motivating?
2. What is your ideal job? To what extent does it match up with the elements of the JCM?
3. Would you prefer working from home or working at the office? Why?

EXPERIENTIAL EXERCISE

Analyzing and Redesigning Jobs
Break into groups of 5 to 7 members each.160 Each student should describe the worst job he or she has ever had. Use
any criteria you want to select 1 of these jobs for analysis by the group.
Members of the group will analyze the job selected by determining how well it scores on the job characteristics model.
Use the following scale for your analysis of each job dimension:
7 = Very high
6 = High

is low. Other arguments in favour of paying executives
millions a year are the need to compensate people for the
tremendous responsibilities and stress that go with such
jobs; the motivating potential that seven- and eight-figure
annual incomes provide to senior executives and those
who might aspire to be; and the influence of senior executives on the company’s bottom line.
Critics of executive pay practices in Canada and the
United States argue that CEOs choose board members
whom they can count on to support ever-increasing pay
for top management. If board members fail to “play
along,” they risk losing their positions, their fees, and the
prestige and power inherent in board membership.
In addition, it’s not clear that executive compensation
is tied to firm performance. For example, a 2014 analysis
of compensation data by Equilar showed little correlation
between CEO pay and company performance. Consider
the data in Exhibit 5-8, which illustrates the disconnect
that can sometimes happen between CEO compensation

5 = Somewhat high

EXHIBIT 5-8

4 = Moderate

2014 Compensation of Canada’s Most Overpaid CEOs*
Was Paid
(2-Year Avg.)

Should Have
Been Paid

Amount
Overpaid

1. Gerald Schwartz, Onex Corporation,
Toronto, Ontario

$19 907 000

$8 668 000

$11 239 000

2. Jim Smith, Thomson Reuters Corp.,
Toronto, Ontario

$11 659 000

$4 556 000

$7 103 000

3 = Somewhat low
CEO(s)

2 = Low
1 = Very low
The following sample questions can guide the group in its analysis of the job in question:
• Skill variety. Describe the different identifiable skills required to do this job. What is the nature of the oral,
written, and/or quantitative skills needed? Physical skills? Does the job holder get the opportunity to use all of
his or her skills?

3. Scott Saxberg, Crescent Point Energy Corp.,
Calgary, Alberta

$8 954 000

$2 421 000

$6 533 000

• Task identity. What is the product that the job holder creates? Is he or she involved in its production from
beginning to end? If not, is he or she involved in a particular phase of its production from beginning to end?

4. Craig Mulhauser, Celestica Inc.,
Toronto, Ontario

$6 595 000

$3 122 000

$3 473 000

• Task significance. How important is the product? How important is the job holder’s role in producing it? How
important is the job holder’s contribution to the people he or she works with? If the job holder’s job were
eliminated, how inferior would the product be?

5. Mark Davis, Chemtrade Logistics Income
Fund, Toronto, Ontario

$5 042 000

$2 416 000

$2 626 000

*Financial Post Magazine uses a “Bang for the Buck” formula to calculate the amount overpaid, taking into account CEO
performance variables.
Source: A Guide to “Using the CEO Scorecard,” Financial Post Magazine, November 2014, p. 33; and information in “CEO
Scorecard 2014,” Financial Post Magazine, November 2014, pp. 34–37.

• Autonomy. How much independence does the job holder have? Does he or she have to follow a strict
schedule? How closely is he or she supervised?
• Feedback. Does the job holder get regular feedback from his or her manager? From peers? From his or her
staff? From customers? How about intrinsic performance feedback when doing the job?
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CASE INCIDENTS

Is a 5S Culture for You?

1. Sorting (Seiri). Going through all tools, materials,
and supplies so as to keep only what is essential.
2. Straightening (Seiton). Arranging tools, supplies,
equipment, and parts in a manner that promotes
maximum efficiency. For everything there should be
a place, and everything should be in its place.
3. Shining (Seiso). Systematic cleaning to make the
workplace and workspace as clean and neat as possible. At the end of the shift or workday, everything
is left as it was when the workday started.
4. Standardizing (Seiketsu). Knowing exactly what your
responsibilities are to keep the first three S’s.
5. Sustaining (Shitsuke). Maintaining and reviewing
standards, rigorous review, and inspection to ensure
order does not slowly slip back into disorder or
chaos.
Other companies are following Kyocera in making
5S an important part of their culture, including London,

Ontario-based 3M Canada, Markham, Ontario-based
Steelcase, and St. Thomas, Ontario-based Waltec. Lawn
mower manufacturer Toro organizes printer output
according to 5S principles, and Virginia Mason Hospital in
Seattle uses 5S to coordinate office space and arrange the
placement of medical equipment, such as stethoscopes.
Paul Levy, president and CEO of Beth Israel Deaconess
Medical Center in Boston, has used 5S to reduce errors
and time lost searching for equipment.
At Kyocera, Brown exercises some discretion—he
asked one employee to remove a hook on her door while
allowing another to keep a whale figurine on her desk.
“You have to figure out how to balance being too picky
with upholding the purpose of the program,” he said.
While Brown was happy with Scovie’s desk (if not the
closet), he wanted to look inside. Scovie tried to redirect
the conversation but relented when Brown pressed. Inside
one of Scovie’s desk drawers was a box full of CDs, small
electronic devices, and items Kyocera no longer makes.
“Obviously, we’re at the sorting stage here,” Scovie told
Brown.

Questions
1. What would you see as the value in Kyocera using
5S?
2. What are some advantages and disadvantages of
trying to impose a similar culture in Canadian companies?
3. What might your response be to having to engage
in the 5S principles in your workplace?

Part 1 Understanding the Workplace

FROM CONCEPTS TO SKILLS
The easiest way to find out what someone is feeling is to ask them.
Saying something as simple as “Are you okay? What’s the problem?” can
often provide you with the information to assess an individual’s emotional
state. But relying on a verbal response has two drawbacks. First, almost all
of us conceal our emotions to some extent for privacy and to reflect social
expectations. So we might be unwilling to share our true feelings. Second,
even if we want to verbally convey our feelings, we may be unable to do
so. As we noted earlier, some people have difficulty understanding their
own emotions and, hence, are unable to express them verbally. So, at best,
verbal responses provide only partial information.
Let’s say you are talking with a co-worker. Does the fact that his back
is rigid, his teeth clenched, and his facial muscles tight tell you something
about his emotional state? It probably should. Facial expressions, gestures,
body movements, and physical distance are nonverbal cues that can provide additional insights into what a person is feeling. The facial expressions
shown in Exhibit 2-11, for instance, are a window into a person’s feelings.
Notice the difference in facial features: the height of the cheeks, the raising or lowering of the brow, the turn of the mouth, the positioning of the
lips, and the configuration of muscles around the eyes. Even something as
subtle as the distance someone chooses to position him- or herself from
you can convey how much intimacy, aggressiveness, repugnance, or withdrawal that person feels.

Reading
Emotions

M10_LANG7855_07_SE_C10.indd 374

Understanding another person’s felt emotions is very
difficult. But we can learn to
read others’ displayed emotions.186 We do this by focusing on verbal, nonverbal, and
paralanguage cues.

E
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Trust
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Bruce MacLellan, president
and CEO of Toronto-based
Environics Communications,
finds that building trust in the
workplace has a high payoff.1
In fact, he believes that trust is
a crucial element of his public
relations firm’s success. “Build
trust [because] everything you
say and do will be watched.
… Building a stable and trusting atmosphere is essential to
other success. People may not
always agree, but if they see
transparency, consistency and
candor, it helps.”
Employees look forward
to the annual ESRA (read it

backward to see where the
name comes from) award.
The award goes to the person who made the biggest
blooper of the year in front
of a client or colleague. One
employee won for recommending a “suitable” parking spot from which the client
got towed. Another employee
was caught on a television
interview looking like she was
falling asleep. “She didn’t
realize she was on camera
and looked like she was falling asleep while our client
was speaking,” MacLellan
says. The award ensures that

• From Concepts to Skills provides a wide range of applications for students.
The section begins with a practical set of tips on topics such as reading
emotions, setting goals, and solving problems creatively, which demonstrate
real-world applications of OB theories. These tips are followed by the features
Practising Skills and Reinforcing Skills. Practising Skills presents an additional
case or group activity to apply the chapter’s learning outcomes. Reinforcing
Skills asks students to talk about the material they have learned with others, or
to apply it to their own personal experiences.
• Exclusive to the Canadian edition, OB on the Edge (following each part)
takes a close look at some of the hottest topics in the field: work-related stress,
trust, behavioural pathologies that can lead to workplace bullying, and spirituality in the workplace. Since this is a stand-alone feature, these topics can be
introduced at the instructor’s discretion.
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• Breakout Group Exercises, Experiential Exercise, and
Ethical Dilemma are valuable application exercises for the
classroom. The many new exercises included here are ones
that we have found particularly stimulating in our own
classrooms. Our students say they like these exercises and
they learn from them. Additional exercises can be found
on MyManagementLab.

• Case Incidents (two per chapter) deal with real-world scenarios and require
students to exercise their decision-making skills. Each case enables an
instructor to quickly generate class discussion on a key theme within the
chapter.

Part 4 Sharing the Organizational Vision

Jay Scovie looked at his workspace.95 He took pride in
how nice and tidy he had made it look. As it turns out, his
pride was misplaced. Sweeping visible clutter from your
workspace by packing it into boxes hidden in a closet was
not acceptable to his employer, Japanese manufacturer
Kyocera. Scovie’s habit drew the attention of Dan Brown,
Kyocera’s newly appointed inspector. “It became a topic
of repeated conversation,” Scovie said.
Why the obsession with order? Kyocera has joined a
growing list of organizations that base their culture on 5S,
a concept borrowed from lean manufacturing and based
on five phases or principles:

• New Personal Inventory Assessment (PIA) is a collection
of online exercises designed to promote self-reflection and
engagement in students, enhancing their ability to connect
with the concepts taught in the text. PIA marginal icons
appear throughout the text.

2/5/15 11:42 AM

• Our reviewers have asked for more cases, and more comprehensive and integrated cases. To address this request, we have included 10 Additional Cases
that feature a variety of challenges and organizations. All of these cases require
students to apply material from a variety of chapters.

employees feel safe when
they make mistakes and
that they can trust their colleagues.
Another way that MacLellan
builds trust at Environics is
through helping employees
achieve work–life balance.
After working at the firm for
four years, Steve Acken, vicepresident of digital services,
wanted to travel the world
and requested four months of
unpaid leave. “They held my
job for four months and that
was everything,” said Acken,
making him even more committed to the firm.
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Supplements
MyManagementLab
We have created an outstanding supplements package for Organizational Behaviour,
Seventh Canadian edition. In particular, we have provided access to MyManagementLab,
which provides students with an assortment of tools to help enrich and expedite
learning. MyManagementLab is an online study tool for students and an online
homework and assessment tool for faculty. MyManagementLab lets students assess
their understanding through auto-graded tests and assignments, develop a personalized study plan to address areas of weakness, and practise a variety of learning tools
to master management principles. New and updated MyManagementLab resources
include the following:
• New Personal Inventory Assessment (PIA). Students learn better when they can
connect what they are learning to their personal experience. PIA is a collection
of online exercises designed to promote self-reflection and engagement in
students, enhancing their ability to connect with concepts taught in principles
of management, organizational behaviour, and human resource management classes. Assessments can be assigned by instructors, who can then track
students’ completions. Student results include a written explanation along
with a graphic display that shows how their results compare to the class as a
whole. Instructors will also have access to this graphic representation of results
to promote classroom discussion.
• New Personalized Study Plan. As students work through MyManagementLab’s
new Study Plan, they can clearly see which topics they have mastered—and,
more importantly, which they need to work on. Each question has been carefully written to match the concepts, language, and focus of the text, so students
can get an accurate sense of how well they’ve understood the chapter content.
• New Business Today Videos. Business Today is a dynamic and expanding database of videos covering the disciplines of management, business, marketing,
and more. Instructors will find new videos posted monthly, which makes
Business Today the ideal resource for up-to-date video examples that are
perfect for classroom use.
• New Learning Catalytics. Learning Catalytics is a “bring your own device”
student engagement, assessment, and classroom intelligence system. It
allows instructors to engage students in class with a variety of question types
designed to gauge student understanding.
• Assignable Mini-Cases and Video Cases. Instructors have access to a variety
of case-based assessment material that can be assigned to students, with
multiple-choice quizzes or written-response format in MyManagementLab’s
new Writing Space.
• eText. Students can study without leaving the online environment. They can
access the eText online, including videos and simulations. The interactive
eText allows students to highlight sections, bookmark pages, or take notes
electronically just as they might do with a traditional text. Instructors can also
add their own notes to the text and then share them with their students.
• Glossary Flashcards. This study aid is useful for students’ review of key concepts.
• Simulations. Simulations help students analyze and make decisions in
common business situations; the simulations assess student choices and
include reinforcement quizzes, outlines, and glossaries.
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Most of the following materials are available for download from a passwordprotected section of Pearson Canada’s online catalogue (www.pearsoncanada.ca/
highered). Navigate to your text’s catalogue page to view a list of those supplements
that are available. Contact your local sales representative for details and access.
• Instructor’s Resource Manual with Video Guide. Each chapter of the Instructor’s
Resource Manual with Video Guide includes a chapter outline, learning
outcomes, chapter synopsis, study questions, suggested teaching plan, annotated lecture outlines, answers to questions found under OB at Work’s For
Review, a summary and analysis of Point/Counterpoint features, comments on
end-of-chapter exercises and notes on the Case Incidents, From Concepts to
Skills, and key terms.
• Computerized Test Bank. The Test Bank contains over 1800 items, including
multiple choice, true/false, and discussion questions that relate not only to
the body of the text but to From Concepts to Skills, Point/Counterpoint, and case
materials. For each question we have provided the correct answer, a reference to the relevant section of the text, a difficulty rating, and a classification
(recall/applied). Pearson’s computerized test banks allow instructors to filter
and select questions to create quizzes, tests, or homework. Instructors can
revise questions or add their own, and may be able to choose print or online
options. These questions are also available in Microsoft Word format.
• PowerPoint Presentation. A ready-to-use PowerPoint slideshow designed for
classroom presentation. Use it as is, or edit content to fit your individual classroom needs.
• Image Gallery. This package provides instructors with images to enhance their
teaching.
CourseSmart. CourseSmart goes beyond traditional expectations—providing instant,
online access to the texts and course materials you need at a lower cost for students.
And even as students save money, you can save time and hassle with a digital eText
that allows you to search for the most relevant content at the very moment you need
it. Whether it’s evaluating texts or creating lecture notes to help students with difficult
concepts, CourseSmart can make life a little easier. See how when you visit www.coursesmart.com/instructors.
Pearson Custom Library. For enrollments of at least 25 students, you can create your
own text by choosing the chapters that best suit your own course needs. To begin
building your custom text, visit www.pearsoncustomlibrary.com. You may also work
with a dedicated Pearson Custom editor to create your ideal text—publishing your own
original content or mixing and matching Pearson content. Contact your local Pearson
Representative to get started.
Learning Solutions Managers. Pearson’s Learning Solutions Managers work with faculty
and campus course designers to ensure that Pearson technology products, assessment
tools, and online course materials are tailored to meet your specific needs. This highly
qualified team is dedicated to helping schools take full advantage of a wide range of
educational resources, by assisting in the integration of a variety of instructional materials and media formats. Your local Pearson Education sales representative can provide
you with more details on this service program.

A01_LANG1781_07_SE_FM.indd xxx

2/6/15 4:17 PM

Preface

xxxi

Acknowledgments
A number of people worked hard to give this seventh Canadian edition of Organizational
Behaviour a new look.
I received incredible support for this project from a variety of people at Pearson
Canada. The three people who worked hardest to keep this project on track were
Jennifer Murray, Developmental Editor, Claudia Forgas, Copy Editor and Production
Editor, and Jessica Hellen, Project Manager. All three were extremely supportive and
helpful. Jennifer supplied a number of great ideas for examples and vignettes, never
complained when I was late with chapters, and she provided much needed cheerfulness at some of the most difficult parts of this project. I can’t thank her enough for her
dedication to the task.
Claudia Forgas was the Copy Editor and Production Editor for the project. Claudia
has worked on a number of my projects and still continues to amaze for how well
she makes sure everything is in place and written clearly. Claudia provided a wealth
of support, great ideas, and goodwill throughout the production process. Turning the
manuscript into the text you hold in your hands could not have happened without
her inspired leadership. She was extremely diligent about checking for consistency
throughout the text and performed a number of helpful fact-checking activities. Her
keen eyes helped to make these pages as clean as they are. I am grateful for the opportunity to work with her again.
There are a variety of other people at Pearson who also had a hand in making sure
that the manuscript would be transformed into this book and then delivered to you.
To all of them I extend my thanks. I know the Pearson sales team will do everything
possible to make this book successful.
I also want to acknowledge my divisional secretary, Nancy Tang, who helps keep
me on track in a variety of ways. I could not ask for a better, more dedicated, or more
cheerful assistant. She really helps keep things together.
In our continuing effort to improve the text, we have conducted many reviews to
elicit feedback over the years and editions. Many thanks to several students from the
Northern Alberta Institute of Technology (NAIT) who provided us with suggestions for
improving the text. The students are Barb Kosak, Prudence Musinguzi, Andres Sarrate,
and Robert Tucci. Student input helps keep the material fresh and alive.
Finally, I want to acknowledge the many reviewers of this text for their detailed,
helpful comments. I appreciate the time and care that they put into their reviewing.
The reviewers include Ian Anderson (Algonquin College), Julia Dotson (Confederation
College), Patricia Fitzgerald (Saint Mary’s University), Judith Hunter (Sheridan Institute
of Technology and Advanced Learning), Martha Reavley (University of Windsor), and
Yanelia Yabar (Red Deer College).

A01_LANG1781_07_SE_FM.indd xxxi

2/6/15 4:17 PM

A01_LANG1781_07_SE_FM.indd xxxii

2/6/15 4:17 PM

Preface

xxxiii

ABOUT THE AUTHORS

Nancy Langton received her Ph.D. from Stanford University. Since completing
her graduate studies, Dr. Langton has taught at the University of Oklahoma and the
University of British Columbia. Currently a member of the Organizational Behaviour
and Human Resources division in the Sauder School of Business, UBC, she teaches
at the undergraduate, MBA, and Ph.D. levels and conducts executive programs on
attracting and retaining employees, time management, family business issues, as well
as women and management issues. Dr. Langton has received several major three-year
research grants from the Social Sciences and Humanities Research Council of Canada,
and her research interests have focused on human resource issues in the workplace,
including pay equity, gender equity, and leadership and communication styles. Her articles on these and other topics have appeared in such journals as Administrative Science
Quarterly, American Sociological Review, Sociological Quarterly, Journal of Management
Education, and Gender, Work and Organizations. She has won Best Paper commendations
from both the Academy of Management and the Administrative Sciences Association
of Canada.
Dr. Langton routinely wins high marks from her students for teaching. She has been
nominated many times for the Commerce Undergraduate Society Awards, and has won
several honourable mention plaques. She has also won the Sauder School of Business’s
most prestigious award for teaching innovation, The Talking Stick. The award was given
for Dr. Langton’s redesign of the undergraduate organizational behaviour course as
well as the many activities that were a spin-off of these efforts. She was also part of the
UBC MBA Core design team that won the Alan Blizzard award, a national award that
recognizes innovation in teaching. More recently, she was acknowledged by the Sauder
School of Business for her development of the Sauder Africa Initiative, which took her
to Kenya with UBC students to help young people in the slums of Nairobi write business plans.
In Dr. Langton’s “other life,” she engages in the artistry of quiltmaking, and one
day hopes to win first prize at Visions, the juried show for quilts as works of art. More
recently, she has been working at mastering the art of photography, creating abstract art
using segments of real objects. When she is not designing quilts or taking photographs,
she is either reading novels recommended by her book club colleagues or studying
cookbooks for new ideas. All of her friends would say that she makes the best pizza
from scratch in all of Vancouver, and one has even offered to supply venture capital to
open a pizza parlour.

A01_LANG1781_07_SE_FM.indd xxxiii

2/6/15 4:17 PM

xxxiv

About the Authors

Stephen P. Robbins
Education
Ph.D., University of Arizona

Professional Experience
Academic Positions: Professor, San Diego State University, Southern Illinois University
at Edwardsville, University of Baltimore, Concordia University in Montreal, and
University of Nebraska at Omaha.
Research: Research interests have focused on conflict, power, and politics in organizations; behavioural decision making; and the development of effective interpersonal
skills.
Books Published: World’s best-selling author of textbooks in both management and
organizational behaviour. His books have sold more than 5 million copies and have
been translated into 20 languages; editions have been adapted for Canada, Australia,
South Africa, and India, such as these:
• Essentials of Organizational Behavior, 12th ed. (Prentice Hall, 2014)
• Management, 12th ed. with Mary Coulter (Prentice Hall, 2014)
• Fundamentals of Human Resource Management, 10th ed., with David DeCenzo
(Wiley, 2010)
• Prentice Hall’s Self-Assessment Library 3.4 (Prentice Hall, 2010)
• Fundamentals of Management, 8th ed., with David DeCenzo and Mary Coulter
(Prentice Hall, 2013)
• Supervision Today! 7th ed., with David DeCenzo and Robert Wolter (Prentice
Hall, 2013)
• Training in Interpersonal Skills: TIPS for Managing People at Work, 6th ed., with
Phillip Hunsaker (Prentice Hall, 2012)
• Managing Today! 2nd ed. (Prentice Hall, 2000)
• Organization Theory, 3rd ed. (Prentice Hall, 1990)
• The Truth About Managing People, 2nd ed. (Financial Times/Prentice Hall,
2008)
• Decide and Conquer: Make Winning Decisions and Take Control of Your Life
(Financial Times/Prentice Hall, 2004).

Other Interests
In his “other life,” Dr. Robbins actively participates in masters’ track competition. After
turning 50 in 1993, he won 18 national championships and 12 world titles. He is the
current world record holder at 100 metres (12.37 seconds) and 200 metres (25.20
seconds) for men 65 and over.

A01_LANG1781_07_SE_FM.indd xxxiv

2/6/15 4:17 PM

About the Authors

xxxv

Timothy A. Judge
Education
Ph.D., University of Illinois at Urbana-Champaign

Professional Experience
Academic Positions: Franklin D. Schurz Chair, Department of Management, Mendoza
College of Business, University of Notre Dame; Visiting Distinguished Adjunct Professor
of King Abdulaziz University, Saudi Arabia; Visiting Professor, Division of Psychology
& Language Sciences, University College London; Matherly-McKethan Eminent
Scholar in Management, Warrington College of Business Administration, University of
Florida; Stanley M. Howe Professor in Leadership, Henry B. Tippie College of Business,
University of Iowa; Associate Professor (with tenure), Department of Human Resource
Studies, School of Industrial and Labor Relations, Cornell University; Lecturer, Charles
University, Czech Republic, and Comenius University, Slovakia; Instructor, Industrial/
Organizational Psychology, Department of Psychology, University of Illinois at UrbanaChampaign.
Research: Dr. Judge’s primary research interests are in (1) personality, moods, and
emotions; (2) job attitudes; (3) leadership and influence behaviours; and (4) careers
(person–organization fit, career success). Dr. Judge has published more than 145 articles
on these and other major topics in journals such as Journal of Organizational Behavior,
Personnel Psychology, Academy of Management Journal, Journal of Applied Psychology,
European Journal of Personality, and European Journal of Work and Organizational Psychology.
Fellowship: Dr. Judge is a fellow of the American Psychological Association, the
Academy of Management, the Society for Industrial and Organizational Psychology,
and the American Psychological Society.
Awards: In 1995, Dr. Judge received the Ernest J. McCormick Award for Distinguished
Early Career Contributions from the Society for Industrial and Organizational
Psychology. In 2001, he received the Larry L. Cummings Award for mid-career contributions from the Organizational Behavior Division of the Academy of Management. In
2007, he received the Professional Practice Award from the Institute of Industrial and
Labor Relations, University of Illinois. In 2008, he received the University of Florida
Doctoral Mentoring Award. And in 2012, he received the Editorial Board of the European
Journal of Work and Organizational Psychology (EJWOP) best paper of the year award.
Other Books Published: H. G. Heneman III, T. A. Judge, and J. D. KammeyerMueller, Staffing Organizations, 7th ed. (Madison, WI: Mendota House/Irwin, 2012)

Other Interests
Although he cannot keep up (literally!) with Dr. Robbins’ accomplishments on the
track, Dr. Judge enjoys golf, cooking and baking, literature (he’s a particular fan of
Thomas Hardy and is a member of the Thomas Hardy Society), and keeping up with
his three children, who range in age from 24 to 10.

A01_LANG1781_07_SE_FM.indd xxxv

2/6/15 4:17 PM

