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MGMT 507

Organizational Behavior

Fall, 2005
Professor:  
James C. McElroy            

Office phone:    294-4277

Office:      
Gerdin Business Bldg 3189

Home phone:    292-9661

Office Hours:  W 1-2:30 
  


E-Mail:jmcelroy@iastate.edu
or by appointment or drop in.                               

Course Description:

This course involves the study of human behavior in organizations.  Of particular interest are the questions of "what makes people tick?" and “what influences the behavior of people in organizations?”  As managers, we need to understand human behavior in organizations and how our actions and inactions affect others if we hope to be able to better manage the behavior of others in organizations.  Broadening our knowledge base in organizational behavior is critical to not only gaining a better understanding of others but of ourselves as well.  Topics covered in this course fall into three general categories:  approaches to organizational behavior, the role of individual differences, and factors that influence behavior in organizations.  

Prerequisite:  None

Note:  "If you have a documented disability and anticipate needing accommodations in this course, please make arrangements to meet with me soon. Please request that a Disability Resources staff send a SAAR form verifying your disability and specifying the accommodation you will need." 
Texts:     1. Vecchio, Robert P.  Organizational Behavior:  Core Concepts. 5th 

edition.  Thomson/South-Western.  2003.  ISBN 0-324-17072-6
Note:  some chapters from this book may also be assigned in other core modules.  (There is a newer edition of this but it really isn’t much different from the 5th edition so either will work, but the 5th edition is less expensive.)

   2. Readings Packet:  Mgmt 507.  Available only from Copyworks, 105 Welch 

Avenue, Ames.  Phone # 515-292-3630. 

   3. Welch, Jack and Welch, Suzie.  Winning.  Harper Business.  2005.  



ISBN 0-06-075394-3
This book will be used in several of the core courses in addition to this one (e.g., 501, 511 and 512).

   4.  O’Reilly, C.A. and Pfeffer, J.  Hidden Value:  How great companies achieve 

extraordinary results with ordinary people.  Harvard Business School Press.  2000.  ISBN 0-87584-898-2

I have found through past experience that ordering the books on-line via 

Barnes & Noble or Amazon is very efficient.  The shipping should be free if you purchase all three books on line.  The Winning and Hidden Value books can also be found at most bookstores.  The Vecchio text can also be purchased directly from South-Western. Go to www.swcollege.com and click on Management books and then Organizational Behavior 5th (or 6th).
Instructional Method:

This is a graduate level course in organizational behavior, one that deals with the management of people in organizations.  As such, the student bears a greater degree of responsibility for learning than in other courses where "right" and "wrong" answers are more clear cut.  A heavier burden will be placed on you in terms of relating your opinions and experiences to other members of the class.  Of course, such opinions must be placed within the context of something other than simply one's "common sense" or personal experience.  In short, you will be expected to come to class prepared and to participate.

It is anticipated that the class will consist of individuals with widely varying backgrounds (and interest levels) in this material.  This presents both a tremendous opportunity and a fairly serious drawback.  The opportunity lies in the wealth of information available to us, particularly with respect to examples and applications of course concepts.  The drawback lies in the varying levels of previous exposure to this material.

In order to minimize the latter constraint, some introductory material will be presented on each topic.  A significant portion of class time will be devoted to a "discussion" of the readings. Students are expected to be "up" on the readings assigned for the week and are expected to play a central role in the development of a dialogue among class members.

Finally, there are three sets of objectives for the course.  The first is to gain exposure to the content of the field of organizational behavior; to better understand human behavior in organizations.  The second is to realize that since perceptions ARE reality, that every thing one does and doesn’t do sends messages to others in organizations.  One needs to be aware of these processes and manage them if they hope to influence the behavior of others.  The third is to develop your diagnostic (i.e., what is important) and integrative (i.e., how are ideas similar or different) skills.  In addition, you will be asked to tolerate ambiguity, to offer opinions and make decisions on issues that as-of-yet have no definitive answers.  Toward this end, it is recognized that some of the journal articles assigned are challenging.  Do not get hung up on any statistical or methodological aspects of these readings.  This is not meant to be a statistics course or a psychological measurement course.  The articles selected have been chosen to provide you with a variety of ideas in hopes of stimulating your thinking.  Recognize also that opinions are important but that you must be able to defend them, orally and in writing, based on what we currently know about human behavior in organizations (i.e., theory and research).

Grading:

Class Participation 



100 points

Essays (100 points each)


300 points

Paper





200 points

Total                             


600 points

Grading Scale:  90%=A, 80%=B, 70%=C etc.

Elaboration:

For the first half of this course, you will be working primarily as individuals.  The second half of the course will emphasize team work. I do recommend, however, that you utilize your groups throughout the course.

Class Participation:  Everyone in the class is expected to actively participate in class 

discussion.  A careful reading of the text and articles prior to class, along with a willingness to share your opinions, examples from your experiences, and to ask questions is all that is required.  Points will be assigned based on a subjective assessment (on my part) of the quality as well as quantity of your participation.  Essentially, given attendance, In line with Jack Welch’s approach in Winning, I will try to place students into one of three possible categories: the top 20%; middle 70% and bottom 10%.  Given perfect attendance, the top performers will earn 90+ points out of the100 points possible, while the middle 70% will earn a passing grade 70+ points, and the bottom 10% will receive between 0 and 70 points.
Essays:  Over the course of the term you will be asked to write three essays 
demonstrating your understanding of course material.  This will be in lieu of a 
midterm or final.  One reason for doing this in this manner is based on feedback 
from previous classes who noted that too much of the graded course material was 
end-loaded.  Also, previous classes have indicated they wanted feedback on the 


first essay PRIOR to turning in the second essay.  So, I am doing this in an effort 
to “spread out” the workload.   Each 
of these essays will be distributed at least 
one class period in advance of its due date.  The first two essays will be 
individually written, while the last one will be group based.
In preparing your essays, I expect that you will integrate material from the course text and readings into your responses.  Whenever you bring ideas from course readings into an essay, be sure to appropriately reference where the idea came from.
Attendance Policy:  With so much material to be covered in such a short period of time, 

attendance is a must.  If a student has to miss a session, please make all necessary arrangements in advance, including notification of group members and instructor.   There is nothing you can do to make up a class and, obviously, absence will affect participation.  With planning, you may be able to attend one of the other sections I teach (I teach this course on Friday mornings, Saturdays – some ams and some pms, - and Wednesday evenings in Des Moines.).

Paper: 


Hidden Value and Winning are two of the most successful popular 
books on the 
market today.  Each has significant lessons relative to behavior in 

organizations.  It would be preferable for you to read these during the first 4 
weeks.  During the second four weeks of my class, (although much could be 
completed prior to then) you will be asked to write a paper comparing and 
contrasting the views taken toward managing human resources in these two 
books.  In doing so you will be expected to illustrate these comparisons using 
concepts covered in this class. While not everything we cover in this course will 
be applicable, there are a number of course concepts that are evident in the ideas 
and themes brought out in these two books. The paper will be due the last date of 
class.  We will spend some time that last class period discussing these two books 
and how they relate to the course material.  In other words, we will spend some 
time discussing and sharing the ideas presented in your papers.
Paper Outline:

There should be 8 parts to your paper comparing and contrasting these two books, some longer and more involved than others.
I. Introduction/Philosophy of Management – in this section you should provide an overview of the basic similarities and differences between the two books; their overall approaches to understanding and managing a firm’s human resources.  In other words, this section should comment on how the approaches to organizational behavior of these two books are similar/different.  This section should constitute the bulk of the report.
II. Individual Differences

III. Motivation/Use of Rewards and Reinforcements

IV. Job Design and the Nature of Work

V. Leadership

VI. Teams

VII. Other topics you’d like to comment on

In Sections II through VII, which correspond to weeks 2-7 of the course, you should identify what course concepts are illustrated in these two books and compare/contrast how each book treats the topic.  Do they approach each concept in a similar or different manner?  Explain. Do the books illustrate material from the readings?   Use examples from each book to illustrate how each book covers/approaches each of these concepts and how they relate to the reading materials.
VIII.  Conclusions:  In this section give your overall opinion of the two books.  Which approach did you prefer and why? Which approach most closely approximates how your team operated and why?   If there are differences of opinion within your group, explain the rationale behind them.

Peer Evaluation.  Each group is required to attach to essay 3 and to the paper 

(each to be turned in separately) a cover sheet indicating each member of the group (signed by each member) with an assessment of each member’s separate contribution to each project (i.e., each essay and the paper).  This should be done in terms of a percentage allocation of contribution to each person in the group with the total adding to100%.   In effect, the members of each group will be deciding what percentage of the grade on EACH assignment will go to each student.

Example:  Suppose a group consisted of 4 members.  If the group agreed that each member contributed equally, then each would be assigned a 25% allocation and, as a result, each member would receive the same grade on the assignment.  If, however, the amount were not equal then the grade assignments would reflect the percentage allocations.  To illustrate, assume the team turned in the following allocations on the final exam:

Member

% of effort allocation




    A



30%




    B



20%




    C



25%




     D



25%






              100%


If the group received a 90% on the paper (worth 200 points) then there would be 

180*4 or 720 points to distribute among the team members.  The points would then be distributed according to the above allocations:



Member

points received



   A


720*.30 = 200 points (you cannot earn more 






points than the assignment is worth.)



   B


720*.20 = 144 points




   C


720*.25 = 180 points




   D


720*.25 = 180 points

Thus the grades will vary depending upon the contribution of each member to the final product.  If a differentiated point system is used, I would expect that the team members will submit a copy of a candid appraisal to any team member who does not meet performance expectations.   This should be included in an appendix and should be signed by the team member to verify that he/she has seen it.
Purpose of group work and peer-evaluation

There are several reasons for this individual peer evaluation.  First, not only will 

working in groups give you a “feel” for the use of teams in organizations (if you aren’t already experiencing it at work), it will also provide you with a laboratory for experiencing the group-related concepts we will be discussing in class.  Peer evaluation is also a form of empowerment, which many of you may already be experiencing at work.  By acknowledging this system “upfront”, this will provide each of you with an experience whereby you can develop/use your skills to motivate your group, handle conflict, and maximize the contribution of each team members to your team’s output.  In short, it provides a perfect opportunity to practice your management of human resources skills.
Avoid Common Pitfalls

Beware of the tendency to want to “divide up the work equally” as the method for ensuring equal contribution.  Too often, this division of labor approach results in a product that is simply the summation of individual efforts.  By simply dividing up the work and going your separate ways, many groups lose the benefit of the synergy associated with a well-run group.

A related problem occurs when group members tentatively agree to trade-off skills across core courses.  In other words, those with the “behavioral skills” are expected to carry the load in one course, while those with the “quantitative skills” are expected to carry the load in another course.  The best advice I can give is to treat each course as a separate entity and encourage each member to participate to the maximum of his or her ability.

You should also make sure that the peer evaluation is discussed at the beginning and not just at the end of the course.  Also, make sure that each group member is present when it is discussed, that participation/contributions discussions are conducted openly, and that you avoid the many biases (perceptual and otherwise) than can influence one’s evaluation of others.

What happens if a conflict evolves that cannot be resolved?

The presentation to the instructor of an unresolved interpersonal problem within your group should be viewed in the same light as taking a problem to your boss that you should have been able to resolve yourself.  For groups that do encounter irreconcilable differences, I will make a peer evaluation for the group.  If the group members are unable to reach a consensus on member contribution, I will require each team member to submit a (maximum) two page description, specifically detailing what each member contributed to the product to aid in my decision.  There will be a small cost associated with this arbitration process.  A 5 percent arbitration fee will be assessed to the group for this service.  (5% of the total points for the assignment will be deducted prior to the allocation of points.)

Tentative Course Outline

             





Assignments__________
Week
           Topic                 
 Vecchio Book 

Readings
Due

  1             Mgmt History & Methods   
Chapter 1 & 14


1,2,3,4
  2.            Individual Differences
Chapter 2


5,6,7,8
Chapter 11 (pp. 265-272)
3. 
     Motivation


Chapter 4 


9,10,11



Chapter 5 (93-99)       

  4
     Reinforcements

Chapter 3 


12,13,14
Essay 1





Chapter 5 (90-93)
  9.             Job Design


Chapter 5(99-112)

15,16,17
  10
     Leadership


Chapter 7


18,19,20,21
Essay 2
  11
     Groups


Chapter 8-9
 

22,23,24
  12
     Wrap up






25

Essay 3 
Paper Due

  

    ______________________________________________________________________________
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