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Organizational Behavior: Emerging Knowledge, Global Reality, Sixth Edition

~ 10. Team members usually count on me to give
everyone a chance to speak.

11. In most meetings, | am less likely than
others to criticize the ideas of teammates.

12. | actively help teammates to resolve their
differences in meetings.

13. | actively encourage quiet team members
to describe their ideas about sach issue.

14, People tend to rely on me to clarify the
purpose of the meeting.

15. 1like to be the person who takes notes
or minutes of the meeting.

Copyright © 2000 Steven L. McShane.

After reading this chapter goto
that correspond to the chapter.

- for more in-depth information and interactivities
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VIGNETTE #3 One of your subordinates is working on
an important project. He is an engineer who has good tech-
nical skills and knowledge and was selected for the project
team for that reason. He stops by your office and appears to
be quite agitated: His voice is loud and strained, and his
face has a look of bewilderment. He says, “Pm supposed to
be working with four other people from four other depart-
ments on this new project, but they never listen to my ideas
and seem to hardly know I'm at the meeting!”

Develop three statements that respond to the speaker in
this vignette by (a) showing empathy, (b) seeking clarifica-
tion, and (c) providing nonevaluative feedback.

agn s A B A PRy
55 £ X

PURPOSE This exercise is designed to develop and test
your knowledge of cross-cultural differences in communi-
cation and etiquette.

ERCISE 9.5

i e Bus -

MATERIALS The instructor will provide one set of
question/answer cards to each pair of teams.

INSTRUCTIONS

Step 1: Theclassis divided into an even number of teams.
Ideally, each team would have three students. (Two- or
four-student teams are possible if matched with an equal-
sized team.) Each team is then paired with another team
and the paired teams (Team “¢” and Team “B”) are assigned
a private space away from other matched teams.

Step 2:  The instructor will hand each pair of teams a stack
of cards with the multiple-choice questions face down. These
cards have questions and answers about cross-cultural dif-
ferences in communication and etiquette. No books or
other aids are allowed.

Step 3: ‘The exercise begins with a member of Team A
picking up one card from the top of the pile and asking

VIGNETTE #4 Your subordinate comes into your office
in a state of agitation, asking if she can talk to you. She is
polite and sits down. She seems calm and does not have an
angry look on her face. However, she says, “It seems like
you consistently make up lousy schedules; you are unfair
and unrealistic in the kinds of assignments you give certain
people, me included. Everyone else is so intimidated they
don't complain, but I think you need to know that this isn't
right and it’s got to change.”

Develop three statements that respond to the speaker in
this vignette by (a) showing empathy, (b) seeking clarifica-
tion, and (c) providing nonevaluative feedback.

the question on that card to the members of Team B. The
information given to Team B includes the question and all
alternatives listed on the card. Team B has 30 seconds
after the question and alternatives have been read to give
an answer. Team B earns one point if the correct answer is
given. If Team B’s answer is incorrect, however, Team A
earns that point. Correct answers to each question are in-
dicated on the card and, of course, should not be revealed
until the question is correctly answered or time is up.
Whether or not Team B answers correctly, it picks up the
next card on the pile and reads it to members of Team A.
In other words, cards are read alternatively to each team.
This procedure is repeated until all of the cards have been
read or time has expired. The team receiving the most
points wins.

Important note: The textbook provides very little informa-
tion pertaining to the questions in this exercise. Rather, you
must rely on past learning, logic, and luck to win.

©2011, 2001 Steven L. McShane.

PURPOSE This self-assessment is designed to help you
estimate your strengths and weaknesses on various dimen-
sions of active listening.

INSTRUCTIONS Think back to face-to-face conversa-
tions you have had with a coworker or client in the office,
hallway, factory floor, or other setting, Indicate the extent
to which each item in the following table describes your

behavior during those conversations. Answer each item as
truthfully as possible so that you get an accurate estimate of
where your active listening skills need improvement. Then
use the scoring key in Appendix B to calculate your results
for each scale. This exercise is completed alone so students
assess themselves honestly without concerns of social com-
parison. However, class discussion will focus on the impor-
tant elements of active listening.
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Active Listening Skills Inventory

. I keep an open mind when others

describe their ideas. /
2. | organize the speaker's ideas while a 0 |

s/he is talking to me.

3. | ask questions to show | understand O O 0 O =
and am focused on the speaker’s :
message.

4. |interrupt before the speaker 0 O 0 O
sufficiently presents his/her views. D/

5. While listening, | mentally sort out ] O ) o
the speaker’s ideas so s/he makes

sense to me.

6. | use gestures and words {nodding, O ] ] ]
agreeing) to show | am listening. : .

7. llet my mind wander when listening O Oa ! ‘E{ g

to people. B/
8. |try to visualize and feel the speaker’s O ] O

experience while s/he is describing
those events,

¥

1)

9. | summarize the speaker’s ideas to O O O ]
confirm that | understand him/her

correctly.
10. | focus on what the speaker is saying ] IQ/ ] O - U
" to me even when it doesn’t sound
interesting.

0

-—
—

| see the topic from my perspective O ] O [
rather than from the speaker’s
perspective.

12. | show interest while listening o O O [m] {3
to others.

© 2010 Steven L McShane.

After reading this chaptergoto v oo for more in-depth information and interactivities |

that correspond to the chapter.
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two to examine the diagram. The instructor can then ask
specific questions to the class, such as pointing to a specific
individual in the network and asking whether he or she has
high or low power, what level of centrality is apparent, and

whether the individual’s connections are mainly strong
weak ties. The instructor might also ask which quadrazt:
the map indicates the most concern and then allow :
vidual students to provide an explanation as to why.

SELF-ASSESSMENT 10.5 HOW DO YOU INFLUENCE COWORKERS

AND OTHER

PURPOSE This exercise is designed to help you under-
stand different forms of influence when working with co-
workers (i.e., people at the same organizational level), as
well as estimate your preference for each influence tactic in
this context.

INSTRUCTIONS Think about the occasions when a co-
worker disagreed with you, opposed your preference, or
was reluctant to actively support your point of view about
something at work. These conflicts might have been about
company policy, assignment of job duties, distribution of
resources, or any other matter. What did you do to try to
get the coworker to support your preference?

The statements below describe ways that people try to
influence coworkers. Thinking about your own behavior

Coworker Influence Scale

1. Gave the coworker logical reasons why the 1

matter should be decided in my favor.

2. Made my authority or expertise regarding the 1
issue known without being obvious about it.

3. Tried to negotiate a solution, where | would offer 1
something in return for the coworker’s support.

4. Demanded that the matter should be resolved in 1
my favor.

5. Avoided showing the coworker information 1

that opposed my preference.

. Enlisted the support of other employees so the
coworker would see that | have the more -
popular preference.

7. Claimed or demonstrated that my preference has @
management support.

8. Said something positive about the coworker, 1
hoping this would increase his/her support for
my views.

9. Tried to convince the coworker using factual 1

information and logic.

PEERS?

over the past six months, how often did you engage in each
of these behaviors to influence cowarkers (i.e., people at 2
similar level in the organization)?* Circle the most accurate
number for each statement. When done, use the scoring
key in Appendix B to calculate your results. This exercise is
completed alone so students assess themselves honestiv
without concerns of social comparison. However, class dis-
cussion will focus on the types of influence in organiza-
tions and which influence tactics are most and leas:
successful or popular when influencing coworkers.

*Note: If you have not been in the workforce recently, complete this
instrument thinking about influencing another student instead of =
coworker.

2
.
2 3
2 3
2 3
2 3
2 3
2 3
2 3
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Coworker Influence Scalé (continued)

o

10. Subtly let the coworker know about my expertise 1 2 3 N
on the matter. \

11, Offered to support or assist the coworker on 1 2 3 4 /- Q
something if he/she would agree with me on N o
this matter.

12. Showed impatience or frustration with the 1 2 3 4 {
coworker's opposition to my preference.

13. Presented information in a way that looked 1 2 3 ( 4 5 _‘ e,
better for my preference. N :

14. Claimed that other staff support my position on 1 2 ©3) 4
this matter.

|

15. Suggested or threatened to have the issue D 2 3 4 5
resolved by higher management. -

16. Became friendlier toward the coworker, hoping / 1> 2 3 4 5
this would create a more favorable opinion of ~—
my viewpoint.

| ACOR

17. Helped the coworker to see the benefits of my 1 2 6 4 5 B o
preference and/or the negative outcomes of ¢

other choices.

18. Quietly or indirectly showed the coworker my 1 2 @ 4 5
authority, expertise, or right to have this matter
decided in my favor.

18. Mentioned that | had helped the coworker in the d) 2 3 4 5 ;
past, hoping that he/she would reciprocate hy |
supporting me now. i
20. Let the coworker know that | might be @ 2 3 4 5 ——
RSB Gt

disagreeable or uncooperative in the future if
he/she did not support me now.

®

{ 21. Framed and selected information that mainly 1 2 4 5
| agreed with {rather than opposed) my

| preference.

| 22. Made sure that at least a few other people were 1 2 3 4 5
i onmy side of this issue.

| 23. Pointed out that my view was consistent with 1 2 3 4 y 51
! the company's values or policies. -

24. Showed more respect toward the coworker, 1 2 3 4 5
hoping this would encourage him/her to
support me,

€ 2011 Steven L. McShane.

After reading this chapter go to for more in-depth information and interactivities
that correspond to the chapter.
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there are six teams). Half of the teams will take the role of
Dr. Roland, and the other half will be Dr. Jones. The
instructor will distribute roles after these teams have been
formed.

Step 2: Members within each team are given 10 minutes
(or other time limit stated by the instructor) to learn their
roles and decide negotiating strategy.

Step 3:  After reading their roles and discussing strategy,
each Dr. Jones team is matched with a Dr. Roland team to
conduct negotiations. Observers will receive observation
forms from the instructor, and two observers will be as-
signed to watch the paired teams during prenegotiations
and subsequent negotiations.

Step 4:  As soon as Roland and Jones reach agreemen: o=
at the end of the time allotted for the negotiation (whicz-
ever comes first), the Roland and Jones teams report to &
instructor for further instruction.

Step 5: At the end of the exercise, the class will congregaes
to discuss the negotiations, Observers, negotiators, and i=-
structors will then discuss their observations and expe=-
ences and the implications for conflict management znc
negotiation.

Source: This exercise was developed by Robert ], House, Wharton B
School, University of Pennsylvania. A variation of this incident in-
sisters is also described in R. Fisher, W. Ury, and B. Patton, Getting
Negotiating Agreement without Giving In, 2nd ed. (New York: Harvaré
University, 1991).

PURPOSE This self-assessment is designed to help you to
identify your preferred conflict management style.

INSTRUCTIONS Read each of the statements below and
select the response that best indicates how often you handle
conflict in the way described in that statement. Then use

Conflict Handling Styrle:Sca'le

the scoring key in Appendix B to calculate your resuits %
each conflict management style. This exercise is compistad
alone so you can assess yourself honestly without concerms
of social comparison. However, class discussion will focas
on the different conflict management styles and the situz-

tions in which each is most appropriate.

1. 1 went along with the other party's wishes rather than
my own.

. | compromised by accepting a middle ground solution.
. I tried to creatively find the best solution for everyone.
. Lavoided differences of opinion as much as possible.

. | pushed my own ideas and preferences.

2
3
4
5
6. I tried to make the dispute seem less important,
7. laccommodated the other party's wishes.

8. | did my best to get what | wanted.

9

. | tried to figure out how to satisfy both my interests
and the other party’s.

10. 1 made sure that both sides gave in a little.
11. I worked toward a 50-50 compromise,
12. 1 fought for my own position.

13. | searched for a solution that satisfied both parties.

14. | delayed or avoided solving the disagreement.

O

O0o0O0oooao

O oooo

\!

0 7 o
O O 8/ o
] 2 o 0
0 0y o =
! O i w:
g 0 o, o
O ] &y O
| o o, D
m o i c
O O &Y O
o [ o O
] o O A
o i} O O
o 0 O o
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ConflctHandling Style Scale _(continued)

15. 1 held my position. O &8
16. | lat the other side have its way. O 8= 0 m] ]
17. ltried to settle the conflict with a half-way ] I} -8 O
compromise.
18. Itried to find a solution that benefited both sides. O 0 - 0 |
19. | avoided communicating with the people with whom ) 0 [ O I -
I had the conflict.
| 20. | gave the other party what it wanted. O =3 0 ] ]

Sources: This scale was created by Steven L. McShane, based on information and instruments published in R.R. Blake, H.A. Shepard, and J.S. Mouton, Managing
Intergroup Conflict in Industry (Houston, TX: Gulf Publishing, 1964); K-W. Thomas, “Conflict and Negotiation Processes in Organizations,” in Handbook of
Industrial and Organizational Psychology, 2nd ed., ed. M.D. Dunnette and LM, Hough (Palo Alto, CA: Consulting Psychologists Press, 1992), pp- 651-718;
CK.W.deDreu, A, Evers, B. Beersma, E.S. Kluwer, and A. Nauta, “A Theory-Based Measure of Conflict Management Strategies in the Workplace,” Journal of
Organizational Behavior 22 (2001), pp. 645-68; M.A. Rahim, Managing Conflict in Organizations, 4th ed. (New Brunswick, NJ: Transaction Publishers, 2011).

After reading this chapter goto - doon e for more in-depth information and interactivities
that correspond to the chapter.
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SELF-ASSESSMENT 12.4 DO LEADERS MAKE A DIFFERENCE?

PURPOSE This assessment is designed to help you assess about that statement. Then use the scoring key in Appen-
your beliefs about the influence of leaders. dix B to calculate the results for each leadership dimen-

sion. After completing this assessment, be prepared to
INSTRUCTIONS Read each of the statements below and discuss in class the relevance and level of implicit leader-
circle the response that best indicates your personal belief ship theory.

~

Romance of Loadorship Scale

. Evenin an economic recession, a good leader can
prevent a company from daing poorly.

2. The quality of leadership is the single most important 0O @ O O O
influence on how well the organization functions.

3. The CEO and executive team have relatively little O O O 3@ O
effect on the company's success or failure. '

4. Sooner o later, bad leadership at the top will resultin - O O | a
declining organizational performance. R ’

5, The effect of a company's leaders on organizational O O | O W
performance is fairly weak. )

6. A company is only as good or as bad as its leaders. O @ O |} O

7. Even the best leaders can't help an organization very O [ (] i O
much when the economy is bad or competition is tough.

8. ltis impossible for an organization to do well when its O O O i O
leaders are average.

9. Compared with the economy, competition, and other O | ] | ]

external forces, leaders have only a small influence
on a firm's performance.

- 10. The company's top executives have the power to make ﬁ/ O ) O O
! or break the organization.

Source: Adapted and condensed by B. Schyns, J.R. Meindl, and M.A. Croon, “The Romance of Leadership Scale: Cross-Cultural Testing and Refinement;’
Leadership, Vol. 3, No. 1, (2007), pp. 29-46. Copyright © 2007. Reproduced with permission of Sage Publications.

After reading this chapter go to il oo e for more in-depth information and interactivities

that correspond to the chapter.
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subsequent class discussion. The instructor will set a fixed
time (e.g., 15 minutes) to complete this task.

Scenario #1. Determined never to shovel snow again, you
are establishing a new resort business on a small Caribbean
island. The resort is under construction and is scheduled
to open one year from now. You decide it is time to draw
up an organizational chart for this new venture, called
Club Ed.

Step 3: At the end of the time allowed, the instructor will
present Scenario #2, and each team will be asked to draw
another organizational chart to suit that situation. Again,
students should be able to describe the type of structure
drawn and explain why it is appropriate.

Step 4: At the end of the time allowed, the instru
present Scenario #3, and each team will be asked
another organizational chart to suit that situation.

Step 5: Depending on the time available, the in
might present a fourth scenario. The class will gather
ent their designs for each scenario. During each pres:

“teams should describe the type of structure drz
explain why it is appropriate.

Source: Adapted from C. Harvey and K. Morouney, Journal ¢©
ment Education 22 (June 1998), pp. 425-29. Used with perm:s
the authors.

PURPOSE This exercise is designed to help you under-
stand how an organization’s structure influences the per-
sonal needs and values of people working in that structure.

INSTRUCTIONS Personal values influence how comfort-
able you are working in different organizational structures.
You might prefer an organization with clearly defined rules or
no rules at all. You might prefer a firm where almost any em-
ployee can make important decisions or one where important

Organizational Structure Preference Scale

decisions are screened by senior executives. Read ez
ment below and indicate the extent to which you w
to work in an organization with that characteristic. W
ished, use the scoring key in Appendix B at the en
book to calculate your results. This self-assessment si
completed alone so that you can assess yourself
without concerns of social comparison. Class discus
focus on the elements of organizational design and &
tionship to personal needs and values.

s

1. A person’s career ladder has several steps toward
higher status and responsibility.

2. Employees perform their work with few rules to limit
their discretion,

3. Responsibility is pushed down to employees who
perform the work.

4, Supervisors have few employees, so they work clesely
with each person.

5. Senior executives make most decisions to ensure that
the company is consistent in its actions.

6. Jobs are clearly defined so that thers is no confusion
over who is responsible for various tasks.

7. Employees have their say on issues, but senior
executives make most of the decisions.

8. Job descriptions are broadly stated or nonexistent.

9. Everyone's wark is tightly synchronized around top-
management operating plans.

o | i O
O O | o
| o i}
0 a} i o
O O O g
O 0 iz ]
O e O O
o i o o
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10. Most work is performed in teams without close
supervision.
11, Work gets done through informal discussion with O O B E@ 3__.
coworkers rather than through formal rules.
2
12. Supervisors have so many employees that they can't w =2 ] [} e
watch anyone very closely. .
13. Everyone has clearly understood goals, expectations, O ] ﬁl O =
and job duties.
=
14. Senior executives assign overall goals, but leave daily | O O _Q_..
decisions to frontline teams. .
ry
15. Even in a large company, the CEQ is only three or four O 0 ] @ -
levels above the lowest position.

Copyright © 2000 Steven L. McShane.

- for more in-depth information and interactivities

After reading this chapter goto = il
that correspond to the chapter.
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class (see Part A). Their responses are shown in the table
below. Working in teams, analyze the information in this
table and answer these questions:

Discussion Questions for Part B

1. In your opinion, what are the dominant cultural values
in this organization? Explain your answer.

Metabhéf Beéult# of Fivé Tealfls ina Cincinﬁﬁti brganizatinn

2. What are the positive aspects of this type of culture?
. What are the negative aspects of this type of culture?

. What is this organization’s main business, in your opin-
ion? Explain your answer.

5. These groups all reported to one manager. What advice
would you give to the manager about this unit?

W

1 Rabbit Big Mac
2 Horse Taco
3 Elephant Ribs
4 Eagle Big Mac
5 Panther Chinese

Casino 48 Hrs. (movie) Spring
Racetrack Miami Vice Spring
Circus Roseanne Summer
Las Vegas CNN Spring
New York LA Law Racing

Source: Adapted from D.L. Luechauer and G.M. Shulman, “Using a Metaphor Exercise to Explore the Principles of Organizational Culture,” Journal of
Management Education 22 (December 1998), pp. 736-44. Used with permission of the authors.

PURPOSE This exercise is designed to help you under-
stand the importance and context in which corporate cul-
ture is identified and discussed in organizations.

INSTRUCTIONS This exercise is a take-home activity,
though it can be completed in classes where computers and
Internet connections are available. The instructor will
divide the class into small teams (typically four or five peo-
ple per team). Each team is assigned a specific industry—
such as energy, biotechnology, or computer hardware.

The team's task is to search the websites of several com-
panies in the selected industry for company statements
about their corporate cultures. Use company website search
engines (if they exist) to find documents with key phrases
such as “corporate culture” or “company values.”

PURPOSE This self-assessment is designed to help you
identify the corporate culture that fits most closely with
your personal values and assumptions.

INSTRUCTIONS Read each pair of statements in the
Corporate Culture Preference Scale and circle the state-
ment that describes the organization you would prefer to
work for. Then use the scoring key in Appendix B at the
end of the book to calculate your results for each subscale.

In the next class, or at the end of the time allotted in the
current class, report on your observations by answering the
following three discussion questions.

Discussion Questions

1. What values seem to dominate the corporate cultures of
the companies you searched? Are these values similar or
diverse across companies in the industry?

2. What was the broader content of the web pages on which
these companies described or mentioned their corporate
cultures?

3. Do companies in this industry refer to their corporate
cultures on their websites more or less than companies
in other industries searched by teams in this class?

The scale does not attempt to measure your preference for
every corporate culture—just a few of the more common
varieties. Also, keep in mind that none of these corporate
cultures is inherently good or bad. The focus here is on
how well you fit within each of them. This exercise should
be completed alone so that you can assess yourself honestly
without concerns of social comparison. Class discussion
will focus on the importance of matching job applicants to
the organization’s dominant values.

429

| |





image16.jpeg
Organizational Behavior

Corporato Cltre Prefrenco Scals

/1a)\Where employees work well together in teams.

2a. Where top management maintains a sense of order in or
the workplace.
/ Where employees are treated fairly. or
4a. Where employees adapt quickly to new work or
requirements.
5a. Where senior executives receive special benefits not or
available to other employees.
@Vhsre employees who perform the best get paid or
- the most.
7a. Where everyone gets her or his job done like clockwork. or
y here employees receive assistance to overcome or
g any personal problems.
@ That is always experimenting with new ideas inthe or
marketplace.

10a. That quickly benefits fram market opportunities.

(113, That can quickly respond to competitive threats. or

12a. Where management keeps everything under control. or

1b. That produces highly respected products or services.

25/ Where the organization listens to customers and
responds quickly to their needs.

3b. Where employees continuously search for ways to
work more efficiently.

Ab. Where carporate leaders work hard to keep employees
happy.

here employees are proud when the organization
achieves its performance goals.

6b. Where senior executives are respected.

\

@;That is on top of innovations in the industry.

8b. Where employees abide by company rules.

9b. That expects everyone to putin 110 percent for peak
performance.

10b. Where employees are always kept informed about
what's happening in the organization.

11b. Where most decisions are made by the top executives,

2b))Where employees care for each other.

Copyright © 2000 Steven L. McShane.

After reading this chapter go fo -
that correspond to the chapter.

-+ for more In-depth information and interactivities
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SELF-ASSESSMENT 15.3 ARE YOU TOLERANT OF CHANGE?

PURPOSE This exercise is designed to help you under- calculate your results, This self-assessment should be
stand how people differ in their tolerance of change. completed alone so that you can rate yourself honestly

without concerns of social comparison. Class discussion
INSTRUCTIONS Read each of the statements below and will focus on the meaning of the concept measured by this
circle the response that best fits your personal belief. Then scale and its implications for managing change in organi-
use the scoring key in Appendix B at the end of this book to zational settings.

Tol&rﬁngé'of (;Iiéng& S#élg ‘ -

1. | generally prefer the unexpected O ] ] O O [35] i
to the predictable. )
2. | am much more comfortable at 0 O () o 0 0 0 }'
events where | know most of the
people there. .
3. Iden't consider new situations any I} O ] d‘_‘D : O ] 0O
more threatening than familiar
situations.
4. | prefer solving problems that have b O O [} | O O i
only one "best” solution rather than
many solutions.

5. | dislike ambiguous situations. 0 O @ ] O 0 O /b
6. | avoid situations that are too 0 O O O & O O 6
complicated for me to easily -

understand.

7. |like situations that can be O & N} 0 a | 0 (&
interpreted in more than one way.

8. 1 cope well with unexpected events. O O ] @ (| | 0 L‘\"

9. Familiar situations are always O @ O | O O O
preferable to me than unfamiliar Z-
situations.

10. | enjoy working in ambiguous O | ] ﬁ) | 0 O ‘gj\

situations.

Source: Adapted from D.L. Mclain, “The Mstat-I: A New Measure of an Individual’s Tolerance for Ambiguity,” Educational and Psychological Measurement
53, no. 1 (1993), pp. 183-89; S. Budner, “Intolerance of Ambiguity as a Personality Variable,” Journal of Personality 30 (1962), pp. 29-50.

After reading this chaptergoto ..« . .00 for more in-depth information and interactivities
that correspond to the chapter.
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SELF-ASSESSMENT 2.6 ARE YOU INTROVERTED OR EXTRAVERTED?

PURPOSE This self-assessment is designed to help you
estimate the extent to which you are introverted or
extraverted.

INSTRUCTIONS The statements in the scale below refer

to personal characteristics that might or might not be char-
acteristic of you. Mark the box indicating the extent to

1. | feel comfortable A
around people. =

2. [ make friends easily. L\X O
JN N
3 ;keep inthe background. lj
4. | don'ttalk a lot. O
5. 1 would describe my [

experiences as
somewhat dull.

6. | know how to captivate
people.

@ | don't like to draw
attention to myself.

8. | am the life of the party.

9. | am skilled in handling
social situations.

10. | have little to say.

which the statement accurately or inaccurately describes
you. Then use the scoring key in Appendix B at the end of
this book to calculate your results. This exercise should be
completed alone so that you can assess yourself honestly
without concerns of social comparison. Class discussion
will focus on the meaning and implications of extraversion
and introversion in organizations.

58 O Od
I o o o
o | Y
sob
[ O NS Y
0O O O
//
S’/ s O O
O O (]
2 0 o O
/!
. . o 4

Source: Adapted from instruments described and/or presented in L, R. Goldberg,
H. C. Gough, “The International Personality Item Pool and the Future of Public-Domain Personality Measures;” Journal of Research in Personality 40 (2006),

pp. 84-96.

After reading this chaptergoto o
that correspond to the chapter.
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J. A. Johnson, H. W. Eber, R. Hogan, M. C. Ashton, C. R. Cloninger, and
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«1mnon for more in-depth information and interactivities
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years as a sales representative before joining this company.
Edward is single and has no children.

Lee L. Lee has been with this organization for seven years.
The first two years were spent as a sales representative in the
office that she now manages. According to the regional direc-
tor, Lee rates about average as a branch manager. She earned an
undergraduate degree in geography from a major university
and worked as a sales representative for four years with another
insurance company before joining this organization. Lee is
40 years old, divorced, and has no children. She is a very ambi-
tious person but sometimes has problems working with her
staff and other branch managers.

Sandy S. Sandy is 47 years old and has been a branch
manager with this company for 17 years. Seven years ago,
her branch made the lowest contribution to the region’s
profits, but this has steadily improved and is now slightly
above average. Sandy seems to have a mediocre attitude
toward her job but is well liked by her staff and other
branch managers. Her experience in the insurance industry
has been entirely with this organization. She previously
worked in non-sales positions, and it is not clear how she
became a branch manager without previous sales experi-
ence. Sandy is married and has three school-aged children.
Several years ago, Sandy earned a diploma in business from
a nearby community college by taking evening courses.

Bonus Allocation Form

Bob B. $ $

Edward E. $ $

Lee L. $ $

Sandy S. $ $

TOTALS: $100,000 $100,000
Equity Inputs Form _

%
%
%

%

%
TOTAL: 100%

*List factors in order of importance, with most important factor
listed first.

*+#The weight of each factor is a percentage ranging from 1 to 100. All
factor weights together must add up to 100 percent.

Copyright © 2000, 1983 Steven L. McShane.

SELF-ASSESSMENT 5.6 NEED-STRENGTH QUESTIONNAIRE

Although everyone has the same innate drives, secondary
or learned needs vary from one person to the next in the
same situation. This self-assessment provides an estimate
of your need strength on selected secondary needs. Read
each of the statements below and check the response that
you believe best reflects your position regarding each state-
ment. Then use the scoring key in Appendix B at the end of

Persopal Nee;_ls ngstionpaire

1. | would rather be myself C d
than be well thought of. /f

2. I'mthe type of person =/
who never gives up. Ve

[J\

3. When the opportunity El/ A( O
occurs, | want to be in
charge. / A\

4, |try not to say things |
that others don't like
to hear.

the book to calculate your results. To receive a meaningful
estimate of your need strength, you should answer each
item honestly and by reflecting on your personal experi-
ences. Class discussion will focus on the meaning of the
needs measured in this self-assessment, as well as their rel-
evance in the workplace.

O a

0 0 O
d O O
O O 0

{continued)
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ﬁéﬁ%@al Needs Qersrtirti)ﬁnairev (éonti;ﬁetii -

. | find it difficult to talk
about my ideas if they
are contrary to group

apinion. g/
6. | tend to take control O ] ]
of things.

7. 1 am not highly motivated
to succeed.

o

1 usually disagree with
others only if | know my

O
0
friends will back me up.
9, 1 try to be the very best E}// O O 0 0
"

atwhat | do.

10. | seldom make excuses
or apologize for my
behavior. //

11. If anyone criticizes me, 0 E/ O O ]
| can take it. /

/
12. | try to outdo others. | 0 O

13. | seldom change my O O \a/ 0 o
opinion when people
disagree with me. ,

14. | try to achieve more m/ O O O O
than what others have

(]
O

accomplished.

15. To get along and be liked, Q/ 0 0 o O
| tend to be what people /

expect me to be.

Sources: Adapted from instruments described and/or presented in L.R. Goldberg, ].A. Johnson, HW. Eber, R. Hogan, M.C. Ashton, C.R. Cloninger, and
H.C. Gough, “The International Personality Item Pool and the Future of Public-Domain Personality Measures,” Journal of Research in Personality 40 (2006),
pp. 84-96; H.J. Martin, “A Revised Measure of Approval Motivation and Its Relationship to Social Desirability,” Journal of Personality Assessment 48 (1984),
pp. 508-19.

After reading this chapter go to i west for more in-depth information and interactivities
that correspond to the chapter.
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differences. Determine your group’s score in the same man-
ner. Write these scores and summary statistics into the
spaces below.

Your total score

Average of the individual scores in your group

Your group’s total score

Number of individuals in your group with a lower
score than your group’s total score

Source: Copyright © 1992 by Richard Field and Nicola Sutton. All rights

reserved. Based on information in Joseph Graham Ambrosi, Hiking in
Alberta’s Southwest (Vancouver, BC: Douglas & McIntyre Ltd., 1984);
Gillean Daffern, Kananaskis Country: A Guide to Hiking, Skiing, Eques-
trian & Bike Trails, 2nd ed. (Calgary, AB: Rocky Mountain Books, 1993
Patricia B. Kariel, Hiking Alberta’s David Thompson Country (Edmontoz.
AB: Lone Pine Publishing, 1987).

SELF-ASSESSMENT 8.6 WHAT TEAM ROLES DO YOU PREFER?

PURPOSE This self-assessment is designed to help you
identify your preferred roles in meetings and similar team
activities.

INSTRUCTIONS Read each of the statements below and

circle the response that you believe best reflects your posi-
tion regarding each statement. Then use the scoring key in

Teanﬁ Roles Pr_gférences Sc@le

Appendix B at the end of the book to calculate your results
for each team role. This exercise should be completed alonz
so that you can assess yourself honestly without concerns
of social comparison. Class discussion will focus on the
roles that people assume in team settings. This scale 23
sesses only a few team roles.

1. lusually take responsibility for getting the 1 2 4 5
team to agree on what the meeting should
accomplish.
2. Itend to summarize to other team members 1 2 CS‘ 4 5
what the team has accomplished so far. ‘
3. I'm usually the person who helps other team 1 2 3 ;} 5
members overcome their disagreements. f
4. |try to ensure that everyone gets heard on 1 2 3 4 Lj
issues.
5. I'm usually the person who helps the team 1 2 3 4 //
determine how to organize the discussion. e,
6. | praise other team members for their ideas 1 2 3 4 5
more than do others in the meetings. ;
7. People tend to rely on me to keep track of 1 2 3 5 {
what has been said in meetings. :
8. The team typically counts on me to prevent 1 2 3 4 D 5
debates from getting out of hand. T [
9. | tend to say things that make the group feel 1 2 3 4 5
optimistic about its accomplishments. ~
{conmmt








