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Sample Answers to In-Text Questions 

Note: Answers to Case Questions are available in the Case Notes. Answers to Toolkit Activities 

are personal to the student therefore there are no sample answers.  

Chapter 1: What Is Organizational Behavior?  

Critical Thinking Questions  
 

1. Why does asking these questions improve employee buy-in for the implementation of 

plans? Are there other questions you feel are important to ask? 

 

Question Location: What Is Critical Thinking? 

 

Ans: These questions help employees view the organization from multiple perspectives other 

than just as an employee. It helps them think like an owner or senior manager who can improve 

their critical thinking about the organizations they work for. Other questions might include: How 

do our customers perceive our company? How would we like our customers to view our 

company? Are we prepared for unexpected changes to our organization? How can we improve 

our products/services? 

 

2. Why do you think that Theory X/Y has had such a strong influence on understanding 

leadership? Can you think of other assumptions that managers may hold in their 

subconscious minds that influence how they treat their followers? 

 

Question Location: Applying Critical Thinking to Theories in Organizational Behavior 

 

Ans: McGregor identified beliefs that managers held about their employees.  Most “Theory X” 

managers are not aware of their underlying assumptions that influenced their behaviors. By 

identifying these assumptions, leaders could change their behaviors to reflect more realistic 

beliefs “Theory Y” about followers. Some managers may believe that their employees are 

dishonest, not very intelligent, and unable to think creatively. 

 

3. Is employee productivity the most important outcome variable? If not, what outcome(s) 

do you think is/are more important? 

 

Question Location: Employee Withdrawal 

 

Ans: Attitudes, Well-Being, Thriving, and Motivation—all drive Productivity. An organization’s 

ability to do whatever it is it does, is entirely dependent on the productivity of the people that 

make up the organization. Hence, these variables should be prioritized in the event that 

productivity seems to lag. Leadership should never focus solely on productivity itself, rather, it 

should focus immensely on the other 4 outcome variables at all times. If this is done, 

Productivity will come.  
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4. Which level(s) do you think has/have the most influence on individual behavior in 

organizations and why? 

 

Question Location: How OB Research Increases Employee Performance 

 

Ans: Answers will vary but a sample answer could be: the dyad is the closest in proximity to the 

individual level; hence, it has the strongest influence on individual behavior in organizations. 

High quality relationships with leadership enable transparency about corporate initiatives and 

give a sense of purpose to employees. Employees that know the “why” behind their work will 

feel that their work is more important, thus driving an increase in motivation and productivity.  

Research in Action 

Using Evidence to Increase Donations to Universities 

 

1. Explain why people are more likely to give money when they know their donation will go 

to a specific college. How could universities make donations even more specific? Provide an 

example. 

 

Ans: The research suggested that former students have a strongly connected to their university, 

but it learned that the “why” ought to be looked at more closely. What the research discovered 

was that alumni aren’t emotionally connected to the university because of the overall general 

school, but because of their unique experiences at the university. Their unique experiences took 

place within their individual fields of study (or even extracurricular activities). It is these 

individual experiences that drive the love and passion alumni have for their schools.  

 

Schools should consider allowing alumni to donate to specific facilities that were instrumental in 

shaping their collegiate experience, be it a dorm or a stadium.  

 

2. How can the implications for practice based on the field experiment be extended? For 

example, what guidelines would you provide to volunteers who make phone calls to ask for 

donations? 

 

Ans: Results from different practices, like emails and phone calls, will certainly yield different 

results. For example, the results gathered from sending emails led to the conclusion that direct 

donations don’t determine whether or not a person gave, but it did determine how much a person 

gave. If phone calls were made, there could have been more information gathered surrounding 

willingness to give in the first place. The answer to that question still remains unknown. 

 

3. What are the strengths of using field experiments to solve organizational challenges? 

What are the weaknesses? 

 

Ans: Among the strengths of using field experiments to solve organizational challenges include 

the potential to gather vast quantities of data in a short amount of time. The insights gathered 

could yield answers much more quickly. The weakness is that the answers received might not 

have anything to do with the hypothesis at hand. 
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4. Design an experiment to increase a different voluntary activity such as donations to a 

blood bank using EBM principles. 

 

Ans: In order to see if donations to a blood bank on a college campus increase, we will conduct 

an experiment that has an experiment lasting two months. During the first month, marketing for 

the donation will only take place virtually. Stakeholders (donors) might concern themselves with 

the legitimacy and widespread reach of the blood donations. To have marketing done entirely on 

social media, these concerns are addresses and tested. During the second month, all virtual 

marketing will stop and marketing will be conducted solely using in person tactics—posters on 

walls and people holding signs. We will then see which type of marketing drove the most traffic. 

Scientific evidence suggests that both marketing tactics combined would produce higher 

participation.  

What’s #Trending in OB? 

Organizational Behavior in the Gig Economy 

 

1. Discuss the influence of technology on the rise of the gig economy. What other forces do 

you think have given rise to this level of gig workers? 

 

Ans: I think that the technology behind the rise of the gig economy has given participants the 

ability to be entirely influenced by the fact that the individual level of organizational behavior is 

solely responsible for their success. There are no risks that the other levels of influence could 

harm the gig economy participant’s productivity, yet at the same time there are none of the 

benefits that could come along with the other levels of influence. An importance notion to 

consider is that not everyone thrives under the same structure. The gig economy attracts people 

who want to be their own boss and who operate more effectively outside of a team setting. The 

other industries don’t offer the same situation, which is why the gig economy has grown so large.  

 

2. Do you agree that the trend of gig workers will continue to grow? Discuss the pros and 

cons of gig work for?  

 

Ans: Answers will vary but here is a sample answer:  

(a) Organizations  

 Pros: Gig work is tremendously beneficial for organizations. By paying 

contractors, they avoid all the taxes that are tied to traditional payroll.  

 Cons: Gig work increases the risk of liability for organizations because its 

workers are not subject to the same preventative structures in place at other 

organizations. For examples, contractors lack the direct oversight that would 

prevent them from acting impulsively. Uber has had an issue in the past with 

sexual assault of customers. This was largely solved through more rigorous 

background checks prior to onboarding new contractors.  

(b) Employees 

 Pros: Gig work is tremendously beneficial for individuals who want the flexibility 

and freedom to work on their own terms. Furthermore, it allows people to 
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supplement their existing income with another source, which was traditionally a 

much more difficult task prior to gig work.  

 Cons: Being a contractor has benefits, but it also has some drawbacks. The 

flexibility doesn’t come with company sponsored health benefits or retirement 

plans. But why should it? Gig workers work on their own time. If the company 

has their way, they would have workers work all the time non-stop, but that would 

be aligned with the purpose of gig work. The key is that no one is forced to 

participate in gig work. It is merely an option. If someone needs work that 

provides benefits, they can look elsewhere.  

  

3. Would you consider gig work instead of full-time employment after you graduate? (If 

you are currently employed full-time, would you switch?) Explain your reasons. 

 

Ans: Answers will vary but here is a sample answer: I would only ever consider gig work as 

secondary employment to complement my primary source of income. I am currently employed 

and I still have time on my hands. There are times where I enjoy my hobbies, but there are times 

where I definitely feel like I could be working to make some additional cash. I wouldn’t switch 

to working gig economy full time because my earnings potential is simply not as high. It is too 

reliant on tips and working long hours if I was to make the same amount I did when I work full 

time. 
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Case Notes 

Chapter 1: What Is Organizational Behavior? 

Case 1.1: Evidence-Based Management: People Analytics at Google 

 

Case Description 

The obsession with data at Google resulted in the formation of a new team called People 

Analytics. This team’s responsibility was to ensure that no people-oriented decisions, such as 

promotions, demotions, hires, fires, etc. were not informed by intense and precise analytics. The 

role of this team expanded dramatically as Google faced a new question surrounding the 

importance of managerial hierarchies and thesis that managers were irrelevant. The People 

Analytics team utilized a variety of evidence-based management methods to guide the process of 

exploring these ideas. In doing so, they learned that good managers were not only unharmful to 

their employees, but that they also added tremendous value in things like productivity and 

employee satisfaction.  

 

Learning Objectives: 

1.1: Define the concept of organizational behavior (OB). 

1.2: List and give examples of the four sources of information used in evidence-based 

management (EBM). 

1.3: Define critical thinking and explain the critical thinking skills leaders need. 

1.4: Discuss five types of outcome variables studied in OB. 

1.5: Compare the levels of analysis in OB research. 

1.6: Develop plans for using OB research to improve employee job performance. 

 

Question & Answers 

 1. How does Google use EBM? Describe the type(s) of evidence Google used in their 

research for Project Oxygen. 

Ans: Google used EBM in a multitude of different ways. The most evident was its use of 

Organizational values and stakeholders’ concerns. It facilitated the research into the importance 
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of managers due to the feedback from Googlers who hypothesized that managers were 

unimportant. In conducting the research, the People Analytics team’s use of surveys highlighted 

its use of the best available organizational evidence.  

 

2. Develop a plan for a people analytics approach to addressing the problem of how to 

improve the coaching behavior of managers. Be sure to describe the type of data you would 

collect, note how you would analyze it, and how you would tell the story. 

Ans: I don’t think there is a way to use scientific evidence or experimental evidence in 

addressing the problem of how to improve the coaching behavior of managers. Hence, I believe 

that we must continue to utilize surveys (organizational values and stakeholders concerns) while 

also introducing a qualitative scorecard that is build according the results of the surveys. I would 

collect the short answer responses of employees to see which kinds of coaching behaviors they 

desired to see then convert those into a Boolean style format and observe managers in meetings 

and mark which behaviors they exhibited most often and least often.  

3. Recently, Google had encountered issues with employees not trusting the transparency of 

upper management, and many Googlers have left 

(https://www.cnbc.com/2019/12/31/google-veterans-the-company-has-become-

unrecognizable.html). Explain how the people analytics team might address this issue. 

Ans: The People Analytics team might address this issue by running a survey to first understand 

the differences between the current state and what longer tenured Googlers became used to in the 

past. Organizational Values and Stakeholder Concerns seem to have shifted, so first uncovering 

what caused the shift is key. This can be done through a variety of surveys, in addition to 

attrition analytics to compare against the responses of those surveys 

 

Note: 

In this guide, some suggested answers are provided. Most of these questions are there to make 

students think and interrelate concepts from the current and previous chapters and, hopefully, to 

generate a more integrated understanding of organizational behavior. However, some responses 

will be a matter of opinion or are used to assess critical and creative thinking, and one's ability to 

justify one's decision. Thus, the answers for the case questions are not the only right answer and 

so at times we don't provide an in-depth sample answer. 

https://www.cnbc.com/2019/12/31/google-veterans-the-company-has-become-unrecognizable.html
https://www.cnbc.com/2019/12/31/google-veterans-the-company-has-become-unrecognizable.html
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Lecture Notes 

Chapter 1: What Is Organizational Behavior? 

Learning Objectives 

1.1: Define the concept of organizational behavior (OB). 

1.2: List and give examples of the four sources of information used in evidence-based 

management (EBM). 

1.3: Define critical thinking and explain the critical thinking skills leaders need. 

1.4: Discuss five types of outcome variables studied in OB. 

1.5: Compare the levels of analysis in OB research. 

1.6: Develop plans for using OB research to improve employee job performance. 

 

Chapter Summary 

Chapter summary here. 

 

Annotated Chapter Outline 

I. A Crisis in Organizations?: Historically, CEOs are fired because of poor company 

performance, but recently there is an increase in firing for ethical reasons. 

A. Examples 

i. Kevin Burns, CEO of Juul, was fired for poor financial performance after 

media attention to Juul’s marketing practices, and increased pressure from 

health regulators caused a dip in the company’s performance. 

ii. Steve Easterbrook, CEO of McDonald’s, was fired for violating company 

policy by entering into a consensual relationship with an employee even 

though Easterbrook’s performance as a CEO was exceptional. 

iii. John Schnatter, Founder and CEO of Papa John’s, stepped down after 

backlash from his use of a racial slur during a conference call. 

B. What is going on with CEO leadership? 

i. Studies show increasing rates of CEO departure from the largest companies 

(17.5% in 2018). 

a. Most were planned retirements, but 20% of departures were forced. 

ii. 2019 is on-pace to have historic levels of CEO departures. 
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iii. Future leaders must understand nuances of human behavior and honor 

ethical principles. 

iv. Organizational behavior (OB) addresses leadership challenges like these. 

 

II. What Is Organizational Behavior?: A fairly new, multidisciplinary and multilevel study of 

individuals and their behavior in the workplace. 

A. Hawthorne Studies: Most agree that OB’s point of origin is the Hawthorne studies 

of 1927-1932, conducted by psychologist Elton Mayo 

i. First study designed to examine effect of light intensity on plant 

productivity 

a. Showed productivity increased when lights were dimmed 

b. After interviewing workers, found this increase was because of the 

extra attention workers received from researchers. 

c. Hawthorne effect: Attitude and performance improvements caused 

by researchers paying attention to a group of workers 

d. Spontaneous collaboration: Mayo’s term for the feelings of 

affiliation and trust that arose because of interactions and trust 

among workers 

ii. Mayo’s second study designed to investigate a new incentive system’s 

effect on productivity produced unexpected results. 

a. Peer pressure from social subgroups resulted in the informal 

standards of production. 

b. High-producing workers were expected to reduce production so pay 

was more equal within the group. 

iii. Hawthorne researchers realized that the human element of organizations 

was more important than previously thought and that workers value 

attention. 

a. Ex: workers are grateful to employers when they provide gifts to 

employees, known as empathy wages. 

B. Disciplines Contributing to Organizational Behavior: OB is a multidisciplinary 

applied field of study that uses ideas and research from multiple disciplines. 

i. Examples 

a. Industrial/Organizational psychology: studies individual differences 

like personality 

b. Social psychology: studies individual reactions to work 

c. Psychology and economics: studies motivation theory 

d. Economics: studies decision-making theory 

e. Applied social psychology: studies how people interact in groups 
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ii. Sociology and anthropology: studies organizational culture and leading 

through change 

iii. The goal of OB: to improve the functioning of organization and each 

employee’s work experience 

C. From Theory to Practice 

i. Goals of Science 

a. Description: what does the process look like? 

b. Prediction: will the process occur again? When? 

c. Explanation: why is this happening? 

d. Control: can we change whether this happens? 

ii. Example: Forecasting staffing changes during the holiday season requires 

many considerations: 

a. Human resource managers base their estimates on prior holiday 

seasons—this is description with certain explanation (as they have 

a plausible reason why customers are visiting their store this time 

of year). 

b. Prediction is moderately valuable in this example, ensuring that they 

hire an accurate number of seasonal workers. 

c. There are minimal amounts of control in this example, as most of 

the reasons that stop a customer from visiting the store are beyond 

the organization’s control (such as the availability of a toy from 

online sources). 

iii. Evidence-based management (EBM): translating research into 

management practice 

 

III. Evidence-Based Management: Improves a leader’s decisions by disciplined application 

of most relevant and current information 

A. Four sources of information: 

i. Scientific evidence: such as OB research studies on why people quit their 

jobs 

ii. Organizational evidence: such as exit interviews with employees quitting 

the organization 

iii. Experiential evidence: such as other managers’ judgments as to why 

employees leave 

iv. Organizational values or stakeholder concerns: such as the impact of 

continual recruitment on Human Resources or employees experiencing 

reasons to quit 

B. Requirements for Successful EBM 

i. For EBM, leaders must have 
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a. The ability: basic skills and competencies 

b. The motivation: behavioral beliefs, behavioral control, and 

normative beliefs 

c. The opportunity: support that overcomes barriers to EBM 

ii. Leaders must be involved at every level and collaborate with researchers. 

C. Standards of EBM 

i. Stop treating old ideas as if they were brand new 

a. A cynical workforce may be sensitive to would-be innovations that 

closely resemble older management fads (“empowerment” of the 

1980s versus “engagement” today). 

ii. Be suspicious of “breakthrough” studies and ideas 

iii. Develop and celebrate collective brilliance 

iv. Emphasize drawbacks as well as virtues 

v. Use success (and failure) stories to illustrate sound practices, but not in 

place of a valid research method 

vi. Adopt a neutral stance toward ideologies and theories 

vii. Critical thinking, or learning by questioning everything, is important for 

effectively using these standards. 

 

IV. What is Critical Thinking?: Persistent examination of any belief or knowledge in light of 

evidence that supports it. It is a self-directed, self-disciplined, self-monitored, and 

self-corrective way of thinking. 

A. Three Parts of Critical Thinking 

i. Elements of thought (reasoning) 

ii. Intellectual standards 

iii. Intellectual traits—developed through the consistent application of 

intellectual standards to the elements of thought 

B. Critical Thinking Skills (as outlined in Table 1.1) 

i. Logic 

ii. Reflection 

iii. Dual processing 

iv. Attention to detail 

v. Decision-making 

C. Ian Mitroff's Smart Thinking for Crazy Times: The Art of Solving the Right 

Problems Basic Organizational Questions: Helps ensure the right problems are 

answered. 

i. What businesses are we in or should we be in? 

ii. What is our mission or what should it be? 

iii. Who are our prime customers or who should they be? 
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iv. How should we react to a major crisis, particularly if we are, or are 

perceived to be, at fault? 

v. Will others perceive our situation as we do? How will they perceive our 

actions? 

vi. Are our products and services ethical? 

D. Applying Critical Thinking to Theories in Organizational Behavior 

i. Based on The Human Side of Enterprise by Douglas McGregor 

a. Theory X, pessimistic: people are basically lazy, dislike work, and 

avoid responsibility; characteristic management behaviors include 

being directive, engaging in surveillance, and coercion. 

b. Theory Y, optimistic: people are internally motivated, enjoy work, 

and accept responsibility; characteristic management behaviors 

allow discretion, participation, and creativity on the job. 

E. Examining Your Theory X/Y Results 

i. According to Self-Assessment 1.1, each person tends towards the X or Y 

Theory of human nature. 

ii. Self-assessments like these are intended to challenge you to critically 

examine your own thoughts and beliefs, which will enable you to adjust 

your leadership style to influence important organizational outcomes. 

 

V. Outcomes in Organizational Behavior 

A. Performance 

i. Productivity (job performance): one of the most important outcomes in 

OB 

a. Measured by objective performance via organizational records (e.g., 

number of forms correctly processed) 

b. Alternately measured by supervisor or peer ratings (e.g., rating work 

quality on a numeric scale) 

ii. Organizational citizenship behavior (OCB): a worker’s willingness to 

go above and beyond their job description to help others, known as 

“extrarole performance” 

a. Enhanced by climate within an organization (human relations, 

innovation, and achievement motivation) 

b. Predictive of other measures such as performance and turnover 

B. Attitudes 

i. A person’s general disposition toward something 

a. Measured with question and response scales (known as Likert 

scales) often ranging from Strongly Disagree to Strongly Agree 
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ii. Job satisfaction: a common outcome variable, with measures dating back 

to the 1930s 

iii. Organizational commitment: loyalty to an organization, which is related 

to job satisfaction 

a. One of the strongest predictors of turnover 

b. More commitment decreases absenteeism while increasing 

motivation and performance. 

iv. Employee engagement: “a relatively enduring state of mind referring to 

the simultaneous investment of personal energies in the experience or 

performance of work,” or immersion in job activities” 

C. Employee Well-Being 

i. Employee well-being: Outcomes such as emotional exhaustion, 

psychosomatic health complaints, and physical health symptoms 

a. Passive or underperforming leaders undermine well-being. 

b. Being asked to do illegitimate tasks, or tasks outside one’s normal 

job boundaries, predicts lower employee well-being. 

D. Thriving 

i. Thriving: “The psychological state in which individuals experience both a 

sense of vitality and learning” 

a. Vitality: a feeling of being alive 

b. Learning: a sense of growth or improvement 

ii. Reduces burnout and health problems 

iii. Predictive of performance over other attitude measures such as job 

satisfaction/organizational commitment 

iv. Thriving is related to psychological safety, or employees feeling safe from 

criticism if they offer innovative ideas. 

E. Motivation 

i. Extrinsic motivation: based on rewards from the organization’s 

compensation system (such as pay and bonuses) 

ii. Intrinsic motivation: based on the value of the work itself 

iii. Prosocial motivation: assesses the degree to which an employee’s 

behavior benefits society such as helping out a new employee that is 

struggling 

F. Employee Withdrawal 

i. Employee withdrawal costs large amounts of money and time. 

ii. Turnover intentions: Employee thoughts of quitting. May be related to 

other outcomes such as job satisfaction and engagement 

iii. Turnover: Employees actually quitting. Strongly influenced by job 

market 
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iv. Absenteeism: Workers who are dissatisfied but have few alternative job 

opportunities may not come to work. 

 

VI. Levels of Analysis in Organizational Behavior 

A. Four Different Levels of Analysis 

i. Individual level: Dictated by the personality and experiences of a given 

employee 

a. Dyad/two-party level: between pairs of people such as mentor and 

protégé 

ii. Team level: may be dictated by group wide performance norms. 

iii. Organizational level: in organizations with strong cultures, the culture 

can influence an individual’s behavior. 

iv. Industry level: comparisons made across different industries. 

 

VII. How OB Research Increases Employee Performance 

A. Development of OB Hypotheses 

i. Can be developed at any level of analysis 

ii. See Table 1.3 Examples of How Organizational Behavior Research 

Relates to Performance 

iii. Research at any level can help leaders improve employee performance. 

 

VIII. Leadership Implications: Thinking Critically 

A. Uses For This Course 

i. Using this course to become a more effective leader requires you to 

critically think about the material you encounter, putting aside your 

assumptions and biases about leadership. 

ii. Employ an evidence-based approach: using evidence, such as your 

experiential evidence and OB research, to inform your management 

practices 

 


