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HOW TO  USE  TH I S  BOOK

C H A P T E R  O P E N E R

Organisational Behaviour on the Pacific Rim is a pedagogically rich learning resource. How

to use this book will show you how to fully utilise your text and study package. Getting

the most out of your text will help you do better in your organisational behaviour studies.

Learning objectives
Every chapter opens with a showcase of the chapter’s learning
objectives. These tell you what you should be able to do after
you have finished reading that chapter. Each learning objective
is repeated in the margin of the main text, where the material
is covered. See example shown here on page 258.

Opening stories
These brief introductory vignettes launch each chapter topic. They provide an interesting and
meaningful context for the concepts that you are about to explore. They also include a web
link to the organisation being profiled. See example shown here on page 183.

PowerWeb
PowerWeb links you to an endless online bank of over 6000 journals and up-to-the-minute
popular media resources so that you can search for more case studies and articles on
organisational behaviour (OB). PowerWeb is accessible from the Online Learning Centre that
accompanies this book. Access to PowerWeb may be packaged with your text, or purchased
independently. Ask your bookshop for more information. See example shown here on
page 334.

Francene Camilleri recently
went home very happy 
from her IKEA job in Sydney. So did

44 000 other employees at IKEA’s 152

stores around the world. The Scandi-

navian home-furnishings retailer held

a special ‘Big Thank You Bonus’ day by

pledging the entire day’s sales turn-

over to employees. The idea was to

thank staff members for their hard

work and loyalty. Customers were also

rewarded with special prices, enter-

tainment and, not surprisingly, excep-

tional service from employees.

The unique reward exceeded everyone’s expectations. Customers worldwide rang up A$118 million in

sales, nearly doubling IKEA’s previous one-day record. This produced a bonus of more than $2400 for each

full-time employee and about half that amount for each part-time employee in Australia and Singapore.

Employees in lower-income countries earned up to a maximum of three months salary. Consistent with the

company’s egalitarian values, everyone from cashiers to the company president received the same amount.

‘I think we have come to a point where we recognise the value of co-workers within our organisations

today’, says Andreas Petersson, the IKEA store manager in Moorabbin (Victoria). Philip Wee, general

manager of the IKEA franchise in Singapore, agrees. ‘This is an excellent way of boosting the standard of

cooperation among staff and their enthusiasm for their work’, says Wee.1

IKEA employees had a lot to smile

about when they each received up to

three months pay during the

furniture company’s one-day ‘Big

Thank You Bonus’ event.

© Steve Lunam/Sun-Herald (Sydney).

www.ikea.com.au

Search for more on creativity and

team decision making on Powerweb,

available at the Online Learning Centre

at www.mhhe.com/au/mcshane.
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CHAPTER 8 Team dynamics

L E A R N I N G  
O b j e c t i v e s  

After reading this chapter, you should be able to: 

1. Define teams.

2. Distinguish departmental teams from team-based organisations. 

3. Explain why virtual teams are becoming more common.

4. Outline the model of team effectiveness.

5. Identify six organisational and team environmental elements that influence team

effectiveness.

6. Explain the influence of the team’s task, composition and size on team effectiveness.

7. Describe the five stages of team development. 

8. Identify four factors that shape team norms. 

9. List six factors that influence team cohesiveness. 

10. Discuss the limitations of teams.

11. Explain how companies minimise social loafing. 

12. Summarise the four types of team building. 

4
Outline the model of team

effectiveness.
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I N  T H E  T E X T

Key terms
The field of organisational behaviour has its own language. To help you learn this language,
key terms are bold-faced in the text and defined in the margin. They are also presented
in a summarised list at the end of the chapter and in an alphabetical glossary at the end
of the text. Learn the lingo as you go! See example shown here on page 18.

OB Windows
Each chapter contains up to four captioned photographs that provide quick insights into OB
in action, such as the one about the Sydney Olympics featured here. They are extended by
specific questions that encourage critical thinking and stimulate classroom discussion. See
example shown here on page 5.

Reality checks
Theory is one thing, but what happens in reality? These short case studies (up to three per
chapter) examine a particular OB event or phenomenon and link it to the concepts discussed
in the text. For example, find out how Spanish employees are incorporating siestas into
their professional lives. It's all in Chapter seven. See example shown here on page 241.

Cartoons
Workplaces can be serious and stressful places, that’s why it’s sometimes fun to make light
of them. Throughout the text, cartoons are used to humourise the theme of each chapter.
Many of the cartoons in Organisational Behaviour on the Pacific Rim were created by Australian
cartoonist, David Messer. See example shown here on page 520.

g g
organisations.67 As the number of employee
a greater division of labour. Larger comp
mechanisms to manage the greater divisi

©
 D

av
id

 M
es

se
r 

20
01

. A
ll 

ri
gh

ts
 r

es
er

ve
d.

REALITY CHECK 7.3
Keep the stress-busting siesta in
modern Spain

Maria Jose Mateo is defying a force that has ruled Spain for
centuries. The 29-year-old bank employee is trying to stay awake during the afternoon. She and many
other Spaniards are giving up their siesta—a two- or three-hour mid-afternoon break when employees
head home for a hot meal, followed by a restful nap. 

Customers in other European countries increasingly expect Spanish employees to answer the telephone
throughout the day. Companies are also discouraging these long breaks to increase productivity. TotalFina,
the French oil company, gives its Spanish managers and salespeople coupons for nearby fast-food outlets—
a hint that they should have a power lunch, not a power nap. Commuting is also killing siestas. Employees
don’t have time to commute twice each day through traffic-clogged Madrid and Barcelona. 

Ironically, the siesta is disappearing just when people in other countries are discovering the health
benefits of a midday power nap. Studies report that the nervous system needs a long break at night and
a shorter one somewhere between 2 p.m. and 5 p.m. in the afternoon. A smattering of American
organisations, such as Burlington Northern Santa Fe Railway, have established napping policies. Kodak,
PepsiCo, IBM and Pizza Hut offer courses teaching employees how to take power naps at work. Deloitte
Consulting has gone as far as setting up nap rooms.

Fede Busquet, a former tanning-salon owner, may have found a solution to Spain’s siesta dilemma.
Busquet realised that Spaniards still need their siesta when he noticed rows of parked cars along
Barcelona’s streets with men sleeping inside around midday. He thought these people might prefer a more
comfortable place for a power nap near their office.

Busquet set up two-dozen parlours where, for 1000 pesetas (A$14), customers get a 10-minute
massage in an ergonomic chair, then an hour in that same chair to sleep or rest. Those in a hurry can stay
half as long for half the price. Business is booming. It seems that Spaniards still need their midday siesta,
but something quicker and closer to the office.

Masseurs Remco Rafina (left) and

Eva Pacheco give two people a

special siesta massage in Madrid.

For 1000 pesetas (A$14),

customers get a 10-minute

massage in an ergonomic chair,/P
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The Sydney Olympics is a testament to the power of organisations. Australia’s largest peacetime event employed
2400 full-time employees as well as thousands of other people working through suppliers. Several hundred
university students were trained to help select more than 50 000 volunteers. The Olympic Village accommodated
and fed over 15 000 athletes and representatives from 200 countries. The Sydney Olympics set up the world’s
largest film processing lab, the world’s biggest event Web site and one of the world’s most sophisticated
telecommunications centres. ‘At the end of the day, this is just a bloody big project’, said Sydney Olympics chief
of operations Jim Sloman. Of course, complex organisations are not infallible, and the Sydney Olympics was no
exception. But in spite of flawed ticketing decisions and other glitches along the way, the Sydney Olympics has
become the global standard against which other temporary event organisations are compared.6

Why would the Sydney Olympics be called an ‘organisation’?

©
 I

. G
ill

es
pi

e/
Sy

dn
ey

 M
or

ni
ng

 H
er

al
d.

Externa
The exter
organisatio
knowledge
environme
suppliers, 
Stakeholde
And unles
find their 

Organi
they did a 
waste of p
Computer

Stakeholders
Shareholders, customers,

suppliers, governments and any
other groups with a vested
interest in the organisation.



xxvi

Chapter summary + MaxMark
The chapter summary is presented in dot point form for easy
reading and understanding. These key points relate directly to
the chapter objectives. After reading each chapter summary, get
ahead of the class with MaxMark—a self-paced, online self-
assessment tool that contains approximately 30 interactive
questions per chapter. MaxMark may be packaged with your text
or purchased independently. Ask your bookshop for more
information. See example shown here on page 454.

Key term checklist
This is a complete summary of the key terms used and defined in the chapter. Use this list
to make sure that you have a grasp of all of the key concepts in the chapter you have just
studied before moving on to the next chapter. See example shown here on page 524.

Discussion questions
These short answer discussion questions give you an opportunity to think about and discuss
different situations directly related to the chapter you’ve just read. See example shown
here on page 524.

End-of-chapter cases
It is vital for you to use the theory that you learn to explain new situations. These extended
cases will provide you with a complete workplace scenario and challenge you to diagnose
specific issues and answer up to three discussion questions. See example shown here on
page 135.

OB insight: Business Week
What OB issues are appearing in the international media? These Business Week cases (one
per chapter) summarise a globally relevant OB story surrounding such topics as economic
recessions and dot coms, and include critical thinking questions for class discussion. Links
to the full Business Week articles (on the Business Week web site) are available at the Online
Learning Centre that accompanies this book. See example shown here on page 424.

E N D  O F  C H A P T E R

Chapter summary 

Max your Marks! 

Thirty interactive questions on

conflict and negotiation await you

at the Online Learning Centre at

www.mhhe.com/au/mcshane. 

(For access to MaxMark, please refer 

to the front of this text.)

• Conflict is the process in which o
or negatively affected by another
conflict. These sources lead one 
conflict emotions. This, in tur
towards the other side.

• When conflict is task-related, th
separate from them. Disputes ar
socioemotional conflict, where t
conflict process often escalates th
to socioemotional conflict.

• Conflict management maximis
consequences of conflict. Conflic
because it makes people think m
team cohesiveness when conflic
conflict are that it may lead to j
intergroup conflict may underm

• Conflict tends to increase when 
beliefs, interdependent tasks, sca
nicating with each other. Conf
because of greater differentiation

• P l ith i i i t ti

Max your Marks! 

Thirty interactive questions on

conflict and negotiation await you

at the Online Learning Centre at

www.mhhe.com/au/mcshane. 

(For access to MaxMark, please refer 

to the front of this text.)

Get the full Business Week article online

at www.mhhe.com/au/mcshane.

INSIGHT: BUSINESS WEEK

I N S I D E  YA H O O !

In its early days as a search engine and Web portal, Yahoo! was a darling of computer
users and investors alike. People lauded the genius of the company’s top executives,
Timothy Koogle, Jeffrey Mallett and Jerry Yang. However, that rosy picture began to
look gloomy in 2000, following some poor management decisions. With political
tactics, managers and board members began to shift the balance of power in the name
of saving the company.

This Business Week article describes the political behaviour that has recently taken
place at Yahoo! It details the activities behind the hiring of a new CEO, Terry Semel,
and Semel’s plans to take charge. Read through this Business Week case study and
prepare for the discussion questions below.

Discussion questions
1. What sources of power can you identify for Timothy Koogle, Jeffrey Mallett and Jerry Yang? What sources

of power changed during the time described by the author?

2. What political objectives would Terry Semel need to have upon taking the CEO’s job? Based on the
evidence in the article, what types of political activity did Semel engage in?

3. Why do you think organisational politics has played such a significant role during this time in the
company’s existence? 

Source: Ben Elgin, ‘Inside Yahoo!’, Business Week, 21 May 2001.
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Heading for the Big Apple
By Jeffrey Bagraim, University of Cape Town, South Africa

It has been three months since Julius Goodman sat back in
his chair and reflected on his great career success. On his
desk, fresh out of its envelope, was confirmation that he
was being transferred to BigCo’s head office in New York
for five years. ‘Watch me take a bite out of the Big Apple’,
he remembered musing to himself. 

Julius had been sure that this assignment, as vice-
president of marketing for a new product division, would
be the ticket to his promotion to the executive manage-
ment team. He had been sure his wife, Stella, and two
children, Dave (aged 15) and Mark (aged 13), would be
ecstatic. It was ‘a dream come true’.

Julius had been selected because he seemed to have all the
attributes that would enable someone to work well abroad.
He was well known in the Cape Town office for his global
perspective on business issues and he always thought about
the ‘big picture’ when making decisions. Others enjoyed
working with him and he displayed an uncommon sensitivity
to the individual needs of the diverse team that reported to
him. He had developed a reputation as a developer of people
and as someone who thrived on change and uncertainty at
work and in life. He particularly enjoyed participating in
BigCo’s global benchmarking exercise and embraced BigCo’s
objective of developing a world-class South African oper-
ation. His flexibility, people skills and general management
ability had flagged him for future promotion. Now he was
being given the opportunity to prove himself, and he knew it. 

He remembered how he had returned home at 7 p.m.
to tell his wife and two teenage sons about his good fortune
and he smiled when he remembered how excited they had
been. It took several weeks for the reality of the impending
transition to sink in.

At first, his family joked about the move and set agendas
for what they would do when they arrived in New York, but
as time wore on they began asking more practical questions.
Stella began asking questions he could not answer What

attention to more practical concerns. What would happen
to their studies? Where would they go to school? What
would become of their sports training? How would they
cope in the winter? In all, they were very excited, but they
did begin to entertain some regret about being uprooted
from their school and their friends.

Anyway, the family was sure about one thing: they would
fit into the American way of life without any trouble. After all,
American culture was very familiar to them. They even joked
about how they were learning American English. On reflec-
tion, Julius realised that his family had relied on television to
ensure a successful transition. It would not be sufficient.

Julius refused to attend any of BigCo’s training programs
designed to prepare executives for cross-national transfers.
He was usually eager to attend training courses but he was
under tremendous time pressure and after looking over the
course content he felt sure that learning about issues such as
stress management, business etiquette in different countries,
financial management and self-awareness would be a waste
of his time. He discouraged Stella from attending the spouse
program. He was convinced that such training was a low
priority given the massive task Stella was facing in preparing
the family for the move. After all, they were moving to
America not China. How different could America be? 

Julius had read that General Motors spends over $500 000
a year on cross-cultural training for the approximately 150
employees and their families who are transferred abroad
from the United States every year. He knew that several
BigCo executives who had transferred had later applied to
return home long before their assignments were completed.
He was thankful that he had been selected for an American
assignment. He could scarcely imagine the difficulties that
those being transferred to places with a completely different
language and culture faced. He was sure that his transition
into American life would be smooth and painless.

The first few days in New York were exciting. The
family felt like they were on holiday. Everything was as they
had dreamt it to be the streets were thronging with people

Discussion questio
1. Why are organisations mov

2. Wolloonga Technologies m
one product is sold exclus
expectations and needs ar
marketing, product desig
because, until recently, eac
products. However, sever
Wolloonga designs and ma
products. Which form of de

organisations structu
Key terms
Affiliate networks

Centralisation

Divisional structure

Formalisation

Functional structure
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Exercises
Build your critical thinking skills in a group environment and as
an individual. We have provided you with up to three team
exercises and two self-assessment exercises per chapter to
facilitate the active learning process. See examples shown here
on pages 356 and 357.

E N D  O F  P A R T

OB insight: BOSS
What’s happening in Australian business? These BOSS Magazine cases summarise an issue
from the local media (BOSS Magazine is a supplement of the Australian Financial Review) and
include critical thinking questions for class discussion. The full BOSS articles are available
at the Online Learning Centre that accompanies this book. See examples shown here on
page 497.

Video case studies
Discover the leadership tactics used to set up Virgin Blue in Australia, or how BHP managed
cultural values in its merger with Billiton. These cases summarise the issues raised in the
video footage found on the CD that comes with your book. All footage is original and has
been tied to the specific themes of this text. Each case is extended by three discussion
questions that explore the concepts and issues associated with each video clip. See example
shown here on page 34.

End-of-book cases
The ultimate challenge! Longer and more demanding capstone cases bring together all of
the concepts that you have learnt throughout the book and apply them to a real-world
situation. Discussion questions provide guidance and focus your attention on the issues.
See example shown here on page 629.

10.3 Team exercise The hopping orange 

Purpose
To help you to understand the dynamics of creativity and
team problem solving.

Instructions
You will be placed in teams of six students. One student
serves as the official timer for the team and must have a
watch, preferably with a stopwatch timer. Your lecturer will

give each team an orange (or similar object) with a specific
task involving use of the orange. The objective is easily
understood and non-threatening, and will be described by
your lecturer at the beginning of the exercise. Each team
will have a few opportunities to achieve the objective more
efficiently.

10.4 Team exercise Creativity brainbusters

Purpose
To help you to understand the dynamics of creativity and
team problem solving.

Instructions
This exercise may be completed alone or in teams of three
or four people. If teams are formed, students who already
know the solutions to one or more of these problems should
identify themselves and serve as silent observers. When
finished (or, more likely, when time is up), your lecturer will
review the solutions and discuss the implications of this
exercise. In particular, be prepared to discuss what you
needed to solve these puzzles and what may have prevented
you from solving them more quickly (or at all).

1. Double circle problem
Draw two circles, one inside the other, with a single line and
with neither circle touching the other (as shown below). In
other words, you must draw both circles without lifting
your pen (or other writing instrument) off the paper.

2. Nine dot problem
Below are nine dots. Without lifting your pen off the paper,
draw no more than four straight lines that pass through all
nine dots.

3. Nine dot problem revisited
Referring to the nine dots above, describe how, without
lifting your pen, you could draw a line through all dots
with three or fewer straight lines.

4. Word search
In the following line of letters, cross out five letters so that
the remaining letters, without altering their sequence, spell
a familiar English word.

FCIRVEEALTETITVEERS

10.5 Self-assessment
exercise       Testing your creative bench strength

Purpose
This self-assessment is designed to help you to determine
how well you engage in divergent thinking, problem iden-
tification and other creativity practices.

Instructions
This self-assessment consists of 12 questions. Answer each
question, along with your explanation, on a separate piece

of paper. When finished, your lecturer will provide the
correct answer for each question, along with an explanation.
(Note: This activity may be done as a self-assessment or as
a team activity.)

1. There is one word in the English language that is always pronounced incorrectly. What is it?

2. A man gave one son 10 cents and another son 15 cents. What time is it?

3. A boat has a ladder that has six rungs, each rung being 30 centimetres apart. The bottom rung is 30 centimetres from
the water. The tide rises at 30 centimetres every 15 minutes. High tide peaks in one hour. When the tide is at its
highest, how many rungs are under water?

4. There is a house with four walls. Each wall faces south. There is a window in each wall. A bear walks by one of the
windows. What colour is the bear?

5. Is half of two plus two equal to two or three?

6. There is a room. The shutters are blowing in. There is broken glass on the floor. There is water on the floor. You find
Sloppy dead on the floor. How did Sloppy die?

7. How much dirt would be in a hole two metres deep and two metres wide that has been dug with a square-edged
shovel?

8. Suppose you were in Christchurch, New Zealand, and dropped a bowling ball from a height of one metre into a
bucket of water that is 7°C. Then you dropped a bowling ball of the same weight, mass and size from the same height
into another bucket of water that is –5°C. Which ball would hit the bottom of the bucket first? 

9. What is the significance of the following: the year is 1978, 34 minutes past noon on 6 May.

10. What can go up a chimney down, but can’t go down a chimney up?

11. If a farmer has five haystacks in one field and four haystacks in the other field, how many haystacks would he have
if he combined them all in the centre field?

12. What is it that goes up and goes down but does not move?

Source: The origin of these brainteasers is unknown. They were distributed by J. Gushue in St John’s Telegram Online, 11 April 2000.

Arctic Mining Consultants
Tom Parker enjoyed working outdoors. At various times in
the past, he had worked as a farm hand, high steel rigger,
headstone installer, prospector and geological field
technician. Now 43, Parker is a geological field technician
and field coordinator with Arctic Mining Consultants. He
has specialised knowledge and experience in all non-
technical aspects of mineral exploration, including claim
staking, line cutting and grid installation, soil sampling,
prospecting and trenching. He is responsible for hiring,
training and supervising field assistants for all Arctic
Mining Consultants’ programs. Field assistants are paid a
fairly low daily wage (no matter how long they work,
which may be up to 12 hours or more) and are provided
meals and accommodation. Many of the programs are
operated by a project manager who reports to Parker. 

Parker sometimes acts as a project manager, as he did
one summer on a job that involved staking 15 claims near
Eagle Lake in Alaska. He selected John Talbot, Greg Boyce
and Brian Millar, all of whom had previously worked with
him, as the field assistants. To stake a claim, the project
team marks a line with flagging tape and blazes along the
perimeter of the claim, cutting a claim post every 500
metres (called a ‘length’). The 15 claims would require
almost 100 kilometres of line in total. Parker had budgeted
seven days (plus mobilisation and demobilisation) to
complete the job This meant that each of the four stakers

a schedule for cooking duties. After supper, they pulled out
the maps and discussed the job—-how long it would take,
the order in which the areas were to be staked, possible
helicopter landing spots and areas that might be more
difficult to stake. 

Parker pointed out that with only a week to complete
the job, everyone would have to average seven and a half
lengths per day. ‘I know that is a lot’, he said, ‘but you’ve
all staked claims before and I’m confident that each of you
is capable of it. And it’s only for a week. If we get the job
done in time, there’s a $300 bonus for each man.’ Two
hours later, Parker and his crew members had developed
what seemed to be a workable plan. 

Day 2 
Millar completed six lengths, Boyce six lengths, Talbot
eight and Parker eight. Parker was not pleased with Millar’s
or Boyce’s production. However, he didn’t make an issue of
it, thinking that they would develop their ‘rhythm’ quickly. 

Day 3 
Millar completed five and a half lengths, Boyce four and
Talbot seven. Parker, who was nearly twice as old as the
other three, completed eight lengths. He also had enough
time remaining to walk over and check the quality of stakes
that Millar and Boyce had completed, then walk back to
his own area for helicopter pick-up back to the tent site. 

END OF BOOK CASES Case 1 Arctic Mining Consultants 
Case 2 Giordano
Case 3 Leadership and BAE Systems
Case 4 Window on life

CA S E  1
CA S E  1
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A big Australian goes global

By Bernadette Cross, University of Newcastle

BHP was one of Australia’s largest, most successful and
well-known companies. For 85 years it was Australia’s
primary steel maker and its largest manufacturer. With
work sites throughout Australia, BHP was home and heart
to thousands of employees, contributing to the national
identity of a steel-making island. The company was such
an icon that it was portrayed as integral to Australian life in
the opening ceremony of the 2000 Sydney Olympics. So
when BHP decided to leave Australian waters and venture
overseas, it was a shock to the business world and the
people of Australia.

In 2000, BHP announced that it was doing three
things: appointing a new managing director to replace Paul
Anderson; merging with South African mining company
Billiton; and departing from the steel industry. The
announcement was one of the biggest mergers in
Australian corporate history and one of the biggest
departures from industry Australia had ever seen. 

The $57 billion mega-merger of BHP and Billiton
created the world’s largest global resources company. This
alone was enough to make headline news. However, what
was more significant was that the merger created a new
goliath that catapulted Australia’s icon into the emerging
world of globalisation. Paul Anderson hailed the merger
as ‘the ultimate transaction’. He assessed that its true
value was its aggression to grow and embark on the world
stage, rather than sit back and wait for an inevitable
foreign takeover. Equipped with a new management
team, but maintaining the services of chairman Don
Argus (an acclaimed business visionary), BHP was
determined to grow while keeping its headquarters in
Melbourne. 

The mega-merger highlighted a number of trends in
organisational behaviour. Certainl , the marriage of the

Such a merger, and a departure from the steel industry,
also highlights the trend in organisational behaviour of
workforce change. Companies now face change on a daily
basis. Embracing, preparing and making change a part of
the company’s structure and culture allows a company to
survive in an inevitably changing world. BHP faced
changes of management, workforce, location, marketplace
and national identity, all in one fell swoop. When Paul
Anderson started at BHP, he had a plan based on change
that would place the company in a position in which it was
able to participate in a global relationship. He believed that
his role was to turn the company around, change it to its
own advantage and ultimately prepare it for further change
in the wake of his successor.

However, the merger and departure from the steel
industry was not met with unanimous cheers and approval.
The departure meant job losses and the expansion meant a
change in national identity. The values of the company
soon became the focus of union criticism that the deal was
not beneficial to the Australian people. This focus on
values also reflected the recent trend in which values
(personal, organisational or cultural) play a significantly
larger role in workplace functioning. The national response
to the merger attests to the power a company’s movements
can have on the emotions of its people. 

The expansion of BHP was nevertheless theoretically a
sign of good business. While a company is able to acquire
new and valuable knowledge, and to share this knowledge
and use it, it is able to survive and succeed. The merger of
BHP and Billiton was a business success in that it opened
new doors for the flow of knowledge, both of acquisition
and utilisation. If the merger had failed, some analysts
believe that it would have left BHP with minimum growth
options in the future. So, despite the problems it inevitably
faced, the merger theoretically was a positive move for both
the companies and Australia.

V I D EO  CA S E  ST U DY
I N S E RT  YO U R  C D  N OW  TO  V I E W  T H E  FO OTAG E  T H AT  CO R R E S P O N D S  TO  T H I S  CA S E .

Get the full BOSS article online at

www.mhhe.com/au/mcshane.

INSIGHT: BOSS

T H E  P E R S U A D E R S

Negotiation is like tennis. Depending on the court surface, the game is different. Just
as there are champions of clay courts or grass courts whose styles are more suited to
one surface rather than the other, so there are negotiators whose styles work better in
one environment relative to another. Many negotiators are successful because they
have found the right ‘environment’ for their style of negotiation. Whether they play
‘hardball’ or have a conciliatory approach they intuitively know where they can play. 

This BOSS article describes the negotiation styles of Dean Wills and Frank Lowy,
two very successful Australian business leaders. Wills has taught himself to think like
the other side. For Wills, this means diligent preparation. Lowy prefers a leisurely, slow
work-up. He likes to get to know the other principal, learn about them, establish a
rapport and then proceed to the deal. Read through this BOSS case study and prepare
for the discussion questions below.

Discussion questions
1. Both Dean Wills and Frank Lowy insist on negotiating face-to-face. What advantages are there in face-

to-face negotiation that cannot be found in negotiations conducted by way of phone and email?
2. The article refers to emotional intelligence as a skill required for negotiators. Explain why having a high

level of emotional intelligence is important for a successful negotiator.
3. Comment on the successful strategies for negotiation outlined in this article.

Source: J. Margo, ‘The Persuaders’, BOSS, 29 December 2000.

CO N T R O L  F R E A K S

There was a time not so long ago when managers ran their domain with a firm hand.
Orders were given without any consultation or discussion. Information was carefully
filtered to employees and a climate of employee fear and stress was just part of the
employment package. This management behaviour, labelled ‘command and control’,
was supposed to have been replaced by a culture of ‘commitment and consultation’. This
article questions whether the revolution in management ever took place, and if it did,
there are some signs to suggest that a reversion to authoritarian habits is taking place.

This BOSS article describes the management styles that are operating in some of
Australia’s largest companies. At CSR, a new program has transformed the health and
safety function of the company by moving away from a top-down style of
management. Insurance company AMP is using concepts of emotional intelligence for

OB


