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Executive Committee:

Rich Arvey

George Graen

Nina Gupta

Larry Williams

Friday October 19 (afternoon and evening)
Reception and cook out

Home of Jeff and Kamie Edwards

105 Vernon Hills Ct.

Chapel Hill

919-933-1515

Directions from the Rizzo Center: Turn left on Meadowmont Ln., right on Raleigh Rd., right on 15-501 bypass (N. Fordham Blvd.), left on Elliott Rd., right on Michaux Rd., right on Vernon Hills Ct.

Directions from RDU Airport: Terminal Blvd. to I-40, west on I-40 to exit 273a (Raleigh Rd., NC 54), right on 15-501 bypass (N. Fordham Blvd.), left on Elliott Rd., right on Michaux Rd., right on Vernon Hills Ct.

University Taxi serves the Rizzo Center (919-599-5540)


Saturday October 20:

Session will be held in 109 Loudermilk Hall, Rizzo Conference Center

Note:  The presentation room is fully equipped with computer, projector, white boards, flip charts, etc.  Presenters can bring their presentations on flash drives.
6:30-

Breakfast available at the DuBose House
8:30-9:00
George Graen, University of Louisiana Lafayette


Joe McGrath was Right Again: It’s the ABC Continencies  Stupid

9:15-9:45
Dov Eden, Tel-Aviv University


Participating in an Experiment and Designing It

10:15-10:45
Maureen Ambrose, University of Central Florida


Why Do People Behave Unfairly: A Four Component Model for Fair Behavior

11:00-11:45
Clay Alderfer, Alderfer & Associates


The Five Laws of Group and Inter-group Relations

12:00-1:00
Lunch at the Dubose House

1:00-1:30
Jeff Edwards, University of North Carolina


The Accumulation of Knowledge in Person-Environment Fit Research

1:45-2:15
Laurie Weingart, Carnegie Mellon University


Conflicting Social Motives in Negotiating Groups

2:45-3:15
Paul Hanges, University of Maryland, & Bob Lord, University of Akron


Emergent Leadership and Gender Bias: A Dynamic Modeling Approach

3:30-4:15
John Hollenbeck, Michigan State University
The Opponent Process Theory of Leadership: Theses and Antitheses for Managing Dynamic Social System

4:30-5:30
SOB Business Meeting

6:00-7:00
Reception at the DuBose House

7:00

Dinner at the DuBose House

Post Dinner
After dinner, participants can adjourn to the sports bar at McLean Hall,

stroll to the shops and restaurants Meadowmont,

or take a cab into Chapel Hill to enjoy the local scene.



Sunday, October 21:
Session will be held in 109 Loudermilk Hall, Rizzo Conference Center
6:30

Breakfast available at the DuBose House

9:00-9:30
Jeff Vancouver, Ohio University


Goal Acquisition: Learning a New Goal

9:45-10:15
Dan Ganster, University of Arkansas


Exploring Stress and Recovery Processes at Work

10:30-11:00
Anson Seers, Virginia Commonwealth University


General OB Theory Circa 1980:  Missing Accomplished?

11:00-11:30
Wrap up

12:00

Lunch at DuBose House
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University of North Carolina

Kenan-Flagler Business School

Organizational Behavior and Strategy Area

The current faculty of the Organizational Behavior and Strategy (OBS) area include Dick Blackburn, Rich Bettis, Dan Cable, Jim Dean, Jeff Edwards, Alison Fragale, Adam Grant, Isin Guler, David Hofmann, Nandini Lahiri, Mabel Miguel, Hugh O’Neill, Atul Nerkar, Jeff Reuer, and Ben Rosen.  Faculty affiliated with the organizational behavior and strategy area include Howard Aldrich and Arne Kalleberg in Sociology and Barbara Fredrickson in Psychology.  The research programs of the OBS faculty address issues that are fundamental to the fields encompassed by the area and that have important practical implications. Our research addresses topics such as leadership, teams, work design, power and influence, negotiation, person-organization fit, stress and well-being, organizational climate and culture, international strategy, entrepreneurship, knowledge management, innovation, mergers and acquisitions, and strategic alliances. Our research regularly appears in the top journals in our fields and has produced several books and edited volumes.  We also serve on the editorial boards of leading journals and have held editorial positions for the Strategic Management Journal and Organizational Behavior and Human Decision Processes.  The OBS faculty also teach core and elective courses at the undergraduate, master, and doctoral levels.  In consultation with faculty, students may choose to focus on either organizational behavior or strategy, or they may choose to pursue a course of study combining the two fields.  We also contribute to the executive education programs delivered by the school, covering topics such as leadership, teamwork, organizational change, strategic human resource management, and strategy formulation and implementation. 

The Rizzo Conference Center and DuBose House

Rizzo Conference Center is a sophisticated executive education and meeting destination owned by the University of North Carolina’s Kenan-Flagler Business School. The Center’s secluded 28-acre setting and thoughtfully planned architectural features encourage learning, interaction, networking, and creative thinking.  The Center has 20,000 square feet of dedicated conference space located in Loudermilk Hall and McLean Hall, which together offer 41 meeting rooms including three tiered classrooms, 21 breakout rooms, and 10 study rooms.  The presentation rooms in Loudermilk Hall provide state-of-the-art presentation technology, including a LCD projector, computer with internet access, CD and VHS players, white board, and flip charts.  In addition to meeting space, McLean Hall offers 116 guest rooms located in four wings and intersecting in a lobby and lounge area, along with UNC-themed Sports Bar with light menu, big-screen TV, darts, board games, poker table and billiards, a spacious exercise and health club with sauna, and an outdoor pool with landscaped terrace and historic pool house.

The DuBose House, a 15,800 square foot Georgian Revival structure, is the dining and social center for guests.  It was built in 1933 and is listed on the National Register of Historic Places. The spacious library retains its historic heart-pine paneling, and throughout the house, the exquisitely detailed cornices, mantelpieces, and other architectural elements have remained intact. In this elegant setting, Executive Chef Jimmy Reale and his culinary team treat guests to seasonally inspired menu choices at breakfast, lunch and dinner. 

SOB Meeting Details

The Rizzo Conference Center is located at 130 Dubose House Lane, Chapel Hill, NC.  The main telephone number for the Rizzo Center is 919-913-2190.

From the RDU Airport, take Terminal Blvd. to I-40, west on I-40 to exit 273a (Raleigh Rd., NC 54), right on Meadowmont Lane, and right on DuBose House Lane.

SOB members will stay in McLean Hall.  Sessions will be held in 109 Loudermilk Hall.


2007 SOB Presentation Abstracts

George Graen, University of Louisiana Lafayette

Joe McGrath was Right Again:  It’s the ABC Contengencies Stupid

A new and improved set of leadership models is proposed as part of a model of organizational structures appropriate for different situational problems.  Three dimensions of situations are crossed to produce the octants of the new model as shown in Figure 1.  Each octant demands its own structure and method of producing emergent leadership.
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Figure 2. Octants of structures recommended for combinations of dangerousness,

complexity and ambiguousness of large management problems.
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Dov Eden, Tel-Aviv University
Participating in an Experiment and Designing It

What I have in mind is to distribute short pilot questionnaires either via email/Internet before the meeting or pencil-and-paper at the meeting during the barbecue reception and in the morning of the first day and then collect them at the beginning of my half hour at which time I will debrief respondents and solicit their ideas how to do this study better. Attending members will thus be in the dual role of pilot participants (briefly) and design consultants (most of the half hour).

Maureen Ambrose, University of Central Florida
Why Do People Behave Unfairly?:  A Four Component Model for Fair Behavior

Most organizational justice research has focused on individuals’ reactions to perceptions of fairness. Recently, however, some researchers have begun to shift their focus from recipients of fair or unfair behavior to the actors or perpetrators of such behavior.  I draw on the literature in ethical decision making (Rest, 1986) to identify four distinct factors that influence an individual’s decision to treat others fairly.  Specifically, Rest suggests four psychological processes must exist for ethical behavior to occur: moral awareness, moral judgment, moral motivation, and moral character.  I suggest four similar components (justice awareness, justice judgment, justice motivation, and justice character) can be applied to understanding why individuals behave fairly.  Additionally, I consider situational characteristics and individual characteristics that may influence each factor, and thus, influence the likelihood of fair behavior.  

Clay Alderfer,  Alderfer & Associates

The Five Laws of Group and Inter-group Relations

The purposes of the presentation are to describe, explain, and invite conversation about the five laws.  The laws explain the affect, cognition, and behavior of individuals serving as group representatives, the internal workings of groups as entities, and the relations among groups in organizations.  Each law has a title that provides clues about what it states: (1) Optimal boundary permeability and system vitality, (2) “Interpersonal” relations as inter-group transactions, (3) The experience of persons as multiple group representatives, (4) Tensions between sub-group and focal group boundaries, and (5) Group level parallel processes.  The conversation examines the degree to which the laws, separately and together, are:  (a) useful in carrying out research and consultation; (b) in accord with empirical research; (c) internally consistent among themselves and with related theories; (d) comprehensive in explaining a broad scope of group and inter-group phenomena; (e) parsimonious in their modes of explanation; and (f) fruitful in providing new insights, better methods, sharper focus in research, and more effective practice.

Jeff Edwards, University of North Carolina

The Accumulation of Knowledge in Person-Environment Fit Research

For decades, person-environment (P-E) fit has been central to organizational behavior research.  The accumulation of P-E fit studies has prompted reviews and meta-analyses intended to take stock of the field and guide future work.  Unfortunately, summaries of P-E fit research have downplayed problems with empirical work and have said little about key theoretical and methodological issues that undermine the advancement P-E fit research.  In this presentation, I discuss problems with the way we take stock of P-E fit research, identify theoretical and methodological barriers to progress, and offer solutions to these issues.

Laurie Weingart, Carnegie Mellon University
Conflicting Social Motives in Negotiating Groups

Negotiators’ social motives (cooperative versus individualistic) influence their strategic behaviors. This study used multi-level modeling and analyses of strategy sequences to test hypotheses regarding how negotiators’ social motives and the composition of the group influence group members’ negotiation strategies. Four-person groups negotiating a 5 issue mixed-motive decision making task were videotaped, transcribed, and coded. Group composition included two homogeneous conditions (all cooperators and all individualists) and three heterogeneous conditions (3 cooperators/1 individualist; 2 cooperators/2 individualists; 1 cooperator/3 individualists). Results showed that cooperative negotiators adjusted their use of integrative and distributive strategies in response to the social motive composition of the group, but individualistic negotiators did not. Results from analyses of strategy sequences showed that cooperators responded more systematically to others’ behaviors than individualists. They also redirected the negotiation depending on group composition. 


Paul Hanges, University of Maryland, & Bob Lord, University of Akron
Emergent Leadership and Gender Bias: A Dynamic Modeling Approach 

We will discuss our recent study exploring the effect of ratee gender on participants’ evolving perceptions of small group leadership over time.  Participants watched a 35 minute videotape showing a small group perform several decision making tasks.  An on-line measure of leadership ratings collected participants’ leadership perceptions once every half second.  The data set permitted an exploration of the dynamic modeling approach for modeling emergent leadership and gender bias.    

John Hollenbeck, Michigan State University

The Opponent Process Theory of Leadership: Theses and Antitheses for Managing Dynamic Social System

Although the concept of opponent processes is well established in physiology, biology, and philosophy, it has been absent from discussions of organizational systems and leaders, despite its relevance for understanding organizational behavior. In this paper, we introduce the Opponent Process Theory of Leadership as a logical and natural extension of current static contingency theories that emphasize a discrete search for fit, with a more temporally-based approach that emphasizes dynamic equilibrium and homeostasis. The role of formal or informal leadership in the Opponent Process Theory is to recognize the symptoms associated with over-reliance on any one opponent process, and to counter this with the execution of the alternative process in order to pull the system back to a more dynamically appropriate equilibrium point. The major propositions of this theory will be illustrated with both an examination of the academic research, as well as case studies of leadership succession episodes described in the popular business press.

Jeff Vancouver, Ohio University

Goal Acquisition: Learning a New Goal

Organizational behavior researchers have come to accept that goals are important motivational constructs, but theories and research on goal origins are relatively scarce (Vancouver & Austin, 1996). Consider, for example, goal-setting theory (GST). The research that has informed GST theory has tended to begin from assigned goals (i.e., goals suggested from external sources). Researchers then examine the processes and consequences related to properties of that assignment (i.e., difficulty and specificity) or the context of the assignment (e.g., with or without feedback; with complex or simple tasks). However, recently researchers have called for studying the personal or self-generated goals individuals bring to the table on their own (e.g., Locke & Latham, 2003). In this talk, I present the preliminary efforts of my lab to tackle this problem.

The approach begins from the assumption that goal content is a function of the configuration of cues or stimuli that represent the state of a variable for which one might have a desired level. For example, one’s goal to be “successful” depends on the definition one has for success (i.e., wealth at or above a certain level; family and friends that love one; etc.). Thus, goal content is determined by the cues that are combined to form some perception which is desired. The question then is how that combination rule comes to be. In the talk I will describe the general problem as well as a study recently completed that o examine the acquisition of a new goal arising out of the interaction of the individual with begins to integrate traditional learning theories with traditional goal theories of human motivation. 

Dan Ganster, University of Arkansas

Exploring Stress and Recovery Processes at Work

I would like to discuss my current work in occupational stress, which focuses on psychological and physiological recovery processes.  Recent research in organizations and in epidemiology suggests that one’s inability to recover from stressful demands, after exposure to them has ended, may have significantly greater implications for subsequent health and well being than their reactions during exposure.  I will discuss our research in this area, which links job demands to physiological reactivity and recovery, and subsequent health status.  I will focus in more depth on a current study in which we are exploring multiple measures of recovery (psychological and physiological) during a work week.
Anson Seers, Virginia Commonwealth University

General OB theory Circa 1980:  Mission Accomplished?

Over the past couple of decades business firms have been experimenting with a variety of nontraditional employment relationships, organizational forms, and organizational practices. Although some research has addressed the implications of this experimentation for human resource management practices and for managerial roles, relatively little research and theory has addressed broader implications for organizational behavior theory. Miner’s (2002) overview of OB theories largely fits the outline typically found in most OB textbooks. Most of the theories that we present to our students date approximately to the decades between 1950 and 1980. Much of the research since that point in time has been problem-focused, and the theoretical models that have been advanced have been relatively focused and specific. Core OB theories from that era, such as those of work motivation, organizational leadership, organizational design, have not been supplanted by newer theories. In this presentation I highlight what I see as a disconnect:  organizational practice has evolved much more rapidly after 1980 than it did before, but general OB theory developed much more rapidly before 1980 than afterward. I would like to stimulate discussion pertaining to this observation and the extent to which it might have implications for future directions in our field.
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