ﻭﻗﺘﻲ ﺑﻬﺘﺮﻳﻦ ﻛﺎﺭﻛﻨﺎﻥ ﺑﺪﺗﺮﻳﻦ ﺗﺼﻤﻴﻤﺎﺕ ﺭﺍ ﺍﺗﺨﺎﺫ ﻣﻲﻛﻨﻨﺪ

ﺩﻛﺘﺮ  Muel Kapteinﺩﺭ ﻛﺘﺎﺏ »ﺍﺧﻼﻕ ﺩﺭ ﺳﺎﺯﻣﺎﻥ« ،ﺍﺯ ﺍﺩﺑﻴﺎﺗﻲ ﺳﺨﻦ ﻣﻲﮔﻮﻳﺪ ﻛﻪ ﺑﻪ ﺍﺭﺯﻳﺎﺑﻲ ﻣﻴﺰﺍﻥ ﺗﺎﺛﻴﺮﭘﺬﻳﺮﻱ ﻓﺮﺁﻳﻨﺪ

ﺗﺼﻤﻴﻢﮔﻴﺮﻱ ﺍﻓﺮﺍﺩ ﺍﺯ ﺷﺮﺍﻳﻂ ﻣﺤﻴﻄﻲ ﻣﺨﺘﻠﻒ ﺍﺷﺎﺭﻩ ﺩﺍﺭﺩ .ﺍﻭ ﺑﺮﺍﻱ ﻧﺨﺴﺘﻴﻦ ﺑﺎﺭ ﺍﻳﻦ ﻣﺒﺤﺚ ﺭﺍ ﺩﺭ ﻳﻜﻲ ﺍﺯ ﻣﻘﺎﻻﺕ ﻣﻨﺘﺸﺮ ﺷﺪﻩ

ﺗﻮﺳﻂ ﺩﺍﻧﺸﻜﺪﻩ ﻣﺪﻳﺮﻳﺖ ﺭﻭﺗﺮﺩﺍﻡ ﻣﻄﺮﺡ ﻛﺮﺩ .ﻳﺎﻓﺘﻪﻫﺎﻱ ﻣﻄﺎﻟﻌﺎﺕ ﻭﻱ ﺣﺎﻛﻲ ﺍﺯ ﺁﻥ ﺍﺳﺖ ﻛﻪ ﺍﺭﺯﺵﻫﺎﻱ ﻣﺸﺘﺮﻙ ﻛﺎﺭﻛﻨﺎﻥ ﻭ

ﺗﻌﺎﻣﻼﺕ ﮔﺮﻭﻫﻲ ﺍﮔﺮ ﺑﻪ ﺧﻮﺑﻲ ﺍﺩﺍﺭﻩ ﻧﺸﻮﻧﺪ ﻣﻨﺠﺮ ﺑﻪ ﺗﺼﻤﻴﻢﮔﻴﺮﻱ ﻧﺎﺩﺭﺳﺖ ﺣﺘﻲ ﺑﻬﺘﺮﻳﻦ ﺗﺼﻤﻴﻢﮔﻴﺮﻧﺪﮔﺎﻥ ﻣﻲﺷﻮﻧﺪ .ﺩﺭ ﻣﻘﺎﻟﻪ
ﺣﺎﺿﺮ ﺑﻪ  4ﺩﻟﻴﻞ ﺷﺎﻳﻊ ﻋﺪﻡ ﺗﺼﻤﻴﻢﮔﻴﺮﻱ ﻣﻨﺎﺳﺐ ﻣﻲﭘﺮﺩﺍﺯﻳﻢ :

. 1ﻛﺎﺭﻛﻨﺎﻥ ﺧﻮﺩ ﺭﺍ ﻫﻤﭽﻮﻥ ﭼﺮﺥﺩﻧﺪﻩﻫﺎﻱ ﻳﻚ ﻣﺎﺷﻴﻦ ﺑﺰﺭگ ﺍﺣﺴﺎﺱ ﻣﻲﻛﻨﻨﺪ .
ﺑﻪ ﺍﻋﺘﻘﺎﺩ ژﻧﺮﺍﻝ ﺍﺳﺘﻨﻠﻲ ﻣﻚ ﻛﺮﻳﺴﺘﺎﻝ ،ﺭﻫﺒﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ ﻫﺪﻓﻲ ﻣﺸﺘﺮﻙ ﺁﻏﺎﺯ ﻣﻲﺷﻮﺩ .ﻣﺜﻞ ﺳﻨﮓ ﺗﺮﺍﺵﻫﺎﻱ ﺑﺎ ﺍﺳﺘﻌﺪﺍﺩ،

ﻧﺠﺎﺭﻫﺎ ﻭ ﺳﺎﻳﺮ ﻫﻨﺮﻣﻨﺪﻫﺎﻳﻲ ﻛﻪ ﺑﺎ ﻫﺪﻑ ﺳﺎﺧﺖ ﻛﻠﻴﺴﺎﻱ ﺟﺎﻣﻊ ﺑﻴﻨﺸﻲ ﻣﺸﺘﺮﻙ ﺍﺯ ﻫﻨﺮ ﻭ ﺻﻨﻌﺖ ﺭﺍ ﺑﻪ ﺍﺷﺘﺮﺍﻙ ﻣﻲﮔﺬﺍﺭﻧﺪ .ﻓﺎﺻﻠﻪ
ﮔﺮﻓﺘﻦ ﺍﺯ ﺍﻫﺪﺍﻑ ﺑﻪ ﻋﻼﻳﻖ ﻣﻨﻔﺮﺩ ﻭ ﻣﺠﺰﺍ ﺧﺘﻢ ﻣﻲﺷﻮﺩ .ﻛﺎﺭﻛﻨﺎﻥ ﺧﻮﺩ ﺭﺍ ﺟﺪﺍ ﺍﺯ ﺳﻴﺴﺘﻢ ﻭ ﺑﺮﺧﻼﻑ ﺟﻬﺖ ﺣﺮﻛﺖ ﺳﺎﺯﻣﺎﻥ ﺗﻠﻘﻲ

ﻣﻲﻛﻨﻨﺪ .ﺍﻳﻦ ﺩﺭﺳﺖ ﺟﺎﻳﻲ ﺍﺳﺖ ﻛﻪ ﺧﻮﺩ ﻣﺨﺮﺏ ﺷﺮﻭﻉ ﺑﻪ ﺧﻮﺩﻧﻤﺎﻳﻲ ﻣﻲﻛﻨﺪ .

ﺑﻪ ﻋﺒﺎﺭﺕ ﺭﻭﺷﻨﺘﺮ ﻫﺮ ﻳﻚ ﺍﺯ ﻛﺎﺭﻛﻨﺎﻥ ﻣﺴﻮﻭﻝ ﻣﻮﻓﻘﻴﺖ ﻭ ﭘﻴﺸﺮﻓﺖ ﺧﻮﺩ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﺍﺳﺖ ،ﺧﻮﺩ ﻣﺨﺮﺏ ﺯﻣﺎﻧﻲ ﺍﺗﻔﺎﻕ ﻣﻲﺍﻓﺘﺪ ﻛﻪ
ﻓﺮﺩ ﺷﺮﻭﻉ ﺑﻪ ﺳﺮﻛﻮﺏ ﻛﺮﺩﻥ ﻭ ﻧﺎﺩﻳﺪﻩ ﮔﺮﻓﺘﻦ ﺳﻬﻢ ﺩﻳﮕﺮﺍﻥ ﻣﻲﻛﻨﺪ .

ﺩﺭ ﺩﻧﻴﺎﻱ ﺍﻳﺪﻩ ﺁﻝ ،ﻣﻮﻓﻘﻴﺖ ﻫﻤﻮﺍﺭﻩ ﺑﻪ ﻧﻘﺶ ﺗﻚ ﺗﻚ ﺍﻋﻀﺎ ﺩﻻﻟﺖ ﺩﺍﺭﺩ ﺍﻣﺎ ﻋﺪﻡ ﻣﻮﻓﻘﻴﺖ ﻭ ﻳﻚ ﻗﺪﻡ ﺍﺷﺘﺒﺎﻩ ﺑﻪ ﻳﻚ ﻓﺮﺩ ﺗﻌﻠﻖ

ﺩﺍﺭﺩ .ﻛﺎﺭﻣﻨﺪﻱ ﺧﻮﺩ ﺷﻴﻔﺘﻪ ﺩﻳﮕﺮﺍﻥ ﺭﺍ ﺩﺭ ﺻﻮﺭﺕ ﺑﺮﻭﺯ ﻣﺸﻜﻞ ﺳﺮﺯﻧﺶ ﻣﻲﻛﻨﺪ ﻭ ﺷﺎﻳﺪ ﺳﻬﻢ ﺩﻳﮕﺮﺍﻥ ﺭﺍ ﺍﺯ ﻣﻮﻓﻘﻴﺖ ﺑﻪ ﺭﺳﻤﻴﺖ

ﻧﺸﻨﺎﺳﺪ .ﺗﻌﺎﺩﻝ ﺍﺯ ﺩﺍﺷﺘﻦ ﻋﻼﻗﻪ ﺑﻪ ﺯﻧﺪﮔﻲ ﺷﻐﻠﻲ ﻭ ﺣﺮﻓﻪﺍﻱ ﻭ ﻣﻮﻓﻘﻴﺖ ﺗﻴﻢ ﺭﻳﺸﻪ ﻣﻲﮔﻴﺮﺩ ﻭ ﻳﺎ ﻫﻤﺎﻧﻄﻮﺭ ﻛﻪ  CS. Lewisﺍﺷﺎﺭﻩ

ﻣﻲﻛﻨﺪ» :ﺗﻮﺍﺿﻊ ﻛﻤﺘﺮ ﺍﺯ ﺗﻮﺍﻥ ﺍﻧﺪﻳﺸﻴﺪﻥ ﻧﻴﺴﺖ ،ﺑﻠﻜﻪ ﻛﻤﺘﺮ ﺑﻪ ﻣﻨﺎﻓﻊ ﺧﻮﺩ ﺍﻧﺪﻳﺸﻴﺪﻥ ﺍﺳﺖ ».
2.ﺗﻨﮕﻨﺎﻱ ﺯﻣﺎﻧﻲ ﭘﺸﺖ ﻫﺮ ﭘﻬﻠﻮﺍﻧﻲ ﺭﺍ ﺑﻪ ﺧﺎﻙ ﻣﻲﻣﺎﻟﺪ .

ﻳﻜﻲ ﺍﺯ ﺍﺻﻮﻝ ﺗﺜﺒﻴﺖ ﺷﺪﻩ ﺭﻭﺍﻧﺸﻨﺎﺳﻲ ﺑﺮ ﺑﺮﻗﺮﺍﺭﻱ ﺗﻌﺎﺩﻝ ﻣﻴﺎﻥ ﺯﻧﺪﮔﻲ ﺷﻐﻠﻲ ﻭ ﺧﺎﻧﻮﺍﺩﮔﻲ ﺗﺎﻛﻴﺪ ﺩﺍﺭﺩ .ﭘﺬﻳﺮﺵ ﻣﺴﻮﻭﻟﻴﺖ ﺩﺭ ﻳﻚ
ﺷﺮﻛﺖ ﻧﻮﭘﺎ ﻭ ﻳﺎ ﭘﺬﻳﺮﺵ ﻫﺮﮔﻮﻧﻪ ﻣﺴﻮﻭﻟﻴﺖ ﺭﺩﻩ ﺑﺎﻻ ﺩﺭ ﻫﺮ ﺳﺎﺯﻣﺎﻧﻲ ﺑﻪ ﺳﺮﻋﺖ ﺑﺎﻻﻳﻲ ﻧﻴﺎﺯ ﺩﺍﺭﺩ ﺍﻣﺎ ﺩﻛﺘﺮ  Kapteinﺍﺳﺘﺪﻻﻝ

ﻣﻲﻛﻨﺪ ﺯﻣﺎﻧﻲ ﻛﻪ ﺭﻫﺒﺮﻱ ﺩﻳﺪ ﻣﻨﺎﺳﺐ ﺍﺯ ﺯﻣﺎﻥﺑﻨﺪﻱ ﻓﻌﺎﻟﻴﺖ ﻛﺎﺭﻣﻨﺪﺍﻥ ﺩﺭ ﺍﺧﺘﻴﺎﺭ ﻧﺪﺍﺷﺘﻪ ﺑﺎﺷﻨﺪ ،ﻣﻲﺗﻮﺍﻧﺪ ﻛﺎﺭﻣﻨﺪﺍﻥ ﺧﻮﺩ ﺭﺍ ﻭﺍﺩﺍﺭ
ﺑﻪ ﺍﺳﺘﻔﺎﺩﻩ ﺍﺯ ﻣﻴﺎﻧﺒﺮ ﻛﻨﺪ.

ﻣﺪﻳﺮﺍﻥ ﺑﺎﻳﺪ ﺑﻪ ﺩﻧﺒﺎﻝ ﺍﻳﺠﺎﺩ ﻓﻀﺎﻱ ﻛﺎﺭﻱ ﭘﻮﻳﺎﻳﻲ ﺑﺎﺷﻨﺪ ﻭ ﺩﺭ ﻛﻨﺎﺭ ﺁﻥ ﺑﻪ ﺧﺎﻃﺮ ﺩﺍﺷﺘﻪ ﺑﺎﺷﻨﺪ ﻛﻪ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭ ﺑﺮﺧﻲ ﺣﺎﻻﺕ ﺣﺎﺿﺮ
ﺑﻪ ﻗﺒﻮﻝ ﻣﺴﻮﻭﻟﻴﺖﻫﺎﻳﻲ ﻫﺴﺘﻨﺪ ﻛﻪ ﺍﺯ ﺗﻮﺍﻧﺸﺎﻥ ﺧﺎﺭﺝ ﺍﺳﺖ .ﻫﻤﻴﻦ ﻭﻳﮋﮔﻲ ﻣﻨﺠﺮ ﺑﻪ ﺗﺼﻤﻴﻢﮔﻴﺮﻱﻫﺎﻱ ﺑﺤﺚ ﺑﺮﺍﻧﮕﻴﺰﻱ ﺩﺭ ﻣﻴﺎﻥ

ﺁﻧﺎﻥ ﻣﻲﺷﻮﺩ ﻛﻪ ﺑﺎ ﻫﺪﻑ ﺣﻔﻆ ﻇﺎﻫﺮ ﺍﻧﺠﺎﻡ ﺷﺪﻩ ﺍﺳﺖ .

ﻧﻴﺎﺯ ﺻﺎﺩﻗﺎﻧﻪﺍﻱ ﺑﺮﺍﻱ ﺩﺭﻙ ﻣﺪﻳﺮﺍﻥ ﺍﺯ ﺍﻳﻦ ﻧﻜﺘﻪ ﻭﺟﻮﺩ ﺩﺍﺭﺩ ﻛﻪ ﺳﭙﺮﻱ ﻛﺮﺩﻥ ﺳﺎﻋﺎﺕ ﻣﺘﻤﺎﺩﻱ ﭘﺸﺖ ﻣﻴﺰ ﻛﺎﺭ ﺻﺮﻓﺎ ﺑﻪ ﻣﻌﻨﻲ
1

ﺍﻓﺰﺍﻳﺶ ﺑﻬﺮﻩﻭﺭﻱ ﻧﺒﻮﺩﻩ ﻭ ﻗﻄﻌﺎ ﻛﻴﻔﻴﺖ ﻓﻌﺎﻟﻴﺖﻫﺎ ﺭﺍ ﺍﻓﺰﺍﻳﺶ ﻧﺨﻮﺍﻫﺪ ﺩﺍﺩ .ﺑﺮ ﺗﻮﺳﻌﻪ ﻓﻌﺎﻟﻴﺖﻫﺎ ﺗﻤﺮﻛﺰ ﻛﻨﻴﺪ ﻧﻪ ﺑﻪ ﭘﺎﻳﺎﻥ ﺭﺳﺎﻧﺪﻥ
ﺻﺮﻑ ﺁﻧﻬﺎ .ﺑﻪ ﻛﺎﺭﻛﻨﺎﻥ ﺧﻮﺩ ﺑﻴﺎﻣﻮﺯﻳﺪ ﻛﻪ ﻧﻪ ﮔﻔﺘﻦ ﻣﺸﻜﻞﺳﺎﺯ ﻧﻴﺴﺖ .

3-ﺩﺭ ﻣﻮﻗﻌﻴﺖﻫﺎﻱ ﺑﺮﻧﺪﻩ ﺩﺭ ﻣﻘﺎﺑﻞ ﺑﺎﺯﻧﺪﻩ ،ﺭﻗﺎﺑﺖ ﻣﻮﺭﺩ ﭘﺬﻳﺮﺵ ﻧﻴﺴﺖ .

ﺗﺸﻮﻳﻖ ﺭﻗﺎﺑﺖ ﻣﻴﺎﻥ ﻭﺍﺣﺪﻫﺎﻱ ﻣﺨﺘﻠﻒ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﺑﻪ ﻧﻈﺮ ﺍﻧﺘﺨﺎﺏ ﭼﻨﺪﺍﻥ ﻣﻨﺎﺳﺒﻲ ﻧﻴﺴﺖ ،ﺍﻣﺎ ﺑﻪ ﻳﺎﺩ ﺩﺍﺷﺘﻪ ﺑﺎﺷﻴﺪ ﻛﻪ ﻭﻗﺘﻲ
ﺳﺎﺯﻣﺎﻧﻲ ﻓﻀﺎﻱ ﺭﻗﺎﺑﺘﻲ ﺩﺍﺭﺩ ﻛﻪ ﺑﺎﺯﻧﺪﮔﺎﻥ ﻭ ﺑﺮﻧﺪﮔﺎﻥ ﺁﻥ ﺑﻪ ﺻﻮﺭﺕ ﻛﺎﻣﻼ ﺭﻭﺷﻦ ﻣﺸﺨﺺ ﻫﺴﺘﻨﺪ ،ﺍﺣﺘﻤﺎﻝ ﺑﺮﻭﺯ ﺭﻓﺘﺎﺭﻫﺎﻱ

ﻏﻴﺮﺍﺧﻼﻗﻲ ﺑﺴﻴﺎﺭ ﺑﻴﺸﺘﺮ ﺍﺳﺖ.

ﺩﻟﻴﻞ ﺍﻳﻦ ﺍﻣﺮ ﺁﻥ ﺍﺳﺖ ﻛﻪ ﻣﻮﻓﻘﻴﺖ ﻳﺎ ﻋﺪﻡ ﻣﻮﻓﻘﻴﺖ ﭘﻴﻮﻧﺪ ﻣﺴﺘﻘﻴﻤﻲ ﺑﺎ ﻧﻔﺲ ﺩﺍﺭﻧﺪ .ﺩﻛﺘﺮ  Kapteinﺍﺳﺘﺪﻻﻝ ﻣﻲﻛﻨﺪ ﻓﺮﻫﻨﮕﻲ

ﻛﻪ ﺧﻮﺩﺑﻴﻨﻲ ﺭﺍ ﺭﻭﺍﺝ ﻣﻲﺩﻫﺪ ،ﻣﺮﻭﺝ ﺭﻓﺘﺎﺭﻫﺎﻱ ﻛﻴﻨﻪﺗﻮﺯﺍﻧﻪ ﻭ ﺣﺴﺎﺩﺗﻤﻨﺪﺍﻧﻪ ﻧﻴﺰ ﺍﺳﺖ .ﺩﺭ ﻣﻘﺎﺑﻞ ﻓﺮﻫﻨﮓ ﺿﺪ ﺧﻮﺩﺑﻴﻨﻲ ﻣﺮﻭﺝ
ﺧﻠﻮﺹ ،ﻫﻤﻜﺎﺭﻱ ﻭ ﺍﺣﺴﺎﺳﺎﺕ ﺻﺎﺩﻗﺎﻧﻪ ﺧﻮﺍﻫﺪ ﺑﻮﺩ.

ﻣﺤﻴﻂ ﺭﻗﺎﺑﺘﻲ ﺧﻴﻠﻲ ﺯﻭﺩﺗﺮ ﺍﺯ ﺁﻧﻲ ﻛﻪ ﻣﺘﻮﺟﻪ ﺷﻮﻳﺪ ﺑﻪ ﺳﻴﺎﻫﻲ ﻣﻲﮔﺮﺍﻳﺪ ﻭ ﺍﻳﻦ ﻭﻇﻴﻔﻪ ﻣﺪﻳﺮﻳﺖ ﺍﺳﺖ ﻛﻪ ﺧﻄﻮﻁ ﻗﺮﻣﺰ ﺍﻳﻦ ﺳﻴﺎﻫﻲ
ﺭﺍ ﻣﺸﺨﺺ ﻛﻨﺪ .ﺑﻪ ﭼﺸﻢﺍﻧﺪﺍﺯﻱ ﻛﻪ ﺑﺴﻴﺎﺭﻱ ﺍﺯ ﺗﻴﻢﻫﺎ ﺩﺭ ﺁﻥ ﻓﻌﺎﻟﻴﺖ ﻣﻲﻛﻨﻨﺪ ،ﺩﻗﺖ ﻛﻨﻴﺪ .ﺩﺭ ﺷﺮﻛﺖﻫﺎﻱ ﻧﻮ ﺑﻨﻴﺎﻥ ﺗﻌﺎﻣﻼﺕ

ﮔﺮﻭﻫﻲ ﺑﺴﻴﺎﺭ ﺭﺍﻳﺞ ﻫﺴﺘﻨﺪ ،ﺣﺘﻲ ﺩﺭ ﺳﺎﺯﻣﺎﻥﻫﺎﻱ ﺑﺰﺭگﺗﺮ ﻧﻴﺰ ﻭﺍﺣﺪﻫﺎﻳﻲ ﻛﻪ ﺩﺭ ﮔﺬﺷﺘﻪ ﻣﺴﺘﻘﻞ ﻋﻤﻞ ﻣﻲﻛﺮﺩﻩﺍﻧﺪ ،ﺍﻛﻨﻮﻥ ﺩﻳﮕﺮ
ﻫﻤﻜﺎﺭﻱﻫﺎﻱ ﻧﺰﺩﻳﻜﻲ ﺑﺎ ﻳﻜﺪﻳﮕﺮ ﺩﺍﺭﻧﺪ ،ﻣﺜﻞ ﻫﻤﻜﺎﺭﻱﻫﺎﻱ ﻭﺍﺣﺪ ﻓﻨﺎﻭﺭﻱ ﺍﻃﻼﻋﺎﺕ ﻭ ﻭﺍﺣﺪ ﺑﺎﺯﺍﺭﻳﺎﺑﻲ ﺳﺎﺯﻣﺎﻥﻫﺎ .

ﺍﻳﻦ ﻣﻮﺿﻮﻉ ﺩﺭ ﻳﻜﻲ ﺍﺯ ﭘﮋﻭﻫﺶﻫﺎﻱ ﺣﻮﺯﻩ ﺭﻭﺍﻥﺷﻨﺎﺳﻲ ﺗﻮﺳﻂ  Doris Fayﺑﺮﺭﺳﻲ ﺷﺪ ،ﺑﻨﺎ ﺑﺮ ﻳﺎﻓﺘﻪﻫﺎﻱ ﺍﻳﻦ ﭘﮋﻭﻫﺶ ﺗﻴﻢﻫﺎﻱ

ﭼﻨﺪﺭﺷﺘﻪﺍﻱ ،ﻧﻮﺁﻭﺭﻱﻫﺎﻱ ﻛﻴﻔﻲ ﺑﻬﺘﺮﻱ ﻧﺴﺒﺖ ﺑﻪ ﺗﻴﻢﻫﺎﻱ ﺩﻳﮕﺮ ﺍﺭﺍﺋﻪ ﻣﻲﻛﻨﻨﺪ ﺍﻣﺎ ﺍﻳﻦ ﺑﻬﺒﻮﺩ ﻋﻤﻠﻜﺮﺩ ﺗﻨﻬﺎ ﺩﺭ ﺻﻮﺭﺗﻲ ﺳﺎﺯﮔﺎﺭ ﻭ

ﭘﺎﻳﺪﺍﺭ ﺧﻮﺍﻫﺪ ﺑﻮﺩ ﻛﻪ ﻣﺸﻜﻞ ﺗﺠﺰﻳﻪ ﺑﻪ ﮔﺮﻭﻩﻫﺎﻱ ﻛﻮﭼﻚﺗﺮ ﺑﻪ ﻭﺟﻮﺩ ﻧﻴﺎﻣﺪﻩ ﺑﺎﺷﺪ .

ﺟﻴﻤﺰ ﺑﺮﻙ ،ﻣﻮﺭﺥ ﻋﻠﻤﻲ ﻭ ﻧﻮﻳﺴﻨﺪﻩ ﺍﺷﺎﺭﻩ ﻣﻲﻛﻨﺪ ﻛﻪ ﻧﻮﺁﻭﺭﻱ ﺍﻏﻠﺐ ﺍﺯ ﺍﻳﺠﺎﺩ ﭘﻴﻮﻧﺪ ﻣﻴﺎﻥ ﺩﻭ ﺍﻳﺪﻩ ﻣﺠﺰﺍ ﻧﺎﺷﻲ ﻣﻲﺷﻮﺩ .ﺍﻳﺠﺎﺩ

ﮔﺮﻭﻫﻲ ﻣﺘﺸﻜﻞ ﺍﺯ ﺍﻋﻀﺎ ﺑﺎ ﺑﻴﻨﺶﻫﺎ ﻭ ﺗﻮﺍﻧﺎﻳﻲﻫﺎﻱ ﻣﺘﻔﺎﻭﺕ ﺑﺮﺍﻱ ﺍﻳﺠﺎﺩ ﭼﻨﻴﻦ ﺍﺭﺗﺒﺎﻃﺎﺗﻲ ﻣﻮﺛﺮ ﺍﺳﺖ .ﻧﻘﺶ ﺭﻫﺒﺮ ﺍﻳﻦ ﮔﺮﻭﻩ ﺍﻳﺠﺎﺩ

ﻓﻀﺎﻳﻲ ﺍﺳﺖ ﻛﻪ ﻓﺮﺍﻫﻢﻛﻨﻨﺪﻩ ﭘﻴﻮﻧﺪﻫﺎ ﻭ ﻫﻤﻜﺎﺭﻱﻫﺎﻱ ﺑﻬﺘﺮ ﺍﺳﺖ .

4-ﻧﻘﺎﻁ ﺧﺎﻛﺴﺘﺮﻱ ﺑﺴﻴﺎﺭﻱ ﺩﺭ ﻓﺮﻫﻨﮓﻫﺎﻱ ﺳﺎﺯﻣﺎﻧﻲ ﻗﺎﺑﻞﻣﺸﺎﻫﺪﻩ ﺍﺳﺖ .

ﻭﻗﺘﻲ ﻛﺎﺭﻛﻨﺎﻥ ﺍﺯ ﺍﺭﺯﺵﻫﺎﻱ ﻣﺪﻧﻈﺮ ﺳﺎﺯﻣﺎﻥ ﺍﻃﻼﻉ ﺩﺍﺭﻧﺪ ،ﺩﺭ ﺗﻌﺎﻣﻞ ﻭ ﺗﻮﺳﻌﻪ ﻣﻬﺎﺭﺕﻫﺎ ﻭ ﺭﻓﺘﺎﺭﻫﺎ ﻛﻮﺷﺎﺗﺮ ﻫﺴﺘﻨﺪ .ﺍﺭﺯﺵﻫﺎﻱ

ﻣﻮﺭﺩ ﺳﺘﺎﻳﺶ ﺍﺭﺯﺵﻫﺎﻳﻲ ﻫﺴﺘﻨﺪ ﻛﻪ ﺩﺭﻳﺎﻓﺖ ﺧﻮﺍﻫﻴﺪ ﻛﺮﺩ .ﺑﻪ ﺑﺎﻭﺭ ﺟﻴﺴﻮﻥ ﻛﻮﻫﻦ »ﻫﺮ ﺳﺎﺯﻣﺎﻧﻲ ﻓﺮﻫﻨﮕﻲ ﺩﺍﺭﺩ ،ﺳﻮﺍﻝ ﺍﺻﻠﻲ ﺍﻳﻦ
ﺍﺳﺖ ﻛﻪ ﺁﻳﺎ ﺷﻤﺎ ﺑﺎ ﺍﻳﻦ ﻓﺮﻫﻨﮓ ﺁﺷﻨﺎﻳﻲ ﺩﺍﺭﻳﺪ ﻳﺎ ﻧﻪ؟ »

ﺑﻲﺗﻮﺟﻬﻲ ﺑﻪ ﺍﺭﺯﺵﻫﺎ ﺑﻪﻃﻮﺭ ﻣﺴﻠﻢ ﻣﻨﺠﺮ ﺑﻪ ﺭﻭﺍﺝ ﻓﺮﻫﻨﮕﻲ ﻣﻪﺁﻟﻮﺩ ﻭ ﺁﻛﻨﺪﻩ ﺍﺯ ﻋﺪﻡ ﺍﻃﻤﻴﻨﺎﻥ ﻣﻲﺷﻮﺩ .ﺍﻳﻦ ﺍﺭﺯﺵﻫﺎ ﺩﺭ ﻭﺍﻗﻊ ﻣﺒﻨﺎ

ﻭ ﭘﺎﻳﻪ ﻭ ﺍﺳﺎﺱ ﻧﺤﻮﻩ ﻓﻌﺎﻟﻴﺖ ﻭ ﻋﻤﻠﻜﺮﺩ ﺳﺎﺯﻣﺎﻥ ﺷﻤﺎ ﺗﻠﻘﻲ ﻣﻲﺷﻮﻧﺪ .

ﻛﻼﻡ ﺁﺧﺮ

ﻗﺒﻼ ﺍﺳﺘﺪﻻﻝ ﻛﺮﺩﻩﺍﻡ ﻛﻪ ﻫﻴﭻ ﻛﺎﺭﺁﻓﺮﻳﻦ ﻳﺎ ﻣﺪﻳﺮﻱ ﻣﻮﻇﻒ ﻧﻴﺴﺖ ﻧﻘﺶ ﻳﻚ ﺩﺭﻣﺎﻧﮕﺮ ﺭﺍ ﺑﺮ ﻋﻬﺪﻩ ﺑﮕﻴﺮﺩ ،ﺍﻓﺮﺍﺩ ﻗﺎﺑﻞ ﺗﻐﻴﻴﺮ ﻫﺴﺘﻨﺪ

ﻭ ﻣﺴﻮﻭﻟﻴﺖ ﺷﻤﺎ ﺁﻣﻮﺯﺵ ﻭ ﭘﺮﻭﺭﺵ ﺑﻬﺘﺮﻳﻦ ﻛﺎﺭﻛﻨﺎﻥ ﺑﻪ ﺑﻬﺘﺮﻳﻦ ﻧﺤﻮ ﻣﻤﻜﻦ ﺍﺳﺖ .ﺩﺭ ﻭﺍﻗﻊ ﻧﻤﻲﺧﻮﺍﻫﻢ ﮔﺮﻭﻫﻲ ﺍﺯ ﺍﻳﻦ ﺑﺮﺭﺳﻲ
ﺑﺮﺩﺍﺷﺖ ﻣﺘﻨﺎﻗﻀﻲ ﺩﺍﺷﺘﻪ ﺑﺎﺷﻨﺪ ﺩﺍﻳﺮ ﺑﺮﺍﻳﻨﻜﻪ ﻫﻴﭻ ﺷﺨﺼﻲ ﻣﺴﻮﻭﻝ ﺳﻮءﺭﻓﺘﺎﺭ ﻭ ﺍﻋﻤﺎﻝ ﻧﺎﺩﺭﺳﺖ ﺧﻮﺩ ﻧﻴﺴﺖ .ﺩﺭ ﻋﻴﻦ ﺣﺎﻝ

ﻣﺪﻳﺮﻳﺖ ﻧﻴﺰ ﻧﺒﺎﻳﺪ ﺩﺭ ﺧﺼﻮﺹ ﺍﻳﺠﺎﺩ ﭘﻴﻮﻧﺪ ﻣﻴﺎﻥ ﻭﻳﮋﮔﻲﻫﺎﻱ ﻣﺤﻴﻂ ﻛﺎﺭﻱ ﻭ ﺭﻓﺘﺎﺭﻫﺎﻱ ﻛﺎﺭﻛﻨﺎﻥ ﻫﻤﭽﻮﻥ ﻧﺎﻇﺮﻱ ﻣﻨﻔﻌﻞ ﻋﻤﻞ ﻛﻨﺪ.

ﻓﺮﺍﻣﻮﺵ ﻧﻜﻨﻴﺪ ﻛﻪ ﺷﺮﺍﻳﻂ ﺷﻐﻠﻲ ﻓﺮﺍﻫﻢ ﺷﺪﻩ ﺗﻮﺳﻂ ﻳﻚ ﻣﺪﻳﺮ ،ﻧﻘﺸﻲ ﻣﺤﻮﺭﻱ ﺩﺭ ﺗﻐﻴﻴﺮ ﺭﻓﺘﺎﺭﻫﺎﻱ ﻛﺎﺭﻛﻨﺎﻥ ﻭ ﻧﺤﻮﻩ ﺗﺼﻤﻴﻢﮔﻴﺮﻱ

ﺁﻧﺎﻥ ﺩﺍﺭﺩ .
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Why Good Employees Make Bad Decisions

Gregory Ciotti | August 20, 2014
Character is the culmination of personality and experiences. Though character is generally stable, psychologists
understand that all of us are susceptible to being "nudged" by our environments.
Listen to any well-respected CEO and she or he will place great emphasis on the company's working environment. A
plethora of research shows that the people you work with and the culture you work around will affect your behavior, for
better or worse.
In his book Behavioral Ethics in Organizations, Dr. Muel Kaptein gives an astute summation of the scientific literature that
evaluates how different surroundings can affect decision making, a topic he first explored in a paper published by the
Rotterdam School of Management.
His findings show that the leadership of the company, the values employees share, and the interaction among teams, if
handled poorly, can all cause otherwise good people to make bad decisions.
Here are five of the most common, most concerning reasons that good judgment among teams can falter.
1. Employees Feel Like a "Cog in the Machine"
Brigadier General Stanley McChrystal is fond of saying that leadership starts with a shared purpose—when talented
masons, carpenters, and glassworkers can all see the vision past their individual craft and know that they're part of the
team “building the cathedral.”
Detachment from the goals at large leads to detached interest. Employees feel left behind or that they aren't heading in
the same direction as the organization. This is where destructive self-interest begins to interfere.
To be clear, every employee is responsible for his or her own success and advancement in the company, so this is not an
argument deterring individuals from pursuing the best in their careers. Destructive self-interest happens when the
individual begins suppressing the contribution of others.
For instance, many who believe in a performance culture advocate for the individual to "Share praise, but not blame." In
an ideal world, success should acknowledge the roles that others had to play, but a misstep should be owned by the
individual. A self-interested employee may blame others when problems arise in order to save face, and also might not
acknowledge others’ contributions to a big win.
Balance is found in having interest in your personal career and in the success of your team, or as C.S Lewis would put it:
“Humility is not thinking less of yourself, but thinking of yourself less.”
2. Time Pressure Puts Their Back Against a Wall
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It's an established principle in psychology that ideal work/life balance tends to be achieved when the individual feels busy
but not rushed. The startup life, or any job in a high-performing company, is going to require a fast pace, but Dr. Kaptein
argues that when leadership loses sight of an employee's available time, they can pressure the employee to take
shortcuts.
Kaptein cites a study that first had theology students preach the story of the Good Samaritan, then walk from one building
to another. Along the way, they would encounter a man in distress (in actuality, this person was planted by the
researchers). They found that when the students were given ample time, nearly all of them chose to help the man, but
when they were told to “move as fast as possible," 90% of participants ignored the man entirely.
Leadership should strive for an active environment staffed by "progress people," but they need to be aware that some
employees may attempt to shoulder additional responsibility even when they can't handle it. This pressure may cause
employees to make questionable decisions in order to keep up appearances.
There is a sincere need for leadership to recognize that more hours at your desk doesn't necessarily increase the output
of your work, and it certainly won't increase the quality. Focus on developing great work, not done work. Let employees
know that it's okay to say no. Fires only burn when they have room to breathe, after all.
3. Employees Mirror Leadership and "Unwritten Rules"
Let me share a story with you.
I work out at a gym that's run by the Fraternal Order of Police. I mention this to note that there are no employees at this
gym.
When I first started going, I noticed that the weights were always on their appropriate racks. The organization was pretty
impressive. Over time, however, some key people (the "regulars") started leaving the gym in favor of Planet Fitness
because the gym really needed new equipment. Bad habits started to set in, and I even found myself being affected—as
someone who otherwise prides himself on being organized and a team player, I would leave weights out on the floor.
Disappointing, to be sure.
Then a funny thing happened: the gym added new, updated equipment, and the regulars started coming back. It was
fascinating to see the transformation that occurred afterward—once the “leadership” returned, their behavior affected
everyone else. You would never find a single free weight out of place.
Beyond my personal story is a common principle in leadership: behavior of leaders cascades down to the rest of the
group. A psychological phenomenon known as "negative social proof" would argue that the "right thing" to do becomes
questionable when people see the right people doing the wrong things.
This sort of influence can also seep into your employees’ behavior through subtle nudges in language. Statements like,
"We do things by the book around here" have been shown to actively discourage creative thinking. Be careful about what
sort of behavior that leadership, unwritten rules, and key team members project; people are very sharp in picking up on
these subtleties, and it may affect their judgment.
4. In Winner vs. Loser Situations, Competition Gets Ugly
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Encouraging inter-departmental competition may or may not be a good thing, but one thing is for sure: when a company
has a competitive environment that has clear "winners" and "losers," those same employees are more likely to engage in
unethical behavior.
The reason is that winning and losing are directly tied to ego. Dr. Kaptein argues that a culture that rewards egotism
invites jealousy and vindictive behavior among employees who seek to maintain status and the lauding of praise.
Conversely, a culture of "no-ego doers," or a culture that focuses more on the craft than on the glory, tends to be one
that invites candor, collaboration, and a sincere sense of pride for other team members.
The competitive playfulness of a "shirts vs. skins" environment can start to get ugly before anyone realizes it’s happening.
It is up to leadership to decide where to draw the line.
Look at the landscape in which many teams operate today. At young companies, most folks interact between the ranks,
and even in larger companies, formerly separate departments now collaborate closely, such as the newly prioritized
intersection of marketing and IT.
This was thoroughly explored in a psychological study called Getting the most out of multidisciplinary teams, wherein lead
researcher Doris Fay found that multidisciplinary teams produced better quality innovations than more uniform teams,
but that this boost in performance was only consistent if there wasn’t a problem of teams fracturing into smaller
subgroups.
When excessively competitive "micro cultures" start cropping up in teams with overlapping responsibilities, things can
degenerate to the high school days of old where cliques are formed and judgment is handed out via who sits with whom
at lunch.
Robert McDonald, former CEO of Proctor & Gamble and nominee for the US Secretary of Veteran Affairs, describes this
ability to connect multidisciplinary teams as a necessary part of effective leadership:
Diversity is a necessity at P&G to reflect the consumers we serve and to drive innovation, one of our five core strengths.
Innovation is the result of connections and collaboration. James Burke, science historian and author/producer of
Connections, documented that innovation often comes from connecting two seemingly disconnected ideas.
A diverse group is better able to make these connections since they have a greater diversity of nodes to connect. The role
of the leader is to create the environment in which connections and collaboration can best occur.
5. There's Too Much Gray Area in the Company's Culture
When people know what the company holds dear, they find it easier to engage, develop, and hone those skills and
behaviors.
How easy it is for "It's-not-my-job syndrome” to rear its ugly head when nobody in the culture knows what the company
values. When a team is unified on concepts like Whole Company Support, it's easy for a developer to step in and
contribute to the support inbox even though it isn't his or her job to do so.
“Every company has a culture.
The only question is whether or not you decide what it is.”Jason Cohen
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The values you reward are the values you get. Leaving values to develop as they may creates a culture clouded by the
haze of uncertainty. In many ways, these values will lay the foundation for how your company operates.
37Signals/Basecamp is a company that crafted a narrative that abhors the startup grind —they value strategic breaks and
reward this value with 4-day workweeks in the summer. Do you think their employees struggle with the weight of "time
crunches" like other companies? That was the second section of this article, but the source of such problems may all
come back to an opaque company culture where workers don't know what the company cares about.
Do you value finished work or great work? Do you value and reward candor in the workplace? Do you "default to
transparency" and cultivate honest communication? Don't be above creating an internal company culture manifesto,
because if you don't know what your company values, the members of your team certainly won't.
On Coaching and the Performance Culture
I've argued before that no entrepreneur or manager has the obligation to be a therapist—people can change, but your
responsibility is in teaching and developing your best employees, not in coddling your worst.
I would be loathe to find out if anyone took the analysis in this essay to mean that employees aren't responsible for their
own actions or that someone can justify misconduct by redirecting blame to someone else. As a fan of psychology, I also
despise "My brain made me do it!" drudge.
Rather, Dr. Kaptein's book and research is simply here to remind us that companies can and do play a role in the
nature/nurture balance of influencing an individual’s behavior and the culture within the organization at large.
Leadership cannot be a passive observer in the intersection between a company's working environment and how it
nudges employee behavior; the conditions you create will play a pivotal role in deciding “the person they’ll become” and
the decisions that they will make.
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