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1.

Bonding and bridging are the heart of the concept. It has been applied in sociology,
management, and so forth. Normally, the concept refers as the sum of the actual and
potential resources embedded within, available through, and derived from the network of

relationships possessed by an individual or social unit.

Contemporary organizations highly emphasize their relations with any group or individual
who can affect or is affected by the achievement of the organization’s objectives. Power,
legitimacy, and urgency are the three main defining attributes of such groups or individuals.
Appropriate management of their expectations and agreed objectives usually leads to a
compelling corporate vision and thereby effective business strategies.

In early stage, scholars define the concept as a constraint. Nowadays, it not only constrains
the behavior of social actors but also provides a basis for strategies. In sum, the concept
refers to supra-organizational patterns of human activity by which individuals and
organizations produce and reproduce their material substance and organize time and space.

It is a group of firms entering into voluntary arrangements that involve in exchange, sharing,
or co-development of products, technologies, or services. It can occur as a result of a wide
range of motives and goals, take a variety of forms, and occur across vertical and horizontal
boundaries. It has been discussing in strategic management over two decades.

This concept refers to the purposive inflow and outflow of knowledge to accelerate internal
innovation and expand the markets for external use of innovation, respectively. As noted in
Chesbrough’s book, it is “a paradigm that assumes that firms can and should use external
ideas as well as internal ideas, and internal and external paths to market, as the firms look to

advance their technology.”

It refers to the process of continually utilizing knowledge of all kinds to meet existing and
emerging needs, identify and exploit existing and intangible assets, and develop new
opportunities. It efforts typically focus on organizational objectives, such as improved ..
performance, competitive advantage, innovation, the sharmg of lessons Iearned and
continuous improvement of the organization. : : -

The factors leading to job dissatisfaction are separate and dlstmct from those that lead to job
satisfaction. In general, these dissatisfaction removers consist of conditions surrounding the
job, such as quality of supervision, pay, company policies, physical working environment,
and relations with others. Managers who seek to eliminate job dissatisfaction by improving
conditions mentioned above may bring about peace but not necessarily motivation.

This personality attribute refers to the degree to which people believe they are masters of
their own fate. Those who believe that they control their destinies are labeled internals,
whereas those who see their lives as being controlled by outside forces are called externals. A
large amount of research comparing internals with-externals has consistently shown that
externals are less satisfied with and less involved on their jobs.

In Hofstede’s widely referenced framework for assessing cultural values, this value
dimension of national culture refers to the degree to which people in a country accept that
power in institutions and organizations is distributed unequally. Asian countries, such as
China and Indonesia, are high in this value dimension, whereas Netherlands, Germany, and

the United States are low in it.
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10. Supervisors with this leadership style motivate followers by getting them to internalize and

prioritize a collective cause over individual interests. They develop a shared, energizing
vision, communicate confidence that followers can achieve goals beyond expectations, and
provide individualized consideration and intellectual stimulation. They are able to excite,
arouse, and inspire followers to put out extra effort to achieve group goals.

French and Raven proposed that there are several sources of power. One of the sources of
influence is based on identification with a person who has desirable resources or personal
traits. If A admires and identifies with B, B can exercise power over A because A wants to
please B and considers B a role model. It explains why celebrities are paid millions of dollars
to endorse products in commercials.

This discretionary behavior is not part of an employee’s formal job requirements, but
nevertheless promotes the effective functioning of the organization. Employees with high
levels of such behavior make constructive suggestions about their work groups, help
colleagues on their team, volunteer for extra job activities, avoid unnecessary coriflicis, and
show care for organizational property.
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