Editor’'s Note

Itisdmost axiomaticthat good informationis
aprerequisitefor sound decision making by
managers. The question is that where this
information comefrom?

Conventionaly, hard dataand logical analys's
areseen asthesourceof intelligent decision
making. Thisiswherefocusof information
management iscentered.

However, long timeresearchinthefield of
decision making and policy studies have
shown that not al decisions(including those
madeinorganizationsby thetop management)
are aways based on hard data and logical
analysis. Infact, research hasrevealed that
rationdity only inalimited manner isapplied
to the process decision making*. Equally, if
not moreimportant, areinformal and persona
sourcesaof information and influences, anong
awiderangeof other forces. Thesed so play
a major role in shaping the intellectual
repertoire of decision makers. No wonder
why modern organizations (and societiesat
large) invest agreat dedl of timeand effortin
training and recruitment of people whose
influence and advice could help top
management to make more intelligent
decisons.

What intriguesmetoraisetheissueof qudified
adviserstotop managersof organizationswas
a program that | watched recently on our
national TV. It wasa30 minute programin
whichthethree participants spent 10 minutes

(no exaggeration) to exchange complements
and praising each other’s great dedication,
dtruism, and achievements.

Unfortunately, inour culture, itisnot only on
themediaand in the published literaturethat
onewitnessesadisproportionate allocation
of timeand attention to exchangesthat could
be easily dubbed asflattering. It seemsthis
behavior isarulerather than an exceptionin
our transactions in formal situations,
particularly inthe public sector where power
and politicsareismore at work.

Where this behavior has has its roots, and
why we have developed this habit in
ourselves? What are the implications of a
cultureof flatering?

The majority of sociologists and social
pathol ogists attribute the prevalence of such
behavior inasociety to socid insecurity, lack
of socia participation, lack of freedom, etc.

In our public sector people are appointed to
position not according to their meritsand a
trangparent processof selection. Appointment
of people to public positions, amost at all
levelstakesplacein the absence of an equal
employment opportunity (EEO) palicy. It
seemsthat |egidlaturesand policy makersin
our country do not havethe perception that
such a policies are needed. As long as
favoritismand political preferences, instead
of individual’s merits is the reason for the
appointment in public organization, and an
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effective system of performanceappraisa is
not at work, and as long as people with
expertise staff are not free and encouraged
to speak their minds, the arenawill beleft to
themediocre. Themediocre, then hideshelter
behind the power for protection. One
important tactic they appeal to in order to
safeguard their interestsand status, could be
verbal bribethey offer the boss!

| am thinking of three reasons why such
behavior becomes prevalent in an
organization:

1) Someindividua squite purposefully find
flattering the most direct way to promotion
and power, much more effective than
expertise, experience, and hardworking.

2) We havefrequently witnessed that in our
county thosewho speak openly, soonfdl into
disgraceof the powerful. If lucky, they will
be expelled ignored, otherwise they haveto
pay aheavy toll.

3) Such experienceshavelead to aculture of
lack of boldness and brevity in expressing
one'sopinions.

Negative impact of such a culture for the
organizationandthesociety atlarge, aremore
obviousto need eaboration. Obvioudy, itwill
forbid adecent level of criticismand critical
thinking; preventsintellectua contributionsby
people who do not tend to be a member of
the ‘the inner circle’ around the boss; and
consequently blocks innovation and
improvement of affairs.

Shakespeare is quoted to say praiseis the
fodder for thefool. Onewould say mainly
becausethosewho receive congtantly receive
praise from their subordinates, gradually
indulgethemsdaveswith theilluson that they
are the centre of every thing that goes on
around them. Managers, then, could become
snintoxicated withthisillusonthat hardly can
understand what isgoing onaround them. No
surprise, that around them, form acircle of
peoplewith persond agendaandinterestsand

at the same time the knowledgeable and
genuinely concerned peopleavoid them.

If we understand management as the
goplication of informationto practice, thenthe
culture of flattering preventsthefreeflow of
information, distorts information, and
consequently, providesafalsepicture of the
strength, opportunities, and threats. Most
likely, transforming false understandinginto
actionleadsto misinformed decisionsby top
managers. Such decisions, regrettably, occur
so repeatedly find no repercussion in the
environment, hencenormd.

Ethical and rdigiousteachingswarn usfrom
flattering. In ancient Greek flatterer was
considered to be the most noxious creature!
Ethica vaues, inaddition, requirethereceiver
of theflatter torgject it and “though dust into
the eyes of the flatterer”. Remember that
ImamAli warned hisgovernorsfrom accepting
praiseand flatters.
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