Chapter 3									September 16

Perception, attribution, and diversity
What is perception?
· Perception is the process of interpreting messages of our senses to provide meaning 
Perceptual defence 
· The tendency for the perceptual system to defend the perceiver against unpleasant emotions 
Why is it important?
· People base their actions on the interpretation of reality that their perceptual system provides
Social identity theory – people form perspectives of themselves based on their characteristics and memberships in social categories 
Components of perception
· A perceiver
· A target that is being perceived
· Some situational context in which the perception is occurring 
Factors affecting the perceiver
· Past experiences lead the perceiver to develop expectations that affect current perceptions
· Needs unconsciously influence perception by causing us to perceive what we wish to perceive
· Emotions such as anger happiness or fear can influence our perceptions
Factors affecting the target
· Ambiguous targets are especially susceptible to interpretation and the addiction of meaning
· Perceivers have a need to receive ambiguous
· The perceiver does not or cannot use all the information provided by the target
The situation
· The most important effect that the situation can have is to add information about the target
· The perception of a target can change with the situation even when the perceiver and target remain the same


Primacy and recency effects
· The reliance on early cues or first impression is known as the primacy effect – often has a lasting impact 
· The tendency for a perceiver to rely on recent cues or last impressions is known as the recency effect

Reliance on central traits
· Personal characteristics or a target person that are of particular interest to a perceiver
· Central traits often have a very powerful influence on our perceptions of others
· [bookmark: _GoBack]Physical appearance is a common central trait on work setting that is related to a variety of job-related-outcomes
Implicit personality theories
· Personal theories that people have about which personality characteristics go together
· Perhaps you expect hardworking people to also be honest, or people of average intelligence to be more friendly
Projection 
· The tendency for perceivers to attribute their own thoughts and feelings to others
Stereotyping 
· The tendency to generalize about people in a social category and ignore variations among them
· Assume that the individuals have certain traits and possess them
Attribution 
·  Attribution is the process by which causes or motives are assigned to explain people’s behaviour
Dispositional attributions 
· Explanations for behaviour based on an actor’s personality or intellect
Situational attributions
· Explanations for behaviour based on an actor’s external situation or environment 
Attribution cues 
· We rely on external cues and make inferences from these cues when making attributions
· Consistency cues : reflect how consistently a person engages in a behaviour over time
· Consensus cues : how a person’s behaviour compares to that of others 
· Distinctiveness cues : reflect the extent to which a person engages in some behaviour across a variety of situations
Biases in attribution
· Although observers often operate in a rational;, logical manner in forming attributions about behaviours, this does not mean that such attributions are always correct
Fundamental attribution error
· The tendency to overemphasize dispositional explanations for behaviour at the expense of situational explanations
· We fail to realize that observed behaviour is often distinctive to a particular situation
Actor observer effect
·  The propensity for actors and observes to view the causes of the actors behaviour differently 
· Actors are prone to attribute much of their own behaviour to situational factors while observers are more likely to invoke dispositional causes
Self-serving bias
· The tendency to take credit for successful outcomes and to deny responsibility for failures
· People will explain the same behaviour differently on the basis of events that happened after the behaviour occurred
Person perception and workforce diversity 
Workforce diversity 
· Differences among employees and potential recruits in characteristics such as gender, race, age, religion, cultural background, physical ability, or sexual orientation.
· The changing workplace in which women, immigrants, aboriginals, and people with disabilities are increasing employment
· Valuing diversity in which by not “fixing” but rather assisting people to “fit in”  
· Stereotypes and workforce diversity
Managing workforce diversity 
· Select enough minority members to get them beyond token status
· Encourage teamwork that brings minority and majority members together
· Ensure that those making career decisions about employees have accurate information about them rather than relying on hearsay or second-hand opinion

Michele Jayne and Robert Dipboye diversity initiatives 
· build senior management commitment and accountability 
· Conduct a thorough needs assessment
· Develop a well-defined strategy tied to business results
· Emphasize team building and group process training 
· Establish metrics and evaluate the effectiveness of diversity initiatives 
Perceived organizational behaviour 
· (POS) refers to employees’ general belief that their organization values their contribution and cares about their well-being
Organizational support theory 
· Employees who have strong perceptions of organizational support feel an obligation to care about the organizations welfare and to help the organization achieve it objectives
Perceptions in the employment history
Contrast effects 
· Previously interviewed job applicants affect an interviewer’s perception of a current application, leading to an exaggeration of differences between applicants
Perceptions of recruitment and selection
Signalling theory 
· Job applicants interpret their recruitment experiences as cues or signals about what it is like to work in an organization
Perceptions and the performance appraisal 
Objective and subjective measures
· Measures that do not need a substantial degree of human judgement
· i.e. the number of publications that a professor has in top journals
Rate errors 
· leniency : the tendency to perceive the job performance of ratees as especially good
· harshness : the tendency to perceive the job performance of ratees as especially ineffective
·  central tendency : involved assigning most ratees to a middle-range performance category
· Halo effect : occurs when the observer allows the rating of an individual on one trait or characteristic to colour the ratings on other traits or characteristics
· Similar-to-me effect : a rater gives more favourable evaluations to people who are similar to the rater in terms of background or attitudes 

