Organizational behavior 
	
Factors:
Individual (attitudes, motivation, personality)
Inter-personal (power, politics, social dynamics)
Organizational 

Levels of analysis
Individuals  groups  organization

What is OB?
What are organizations? 
Social inventions for accomplishing common goals through group effort
We want to manage employees to be effective

What is your definition?
The attitudes and behaviors of individuals and groups within organizations.

Goals of OB:
OB is concerned with:
Predicting
Explaining
Managing 
People’s behavior in the context of work

What is job performance?
A Behavior under the employees control relevant to organizational goals

1) Task performance:
Proficiency with which employees perform activities that are formally recognized as part of their job.

2) Organizational citizenship behaviors: 
People have the choice of engaging in them or not (good behaviors)
Altruism
Courtesy
Diligence
Sportsmanship
Civic virtue

3) Counterproductive work behaviors:
Against the organization:
Theft, destruction of property, tardiness, misuse of time ressources

Against organizational members:
Inappropriate comments, harmful physical behaviours, political deviance
Class 2 chap 2---------
Personality and Learning
-Relatively stable psychological characteristics that influence how individuals interact with their environment.

What is not part of personality?
-mood, culture, up-bringing

What determines behavior?
Personality  
The environment (situational view) (the situation you’re in determines how you act)
Both are important (interaction perspective)
When the environment is ambiguous your personality is more obvious
(yellow light example to speed up or be cautious)

The big five characteristics (Exam maybe) (CANOE)
-Conscientiousness
on the positive end (almost OCD):
a person that is neat and organized. Hardworking, persistent. Achievement oriented.
On the lower end:
Impulsive, disorganized, need a push to get started, 

-Agreeableness
on the higher end:
helpful, altruistic, sympathetic, trust others
on the lower end
antagonistic, like confrontation over cooperation, competitive, cold

-neuroticism (vs emotional stability)
neuroticism is being prone to large range of emotions
whether you have strong emotional control
on the higher end (emotionaly stable)
reacts very calmly, able to cope with situations

-Openness to experience
on the higher end:
interested in new things, imaginative, creative, adventurous, 
on the low end:
preferring routines, comfort

-Extraversion
on the higher end:
enjoy being surrounded by ppl, outgoing, active & talkative in social situations
on the lower end (introversion)
values one on one, independent,  likes time alone for reflection
Do the big 5 matter?
 Task performance:
Conscientiousness is the most important for task performance
Extraversion is also important (sales for example)
Agreeableness (service jobs for example)

Organizational citizenship behavior:
Conscientiousness is important

Counterproductive work behaviours:
Conscientiousness

Training proficiency:
Openness to experience
Extraversion
Conscientiousness

Other personality traits

-Locus of control
-belief about what causes experiences in life
(high external control- behavior determined by fate, luck, powerful ppl)
(high internal control- behavior determined by self initiative, free will and personal actions)

-self monitoring
people observe and regulate how they appear and behave in social settings
(ppl in high self monitoring will take cues from their environment to determine how they should behave)

self esteem
-degree to which a person has a positive self evaluation

general self efficacy
-belief in ones ability to perform successfully across situations

positive and negative affect
-propensity to view the world in a positive or negative light


Class3---------
What is learning?
-relatively permanent change in behavior. Occurs due to practice or repetition



What do employees learn?
-practical skills
-intrapersonal skills (between ppl)
-interpersonal skills (diversity training)
-cultural awareness (awareness of the orgs own culture)

How do employees learn?
-operant learning: behavior consequences

-The consequences can increase the probability of the behavior or decrease the probability of it

-----increasing the probability of behavior:
-reinforcement: the process by which stimuli strengthens a behavior
There are 2 types of reinforcements: positive and negative
Positive reinforcement: adding a stimulus to increase the probability of a behavior (a pleasant stimulus)
Negative reinforcement (still used to increase behavior): removing a stimulus to increase the probability of a behavior. (the stiumuls must be unpleasant) (for example the nagging stops once you finish your task)

-----decreasing the probability of a behavior
-extinction: gradual dissipation of a behavior after reinforcement stops
-punishment: application of an unpleasant stimulus to decrease the probability of the behavior

Summary: 
-positive and negative reinforcement increase the likelihood of specific behaviours.
-punishment and extinction reduce the likelihood of specific behaviours. 

Chap3-----------
Perception, attribution, and judgment of others
Perception: interpreting the messages of our senses to provide order and meaning to the environment 
Allows you to filter out the relevant information and provides cues.
Components: Perceiver, situation, target
-Perceiver:  experience, motivational, emotional and physiological state
-Target: ambiguity
-situation: context helps interpretation

Perception biases
-stereotyping
-projection (assigns to others our own characteristics. Assume that others are like us and think like us)
-reliance on central traits ( rwns ro ewlt on an attribute of a person that stands out)
-implicit personality theory (beliefs about which traits co-occur ex. Some ppl think that hard workers are more honest)
-recency and primacy





Class 4-----------
Where does perception matter?
Selection interview:
-stereotype of the ideal employee
-primacy effect (first 5 minutes of an interview)
-negative information is weighted more
-contrast effect (being interviewed after a good or bad candidate)

Performance appraisal:
-Recency (the more recent stuff is prevelant)
-rater errors: leniency harshness and central tendency 
--leniency is being too easy, and central tendency is grouping everyone together
---- One to all error (one appraiser rating all his employees)
-halo/horns error: one to one type of error (manager will fill in blanks based on other info the manager has on someone) (assuming someone is good at something because they do well in other areas) (thinking someone can do no wrong and vice versa)
-similar to me error: giving good appraisals to people that are similar to you

Attributions:
With the attributional process we are trying to asses a cause to an infividuals behavior. How motives or causes are assigned to explain ppls behavior.
Two classes of attributions: 
-dispositional attribution: where you are blaming the person
-situational attribution: you blame the situation

Cues used to make attributions:
-consistency (does the person engage in the behavior consistently in this situation?)
-consensus (do most ppl engage in the behavior or is it unique to this person?)
-distinctiveness (does the person engage in the behavior in many situations, or is it distinct to one situation?)
example:
Smith always takes long breaks and his peers don’t. he did it at his old job too
Consistent, not the consensus, low distinctiveness
Dispositional attribution



Chapter 4 Values & Attitudes 

Values 

What are values?
· Guiding principles: what matters to you 
· Jerry Maguire scene 

Values are also represented in organizational missions 
· “The mission of Southwest Airlines is dedication to the highest quality of Customer Service delivered with a sense of warmth, friendliness, individual pride, and Company Spirit,”
	
Work Centrality (job involvement)
· The extent to which work is an individual’s central life interest. 

What is your Work Centrality?
· The major satisfaction in my life comes from my jog
· The most important things that happen to me 


Work C---Managerial Implications 
· Work centrality is 
· Related to the avg. # of hours worked 
· Related to the avg. # of vacation days 

Values Across Cultures----Hofstede 
· See the book














Attitudes

What is Attitudes? 
· Fairly stable (un)favorable evaluations of specific objects, situations, persons, or categories of people. 
· Components:
Affective (feel)
+
Cognitive (think)
Behavior

Job Satisfaction 
· Collection of attitudes about one’s job.
· Overall Job Satisfaction 
· Eg. “Overall, how satisfied are you with your job?”
· Facets of satisfaction 
· Work tasks (work itself)
· Pay
· Promotions 
· Hours 
· Coworkers
· Supervisors 

What determines job satisfaction?
· Disposition 
· Some people are predisposed to be more satisfied. 
· Up, conscientiousness, extraversion
· Up, self-esteem. Internal locus of control
· Down, negative affectivity, down, neuroticism

· Discrepancy: how much happy about your job?
· You will be more satisfied if the job outcomes you receive are = or > than those you expected. 

· Fairness:
· Perceptions of fairness in the workplace
· Ask Organizational Justice 

· Three types of Justice (Fairness)
· Distributive
· Procedural
· Interactional 


Distributive Fairness 
· How fair are the outcomes of the decision?
· Equity
· Equality
· Need 
Note: Equity Theory will be covered in the motivation lecture


Procedural fairness
How fair is the process that was used to make the decision?
-Procedures are used consistently across time and people.
Ex: promotion (did the manager look at everyone’s 10 year records or just some ppl)
-Make sure that the decision maker has accurate information
-Two-way communication
-Appeals are welcome (if you feel like you got screwed are you allowed to talk about it?)

Distributive vs. Procedural fairness
-When outcomes are favorable procedures matter less
-When outcomes are unfavorable procedures matter more
-You want your decisions to be transparent

 Interactional fairness
-We want to be respectful to our employee’s
-perception of the fairness of the interpersonal treatment
- Interpersonal: (as a supervisor are you being polite to employees when you’re firing them) (are you showing concern for them)
-Informational: was the communication done with sufficient info?  The more info you get the more your thirst for knowledge will be appeased.

 Why should managers care about job satisfaction?
-Increases task performance
-Increases Organizational citizenship behavior
-Increases customer satisfaction
-Increases off the job satisfaction
-Increases mental health
-Counterproductive work behaviors (less likely to happen)
-Less absenteeism 
-lower propensity of turnover

Organization commitment
-Gives you a sense of who’s most likely to stay or leave
-An attitude that reflects the strength of the attachment that an employee feels towards the organization
Types: Affective, Normative and Continuance

 Affective commitment
-Employee’s identification with and involvement in the organization
-Staying because you want to

 Normative commitment
-Feeling of obligation to remain loyal
-Staying because you ought to

 Continuance commitment
-Perceptions of costs associated with staying vs. leaving. 
-Staying because you need to

CHAP 5-6 (chap 6 skip beginning to 191)
Motivation
What is motivation?
-The extent to which persistent effort is directed towards the goal
Basic characteristics:
-Effort 
-Persistence (the effort must be sustained)
-Direction (are you working smart)
-Goals (there needs to be a target)

  Types of motivation
-Extrinsic vs. Intrinsic
-Extrinsic a type of motivation that we want to avoid a punishment or earn a reward
-Intrinsic we are engaging in an activity because of the pleasure of the activity

 Two broad classes of theories
-What motivates people?
Need theories
-How to motivate?
Process theories

Need theories
-Maslow’s Hierarchy of needs
-Adelfers ERG theory
-McClellands theory

 Aldefer’s ERG theory
Like Maslow but only: Existence, Relatedness, and Growth. The earlier is extrinsic motivation and the latter is intrinsic

 McClellands theory of needs 
-What motivates ppl
-Need for achievement: want to perform challenging tasks well. Enjoy setting challenging yet attainable goals.
-Need for power: ppl that enjoy influencing others. 
-Need for affiliation: 

Process theories : How to motivate?
-equity theory: ppl want to be treated fairly. Perceived equity of the distribution of income. My outcomes/my inputs vs. others outcomes/others inputs. Ways to restore equity: modify own inputs or outcomes. Worst case just leave the scenario.
-goal setting theory: employees need goals. Effective goals are specific and measureable. Challenging.
-expectancy theory: employees want to see clear relationships between effort, performance and desirable outcomes
-job characteristics model: job design as a motivator (powerful one)
 Job characteristics model
-core job characteristic: skill variety, task identity, task significance, autonomy, feedback

 Job enrichment: See book

What are teams/groups?
-Small # of ppl
-work together toward a common goal
-accountable to one another

Group development
-groups are complex social systems
-their development is an arduous process

 Stages of group development (p.219)
-forming, storming,norming, performing, adjourning

 Group structure and consequences
-as group size increases:  team member satisfaction decreases, participation decreases, differing viewpoints, harder to identify with the team success
-Additive tasks: group performance is dependent on the sum of the performance of individual group members
-Disjunctive tasks: group performance is dependent on the performance of the best group member
-conjunctive tasks: group performance is limited by the performance of the worst group member

Roles: behavioural expectations
-common problems: role ambiguity (unclear expectations)
-role conflict: intrasender role conflict (from your supervisor) and intersender conflict (2 ppl are giving you incompatible expectations)
-person-role conflict (2 parts of your job that are incompatible)
-inter-role conflict (when 2 parts of someones life clashes)


Norms are:
-shared expectations regarding behavior within the group
- codes of conduct for the group-established in order to provide regularity and predictability
-established in order to provide regularity and predictability

Diversity of group membership:
-more diverse groups have more difficulty becoming cohesive and communicating effectively

Cohesiveness
-The degree to which a group is especially attractive to its members

Factors influencing cohesiveness
-threat and competition
-success
-member diversity (negative)
-size (negative)
-toughness of initiation

Consequences of cohesiveness
-more participation
-more conformity to norms
-better performance? If the norms support good performance

Process losses
-group performance difficulties stemming from the problems of motivating and coordinating larger groups

Social Loafing
-reduction in motivation and effort that occurs when individuals work as a part of a group
-make everyone accountable for their individual performance to avoid loafing
-make the task interesting
-make sure everyone has a well defined role
-feedback for motivation


***CHAPTER 8: Social influence, socialization and culture

two sources of dependence
-information dependence
-effect dependence

Social influence in organizations
-motives for social conformity
-compliance (don’t ascribe to the norm, but behave to the norm)
-Identification 
-internalization (truly believe in the norms)

Factores influencing conformity to norms
-publicly
-size of opposition (bigger the group the more likely you are to conform)
-dissension
-issue at hand
-status

Socialization: Process by which people learn the norms, knowledge, attitude, and behaviors needed to become an organizational member

Socialization domains
-Task mastery
-role clarity (know what is expected of them)
-social integration
-organizational culture
-jargon
-politics


Unrealistic expectations
[bookmark: _GoBack]-Sources: Media, Occupational stereotypes, recruiters
















Review session 1---------- chap 1-4
-job performance- task performance, OCB, CWB
-personality: big 5 canoe, self esteem, self regulation and locus
-learning: operant learning: behavior consequence (increase or decrease prob of behav)

chap 3: perception, attribution and judgment
-perceptual biases:
primacy and recency, reliance on central traits, implicit personality theories, projection, stereotyping
-biases in interview:
primacy, ideal candidate stereotype, contrast effect, neg. info is overweighed
-biases in performance appraisal:
recency, errors (leniency, harshness, central tendency), similar to me, halo/horns

-cues used to make attributions (situational or dispositional)
consistency cues, consensus cues, distinctiveness cues
-attitudes & values
-job satisfaction
determinants: facets (work $ ), disposition
-org commitment (affective, normative, continuance)
values: (work centrality, hofstede values)






