Chapter 2 - Personality and Learning 
What is personality?
· Relatively stable psychological characteristics
· Stable throughout growth (kid -> teen -> adult)
· Hard to change a personality
· That influence how individuals interact with their environment
What is not part of personality?
· Morals, attitudes, beliefs, values
· Culture
· Upbringing 
· Mood
What determines behaviour?
· Personality? (dispositional view)
· The environment? (situational view)
· Both? (interactionist view)
· When environment is ambiguous, personality is more likely to shine through
What’s your personality profile?
· Use the word personality inventory instead of personality test (no correct answer)
The “Big Five”: dimensions are independent from one another. Cross-cultural evidence suggests that these big five traits are stable across cultures. Some of these traits are related to job performance, could be asked to do a personality inventory during an interview
· Conscientiousness: 
· Higher end: person who is likely to be neat and organized, likely to be hardworking, persistent, likely to be achievement oriented
· Lower end: more impulsive, disorganized, need a push to get started
· Agreeableness:
· Higher end: helpful, altruistic, sympathetic to others, trust others will help them in return
· Lower end: antagonistic, thrive on confrontation as opposed to cooperation, competitive, colder towards others
· Neuroticism: (emotional stability)
· Lower end: react calmly to situations, even tempered, easier time coping with stressful situations
· Higher end: anxiety, depressed, self-conscious, vulnerable
· Openness to experience:
· Includes openness to learning and experience
· High end: being interested in new ideas, situations, things… being imaginative, creative, adventurous
· Low end: prefer routine, comfort of known environments, prefer concrete events and activities
· Extraversion:
· Higher end: enjoy being surrounded by people, outgoing, active and talkative in social situations
· Lower end: prefers and values one on one relationships vs large groups, independent, values time alone
Do the Big 5 Matter?
· Task performance: 
· conscientiousness matters the most
· extraversion (sales, politics=extraverted) 
· agreeableness for service jobs
· Organizational citizenship behaviour:
· conscientiousness
· Counterproductive work behaviour:
· Lack of conscientiousness
· Training proficiency:
· openness to experience
· extraversion
· conscientiousness
Other personality traits
· locus of control
· belief about what causes experiences in life
· behaviour determined by:
· high external control:
· fate 
· luck
· powerful people
· high internal control:
· self-initiative
· personal actions
· free will
· must adapt managerial approach to an employee’s personality profile
· Self-Monitoring
· People observe and regulate how they appear and behave in social settings
· Self monitoring is an asset in some jobs
· Ex: sales, funeral industry
· Self-esteem
· Degree to which a person has a positive self-evaluation
· How much a person likes and appreciates themselves
· People with low self-esteem will have a harder time accepting constructive criticism or positive feedback (might not believe you, must use concrete examples to help them accept the feedback)
· General self-efficacy
· Belief in one’s ability to perform successfully across situations
· See your book for social cognitive theory
· Leads to higher job satisfaction
· Positive and negative affect
· Propensity to view the world in a positive or negative light
· Ex glass half full or half empty
What is learning?
· A relatively permanent change in behaviour…
· That occurs due to practice or experience
What do employees learn?
· Practical skills
· Intrapersonal skills (within yourself as a person, with an eye towards self development…)
· Interpersonal skills  (conflict resolution, communication, team work, diversity training…)
· Cultural awareness (of the organizations own culture)
How do employees learn?
· Operant learning:
· Connection between behaviour and its consequences
· The “consequences”
· Increase the probability of behaviour OR
· Decrease the probability of behaviour
Increasing the probability of a behaviour
· Reinforcement: the process by which stimuli strengthen good behaviours
· Two types:
· Positive reinforcement***( you want to see a link between a behaviour and a consequence)
· Adding a pleasant stimulus to increase the probability of a behaviour
· Negative reinforcement
· Removing a stimulus to increase the probability of a behaviour
· The stimulus must be unpleasant
· Ex: renting a piece of electronic equipment, must leave a deposit, which is an unpleasant stimulus, when you return the equipment in good condition, you receive your deposit back
Decreasing the probability of a behaviour
· Extinction: passive approach
· gradual dissipation of a behaviour after reinforcement stops
· Ex: teacher tells students to stop laughing at “class clown’s” behaviour
· Punishment: active approach
· Application of an unpleasant stimulus to decrease the probability of a behaviour
Summary
· Positive and negative reinforcement increase the likelihood of specific behaviours
· Extinction and punishment reduce the likelihood of specific behaviours
· Come up with examples**
Chapter 3 - Perception, Attribution, and Judgement of Others
What is perception?
· Interpreting the messages of our senses to provide order and meaning to the environment
· Components:
· Perceiver
· Experience
· Motivational, emotional and physiological state
· Situation
· Context helps interpretation
· Target (object of perception)
· Ambiguity
Biases in perception
· Primacy and recency
· Primacy: tendency to rely on first impressions or info you received early on
· Recency: tend to rely on info you received toward the end or on last impressions
· Reliance on central traits
· Tend to rely on an attribute of a person that stands out
· Can lead us astray in an interview
· Implicit personality theories
· Beliefs about which traits co-occur
· Projection 
· We assign to others our own characteristics
· Stereotyping
Where does Perception matter?
· Selection interview
· Stereotype of the ideal employee
· Primacy effect
· Negative information is weighted more
·  relative to positive or neutral information
· Tendency to latch on to any negative information
· Contrast effect
· Happens when interviewers have a hard time keeping candidates separate from one another  in their minds
· Performance appraisals
· Recency effect
· Rater errors: leniency, harshness and central tendency (one to all errors)
· Leniency: rates all employees as doing well
· Harshness: rates all employees poorly
· Central tendency: rates employees as average 
· Halo/horns: one to one type of error
· Halo: manager  will fill in the blanks based on other information about the employee
· Horns: manager fills in the blanks based on other information about the employee (assume they are not doing well based on other negative information or performance)
· Similar to me error: 
Attributions 
· How motives are assigned to explain people’s behaviour
· Two classes of attributions:
· Dispositional: blaming the person
· Situational: blaming the situation
Cues used to make attributions
· Consistency: does the person engage in the behaviour consistently in this situation?
· Consensus: do most people engage in the behaviour, or is it unique to this person?
· Distinctiveness: does the person engage in this behaviour in many situations, or is it distinct to one situation?
Example:
What attribution do you make?
	Smith always takes long work breaks, his peers do no, and he took long breaks in his old job.
· No consensus
· Low Distinctiveness
· consensus
· attribution: dispositional

Values and Attitudes – Chapter 4 (Midterm Chap 1-4)
Values
What are Values?
· Guiding principles
· What matters to you
· We turn to our values subconsciously when we are trying to make decisions 
· Jerry Maguire
· Re-evaluating his values
· “all of a sudden I was my father’s son again”
· Values are also represented in organizational missions
Work Centrality (sometimes called job involvement)
· Extent to which we identify with our work and our profession
· Extent to which work is an individual’s central life interest
· Questions from a work centrality scale:
· The major satisfaction in my life comes from my job
· The most important things that happen to me involve my work
· I live, eat, and breathe my job
· I would probably keep working even if I didn’t need the money
Managerial implications of work centrality
· Work centrality is
· Related to the avg # of hours worked
· Related to the avg # of vacation days
Values Across Cultures – Hofstede
· See book
· Fun stuff folder: hofstede website link
Attitudes
What are attitudes?
· Fairly stable (un)favourable evaluations of specific objects, situations, persons, or categories of people
· Components:
· Affective (feel)
· +
· Cognitive (think)
· =
· Behaviour 
Job Satisfaction
·  Collection of attitudes about one’s job
· How favourably or unfavourably an employee reacts to their job
· Overall job satisfaction
· E.g: overall, how satisfied are you with your job?
· Facets of satisfaction
· Work tasks
· Pay
· Promotions
· Coworkers
· Supervisors
· Hours
· Faces Scale
· Job descriptive index
What determines job satisfaction?
· Disposition
· Some people are predisposed to be more satisfied
· ↑ conscientiousness, extraversion
· ↑ Self-esteem, internal locus of control
· ↓ negative affectivity, ↓ neuroticism
· Discrepancy
· You will be more satisfied if the job outcomes you receive are = or > those you expected
· Realistic job preview is a good tool to prevent discrepancy
· Fairness
· Perceptions of fairness in the workplace
· Aka organizational justice
· Three types of justice (fairness)
· Distributive fairness
· How fair are the outcomes of the decision?
· Equity: merit based decision
· Ex: promotion going to person with highest volume of sales
· Equality: applied when everybody has the same opportunity of getting the outcome, essentially a random draw
· Ex: pulling a name out of a hat for a promotion
· Need: the outcome goes to person who demonstrated the most necessity for it
· Ex: financial aid distribution
· Procedural fairness
· How fair is the process that was used to make the decision?
· Procedures are used consistently across time and people
· Decision maker had accurate information
· Two-way communication (is decision maker willing to have a discussion to make a decision)
· Appeals are welcome
· Interactional fairness
· Perception of the fairness of the interpersonal treatment
· Interpersonal
· Communicating with sensitivity, showing concern for the employee, show dignity and respect….
· informational
· Distributive vs procedural fairness
· When outcomes are favorable:
· Procedures matter less
· When outcomes are unfavorable:
· Procedures matter more
Equity theory * next midterm
Why should managers care about job satisfaction?
· Happy people tend to perform better, tend to do less CWBs, less absenteeism, engage in citizenship behaviour
· High job satisfaction is related to:
· Increased task performance and OCD
· Increased customer satisfaction
· Increased off the job satisfaction 
· Increased mental health
· Decreased absenteeism
· Decreased propensity to turnover
Organizational Commitment
· An attitude that reflects the strength of the attachment that an employee feels toward the organization
· Types:
· Affective  commitment: 
· Employees’ 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 the company
· Staying because you need to
Chapters  5 & 6 - Motivation
In chapter 6: skip money as a motivator and pay plans, beginning of chapter all the way to 191, skip! Alternative working schedules, skip. 
Job design as a motivator*
Management by objectives**goal setting
What is motivation?
· The extent to which persistent effort is directed toward a goal
· Basic characteristics:
· Effort (how strong is your willingness, the amount of energy you are spending)
· Persistence (behaviour must be sustained in order to be considered motivation)
· Direction
· Goals (need a particular target)
· Types of motivation
· Extrinsic vs intrinsic
Two broad classes of theories
· “what” motivates
· Need theories
· “how” to motivate
· Process theories
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*Case is on chapter 4 +a question about equity theory
Need theories:
· Maslow’s hierarchy of needs
· Physiological, safety, belongingness, esteem, self-actualization
· Aldefer’s ERG theory (built off of Maslow’s theory)
· McClelland’s theory
· Closer to a personality profile/theory than a theory of motivation
· Thematic apperception test (ambiguous picture that the person has to interpret) McClelland said you can reduce the outcomes of these interpretations to the 3 needs
· 3 types of needs:
· Need for achievement
· People who want to perform challenging tasks well
· Enjoy tasks where they can take the responsibility for the outcomes
· Enjoy setting challenging yet obtainable goals
· Need for power
· Individuals that enjoy influencing others, or on society
· Seek out through their job, experiences or positions where they can have an influence on others
· Need to affiliation 
· Preferring or desiring experiences for warm and close personal relationships
· Focusing on establishing good communication and relationships 
· Maintaining these relationships
· Positions for people who have a need for power
· Government positions, executive level positions, entrepreneurs, lawyers, journalists
· Positions for people who have a need for affiliation
· Social work, counselling, psychology, public relations
Differences between Maslow and Aldefer (*compare and contrast these 2 theories) 
· Ideas that Prof gave:
· Aldefer says we can move up or down the categories of need, that he doesn’t consider a hierarchy
· Aldefer proposes 3  categories of need instead of 5 
· Aldefer says satisfying one need can compensate for another need
Process Theories, “How to Motivate?”
How to motivate: Managerial principles
· Employees want to be treated fairly (remember fairness from ch. 4)
· Employees need goals
· Employees want to see clear relationships between effort, performance, and desirable outcomes
· Job design is a powerful motivator
Theories
· Equity theory
· Goal setting theory
· Expectancy theory
· Job characteristics model (ch. 6)
· Job design as a motivator
1- Employees want to be treated fairly: Equity theory
· Perceived equity of the distribution of rewards among employees
· Equity speaks to merit-based distribution outcomes
· My outcomes    vs.    Other’s outcomes
    My inputs                   Other’s inputs
· Components:
· Outcomes
· Inputs
· Comparison other
· Ex: want to make sure our pay is good relative to our input, by comparing another employee’s pay and input
· Equity:                My outcomes    =    Other’s outcomes
                               My inputs                Other’s inputs
· Inequity:
· Undercompensation:                My outcomes    <     Other’s outcomes
                                                                          My inputs                Other’s inputs
· Overcompensation:                   My outcomes    >    Other’s outcomes
                                                                           My inputs                Other’s inputs
· Exs:           $100K    =    $100K           $100K    =    $50K             $100k     <      $100k          
                                MBA             MBA             MBA         BCOM               MBA              BCOM

Ways to restore equity:
· Modify:
· Your own I or O
· A comparison other’s I or O
· Change the comparison other (the person you are comparing yourself to) (you can be your own comparison other as well, i.e from another job, before a merger, 10 yrs ago…)
· Leave the situation (i.e quit)
Managerial implications for equity theory:
· CWB can be a direct consequence of inequity
· ?? look in book
2-Employees Need Goals: Goal Setting
Effective goals are:	
· Specific and measurable
· Challenging
· Those to which employees are committed
· Those for which employees receive accurate and timely feedback on their progression
· Managers often overestimate the amount of feedback the give their employees
· Employees crave feedback and feel as though they don’t receive enough
· Time-banned
3-Employees need to see clear links between effort, performance, and outcomes: Expectancy (VIE) Theory
· People are motivated to perform activities that they can accomplish and that lead to valued outcomes
· *Ignore Expectancy Theory in book
· Three core components:
· Expectancy: 
· A belief that effort will lead to good performance
· Managers need to make sure that they are clear of what is expected from their employees, clear performance standards
· Managers need to select /train employees so that they have the right knowledge to reach these standards/goals
· Make sure job environment is supportive of good performance (appropriate software/equipment, accurate stock…)
· Instrumentality:
· Belief that performance will lead to the promised outcomes (performance)
· Belief that performance will be instrumental in securing the performance that is expected
· Managers must make reward contingencies clear and follow through on the rewards
· Valence:
· Degree to which an outcome is valued
4- Job design is a powerful motivator: Job Characteristic Model
· P.194
· Look in book for job enrichment
· Talks about 5 core job characteristics (dimensions):
· Skill variety
· Task identity
· Task significance
· How important is the position for the company either internally or externally
· Skill variety, task identity, and task significance go together, “put them in a box in your mind”, figure in book does not make this connection
· Autonomy
· How much latitude do you have in your job
· Freedom to do job without supervision, manage your own schedule
· Feedback 
· How much information you receive regarding your performance
· Includes positive and negative feedback
· Critical psychological states:
· Experienced meaningfulness of work
· Occurs due to skill variety, task identity, and task significance
· Employee responsibility for work outcomes
· Occurs due to autonomy
· Knowledge of actual results of work activities
· Occurs due to feedback
· Personal & work outcomes (occurs due the critical psychological states)
· High internal work motivation
· High quality work performance
· High satisfaction with work
· Low absenteeism with turnover
· Low CWBs
· High OCBs
Chapter 7 – Groups and Teamwork
What are teams/groups?
· Small number of people
· Work together toward a common goal
· Accountable to one another
· Group: not the same accountability to one another 
Group development:
· Groups are complex social systems
· Their development is an arduous (difficult) process
· Models of group development:
· Stage model
· Punctuated equilibrium model (see in book)
Stages of group development (stage model)
· Figure on p. 219
· Forming:
· Characterized by ambiguity and a bit of confusion
· Try to decide what the mission is
· Storming:
· Conflicts emerge, roles and responsibilities are decided, leaders will emerge
· People take on their roles
· Challenge for managers: look for conflict, if it becomes extreme, must intervene
· Norming:
· Rules for proper behaviour and conduct are set out and accepted by everyone
· Social consensus is present
· Performing: 
· The group is ready to function and perform up to its full potential
· The group is effective in focusing on the task
· Adjourning:
· Some, not all, will come to this step
· Once mandate is accomplished, group will disband
· Some teams continue to exist
Group structure and consequences:
· Group size:
· As group size increases:
· Team member satisfaction decreases
· Participation decreases
· Differing viewpoints emerge
· Harder to identify with team success
· Size and performance:
· 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 (want a large group if the task is disjunctive)
· Conjunctive tasks: group performance is limited by the performance of the worst group member (want small group if the task is conjunctive)
· Norms: 
· Shared expectations regarding behaviour
· Codes of conduct for the group
· Established in order to provide regularity and predictability
· Diversity of group membership:
· Surface-level diversity
· Based on apparent characteristics
· Psychological diversity (deep level)
· Personality, values, attitudes, knowledge, skills, abilities
· More (psychologically) diverse groups:
· More difficult becoming cohesive and communicating effectively (the stages of groups)
· Do better than less diverse groups on tasks that require creativity and innovation
