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Question#1
	Discuss several examples of conflicting or contradictory perceptions at BH&A. What effect do these perceptions have on organizational members’ attitudes and behaviour? What effect do they have on the organization?

Perception is the process of interpreting the messages of our senses to provide order and meaning to the environment.  A conflicting perception is one in which a situation is viewed in a certain way by one person and in a very different way by another.  

An example of a conflicting perception is the management of the company itself.  BH&A acts as a consultant to help other firms increase productivity and employee morale, so the company would be largely perceived as being very well organized and having very happy employees.  Upon reading the case further however, it is clear that the employees at the company are not always satisfied.  This could certainly lead to new employees becoming frustrated.  Being brought into a company expecting a certain work environment and experiencing a completely different one could certainly lower the desire of these individuals to perform to their best abilities.

Another example of a conflicting perception is the FIAG Department.  Many people see the FIAG as “boring and therefore undesirable”.  Staff members in this department are also referred to as “nerds” and “brown-nosers”.  The case also notes, however, that these positions do offer a good career path.  Thus, some people obviously perceive the FIAG as a desirable job, while others do not because of their preconceived ideas about what constitutes a good job and what does not.  The case states that often this department will forcibly recruit employees from other departments.  If an employee is recruited who is under the perception that the FIAG is for nerds, then they will certainly not be very happy with their new position and may cause disruptions within the department.  

New hires are told that during their initial time at the firm, they will be under close supervision from a supervisor and will receive verbal reports at the end of each assignment stating areas to improve on.  This would give good reason for new employees to perceive this time as a learning time, where they can ask plenty of questions and ease into their new role.  However, the case states that during this period, the verbal reports rarely occur and instead, the first review is held at the six month point through the use of anonymous forms.  Clearly, the management at BH&A do not perceive this time as a learning period; it would appear from the case that they perceive new hires as a way to get a large amount of work done at a lower salary.  This perception on the part of BH&A management could certainly lead to frustration in the new employees.  New employees may have based their decision to join BH&A on the promised knowledge they would receive.  This may lead to a large number of people becoming involved in BH&A who actually resent the company for its lack of dedication to them at the beginning of their careers.

Another example of a contrasting perception is the idea that the initial six month performance review is akin to “being sent to the gallows”.  Employees are assured that the firm will retain newcomers for at least two years.  Thus, the perception of management is that these performance reviews are a low stress formality.  However, because of the attitude regarding these reviews around the office, that they are meant to weed out the lowest people on the totem-pole, newcomers find this time particularly stressful.  Jokes in poor taste can be heard and the general mood around the office is one of anxiety.  This surely must lower productivity during these periods and affect employee’s views of their company.

There is clearly contrasting perceptions of the work environment at BH&A.  Some think immense amounts of overtime are symbols of toughness and ulcers are signs of dedication.  Others would feel that this level of sacrifice and dedication is not required in order to perform well in a position.

A significant contrasting perception around the office is that of women in the workplace.  May men can be heard saying that “women don’t belong in accounting” because they will eventually just leave the firm.  When women counter with comments such that the “job is only impossible for working mothers if the firms chooses to make it impossible” they are largely ignored.  Clearly this type of work environment is not supportive to female employees and thus it is likely that the workforce will have a very low female percentage.  This can reflect poorly on the perception of the company and its reputation.

Clearly, for a company which acts as a consultant to help other firms increase productivity and employee morale, BH&A has a lot of work to do to reduce the amount of conflicting perceptions in the workplace which negatively affects its employees.
Question#2
	Use social identity theory and Bruner’s model of the perceptual process to explain the various perceptions of the employees and partners at BH&A.

The employees of  BH&A  were not given good initial impressions because all that they saw was overworked people who only supported those who were willing to give up their lives for the company.  The new employees were all victims of Social Identity Theory. 

In Social Identity Theory People form perceptions of themselves based on characteristics and memberships to certain social categories.  The new members of the team fall victim to the trend of first impressions.  All they see is people over working themselves which is their initial perception and this is what they take with them for the remainder of their time at the firm. 

They see themselves in the category of drones or golden boys and this is how they act and perceive others.  The drones see themselves in a positive manner and the golden boys in a negative manner.  The golden boys most likely see themselves as harder working and more aggressive and thus they see themselves in a positive manner while perceiving the drones as  non eager workers who are not able to mesh with the senior staff members.  Both see themselves and place themselves in a stereotypical category and begin to take on prototypical characteristics of that category.  

	It is interesting to note that the perception that the drones have of the golden boys is a function of how the drones categorize themselves; not just how they categorize their “targets”. 

	With regards to Bruner’s model of the perceptual process, the workers will tend to place others into certain categories based on their original behaviour and not let future actions affect their perception of the person. 

	If a worker initially perceived as a golden boy because of his relationship with the senior staff members it will be difficult for him to lose that perception, even if he is performing hard working tasks and doing grunt work like some of the other drones, they will neglect the positive qualities because of their initial perceptions. This theory is known as perception constancy. Over a period of time, a person’s perceptions tend to remain constant.  

Another part of Bruner’s model is selective perception.  This means that they select which qualities and traits they will use to categorise people.  This is seen when the drones only see qualities of the golden boys that are negative; they don’t see the positive qualities. 

Perceptual consistency is another part of Bruner’s model.  This occurs when a person tends to bend characteristics into whatever they want them to be.  In other words, A drone at BH& A may work hard crunching numbers for a senior manager.  A fellow drone will see this as being a positive quality, that they are working as hard as other golden boys, but they are not getting a chance. 

If a Golden Boy were to work hard at crunching numbers for a senior manager, a drone would see this as sucking up or as this person getting preference to work with an executive.  A fellow golden boy would see it as doing their job and working hard to get to the top.  

Question#3
	The chapter discusses how selection interviewers can make perceptual errors. What does the case say about perceptual errors on the part of job applicants? Use signalling theory to explain Nancy’s perceptions of BH&A.

In this case it shows the perceptual errors on the part of job applicants, it demonstrates how the interviewer can make the company sound better than it really is or tells stories and leaves out parts of them to make them sound more appealing. In this case the interviewer told Nancy how they welcome females into the company and how they are proud of their success of attracting women to the company, but he didn’t tell her how women in the company don’t get treated as well as the men or that they are used mainly to do the less attractive work. The interviewer made it sound that being a woman in the company would be fun and that they would be treated fairly by telling Nancy some humorous stories about the first women to work there. According to the signalling theory job applicants base what they experienced in their interview as how it would be to work at that company. Based on the signalling theory Nancy formed perceptions about the company and what it would be like working there as a women, Nancy thought that it would be enjoyable working there as a women because of all the good stories the interviewer had to tell her about women in their workplace. These stories that the interviewer told Nancy sent her a positive signal about the company and made her think that she would be treated equally, when she was actually treated poorly compared to the male employees that worked at the company.


Question#4
	
Use the concepts of stereotyping and the halo effect to explain the contrast between the golden boys and the audit drones.

The halo effect is a cognitive bias whereby the perception of a central personal trait influences the overall understanding of that person. For example, empirical research suggests that if someone is attractive, people assume all other traits are equally attractive and desirable. In business terms, this can often be seen during the interview process where the interviewer may find certain sought after traits but ignore any negative feelings. The halo effect can also apply to the negative side; where one negative trait influences a whole negative image. 

	This negative version of the halo effect, sometimes called the “devil effect”, can be seen at BH&A where being a woman has many negative connotations associated with it. There has been such a long history of stereotyping women at BH&A that simply being female is considered an unwanted trait, especially in the senior positions. These women are referred to as the audit drones because they are given the unrewarding jobs that are difficult and tedious. 
	On the other spectrum, equally qualified males are called the golden boys, a group of men that are given special advantages. Personal relations between the golden boys and the senior executives were strong, due to a sense of comradeship that couldn’t be established by the audit drones. 

  	All of the above mentioned examples are due to ignorant workplace norms and values that have been accepted too long. In previous times, it was accepted that women were not to work in senior positions, but that was a long time ago. BH&A is in need of a change; to improve the work environment for women and establish equality to attract top recruits from both sex to eliminate segmentation and the golden boy/audit drone situation.

Question#5
	Are there any aspects to the organization of work at BH&A that could lead to perceptual problems in performance appraisals? What should be done about this? 
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