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3 factors on individual and group behavior in organizations 
Individual
Interpersonal (Between People) ex. Conflict Resolution/Conflict, Negotiation Process, Power/Leadership
 Organizational
- Levels of analysis 
As an individual you are nested in your work group, then nested within the larger group/organization 
Dyads/Groups
Individual influences the group, and the group influences the individual

What is Organizational Behaviour 
- What are Organizations?
Social Inventions for accomplishing a common goal: All employees feel included in organizations mission and buy into it.
Done through group effort
- What is Organizational Behaviour?
The attitudes and behaviors of people and groups in organization
Attitudes being precursors to behaviors 
Peoples behavior in the context of work
OB is concerned with 
Predicting: anticipating how people will react/predict what will please others/predict others behavior. Asking how.
Explaining: why is this happening? Asking why. 
Managing: What can I do to motivate employees? 

What is Job Performance?
Job Performance 
Behaviour: What you actually did
Under employees control: 
Relevant to organizational goals: Impacts the bottom line
Task Performance: Proficiency with which employees perform activities that are formally recognized as part of their job. 
How good are you at performing the task that are listed in your job description. 
Performing Task List and how good you are at performing them. 
Organizational Citizenship Behaviors: Going above and beyond the call of duty (task performance)
Altruism: Helping behavior, helping others in organization, not part of job description, helping moral
Courtesy: Being respectful to others/mindful of others
Diligence: Punctual, respecting rules and regulations, doing work carefully. 
Sportsmanship: Representing organization positively
Civic Virtue: participating in political life of the company
Counterproductive Work Behaviors
Against the Organization: Theft, disruption of property, poor attendance, etc.
Against Organizational Members: Inappropriate Verbal Comments, Intimidations, Physical Violence, Rumors, Gossip etc. 

Chapter 2: Personality & Learning 
- Difference: changeable vs. not changeable
- What is personality?
Relatively stable psychological characteristics 
Doesn’t change to the extreme
Influence how individuals interact with their environment 
Leads us to behave in a certain way across situations
- What determines behaviour?
Personality?
The environment?
The Big Five “CANOE”
Conscientiousness 
Agreeableness 
Neuroticism
Openness to Experience 
Extraversion 
- Do they matter for…?
Task Performance
Conscientiousness 
Extraversion
Agreeableness 
Organizational Citizenship Behaviors 
Conscientiousness
Counterproductive Work Behaviors 
Conscientiousness 
Training Proficiency
Openness to experience
Extraversion
Conscientiousness
Other Personality Traits
Locus of Control: Belief about what causes experiences in life.
Caused by luck/fate/powerful people
               Or
Self-initiative/Free will/Personal actions
Self Monitoring: People observe and regulate how they appear and behave in social settings. 
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 Affects: Propensity to view the world in a positive or negative light
-Learning
A relatively permanent change in behaviour 
Occurs due to practice or experience 
-What do employees learn?
Practical Skills (ex, inventory, resources, etc.)
Intrapersonal skills “self development”(ex, critical thinking, problem solving, etc.)
Interpersonal skills (ex, learning to work with others, diversity training, conflict resolution, etc.)
Cultural awareness (ex, learning ways of organization, organization goals, mission, culture, etc.)
- How do employees learn?
Operant learning: Behaviour  consequences 
The “consequences” 
Increase the probability of behavior OR
Decrease the probability of behavior
- Increase the probability of a behavior
Reinforcement: The process by which stimuli strengthen behaviors.
Two Types: Positive and Negative
- Positive Reinforcement
Adding a stimulus to increase the probability of a behavior
The stimulus must be pleasant!
In Organizations there are lots of stimulus rewarded but not associated with certain behavior. DIFFERENCE
- Negative Reinforcement 
Removing stimulus to increase the probability of a behaviour 
The stimulus must be unpleasant 
Ex. Nagging by parents that stops once behavior that is desired to achieve is achieved. 
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Perception: Interpreting the messages of our senses to provide order and meaning to the environment
Components:
Perceiver:  
Experience will largely influence how the perceiver reacts to what they see in the present (Ex. A wave of terminations at an office).  
Perceiver must be motivated, emotionally (bad vs. happy mood) and physiologically (being tired will influence how something is perceived) ready to make sense of things properly.
Target
Targets can be extremely ambiguous (especially email).  
Situation
Context helps interpretation
Biases in Perception
Primacy: The tendency to rely on information you have received first (first impression error)
Most prominent in interviews.
Recency: The tendency to rely on information you have received last (last impression error)
Reliance on central traits: focusing on the person’s most important trait, or what we think is most diagnostic.
Candidate for a retail job may appear exuberant or outgoing, which may cause the interviewer to overlook his/her qualifications or lack thereof.
Implicit Personality Theories: Folk theories/beliefs that we hold about two different personality traits together.  
Ex. “Hardworking people are honest.”
Projection: Assuming that other people think or are like us.
As a supervisor, assuming everybody is happy to work overtime for the good of the company etc.
Stereotyping: Making generalizations about people based on their race/ethnicity/religion etc.
Where Perception Matters
Selection interview
Stereotype of the ideal employee
Primacy effect
Negative information is weighted more
Contrast effect: When interviewers have impressions of candidates influence their impressions of the others.
Performance Appraisal
Recency: Supervisor will use recent behaviour for evaluation.
Rater errors: 
Leniency: Rating all employees way better than they are in reality
Harshness: Giving all employees a failing rate despite reality
Central Tendency
Similar to me error: Giving more favourable evaluations to those who you consider to be similar to you
Halo/horns
Attributions: How motives are assigned to explain people’s behaviour.
Two classes of attributions 
Situational
Distributional
Cues used to Make attributions
Does the person engage in the behaviour consistently in this situation?
Consensus: Do most people engage in this 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?
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My Personal Values:
- Respect
- Conflict Resolution
- Trust 
One thing I do to in-act the practice:
- If I there is a problem I feel I have with an individual, I attempt to resolve it and avoid conflict using a positive attitude
- Using proper language to approach individuals

What are Values?
- Guiding principles 
- Contains information on what matters to us 
- Values are also represented in organizational missions 

Work Centrality
- The extent to which work is an individual’s central life interest. 
- Work as a sense of identity/Sense of self “They are what they do”

Work Centrality – Managerial Implications 
- Work Centrality is 
Positively related to the avg. # of hours worked
Negatively related to the avg. # of vacation days 
Burnout 
Lack of balance between work and home life.

Values Across Cultures – Hofstede 

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 your job 
- Overall Job Satisfaction e.g. “How satisfied are you with your job?”
- Facets of Satisfaction
Work tasks (work itself) 
Pay. Injustce in pay leads to dissatisfaction
Promotions
Coworkers
Supervisors

Faces Scale (Kunin, 1955)
- Scale of job satisfaction by use of face structure/expression 

Job Descriptive Index 
- Using a Y and N answer key 

What Determines Job Satisfaction?
- what makes people happy or unhappy in job environment 
- Disposition 
Some individuals are predisposed to be more satisfied.
Increased conscientiousness, extraversion
Increase self-esteem. Internal locus of control
Decrease negative affectivity, decreased neuroticism 
Job satisfaction and self esteem tend to feed of each other
- Discrepancy
Will be more satisfied if the job outcomes you receive are = or > than those you expected (matching or exceeding expectation) 
Realistic job preview
Psychological Contract: all the expectations you have about the jobs
- Fairness/Unfairness 
Perceptions of fairness in the workplace 
Aka Organizational Justice 
People like being treated fairly 
Three Types of Justice
Distributive 
Procedural 
Interactional 
Distributive Fairness
How fair are the outcomes of the decision? 
Equity: Outcomes are distributed according to merit
Equality: Everyone gets a fair chance 
Need: Outcome goes to person with most need (Financial Aid) 
Procedural Fairness 
How fair is the process that was used to make the decision?
E.g. Process used to validate Merit 
Procedures are used consistently across time and people
Accurate Information 
Two-way communication 
Appeals are welcome 
Interactional Justice 
Perception of the fairness of the interpersonal treatment 
Interpersonal, informational 


[bookmark: _WNSectionTitle_3][bookmark: _WNTabType_2]Chapter 4: Values and Attitudes	2013-01-09 6:01 PM

Distributive vs. Procedural Fairness 
- When outcomes are favorable:
Procedures matter less
- When outcomes are unfavorable
Procedures matter more

Interactional Fairness
- Perception of the fairness of the interpersonal treatment 
Interpersonal 
Treated with dignity and respect = important for employees
Is communication sincere and polite? Genuine? 
Informational 
Enough information to make sense of the decision

Why Should Managers Care about Job Satisfaction?
- high job satisfaction is related to:
Increased Task performance and OCB (Organizational citizenship behaviour) 
Increased Customer satisfaction
Increased Off the job satisfaction 
Increased Mental health 
Decrease Absenteeism 
Decreased Propensity of turnover

Fairness and Justice: Being able to differentiate them

Organizational Commitment 
- An attitude that reflects the strength of the attachment that an employees feels toward the organization. 
Focuses on attachment
Type of attitude 
- Types:
Affective 
Normative
Continuance

Affective Commitment 
- Employees’ identification with and involvement in the organization 
- Staying because you want to
Freewill, which is not present in others

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

pg 191-201 for chapter six**

Chapter 5
 
Motivation 

What is Motivation
- the extent to which persistent effort is directed toward a goal
- Basic characteristics: 
Effort
Persistence 
Direction (working smart towards a goal, produce outcomes)
Goals

Types of Motivation
- Extrinsic vs. Intrinsic 
Extrinsic- Motivation comes from outside of yourself 
Engage in certain behaviors because you have no choice, will get in ‘trouble’ if you don’t.
Reward or Punishment it will bring
Intrinsic-doing something for the shear pleasure in engaging the task. 
Want your employees to enjoy what they are doing and performing their work past task performance because they enjoy 

Two Broad Classes of Theories/Tools
- What Motivates
Need Theories 
- How to Motivate 
Process theories 

Need Theories
- Maslow’s Hierarchy 
For individual to be motivational, it must be info filled
Can only go on to the next hierarchy when the lower one is met 

- Aldefer’s ERG theory 
Existence, Relatedness, Growth 

- McClelland’s Theory of Needs
Need for Achievement: engage in activities that allow them to experience success, look for task where getting the right outcome is going to be fairly certain, self worth, setting moderately difficult goals for yourself (demonstrate you abilities and potentially develop new skills), always looking at how well they are doing, looking for a lot of performance feedback. 
Need for Power: Engage in activities that have direct influence on others, impact on others, ex. supervisors
Need for Affiliation: Warm and close interactions with others, close interpersonal relation ships, maintaining close and personal relationships ex. Counciling, nursing, more for females then males.
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- Exam is four questions
Chapters 1-4 
Separate components to each question 
Short answer 

Chapter 1
- definitions of orgs
- definition of OB
- definition of job performance 
- what are organizations and what OB is
- key definitions of chapter 


- 3 types of job performance
Task Performance 
Proficiency with which incumbents perform activities that are formally recognized as part of their job
Organizational Citizenship Behaviour:
Voluntary behaviours that help the organization and/or coworkers
Counterproductive Work Behaviours:
Voluntary behaviours that hurt the organization and/or coworkers

Chapter 2
- Personality 
The BIG five factors
Top and lower pull ex. Defining low and high conscientiousness 
- Operant Learning:
Behaviour -> consequences
Use a reinforcement if you want to increase the probabability that a behaviour will reoccur 

Chapter 3
- Biases in Performance Appraisal
recency, errors (leniency, harshness, central tendency), similar-to-me, halo/horns.

Example Question 
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Managerial Principles
- Employees want to be treated fairly
- Employees need goals
- Employees want to see clear relationships between effort. Performance. and Desirable Outcomes. 
- Job Design is a powerful motivator

Employees want to be treated fairly: Equity Theory 
- Perceived equity of the distribution of rewards among employees

Delbert of Equity 

Equity Theory 
My outcomes    vs.   Others Outcomes
               My inputs                Others inputs

Components
Outcomes
Inputs
Comparison other
Inequity:
- Undercompensation 
My outcomes    <   Others Outcomes
   My inputs              Others inputs
- Overcompensation
My outcomes    >   Others Outcomes
          My inputs                Others inputs

Ways to restore equity 
- Modify 
Own I or 0 
Comparison other’s I or 0
- Change the comparison other
- Leave the situation 

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 

Employees need to see clear links between efforts, performance and outcomes: Expectancy (VIE) theory
- people are motivated to perform activities that they can accomplish and that lead to valued outcomes

Expectancy Theory 
- Three core components 
Expectancy:
Belief that effort  performance
Instrumentality:
Belief that performance  outcomes
Valence: 
Degree to which an outcome is valued 

Expectancy Theory: Managerial Implications
- Boost expectancy 
- Boost instrumentality
[bookmark: _WNSectionTitle_6][bookmark: _WNTabType_5]How to Motivate 	2013-01-09 8:20 PM
- Recognize that different people value different outcomes

Motivating through job Design 
- Job Characteristic Model
- Job Enrichment 

Job Characteristic Model 
- Core job characteristics:
Skill Variety
Task identity 
Task significance 
Autonomy
Feedback 

Employee Growth Need Strength 
Core Job Dimensions 
Skill Variety 
Task Significance
Task Significance

Autonomy

Feedback 
Critical Psychological States 
Experienced meaningfulness of Work
Employee Responsibility for outcomes of Work
Knowledge of Actual Results of Work Activities 

Personal & Work Outcomes 
High Internal Work Motivation
High Quality Work Performance 
High Satisfaction with Work
Low Absenteeism and Turnover 

What are Teams/Groups
- Small Number of people
- Work together toward a common goal
- Accountable to one another 

Group Development
- Group are complex social systems
- Their development is an arduous process
- Models of group development:
Stage Model
Punctual Equilibrium Model (see book)

Group Structure and Consequences
- As group size increases:
team member satisfaction decreases
Participation decreases 
Differing viewpoints emerge
Harder to identify with team success

Group Structure and Consequences: Size and Performance 
- Additive tasks
group performance is dependent on the sum of the performance of individual group members 
- Disjunctive tasks
groups performance is dependent on the performance of the best group member 
Obvious once the answer is found
Like cracking the code “Eureka!”
- Conjunctive Tasks
group performance is limited by the performance of the worst group member 

Group Structure and Consequences: Norms
-Norms are…
Shared expectations regarding behaviour within the group
Codes of conduct for the group 
Established in order to provide regularity and predictability 

Group Structure and Consequences: Diversity of Group Membership
- More diverse groups
Have more difficulty becoming cohesive and communicating effectively.
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Notes chapter 7 and 8

Motivation 
Need theories: “What” Motivates 
Maslow hierarchy
Alderfer’s ERG
McClelland’s nach, spow, naff
* Compare and contrast alderfeg vs. maslow

Process theories: “How” to Motivate 
Goal Setting Theory
Equity Theory 
Expectancy Theory 
Job Characteristic Model 

Process Theories: “How” to Motivate
Goal setting theory:
Specific and measurable, Difficult but attainable, Goal commitment, Feedback
Equity Theory
Own O/I vs. Comparison Other’s O/I
Expectancy Theory
Expectancy, Instrumentality, Valence 
Job Charcteristic Model 
Skill variety, task identity, Task significance, Autonomy, Feedback 

Expectancy Theory/VIE
Three Core Components:
Expectancy: Belief that effort  performance 
Instrumentality: Belief that performance  outcome
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Valence: Degree to which an outcome is valued by an individual.

Chapter 9 & 12: Leadership and Power

Leadership: the influence that particular individuals exert on the goal achievement of others in an organizational context

Early Leadership Theories
- Great Man/Woman Theory
•	What traits do effective leaders possess?
o	Intelligence, energy, self-confidence, dominance, motivation to lead, emotional stability, honesty and integrity, need for achievement

Behavioural Approach
•	What do leaders actually do?
o	Initiating structure (directive)
o	Consideration (supportive)

The Situational Approach
•	See the book for Fiedler’s Contingency Theory
•	Path-Goal Theory
- When to use…
•	Supportive Behaviour? 
o	When times are tough/stressful/frustrating, also when work is routine
•	Directive Behaviour?
o	When employees are facing ambiguous work, need specific guidance



Dominant Leadership Theories 
Transactional/Transformational Leadership
Leader-Member Exchange 

Transactional & Transformational Leadership
Transactional Leadership Behaviours 
1. Contingent Reward
2. Management by Exception (MBE)
· Degree to which a leader will take directive action 
· Coach you to become a better performer
· Active or passive management by exception

Transformational Leadership
1. *Charisma/Idealized Influence*
2. Inspirational Motivation
3. Intellectual Stimulation 
4. Individualized Consideration 

Managerial Implications
When to use transactional leadership?
When to use transformational leadership?

Leader-Member Exchange 
High Quality LMX relationship:
High trust and sense of obligation
Stems from repeated exchange of “favors”
Linked to higher employee satisfaction and performance 

Power
The potential or the capacity to influence others
Bases of power:
Legitimate power 
Reward power
Coercive power
Referent Power
Expert power

Outcome of Influence 
(From least to greatest)
Coercive
Reward 
Legitimate
Expert
Referent 

Dark Side of Leadership and Power
Machiavellianism 
The “high Mach’ would use lying, deceit and other immoral acts to achieve personal goals
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The ends justify the means

Personality and Stress
Locus of Control
Negative Affectivity 
Type A Behaviour Pattern 

Common Stressors in Organizational Life
Workload 
Heavy Responsibility
Role ambiguity 
Intra-role Conflict
Work Constraints 
Lack of control
Work Conditions 
Interpersonal conflict
Sexual and psychological harassment

The Stress Process
Strain
Stress Reaction 
Strains can be:
Psychological
Physical
Behavioural

Strains
Psychological
Anger 
Anxiety
Frustration
Depression
Job dissatisfaction
Reduced affective commitment
Difficulty concentrating
Denial of stressor

Physical
Dizziness
Headache 
Pounding hear
Stomach Distress
Difficulty sleeping
Shortness of breath 
Illness and death 

Burnout
Type of strain
Burnout victims typically report:
Emotional exhaustion
Cynicism
Low Self-efficacy

Work-Family Conflict
Form of inter-role conflict
Dimensions
Time-based 
Strain-based
Behaviour-based 

Reducing & Managing Stress
Work planning
Decreased/compressed workweek 
Flextime
Flex place/Telecommuting
Personal days/hours
Job sharing/Part-time work
OTHER PRACTICES 
Employee Assistance Programs (EAP)
Stress Management
Time management 
Rehabilitation 
On-site daycares or daycare subsidies
Gym memberships 
Connections to health specialists 
Others
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Decision Making
Judgment 
Choice

Are Decision-Makers Rational?
Sometimes
Most of the time  Bounded Rationality 
7 steps to Rational Decision-Making 

Step 1:Problem Identification
4 Types of frames:
Perceptual Defense 
Problem defined in terms of Functional Specialty
Problem Defined in terms of Solution
 Problem Diagnosed in terms of Symptoms

Step 2: Information Search 
Too little information 
Too much information 

Steps 3-4: Alternative Development and Evaluation 
Two Strategies:
Maximizing – spend time evaluating all the alternatives
Satisficing – choosing the fisrt thing

Step 5: Alternative Choice
Decision makers are risk averse when options are framed as gains
DM are risk seeking when options are framed as losses 

Step 6: Alternative Implementation

Step 7: Solution Evaluation 
Escalation of Commitment and sunk costs
Hindsight 

Why Use Groups
Decision Quality 
Decision Acceptance and Commitment
Diffusion of Responsibility

Dysfunctional Group DM 
Groupthink
Risky shift vs. Conservative shift

Improving Decision-Making in Orhanization 
Training Discussion Leaders
Stimulating and Managing Controversy
Traditional Brainstorming
Nominal Group Technique 
Delphi Technique 
*being able to recognize these in a situation
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Communication 
The process by which information is exchanged between a sender and receiver 

A Model of Communication Process
Sender - Receiver 
Thinking  encoding  transmitting  Perceiving  Decoding  Understanding 

Superior-Subordinate Relationships: Some Barriers
Conflicting Role Demands
The Mum Effect 
Physical Distance 

Communication Networks 
Communication Networks: Systematic lines of communication among various senders & receivers 
Two Types
Centralized Networks 
Decentralized Networks 

Communication Networks (Centralized)
Chain 
Coming from the top means everyone gets the message
However can be slow
Wheel
All-Channel 
Everyone can talk to everyone 

Organizational Efforts to Increase Communication 
360 Degree Feedback 
Employee Survey 
Suggestion Systems
Hotlines/intranets
Management Training 

Organigram 

Sociogram

Organizational Structure 
How job tasks are formally divided, grouped and coordinated
Two basic dimensions 
Vertical 
Horizontal 

Vertical Division of Labour
Apportioning authority for planning and decision making 
Two important Concepts:
Chain of command
Span of Control

Departmentalization 
The Basis on which jobs are grouped together
Core aspects of the horzonral division of labour 
Types:
Functional 
Product 
Customer
Geography 

Departmentalization by Function 
CEO VP marketing  VP Finance  VP HR

Matrix Departmentalization 
Employees remain members of a functional department while also reporting to a product or project manager.
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Behavioural Approach 
What leaders actually do 

The situational Approach 
Path Goal Theory 
When to use supportive or directive behaviour

Participative Leadership 

Transactional & Transformational Leadership

Managerial Implications 
When to use Transactional or Transformational Leadership

Leader-Member exchange 

Power 
Being able to differentiate between bases of power

Dark Side of Leadership and Power

The Stress Process 
* be able to talk about different stressors 
* be able to differentiate between stressor and strain
* be able to name two or three different types of strains

Common Stressors in Organizational Life
* being able to pick them out in a scenario 

The Stress Process 

Burnout 
* comfortable with each type of burnout 
* what does emotional exhaustion look like
* what does cynicism look like etc.

Work-Family Conflict 

Reducing & Managing Stress 
Work Planning 
* know what each looks like and what the challenges are of each 

*Final is cumulative, yet will have more questions from 9-14
*Watch documentary, 3-4 questions on exam (PBS documentary)
*http://wps.pearsoned.ca/ca_ph_johns_ob_7/67/17349/4441404.cw/index.html
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