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Organizations
Are social inventions (made up of people…not things)
Are constructs designed to help achieve a goal
Are dependent on interaction and coordination among people to accomplish their goal. 

Organizational Behaviour:
The field of study that investigates the impact that individuals, groups, and structure have on behavior within organizations for the purpose of applying such knowledge toward improving an organization’s effectiveness

Evidence based management #1
Positive employee relations are a source of sustainable competitive advantage
There is evidence that supports a correlation between a “great place to work” and firm performance 

Define: “Manager” 
Someone who works with and through other people by coordinating their work activities in order to accomplish goals

“Management” – the process of coordinating work activities so that they are completed efficiently and effectively with and through other people 

3 Layers of Management
Top
Middle
Supervisory 
Non-managerial 

Top – shrank a little
Middle – got destroyed 
Supervisory – grew from the down-flow of middle
Non–managerial – grew significantly 

EBM #2
“managers engage in four basic types of activities that involve people…Which correlate to managerial ‘success’
- Luthans, Hodgetts, Rosenkrantz studied managers and what they do
- research found that they: 
communicate
plan, control, decide
Network (politic & socialize)
Engage in HR Mgmt: Motivate, discipline, staff, train, develop employees

Managers who embody success go above themselves and help network among the company, are selfless in taking into the concerns of others
Uses the tools above to help the organization in a selfless manner

What role does management play in profit maximization? 

Productivity Ratio 

Inputs                                 VS                                 Outputs
Efficient use of resources                               Effective in meeting demand

Goal = Outputs > Inputs

Future Challenge for Managers
To meet the expectation of continuously higher productivity levels while identifying room for efficiencies within environments of decreased budgets, rising costs and global competition.
Challenge: getting buy-in from others 

EBM #3
“managers often find themselves dependent on people over whom they wield no power.”
 - Theme in John Kotter’s research suggests that managers have to work with/through others via informal interaction and concern with people issues in order to achieve their agendas.
Their legit power and authority is not enough!

It’s not enough to say “just do it because I said so” using authority alone doesn’t work. You have to understand what you can have power and authority over you are able to manage it better. 

EBM #4
“managers think differently. They have intuition. It is not random nor irrational”
- Simon & Isenberg research found managers use intuition based on systematic education & experience to:
Sense that a problem exists
Quickly responds
Synthesize isolated data
Double check analysis for accuracy 

Trends in OB
Aging workforce = gaps in knowledge?
Increase in diversity
Managing Talent
Being Socially Responsible As An Org. 
Poor Employee-Org. Relationships 

Study Suggests
“Trust in senior management is decreasing and the level of negative employee attitudes is increasing.”
- Towers Perrin survey: 1/3rd of employees are profoundly unhappy 
Only 17% of Canadian workers are highly engaged in their jobs 

EDM #5
Absenteeism in Canadian organzations is on the rise
 - statistics Canada – since mid 1990s absenteeism is increasing across all age groups and sectors 
- resulting in major loss of productivity
consistent with our earlier discussion about profit maximization????

Organization Structure

How OS have changed?
Traditional:
Stable & tall
Inflexible
Work defined by job position/specific tasks 
Work flowed to specific individual
Process orientation of work created command-oriented management
Reliance on policies & rules 
Hierarchical relationships result 
Contemporary:
Short and wide
Cross functional, team based, outsource based structure
Flexible
Dynamic
Innovative

How are people in the workforce changing?

Over last 50+ years: 
Loyal
Motivated by long-term employement
Striving for fair working conditions and treatement 
Motivated by reciprocation from employer
Tolerant of formal office uniforms or dress codes 
Tolerant of office cubicles & workspaces 

New Workforce:
Much more diversified (sex, race, etc)
High expectations (money, opportunities, lifestyle, engagement) 
Expectation to self manage 
Empowered persons 


Purpose of organization changing?

Historically:
1. to provide a main office/store location from where product/service can be purchased (Bricks & Mortar) 
2. To operate 9-5 Mon-Fri and on weekends if necessary/possible
3. Sole provider of finished product –including all aftermarket services
4. Service domestic market
5. Sole creator & manufacturer of product 
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Early Prescriptions Concerning Management 
Attempts to prescribe the “correct” way to manage an organization and achieve its goals: Classical view and bureaucracy, Human relations View

Classical view – high degree of specialization of labour and coordination and centralized decision making
Scientific management is Frederick’s Taylor’s system for using research to determine the optimum degree of specialization and standardization
Bureaucracy is Max Weber’s ideal type of organization that includes: 
Strict chain of command
Selection and promotion criteria based on technical competence
Detailed rules, regulations, and procedures
High specialization
Centralization of power at the top of the organization 

As a result of a lack of change (few stimulants) they begin to lack stimulation within the body.
When people get bored accidents/increase increase because they are distracted/not paying attention

The Human Relations Movement 

Concerned with the impact of fatigues, rest pauses, and lighting on employee productivity
The studies illustrated how psychological and social processes affect productivity and work adjustment
Suggested there could be dysfunctional aspects to how work was organized 
The human relations movement began with the famous Hawthorne studies of the 1920s and 1930s conducted at the Hawthorne plant of Western Electric 
Hawthorne affect found that simply paying attention to people increased productivity and overall workplace moral 

The human relations movement called attention to certain dysfunctional aspects of classical management and bureaucracy 
Employee alienation
Limits innovation and adaptation 
Resistance to change
Minimum acceptable level of performance 
Employees lose sight of overall goals of the organization 
Advocated more people-oriented and participative styles of management that catered more to the social and psychological needs of employees 
The movement called for the adoption of more flexible systems of management and the design of more interesting jobs

The Contemporary Management – The Contingency Approach

the general answer to many of the problems in organizations is: “it depends”
dependencies are called contingencies
the contingency approach to management recognizes that there is no one best way to manage
an appropriate management style depends on the demands of situation 

Hypothesis Statement

“smoking causes cancer”

Independent Variable - smoking

Dependent Variable – cancer

“Increased pay facilitates greater job satisfaction” 

Pay – Independent        job satisfaction – Dependent 

Moderating Variable (effects the variables)

What is the moderating variable that could affect this relationship (hint: think in terms of how much one causes the other?)
Amount of tar inhaled
Lifestyle choice: smoking 1 pack/day 
The size of the pay increase 
Frequency of the pay increase 

Mediating Variable (explains why)
The cell structure that breaks down from tars inhaled that plays a role in getting cancer?
Inhaling second hand smoke 
Motivation is increased with more $
Self worth is strengthened with more $ 

3 Research Techniques

1) Direct Observation 
2) Causation/Correlation
3) Experimentation 

Experimentation – Specific, Precise, Rigorous
Correlation – In the middle of all results 
Observation – Rich, Broad Based, Loosely Controlled 

If you cannot generalize results and replicate them then there is no external validity – external validity

Random sampling allow for external validity because all results have an equal probability of being chosen   


Personality & Learning 

Patterns of behavior that determines how an individual reacts and interacts with others 
Heredity 
Environment 
Situation
Mass Media (MAJOR influence) 

Some people never really think on their own, they utilize other peoples actions and take it as their own 
You have to observe the popular response to situations in order to asses the possible outcome of what might occur 

EBM Claim #1
The “big five” personality dimensions can be strong predictors of behavior 
1. Linked to OB: each dimension leads to/helps predict better job performance 
2. Relate to other work behaviours 
3. Related to work motivation & job satisfaction
4. Related to job search and career success 

EBM #2  Locus of Control 
(Thornton) research showed that people who are high on internal control are more satisfied with their jobs, ear more money, and achieve higher org positions because they engage in careful career planning 
(Anderson) research found people with high internal locus of control seem to perceive less stress, to cope with stress better 
Some employers look for people who have a strong external locus of control as there are easier to manipulate or boss (manage)

EMB #3  Self Esteem 
Brockner research studies on behavioural plasticity theory as it relates to self esteem found: 
Employees with low self esteem tend to react badly to negative feedback – it lowers their subsequent performance
Employees with low self-esteem tend to be more susceptible to external and social influences they are more pliable 

Attributes help us predict the kind of behavior people will exhibit at the workplace 
Do these attributes sound like you?
Believe you can change things in your environment
Engage in lots of extra-curricular and service-oriented activities 
Strive for major personal accomplishments

Learning Theory 
How do individual employees learn to behave a certain way?
Learn behavior (learning through practice and experience)

Practical Skills  (Knowledge, Technical Skills, Day to day skills)
Interpersonal skills (communication, team oriented, conflict resolution)
Intrapersonal skills (problem solving, self reliance, risk takers)
Cultural Awareness (Operations, priorities, expectations, goals) 

Pavlov – Classical conditioning 
1904 reussian physiologist 
subjects – dogs (would salivate whenever (white lab coat) assistan entered room
Show food – salivary response 
Anticipate food – salivary response 

Skinner – operant
1930’s US psychologist
Rat in cage learns to “operate” on environment 
Lever is pushed – rat gets food
Can be used to incr probability of desired behavior 

Managers Can make errors using reinforcement
Do reward ($ pay) = Reinforcement 
Neglecting Work-ethic differences, philosophical diversity or job styles
Neglecting other sources of reinforcement 
Positive performance feedback 
Positive social recognition 

Reinforcement Strategies 

Strategy – frequency of reinforcement *continuous, Short & Immediate 

HOT STOVE METHOD  - Fast Acquisition (Safety, Legal, Security Issues) 

Delay of reinforcement – Partial & Long

FACT OF LIFE LEARNING – Persistence (Learning Mature, Independent & Empowering Behaviour) 

Reducing Undesirable Behaviour 

Skinner’s daughter Deborah 
Extinction & Punishment 

In punishment (with behavior you don’t approve of) you follow it up with a stimulant that punishes the behavior (no alternative positive behavior)
A reinforcer is something that allows the subject to operate their environment (allowing them to act accordingly and enable positive behavior) 
Extinction – you do not reinforce behavior you just ignore the behavior (limits rewarding negative behavior) (kid cries for gumball, parent gives child gumball in order to quiet the child) 

Social Cognitive Theory 

EBM #4 
According to Bandura’s research, it’s not just the environment that is influencing behavior – people have the cognitive capacity to regulate and control their own thoughts, feelings, motivation and actions (through observation learning, self-efficacy & self regulation) 

How do people’s experiences, environments, and behaviours affect how they learn?

Self Monitoring (as an actor picks up cues) = Self-regulation (learning about self & self-reinforcement to achieve desired behavior)

Organizational Learning Processes 
1. OB Modification ( a type of operant learning)
2. Employee Recognition Programs 
3. Training Programs 
4. Career Development 


CHAPTER 3 

The Changing Workplace 

Valuing Diversity (pg 84-101) 

Gender Diversity
Racial & Ethnic Diversity 
Religious accommodation must be accommodated if they can do so! 
Age Diversity – No more mandatory retirement (7 out of 10 not hiring older employees) 
Disability Diversity 

EBM #1  Social Identity Theory 

1. 	We categorize ourselves & others so as to better understand (being 	bias and selective, can be bias or discriminating) 

2. 	We form perceptions based on social membership 

3. 	people tend to perceive members of their own social categories in 	more positive and favourable ways than those who are different and 	belong to other categories 

“We create our own reality because of what we choose to see”
Cognitive Bias within our behavior 

EBM #2  Bruners Model of Perceptual Process

1. Perception is selective & efficient (shortcuts can create potential for gaps)
2. People seek perceptual constancy of target (1st impressions stick)
3. People seek perceptual consistency of others (even to the point of distortion…as long as it fits)

Stereotyping is a short-cut method of perceiving we can process information quickly and efficiently but not necessarily correctly 

Stereotyping can lead to devaluating diversity in the workplace as it leads to misperception and an error in judgment 


CHAPTER 4   Work Behaviour – Job Satisfaction 
Values and Attitudes In the Workplace

What determines Job Satisfaction

Discrepancy 
Fairness
Disposition 
Mood
Emotions
Other Contributors (opportunities, etc)

1. Discrepancy (expectations) – cognitive dissonance (expectations vs 							what 	actually occurs) 
2. Faireness: 
Distribution (justice) – equal treatment?
Precedural – was the process fair
Interational – communication + inclusion

3. Disposition – your level of satisfaction based on your attitude/mindset 

4. Moods/Emotions – personal feelings

5. Other – challenging work, Pay $, opportunity for career 


EBM #1 There are Consequences of Job Satisfaction 

Absenteeism – will go up if not satisfied
Turnover – will go up if not satisfied 
Performance – will go down if not satisfied 
Org. Citizen Behaviour – will go down if not satisfied 
Customer Satisfaction & Profit – will go down if not satisfied 
Engagement – will go down if not satisfied 
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KNOW PAGE 219 CHART!  EXHIBIT 7.1

Teams don’t work in all circumstances
They can work better depending on the type of job and the task at hand

Group – 2 or more individuals interacting for a purpose but not a common goal

Team – a group whose collective effort is greater than individual input working towards a common goal (a ‘selfless’ mindset)
Selflessness happens at a high performing team level (extra energy/collective energy)

Formal Groups – groups that organizations establish to facilitate the achievement of organizational goals. They are intentionally designed to channel individual effort in an appropriate direction

Informal groups – are groups that emerge naturally in response to the common interests of organizational members. 

Groups do not develop in a universal sequence (depending on circumstances)
The Time of when groups form & change (the way they work) is Consistent 

FORMING
STORMING
NORMING
PERFORMING
ADJOURNING

EBM #1 – Gersick’s Punctuated Equilibrium 

Not all groups develop in the same sequence
Groups with deadlines are affected by their first meetings and crucial midpoint transitions
They may exhibit some of the stages noted earlier with a new cycle of storming following midpoint 

5 DYSFUNCTIONS OF TEAMS

There are dysfunctions that prevent groups from becoming high performance teams
Absence of trust/Lack of trust
Fear of Conflict – engaging in conflict/addressing it 
Lack of commitment – (No buy in)
Unwilling to hold each other accountable – because they are committed 
Inattention to Results (focus shifts towards individual concerns)

Advantages to Groups
1. Performance can increase
2. Job satisfaction can increase
3. Communication can be better
4. Perception Improves Collectively (Gestalt Theory) 

EBM #2 Zimbardo – Social Influence Over Individual Behaviour

Behaviour during certain situations can become ‘distorted’ causing gaps in what is ‘normal’ for individual
Reality can shift as external influences push hard against individual values 

External Influencers to employees at work?

Office design
Policies
Uniforms
Informal inclusion
Furniture
Job titles

Group Norms
Provide an acceptable standard of behavior – shared by all members or team:
Performance
Reward
Appearance
Social Arrangement
Allocation of Resources

These create a pressure/culture to conform

EBM #3 – Sherif (Conformity Researcher)

When external surroundings lack stable reference points, individual who is caught in situation will feel uncertain
Groups of individuals feeling uncertain mutually contribute to each other a mode of orderliness 
The group establishes their own orderly pattern 

The pattern that they create may not be a positive one. (may be distorted, negative, harsh, rash, etc) 

Team Roles (Positions) Vary

Task Oriented Role: “Ok lets get started”
Maintenance Role – “Ammad, can you explain more? I think what you said makes sense”
Social Loafing Role: “Hey, I heard a funny joke…” 

BE COMFORTABLE WITH EXHIBIT 7.4 and ROLES

EMB #4 – Hackman – Designing Effective Work

Work groups are effective when:
It’s physical or intellectual output is acceptable to management (consisten with org. philosophy & culture)
Group members’ needs are satisfied by being part of group
The group experience enables members to continue to work together – it sustains itself. Perpetuating team mindset. 

Important to select organizational members that value team activity
Recruit, select, training

REMEMBER: a group is part of the large system and therefore the organization’s strategy, authority structure, selection procedures and reward system affect the climate for the group to operate within 



CHAPTER 8 – CULTURE

Culture is the DNA/soul of an organization 

Culture is patterns of shared behavior, beliefs, actions

The founding father/mother of the company or organization is the person who creates the culture. It’s their values, their culture

Conformity: defines as adjusting one’s behavior or thinking to match those of other people or a group standard. There are various reasons people conform, including the desire/need to fir in or be accepted by others and maintaining order in ones life. 

Types of Conformity 
Compliance
Identification
Internalization 

Socialization: the process by which people learn norms

Methods: realistic job previews, Orientation Programs, Tactics, Mentoring, Proactive Self-Means

EBM #1 

Realistic job previews are effective in reducing inflated expectations and turnover and improving job performance (lowers cognitive dissonance)
Why?
Reduced expectations lead to greater job satisfaction when they get the job
People ‘self-select’ themselves out of the application process because they can see that they don’t “fit” the job and/or the organization 

Divestiture Tactics – strip away individuality
Creates a reliance on the employer and make depend on the employer 

EBM #2 – institutionalized vs Individualized Socialization
Research supports the prediction that socialization has an effect on newcomers’ roles, attitudes and behavior. 
Institutional tactics can lower role ambiguity and conflict and creates more positive perceptions 
Individual tactics can result in more innovative role orientation 

EBM # 3 – mentorship programs build relationships
Subjective career outcomes: mentored individuals believe they will advance in their career as they get to know others – no real evidence but a belief 
Objective career outcomes: mentoring can elevate these outcomes (higher compensation, more promotions, greater job satisfaction, greater career commitment).
Psychosocial & career Function: both generate positive attitudes toward one’s job and career 
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The founding leader/father/mother is the person who creates the culture embodied by the company
It is their vision, values and philosophies that creates the foundation of the organization

Even when the leader is dead and gone a strong culture establishes fundamental norms and expectations that control the social realities

Leader										Culture
Guy LaLiberte (founder)					Cirque du Solleil

Quebec City 1984
Private ownership

Vision – Travelling the world with his troupe of entertainers

Philosophy – take the adventure and further step beyond its dreams and above all else believe that our people are the engine of our enterprise. To give back to our communities 

Employees – 3000 employees worldwide, 25 languages representing 50 countries 

Values – Diversity, Innovation, Creativity, Risk Taking 

IMPORTANT DATES

1984 – Company Starts

1997 – LaLiberte receives National Order of Quebec 

2004 – Time Magazines 100 most influencial people in the world

2004 – Awarded the order of Canada

2006 – Ernst + Young award LaLiberte “entrepreneur of the year”

2007 – LaLiberte Finishes 4th in world Poker Tour (Season Five)
Donated his $700,000 winnings to “One Drop” – cleans up water pollution

2008 – Spends 6 months of space training 

2009 – 1st Canadian space tourist LaLiberte spent 10 days on International Space Station taking photos 

2010 – LaLiberte gets star in Hollywood walk of fame

2012 – Promotes his book “Gaia” with all proceeds to “one drop”

Purpose: to raise awareness about water issues facing human kind

Proceeds: to fight poverty by providing clean water to people around the world

2012 – world series of poker tournament – raises $5 million for “one drop”

2012 – BCE + Cirque form a new content delivery company in Quebec 


Managers are not the same as leaders
Managers bring about order and consistency by drawing up formal plans, designing rigid organizational structures and monitoring results against the plans

Leaders 
Establish direction by developing a vision of the future, then they align people by communicating this vision and inspiring them to overcome hurdles

Leading with a Vision
“the practice of shared vision involves the skills of unearthing shared ‘pictures of the future’ that foster genuine commitment and enrollment rather than compliance”

Managers love compliance, leaders inspire people so that they want to come to work/the organization

4 Types of “Mental Models” (Vision)

1. Organization – a system & how its part interrelate 

2. Future – how will it look overall?

3. Personal – leaders aspirations for the organization

4. Strategic – connecting reality of present to tomorrow’s possibilities in a unique way 

Transaction Leaders
“those leaders who guide or motivate their followers in the direction of established goals by clarifying role and task requirements” 

Transformational Leadership 
“leaders who provide individualized consideration and intellectual stimulation, and who possess charisma”

Dr. David Suzuki – Environmentalist 
Steven Jobs – Apple Computers
Oprah Winfrey – Journalist/Social Activist 

So How do you become a transformation leader?
1. Become aware of your own behavior
2. Set Goals
3. Performance appraisals that measure and reward such behaviours
4. Find a culture that encourages creative ideas

The influence that particular individuals exert on the goals achievement of others in an organizational context

Authentic Leadership 
Being true to oneself 
This person knows and acts upon their true values, beliefs + strengths…help others do the same


Objective: 

Develop formalized employee communications program
Build stronger relationships w/ current + prospective faculty + staff
Demonstrate progressive H.R. practices 

In 1999 National Survey 

7.8 weeks a year are wasted due to poor communication!!!!

The communication Process		(pg. 326)
Sender (source encodes)
Message (data/information)
Channel (media)
Noise (distorts message)
Receiver (decodes message)
Feedback (confirms understanding) 

Distortions of the Process

Filtering vs. Mum Effect (Enron had both)

Selective perception (which is more active: hearing or listening?)

Defensiveness

Language (too technical or slang)

Others?

What is the importance of providing feedback?
See page 349 – multisource feedback
Peter Senge – the fifth discipline & jack welch (ex CEO of G.E.) all insist on feedback

Current Communication Issues
Props/Artifacts/Uniforms – pg 335
Non-verbal – does body language really make a difference? – pg334
Para-verbal – does tone of voice and word emphasis really make a difference?
Cross Cultural (cultural context – pg 342 exhibit 10.5)
Gender 
Electronic devices (what we know) 


Chapter 3 – Consider the role of perception in the communication process
Chapter 4 – consider how values vary from generational differences, gender and cultural differences
Chapter 7 – consider the role of communication during the stages of group development 
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Chapter 7 Notes

Group – consists of two or more people interacting interdependently to achieve a common goal

Interdependence simply means that group members rely to some degree on each other to accomplish goals 

Formal work groups – groups that organizations establish to facilitate the achievement of organizational goals

Informal groups – groups that emerge naturally in response to the common interests of organizational members

Forming – orient themselves by “testing the waters”. Questioning the situation and the group members 

Storming – conflict emerges. Confrontation and criticism occur as members decide if they will go along with the way the group is developing. Sorting roles and responsibilities happens here.

Norming – members resolve issues in storming and develop social consensus. Interdependence is recognized, norms agreed to and the group becomes more cohesive

Performing – social structure sorted, the group devotes its energies toward task accomplishment 

Adjourning – some ceremonies or parties may be held to affirm previous success as a group. Emotional support for each other

Punctuated Equilibrium – a model of group development that describes how groups with deadlines are affected by their first meetings and crucial midpoint transitions up unto the deadline 

Phase 1 – first meeting – midpoint. First meeting sets the agenda for what will happen in the remainder of the phase. Assumptions, approaches and precedents that members develop in the first meeting end up dominating the first half of the groups life. Makes very little visible progress towards the goal

Midpoint Transition – marks change in group’s approach. Need to move forwards becomes apparent may seek outside advice. It crystallizes the group’s activities for Phase 2 just like first meeting did for phase 1 

Phase 2 – decisions and approaches adopted at midpoint get played out. Concludes with final meeting that reveals burst of activity and concern for outside evaluation 

How to manage product development teams
Prepare carefully for first meeting. Stress motivation and excitement about the project
As long as people are working, do not look for radical progress during phase 1 
Manage midpoint transition, evaluate strengths and weaknesses of ideas. Clarify any questions about your work, recognize fundamental change in approach occur here. 

Group structure – way a group is put together. Characteristics of stable social organization 

(Satisfaction) Bigger groups isn’t always better – more conflict/viewpoints. Time available for verbal participating is small. Less self identification (towards group accomplishments)

 (performance) 

Additive tasks – tasks in which group performance is dependent on adding the performance of individual group members together
Bigger group = potential bigger performance

Disjunctive tasks – depends on performance of best members 

Process Losses – performance difficulties stemming from problems of motivation and coordinating a team effort

Actual performance = potential performance – process losses

Conjunctive tasks – those which performance of group is limited by poorest performer

Norms – collective expectations of members of social units regarding the behavior of each other 
(codes of conduct) – what to do, what not to do 

Norms develop to regulate behaviours important to their supporters 

Reward allocation norms – 
Equity – reward according to inputs (effort, performance, seniority)
Equality – reward everyone equally
Reciprocity – reward people the way they reward you
Social Responsibility – reward those who truly need the reward 

Roles – position in a group that have a set of expected behaviors 

Assigned roles – formally prescribed by organizations to divide labour and responsibility

Emergent roles – naturally occurring roles to meet social-emotional needs of group members (class clown, old pro, gossiper)

Role Sender – role expectations – sent role – focal person (receives role) – engages in role behavior 

Organizational factors – inherently ambiguous because of their function in the organization

Role sender – may have unclear expectations of foal person. May be ineffectively sent to focal person 

The focal Person – may not fully digest/understand role. 

Intrasender role conflict – single role sender provides incompatible role expectations to role occupant. “take it east, don’t work so hard” while requesting immediate attention to new work

Intersender role conflict – two or more role senders provide a role occupant with different expectations 

Interrole conflict – conflict between several roles (different expectations)

Person-role conflict – role demands call for behavior incompatible with personality or skills 

Formal status system – represents management’s attempt to publicly identify those people who have higher status than others. (titles, pay packages, work schedules, offices) 

Informal Status Systems – one can detect them through intuition and observance. Job performance is a basis for one. “power hitters”, “cool heads” 

Group Cohesiveness – cohesive groups are those that are especially attractive to their members. 
Members will describe the group in favourable terms

Threat and Competition - Threat to the survival of the group increases cohesiveness in a wide variety of situations
Feel a need to improve communication so that they can better cope with situation at hand

Success – become more cohesive with accomplishing important goal
Cohesiveness will decrease after failure

More participation in group activities – members like working with each other and enjoy themselves, less turn over. More participation means more communication and helping each other. 

More Conformity – more coordinated cohesive groups supply information, rewards and punishment more easily. Inducing conformity is easier in cohesive groups. 

More success – successful goal accomplishment leads to more group cohesiveness and vise versa. 

Social Loafing – the tendency that people have to withhold physical or intellectual effort when they are performing group tasks
Motivation problem 

Free rider effect – people lower their effort to get a free ride at expense of other members

Sucker effect – people lower their effort because of the feeling that others are free riding.

Counteracting Social Loafing

Make individual performance more visible – keep group size small. Individual contributions are less likely to be hidden. Posting performance levels can facilitate visibility 

Make sure that the work is interesting – intrinsic motivation should counteract social loafing

Increase feelings of indispensability – make group members feel valued/needed for group success

Increase performance feedback – should encourage self correction 

Likely to monitor and maximize their own performance when group receives rewards for effectiveness 

Collective efficacy – shared beliefs that a team can successfully perform a given task
Self efficacy does not necessarily translate into collective efficacy 

Work group is effective when
1. physical or intellectual output is acceptable to organization that uses its outputs
2. group members needs are satisfied rather than frustrated 
3. the group experience enables members to continue to work together

group effectiveness occurs when high effort is directed towards the groups tasks and when appropriate strategies are used 

Self managed work teams 
Should have complex and challenging assignments
This requires interdependence among the team
Group members adopt roles that make the group effective

Composition of Self-Managed Teams

Stability. SMT require considerable interaction and high cohesiveness. Requires understanding and trust and stability within group members (don’t change the group members)

Size – should be as small as is feasible. Keep coordination problems and social loafing to a minimum. 

Expertise – high level of expertise so no need for management/supervision. Group as a whole should be good as a team. 

Diversity – teams should have members who are similar enough to work together and diverse enough to bring a variety of skills to the group

Supporting SMT –

Training – members will require extensive training. Some common areas of training include
Technical training – math, computer use, etc. Cross-training in the specialties of other teammates is common
Social Skills – assertiveness, problem solving, routine dispute resolution
Language Skills – important for ethnically diverse teams. Good communication is critical for SMT
Business training – basic elements of finance, accounting and production so that employees can better grasp how their team’s work fits into the larger picture 

Rewards – try to tie rewards to team accomplishment
Gain sharing, profit sharing and skill-based pay are good team environment rewards. Peer evaluation/appraisals are also used

Management – not good for management to see it as a threat. Mediators (management) can mediate by dealing with relations between teams and union concerns. Encourage observing evaluating and reinforcing their own task behavior. 

Cross functional teams – brings people with different functional specialties together to better invent, design, or deliver a product or service. 
May be self managed and permanent if it is going a recurrent task that is not too complex.
Require formal leadership if it is too complex 
Good for product development 

Principles of Effectiveness – effectiveness of cross functional teams 

Composition – all specialties are necessary and effective teams are sure not to overlook anyone. 

Superordinate goals – attractive outcomes that can only be achieved by collaboration. Override detailed functional objective that might be in conflict

Physical proximity – have to be located close to each other to facilitate informal contact

Autonomy – autonomy from the larger organization, and functional specialists need authority to commit their function to project decisions

Rules and procedures – basic decision procedures must be laid down to prevent anarchy

Leadership – team leaders need especially strong people skills in addition to task expertise

Shared mental models – team member share identical information about how they should interact and what their task is

Advantages of virtual teams

Around the clock work – can create a 24 hour team that never sleeps. Continuous workflow 
Reduced travel time and costs – no need for face to face meetings. Traveling eliminated through virtual means 
Larger Talent Pool – expand their potential labour markets and to go after the best people everywhere, added flexibility of working hours etc

Challenges of Virtual Teams

Trust – trust is difficult to develop. People may have never met. 
Miscommunication – loss of face-to-face communication presents certain risks. Humans use many non-verbal cues to communicate meaning and feeling in a message 
Isolation – people have needs for companionship (communication, involvement) 
High costs – saving on travel means spending more on high tech equipment, maintenance  etc 
Management issues – dealing with subordinates who are no longer in view. Hard to address performance, fairness, etc


Chapter 8 

Information dependence – gives other the opportunity to influence our thoughts, feelings, and actions via the signals they send to us

Dependent on effects of their behavior as determined by the rewards and punishments of others

Effect dependence – reliance on others due to their capacity to provide rewards or punishment 

Tendency to conform to the social norms that have been established 

Compliance – member wishes to acquire rewards from the group and avoid punishment. Primarily effect dependence. Adjusts behavior to the norm, he or she does not necessarily subscribe to the beliefs, values, and attitudes that underlie the norm. 

Identification – find other supports of the norm attractive/how they want to be. Sees themselves similar to these supporters. Information dependence is especially important.
Imitation process (members serve as models of behavior for others)

Internalization – some conformity occurs as the individual accepts the beliefs, values and attitudes of the norm. It is seen as right not because of rewards/punishment

A compliant individual is necessarily doing something that is contrary to the way he or she thinks or feels 

Simple compliance can lead to identification and involvement with the norms and roles 
Process this occurs in is called organizational socialization 

Socialization – is the process by which people learn the attitudes, knowledge, and behaviours that are necessary to function in a group or organization 

Primary way organizations communicate the organizational culture and values to new members 
Provide new hires with info and knowledge about their role to avoid problems of role conflict and role ambiguity 

Person-job fit – the match between en employees knowledge skills and abilities and the requirements of a job

Person-organization fit – the match between an employees personal values and the values of an organization

Organizational identification – the extent to which an individual defines him or herself in terms of the organization and what it is perceived to represent 

Stages of socialization 

Anticipatory Socialization – before person becomes a member of an organization. Formal process of skill and attitude acquisition (university) or informal (summer jobs or tv) 

Encounter – encounters day-to-day reality of this life/culture. Formal orientation, rotation through various parts of the organization. Informal aspects (getting to know and understand style, personality, and co-workers). Gradual acquisition of appropriate role behavior. 

Role Management – fine tuning and actively managing his or her role in the organization. Some conformity to group norms, in a position to modify the role to better serve the organization. 

Unrealistic expectations – people entering organizations hold many expectations that are inaccurate and often unrealistically high. 

Psychological contract – refers to beliefs held by employees regarding the reciprocal obligations and promises between them and their organization

Breach of this contract is a common occurrence
Occurs when an employee perceives his organization has failed to fulfill one or more of its promises or obligations in the contract

Methods of Organizational Socialization

Some organizations rely on other organizations to socialize their members. (med schools, universities, etc) 
Anticipatory socialization exists

Organizations that set up their own socialization are interested in continuity and stability of job behaviours

Can also utilize formal socialization training and orientation to offset relying too heavily on outsider socialization (aid anticipatory socialization)

Turnover – likely among newer employees who are unable to survive the discrepancy between expectations and reality (failure of socialization)

Realistic job previews – provide a balances, realistic picture of the positive and negative aspects of the job to applicants 

“corrective action” to expectations at the anticipatory level

Self-selection – removing yourself from the application process as you don’t deem yourself fit 

Employee orientation programs – designed to introduce new employees to their job, the people they will be working with, and the organization. 
Health and safety issues, terms and conditions of employment, and information about the organization
Forming the psychological contract and to teach newcomers how to cope with stressful work situations

Socialization Tactics

Collective v Individual – many new members are socialized as a group, going through the same experiences and facing the same challenges. Individual tactic consists of socialization experiences that are tailor-made for each new member

Formal versus Informal Tactics – formal involve segregating newcomers from regular organizational members and providing them with formal learning experiences during the period of socialization. Informal no distinguishing between the two, informal on the job training. 

Sequential v Random Tactics – whether there is a clear sequence of steps or stages during the socialization process. Sequential (steps to role), random (ambiguous or changing sequence) 

Fixed v Variable – fixed (time table for the newcomer’s assumption of role). Variable (no time frame to indicate the end of socialization process)

Serial v Disjunctive – serial tactic refers to socialization by experienced members of the organization. Disjunctive refers to socialization where role models and experienced members do not groom new members

Investiture v Divestiture – divestiture (what is known as debasement or hazing). Organizations put new members through experiences that humble them and strip away some of their initial self-confidence. Investiture affirms the incoming identity and attributes of new hires

Institutionalized v Individualized – Institutionalized is formalized and structured program of socialization that reduces uncertainty and encourages accepting organizational norms. Individualized has no structure, creates ambiguity and newcomers develop their own approach to their role

Mentoring

Career functions of mentoring:
Sponsorship – mentor might nominate the apprentice for advantageous transfers and promotions
Exposure and Visibility – the mentor might provide opportunities to work with key people and see other parts of the organization
Coaching and Feedback – work strategies and identify strengths and weaknesses in the apprentice’s performance 
Developmental Assignments – the mentor can provide challenging work assignments to develop key skills and knowledge that are crucial to career progress 

Psychosocial Functions of Mentoring:
Role Modeling – provides a set of attitudes, values, and behaviours for the junior person
Provide acceptance and confirmation – encouragement and support and helps the apprentice gain self-confidence 

Proactive socialization – refers to the process in which newcomers play an active role in their socialization through the use of a number of proactive behaviours. 
Feedback about performance, work tasks and roles and info about group or organization

Organizational Culture

Organizational culture – consists of the shared beliefs, values, and assumptions that exist in an organization
These determine the norms that develop and the patterns of behavior that emerge from these norms 

Subcultures – smaller cultures that develop within larger organizations that are based on differences in training, occupations, or departmental goals

Strong culture – an organizational culture with intense and pervasive beliefs, values, and assumptions

Assets of strong Cultures

Coordination – different parts of the organization can learn from each other and coordinate their efforts. Communication and socialization is crucial

Conflict Resolution – sharing core values can be a powerful mechanism that helps to ultimately resolve conflicts. 

Financial Success – strong cultures contribute to financial success. When the culture supports the mission, strategy and goals of the organization the organization becomes effective

Liability of Strong Culture 

Resistance to change – external pressures may affect the strategy or goals of an organization and the culture may have to change (hard with strong culture) damage innovation?

Culture Clash – merger may lead to cultures not being cohesive. 

Pathology – cultures can threaten organizational effectiveness simply because the cultures are in some sense pathological. If beliefs values and assumptions are based on bad things, bad things can happen

Contributors to Culture 

Founders Role – many cultures reflect values of an organization’s founder. Stories of the founder’s imprint is often kept alive to reinforce the firm’s core values

Top management strongly shapes the organization’s culture. The culture will usually begin to emulate what top management “pays attention to” 

Socialization – nature of the socialization process is a key to the culture that emerges in an organization
Socialization is one of the primary means by which individuals can learn the culture’s beliefs, values and assumptions

Pascale Scale of Socialization Process

1. Selecting employees – carefully selected to obtain those who will be able to adapt to existing culture and realistic job previews are provided to allow candidates to deselect themselves

2. Debasement and Hazing – provoke humility in new hires so that they are open to the norms of the organization

3. Training “in the trenches” – employees begin to master one of the core areas of the organization through hands on experience. 

4. Reward and Promotion – carefully used to reinforce those employees who perform well in areas that support the goals of the organization

5. Exposure to Core Culture – the culture’s core beliefs, values, and assumptions, are asserted to provide guidance for member behavior 

6. Organizational Folklore – members are exposed to folklore about the organization, stories that reinforce the nature of the culture

7. Role Models – Identifying people as “fast trackers” provides role models consistent with the culture. 



CHAPTER 9 

Leadership – occurs when particular individuals exert influence on the goal achievement of others in an organizational context

Achieve organizational goals, enhance productivity, innovation, satisfaction and commitment of the workforce

Leadership – strong effect on organization’s strategy, success and survival

Strategic Leadership – refers to a leader’s ability to anticipate, envision, maintain flexibility, think strategically and work with others to initiate changes that will create a viable future for the organization

Traits – are personal characteristics of the individual including physical characteristics, intellectual ability, and personality. 

Traits alone are not sufficient for successful leadership. Traits are only a precondition for certain actions 

Trait approach (what leaders BRING to a group setting)

Behaviour of Leaders

Consideration – the extent to which a leader is approachable and shows personal concern and respect for employees. 
Seen as friendly and egalitarian, expresses appreciation and support 

Initiating Structure – degree to which a leader concentrates on a group goals attainment. 
Defines and organizes his or her role and the roles of followers, stresses standard procedures and schedules 

Contribute positively to employee motivation, job satisfaction and leader effectiveness 

Leader reward behavior – provides employees with compliments, tangible benefits, and deserved special treatment

Leader punishment behavior – involves the use of reprimands or unfavourable task assignments. 

Fielder’s Contingency Theory – associations between leadership orientation and group effectiveness is contingent on (depends on) the extent to which the situation is exerting influence 

Least Preferred Co-Worker (LPC) – a current or past co-worker with whom a leader has had a difficult time accomplishing a task

Favourable description (high LPC) – relationship oriented
High interpersonal relations

Unfavourable description (low LPC) – task oriented
Task accomplishment oriented 

Leader-member relations – relationship between the leader and the group member (if good, good position to exert influence) 

Task structure – task is highly structured the leader should be able to exert influence on the group. (clear goals, procedures and performance measures) hold employees responsible

Position Power – formal authority granted to the leader by the organization to tell others what to do. More is better

Cognitive Resource Theory – new leadership theory. Focuses on the conditions in which a leader’s cognitive resources (intelligence, expertise, and experience) contribute to effective leadership

Path-Goal theory – situations under which various leader behaviours (directive, supportive, participative, achievement-oriented) are most effective 

Leader Behaviour :

Directive Behaviour – directive leaders schedule work, maintain performance standards and let employees know what is expected of them

Supportive Behaviour – friendly approachable and concerned with pleasant interpersonal relationships (like consideration)

Participative Behaviour – consult with employees about work related matters and consider their opinions 

Achievement-oriented – encourage high effort and strive for high level of goal accomplishment 

Participative leadership – involving employees in making work-related decisions. 
Very in extent which they involve employees 

Advantages to Participative Leadership 

Motivation – participation can increase motivation. 

Quality – two heads are better than one! Higher quality decisions than the leader could make alone. High participation empower employees to take direct action (no need to check with boss)

Acceptance – increase employees acceptance of decisions. Involving employees could ensure equality and ensure everyone is okay with the decision


PROBLEMS of Participative Leadership 

Time and Energy – involves specific behaviours on part of leader to call meetings, soliciting ideas (quick decisions may be needed)

Loss of power – could reduce power and influence! 

Lack of Receptivity or Knowledge – may not be receptive to participation. May resent having to do managers work! May lack knowledge to contribute effectively 


Leader Member Exchange (LMX) – doesn’t focus on traits or behaviours of leader, focuses on the quality of the relationship that develops between a leader and an employee 

Transactional leadership – leadership based on a fairly straightforward exchange. (between the leader and the followers)

Management by exception – the degree to which leaders take corrective action on the basis of results of leader-follower transactions. 
Correct behavior, anticipate problems, etc

Transformational leadership – leadership that provides followers with a new vision that instills true commitment 

4 Dimensions of Transformation leaders 

Intellectual Stimulation – people are stimulated to think about problems, issues and strategies in new ways
Challenges assumptions, takes risks
Creativity and novelty 

Individualized Consideration – treating employees as distinct individuals 
Concern for their needs and personal development (mentoring)
One-on-one attempt to meet the concerns of the individual

Inspirational Motivation – communicate visions that are appealing and inspiring
Strong vision based on values and ideals 
Stimulate enthusiasm, challenge and optimism

Charisma – he ability to command strong loyalty and devotion from followers and thus have the potential for strong influence among them 

Ethical Leadership – the demonstration of normatively appropriate conduct (openness and honesty) through personal actions and interpersonal relationships

Implicit leadership theory – individuals hold a set of beliefs about the kinds of attribute, personality characteristics, skills and behaviours that contribute to or impede leadership

Global Leadership – having leadership capabilities to function effectively in different cultures and being able to cross language, social, economic and political borders 

4 Characteristics of Global Leaders

Unbridled inquisitiveness – able to function effectively in different cultures. Relish the opportunity to see and experience new things

Personal Character – emotional connection to people and uncompromising integrity. Results in high level of trust 

Duality – able to manage uncertainty and balance global and local tensions.

Savvy – understand business and organizational situations. Recognize opportunities, new markets. Well informed about organization



Chapter 10

Communication – the process by which information is exchanged between a sender and a receiver 
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CHAPTER 11 – SELF STUDY

Thinking: Problem solving continuum 

Who You Are  How you Think  How You Problem Solve & Make Decisions

Preferences Bias  Creativity  Systematically 

Decision Making
“the process of developing a commitment to some source of action” 

EBM #1 
Rational Decision Making Model
1. Assumes people make decisions based on the rational model 
2. Follows the Economic Person Theory 
a. Person can gather info with ease, no cost and be completely informed
b.  Perfectly logical – no emotion
c. ….

EBM #2
Bounded Rationality – Herbert Simon’s Research 
1. People will try to act rationally 
2. They are limited in their capacity to acquire and process info
3. Also, time constraints and political considerations (need to please others) act as bounds to being rational 
4. examples: Cognitive & Framing Bias 

EBM #3
Barry Staw, Psych – Escalation to Commitment
1. People often throw good resources after bad
2. Acting as if they can recoup sunk costs
3. Rather than admitting to a mistake, the individual tries to reduce cognitive dissonance by irrationally escalating commitment 
4. Social norms favouring consistent behavior (versus changing mind) may also be in effect 




CHAPTER 12

Power, Politics and Ethics

Northern Telecom
Canadian Firm
Before 1990s multi – billion $ Telecommunications company
Losing $1 billion/yr 

Power – the capacity of a person, team or organization to influence others 
OR
Power – the capacity to influence others who are in a state of dependency 

EBM Claim #1
French and Raven

1. Power is found in the position held – or – resources you command
2. If members of the organizations do not respect your position or value the resources you command, they will not be dependent on you and you will lack power to influence

Types of Power					Employee’s Reactions

1. Coercive Power					Resistance
2. Reward Power
3. Legitimate Power					Compliance
4. Expert Power
5. Referent Power					Commitment


Coercive – results in negative performance by employees

Legitimate – only basic performance levels are realized by employees

Reward – can be unethical 

Expert – a reluctance to share knowledge can lead to poor performance 

Referent – more likely to see people copy this behavior because it is so widely respected 

Types of Tactics used in the office to influence others (pg 399-400)

Assertiveness
Ingratiation
Rationality
Exchange
Upward Appeal 
Coalition Formation

Know which is the most common, least popular, etc

What is Empowerment?

Having decision making abilities or risk taking and personal growth (depending on who you ask)

It was mean to give power to those throughout the rank and rile of the organization

Some have said that it’s just lip service, an excuse to dump more work on those that are paid less


Tim Hortons
London Store
27 year old employee 
single mother
Fired…gave a child a free timbit

Media “caught wind” of situation, so did head office

Due to the media coverage TimHortons hired the employee back and said they made a mistake (to possibly please the public)

THE ABUSE OF POWER

Why would sexual harassment be viewed in literature as an abuse of power?
Who gets sexually harassed more? Refer to page 415

EBM #2 – Ferris Research

1. Political Skill – is a skillful use of organizational politics – Comprehending others & translating that info into influence is key

2. 4 Facets to having “political Skill” at work:
social astuteness
interpersonal influence
apparent sincerity
networking ability

Ethics – 3 Decision Criteria

Utilitarianism – results in the greatest good for all. Dominates business to justify layoffs, downsizing, dismissal, outsourcing, moving off shore, etc. 

Rights – fundamental (legal) and human liberties/privileges. Charter Protection

Justice – equitable distribution of costs and benefits. Unionism Perspective

Is Decision Ethical?
1. is the decision motivated by selfserving interests rather than what is best for organization?

2. does the decision respect others rights?

3. Is the decisions fair and equitable?



CHAPTER 13 – Violence and Conflict 

Conflict – resolved  or  managed

Time to resolve and a time to manage 

Passive	---------------------------------  Aggressive/Violent

As you move towards aggression there are more emotions involved

Define: Conflict

A fight, clash, opposition or struggle
Individual interpersonal skills are the focus NOT legal rights

There is a functionality to conflict and outcomes

If there is a moderate amount of emotional intensity (passion)
There could be a positive outcome 

Conflict Functional
Can happen naturally or from an outside source (devil’s advocate) 
Moves the personnel away from their current comfort zone of low productivity to a higher level outcome
Thus helping the firm achieve it’s overall goal

Conflict Dysfunctional
Disagreements between people are unresolved and thus move firm away from achieving goals 
Emotional intensity is too unhealthy and distracting 

Antecedents of Conflict
Clash of personalities and values
Unclear job boundaries
Limited resources
Competition
Poor communication
Larger Hierarchy means more conflict
Unresolved conflict 

Types of Conflict
Interpersonal personality clashes (relationship issues)
Group clashes – over process and resources
Task (what to do) and or Process (How to do it)
Cross Cultural Misunderstandings

EBM Claim #1 Managing Conflict – Thomas Kilmann Model
Reactions on how to handle conflict:
Based on 2 functions: how assertive an individual is to satisfy personal concerns over others VS how cooperative an individual is to try to satisfy the concerns of others
There is no one superior action

1. Avoid
no one wins or loses – issue ignored
2. Accommodate
i lose all, you win all
3. Force, Compete
You lose all, I win all
4. Compromise
We both win and lose some
5. Collaborate 
we both win all 

Negotiations
A process in which two or more parties try to agree on the exchange rate for goods or services they are trading  (PG 432)

Two Types of Negotiations 
Distributive									Integrative
Win:Lose or “Fixed Pie”						Win:Win
Fixed Amount of Assets					Negotiate until both sides win
Between Assertive & Accommodate		          mutually satisfying results	
(Threats, promises, persuasion, etc)

3rd Party Intervention

ADR – hire a certified person (lawyer) to act as a mediator on contract or property right issues

Mediator – find a trained person to help you resolve your problem – focus on interpersonal issues 

Arbitrator – makes the decisions around conflict – takes actual ownership

STRESS

A stressor (cause) leads to stress (effect)

Work: Life Balance, Personality Type



CHAPTER 14 – The Birth of an Organization

Organization – system of consciously coordinated activities of 2 or more people

Org Structure – design factors of how work is organized; coordination of effort, common goal, division of labour and hierarchy of authority 

Unit of Command – a historical belief that each employee should report to a single manager 

TERMS TO KNOW 
1. Unity of Command
2. Hierarchy of Authority 
3. Division of Labour
4. Span of Control 

Hierarchy of authority – who holds the most legit power within an organization (such as a pyramid) relationship between the position and the legitimacy of that power

Division of labour – dividing labour to smaller parts. At every point you climb the organizational chart divisions become very specialized 

Span of Control – unity of command, number of people reporting directly to a manager (with empowerment; there is an increase of number of employees to managers)  also caused by restructuring 

Organization Chart – a box-and-line illustration showing chain of formal authority and division of labour 


Hybrid Structure – a blending of product, geographical, customer & functional 


How can an organization avoid having areas that pull to dominate 
Metaphor comparing an organization to human body – it must interact with its environment to survive
It must constantly think in real time & adapt 
It must be decentralized to allow for regional differences 
It must be more organic and less mechanistic 

Mechanistic
Rigid
Closed system of command and control bureaucracies that follow formal policies and procedures 
Centralized decision making 
Scouts Canada, Tim Hortons, Wal-Mart, McDonalds 

Organic 
Fluid & flexible
Open system of network structures that relies less on policies and procedures for problem solving 
Decentralized decision making
Arcis Corp, Vivendi Games 
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The role of trust and perceived organizational support are crucial focal points within the case. They should be considered important as they can strongly affect the success of the integration. Due to the integration of two distinctive organizations there are going to be several forms of resistance from both an individualistic standpoint as well as organizational standpoints.  Noble has acknowledged, ‘Many people will be concerned with ‘me’ issues, my office, my promotion, my salary, etc.’ which stems from a lack of trust and familiarity with Anderson employees as well as a lack of trust of organizational support from Deloitte. People are concerned that they will lose their jobs or organizational identity and Deloitte employees do not understand the amount of consideration being given to Anderson employees. Anderson employees were not given a choice to join Deloitte which can foster distrust/resistance to Deloitte leadership and integration as well as being faced with a possible culture shock. Both sides have multiple motivations causing a lack of trust and low perceived organizational support that threaten to prolong and complicate the transformation movement. In order to create positive perceptions and trust conflict management strategies need to be implemented. These strategies will look to abolish misunderstandings between all (former as well as new) employees in the organization as well as help eradicate the notion of Anderson employees being “damaged goods”. Noble needs to utilize rational and ethical decision making to create a new company culture. This culture can be a collaboration of the two or a completely new organizational identity. Deloitte can then encourage these changes with reward systems as well as employee recognition programs that look to ensure all employees are valued. Management of this organizational identity change is crucial in order to prevent sustained internal conflict. 
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