CHAPTER 1 – INTRO TO OB
· Organizational Behaviour: OB is a field of study that looks at the impact that individuals, groups, and structure have on behaviour within organizations for the purpose of applying such knowledge toward improving an organization’s effectiveness. [Text]
· Organizational Behaviour: OB is the application of psychological facts and principles to the problems of human beings operating in business and industry [Blum and Naylor, 1968]	
· Organization: An organization is a consciously created social unit composed of a group of people that function on a relatively continuous basis to achieve a common goal or set of goals
· Social inventions: The coordinated presence of people, not things
· [bookmark: _GoBack]Goal accomplishment: They exist for a reason; virtually all organizations have survival as a goal
· Group effort: Organizations depend on interaction and coordination among people to accomplish their goals

Focus and Level of Analysis
OB is the study of organizations from multiple viewpoints, methods, and levels of analysis
· Individual Level: managers and employees need to learn how to work with people who may be different from themselves on a variety of dimensions, including personality, perception, values, and attitudes.
· Individual differences: people enter groups and organizations with certain characteristics that influence their behaviour, the more obvious of these being personality characteristics, perception, values and attitudes. There is minimal one can do to alter them but these affect behaviour
· Job Satisfaction: employees are increasingly asking for it and it is a positive feeling about your job resulting from an evaluation of its characteristics. In the Canadian workplace it is low.
· Motivation: only 24% say they receive recognition for work well-done. It is important to reward in order to motivate employees. 
· Empowerment: means managers are giving employees more responsibilities for what they do. 
· Behaving ethically: many employees feel pressured to cut-corners, break rules etc. ethical dilemmas and ethical choices are situations in which individuals are required to define right and wrong conduct. Ethics is the study of moral values or principles that guide our behaviour and inform us whether actions are right or wrong. 
· Group Level: the behaviour of people in a group is more than the sum of all individuals acting on their own people’s behaviour when they are in a group differs from their behaviour when they are alone. 
· Working with others: much of the success in any job involves developing good interpersonal, or “people” skills. Ability to communicate, think, solve problems, learn continuously, work with others, demonstrate positive attitudes, take responsibility, team building, and priority managements. 
· Workforce Diversity: the mix of people in organizations in terms of gender, race, ethnicity, disability, sexual orientation, age, and demographic characteristics such as education and socio-economic status. The ability to adapt to many different people is one of the most important and broad-based challenges facing organizations. 
· Organizational Level: just as groups are not just the sum of individuals, organizations are not the sum of individuals and groups
· Improving customer service: 78% of employees in Canada work in service jobs. OB can provide guidance so that employees are friendly and courteous, accessible, knowledgeable, prompt to respond to customer needs and willing to do what will make them happy
· Stimulating innovation and change: victory will go to the organizations that maintain their flexibility, continually improve their quality, and beat their competition to the marketplace with a constant stream of innovative products and services.
· The use of temporary (contingent) employees: downsizing has eliminated millions of “permanent” jobs, and the number of openings for non-permanent workers has increased. In 2009, temporary work was responsible for 12.5% of paid employment. Organizations face the challenge of motivating employees who do not feel as connected to the organization as do full-time employees. 
· Improving quality and productivity: an organization or group is productive if it achieves its goals by transferring inputs to outputs at the lowest cost. Productivity is a performance measure including effectiveness and efficiency. Effectiveness is the achievement of goals. Efficiency is the ratio of effective work output to the input required to produce the work. 
· Developing effective employees: absenteeism is the failure to report to work, 8% of full-time employees miss work in any given week. Turnover is voluntary or involuntary permanent withdrawal from an organization, a high rate of turnover of employees increases recruiting, selection, and training costs. Organizational citizenship behaviour (OCB) is the discretionary behaviour that is no part of an employee’s formal job requirements, but that nevertheless promotes the effective functioning of the organization. 
· Helping employees with work-life balances: employees are complaining that the line between work and non-work time has become blurred, creating personal conflicts and stress. 
· Creating a Positive Work Environment: although competitive pressures on most organizations are stronger than ever, some organizations are trying to realize a competitive advantage by encouraging a positive work environment. Positive organizational scholarship: an area of OB research that concerns how organizations develop human strength, foster vitality and resilience, and unlock potential. 
· Responding to Globalization: in recent years, businesses in Canada have faced tough competition from those in the U.S, Europe, Japan and China. To survive they had to reduce costs, increase productivity, and improve quality. Some companies merged in order to survive. 
The Foundations (Building Blocks) of OB
OB emerged as a distinct field in the 1940s in the U.S as an applied behavioural science that builds upon contributions from a number of behavioural disciplines. 
· Psychology: seeks to measure, explain and sometimes change the behaviour of humans and animals. 
· Learning, perception, personality, emotions, perceptions, attitudes, leadership, motivation, job satisfaction, decision-making, and job design
· Social Psychology: generally considered a branch of psychology, blends concepts from both psychology and sociology to focus on people’s influence on one another. Major study is change. 
· Social influence, communication, attitude change, group decision making, power, and conflict
· Sociology: studies people in relation to their social environment or culture. Sociologists have contributed to OB through their study of group behaviour in organizations, particular formal and complex organizations. 
· Organizational change, culture, and structure
· Anthropology: the study of societies to learn about human beings and their activities. 
· Differences in fundamental values, attitudes, and behaviour across national cultures
The Science (Rigour) of OB
· Looks at Consistencies: there are differences and people don’t always act the same. But there are certain fundamental consistencies underlying the behaviour of most individuals that can be identifies and then modified to reflect individual differences.
· What is common about behaviour, and helps predictability?
· Looks beyond Common Sense: casual approach doesn’t work but you can improve predictive ability by supplementing intuition with a more systematic approach. Systematic study is looking at relationships, attempting to attribute causes and effects, and drawing conclusions based on scientific evidence. Evidence- Based Management is basing managerial decisions on the best available scientific evidence. Intuition is a gut feeling not necessarily supported by research. 
· Systematic study, based on scientific evidence
· Has Few Absolutes: because people are not alike, our ability to make simple, accurate, and sweeping generalization is limited. 
· Human beings are complex. Few, if any, simple and universal principles that explain OB
· Takes a Contingency Approach: an approach that considers behaviour within the context in which it occurs. Depends on the situation. 

Goals of OB
· Predicting OB: Through systematic study, the field of OB provides a scientific foundation that helps improve predictions of organizational events
· Explaining OB: Determining why events occur and explaining events is more complicated than predicting them
· Managing OB: If behaviour can be predicted and explained, it can often be managed effectively

Research Methods in OB
· Field Studies: On-site data collection; observation of individuals and groups
· Surveys: questionnaire, phone, email, interview, or online
· Laboratory Studies: May be difficult to generalize results across settings
· Case Studies: In-depth investigation of an individual or group over time
· Meta-Analyses: Combining and analyzing the results of many studies
CHAPTER 2 – PERCEPTION, PERSONALITY, AND EMOTIONS
· Personality: The stable patterns of behaviour and consistent internal states that determine how an individual reacts to and interacts with others. 
· An individual’s personality summarizes his or her personal style of dealing with the world.
· Personality consists of a number of dimensions and traits that are determined in a complex way by: (a) genetic predisposition, (b) one’s long-term learning history, (c) the situation
· Myers-Briggs Type Indicator: most widely used and a personality test that taps four characteristics and classifies people into 1 of 16 personality types. Measures psychological preferences in how people perceive the world and make decisions [Carl Jung 1921]
· Extraverted/ introverted: Measures where we direct our energy when dealing with people and things. Extraverted are outgoing, sociable and assertive and introverted are quiet and shy
· Sensing/ Intuitive: this looks at how we process information. Sensing types are practical and prefer routine and order and intuitive focus on unconscious processes and look at the big picture. 
· Thinking/ Feeling: thinking types use reason and logic to handle problems. While feeling types rely on personal values. 
· Judging/Perceiving:  judging types want control and prefer their world to be ordered and structured. Perceiving types are flexible and spontaneous.

Measures of Personality
· Big Five Personality Model: A personality assessment model that taps the five basic dimensions
· Extraversion: captures a person’s comfort level with relationships. They tend to be gregarious, assertive, and sociable. Introverts tend to be reserved, timid, and quiet. 
· Agreeableness: refers to a person’s propensity to defer to others. Highly agreeable people are cooperative, warm, and trusting. People who score low are cold, disagreeable, and antagonistic. 
· Conscientiousness: measure of reliability. A highly conscientious person is responsible, organized, dependable, and persistent. Those who score low are easily distracted, disorganized, and unreliable. 
· Emotional Stability: a person’s ability to whiststand stress. Positive emotional stability tends to be calm, self-confident, and secure. High negative scores tend to be nervous, anxious, depressed, and insecure.  
· Openness to Experience: range of interests and fascination with novelty. Extremely open people are creative, curious, and artistically sensitive. Low openness people are conventional and find comfort in the familiar. 
Other Personality Traits
· Locus of Control: A set of beliefs about whether one’s behaviour is controlled mainly by internal or external forces
· High internals believe that the opportunity to control their own behaviour rests with themselves
· High externals believe that external forces determine their behavior
· Self-Monitoring: The extent to which people observe and regulate how they appear and behave in social settings and relationships. 
· Research shows that high self-monitors have a career advantage based on their ability to read and adapt to their social environment
· Risk-Taking: People differ in their willingness to take chances, a quality that affects how much time and information managers require before they take decisions
· Advantage of “risk-taking” will likely depend on the nature of the job (e.g., stock broker vs. accountant)
· Type A and Type B: Type A is a personality with aggressive involvement in a chronic, incessant struggle to achieve more and more in less and less time and, if necessary, against the opposing efforts of other things or other people. Type B is a personality that is described as easy-going, relaxed, and patient. 
· Type A strive to think or do two things at once/ work fast, but often make poor decisions/ operate under moderate or high levels of stress.
· Type B are most successful executives
· Self-Esteem: the degree to which an individual likes or dislikes himself, whether the person sees himself as capable and effective, and whether he person feels in control of his environment or powerless.
· People with low self-esteem react badly to negative feedback and this can lower their performance. Do not react well to ambiguous and stressful situations. Respond well to mentoring and are willing to imitate credible models
· People with high self-esteem: May not be good negotiators (don’t want to “lose”). May avoid searching for information that is critical to the solution of a problem. Exhibit higher job satisfaction and are more resilient to the strains of everyday work life
· Organizations generally benefit from higher self-esteem employees.
Perception, Attribution and Judgment of Others
· Social Perception: the study of how we form impressions of other people and how we make inferences about them.
· Nonverbal Communication: How we communicate intentionally or unintentionally without words
· Diagnostic channels include: facial expressions, tone of voice, gestures, body position and movement, use of touch, eye gaze
· Functions of nonverbal cues: expressing emotion/ conveying attitudes/ communicating one’s personality traits/ regulating the intimacy equilibrium
· Facial expressions and nonverbal behaviour help us to infer what people are thinking and feeling.
· However, often we also want to know why they are thinking, feeling, or behaving that way and what they are really like.
· We rely on certain cognitive processes to answer these questions

· Perception: the process by which individuals organize and interpret their impressions in order to give meaning to their environment. People often assume that reality is objective, that we all perceive the same things in the same way. Perception plays a key role in many workplace behaviours.

Factors Influencing Perception
· Perceiver: looks at target and attempt to interpret what they see, it is heavily influenced by your personal characteristics. Characteristics that affect are: attitudes, personality, motives, interests, past experiences and expectations. 
· Situation: the time at which we see an object or event can influence attention, as can location, light, heat, work-setting or social setting. 
· Target: we don’t look at targets in isolation, the relationship of a target to its background influences perception. Loud people are more likely to be noticed in a group of quiet people, etc. 

Basic Errors in Perception
· Primacy and Recency Effects: Primacy is the tendency to rely on early cues and first impressions. Recency is the tendency to give undue weight to most recent cues
· Reliance on Central Traits (Halo): when we draw a general impression of an individual on the basis of a single characteristic, such as intelligence, likeability, or appearance. 
· People tend to organize their perceptions around central traits (e.g.  Guest lecturer, warm vs. cold.) 
· Implicit Personality Theory: People have implicit personal “theory” about which personality characteristics go together (e.g., hardworking people are also honest)
· Projection: the tendency to attribute one’s own thoughts and feelings to others
· Projection can serve as a form of perceptual defense (sure I steal but so does everyone else)
· Stereotyping: judging someone on the basis of one’s perception of the group to which that person belongs.
· The tendency to generalize about people in social category and ignore variations among them
· Not all are inaccurate
· Contrast effects: the concept that our reaction to one person is often influenced by other people we have recently encountered
· We don’t judge people in isolation (e.g., how we are perceived in a job interview can be influenced by the candidates that precede us)
Attribution Theory
· Attribution: the theory that when we observe what seems like a typical behaviour by an individual, we attempt to determine whether it is internally or externally caused. 
· The process by which we assign causes or motives to explain people’s behaviour
· Dispositional Attribution (internal): due to some characteristics of the person (personality etc.)
· Situational Attribution (External): The external situation or the environment was responsible for the behaviour and the person had little control over the behavior
· 
Kelley’s Covariation Model of Attribution
· Distinctiveness: considers whether an individual acts similarly across a variety of situations
· Consensus: considers if everyone faced with a similar situation responds in the same way
· Consistency: considers whether the individual has been acting the same way over time
Biases in Attribution
· Fundamental Attribution Error: Tendency to overestimate the extent to which people’s behaviour is due to internal, dispositional factors and to underestimate the role of external, situational factors
· Because the potential situational causes of another’s behaviour are either unavailable to us or difficult to interpret. Hence, the person (actor) is more perceptually salient
· Self-Serving Bias: threats to self-esteem often lead to the tendency for individuals to attribute their own successes to internal factors while putting the blame for failures on external factors
· Actor- Observer Difference: The same action triggers dispositional attributions in people observing the action and situational attributions in the person performing the action
· Perceptual salience (the actor views his/her situation….observers view the actor.

CHAPTER 3 – VALUES, ATTRIBUTES, AND DIVERSITY IN THE WORKPLACE
· Values: represent basic convictions that a specific mode of conduct or end-state of existence is personally or socially preferable to an opposite mode of conduct or end-state of existence
· A broad tendency to prefer certain states of affairs over others. Deal with feelings and emotions—with what we consider good and bad
· Judgmental. They have both content and intensity attributes. Content signals “What” is important. Intensity signals “How” important
· Everyone has a “value system” (the rank order of their values in terms of their intensity)
· Our hierarchy of values (value system) influences our attitudes and behaviour
· More general than attitudes and need not have an identifiable object (“Hard work is the road to success”)
· The feelings or emotions inherent in values are motivational because they signal the attractive aspects of our environment that we should seek and the unattractive aspects that we should avoid or change
· Because they are broad preferences, they do not predict behaviour in specific situations very well
· Values are relatively stable and enduring
· Develop from what we learn and experience in the cultural setting we live in: Parents, Friends, Teachers, External reference groups, can all influence our values
· Two frameworks for understanding values: 1) Rokeach Value Survey 2) Hodgson’s General Moral Principles

Hodgon’s General Moral Principles
1. Dignity of human life
2. Right to self-determination
3. Honesty
4. Loyalty (honouring promises)
5. Fairness
6. Humaneness (accomplishing good)
7. Greatest good for greatest number
8. Rokeach Value Survey
· Terminal Values: goals that individuals would like to achieve during their lifetime
· Prosperous life/ Stimulating, active life/ Sense of accomplishment/ Inner harmony/ Equality/ Contentedness
· Instrumental Values: preferable ways of behaving, means for achieving terminal values.
· Hard working, ambitious/ Broad-minded/ Capable, competent/ Courageous/ Imaginative, creative/ Honest, sincere
Cultural Values

· Power Distance: Extent to which society members accept an unequal distribution of power (i.e., inequality, accessibility of supervisors, highlight of power differences)
· Uncertainty Avoidance: Extent to which people are uncomfortable with uncertain and ambiguous situations
· Strong uncertainty avoidance cultures stress rules and regulations, conformity, and security
· Individualism / Collectivism: Independence and individual initiative vs. interdependence
· Masculinity vs. Femininity: Extent to which the culture favours traditional masculine roles (e.g., achievement, power, control) versus viewing men and women as equals
· High masculinity rating means the culture has separate roles for men and women
· High femininity rating means little differentiation between male and female roles 
· Long-term vs. Short-term Orientation: Extent to which a culture values thrift, persistence, and tradition versus the here and now
· Long-term orientation – less acceptance of change
What Are Attitudes
· Attitudes:  evaluative statements (positive or negative) about objects, people, or events.
· They reflect how we feel about something (e.g., “I like my job.”)
· In general, specific attitudes predict specific behaviours whereas general attitudes predict general behaviours
· Attitudes (specific definition): An attitude is a fairly stable emotional tendency to respond consistently to some specific object, situation, person, or category of people.
· Attitudes are a combination of beliefs and values
· Attitudes can be more or less strong and do not always influence behaviour

Belief + value  Attitude  Behaviour
The boss is consultative (Belief) + Consultation is good (Value) The Boss is good (Attitude)

How to Change Attitudes
· Traditional View: Persuasion based on emotion (to change values) or rationally oriented (to change beliefs). Try to change values or beliefs in order to change attitudes
· Cognitive Dissonance Theory: Tension exists when cognitions are contradictory or inconsistent with each other
· Therefore, change behaviour first, and a person will realign his/her attitudes with their behavior
· Modeling of correct behaviours, role-playing correct behaviours, reinforcing correct behaviours

Job Related Attitudes
· Job Satisfaction:  A person’s attitude toward his or her overall job as well as toward various aspects of the job.
· Individual differences in expectations and the degree to which a job meets one’s expectations
· Broad differences in what people expect and want from their jobs
Responsibility  Stress and problems vs. Responsibility  source of positive affect
· Differences in preferences for job outcomes related to developmental experiences and levels of aspiration
· Global job Satisfaction: Overall feelings about our job
· Facet Job satisfaction: Feelings about selected dimensions of our job
· e.g., supervisor, coworkers, promotional opportunities, pay
· Correlates of Job Satisfaction: Performance:  + .30/ Turnover:  - .40/ Absenteeism:   - .25

General Determinants of Job Satisfaction
· Discrepancy: Perceived discrepancy between our values and beliefs about the job
· Discrepancy between the outcomes we want and the outcomes we perceive we obtain
· Fairness
· Distributive justice (Equity Theory) Getting what you think you deserve from your job
· Procedural justice: We see the process used to determine outcomes as reasonable
· Disposition: Some people are predisposed to be more or less satisfied
· Positive core self-evaluation (belief in one’s inner worth and basic competence)
Job satisfaction and Job Performance
Correlation between job satisfaction and performance = .30
· Job satisfaction causes performance (i.e., attitudes lead to behaviour)
· Job performance causes job satisfaction (i.e., attitudes follow behaviour)
· However, meta-analytic research suggests that:
· There is likely a bi-directional causal relationship between job satisfaction and performance, but the relationship could be moderated by other variables such a personality
e.g., job performance is more strongly related to job satisfaction for less conscientious employees

Job Involvement
· Degree one identifies psychologically with his/her work and the importance of work to one’s self image
· Stimulated and drawn deeply into your work or alienated from it mentally and emotionally
· Involvement: implies a positive and relatively complete state of engagement of core aspects of the self in the job
· Alienation: implies a separation of the self from the work environment
· Correlations suggest job involvement is more strongly related to how people view their work and their approach to it and less related to how well they perform their jobs.
Organizational Commitment
· Extent to which an employee feels a sense of allegiance to the organization (i.e., identified with the organization)
· Three components of Organizational Commitment:
· Affective commitment (emotional attachment, liking)
· Normative commitment (sense of obligation, duty)
· Continuance commitment (costs of leaving)

CHAPTER 4 & 5 - MOTIVATION
What is Motivation?
Work Motivation: Work motivation is a set of energetic forces that originate within as well as outside an individual’s being to initiate work-related behaviour, and to determine its intensity, direction, and persistence.
· Intensity: Amount of effort that is expended in pursuit of an activity (high levels of energy; how hard a person tries)
· Direction: The extent that efforts are channeled in a direction that benefits the organization (the choice of activities we make in expending effort)
· Persistence- Sustained energy over time (the persistence we exhibit in applying effort to our work to attain a goal)
Intrinsic and Extrinsic Motivation
Some debate concerning the exact definitions of these concepts and even weaker agreement concerning whether we should label specific motivators as intrinsic or extrinsic.
· Intrinsic Motivation stems from the direct relationship between the worker and the task and is usually self-applied (i.e., energized and fulfilled by doing something well)
· Extrinsic Motivation stems from the work environment external to the task and is usually applied by someone else (i.e., rewards)
e.g., which one? Promotion (External) But may also be a clear signal of achievement—Internal)
Need vs. Process Theories of Motivation
· Need Theories: Maslow’s Hierarchy of Needs/ Alderfer’s ERG Theory/ McClelland’s Theory of Needs/ Herzberg’s Motivation-Hygiene Theory (a)
· Process Theories: Job Characteristics Model/Vroom’s Expectancy Theory/ Locke and Latham’s Goal-Setting Theory/ Bandura’s Self-Efficacy Theory/ Adam’s Equity Theory/ Self-Determination Theory

Need Theories
Need theories specify the kinds of needs people have and the conditions under which they will be motivated to satisfy these needs in a way that contributes to performance. Needs are physiological and psychological wants that individuals can satisfy by acquiring certain incentives or achieving particular goals. Need theories are concerned with what motivates workers. Process theories are concerned with how various factors motivate people.
	Process Theories
Need theories are concerned with what motivates workers. Process theories are concerned with how various factors motivate people.
Job Characteristics Model
· Skill Variety:  Degree to which a job requires a variety of different skills and competencies
· Task Identity:  Degree to which a job requires completion of a “whole” and identifiable piece of work
· Task Significance:  Degree to which a job has a substantial impact on the lives of other people
· Autonomy:  Degree to which the job provides substantial freedom, independence, and discretion
· Job Feedback:  Degree to which the job provides the individual with direct and clear information about the effectiveness of performance
· Job Characteristics Model (b)
· JCM—Motivating Potential Score (c)
Vroom’s Expectancy Theory (a)
· Employees will be motivated to exert a high level of effort when they believe the following:
· Effort will lead to good performance—expectancy
· Good performance will lead to organizational rewards (e.g., bonus, salary increase, promotion)—instrumentality
· The rewards will satisfy employees’ personal goals—valence
· Valence for high performance for Joe is
· (5 X .6) + (7 X .3) = 5.1
· Valence for average performance for Joe is:
· (5 X .2) + (7 X .1) = 1.7
Thus, high performance is more valent for Joe than average performance
· To determine if Joe will perform at a higher level, we must consider his expectancy that he can actually achieve the competing first-level outcomes
· Force is a product of these expectancies and the valence of their respective first-level outcomes:
· Force for high performance = .3 X 5.1 = 1.53
· Force for average performance = 1 X 1.7 = 1.70
Managerial Implications of Expectancy Theory
· Improving Expectancy: Ensure subordinates have the ability to perform
· Poor equipment, incompetent co-workers
· Assign reasonable tasks and goals
· Provide training
· Improving Instrumentality
· Recognize performance
· Ensure that good performance is clearly instrumental in achieving rewards
· Improving Valence of Outcomes
· Determine the diverse preferences of employees
· Give rewards that are valued
Goal Setting Theory
Goal setting theory arose from the work of Ryan (1970) concerning intentional behavior. According to the theory of intentional behavior, behavior can be broken down into four interrelated levels in which each level influences the subsequent level. Intentions have the most critical and immediate influence on behaviour.
Fundamental Theories of Goal Setting Theory
· Intentions and goals are responsible for human behaviour and are a major source of work motivation
· A goal is something a person tries to attain, achieve, or accomplish—it is the object or aim of an action
· Because goals determine human effort, it follows that higher or harder goals will result in higher levels of performance than easy goals
However, this proposition has been modified to take into consideration the complexity of the task—harder goals are more effective than easy goals only when the person has the ability to do the task
· Specific goals result in higher levels of effort than general or vague goals (e.g., “produce a certain number of products within 3 months” versus “produce as many products as you can within 3 months”)
Goal Setting Theory
· Specific goals increase performance (except under highly complex tasks where goal focus may prevent consideration of alternative actions and solutions)
· Difficult goals (when accepted) result in higher performance than do easy goals. Why? Because challenging goals:
· Get our attention and help us focus
· Energize us because we have to work harder
· Increase our persistence in trying to attain them
· Lead us to discover more effective strategies
· Feedback leads to higher performance
· Encourages us to adjust our direction, effort, and action plans
· Self-generated feedback is more powerful than externally-generated feedback
Goals are equally effective whether assigned, self-set, or participatively set
· Commitment to goal (belief and interest in achieving goal; internal locus of control; self-set rather than assigned)
Bandura’s Self-Efficacy Theory
· Self-Efficacy Theory also known as social cognitive theory and social learning theory
· An individual’s belief that he or she is capable of performing a task. The higher your-self efficacy the more confident you are in your ability to succeed in a task
Adam’s Equity Theory 
Workers compare the inputs they invest in their jobs and the outcomes they receive against the inputs and outcomes of some other relevant person or group
· Equal ratios: Worker should feel that a fair and equitable exchange exists
· Unequal ratios: Worker perceives inequity and should experience job dissatisfaction if the exchange puts the worker at a disadvantage vis-à-vis others
Inequity is unpleasant and produces tension; Individuals are motivated to maintain an equitable exchange relationship
Equity Theory
Balance 'calibrated' and measured against comparable references in the market-place
· Inputs: What one puts into the job: time, effort, ability, loyalty, tolerance, flexibility, integrity, commitment, reliability, personal sacrifice, etc.
· Outcomes: What one gets from the job: pay, bonus, benefits, security, recognition, praise, development, reputation, responsibility, enjoyment, etc.
People become demotivated and reduce input and/or seek change whenever they feel their inputs are not being fairly rewarded by outcomes.  Fairness is based on perceived market norms.
People will reduce perceived inequity by:
· Behavioural Modes
· Alter one’s inputs or outcomes
· Get ‘other’ to change inputs or outcomes
· Leave the exchange relationship
· Cognitive or Psychological Modes
· Perceptually distort one’s own inputs or outcomes
· Perceptually distort the inputs or outcomes of ‘other’
· Change comparison ‘other’

CHAPTER 11 – LEADERSHIP
· Leadership: occurs when individuals exert influence on the goal achievement of others
· Effective leadership exerts influence in a way that achieves organizational goals by enhancing the productivity, innovation, satisfaction, and commitment of the workforce. In theory, any organizational member can exert influence on others
Does Leadership Matter?
· Articles on TQM stress the necessity for CEOs to be visibly involved to achieve success
· Report on Business magazine suggests that leadership will increasingly make the difference between success and failure for many organizations
· Corporations in North America spend $15 billion/year to make their leaders more effective
· Center for Creative Leadership - Greensboro, NC
· “Great leaders are a magnet for top talent and create the culture of performance an organization needs to accelerate results”

Leadership, Management, Administration
· Leadership:  Concerned with vision and direction, questioning organizational assumptions
· Management/Supervision:  Concerned with people and resources needed to get the job done; meeting commitments, plans, and objectives; resolving blockages
· Administration:  Concerned with processes, technical issues, and with what needs to be done in the short term

Theories of Leadership
Before 1980  Focus on the supervisory nature of leadership
· Trait Theories: theories that consider personal qualities and characteristics that differentiate leaders from non-leaders 
· Emerged in the hope that if it were possible to identify the traits of leaders, it would be easier to select people to fill leadership roles. 
· Being able to select leaders is important because not everybody knows how to be a good leader
· For centuries philosophers have suggested that effective leaders possess a special set of traits
· Research began during WWI -- search for traits to identify potential officers
· Through WWII, interest expanded to include search for leadership traits across the general population and among business executives
· Traits that distinguished: leaders vs. followers/ effective vs. ineffective leaders/ higher-level vs. lower-level leaders

· Behavioural Theories: theories that propose specific behaviours differentiate leaders from non-leaders
· Traits implied we could “select” leaders; Behaviours implied we could “train” leaders.
· What are the crucial behaviours leaders engage in?
· How do these behaviours influence subordinate performance and satisfaction?
· Ohio State Studies :
· Initiating structure is the extent to which a leader is likely to define and structure his or her role and the roles of employees in order to attain goals
· increases satisfaction and performance when: Subordinates are under pressure (deadlines, external threats) and subordinates lack knowledge or the job itself has vague goals, methods, or unclear tasks
· Consideration is the extent to which a leader is likely to have job relationships characterized by mutual trust, respect for employees’ ideas, and regard for their feelings
· increases satisfaction and performance when: The goals and methods of performing the job are clear and the task is not intrinsically interesting or satisfying
· University of Michigan Studies:
· Employee-oriented leader is a leader who emphasizes interpersonal relations
· Production- oriented leader is a leader who emphasizes the technical or task aspect of the job
· The Leadership Grid:
· Robert Blake and Jane Mouton developed a model called the Leadership Grid based on production versus relationship orientations uncovered in the Ohio State and Michigan University studies. 
· Their theory suggest there is a best way to lead people – Team Management

· Contingency Theories: theories that propose leadership effectiveness is dependent on the situation
· Situation refers to the setting in which influence attempts occur including: the nature of the subordinates, the nature of the task, the characteristics of the organization

· Fiedler contingency model: is a leadership theory that proposes that effective group performance depends on the proper match between the leader’s style and the degree to which the situation gives the leader control
· The association between leadership style and group effectiveness depends on the extent to which the situation is favourable for the exertion of influence
· Two Key Elements: 
· Leadership style (Least-preferred co-worker) :Task-oriented/ Relationship-oriented
· Situational Favourableness: Leader-member relations (respect, trust, confidence), Task structure (structured vs. unstructured), Position power (degree of influence over power-based activities
· Situational Leadership: a leadership theory that focuses on the readiness of followers
· Leaders must adjust their emphasis on task behaviours and relationship behaviours according to the readiness of subordinates to perform their tasks.
· Path-goal theory: a leadership theory that says it is the leader’s job to assist followers in attain their goals to provide the necessary direction/ or support to ensure that their goals are compatible with the overall objectives of the group or organization. 
· The most important activities of leaders are those that clarify the paths to various goals of interest to subordinates
· The opportunity to achieve such goals should promote job satisfaction, leader acceptance, and high effort
· Thus, the effective leader forms a connection between subordinate goals and organizational goals
· The impact of leader behaviour on subordinate satisfaction and effort depends on the characteristics of the subordinates and the work environment

After 1980  Focus on inspirational leadership
· Charismatic Leadership: states that followers make attributions of heroic or extraordinary leadership abilities when they observe certain behaviours 
· Vision: a long-term strategy for attaining a goal or goals
· Vision statement: a formal articulation of an organization’s vision or mission
· Level 5 leaders: leaders who are fiercely ambitious and driven, but their ambition is directed toward their company rather than themselves
· Transformational leadership: leaders who inspire followers to transcend their own self-interests and who are capable of having a profound and extraordinary effect on followers. 
· Transactional leaders: leaders who guide or motivate their followers in the direction of established goals by clarifying role and task requirements. 

Leader Behaviours
· Directive:  Schedule work, maintain performance standards
· Supportive:  Approachable; concerned with pleasant interpersonal relationships
· Achievement Oriented:  Encourage subordinates to exert high effort and strive for a high level of goal accomplishment
· Participative:  Consult with subordinates; consider their opinions

Subordinate Factors
· Subordinate Characteristics
· High need achievers  achievement oriented leadership
· Prefer being told what to dodirective leadership
· Low task ability directive leadership and coaching behaviour
· Work Environment Factors
· Clear and routine tasks:  Directive leadership is redundant and unnecessary;  Participative leadership is not useful
· Challenging / ambiguous tasks: Directive and Participative leadership are warranted
· Frustrating, dissatisfying jobs:  Supportive leadership can compensate to some degree for a disliked job

Participative Leadership

· Involving subordinates in making work-related decisions
· Participation is a relative concept; not a fixed or absolute property
· Leaders can vary in the extent to which they involve subordinates in decision making

Advantages and Disadvantages of Participative Leadership
· Advantages
· Motivation: Can increase intrinsic motivation through enriching jobs (autonomy, task variety)
· Quality: Participation empowers people to take initiative to solve problems
· Acceptance: Public commitment and ego involvement contribute to acceptance of decisions
· Disadvantages
· Time and Energy: Interferes with need for quick decisions
· Lack of Receptivity or Knowledge: Under conditions of lack of trust, employees may resent “doing management’s work”. Lack of knowledge often results from not knowing external constraints and the “big picture”

Inspirational Leadership Theories
Leaders inspire followers through their words, ideas and behaviours
Charismatic Leadership Theory
Followers make attributions of heroic or extraordinary leadership abilities when they observe certain behaviors
· Four characteristics of charismatic leaders:
· Have a vision
· Are willing to take personal risks to achieve the vision (self-sacrifice)
· Are sensitive to followers’ needs; perceptive of others’ abilities
· Exhibit behaviors that are perceived as novel and counter to norms
· Followers are especially receptive to charismatic leaders when:
· The task has an ideological component
· The environment involves a high degree of stress and uncertainty
· When they sense a crisis

Transformational Leadership
Leaders inspire followers to transcend their own self-interests and are capable of having a profound effect on followers
· Characteristics of transformational leaders:
· Idealized influence: Provides vision and sense of mission, instills pride, gains respect and trust.
· Inspirational motivation: Communicates high expectations, expresses important purposes in simple ways
· Intellectual stimulation: Promotes intelligence, rationality, and creative problem-solving.
· Individualized consideration: Gives personal attention, treats each employee individually, coaches, and advises.



