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What is OB?

· The attitudes and behaviours of individuals in organizations
· How organizations can be structured more effectively 
· How events in the external environment affect organizations

Goals of OB

· Predicting OB and events
· Explaining  OB and events in organizations
· Managing OB

Contemporary Management Contingency Approach

· General answer to many 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 the situation

Managerial Roles

· Interpersonal – monitor, spokesperson, disseminator
· Informational – figurehead, leader, liaison
· Decisional – entrepreneur, disturbance handler, resource allocator, negotiator

Some Contemporary Management Concerns

· Five issues with which organizations and managers are currently concerned:
1) Diversity – Local and Global
2) Employee-Organization Relationships 
3) Focus on Quality, Speed, and Flexibility
4) Talent Management
5) Corporate Social Responsibility (CSR)


Example Case Studies
- Handshakes  more firm leads to hiring
- Lying over e-mail vs. Pen and paper 
- Process of goal setting and reflecting  personal goals improves academic performance
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What is Personality?

· The relatively stable set of psychological characteristics that influences the way an individual interacts with his or her environment and how he or she feels, thinks, and behaves
· Dimensions and traits that are determined by genetic predisposition and by one’s long-term learning history

Personality and OB

· Personality has a long history in OB
· This has led to three approaches:
The dispositional approach
The situational approach
The interactionist approach

Personality and the Situation

· Situations can be described as being either “weak or “strong”
· In “weak situations”, roles are loosely defined, there are few rules, weak reinforcement and punishment contingencies
· Personality has the strongest effect in weak situations
· In “strong situations”, there are more defined roles, rules, and contingencies, personality tends to have less impact 

Implications of the Interactionist Approach

· Some personality characteristics are useful in certain organizational structures
· There is no one “best” personality, and managers need to appreciate the advantages of employee diversity
· Key concept : FIT
· Putting the right person in the right job, group, or organization 
· Exposing different employees to different management styles

- Look at the Five-Factor Model of Personality


“Big Five” and OB

· High Extraversion – jobs that require interpersonal interaction
· Emotional Stability – will have more effective interactions with co-workers and customers
· Agreeableness – jobs that require interaction and involve helping, cooperating, and nurturing others; teamwork and cooperation
· Conscientiousness – performance on most jobs due to hard work and achievement
· Openness to Experience – jobs that involve learning and creativity

- Look at Internal/External Locus of Control

Locus of Control – A set of one’s beliefs about whether one’s behaviour is controlled mainly by internal or external forces.

Self-Monitoring 

· The extent to which people observe and regulate how they appear and behave in social settings and relationships
· High self-monitors:
· Observe and control the images that they project
· Engage in socially appropriate behavior
· Gravitate to jobs the require role-playing and the use of their self-presentation skills
· Are more involved in their jobs, perform better, and are more likely to emerge as leaders
· But are less likely to experience more role stress and show less commitment 

Self-Esteem 

· The degree to which a person has a positive self-evaluation
· People with high self-esteem:
· Are less susceptible to external/social influences
· React less badly to negative feedback
· Make more fulfilling career decisions and have higher job satisfaction and job performance
· Are more resilient to the strains of everyday work life

Positive and Negative Affectivity

· People who are high on positive affectivity (PA) experience positive emotions and moods and view the world in a positive light 
· People who are high on negative affectivity (NA) experience negative emotions and moods and view the world in a negative light
· PA and NA are emotional dispositions the predict people’s general emotional tendencies

Proactive Personality 

· A relatively stable personal disposition that reflects a tendency to behave proactively 
· More likely to lead to satisfying careers, due to higher performance evaluations
· Proactive behavior – taking initiative across a range of situations to improve current circumstances or creating new ones.

General Self–Efficiency 

· General self-efficiency is a motivational trait rather than an affective trait
· Individuals with higher GSE:
 are better able to adapt to novel, uncertain and adverse situations
 likely have had more successes in their life
 have higher job satisfaction and performance

Core self-evaluations 

· A broad personality concept that consists of more specific traits that reflect the evaluations people hold about themselves and their self-worth, competence, and capability 
· Incudes self-esteem GSE locus of control and emotional stability 
· People with more positive core self-evaluations have higher job satisfaction and performance

- Activity – Personality and Jobs?




Learning 

What is Learning?

· A relatively permanent change in behaviour potential as a result of practice or experience:
 Learn practical skills, intrapersonal, interpersonal skills, and cultural awareness
 The practice or experience that prompts learning stems from an environment that gives feedback concerning the consequences of behaviour

Operant Learning Theory

· Discovered by Skinner
· The subject learns to operate on the environment to achieve certain consequences
· Operently learned behaviour is controlled by the consequences that follow it
· It is the connection between the behaviour and the consequence that is learned

- Look at Learning Effects diagram

Positive Reinforcement – The application or addition of a stimulus that increases or maintains the probability of some behaviour.

Negative Reinforcement – The removal of a stimulus that in turn increases or maintains the probability of some behaviour.

Occasional Errors Involving Reinforcement 

· Confusing rewards with reinforcers (things such as bonuses or extra vacation may not seem as a reinforcement because organizations don’t make them go with certain behaviours)
· Neglecting diversity in preferences for reinforcers (even when a manager rewards someone after certain behaviour, they may be rewarding them incorrectly because you have to look at who the person is. If they are a workaholic, don’t reward them with time off, reward them with a challenging task
· Neglecting important sources of reinforcement (if a manager wonders why someone keeps doing something wrong despite extra reinforcement, they may be failing to see extra sources such as encouragement from co-workers)

Reducing the Probability of Behaviour

· Extinction – The gradual dissipation of behaviour following the termination of reinforcement.
· Punishment – The application of an aversive stimulus following some behaviour designed to decrease the probability of that behaviour.

Social Cognitive Theory

· People have the cognitive capacity to regulate and control their own thoughts, feelings, motivation, and actions
· This theory emphasizes cognitive processes in regulating people’s behaviour, it’s not focused on environmental influences
· Human behaviour can best be explained through triadic reciprocal causation, in which personal factors and environmental factors work together and interact to influence people’s behaviour
· Involves 3 components:
1) Observational learning – The process of observing and imitating the behaviour of others
2) Self-efficacy – Beliefs people have about their ability to successfully perform a specific task
3) Self-regulation – the use of learning principles to regulate one’s own behaviour
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Why is Perception Important?

· People base their actions on the interpretation of reality that their perceptual system provides.

Components of Perception

· Perception has three components:
- A perceiver
- A target that is being perceived
- Some situational context in which perception is occurring

- There’s ambiguity in the target, but the more there is, the more we can make sense of the target

Factors Affecting the Perceiver

· Past experiences lead the perceiver to develop expectations that affect current perceptions
· Needs unconsciously influence perceptions by causing as to perceiver what we wish to 
· Emotions, such as anger, happiness, or fear, can influence our perceptions

Factors affecting the Target

· Ambiguous targets are especially susceptible to interpretation and the addition of meaning
· Perceivers have a need to resolve ambiguities
· The perceiver does not or cannot use all the information provided by the target

The Situation

· The most important effect that the situation can have is to add information about the target
· The perception of a target can change with the situation even when the perceiver and target remain the same

Social Identity Theory – A theory that states that people form perceptions of themselves based on their characteristics and memberships in social categories

- Look at Bruner’s Model of the Perceptual Process

Basic Biases in Personal Perception

Primacy and Recency Effects

· The Reliance on early cues or first impressions is known as the primacy effect – often has a lasting impact
· The tendency for a perceiver to rely on recent cues or last impressions is known as the recency effect

Reliance on Central Traits

· Personal characteristics of a target person that are of a particular interest to a perceiver
· Central traits often have a very powerful influence on our perceptions of others
· Physical appearance is a common central trait in work settings that is related to a variety of job-related outcomes
· Conventionally attractive people are more likely than unattractive people to be hired and given good performance evaluations

Implicit Personality Traits

· Personal theories that people have about which personality characteristics go together
· Perhaps you expect hardworking people to also be honest, or people of average intelligence to be more friendly
· If such implicit theories are inaccurate, they provide a basis for misunderstanding

Projection

· The tendency for perceivers to attribute their own thoughts and feelings to others
· In some cases, projection is an efficient and sensible perceptual strategy
· It can also lead to perceptual difficulties 

Stereotyping 

· The tendency to generalize about people in a social category and ignore variations among them
· There are three specific aspects to stereotyping:
- We distinguish some category of people
- We assume that the individuals in this category have certain traits
- We perceive that everyone in this category possesses these traits

Attribution

· Is the process by which we assign causes or motives to explain people’s behaviour
· An important...

Attribution Cues

· We rely on external cues and make inferences from these cues when making attributions
· 3 implicit questions guide decisions as to whether we should attribute some behaviour to dispositional or situational cases:
1) Consistency Cues – how consistently a person engages in behaviour over time
2) Consensus Cues – how a person’s behaviour compares with that of others
3) Distinctiveness Cues – reflect the extent to which a person engages in some behaviour across a variety of situations

- Cue combinations and Resulting Attributions (See Exhibit 3.4)

Biases

· Although observers often operate in a rational, logical manner while making observations, this does not mean that such attributions are always correct 
· They include:
- Fundamental Attribution Error
- Actor-Observer Effect 
- Self-Serving Bias

Fundamental Attribution Error

· The tendency to overemphasize dispositional explanations for behaviour at the expense of situational explanations
· We fail to realize that observed behaviour is often distinctive to a specific situation

Actor-Observer Effect

· The propensity for actors and observers to view that causes of the actor behaviour differently
· Actors are prone to attribute much of their own behaviour to situational factors while observers are more likely to invoke dispositional causes

Self-Serving Bias

· The tendency to take credit for successful outcomes and to deny responsibility fro failures
· People will explain the same behaviour differently on the basis of events that happened after the behaviour occurred

Person Perception and Workforce Diversity 

· Workforce diversity refers to differences among recruits and employees in characteristics, such as 
· Valuing diversity 
· Organizations are adopting diversity as part of their corporate strategy
· Critical motive is the basic fairness of valuing diversity
· Diversity and its proper management can yield strategic and competitive advantage:
· Improved problem solving and creativity
· Improved Recruiting and marketing
· Improved Competitiveness in global markets

Stereotypes and Workforce Diversity

· A major barrier to valuing diversity is the stereotype
· Common workplace stereotypes include:
· Racial 
· Gender
· Age

www.implicit.harvard.edu



Managing Diversity with Stereotype Reduction

· Diversity needs to be managed to have a positive impact on work behaviour
· Management can use a number of strategies to help reduce the effects of stereotypes and manage diversity

Managing Diversity Strategies

· Select enough minority members to get them beyond token status
· Encourage teamwork that brings minority and majority members together
· Ensure that those making career decisions about employees have accurate info about them
· Train people to be aware of stereotypes

- Look at Perceptions of Trust and Person Perception in HR (starting pg. 94)

- Know how objective (attendance) vs. subjective (class contribution) measures in interviews and evaluations affect rater errors (leniency, harshness, central tendency,  halo effect)
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- Be able to link concepts from different chapters to real life application

What are Values?

· A broad tendency to prefer certain states of affairs over others
· Generational and cultural differences

Values Across Cultures

· Work Centrality (work is valued differently in different countries)
· Hofstede’s Values:
· Power Distance
· Uncertainty Avoidance
· Masculinity/Femininity 
· Individualism/Collectivism
· Long/Short-term Orientation

Implications of Cultural Variation

· Exporting OB theories
· Importing OB theories
· Appreciating global customers
· Developing global employees

What are Attitudes?

· A fairly stable evaluative tendency to respond consistently to some specific target (object, situation, person, or category of people)
· Attitude  Behaviour
· Belief + Value = Attitude  Behaviour

What is Job Performance? (take more notes)

· Performance is 
· Behaviour (i.e. the actions employees do)
· That are under employees’ control
· That are relevant to organizational goals

· Task Performance
· Proficiency with which incumbents perform activities that are formally recognized as part of their job

· Organizational Citizenship Behaviours
· Voluntary 
· Spontaneous and discretionary 
· Unlikely to be rewarded
· In aggregate benefits the organization 

· Examples:
· Altruism: helping others
· Courtesy: respectful of others
· Diligence: meeting deadline, following rules
· Sportsmanship: positive representation within organization
· Civic value: promoting the general welfare, helping everyone live a better and safer life

An Expanded Definition of Job Performance

· Counterproductive work behaviours 
· Against the organization
· Theft
· Destruction of property
· Misuse of time and resources
· Poor attendance, tardiness
· Poor quality of work 
· Use of drugs/alcohol
· Against organizational members 
· Inappropriate verbal comments
· Harmful physical behaviours
· Political deviance (rumors)

What is Job Satisfaction?

· A collection of attitudes that workers have about jobs
· Facet satisfaction
· Overall satisfaction

What Determines Job Satisfaction?

· A person’s job satisfaction is determined by a number of factors:
· Discrepancy 
· Fairness
· Disposition 
· Mood and Emotion

Discrepancy Theory

· Job satisfaction stems from the discrepancy between the job outcomes wanted and the outcomes that are perceived to be obtained

Fairness 

· There are 3 basic kinds of Fairness:
· Distributive Fairness
· Procedural Fairness
· Interactional Fairness

Distributive Fairness

· Fairness that occurs when people receive what the think they deserve from their jobs
· Focus on the distribution of work rewards and resources

· Equity Theory 
· My outcomes / My inputs = Other’s outcomes / Other’s inputs


Procedural Fairness

· Process used to determine work outcomes is seen as reasonable
· It is concerned with how outcomes are decided or allocated

Interactional Fairness

· Fairness that occurs when people feel that they have received respectful and informative communication about an outcome
· Can lead fair/unfair outcomes to be perceived as fair/unfair

Disposition

· Some people are predisposed to be more or less satisfied with their job
· Job satisfaction is related to personality traits

Mood and Emotion and Affective Events Theory

· Emotions and moods can influence job satisfaction

Antecedents and Outcomes of JS

· Antecedents (in NA): (key contributors) 
· Mentally challenging work
· Adequate compensation
· Career opportunities
· People

· Consequences
· Absence from work
· Turnover
· Performance
· Organizational citizenship behaviour (OCBI & OCBO)
· Customer satisfaction and profit

Organizational Commitment

· An attitude that reflects the strength of the attachment that an employee feels toward the organization
· Types:
- Affective: feel you want to stay
- Normative: feel you should stay
-  Continuance: feel you have to stay

Organizational Citizenship Behaviour – voluntary, spontaneous, informal behaviour that contributes to organizational effectiveness; unlikely to be rewarded

** To study for the final... www.pearsoned.ca/myoblab
[bookmark: _WNSectionTitle_4][bookmark: _WNTabType_3]Values, Attitudes, and Work Behaviour	11-09-11 6:49 PM


MIDTERM 
- 5 short essay questions
- From chapters 1-6 (p. 191-208) 
- Also includes the discussion of job performance in the intro slides 

What is motivation?

· The extent to which persistent effort is directed towards a goal 
· The basic characteristics of motivation:
· Effort 
· Persistence
· Direction
· Goals
 
Intrinsic motivation

· Motivation that stems from the direct relationship between the worker and the task and is usually self-applied
· Examples include:
· Feelings of achievement, accomplishment, challenge, and competence directed performing ones job

Extrinsic Motivation 

· Motivation that stems from the work environment external to the task and is usually applied by others
· Examples include:
· Pay, fringe benefits, company policies, supervision

Extrinsic vs. Intrinsic 

· Some evidence that the availability of extrinsic motivators can reduce the intrinsic motivation stemming from he task itself
· This appears to occur under very limited conditions and is easily avoidable
· Both kinds of rewards are important and compatible in enhancing work motivation
· Ex: child with talent, parents who encourage/show value on performance
· Intrinsic rewords may decrease intrinsic motivation

Factors Contributing to Individual Job Performance
 
· TWO Broad Classes of Theories
· “What” Motivates
Need theories
· “How” to Motivate
Process theories 

Motivation and Performance

· Performance – the extent to which an organizational member contributes to achieving the objectives of the organization 
· General Cognitive Ability – a person’s basic information processing capacities and cognitive resources
· Emotional Intelligence – the ability to understand and manage one’s own and other’s feelings and emotions 
· Four-branch Model of EI 
1. Perceiving emotions accurately in oneself and others
2. Using emotions to facilitate thinking
3. Understanding emotions, emotional language, and the signals conveyed by emotions 
4. Managing emotions so as to attain specific goals

Need Theories

· Maslow's hierarchy of needs: The one that you already have satisfied is no longer motivating
1. Physiological needs
2. Safety needs
3. Belongingness needs
4. Esteem needs
5. Self-actualization needs
· Aldefer’s ERG theory: you don’t need to satisfy a lower need to satisfy another one. You can motivate a lower need if you cannot satisfy the higher level. 
1. Existence needs
2. Relatedness needs
3. Growth needs
· McClelland’s theory: non-hierarchal, outlines the conditions under which certain needs result in particular patterns of motivation
· Need for Achievement
· Want to perform challenging tasks well 
Direct and immediate feedback
Entrepreneur, sales
· Need for Power
· Want to influence others, make an impact
· Politics
· Need for Affiliation  (not a hierarchy, needs are more stable) 
· Sociable/helping
· Public relations and social work

Managerial Implications of Need Theories

1. Appreciate diversity of the needs of individual employees
· Offer personalized incentives and goals 
2. Appreciate the motivational potential of intrinsic motivators and the existence of higher-order needs ex: give them more of what they want. 

Process Theories of Work Motivation “How are people motivated?”

Expectancy Theory

· A process theory that states that motivation is determined by the outcomes that people expect to occur as a result of their actions..
· A Hypothetical Expectancy Model (exhibit 5.4) Difficult/Important Must re-read in textbook (*=times)
· Outcomes - consequences that follow work behavior
· Two types: 
1. First level outcomes: Productivity, of interest to the organization.
2. Second level outcomes: outcomes that are of interest to the person.
· Instrumentality: the probability that if you achieve high productivity you will receive more money.
· Valence: is the value of the outcomes. 
· Second level outcomes: the value of the outcome to you. 
· First level outcomes: the value of performing at a higher level is a sum of the outcome to you. The sum (instrumentalities * 2nd level valences) 
· Expectancy: the likely hood, the belief that you can achieve the first level outcome. 
· Force: the first level outcome * the expectancy

Premises of Expectancy Theory

· People will be motivated to perform in those work activities that they find attractive (instrumentality) and that they feel they can accomplish (valence) 
· The attractiveness of various work activities depends on the extent to which they lead to favorable personal consequences
· Based on the perceptions of the individual worker 

Managerial Implications of Expectancy Theory 

· Boost Expectancies
· One of the most basic things mangers can do is ensure that their employees expect to be able to achieve first-level outcomes 
· Clarify Reward Contingencies
· First level outcomes should be clearly instrumental in obtaining positive second-level outcomes and avoiding negative outcomes
· Appreciate Diverse Needs
· Managers should of employees and attempt to design individualized “motivational packages’ to meet their needs. 

Equity Theory

· A process theory that states that motivation stems from a comparison of the inputs one invests in a job and the outcomes one receives in comparison with the inputs and outcomes of another person or group
· Employees want to be treated fairly
·  Perceived equity of the distribution of rewards among employees
· Equity exists when the employee feels his/her inputs are valued as much as those of similar others
· Individuals are motivated to maintain an equitable exchange relationship
· Gender and equity (underpayment)

· When equity exists:
My outcomes (pay)/my inputs (work experiences) = other’s outcomes/other’s inputs
· Inequity – under compensation: strong reaction
My outcomes/my inputs < other’s outcomes/other’s inputs
Overcompensation: rationalize… no reaction
My outcomes/my inputs > other’s outcomes/other’s inputs

Ways to Restore Equity 

· Modify truly or perceptually
· Own input or outcome (might talk 2 boss, ie. I deserve a raise like she did)
· Comparison to other’s input or outcome
·   Change the comparison “other” (compare yourself to a fellow colleague)
·  Leave the situation – quit
 
· Research findings
Supportive of the theory for under-compensation
Little evidence for overcompensation inequity
· Individual differences exist in equity sensitivity 

Managerial Implications of Equity Theory 

1. Underpayment results in low productivity, low quality, theft, turnover, absenteeism, dissatisfaction
1. Understand that equity is a perception (seek to understand who is comparison other, and what is being compared)
1. Comparison “other” may be outside the organization
1. Be aware of competitors’ compensation policies



Goal Setting Theory 

A process theory that states that goals are motivational when they are specific, challenging, and when organizational members are committed to them and feedback toward goal attainment is provided
Employees need goals
Organizations have goals – these need to be translated into individual employee goals
Most motivational when
Specific
Challenging
Those to which organizational members are committed
Those for which employees receive accurate and timely feedback on their progression
Goals that employees can reach for – challenging yet attainable
	
Goal Setting: Managerial Implications

Break up larger and ambiguous individual and organizational goals into smaller specific ones
When there is distrust between employees and managers, use participative goal setting (rather than imposed goals) à when there’s little trust between boss and manager
Provide accurate feedback
Stretch goals will decrease motivation
Management by Objectives (MBO)
Organizational program aimed at facilitating goal establishment, goal accomplishment, and employee development
Translate organizational goals into specific behavioural objectives (Ex. The steps that people have to take to attain the goal  identify team members, communicate with them, establish meeting date)

What Kind of Goals are Motivational?

· Goal Specificity 
· Exact goals to accomplish within a given time frame 
· Goal Challenge
· If goals are too easy, the will not motivate to enhance performance
· Much more personal matter than specificity 
· If goals are impossible to achieve, they will also lose ability to motivate; they have to be realistic 
· Base initial goals on past performance
· Goal Commitment 
· You have to accept the goal and be willing to work toward achieving it 
· Goal Feedback 
· Feedback enables the person to compare current performance with the goal 
· Use a schedule 
· Feedback should be accurate, specific, credible, and timely

Enhancing Goal Commitment 

1. Participation 
1. Rewards 
1. Supportiveness 

Goal Orientation

1. An individual’s goal preferences in achievement situations
1. Learning goal orientation – a preference to learn new things and develop competence in an activity by acquiring new skills and mastering new situations 
1. Performance-prove goal orientation – a preference to obtain favourable judgments about the outcome of one’s performance
1. Performance-avoid goal orientation – a preference to avoid negative judgments about the outcome of one’s performance

Types of Goals 

1. Distal Goal – long-term or end goals
1. Proximal goal – short term or sub-goals
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Money as a Motivator 

Piece-rate – a pay system in which individual workers are paid a certain sum of money for each unit of production completed (link between money and performance: prototype)
Wage incentive plans – various systems that link pay to performance on production jobs 
Merit pay plans – systems that attempt to link pay to performance on white-collar jobs 

Motivation in practice

What do the Need Theories say?
What do the Process Theories say?
What does the research say?

Potential Problems with Wage Incentives

Wage incentives can increase productivity at the expense of quality
A threat to the establishment of wage incentives exists when workers have different opportunities to produce at a high level
Wage incentives that reward individual productivity might decrease cooperation among workers
The way jobs are designed can make it very difficult to install wage incentives

Job Design as a Motivator

The goal of job design is to identify the characteristics that make some tasks more motivating that others and to capture these characteristics in the design of jobs 
An attempt to capitalize on intrinsic motivation 

Job Characteristics Model (Hackmanand Oldum- look over in textbook)

Core Job Characteristics
1. Skill variety 
2. Task identity
3. Task significance
4. Autonomy 
5. Job feedback 
Motivating Potential Score. The motivating potential score (MPS) of a job is calculated using the following formula:
  MPS = (Skill Variety + Task Identity + Task Significance)/3  x   Autonomy   x   Job Feedback
Critical Psychological States
Outcomes
Moderators
Growth need strength – the extent to which people desire to achieve higher-order need satisfaction by performing their jobs
Research Evidence
                                  
Job Enrichment

The design of jobs to enhance:
Intrinsic motivation
Quality of working life
And job involvement
Strategies 
Combining the tasks
Establishing external client relationships establishing internal client relationships
Reducing supervision or relationships reducing supervision or reliance on others 
Forming work teams 
Increasing direct feedback
Potential Problems with Job Enrichment
Problems can occur when it is instituted without a careful diagnosis of the needs of the organization and particular jobs in question
Beware job enlargement!
Job enrichment can encounter a number of challenging problems:
Poor diagnosis
Lack of desire or skill 
Demand for rewards
Union resistance 
Supervisory resistance 
Work design characteristics – attributes of the task, job, and social and organizational environment
Task
Knowledge
Social 
Contextual 

Management by Objectives (MBO) – and elaborate, systematic, ongoing program designed to facilitate goal establishment, and employee development 

Alternative Working Schedules as Motivators for a Diverse Workforce

Flex-Time
Alternative work schedule in which arrival and departure times are flexible
Compressed Workweek
Employees work fewer than the normal five days a week but still put in a normal number of hours per week 
Job and Work Sharing 
Job Sharing - two part-time employees divide the work of a full-time job
Work Sharing – reducing the number of hours employees work to avoid layoffs when there is a reduction in normal business activity 
Telecommuting
[bookmark: _WNSectionTitle_6][bookmark: _WNTabType_5]Motivation in Practice	11-09-11 6:49 PM
A system by which employees are able to work at home but stay in touch with their offices through the use of communications technology, such as a computer network, voice mail, and electronic messages

Chapter 2: Personality and Learning

What is Job Performance?

Understanding the factors that explain job performance
Different types (3) 
Task Performance  Directly related to your job, specifies what you have to do to keep your job/get rewarded 
Organizational Citizenship Behaviour  Go above and beyond your assigned duty, voluntary behaviour to help others (do because you want to)
Counterproductive Work Behaviour  Are detrimental to the organization. Harms either the organization or a member of the organization (theft, vandalism, harassment, absent without being ill)
How the individual behaviours have an effect on group performance

Personality

The Big 5 Factors: (OCEAN)
Openness to Experience
Conscientiousness 
Extraversion
Agreeableness
Neuroticism (Emotional Stability)
Self-esteem
Self-monitoring
Locus of control

What is a motivational trait compared to an affective trait?
Motivational  Belief that one can succeed at a variety of tasks Ex.) General self-efficiency
Affective  How someone feels about themselves Ex.) Self-esteem 

Learning

Operant learning
Employees learn a connection between a behaviour and a consequence 
The ‘environment’ (boss, context) delivers consequences that...
Increases the probability of behaviour of OR
Decreases the probability of behaviour
Use positive/negative reinforcement to increase probability of behaviour 
Positive Reinforcement  Adding a  pleasant stimulus that increases/maintains the probability of some behaviour
Negative Reinforcement  Removal of an unpleasant stimulus that increases/maintains the probability of some behaviour
Use punishment/extinction if you want to decrease the probability that a probability will reoccur
Extinction  When people stop displaying a specific behaviour because their environment does not react to it
Punishment  Application of an unpleasant (aversive) stimulus following some behaviour designed to decrease the probability of some behaviour

Chapter 3: Perception, Attribution and Judgment 

Biases

Perceptual biases:
Primacy and recency
Reliance on central traits
Implicit personality traits
Projection
Stereotyping
Biases in the interview:
Primacy, ideal candidate stereotype, contrast effect, - information is overweighed
Biases in performance appraisal:
Primacy/recency, errors (leniency, harshness, central tendency), similar-to-me, halo/horns

Cues Used to Make Attributions 

Consistency cues  Whether that behaviour occurs over a period of time; does it happen consistently? (think back to Michael’s case)
Consensus cues  Do most people engage in the behaviour, or is it unique to this person?
Distinctiveness cues  How you react in different situations; does the person engage in the behaviour in many situations, or is it distinctive to one situation?

Chapter 4: Attitudes and Values

Job Satisfaction 

Components
Cognitive  
Affective
Determinants
Facets: work, $, promotion, coworkers, supervisors
Disposition 
Fairness / justice
Distributive justice  How fair are the outcomes (equity, equality, need): know difference between this and discrepancy theory
Procedural justice  How fair is the process that was used to make the decision (accurate information is used, appeals are welcomed, procedures are used consistently across time and people, two-way communication is allowed)
Interactional justice  Perception of the fairness of the interpersonal treatment (interpersonal, informational)

Attitudes and Values

Organizational commitment ***(KNOW THIS  VERY WELL)
Affective  (positively related to performance, most wanted in the workforce)
Normative
Continuance
No relationship between affective & normative
Negative relationship between normative & continuance
All 3 have a negative relationship to turnover... they all refer to staying in the organization
Values
Work centrality
Hofstede’s values
Power Distance
Uncertainty Avoidance
Masculinity / Femininity
Individualism / Collectivism
Long-term / Short-term Orientation

Question

· From a cultural perspective, are some values better than others than others for the organization (For example power distance, collectivism)?
· It’s not the one dimension is better than the other, just know what they mean, because that is the context of the company’s culture

Chapter 5: Motivation 

· Need Theories: ‘What’ Motivates
· Maslow’s hierarchy
· Alderfer’s ERG
· McClelland’s nach, npow, naff
· Process Theories: ‘How’ to Motivate
· Goal setting theory 
· Specific and measurable 
· Challenging (difficult but attainable)
· Goal commitment
· Feedback 
· Equity theory
· Own O/I vs. 
· Expectancy theory 
· 1st level = value to you, 2nd level = value to organization 
· Instrumentality (High = If I work hard and put in a lot of time, I will get a raise. Low = No matter how hard I work, I will never get a raise)
· Expectancy 
· Valence 1st level outcome = sum (instruments * 2nd level valences)
· Valence of 2nd level outcome is just the value to you
· Force = 1st level valence * expectancy 
· Job characteristic model 

Question

Explain Job vs. Work Design
Job design  focuses on specific aspects of the job (look at characteristic model)
Work design  broader than job design
Considers: task, knowledge, social, and work context characteristics

Example:

Your friends Yang is a territory manager for a pharmaceutical sales company. Recently, one of his sales reps, Lisa, seems to have been lacking in motivation. Knowing that you are currently enrolled in OB class, Tang has asked for your expertise.

· Step 1) Define motivation = persistent effort directed toward a goal
· Step 2) use knowledge of goal setting theory to design a motivational intervention for Lisa (hint, organize your intervention around all the factors that make goals effective)


· Money as a motivator WILL NOT be on the midterm
· Money is an extrinsic motivator 
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What is a group?

Consists of two or more people interacting interdependently to achieve a common goal
Formal work groups – are established by organizations to facilitate the achievement of organizational goals
Designed to channel individual effort in an appropriate direction
Consists of a manager and employees who respond to that manager
Ex.) task forces and committees
Informal work groups – emerge naturally in response to the common interests of organizational members
Rarely sanctioned by the organization, membership often cuts across formal groups

** Look at these models in the textbook:
- Stages of Group Development
- The Punctuated Equilibrium Model of Group Development for Two Groups (good for long-term projects)

Group Size

· Satisfaction?
· Larger groups  consistently report less job satisfaction than those in smaller groups
· Why?
· As opportunities for friendship increase, developing this may decrease because of time and effort required
· Different viewpoints, more = conflict
· Individuals may identify less with the success and accomplishments of the entire group
· Work groups usually consist between 3-20 members
· Performance?
· Depends on the task and on how we define good performance
· Types:
· Additive Tasks
· Disjunctive Tasks
· Conjunctive Tasks


Additive Tasks

· Group performance is dependent on the sum of the performance of individual group members
· The potential performance of the group increases with group size

Disjunctive Tasks

· Group performance is dependent of the performance of the best group member 
· Potential performance of groups doing disjunctive tasks increases with group size

Conjunctive Tasks 

· The opposite of the other two – it’s limited by its poorest performer

**  Look at Group Size, Productivity, and Process Loss model

Diversity of Group Membership

· More difficult time communicating effectively and becoming cohesive
· Might take longer to do their forming, storming, and norming
· Once they do develop, they are equally cohesive and productive as less diverse groups
· Sometimes perform better when the task requires cognitive, creative tasks, or problem-solving

Group Norms

· Collective expectations that members of social units have regarding the behaviour of each other
· Codes of conduct against which we evaluate the appropriateness of behaviour
· Most normative influence is unconscious 
· Norm development  most important function that norms serve is to provide regularity and predictability to behaviour
· Examples:
· Dress (uniforms)
· Reward allocation norms 
· Equity
· Equality 
· Reciprocity
· Social responsibility
· Performance (punctuality, staying after hours, how long people stay on their breaks)

Roles

· Positions in a group that have a set of expected behaviours attached to them
· Represent ‘packages’ of norms that apply to particular group members
· Two basic kinds of roles in organizations:
· Assigned Roles (formally prescribed by an organization as a means of dividing labour to facilitate achievement)
· Emergent Roles (develop naturally to meet the social-emotional needs of group members to assist in formal job accomplishment)

Role Ambiguity

· Lack of clarity of job goals or methods
· There are a variety of elements that can lead to role ambiguity:
· Organizational factors (with a position it may be hard to see the role in a big picture)
· The role sender (supervisor, boss – their message may be unclear)
· The focal person (person receiving the message isn’t listening or just doesn’t want to hear it)
Consequences? 
Reduces intrinsic satisfaction because people don’t know why they’re even in the organization
Increases turnover, people often just want to leave because they feel unwanted/unneeded

Role Conflict

· A condition of being faced with incompatible role expectations
· Four types of role conflict:
· Intrasender Conflict 
· A single role sender provides incompatible role expectations to a role occupant
· Intersender Conflict
· Two or more role senders differ in their expectations for a role occupant
· Interrole Conflict
· Several roles held by a role occupant involve incompatible expectations
· Person-role Conflict
· Role demands call for behaviour that is incompatible with the personality or skills of a role occupant

Group Cohesiveness

· A critical property
· The degree to which a group is especially attractive to its members
· Members want to stay in the group and they describe the group in favourable terms
· A relative, rather than absolute, property of groups

Status 
· Rank, social position, or prestige according to group members
Formal status systems (attempt to publicly identify those people who have higher statuses than others)
Informal status systems (not well advertised)
Consequences of status differences (people can be inhibited from moving upwards)
Reducing status barriers (culture of teamwork and cooperation)

Factors Influencing Cohesiveness

· Threat and Competition
· Success
· Member Diversity
· Size 
· Toughness of Initiation (think exclusive clubs, Ivey-league universities)

Consequences of Cohesiveness

· More participation in group activities
· More conformity
· More success
· In highly cohesive groups, the productivity of individual group members is similar to other members; in less cohesive groups, there is more variation in productivity
** Look at chart in textbook referring to this
· However, highly cohesive groups can be LESS productive than less cohesive!

Group Think (Not mentioned in this chapter... it’s mentioned later in the book)

· Another potential consequence of extreme group cohesiveness
· Psychologist Irving Janis
· Group pressures lead to impaired decision-making
· Unanimity stressed over quality of decisions
· Other factors also contribute

** Probably a question or two on the final about this

Social Loafing 
The tendency to withhold physical or intellectual effort when performing a group task
They would work harder if they were alone rather than part of a group
Two forms:
Free-rider effect  people lower their effort to get a free ride at the expense of fellow group members
Sucker effect  people lower their effort because of the feeling that others are free-riding (trying to restore equity)
Some ways to counteract:
Make individual performance more visible
Make the work interesting
Increase feelings of indispensability (unique outputs)
Increase performance feedback
Reward group performance

Collective efficacy – shared beliefs that a team can successfully perform a given task



Designing Effective Work Teams 

Self-Managed Work Teams

· Have the opportunity to do challenging work under reduced supervision
· Critical to the success = the nature of the task, the composition of the group, and the various support mechanisms in place
· Tasks should be comlex, challenging, require interdependence
· Enriched jobs 
· Composition:
· Stability (understanding and trust)
· Size (as small as feasible)
· Expertise (group as a whole should be knowledgeable about the task)
· Diversity (similar enough to work together, diverse skills to complete different tasks)

Cross-Functional Teams

· Work groups that bring people with different functional specialties together to better invent design, or deliver a product or service
· Task is not too complex or unique
· Success in product development
· Principles for effectiveness:
· Composition 
· Superordinate goals (attractive outcomes can only be achieved through collaboration)
· Physical proximity (team members close to each other)
· Autonomy (authority from the larger organization)
· Rules and procedures
· Leadership 

Virtual Teams

· Work groups that use technology to communicate and collaborate across time, space, and organizational boundaries
· Often cross-functional in nature
· Advantages:
· Around-the-clock work 
· Reduced travel time a costs
· Larger talent pool
Challenges:
Trust 
Miscommunication 
Isolation 
High costs (setup)
Management issues (hard to monitor)
Lessons when developing virtual teams:
Recruitment (attitude, personality)
Training (technical and interpersonal)
Personalization (encourage team members to get to know each other)
Goals and ground rules 

Video:

· Any errors can be traced to the group decisions behind them
· People cannot realistically evaluate alternative forms of action
· High cohesiveness – members of the group strive for the same decision/outcome
· Stress, external pressure, history of recent setbacks, and isolated environments in which decision-making occurs all contribute to group think
· Movie – NASA... The Challenger Launch  deciding whether to launch a rocket (has been launched 19 times before), but now the temperatures may be unsafe, people going against the ‘right thing’ because of previous data... failing to face reality ... the boss is using authority to override the decision and do what he wants (launch the rocket)... fails to see what the data is showing... the data may be insufficient, but the point is still clear. The guy in the group who knew the decision to launch was wrong, didn’t speak up after he knew that everyone else wanted to launch the rocket. He was the only scientist/engineer of the group, everyone else was in business... so he felt pressured to conform even though it was clear he was not comfortable with the situation.
· Increases the probability that the resulting decision is wrong
· Procedural/technical software will correct any error that we make in the future
· Could result in loss of thousands of lives  situation where the US failed to interpret warnings that they were under attack ... Japan fleet
· Group think will help us protect our self-esteem.. that’s why people do this
· Rationalization  focusing on past success to determine future success... very dangerous
· Stereotypes of outsiders  when the group thinks outsiders are overly critical of the group/out to get them, when realistically they know what’s best... leads to more isolation of the group
· Self censorship  censor your own thoughts and don’t tell the group everything you know, could lead to the group making a harmful decision 
· Mind guards protect the group from ideas that may be vital to the decision, suppress documents
· Direct Pressure 
· Illusion of Unanimity  members are pressured to move forward at the group, even if they know it’s the wrong decision
· Leaders should avoid being too directive, make sure to not isolate the climate and bring in outsiders, etc.
· No matter how successful our technology, the outcomes will always depend on people’s ability to make decisions together

1) Invulnerability (overestimation of the group)
2) Inherent Morality (overestimation of the group)
3) Rationalize (close-minded)
4) Negative Stereotypes
5) Self-censorship 
6) Mind guarding 
7) Direct Pressure
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8) Illusions of Unanimity 

What is Decision Making?

Decision making is the process of developing a commitment to some course of action
3 things are noteworthy about decision making:
It involves making a choice among several alternatives 
It is a process
It is a commitment to resources

Well vs. Ill structured Problems

Well structured problem
· Existing (A), desired states (B), and path are clear
· Simple, repetitive, familiar
· Offer shortcuts – rules, routines, SOPs, rules of thumb

Ill Structured Problem
· Existing (A), and desired (B) states, and path are unclear
· Unique and unusual
· Complex, high degree of uncertainty
· Arose controversy of conflict
· Programs don’t work

The Complete Decision Maker – A Rational Decision-Making Model

· Perfectly capable of making a profit making decision
· No  incurred cost – no time cost, no financial cost

Perfect Rationality -  a decision strategy that is completely informed, perfectly logical, and oriented toward economic gain

Bounded Rationality

· Is a decision strategy that relies on limited information and that reflects time constraints and political considerations
· Herbert Simon recognized that the rational characteristics of economic person do not exist in real decision makers
· Managers use this

Cognitive biases – tendencies to acquire and process information in an error-prone way

Steps in the Decision Making Process

Step 1: Problem Identification and Framing

· Bounded
· Perceptual defense (defends the perceiver against unpleasant expectations) 
· Problems defined as:
· Functional specialty (people with a marketing background may fixate on a marketing solution even though the problem resides in bad design)
· Solution (jumping to conclusions)
· Symptoms (you say that there is a morale problem, but really the problem involves the cause of the morale problem)

Step 2: Information Search

· Bounded
· Too little information:
· Memory bias – tend to remember vivid, recent events
· Confirmation bias - the tendency to seek out information that conforms to one’s own definition of or solution to a problem
Too much information:
Overload 

Steps 3, 4, 5: Alternative Development, Evaluation, and Choice

· Bounded
· Satisficing
· Establishing an adequate level of acceptability for a solution to a problem and then screening solutions until one that exceeds this level is found
· Develop a criteria that we would like to reach, and once we reach that we stop searching for information
Chooses the one that exceeds an adequate level of value
Framing is important
Take more risky decisions

Anchoring Effect

· Once we’re presented with information, it tends to have an anchoring effect (biased or it influences it) on any additional information

Step 6: Solution Implementation

Bounded
More difficult because implementation depends on others

Step 7: Solution Evaluation

Bounded
Subject to :
Justification  escalation of commitment, trying to justify a faulty decision, sunk costs
Faulty hindsight  “knew-it-all-along” effect 

How Emotions Affect Decision Making

· Strong Emotions:
· Corrects ethical errors (Ex. whistleblowing)
· Creative decision making
· Hindrance (Ex. family business, auctions)

How Moods Affect Decision Making

· Positive moods:
· Remember positive information
· Give positive evaluation to objects, people, events
· Overestimate that good events will occur
· Make simplified, short-cut strategies, and are more likely to violate rational decision making model
· Creative, intuitive decision-making

Why Use Groups?

· They make:
· Better quality decisions 
· More people scanning the environment
· Generate more ideas and evaluate ideas better than individuals can
· Better acceptance and commitment levels
· People want to be involved in decisions that affect them
· People will better understand a situation in which they participated 
· People are more committed when they invest their own personal time and energy
· Diffusion of responsibility
· If the decision turns out to be a bad one, the burden will be spread across more people; one person won’t be signaled out for punishment
· Occurs if members:
· Have different skills
· Division of labour can occur
· Memory of facts is important
· Can judge based on their experience

Disadvantages of Group Decision Making

· Time
· Conflict (people have their own resources to protect)
· Domination  one group member overpowers the others
· Group think  when individuals relax their moral standards, poor testing of reality, isolated because they’re in a like-minded thinking group, make worse decisions than if they were to be held accountable on their own

Risky Shifts – tendency for groups to make riskier decisions than their average risk initially advocated by their individual members

Conservative Shifts – tendency for groups to make less risky decisions than the average risk initially advocated by their individual members

· What determines them?
The initial positions of group members before they discuss the problem
Group discussion seems to polarize or exaggerate the initial position of the group
Group discussion generates ideas and arguments that individual members have not thought of before
Members try to present themselves as basically similar to other members but “even better”

Improving Decision Making in Organizations

· Training leaders
· Use of role-play
· Stimulating and managing controversy 
· Full-blown conflict causes members to withhold information, and personal goals will take priority over group goals 
· Complete lack of controversy can be equally damaging, as different points of view that are relevant to the decision will never surface
· To stimulate controversy, incorporate members with diverse ideas and backgrounds, form subgroups to “tear the problem apart”, and establish norms that include sharing of information
· Appoint a devil’s advocate  a person appointed to identify and challenge the weaknesses of a proposed plan or strategy
· Traditional and electronic brainstorming
· Generate ideas, don’t evaluate
· Traditional  group members feed off each other’s ideas to create better ones... however, face-to-face brainstorming is less effective than individual brainstorming, as it would be of each individual thinking of their own ideas first
· Electronic  better performance, larger groups = better quality ideas and ideas per person stays the same
· Nominal group technique
· Structured, ideas are generated without group interaction and them systematically evaluated by the group
· Generate AND evaluate ideas
· Disadvantage... not enough time and resources to assemble the group for face-to-face interaction
Delphi technique 
Method of pooling a large number of expert judgments by using a series of increasingly refined questionnaires 
No face-to-face interaction
Developed to overcome the problem from the nominal technique
Disadvantages... lengthy time frame involved in the questionnaire phases, and effectiveness depends on the interest level and writing skills of the respondents
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“McWane” Video 

1) Corporate culture of the organization 
How would you describe it?

· Employees were not treated with respect or given normal human rights

cut the work force to increase profits... but people were taking on too much... one person went from operating 1 machine to 3
ex.) one person was working alone.. got injured (arm stuck in machine) was crying out for help for two hours but no one was there to help... lost his arm
ex.) one guy dies... machine started while he was walking by (didn’t have a guard saying not to walk there) and crushed him  company knew there was a hazard and did nothing to prevent it (unguarded machinery)
ex.) one guy got crushed by a vehicle and had to get both legs amputated... case still being investigated... he’s living and cannot talk because of the lawsuit he’s involved with against McWane
as productivity increased, so did the accidents 
tried to  “REDUCE MAN HOURS PER TON”  management philosophy 
management didn’t care who did the job, as long as someone did it
it was to the point where employees were scared to lose their job, that’s why they agreed to do the unsafe work 
head of company refused to speak publicly or permit any member of the committee to... wouldn’t let outsiders access the plant

What makes it particularly toxic?

· executive team clearly does not care about the employees, they only want to increase production, no matter the cost 

2) What are the sources of power? 

Legitimate Power
· derives from a person’s position or job in the organization 
· who is formally permitted to influence whom 
· increases as we move up the organizational hierarchy
· ex.) the executives had power over workers

Reward Power
· derived from the ability to provide positive outcomes and prevent negative outcomes
· ex.) executives wanted to increase production (positive outcome), at the expense of worker safety (negative outcome)

Coercive Power
· derived from the use of punishment and threat
· despite a strong civil service system, many organizations are allowed to use power in this way
· ex.) workers faced the threat of losing their job if they didn’t do what they were told, no matter how unsafe it was

Referent Power
· derived from being well liked by others
· people we like influence us – we tend to ignore their failures
· **NOT used in this video

Expert Power
· derived from having special information or expertise that is valued in a organization 
· influenced by people who perform their jobs well 
· corresponds to difficulty of replacement 
· * Not really used either, since workers could be replaced by anyone 

Why are they being abused?

· Involves using means of influence or pursuing goals that the organization does not approve of
· Used “not-sanctioned means/sanctioned ends”
· The company uses unethical practices to attain beneficial outcomes 
· ** Look at diagram on last page

3) What kind of leadership is in place? 

· Directive leadership is in place 
· They let employees know what is expected of them, initiate structure, schedule work (made them work super long hours)

How does this relate to the Machiavellian Theory?

The Theory
· A set of cynical beliefs about human nature, morality, and the permissibility of using various tactics to achieve one’s ends
· Executives act in their own interests, even at the expense of workers
· Don’t care about other people’s emotions
· High self-esteem and self-confidence 
· Forma alliances with powerful people to achieve their goals (did not let any executives or managers talk to the press)
· High Machs 
· More likely to advocate the use of lying and deceit 
· In interpersonal situations, they act in an exceedingly practical manner because they assume the ends justify the means 
· Do not feel guilty about social tactics they utilize, or think about the consequences

4) What are the ethical problems in this case? 

· No communication
· With the public or the media 
· No communication with workers  they were often forced to work alone as well 
· Unfair treatment 
· long work hours – 16 hours +... manager said... you can’t go, you will leave when I tell you to
· new disciplined management practices curtailed even the most basic needs... not allowed to go to the bathroom
· didn’t follow rules set by federal safety and health board 
No respect for the law
the company got away with this because the laws weren’t strict enough.. they paid a small penalty for someone’s death... they would rather pay the fines then comply with the law because it’s cheaper and easier in the long run 
No responsibility to the organization, cared only about profits 
No Corporate Social Responsibility 
Environmental Issues 
awful environmental record... not only dangerous, but dirty  also violate pollution laws (air and water) 
were responsible for an oil slick 8 miles long (oil released into city storm drain) 
the company’s excuse was that they are competing for survival, against foreign companies who have little or no regard for the safety of their workers
The safety director has no previous experience – he had no authority... he had to go to the plant manager before doing anything... lied to inspectors to get out of paying fines ...  was told “don’t convict yourself, let the government officials do it”

What are the causes of the unethical problems?

Gain
Temptation
The outcomes you get for doing something unethical 

Role Conflict 
· For example, an executive’s role as a custodian of the environment (DO NOT POLLUTE) might be at odds with his or her role as an employer (DO NOT CLOSE THE PLANT THAT POLLUTES BECAUSE OF PRODUCTION)

Competition 
· Stiff competition for scarce resources can stimulate unethical behaviour
· Executive claimed that they were polluting the environment and had a high employee turnover because they were competing with other international countries that had no regulation laws on that topic and paid their workers next to nothing

Personality 
· People who are cynical/distrustful and those with external locus of control are less tuned to ethical matters
· So are people with strong economic values 
· People with a high need for personal power
· Low degree of sophistication 

Organizational and Industry Culture 
· Differences in consideration for employees, respect for the law, and respect for organizational rules 
· Unethical means of increasing activity is not just one or two people’s fault, it involves cooperation from the entire management team 

5) How would you describe McWane’s culture before the program aired? 

· Awful... there was no culture
· No relationship among employees 
· No trust or respect for others

What culture was the “new” McWane trying to establish?

· A positive one
· That they really cared about employees and their safety 
· They were becoming environmentally friendly 
· [bookmark: _GoBack]They wanted the public to see their company as one with a high corporate social responsibility

What happened to the whistle blower in this case?

They paid the people with high positions a lot of money
The whistleblower guy who spoke up about the company was making $130,000 a year and now he’s a garbage man ... he’s disappointed that after all the convictions made, only one executive has spent time in jail (the bad ones are still living the high life while he did the right thing and lost everything)

6) Do you believe that McWane has really changed?

Changes
many of the managers have been forced out, have opened up new environmental and health & safety positions
 company now uses computer programs to track environmental compliance and injuries
any complaint (recordable injury) is posted on the website within 24 hours 
spent $300 million on improvements  Hiring new high-powered consultants, and 3 former government officials (principal architects of the “new” McWane
showed they were serious and committed about making improvements (provided boxes of documents showing this)
results show that there’s been a dramatic turnaround in the company 

Workers on the Plant Floor - Opinions
foundary business didn’t change - still dangerous 
McWane way seems to have changed – constant siren signaling metal on the move, conveyor belts secured and guarded, guard rails around machinery, air in plants appeared much cleaner and clearer 
strict requirements to shut down and lock don machines while under construction 
employees say they have changed, less harassment, more safe, people are friendlier and seem to care about others (it’s better than it was)
there’s a more stable work force, less turnover
find problems early, and actually take initiative to fix them
don’t dump waste into creeks anymore 
however, people say without the lawsuits and fines, they would not have changed
president talked only to say a statement, didn’t answer any questions... claimed that managers did not try to follow the entire company vision before 
changing a culture – set out expectations of work force behaviour and employee expectations
still have forced retirement

McWane Story Today 
· felony charges files against 5 separate plants 
· charges against 10 executives, managers, supervisors, etc.
· department of justice found out about McWane though the media
· convicted of 125 environmental health and safety crimes 
· $20 million in criminal fines, millions more in civil penalties 
· McWane agreed to meet with them after their “transformation”... inviting them to the plant
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What is Conflict?

· Involves antagonistic attitudes and behaviours 
· Causes of conflict (Interdependence, significant differences, ambiguity, identifying with one area more than another, competition)
· Interdependence  necessitates interaction between parties so they can coordinate their interests, and each party has some power over the other
Differences in power, status, and culture
Power
If one group is dependent on the other, but not the other way around, conflict can develop, because one has power over the other and the other has nothing with which to bargain
Status
When people with higher status are dependent on people with lower status, it is seen as a reversal of roles which upsets some people
Culture
Ambiguity 
Scarce resources
· Types of conflict
· Relationship (relating to other people, conflict is between people and is unrelated to the task)
· Task (disagreements on what needs to be done)
· Process (disagreements on how the work should be organized and accomplished)

Conflict Dynamics

· When conflict begins, a number of events transpire:
· “Winning” the conflict becomes most important
· The parties conceal information from each other or distort it
· Each side becomes more cohesive
· Contact with the opposite party is discouraged
· The opposite party is negatively stereotyped while the image of one’s own position is boosted
· More aggressive people who are skilled at engaging in conflict may emerge as leaders


Approaches to Managing Conflict 

** Get more info. from the text

· Avoiding (low assertiveness, low cooperation)  
· Follow when... 
· The issue is not worth the conflict
· You have a very heated argument 
· Information is lacking
· When you’re opponent is very powerful
Accommodating  (low assertiveness, high cooperation)
Follow when...
If you have work to be done, and you have to get right to it (only if the issue is trivial... Ex. What size font do you want?)
You both have a lot of power... and you want to build goodwill
When you are wrong
Competing (high assertiveness, low cooperativeness)
Follow when...
When you know you’re right (have facts to back up your point)
When you’re very powerful 
When the outcome is dependent only on your effort, and it’s truly a win/lose (either or) situation
When you’re not going to interact with the individual in the future
Compromise (both medium assertiveness and cooperativeness)
Collaborating (high assertiveness, high cooperativeness)
Follow when...
You want to maximize outcomes (because this is the best possible outcome)
If each party has resources and they are useful to each other

Conflict

· Not always bad, sometimes managers even try to stimulate conflict
· Conflict  Change  Adaption  Survival



Negotiation

Distributive negotiation tactics – win-lose negotiation in which a fixed amount of assets is divided between parties
Threats and promises
Firmness vs. Concessions
Persuasion 
Integrative negotiation tactics – win-win negotiation that assumes that mutual problem solving can enlarge the assets to be divided between parties
Copious information exchange
Framing differences as opportunities 
Cutting costs
Increasing resources
Increasing attractive outcomes that can only be achieved through collaboration 
Third-party involvement
Mediation (facilitating an agreement)
Arbitration (authority to dictate the terms of settlement of a conflict)


Stress in Organizations 

· Stress has become a serious concern for individuals and organizations
· Levels of workplace stress are at an all time high
· The implications of this for individuals and organizations are alarming (productivity suffers, costly, etc.)

** Know Model of a Stress Episode

Personality and Stress

· Personality can affect the extent to which potential stressors are perceived as stressful, and the types of stress reactions the occur
· Three key personality traits:
· Locus of control  a set of beliefs about whether one’s behaviour is controlled mainly by internal or external forces
· Type A behaviour pattern  aggressiveness, ambitiousness, competitiveness, impatient, successful, high executives, longer working hours, stronger physiological reactions to stress (Ex. heart attack)  vs. Type B
· Negative affectivity (how you view the world, see it in a negative light, pessimism)  vs. Positive Affectivity

Common Stressors (Sources) in Organizational Life

· Role ambiguity
· Intra- role conflict (1 role... more than 1 demand)
· Workload (overload/underload)
· Heavy responsibility
· Work constraints / lack of control
· Interpersonal conflict (other co-workers)
· Work conditions (physical)
· Job design 
· Job insecurity and change
· Work-family conflict (inter role conflict)

Boundary roles – positions in which organizational members are required to interact with members of other organizations or with the public

Burnout

· Emotional exhaustion, depersonalization, and reduced personal accomplishment among those who work with people
· Burnout follows a process:
· Emotional exhaustion  depersonalization  Low personal accomplishment
It is most common among people who entered their jobs with especially high ideals
It also stems from the frequent need to engage in “emotional labour”

Reactions to Stress

· The reactions of organizational stress can be divided into 3 types:
· Behavioural patterns
· Psychological reactions
· Physiological reactions

Behavioural Patterns

· Problem solving
· Ex.) delegation, time-management, talking it out, asking for help, searching for alternatives
· Seeking social support
· Performance changes
· Withdrawal
· Use of addictive substances

Psychological Patterns

· Involve emotions and thought processes
· Most common reaction is to use defense mechanisms (Ex. rationalization, projection, displacement, reaction formation, compensation)

Physiological Patterns

· Concentrated on the cardio-vascular system
· Could lead to heart attacks 

Reducing or Coping with Stress

· Some of the things organizations can to do reduce stress:
· Job redesign
· Social support
· Family-friendly HR policies (childcare, eldercare)
· Stress management program (yoga at lunch)
· Work-life balance programs (flex-time, compressed work week, healthy diet, physical activity, leisure activities)
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