Perception
· Perception. The process of interpreting the messages of our senses to provide order and meaning to the environment
· Helps sort out and organize the complex and varied input received by our senses of sight, smell, touch, taste and hearing
· People frequently base their actions on their interpretation of reality rather than reality itself
· Organizational behaviour is influenced by the perception that members have with each other
Components of Perception
INSET EXHIBIT 3.1
The Perceiver
· Past experiences lead the perceiver to develop expectations which affect current perceptions 
· Needs unconsciously influence perception by causing us to perceive what we wish to perceive 
· EX. A lonely student will perceive the most innocent actions of the opposite sex as indicating an interest
· Emotions such as anger, happiness or fear can influence our perceptions
· EX. Employee who did not get promoted and is angry perceives consolation from a coworker as gloating or an employee who got promoted is so happy they do not notice the sadness of others
· Perceptual Defense. The tendency for the perceptual system to defend the perceiver against unpleasant emotions
The Target
· Perception involves interpretation and addition of meaning to the target
· Ambiguous targets are especially susceptible to interpretation and addition 
· Perceivers have a need to solve such ambiguity
· A reduction in ambiguity might not be accomplished by greater information, detail or accuracy 
· EX. Assigning a group of visible minorities to a prejudiced manager will not  improve his/her perception of their true abilities
The Situation
· Every instance of perception occurs in some situational context that affects what is perceived 
· Most important effect the situation can have is to add information about the target
· The perceiver and the target are the same but the perception changes with the situation
· EX. A casual critical comment about your performance from the boss. Normally this can be perceived jokingly, however the perception would but much graver if it was said a week before you were up for promotion 

Social Identity Theory
· Social Identity Theory. A theory that states that people form perceptions of themselves based on their characteristics and memberships in social categories
· Our sense of self is composed of a personal identity and a social identity (Who am I?)
· Personal identity is based on our unique personal characteristics such as interests, abilities and traits
· Social identity is based on our perception that we belong to various social groups such as gender, nationality, religion and occupation
· We categorize ourselves and others to make sense of an understand the social environment 
· The categories are chosen depending on is most appropriate to the situation EX. Defining people in a meeting according to their job title
· Once the category is chosen, we see all members of that category as embodying the most typical attributes of that category (prototypes) 
· Once we locate ourselves in a social category, we perceive ourselves as embodying the prototypical characteristics of the category
· Social identities are relational and comparative; we define members of a category relative to members of other categories. EX. You are in student category. You see your professor at school part of the teacher category. You see your professor outside school as baby boomer category
· Social identity theory helps us understand how the components of the perceptual system operate in the formation of perceptions 
· We perceive people in terms of the attributes and characteristics that we associate with their social category relative to other categories
· Your perception of others is a function of how you categorize yourself (student) and your target (professor). If the situation changes so might the categorization and the relation between perceiver and target
· People tend to perceive members of their own social categories in more positive and favorable ways that those who are different and belong to other categories 
Perceptual Process Model
· According to Bruner, when the perceiver encounters an unfamiliar target, the perceiver is very open to the informational cues contained in the target and the situation surrounding it
· Gradually the perceiver encounters some familiar cues that enable him/her to crudely categorize the target
· After the initial cue, the search becomes less open and the perceiver starts searching only for cues that will confirm the categorization of the target
· This strengthens the categorization and the perceiver starts ignoring and distorting cues that violate the initial perception
· It will take many contradictory cues in order for the initial categorization to be changed and these cues will have to overcome the expectations that have been developed
INSERT EXHIBT 3.3
· Perception is selective. Perceivers do not use all available cues, but the ones that are used are given special emphasis
· Perceptual constancy. The tendency for the target to be perceived in the same way over time across all situations
· Perceptual consistency. The tendency to select, ignore and distort cues in way that they fit together to form a homogenous picture of the target
· Humans strive for consistency in our perception of people. First impressions count
Perceptual Biases
Primacy and Recency Effects
· Primacy Effect. The tendency for a perceiver to rely on early cues or first impressions
· Primacy is a form of selectivity and its lasting effects illustrate the operation of constancy
· Recency Effect. The tendency for a perceiver to rely on recent cues or last impressions
· EX. Landing a big contract today makes up for a whole year of bad sales performance
Reliance on Central Traits
· Central Traits. Personal characteristics of a target that are of particular interest to the perceiver 
· EX. A person developing their perception of a new coworker revolved around the trait of intellectual capacity. The same person might not use the same trait for developing perceptions of new people met at a party
· Physical appearance is a common central trait. Those who are attractive are perceived as good
Implicit Personality Theories
· Implicit Personality Theories. Personal theories that people have about which personality characteristics go together.
· EX. You expect hardworking people to also be honest.
Projection
· Projection. The tendency for perceivers to attribute their own thoughts and feelings to others
· It can be efficient and true because people with similar backgrounds or interest often are similar
· Can be false because no 2 people are truly the same
· Can be used as perceptual defence. EX. “Sure I cheat, but so does everyone else.”
Stereotyping
· Stereotyping. The tendency to generalize about people in a certain social category and ignore variations among them
· Categories include race, age, gender, ethnic background, social class and occupation
· 3 specific aspects to stereotyping
· We distinguish some category of people (students)
· We assume that the individuals in this category have certain traits (procrastination)
· We perceive that everyone in this category posses the same traits (all procrastinators)
· Not all stereotypes are unfavorable. Often the social categories of which you are a member
· Stereotyping helps us develop impressions of ambiguous targets 
· Stereotyping develops when we do not have good information about a particular group
Attribution
· Attribution. The process by which causes or motives are assigned to explain people’s behaviour
· It is important to determine if the behaviour is caused by dispositional or situational factors
· Dispositional Attributes. Explanations for behaviour based on an actor’s personality or characteristic. EX. Behaviour is a function of intelligence, greed, friendliness or laziness
· Situational Attributes. Explanations for behaviour based on an actor’s external situation or environment. EX. Behaviour is a function of bad weather, good luck, proper tools or poor advice
· Since we cannot read minds to understand people’s motives we rely on external cues 
Consistency Cues
· Consistence Cues. Reflect how consistently a person engages in behaviour over time.
· Unless we see clear evidence of external constraints that force a behaviour, we tend to perceive behaviour that a person performs regularly as revealing more of his/her true motives
· High consistency leads to dispositional attributions. Inconsistency leads to situational 
Consensus Cues
· Consensus Cues. Reflect how a person’s behaviour compares to that of others
· The person who acts differently from the majority is seen as revealing more of his/her true motives
· Low consensus behaviour leads to dispositional attributes. High consensus behaviour leads to situational 
· We place more emphasis on people’s private actions than on their public actions when assessing their motives
Distinctiveness Cues
· Distinctiveness Cues. Reflect the extent to which a person engages in some behaviour across a variety of situations
· If a person behaves the same in a variety of environments it is seen as revealing more of his/her true motives
· If the behaviour is not distinct to one particular situation it leads to dispositional attributes. Distinctive behaviour leads to situational
Roshani – Roshani is absent a lot, coworkers are seldom absent, Rishani was absent a lot in pervious job
Mika – Mika is absent a lot, coworkers are absent a lot, Mike was seldom absent in previous job
Sam – Sam is seldom absent, coworkers are seldom absent, Sam was seldom absent in previous job
INSERT EXHIBIT 3.4
Attribution Biases
Fundamental Attribution Error
· Fundamental Attribution Error. The tendency to overemphasize dispositional explanations for behaviour at the expense of situational explanations
· We often discount the strong effects that social roles can have on behaviour EX. Doctors seem cold and mean because their job requires they do not get emotionally attached
· We fail to realize that the observed behaviour is distinctive to a particular situation. EX. A peer is always seen joking at school but we have no appreciation how they might act outside of school
· This error can lead to problems for managers of poorly performing employees. EX. Laziness or low aptitude is cited when in fact poor training or bad sales territory is the reason
Actor-Observer Effect
· Actor-Observer Effect. The propensity for actors and observers to view the causes of the actor’s behaviour differently
· Actors are prone to attribute much of their own behaviour to situational factors while observers view the actor’s same behaviour as being dispositional
· EX. Employee arriving late due to the bus being late. The actor (employee) knows the unreliability is just situational but the observer (boss) believes the unreliability is dispositional
Self-Serving Bias
· Self-Serving Bias. The tendency to take credit for successful outcomes and to deny responsibility for failures
· It suggests that people will explain that people will explain the very same behaviour differently on the outcome of events that happened after the behaviour occurred 
· EX. A marketer develops a new product. If the product is a success, the person is likely to make a dispositional attribution (I am a good marketer). If the product is a failure, the person is likely to make a situation attribution (the poor performance of the research firm used)
Workforce Diversity
· Workforce Diversity. Differences among recruits and employees in characteristics such as gender, race, age, religion, cultural background, physical ability or sexual orientation
Changing Workplace
· Aging baby boomers, increasing movement of women and immigrants
· Organizations are seeking to recruit more representatively from this new pool of immigrants so that they employ people who reflect their customer base
Valuing Diversity
· Before firms were considered doing the right thing by just tolerating diversity and employing women and minorities. Considered doing especially well if they tried to “fix” what was different and assimilate them into the corporate culture
· Now firms are adopting diversity as part of their corporate strategy to improve competitiveness
· Advantages include improved problem solving, creativity, recruiting and marketing
Workforce Stereotyping
Stereotype Threat
· Stereotype Threat. Members of a social group feel they might be judged or treated according to a stereotype and that their behaviour or performance will confirm the stereotype
· The existence of a stereotype threat can undermine a person’s performance
Racial and Ethnic Stereotypes
· Personal experience is unnecessary; when asked to describe the traits of a number of ethnic groups, some of which did not even exist, people assigned unfavorable traits
· Ethnic stereotypes are often contradictory; immigrants are lazy but they steal all the jobs
· Visible minorities have more barriers in career advancement; if identical people, white wins
· ¼ of ethnic workers report being discriminated against; commonly not receiving credit on work
· Attribution plays a role. EX. ethnic managers made it to the top with help from others (situational) while white managers made it on their own skill (dispositional)
Gender Stereotypes
· Women are severely underrepresented in managerial and administrative jobs
· This is improving in entry and middle level managerial positions but still bad at top management
· Studies have determined that successful managers are perceived as having traits and attitudes that are similar to men (leadership, confidence, competitiveness and ambition)
· Women suffer from a stereotype that is detrimental to their hiring, development, promotion but women are more likely to get leave of absences or time off for personal reasons
· Women are starting to break into the managerial and financial services industry but are still not able to get into the stereotypical male industries (forestry, construction, oil)
Age Stereotypes
· We tend to make certain assumptions about a person’s physical, psychological and intellectual capabilities by categorizing them into certain age ranges or generations
· Older workers are seen as having less capacity for performance, development and change
· Older workers are seen as being more stable, honest, dependable and trustworthy
· Older people are less likely to be hired for jobs that require rapid, high risk decisions (finance)
· Older people are less likely to be hired for jobs that require creative solutions (marketing)
Managing Workforce Diversity
· Valuing diversity does not happen automatically, it needs to be managed to  have a positive impact on work behaviour and the organization
· Select enough minority members to get them beyond token status
· Encourage teamwork that bring minority and majority members together
· Ensure those making career decisions about employees (promotion) have accurate information 
· Train people to be aware of stereotypes
· Effective Diversity Programs include
· Building senior management commitment and accountability
· Conduct a thorough needs assessment
· Develop a well defined strategy tied to business results
· Emphasize team building and group process training
· Establish metrics and evaluate the effectiveness of diversity initiatives
Trust To create a great workplace, managers need to build trust which is achieved by practising credibility, respect, and fairness and by encouraging pride and camaraderie among employees 1Ability. Refers to employee perceptions regarding management’s competence and skills 2Benevolence. Refers to the extent that employees perceive management as caring and concerned for their interests and willing to do good for them 3Integrity. Refers to employee perceptions that management adheres to and behaves according to a set of values and principles that employees find acceptable Trust Model 1Respect –showing appreciation for employee efforts and contributions –ensuring that people have the equipment they need to do their jobs – seeking employee opinions and involving them in important decisions –caring for employees as people with lives outside work 2Credibility –being approachable and easy to talk with, answering hard questions and making expectations clear –trusting people without looking over their shoulder – being reliable, delivering on promises and walking the talk –articulating a clear vision for the company or department 3Fairness – ensuring all employees have opportunities for rewards and recognition – avoid playing favorites especially when promoting – treating all employees fairly regardless of age, race or sex – ensuring employees are paid fairly 4Pride – helping employees feel they personally make a difference in their work – inspiring employees to feel pride in team accomplishments – helping employees feel proud of the whole company and its community contributions 5Camaraderie – creating a workplace atmosphere where employees can be themselves and care about each other – welcoming new employees to a friendly environment and celebrating special events – creating a cooperative work environment and demonstrating that people are all in this together Perceived Organizational Support  -supervisor support -fairness -organizational rewards –job conditions –job satisfaction –organizational commitment –positive mood –performance –reduced strains –reduced turnover and absenteeism

