Chapter 2: Job Performance
Employee behaviours that contribute, either positively or negatively, to organizational goal accomplishment.
Ex. Student, professor
1. Task Performance (positive): employee behaviours that are directly involved in the production of goods and or services.
Routine Task Performance: responses to demands that occur in a normal, routine, or predictable way. Ex. making a cappuccino at Starbucks
Adaptive Task Performance (adaptability): responses to tasks demands that are unpredictable, novel, or unusual. Ex. emergency doctor (Africa), Pilot (textbook)
Creative Task Performance: developing ideas or outcomes that are novel and useful. Ex. Advertising, architecture, software developer
Job Analysis: many organizations identify task performance behaviours by conducting a job analysis. Steps: generate a list of activities, rating of activities by “subject matter experts” (SME)….
NOC: National Occupational Classification: a nationally accepted reference to occupations in Canada, over 30,000 job titles and 520 job descriptions.
Tasks are not simply performed versus not performed- there’s a range of behaviour
Poor performers may fail to complete required behaviours BUT the best performers often exceed all the expectations!
Going the extra mile and beyond
How important is this to organizations
2. Citizen Behaviour (positive): voluntary employee activities that may or may not be rewarded but that contribute to the organization by improving the overall quality of the setting in which the work takes place
Interpersonal Citizenship Behaviours: behaviours that benefit coworkers and colleagues and involve assisting, supporting, and developing other organizational members in a way that goes beyond the normal job description.
Helping: involves assisting coworkers
Courtesy: refers to keeping coworkers informed
Sportsmanship: involves maintaining a good attitude with coworkers
Organizational Citizenship Behaviours: behaviours that benefit the larger organization by supporting and defending the company, working to improve its operations, and being loyal.
Voice: speaking up and offering constructive suggestions for change
Civic Virtue: participating in the company’s operations at a deeper-than-normal level
Boosterism: representing the organization in a positive way
3. Counterproductive Work Behaviours (intentionally): hinder organizational goal accomplishment.
4 Different categories:
Property Deviance: harms the organizations assets and possessions, ex: sabotage, theft
Production Deviance: reduces the efficiency of work output, ex: wasting resources, substance abuse
Political Deviance: intentionally disadvantages other individuals, ex: gossiping, incivility
Personal Aggression: hostile verbal and physical actions directed towards other employees, ex: harassment, abuse
Are there bad apples? Yes, pattern of behaviour
Does counterproductive behaviour only apply to certain jobs? No, there will always be things to waste, steal, people to gossip about.
Does it only apply to poor performers? No, research shows a weak correlation. Often the better performers can better get away with it!
Application: Performance Management:
Management by Objectives (MBO): based on whether the employee achieves specific performance goals. Suited for sales, because it’s measureable. 
Behaviourally Anchored rating scales (BARS): Assess job performance behaviours, uses critical incidents to create a measurement scale. Pros and cons: results and behaviours, sometimes combining both MBO AND BARS might be the best option.
360-Degree Feedback: collect performance information from supervisor and others with firsthand knowledge.
Forced Ranking: managers rank their employees. Ex: the top 20% (A players), the vital middle 70% (B players), or the 10% (C players)
Social Networking Systems:

Chapter 3 - Organizational Commitment
Organizational Commitment: an employee’s desire to remain a member of the organization
Why Does it matter: influences whether the employee stays at the organization (is restrained) or leaves to pursue another job (turns over) ($$$)
What happens if commitment is low: employees engage in withdrawal behaviour: actions that employees perform to avoid the work situation, may eventually lead to quitting.
Factors that foster commitment:
· increase in salary and benefits – Continuance (cost)
· relationships with coworkers
· location
· gave you training and invested in you and mentored you – Normative
· opportunity to participate in decision making,
· room for growth, 
· getting recognized for hard work 
The remainder are emotion based (Affective)
Affective Commitment: an emotional attachment to and involvement with, that organization (you stay because you want to)
Continuance Commitment: an awareness of the costs associated with leaving it (you stay because you need to)
Normative Commitment: a feeling of obligation (you stay because you ought to)
What does “Focus of commitment” refer to? – The various people, places, and things that can inspire and desire remaining in that position
Affective Commitment: why is it encouraged- more emotionally attached (commitment, loyal), more willing to exert extra effort, more citizenship behaviours.
Encouraged by:
Erosion model: employees with fewer bonds will be the most likely to quit the organization
Social Influence Model: employees who have direct linkages with “leavers” will be more likely to leave.
Continuance Commitment: cost to leave/ benefit to stay
Increases by: Total amount of investment made by employee, lack of employment alternatives
Do we want to increase continuance commitment: yes, but need to be aware that it tends to create more passive form of loyalty, negligible or negative relationship with work outcomes, except turnover, sometimes staying because they have to
How to increase continuance commitment: competitive pay, and encourage embeddedness.
Embeddedness: a person’s links to the organization and the community, his/her sense of it, and what he would have to sacrifice for a job change (ex. oil companies)
Strengthens continuance commitment: provides more reasons to stay, more sources of anxiety upon leaving.
Normative commitment: staying “right” or “moral” things to do (“should”), could be from: personal work philosophies, organizational socialization.
We want to increase this and reduce turnover 
How to increase normative commitment: organizational support (ex. training and development – pay tuition, support language skill development)
Why do we care about commitment? – want to discourage employee withdrawal
Up to 2/3 of Canadians are willing to voluntarily switch jobs
More of a risk
Chapter 4 – Job Satisfaction
Job Satisfaction is a pleasurable emotional state resulting from the appraisal of one’s job or job experiences, it represents how you feel about your job and what you think about your job.
Are Canadians satisfied: Yes, 81% of Canadians report being satisfied with their jobs and like the people they work with
Why are some employees more satisfied than others?
· Employees are satisfied when their job provides the things that they value.
What do you value?
· Good relationships – coworkers and management
· Sense of impact – tangible results
· Opportunity to help others
· Job security
· Compensation
· Integrity, honest
· Interesting work
Value-Percept Theory: job satisfaction depends on whether you perceive that your job supplies the things that you value. 
Dissatisfaction= (Vwant - Vhave) (Vimportance)
People evaluate job satisfaction according to specific facets of the job
Pay satisfaction: is it as much as they deserve? Is it adequate?
What is special about pay, more than anything else? – We compare ourselves to others, we expect equity.
Promotion Satisfaction: are promotion policies fair? Are they implemented fairly? Based on ability?
Supervision Satisfaction: is the boss competent, polite? Can they help me attain the things that I value? Are they generally likeable?
Co-worker Satisfaction: can they help me do my job? Do I enjoy being around them?
Satisfaction with the work itself: are the tasks challenging, interesting? Do they make use of key skills?
Which of the five facets contribute the most to overall job satisfaction? (in order of significance)
a) Pay, promotion, supervision
b) Supervision, co-worker, pay
c) Work, supervision, co-worker
d) Work, pay, supervision
Answer: C, but all facets are positively correlated to overall job satisfaction.
Implication for managers? – 
Critical Psychological States
Meaningfulness of work: degree to which work tasks are viewed as meaningful-something that counts
Responsibility for outcomes: degree to which employees feel that they are key drivers of work equality
Knowledge of results: the extent to which employees know how well they are doing
Job Characteristics Theory (IMPORTANT): 
· Variety: involves a number of different activities, uses different skills and talents. Ex: corporate lawyer, chef, engineers, architect. 
· Identity: completing a whole piece of work from beginning to end with a visible outcome. Ex: craftsmen, truck driver
· Significance: impact on the lives of other people. Ex: fireman, doctors, child care workers, anyone in the healthcare profession.
· Autonomy: provides independence and discretion to the individual doing the work. Ex: entrepreneur.
· Feedback: feedback from the job itself about how well the worker is performing. Ex: waitress, technicians, construction workers, carpenters.
Overall job characteristics are moderately to strongly related to work satisfaction.
Question: but do all the employees want more variety, autonomy? – Not necessarily, depends upon knowledge and skill and growth need strength (captures whether employees have strong needs for personal accomplishment and development)
Job Enrichment: duties and responsibilities are expanded, provide more variety, identity, autonomy, enrichment can: boost job satisfaction levels, heighten work accuracy and customer satisfaction, negative training and labour costs tend to rise a result of such changes.
Moods and Emotions: job satisfaction reflects what you think and feel about your job (rational, emotional). A satisfied employee feels good about his or her job on average.
Emotions: feelings are often intense, last for only a few minutes, and are directed at (and caused by) someone or some circumstance. Ex: I’m feeling angry at my boss, emotions are always about something.
Moods: are states of feeling, often mild in intensity, that last for an extended period of time. Not explicitly directed at or caused by anything. Ex: I’m feeling grouchy or I feel good. 
Emotional Labour: is the need to manage emotions to complete job duties successfully. Ex: flight attendants.
Emotional Contagion: shows that one person can catch or be infected by the emotions of another person. Ex: customer service representative.
Why some employees are more satisfied than others? - 
Chapter 5 – Stress
Role Conflict: refers to conflicting expectations that other people may have of us
Role ambiguity: refers to the lack of information regarding what needs to be done
Role Overload: occurs with the number of demanding roles a person holds is so high that the person simply cannot perform some or all of the roles very effectively
Daily Hassles: reflects the relatively minor day-to-day demands that get in the way of accomplishing the things that we really want to accomplish
Midterm #1
· One Question from each chapter (1-4), worth 10 marks, short to long answer questions
· Definitions (in your own words)
· Textbook material as well
· Application and knowledge questions

Motivation
The extent to which persistent effort is directed toward a goal
Motivation determines the: intensity of effort, persistence of effort, direction of effort (towards organizational goals)
 Intrinsic Motivation: motivation that seems from the direct relationship between the worker and the task, doing something because it is inherently interesting or enjoyable-task performance serves as its own reward.
Extrinsic Motivation: motivation that seems from the work environment external to the task itself, doing something to get a reward.
Expectancy Theory: premise: people will be motivated to perform work activities that they find attractive, feel they can accomplish, and lead to valued outcomes. Belief that effort leads to performance (E –P), subjective probability ranging from 0 to 1. Affected by Self-Efficacy: the belief that a person has the capabilities needed to succeed, past accomplishments, vicarious experiences, verbal persuasion, and emotional cues.
Instrumentality: belief that performance leads to outcome (P-O), subjective probability ranging from 0 to 1.
Valence (V): degree to which an outcome is valued by an individual 
What Makes Some Outcomes More “Positively Valenced” Than Others: outcomes are deemed more attractive when they help satisfy needs.
Needs: outcomes that have critical psychological and physiological needs.
Force: the total direction of effort, motivational force equals zero if any one of the three beliefs is zero.
Goal Setting Theory: views goals as the primary drivers of the intensity and persistence or effort.
Assigning employees specific and difficult goals will result in higher levels of performance.
Why Specific: easier to understand
Why Difficult: requires more effort
Assigned Versus Self Set Goals:
Need to affect people’s self-set goals: the internalized goals that people use to monitor their own task progress, increases the intensity and persistence of effort, can trigger the creation of strategies.
What Can We Do As Managers: feedback-updated o employee progress towards goal commitment
Task Complexity-how complicated the task is (information, degree of change, actions)
Goal Commitment- degree to which a person accepts a goal and is determined to try to reach it (ex. SMART goals)
Equity Theory: motivation also depends on what happens to other people, compare the inputs one invests in a job and the outcomes one receives in comparison to the inputs and outcomes of another person or group. Equity exists when: my outcomes = 
· Compare to a comparison other
· Cognitive Calculus: any imbalance in ratios triggers equity distress: an internal tension that can only be alleviated
Psychological Empowerment: the belief that work tasks contribute to some larger purpose
· Meaningfulness: the degree to which one feels that work tasks contribute to society
· Self-determination: a sense of choice
· Competence: a belief in one’s ability to perform work tasks successfully (=self-efficacy)
· Impact: reflects the sense that a person’s actions make a difference
· How Important Is Motivation: research shows motivation has a strong positive effective on job performance, strongest performance effects is self-efficacy/competence
· Difficult goals are the second most powerful motivating force
· The motivational force described by expectancy theory is the next more powerful
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What determines whether a person/authority “sees” the moral issue at stake? – Moral intensity (situational factors): the degree to which an issue has ethical urgency, depends on potential harm, social
(1)Moral Judgement: accurately identify what is the “right” course of action and what is the “wrong” course of action.
(2)Moral Development (individual factor)
Moral Principles:
(3)Moral Intention: degree to which someone is committed to the moral course of action
What influences whether someone intends to do the right thing: organizational culture/norms, moral identity (individual factor)
(4)Moral Behaviour: turning intention into actual moral behaviour
According to the 4- Component model we might engage in unethical behaviour because:
· We didn’t realize there was an ethical issue (no awareness)
· We had no (or wrong) moral judgement
· We have the best intentions but something prevented us to act (
According to the 4-Component Model we might do the “right thing”
Strength:
Recognize that moral awareness, judgement, intention, and behaviour do not always coincide.
Criticisms of the 4- Component Model:
· Strict emphasis on rational processes
· Undervalues situational factors
· Weak links between the components
Motivation Theories and Unethical Behaviours:
Motivation refers to direction, intensity, and persistence
Chapter 9: Personality, Cultural Values, and Ability
What is personality?
· Personality: the structures and propensities that explain an individual’s characteristic patterns of thought, emotion, and behaviour, capture what people are like as individuals
· Use adjectives called traits: recurring regularities or trends in people’s responses to their environment
· Cultural Values: shared belief about modes of conduct in a given culture, that influence the development of personality traits
· Ability: relative stable capabilities, captures what people can do as individuals
Conscientiousness: dependable, organized, reliable, ambitious, hardworking, and persevering. Has the biggest influence on job performance. Prioritize accomplishment striving- a strong desire to accomplish task-related goals.
Agreeableness: warm, kind, cooperative, sympathetic, helpful, and courteous. Prioritize communication striving- a desire to obtain acceptance in personal relationships as a means of expressing personality. Focus on getting along. Beneficial in some positions, not in all.
Extraversion: talkative, sociable, passionate, assertive, bold, and dominant. Easiest to judge in zero acquaintance situations. Prioritize status striving – reflects a desire to obtain power and influence within a social structure as a means of expressing personality. Tend to be high in positive affectivity – dispositional tendency to experience pleasant moods. Best suited for salesman.
Neuroticism: nervous, moody, emotional, insecure, and jealous. Synonymous with negative affectivity – tendency to experience unpleasant moods. Associated with differential exposure to stressors – more likely to appraise situations as stressful. Associated with differential reactivity to stressors – less likely to believe they can cope with stressors that they experience.  Strongly related to locus of control- whether people attribute the causes to events to themselves or to the external environment. Tend to hold an external locus of control.
Openness to Experience: curious, imaginative, creative, complex, refined, and sophisticated. Also called inquisitiveness or intellectualness. Valuable in artistic and scientific fields, high levels of creative performance, where employees need to generate novel and useful ideas (architecture).
Culture: the shared values, and beliefs that result from common experiences of members of a society. Transmitted across generations, influences the development
Geert Hofstede’s Study: discovered the basic dimensions of culture:
1. Individualistic
2. Collectivistic
3. Power Distance
4. Uncertainty Avoidance
5. Masculinity – Femininity
6. Short-term versus Long-term Orientation
Project Globe (Global Leadership and Organizational Behaviour Effectiveness): impact of the cultures on the effectiveness of various leader attributes, behaviours, and practices. Findings: identified 9 dimensions: Power Distance, Uncertainty Avoidance, Collectivism: Institutionalism
Need to avoid ethnocentrism: comparing other cultures to your own. Cultural differences can influence many things: reactions to change, management style, reward preferences. We are a global community.
How can we describe what employees can do: Abilities capture what people can do. Three general categories: cognitive, emotional, and physical. 
Cognitive abilities: are capabilities related to the acquisition ad application of knowledge in problem solving.
True or false: people who are high on verbal abilities also tend to be high on reasoning, quantitative, spatial, and perpetual skills. - TRUE
Emotional Intelligence: a human ability that affects social functioning.
1. Self-Awareness: the appraisal and expression of emotions in oneself
2. Other Awareness: the appraisal and recognition of emotion in others
3. Emotional Regulation: being able to recover quickly from emotional experiences
4. Use of emotions: employ emotions to improve their chances of success
Physical Ability: the degree to which the body is capable of exerting force.
Static strength: the ability to lift, push, or pull very heavy objects
Explosive strength
Stamina: the ability to engage in prolonged physical activity
Flexibility: the ability to bend, stretch, twist, or reach.
Extent Flexibility: needed to work in a small compartment or in an awkward position
Dynamic Flexibility:
Coordination: the quality of physical movement
Gross body coordination: the ability to synchronize movement
Conscientiousness affects job performance. Key driver of typical performance – performance in the routine conditions. More likely
Cognitive ability is a strong predicator of job performance (task performance). People with higher general cognitive ability tend to be better at learning and decision making. Research has not supported a significant linkage between cognitive ability and organizational commitment.	
Midterm
Room DMS 1160
6 Questions, worth 5-10 marks
Chapters 5-8
Theories
12 Multiple choice, 3 questions per chapter
STUDY THE TEXTBOOK AND WATCH DOCUMENTARIES!!
McWayne: Trust and Justice
Connect: multiple choice
Chapter 10- Unconscious Bias
Unconscious Bias: implicit actions or judgements that are controlled by automatic evaluation without a person’s awareness. “It’s not what you look at that matters, it’s what you see.”
Psychological Definition: natural people preferences, biologically we’re hard wired to prefer people who are like us
Sociological Definition: cultural influences such as how people are raised, or past experiences that create favourable or unfavourable feelings (often unconscious).
11 Million pieces of data, 40 items consciously aware of, 4-7 items we can focus on at one time.
“We don’t see things as they are, we see things as we are.”
Group identity, background, experiences, and culture influence who you identify with.
Micro-advantages: subtle advantages we give to people we identify with
Micro-inequities: subtle messages or actions that tend to exclude people
How can we avoid biases and be more inclusive?
· Identify and check your assumptions about others
· Be aware of your actions and make conscious choices
· Broaden your network, get to know someone new
· Tactfully call attention to possible micro-equities you see






