ORGANIZATIONAL BEHAVIOR
Final Exam Review

Chapter 9 – LEADERSHIP

Leadership: the influence that individuals exert on the goal achievement of others in an organizational context

Strategic Leadership: leadership that involves the ability to anticipate, envision, maintain, flexibility, think strategically, and work with others to initiate changes that will create a viable future for the organization

(Great Man/Woman Theory)
Effective leaders posses the following traits:
· Intelligence, energy, self-confidence, dominance, motivation to lead, emotional stability, honesty, integrity, need for achievement

THE BEHAVIOR OF LEADERS

The Behavioral Approach states that leaders do:
· Initiating structure (directive behavior)
· Consideration (supportive behavior)

Consideration and initiating structure contribute positively to employees ‘ motivation, job satisfaction and leader effectiveness. 

Leader reward behavior: the leader’s use of compliments, tangible benefits and deserved special treatment

Leader Punishment Behavior: the leader’s use of reprimands or unfavorable task assignments and to the active withholding of rewards

SITUATIONAL THEORIES OF LEADERSHIP

Fiedler’s Contingency Theory: 
· States hat the association between leadership orientation and group effectiveness is contingent (depends) on how favorable the situation is for exerting influence
· Least preferred co-worker (LPC): a current or past co-worker with whom a leader has had a difficult time accomplishing a task
· Situational favorableness is the “contingency” part of this theory, the factors that affect situational favorableness are:
· Leader-member relations 
· Task structure
· Position power
· Cognitive Resource Theory: a leadership theory that focuses on the conditions in which a leader’s cognitive resources (intelligence, expertise, and experience) contribute to effective leadership

House’s Path-Goal Theory
· Concerned with directive, supportive, participative, achievement-oriented behaviors, which is the situation under which leader behaviors are the most effective

Directive Behavior: directive leaders schedule work, maintain performance standards, and let employees know what is expected of them (identical to initiating structure)
· Use directive leadership/behavior wen the work is not very structure, for ambiguous tasks

Supportive Behavior: supportive leaders are friendly, approachable, and concerned with pleasant interpersonal relationships (identical to consideration)
· Use supportive leadership/behavior when the situation is very difficult or too easy/boring

Participative Behavior: participative leaders consult with employees about work-related matters and consider their opinions, advantages: motivation, quality, acceptance; disadvantages: time and energy, loss of power, lack of knowledge
· Use participate leadership/behavior when employees:
· Have specific expertise to share
· Expect to have a voice (when they want to speak up)
· Buying in is critical (onboard)
· If you don’t have formal authority

Achievement-Oriented Behavior: achievement-oriented leaders encourage employees to exert high effort and strive for a high level of goal accomplishment; they express confidence that employees can reach these goals

Two Dominant Leadership Theories

1) Transactional and Transformational Leadership
Transactional leadership: based on a straightforward exchange relationship between the leader and the followers, involves contingent reward (as a good manager you want to let your employees know the consequences of both effective/ineffective behavior) and management by exception (leadership that involves the leader taking corrective action)
Transformational Leadership: leadership that provides followers with a new vision that instills true commitment, a good/inspirational leader has:
1- Charisma
2- Inspirational Motivation (inspires you to do better, important in times of crisis/insecurities, ie. Obama “yes we can”)
3- Intellectual Stimulation
4- Individualized Consideration (connected with your followers on an individual basis, ie. knowing what their needs are, mentoring them, point of contact)

2) Leader-Member Exchange (LMX): focuses on the quality of the relationship that develops between a leader and an employee
High LMX relationship involves: high degrees of trust, loyalty, sense of obligation, and is linked to higher employee satisfaction and performance
Low LMS relationship involves: low degrees of trust, loyalty, mutual support












CHAPTER 10 – COMMUNICATION

Communication: the process of information being exchanged between a sender and receiver

The Model of Communication Process

















Effective Communication: when the right person receives the right information in a timely manner

Barriers to Effective Communication:
1- Conflicting Role Demands
2- Mum Effect (the tendency to avoid communication unfavorable news to others, ie. “Don’t tell mom/dad”)
3- Physical Distance

Communication Networks: systematic lines of communication among various senders and receivers
· Two types:
· 1) Centralized Networks
· The Chain of Command
· The Wheel ie. Asking a question, we don’t email the whole class, just the professor
· 2) De-Centralized Networks
· “All-Channel”/Completely Connected/COMCON, everyone is allowed to talk to everyone

Efforts to Increase Communication:
know the basics, she may give a scenario and ask which of these efforts is depicted in the scenario
1- 360 Degree Feedback: performance appraisal that uses the input of supervisors/employees/peers and client/customers of the appraised individual
2- Employee Survey: anonymous questionnaire that enables employees to state their candid opinions/attitudes about an organization
3- Suggestion Systems: programs designed to enhance upward communication by soliciting ideas for improved work operations from employees
4- Hotlines/Intranets
5- Management Training

CHAPTER 11 – DECISION MAKING

Decision-making: the process of developing a commitment to some course of action (judgment and choice)

Rational Decision-Making Model

Perfect Rationality: a decision strategy that is completely informed, perfectly logical, and oriented toward economic gain
VS.
Bounded Rationality: a decision strategy that relies on limited information and that reflects time constraints and political considerations

STEP 1: PROBLEM IDENTIFICATION
4 types of frames:
1) Perceptual Defence (faulty assumptions that we make about the problem, putting a positive spin on the problem as a way to protect ourselves, defence mechanism)
2) Problem defined in terms of Functional Specialty 
3) Problem defined in terms of Solution
4) Problem diagnosed in terms of Symptoms (ie. running a fever one day and you go to the doctor, and he just gives you Tylenol and tells you to sleep it off, that’s nice, but if you have a fever then that might mean that’s a symptom of another issue)

STEP 2: INFORMATION SEARCH
Too little information, typically engage in conformation bias (selectively ignoring certain information, ie. when selling a car, the seller wont tell you the negative information)
Too much information, ie. collecting information from different dealers, the prices, websites etc. (danger: although collecting information makes you feel good, making the best decision, but all this information is confusing and taking a lot of information away from you, too much information leads to worse decisions)

STEP 3-4: ALTERNATIVE DEVELOPMENT AND EVALUATION
Two strategies: 
1) Maximizing (decision maker maximize, going to every single shoe store, find some candidates but not satisfied, then move to different malls, once you go through the whole city you make your decision)
danger: lots of time spent, waste of time if not a critical decision
2) Satisficing (decision maker satisficers, set a particular thresh hold, go to Aldo, find it, search is over)
danger: if making an important decision, and pick the first one could impact a lot, maybe spend some more time

STEP 5: ALTERNATIVE CHOICE
Decision makers are risk-averse when options are framed as “gains”
Decision makers are risk-seeking when options are framed as “losses”
Ie. gambling

STEP 6: ALTERNATIVE IMPLEMENTATION

STEP 7: SOLUTION EVALUATION
Escalation of commitment and sunk costs
Hindsight (“oh, I knew it all along” – no they didn’t)

Advantages of group decision-making:
· Decision quality (more heads are better than one)
· Decision acceptance and commitment (when members of involved in decisions it will affect them)
· Diffusion of responsibility (sharing the negative consequences of a poor decision)

Disadvantages of group decision -making:
· Group Think (group members pressuring others to think the same, makes the group less efficient and less likely to make the right decision)
· Time
· Conflict
· Domination
· Risky Shift (groups to make riskier decisions) vs. Conservative Shift (groups to make less risky decisions)
· Group Polarization

Improving Decision-Making in Organization:
1- Training Discussion Leaders
2- Stimulating and managing controversy
3- Traditional brainstorming
4- Nominal group technique
5- Delphi Technique

Know the main ideas for the following 2

Nominal Group Technique (NGT): a structured group decision-making technique in which ideas are generated without group interaction and then systematically evaluated by the group
Concerned with the generation of ideas and the evaluation of these ideas
No interaction/discussion

Delphi Technique: a method of pooling a large number of expert judgments by using a series of increasingly refined questionnaires



CHAPTER 12 – POWER POLITICS, ETHICS

Power: the capacity to influence others who are in a state of dependence

Bases of Power:
Legitimate power 
Based on a person’s position/job in an organization
The higher up you are, the more power you have
Reward Power
Based on the ability to provide positive outcomes and prevent negative outcomes
Coercive Power
Based on the use of punishment/threat
Referent Power
Based on being well liked by others (charismatic leaders have referent power)
Expert Power 
Based on having special information/expertise that is valued by an organization

Continuum of Employee Cooperation (employee responses to bases of power)













Machiavellianism: a set of cynical beliefs about human nature, morality, and the permissibility of using various tactics to achieve one’s ends



CHAPTER 13 – CONLFLICT AND STRESS

Interpersonal Conflict: the process that occurs when one person or group frustrates the goal attainment of another

Types of Conflict
Relationship Conflict: interpersonal tensions among individuals that have to do with their relationship per se, not the task at hand
Task Conflict: disagreements about the nature of the work to be done
Process Conflict: disagreements about how work should be organized and accomplished

Modes of Managing Conflict
1- Avoiding (“hiding the head in the sand”)
2- Accommodating (cooperating with other party)
3- Competing (maximizes assertiveness and minimizes cooperation)
4- Compromise (combines options to meet a common decision)
5- Collaborating 
6- Negotiation

Stress: a psychological reaction to the demands inherent in a stressor that has the potential to make a person feel tense/anxious

Stressors: environmental events or conditions that have the potential to induce stress

Common Stressors in Organizational Life
Workload (having too much or too little work)
Heavy Responsibility (having a level of responsibility that exceeds your skills/amount of responsibility you want to have)
Role Ambiguity
Intra-Role Conflict
Work Constraints (different red tapes, having hands tide)
Lack of Control (ie. rumors in terms of events that may effect your job, downsizing)
Work Conditions 
Interpersonal conflict
Sexual and psychological harassment

Stress Reaction (STRAIN): the behavioral, psychological and physiological consequences of stress

The Strain Process
Strains can be: be able to name 2-3 strains
Psychological
Anger, anxiety, frustration, depression, job dissatisfaction, reduced affective commitment, difficulty concentrating, denial of stressor
Physical
Dizziness, headache, pounding heart, stomach distress, difficulty sleeping, shortness of breath, illness and death (“karoshi”)
Behavioral 
Accidents at work, performance changes, substance abuse (ie. smoking), absenteeism and turnover, aggression/retaliation, other counter productive work behaviors

Know the elements of burnout
Burnout: type of strain, burnout victims usually report emotional exhaustion, cynicism (thinking dark thoughts) and low self-efficacy

Work-Family Conflict   
know the dimensions, scenario type question
Form of inter-role conflict
[bookmark: _GoBack]Dimensions:
Time-based
Strain-based
Behavior-based

Productive Stress Reactions
Emotion-focused coping (reaching out to family and friends)
Problem-focused coping (trying to get a handle on the problem head on, ie. if you have too much work, then see supervisor for help)

Locus of Control: a set of beliefs about whether one’s behavior is controlled mainly by internal or external forces

Negative Affectivity: propensity to view the world, including oneself and other people, in a negative light

Type A Behavior Pattern: a personality pattern that includes aggressiveness, ambitiousness, competitiveness, hostility, impatience and a sense of time urgency

The Stress Process

Perception of Stressor  --------------------------------------------------------------- Strains
(source of stress)                   Perceived Control             (consequences of stress)
Psychological, Physical, Behavioral


Reducing and Managing Stress
Work Planning
Decreased/compressed workweek
Flextime
Flex place/telecommuting
Personal days/hours
Job sharing/part-time work
Other practices
Employee assistance programs (EAP)
Stress management
Time management
Rehabilitation
On-site daycares or daycare subsidies
Gym memberships
Connections to health specialists
Others (ie. massage time at work, dry cleaning services)








CHAPTER 14  – ORGANIZATIONAL STRUCTURE

Organizational structure: the manner in which an organization divides its labor into specific tasks and achieves coordination among these tasks, how job tasks are formally divided, grouped and coordinated


Two Basic Dimensions:
1) Vertical Division of Labor
Apportioning authority for planning and decision making
President – vice presidents – entry level workers (*in vertical structure)
Two important concepts: 1) chain of command (so, how long is it?) and 2) span of control (so, what is the average number of employees reporting to 1 manager?, the flatter the structure, the wider span of control)
2) Horizontal Division of Labor
Departmentalization: the basis on which jobs are grouped together
Core aspect of the horizontal division of labor
Types: functional, product, customer, geography etc.


Departmentalization by Function
                                   CEO
       VP Marketing                  VP Finance                       VP HR
- - - -          - - - -             - - - -              - - - -              - - - -       - - - -

Departmentalization by Geography
                                          CEO
Region A (Canada)        Region B (USA)          Region C (Rest of Americas)
- - - -          - - - -            - - - -              - - - -               - - - -       - - - -

Departmentalization by Customer
                                    CEO 
             Education                    Leisure                     Business Solutions
        - - - -          - - - -          - - - -              - - - -               - - - -       - - - -


Matrix Departmentalization: employees remain members of a functional department while also reporting to a product or project manager

Organigram:
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