OB Chapter 2: Job Performance
· Job performance = Behaviour
· Results = Job performance results
Behaviours fit into three categories:
1) Task Performance (contributes positively)
2) Citizenship Behaviour (contributes positively)
3) Counterproductive Behaviour (contributes negatively)
Task Performance:
· Employee behaviours that are directly involved in the transformation of organizational resources into goods or services that the organization produces.
Three types:
· Routine task performance: Well-known or habitual responses by employees to predictable task demands.
· Adaptive task performance: Thoughtful responses by an employee to unique or unusual task demands.
· Creative task performance: Ideal or physical outcomes that are both novel and useful.

Job Analysis: A process by which an organization determines requirements of specific jobs.
Three steps to conduct a job analysis:
1) A list of all the activities involved in a job is generated. Ex: data from different sources, observations, surveys and interviews of employees.
2) Each activity on the list is rated by ‘subject matter experts’ according to things like the importance and frequency of the activity. Ex: Managers working with employees would be the expert.
3) The activities that are rated highly in terms of their importance and frequency are retained and used to define task performance. Those retained behaviours often find their way into the measures that managers use to evaluate the task performance of employees.
National Occupational Classification (NOC): A national database of occupations in Canada, organizing over 30,000 job titles into 520 occupational group descriptions. Represents only a first step in figuring out the important tasks for a given job. 


Citizenship Behaviour: 
· Voluntary employee behaviours that contribute to organizational goals by improving the context in which work takes place.
Two types of categories:
1) Interpersonal citizenship behaviour: Going beyond normal job expectations to assist support, and develop co-workers and colleagues. Ex: Helping, Courtesy, Sportsmanship.
2) Organizational citizenship behaviour: Going beyond normal expectations to improve operations of the organization, as well as defending the organization and being loyal to it. Ex: Voice, Civil Virtue, Boosterism.

Counterproductive Behaviour:
· [bookmark: _GoBack]Employee behaviours that intentionally block organizational goal accomplishment. Ex: Sabotage, Wasting resources Gossiping, Harassment. View Figure 2-2 Types of Counterproductive Behaviours on pg.37.
Four types:
1) Property deviance: Behaviours that harm the organization’s assets and possession. Ex: sabotage, Theft.
2) Production deviance: Intentionally reducing organizational efficiency of work output. Ex: Wasting resources, Substance abuse.
3) Political deviance: Behaviours that intentionally disadvantage other individuals. Ex: Gossiping, Incivility.
4) Personal Aggression: Hostile verbal and physical actions directed towards other employees. Ex: Harassment, Abuse.
Three points about counterproductive behaviour:
1) There is evidence that people who engage in one form of counterproductive behaviour also engages in others.
2) Like citizenship behaviour, counterproductive behaviour is relevant to any job. It doesn’t matter what the job entails; there are going to be things to steal, resources to waste, and people to be uncivil toward.
3) It is often surprising which employees engage in counterproductive behaviour. You might be tempted to guess that poor task performers will be the ones who do these sort of things, but there is only a weak negative correlation between task performance and counterproductive behaviour. There are circumstances in which counterproductive behaviours might even be tolerated for a while because an employee’s task performance contributions are unique or valued highly.
Performance Management:
Four types:
1) Management by objectives (MBO)
2) Behaviourally anchored rating scales (BARS)
3) 360-degree feedback
4) Forced ranking
Management by objectives (MBO):
· A management philosophy that bases employee evaluations on whether specific performance goals have been met. 
· The employee and the manager agree on the time period for achieving those objectives and the methods used to do so.
· However, MBO is best suited for managing the performance of employees who work in contexts in which objective measures of performance can be quantified.
Behaviourally anchored rating scales (BARS):
· Use of examples of critical incidents to evaluate an employee’s job performance behaviours directly.
· Because the critical incidents convey the precise kinds of behaviours that are effective and ineffective, feedback from BARS can help an employee develop and improve over time.
· Such information provides a nice complement to MBO, which is less capable of providing specific feedback about why an objective might have been missed.
360-degree feedback:
· A performance evaluation system that uses ratings provided by supervisors, co-workers, subordinates, customers, and the employees themselves.
· There are problems with this sort of application: 1) Because ratings vary across sources, there is the question of which source is most “correct”.   2) Raters may give biased evaluations if they believe that the information will be used for compensation, as opposed to just skill development.
· As a result, 360 feedback is best suited to improving or developing employee talent, especially if the feedback is accompanied by coaching about how to improve the areas identified as points of concern.
Forced ranking:
· A performance management system in which managers rank subordinates relative to one another. Look at figure 2-4 Vitality Curve on pg.44.
· Some believe the system is inherently unfair, because it forces managers to give bad evaluations to employees who may be good performers, just to reach a pre-established percentage.
· Another example, employees may become hypercompetitive with one another to avoid finding themselves in a lower category.
Social networking systems: This technology has recently been applied in organizational contexts for purposes of developing and evaluating employee job performance. Ex: Companies using similar programs to Facebook and Twitter, to evaluate employees. 


 

