Chapter 8- Social Influence, Socialization, and Culture
We are frequently dependent on others for information about the adequacy and appropriateness of our behaviour, thoughts, and feelings. How nice is our boss? How satisfying is this job of mine? How much work should I take home to do over the weekend? Objective, concrete answers to such questions are hard to come by. Information dependence refers to the reliance on others for information about how to think, feel, and act. 
As if group members were not busy enough tuning in to information provided by the group, they must also be sensitive to the rewards and punishments the group has at its disposal. Effect dependence refers to the reliance on others due to their capacity to provide rewards and punishments.
Social Influence in Action
Motives for Social Conformity
Compliance: conformity to a social norm prompted by the desire to acquire rewards or avoid punishments. Compliance is the simplest, most direct motive for conformity to group norms. 
Identification: conformity to a social norm prompted by perceptions that those who promote the norm are attractive. Some individuals conform because they find other supporters of the norm attractive
Internalization: conformity to a social norm prompted by true acceptance of the beliefs, values, and attitudes that underlie the norm. Conformity occurs because it is seen as right, not because it achieves rewards, avoids punishment, or pleases others. That is, conformity is due to internal rather than external forces (i.e. religion).
The Subtle Power of Compliance
· Read pg. 253-254

Socialization is the process by which people learn the attitudes, knowledge, and behaviours that are necessary to function in a group or organization and there are three stages to accomplish organizational culture. One of these stages occurs before entry, another immediately follows entry, and the last occurs after one has been a member for some period of time. The first two stages represent hurdles for achieving passage into the third stage:
· Anticipatory socialization
· A considerable amount of socialization occurs even before a person becomes a member of a particular organization
· Encounter
· The new recruit is armed with some expectations about organizational life and the encounters of the day-to-day reality of their job. This stage includes orientation and getting to know your coworkers as well as your boss
· Role management
· After acquiring basic role behaviour, the new member’s attention shifts to fine tuning and actively managing his or her role in the organization

· Read pg. 256-257 about unrealistic expectations and the psychological contract
Methods of Organizational Socialization
1. Realistic job previews: they provide a balanced, realistic picture of the positive and negative aspects of a job to applicants
2. Employee orientation programs: these programs are designed to introduce new employees to their job, the people they will be working with, and the organization
3. Socialization tactics: the manner in which organizations structure the early work experiences of newcomers and individuals who are in transition from one role to another. Six tactics are used to accomplish socialization (pg. 261).
a. Collective vs. Individual tactics
b. Formal vs. Informal tactics
c. Sequential vs. Random tactics 
4. Mentoring: a mentor is an experienced or more senior person in the organization who gives a junior person special attention, such as giving advice and creating opportunities to assist him or her during the early stages of his or her career
5. Proactive Socialization: refers to the process through which newcomers play an active role in their own socialization through the use of a number of proactive behaviours
Question: What is organizational culture?
Organizational culture refers to the shared beliefs, values, and assumptions that exist in an organization. In turn, these shared beliefs, values, and assumptions determine the norms that develop and the patterns of behaviour that emerge from these norms. 
Culture  Norms  Behaviour 
· Culture represents a true “way of life” for organizational members
· Culture tends to be fairly stable over time
· Culture can have a strong impact on both performance and member satisfaction
Organizations can have several cultures, or subcultures, that develop within a larger organizational culture that are based on differences in training, occupation, or departmental goals.
In a strong culture, these beliefs, values, and assumptions that make up the culture are both intense and pervasive across the organization. A strong culture has three assets:
· Coordination: in effective organizations, the right hand (i.e. finance) knows what the left hand (i.e. production) is doing.
· Conflict resolution: sharing core values ultimately helps to resolve conflicts
· Financial Success: a strong culture can pay off in terms of dollars and cents as long the liabilities below can be avoided
On the other side of the coin, strong cultures can be a liability under some circumstances:
· Resistance to change: a strong culture that was appropriate for past success might  not support a new order
· Culture clash: strong cultures can mix as badly as water and oil
· Pathology: some strong cultures can threaten organizational effectiveness simply because the cultures are, in some sense, pathological

· Quickly go through pg. 273-277

