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Chapter 9 – Personality, cultural values and ability

Personality: the structures and propensities inside a person that explain their characteristic patterns of thought, emotion, and behavior, personality reflects what people are like and creates their social reputation.

Traits: recurring trends in people’s responses to their environment.

Cultural values: shared beliefs about desirable end states or modes of conduct in a given culture that influence the expression of traits.  

Ability: relatively stable capabilities of people for performing particular range of related activities.  

The big 5 taxonomy
· Most adjectives are variations of 5 broad “factors” or” dimensions that can be used to summarize our personalities. 
· 1. Conscientiousness:	
· Dependable, organized, reliable, ambitious, hard-working, persevering.
· NOT: carless, sloppy, lazy, irresponsible, negligent.
· Has the biggest influence on job performance of any of the big 5.  
· Conscientious employees prioritize the strong desire to accomplish task-related goals as a means of expressing personality.
· Set higher goals for themselves.
· Studies suggest that conscientiousness is good for your health.  Childhood conscientiousness is negatively related to mortality. 
· 2. Agreeableness
· Being kind, cooperative, sympathetic, helpful, courteous, and warm.
· NOT: critical, callous, selfish, rude, cold.
· A strong desire to obtain acceptance in personal relationships as a mean of expressing personality.
· Not related to performance across all jobs or occupations.  It is beneficial in some positions but detrimental in others.  
· 3. Neuroticism
· Nervous, moody, emotional, insecure, jealous and unstable.
· NOT: calm, steady, relaxed, at ease, secure.
· Second most important of the Big 5 from the perspective of job performance.  
· Most jobs benefit from employees who are calm, steady and secure.
· Synonymous with negative affectivity, which means a tendency to experience unpleasant moods such as hostility, nervousness and annoyance.  
· Often experience lower levels of job satisfaction and less happy with their lives in general.
· External locus of control. 
· 4. Openness
· Curious, imaginative, creative, refined, sophisticated. 
· NOT conventional, conforming, simple, un-artistic and traditional. 
· Traits aren’t related to job performance but are beneficial for some jobs. 
· Employees who are open often excel in learning and training environments.  
· Valuable in jobs that require high levels of creative performance, it is a key driver of creative thoughts.  
· 5. Extraversion
· Talkative, sociable, passionate, assertive, bold, dominant.
· NOT: quiet; shy, bashful, reserved or submissive. 
· It is the easiest to judge in situations where two people have just met.
· Not necessarily related to performance across all jobs or occupations however, extraverted people prioritize status striving, which is a strong desire to obtain power/influence within a social structure.
· Tend to be more effective in a leadership role.  
· Positive affectivity: tendency to experience pleasant, engaging moods such as enthusiasm and excitement.  

Cultural Values
· Culture provides society with their own distinct personalities.
· Some societies value personality traits in the big 5 different than others.  
· People in Canada and the United States tend to be more extraverted and open. 
· Cultural values reflect the way things should be done in a given society and acting against those values cause people to stand out.  
· Individual collectivism:
· The degree to which a culture has a loosely knit social framework or a tight social framework.
· Individualistic society is where people take care of themselves and immediate family.  Ex: Canada, France.
· Collectivistic society is where people take care of the members of a broader in-group and act loyally to it. Ex: China, West Africa. 
· Power distance: 
· The degree to which a culture prefers equal power distribution or an unequal power distribution.
· Low power distance means the culture prefers that power be distributed uniformly where possible. Ex: Canada, Germany.
· High power distance means the culture accepts the fact that power is usually distributed unequally.
· Uncertainty avoidance: 
· The degree to which a culture tolerates ambiguous standards or feels threatened by them.
· Low: culture tolerates uncertain situations and values unusual ideas/behaviors.
· High: culture feels threatened by uncertain situations and relies on formal rules to create stability. 
· Masculinity-femininity: 
· The degree to which a culture values stereotypical male traits or stereotypical female traits.
· Masculine: culture values male traits such as assertiveness and acquisition of money/things.
· Feminine: culture values female traits such as caring for others and caring about quality of life.
· Short term vs. long-term orientation: 
· The degree to which a culture stresses values that are past and present oriented or future oriented. 
· Short-term oriented: culture stresses values like respect for tradition and fulfilling obligations. 
· Long-term oriented: culture stresses values like persistence, prudence and thrift. 

Project GLOBE
· Focuses on examining the impact of culture on the effectiveness of various leader attributes, behaviors and attributes.
· Groups countries into “country clusters” Anglo includes Canada, USA, Australia and England.
· Looks at 5 factors
· Gender egalitarianism
· Assertiveness
· Future orientation
· Performance orientation
· Humane orientation 

Ethnocentrism: one who views their cultural values as right and the values of other cultures as wrong.

Cognitive ability
· Capabilities related to the acquisition and application of knowledge in problem solving.  Very relevant in the jobs most people are involved in (working with info to make decisions and solve problems) 
· Types of cognitive ability:
· Verbal: understanding written and spoken words/sentences.  Communicating ideas by speaking/writing so that others can understand. Useful for business executives, police, psychologists.
· Quantitative: performing basic math operations quickly and selecting the right method/formula to solve a problem.  Useful for treasurers, financial managers, statisticians etc.
· Reasoning: understanding when there is a problem, applying general rules to specifi problems (deductive reasoning), combining specific information to form general conclusions (inductive reasoning) and developing new ideas.  Judges, police detectives, surgeons etc.
· Spatial: knowing where one is relative to objects in the environment and imagining how something will look after it has been rearranged.  Pilots, photographers, designers etc.
· [bookmark: _GoBack]Perceptual: making sense of information and finding patterns.  Comparing information/objects with remembered information.  Ex: Musicians, inspectors, firefighters.

 Emotional ability
· A set of abilities related to the understanding and uses of emotions that affect social functioning.
· Types of emotional ability:
· Self-awareness
· The ability to recognize and understand the emotions in oneself.
· Ignoring emotions may increase the stress of the situation.
· Other awareness
· The ability to recognize and understand the emotions that other people are feeling.
· People with a high level of other awareness are sensitive to the feelings of others and also can anticipate the emotions that people will experience in different situations. 
· Emotion regulation
· The ability to quickly recover from emotional experiences. 
· Use of emotions
· The degree to which people can harness emotions and employ them to improve their chances of being successful in whatever they are seeking to do.
Physical ability
· Strength
· 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: the person exerts short bursts of energy to move himself or an object.
· Dynamic strength: jobs in which the person has to climb ropes/ladders. 
· Stamina
· The ability of a person’s lungs and circulatory system to work efficiency when they are working in prolonged physical activity.
· Flexibility and coordination.
· The ability to bend, stretch, twist or reach. For jobs that require wide ranges of motion.
· Coordination is the quality of physical movement in terms of synchronization of movements and balance.
· Psychomotor ability
· The capacity to manipulate and control objects.  
· Fine manipulative abilities refer to the ability to keep arms and hands steady while using the hands to do precise work. 
· Sensory ability
· Refers to the capabilities associated with vision and hearing.  
· Visual abilities refer to being able to see things up close and at a distance, in low light contexts, and the ability to perceive colors and judge relative distances between things accurately. 
· Ability that has to do with hearing is auditory abilities.

An employee’s ability is a key driver of maximum performance, which reflects performance in brief circumstances and demands a person’s best effort. 

Conscientiousness has a moderate correlation with both job performance and organizational commitment. 
Cognitive ability has a strong correlation with job performance and a weak correlation with organizational commitment.

Situational strength: the degree to which certain situations have clear expectations, incentives or instructions that make differences between individuals less important.

Trait activation: the degree to which situations provide cues that trigger the expression of a given personality trait.

Wonderlic personnel test: a 12-minute test of cognitive ability used to hire job applicants.  

Chapter 10 – Teams, diversity, and communication 

Team
· Two or more people who work independently over some period to accomplish goals related to some task-oriented purpose.
· The interaction between team members is much deeper dependence on one another than the interactions between groups.
· The interactions between teams occur within a specific task-related purpose in mind.
· As work has become more complex, interactions among multiple team members have become more vital, because they allow the teams to pool their knowledge and skills. 

Types of teams
· Work team
· Produces goods and services.
· Designed to be relatively permanent in which members work together to produce goods/services.
· Require full time commitment from their members. 
· Members have specific sets of job duties and decision making is confined to their duties. 
· Management team
· Designed to be relatively permanent and participates in managerial-level tasks that affect the entire organization.
· Responsible for coordinating the activities of organizational subunits to help the organizations achieve its long-term goals.  
· Members are typically heads of departments. 
· Parallel teams
· Composed of members from various jobs within the organization that meets to provide recommendations about important issues.
· Only require part-time commitment from their members and they can be permanent or temporary. 
· Project teams
· Formed to take on one-time tasks, most of which tend to be complex and require input from members from different functional areas.
· Includes both full-time and part-time commitment. 
· Action teams
· Perform tasks that are normally limited in duration.  
· Tasks are quite complex and take place in contexts that are either highly visible to an audience or of a highly challenging nature. 

Virtual team: members are geographically dispersed and interdependent activity occurs through e-mail, web conferencing, and instant messaging. 

Task interdependence: 
· The degree to which team members interact with and rely on other team members for information, materials, and resources needed to accomplish work for the team.
· 4 primary types:
· Pooled independence: group members complete their work assignments independently, and then this work is simply “piled up” to represent the group’s output. 
· Sequential interdependence: different tasks are done in a prescribed order, and the group is structured such that the members specialize in theses tasks. Interaction only occurs between members who perform tasks next to each other in the sequence.  Ex: assembly line.
· Reciprocal interdependence: members are specialized to perform specific tasks with a subset of other member’s to complete the work.  
· Comprehensive interdependence: requires highest level of interaction and coordination.  Each member has a great deal of discretion in terms of what they do and with whom they interact.  

Goal interdependence: 
· Exists when team members have a shared vision of the team’s goal and align their individual goals with that vision as a result. 

Outcome interdependence:
· Team members share in the rewards that the team earns, with reward examples including pay, bonuses, formal feedback and recognition. 

Team composition
· 1. Member roles
· The behavior a person is generally expected to display in a given context.
· An obvious way to distinguish roles is to consider the role of the leader and role of the members.  
· Leader-staff teams: the leader makes decisions for the team and provides direction and control over members.
· Team-task roles: the behaviors that directly facilitate the accomplishment of team tasks.  
· Team-building roles: the behaviors that influence the quality of the team’s social climate. 
· Individualistic roles: reflect the behaviors that benefit the individual at the expense of the team.
· Member ability
· Depending on the nature of the tasks involved in the team’s work, some of the abilities may be important to consider in team design.  
· Not every member needs high levels of physical or cognitive abilities.
· Member personality
· Team members possess a wide variety of personality traits, which affects the roles that team members take on as well as how they function.
· Ex: agreeable people tend to be more cooperative and trusting. 
· Need to have a good mixture of people.  Too many agreeable members will enhance the harmony of the team at the expense of task accomplishment. 
· Team diversity
· The degree to which members are different from one another in terms of any attribute that might be used by someone as a basis of categorizing people. 
· Value in diversity problem solving: diversity in teams is beneficial because it provides for a larger pool of knowledge and perspectives from which a team can draw as it carries out its work. 
· Similarity-attraction approach: people tend to be more attracted to others who are perceived as more similar.  
· Surface-level diversity: diversity of observable attributes such as race, gender, age, and ethnicity.
· Deep-level diversity: diversity with respect to attributes that are less easy to observe initially but can be inferred after more direct experiences.  
· Team size
· Having additional members beyond what is necessary to accomplish results in unnecessary coordination and communication problems.
· Team members tend to be most satisfied with their team when the number of members is between 4 and 5. 

Team process: different types of activities and interactions that occur within a team as the team works towards its goals.  

Process gain: when team outcomes are greater than expected based on the capabilities of the individual members.  Important because it results in useful resources/capabilities that did not exist before the team created them.

Process loss: getting less from the team that you would expect on the basis of the capabilities of its individual members.  When members work too hard to coordinate their activities with the activities of their teammates it results in coordination loss.  

Process loss: loss considered to have occurred when team outcomes are less than expected in view of the capabilities of the individual members.  

Motivational loss: the loss in team productivity that occurs when team members don’t work as hard as they could.

Taskwork process: 
· The activities of team members that relate directly to the accomplishment of team tasks.
· 3 taskwork processes: 
· Creative behavior:
· These activities are focused on generating novel and useful ideas/solutions.
· Brainstorming is the best activity used to foster creative behavior. 
· Decision making
· Decision-making involves multiple members gathering and considering information relevant to their area of specialization and then making recommendations to a team leader who is responsible for the final decision. 
· Hierarchical sensitivity: reflects the degree to which the leader effectively weighs the recommendations of the members. 
· Boundary spanning
· Involves 3 types of activities with individuals/groups
· Ambassador activities: communications that are intended to protect the team, persuade others to support the team or obtain important resources for the team.
· Task coordinator activities: communications that are intended to coordinate task-related issues with people or groups in other functional areas. 
· Scout activities: thins team members do to obtain information about technology, competitors or the broader marketplace.  

Teamwork processes
· The interpersonal activities that promote the accomplishment of team tasks but do not involve task accomplishment itself.
· Transition process
· Teamwork activities that focus on preparation for future work.  Ex: adjustments made by a hockey team that is losing after the first period of play. 
· Action processes
· Important as the taskwork is being accomplished.  Involves monitoring progress toward goals.  A team that does not involve itself in systems monitoring may fail because it runs out of inventory, time or other necessary resources.  
· Interpersonal processes
· Important before, during, or in between periods of taskwork, and each relates to the manner in which team members manage their relationships.  
· Motivating/confidence building,
· Conflict management 

The communication process
· 1. Information
· 2. Sender
· 3. Encoding
· 4. Message
· 5. Decoding
· 6. Receiver
· 7. Understanding

Gender differences: men tend to use a style of communication that helps them achieve and maintain status, power and independence whereas women tend to send messages and use a style that builds and strengthens their relationships.

Information richness: the amount of depth of information that gets transmitted in a message. Messages that are transmitted through face-to-face channels have the highest level of information richness.  

Team states
· Refers to specific types of feelings and thoughts that coalesce in the minds of team members as a consequence of their experience working together.
· Cohesion
· A team state that occurs when members of the team develop strong emotional bonds to the other members of the team and to the team itself.
· Highly cohesive teams are not a good thing.  Members may try to maintain harmony by striving toward consensus on issues without even offering alternative viewpoints called groupthink. 
· Potency
· The degree to which members believe that the team can be effective across a variety of situations and tasks.  
· When a team has a high potency members are confident that their team can perform well and as a consequence they focus more of their energy on achieving team goals.  
· Mental models
· The level of common understanding among team members with regard to important aspects of the team and its task. 
· Transactive memory
· Refers to how specialized knowledge is distributed among members in a manner that results in an effective system of memory for the team. 
· Takes into account that not everyone has to possess the same knowledge.  


Task independence has a moderate correlation with team performance and a weak correlation with team commitment.

Teamwork processes have a moderate correlation with team performance and a strong correlation with team commitment.  

Chapter 11 – Power, influence and negotiation

Power: the ability to influence behavior of others and resist unwanted influence in return.  

Types of power
· Organizational power tends to be more formal in nature.
· Legitimate power
· Derived from a position of authority inside the organization and is sometimes referred to as “formal authority” 
· People with legitimate power have some title that shows their power. 
· The higher up in an organization a person is, the more legitimate power they have.
· Doesn’t give a person the right to ask employees to do something outside the scope of their job roles within the organization. 
· Reward power: when someone has control over the resources/rewards another person wants.
· Coercive power: a person has control over punishments in an organization. 
· Personal power
· Expert power: derived from a person’s expertise on which others depend. When people have a track record of high performance they are likely to be able to influence other people who need that expertise. 
· Referent power: when others have a desire to identify and be associated with a person. Usually derived from an affection/admiration toward a specific individual. 
Contingency factors
· Certain situations in organizations that is likely to increase/decrease the degree to which people can use their power to influence others.
· Substitutability: the degree to which people have alternatives in accessing resources. 
· Discretion: the degree to which individuals have the right to make decisions on their own.
· Centrality: represents how important a person’s job is and how many people depend on that person to accomplish their tasks.
· Visibility: how aware others are of an individual’s power and position. 

Influence tactics
· Rational persuasion
· The use of logical arguments and hard facts to show the target that the request is a worthwhile one.
· Consultation
· Occurs when the target is allowed to participate in deciding how to carry out or implement a request. 
· Inspirational appeal
· Tactic designed to appeal to the target’s values and ideals, thereby creating an emotional reaction.
· Collaboration
· Attempting to make it easier for the target to complete the request. 
· Ingratiation
· The use of favors, compliments or friendly behavior to make the target feel better about the influencer. 
· Personal appeals
· When the requestor asks for something based on personal friendship or loyalty.
· Apprising
· Occurs when the requestor clearly explains why performing the request will benefit the target personally. 
· Pressure
· The requestor attempts to use coercive power through threats and demands.
· Coalition
· An influence tactic in which the influencer enlists other people to help influence the target. 

Responses to influence tactics
· Internalization
· Occurs when the target of influence agrees with and becomes committed to the influence request. 
· Best outcome for a leader.
· Compliance
· Targets of influence are willing to do what the leader asks but they do it with a degree of ambivalence.  
· Reflects a shift in behavior but not in their attitudes.
· Resistance
· Occurs when the target refuses to perform the influence requests and puts forth an effort to avoid having to do it. 

Conflict resolution
· Competing
· Win-lose
· One party attempts to get their own goals met without concern for the other party’s results. 
· Occurs most when one party has high levels of organizational power and can use legitimate or coercive power.
· Avoiding
· Lose-lose
· Occurs when one party wants to remain neutral and stay away from conflict.  Avoiding usually results in an unfavorable outcome for everyone, including the organization.  
· Accommodating
· Lose-win
· Occurs when one party gives in to the other and acts in a completely unselfish way 
· Collaboration 
· Win-win
· Occurs when both parties work together to maximize outcomes.  
· Most effective form of conflict resolution. 

Negotiation strategies
· Distributive bargaining
· Involves win-lose negotiating over a “fixed-pie” of resources.  That is, when one person gains, the other person loses.  
· Integrative bargaining 
· Aimed at accomplishing a win-win scenario.
· Involves the use of problem solving and mutual respect to achieve an outcome that’s satisfying to both parties.  
Negotiation Stages
· 1. Preparation
· Single most important stage of the process. 
· Each party determines what its goals are for the negotiation and whether the other party has anything to offer. 
· BATNA: best alternative to a negotiated agreement. Describes the negotiators bottom line. 
· 2. Exchanging information
· Each party makes a case for its position and attempts to put all favorable information on the table.  
· Informs the other party how it has arrived at the conclusions it has and which issues it believes are important. 
· 3.Bargaining
· Success at this stage depends on how well the previous two stages have proceeded.  
· The goal is for each party to walk away feeling like it has gained something of value. 
· 4. Closing and commitment
· The process of formalizing an agreement reached during the previous stage.  
· For larger more complex agreements a contract would be involved but for informal ones between coworkers there would be no formal documents.

Power and influence have a moderate correlation on both job performance and organizational commitment. 

Chapter 12 – Leadership styles and behavior

Leadership: the use of power and influence to direct the activities of followers toward goal achievement.  

Leader-member exchange theory
· Describes how leader-member relationships develop over time on a dyadic basis.
· Role taking phase: during which a manager describes role expectations to an employee and the employee attempts to fulfill those expectations with their own job behaviors.
· Role making: the employee’s own expectations for the dyad get mixed in with those of the leader.

Leader effectiveness: the degree to which the leader’s actions result in the achievement of the unit’s goals, the continued commitment of the unit’s employees, and the development of mutual trust, respect, and obligation in leader-member dyads.  
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Leader decision-making styles
· Autocratic style
· The leader makes the decision alone without asking for the opinions or suggestions of the employees in the work unit. 
· Consultative style
· The leader presents the problem to individual employees or a group of employees, asking for their opinions and suggestions before ultimately making the decision him-or herself.
· Facilitative style	
· The leader presents the problem to a group of employees and seeks consensus on a solution, making sure that his or her own opinion receives no more weight than anyone else’s. 
· Delegative style 
· The leader gives an individual employee or a group of employees the responsibility for mDaking the decision within some set of specified boundary conditions.  

Time-driven mode of leadership
· A model that suggests that seven factors combine to make some decision-making styles more effective than others in a given situation.
· Decision significance
· Is the decision significant to the success of the project or organization?
· Importance of commitment
· Is it important that employees “buy in” to the decision?
· Leader expertise
· Does the leader have significant knowledge regarding the problem?
· Likelihood of commitment
· How likely is it that employees will trust the leader’s decision and commit to it?
· Shared objectives
· Do employees share and support the same objectives or do they have an agenda of their own?
· Employee expertise
· Do the employees have significant knowledge regarding the problem?
· Teamwork skills
· Do the employees have the ability to work together to solve the problem?

Day-to-day behaviors performed by leaders
· Initiating structure
· Reflects the extent to which the leader defines and structures the roles of employees in pursuit of goal attainment. 
· Organization: defining and structuring work.
· Production: setting goals and providing incentives for the effort and productivity of employees. 
· Consideration
· Reflects the extent to which leaders create job relationships characterized by mutual trust, respect for employee ideas, and consideration of employee feelings.
· Membership: mixing with employees, stressing interactions.
· Integration: encouraging a pleasant atmosphere, reducing conflict etc.  
· Communication: providing information to employees, seeking information from them.
· Recognition: expressing approval or disapproval of the behaviors of employees.
· Representation: acting on behalf of the group. 

Life Cycle theory of leadership
· A theory staying that the optimal combination of initiating structure and consideration depends on the readiness of the employees in the work unit.
· Readiness: the degree to which employees have the ability and the willingness to accomplish their specific tasks.  
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Telling: when the leader provides specific instructions and closely supervises performance. 
Selling: when the leader explains key issues and provides opportunities for clarification.  
Participating: leader behavior in which the leader shares ideas and tries to help the group conduct its affairs.
Delegating: leader behavior in which the leader turns responsibility for key behaviors over to employees. 

Transformation leadership: a pattern of behavior in which the leader inspires followers to commit to a shared vision that provides meaning to their work while also serving as a role model who helps followers develop their own potential and view problems from new perspectives. 
Laissez-faire leadership: when the leader avoids leadership duties all together.
Transactional leadership: occurs when the leader rewards or disciplines the follower depending n the adequacy of the follower’s performance. 3 types – passive management by exception where the leader waits around for mistakes and errors than takes corrective action as necessary.  Active management by exception is when the leader arranges to monitor mistakes and errors actively and again takes corrective action when required. Contingent reward is a more active and effective type of transactional leadership, in which the leader attains follower agreement on what needs to be done using rewards in exchange for adequate performance.  

Idealized influence: behaving in ways that earn the admiration, trust, and respect of followers, causing followers to want to identify with and emulate him or her.  

Inspirational motivation: behaving in ways that foster an enthusiasm for and commitment to a shared vision of the future.  

Intellectual stimulation: behaving in ways that challenge followers to be innovative and creative by questioning assumptions and reframing old situations in new ways.  

Individualized consideration: behaving in ways that help followers achieve their potential through coaching, development, and mentoring.  

Transformational leadership has a moderate correlation with job performance and a strong correlation with organizational commitment.  

Chapter 13 – Organizational structure 

Organizational structure: formally dictates how jobs and tasks are divided and coordinated between individuals and groups within the company. 

Organizational chart: a drawing that represents every job in the organization and the formal reporting relationships between those jobs.  Helps organizational members and outsiders understand and comprehend how work is structured within the company.  

Elements of Organizational structure
· Work specialization
· The way tasks in an organization are divided into separate jobs.  
· Chain of command
· Answers the question of “who reports to whom?” and signifies formal authority relationships.  
· Newer organizational structures make the chain of command a bit more complex. It is common to have positions that report to two or more different managers. 
· Span of control
· Represents how many employees they are responsible for in the organization.  
· Narrow spans of control allow managers to be much more hands on with employees but also requires the organization to hire more managers.
· Centralization
· Reflect where decisions are formally made in organizations.  
· If only the top managers within a company have the authority to make final decisions we would say that the organization has a highly “centralized” structure.  
· Decentralization becomes more necessary as a company grows larger. 
· Formalization
· When there are specific rules and procedures used to standardize behaviors and decisions.  
· Rules and procedures are a necessary mechanism for control.

Mechanistic organizations
· Efficient, rigid, predictable and standardized organizations that thrive in stable environments.
· Structure relies heavily on formalization, centralized decision making and narrow spans of control.

Organic organizations
· Flexible, adaptive, and outward-focused and thrive in dynamic environments. 
· Typified by a structure that relies on low levels of formalization, multiple chains of command and a wide span of control.  

Organizational design 
· The process of creating, selecting or changing the structure of an organization.
· Business environment
· Consists of its customers, competitors, suppliers, distributors, and other factors external to the firm. 
· Stable environments don’t change frequently and any new changes that occur happen very slowly. 
· Dynamic environments are the opposite.  
· Company strategy
· Describes an organization’s objectives and goals and how it tries to capitalize on its assets to make money.  
· Low-cost producer: rely on selling products at the lowest possible cost.
· Differentiation strategy: believe people will pay more for a product that’s unique in some way.  
· Technology
· The method by which it transforms inputs into outputs.  
· The more routine a technology is, the more mechanistic a structure should be. 
· Company size
· The number of employees in a company

Common Organizational forms
· Simple structure
· The most common form of organizational design, because there are more small organizations than large ones.
· Employees can come and go with no major ripple effects on the organization.  
· As the business grows, the coordinating efforts on the part of the owner become increasingly more complex.  
· Bureaucratic structures
· An organizational form that exhibits many of the facets of the mechanistic organization.
· Designed for efficiency and rely on high levels of work specialization, formalization, centralization of authority and relatively narrow spans of control.
· Functional structure
· Groups employees by the functions they perform in the organization.  
· The success of the functional structure is based on the efficiency advantages that come with having a high degree of work specialization that’s centrally coordinated.  
· Multidivisional structure
· A bureaucratic organizational form in which employees are grouped into divisions around products, geographic regions or clients.
· Generally develop from companies with functional structures whose interest and goals become too diverse for that structure to handle.
· Product structure
· Groups business units around different products that the company produces.  
· Each division becomes responsible for manufacturing, marketing and doing research and development. 
· When products are not really that different problems can arise.
· Geographic structure
· Based around the different locations where the company does business.  
· Geographic structures are good because consumers have different tastes in different regions. 
· Client-based structure
· When organizations have a number of very large customers or groups of customers that all act in a similar way they might organize their businesses around serving those customers.  
· Matrix structure
· More complex design that tries to take advantage of two types of structures at the same time.  
· Allows an organization to put together very flexible teams based on the experience and skills of the employees.  
· Gives each employee two chains of command, two groups to interact with and two sources of information to consider.  

Restructuring: the process of changing an organization’s structure.

Restructuring has a weak negative correlation on job performance and a moderate negative correlation with organizational commitment.  

Chapter 14 – Organizational culture

Organizational culture: the shared social knowledge within an organization regarding the rules, norms, and values that shape the attitudes and behaviors of its employees. 

Culture Components
· Observable artifacts
· The manifestations of an organization’s culture that employees can easily see or talk about.  
· The primary means of transmitting an organization’s culture to its workforce.
· Symbols, physical structures, language, stories, rituals and ceremonies.
· Espoused values
· The beliefs, philosophies, and norms that a company explicitly states.  
· Can range from published documents, to verbal statements made to employees by managers.  
· Basic underlying assumptions
· Taken-for-granted beliefs and philosophies that are so engrained that employees simply act on them rather than questioning the validity of their behavior in a given situation. 

General culture types
· Fragmented
· An organizational culture type in which employees are distant and disconnected from one another. Very political “what’s in it for me”.
· Mercenary 
· Organizations that have cultures in which employees think alike but aren’t friendly to one another. Very political “what’s in it for me”. 
· Networked
· All employees are friendly to one another, but everyone thinks differently and does their own thing. 
· Communal 	
· Friendly employees who think alike. 

Specific culture types
· Customer service culture
· Focused on service quality.
· Have been shown to change employee attitudes and behaviors toward customers.  
· Safety culture
· Of paramount importance.  Increased level of safety-related awareness and lower accidents.
· Diversity culture
· A specific culture type focused on fostering or taking advantages of a diverse group of employees.  
· Creativity culture
· Affect both the quantity and quality of creative ideas within an organization.  
· Google recently put policies in place that allow its engineers to spend 20% of their working time pursuing projects that they feel passionate about to foster at the organization.  

Culture strength
· Exists when employees definitively agree about the way things are supposed to happen within the organization and when their subsequent behaviors are consistent with those expectations.
· Strong cultures take a long time to develop and are very difficult to change.
· Subculture: culture created within a small subset of the organization’s employees.
· Counterculture: a subculture whose values do not math those of the organization. 

Maintaining an organizational culture
· Attraction selection attrition (ASA) 
· Holds that potential employees will be attracted to organizations whose cultures match their own personality, meaning that some potential job applicants won’t apply due to a perceived lack of fit.
· Socialization
· The primary process by which employees learn the social knowledge that enables them to understand and adapt to the organization’s culture 
· Process that begins before an employee starts work.  
· Anticipatory stage
· Happens prior to an employee spending even one second on the job.  Starts the moment a potential employee hears the name of the organization.
· Encounter stage
· Begins the day an employee starts work. Some things about an organization and its culture can only be learned one a person becomes an organizational insider.
· Reality shock
· By hearing an employee say something to the effect of “working at this company is not what I expected it would be” 
· Understanding and adaption
· Newcomers come to learn the content areas of socialization and internalize the norms and expected behaviors of the organization. 

Changing an organizational culture
· The change process
· Involves 3 sequential steps
· Unfreezing
· Occurs when the organization comes to some realization that the status quo is unacceptable. 
· Change initiative
· May involve bringing in a new leader, introducing a new reward system or implementing a new training program. 
· Refreeze
· The newly developed attitudes and behaviors need to “harden up” becoming entrenched as new norms, values, and shared understandings.

Person-organization fit: the degree to which a person’s personality and values match the culture of an organization. 

Person-organization fit has a weak correlation with job performance and a strong correlation with organizational commitment.  

Realistic job previews: occur during the anticipatory stage of socialization during the recruitment process. 

Newcomer orientation: an effective way to start the socialization process. 
Mentoring: a process by which junior-level employee develops a deep and long-lasting relationship with a more senior-level employee within the organization.
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