Midterm Review Session (up to chapter 6)
Expectancy theory*

Job performance
Task: Proficiency with which you do in the job that is mandatory, which is found in your job description.
Organizational citizenship behavior: Going past your mandatory requirements with no desire for rewards which increases the overall organization. (voluntary work)
Counterproductive work behavior: behaviors that harm the organization (ex/ theft, drugs at work)

Personality: The big 5 factor… (OCEAN)
Openness to experience, extraversion, consciousness, agreeableness, nouraticism

Motivational trait compared to affective trait: motivational: beliefs about what you can do yourself
Affective trait: trait related to personality ex/ nouratiasism

Learning theories
Operant: Employees learn a connection between behavior and consequence (learning by doing(
Social cognitive theory: learning by observing
Use reinforcement if you want to increase the probability that a behavior will reoccur
· Positive or negative 
· Use punishment or extinction if you want to decrease the probability that behavior will reoccur.
· Positive: adding a stimulus to increase or maintain the probability of some behavior.
· Negative: removing an unpleasant stimulus that increases or maintains the probability of some behavior.
· Extinction: process by which people stop displaying a specific behavior because their environment does not react to it.
· Punishment: the application of an aversive (unpleasant) stimulus following some behavior designed to decrease the probability of that behavior.

Chapter 3: Perception, attriution and judgement
Perceptual biases:
· Primacy and recenecy Sterotyping
· Projection
· Reliance on central traits
Biases: Primacy, ideal, contrast
· Biases in performance appraisal (having an ideal someone in mind) (contrast.. someone whos terrible compared to average)
Primacy and regency, errors, halo/horns

Cues used to make attributions
Consistency Cues (ex/ in case its not overall job performance it was his performance as of now)
Does this person engage in the behavior regularly and consistently?

Consensus Cues
Do most people engage in the behavior, or is it unique to this person.

Distinctiveness Cues
Does this person engage in the behavior in many situations or is it distinctive to one situation.

Dispositional: About the person
Situational: About the organization

Attitudes and Values
Job satisfaction;
Components: Cognitive and Affective
Determinants : Facets: work, $, promotion, coworkers
Disposition

Distributive Justice: How fair are the outcomes of the decision: Equity, Equality, Need

Procedural Justice: How fair is the process that was used to make the decision?
Accurate info is used
Two-way communication is allowed
Appeals to the procedure are welcomed

Interactional Justice
Perception of the fairness of the interpersonal treatment (focused on treatment your given) (the respect communication and information is delivered to you)
Interpersonal, informational

^^^all effect job performance

Discrepancy theory: What you expect as an outcome from a job compared to what you are actually receiving
Distributive fairness: Thinking an outcome Is fair

Attitudes and Values
Organizational Commitment
· Affective: Enjoys and is committed to their actual job
· Normative: feel an obligation to the company
· Continuance: feel as if you’ll lose out if you leave the company

Values
· Work centrality
· Hofstede’s values
Questions
[bookmark: _GoBack]From a cultural perspective, are some values better than others for the organization (ex/ power distance)
Answer: No, it all depends within the culture, valuing some more than others is what defines culture therefore there really is no one better for an organization.
Chapter 5 and 6
Motivation
Need theories: “what” motivates
· Maslow
· Alderfer’s ERG
· McClelland (not a hierarchy more personal traits)

Process theories: “how” to motivate
· Goal setting (4 characteristics) Specific, challenging, feedback (to monitor progress), committed
· Equity (Your outputs/inputs compared to another similar employee’s output/input) ) Psychological way to compare equity: chose someone else to compare to that’s more simila
Behavioral way: leave the exchange relationship
· Expectancy (getting what you expect and want out of your job)
3 core components: Expectancy: Belief that effort>performance
Instrumentality: Belief that performance>outcome
Valence: Degree (how likely you are to achieve) to which an outcome can be done
First level outcomes: benefits organization
Second level: benefits the person (set by the person uniquely)

Look at Expectancy Model in text
· Job characteristic model

Job vs work design
Job design- focus on specific aspects of a job
Work design- broader. Considers:
· Task characteristics- similar to job design and the job characteristics model
· Knowledge characteristics- ksa’s required to perform the job
· Social- interpersonal and social aspects
· Work context- Ergonomics, work conditions
Job characteristic model
Employee Growth Need Strength
Core job dimensions              Critical psychological states                       personal and work outcomes
Skill variety                          Experienced meaningfulness of work        High internal work motivation
Task identity                        Responsibility                                             high quality work performance
Task significance
Autonomy
Feedback



Samples exam question
Motivation advise:
Define motivation.
Use your knowledge of goal setting theory to design a motivational intervention for Lisa (organize your intervention around all the factors that make goals effective)

Motivation: Activity that increases someone’s willingness and overall drive towards completing a task. Extent towards persistent effort is directing towards a goal.
Intervention:
Define Goal setting: Break down into 4 parts
Specific and measurable: set a sales objective, like X numbers of products, ne specific.
Difficult but attainable: Use lisa’s past sales or a median sales level for the territory to set the goal of approopirate difficulty.
Commitment: involve Lisa in setting the goals on a regular bases (Participation)
Feedback: give lisa progressive feedback
Using the goal setting theory Lisa could set some goals to help challenge her as well as give her an overall path to follow to obtain her goals she wants to obtain. These goals would have to include being challenging, 







