Chapter 1
What are organizations: are social inventions for accomplishing common goals through group effort.
Organizational Behaviour: to understanding, explaining and ultimately improving the attitudes and behaviours of individuals and groups in organizations.
Management: To make people do want you want them to do. (Communication skills)
Managing: manage people, get things done through others. (Planning, controlling, coordinate)
Leadership: inspire people, how can you lead people, let them do what you want to do, to connect friendship with others. (Social)  
How to manage your people: Classical View: focus on productivity, technical strategy. 
                                                  Human Relations View: focus on social, get along well with others. Employee alienation, Limits innovation and adaptation, Resistance to change, Minimum acceptable level of performance, Employees lose sight of the overall goals of the organization 
                                                 Contingency View: situational, positional making, evaluate situation, contingency approach to management recognizes that there is no one best way to manage. 
Solution: brain storming, focus on what exactly you are working on. What are the expectations; How society change effect the decision.
What Do Managers Do: Mintzberg’s managerial roles
Information Roles: monitor, disseminator, spokesperson 
Interpersonal Roles: figurehead, leader, motivating employees
Decisional Roles: belongs to managers, make decisions (entrepreneur, disturbance handler, resource allocator, negotiator)
Two skills that manager must have: communications skill and active listening skills. If manager do not have these two skills, cannot succeed anymore. 
Managerial Minds: Experienced managers use intuition to guide many of their actions. Education and experience, technology, and knowledge make manager make good decisions. 
· To sense that a problem exists
· To perform well-learned mental tasks rapidly
· To synthesize isolate pieces of information and data
· To double-check more formal or mechanical analyses
· GRIP
International Managers: Working in national culture is required. Processing abilities to change management style to suit different culture, and to sense what the priority is about the culture. 
Contingency variable in organizational behaviour
Cultural variations in values affect both managers’ and employees’ expectations about interpersonal interaction.
Management Practices of the Best Companies to Work for in Canada:
Flexible work schedules; Stock-options, Profit-sharing and bonuses; Training and development programs; Family assistance programs; Career development programs; Wellness and stress reduction programs; Employee recognition and reward programs
Chapter 2
What is Job Performance: Employee Behaviours; Under employees’ control; Contributes positively or negatively; To organizational goals 
What means a Good Performer: it’s relate to Task Performance, Organizational Citizenship Behaviours, Counterproductive Work Behaviours
Task Performance: employee behaviours that are directly involved in the transformation of resources into the goods or services; Included in a job description; Routine, adaptive and creative task performance
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: Ideals or physical outcomes those are both novel and useful
Organizational Citizenship Behaviors: Voluntary activities that contribute to the organization by improving the work setting
Interpersonal: Helping, Courtesy, and Sportsmanship 
Helping: assist co-workers who have heavy workloads, aiding them with personal matters, and showing new employees the ropes when they first on the job.
Courtesy: Sharing important information with co-workers.
Sportsmanship: Maintaining a positive attitude with co-workers through good and bad times.
Organizational: Voice, Civic virtue, Boosterism
Voice: Speaking up to offer constructive suggestions for change, often in reaction to a negative work event.
Civic Virtue: Participation in company operations at a deeper-than-normal level through voluntary meetings, readings, and keeping up with news that affects the company.
Boosterism: Positively representing the organization when in public.
Counterproductive Work Behaviors: Employee behaviours that intentionally hinder organizational goal accomplishment.
Organizational: Production Deviance; Property Deviance
Production Deviance: Wasting resources, Substance abuse (Minor)
Property Deviance: Sabotage, Theft (Serious)
Interpersonal: Political Deviance; Personal Aggression
Political Deviance: Gossiping, Incivility (Minor)
Personal Aggression: Harassment, Abuse (Serious)
What does it mean to be a Good Performer?
Task Performance: Routine, Adaptive, Creative
Citizenship Behaviour: Interpersonal: Helping, Courtesy, and Sportsmanship
                                      Organizational: Voice, Civic Virtue, and Boosterism
Counter-Productive Behaviour: Property Deviance: Sabotage, Theft
[bookmark: _GoBack]                                                     Production Deviance: Wasting resources, Substance abuse
                                                     Political Deviance: Gossiping, Incivility
                                                     Personal Aggression: Harassment, Abuse
Application: Management by Objectives; Behaviourally Anchored Rating Scales 
                      360-Degree Feedback; Forced Ranking; Social Networking Systems
Chapter 3
Organizational Commitment: an employee’s desire to remain a member of an organization.
Withdrawal Behaviour: employee actions that are intended to avoid work situations. 
The Three Forms of Organizational Commitment: (what makes someone stay with their current organization?) Felt in Reference to One’s: Company; Top Management; Department; Manager; Work Team; Specific Co-workers
Emotion-Based Reasons: Affective Commitment (Staying because you want)
Cost-Based Reasons: Continuance Commitment (Staying because you have to)
Obligation-Based Reasons: Normative Commitment (Staying because you ought to)
Erosion Model: A model that suggests that employees with fewer bonds with co-workers are more likely to quit the organization.
Social Influence Model: A model that suggests that employees with direct linkages to co-workers who leave the organization will themselves becomes more likely to leave.
Reactions to Difficult Situations: Voice, Loyalty- High Commitment; Neglect, Exit- Low Commitment
(What the four primary responses to negative events are at work)
Exit: A response to a negative work event in which one becomes often absent from work or voluntarily leaves the organization
Voice: A response, of ten in reaction to a negative work event, in which an employee offers constructive suggestions for change.
Loyalty: A passive response to a negative work event in which one publicly supports the situation but privately hopes for improvement.
Neglect: A passive, destructive response to a negative work event in which one’s interest and effort in work decline.
Psychological Withdrawal: (Neglect) mentally escaping the work environment. Including Daydreaming, Socializing, Looking Busy, Moonlighting, Cyberloafing.
Physical Withdrawal: (Exit) a physical escape from the work environment. Including Tardiness, Long Breaks, Missing Meetings, Absenteeism, Quitting
The changing Employee-Employer Relationship: Psychological, Transactional and Relational contracts
Psychological Contracts: Two forms of psychological contracts: Relational and Transactional contracts
                                          The impact of downsizing 
Chapter 4
Job Satisfaction: A collection of attitudes that workers have about their jobs.
What Determines Job Satisfaction: Discrepancy, Fairness, Disposition, Mood and emotion
The Value-Percept Theory of Job Satisfaction: Values - Pay, Promotions, Coworkers, Supervisors, Work tasks 
Promotion Satisfaction: Employees’ feelings about how the company handles promotions.
Supervision Satisfaction: Employees’ feelings about their boss, including his or her competency, communication, and personality.
Co-worker Satisfaction: Employees’ feelings about their co-workers, including their abilities and personalities.
Key Contributors to Job Satisfaction: Mentally challenging work, Adequate compensation, Career opportunities
Core Job Characteristics—Critical Psychological States—Outcomes 
Critical Psychological States: Meaningfulness of work, Responsibility for Outcomes, Knowledge of Results
Core Job Characteristics: Skill Variety, Task Identity, Task Significance, Autonomy, Feedback (VISAF)
Job Characteristics Theory: P87
Consequences of Job Satisfaction: Absence from work, Turnover, Performance, Organizational citizenship behaviour, Customer satisfaction and profit
Moods and Emotions Differ: Length of Time, Intensity, whether they have a target
                                                 Both can vary over the course of a day; can influence one’s job satisfaction
Changing Attitudes: Goldstein and Sorcher recommend three techniques for teaching new behaviours:
· Modelling of correct behaviours
· Role-Playing of correct behaviours
· Social reinforcement






