Organizational Behaviour

Thursday September 5

Professor Benacho

Textbook: Organizational Behaviour - grey & orange cover

Job commitment - commitment that a person has to his/her organization

There are 3 levels of analysis: individuals, dyads/groups, organization

What is OB?
- Making sure the mission is being accomplished and that the organization survives
- How to make group work more effective and how to make people work well together.
- OB is devoted to understanding phenomena (predicting behaviour - ex. how many employees will leave this month; understanding what is the problem), explaining (what are the causes of a certain behaviour), improving/managing the situation (ex. how can we get the employees to stay)

- OB is devoted to understanding, explaining, and improving the attitudes and behaviors of individuals and groups in organizations.

- Organization: Social invention for accomplishing common goals through group effort.

- Behaviour = attitudes or specific actions


Model - purple, red, blue, green
individual characteristics, group mechanisms, organizational mechanisms --> individual mechanisms --> individual outcomes

Read pages 15-19; not covered in class --> not specific/critical to OB










Monday September 9
Chapter 2: Job Performance

Individual Outcome		Critical Incidence Technique - best and worst examples

Job performance is:
- behaviour
- under employee's control
- contributes to the organization positively or negatively
- relevant to the organization's goals

Job Performance: Controlled behaviour that affects the organization's goals positively or negatively.

ex. Sales of $5000 is a positive outcome; should be distinguished from the good behaviours that lead to the result
"going postal"

Job Performance
Task Performance: bevahiours that are directly involved in the transformation of resources into goods or services (how good/bad are you at engaging in the activities in your job description)
--> Can be routine, adaptive (response to crisis situations), and creative

Organizational citizenship behaviours: Voluntary activities that contribute to the organization by improving the work setting; going above and beyond
--> Interpersonal or Organizational
--> Interpersonal: helping, courtesy, sportsmanship "behaving in a way that would make your (grand)parents proud"
--> Organizational: voice (speaking up if there is a safety hazard, if you think there is a better way to do something etc.), civic virtue (participating in the political life of your organization - committees, meetings, etc.), boosterism (being a good representation of the organization to those inside and outside of the organization)

Counterproductive work behaviours: Behaviours that intentionally hinder organizational goal accomplishment
--> Interpersonal or Organizational
--> Figure 2.2
--> Interpersonal: Political deviance: activities that intentionally harm others (gossip, incivility); Personal aggression: verbal or physical hostile behaviours directed toward other employees (harassment, abuse)
--> Organizational: Production deviance: intending to harm the organization (wasting resources [ex. time], substance abuse); Property deviance: behaviours that harm the organization's assets (sabotage, theft)
Promote OCB and prevent CWB


Thursday September 12

Chapter 3: Organizational Commitment

Individual Outcome

Organizational commitment: The desire to remain a member of the organization

Fig 3.1: organizational commitment and withdrawal behaviour are inversely related
Withdrawal behaviour: voluntary withdrawal

Overall org. commitment made up of emotional, cost-based, moral compass

Affective Commitment: Employees' emotional commitment to, and involvement with, the organization (job involvement); staying because you want to;
--> most preferred type of commitment by managers

Continuance Commitment: Perceptions of costs associated with staying vs. leaving; staying because you need to
--> work just hard enough to keep job; more passive form of loyalty

Normative Commitment: Feeling of obligation to remain loyal (ex. company pays for higher education; obligation to go back to company and return their commitment); staying because you ought to; moral obligation; right thing to do

Managers prefer employees to have affective commitment because it leads to more identification with the organization, job satisfaction, more acceptance of the organization's values and mission statement, organizational citizenship behaviours

How can you tell if an employee is not committed or engaged?

Reactions to difficult situations:
Committed Behaviours
Voice - active, constructive; positive resonse to difficult situation; committed 
Loyalty - still support organization
Withdrawal Behaviours
Neglect - passive response in which level of interest and effort declines - psychological withdrawal; seeking mental escape
Exit - active approach - leaving organization fully or partially; physical withdrawal

Commitment increases voice and loyalty and decreases neglect and exit

Figure 3.4 - Withdrawal Behaviour
Moonlighting - being present at your job but working at a different job
Cyberloafing - browsing social media

Psychological contracts - explain why and how someone is committed 
Recruiting process - meet people in the org, they share information, you develop expectations of the job - these are the basis of psychological contracts

Two forms:

Transactional contracts - ex. stay for 5 years, expect 1 promotion and 3 pay raises - often relate to continuance and normative commitment to organization

Relational contracts - based on mutual trust and a set of open ended obligations; long term; i will be loyal to this organization and i expect them to be loyal to me in return; if the contract gets breeched, it can lead to feelings of betrayal and hate; become very transactional in nature; you are falling from a high altitude; these contracts are fragile and as a manager you want to care for them; relate to affective commitment






Chapter 4: Job Satisfaction

A type of attitude

What are attitudes?
Fairly stable (un)favorable evaluations of specific objects, situations, persons, or categories of people

Components: ABC's: Affective (what we feel) + Cognitive (what we think) Behaviour

Job satisfaction: How we feel and what we think about our job

Determinants of job satisfaction: disposition (some people are predisposed to be more satisfied), value fulfillment

Dissatisfaction = (Vwant - Vhave)(Vimportance)

Job previews 102:40

Overall job satisfaction - how satisfied are you with your job at the end of the day

Facets of satisfaction: pay (internal and external), promotion (policies are fair, transparent, applied consistently, quickly & often enough), supervisors, coworkers, work tasks

Which is most important to you, which is most important to the average person, which one drives overall satisfaction the most

Metanalysis - averages the tendencies

Figure 4.2: correlations between satisfaction facets and overall job satisfaction (work itself is the most correlated)

Job Characteristics Theory

Individual Characteristics
Variety (skill variety) - using multiple skills/completing multiple tasks in your job
Identity - doing a job from beginning to end; having a strong overview of the entire process
Significance - doing a job that has an impact on other people or society as a whole
Autonomy - being able to do the work in the way that you see fits (with minimal constraints)
Feedback - do you have an idea of the effectiveness of your performance
----------------------------------------
Emotional states
Meaningfulness of work
Responsibility for outcomes
Knowledge of results
----------------------------------------
Satisfaction with the work itself

Personal characteristics
Knowledge and skill - more knowledge and skills will lead to more meaning and responsibility
Growth, need, strength - are you somebody who wants a job with lots of skill variety, autonomy, identity; if low, the individual characteristics will be a barrier in becoming happy with your job
*These variables have a moderating effect; they amplify the connection between individual characteristics, emotional states, and statisfaction

pg 86-90

How to measure job satisfaction

Faces scale, Kunin 1955
Could be global satisfaction or specific to facets of satisfaction

Job descriptive index/job in general scale
looks at 5 facets of job satisfaction & overall job satisfaction

Moods and Emotions

Moods and emotion differ in terms of length of time and whether they have a target

Satisfaction fluctuations over short periods of time often are caused by emotion

Moods - states that are relatively mild in intensity and are long term
	- not directed at someone or something

Emotions - quite intense and directed at someone or something (to an emotion object)
		- positive or negative
organizational cheerleader

Emotional labour - managing emotions for a wage
In some professions, employees have to regulate their emotions in order to perform their job better
ex. funeral employees have to act somber
ex. politicians have to act cool calm and collected
particularly jobs that work with the public

How important is job satisfaction?

Job satisfaction has a moderate correlation with job performance (.30 magnitude)
- more OCB, fewer CWB, often stronger task performance

Job satisfaction has a strong correlation with organizational commitment (.50 magnitude)
- tend to love the place that they work with

------------------------------------------------------------------------------------------------------------
MIDTERM 2

Chapter 5: Conflict and Stress

Statistics:
60%: great stress
1/3 stress makes them ill
30000 people



Example of perception of stressors: dogs chasing us and example of strains: alarm bells, sweating, heart pounding, back up






Figure 5.1: Transactional Theory of Stress
Stressors    Hindrance            Challenge
Top: Work. Bottom: Non-work
Stress

Primary appraisal: Is this stressful?
Secondary appraisal: How can I cope?

Hindrance stressors: Appraised as thwarting progress
Challenge stressors: Appraised as opportunities for growth and achievement (trigger positive emotions)

Work hindrance stressors:
· Role conflict: Conflicting expectations, demands are incompatible with one another
· Role ambiguity: Not being clear about what the expectations are, lack of info
· Role overload: too little time to do what’s required, lot of demanding roles
· Work constraints: feeling constrained on what to do in job
· Lack of control: example is gossiping, rumors about position, beyond our control
· Work conditions: examples are eye strains, dust, 
· Interpersonal conflict: conflict with teammates
· Sexual and psychological harassment:
· Daily hassles: Minor day to day demands that interfere with work 

Work challenge stressors:
· Time pressure: Time is not in our side, sense that amount of time allotted to do job isn`t enough 
· Work complexity: The degree to which job requirements exceed capabilities, job nature
· Work responsibility: amount of importance of obligations employee has to others
· Stretch ability

Non-work hindrance stressors:
· Negative life events; examples are divorce, death in family, illness
· Financial uncertainty: don`t have enough money
· Work-life conflict-bidirectional: time based, strain-based and behaviour based 
· Time based: your child is sick then  stay home and can`t go to work
· Strain-based: experiences in one role prevent you from fulfilling another role
· Behaviour-based: skills and abilities effective in one domain but not in another

Non-work challenge stressors
· Family or friends time demands: vacation time, Christmas: need to prepare
· Positive life events: examples are moving to new city, pregnancy, promotion
· Personal development: any activity (outside of work) that helps you improve skills 
Burnout:
· Emotional exhaustion: depressed, with little enthusiasm 
· Cynicism: dark thoughts about others
· Low self-efficacy

Strain: Stress reaction
Strains can be psychological, physical and behavioural

Psychological
· Emotions
· Anger
· Anxiety
· Frustration 
· Depression
· Job dissatisfaction
· Reduced affective commitment 
· Difficulty concentrating
· Denial of stressor

Physical
· Dizziness
· Headache
· Pounding heart
· Stomach distress
· Difficulty sleeping
· Shortness of breath
· Illness and death (karoshi)

Behavioural:
· Accidents at work or outside of work
· Performance changes
· Substance abuse
· Absenteeism and turnover
· Aggression 
· Other counterproductive work behaviours

Productive stress reactions
	
	Problem-focused
	Emotion-focused

	Behavioural methods
	· Working hard
· Seeking assistance 
· Acquiring resources
	· Engaging in alternative activities
· Seeking support
· Venting anger

	Cognitive methods
	· Strategizing 
· Self-motivation
· Changing practices
	· Avoiding, distancing and ignoring
· Looking for positive in the negative
· reappraising



Figure 5.4 in textbook: effects of hindrance stressors on performance and commitment 

Reducing and managing stress
· Work planning (ex: decreased work week, flex time)
· Personal days and hours
· Job sharing 

Other practices: 
· Employee Assistance  Programs 
· On-site daycares or day care subsidies
· Gym memberships
· Connections to health specialists
· others



60% of Canadians say that we experience a great deal of stress in our lives
1/3 have become ill from stress
30 000 sample
3.5 extra days of work over the course of a month to try to catch up on average
Estimated loss to business: 12B: Benefits and lost labour

The Stress Process

Perception of stressor --> (primary appraisal & secondary appraisal) --> Strains (psychological, physical, behavioural)

Primary appraisal - is something wrong (is stimulus threatening)
Secondary appraisal - can something be done (can i cope with it)



Chapter 6: Motivation

Reebok commercial - NFL

Motivation: Energetic forces that determine the direction, intensity, and persistence of effort.

Basic characteristics of motivation:
Effort (the harder you work the more motivated you are)
Persistence (it lasts for a sustained amount of time)
Direction (working in a beneficial manner, related to the organization's mission and goals)
Goals (directed toward a specific goal)

Types of Motivation
Extrinsic - doing an activity because you want to get rewarded or avoid getting punished
Intrinsic - engaging in an activity because we love it, it is inherently interesting to us; working because you enjoy what you're doing and you don't look for an additional validation
*Too much extrinsic motivation is bad (ex. if your employees are coming to work only for the paycheck - they will cut corners, make more mistakes, perform with less quality, won't be as committed to their tasks)
As a manager you want to foster intrinsic motivation

Two broad classes of theories

"What" Motivates - Need theories
	Maslow's Hierarchy of Needs
Physiological, safety, belongingness, esteem, self-actualization (are you developing to your full potential and fulfilling your life mission)
--> Motivated by needs
--> Diff employees have diff needs and you should tailor your rewards accordingly

"How" to Motivate - Process theories

Managerial Principles for Motivation
- Employees will want to see clear relationships between effort, performance, and desirable outcomes
- Employees need and want goals
- Employees want to be treated fairly
- Job design is a powerful motivator


Expectancy (VIE) Theory
- Employees will want to see clear relationships between effort, performance, and desirable outcomes
- People are motivated to perform activities that they can accomplish and that lead to valued outcomes
- If you have choice between activity in which you will succeed and will lead to valued outcomes, vs activity where you will fail and not get valued outcomes, you will choose the former

3 Core Components:
Expectancy: Belief that effort will translate into good performance (subjective probability)
Instrumentality: Belief that good performance will translate into outcomes - based on past experience
Valence: Degree to which an outcome is valued (determined by needs)

As a manager, make sure you are clear about performance expectations (i.e. helping your employees set goals); make sure employees have high self-efficacy (i.e, make sure they have the right knowledge skills and abilities - select people who can do the job or train them)

Instrumentality: be very clear about what your employees stand to gain or lose if the (don't) make the performance target; follow through on your promises

Figure out what your employees want/need and tailor your rewards appropriately

Figure 6.2

Goal Setting Theory
When you give your employees a goal, they will know where to direct their effort

Goal setting:
Effective goals are:
- Specific and measurable
- Difficult and challenging (but realistic)
- Those to which employees are committed (self-set goals)
- Those for which employees receive accurate and timely feedback on their progression

SMART Goal Model

*Moderators - feedback, complexity--- textbook


Link individual goals with the organization's mission

Equity Theory
Anchoring your equity ratio to that of someone else
Perceived equity of the distribution of rewards among employees
We have a tendency to compare our outcomes to those of others
- We desire out inputs to be valued as much as those of others

(My outcomes/my inputs) VS. (other's outcomes/other's inputs)

Components: outcomes (pay, promotion, social recognition, etc.), inputs (time, personal connections, educations, training, skills, work experience, effort), comparison others (internal w people at same level of same company, or external, supervisors, yourself in the past)
Equity
Inequity: undercompensation and overcompensation 

It is very hard to people to feel as though there is equity; easy to rationalize overcompensation (much more common than vice versa)

Ways to restore equity
- Modify input or outcome
- Comparison other's I or O
- Change the comparison other
- Leave the situation

Job Characteristics Model
- job design as a motivator

Psychological Empowerment - read section in book

Effect of motivation on performance and commitment - Strong correlation with performance, moderate with commitment



Chapter 7 - Trust, Justice and Ethics

Trust
Disposition based - trust propensity
Cognition based - ability, benevolence, integrity (trustworthiness)
Affect based - feelings toward trustee
(Figure 7.1)

Justice
- Employees want to be treated fairly
- Four justice considerations: distributive (equity equality need), procedural (rules conducted similarly across time and across people), interpersonal, informational
- Interpersonal and informational can be grouped together as interactional justice

Four component model of ethical decision making
know essential characteristics of each step
figure 7.6
attentiveness, intensity, development, identity
awareness, judgment, intent, ethical behaviour

Chapter 8: Learning and Decision Making

Operant learning	behaviours --> consquences

The consequences
Increase the probability of a behaviour happening again
decrease

Reinforcement: the process by which stimuli strengthen behaviours (+ or -)

Extinction, punishment
Figure 8.2 pg 203 --> bad

Schedules of reinforcement
Continuous
Interval based	fixed, variable
Ratio based		fixed, variable

Decision making problems
Information problems
Faulty perceptions
Faulty attributions
Escalation of commitment
Advice discounting

Information problems
Bounded rationality
Satisficing vs maximizing
searching for too little info  - confirmation bias
Searching for too much information - false perception that we made a better decision

faulty perceptons
heuristics
prinacy and recency
reliance on central traits
projection bias
stereotyping
contrast effect

3 questions - faulty attributions
Does the person engage in behaviour consistently
is there concensus
is it distinctive

escalation of commitment - remaining commited to a decision despite information that it is poor - sunk costs
contrast effect -non-independence of evaluation subjects








Thursday October 24, 2013

Operant learning - link between specific consequences that are attached to a behaviour
The consequences increase or decrease the probability of the behaviour
3 parts to answer

Increasing the probability of a behaviour

Positive Reinforcement - adding a positive outcome following a behaviour - increases the probability of a behaviour

Negative reinforcement - removing a negative outcome following a behaviour - increases the probability of a behaviour
ex. highest sales in retail get to skip out of work at the end of the weekend so they dont have to clear the sales section - increases the probability of selling high

Decreasing the probability of a behaviour

Extinction:
- hoping that the problem will go away on its own (passive, not very effective)
- Removal of a positive outcome following an unwanted behaviour
- Ex. Ignoring a class clown so he doesn't get the attention
- not reacting to the behaviour so that it will go away on its own

Punishment:
- Application of an unpleasant stimulus to decrease the probability of a behaviour
- Ex. you have you do desk work if you dont fill out log saying where you're going
- Punishment must be effective (unpleasant) - ex. suspending kids where they chill at home
- Provide advice on acceptable alternative as well as punishment (ex. walk vs dont run)
- Punish immediately

Schedules of Reinforcement

Continuous:
- given every single time a behaviour is shown
- most useful early on
- promotes learning quickly, but doesn't enforce retention because extinction will occur when continuous enforcement stops
- ex. giving a dog a treat every time he sits, but not when he refuses
- ex. "good job" every time someone makes a sale
- not practical because you're not in close enough contact with your employees

Interval-based:
- time based
	Fixed - ex. getting your paycheck, annual review
	Variable - ex. supervisor walk by
			- need to be on best behaviour always because you don't know when reinforcement will occur

Ratio-based:
- giving a positive reinforcement depending on the behaviour being shown
- behaviour dependent rather than time dependent
- promotes retention of learned behaviours
	Fixed - every 1/n time the behaviour is displayed it will be reinforced
		- ex. working on commission
	Variable - not every time, but not a set rate either

Positive and negative enforcement increase the likelihood of specific behaviurs
Punishment and extinction reduce the likelihood of specific behaviours

Individual Differences in Learning

Goal Orientation

Learn: building competence is more important than demonstrating competence
	self-improvement, learning new skills, failure is a part of learning process 	rather than a demonstration of incompetence

Performance-prove: Demonstrating competence, proving that you can perform well so other can evaluate you and think highly of you; "succeed at all costs"
- less likely to take risks and focus on stretch assignments because they want to guarantee that they can succeed

Performance-avoid: focus to avoid demonstrating incompetence so that others won't think unfavourably of us

Learning in Organizations

Organizational Behaviour Modification - organizations creating safety training program

Employee recognition programs - employee of the month, excellence galas, etc.
- formal events that recognize employees specific behaviours

Training and career development - acquiring very specific skills

Decision Making

Programmed decisions 
- encountered on a daily basis, our knowledge guides us
- we follow a step by step approach to reach a decision
- we build our expertise so the decisions become automatic
- we also build our intuition
- ex. doctor diagnosing diseases

Non-programmed decisions
- new situations where you have never been in the same position
- use rationality as much as possible
- generate and evaluate alternative solutions

Figure 8.4





Decision Making Problems

Information problems

- Bounded rationality - we don't have the capacity to process all available information so we cut corners

LIMITED INFO 
Satisficing - establish minimal acceptable standard and choose the first acceptable option (vs. maximizing - looking for the best possible option)
-ex. scanning through radio stations or happy with current one
- maximizers stall the decision making process but can make more careful decisions

Searching for too little information
Confirmation bias - searching for information that confirms your initial choice
Good decision makers look for information that contradicts their initial choice

Searching for too much information
- We feel more confident but makes our decision more complex than it really should be because of information overload

Faulty perceptions
How we go about making sense of our environment
- Filter out relevant information from the irrelevant
- Heuristics: simple rules of thumb that we use as shortcuts to decision making
- Availability bias: we make decisions based on information that is easily accessible to use (ex. people are afraid to fly because we recall plane crashes more vividly than car crashes)
- Primancy and Recejcy - we tend to remember information that we experience first and last
- Reliance on central traits: tendency to focus on a primary/defining characteristic rather than their entire profile
Projection bias: we think others are more similar to us than they really are; we project our personality, attitudes and values onto other people
Stereotyping: assigning characteristics of a group to an individual
Contrast effect: a candidate may seem better or worse depending on who was interviewed just before them; you judge candidates relative to one another; judged against other people rather than their own merits
availability bias

Faulty attributions
- how motives are assigned to explain people's behaviour
- two classes of attributions: dispositional or situational
Fundamental attribution error: we have a tendency to overblame people for their behaviours (make dispositional attributions for other people's behaviours)
Self-serving bias: attribute success to self and failure to external factors
Cues used to make attributions
Consistency: does the person engage in the behaviour consistently in this situation?
Consensus: do most people engage in the behaviour or is it unique to this person?
Distinctiveness: Does the person engage in the behaviour in many situations or is it distinct to one situation?

Escalation of commitment
Tendency to continue to follow a failing course of action despite evidence that it should be ended
Sunk cost fallacy:

Advice discounting
Advice is ubiquitous to decision making
As humans we're bad at taking other people's advice
Egocentric advice discounting - we listen to advice but disregard it immediately
- we prefer our own initial opinions to those of the advisor
- we seldom use the information we get from advisors
What promotes advice utilization?
- trust in advisor: highlight why your manager should trust you, why you are an expert in the decision/task, why your intentions are good
- frame your advise in different ways; form it in an appealing way
- we tend to give a recommendation to follow a particular course of action or against a particular action (forceful)
- offer information about a course of action (more neutral)
- decision making support (o.e, advice on how to make the decision)
- emotional and social support (empathy)

To help with decision making accuracy: information, decision making support
To help with decision maing autonomy: empathy, information and decision making support















Chapter 9:

Personality: relatively stable psychological characteristics that influence how individuals interact with their environment

What is not part of personality? moods and emotions

What's your personality profile?
CANOE
Conscientiousness - hardworking, attention to detail, goal striving, neatness and organization
Agreeableness - altruistic, believe in goodness of others, willing to help others 
Neuroticism (vs. emotional stability) - cool, calm and collective, don't have large mood swings, confident vs. anxious, stressed out, fearful (ex. eeyore)
Openness to experience - 
Extraversion - cheerful, active, seek excitement, assertive
Do the Big 5 Matter?
Task Performance
Conscientiousness is a positive indicator of task performance across all jobs
Neuroticism is negatively related to task performance
Extraversion
Agreeableness
Organizational Citizenship Behaviours
Conscientiousness - tend to look beyond their narrow job description
Counterproductive Work Behaviours
Conscientiousness (negative correlation)
Training Proficiency
Openness to experience
Extraversion
Conscientiousness

Other Personality Traits

Locus of Control
- Belief about what causes experiences in life
- How much control do you feel you have on your own life
- Internal (self-initiative, personal actions, free will) or External (fate, luck, powerful others)
- How likely someone is to take responsibility for mistakes
- People with high internal locus of control like autonomy in their job whereas external likes supervision and guidance

Self-monitoring
- Scanning environment and looking for cues and adapting our behaviour to those cues
- Some jobs require this more than others
- people observe and regulate how they appear and behave in social settings

Self-Esteem
- Degree to which a person has a positive self-evaluation
- How much does a person like (him)herself

General Self-Efficacy
- Belief in one's ability to perform successfully across situations

Positive and Negative Affect
- Propensity to view the world in a positive or a negative light

What determines behaviour
Personality, the environment
Your personality shines through in weak situations where there aren't clear expectations of how you should behave
What are values?
Guiding principles
Values are also represented in organizational missions

Work Centrality
The extent to which work is an individuals central life interest
- work to live vs live to work
- as a manager, keep an eye out for people with high work centrality

Cognitive/Mental Ability
- general intelligence
- involves ability to reason, plan, solve problems, comprehend complex ideas and learn from experience

Facets of cognitive ability:
Verbal - oral and written comprehension and expression
Quantitative - fluency with numbers, number facility, mathematical reasoning
Reasoning - ability to problem solve, inductive&deductive reasoning, originality (thinking outside the box)
Spatial - visualize objects in space
Perceptual - speed and flexibility of closure (ex. air traffic controller)

Job performance is correlated with cognitive ability
Importance of matching peoples facets of ability with the needs of their job

Managerial Implications
Does cognitive ability matter in predicting job performance? r=0.50 cognitive ability test scores and job performances
Maximum vs. typical performance (maximum is most correlated with cognitive ability, typical is more correlated with personality)
As job complexity increases, this correlation strengthens

Emotional Ability
Self-awareness
How good are we at controlling our own emotions
Other awareness - awareness of other people's emotions
Emotion regulation - ability to control your emotions
Use of emotions - express the correct emotion in the correct setting

Physical abilities
Strength, stamina, flexibility and coordination, psychomotor, sensory

Leadership & Power

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

Great Man/ Great Woman Theory
- Table 12-2
- If you are born with & can express specific traits then you will automatically be a good leader
High consientiousness
Low agreeableness
Low neuroticism
H openness to experience
H extraversion
H general cognitive ability
H energy level
H stress tolerance
H self-confidence

The Behavioural Approach
How do leaders make decisions?

High Follower Control
	Delegative Style   - push all authority to followers
			       - let your followers be in charge of the decision
			       - good when employees have expertise and time
	Facilitative Style - your opinion doesn't have more weight than anyone else
			      - good approach when you don't have formal authority
			      - facilitate discussion and open opinions
	Consultative Style - ask for input but make your own choice
			        - when employees have expertise
	Autocratic Style - make decision without regard for your employees opinion
High Leader Control

See your book for the time-driven model of leadership

Day to Day Leadership
- Initiating structure - directive, task oriented
- Consideration - supportive, relations-oriented

Life Cycle Theory of Leadership - case
- When to initiate structure and when to be considerate?
- Figure 12-4
- Willingness & ability of employees


Dominant Leadership Theories:

Transactional/transformational leadership
A good leader is first and foremost a good manager - you have to get the task done on a day to day basis
- Before you inspire people you have to make sure everyone is clear on their activities and knows how to do their job

1. Management by exception - degree to which a manager is able to take corrective action following performance.
Passive - wait for employees to make mistakes before you step in to correct it
(low stakes low consequence)
Active - step in when your employees are about to make mistakes
(high stakes high consequence)
2. Contingent reward - clarify what employees stand to gain (lose) if they engage in (in)effective performance

Transformational: useful when you don't have formal authority
1. Charisma/Idealized Influence - ability to demand attention, appeal to followers on an emotional level
2. Inspirational Motivation - challenge followers with very high standards and ensure that followers are motivated and find meaning in the task
3. Intellectual stimulation - challenge followers to think outside the box, share image with followers
4. Individualized consideration - relationship-oriented, attending each followers needs and getting to know them on a one to one basis


Leader-member exchange
Leadership is about the relationship that you have with your followers
Each relationship will be unique
Each leader will have an in-group of trusted employees
You start testing followers to see which ones will rise to the challenge, and over time some of these followers will become very close to you
If you're in the in-group, you have access to your leader on a more regular basis, you get more interesting and challenging assignments, and you can ask for favors more comfortably
- show your leader that you have what it takes to become part of the in-group
High quality LMX: High trust and sense of obligation, stems from repeated exchange of favors, linked to higher employee satisfaction and performance






Power: The ability to influence others and the ability to resist influence

Bases of power:
- Legitimate power: level of formal authority that you have
- Reward power: ability to provide positive outcomes to others
- Coercive power: ability to threaten you with consequences
- Referent power: passion, well-liked, charisma
- Expert power: knowledge that makes you particularly valued by the organization


Sustainability
Centrality
Discretion
Visibility

Responses to Influence

Continuum of Employee Cooperation
Resistance --> Compliance --> Internalization

Bases of Leader Power
Coercive - met with resistance
Reward - met with compliance
Legitimate - met with compliance
Expert - met with internalization
Referent - met with internalization

Styles of Conflict Resolution

		Competing				Collaborating
		(win-lose)				(win-win)

Concern for
own outcomes			Compromise
Assertiveness


		Avoiding				Accomodating
		(lose-lose)				(lose-win)
	
			Concern for others' outcomes
			Cooperativeness




Chapter 10: Teams, Diversity and Communication

Teams: 2+ people who work in an interdependent manner over time toward a common goal related toward a task-oriented purpose, and who are accountable to one another

Group: Collection of people who share common characteristics

Stages of Team Development


Stage of
development		
									Performing
						Norming
				Storming
		Forming
									Adjourning

					Time




					Process Revision ---> Intertia
Forming and pattern creation --> Intertia


Outcome interdependence
Goal interdependence - do members have a shared vision
Task interdependence
- degree to which members interact, rely for info, and share resources

Pooled Interdependence - figure 10-3
- each member contributes to one single output
- easy to distinguish individual performance

Sequential Interdependence
1-->2-->3-->4-->Output
- ex. assembly line
- don't put all rewards on an individual basis because of interdependence
- mix of individual/group reward is much more efficient

 Reciprocal Interdependence
- Members work with other members and then feed into the output

Comprehensive Interdependence
- Members each work together and then produce output
- very difficult to measure individual performance

Team Composition

Member Roles
Member Ability
Member Personality
Team Diversity
Team Size

Member Ability and Tasks
- Disjunctive task - objectively verifiable solution (one verifiable best answer)
	- team performance is dependent on the best person
- Conjunctive task
	- team performance will depend on ability of weakest link
- Additive task
	- performance depends on the sum of everybody else's performance

Team Diversity - differences among team members in any relevant characteristic
- Surface level diversity
- Deep level diversity - psychological diversity

Norms
- Shared expectations regarding behaviour within the group
- Codes of conduct for the group
- Established in order to provide regularity and predictability

Team Processes
- Process loss
	Coordination
	Motivation	
	Social loafing - members don't contribute as much as they should

Initially teams wont be as effective as individuals working on their own because of the effort that goes into managing the team
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CHAPTER 11
Socialization: process by which people learn the norms, knowledge, attitudes and behaviours needed to become an organizational member
- see book for stages of socialization
--> Person-job fit
--> Person-organization fit

Socialization Domains
Performance proficiency - task mastery (knowledge, skills, abilities)
	Norms of performance - ex. how important to reach billable hour target
Role clarity
History and values - founders, success stories
Language/jargon
Politics - inner circle/outer circle, who can you trust
People/social integration - introduction to key people in the org

Sources of unrealistic expectations: media, occupational stereotypes, recruiters

Socialization creates basis for Psychological contracts

Socialization methods
Realistic job previews
Employee orientation programs
Mentoring

Realistic job previews:
The provision of a balanced realistic picture of the positive and negative aspects of a job to job applicants
--> some candidates self select out --> these are the people who would quit anyway
--> reduces turnover rate

Employee orientation programs
Orientation programs are designed to introduce new employees to their job, the people they will be working with, and the organization

Mentoring
Career-related mentoring
Psychosocial mentoring
- More senior employees that are assigned to show you the ropes of the organization
- Give you advice and give you career opportunities
- Works best when it's voluntary
- Have someone vouching for you / acting as a sponsor
- Provides exposure and visibility - opportunity to meet and work with key people
- Liaison between mentee and mentor's own supervisor
- Provide coaching and feedback
- Providing developmental assignments and helping you do well in them
- Confident, role model
- They are chosen because they've been excelling in their job and they show promise - you can start growing into that person’s role
- boosting your confidence and providing encouragement and support
- new people arent always confident in their ability
- counseling
- helps fast-track through the organization 


CULTURE
- the shared values beliefs and assumptions considered to be the appropriate way to think and act within an organization
- harder to replicate than structure

Functions of Culture
- provides standards for the appropriate way to act - what to say or do
- defines boundaries - who we are as an organization
- conveys a sense of identity

above water- material symbols, physical structure, language, rituals, ceremonies, stories
underwater- beliefs values, assumptions - what is important in the organization

ASA model: attraction --> selection --> attrition
- careful to still allow new ideas to come in

Strong cultures
- high agreement among members
- can occur in organizations of all sizes
- have several advantages
	- coordination
	- conflict resolution
	- financial success
Liabilities of culture:
- barrier to change, diversity (don't hire the same people over and over)
- culture clash during mergers and acquisitions
- pathological cultures - ex. enron: ask why

Walmart: The high cost of low prices

egalitarian

amazon, zapos

Primary Appraisal 
Secondary Appraisal


Perception of Stressors 


Strains:
Psychological, Physical and Behavioural












-Role conflict
-Role overload


-Time pressure 
-Work complexity


-Work-family (life) conflict
-Negative life events
-Financial uncertainity


-Family time demands
-Personal development 
-Positive life events








Job performance


Organizational Citizenship Behaviours


Routine, Adaptive, Creative


Counterproductive Work Behaviours


Interpersonal (Political Deviance, Personal Agression)


Task Performance


Interpersonal (helping, courtesy, sportsmanship)


Organizational (voice, civic virtue, boosterism)


Organizational (Production Deviance, Property Deviance)
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