CHAPTER 10: TEAMS, DIVERSITY, AND COMMUNICATION
TEAMS
Types of Teams
a. Work teams
b. Management teams
c. Parallel teams: that get together on an ; quality circles, to solve production problems for example.
d. Project teams: Finite duration. Can come from various sectors.
e. Action teams: Limited in duration. Sports teams. Flight crew.
f. Virtual teams: Geographically dispersed and makes heavy use of technology to work.
Two models of group development
1) Stages of Team Development
1. Forming: Try to understand the boundaries in the team and get a feel for what is expected of them.
2. Storming: Remain committed to ideas, triggers conflict that affects some relationships and harms the team’s progress.
3. Norming: Realize that the need to work together to accomplish team goals; shared norms of the team are developed.
4. Performing: Members are comfortable working within their roles, and the team makes progress toward goals.
5. Adjourning: Members experience anxiety and other emotions as they disengage and ultimately separate from the team.
All teams go through all of these stages.
2) Punctuated Equilibrium
In the textbook, the midpoint determines how you work.
Actually,
Explains that the midpoint represents when the team performs best. Teams will perform best when they have a successful midpoint transition.
Inertia: How the team is working. Doing things a certain way.
At midpoint,
a. Team can continue doing what they are doing and the line will go straight.
b. Teams can revise or re-evaluate their process and how the work has been done will experience a positive midpoint transition. 
What happens at the midpoint has a very important impact on the team’s performance.
Explains why giving an extension doesn’t necessarily mean better performance.

Team Composition
· Member roles
· Member ability
· Member personality
· Team diversity
· Surface diversity: Diversity in how we look. Male or female. Cultural diversity.
· Deep diversity: More about the makeup of the individual. Values and personality.
· The more there is diversity, especially with deep diversity, the more time it will take to go through the stages.
· Tend to perform better in creative tasks.
· Team size
· The relationship between team size and performance depends on the type of task;
Influence of task type on performance
· Disjunctive tasks—best team member
· Conjunctive tasks—worst team member
· That person will slow everybody down. 
· Additive tasks—every team member
· Where every team member makes a difference.
Team Interdependence
· Task interdependence
· Goal interdependence
· Outcome interdependence
Two Key Concepts
· Process gain
· Process loss (get less from the team than the sum of its individuals parts)
· Coordination loss
· Production blocking
· Have to wait for one and other in completing the project.
· Motivational loss
· Where people feel separated from the outcome. The final group mark doesn’t clearly reflect your individual contribution, the bigger the team is.
· Social loafing
· Free riding for example. Withdraw their effort from the group; do not contribute as much. The bigger the team, the less visible this is.


Taskwork Processes
· Creative behaviour
· Brainstorming
· Nominal group technique: type of brainstorming that reduces social loafing. First write down ideas on a piece of paper, then the team will go around the circle and offer your ideas.
· Decision making
· Decision infirmity: members possess adequate information about their activities.
· Staff validity: the extent to which team members help their team leader by making good propositions.
· Hierarchical sensitivity: The extent to which all opinions are considered.
· Boundary spanning
· Ambassador activities: Can interact with other sections of the organizations to promote.
· Task coordinator activities
· Scout activities: Try to obtain information about things outside the team that are relevant to the teams work; what is the competition doing.
Teamwork Processes
· Transition processes—time oriented
· Mission analysis
· Strategy formulation
· Goal specification
· Action processes—important for current work
· Monitoring process
· Systems monitoring
· Helping behaviour
· Coordination: key when teams are interdependent. Makes them work more seamlessly. 
· Interpersonal processes
· Motivating and confidence building: Incent to motivate each other when teams are interdependent.
· Conflict management
· Task conflict: People disagree about the best way to get work done. (positive conflict)
· Relationship conflict: Not getting along. (negative conflict)





COMMUNICATION
Need;
a. Sender
b. Receiver
The Communication Process
InformationSenderEncodingMessageDecodingReceiverUnderstanding
· Affected by noise. Actual noise, or problems with the message itself.
· Communication: The information richness of the medium used to communicate.
· The more virtual a communication, the less rich in information it is. 
· Least rich: email; there is no tone of voice, instant response.
· Information richness matters more in the communication process for more important and sensitive information. The sensitivity decides the richness of the medium.
· Gender also affects the communication. Men to be more directive. Women tend to be more participative. Men tend to be a lot more demonstrative of their accomplishments, for example in interviews situations.
· Women are more geared towards building rapport when giving criticism; this might affect the message that is given and understood. Men are more task orienting; hear the praise more. Women show support and concern. Women tend to be ranked better leaders.
Team States
i. Cohesion: Tend to perform better when the team goals are aligned with the goals of the organization. Too much cohesion, can lead us to ways of doing things/shortcuts that aren’t to the benefit of the organization. Also, when it leads to group think; when the team is so closed and inward looking that ideas don’t get challenged in order not to disrupt the harmony of the team. 
ii. Potency: The extent to which the team feels it can be competent in a variety of situations. 
iii. Mental models: Team members have an understanding of each other’s capabilities and how they all fit together.
iv. Transactive memory: Through previous interactions, there is a good understanding how each individual member makes a contribution to the team.
Relationships
Task interdependence has a moderate correlation with team performance. The correlation is higher in teams involved in more complex knowledge work rather than less complex work.
Task interdependence has a weak correlation with team commitment. The correlation is higher in teams involved in more complex knowledge work rather than less complex work.


Teamwork processes has a moderate correlation with team performance
Teamwork processes has a strong correlation with team commitment.
· Both stronger effect with complex tasks.

CHAPTER 11: POWER, INFLUENCE, AND NEGOTIATION
What is power?
· Ability to influence the behaviour of others and
· Ability to resist unwanted influence
· Having it doesn’t mean someone will use it!
Types of Power
1. Organizational Power
a. Legitimate Power: Formal authority. If your managers asks you to do something, they have the formal authority to make that request and have you been influenced by that request. Does not apply if a coworkers asks your something.
b. Reward Power: Comes from someone having control over resources or rewards that someone wants.
c. Coercive Power: The person has control over punishments in an organization. Someone who has reward power is likely to also have this power.
2. Personal Power 
a. Expert Power: Comes from a persons expertise, skills, knowledge. Someone who has a higher levels of this will tend to influence coworkers; they will listen to him.
b. Referent Power: Comes from being liked and respected. People want to be associated with them.
Contingency Factors
Factors that explain what leads people to have the power, the amount of power, etc… (it depends factor)
a. Substitutability: Refers to the resources that someone controls if someone controls resources that people can get anywhere else, they have higher power; if people control resources that you can’t get anywhere else they have a lot of power.
b. Discretion: Decisions that people can make on their own; is they can make the decision about who gets promoted/bonus then they have a lot of discretion and power.
c. Centrality: How important a persons job is and how many people depend on that person. If they have a key role that others are really dependent on they will have more power.
d. Visibility: The more people are aware of a persons position and power then the more power they have. If they have a high position, but no one is aware of them, they aren’t recognized, then they don’t have a lot of visibility power.

Influence tactics and their effectiveness
1. Most effective
a. Rational persuasion: Use logical arguments to convince someone; cognition based.
b. Inspirational appeals: Emotion based; designed to appeal to the targets values and ideals.
c. Consultation: Try to involve the person being influence; request advice and input from the person. What would make them agree to how you are trying to influence them?
d. Collaboration: Person that is trying to exert influence is really working with the person they are trying to influence to collaborate. 
2. Moderately effective
a. Ingratiation: Appealing to compliment, trying to be friendly; trying to manipulate the person to agree to what you are asking.
b. Personal appeals: asking someone to do something on the basis of your friendship; loyalty you have towards each other.
c. Exchange: By asking someone to do what you want them to in in exchange for something they want.
d. Apprising: Make the link between the behaviour you want them to engage in and the personal benefit that they will get; the benefits to the team or the satisfaction you will get.
3. Least effective
a. Pressure: Using coercive power through threats and demands.
b. Coalitions: Trying to influence the target by bringing in other individuals; strong arm tactic.
Responses to influence attempts
Most to least effective
· Internalization: Target agrees with and becomes committed to request (Behavioural and attitudinal changes).
· Compliance: Target is willing to perform request, but does so with indifferent (behavioural change only).
· Resistance: Target is opposed to request and attempts to avoid doing it (No change in behaviour or attitude).






Styles of Conflict Resolution
[image: http://sourcesofinsight.com/wp-content/uploads/2011/03/image_thumb1.png]
Avoiding (lose-lose): Don’t get what they want and don’t give anything that the other person wants. Low on assertive, low on cooperative. Why?
· Want to remain neutral
· Want to postpone conflict
· Letting the conflict cool down
Accommodating (lose-win): When a party gives into another party and acts in a very unselfish way. Low on assertive, high on cooperative.
Competing (win-lose): The focal party goes for everything that they want, don’t give up what they want, and don’t give in to the demands of the other party. When?
· A company is big enough to get away with this. (Ex: Walmart and their disposable suppliers)
· If you don’t care if you ever interact with this relationship ever again. Will not work together again in the foreseeable future.
Compromising: Both parties get some of what they want.
Collaborating (win-win): Open up more about the resources they have and need, so they work together to figure out how to maximize them, and also work on solving the problems of the other.
· When objective is to learn.
· To merge insights from people with different perspectives.
· To gain commitment by incorporating concerns into a consensus. 
TABLE 11-4 TO KNOW WHEN TO USE CONFLICT RESOLUTION STYLES
Negotiations
When two or more interdependent individuals (linked, tied together) discuss and attempt to come to an agreement about their preferences.

Types
· Distributive bargaining—win-lose: Fixed pie. If there is a piece that one gets, the other doesn’t. In our mind, someone got more, someone got less.
· Integrative bargaining—win-win: Work together on meeting their individual preferences, and how together they can meet the other persons preferences.
Stages
· Preparation: Determines its own goals and what the other party has to offer.
· BATNA: Best Alternative to a Negotiated Solution. Determining what is your absolute bottom line.
· Exchanging information: Each party makes a case for its position and put all information on the table.
· Bargaining: Each party to walk away with the feeling they got something of value.
· Closing and Commitment: formalizing the negotiated agreement.

Effects on Performance and Commitment
Power and influence have a moderate influence on job performance: When used effectively they can increase internalization and compliance, which facilitates task performance. The internalization and compliance can also increase CB and decrease CWB.
Power and influence have a moderate influence on organizational commitment: the use of personal forms of power, such as expert and referent, is associates with increased affective commitment. However, the more organization forms of power, or hard influence tactics, can decrease that form of commitment. Not much is known about the impact of power and influence normative and continuance commitment (not sure). 












Guest Speaker
Power, Influence & Negotiation in the Baito
1. Social Power Structures in African Villages
· Social power structures have existed since time immemorial
· Various social power structures have existed in the African village for millennia (gada (Ethiopia), kiama (Kenya), baito (Eritrea), …)
· They are local organizations developed to give power to individuals or groups to solve local problems.
· The baito is one type of village social structure we find in the highland Eritrea.
2. The Baito in Highland Eritrea
· Believed to have started somewhere between 100-700AD
· Highly respected social institution which functions based on knowledge passed on from earlier generations
· Became the preferred method of making consensual local decision making.
· It ensures:
· Equitable access to land
· Sustainable farming practices
· Conflict prevention and resolution
· Appointing militias to protect the village
· Served as a way to negotiate the highly centralized nature of the state.
· Different from the feudal sustem in which power was concentrated on feudal lords
Baito Structure
· Flat organizational- (team chapter 10) structure
· Chiqua (mud)—prestigious position occupied and well rooted charismatic person
· Shimagle (individuals or task forces)—highly respected member with experience and expertise
· Kwadere: Chiqua’s helper, communicator, facilitator
· Qeshi Gebez: attends to church needs.
· Baito-Adi: the village council
· Adi: village
Power Distribution
· Chiqua selected by baito based on: age+family size+popular support+dedication to the principles of knowledge passed form elders.
· A group of shimagles would go from house to house to get the consent of selecting the chiqa. If more than one person in incolced baito would assemble and select one by placing
Baito Functions
· Land allocation
· Land owned by village and redistributed ever 3,5,7 years.
· Generally performed by a shimagle task force
· Conflict resolution
· Farm boundaries, contract or payment defaults, physical assaults
· Social/econonomical support
· External relations
· Tax collection
· Support educational and religious instituations
· Defence—appoint militias to protect the village
3. Sources of Power
Baito
· Legitimate
· Reward and coercion (minimal)
· Expert (knowledge and application of traditional customs and rules, farming and animal, husbandry practices, traditional medecin)
· Referentional
Politics
· Group level org. politics mainly between baito (village) and central government
· Central government authorities using their positions to promote their economic and positional power.
District adminMileneChiqua (baito)Mislenedistrict admin.

Conflict Resolution
· Based on ancestral laws developed over generations
· Group conflict resolution generally based on affect, reconciliation, compensation and compromise.
Chiqa & Sminagle Influence Tactics
· Influence Tactics
· Persuasion
· Inspirational appeals
· Ingratitation
· Personal appeals
· Exchange
· Effectiveness of influence tactics
· Generally value driven internalization
Negotiations
· Based on traditional rules and regulations
· Follows defined procedure
· One party obliges the other to follow him to the chiqa
· Chiqa hears the case of the two parties and tries to reach a settlement
· If not, appoints a shimagle task force
· It listens to the parties separately and then together and try to reach a settlement
· Can use mediation…
Conclusion
· Power structures in various forms to facilitate the influence on one another have been with us since ancient times and will be with us as long as we have to work together.
· Value driven collaborative systems, where power is shared among members function better and last longer than vertical systems where decision making power is concentrated on individuals.
· Conflict resolution based on values and morals and meant to bring harmony and reconciliation.  

CHAPTER 12: LEADERSHIP STYLES AND BEHAVIOURS
Leadership: The use of power and influence to direct the activities of followers toward goal achievement.
· Can affect followers’ interpretation of events, the organization of their work activities, their commitment to key goals, their relationship with other followers, and their access to cooperation and support from other work units.
Leaders might be judged by:
· Unit performance (profit margins, market share, sales, returns on investments, productivity, quality, costs in relation to budgeted expenditures, etc…)
· Absenteeism
· Retention of talented employees
· Grievances filed
· Requests for transfer
· Employee survey, perceived respect and legitimacy of the leader, and employee commitment, satisfaction, and psychological well-being.
Employee-Centred Measures of Leader Effectiveness
a. Unit-focused approach: Ask all member of the unit to fill out the following survey items, then average the responses across the group to get a measure of leader effectiveness.
b. Dyad-focused approach: Ask members of the unit to full out the following survey items in reference to their particular relationship with the leader. The responses are not averaged across the group; rather, differences across people indicate differentiation into ‘ingroups’ and ‘outgroups’ within the unit.

Leader-member exchange theory: A theory describing how leader-member relationships develop over time on a dyadic basis.
The theory argues that new leader-member relationships are typically marked by a role taking phase.
· Role taking: The phase in a leader-follower relationship when a leader provides an employee with job expectations and the follower tries to meet those expectations.
· In this period of sampling and experimentation, the leader tries to get a feel for the talent and motivation levels of the employee.
· Role making: The phase in a leader-follower relationship when a follower voices his or her expectations for the relationship, resulting in a free-flowing exchange of opportunities and resources for activities and effort.
Two types of leader-member dyads:
1. High-quality-exchange (ingroup): marked by frequent one-on-one exchanges of information between the leader and the member, mutual influence, support and attention. Characterized by higher levels of communication, mutual trust, respect and obligation.
2. Low-quality-exchange (outgroup): marked by a more limited exchange of information, influence, latitude, support and attention. Characterized by lower levels of communication, trust, respect, and obligation.
Employees who have higher-quality-exchange relationships are more likely to exhibit organizational citizenship behaviours.

Why are some leaders more effective than others?
Leader effectiveness: The degree to which the leader’s actions result in the achievement of the unit’s foals, the continued commitment of the unit’s employees, and the development of mutual trust, respect and obligation in leader-member dyads.
· There is no generalizable profile of effective leaders from a trait perspective. They are more predictive of;
Leader emergence: The process of becoming a leader in the first place.
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Leader Decision-Making Styles
Autocratic style: A leadership style where the leader makes the decision alone without asking for opinions or suggestions of the employees in the work unit.
· Reserved for decisions that are insignificant or decisions for which employee commitment is unimportant.
· Exception when the leaders level of expertise is high and the leader is trusted.
Consultative style: A leadership style in which the leader presents the problem to employees asking for their opinions and suggestion before ultimately making the decision him- or herself.
Facilitative style: A leadership style in which the leader presents the problem to a group of employees and seeks consensus on a solution, making sure his or her own opinion receives no more weight than anyone else.
Delegative style: A leadership style where the leader gives the employee the responsibility for making decisions within some set of specified boundary conditions.
· Reserved for circumstances in which employees have strong teamwork skills and aren’t likely to just commit to whatever decision the leader provides.
From high leader control to high follower control
When are the styles most effective?
Time-driven model of leadership: A model that suggests that seven factors, including the importance of the decision, the expertise of the leader, and the competence of the followers, combine to make some decision-making styles more effective than other in a given situation.
Those seven factors are:
1. Decision significance: Does the leader have significant knowledge or expertise regarding the problem?
2. Importance of commitment: Is it important that employees ‘buy in’ to the decision?
3. Leader expertise: Does the leader have significant knowledge or expertise regarding the problem?
4. Likelihood of commitment: How likely is it that employees will trust the leader’s decision and commit to it? 
5. Shared objectives: Do employees share and support the same objectives, or do they have an agenda of their own?
6. Employee expertise: Do employees have significant knowledge or expertise regarding the problem?
7. Teamwork skills: Do the employees have the ability to work together to solve the problem, or will they struggle with conflicts or inefficiencies?
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Day-to-day leadership behaviours
Initiating structure: A pattern of behaviour where the leader defines and structures the roles of employees in pursuit of goal attainment.
i) Initiation: Originating, facilitating, and sometimes resisting new ideas and practices.
ii) Organization: Defining and structuring work, clarifying leader versus member roles, coordinating employee tasks.
iii) Production: Setting goals and providing incentives for the effort and productivity of employees.
Consideration: A pattern of behaviour where the leader creates job relationships characterized by mutual trust, respect for employee ideas, and consideration of employee feelings.
i) Membership:  Mixing with employees, stressing informal interactions, and exchanging personal services.
ii) Integration: Encouraging a pleasant atmosphere, reducing conflict, promoting individual adjustment to the group.
iii) Communication: Providing information to employees, seeking information from them, showing an awareness of matters that affect them.
iv) Recognition: Expressing approval or disapproval of the behaviours of employees.
v) Representation: Acting on behalf of the group, defending the group, and advancing the interests of the group.
Argued that they are independent concepts; cannot be high on both. 
Life cycle theory of leadership (or situational model of leadership): A theory stating 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.
R1 (low readiness) Refers to a group of employees who are working together for the first time and are eager to begin, but lack the experience and confidence needed to perform their roles.
· Telling: When the leader provides specific instructions and closely supervises performance. High initiating structure, low consideration.
R2 (moderate readiness) The members have begun working together and are finding that their work is more difficult than they had anticipated. As eagerness turns to dissatisfaction, the optimal combination of leader behaviours is;
· Selling: When the leader explains key issues and provides opportunities for clarification. High initiating structure, high consideration.
R3 (moderate readiness) Employees have learned to work together well, though they still need support and collaboration from the leader to help them adjust to their more self-managed state of affairs.
· Participating: Leader behaviour in which the leader shared ideas and tries to help the group conduct its affairs. Low initiating structure and high consideration.
R4 (high readiness) The leader gives them the proverbial ball and lets them run with it.
· Delegating: Leader behaviour in which the leader turns responsibility for key behaviours over to employees. Low initiating structure, low consideration.





Transformational leadership behaviours
Transformational leadership: A pattern of behaviour in which the leader inspired 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.
· Leaders heighten followers’ awareness of the importance of certain outcomes while increasing their confidence that those outcomes can be achieved.
Five distinct approaches to motivating employees (refer to Figure 12-5):
Laissez-faire leadership: When the leader avoid leadership duties altogether.
Transactional leadership: A pattern of behaviour in which the leader rewards or disciplines the follower on the basis of performance.
· Passive management-by-exception: A type of transactional leadership in which the leader waits around for mistakes and error, then takes corrective action as necessary.
· Active management-by-exception: A type of transactional leadership in which the leader arranges to monitor mistakes and errors actively, and takes corrective action when required.
· Contingent reward: 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.
Transformational leadership: The Four I’s
· Idealized influence: The power held by a leader who behaves in ways that earn the admiration, trust, and respect of followers, causing followers to want to identify with and emulate the leader.
· Inspirational motivation: A type of influence in which the leader behaves in ways that foster an enthusiasm for and commitment to a shared vision of the future.
· Intellectual stimulation: A type of influence in which the leader behaves in ways that challenge followers to be innovative and creative by questioning assumptions and reframing old situations in new ways.
· Individualized consideration: A type of influence in which the leader behaves in ways that help followers achieve their potential through coaching, development, and mentoring.
Why are some leaders more effective than others?
Optimal mix of the 3 categories (Decision-making styles, day-to-day behaviours, Transactional and transformational behaviours)




How important is leadership?
Substitutes for leadership model: A model that suggests that characteristics of the situations can constrain the influence of the leader, which makes it more difficult for the leader to influence employee performance.
· Substitutes: Situational characteristics that reduce the importance of the leader while simultaneously providing a direct benefit to employee performance.
· Task feedback: Receiving feedback on performance from the task itself.
· Training and experience: Gaining the knowledge to act independently of the leader.
· Professionalism: Having a professional specialty that offers guidance.
· Staff support: Receiving information and assistance from outside staff.
· Group cohesion: Working in a close-knit and interdependent work group.
· Intrinsic satisfaction: Deriving personal satisfaction from one’s work.
· Neutralizers: Situational characteristics that reduce the importance of the leader and do not improve employee performance in any way.
· Task stability: Having tasks with a clear, unchanging sequence of steps.
· Formalization: Having written policies and procedures that govern one’s job.
· Inflexibility: Working in an organization that prioritizes rule adherence.
· Spatial distance: Being separated from one’s leader by physical space.
Effects of Transformational Leadership on Performance and Commitment
Moderate correlation between transformational leadership and job performance. Tend to have higher levels of task performance. They are also more likely to engage in Citizenship behaviours.
Strong correlation between transformational leadership and organizational commitment. Tend to have higher levels of affective commitment and normative commitment.


CHAPTER 13: ORGANIZATIONAL STRUCTURE
For final:
[bookmark: _GoBack]85 multiple choice questions; 80 common and 5 class specific.
Chapters 10 to 14 will have a 2:1 ratio to the rest of the previous chapters covered in previous midterms.
Organizational Structure: Examples
Tall: More levels. Bureaucracy. Ex: Government.
Flat: Opposite.
Structure (Explains how different jobs and tasks are organized) vs chart (represent every single job in the organization and the formal reporting relationships).
Elements of Organizational Structure: Summary
Work specification: The degree to which 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.
Span of control: Represents how many employees each manager in the organization has responsibility for.
· Relationship between span of control and organizational performance: The optimal level of performance is with a medium span of control. ∩ shaped with span of control on the x-axis and organizational performance on the y-axis.
Centralization: Refers to where decisions are formally made in organizations.
Formalization: The degree to which rules and procedures are used to standardize behaviours and decisions in an organization.

Elements in Combination
Mechanistic organizations: Rigid and hieratchical chain of command, high defrees of work specialization, centralization of decision making, and narrow spans of control.
Organic organizations: Low levels or formalizations, weak or multiple chains of command, low levels of work specialization, wide spans of control.
Simple Structures
· Most common types of structure
Owner/manager with employees below him.
Bureaucratic Structures
Functional and Multidivisional Structures
· Most used to, large companies are structured this way. Most efficient because it… 
Functional Structure
CEO/President
Under him; Vice-Presidents for various sectors/department.
Under them; Employees for each of the specific sectors/department.
Geographic Structure
· To better the needs of the customer
CEO/President
Under him; Vice-presidents for every area (North America, Europe, Asia, etc…)
Under them; Employees for each of the specific regions.
Client-Based Structure
CEO/President
Under him; Vice-Presidents (Governemnt crontracts, direct consumer sales, iunternet sales, large companies)
Matric Structure
Combination of two structures; functional and product. Used to increase responsiveness and competitive to meet the customers’ needs better.
Application: Restructuring
· Streps in restructuring
· Recognize the need to change
· Restructure
· Helping restructuring to succeed 
· Manage layoff survivors (employees that remain with the company following a layoff)
· Flatten: Layoff managers, and the managers that remain are seen as more key and therefore have a wider span of control.

VIDEO
IDEO
· Importance of the team
· Work well together because you encourage any idea
· Interdependence of task and outcomes
· Work in an environment that promotes innovation
· Creative work spaces work in this type of work environment (works for google as well). Example: government and bank wouldn’t work.
· Not typical brainstorming 
· Structured chaos
· Go on the field to do research because it is more efficient than staying behind a desk.
· Use of the bell to gather everyone together.
· Crazy ideas can be the springboard for others.
· Focus on prioritizing, and what it takes to get work done.
· Leaders let creativity and then manage. Don’t micromanage. Monitor the type of work, process, productivity and type of ideas.
· Push the limits and test your boundaries.

What type of organization?
· Flat organization; no significant hierarchy, no strict rule, when needed to make autocratic decisions (they call themselves the adults)- joke at the concept of titles.
· Wide span of control (adults are restricted to 2 or 3 people)
· Low degree of specialization (they seek experts but aren’t experts on every product they work on). The people who work there were there for different reasons and only had in common the ability to generate new ideas.
· Centralization: Low. Everyone votes on the ideas. 
· Job satisfaction: High. Biology grad who was approached by med schools many times but said no because he liked his job.
· Stress: Positive stress. High time constraint, late hours, hard work. Work challenge stressors. 1 week to come up with idea, and make the prototype. Increases the opportunity for goal accomplishment.
· Motivation: Intrinsic motivation. From the work itself; doing a good job was a reward in itself.
· Diversity: Deep. Come from different academic backgrounds; way of thinking and doing things.
· Leadership: Changed. During idea generation, equal footing (participating, consultative). Became autocrative when it came time to take decisions and direct the efforts.

Effects of Organizational Structure on Performance and Commitment
Weak negative correlation between restructuring and job performance. Task performance tends to be somewhat lower in organizations the restructure. 
Moderate negative correlation between restructuring and organizational commitment. Affective commitment tends to be lower in organization that restructure.

CHAPTER 14: ORGANIZATIONAL CULTURE AND CHANGE
Organizational Culture
· Culture is a social knowledge among members of the organization.
· Culture tells employees what the rules, norms (like rules but not formal), and values (shared beliefs) are within the organization.
· Organizational culture shapes and reinforces certain employee attitudes and behaviours by creating a system of control over employees.
The Three Components of Organizational Culture
1. Espoused Values
a. Beliefs
b. Philosophies
c. Norms
2. Basic underlying assumptions
3. Observable artifacts
a. Symbols
b. Physical structures
c. Language
d. Stories
e. Rituals
f. Ceremonies
A Typology of Organizational Culture
Networked: Friendly with each other (high sociability) but there is low solidarity.
Communal: High sociability and high solidarity.
Fragmented: Employees are distant from each other. Disconnected from each other. Low solidarity and low sociability.
Mercenary: Employees think alike but aren’t friendly with each other. High solidarity but low sociability.
Specific Culture Types
· Customer service culture: Very strongly focused. Defines their reason for being on customer service. 
· Safety culture: The safety of employees is paramount. Zero accident rates.
· Ex: No safety culture (the McWayne pipe video). 
· Diversity culture: Workforce is diverse. Ex: Government wants to represent the population.
· Creativity culture: Allowing the work environment to be loose and fun to allow/encourage creativity. Google, or the IDEO video we watched.
Culture Strength and Subcultures
Strength: The extent to which employees agree with the way things are supposed to happen. High consensus. The more shared beliefs and the more they buy into the culture defines the culture strength of the organization.
Subculture: A subset of the larger culture. May be because of different managers.
Counterculture: A subculture whose values do not match the values of the organization. 
· Strong culture
Pros: Differentiates the organization from others. Allows employees to identify themselves with the organization. Facilitates desired behaviours among employees. Creates stability within the organization.
Cons: Makes merging with another organization more difficult. Attracts and retains similar kinds of employees, thereby limiting diversity of thought. Can be ‘too much of a good thing’ if it creates extreme behaviours among employees. Makes adapting to the environment more difficult. 
· Weak culture
· Organizational Subcultures
· Differentiated culture
Maintaining Organizational Culture
· Attraction-Selection-Attrition (ASA) framework
· Attraction: Looking for a job, you are attracted to companies that have values similar to yours.
· Selection: Going to select individuals who fit the values of the organization. Attract top performers and attract individuals who are going to be a good fit because they will not want to leave.
· Attrition: If an individual has slipped in who doesn’t match the values will realize this and leave the organization.
· Socialization
Two types: Informal and formal socialization.
· Anticipatory stage: Happens before you set foot at your new job. What you think of the company before you get there. Impressions and ideas you have of what working at the company is like.
· Encounter stage: Starts at the first second the employee starts the job. 
· Reality shock: If there is a mismatch between what you expected in the anticipatory stage and what you actually encounter in the encounter stage.
· Understanding and adaptation: Gradual process where indiviuals learn how things work at the organization. Internalize the norms and the culture. The sooner this happens, the sooner the employee become a productive contributor to the company.
Dimerntions Addressed in Most Socialization Efforts
Organizational Socialization
a. Goals and values: Adoption of the spoken and unspoken goals and values of the organization.
b. Performance proficiency: Knowledge of the roles required and he tasks involved in the job.
c. Language: Knowledge of the acronyms, slangs, and jargon that are unique to the organization.
d. History: Information regarding the organization’s traditions, customs, myths, and rituals.
e. Politics: Information regarding the formal and informal work relationships and power structures within the organization.
f. People: Successful and satisfying relationships with organizational members.
Culture Change
Once formed tend to persist over time.
a. Unfreezing: realizing that we need to change. Being open to change
b. Change initiative: Do things a different way. New leader.
c. Refreezing: Period where it needs to become entrenched into the norms. Internalize it. Takes time for that to happen.
· Changes in leadership
Why?
· Too many complaints
· Too many accidents
Culture Change Issues
Proper diagnosis of underlying problem
Resistance to change
How important is Organizational Culture
· Person organization fit (PO Fit)
· The degree to which a person’s personality and values match the culture of the organization.
Effects of person-organization fit on performance and commitment
PO Fit has a weak correlation with job performance. Employees who fit with their organization tend to have slightly higher levels of task performance.
PO Fit has a strong relationship with organizational commitment. Employees who fit with their organization tend to have higher levels of affective commitment.
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