BUS 272- Behaviour in Organizations - Midterm Review 

Week 2- Chapter 2: Perception, Personality, and Emotions

What is perception? The process by which individuals organize and interpret their impressions to give meaning to their environment

· Why is it important? 
· Because behavior is based on perception of what reality is, not on reality itself
· The world as it is perceived is the world that is behaviorally important
· Ex. 5 ppl may notice 5 different things about a car accident 
· Factors influencing perception
· The perceiver- heavily influenced by personal characteristics, attidudes, motives, interests (a person’s filters, based on experience)
· The target- Who gets noticed? The relationship of a target to its background influences perception. Who is affected by “what we see”? attractive or unattractive individuals, novelty, motion, sounds, size, and other attributes shape the way we see it (generally extremes become the target)
· The situation- Where you notice them, the context in which we see objects or events. As important as elements in the surrounding environment influence our perceptions—the time/location/light/heat/ or any number of factors can effect how we see an object/event, can influence attention (ex. same outfit, clus vs. lecture hall)

Perceptual Errors

Attribution Theory

Says we judge ppl differently depending on what we attribute to a given behaviour. When individuals observe behaviour, they attempt to determine whether it is internally or externally caused. External- caused by environment, Internal- behaviour attributed to events that are believed to be under personal control of the individual.

· Ex. student is late—if prof assumes due to partying and oversleeping, internal. If prof assumes major car accident on the route to school, external.
· Distinctiveness- Does the individual act the same way in other situations?
· Consensus- Does the individual act the same as others in the same situation?
· Consistency- Does the individual act the same way overtime? 

· Fundamental Attribution Error: The tendency to underestimate external factors and overestimate internal factors when making judgments about others’ behaviour. (Finger pointing)
· Self-Serving Bias: The tendency to attribute one’s successes to internal factors while putting blame for failures on external factors



Selective Perception
· Ppl selectively interpret what they see based on their interests, background, experience, and attitudes

Halo Effect
· Drawing a general impression about an individual based on a single characteristic, such as intelligence, likeability, or appearance 

Contrast Effects
· A person’s evaluation is affected by comparisons with other individuals recently encountered. 

Projection
· Attributing one’s own characteristics to other ppl

Stereotyping
· Judging someone on the basis of your perception of the group to which that person belongs

Prejudice
· An unfounded dislike of a person or group based on their belonging to a particular stereotyped group

Why do perceptions and judgment matter?
· Most obvious applications of judgment shortcuts in the workplace
· Employment interviews- interviewers make perceptual judgments that are often inaccurate and draw early impressions that quickly become entrenched.
· Performance expectations- If a manager expects big things from their ppl, thye are not likely to let them down and vice versa. 
· Performance evaluations- subjective evaluations though necessary, are problematic because of perception errors
· Self-fulfilling prophecy: A person will behave in ways consistent with how they are perceived by others. 

What is personality? The stable patterns of behaviour and consistent states hat determine how an individual reacts and interacts with others. 

Measuring Personality
· Research indicated that personality tests are useful hiring decisions, scores help managers forecast who is the best fit for a job
· Self-report surveys: Individuals evaluate themselves on a series of factors (a lot of ‘noise,’ ‘gaming’ answers)
· Observer-ratings survey: Provide an independent assessment of personality, tend to be more accurate predictors of job success 

Personality Determinants
· Heredity: argues that the ultimate explanation of personality is the molecular structure of genes, located in the chromosomes. Most persuasive research on this comes from studying monozygotic twins who were separated at birth—have determined genetics acct for about half of the personality differences in ppl.
· Environment: The culture in which we are raised, our early conditioning, the norms among our family, friends, and social groups, and other influence that we experience play a critical role in shaping our personalities
· Situation: Situation influences the effects of heredity and environment. Personality can be subdued in some situations, a person will be different in a job interview as compared to w friends. Cannot look at personality patterns in isolation

Personality Traits
· Enduring characteristics that describe an individual’s behaviour
· Myers-Briggs Type Indicator (MBTI): Most widely used personality-assessment instrument in the world, 100 question personality test asks ppl how they usually feel or act in particular situations. Ppl classified as extraverted/introverted, sensing/intuitive, thinking/feeling, judging/perceiving. 
· The Big Five Personality Model: supports that five basic personality dimensions underlie all others and encompass most of the significant variation in human personality. (Extraversion/Agreeableness/Conscientiousness/Emotional Stability/Openness to experience).

Other Personality Attributes Influencing OB

Core Self-evaluation
· Like or dislike themselves
· Whether they see themselves as effective/capable/ and in control of their environment
· Ppl with positive core-self evaluation perform better because they set more ambitious goals, more committed to those goals, more persistence at attempting to reach them

Machiavellianism
· Degree to which an individual is pragmatic, maintains emotional distance, believes that the end can justify the means
· High Machs vs. Low Machs will manipulate more, win more, be persuaded less, persuade others more

Narcissism
· Tendency to be arrogant, have grandiose sense of importance, require excessive admiration, sense of entitlement
· Narcissists tend to think that they are better leaders than their colleagues, but their supervisors tend to rate them as worse 

Self-Monitoring
· Individual’s ability to adjust behaviour to external, situational factors
· High self-monitors tend to pay closer attention to behaviour of others, more capable of conforming than low, receive more promotions, more likely to occupy central positions

Risk Taking
· Refers to a person’s willingness to take chances, a quality that effects how much time and info managers require before they make a decision 

Type A Personality
· Always moves, walks, eats rapidly
· Impatient, multitasks, dislikes leisure time
· Obsessed with numbers, measures success in terms of how many/how much of everything is acquired
· “aggressively involved in a chronic, incessant struggle to achieve more and more in less and less time”

Type B Personality
· Never suffers from a sense of time urgency, no need to display or discuss achievements, play for fun not to win, can relax without guilt

Proactive Personality
· Person who identifies opportunities, shows initiative, takes action, and perseveres until meaningful change occurs 

What are emotions and moods? 
· Emotions are intense feelings that are directed at someone or something, reactions not a trait—6 universal emotions: anger/fear/happiness/disgust/surprise
· Moods are feelings that tend to be less intense than emotions and that lack a contextual stimulus 

Choosing Emotions: Emotional Labour

Emotional Dissonance
· Inconsistencies between felt and displayed emotions. Felt emotions are an individual’s actual emotions, displayed are those that are organizationally required and considered appropriate in a given situation. (ex. expected to be happy at wedding even if not, point being felt and displayed emotions are different)
· Ex. of emotional labour: knowing to cover up anger when been passed by for a promotion
· Emotions provide important info about how we understand the world around us, ppl who know their emotions and are good at reading others may be more effective in their jobs

Emotional Intelligence
· Refers to ability to be self-aware, detect emotions in others, manage emotional cues and info
	Case for EI
	Case Against EI

	Intuitive appeal
	EI too vague a concept

	EI predicts criteria that matter
	EI cannot be measured 

	EI is biologically based
	Validity is suspect



Week 3- Chapter 3: Values, Attidudes, and Diversity in the Workplace

Values: Basic convictions that a specific mode of conduct or end-state is personally or socially preferred to the opposite. Judgment or what is right, good, desirable. Values are stable and enduring.

Rokeach Value Survey
· RVS two sets of values each containing 18 items, types of values:
· Terminal: goals that individuals would like to achieve during their lifetime (ex. true friendship, wisdom)
· Instrumental preferable ways of behaving (ex. cheerfulness, self-control)

Hofstede’s Famrwork for Assessing Culture
· 1970, surveyed 116000 IBM employees in 40 countries on work related values
· Power distance- accept hierarchy vs. strive for equalization of power
· Individualism vs collectivism 
· Masculinity vs femininity- achievement, heroism, assertiveness vs cooperation, modesty
· Uncertainty avoidance- control the future or just let it happen 
· Long term vs short term orientation
· Indulgence vs restraint 

Generational Differences
· Baby Boomers (mid1940s-mid1960s): Achievment and material success are very important, sense of accomplishment and social recognition rank high with them, pragmatists who believe ends can justify means 
· Generation X (mid19602-late19702): value flexibility, life options and achievement of  job satisfaction, family and relationships ar every important, less willing to make personal sacrifices for the sake of their employer than Boomers
· Generation Y (1979-1994): high expectations, seek meaning in their work, tend to be questioning, electronically networked and entrepreneurial, socially responsible (first generation to take tech for granted)

Attitudes: 
· Evaluative statements, positive or negative feelings concerning objects, people, or events.
· Reflect how we feel about something, “I like my job” is attitude about work
· Attitudes can effect job behaviour 

4 Important of Attitudes that affect organizational performance: 
1. Job satisfaction 
2. Organizational commitment
3. Job involvement
4. Employee engagement

Satisfaction affects: Individual productivity, organizational prod, organization citizenship behaviour, job satisfaction and customer satisfaction 
How employees express dissatisfaction:
· Exit: Actively attempting to leave the organization
· Voice: Actively and constructively attempting to improve conditions
· Loyalty: Passively, but optimistically waiting for conditions to improve
· Neglect: Passively allowing conditions to worsen

Organizational Commitment: A state in which an employee identifies with a particular organization and its goals, and wishes to maintain membership in the organization 
· Affective commitment: An individual’s emotional attachment to an organization and a belief in its values
· Normative commitment: The obligation an individual feels to staying with an organization for moral or ethical reasons.
· Continuance commitment: An individual’s perceived economic value of remaining with an organization. 

Job Involvement: Measures the degree to which people identify psychologically with their job and consider their perceived performance level important to self-worth
· Psychological empowerment – employees’ beliefs in the degree to which they influence their work environment, their competence, the meaningfulness of their job and their perceived autonomy.

Employee engagement: An individual’s involvement with, satisfaction with, and enthusiasm for work he or she does.
· Highly engaged employees have a passion for their work and feel a deep connection to the company, Research on this is inconclusive

Cultural Intelligence: The ability to understand someone’s unfamiliar and ambiguous gestures in the same way as would people from his or her culture.

Week 4- Chapter 4: Theories of Motivation

Motivation: The intensity, direction, and persistence of effort a person shows in reaching a goal:
· Intensity: How hard a person tries
· Direction: Where effort is channeled
· Persistence: How long effort is maintained

Motivators:
· Intrinsic Motivators- A person’s internal desire to do something
· interest, challenge, and personal satisfaction
· Extrinsic Motivators- Motivation that comes from outside the person 
· pay, bonuses, and other tangible rewards 

Needs Theories of Motivation

Maslow’s Hierarchy of Needs
•Physiological- Includes hunger, thirst, shelter, sex, and other bodily needs
•Safety- Includes security and protection from physical & emotional harm
•Social- Includes affection, belongingness, acceptance, and friendship
•Esteem- Includes internal esteem factors: self-respect, autonomy, and achievement
· Includes external esteem factors: status, recognition, and attention
•Self-actualization- The drive to become what one is capable of becoming
· Includes growth, achieving one’s potential, and self-fulfillment


Herzberg’s Motivation-Hygiene Theory:
•Motivators -Sources of satisfaction , Intrinsic factors (content of work)
· Achievement, Recognition, Challenging, varied, or interesting work, Responsibility, Advancement, Growth
•Hygiene factors–Sources of dissatisfaction, Extrinsic factors (context of work)
· Company policy and administration, Unhappy relationship with employee’s supervisor, Poor interpersonal relations with one’s peers, Poor working conditions

Alderfer’s ERG Theory
· Existence- Concerned with providing basic material existence requirements.
· Relatedness- Desire for maintaining important interpersonal relationships.
· Growth- Intrinsic desire for personal development.

McClelland’s Theory of Needs
· Need for achievement (nAch)-The drive to excel, to achieve in relation to a set of standards, to strive to succeed
· Need for power (nPow)-The need to make others behave in a way that they would not have behaved otherwise
· Need for affiliation (nAff)-The desire for friendly and close interpersonal relationships

Summary of Hierarchy of Needs:



Process Theories of Motivation

Expectancy Theory
· The theory that individuals act depending on:
· whether their effort will lead to good performance
· whether good performance will be followed by a given outcome
· whether that outcome is attractive to them

The theory focuses on three relationships:
Effort-Performance Relationship 
· The perceived probability that exerting a given amount of effort will lead to performance
Performance-Reward Relationship 
· The degree to which the individual believes that performing at a particular level will lead to organizational rewards
Rewards-Personal Goals Relationship 
· The degree to which organizational rewards satisfy an individual’s personal goals or needs and are attractive to the individual

Goal Setting Theory 
The theory that specific and difficult goals lead to higher performance.
· Goals tell an employee what needs to be done and how much effort will need to be expended.
•     Specific goals increase performance.
•     Difficult goals, when accepted, result in higher performance than do easy goals.
•     Feedback leads to higher performance than does non-feedback.
Specific hard goals produce a higher level of output than does the generalized goal of “do your best.”
· The specificity of the goal itself acts as an internal stimulus.
· For goals to be effective they should be SMART (specific, measurable, attainable, results oriented, time bound)

Self-Efficacy Theory
· Self Efficacy also known as social cognitive theory and social learning theory
· An individual’s belief that he or she is capable of performing a task.
· The higher your self efficacy the more confident you are in your ability to succeed in a task

Responses to the Reward System

Equity Theory
· Equity theory recognizes that individuals are concerned not only with the absolute amount of rewards for their efforts, but also with the relationship of this amount to what others receive. 
· Individuals compare their job inputs and outcomes with those of others and then respond so as to eliminate any inequities.
· Equity Comparisons:
· Self-inside-An employee’s experiences in a different position inside his or her current organization. 
· Self-outside- An employee’s experiences in a situation or position outside his or her current organization. 
· Other-inside- Another individual or group of individuals inside the employee’s organization. 
· Other-outside- Another individual or group of individuals outside the employee’s organization. 

Self-determination Theory
· People prefer to feel they have control over their actions
· If a previously enjoyed task feels more like an obligation than a freely chosen activity, it  will undermine motivation.

4 key rewards to intrinsic motivation: Sense of choice, Sense of competence, Sense of meaningfulness, Sense of progress
· Skinner suggested that people learn how to behave to get something they want or to avoid something they don’t want. 
· This idea is known as operant conditioning- Behaviour is influenced by the reinforcement or lack of reinforcement brought about by the consequences of the behaviour. 

Methods of Shaping Behaviour: 
· Positive reinforcement- Following a response with something pleasant.
· Negative reinforcement- Following a response by the termination or withdrawal of something unpleasant. 
· Punishment-Causing an unpleasant condition in an attempt to eliminate an undesirable behaviour.
· Extinction- Eliminating any reinforcement that is maintaining a behaviour.

What we know about motivating employees in organizations:
· Recognize individual differences, Employees have different needs, Don’t treat them all alike.
· Spend the time necessary to understand what’s important to each employee.
· Use goals and feedback.
· Allow employees to participate in decisions that affect them.
· Link rewards to performance.
· Check the system for equity.

Week 5- Chapter 7: Communication 

· Rich channels have the ability to: Handle multiple cues simultaneously, Facilitate rapid feedback, Be very personal.

Barriers to effective CMNS:

•Filtering- The sender manipulates information so that it will be seen more favourably by the receiver.
•Selective Perception- The receivers selectively sees and hears based on their needs, motivations, experience, background, and other personal characteristics.
•Defensiveness- When individuals interpret a message as threatening, they often respond in ways that retard effective communication. (verbally attacking others, making sarcastic remarks, being overly judgmental and questioning others’ motives).
•Emotions- Individuals may interpret the same message differently when you are angry or distraught than when you are happy (Depression will most likely hinder effective communication)

Objective Expression of Emotion
•When you...(observed behaviour of other)
•I feel...(emotion you feel)
•I think...( your interpretation)
•And in the future I would appreciate if you would...(new, observable behaviour you want from other person)

•Silence
–Defined as an absence of speech or noise.
–Not necessarily inaction—can convey:
–Thinking or contemplating a response to a question. 
–Anxiety about speaking. 
–Agreement, dissent, frustration, or anger.
•Individuals should be aware of what silence might mean in any communication.
–Can be problematic and is common in the workplace
–Employees who are silent about important issues may also experience psychological stress.
•Nonverbal Communication
–Includes body movements, facial expressions, and the physical distance between sender and receiver. (Proxemics- The study of physical space in interpersonal relationships). 

Cultural Context
· Cultures differ in the importance of the context in influencing the meaning that individuals take from what is actually said or written vs. who the other person is..
High-context cultures 
· Cultures that rely heavily on nonverbal and subtle situational cues in communication.
Low-context cultures
· Cultures that rely heavily on words to convey meaning in communication.
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