Organizational Behaviour
Chapter 1
Integrative Model of Organizational Behaviour
Individual Mechanisms:
1. Job satisfaction
2. Stress
3. Motivation
4. Trust, Justice, and Ethics
5. Learning and Decision Making
Individual Outcomes:
1. Job performance
2. Organizational Commitment
Chapter 2
Job Performance
· Refers to employee behaviours that contribute either positively or negatively to the accomplishment of organizational goals
· Behaviour relevant to Job Performance fit into three categories (TOC): 
· Task Performance
· Organizational Citizenship Behaviours
· Counterproductive Work Behaviours
Task Performance: 
· “Essentially, what you’re hired to do”, included in a job description
· Behaviours that are directly involved in the transformation of resources into the goods or services that the organization produces
· Proficiency with which people perform the activities that are formally recognized as part of their job
· Three types of task performance (CAR) :
· Creative: Ideals or physical outcomes that are both novel and useful
· Adaptive: Thoughtful responses by an employee to unique or unusual task demands
· Routine: Well-known or habitual responses by employees to predictable task demands
Job analysis: a process by which an organization determines requirements of specific jobs
Organizational Citizenship Behaviour
· Voluntary activities that contribute to the organization by improving the work setting. 
· Two types of OCB:
· Interpersonal: Going beyond normal job expectations to assist, support, and develop co-workers and colleagues
· Organizational: Going beyond normal expectations to improve operations of the organization
	Examples of Interpersonal OCB
	Examples of Organizational OCB

	1. Courtesy: sharing important information with coworkers
2. Sportsmanship: Maintaining a positive attitude with coworkers through good and bad times
3. Helping: Assisting coworkers with workload and personal matters, showing new employees the ropes

	1. Civic virtue: Participation in company operations at deeper-than-normal level through voluntary meetings, readings, and keeping up with news that affects the company
2. Boosterism: Positively representing the organization when in public
3. Voice: Speaking up to offer constructive suggestions for change, often in reaction to a negative work event




Counterproductive Work Behaviour: 
	
	Minor
	Serious

	Organizational
	· Production deviance 
· Wasting resources
· Substance abuse
	· Property deviance 
· Sabotage
· Theft

	Interpersonal
	· Political deviance
· Gossiping
· Incivility
	· Personal aggression 
· Harassment
· Abuse



Performance Management
1. Management by Objectives: A management philosophy that bases employee evaluation on whether specific performance goals have been met
2. Behaviourally Anchored Rating Scales: Use of examples of critical incidents to evaluate an employee’s job performance behaviours directly (example: rate from 1-5) 
3. 360-Degree Feedback: A performance evaluation system that uses ratings provided by supervisors, co-workers, subordinates, customers, and the employees themselves
4. Forced Ranking: A performance management system in which managers rank subordinates relative to one another (“Vitality Curve” ranks people in top 20%, middle 70%, or bottom 10%)

Chapter 3
Organizational Commitment: 
· Refers to an employee’s desire to remain a member of the organization
· Influences whether an employee stays (is retained) or leaves to pursue another job (turns over)
· As organizational commitment increases, withdrawal behaviour decreases (negative correlation)

Three Forms of Organizational Commitment (CAN):
	Continuance commitment
	Cost-based reasons
“A benefit associated with staying and a cost associated with leaving”
	“My salary and benefits get us a nice house in our town. The cost of living is higher in the new area.” 
Ex: loss of seniority, reduction in wages or salary

	Affective commitment
	Emotion-based reasons
	“My current job duties are very rewarding. I enjoy coming to work each morning.”

	Normative commitment
	Obligation-based reasons
	“My employer has helped me out of a jam on a number of occasions.” 



Embeddedness: An employee’s connection to and sense of fit in the organization and community
		Ex: “Several close friends and family live nearby and I think of this community as home.” 
Focus of commitment: The people, places, and things that inspire a desire to remain a member of an organization (ex: work team, company, manager)
Social Network Diagrams (related to Affective Commitment)
Erosion Model: Employees with fewer bonds will be most likely to quit the organization (how many links you have)
Social Influence Model: Employees who have direct linkages with “leavers” will be more likely to leave (who your links are to)
Reacting to Negative Events
	
	Constructive
	Destructive

	Active
	Voice: a response in which individuals attempt to improve the situation
	Exit: a response by which an individual either ends or restricts organizational membership (physical withdrawal)

	Passive
	Loyalty: a response that maintains public support for the situation while the individual privately hopes for improvement
	Neglect: defined as a passive, destructive response in which interest and effort in the job declines (psychological withdrawal) 


Withdrawal Behaviour
Reacting to a Negative Event...
Four general responses (VELN):
1. Voice: Attempt to change the circumstances, by taking constructive action to improve the situation
2. Exit: Attempting to remove yourself from the situation (being often absent or voluntarily leaving) 
3. Loyalty: A passive response to a negative work event in which one publicly supports the situation but privately hopes for improvement 
4. Neglect: A passive, destructive response to a negative work event in which one’s interest and effort in work decline
Organizational commitment increases the likelihood of voice and loyalty and decreases the likelihood of exit and neglect. 
Two Forms of Withdrawal
Psychological withdrawal (Neglect): 
· Consists of actions that provide a mental escape from the work environment
· Ex: Daydreaming, socializing, looking busy, moonlighting, cyberloafing
Physical withdrawal (Exit): 
· Consists of actions that provide a physical escape, whether short-term or long-term, from the work environment
· Ex: Tardiness, missed meetings, long breaks, absenteeism, quitting
Models of Withdrawal
Independent Forms Model
· Predicts that the various withdrawal behaviours are uncorrelated, so that engaging in one type of withdrawal has little bearing on engaging in other types
Compensatory Forms Model
· An individual will choose one behaviour to not engage in another. Negative correlation between withdrawal behaviours. Example: If an employee hates the boss, but doesn’t want to be absent, they may socialize to compensate for still being there. 
Progression Model
· A small behaviour can more easily lead to a bigger behaviour. Example: The more times someone is absent, the more likely they are to quit. 
Trends that Affect Commitment
· Changing demographics (diversity in ethnicity and age)
· Minorities and old people feel uncomfortable; more likely to leave
· Foreign-born employees are less likely to feel embedded; reduced continuance commitment
· Changing employee-employer relationships (psychological contracts: transactional and relational)
· Transactional contracts: Psychological contracts that focus on a narrow set of specific monetary obligations
· Ex: The employee owes attendance and protection of proprietary information
· Relational contracts: Psychological contracts that focus on a broad set of open-ended and subjective obligations
· Ex: The organization owes job security, development, and support
How can commitment be increased? 
· Perceived Organizational Support (POS): The degree to which employees believe that the organization values their contributions and cares about their well-being
· Organizations can engage in specific practices that target the three forms of commitment:
· Affective: social events that encourage employees to interact and develop friendships
· Continuance: create a salary and benefits package that creates a financial need to stay
· Normative: provide various training and development opportunities for employees

Chapter 4
Job Satisfaction
· A pleasurable emotional state based on how you feel about your job, and what you think about your job
· A major determinant of life satisfaction

· 81% of Canadians reported being satisfied with their jobs
· 88% of Canadians reported being satisfied with their coworkers
Values: things that people consciously or unconsciously want to seek or attain
→ Why are some employees more satisfied than others? Because the job provides things that they value. 
Value-Percept Theory:
· Argues that job satisfaction depends on whether the employee perceives that his or her job supplies those things that he or she values
Dissatisfaction = (Value that you want – value that you have) (The importance it has to you)
Common Assessed Work Values: 
· Pay (high salary, secure salary)
· Status (prestige, power over others)
· Environment (comfort, safety)
· Promotions (frequent promotions, promotions based on ability)
· Altruism (helping others, moral causes)
Overall Job Satisfaction is comprised of 5 components: 
1. Pay satisfaction
2. Promotion satisfaction
3. Supervision satisfaction
4. Co-worker satisfaction
5. Satisfaction with the work itself 
We can use the same model to assess each of these components…(What you want – What you have) x (The important is has to you)



· The work itself is facet with the strongest correlation with overall job satisfaction
Three Critical Psychological States:
1. Meaningfulness of work
2. Responsibility of outcomes
3. Knowledge of results
Job Characteristics Theory (VISAF)
Five characteristics are what determines people’s satisfaction with the work
· Variety
· The degree to which the job requires different activities and skills
· Identity
· The degree to which a job offers completion of a whole, identifiable piece of work
· Significance
· The degree to which a job really matters and impact society as a whole
· Autonomy
· The degree to which ha job allows individual freedom and discretion regarding how the work is to be done
· Feedback
· The degree to which ha the job itself provides information about how well the job holder is doing

· V-I-S measure the Meaningfulness of Work
· A measures the Responsibility for Outcomes
· F measures the Knowledge of Result
Job Enrichment: refers to improving a job for an employee based on the previously mentioned characteristics (VISAF), increases individual’s satisfaction


How is job satisfaction affected by day-to-day events?
· Aside from supervision, coworkers, pay, and the work itself, job satisfaction levels fluctuate throughout the day. Rises and falls in job satisfaction are triggered by positive and negative events they experience. These events trigger changes in emotions that eventually give way to changes in moods. 
Moods and Emotions
	Moods
	Emotions

	States of feeling that are mild in intensity, but long-lasting
Less intense and last longer than emotions
	Have a definable cause (event, interaction, circumstance), unlike moods
Examples: Joy, pride, relief, anger, fear, envy



Affective events theory: an event occurs that triggers an emotional reaction, which then determines the level of job satisfaction and work behaviours

Effects of Job Satisfaction on Performance and Commitment
· Job satisfaction has a moderate positive effect on Job Performance
· Satisfied employees do a better job of fulfilling their duties
· Positive feelings foster creativity, problem solving, and decision making
· Positive feelings can negate destructive behaviour and channel people to finish their tasks
· Higher job satisfaction = high Task Performance, high level of Citizenship Behaviour, lower levels of Counterproductive Behaviour
· Job Satisfaction has a strong positive effect on Organizational Commitment
· High Job Satisfaction = high levels of Affective Commitment, high levels of Normative Commitment
Some Other Terms to Know
Emotional Labour: the need to manage emotions to complete job duties successfully (ex: flight attendants putting on a happy face)
Emotional Contagion: one person can catch or be affected by the emotions of another person, therefore emotional labour can be positive
Life Satisfaction: The degree to which employees feel a sense of happiness with their lives in general
Job Descriptive Index (JDI): A fact measure of job satisfaction that assesses an individual’s satisfaction with pay, promotion opportunities, supervision, co-workers, and the work itself



Chapter 5
Stress: a psychological response to demands that tax or exceed a person’s capacity or resources
→ One of the five main individual mechanisms
· Stressors: Demands that cause the stress response
· Strains: negative consequences of the stress response
When people first encounter stressors, the process of primary appraisal is triggered. This refers to the evaluation of the significance and meaning of the stressors. After this, secondary appraisal occurs in which the individual decides how they will cope with the situation. 
Some Terms Related to Stress
Benign job demands: Job demands that are not appraised as being stressful
Hindrance stressors: Stressors that are appraised as thwarting progress towards growth and achievement (negative relationship with Job Performance, and with Organizational Commitment)
Challenge stressors: Stressors that are appraised as opportunities for growth and achievement (positive relationship with Job Performance, and with Organizational Commitment
Transactional Theory of Stress
	
	Hindrance
	Challenge

	Work
	· Role conflict (differing expectations)
· Role ambiguity
· Role overload
· Daily hassles
	· Time pressure
· Work complexity
· Work responsibility

	Non-Work
	· Work-family conflict
· Negative life events
· Financial uncertainty
	· Family time demands
· Personal development
· Positive life events



How do people cope with stressors?
Behavioural coping: involves physical activity
Cognitive coping: no physical activity happening, in your mind
Problem-focused coping: targeting the problem, the stressor itself
Emotion-focused coping: the goal is to address the strain, trying to manage how you react to the problem




Examples of Coping Strategies
	
	Problem-focused
	Emotion-focused

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

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



Examples of Strain
Physiological strains: illness, high blood pressure, coronary artery disease, headaches, back pain, stomachaches
Psychological strains: depression, anxiety, irritability, forgetfulness, inability to think clearly, reduced confidence, burnout
Behavioural strains: alcohol and drug use, teeth grinding, compulsive behaviours, overeating

Type A Behaviour Pattern: competitive, high sense of time urgency, can be aggressive, tend to experience a lot of stress, prone to experiencing more strains

The way that people manage stress can be affected by:
Social support: the help people receive from others when they are confronted with stressful demands
Instrumental support: the help people receive from others that can be used to address a stressful demand directly (co-workers taking over some of heavy workload)
Emotional support: the empathy and understanding people receive from others that can be used to alleviate emotional distress from stressful demands
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