Organizational Behaviour
Chapter 5- Foundations of Employee Motivation–
Motivation- forces within a person that affect their direction and persistence of voluntary behaviour
Drives- hardwired characteristics of the brain that correct deficiencies by producing emotions to energize the individual
Maslow’s needs hierarchy theory
· Self actualization
· Esteem
· Belongingness
· Safety
· Physiological
Need for achievement- nAch
Need for affiliation- nAff- people seek approval from others, to avoid conflict and confrontation
Need for Power- nPow- people want to control the environment and people to benefit them
Four- Drive Theory
· Drive to acquire
· Drive to bond
· Drive to learn
· Drive to defend
Expectancy Theory- work effort is directed toward behaviours that people believe will lead to desired outcomes
· E-to-P  expectancy: individuals perceived probability their effort will result in a certain level of performance
· P-to-o expectancy: probability that a specific behaviour or performance level will lead to an outcome
· Outcome valences: a valence is the anticipated satisfaction or dissatisfaction that individuals feel towards an outcome

Organizational behaviour modification: A-B-C
· Antecedents: what happens before the behaviour
· Behaviour: what the person says or does
· Consequences: what happens after the behaviour
Social cognitive theory- learning and motivation occur by observing others
Goal setting: process of motivating employees and clarifying their role perceptions by establishing objectives. SMART
· Specific goals
· Relevant goals
· Challenging goals
· Goal commitment
· Goal feedback
Strengths based coaching- focuses on building the employees strengths rather than trying to correct their weaknesses
Multisource (360 degree) feedback- info about employee’s performance for everyone such as; peers, supervisors and customers
Distributive justice- fairness in the person’s ratio of outcomes to contributions compared with a comparison of others ratios of outcomes to contributions
Procedural justice- fairness of the procedures used to decide the distribution of resources
Equity theory- explains how people develop perceptions of fairness in the distribution and exchange of resources
Equity sensitivity- individual’s outcome preferences and reaction to various outcome ratios







Chapter 10- Power and Influence in the Workplace
Power- capacity of a person, team or organization to influence others
Countervailing power- capacity of a person or team to keep a more powerful person in the exchange relationship
Legitimate power- agreement among organization that people in certain roles can request certain behaviours of others

Sources of power
· Legitimate
· Reward
· Coercive
· Expert
· Referent

Norm of Reciprocity- felt obligation and social expectation of helping or otherwise giving something of value to someone who has helped you 
Reward power- derived from the person’s ability to control the allocation of rewards values by others and to remove negative sanctions
Coercive power- ability to apply punishment
Expert power- individual’s capacity to influence others by possessing knowledge or skills valued by others
Coping strategies
· Prevention
· Forecasting
· Absorption
Referent power- capacity to influence others on the basis of an identification with and respect for the power holder
Charisma- personal characteristic that serves a form of interpersonal attraction and referent power over others
Contingencies of power
Substitutability- referring to the availability of alternatives
Centrality- pertaining to the degree and nature of interdependence between the power holder and others
Discretion- freedom to exercise judgement, and make decisions without referring to a specific rule or getting permission from someone
Visibility-  who control valued resources or knowledge will yield power only when others are aware of these sources of power, so when they are visible to them
Social networks- social structures of individuals that are connected to each other through on or more forms of interdependence
Social capital- knowledge and other resources available to people from a durable network that connects them to others
Structural hole- area between 2 or more dense social network areas that lack network ties
Influence- behaviour that attempts to alter someone’s attitudes
Types of influence
· Silent authority: legitimate power without referring to that power base
· Assertiveness: applying legitimate and coercive power by applying pressure/threats
· Information control: manipulations someone else’s access to info for them to change their behaviour
· Coalition formation: forming a group that attempts to influence someone 
· Upward appeal: gaining support from  1 or more people with higher authority
· Persuasion: logical argument and facts to convince people of the value of a request
· Ingratiation/Impression management: attempting to increase liking by, similarity to, some person
· Exchange: promising benefits/resources in exchange for the target persons compliance
Organizational politics- behaviours that others perceive as self serving tactics for personal gain at the expense of other people
Machiavellian values- belief that deceit is a natural and acceptable way to influence others 


Chapter 11- Conflict and Negotiation in the Workplace
Conflict- process in which one party perceives that their interests are being opposed or negatively affected by another party
Constructive conflict- people focus their discussion on the issue while maintaining respect for people having other points of view
Relationship conflict- focus on the characteristics of other individuals, rather than on the issues, source of conflict
[bookmark: _GoBack]Constructive vs. Relationship
· Emotional intelligence
· Cohesive team		- Supportive team norm
Sources of conflict
Incompatible goals- goals of one person seem to interfere with another person’s goals
Differentiation- differences among people regarding their training, values, beliefs and experience
Interdependence- extent to which employees must share materials and information to perform their job
Scarce resources- each person is requiring the same resource necessarily undermines others who also need that resource to fulfill their goals
Ambiguous rules- uncertainty increases the risk that one party intends to interfere with the other party’s goals. Also encourages political tactics
Communication problems- conflict occurs due to lack of opportunity, ability or motivation to communicate effectively
Interpersonal conflict
Problem solving- trying to find a solution beneficial for both parties
Forcing- tying to win the conflict at the other party’s expense
Avoiding- smooth over or avoid conflict situations altogether
Yielding- involves giving in completely to the other side’s wishes or minimal attention to your own interests
Compromising- looking for a position in which your losses are offset by equally valued gains
Structural approaches to conflict
Super ordinate goals
Reducing differentiation
Improving communication
Reducing interdependence
Increasing resources
Clarifying rules
Third party conflict resolution- neutral person helps conflicting party’s resolve issues
· Arbitration: high control over the final decision, low control over the process
· Inquisition: control all discussions about the conflict
· Mediation: high control over the intervention process
Negotiation- 2 or more conflicting parties attempt to resolve issues by redefining the terms of their interdependence
Strategies for claiming value
· Prepare and set goals
· Know your BATNA ((best alternative to a negotiated agreement)
· Manage time
· Manage first offers and concessions
Strategies for creating value
· Gather information
· Discover priorities through offers
· Build the relationship
Situational influences on negotiations
· Location
· Physical setting
· Audience characteristics

Chapter 12- Leadership in Organizational Settings
Leadership- influencing, motivating and enabling others to contribute toward the success of the organizations 
Shared leadership- leadership is broadly distributed, rather than assigned to one person
Competency perspective of leadership
· Personality: Big five
· Self concept: successful leaders have a complex, internally consistent and clear self concept of themselves as a leader
· Drive: high need for achievement, inner motivation
· Integrity: truthfulness, consistency of words and actions and ethical conduct
· Leadership motivation: motivated to lead others, need for socialized power
· Knowledge of the business: knowledge of the business environment 
· Cognitive and practical intelligence: above average cognitive ability to process a lot of information
· Emotional intelligence: high level of emotional intelligence. Able to perceive and express emotion and regulate emotion
Authentic leadership- effective leaders need to be aware of, feel comfortable with, and act with their values, personality and self concept
Servant leadership- leaders serve followers, rather than vice versa, coaches of employee performance and help them fulfill their needs
Path goal leadership theory- contingency theory of leadership based on the expectancy theory
· Directive: assign work and clarify responsibilities, set goals and deadlines
· Supportive- listen to employees, considerate of employee needs and make it a pleasant environment
· Participative: encourage and facilitate subordinate involvement in decisions beyond normal work activities
· Achievement oriented: encourage employees to reach their peak performance, sets challenging goals and seeks improvement in performance of employees
Contingencies of path goal theory
· Skill and experience	- task structure
· Locus of control	- team dynamics
Situational leadership (SLT)- effective leaders vary their style with the “readiness” of followers
Fiedler’s contingency theory- by Fred Fiedler: leader effectiveness depends on whether the person’s natural leadership style is matched to the situation
· Suggests that leaders can’t change their styles very easily to fit the situation
Leadership substitutes- identifying contingencies that either limit a leaders ability to influence employees or make a leadership style unnecessary
Transformational leadership- leaders change teams by creating, communicating and modeling a shared vision for the team and inspiring employees to strive for that vision
Transactional leadership- helps organizations achieve their current objectives efficiently
Managerial leadership- effective leader’s help employees improve their performance and well being in the current situation
Elements of Transformational leadership
· Develop a strategic vision
· Communicate the vision
· Model the vision
· Build commitment toward the vision
Implicit leadership theory- people evaluate a leader’s effectiveness in terms of how well that person fits preconceived beliefs about the features and behaviours of effective leaders









Chapter 15- Organizational Change
Lewin’s Force Field Analysis Model (Kurt Lewin)
Force field analysis- helps change agents diagnose the forces that drive and restrain proposed organizational change
3 Step Changes Model
Unfreezing- 1st part of the process, the change agent produces disequilibrium between the driving and restraining forces
Refreezing- systems and conditions are introduced that reinforce and maintain the desired behaviours
Moving- new attitudes, values, behaviours are substituted for old ones
Driving Forces- push organizations toward change, external forces
Restraining forces- resistance to change, employee behaviours that block the change process
Why employees resist change
· Direct costs: cost-benefit analysis, they lack commitment their CB analysis is negative
· Saving face
· Fear of the unknown
· Breaking routines
Reducing the restraining forces
· Communication: customer complaints are shown to employees
· Learning
· Employee involvement
· Stress management: discuss their concerns about the change
· Negotiation
· Coercion: get on board with the change or leave
Action research approach- a problem focused change process that combines action orientation and research orientation 
· Form client consultant relationship
· Diagnose need for change: gather data, analyze data, decide objectives
· Introduce intervention: implement desired incremental or quantum change
· Evaluate and stabilize change: determine change effectiveness, refreeze new conditions
Appreciative inquiry- directs the groups attention away from its own problems and focuses on participants 
5 principles of appreciative inquiry
· Positive principle
· Constructionist principle
· Simultaneity principle
· Poetic principle
· Anticipatory principle: motivated by the vision they see and believe in for the future


Four-D Model of Appreciative inquiry
· Discovery: what is
· Dreaming: what might be
· Designing: what should be
· Delivering: what will be
Future search- participants identify trends and identify ways to adapt to those changes
Parallel learning structures- highly participative arrangements composed of people from most levels who follow the action research model to produce meaningful change



