Chapter 2 Job performance
When measuring job performance it is common to take an objective view and measure it in quantitative terms such as sales and for manager however there are fundamental problems to this approach. When measuring performance like this because employees contribute to more than just profits to an organization , sales performance is not solely the product of the sales person but of the product itself and finally this evaluation gives to evidence how to reverse a bad year. In OB job performance is as behavior. We use results to describe outcomes of behaviors
Job performance- Employee behaviors that contribute either positively or negatively to the accomplishment of organizational goals. There are boundaries placed on which behaviors are relevant to job performance its those that usually directly effect the company. 
What does it mean to be a good performer?
Job behaviors relevant to job performance 
Task Performance- Employee behaviors that are directly involved in the transformation of the organizations resources into goods and services that the organization produces. These can be found in job descriptions that need to be carried out to retain and get compensated from a job. It can be categorized in routine job tasks – Well know or habitual responses by employees to predictable task demands. Example demonstrating how seatbelts work. 
· Adaptive task performance- Thoughtful responses by an employee to unique or unusual task demands or unpredictable. Jobs can switch from one to another *
· Creative task performance- Ideals or physical outcomes that are both novel and useful. Its increasing in job relevancy in contemporary society. More then half the wages in Canada are paid to employees that need to be creative Its important to spark innovation that will help the company to stay innovative. 
Many companies identify task performance through 
job analysis- A process by which an organization determines requirements of a specific job. Most come down to 3 steps List all activates involved in the job then these activates are rated to frequency and importance. Those activates that are highly rated are defined as task performance. If a company has a hard time describing this it can use 
National occupational Classification- A national database of occupations in Canada , organizing 30 000 job titles into 520 groups. It should be supplemented by additional information to fit the firm’s needs. 

· Citizenship Behavior- Voluntary employee behaviors that contribute to organizational goals by improving the context in which work takes place by improving the context in which the work takes place. These activities may or may not be rewarded has two categories

Interpersonal Citizenship behavior- Going beyond the job to assist , support and develop coworkers and colleges. Helping- Assisting coworkers have heavy work loads , aiding with personal matters, and showing new employees the ropes when they are new. Courtesy- Sharing important information with coworkers. Sportsmanship- Maintaining a positive attitude with co workers through good and bad times. 

Organizational citizenship behavior- Going beyond expected behavior to improve operations of the organization. As well as defending the organization and being loyal to it. 
Voice-Speaking up and offering constructive suggestions for change in reaction to a negative work event. 
Civic Virtue- Participation in a companies operation at a deeper then normal level through voluntary meetings , readings and keeping up with the news that affects the company. 
Boosterish- Positively representing the company when out in public. 
Two important points about citizenship behavior
1. Relevant virtually in any job regardless of tasks and there are clear benefits in terms of work effectiveness. 
2. Even though they are optional employers regard this as important.

· Counterproductive behavior- Employee behaviors that intentionally hinder organizational goal accomplishment. *Intentional is key its what they mean to do. 

Property deviance- Behaviors that harm the organization’s assets and possessions 
Sabotage- Purposeful destruction of equipment , organizational process or company products
Theft- Stealing company products or equipment from an organization. 
Production deviance- Intentionally decreasing work efficiency of work putput
Wasting resources- Using to many materials or too much time to do work
Substance abuse- Abuse of drugs or alcohol before coming into work or on the job
Political Deviance- Behaviors that intentionally disadvantage other individuals
Gossiping- Casual about other people in which facts are not confirmed
Incivility- Communication that is rude impolite and lacking in manners
Personal Aggression- Hostile verbal pf physical actions directed at other employees
Harassment- Unwanted physical contact or communication from other employees
Abuse- Employee assault or endangerment which physical and psychological injuries may occur. 
Three important points about CPB
1. Evidence people who engage in one form of CPB engage in others
2. Relevant to any job
3. Its often surprising which employees engage in this
How job performance can be measured
Management by Objectives- A management philosophy that bases employee evaluations on whether specific performance goals have been met. Usually manager meet with top managers and discuss objectives and time frames which are mutually agreed upon and the performance of the manager is determined whether they achieve this or not. This technique is unsuitable for jobs that cannot be easily quantified. 
Behavior anchored rating scales- Use of examples of critical incidents to evaluate an employees job performance behavior directly. Assign ratings then take an average to determine performance. It can develop and improve employees over time. It provides a more in-depth view o why something’s went achieved it can complement a MBO.
360 Degree feedback- A performance evaluation system that uses ratings provided by supervisors , coworkers and subordinates , customers and the employees themselves. Raters remain anonymous. Some problems are what source is most correct as there is variance. Unclear how sources should be weighted. Raters may give biased opinions. people avoid giving negative feedback if they feel it will harm others. This is best suited for developing employees especially if accompanied by coaching. 
Forced rankings-A ranking system in which managers rate employees in relation to one another. Categorizes works in A , B or C classes and those in C class are let go. Its negative is that managers can give bias rating to people they don’t like and it can encourage hyper competitiveness which in itself is destructive. 
Social networking system-Using the internet and programs like Facebook and twitter in format to post goals and receive feed back from coworkers and bosses the benefits are that evaluations can be done in real time so that employees can adjust what their doing wrong. 
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