CHAPTER 1

Organizational Behaviour: the attitudes and behaviours of individuals and groups in organizations. How the management organizes the organization. How the external environment affects the organizational behaviour. 

Goals of OB:

· PREDICTING organizational behaviour and events

· EXPLAINING OB and events in organization

· MANAGING (manipulating) OB

The Classical View:  advocates a high degree of specialization of LABOUR, COORDINATION AND CENTRALIZED DECISION MAKING.

Scientific Management: Frederick Taylor’s system for using research to determine the optimum degree of specialization and standardization of work tasks.

The Hawthorne Studies: adjusting the work conditions to see how the workers productivity will increase.

Bureaucracy: Max Weber’s ideal type of organization that includes:

· Strict chain of command

· Selection and promotion criteria based on technical competence

· Detailed rules, regulations, and procedures

· High specialization

· Centralization of power at the top of the organization

The Human Relations Movement: advocates more people –oriented and participative styles of management that catered more to the social and psychological needs of employees.

The movement called for:

· More flexible systems of management

· The design of more interesting jobs

· Open communication

· Employee participation in decision making

· Less rigid, more decentralized forms of control

 Contemporary Management – The Contingency Approach:
· The general answer to many of the problems in organizations is “it depends”

· Dependencies are contingencies

· The contingency approach to management recognizes that there is no one best way to manage

· An appropriate management styles depends on the demands of the situation.

CHAPTER 2: Learning

Learning: a relatively permanent change in behaviour as a result of practice or experience. The practice or experience that prompts learning stems from an environment that provides feedback concerning the consequences of behaviour.

What do employees learn?

· Practical skills

· Intrapersonal skills

· Interpersonal skills

· Cultural awareness

Operant Learning Theory:

· The subject learns to operate on the environment to achieve certain consequences
· Operantly learned behaviour is controlled by the consequences that follow it
· It is the connection between the behaviour and the consequence that is learned
Reinforcement Strategies:

· Fixed ratio

· Variable ratio

· Fixed interval

· Variable interval

CHAPTER 3

Perception:

· The process of interpreting the messages of our senses to provide order and meaning to the environment

· People base their actions on the interpretation of reality that their perceptual system provides, rather than on reality itself.

· We are limiting the interpretation to the senses that we are limited to. We never perceive reality we interpret what we see.

Factors that influence perception – exhibit 3.1*

Bruner’s model of the perceptual process - exhibit 3.3*

Perceptual Errors

1. Perceptual defence:

· Tendency for the perceptual system to defend the perceiver against unpleasant emotions

· People often “see what they want to see” and “hear what they want to hear”

· Our perceptual system works to ensure we do not see or hear things that are threatening.

2. Selective perception/ Attention:
· Perceivers do not use all of the available cues, and those they use are given special emphasis

· Perception is efficient but this can aid and hinder perceptual accuracy

· The tendency for the target to be perceived in the same way over time and across situations

· The tendency to select, ignore, and distort sues so that they fit together to form a homogenous picture of the target

3. Primacy and Recency Effects:

A perceptual error in which:

· We quickly form an opinion  of people based on the first information we receive about them, or,

· The most recent information dominates our perception about a person

4. Halo Effect:

· the tendency to use one trait or characteristic to infer other traits and characteristics.

5. Central Trait Tendency:

· people tend to organize their perceptions around central traits.

6. Implicit Personality Theory: 

· personal theories that people have about which personality traits go together.

7. Stereotyping:

· the tendency to generalize about people in a social category and ignore variations among them

8. Projection: 

· the tendency for perceivers to ‘project’ their own thoughts and feelings to others

9. Attribution:

· The process by which we assign causes or motives to explain people’s behaviour. **test example.
· Is the behaviour caused by dispositional or situational factors
Attribution Cues

1. Does this person engage in the behaviour regularly and consistently? (consistency cues)
2. Do most people engage in this behaviour, or is it unique to this person?(consensus cues)
3. Does the person engage in the behaviour in many situations, or is it distinctive to one situation? (distinctiveness cues)
Interpreting the cues:

Observers put information about consistency, consensus and distinctiveness together to form attributions

· High consistency behaviour leads to dispositional attributions

· Low consensus behaviour leads to dispositional attributions

· Low distinctiveness behaviour leads to a dispositional attribution

Fundamental Attribution Error:

· The tendency to overemphasize dispositional explanations for behaviour at the expense of situational explanations.

Actor-Observer Effect: 

· Actors are prone to attribute much of their own behaviour to situational factors while observers are more likely to invoke dispositional causes.

12 ANGRY MEN

· Jury is all men – no females involved 

· Very differing personalities and past experiences that affect people’s perception.

· Some people aren’t taking the job as seriously as others

· Perceptions of ALL surroundings are understood differently by each person –the old man hearing/ not hearing 

· Case is not important to the lawyer, no glory from it and therefore he altered the jury’s perception by not trying his best to prove the boy not guilty

· Initial perceptions change after looking into detail

· For some people some first impressions and perceptions stick all the way through. **Halo Effect

Chapter 4 – Values, Attitudes, and Work Behaviour

What are Values?

· A broad tendency to prefer certain states of affairs over others

· Values have to do with what we consider good and bad

· Values are motivational and very General

· E.G> achievement, power, autonomy, conformity, tradition, and social welfare.

Cultural Differences – this is for sure on midterm

· Work is valued differently across cultures
· Hofstede discovered four basic dimensions along which work-relates values differed across cultures
· Power distance
· how much power they want to be associated with, whether it’s all at the top or spread
· Uncertainty avoidance
· How comfortable people are with ambiguity
· Masculinity/femininity
· Attitudes that the genders have with respect to one another; masculine countries, men are dominant, where in more feminine countries there’s a balance
· Individualism/collectivism
· Do they want all the credit, or is it given to the group.
· Long/short term orientation (with Michael Bond) added after based on Hofstede’s worked
· Long term you’re very persistent and perseverant
· Short term you just look after yourself at the time of.
· For all of these he surveyed IBM employees across the different countries

· Implications of Cultural Differences

· OB theories, research, and practices from North America might not translate well to other societies
· Not all theories and practices that concern organizational behaviour are designed in North America or even in the West (e.g., Japanese Management)
· Attitude is a fairly stable evaluative tendency to respond consistently to some specific object, situation, person, or category of people.
· They are more specific than values
· Belief + Value = Attitude ( Behaviour

· What is Job Satisfaction?
· A collection of attitudes that workers have about their jobs.
· Two aspects of satisfaction
· Facet satisfaction
· Looking at different components of the workplace; pay, supervisor, coworkers, benefits, office space. Anything work environment
· Overall satisfaction
· Answer to “How satisfied are you with the job?”
· What drives Job Satisfaction?
· Discrepancy Theory

· the further away from what you think you should be getting, the more ticked you’ll be
· Fairness

· Distributive fairness
· If allocations are made fairly (you work big get paid big) you should be happy, if its even steven no matter how well people did (yeah you still did good) then that’s not fair and you’ll be upset, right? Cause its unfair. Life’s not fair, let’s make a deal.
· Procedural fairness
· If they write a memo stating why, well than you’re more understanding
· Interactional fairness
· How it was presented, if they dumb it down or talk to you as an equal.
· Disposition

· People just have different attitudes when it comes to work
· Mood and Emotion

· Affective events theory
· Certain events will influence your general mood or emotions
· Emotional Contagion
· You can catch emotions; some1 else laughing so hard you start to laugh.
· Emotional Regulation -> emotional labour
· Doing something that is in conflict with what you truly want to do.
Organizational Citizenship Behaviour (OCB)

· OCB is voluntary, informal behaviour that contributes to organizational effectiveness.
· E.g., helping conscientiousness, being a good sport, courtesy, cooperation.
Organization Commitment?

· Organizational Commitment is an attitude that reflects the strength of the linkage between an employee and an organization
· Affective
· High degree of loyalty to the organization, you’re proud of it. <3 it
· Continuous
· Staying with your company because it is too costly to leave, don’t want to lose certain benefits.
· Normative
· Feeling of obligation to the company
Equity Theory

My Outcomes = other’s Outcomes
My Inputs
other’s Inputs

5 Things to Improve Equity

Our ideas
· Work harder, be more productive

· Other person could work less

· Ask Pay raise

· Explanation from management

· Just quit

· Find other parts of the job rather than pay that give you satisfaction

· Environmental compensation

The 5 Categories
1) Less work completed (time based)
2) Find Value in other Areas – opportunities – perception of outcomes
3) They have a stronger work ethic
4) They get more pay (outcome) find ways that bring it down and yours up
5) You’re a different person doing different work.  Compare yourself to someone in the same boat
CHAPTER 5

Theories of work motivation

What is motivation?

-The extent to which persistent effort is directed toward a goal.

-The basic characteristics of motivation:


-Effort


-Persistence


-Direction


-Goals

Extrinsic and intrinsic motivation

Intrinsic: Motivation that stems from the direct relationship between the worker and the task and I usually self-applied.

(It comes from inside you, for example you find this job fun…)

Extrinsic: Motivation that stems from the work environment external to the task and is usually applied by others.

(You come to class because you want an A in the class)

Factors contributing to individual job performance

(In Book)

General cognitive ability= IQ

Need Theories of work motivation

-Need theories are concerned with what motivates workers.

-Three prominent need theories of motivation:


-Maslow’s Hierarchy of needs


-Alderfer’s ERG

-Mcclelland theory of needs

Relationship between Maslow and Alderfer need theories

(In Book)

McClelland’s Theory of needs

-A non-hierarchical need theory of motivation that outlines the condition under which certain needs result in particular patterns of motivation.

-Needs reflect relatively stable personality characteristic.

-Concerned with the specific behavioral consequence of three needs: achievement, affiliation, and power.

Managerial implications of need theories

-Appreciate diversity of the needs of individual employees and offer incentives or goals that correspond to them.

-Appreciate the motivational potential of intrinsic motivators and the existence of high-order needs.

-High-order needs will fail to develop unless lower-level needs are reasonably well gratified. 

Read Tony Angelous thing in book

Process theories of work motivation

-Motivation theories that specify the details of how motivation occurs.

Goal setting theory:

A process theory that states that goals are motivational when they are specific, challenging, and when organizational members are committed to them and feedback about progress is is provided

Chapter 6 – Motivation in practice
· Pay is an important motivator, clearly tied to performance

· Piece-rate: a pay system in which individual workers are paid a certain sum of money for each unit of production they complete.

· Wage incentive plans: various systems that link pay to performance on production jobs. Usually lead to substantial increase in productivity. 

Potential problems with wage incentives:

· Lowered quality: quality issue can be a problem when employers use incentives to motivate faster work.

· Differential opportunity: if the supply of raw material or the quality of production equipment varies from workplace to workplace, some workers will be at an unfair disadvantage under the incentive system
· Reduced cooperation: wage incentives that reward individual productivity might reduce cooperation between workers.

· Incompatible job design: as the size of team increases, the relationship between any individual’s productivity and his/ her pay decreases. As team size increases the linkage between your performance and your pay is erased, removing the intended incentive effect. 

· Restriction of productivity: workers sometimes come to an informal agreement about what constitutes a fair day’s work and artificially limit their output accordingly.
White collared jobs:

· Merit pay plans: systems that attempt to link pay to performance on white collared jobs

· White collared workers support the notion that performance should be an important determinant of pay however, it is often found to be ineffective.

Potential problems with merit pay plans:

· Low discrimination: managers might be unable or unwilling to discriminate between good performers and poor performers. If there are true performance differences among employees, equalization over rewards poorer performers and under rewards better performance

· Small increases: merit increases are simply too small to be effective motivators.
· Some firms have replaced conventional merit pay with lump sum bonus: paid out all at one time and not built base pay. Such bonuses have become a common method to motivate and retain employees at all levels of organization.
· Pay secrecy: salaries are confidential information; such secrecy may severely damage the motivational impact of a well designed merit plan. Managers have a tendency to overestimate the pay of their employees and peers and underestimate the pay of their superiors.

Using pay to motivate teamwork:

· Profit sharing: return of some company profit to employees in the form of a cash bonus or retirement supplement
· Employee stock ownership plans: ESOPs, incentive plans that allow employees to own a set amount of a company’s shares and provide employees to own a set amount of a company’s shares and provide employees with a stake in the company’s future earnings and success. Believed to increase employees’ loyalty and motivation because they align employees’ goals with the goals and interests with those of the organization.
· Gainsharing: incentive plans that are based on improved productivity or performance improvements over which the workforce has some control.

· Skill-based pay: system in which people are paid according to the number of job skills they have acquired
Traditional views on job design as a motivator:

· Historical roots of job simplification are found in social, economic and technological forces that existed even before the industrial revolution.

· Specialization has  been discovered to be the key to efficient productivity

Job scope and motivation:

· Job scope: the breadth and depth of a job. Breadth: the number of different activities performed on a job. Depth: degree of discretion or control a worker has over how work tasks are performed.

· One way to increase the scope of a job is to assign employees stretch assignments: working on variety of tasks with new responsibilities

· Job rotation: rotating employees to different tasks and jobs in an organization, used by many companies and is increasing in popularity.

Job characteristics model:

· Proposes that there are several “core” job characteristics that have a certain psychological impact on workers.

· Core job characteristics: there are 5 core job characteristics that have particularly strong potential to affect worker motivation:

· Skill variety: doing a variety of job activities using various skills and talents
· Task identity: extent to which a job involves doing a complete piece of work from beginning to end
· Task significance: impact that the job has on other people
· Autonomy: freedom to schedule one’s own work activities and decide work procedures
· Job feedback: information about the effectiveness of one’s work performance
· According to Hackman and Oldham, an overall measure of the motivating potential of a job can be calculated by the following formula:

Motivating potential score = (skill variety + task identity + task significance)/3 x autonomy x job feedback

· Critical psychological states: work will be intrinsically motivating when it is perceived as meaningful, when the worker feels responsible for the outcomes of the work.
· Outcomes: when the worker is truly in control of a challenging job that provides good feedback about performance, the key prerequisites for intrinsic motivation are present.

· Moderators: workers with weak knowledge and skills are not motivated by tasks that are too difficult. 

· Growth need strength: extent to which people desire to achieve higher order need satisfaction by performing their jobs.

· Job enrichment: the design of jobs to enhance intrinsic motivation, quality of working life, and job involvement. 

· Job involvement: cognitive state of psychological identification with one’s job and the importance of work to one’s total self image.

Job enrichment schemes:

· Combining tasks: assigning tasks that might be performed by different workers to a single individual. Should increase variety of worker skills
· Establishing external client relationships: putting employees in touch with people outside the organization who depend on their products or service. Helps increase the identity and significance of the job and increase feedback

· Establishing internal client relationship: putting employees in touch with people within the organization. Similar benefits as above.

· Reducing supervision or reliance on others

· Forming work teams
· Making feedback more direct

Potential problems with job enrichment:

· Poor diagnosis: giving workers more same level tasks instead of different level ( job enlargement. Can lead to role overload and work stress
· Lack of desire or skill: some workers do not desire enriched jobs. Enrichment places greater demands on workers, and some might not relish this extra responsibility. Might entail substantial training costs.
· Demand for rewards: workers who experience job enrichment ask for rewards accompanying their jobs. 

· Union resistance: unions are not happy with job enrichment

· Supervisory resistance: enrichment schemes might fail because of their unanticipated impact on other jobs or other parts of the organizational system. Increases the need for the supervisory function.

Work design characteristics: attributes of the task, job, and social and organizational environment.

Consist of 3 categories:

1. Motivational characteristics: task and knowledge characteristics.
2. Social characteristics: interpersonal and social aspects of work. 
3. Work context characteristics: context within which work is performed and consist of ergonomics, physical demands and equipment use.
· Management by objectives: MBO, elaborate, systematic, ongoing program designed to facilitate goal establishment, goal accomplishment, and employee development. Result in productivity gains.
· Alternative working schedules as motivators of a diverse workforce:

· Promotes job satisfaction, reduces absenteeism and turnover.

· Flex time: arrival and departure times are flexible. Positive results.
· Compressed workweek: employees work fewer than normal 5 days but still put in a normal number of hours per week. Positive effect on job satisfaction but no effect on absenteeism or productivity.

· Job sharing: 2 part time employees divide the work of a full time job. Communication is key here* Work sharing: reducing the number of hours employees work to avoid layoffs when there is a reduction in normal business activity. Cuts costs, saves jobs, and allows organizations to retain highly skilled workers.

· Telecommuting: employees are able to work at home but stay in touch with their offices through the use of communication technology. Can improve work-life balance and improve productivity.
Chapter 7 – Groups and teamwork

· Group: 2 or more people interacting interpedently to achieve a common goal.

· Formal work groups: groups that are established by organizations to facilitate the achievement of organizational goals.

· Informal groups: groups that emerge naturally in response to the common interests of organizational members

Stages of group development: applies mainly to groups who haven’t met before
1. Forming: group members try to orient themselves, situation often ambiguous

2. Storming: conflict often emerges, confrontation and criticism occur

3. Norming: members develop a social consensus

4. Performing: social structure sorted out, group devotes energies toward task accomplishment

5. Adjourning: some groups disperse after their goals are accomplished

· Stages model is a good tool for monitoring and troubleshooting how groups are developing. 

· Connie Gersick ( punctuated equilibrium model: model that describes how groups with deadlines are affected by their first meetings and crucial midpoint transactions.

1. Phase 1: begins with the first meeting, gathers information and holds meetings, group makes little visible progress toward the goal

2. Midpoint transition: marks a change in the groups approach and how group manages the change is critical for the group to show process.

3. Phase 2: decisions and approaches adopted at the midpoint get played out; the midpoint transition must be successful in order for phase 2 to be successful.

Group structure: characteristics of the stable social organization of a group

· Group size: smaller better than lager, in larger, group members do not identify with the success of the group as much. size and performance: depends on the task the group needs to accomplish

· Additive tasks: group performance is dependent on the sum of the performance of individual group members

· Disjunctive tasks: group performance is dependent on the performance of the best group member

· Process losses: performance difficulties stemming from the problems of motivating and coordinating larger groups.

· Conjunctive tasks: performance of the group is limited by its poorest performer
· More diverse groups have a more difficult time communicating effectively and becoming cohesive; however, more creativity is generated.

· Group norms: collective expectations that members of social units have regarding the behaviour of each other. Provide regularity and predictability to behaviour

· Norm development: norms develop to regulate behaviours that are considered at least marginally important to their supporters. Shared attitudes form the basis for norms. Compliance to norms occurs because the norm corresponds to privately held attitudes.

· Some typical norms: dress norms, reward allocation ( equity, equality, reciprocity, social responsibility, performance norms
· Roles: positions in a group that have a set of expected behaviours attached to them.  Assigned roles: formally prescribed, division of labour. Emergent roles: develop naturally to meet the social emotional needs of group members.
· Role ambiguity: lack of clarity of job goals or methods can occur due to: organizational factors, role sender, and focal person.

· Role conflict: individual is faced with incompatible role expectations

Intrasender role conflict: single role sender provides incompatible role expectations to a role occupant.

Intersender role conflict: 2 or more senders provide role occupant with incompatible expectations.

Interrole conflict: several roles held by a role occupant involve incompatible expectations.

Person-role conflict: role demands call for behaviour that is incompatible with the personality or skills of a role occupant.

· Status: rank, social position, or prestige accorded to group members. 
Group cohesiveness: the degree to which a group is especially attracted to its members.

Factors influencing cohesiveness:

· Threat and competition: external threat increases cohesiveness

· Success: more successful groups are more cohesive

· Member diversity: diverse groups have a harder time 

· Size

· Toughness of initiation: groups that are tough to get into are more attractive

Consequences of cohesiveness:

· More participation in group activities

· More conformity

· More success

Social loafing: tendency to withhold physical or intellectual effort when performing a group task.

Ways to counteract social loafing:

· Make individual performance more visible

· Make sure the work is interesting

· Increase feelings of indispensability

· Increase performance feedback

· Reward group performance

A group becomes a TEAM when there exists a strong sense of shared commitment and when synergy develops such that the group’s efforts are greater than the sum of all parts.
Collective efficacy: shred beliefs that a team can successfully perform a given task

According to Hackman a work group is effective when:

1. Its physical or intellectual output is acceptable to management and to the other parts of the organization that use this output

2. Group members’ needs are satisfied rather than frustrated by the group

3. The group experience enables members to continue to work together

Self-managed work teams: work groups that have the opportunity to do challenging work under reduced supervision.

Composition of self-managed teams:

· Stability: group membership must be fairly stable

· Size: should be as small as feasible

· Expertise: should have high level of expertise and as a whole should be very knowledgeable about the task

· Diversity: teams should have members who are similar enough to work well together and diverse enough to have different perspectives.

Cross- functional teams: work groups that bring people with different functional specialties together to better invent, design or deliver a product or service.
Factors that contribute to the effectiveness of cross functional teams:

· Composition: all relevant specialties are necessary

· Superordinate goals: attractive outcomes that can only be achieved by collaboration

· Physical proximity

· Autonomy

· Rules and procedures

· Leadership

Team members must have shared mental models: team members share identical information about how they interact and what their task is.

Virtual teams: work groups that use technology to communicate and collaborate across time, space and organizational boundaries.

Advantages of virtual teams:

· Around the clock work

· Reduced travel time and costs

· Larger talent pool

Challenges of virtual teams:

· Trust

· Miscommunication

· Isolation

· high costs

· management issues 
Chapter 8: Social Influence, Socialization, and Culture

Information Dependence and Effect Dependence:
Information dependence: gives others the opportunity to influence our thoughts, feelings, and actions via the signals they send to us. 

· The effects of social information can be very  strong, often exerting as much or more influence over others as objective reality 

Effect dependence: individuals are dependent on the effects of their behaviour as determined by the rewards and punishments provided by others. 

· 2 complementary processes: 

1. The group frequently has a vested interest in how individual members think and act because such matters can affect the goal attainment of the group

2. The member frequently desires the approval of the group

Social Influence in Action:
· One of the most obvious consequences of information and effect dependence is the tendency for group members to conform to the social norms that have been established by the group

· Much of the information and many of the effects on which group members are dependent are oriented toward enforcing group norms

Motives for Social Conformity 

1. Compliance: the simplest, most direct motive for conformity to group norms. 

· Occurs because a member wishes to acquire rewards from the group and avoid punishment

· Involves effect dependence

· Although the complying individual adjusts his/her behaviour to the norm, he/she does not really subscribe to the beliefs, values, and attitudes that underlie the norm

2. Identification: often revealed by an imitation process in which established members serve as models for the behaviour of others

· some individuals conform because they find other supporters of the norm attractive

3. Internalization: some conformity to norms occurs because individuals have truly and wholly accepted the beliefs, values and attitudes that underlie the norm

· Conformity occurs because it is seen as right, not because it achieves rewards, avoids punishment, or pleases others

· Conformity is due to internal, rather than external forces

The Subtle Power of Compliance 

· Doubting group member is motivated to conform only in the compliance mode

· A compliant individual is necessarily doing something that is contrary to the way he or she thinks or feels.
· One way to reduce dissonance is to cease conformity

· The other method of reducing dissonance is to gradually accept the beliefs, values, and attitudes that support the norm in question

· Simple compliance can set the stage for more complete identification and involvement with organizational norms and roles

Organizational Socialization:
Socialization: the process by which people learn the attitudes, knowledge, and behaviours that are necessary to function in a group or organization. 

· Learning during socialization has often been described in terms of content areas or domains of learning, such as the task, role, group, and organization domain

· An important objective of organizational socialization is for newcomers to achieve a good fit

2 kinds of ‘fit’ that are important for socialization: 

1. Person-job fit (P-J fit): the match between an employee’s knowledge, skills, and abilities and the requirements of a job. 

2. Person-organization fit (P-O fit): the match between an employee’s personal values and the values of an organization. 

Organizational identification: the extent to which an individual defines him/herself in terms of the organization and what it is perceived to represent. 

· Socialization is important because it has a direct effect on proximal socialization outcomes

· Socialization is an ongoing process by virtue of continuous interaction with others in the workplace

Three Stages of Socialization: 

1. Anticipatory socialization: occurs before a person even becomes a member of a particular organization

· Includes a formal process of skill and attitude acquisition (might occur by attending college or university)

· Other anticipatory socialization might be informal (such as that required through a series of summer jobs or even by watching the portrayal of organizational life in television shows and movies) 

· Organizations vary in the extent to which they encourage anticipatory socialization in advance of entry 

2. Encounter: the new recruit, armed with some expectations about organizational life, encounters the day-to-day reality of this life

· Includes orientation programs and rotation through various parts of the organizations 

· Informal aspects ( getting to know and understand the style and personality of one’s boss and co-workers

· At this stage, the organization and its experience members are looking for an acceptable degree of conformity to organizational norms and the gradual acquisition of appropriate role behaviour

3. Role Management: the new member’s attention shifts to fine tuning and actively managing his or her role in the organization 

Unrealistic Expectations and the Psychological Contract:
Unrealistic expectations: research indicates that people entering organizations hold many expectations that are inaccurate and often unrealistically high

· as a result, they experience a reality shock, and their expectations are not met

· newcomers who have higher met expectations have higher job satisfaction, organizational commitment, job performance, and job survival and lower intentions to leave. 

· Unrealistic expectations may also stem from overzealous recruiters who paint rosy pictures to attract job candidates

Psychological Contract: beliefs held by employees regarding the reciprocal obligations and promises between them and their organization. 

Psychological contract breach: employee perceptions that his or her organization has failed to fulfill one or more of its promises or obligations of the psychological contract. 

· Can have a negative effect on employee job attitudes and behaviours because it results in negative emotions that stem from feelings of violation and mistrust toward management

· With unrealistic expectations, recruiters are often tempted to promise more than their organization can provide to attract the best job applicants

· Organizational changes, such as downsizing, can cause organizations to knowingly break promises made to an employee that they are either unable or unwilling to keep 

· Organizations need to ensure that truthful and accurate information about promises and obligations is communicated to new members before and after they join an organization 

Methods of Organizational Socialization: 

· Organizations that handle their own socialization are especially interested in maintaining continuity and stability of job behaviours over a period of time

Realistic Job Previews: provide a balanced, realistic picture of the positive and negative aspects of the job to applicants. 

· Evidence shows that realistic job previews are effective in reducing inflated expectations and turnover and improving job performance

Employee Orientation Programs: programs designed to introduce new employees to their job, the people they will be working with, and the organization. 

· Orientation programs are an important method of socialization because they can have an immediate effect on learning and a lasting effect on the job attitudes and behaviours of new hires

Socialization Tactics: 

· John Van Maanen and Edgar Schein developed a theory of socialization that helps us understand and explain the socialization process. They suggested that there are six socialization tactics that organizations can use to structure the early work experiences of new hires and individuals who are in transition from one role to another. 

Socialization tactics: the manner in which organizations structure the early work experiences of newcomers and individuals who are in transition from one role to another. 

Collective vs. Individual Tactics: when using the collective tactic, a number of new members are socialized as a group, going through the same experiences and facing the same challenges. In contrast, the individual tactic consists of socialization experiences that are tailor-made for each new member.

Formal vs. Informal Tactics: Formal tactics involve segregating newcomers from regular organizational members and providing them with formal learning experiences during the period of socialization. Informal tactics, however, do not distinguish a newcomer from more experienced members and rely more on informal and on-the-job learning. 

Sequential vs. Random Tactics: have to do with whether there is a clear sequence of steps or stages during the socialization process. With a sequential tactic, there is a fixed sequence of steps leading to the assumption of the role; whereas with the random tactic, there is an ambiguous or changing sequence. 

Fixed vs. Variable Tactics: if socialization if fixed, there is a time table for the newcomer’s assumption of the role. If the tactic is variable, then there is no time frame to indicate when the socialization process ends and the newcomer assumes his or her new role. 

Serial vs. Disjunctive Tactics: the serial tactic refers to a process in which newcomers are socialized by experienced members of the organization. The disjunctive tactic refers to a socialization process where role models and experienced organization members do not groom new members or “show them the ropes.”

Investiture vs. Divestiture Tactics: Divestiture tactics refer to what is also known as debasement and hazing. This occurs when organizations put new members through a series of experiences that are designed to humble them and strip away some of their initial self-confidence. Debasement is a way of testing the commitment of new members and correcting for faulty anticipatory socialization. 

Institutionalized vs. individualized socialization: Institutionalized socialization consists of collective, formal, sequential, fixed, serial, and investiture tactics. Individualized socialization consists of individual, informal, random, variable, disjunctive, and divestiture tactics.

· Main difference( institutionalized socialization reflects a more formalized and structured program of socialization that reduces uncertainty and encourages new hires to accept organizational norms and maintain the status quo. 

· Institutionalized socialization tactics are effective in promoting organizational loyalty, esprit de corps, and uniformity of behaviour among those being socialized 

· When socialization is individualized, new members are more likely to take on the particular characteristics and style of those who are socializing them

Research evidence: 

· Instituionalizaed socialization tactics have been found to be related to proximal outcomes, such as lower role ambiguity and conflict and more positive perceptions of P-J and P-O fit, as well as distal outcomes, such as more positive job satisfaction and organizational commitment and lower stress and turnover. 

· In addition, the institutionalized socialization tactics result I a more custodial ole orientation, in which new hires accept the status quo and the requirements of their tasks and roles. 

Mentoring: 

Mentor: an experienced or more senior person in the organization who gives a junior person special attention, such as giving advice and creating opportunities to assist him or her during the early stages of his or her career. 

· For mentors to be effective, they must perform two types of mentor functions: career and psychosocial functions. 

Career functions of mentoring: 

1. Sponsorship: the mentor might nominate the apprentice for advantageous transfers and promotions. 

2. Exposure and visibility: the mentor might provide opportunities to work with key people and see other parts of the organization.

3. Coaching and feedback: the mentor might suggest work strategies and identify strengths and weaknesses in the apprentice’s performance. 

4. Developmental assignments: the mentor can provide challenging work assignments that will help develop key skills and knowledge that are crucial to career progress. 

Psychosocial Functions of Mentoring: 

1. Role modelling: this provides a set of attitudes, values, and behaviours for the junior person to imitate. 

2. Provide acceptance and confirmation: this provides encouragement and support and helps the apprentice gain self-confidence. 

3. Counselling: This provides an opportunity to discuss personal concerns and anxieties concerning career prospects, work-family conflicts, and so on. 

Formal mentoring programs have become increasingly popular in recent years. 
Women and mentors: 

· Cross-gender mentor apprentice dyads are less likely to get involved to informal after-work social activities. Exclusion from informal networks is one of the major roadblocks to the advancement of women
Race, ethnicity, and mentoring

· Limited racial and ethnic diversity at higher levels of organizations constrain the mentoring opportunities available to younger minority.

· Cross race mentoring relationships seem to focus on instrumental or career functions of mentoring and provide less psychosocial support functions than is generally seen in same race dyads

Proactive socialization: process in which newcomers play an active role in their socialization through the use of a number of proactive behaviours.

· Organizational culture: the shared beliefs, values, and assumptions that exist in an organization. Determine the norms that develop and the patterns of the behaviour that emerge from these norms.
· Subcultures: develop that reflect departmental differences or differences in occupation or training.

· Strong culture: beliefs, values, and assumptions that make up the culture are both intense and pervasive across the organizations.. organizations do not need to be big to have a strong culture

Assets of strong cultures:
· Coordination: the right hand knows what the left hand is doing.

· Conflict resolution: sharing core values can be a powerful mechanism that helps to ultimately resolve conflicts.

· Financial success: strong cultures contribute to financial success and other indicators of organization effectiveness when the culture supports the mission, strategy, and goals of the organization.
Liabilities of strong cultures:

· Resistance to change: strong culture can damage a firm’s ability to innovate

· Culture clash: strong cultures can mix as badly as oil and water when a merger or acquisition pushes 2 of them together under same corporate banner.

· Pathology

Contributors to the culture:
· The founder role:  many strong cultures reflect the values of the founder, shaped by top management can cause conflict when organization wants to change direction.

· Socialization process:
1. Selecting employees: obtain those who will be able to adapt to the existing culture and realistic job previews are provided.

2. Debasement and hazing: provoke humility

3. Training in the trenches: employees begin to master one of the core areas of the organization.

4. Reward and promotion: reinforce those employees who perform well to support the organizational goals

5. Exposure to core culture:

6. Organizational folklore

7. Role models

You can understand a culture by learning about its symbols, rituals and stories.

Chapter 9 - Leadership

Leadership: The influence that particular individuals exert on the goal achievement of others in Organizational context. 

Strategic leadership: Leadership that involves the ability to anticipate, envision, maintain flexibility, think strategically, and work with others to initiate changes that will create a viable future for the organization. 

What traits (Individual characteristics such as physical attributes, intellectual ability, and personality) do effective leaders possess? 
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What do leaders actually do?

· Initiating Structure (directive): The extent to which a leader is approachable and shows personal concern and respect for employees.

· Consideration (supportive): The degree to which a leader concentrates on group goal attainment.

Leader Reward/Punishment Behaviors

Leader reward behavior: Use of compliments, tangible benefits, and deserved special treatment.

Leader punishment behavior: The leader’s use of reprimands or unfavorable task assignments and the active withholding of rewards

Fiedlers Contingency Theory:

Fred Fiedlers’s theory that states that the association between leadership orientation and group effectiveness is contingent on how favorable the situation is for exerting influence.                                                                           Definition: Least Preferred Co-Worker: A current or past co-worker with whom a leader has had a difficult time accomplishing a task.  

Situational Favorableness                                                                                                                                                                         This is the contingency part of Fiedler’s Theory. This part specifies when a Least Preferred Co-Worker orientation should contribute most to group effectiveness. These are the factors that affect Situational Favorableness (In order of Importance):

-Leader-Member relations: When relationship between leader and group is good, the leader is in a favorable position to exert influence. A poor relationship should damage the leaders influence and can possibly lead to insubordination or sabotage.

-Task structure: When task is highly structured, the leader should be able to exert considerable influence on the group. Clear goals and procedures enable the leader to set performance standards and hold employees responsible.

-Position power: Formal authority granted to a leader by the organization. The more position power granted, the more favorable the leadership situation.

Cognitive Resource Theory:

Fiedler’s revision of contingency theory led to this theory. This theory focuses on the conditions in which a leader’s cognitive resources (intelligence, expertise, and experience) contribute to effective leadership.

Path-Goal Theory: Useful Findings

Robert House’s theory concerned with the situations under which various leader behaviors (directive, supportive, participative, achievement oriented) are most effective.

The theory states the most important activities of leaders are those that clarify paths to various goals of interest to employees. Goals can include promotions, sense of accomplishment, or a pleasant work climate. Satisfaction should be immediate or it may lead to future dissatisfaction.   

· When employees’ work is routine, frustrating, or dissatisfying ( supportive behavior 

· When employees’ work is ambiguous or less-structured( directive behavior 

· Directive styles are effective when the leader is viewed as an expert and when he/she has formal authority.

Participative Leadership

A theory that promotes involving employees in making work-related decisions.
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When to use participative leadership

· When employees have expertise to share.

· When employees expect to have a voice.

· When employee buy-in is critical for success of group.

· When the environment is uncertain.

· When the leader has no formal authority over employees.

Advantage: Motivation, Quality (two heads are better than one, as well as added initiative by employees to solve problems), Acceptance (when decisions have unfavorable outcome, such as shared vacation time, the final decision is more readily accepted if the employees came to the decision)

Disadvantage: Time and Energy (calling meetings and promoting ideas takes time, not appropriate for Emergency Operations in hospitals for example, unless you’re watching House because then it  makes for good tv, this book is boring), Loss of Power, Lack of Receptivity or Knowledge (employees might resent ‘having to do mangers work’ if there is bad work climate, also employees may not have the tools to make effective decisions, or may be unaware of external constraints on their decisions)

Vroom and Jiago’s Situational Model of Participative leadership

Autocratic l (Al) 
You, the decision maker, use the information available to make the decision yourself.

Autocratic ll (A2)
You request information from members of your team. They may or may not know why you want such information. They neither define the situation, alternatives or final choice.

Consultative l (Cl)
You explain the situation to the individual members of the group but they do not get together as a group. You make the final decision.

Consultative ll (C2)
There is group discussion where you explain the situation and gather ideas and suggestions. Again, you're responsible for the final decision making.

Group ll (G2)
The group as a whole make the decision. You as the leader present the situation and the group defines alternatives and reaches a consensus decision. The leader acts more as a facilitator in this process and allows the group to agree on the final choice. 

Leader-Member Exchange Theory (LMX)

Theory of leadership that focuses on the quality of the relationship that develops between a leader and an employee. Basically a relationship-based approach to leadership. Every relationship with an employee is different and results in high-quality social exchanges.


Dominant Leadership Theories

· Transformational/Transactional Leadership

· Focuses on two types of leadership styles

· Leader-Member Exchange

· Focuses on the exchange of favours and benefits between a leader and a follower

Transactional & Transformational Leadership

Transactional: Based on straightforward exchange relationships between the leader and follower. Management by Exception (MBE) is implicate, which involves the leader taking corrective action on the basis of results of leader-follower transactions.

Transformational: Provides followers with a new vision that instills true commitment.

Four key dimensions of transformational leadership:

Intellectual stimulation: Stimulate employees to think about problems, issues, and strategies in new ways. Leader challenges assumptions, takes risks, and solicits followers’ ideas; Creativity and novelty are usually at work here.

Individual Consideration: Treat employees as individuals, showing concern for individual needs, and serving as a mentor/coach when appropriate. Emphasis on one-to-one interaction in the context of attaining an overall goal or mission.

Inspirational Motivation: Communicating vision to inspire followers. This stimulates enthusiasm, challenge followers, and communicates optimism.

Charisma: Prominent traits involve self confidence, dominance, and strong conviction in one’s beliefs. Involves the ability to command strong loyalty and devotion from followers and thus have potential for strong influence among them. 


Ethical leadership:

The demonstration of normatively appropriate conduct through personal actions and interpersonal relationships, and the promotion of such conduct to followers through two-way communication, reinforcement, and decision making.

Authentic Leadership

A positive form of leadership that involves being true to oneself. Authentic leaders know and act upon their true values, beliefs, strengths, and they help others do the same.

Global Leadership

A set of leadership capabilities required to function effectively in different cultures and the ability to cross language, social, economic, and political borders.

Four Characteristics of successful global leaders:

-Unbridled inquisitiveness: They relish the opportunity to see and experience new things

-Personal Character: Involves an emotional connection to people from different cultures, and uncompromising integrity, such as high ethical standards, and loyalty to company values. This results in a high level of trust throughout the organization.

-Duality: Ability to manage uncertainty and balance global tension. 

-Savvy: Able to understand different conditions in other countries and recognize new market opportunities. Leaders need to be well informed of the organizations capabilities and international ventures.    

Chapter 10 – Communication

· Jargon: specialized language used by job holders or members of particular occupations or organizations

Gender differences in communication

· Gender differences in communication have their origin in childhood
· Girls see conversations as a way to develop relationships and get close to others

· Boys see conversations as a way to help them achieve status within groups and maintain independence.

· Men are more sensitive to power dynamics

· Women are more concerned with rapport building

Key differences in male and female communication styles:

· Getting credit

· Confidence and boasting

· Asking for help

· Apologies

· Feedback

· Complimenting

· Ritual opposition: challenging an opinion

· Managing up and down

· Indirectness

Cross cultural communication

· Cultural context: cultural information that surrounds a communication episode
· High-context culture: 
· Non-verbal important

· Information flows freely

· Physical context relied upon for information

· Maintain extensive information networks
· Low-context cultures:

· Less aware of the non verbal cues

· Lack well-developed networks

· Need detailed background information

· Segment and sort information

Chapter 11- Decision Making

Process of developing a commitment to some course of action. 

Problem: Perceived gap between an existing state and a desired state.

Two Types of Problems

Well Structured Problem (usually have standard operating procedures) vs. Ill-Structured Problem
Well Structured Problem

These problems are repetitive and familiar, and the solution is usually fairly obvious and arises little controversy.

The solution usually involves a program (Standard way of solving a problem), which can take the form of rules, routines, standard operating procedures, or rules of thumb. Problems arise when the programs are not well derived. 

Ill-Structured Problem

These problems have unclear methods of getting from the existing to the desired state and the procedures for obtaining the desired states are unknown.

Usually unique and complex issues can arouse controversy among decision makers. They cannot be solved by programmed decisions. Decision makers are likely to gather additional information 

The Rational Decision-Making Model

Problem identification -> Search for information -> Clarification of nature of problem -> Suggestion of alternative solutions -> Careful evaluation of solutions -> Selection and Implementation

Perfect Rationality

Strategy that is completely informed, perfectly logical, and oriented toward economic gain. [image: image3.png]Selectinga preferredalternative

Acting on the decision




Perfect rationality is theoretically impossible and thus, managers consequently use Bounded Rationality, which relies on limited information and reflects time constraints and political organization.  –Term coined by Herbert Simon. Framing refers to the aspects of the presentation of information about a problem that are assumed by decision makers. For example, decision makers assume the boundaries of the problem, or the possible outcomes of the decision. Cognitive Biases are tendencies to acquire and process information in an error-prone way. 

Are decision-Makers Rational?

-On rare occasions

Bounded Rationality:

-A decision strategy that relies on limited (or faulty) information and that reflects time constraints and political considerations.

Step 1: Problem Identification

4 types of frames

-Perception Defense: A perceptual system’s inability to defend the perceiver against unpleasant perceptions.

-Problem Defined in terms of Functional Specialty: Causes decision makers to view problems as being in their specialized domain (Marketer thinks he needs to make better marketing plan when the problem is a shitty product)

-Problem Defined in terms of Solution (jumping to conclusions without identifying the problem well)
-Problem Diagnosed in terms of Symptoms (sales are down, try to boost them)

Step 2: Information Search

Too Little information due to cognitive biases:

Cognitive Bias: Tendency to seek out information that conforms to one’s own definition of or solution to a problem.

- People tend to be lazy and use whatever information is most readily available. Some examples are the recency effect, the primacy effect, and confirmation bias (Tendency to seek out information that conforms to one’s own definition of or solution to a problem.), etc.

Too much information:

Leads to information overload: Reception of more information than is necessary to make effective decisions, which results in confusion, errors, cutting corners, omissions, and delays. Sometimes, trying to incorporate all information can lead to a poor decision (researching a term paper and inputting all your findings and not just the important notes)

More is not necessarily better!!!


Steps 3-4: Alternative Development and Evaluation:

Two strategies:

-Maximization: The choice of the decision alternative with the greatest expected value. Not always easy to do, due to unknown factors or alternative options.

Statistical errors:

- Inability to evaluate base rates, such as success rates of products known to fail

-Putting too much weight on the validity of results found from samples that are too small to be representative.

-Overestimating odds of complex chains of events happening 

-Anchoring effect: Inadequate adjustment of subsequent estimates from an initial estimate that serves as an anchor. 

-Satisficing: Establishing an adequate level of acceptability for a solution to a problem and then screening solutions until one that exceeds this level is found.

It can be noted that better decisions can be found when added accountability is put on the decision maker but it must be put in place before the decision.

Step 6: Alternative Implementation

Problems may arise when there is dependence on others to implement your decision (car engineers need to implement a concept made by a designer)

Step 7: Solution Evaluation

Justification is dangerous here because it is easy to overlook issues in order to avoid finding a new solution. There are problems of escalation of commitment (Tendency to invest additional resources in an apparently failing course of action ), sometimes because of sunk costs (Permanent losses of resources incurred as a result of a decision).

-reversing a decision may be viewed as a sign of weakness (so some managers might avoid this)

How to prevent problems:

-Encourage continuous experimentation

-Set specific goals beforehand in order to prevent additional investment before there are minimum signs of success met.

-Place emphasis on evaluating manager’s decision process, rather than their decisions’ outcomes. 

- Separate the decision maker and the decision analyzers so that the right course of action may be taken in regards to following or abolishing the chosen decision.

Hindsight: Tendency to review the decision-making process to find what was done right or wrong.

How mood affects decision making

Emotionless decisions (computerized) are not necessarily what is best, but emotions do cause problems:

People in positive moods tend to: 

-1) Remember positive info. 2) Evaluate objects, people, and events more positively. 3) Overestimate likelihood of good events happening and unlikelihood of bad events.4) Approve simplified, shortcut decision making. 5) promote creative and intuitive decision making. 

 People in negative moods tend to:

-1) Remember negative info. 2) Evaluate objects, people, and events more negatively. 3) Overestimate likelihood of bad events happening and unlikelihood of good events.4) Make decisions in more systematic, deliberate and detailed way.

Perfectly rational decision making contrasted with bounded rationality (p.372) 

Why use groups?

Positive: Decision quality (two heads better then 1, more ideas, more critical), Decision Acceptance and Commitment, 

Negative: Diffusion of responsibility (ability of group members to share burden of the negative consequences of a poor decision), which can lead to the “I just went along” effect.

Group’s decisions are effective when

-There is differentiation of skills, experience and abilities among members (Positive as long as no conflict occurs)

-Division of labor can occur

-Memory for facts is a factor

-Individual judgment is valued 

Disadvantages of Group Decision Making

-Time is an issue

-Conflict can occur

-Single or group of members dominate others

-Groupthink occurs:

Illusion of Invulnerability, Rationalization, Illusion of morality, Stereotype of outsiders, Pressure for conformity, Self-censorship, Illusion of unanimity, “Mindguards”

Devils advocates are great, managers should express opinions last, conflict in beginning is a sign that decisions will be criticized and is a good thing.

More on Dysfunctional Group Decision Making

Risky shift: Tendency to for groups to make riskier decisions then the average risk initially advocated by individual members.

Conservative shift: Tendency for groups to make less risky decisions then the risk initially advocated by individual members.

Group Polarization: The tendency for groups to exaggerate tendencies of individual members

Improving Decision-Making in Organization

Training Discussion Leaders: Have someone direct the meeting and proceedings

-(1) State problem in completely un-biased manor, (2) supply essential facts, (3) Draw out all members and prevent domination, (4) Wait out the pauses in meeting for people to think, (5) Ask stimulating questions that move discussion forward, (6) Summarize and Clarify

-Delphi Technique: Pooling a large number of expert judgments by using a series of increasingly refined questionnaires.

-Stimulation and Managing Controversy: devil’s advocate

-Traditional brainstorming / electronic brainstorming (take out the face to face interaction so people aren’t afraid to voice opinions)

-Nominal group technique: Ideas are generated without group interaction and then systematically evaluated by group.

Chapter 12- Power

Definition: Capacity to influence others who are in a state of dependence

Basis of individual Power

Legitimate Power: Derived from a person’s position or job in organization.

Reward Power: Derived from the ability to provide positive outcomes and prevent negative outcomes.

Coercive power: Derived from the use of punishment and threat. 

Referent Power: Derived from being well liked by others

Expert Power: Derived from having special information or expertise that is valued by the organization.

How do people obtain power?

By doing the right things: 

-Extraordinary activities: being really good at random un-routine things.

-Visible Activities: Basically showing off that you’re good at certain stuff.

-Relevant Activities: needs to actually be useful towards company goals.

( Randomly decided to make the notes more conversational just cause. Also, here’s a heart :) : <3

The need to cultivate the right people

Outsiders: key relationships outside of organization can lead to increased power inside of organization. Sometimes, the power is merely a reflection of the outsider’s status, but it can add to the organizations influence regardless.

Subordinates: Keeping close relationships with up-and-coming subordinates can lead to more power… “I taught him everything he know.” effect.

Peers: Good relationships with peers helps facilitate ascension to power and reduces future back-stabbing and makes it easier to ask for favors.

Superiors: self explanatory.

Definition: Empowerment: Giving people the authority, opportunity, and motivation to take initiative and solve organizational problems.

You want to avoid giving too little empowerment, which leads to frustration, or too much which leads to abuse of power.

Influence Tactics

Definition: Tactics used to convert power into actual influence over others.

1) Assertiveness: ordering, nagging, setting deadlines…

2) Ingratiating: using flattery, acting polite and friendly, or being humble.

 3) Rationality: using logic, reason, planning and compromise.

4) Exchange: Doing favors to collect on them later.

5) Upward appeal: Making formal / informal appeals to superiors

6) Coalition formation: seeking united support

Subunits
Definition: Degree of power held by various sub-units, such as departments.

Strategic contingencies: Critical factors affecting organizational effectiveness that are controlled by a key sub-unit. 

How they can control key strategic contingencies:

Scarcity: When subunits acquire a majority of resources, such as funding or key software, they hold more power over other sub-units.

Uncertainty: When sub-units are in charge of uncertain events, they can secure more power by taking advantage of the changing environment or by becoming necessarily dependable for the organization. 

Centrality: Sub-Units with the most centrality generally have more power. Accounting affects everyone for example.

Substitutability: little power if the sub-unit is replaceable, like a scientist unit, however, when the job-market for scientist is very competitive because of supply-demand that can be used as leverage.

Using and Abusing Power:

Organizational Politics: Pursuit of self-interest in an organization, whether or not this self-interest corresponds to organizational goals.

Dimensions of organizational politics: diagram p.404

Facets of Political Skills

Def: Ability to understand others at work and to use that knowledge to influence others to act in ways that enhance ones personal or organizational objectives.

The four facets of political skills:

1) Social Astuteness: You can “read” people

2) Interpersonal Influence: convincing and persuasive style, can put others at ease

3) Apparent Sincerity: come across as sincere and have high integrity

4) Networking ability: establishing good relations

Machiavellianism

Def: Set of cynical beliefs about human nature, morality, and the permissibility of using various tactics to achieve ones ends.

Characteristics: self interested, cool and calculated, high self-esteem/confidence, powerful alliances.  

You can have high or low MACH.  High can deal face to face with people they’re trying to influence, usually during emotional circumstances, in a usually unstructured situation, with few guidelines for appropriate forms of interaction.

In this situation, a high MACH will stay calm and collected and assert influence, basically the guy on the deserted island who says, ”alright, let’s build a shelter… I guess I’ll be leader then :]”.

Reactive Politics

(1) Stalling: moving slowly when asked for cooperation.

(2) Over-conforming: sticking to the letter what the rules are to avoid confrontation.

(3) Back Passing: Having someone deal with your issues for you effectively.

(4) Buffing: Documenting all your actions so you can prove you did everything right.

(5) Scapegoating: Blaming others when things go wrong

Ethical Behaviors

-Honest communications, Fair treatment, special considerations, fair competition, responsibility, corporate social responsibility, respect for law.

Causes of unethical Behavior:

Gain: temptation is critical

Role Conflict: Two of your roles conflict. Capitalism vs. environmentalism. Do you make a new plant to make money or save the swamp you would’ve built the plant on?

Competition: If there is stiff competition or scarce resources, it can lead to price fixing. Monopolies and Oligopolies can be unethical.

Personality: Some people are more prone to be morally disengaged. Such as, cynical people, people with external locus of control, people with High Machiavellianism, etc.

Organizational and Industry Culture: Some firms are more prone to unethical behavior, such as those who have been known to deal in illegal activities tend to be repeat offenders, or those who don’t punish unethical behavior among their staff.   

Whistle blowing

Disclosure of illegitimate practices by a current or former employee to some person or organization that may be able to take action to correct these practices.

Employing Ethical Guidelines

(1) Identify the stakeholder, (2) identify the costs and benefits of alternatives, (3) consider relevant moral expectations surrounding the decision, (4) be familiar with familiar ethical dilemmas decision makers face in your organization, (5) Discuss ethical matters with stakeholders, (6) Convert your ethical judgment into appropriate action.

Chapter 13 – Conflict

· Interpersonal conflict: process that occurs when one person, group, or organization subunit frustrates the goal attainment of the other.

· Conflict often involves antagonistic attitudes and behaviours.

· Intergroup bias: getting along with people with similar characteristics as oneself.

· People who identify with some groups will tend to be leery of out-group members.

· Interdependence: when individuals are mutually dependent on each other to accomplish their own goals.

· Conflict setup: parties need to interact to coordinate their interests, implies that each party has some power over the other.

· Often provides collaboration

Conflict can erupt when parties differ significantly in power, status or culture

· Power: if dependence is not mutual but one-way, the potential for conflict increases
· Status

· Culture

Types of conflict:

· Relationship conflict: interpersonal tensions among individuals that have to do with their relationships per se, not the task at hand

· Task conflict: disagreements about the nature of the work to be done.

· Process conflict: disagreements about how work should be organized and accomplished

Modes of managing conflict:
· Avoiding: low assertiveness and low cooperation
· Accommodating: cooperating with the other party’s wishes, while not asserting one’s own interests

· Competing: maximize assertiveness and minimize cooperation

· Compromise: conflict management style that combines intermediate levels of assertiveness and cooperation

· Collaborating: maximizing both assertiveness and cooperation. Works best when conflict is not intense.

· Negotiation: decision-making process among interdependent parties who do not share identical preferences. Constitutes conflict management, in that that it is an attempt to prevent or resolve conflict

· Distributive negotiation: assumes a win-lose situation in which a fixed pie is divided between the parties.

· Integrative negotiation: assumes mutual problem solving can result in a win-win situation in which a pie is actually enlarged before distribution
Distributive negotiation tactics:

· Threats and promises: signal to the other side your true position

· Firmness vs. Concessions: leads to deadlock

· Persuasion: verbal ( attempt to change attitudes of the other party toward your target position.

Integrative negotiation tactics:

· Copious information exchange: freer flow of information between parties

· Framing differences as opportunities

· Cutting costs

· Increasing resources

· Introducing superordinate goals: attractive outcomes that can be achieved only by collaboration

Third party involvement

· Mediation: neutral third party helps to facilitate a negotiated agreement. Aid the process or atmosphere of negotiation

· Arbitration: a third party is given the authority to dictate the terms and settlement of a conflict. Conventional: arbitrator can chose any outcome for the parties involved. Final offer: each party makes a final offer and the arbitrator chooses one of them.

Conflict is necessary for change:

CONFLICT ( CHANGE ( ADAPTATION ( SURVIVAL

Conflict promotes change because:

· New ideas are brought in
· Parties monitors each other more carefully

Conflict stimulation: strategy of increasing conflict to motivate cha
