222-Final exam review
30-35% first 6 chapters, the rest is the second part, most likely what was on the midterm won’t be on long answer, but could be on multiple choice
Chapter 2
-dispositional, situational, interaxtionist: definition+characteristics + jobs 
-5 factor model: OCEAN, need to know what distinguishes these ppl
-trait activation theory: certain things will bring out traits when needed
-locus of control: person is external locus of control: things are controlled by outside factors, internal: I will find solution, I can solve problem
-self monitoring: manage own behavior based on outside environment
-learning: types of tasks learned on job(technical/practical, interpersonal (externally with ppl, communication), intrapersonal (internally: solve problems) _
-operant learning: learned by doing, often consequence is favorable so you do it, or its unfavorable so you don’t do it 
-positive reinforcement: reward, punishment (neg. stimulus) less work days
-neg reinforcement: take away a neg. thing, stimulus, cause of uncomfort, ex: given  a private office if you cant concentrate
-social cognitive theory (probably won’t be on the midterm)



Chapter 3
-definition of perception: interpretation of info. Gathered by senses, two ppl can perceive things differently
-thus perception is affected by things
-to perceive: 3 elements
-bruner: first very open, then later on we are very selective, don’t seek cues later on to perceive, since we have cues already in our brain from past perception
-biases: stereotyping: reliance on central traits, projection of values, recency (last thing done), primacy (first impression)
-Definition of attribution: explain a behavior, so ppl form attributions by attributing characteristics to person, can have dispositional view (the person is the cause of behavior), situational view ( environment causes behavior, outcome)
-Biases in attribution (biases in explaining behavior, how we change it for our view): actor-observer effect (I’m observer, other person is actor and they got a bad grade, observer says its dispositional, actor blames situation)
-workforce diversity: why is it good: multiple viewpoints, creativity, good for globalization higher profits

Chapter 4
-define values: preference for one situation over another, so I consider it good or bad
-cross cultural: review hofsted( one element: power: tolerance for discrepancy for those in power or not in power, collective cultures, masculinity vs femininity  
-Attitudes: show you value something is based on attitudes, so values and beliefs lead to changes in attitudes
-job satisfaction: 
	-discrepancy: expected vs reality, I should get 50k but I only get 40k, dissatisfied of 10k discrepancy
	-fairness: 3 types: procedural, etc..
			-what, how, communicated
	-mood vs emotion: evaluate using intensity and duration 
	(emotion: short lived, high intensity, mood: long duration, low intensity)
-Relationship between job satisfaction and (know what leads to higher or lower satisfaction and elements that are linked to each)
	-performance depends on many things
	-ocb: behaviour that is voluntary, beyond what is required, not rewarded, 	must be directly linked to organizational goals
	-customer satisfaction: higher job satisfaction higher customer service
-affective (best), continuance ( have to do it, not other options), normative ( obligated to do it)
Chapter 5
-not motivated: not aiming towards a goal
-intrinsic: comes from within, autonomous motivation, 
-extrinsic: could be called controlled, using rewards, etc…
-how to predict performance: general cognitive ability, emotional intelligence (empathetic, but must be able to manage your own emotions), IQ,  consciousness 
-McClelland: achievement, power, affiliation, + examples (review it)

Chapter 6
-Job design is motivating b/c it’s intrinsically motivating
-skill variety (# of tasks performed in job), task identity (taking product from beg. To finish), task significance (impact of job on someone else), autonomy: freedom to do work how you like, feedback: info abt effectiveness of performance
-But what is job enrichment: or how do you enrich it  enrich 5 characteristics of job (above)
	-Work in teams: enrich feedback, etc…. 
-know diff. between enrichment and enlargement
-problems with enrichment:
	-ppl don’t want it (just want to be told what to do), don’t have skills, union 	restrictions,  demands for rewards /increased salary if you do more work, supervisors resist it so they don’t become useless if workers can do their job
-goal setting: facets (attainable, etc…)
-management by objectives: 1) talk to manger 2) etc…. last step repea
-alternartive work schedules:examples : flex time(change start and end times), telecommuting (work from anywhere but the office, beach, home, etcc..), compressed work week (4 days, 10 hrs each)

Chapter 7
-group: 2 or more ppl
-formal group: hired and put in place by company, ex: marketing department
-informal: emerge naturally, no formal status within org, ex: smokers, gym rats at company gym
-stages of group development: 1) storming  (brain storming), 2)… 3)norming 4)adjourning
	-not all groups go through these situations
-punctuated equilibrium: begin with objective, work, everyone has diff objectives, then comes mid point transition (work stops, change strartegy), same objective
-additive task: depends on input of every person in group, ex: build house is the task, within there are sub tasks, electricians, plumbers, builders have their own tasks
-disjunctive: depends on one best person, they will direct the group, ex: manager in lab dictates how well the group does ( better to have big group, since higher chance of having a strong person)
-conjuctive: depend on the worst person in the group, ex : assembly line,everyone is fast except one person, the slow person dictates the effectiveness of group (small group is best, since least chance of having a bad person)
-norms and roles: behave to uphold org. norms
-group cohesiveness: depends, bad when its blinded, when it works against objectives of org, 
-social loafing: 2 forms: free rider (withholds effort from group) + sucker withholds effort b/c the other person is taking the free ride

Chapter 8
-org culture can also be called what the org stands for, what they believe in, how they conduct business
-ppl have beliefs of how org.’s values should be
-strong culture: belief in the orgs values, defined values/beliefs, share common set of beliefs, everyone in org. says the same thing when you ask them what their beliefs are
-strong culture could be bad when companies merge, pathology( culture becomes too enclosed on itself, when culture is all about protecting itself, ex: cult, wolf of wallstreet, Leads to distruction of org.)
-socialization isn’t on exam
-diagnose culture: ask ppl in org, founders have story (stories), policies of org, lingo, logos, mascots (symbols), rituals: consistent and regular basis

Chapter 9
-formal leaders: hired
-informal: emerge due to traits (likeable, good at job, skills, knowledge), org. doesn’t recognize them as leader
-trait leader theory: born with traits, but doesn’t mean you will be good leader
-consideration and initiating structure: x and y approach, consideration focused on ppl, intiating structure: focused on task, deadlines, achieving outcome
-House (important) re-defined it:
	directive behavior: initiating structure (same thing), what needs to be done
	supportive behaviori: same as consideration
	participative:  leader who seeks input of ppl around them
	acheivment oriented behavior: think of it as a coach, pushes ppl to go beyond 	what they perceive their abilities as 
-particiaptive leadership: don’t give them control, etc.., just take opinions:
-Transactional and transformational leadership: both need to be present for good leaders, transactional is everyday stuff, transformational is about long term vision
Chapter 11
-well structured: don’t need to do anything
-ill structured: too many variables
-Perfectly rational: all info available quickly and cost effectively (almost for free) (barely ever happens)
-Bounded by rationality: conditions (beyond scope of problem): based on limited info, framing, time constraints, political ramifications (consequences),
-Framing: the bias you have will lead to very diff outcome ( engineering will find engineering solution, marketer will find marketing solution)
-escalation of commitment: basing decisions based on some sunk costs, ppl believe that the money you already wasted needs more money to find solution to get return
-Moods: good mood creative solution
	bad moof more thouhrough solution
-gorup think: everyone in group is rushing to achieve common solutuion, want to not seem as outcast, then we cant be wrong since we all agree
Chapter 12
-takeaway: sexual harassment is bad
-org can have policies, clear consequences with outlined timeline
-other ethical dillemmas: fraud, conflicts of interest, conflict with org
-whistleblowing: calling them out
-examples of different environments

Chapter 13
-modes of managing conflicts, look at graphs
	Avoidance (low focus on self, low focus on others)
	Competing (high internal, low external)
	Etc….
-stress: stressed based on roles, etc… (look at last assignment)
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