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Chapter 2

Personality
Psychological characteristics that influence the way a person interacts with his or her environment
(Made up of genetic predisposition and long-term learning history)  

Dispositional Approach
Focus on individual’s predisposition and personality

Situational Approach 
Focus on the environmental factors as a greater influence 

Interactional Approach 
Organizational behavior is a function of both dispositions and the situation 
“There is no BEST personality, rather personalities that best fit different situations” 

FIVE FACTOR MODEL “Big Five” 
1. Extraversion – outgoing vs. shy
2. Emotional Stability – degree of appropriate emotional control
3. Conscientiousness – degree of responsibility / achievement oriented
4. Agreeableness – friendly/ approachable
5. Openness to new experiences – thinks flexibly and receptive to new ideas

“Big Five” 
relatively independent
related to motivation and job satisfaction 
related to job search and career success


Locus of Control 
High Internals
Believe that they hold the opportunity to control their own behavior 
-take advantage of information that allows them to preform effectively 
-more satisfied with their jobs 
High Externals
Believe external forces determine their behavior 
-behavior determined by fate and luck 

Self-monitoring: degree to which people observe and monitor how they appear in social settings and relationships.

Self-esteem: degree to which a person has a positive self rating. 
Behavior plasticity theory – people with lower self-esteem tend to be more susceptible to external influences 

Core-self-evaluations: broad personality concept reflecting the evaluations that people hold about themselves and their self-worth. 
Includes – self-esteem, general self-efficacy, locus of control and neuroticism 
best dispositional predictors of job satisfaction 


Learning
A relatively permanent change in behavior potential due to practice or experience. 

Four Categories of Learning Content:
- practical skills
-intrapersonal skills 
-interpersonal skills
-cultural awareness

Operant Learning Theory 
Subject learns to operate in a certain environment in order to achieve a certain consequence
· can be used to increase the probability of desired behaviors 


INCREASING THE PROBABILITY OF BEAHVIOUR

POSITIVE Reinforcement 
Application or ADDITION of a stimulus that INCREASES the probability of the behavior
generally tend to be positive things 

NEGATIVE Reinforcement 
The REMOVAL of a stimulus that INCREASES or maintains the probability of a behavior occurring. 

Common errors of reinforcement: 
· confusing rewards with reinforcement 
(rewards fail as reinforces if they are not contingent on a specific behavior)
· neglecting diversity on preference
· neglecting important sources of reinforcement
(informal acknowledgement, approval) 

REDUCING THE PROBABILITY OF BEHAVIOUR

EXTINCTION
Terminating the reinforcement that is maintaining the unwanted behavior

PUNISHMENT 
Following the unwanted behavior with some immediate, aversive, unpleasant stimulus. 
-punishment does not demonstrate which activities should replace the unwanted behavior

Social Cognitive Theory 
Emphasizes the role of cognitive processes in regulating peoples behavior. 

Observational Learning 
Process of observing an imitating the behavior of others  (models) 
Seeing favorable responses in the behavior of others

Self-Efficacy: beliefs people have about their ability to successfully perform a specific task (task specific)

Self Regulation: use of learning principles to regulate ones own behavior

Organizational Learning Practices: 
Organizational behavior modification
Employee recognition programs
Training programs

Chapter 3

Perception 
The process of interpreting the measures of our senses to provide order and meaning to the environment. 
Three Components to have perception occur
Perceiver (past experience leads to expectations) 
Target (ambiguous targets more susceptible to interpretation) 
Situation

Social Identity Theory 
People form perceptions about themselves based on their characteristics and memberships in social classes 
We do this to ourselves and others 

BRUNERS MODEL OF PERCEPTUAL PROCESS
Sequence of Steps 
Step #1
When target is unfamiliar, perceivers actively seek out to solve ambiguity
-very open to informational cues
Step #2
Encounters familiar cues and makes crude categorization 
–cue search less open 
Step #3
As the categorization becomes stronger
-perceiver actively ignores and distorts cues that violate initial perception 

Selective: does not uses all available cues
Constancy: perceived that way over time
Consistency: tendency to select, ignore and distort cues 

Basic Biases (in perception)
Primacy effect
Rencency effect 
Central Traits  (personal characteristics that are of particular interest) 
Implicit personality theory ( PERSONAL theories about which traits go together) 
Projection (tendency for perceivers to attribute their own thoughts and feeling on others) 
Stereotyping 

Attributions
Cause of behavior, explanation for behavior

Dispositional Attributions
UNIQUE personal characteristic responsible for the behavior
- Base everything on personality, personal performance

Situational Attributions
EXTERNAL situation or environment which the target person poses responsible for the behavior 

Consistency cues: how consistently a person engages in behavior
Consensus cues: how a persons behavior compares with others
Distinctive cues: extent to which people engage in behavior across a variety 
of situations 

3 Biases In Attribution 
1- Fundamental Attribution error
Tendency to over-emphasize dispositional explanations
2- Actor-Observer
Tendency for actors and observers to view actors behavior differently 
3- Self-serving bias
tendency to take personal credit for outcomes and deny possibility of failure

Workforce Diversity 
Differences in employees based on gender, race, ethnicity, age, religion etc.
Workforce Diversity has become very important for organizations

Workforce Diversity
Yields strategic competitive advantages and can: 
Enhance creativity
Problem solving 
Is reflective of society as a whole

Chapter 4 

Values 
Tendency to prefer certain states of affairs over others. Have to do with what YOU consider GOOD or BAD. 
Values are motivational 
Signal how WE believe we should and should not behave


HOFSTEDE’S STUDY
The Four dimensions, which work related values, DIFFER across cultures
Power Distance 
Extent to which society members accept unequal distribution of power and equality
Uncertainty Avoidance
Extent to which people are uncomfortable with uncertain situations 
Strong Uncertainty Avoidance = strict rules, hard work, 
Conformity, regulations
Weak Uncertainty Avoidance = hard work not a virtue, taking risks is valued
Masculinity/ Femininity 
Individualism/ Collectivism 

Attitudes 
Tendency to respond consistently to some object, situation or person 
A reaction based on out values and beliefs

Belief + Value ----- lead to ----- Attitude = Behavior 

Attitudes involve EVALUATIONS toward SPECIFIC targets 

Job Satisfaction 
Positive: Collective attitudes and overall feeling workers have about their jobs.

Facet Satisfaction 
Tendency for an employee to be more or less satisfied with various facets of the job 
facet: work, compensation, career opportunities, co-workers etc.

Overall Satisfaction 
Average of total of the attitudes individuals hold toward various facets of their job 

Discrepancy Theory 
Job satisfaction stems from the discrepancy between the job outcomes wanted and the outcomes that are PERCEIVED to be obtained 

Fairness 

Three Kinds of Fairness 

1. Distributive Fairness 
WHAT resources are allocated (outcomes) 
How do we determine what’s fair? 
EQUITY THEORY
Comparison of Outcomes/Inputs of those in a similar situation 
2. Procedural Fairness 
HOW resources are allocated and decided (process)
Used to determine outcomes as reasonable
3.Interactive Fairness
Occurs when people feel they have received respectful and informative communication

Key Contributors to Job Satisfaction 
Mentally Challenging Work 
Adequate Compensation
Career Opportunities
People

Consequences of Job Satisfaction 
Absenteeism
Turnover
Performance; not a direct one to on relationship with performance


Organizational Citizenship Behavior 
Behavior that contributes positively to the overall benefit of the ORGANIZATION
The Behavior is: 
Voluntary
Spontaneous
Contributes to organizational effectiveness
Not formally/necessarily rewarded

* OCB leads to organizational productivity, efficiency and to reduce turnover


Organizational Commitment 
Attribute that strengthens the link between company and employee
Affective Commitment
Being committed because YOU want to be (the best kind)
Continuance Commitment 
You are there because you HAVE to be
Normative commitment 
You are there because you feel that you SHOULD BE 

Chapter 5 

Motivation 
The commitment of effort to the attainment of a goal 
Effort
Persistence
Direction 
Goal 

Intrinsic motivation: comes from WITHIN. Stems directly from the 
[bookmark: _GoBack]relationship between the worker and the task.

Extrinsic Motivation: stems from the work environment external to the task 

Self-determination theory: determines whether the persons motivation is autonomous or controlled 

Performance: Extent to which an organizational member contributes to
achieving the objectives of the organization.

Good Predictors of Performance: 
#1. General Cognitive Ability (Intelligence)
A persons basic information processing capacities and cognitive resources.  
Overall capacity and efficiency at processing info
Predicts learning, training and career success 
#2. Emotional Intelligence
The ability to understand and manage ones own and others emotions and feelings 
#3. Personality
Conscientiousness 

McClelland Theory of Needs 
Need for Achievement 
Strong desire to perform challenging jobs well
Need for Affiliation 
Desire to establish and maintain friendly relationships 
Need for Power 
Strong desire to influence others 
 
Process Theories of Work Motivation 

Expectancy Theory 
Motivation is determined by outcomes that people expect to occur as a result of their actions on the job. 

The link between first and second level outcomes = Instrumentality
- Valence = Value

1st level outcomes  - benefit organization, firm, company
2nd level outcomes  -benefit the worker, you

Why is it better to use sometimes that equity theory? 
Because it is culturally transferable

Goal Setting Theory 
Theory that states that goals are motivational when they are specific, challenging and organizational members are committed to them 

Enhancing goal commitment 
Participation
Rewards
Support

Equity Theory 

Chapter 6

Money as a Motivator 

Job Design as a Motivator 

Job Characteristics Model 
Skill Variety
Task Identity- Extent to what you see it from end to end. Being involved in 
the entire process. 
Task Significance- the impact your role has on other people.
Autonomy- Having the liberty and discretion to organize your own work, 
more freedom 

Job Enrichment- Increasing the breadth and depth of the job 
Job Enrichment Strategy
Job Design 
External Client Relationship
Work Team
Redistributing Work
Distributing Autonomy 
What is a risk of job enrichment? 
They don’t have the skill or the interest in more work. 
Demand for rewards

Alternative Work Schedules 
Telecommuting – working from anywhere other than the office
Flex-time – different arrival and departure times
Compressed work weeks – same number of hours into a shorter week

Chapter 7 

Formal Groups – stemmed/set by the organization
Informal Groups- groups not set by the organizations (smokers, lunch tables 
etc.)

Stages of Group Development 

Punctuated Equilibrium
Phase 1- First appointment, try to get things done (working in all directions)
Phase 2- Midpoint crisis, stop, try to go in a specific single direction

Group Structure
Diverse Group – less cohesive at first; eventually changes 

Additive Task- Task dependent on every ones contribution to achieve it
Disjunctive Task – Depends on the strongest single link in the group 
Conjunctive Task- The single weakest link in the group

Norms and Roles in Social Interaction
Yawning 
Punctuality

Group Cohesiveness
When is it positive? 
When the objectives of the group are aligned with the objectives of the organization that it serves
When is it negative?
When the objectives of the group are solely centered around the group

Social loafing- motivation problem, free riding or sucker effect

Chapter 8 

Organizational Culture
Values, beliefs and shared assumptions that define what a company stands for. 

Strong Culture
No ambiguity, very clear and strong definition of what the company stands for. Leads to coordination, conflict resolution and financial success. 
Liabilities of Strong Cultures
Positive unless it leads to blind conformity : “cult behavior”. 
Resistance to Change, Culture clash, pathology 

Chapter 9 

Leadership 
Formal leadership- organization appoints someone whose job it is to lead the organization/ company. 
Informal leadership- someone who stands up to lead a group without actually having a title within the organization 

Trait theory of leadership
Says that leaders are born leaders 

Leadership Behaviors
Considerate leader- good listener, has personal concern for people 
Initiating structure- those who define the goal, define the ways things should be don, how you should achieve the goal

House’s Path-Goal Theory 
Directive Behavior: someone who directs the work of others, explains who thing should be done 
Supportive behavior: takes care of the needs of the individual
Participative Behavior: Tendency of leaders to seek input from subordinates

Chapter 11

Decision Making 
Well-Structured- everything is known (where we are, where we are going and how to get there). Dealt with by computers. 
Ill-structured Problem- everything is unknown 

Perfectly Rational Decision Making

Bounded Rationality 
Limited information
Time constraints
Limited Resources

Escalation of Commitment- continuing to invest in a loosing venture

How do emotions and mood affect decision making? 

Group Think- The tendency for people together to perceive the situation in the same manner (tendency to discard other possible solutions)

Chapter 12

Sexual Harassment- BAD
What to do to resolve sexual harassment?
Establish rules
Consequences

Chapter 13

Interpersonal conflict and its causes
Types of Conflict
Modes of managing conflict

Stressor- leads to stress 

* Understand the different types of stress that different roles occupy
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