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Organizational Behaviour Book Notes 

Chapter 1 

Learning Objectives: 

1. Define organizations and describe their basic characteristics. 

Organization – social inventions for accomplishing common goals through group effort. 

· Social inventions – coordinated presence of people or a group of people 

· Goal accomplishment 

· Group effort – organizations depend on interaction and coordination among people to accomplish their goals. 

2. Explain the concept of organizational behaviour and describe the goals of the field. 

Organizational Behaviour – the attitudes and behaviours of individuals and groups in organizations. 

· The field of organizational behaviour is about understanding people and managing them to work effectively. 

· The field of organizational behaviour is concerned with how organizations can survive and adapt to change. 

i. Certain behaviours are necessary for survival and adaptation: 

1. they have to be motivated to join and remain in the organization; 

2. carry out their basic work reliably, in terms of productivity, quality, and service; 

3. be flexible to continuously learn and upgrade their knowledge and skills; and 

4. be flexible and innovative. 

· The field of organizational behaviour is concerned with how to get people to practice effective teamwork. 

· The field of organizational behaviour is concerned with explaining differences between successful and unsuccessful companies and using these explanations to improve organizational effectiveness and efficiency. 

Organizational behaviour is important to managers, employees, and consumers; and understanding it can make us more effective managers, employees, or consumers. 

Goals of organizational behaviour: 

· Predicting, explaining, and managing… Analysis followed by action is what organizational behaviour is all about.
· Predicting Organizational Behaviour 

· Predicting helps us anticipate – i.e. the ability to anticipate makes it easier to know when our friends might get angry, when our professors will respond favorably to an assignment, etc. 

· However, being able to predict organizational behaviour does not guarantee that we can explain the reason for the behaviour and develop an effective strategy to manage it. 

· Explaining Organizational Behaviour 

· Predicting and explaining are two separate things. 

· The ability to understand and explain the behaviour is the prerequisite for effectively managing it. 

· Explaining an event is much more difficult than predicting them – because there could be more than one reason for the cause of the event 

· i.e. somebody quitting from their job could be due to: 

· discrimination 

· poor pay 

· is bored 

· Managing Organizational Behaviour 

· If behaviours could be predicted and explained, it can often be controlled or managed. 

· If we truly understand the reasons for high-quality service, ethical behaviour, or anything else, we can often take sensible action to manage it effectively. 

3. Define management and describe what managers do to accomplish goals. 

Management – is defined as the art of getting things accomplished in organizations. 

Managers acquire, allocate, and utilize physical and human resources to accomplish goals. 

4. Contrast the classical viewpoint of management with that which the human relations movement advocated. 

Classical viewpoint and Bureaucracy (An early prescription on management that advocated high specialization of labour, intensive coordination, and centralized decision-making.) 

· Advocated by experienced managers or consultants. 

· Early 1900s – main people: Henri Fayol, James D Mooney, Lyndall Urwick. 

· This viewpoint tended to advocate a very high degree of specialization of labour and a very high degree of coordination. (Each to tend to its own affairs, with centralized decision making from upper management providing the coordination. 

· Frederick Taylor, father of scientific management (Frederick Taylor’s system for using research to determine the optimum degree of specialization and standardization of work tasks) also contributed to the classical school. 

· Max Webber is another father of the classical school of management – he made the term bureaucracy (Max Webber’s ideal type of organization that included a strict chain of command, detailed rules, high specialization, centralized power, and selection and promotion based on technical competence.) famous. 

Human Relations Movement (A critique of classical management and bureaucracy that advocated management styles that were more participative and oriented toward employee needs.) 

· This movement began with the research conducted at the Hawthorne plant of Western Electric by Elton Mayo in the 1920s and 1930s that illustrated how psychological and social processes affect productivity and work adjustment. Concerned with the impact of fatigue, rest pauses, and lighting on productivity and work adjustment. 

· The research showed that there is more of an impact to the effects of psychological and social processes on productivity and work adjustment. 

· The people involved included Chris Argyris, Alvin Gouldner, and Rensis Likert. 

· This movement advocated more people-oriented styles of management that catered to the employees. 

The difference between these two movements is simple – the first one focused on efficiency and effectiveness too much. Instead of looking after the employees doing the work they focused on making sure the work was done face and made sure that it was of good quality. The human relations movement moved past just the organization and found that if an employee’s psychological needs are catered to then the worker will produce effective products/services and prove to be efficient; with some exceptions. 

5. Describe the contemporary contingency approach to management. 

This approach was created to resolve the tension between the two previous approaches. 

The contemporary contingency report is an approach to management that recognizes that there is no one best way to manage, and that an appropriate management style depends on the demands of the situation. 

6. Explain what managers do – their roles, activities, agendas for action, and thought processes. 

Managerial Roles 

· Henry Mintzberg conducted an in-depth study of the behaviour of several managers, and concluded with the following roles of a manager: 

· Informational Roles (concerned with the various ways the manger receives and transmits information) 

· Monitor (scans the internal and external environments of the firm to follow current performance and to keep himself informed of new ideas and trends) 

· Disseminator (managers send information on both facts and prefrences to others) 

· Spokesperson (mainly sending messages into the organization’s external environment) 

· Interpersonal Roles (expected behaviours that have to do with establishing and maintaining interpersonal relations) 

· Figurehead (serves as a symbol of his or her organization rather than an active decision maker) 

· Leader (manager selects, mentors, rewards, and disciplines employees) 

· Liaison (manager maintains horizontal contacts inside and outside the organization) 

· Decisional Roles (deals with decision making) 

· Entrepreneur (manager turns problems and opportunities into plans for improved changes) 

· Disturbance handler (the manager deals with problems stemming from employee conflicts and addresses threats to resource and turf) 

· Resource Allocate (managers decide how to deploy time, money, personnel, and other critical resources) 

· Negotiator ( managers conduct major negotiations with other organizations or individuals) 

Managerial Activities 

· Created and discussed by Fred Luthans, Richard Hodgetts, and Stuart Rosenkrantz. 

· There are four basic types of activities. 

· Routine Communications – this includes the formal sending and receiving of information (as in meetings) and handling paperwork 

· Traditional management – planning, decision making, and controlling are the primary types of traditional management 

· Networking – networking consists of interacting with people outside the organization and informal socializing and politicking with insiders 

· Human resource management – This includes motivating and reinforcing, disciplining and punishing, managing conflict, staffing, and training and developing employees 

Managerial Agendas 

· John Kotter created the following categories after studying behaviours from several general managers: 

· Agenda Setting – Kotter’s managers all developed agendas of what they wanted to accomplish for the organization 

· Networking – Kotter’s managers all established a wide formal and informal network of key people both inside and outside the company 

· Agenda Implementation – the managers used the network to implement the agendas 

Managerial Minds 

· Herbert Simon and Daniel Isenberg have explored how managers think. 

· There are many observations that they found – however the most important one is managerial intuition. 

· Isenberg’s research presents that intuition is used by experienced managers in many ways: 

· To sense that a problem exists; 

· To perform well-learned mental tasks rapidly 

· To synthesize isolated pieces of information and data; and 

· To double-check more formal or mechanical analyses 

7. Describe the societal and global trends that are shaping contemporary management concerns. 

Some contemporary management concerns: 

· Diversity – Local and Global 

· Employee-Organization Relationships 

· A focus on quality, speed, and flexibility 

· Employee recruitment and retention 

Corporate Profile – Vancity Credit Union 

· Voted the BEST workplace in Canada, by Canadian Business magazine. 

· Located in British Columbia. 

· Formed in 1945 

Notes 

· The main factor that separates a successful business to a non-successful business is no longer technology, regulated markets, access to financial resources and economics of scale. In fact there is only one factor now that make a business successful, and that is how well it manages their employees 

Chapter 2 

Learning Objectives: 

1. Define personality and discuss its general role in influencing organizational behaviour. 

Personality is the relatively stable set of psychological characteristics that influences the way an individual interacts with his or her environment. – the personality summarizes his or her personal style of dealing with the world. It has more impact on “weak” (situations with loosely defined roles, few rules, and weak reward and punishment contingencies) situations, than on “strong” (more defined roles, rules and contingencies) situations. 

· Personality has a long and rocky history with OB. 

2. Describe the dispositional, situational , and interactionist approaches to organizational behaviour. 

· Started with the Dispositional Approach – focused on individual dispositions and personality. – This failed because after decades, research produced mixed and inconsistent findings. 

· Situational Approach emerged after the failure of the dispositional approach. 

i. Characteristics of the organizational setting, such as rewards and punishment, influence people’s feelings, attitudes and behaviour. 

· After countless debates a third approach combined the previous approaches to predicting and understanding organizational behaviour. This approach is Interactionist Approach. Organizational behaviour is a function of both disposition and situational approach. 

3. Discuss the Five-Factor Model of personality (Big Five). 

There are literally hundreds of adjectives that we can use to reflect this unique complexity – personality. 

· Extraversion – this is the extent to which a person is outgoing versus shy. Extraverts enjoy social situations – Introverts avoid them. 

i. Sociable or talkative (extraverts) 

ii. Withdrawn or shy (introverts) 

· Neuroticism (Emotional Stability) – degree to which a person has appropriate emotional control. 

i. Depressed or anxious (neuroticism) 

ii. Stable or confident (emotionally stable) 

· Agreeableness – extent to which a person is friendly and approachable. More agreeable people are warm and considerate. 

i. Tolerant or cooperative (high) 

ii. Cold or rude (low) 

· Conscientiousness – degree to which a person is responsible and achievement oriented. 

i. Dependable or responsible (high) 

ii. Careless or impulsive (low) 

· Open to experience – extent to which a person thinks flexibly and is receptive to new ideas. 

i. Curious or original (high) 

ii. Dull or unimaginative (low) 

These dimensions are very independent – you could be higher or lower in any combination of the dimensions mentioned above. This is a very genetic basis. 

The big five was found to be significantly related to motivation. 

4. Discuss the consequences of locus of control, self-monitoring, and self-esteem. 

Locus of Control – A set of beliefs about whether one’s behaviour is controlled mainly by internal or external forces. It is a continuum that has high internal control (people who believe that the opportunity to control their own behavior resides within themselves) at one end and high external control (people who believe that external forces determine their behaviour) Internals are very successful in the organizational world – because that perceive themselves as being able to control what happens to them – more satisfied with their jobs, earn more money, and achieve higher organizational positions. 

Self-Monitoring – The extent to which people observe and regulate how they appear and behave in social settings and relationships. This is on a continuum as well – people who are low self-monitors; are not concerned with scoping out and fitting in with those around them. High self-monitors take great care to observe and control the images that they project. High self-monitors tend to gravitate towards jobs that require role-playing or self-presentation skills – like law, public relations, sales, politics (communication skills). 

Self-Esteem – the degree to which a person has a positive self-evaluation. Basically, it is how well you like yourself. High self-esteem = favourable self-images; low self-esteem = unfavourable self-images

· The most interesting differences between people with high and low self esteem has to do with the plasticity of their thoughts, attitudes, and behaviours or what is known as Behavioural plasticity.
· According to BP theory people with low self-esteem tend to be more susceptible to external and social influences than those who have high self-esteem.  

  

5. Discuss positive and negative affectivity, proactive personality, general self-efficacy, and core self-evaluations. 

· Positive and Negative Affectivity - someone who is happy most of the time, and someone who is unhappy most of the time.

· High positive affectivity experience positive emotions and moods and view the world in a positive light, including themselves and other people – tend to be cheerful, enthusiastic, lively, sociable, and energetic.

· High negative affectivity experience negative emotions and moods and view the world around them - tend to be distressed, depressed, and unhappy. 

· Unlike other personalities these variables are considered dispositions because they can influence people’s emotions and mood states at work and influence job attitudes and work behaviour.

· Proactive Personality – how effective are you at taking initiative and changing your circumstances – this variable (Proactive Behaviour) is about taking initiative to improve one’s current circumstances or creating new ones.

· It involves challenging the status quo.

· Some people are better at this than others because they have a stable disposition toward PB.

· People with proactive personalities are relatively unconstrained by situational forces and act to change and influence their environment. 

· On the opposite side people without proactive personalities tend to be more passive. They tend to endure and be shaped by the environment around them. 

· General Self-Efficacy – GSE is a general trait that refers to an individual’s belief in his or her ability to perform successfully in a variety of challenging situations.

· Considered to be a motivational trait rather than an affective trait – because it reflects an individual’s belief that he or she can succeed at a variety of tasks rather than how an individual feels about him or herself. 

· High GSE = when that individual has experienced many successes in that individual’s life.

· Core Self-evaluations – refers to a broad personality concept that consists of more specific traits. 

· Individuals hold evaluations about themselves and their self-worth or worthiness, competence, and capability.

· There are four traits that make up a person’s core self-evaluation

· Self-esteem

· General self-efficacy

· Locus of control

· Neuroticism (emotional stability)

· People with positive self-evaluations have high job satisfaction and job performance. Core self-evaluations are also positivity related to life satisfaction.  

6. Define learning and describe what is learned in organizations.
· Learning occurs when practice or experience leads to a relatively permanent change in behaviour potential 

· Learning in organizations can be understood in terms of taxonomies that indicate what employees learn, how they learn, and different types of learning experiences.

· Learning content can be broken down to four primary categories:

· Practical skills – include job-specific skills, knowledge, and technical competence

· Intrapersonal skills – skills such as problem solving, critical thinking, learning, and risk taking.

· Interpersonal skills – include interactive skills such as communicating, teamwork and conflict resolution.

· Cultural awareness – involves learning the social norms of organizations understanding company goals, business operations, and company expectations and priorities. 

7. Explain operant learning theory and differentiate between positive and negative reinforcements. 

· Started in 1930s, with B.F. Skinner – investigated the behaviour of rats confined in a box containing a lever that delivered food pellets when pulled. Initially they would ignore it, but sometimes the rats accidently pulled the lever and over time they figured out that lever-pulling was a means of obtaining food. – that is Operant learning 
· Operant Learning – when the individual learns to operate on the environment to achieve certain consequences. (operant learned behaviour is controlled by the consequences that follow it)

· To increase the probability of behaviour, people use reinforcement (the process by which stimuli strengthen behaviours) – and this can be broken down into two categories:

· Positive Reinforcement – increases or maintains the probability of some behaviour by the application or addition of a stimulus to the situation in question. *in the example of the rats mentioned above – it is obvious that the positive reinforcement was the food pellets that came out when the lever was pulled.

· Note – it must increase or maintain the occurrence of some behaviour by its application to be considered positive reinforcement.

· Negative Reinforcement – increases or maintains the probability of some behaviour by the removal of a stimulus from the situation in question. Also occurs when a response prevents some event or stimulus from occurring. *if we use rats again – say the cage the rats were in were rigged with an electrical shock – however, if the rat pulled the lever the shock would stop – thus the rat learns to pull the lever whenever it feels the shock.

· Errors involving Reinforcement – pg 52

8. Explain when to use immediate versus delayed reinforcement and when to use continuous versus partial reinforcement. 

· To obtain Fast Acquisition – a continuous and immediate reinforcement should be used.

· Continuous – it should be applied every time that behaviour of interest occurs, and

· Immediate – it should be applied without delay after each occurrence.

· Persistent Behaviour – conditions of partial and delayed reinforcement is used.

· Partial – when not every instance of the behaviour is reinforced, and

· Delayed – when some time period elapses between its enactment and reinforcement.

· Diagram pg 55

9. Distinguish between extinction and punishment and explain how to use punishment effectively.
· Extinction – The gradual dissipation of behaviour following the termination of reinforcement.

· If the behaviour is not reinforced, it will gradually dissipate or be extinguished.

· Extinction works best when coupled with the reinforcement of some desired substitute behaviour.

· I.e. a joker in class – everyone laughs, take away laughs – no more jokes.

· Punishment – The application of an aversive stimulus following some behaviour designed to decrease the probability of that behaviour.

· Basically, the opposite of negative reinforcement – where a negative stimulus is applied rather than taken away.

· To use punishment effectively, it must be able to eliminate unwanted behaviour 

· Provide an acceptable alternative for the punished response

· Make sure the chosen punishment is truly aversive

· Punish immediately

· Do not reward unwanted behaviours before or after punishment

· Do not inadvertently punish desirable behaviour

      10. Explain social cognitive theory and discuss modeling, self – efficacy, and self – regulation. 

· This theory emphasizes the role of the cognitive processes in regulating people’s behaviour. Individual’s can also regulate their behaviour by thinking about the consequences of their actions, setting performance goals, monitoring their performance and comparing it to their goals, and rewarding themselves for goal accomplishment.

· According to Albert Bandura, social cognitive theory involves three components:

· Modelling – the process of imitating the behaviour of others.

· Humans also learn by observing the behaviours of others. Learning occurs by observing or imagining the behaviour of others, rather than through personal experience.

· Modelling involves observation, imagination, imitation, and self-reinforcement.

· Self-efficacy – refers to beliefs people have about their ability to successfully perform a specific task. 

· This is a task-specific cognitive appraisal of one’s ability to perform a specific task. Thus it is not a generalized personality trait.

· Self-efficacy is more of a cognitive belief rather than a stable personality trait – it can be changed and modified in response to different sources of information. 

· Diagram pg 59

· Self-efficacy involves performance mastery, observation, verbal persuasion and social influence.

· Self-regulation – the use of learning principles to regulate one’s own behaviour.

· Using the techniques involved in modelling can help control their own behaviour.

· This involves observing one’s own behaviour, comparing the behaviour with a standard, and rewarding oneself if the behaviour meets the standard.

      11. Describe the various organizational learning practices. 

· Organizational Behaviour Modification – the systematic use of learning principles to influence organizational behaviour.

· Most reinforcement occurs naturally rather than as the result of a conscious attempt to manage behaviour.

· Employee Recognition Programs – formal organizational programs that publicly recognize and reward employees for specific behaviours.

· To be effective a ERP must:

· Specify how a person will be recognized

· The type of behaviour being encouraged

· The manner of the public acknowledgement

· A token or icon of the event for the recipient

· Training Programs – refers to planned organizational activities that are designed to facilitate knowledge and skill acquisition to change behaviour and improve performance.

· Employees learn a variety of skills by attending formal training programs. Not only do they learn technical skills required to perform their jobs, training programs also teach employees non technical skills such as how to work in teams, how to provide excellent customer service, and ways to understand and appreciate cultural diversity. 

· Career Development – is an ongoing process in which individuals progress through a series of stages that consist of a unique set of issues, themes, and tasks.

Notes: 

· Learning is a critical requirement for effective organizational behaviour, and as you probably know, for organizations to remain competitive in today’s rapidly changing environment, employee learning must be continuous and life-long. 

· Behavioural Plasticity Theory – people with low self-esteem tend to be more susceptible to external and social influences than those who have high self-esteem.

· People’s experiences and work environment also have a strong effect on attitudes and behaviour. The environment can change people’s behaviour and even shape personalities.

· Performance Feedback – Providing quantitative or qualitative information on past performance for the purpose of changing or maintaining performance in specific ways. This is most effective when it is:

· Conveyed in a positive manner

· Delivered immediately after observing performance

· Represented visually, such as in graph or chart form

· Specific to the behaviour that is being targeted for feedback

· Social Recognition – informal acknowledgement, attention, praise, approval, or genuine appreciation for work well done from one individual or group to another. 

· Individuals are motivated to modify their behaviour in the pursuit of goal attainment (discrepancy reduction) – when individuals attain their goals, they are likely to set even higher and more challenging goals (discrepancy production)

· Behaviour Modelling Training – 

· Describing to trainees a set of well-defined behaviours (skills) to be learned

· Providing a model or models displaying the effective use of those behaviours

· Providing opportunities for trainees to practise using those behaviours

· Providing feedback and social reinforcement to trainees following practice

· Taking steps to maximize the transfer of those behaviours to the job

Chapter 3
Why has business made workplace equality and diversity a top business priority? What effect do equality and diversity programs have on employee attitudes and behaviour? And why do organizations often harbour false assumptions and myths about women and visible minority employees?
Learning Objectives

1. Define perception and discuss some of the general factors that influence perception.
· Perception is the process of interpreting the messages of our senses to provide order and meaning to the environment. – It helps sort out and organize the complex and varied input received by our senses of sight, smell, touch, taste, and hearing. Interpreting – people base their actions on the interpretation of reality that their perceptual system provides, rather than on reality itself. Most important perceptions that influence organizational behaviour – perceptions that organizational members have on each other. (Person Perception)

· Perception has three components.

· Perceiver (experience – (most important), motivational state, emotional state)

· Past experience = expectations 

· Needs – causing us to perceive what we want to perceive

· Perpetual Defence – “see what we want to see” & “hear what we want to hear”

· Target – interpretation and the addition of meaning to the target, and ambiguous targets are especially susceptible to interpretation and addition. 

· The perceiver does not or cannot always use all the information provided by the target.

· Situation – every instance of perception occurs in some situational context, and context can affect what one perceives. 

· Most important effect that the situation has is adding information about the target.   

2. Explain social identity theory and Bruner’s model of the perceptual process.
· The Social identity theory – people form perceptions of themselves based on their characteristics and memberships in social categories, as a result our sense of self is composed of a personal identity and a social identity.

· Personal identity – is based on our unique personal characteristics. Includes interests, abilities, and traits.

· Social identity – is based on out perception that we belong to carious social groups, such as our gender, nationality, religion, occupation, etc.
· We do this so we could make sense of and understand the social environment. 

· We are able to develop a sense of who or what we are – then embody all the values, beliefs, and ways of thinking, acting, and feeling.

· Social identities are relational and comparative – we form perceptions of others based on their memberships in social categories.

· The model of the perceptual process by James Bruner (how does the perceiver go about putting together the information contained in the target and the situation to form a picture of the target?)  - “when the perceiver encounters an unfamiliar target, the perceiver is very open to the informational cues contained in the target and the situation surrounding it. (Model on pg 78)

· This model demonstrates three important characteristics of the perceptual process –

· Perception is selective

· Our perceptual system works to paint a constant picture of the target

· Perceptual system also creates a consistent picture of the target

3. Describe the main biases in person perception.
Perception in the real world is always susceptible to a number of perceptual biases.

· Primacy Effect – the tendency for the perceiver to rely on early cues or first impressions.

· Often has a lasting effect

· Recency Effect – the tendency for a perceiver to rely on recent cues or last impressions.

· Reliance on central traits – when people organize their perceptions around personal characteristics of the target that are of special interest to them. 

· Implicit personality theories – personal theories that people have about which personality characteristics go together.

· Projection – the tendency for perceivers to attribute their own thoughts and feelings to others(People assume that others are like themselves).
· Stereotyping – the tendency to generalize about people in a certain social category and ignore variations among them 

4. Describe how people form attributions about the causes of behaviours.
Attribution – the process by which causes or motives are assigned to explain people’s behaviour.

· This process is important because many rewards and punishments in organizations are based on judgements about what really caused a target person to behave in a certain way. 

· Dispositional attributions – suggest that some personality or intellectual characteristic unique to the person is responsible for the behaviour, and that behaviour reflects that “true person.” I.e. greed, intelligence, friendliness, or laziness.

· Situational attributions – that the external situation or environment in which the target person exists was responsible for the behaviour, and that the person might have had little control over the behaviour. i.e. bad weather, good luck, proper tools, bad advice.

· We must ask:

· Does the person engage in the behaviour regularly and consistently (consistency cues)

· Consistency cues – reflect how consistently a person engages in some behaviour over time. High consistency = dispositional attributions  

· Do most people engage in the behaviour, or is it unique to this person? (consensus cues)

· Consensus cues – reflect how a person’s behaviour compares to that of others. Low consensus = dispositional attributions 

· Does the person engage in the behaviour in many situations or is it distinctive to one situation? (distinctiveness cues)

· Distinctiveness Cues – reflect the extent to which a person engages in some behaviour across a variety of situations. No distinctiveness cues = dispositional attributions

5. Discuss various biases in attribution.
· Fundamental Attribution Error – the tendency to overemphasise dispositional explanations for behaviour at the expense of situational explanations

· Actor-Observer Effect – the tendency for actors and observers to view the causes of the actor’s behaviour differently
· Self-Serving Bias – The tendency to take credit for successful outcomes and to deny responsibility for failures 

6. Discuss the concepts of workforce diversity and valuing diversity.
· Workforce diversity refers to differences among employees or potential recruits in characteristics such as gender, race, age, religion, cultural background, physical ability, or sexual orientation.

· The workforce is becoming more diverse

· There is a growing recognition that many organizations have not successfully managed workforce diversity.

· It isn’t only about tolerating diversity in today’s world – it is about “valuing diversity” (accepting what it is, and allowing it to flow)

· There are many competitive advantages to valuing and managing a diverse workforce (pg 88)

7. Discuss how racial, ethnic, gender, and age stereotypes affect organizational behaviour and what organizations can do to manage diversity.
Read pg 88 - 98

8. Define trust perceptions and perceived organizational support and discuss the factors that influence them.
Trust – a psychological state in which one has a willingness to be vulnerable and to take risks with respect to the actions of another party. 

· Trust perceptions toward management are based on three distinct perception:

· Ability – refers to employee perceptions regarding managements’ competence and skills
· Benevolence – refers to the extent that employees perceive management as caring and concerned for their interests and willing to do good for them.

· Integrity – refers to employee perceptions that management adheres to and behaves according to a set of values and principles that the employees find acceptable 

Perceived Organizational Support – employees’ general belief that their organization values their contribution and cares about their well-being.

· Employees who have strong POS – care about their workplace and wants to help their workplace succeed

· Many factors contribute to POS:

· Perceived supervisor support – supervisors with greater POS provide greater POS for their employees

· Fairness

· Organizational rewards

· Job conditions

9. Discuss person perception and perceptual biases.
Read pg 100 – 105

Chapter 4
Learning Objectives

1. Define values and discuss the implications of cross-cultural variation in values for organizational behaviour.
2. Define attitudes and explain how people develop and change attitudes.
3. Explain the concept of job satisfaction and discuss some of its key contributors, including discrepancy, fairness, disposition, mood, and emotion in promoting job satisfaction.
4. Outline the various consequences of job satisfaction and explain the relationship between job satisfaction and absenteeism, turnover, performance, organizational citizenship behaviour, and customer satisfaction.
5. Differentiate affective, continuance, and normative commitment and explain how organizations can foster organizational commitment.

Chapter 7
Learning Objectives

1. Define groups and distinguish between formal and informal groups.
Groups are two or more people interacting interdependently to achieve a common goal.


- Interaction is the most basic aspect of a group – it suggests who is in the group and who is not. 


- Interdependence means that group members rely to some degree on each other to accomplish a goal.


- These goals can be anything that the members seek to achieve.

Groups are social mechanisms by which we acquire many beliefs, values, attitudes, and behaviours.

Groups provide the context in which we are able to exert influence on others.
There are two types of groups:

Formal work groups – groups that organizations establish to facilitate the achievement of organizational goals. The hierarchy of most organizations is a series of formal interlocked work groups. (I.e. task force and committees) 

Informal work groups – groups that emerge naturally in response to the common interests of organizational members. 

2. Discuss group development.
Even simple groups are actually complex social devices that require a fair amount of negation and trial and error before individual members begin to function as a true group.
Forming => Storming => Norming => Performing => Adjourning

Forming – when group members “test the waters” 

Storming – conflict often emerges, the group starts sorting out the roles and responsibilities. Problems usually happen earlier than later in group development.
Norming – members resolve the issues that provoked the storming, and they develop and social consensus. Compromise is necessary and the groups become more cohesive.

Performing – since the group has finished sorting through the social structure, they focus their energies toward task accomplishment.

Adjourning – with groups that have a definitive life span, they often disperse after they have accomplished the goals that the group was trying to accomplish. Members often show emotional support for each other here.

This stage is a good model – but it does not model all groups. There will always be different groups that can skip some stages in the model. It usually does work with new groups, but that also is not for certain – like an airplane cockpit crew. 

There is also the Punctuated Equilibrium Model which is discussed in the notes section. This model is often seen when groups have a specific deadline. Created by Connie Gersick

3. Explain how group size and member diversity influence what occurs in groups.
Group structure refers to the characteristics of the stable social organization of a group (or the way the groups is put together).


Basic structural characteristics:



- Size (usually about 3-20 members)



- Member diversity


Other structural characteristics:


 
- Norms



- Roles



- Status



- Cohesiveness

The size of a group depends on the task that is being assigned:

- Additive tasks – we can predict potential performance by adding the performances of individual group members together. I.e. Building a house

- Disjunctive tasks – potential performance of the group depends on the performance of its best member. I.e. Research team creating a computer program

- Conjunctive tasks – the performance of the group is limited by its poorest performer. I.e. Assembly line operation

Process Loss – Groups performance difficulties stemming from the problems of motivating and coordinating larger groups. Thus, Actual Performance = potential performance – process loss

Therefore, additive and disjunctive tasks – a larger group might perform better. However, for purely conjunctive tasks, performance will decrease as the size of the group increases.

Group diversity has a strong impact on interaction patterns – a more diverse group might have a more difficult time communicating effectively and becoming cohesive. However, it is known that a more diverse group might perform better when the task requires cognitive and creative thought. So, if a manager values and manages diversity efficiently and effectively, it offsets some of the initial process loss costs of diversity and capitalizes on its benefits for group performance. 

4. Review how norms, roles, and status affect social interaction.
Social norms are collective expectations that members of social units have regarding the behaviour of each other (they are codes of conduct). 

Norms are an important function to providing regularity and predictability to behaviour.

Norms develop to regulate behaviours that are considered at least marginally important to their supporters. 

Individuals develop attitudes as a function of a related belief and value.

Some norms – 

Dress norms

Reward allocation norms

Performance norms

Roles are positions in a group that have a set of expected behaviours attached to them. 

Role Ambiguity – occurs when there is a lack of clarity of job goals or methods.

Organizational Factors => Role Sender => Focal Person

Role Conflict – exists when an individual faces with incompatible role expectations.

Intrasender role conflict – when one role sender provides incompatible role expectations

Intersender role conflict – when more than one sender provides incompatible role 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 – is the rank, social position, or prestige accorded to group members.

Two types of status systems – Formal and Informal  

5. Discuss the causes and consequences of group cohesiveness.
Group cohesiveness is a critical property of groups – cohesive groups those that are especially attractive to their members. Cohesive groups lead to effective goal accomplishment. 

Causes:
· Threats and competition

· Success

· Member Diversity

· Size

· Toughness of initiation

Consequences:
· More participation in Group Activities

· More Conformity

· More Success

The more cohesive a group tends to be, the more likely it will succeed in the achieving goals. 

6. Explain the dynamics of social loafing.
Social Loafing is the tendency that people have to withhold physical or intellectual effort when they are performing a group task.

Social Loafing is considered to be a motivation problem – and it contributes to process losses. 

There are two different forms: the free rider effect (people lower their effort to get a free ride at the expense of their fellow group members), the sucker effect (people lower their effort because of the feeling that others are free riding.

Some ways to counteract social loafing:

· Make individual performance more visible

· Make sure that the work is interesting

· Increase feelings of indispensability

· Increase performance feedback

· Reward group performance 

7. Discuss how to design and support self-managed teams.
Self-managed work teams generally provide their members with the opportunity to do challenging work under reduced supervision. 

To design a proper self-managed team, organizations use the phrase: “Stable, small, and smart”

· Stability = considerable interaction and high cohesiveness

· Size = should be as small as is feasible

· Expertise = group members should have a high level of expertise

· Diversity = similar enough to work well together and diverse enough to bring a variety of perspectives and skills to the task at hand

To support a self-managed team:

· Training

· Technical Training

· Social skills

· Language skills

· Business training

· Rewards

· Management 

8. Explain the logic behind cross-functional teams and describe how they can operate effectively.
Cross-functional teams bring people with different functional specialties together to better invent, design, or deliver a product of service – these teams could be self-managed and permanent.

The general goal behind a cross-functional team is to combine innovation, speed, and quality that come from early coordination among the various specialties. 

Principles of effectiveness:

· Composition

· Superordinate goals – attractive outcomes achieved from collaboration

· Physical proximity

· Autonomy

· Rules and procedures

· Leadership

9. Understand virtual teams and what makes them effective.
Virtual Teams are work groups that use technology to communicate and collaborate across space, time, and organizational boundaries. 

The advantages that occur when using virtual teams are reduced travel costs, greater potential talent, and continuous work flows, but pose dangers in terms of miscommunication, trust, and feelings of isolation.

Notes –

Punctuated Equilibrium Model – a model of group development that describes how groups with deadlines affected by their first meetings and crucial midpoint transitions.


- Equilibrium means stability

- Phase 1: First meetings and continues until the midpoint in the group’s existence

- Midpoint Transition: Usually happens half-way towards the group’s deadline.

- Phase 2: Decisions and approaches adopted at the midpoint get played out in Phase 2.

Advice on how to proceed when this type of model is relevant can be found on ps. 229

· A work group is effective when

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

· Group members` needs are satisfied rather than frustrated by the group

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

· Effectiveness occurs when high effort is directed toward the group`s task, when great knowledge and skill are directed toward the task, and when the group adopts sensible strategies for accomplishing its goals. *sweat, smarts, and style

Chapter 8
Learning Objectives

1. Understand the difference between information dependence and effect dependence.
Information dependence is the reliance on others for information about how to think, feel, and act.

Effect dependence is the reliance on others due to their capacity to provide rewards and punishment.

2. Differentiate compliance, identification, and internalization as motives for social conformity.
Compliance is the simplest, most direct motive for conformity to group norms. – It occurs because a member wishes to acquire rewards from the group and avoid punishment. (Effect Dependence)

Identification is the conformity to a social norm prompted by perceptions that those who promote the norm are attractive or similar to one-self. (A bit of Effective Dependence, but mostly Information Dependence)

Internalization is the conformity to a social norm prompted by true acceptance of the beliefs, values, and attitudes that underlie the norm.

In the motives above it is clear that those who experience effect dependence are those in compliance mode – where they might not actually believe the values or beliefs, but they follow them to avoid punishment or acquire reward.

A little compliance can go a long way...

3. Describe the socialization process and the stages of organizational socialization.
Socialization is the process by which people learn the norms and roles that are necessary to function in a group or organization – A learning process in which new members must acquire knowledge, change their attitudes, and perform new behaviours.

a) Socialization Methods => b) Proximal Socialization Outcomes => c) Distal Socialization Outcomes  

a) 

- Realistic job previews

- Employee orientation programs

- Employee orientation programs

- Socialization tactics

- Mentoring

- Proactive tactics

b) (Immediate Outcomes)


- Learning


- Task Mastery

 
- Social integration


- Role Conflict


- Role Ambiguity


- Person-job fit


- Person-organization fit

c) (Longer-term Outcomes)


- Job satisfaction


- Organizational commitment


- Organizational Identification


- Organizational citizenship behaviour


- Job performance


- Stress


- Turnover

Person-job fit refers to the match between an employee’s knowledge, skills, and abilities and the requirements of a job.
Person-organization fit refers to the match between an employee’s personal values and the values of an organization.
Three stages of socialization

Anticipatory Socialization is the first hurdle to enter the organization and become an organizational member. This can happen before any choice of entering an organization; it could even include a person’s education.

Encounter is when the person encounters day-to-day reality of this life. Orientation programs, training programs, seminars are all included in this stage in the process.

Role Management is the last stage after the final hurdle in the process of socialization. The individual should have survived the encounter stage and acquired basic role behaviours. Now the individual must fine-tune and actively manage their role in the organization.

4. Describe the implications of unrealistic expectations and the psychological contract for socialization.
Unrealistic Expectations is when people who enter an organization hold many expectations that prove to be inaccurate and often unrealistically high, after entering the organization.


The experience a reality shock and their expectations are not met.
Psychological Contract refers to beliefs held by employees regarding the reciprocal obligations and promises between them and their organization. 
5. Describe the main methods of socialization and how newcomers can be proactive in the socialization.
Realistic Job Previews is the provision of a balanced, realistic picture of the positive and negative aspects of a job to applicants.

Employee Orientation Programs

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

Institutionalized

· Collective and Formal - Context
· Sequential and Fixed - Content 
· Serial and Investiture - Social Aspects
Individualized

· Individual and Informal - Context
· Random and Variable - Content
· Disjunctive and Divestiture - Social Aspects
Mentoring is 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.

Proactive socialization is the process through which newcomers plan an active role in their own socialization through the use of a number of proactive socialization tactics.

· General socializing

· Boss relationship building

· Networking

· Feedback-seeking

· Information-seeking

· Observation

· Behavioural self-management

· Relationship building

· Job change negotiation

· Involvement in work-related activities

· Career-enhancing strategies  

6. Define organizational culture and discuss the contributors to a culture.
Organizational Culture is the shared beliefs, values, and assumptions that exist in an organization.

Subcultures are smaller cultures that develop within a larger organizational culture that are based on differences in training, occupation, or departmental goals.

Strong culture is an organizational culture with intense and pervasive beliefs, values, and assumptions.

Contributors to the Culture
· The Founder’s Role

· Socialization

7. Discuss the assets and liabilities of strong organizational cultures.

Assets (or advantages)

· Coordination, where the right hand knows what the left hand is doing; and vice versa.

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

· Financial Success, a strong culture pays off in terms of dollars and cents.

Liabilities (or disadvantages)

· Resistance to Change
· Culture Clash
· Pathology
8. Describe how to diagnose an organizational culture.

· Symbols

· Rituals

· Stories

Chapter 9
Learning Objectives

1. Define and discuss the role of both formal and emergent leadership.
Leadership occurs when particular individuals exert influence on the goal achievement of others in an organizational context – one trait shared by effective leaders is the ability to drive relentlessly toward a goal.
People who have titles such as executive, manager, supervisor, etc are known as Formal Leaders.
Individuals who emerge into informal roles are called Emergent Leaders.
2. Explain and critically evaluate the trait approach to leadership.
Traits are personal characteristics of the individual, including physical characteristics, intellectual ability, and personality.

· Intelligence

· Energy

· Self-confidence

· Dominance

· Motivation to lead

· Emotional stability

· Honesty and Integrity

· Need for Achievement

Great traits are a big part of what makes a leader successful; however, research has shown that it is difficult to determine exactly whether traits make the leader or whether the opportunity for leadership creates the traits. The trait approach is mainly concerned with what leaders bring to a group setting – the limitations created an interest to what leaders DO in group settings.   
3. Explain the task function and social-emotional function of emergent leadership and the concepts of consideration, initiating structure, reward, and punishment leader behaviour and their consequences.
Task leader is a leader who is concerned with accomplishing a task by organizing others, planning strategy and dividing labour.

Social-emotional leader is a leader who is concerned with reducing tension, patching up disagreements, settling arguments, and maintaining morale.

Consideration is the extent to which a leader is approachable and shows personal concern and respect for employees – seen as a friendly, egalitarian, expresses appreciation and support, and is protective of group welfare.

Initiating Structure is the degree to which a leader concentrates on a group goal attainment – this leader must clearly define and organize their role and the role of followers, stresses standard procedures, schedules the work to be done, and assigns employees to particular tasks.

Leader reward behaviour is the leader’s use of complements, tangible benefits, and deserved special treatment.

Leader punishment behaviour is the leader’s use of reprimands or unfavourable task assignments and the active with holding of rewards.   

4. Describe and evaluate Fiedler’s Contingency Theory.
Fred Fiedler’s theory (contingency theory) states that the association between leadership orientation and group effectiveness is contingent on how favourable the situation is for exerting influence – some situations are more favourable for leadership than others, and these situations require different orientations on the part of the leader.

Leadership orientation – two types:

· Relationship oriented – despite the fact that the LPC is or was difficult to work with, the leader can still find positive qualities in him or her – motivated to maintain interpersonal relations.
· Task oriented – allows the low-task competence of the LPC to colour his or her views of the personal qualities of the LPC - motivated to accomplish the task at hand.
Situational Favourableness – this is the contingency part of the contingency theory:

· A favourable leadership situation exists when the leader has a high degree of control and when the results of this control are very predicable. Factors that affects this is:

· Leader-member relations: when the relationship between the member and the leader is good

· Task structure: structured tasks at hand are best

· Position Power: the more position power the leader holds, the more favourable is the leadership situation. 

In summary – task oriented is good when favourableness is high or extremely low, and relationship oriented is good when favourableness is in the middle.

5. Describe and evaluate House’s Path-Goal Theory.
Robert House’s theory concerned with the situation under which various leader behaviours (directive, supportive, participative, achievement oriented) are most effective – the effective leader must be able to form a connection between employee goals and organizational goals.


Leader Behaviour – there are four types of behaviours:

· Directive behaviour – schedule work, maintains performance standards, and let employees know what is expected from them. * just like initiating structure

· Supportive behaviour – friendly, approachable, and concerned with pleasant interpersonal relationships. * just like consideration

· Participative behaviour – consults with employees about work-related matters and considers their opinions. 

· Achievement-oriented behaviour – encourage employees to exert high effort and strive for a high level of goal accomplishment.
Situational Factors – there are two types of factors

· Employee characteristics

· Work environment

The proper path – creates good employee outcomes.

6. Explain how and when to use participative leadership.
Participative Leadership means involving employees in making work-related decisions. 

Use Victor Vroom and Arthur Jago’s situational model of participation.

This type of leadership style can lead to:

Good – Motivation, Quality, and Acceptance

Bad – Time and energy, Loss of power, Lack of receptivity or knowledge 

7. Describe and evaluate Leader-Member Exchange Theory.
Leader-member exchange theory is a theory of leadership that focuses on the quality of the relationship that develops between a leader and an employee – it is a relationship-based approach to leadership. 


Effective leadership processes result when leaders and employees develop and maintain high-quality social exchange relationships.

High LMX – involve a high degree of mutual influence and obligation as well as trust, loyalty, and respect between a leader and an employee.

Low LMX – involve low trust, respect, obligation, and mutual support.

Research has found that the higher-quality LMX relationships result in a number of positive outcomes for leaders, employees, work units, and organizations.  

8. Discuss the merits of transformational and transactional leadership.
Transactional leadership is leadership that is based on a fairly straightforward exchange between the leader and the followers


Management by exception is the degree to which the leader takes corrective action on the basis of results of leader-follower transaction. 

Transformational leadership is leadership where the leader decisively changes the beliefs and attitudes of followers to correspond to this new vision and motivates them to achieve performance beyond expectations. The skills used to pursue this type of leadership are:

· Intellectual Stimulation – when you stimulate members to think
· Individualized consideration – involves treating employees as distinct individuals, indicating concern

· Inspirational Motivation

· Charisma – the ability to command strong loyalty and devotion from the followers and thus have the potential for strong influence among them.

9. Describe and evaluate strategic leadership.
Strategic Leadership refers to a leader’s ability to anticipate, envision, maintain flexibility, think strategically and work with others to initiate changes that will create a viable future for the organization – they can provide an organization with a sustainable competitive advantage by helping their organizations compete in turbulent and unpredictable environments and by exploiting growth opportunities. 

There are six components to effective strategic leadership:

· Determining the firm’s purpose or vision

· Exploiting and maintaining core competencies

· Developing human capital

· Sustaining an effective organizational culture

· Emphasizing ethical practices

· Establishing balanced organizational controls 

· They must also focus on growth opportunities, create, manage, and mobilize knowledge and intellectual capital, be open and honest, and focus on the future.

10. Explain the role that culture plays in leadership effectiveness and describe global leadership.
Global leadership is a set of leadership capabilities required to function effectively in different cultures and the ability to cross language, social, economic, and political borders.

Global leaders have the following characteristics:

· Unbridled inquisitiveness

· Personal characteristics

· Duality

· Savvy

11. Define and discuss ethical leadership.
Ethical leadership is 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.

Ethical leadership is a new and emerging area of leadership research, and as a result very little research has been conducted. However, the more ethical leader you portray to be to your employees, the better response you will receive from them. 

12. Describe gender differences in leadership styles.
There are differences in leadership style between men and women in organizational settings. Women leaders tend to be more transformational than man leaders, and they also engage in more contingent reward behaviours. Men leaders engage in more management by exception and laissez-faire leadership.

Chapter 10

Learning Objectives

1. Define communication and explain why communication by the strict chain of command is often ineffective.
Communication is the process by which information is exchanged between a sender and a receiver.

S – Thinking => Encoding => Transmitting => Perceiving => Decoding => Understanding – R
Effective communication is the right people receive the right information in a timely manner.

Chain of command – lines of authority and formal reporting relationships.


There are three types:

· Downward communication – flows from the top of the organization toward the bottom

· Upward communication – flows from the bottom of the organization toward the top

· Horizontal communication – occurs between departments or functional units

The problems with chain of command communication are:

· Informal communication

· Filtering – tendency for a message to be watered down or stopped altogether at some point during transmission

· Open door policy

· Slowness

2. Discuss barriers to effective manager-employee communication.
Manager-employee communication consists of the one-to-one exchange of information between a boss and an employee.

Barriers to Effective Manager-Employee Communication

· Conflicting Role Demands 

· The Mum Effect – the tendency to avoid communicating bad news to others.

3. Explain the organizational grapevine and discuss its main features.
Grapevine is an organization’s informal communication network that exists in any organization – it cuts across formal lines of communication that are recognized by management.  

Some distinguishing features of this system:

· It can be made through many forms of communication

· Organizations could have several grapevines

· The grapevine can transmit information relevant to the performance of the organization as well as personal gossip.

At least 75% of what is said in the grapevine is usually true.

4. Review the role of verbal and non-verbal communication at work.
Jargon is specialized language used by job holders or members of particular occupations or organizations.

Nonverbal communication is the transmission of messages by some medium other than speech or writing – they can be very powerful and often communicate the “real stuff,” while the words serve as a smoke screen.

Body language is the nonverbal communication by means of a sender’s bodily motions, facial expressions, or physical location.

Props, artifacts and costumes 

5. Discuss gender differences in communication and how these differences can cause communication problems.
According to Deborah Tannen – not only are there gender differences in communication styles, but these differences influence the way that man and women are perceived and treated in the workplace.

The differences in communication styles between men and women almost always reflect negatively on women and place them in a one-down position.

6. Discuss the challenges relating to cross-cultural communication and identify useful strategies to deter miscommunication.
Some barriers:

· Language Differences

· Nonverbal communication across cultures

· Etiquette and politeness across cultures

· Social conventions across cultures

Cultural context is the cultural information that surrounds a communication episode. 

7. Define computer-mediated communication and highlight its strengths and weaknesses.
Computer-mediated communication is communication that relies on computer technology to facilitate information exchange 

The more personal the message is the more rich the information will be to the receiver.
8. Review personal strategies and organizational initiatives aimed at enhancing communication.
Read pg 359 – pg 363

Chapter 11

Learning Objectives

1. Define decision making and differentiate well-structured and ill-structured problems.
When a question arises in an organization – it usually will call for Decision making, which is the process of developing a commitment to some course of action. This involves making a choice, and involves knowing how you came to that choice. 


Problem is a perceived gap between an existing state and a desired state.

Well-structured problems is a problem for which the existing state is clear, the desired state is clear, and how to get from one state to the other is fairly obvious – problems are simple and the solution arouse little controversy. (Repetitive and Familiar)


Programs are used, which is a standardized way of solving a problem.

Ill-structured problems is a problem for which the existing and desired states are unclear, and the method of getting to the desired state is unknown – generally unique problems with unique solutions and frequently arouse controversy and conflict among the people who are interested in the decision. (Complex and involve a high degree of uncertainty)

2. Compare and contrast perfectly rational decision making with decision making under bonded rationality.
Perfect rationality is a decision strategy that is completely informed, perfectly logical, and oriented toward economic gain.

Bounded rationality is a decision strategy that relies on limited information and that reflects time constraints and political considerations.

Rational Decision Making

Identify Problem => Search relevant info => Develop alt. Solution => Evaluate Solutions => Choose    => Implement chosen solution => Monitor and evaluate Chosen Solution 

Pg 388 – look at the chart

3. Discuss the impact of framing and cognitive biases on the decision process.
The following both illustrate the operation of bounded rationality.

Framing refers to the aspects of the presentation of information about a problem that are assumed by decision makers – this can include assumptions about the boundaries of a problem, the possible outcomes of a decision, or the reference points used to decide if a decision is successful.

Cognitive Biases are tendencies to acquire and process information in a particular way that is prone to error.
4. Explain the process of escalation of commitment to an apparently failing course of action.
Escalation of commitment is the tendency to invest additional resources in an apparent failing course of action.


Hindsight refers to the tendency to review the decision-making process that was used to find out what was done right or wrong.
5. Consider how emotions and mood affect decision making.
People do not like to be wrong – and they often become emotionally attached to the failing course of action that signals escalation of commitment.

Research reveals the following:

· People in a positive mood tent to remember positive information. Those in a negative mood remember negative information.

· People in a positive mood tend to evaluate objects, people, and events more positively. Those in a negative mood provide more negative evaluations.

· People in a good mood tend to overestimate the likelihood that good events will occur and underestimate the occurrence of bad events. People in a bad mood do the opposite.

· People in a good mood adopt simplified, shortcut decision-making strategies more likely violating the rational model. People in a negative mood are prone to approach decisions in a more deliberate, systematic, detailed way.

· Positive mood promotes more creative, intuitive decision making.

6. Summarize the pros and cons of using groups to make decisions with attention to the groupthink phenomenon and risk assessment.

Why use groups?

· Decision Quality

· Groups are more vigilant than individuals are

· Groups can generate more ideas than individuals can

· Groups can evaluate ideas better than individuals can

· Decision Acceptance and Commitment

· Diffusion of responsibility – the ability of group members to share the burden of the negative consequences of a poor decision.

Disadvantages of group decision-making

· Time

· Conflict

· Domination

· Groupthink – the capacity for group pressure to damage the mental efficiency, reality testing, and moral judgement of decision making groups.

· Groupthink symptoms:

· Illusion of invulnerability

· Rationalization

· Illusion of morality

· Stereotypes of outsiders

· Pressures for conformity

· Self-censorship

· Illusion of unanimity

· Mindguards

Risky shift is the tendency for groups to make riskier decisions than the average risk initially advocated by their individual members.

Conservative shift is the tendency for groups to make less risky decisions than the average risk initially advocated by their individual members.

When a group enters a discussion with an opinion of which decision to go with conservative or risky – it is known that after the discussion the group strays more to the left or right => becoming more conservative or riskier respectively.

7. Discuss techniques for improving organizational decision making.

Some ways to improve organizational decision making:

Training discussion leaders – discussions for decisions run smoother with a leader there to guide it.

Stimulating and Managing Controversy (appointing a devil’s advocate) – someone appointed to identify and challenge the weaknesses of a proposed plan or strategy.

Traditional or Electronic Brainstorming – an attempt to increase the number of creative solution alternatives to problems by focusing on idea generation rather than evaluation.

Nominal group technique – a structure group decision-making technique in which ideas are generated without group interaction and then systematically evaluated by the group.

Delphi technique – a method of pooling a large number of expert judgements by using a series of increasingly refined questionnaires.  
Notes – 

Bounded rationality can lead to the following problems:

· Perceptual Defence: the perceptual system may act to defend the perceiver against unpleasant perceptions

· Problems defined in terms of functional specialty

· Problems defined in terms of solution

· Problems diagnosed in terms of symptoms

Information search:

· Too little information – sometimes decision makers do not acquire enough information to make a good decision. Confirmation Bias is the tendency to seek out information that conforms to one’s own definition of or solution to a problem.

· Too much information – researching too much information can also damage the quality of decisions. Information overload is the reception of more information that is necessary to make effective decision.

Alternative Development, Evaluation, and Choice;

· Maximization is the choice of the decision alternative with the greatest expected value; this is decided after a set of alternative solutions are created.

· Anchoring effect is the inadequate adjustment of subsequent estimates from an initial estimate that serves as an anchor.

· Decision makers working under bounded rationality frequently satisfices rather than maximizes. Satisficing means that the decision maker establishes an adequate level of acceptability for a solution and then screens solutions until he or she finds one that exceeds this level.

Risky business (Choosing Alternative)

Solution Implementation

Solution Evaluation

· Sunk costs are permanent losses of resources incurred as the result of a decision.   
Chapter 12
Learning Objectives

1. Define power and review the bases of individual power.
Power is the capacity to influence others who are in a state of dependence – power is the capacity, it is not always perceived or exercised. The target of power is dependent on the powerholder does not imply that a poor relationship exist between the two. Power can flow in any direction in an organization. Power is a broad concept that applies to both individuals and groups.

Power can be found in the position that you occupy in the organization or the resources that you are able to command.

First base: Legitimate Power: is dependent on one’s position or job

Other bases: 
· Reward Power: Power derived from the ability to provide positive outcomes and prevent negative outcomes.

· Coercive Power: Power derived from the use of punishment and threat.

· Referent Power:  Power derived from being well liked by others.

· Expert Power: Power derived from having special information or expertise that is valued by an organization.

· Employee Response (Best to Worst)

· Referent

· Expert

· Legitimate

· Reward

· Coercive 

2. Explain how people obtain power in organizations.
Doing the right things

Extraordinary Activities – excellent performance of a routine job might not be enough to obtain power. You must perform excellent in non-routine jobs.

Visible Activities extraordinary activities will fail if no one knows about them
Relevant Activities visible extraordinary activities will fail if it is not relevant.
Cultivating the right people 

Outsiders – creating relationships with people outside your organization


Subordinates


Peers


Superiors
3. Discuss the concept of empowerment.
Empowerment is giving people the authority, opportunity, and motivation to take initiative and solve organizational problems – however there are two sides to the spectrum:

· Lack of power = ineffective performance

· Abuse of power = ineffective performance

You need to find a way to empower your employees with enough power to carry on their jobs.

4. Review various influences tactics.
Influence tactics are tactics that are used to convert power into actual influence over others. Some tactics include:

· Assertiveness: ordering, nagging, setting deadlines, etc.

· Ingratiation: using flattery and acting friendly

· Rationality: using logic

· Exchange: doing favours or offering to trade favours

· Upward Appeal: making formal or informal appeals to organizational superiors

· Coalition Formation: seeking united support from other organizational members

What determines which tactic you use?

· Bases of power

· Whom you are trying to influence

5. Provide a profile of power seekers.
At first glance everyone is a power seeker.

6. Explain strategic contingencies and discuss how subunits obtain power.
Subunit Power is the degree of power held by various organizational subunits, such as departments within an organization.

Subunits obtain power by controlling strategic contingencies, which are critical factors affecting organizational effectiveness that is controlled by a key subunit.

The can control strategic subunits under the following conditions:

· Scarcity: differences in subunit power are likely magnified when resources become scarce.

· Uncertainty: organizations detest the unknown 

· Centrality: subunits whose activities are most central to the workflow of the organization

· Substitutability: decrease in power can occur when someone else can do the job 

7. Define organizational politics and discuss its various forms.
Organizational Politics is the pursuit of self-interest in an organization, whether or not this self-interest corresponds to organizational goals – politics involves using means of influence that the organization does not sanction, or pursuing ends or goals that are not sanctioned by the organization.

Means and Ends Matrix – pg 421

· Sanctioned means/sanctioned ends (agreed on goals)
· Sanctioned means/non sanctioned ends (acceptable means of influence are abused)
· Non sanctioned means/sanctioned ends (ends that are acceptable are pursued through questionable means)
· Non sanctioned mean/non sanctioned ends (disapproved tactics are used to pursue disapproved means) 

Political Skill is the ability to understand others at work and to use that knowledge to influence others in ways that enhance one’s personal or organizational objectives.

Networking is establishing good relations with key organizational members and outsiders to accomplish one’s goals. 

Machiavellianism is a set of cynical beliefs about human nature, morality, and the permissibility of using tactics to achieve one’s ends.

8. Define ethics and review ethical dilemmas that managers face.
Ethics is the systematic thinking about the moral consequences of decisions.

9. Define sexual harassment and discuss what organizations can do to prevent it and how they should respond to allegations.
Not responsible for...

Chapter 13

Learning Objectives

1. Define interpersonal conflict and review its causes in organizations.
Interpersonal conflict is a process that occurs when one person, group, organizational subunit frustrates the goal attainment of another – in its classic form conflict often involve antagonistic attitudes and behaviours. This would include name calling, sabotage, or even physical aggression.

The following are causes of organizational conflict:

· Group identification and intergroup bias

· A member of one group could start a conflict with a member from another group

· Interdependence

· When people or groups are dependent on others there is a potential for conflict

· Differences in:

· Power: if A needs B, but B does not need A – B has power over A

·  Status

· Culture

· Ambiguity

· If goals or rules in an organization is not known

· Scarce Resources

2. Explain the types of conflict and the process by which conflict occurs.
There are three types of conflict:

· Relationship conflict is when interpersonal tensions among individuals that have to do with their relationship per se, not the task at hand
· Task conflict is disagreements about the nature of the work to be done

· Process conflict is disagreements about how work should be organized and accomplished
3. Discuss the various modes of managing conflict.
There are five ways to manage conflict in an organization:

· Avoiding is a conflict management style characterized by low assertiveness of one’s own interests and low cooperation with the other party. (unassertive and uncooperative)

· Accommodating is a conflict management style in which one cooperates with the other party, while not asserting one’s own interests. (unassertive and cooperative)

· Competing is a conflict management style that maximizes assertiveness and minimizes cooperation (Assertive and uncooperative)

· Compromise is a conflict management style that combines intermediate levels if of assertiveness and cooperation (the middle)

· Collaborating is a conflict management style that maximizes both assertiveness and cooperation (Assertive and Cooperative)  
4. Review a range of negotiation techniques.
Negotiation is a decision making process among interdependent parties who do not share identical preferences.
There are three well known techniques:

· Distributive Negotiation Tactics – where it is a win-lost negotiation in which a fixed amount of assets is divided between parties – essentially a single issue negotiation.

· Threats and Promises

· Firmness versus concessions

· Persuasion

· Integrative Negotiation Tactics – where it is a win-win negotiation that assumes that mutual problem solving can enlarge the assets to be divided between parties. 

· Copious information exchange

· Framing differences as opportunities

· Cutting costs

· Increasing resources

· Introducing Subordinate Goals

· Third party involvement

· Mediation

· Arbitration – when the third party is given the authority to dictate the terms of settlement of a conflict.    

5. Discuss the merits of stimulating conflict.
Sometimes conflict can prove to be good for an organization:

Conflict => Change => Adaptation => Survival

Conflict stimulation is a strategy of increasing conflict to motivate change.
6. Distinguish among stressors, stress, and stress reactions.
Stressors are environmental events or conditions that have potential to induce stress – there are some conditions that would prove stressful for just about everyone.

Stress is a psychological reaction to the demands inherent in a stressor that has the potential to make a person feel tense or anxious.

Stress reactions are the behavioural, psychological, and physiological consequences of stress.
7. Discuss the role that personality plays in stress.
Locus of control – a set of beliefs about whether one’s behaviour is controlled mainly by internal or external forces. 

Type A behaviour Pattern – a personality pattern that includes aggressiveness, ambitiousness, competitiveness, hostility, impatience, and a sense of time urgency
Negative affectivity – propensity to view the world, including oneself and other people, in a negative light.

8. Review the sources of stress encountered by various organizational role occupants.
9. Describe behavioural, psychological, and physiological reactions to stress and discuss techniques for reducing or coping with stress.
Chapter 14
Organizational structure the manner in which an organization divides its labour into specific taks and achieves coordination among these tasks.

Vertical decision labour:

· Autonomy and control: it is reduced to a number of levels in the hierarchy

· Communication:

Horizontal Division of Labour: groups basic tasks that must be performed into the jobs then into the departments so that the organization achieves its goals. 

· Job Design

· Differentiation: the tendency for managers in different departments, units, functions to differ in terms of goals, time spans, and interpersonal styles.
Departmentation:

· Functional departmentation: employees with closely related skills and responsibilities are assigned to the same department.

