Organizational behavior

Behaviour is a function of (personality and Environment)
   Organizations-social inventions for accomplishing common goals thru group efforts
The environment supplies-the organization creates-the environment consumes
Organizations are open systems^

Management- Defined as the art and science of getting things accomplished through others in organizations
First level-mobilization
Second-coordination
Third – strategic

                         individual
Input—task                     int       -output
                         Formal

 Job performance- Characteristics: Behavior, under employees control, contributes + or – to organizational goals

Task performance- behaviors that are directly involved in the transformation of resources into the goods and services sold/provided by the organization, job description, routine.

Voluntary- activities that contribute to the organization by improving the work setting, employees  who go above and beyond

Counterproductive work behaviors- that intentionally hinder organizational goal accomplishment
Types of CWB chart

Profile of a good performer chart

Relationship of commitment to an organization and work performance
High commitment- voice, loyalty
Low commitment – neglect, exit

Commitment because
-You want to be identified with that organization
 Errosion model : fewer bonds, likely to quit
Social influence: “contagion effect” if other people are leaving you might follow them

-Continuance commitment (I have to be here)
cost of staying and leaving
invested in the organization

-The right thing to do is to stay (loyalty)
staying because you ought to

Withdrawal-physical and psychological chart

Withdrawal behaviors: Three predictive models
Independent forms model
Compensatory forms model (-)
Progression model (+)

Commitment and employee behavior
Two forms of psychological contracts
-Relational contracts
-Transactional contracts

Takeaways
-voluntary turnover is costly
- three types of commitment
-affective commitment linked with best outcomes
-strong continuance commitment can “hurt” the organization
-Low commitment -> withdrawal behaviors
-Important factor that influences commitment, employee, employer relationship

Job satisfaction has a moderately positive relationship with job performance and a strong positive relationship with organizational commitment. It also has a strong positive relationship with life.

Job satisfaction is a collection of attitudes that workers have about their jobs

Attitudes
Fairly stable (un)favorable evaluations of
-specific objects, situations, persons, or categories of people
-boss
-etc

The majority of Canadians report being satisfied with their jobs 81% and like the people they work with

Does job satisfaction lead to high performance or does high performance lead to job satisfaction?

Determinants
-disposition
-some people are predisposed by virtue of their personalities to being more satisfied.
Despite changes in discrepancy and fairness.

Some personality traits are linked to job satisfaction (CANOE)

Employee satisfaction
-At a general level, employees are satisfied when their job provides the things that they value
-Values are those things that people consciously or subconsciously want to seek or attain

Commonly assed work values chart

Discrepancy theory
-A theory that job satisfaction stems from the discrepancy between the job outcomes wanted and the outcomes that are perceived to be obtained

Fairness
-Distributive fairness (based on equity theory)
-Procedural fairness

Value percept theory-chart
-Job satisfaction depends on whether you perceive that your job supplies the things that you value.
-people evaluate job satisfaction according to specific facets of the job

Dissatisfaction= (Vwant-Vhave) =(Vimportance)
-Vwant reflects how much of a value an employee wants
-Vhave indicates how much of that value the job supplies
-Vimportance reflects how important

Pay satisfaction-refers to employees feelings about their pay, including whether it is as much as they deserve, secure, and adequate for both normal expenses and luxury items

Promotion satisfaction refers to employee’s feelings about their ability to move up the ladder

Supervision satisfaction reflects employee’s feelings about their boss including whether the boss is competent, polite and a good communicator
 
Coworker satisfaction refers to employees feelings about their fellow employees, including whether coworkers are smart responsible helpful, fun, and interesting as opposed to lazy, gossipy, unpleasant, and boring

Satisfaction with the work itself reflects employees feelings about their actual work tasks, including whether those task are challenging, interesting, respected and make use of key skills rather than being dull, repetitive and uncomfortable.

Correlation between satisfaction facet and overall job satisfaction chart

Job characteristic theory
Variety is the degree to which the job requires a number of different activities that involve a number of different skills and talents

Identity is the degree to which the job requires completing a whole, identifiable, piece of work from the begging to end with a visible outcome

Significance 

Autonomy- how the job provides freedom

Feedback – clear info on how employee is performing

Critical psychological states
-Meaningfulness of work
-Responsibility

Job characteristic moderators
Knowledge and skill
GNS (Growth need strength)- captures whether employees have strong needs for personal accomplishment. (chart)

Job enrichment-is the process of using five items in the job characteristic model to create more satisfaction
-duties and responsibility associated with a job are extended to provide  more variety, Identity, autonomy. And so forth.
-Enrichment effort can indeed boost job satisfaction levels and heighten work accuracy and customer satisfaction, though training and labor cost tend to rise as a result of such changes

moods and emotions
rational (cognitive)
emotional (feel)
moods and emotions drive how we feel
duration 
intensity
target
a satisfied employee feels good about his or her job on average
job satisfaction reflects what you think about and how you feel about your job

Emotions- is intense short lived and triggered by an event

Moods -are less intense than emotions, but are longer lived and more diffused

Emotional contagion- is how these spread among individuals in a group

Emotional regulation- grin and bear it

Moods are states of feeling that are often mild in intensity, last for an extended period of time, and are not explicitly directed at or caused by anything.
Pleasant, activated, 

According to the affective events theory, workplace events can generate affective reactions, which then can go on to influence work attitudes and behaviours

Emotional labor- is the need to manage emotions to complete job duties successfully

Emotional contagion- shows that one person can catch or be infected by the emotions of another person 

Job satisfaction does influence job performance
-it is moderately correlated with task performance. Satisfied employees do a better job of fulfilling the duties described in their job descriptions
-job satisfaction is correlated with citizenship and influences organizational commitment

Life satisfaction is strongly related to job satisfaction.

Several methods assess the job satisfaction of rank and file employees, including focus groups, interviews, and attitude surveys. Or JDI  (Job descriptive index)

Job Descriptive Index- is a questionnaire designed around five facets of job satisfaction which includes- work, people, promotions, supervision,

Job characteristics theory suggest that five-core characteristics variety, identity, significance, autonomy, and feedback- combine to result in particular high levels of satisfaction with the work itself

Exam review- 
You should be able to
Explain theories and linkages
-compare and contrast constructs and theories
-identify limitation presented by the approaches
-provide real world practical examples of constructs 
-understand research support

Job performance
Job satisfaction
Organizational commitment
The field of organizational behaviour

1st midterm-

3rd class after midterm

Expectancy theory- the process people use to evaluate the likelihood that their efforts will lead to the results they want and the degree to which they want those results
Expectancy theory figure 6-2
Motivational force -equation

Equity Theory- an individual’s perception of fair and equitable treatment
-you can compare your ratio of outcomes and input to the ratio of some comparison other-some person who seems to provide an intuitive frame of reference for judging equity
-Any imbalance in ratios triggers equity distress-an internal tension that can only be alleviated by restoring a balance
table 6-5 and figure 6-5
table 6-6- judging equity with different comparison others

Psychologiacal empowerment (not super big deal)-reflects an energy rooted in the belief that work tasks contribute to some larger purpose
Meaningfulness- captures the value of a work goal or purpose, relative to a persons own ideas and passions
Self determination-reflects a sense of choice in the initiation and continuation of work tasks
Competence-captures a persons 
Impact-

Goal setting theory-views goals as the primary drivers of the intensity and persistence of effort
-Assigning employees specific and difficult goals will result in higher levels of performance
figure6-3-goal difficulty and task performance
Self set goals- the internalized goals that people use to monitor their own task progress
How do self set goals affect task performance?
Figure6-4-goal setting theory
Feedback- consist of updates on employee progress toward goal attainment
Tesk complexity- reflects how complicated the information and actions involved in a task are , as well as how much the task changes
Goal commitment- is defined as the degree to which a person accepts a goal and is determined to try to reach it
Table6-4 strategies for fostering goal commitment

Management by objectives (MBO)- not super big deal
Figure 6-6- why are some employees more motivated than others

Importance of motivation
Figure 6-7- effects of motivation on performance and commitment

Takeaways
Motivation is defined as a set of energetic forces that originates both within and outside an employee, initiates, work 


Chapter 7 I believe
Figure7-7-why are some authorities more trusted than others
Definitions
Trust-
Justice-reflects the perceived fairness of an authority’s decision making
Ethics-

Factors contributing to trust
Disposition based trust-
Cognition based trust-
Affect based trust-
[bookmark: _GoBack]Figure 7-1 – factors that ingluence trust levels
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