Chapter 5 – Foundations of Employee Motivation
Motivation – forces within a person that affect his/her direction, intensity, and persistence of voluntary behaviour
Employee engagement – individual’s emotional and cognitive motivation, particularly, a focused, intense, persistent, and purposive effort toward work-related goals.
Drives – hardwired characteristic of the brain that correct deficiencies or maintain an internal equilibrium by producing emotions to energize individuals
Needs – goal-directed forces that people experience
Individual needs – everyone may have different drives and resulting emotions energize you to act, and your self-concept, social norms, past experiences that direct energy in goal-directed behaviour
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Maslow’s needs hierarchy theory – motivation theory of needs arranged in a hierarchy, whereby people are motivated to fulfill a higher need as a lower one becomes gratified
· Physiological
· Safety
· Belonging
· Esteem (self-esteem and status)
· Self-actualization
Limitations – Going from level to level, no empirical evidence, 2 needs at once
McClelland’s Need Theory
· Need for Achievement – need to accomplish goals, get feedback and recognition for success
· Need for affiliation – need for approval, conform wishes and expectations and avoid conflict
· Need for power – need to control environment – people, resources for themselves (personalize) or for others (socialized)
· Learned Needs – Goal directed forces, can be learned through training programs to increase motivation
Four-Drive Theory – Hardwired innate drives BALD
· Drive to bond – form social relationships
· Drive to acquire – seek and control objects, motivation to have more than others
· Drive to learn – satisfy curiosity, understand everything
· Drive to defend – protect ourselves, physically, socially

Expectancy theory of motivation – motivation theory based on the idea that work effort is directed toward behaviours that people believe will lead to desired outcomes
· E-P – belief of the employee that they will be capable of performing the job successfully
· Better training, find people with proper skills, time, resources
· P-O – belief of the employee that that good performance will lead to certain (valued) outcomes (you will get a reward)
· Measure job performance accurately, higher performance leads to better rewards
· Outcome valances – expected value of outcomes resulting from desired performance (is the reward what you want)
· Distribute rewards that employees value, individualize
Organizational behaviour modification – A theory that explains employee behaviour in terms of antecedent conditions and consequences of that behaviour.
· Antecedents are events preceding the behaviour
· Consequences – events following a particular behaviour that influence its future occurrence. (e.g. compliments or teasing)
· Control Behaviour by influencing B and C
Social cognitive theory – explains how learning and motivation occur by observing and modeling others as well as by anticipating the consequences of our behaviour
· Learning behaviour – learning about consequences , to anticipate consequences in related situations
· Behaviour modeling – learning by imitating and copying others, successful imitation increases self efficacy
· Self-regulation – people have their own goals, norms, and back them up with:
· Self-reinforcement – reinforcement that occurs when an employee has control over a reinforce but doesn’t take it until completing a self-set goal. (awarding/punishing yourself if you complete/fail your own goals)
Goal Setting – process of motivating employees and clarifying their role perceptions by establishing performance objectives
· Specific goals – specific deadline and measurable
· Relevant goals – relevant to job, must be within control
· Challenging goals – rather than easy ones
· Goal commitment – reasonable to be able to complete
· Goal participation (sometimes) – employee input
· Goal Feedback – knowing if the goal is achieve or what to do to improve
Balanced scorecard (BSC) – goal setting and reward system that translates the organization’s vision and mission into specific, measurable performance goals related to financial, customer service etc. (Top vision trickling down)
Effective feedback – specific, relevant and timely
Strength-based coaching – positive OB approach to coaching and feedback that focuses on building the leveraging the employees strengths rather than correcting weaknesses
Multisource (360 degree) feedback – performance information collected from a full circle of people including subordinates, peers, supervisors and customers
Organizational Justice
Distributive justice – perceived fairness in individual’s ratio of outcomes to contributions compared with a comparison to other’s ratio of outcomes and contributions
Procedural justice – perceived fairness of the procedures used to decide the distribution of resources
· Clarify why, give employees a voice
Equity Theory – theory explaining how people develop perceptions of fairness in the distributions and exchange of resources
· Equality – everyone receives the same distribution
· Need – the people who need it most get more
· Equity – paid in proportion to your contribution
· Compare your outcome/input ratio to other to determine equity or inequity
Restoring inequity – Change inputs, change outcomes, distort own O/I, distort others O/I, change perception, leave
Equity sensitivity – how strongly you feel and react to your ratios compared to others


Chapter 10 – Power and Influence in the Workplace
Power – capacity of a person, team or organization to influence others
Countervailing power – capacity of a person, team/organization to keep a more powerful person/group in the exchange relationship
Sources of Power
Legitimate power – agreement among organizational members that people in certain roles can request certain behaviours of others.
· Norm of reciprocity – felt obligation to return the favour
Reward power – ability to grant rewards or remove negative sanctions
Coercive power – ability to apply punishment
Expert power – capacity to influence others by possessing knowledge or skills valued by others
· Prevention – prevent environmental changes from occurring (lack of cash)
· Forecasting – predicting the environmental changes
· Absorption – neutralizing impact of environment shifts
Referent power – Capacity to influence based on identification with and respect for the power holder
Charisma – personal characteristic or gift that serves as a form in interpersonal attraction and referent power over others.
Contingencies of power
Substitutability – refers to the availability of alternatives
Centrality – degree and nature of interdependence between power holder and others, how many people rely on you?
Discretion – freedom to exercise judgement, how restrained are they to take action?
Visibility – how aware others are of your power. (displaying diplomas, location)
Social Networks – social structures of individuals or social units that are connected to each other through one or more forms of interdependence
Social capital – knowledge and other resources available to people or social units from a durable network that connects them to others (goodwill resulting in sharing)
· the more connections and centrality the more power
Structural hole – area between two or more dense social networks that lacks ties
Influencing Others
Influence – any behaviour that attempts to alter someone’s attitudes or behaviour
Influence Tactics
· Silent authority – influencing behaviour with legitimate power without explicitly having to persuade, or use tactics (boss to employee)
· Assertiveness – actively and explicitly applying pressure
· Information control – manipulating what info others have access to
· Coalition formation – influencing by pool resources and power of members
· Upward appeal – Looking to someone of higher power and authority to support influencer
· Persuasion – facts and logical arguments to influence
· Inoculation effect – persuasive communication strategy of warning that others will try to influence them, making them more wary
· Ingratiation and impression management – increase liking from others and changing your impression
· Exchange – promise benefits in exchange for compliance
Contingency of influence
· Sources of power of the influencer
· Organizational position of person being influenced
· Personal organizational and cultural values
Reactions to influence – Commitment, Compliance and Resistance
Organizational politics – self-serving behaviours at the expense of others
Machiavellian values – deceitful behaviour is acceptable



Chapter 11 – Conflict and Negotiation in the Workplace (279-313)
Conflict – process in which one party perceives that their interests are being opposed or negatively affected by another party
Negatives
· Wastes time, energy and resources
· Less information sharing, productivity
· Higher stress dissatisfaction and turnover
· Increases organizational politics
· Wastes resources
· Weakens team cohesion
Positives
· Better decisions
· More responsiveness to external environment
· Increases team cohesion
Constructive conflict – focusing on the issue while respecting other POVs
Relationship conflict – focusing on the characteristics of others, rather than the issue
· Reduce through, EI, cohesive team, supportive team norms
Sources of Conflict
· Incompatible goals
· Differentiation – different beliefs and values
· Interdependence – extent of having to share resources to perform their job
· Scarce resources – when each group needs same resource and one group is undermined
· Ambiguous rules – lack of rules breeds conflict
· Communication problems – relying on stereotypes more
Interpersonal Conflict Handling Styles & Contingencies
· Problem solving – tries to find a solution that is beneficial for both parties
· Win-win orientation – mutually beneficial solution to disagreement
· Best when there is trust, time, complex, not completely opposing
· However info could be used by opposite party
· Forcing – win conflict at other’s expense
· Win-lose orientation – One party receives more and one receives less
· Best when there is conviction, urgently needs solution
· However, risk of relationship conflict, damage long-term
· Avoiding – sooth over or avoid conflict situations
· Best when too emotional, cost of resolving ourweighs benefits
· However, conflict is not resolved
· Yielding – giving in completely to resolve conflict
· Best when one part has more power, issue isn’t that important, position is not clear
· However increases other party’s expectation in future conflict
· Compromising – losses equal gains
· Best when parties have equal power, time pressure, lack trust
· However, sub-optimal solution where mutual gains are possible
Structural Approaches to Conflict Management
Superordinate goal – broad goal that all parties to a dispute value and agree is important
Reducing differentiation – creating common experiences
Improving communication and mutual understanding – increased communications
Reducing interdependence
· Creating buffers, Use integrators and Combine jobs
Increasing Resources – increase what is available so not one party is undermines
Clarifying rules and procedures – form a schedule when things can be used etc.
Third Party Conflict Resolution – Any attempt by a neutral person to help conflicting parties
· Arbitration – high control over final decision, low control process
· Inquisition – High control over final decision, High control of process
· Mediator – low control to the final decision, high control of process

Chapter 12 – Leadership in Organizational Settings
Leadership – influencing, motivating and enabling others to contribute toward the effectiveness and success of the organizations of which they are members
Shared leadership – view that leadership is broadly distributed, rather then assigned to one person, such that people within the team and organization lead each other

Competency perspective of leadership
Personality – higher levels of extroversion and conscientiousness
Self Concept – have clear self-concept, positive self-evaluation of abilities and skills
Drive – has inner motivation to pursue goals
Integrity – honesty and words mirror actions
Leadership motivation – need for socialized power instead of personal power
Knowledge of the business – knowledge of environment thus more intuitive
Cognitive and practical intelligence – ability to process info and solve real-life problems
Emotional Intelligence – Ability to monitor own emotions and others

Authentic leadership – view that effective leaders need to be aware of, feel comfortable with their values, personality, and self-concept
· Know yourself and be yourself
Limitations – no best list of traits, only leadership potential
Behavioural Perspective of Leadership
· Directive leaders
· Assign work and clarify responsibilities, 
· Set goals and deadlines 
· Evaluate and provide feedback on work quality, 
· Establish well-defined best work procedures
· plan future work activities
· Supportive Leaders
· Listen to employees
· make the workplace more pleasant
· Show interest in others as people
· Recognize employees for work
· Considerate of employee needs
Servant Leadership – view that leaders serve as followers rather than vice versa, help others and are coaches, stewards and facilitators of employee performance

Contingency Perspective of Leadership
Path-goal leadership theory – Leadership based on expectancy theory of motivation that relates several leadership styles to specific employee and situational contingencies
· Directive – clarifying behaviours, goals, means, standards
· Supportive – Support, concern for employees, making work pleasant
· Participative – encourage employees to be involved with decision-making
· Achievement orientated – Encourage employee to reach peak performances
Contingencies of path-goal theory
· Skill and experience – directive and supportive for unskilled, 
· Locus of control – internal locus want less directive, external want more
· Task structure – non-routine needs directive/participative and routine needs supportive
· Team dynamics – non-cohesive teams need supportive style

Situational leadership theory SLT – commercially popular but poorly supported leadership model stating that effective leaders vary their style in different circumstances
Friedler’s contingency model – leader effectiveness depends on whether the person’s natural leadership style is appropriately matched to the situation
Leadership substitutes – Theory identifying contingencies that either limit a leader’s ability to influence employees or make a particular leadership style unnecessary

Transformational Perspective of Leadership
Transformational leadership – perspective that explains how leaders change teams or organizations by creating, communicating and modelling a shared vision for the team or organization and inspiring employees to strive for that vision
Transactional leadership – helps organizations acieve their current objectives more efficiently, such as by linking job performance to valued rewards and ensuring that employees have the resources to get the job done
Managerial leadership – effective leaders help employees improve their performance and well-being in the current situation
Charismatic leadership does not mean transformational
Elements of transformational leadership
· Develop strategic vision
· Communicate vision – elevate importance
· Model the vision – follow through with actions
· Build the commitment towards vision -  keep employees enthusiastic
Implicit leadership perspective – theory stating that people evaluate a leader’s effectiveness in terms of how well that person fits preconceived beliefs about the features and behaviours of effective leaders, and that people tend to inflate the influence of leaders



Chapter 15 – Organizational Processes (407-419)

Force field analysis – Kurt Lewin’s model of system-wide change that helps diagnose the forces that drive and restrain change
· Driving forces – push organizations towards a new state of affairs
· Restraining forces – maintain status quo
· Unfreezing – when there are more driving forces (disequilibrium)
· Refreezing – latter part in change where restraining forces are introduced to maintain new status quo
Resistance to change
· Overt – Examples: Overt work stoppages, quitting
· Subtle – Unseen actions: continuing old ways, complaining to customers
Employee resistance as a resource for change
· Warning system
· Using resistance as constructive criticism
· Justice and motivation
Why employees resist change
· Direct costs – Negative or not enough benefits for change
· Saving face – Embarrassment about the change
· Fear of the unknown – Not knowing what will happen if it changes
· Breaking routines – Removing people from their comfort zone
· Incongruent team dynamics – existing norms get in the way
· Incongruent organizational systems – unaligned traits, that prevent change
Unfreezing 
· Increase driving forces
· Remove restraining forces
Creating an urgency for change
· External environment is often what drives change
· Customer driven change – direct contact to dissatisfied
· Without external forces – Creating a vision making the current state seem worse, leader persuasion
Reducing the restraining forces
· Communication – Telling them and clarifying about external threats, reduce fear of unknown by showing vision
· Learning – new skills, new system comprehension
· Employee involvement
· Stress management – cope with changes, stress
· Negotiation – Benefits and resources in exchange for compliance
· Coercion – Monitoring, enforcing, confronting
Refreezing
· Reward systems, feedback
Change agents and strategic visions
· Important for emotional foundation, minimize employee fear of unknown
Diffusion of change
· Pilot project and then use MARS model
· Motivation, Ability, Role Perception, Situational factors
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