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Chapter 1:
OB: a field of study devoted to understanding, explaining, and ultimately improving the attitudes and behaviours of individuals and groups in organizations.
          2 other courses can be contrasted with OB: 
                    Human resource management:  takes the theories and principles studied in OB and explores the “ nuts and bolts” applications of the principles in organization.
                     Strategic management: focus on the product choices and industry characteristics that affect an organization’s profitability.
Management theories and approaches influenced the OB’s theories and concepts:
           i.g.    a. Frederick Taylor: the father of scientific management, who emphasized on specialization, co-ordination, and efficiency, 
                    b. Max Weber:  looked at the entire  organization.
                                              Bureaucracy: 
                                        (4 characteristics: a. the division of  labour with high level of technical specialization; b. a strict chain of command in which every members reported to someone at higher level in the organization; c. a system of formal rules and procedures; d. decision making at the top of the organization)
                   c.Human relations movement: made management scholars began to recognize that the psychological attributes of individuals workers and the social forces within work groups had important effects on behaviours.
                (A and B were focusing on the importance of the formal organization and its functioning, C started the demonstrate that organization should start to take their personnel into concern)
 why does OB matter:
                  1. build a conceptual argument.
                               logical conceptual argument can demonstrate why OB can affect the bottom line of an organization.
                                    i.g.  Resource-based View: what makes resource valuable, what makes them capable of creating long-term profits for the firm:
                                               Rare  
                                                 +
                                              Inimitable( a.history: people create history, history cant be    bought; b. numerous small decisions: big decision can be copied  because they are visible to competitors; c. socially complex resources: people are the source of socially complex resources, such as culture, teamwork, trust, and reputation)
                                                =           
                       what makes resource valuable.
             2. research evidence:
                                              there is a lot of research evidence supporting the importance of OB for company performance.
Rule of one-eighth: the belief that at best 12% of organizations will actually do what is required to build profit by putting people first.
The effective management of people requires a more comprehensive and systematic approach( firms make a single change when they realize the connection between profit and people)
Persist with their practices long enough to actually derive economic benefits( firms make comprehensive changes)
Chapter 2
Job performance:  define as the value of the set of employee behaviours that contribute, either positively or negatively, to organizational goal accomplishment.
problems caused form using results to indicate job performance:
   1. give an inaccurate picture of which employees are worth more to organizations
   2.results are often influenced by factors beyond the employee’s control
   3. performance based on results does not provide people with the information they need to improve their behaviours.
Behaviours are relevant to Job performance.
          3 categories:
                            a. Task performance: includes employee behaviours that are directly involved in the transformation of organizational resource into the goods or service that the organization produces. In other word, it is the set of explicit obligations that an employee must fulfill to receive com pension and continued employment.
                                       categories of task performance:
                                                    a. routine task performance: well-known responses to demands that occur in a normal, routine,or otherwise predictable way.
                                                     b. adaptive tasks performance: involves employees response to task demands that are novel, unusual, unpredictable.
                                                     c. creative task performance: is the degree to which individuals develop ideas or physical outcomes that are both novel and useful.
                           ( many organizations identify task performance behaviours by conducting a job analysis: 
                                      steps:  1. a list of all the activities involved in a job is generated.
                                                  2.each activity on this list is rated by “subject matter experts” according to things like the importance and frequency.
                                                  3. the activities that are rated highly in terms of their importance and frequency are retained and used to define task performance.
                             when organizations cant use job analysis to determine job performance, The National Occupational Classification can help)
                          b. Citizenship behaviour:( have a significant influence on the bottom line) voluntary employee activities that may or may not be rewarded but that contribute to the organization by improving the overall quality of the setting in which work takes place.
                                       2 categories: 
                                  a. interpersonal citizenship behaviour: going beyond normal job expectations to assist, support and develop co-works and colleagues.
                                               3 specific categories: 
                                                            a. helping: involves assisting co-workers who have heavy workloads, aiding them with personal matters,and showing new employees the ropes when they first arrive on the job.
                                                            b.courtesy: keeping co-workers informed about matters that are relevant to them.
                                                            c.sponsorship: maintaining a good attitude with co-workers, even when they’ve done something annoying or when the unit is going through tough times.
                                  b. organizational citizenship behaviour: benefits the larger organization by supporting and defending the company, working to improve its operations, and being especially loyal to it.
                                              3 specific categories:
                                                             a. voice: speaking up and offering constructive suggestions for change.
                                                             b. Civic virtue: participating in the company’s operations at a deeper-than-normal level by attending voluntary meetings and functions,reading and keeping up with organizational announcements,and keeping abreast of business news that affects the company.
                                                             c. boosterism: representing the organization in a positive way when out in public.
                                  ( A+B contribute positively to organizations)
                               c. counterproductive behaviour: employee behaviours that intentionally hinder organizational goal accomplishment.
                                              4 specific categories: 
                                                            a. property deviance: refers to behaviours that harm the organization’s assets and possessions.
                                                                 2 representatives: a. sabotage; b.theft: stealing company products and information
                                                           b.production deviance: reducing the efficiency of work output.
                                                                  2 forms: a. wasting resource; b. substance abuse: employees abuse drugs or alcohol before coming to work.
                                                          c.political deviance: refers to behaviours that intentionally disadvantage other individuals rather than the larger organization
                                                                2 forms: a.gossiping; b.incivility: communication that’s rude,impolite,discourteous,and lacking in good manners.
                                                         d.personal aggression: defined as hostile verbal and physical actions directed toward other employees.
                                                                2 forms: a. harassment; b.abuse( when physical or psychological injuries may occur)
                                    4.points should be noted about counterproductive behaviours:   
                       1. there is evidence that people who engage in  one form of counterproductive behaviour also engage in others.
                       2.like citizenship behaviours, counterproductive behaviour is relevant to any job
                       3. it is often surprising which employees engage in counterproductive behaviours because sometimes the best task performer can engage in counterproductive behaviours.
                      4. counterproductive behaviours contribute negatively to organization.
4 most representative practices are used to manage employee performance:
                   a. management by objectives (MBO): bases an employee’s evaluations on whether the employee achieves specific performance goals.
                       ( best suited for managing the performance of employees who work in contexts in which objectivities measures of performance can be quantified)
                  b. behaviourally anchored rating scales(BARS): assess performance by directly assessing job performance behaviours.(P.42)
                       ( feedback from BARS can help an employee develop and improve over time)
                  c. 365-degree feedback: involves collecting performance information, not just form the supervisor, but also from anyone else who might have first-hand knowledge about the employee’s performance behaviours.
                            (useful for evaluating employees for administrative purpose  such as raises or promotion, this approach is not 100% accurate)
                  d. forced ranking : ( i.g. vitality curve.P.44): performance system in which managers rank subordinates relative to on another.
Chapter 3.
organizational commitment:  defined as the desire on the part of an employee to remain a member of the organization.  It influences whether an employee stays a member of the organization or leaves to purchase another job(
turn over).
             ( turn over can be voluntary or involuntary)
3 forms of organizational commitment:
                      a. affective commitment:  a desire to remain a member of an organization due to an emotional attachment to, and involvement with, that organization.( you stay because you want to; emotion-based reasons )
                                  1. the feeling when you choose to leave: sad
                                  2. employee who feels a sense of affective commitment identify with the organization, accept that organization’s goals and values, and are more willing to exert extra effort on behalf of the organization.
                                  3.employees who are affectively committed to their employer tend to engage in more interpersonal and organizational citizenship behaviours.
                                  4. erosion model:  suggests that those employees with fewer bonds will be the most likely to quit the organization
                                  5. the social influence model: suggests that employees who have direct linkages with “ leavers” will themselves become more likely to leave.
                     b. continuance commitment: a desire to remain a member of an organization because of wariness of the cots associated with leaving it.
( you stay because you have to; cost-based reasons)
                                  1. the feeling when you choose to leave: anxiety
                                   2. it exists when there is a benefits associated with the staying and a cost associated with leaving.
                                   3. increasing continuance commitment is the total amount of investment( in terms of time,effort,energy,etc) that an employee has made in mastering his or her work role or fulfilling his or her organizational duties.
                                   4. increases continuance commitment is a lack of employment alternatives. 
                                    5. weak negative: higher continuance commitment is associated with lower job performance.
                                    6. embeddedness: summarizes a person’s links to the organization and the community, his or her sense of fit with that organization and community,and what he or she would have to sacrifice for a job change.
                      c. normative commitment: a desire to remain a member of an organization due to a feeling of obligation.
( you stay because you ought to;obligation-based reasons)
                                   1. the feeling when you leave: guilt 
                                    2. exists when there is a sense that staying is the “ right” or “moral” thing to do.     
                                    3. ways to build a sense of obligation-based commitment among employees:  create a feelings that the employee is in the organization’s debt—he or she owes something to the organization; 
Focus of commitment: refers to the various people, places, and things that can inspire a desire to remain a member of an organization.
withdrawal behaviour: a set of actions that employees perform to avoid the work situation —behaviours that may eventually culminate in quitting the organization.
        2 forms of withdrawal behaviours: 
                              a. psychological withdrawal:  consist of actions that provide a mental escape from the work environment. ( the lights are on, but nobody’s home)
                                         specific forms: 
                                        a. daydreaming: employees appear to work but are actually distracted by random thoughts or concerns
                                        b. socializing: verbal chatting about non-work topics that goes on in work places.
                                        c. looking busy: an intentional desire on the part of the employee to look like he or she is working, even when not performing work tasks.
                                        d. moonlighting: they use work time and resources to complete something other than their job duties, such as assignments for another job.
                                        e. cyberloafing:using internet, emails, and instant messaging access for their personal enjoyment rather than work duties.
                           b. physical withdrawal: consist of actions that provide a physical escape, whether short-term or long-term, from the work  environment.
                                        specific forms:
                                      a.tardiness: reflects the tendency to arrive at work late
                                      b. long breaks: involves longer-than-normal lunches, soda breaks, coffee breaks, and so forth that provide physical escape from work.
                                      c. missing meetings: employees neglect important work functions while away form the office
                                      d. absenteeism: employee missing an entire day of work
                                      e. quitting: voluntarily leaving the organization.( leaving for more money, or better career opportunity)
        3 models of withdrawal:
                              a. independent forms model: argues that the various withdrawal behaviours are uncorrelated with one another, so that engaging in one type of withdrawal has little bearing on engage in other types.
                             b. compensatory forms model: indicates that various withdrawal behaviours are negatively correlated, so that engaging in one type of withdrawal makes one less likely engage in other types.
                             c. progression model: indicates that the various withdrawal behaviours are positively correlated, so that engaging in one type of withdrawal makes one more likely to engage in other types.
4 most of the possible responses to a negative work event:
                           a. exit: you might attempt to remove yourself from the situation, either by being absent from work more frequently or by voluntarily leaving the organization.
                           b.voice: might attempt to change the circumstance by meeting with the new team member to attempt to work out the situation
                           c. loyalty: you might just bear it, maintaining your effort level despite your unhappiness.
                           d. neglect: might just go through the motions, allowing your performance to deteriorate slowly as you mentally.
( organizational commitment should decrease the likelihood that an individual will respond to a negative work event with exit or neglect; it should also increase the likelihood that negative work event will prompt voice or loyalty)
( exit and neglect represent the flip side of organizational commitment: withdrawal behaviours)
Trends that affect commitment:  
                         a. diversity of the workforce: increased labour hours; aging of the labour hour force; more foreign-born employees ( for Canada)
                         b.the changing employee-employer relationship: hard to find a way to maintain affective commitment; hard to find some way to maintain normative commitment.
Strategies and initiatives to maximize commitment: 
                             a. organizations can be supportive:   perceived organizational support reflects the degree to which employees believes that the organization values their contributions and cares about their well-being.
                            b. from a continuance commitment perspective, the priority should be used to create a salary and benefits package that creates a financial need to stay.
                            c. from a normative commitment perspective, the employer can provide various training and development opportunities for employees.
                            d. centring on what to do if withdrawal begins to occur: to stop the progression in its early stages by trying to root out the source of the reduced commitment.
Chapter 4:
Job satisfaction:  how you feel about your job and what you think about your job.
why are some employees more satisfied than others: when their jobs provide the things they value:
                   categories of work values: pay; promotion; supervision; co-workers; the work itself; altruism(helping others; moral causes); status; environment.
Chapter 5:
stress: a psychological response to demands when there is something at stake for the individual, and when coping with these demands would tax or exceed the individual’s capacity or resources.( a psychological response to demands which tax or exceed the individuals’ capacity and resources when cope with those demands) 
stressors:  the demands that cause people to experience stress
strains: the negative consequences that occur when demands tax or exceed a person’s capacity or resources.
                      ( definition illustrates that it depends on both the nature of the demand and the person who confronts it, different people may have different reactions to stress in the same circumstance)
transactional theory of stress: explains how stressors are perceived and appraised , as well as how people respond to those perceptions and appraisals.
primary appraisal : the process of people first encounter stressors.
benign job demand: job demands that tend not to be appraised as stressful.
Types of stressors:
             hindrance stressors:  stressful demands that are perceived as hindering progress toward personal accomplishments or goal attainment. Hindrance stressors tend to trigger negative emotions such as anger and anxiety.
                                         1). work hindrance stressors:                                                                                     
                                                         a. role conflict : refers to conflicting expectations that other people may have of us.
                                                         b.role ambiguity: refers to the lack of information regarding what needs to be done in a role, as well as unpredictability regarding the consequences of performance in that role.                  
                                                         c. role overload: occurs when the number of demanding roles a person holds is so high that the person simply cannot perform some or all of the roles very effectively. 
                                                         d. daily hassles: reflects the relatively minor day-to-day demands that get in the way of accomplishing the things that we really want to accomplish.
                                         2).non-work hindrance stressors:
                                                         a. work-family conflict: a special form of role conflict in which the demands of a work role hinder the fulfilment of the demands in a family role.( ig. being impatient with family and friends after work)
                                                         b.negative life events
                                                         c. financial uncertainty: refers to conditions that create uncertainties with regard to the loss of livelihood ,saving, or the ability to pay expense.( highly relevant during recessions or economic downturns)
              challenge stressors: stressful demands that are perceived as opportunities for learning, growth, and achievement.  challenge stressors usually trigger positive emotions such as pride and enthusiasm. 
                                       1).work challenge stressors:
                                                    a. time pressure:  a strong sense that the amount of time you have to do a task is just not quite enough. 
                                                    b. work complexity: refers to the degree to which the requirements of the work, in terms of knowledge, skills, and abilities, tax or exceed the capabilities of the person who is responsible for performing the work.
                                                    c. work responsibility: refers to the nature of the obligations that a person has toward others.
                                   2). non- work challenge stressors: 
                                                    a. family time demands:  reflect the time that a person commits  to particular in an array of family activities and responsibilities.
                                                    b. personal development.
                                                    c.positive life events.
secondary appraisal: focus on the issue of who people cope with the various stressors they face.
Coping: coping refers to the behaviours and thoughts people use to manage both the stressful demands they face and the emotions associated with those stressful demands.
Coping strategies:  two dimension, the first dimension refers to the method of coping( behavioural versus cognitive), the second dimension refers to the focus of coping( problem solving versus regulation of emotions).
                                        1)behavioural coping: involves the set of physical activities used to deal with a stressful situation( ig. coping work fasters) 
                                         2)cognitive coping: refers to the thoughts involved in trying to deal with a stressful situation.
                                         3)problem-focused coping: refers to behaviours and cognitions intended to manage the stressful situation itself.
                                         4)emotion-focused coping: refers to the various ways people manage their own emotional reactions to stressful demands.
how do people choose a particular coping strategy: 
1) the set of beliefs that people have about how well different coping strategies can address different demands.
2) the degree to which a person believes that he or she has what it takes to execute the coping strategies effectively.
3) the degree to which people believe that a particular strategy gives them some degree of control over the stressor.
what determines how people develop a sense of control?
        the nature of the stressful demand itself. people are likely to feel less control over a stressor when they appraise is as a hindrance rather than a challenge.
three varieties of strain which as the negative consequences associated with stress:
         1)physiological strains(illness, high blood pressure,coronary arty diseases,headaches, back pain, stomaches): result from stressors occur in at least four systems of the human body: a. stressors can reduce the effectiveness of the body’s immune system, which makes it more difficult for the body to ward off illness and infection. b.stressors can harm the body’s cardiovascular system. c. stressors can cause problems in the body’s musculoskeletal system. d, stressors cause gastrointestinal system problems.
         2)psychological strains(depression, anxiety, irritability, forgetfulness,inability to think clearly, reduced confidence,burnout): result from stressors include depression, anxiety, anger, hostility, reduced self-confidence,irritability,inability to think clearly,forgetfulness,lack of creativity,memory loss,and a loss of sense of humour.
         3) behavioural strains( alcohol and drug use, teeth grinding, compulsive behaviours,overeating): are unhealthy behaviours.
factors that affect people to manage stress:
                             1).whether they exhibit the Type A behaviour pattern: have a strong          sense of time-urgency and tend to be impatient, hard driving,competitive,controlling,aggressive,and even hostile
                              2).the degree of social support: the help people receive when confronted with stressful demands.
                                                     a. instrumental support: the help people receive that ken be used to address the stressful demand directly.
                                                     b. emotional support: the help people receive in addressing the emotional distress that accompanies stressful demands.
effects of hindrance stressors on performance and organizational commitment:
                   1).hindrance stressors have a weak negative relationship with job performance. people who experience higher levels of hindrance stressors tend to have lower levels of task performance. 
                      2). hindrance stressors have a strong negative relationship with organizational commitment. people who experience higher levels of hindrance stressors tend to have lower levels of affective commitment and normative commitment.
effects of challenge stressors on performance and commitment:
                   1)challenge stressors have a weak positive relationship with job performance. people who experience higher levels of challenge stressors tend to have higher levels of task performance.
                   2).challenge stressors have a moderate positive relationship with organizational commitment. people who experience higher levels of challenge stressors tend to have higher levels of affective commitment and normative commitment. relationships with continuance commitment are weaker.
approaches that organizations can use to manage employee stress:
                       1) assessment:   assess the level and sources of stress in the workplace.
                                                    by using stress audit: managers can begin by asking themselves questions about the nature of the jobs in their organization to estimate whether high stress levels may be a problem.(categories of those questions: a. involve the degree to which the organization is going through change that would likely increase uncertainty among employees; b. centre on the work itself, focusing on the level and types of stressors experienced by the employees; c. involve the quality of relationships not only among employees but also between employees and the organization)
                            2)reducing stress:  (be most beneficial  when the focus of the effort is on hindrance stressors)
                                             a. organizations could try to eliminate or significantly reduce stressful demands: job sharing( people share the responsibilities of a single job) was used to reduce role overload and foster work-life balance.
                                             b. employee sabbaticals: a sabbatical gives employees the opportunity to take time off from work to engage in an alternative activity. 
                           3)providing resources: ( for challenge stressors)
                                             ways:
                                              a. training interventions: aimed at increasing job-related competencies and skills.
                                              b.supportive practices:  help employees manage and balance the demands that exist in the different roles they have.
                           4) reducing strains:
                                                    ways:
                                              a.relaxation techniques: any activities that can make people relax
                                              b. cognitive-behaviroural techniques: various practise that help workers cope with life’s stressors in a rational way. ig. self-talk.
                                              c.health and wellness programs
Chapter 11
power: is defined as the ability to influence the behaviour of others and resist unwanted influence in return.
              2 dimensions:
                             a. Organizational power:  derive primarily from a person’s position within the organization.
                                      3types: 
                                  i. legitimate power: is derived from a position of authority inside the organization and is sometimes referred to as “ formal authority” 
                                       ( people with legitimate power have the understood right to ask others to do things that are considered within the scope of their authority) 
                                  ii. reward power: exists when someone has control over the resources  or rewards another person wants.
                                  iii. coercive power: exists when a person has control over punishments in an organization.
                          b. Personal power: 
                                           types: 
                                     i.expert power: is derived from a person’s expertise, skill, or knowledge on which others depend.
                                     ii. referent power: exists when others have a desire to identify and be associated with a person. ( this desire is generally derived from an affection, admiration,or loyalty toward a specific individual) 
                        ( generally speaking, the personal forms of power are more strongly related to organizational commitment and job performance than are the organizational forms)
the contingency factors
4 factors that affect the strength of a person’s ability to use power to influence others:
                      a. substitutability: is the degree to which people have alternatives in accessing resource.
                      b. centrality: represents how important a person’s job is and how many people depend on that person to accomplish their tasks.
                      c. visibility: is how aware others are of an individual’s power and position.
                      d. influence: is the use of an actual behaviour that causes behavioural or attitudinal changes in other:
                                     2 important aspects of influence: 
                                                    i. influence can be seen as directional( mostly occurs downwards—managers influencing employees, can be lateral—peers influencing peer, and upwards—employees influencing managers)
                                                   ii. influence is relative.
( the more dependant an individual or group is on you, the more influential you become to them; an individual who performs critical tasks and interacts with others regularly has a greater ability to use his or her power to influence others)
Influence tactics that leaders can use to try to influence others( to cause behavioural or attitudinal changes in others):
                    4 most effective factors:
                               a.rational persuasion: is the use of logical arguments and hard facts to show the target that the request is a worthwhile one( the only tactic that is consistently successful in the case of upward influence).
                               b.consultation: occurs when the target is allowed to participate in deciding how to carry out or implement a request( this tactic increases commitment from the target)
                              c. inspirational appeal tactic: is designed to appeal to the target’s values and ideals, thereby creating emotional or attitudinal reaction.( the influencer must have insight into what kinds of things are important to targets)
                              d. collaboration: attempt to make it ease for the target to complete the request.( leader helping complete tasks, providing required resources, removing tackles)
                   4 moderately effective factors:
                              a. ingratiation: the use of favours, compliments, or friendly behaviour to make the target feel better about the influencer.( more effective for a long-term strategy)
                              b. personal appeals: are when the requestors ask for something based on personal friendship or loyalty. ( there are culture difference)
                            c.exchange tactic: is used when the requestor offers a reward or resource to the target in return for performing a request.( request something have value to offer)
                            d. apprising: occurs when the requestor clearly explains why performing the request will benefit the target personally.
                     2 least effective tactics: ( could result in resistance)
                             a. pressure: the use of coercive power through threats and demands
                             b.coalitions: occurs when the influencer enlists other people to help influence the target.
2 points of using influence tactic should be noted: 
                         1. influence tactics tend to be most successful when used in combination.
                          2. the influence tactics that tend to be most successful are those that are “softer” in nature.
responses to influence tactics:
                        a. internalization: occurs when the target of influence agrees with and become committed to the influence request.( most effective)
                        b. compliance: occurs when targets of influence are willing to do what the leader asks, but they do it with a degree of ambivalence.( moderately effective)
                        c. resistance: occurs when the target refuses to perform the influence request and puts forth an efforts to avoid having to do it.( least effective)
2 major areas in which people have the ability to use power to influence others:
                        a. navigating the environment  of  organizational  politics within the organization.(politics are a fact of lief in organization)
                                   organizational politics: can be seen as actions by individuals that are directed toward the goal of furthering their interest.( a leader needs to be able to push his or her own ideas and influence other through the use of organizational politics)
                                   political skill: is the ability to effectively understand others at work and use that knowledge to influence others in ways that enhance personal and/or organizational objectives.
                                         2 aspects of political skills:
                                                           a. networking ability; b.social astuteness: the tendency to observe others and accurately interpret their behaviours.
                                         2 capabilities of political skills:
                                                            a. interpersonal influence: involves having an unassuming and convincing personal style that’s flexible enough to adapt to different situations.
                                                            b. apparent sincerity: involves appearing to others to have high levels of honesty.
              (  environment that are perceived as extremely political have been shown to cause lower job satisfaction, increased strain,lower job performance, and lower organizational commitment)
organizational politics are driven by both personal characteristics and organizational characteristics.  
                          personal characteristics:   need for power; high self-monitors; machiavellianism 
                          organizational characteristics:  limited or chaining recourses; ambiguity in roles; high performance pressure; unclear performance evaluations.
                      b. through using power and influence to help solve conflicts within the organization.          
                                   5 approaches to handling conflicts: 
                                                     a. competing(high assertiveness, low cooperation): when one party attempts to get his or her own goals met without concern for the other party’s results
                                                     b.avoiding( low assertiveness, low cooperation): when one party wants to remain neutral, stay way from conflicts
                                                      c.accommodating(low assertiveness, high cooperation): when one party gives in to the other and acts in a completely unselfish way.
                                                      d. collaboration(high assertiveness, high cooperation): when both parties work together to maximize outcomes
                                                      e.compromise( moderate assertiveness, moderate cooperation): when conflicts are resolved in a process of give and take.
Negotiation:
                    2 negotiation strategies: 
                                                a. distributive bargaining: in which one person gains and the other person loses
                                                b. integrative bargaining: achieves an outcome that is satisfying for both parties.
                       the process of negotiation: 
                                    preparation( each party should determine its best alternative to a negotiated agreement or BATNA—each negotiator’s bottom line.
                                     ⬇︎
                                  exchanging information
                                      ⬇︎
                                  bargaining
                                       ⬇︎
                                   closing and commitment
( 1. power and influence have a moderate positive effect on performance
   2.power and influence can have a moderate positive effect on commitment—affective commitment )
Chapter 12.
Leadership: as the use of power and influence to direct the activities of followers toward goal achievement.
Leader—members exchange theory (p.336)
( a.suggests that employees who are competent, likeable, and similar to the leader in personality will be more likely to end up in the leader’s “ingroup”
  b. suggests that judgement of leader effectiveness should gauge how effective the most critical leader-members dyads appear to be.)
Leader effectiveness: is defended as the degree to which the leader’s actions result in the achievement of the unit’s goals, the continued commitment of the unit’s employees, and the development of mutual trust, respect, and obligation in leader—manager dyads.
               there is no generalized profile of effective traits/characteristics leaders from a trait perspective.
               traits are more predictive of leader emergence(i.e. Who becomes a leader in the first place) than they are of leader effectiveness (i.e. how well people actually do in a leadership role)
Leader decision-making styles:
( the most important element of a leader’s decision-making style is this: does the leader decide most things for him- or herself, or does the leader involve others in the process?)
             4 styles: ( on a continuum from high leader control to high followers control)
                     i. autocratic style: the leader makes the decision alone without asking for the opinions or suggestions of the employees in the work unit.
                     ii. consultative style: the leader presents the problem to individual employee or a group of employees, asking for their opinions and suggestions before ultimately making the decision him- or herself.( employees do “ have a say” in the process, but the ultimate authority still rests with the leader)
                    iii. facilitative style: the leader presents the problem to a group of employees and seeks consensus on a solution, making sure that his or her own opinions receives no more weight than anyone else’s.( the leader is more facilitator than decision maker)
                    v. delegative style: the leader gives an individual employee or group of employees the responsibility for making the decision within some set of specified boundary conditions.
The time-driven model of leadership gives 7 factors combine to make some decision-making styles more effective in a given situation and other styles less effective:
                    1.decision significance:  is the decision significant to the success of the project or the organization?
                    2. importance of commitment: is it important that employees “ buy in” to the decision?
                    3. leader expertise: does the leader have significant knowledge or expertise regarding the problem?
                    4. likelihood of commitment: how likely is it that employees will trust the leader’s decision and commit to it?
                    5. shared objectives: de employees share and support the same objectives, or do they have an agenda of their own?
                   6. employee expertise: do the employees have significant knowledge or expertise regarding the problem?
                   7. teamwork skills: do the employees have the ability to work together to solve the problem, or will they struggle with conflicts or inefficiencies?
Day-to-day leadership behaviours:
                        2 dimensions:
                  a. initiating structure: reflects the extent to which the leader defines and structures the roles of employees in pursuit of goal attainment.
                   ( initiation, organization, production)
                  b.consideration: reflects the extent to which leaders create job relationships characterized by mutual trust, respect for employee ideas, and consideration of employee feelings.
                    ( membership, integration, communication, recognition, representation)
The life circle theory of leadership: the optimal combination of initiating strutter and consideration depends on the readiness of the employees in the work units
                    R1—telling( eager but inexperienced): high initiating structure and low consideration
                    R2—selling(tasks seemed harder than expectation): high initiating structure and high consideration
                    R3—participating(starting to work well together): low initiating structure and high consideration
                    R4—delegating( firing on all cylinders): low initiating structure and low consideration
Approaches for leader to motivate employee to perform beyond expectations:
                            1.laissez-Faire leadership( low levels): avoidance of leadership
                            2.transactional leadership: occurs when the leader rewards or disciplines the follower depending on the adequacy of the follower’s performance.
                                  passive management-by-exception: the leader waits around for mistakes and errors, then takes corrective action as necessary.
                                  active management-by-exception: the leader arranges to monitor mistakes and errors actively and again takes corrective action when required.
                                 contingent reward: represents a more active and effective brand of transactional leadership, in which the leader attains in exchange for adequate performance.
                          3. Transformational leadership( most effective): invokes inspiring employees to perform beyond expectation.
                                           idealized influence; inspirational motivation; intellectual stimulation.
Chapter 13:
5 elements of organizational structure:
                               a. work specialization: tasks in an organization are divided into separate jobs
                               b. chain of command: essentially answers the question of “ who reports to whom?”
                             c.span of control: represents how many employees each managers in the organization has responsibility for .
                             d.centralization:  reflects where decisions are formally made in organizations.
                             e. formalization: the degree to which rules and precedes are used to standardize behaviours and decisions in an organization.
organizational design: the process of creating, selecting, or changing the structure of an organization ( organizations dont just let a structure develop on its own)
                      factors influence the process of organizational design:
                                a. business environment: consist of its customers, competitors, suppliers, distributors, and other factors external to the firm.
                                b. company strategy: an organization’s objectivities and goals and how it tries to capitalize on its assets to make money.
                                c. technology: is the method by which it transforms inputs into outputs. 
                                d. company size 
Common organization forms:
                                a. simple structures: the most common form of organization design; form that features one person as the central decision-making figure
                                b.bureaucratic structure: form the exhibits many of the facets of a mechanistic organization ( as an organization’s size increases, its necessary to develop some form of bureaucratic))
                                         i. functional structure: groups employees by the functions they perform for the organization.
                                         ii. multidivisional structure: employees are grouped into divisions around products, geographic regions, or clients.
                                                        —product 
                                                        —geographic 
                                                        —client
                                        iii.matrix structure: tries to take advantage of two types of structures at the same time.
(1. restructuring has a weak negative effect on performance—task performance.
  2.restructuring has moderate negative effect on commitment—affective commitment)
Chapter 14
 3 Three components of organizational culture:
     a.observable artifacts:  employee can easily see a organization’s culture.
                     6 major artifacts: 
                                    —symbols: the images an organization uses,which generally covey messages.
                                    —physical structures: the organization’s buildings and internal office design
                                    —language: the slogan used within an organization
                                    —stories
                                    —rituals: the daily or weekly planned routines that occur in an organization.
                                    —ceremoniess.
    b.espoused values: the beliefs, philosophies, and norms that a company explicitly states.
    c. basic underlying assumptions: the ingrained beliefs and philosophies of employees.
4 general culture types:
        a. fragmented culture: in which employees are distant and disconnected from one another
        b. mercenary cultures: employees think alike but are not friendly to one another
        c. network culture: employees are friendly to each others but everyone has different thoughts and does his or her own thing
       d. communal culture: employee are friendly to one another and all think alike
4 specific culture types: 
       a. customer service culture: focused on service quality 
       b. safety culture: focused on the safety of employees
       c. diversity culture: focused on diverse groups 
       d. creativity culture: focused on foresting a creative atmosphere.
2 process to help keep cultures strong: 
                     a.  attraction-selection-attrition( ASA): potential employees will be attracted to organizations whose culture match their own personality; organizations will select potential candidates according to whether their personality fit the culture.
                    b. Socialization: the primary process by which employees learn the social knowledge that enables them to understand and adopt the organization’s culture.
                                     3 stages of socialization: 
                                                       anticipatory stage: it start the moment a potential employee hears the name of the organization.
                                                        encounter stage: begins the day an employee starts working.
                                                        understanding and adaption: newcomers come to learn the content areas of socialization and internalize the norms and expected behaviours of the organization. 
Changing an organizational culture:
                            a. the change process:
                                           3 sequently steps: 
                                                          —unfreezing: when an organization comes to some realization that something is unacceptable.
                                                          — change initiative: to plan and  implement the change initiatives.
                                                       —refreezing: the newly developed attitudes and behaviours need to “ harden up”.
                                         2 issues needed to be overcame.
                                                       —proper diagnosis
                                                       — resistance( people resist to adopt new culture)
                             b.changes in leaders: leaders have to be the driving force for change as the environment around the organization shifts.
                             c. mergers and acquisitions: merging two companies with two distinct cultures is a sure-fire way to change the culture.
                                            one problem: there is no way to know what the culture will look like after the merger takes place.
( 1. person-organization fit has a weak positive effect on performance—task performance;
  2. person-organization fit has a strong positive effect on commitment—affective commitment)
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