 Organizational Behavior (OB)

Class #1

-Explaining and improving attitudes and behaviors of people in groups
-Related (HR Management, Strategic Management)
-History:
	-Frederick Taylor (Founding Father)
		-Scientific approach to management 
			-Led to Ford adopting techniques (assembly line)


Class #2

-Job Performance:
	Defined-measured-rewarded-employee behavior
		-Influences employee behavior
		-Negative behavior/Positive behavior 
	Problems with results based performance
	-Pros:    -easy to asses		Cons:   -doesn’t capture “beyond the line”
		-objective/comparable		-not always controllable
							-no focus on improvement “why”


-Different job performance behaviors:

-Employee behaviors that contribute either positively or negatively to the accomplishment of organizational goals
	-Task performance (In-Role): General job description
	-Citizenship behaviors (Extra Role): not in job description (extra)
	-Counter productive behaviors (Extra Role): hinder 	accomplishment/negative affects


-Task performance subtypes: 
	-Routine (habitual responses to predictable tasks) (normal tasks) (ex. flight attendants do safety speech, cooks cooking)
	- Adaptive (thoughtful responses to unpredictable tasks) (not routine, yet somewhat prepared) (ex. Plane emergency landings, system goes down in retail, 
	-Creative (novel and useful ideas) (new ideas to solve)

-Citizenship behaviors subtypes: (voluntary)
	- Helping (helping other complete tasks)
	-Courtesy (helping others falling behind)
	-Sportsmanship (positive attitude)
	-Voice (speak up about problems
	-Civic Virtue (volunteer, good citizen)
	-Boosterism (promoting organization)

-Counterproductive behaviors: (hinder the accomplishment of organizational goals
	-Productive deviance (wasting resources, substance abuse) (unintentional, minor)
	-Political deviance (gossip, being rude)
	-Property deviance (sabotage, theft)
	-Personal aggression (harassment, abuse)

Important Takeaways:
	-Breaking down into types allows greater insight
	-Change in an organization brings about multiple outcomes

Talent Myth:

-Defines talent abstractly
	-Potential over performance!
	-Moved around so much, it was hard to access performance
	-Lou Pai: lost over $270 million, still a star
	-Louise Kitchin: in role because she wanted to be
-Self-serving and narcissistic people “make-it”
	-Indulge and fawn over stars (even above customers)
-Focus on the individual, not the system
	-“They believe in starts because they don’t believe in systems”
	-Organizations must coordinate
	-Job performance should be defined based on what the system needs
	-Encouraged poaching (Taking people from all divisions)

Example: Oilers!!

Class #3

-Job Performance Tools
	-Management by objectives
		-Agreed upon goals
		-Objective, and specific goals
		-Result based performance
		-Changes in environmental pressures
	-BARS
		-Behaviorally Anchored Rating Scales
		-Assesses behaviors
		-“Quantification”
	
	-360 degree feedback
		-Multiple stakeholders
		-Employees complete
		-Limitations: time, difficulty, tension, relationships, 
	-Good practices:
		-Comfortable time and space
		-Give employees input/a voice (conversation)
		-Open lines of communication
			-Keep them in the loop of procedures
			-Employees should know what is in the forms
		-Don’t run 
		-Use multiple indicators
			-Actionable and useful
		-If they exist in the organization, use them

-Organizational Commitment
	-Turnover is expensive
		-.5x to replace hourly employees
		-1.5x to replace salaried employees
		-5x to replace execs
		-2 years to be fully integrated
	-Unengaged employees are expensive
	-Types of commitment
		-Affective commitment: stay because they are emotional attached, 
			-Often connected with our relationships to others
			-Two models that focus on affective commitment
				-Erosions model: likely to leave if not connected
				-Social influence model: At risk of losing employee, 								      weakened relationships
		-Continuance commitment: some sort of cost to leaving
			-Alternatives: no where else to go, no alternatives
			-Embeddedness: invested in org. and comm., sense of fit
				-Not emotionally attached, but resource based
				-Time investment, network, community resources,
		-Normative commitment: because they feel they have to be there
			-Reciprocity: investment in=commitment out (owe something)
	-How do employees respond to negative work events?
		-Voice concerns: speak up (positive)
		-Loyalty: stay with the company through thick and thin (positive)
		-Neglect: procrastinating, socializing, not completely tasks (negative)
		-Exit: being late, missing meetings, quitting, being absent (negative)




Class #4
	
-Value Fulfillment
	-Value percept theory: job satisfaction depends on whether an 	employee 	perceives his or her job supplies those things that he or she values most
		-Top 5: pay, promotions, supervision, co-workers, the work itself, 
			-Others: altruism, status, environment, 
-Tracking Job satisfaction
	-Job descriptive index
		-Specific tool to track job satisfaction 
		-Strengths: simple Qs, easy to use, tracks top 5 factors, scoring 					         includes neutral level, publically available benchmarks, 				         compare across time/throughout the organization,
-Job Characteristics Theory
	-A theory that proposes that five core characteristics combine to result in 		high levels of satisfaction with the work itself
	-Job design: structuring the methods and relationships in order to satisfy 	technological and organizational requirements … as well as the social and 	personal requirements of the jobholder
		-Simple and specialized jobs = boring jobs = easy but not satisfying
	-Job enrichment: designing jobs in a way to increase satisfaction with work
		-5 Characteristics: Variety, Identity, Significance, Autonomy, Feedback
-Mood & Emotions
	-Fluctuation
	-Mood: state of feelings, mild intensity, last for a while, not directly towards 	anything
	-Emotions: Intense feelings, can be short, clearly directed towards something
	-Affective Events Theory: How workplace events can generate emotional 	reactions that impact work behaviors and satisfaction
		-Emotions (good & bad) impact subsequent interpretations, actions, …

Stress: 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
-27% of Canadians say they are stresses
	-62% of those say it’s because of work
-Mental health issues cost Canadian companies $20 billion annually
-Stress accounts for 75% of short-term disability claims
-Workplace stress
		-Stress – Stressor – Strain
		-Stress occurs when demand is greater than your resources
-Transactional Theory of Stress: a framework that explain show people evaluate stress and the process of coping with stress
	-Primary Appraisal 
		-Evaluation of significance (does this demand cause me to feel stress?)
			-How significant is this demand?
			-How threatening is this demand?
			-Determines how big the red dot is
	-Secondary Appraisal
		-Evaluation and application of coping strategies
			-How do I cope with this stressor?
	-Why is the appraisal approach important?
		-It depends on person, nature of demand, etc.
		-Interpretation of stress is more important than event
	-Stressor based demands do not equal all job demands 
		-Benign job demands
-Types of stressors
	-Hindrance stressors: appraised as thwarting progress towards growth/goal
		-(Role conflict, role ambiguity, role overload, daily hassles, etc.)
	-Challenge stressor: appraised as opportunities for growth/goals
		-(Work responsibility, work complexity, time pressure, etc.)
-Types of Strain
	-Physiological strain: stomach aches, headaches, problems sleeping, etc.
	-Physiological strain: depression, anxiety, and burnout
	-Behavioral strain: smoking, drinking, over eating, and lashing out 
-Problem vs. Emotion-Focused
	-Problem = addressed stressor
	-Emotion = manages emotional reactions
-Behavioral vs. Cognitive Coping
	-Behavioral = some sort of action
	-Cognitive = thoughts
-Individual differences
	-Type A personality
		-Time urgent, competitiveness, impatient, short fuse, strong 				achievement oriented,
		-Tend to some much more strain
-Social Support:
	-Instrumental support
	-Emotional support
	-Can come from work/home/friends

Motivation: a set of energetic forces that determine the direction, intensity, and persistence, of an employee’s work effort
	-Direction: working on what you should be working on?
	-Intensity: working hard or hardly working?
	-Persistence: working even when things get difficult? Until you are done?
-Expectancy Theory: people are motivated to act if they believe that their actions will result in their desired goals
	-Expectancy: if I exert effort, will I perform well?
	-Instrumentality: if I perform well, will I receive certain outcomes?
	-Valence: will the outcomes be satisfying/valuable? 
-Motivational force: 
-Goal Setting Theory
	-Goals: primary driver of effort
	-Goals must be specific, and difficult, but not impossible
-Goals Gone Wild:
	-Goals can be too specific
		-Ignore “non- goals”
		-Choose easier goals
		-Inappropriate time horizons
	-When goals are too challenging
		-Risk-taking
		-Unethical behavior
		-Dissatisfaction
	-Goals and learning/ cooperation
		-Reduces learning
		-Reduces cooperation
-Equity Theory: 
		-Cognitive distortion (re-evaluate)

POWER: The ability to influence the behavior of others ( make them do things they do not want to do)
-Sources of power
	-Legitimate power
		-Organizational power based on authority or position (boss, cop, etc.)
	-Reward Power 
		-Ability to control resources or benefits that others desire (being in 			charge of assigning office space, lab manager, etc.)               
	-Coercive power
		-Ability to hand out punishments that others do not desire (
	
	-Expert power
		-Based on expertise or knowledge (IT personnel, top performers, 			people who have been around for a long time)
	-Referent power    
		-Based on the attractiveness or charisma of the leader (a great boss, 			Gandhi, sports team, etc.)     

-Contingencies of power:
	-Substitutability: degree to which people have alternatives
	-Discretion: degree to which a person has the right to make a decision
	-Centrality: How important a person’s job is and how much others’ rely on a 	person
	-Visibility: How aware are others of the leader’s power and the resources 	he/she controls

-Influence strategies: -Influence: the use of behaviors to cause behavioral or 					attitudinal changes in others
	-No bases of power
	-Cant use bases of power effectively
	-Don’t want to use bases of power
-Influence tactics: 
	-Rational Persuasion
	-Consultation
	-Inspirational Appeal
	-Ingratiation
	-Personal Appeals (based on friendship)
	-Exchange Tactic (reciprocity)
	-Apprising (why will it benefit them)
	-Pressure
	-Coalition 
-Responses to Power:
	-Internalization: Targets agree with and become committed to request
	-Compliance: Target is willing to perform request, does so with indifference
	-Resistance: Target is opposed and attempts to avoid damage 
-Negotiation: 
	-Distributive argument: a situation in which whatever gains one person 	makes, the other person must “lose” (ex. negotiating a car price)
	-Integrative bargaining: A situation in which both parties can achieve their 	most valued outcome (multiple issues that matter to different degrees to the 	parties involved, trade offs) (ex. A job position negotiation) 
	
		-What determines whether Distributive or Integrative
			-Situation
			-Personal Style
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