Comm 222: Chapter 4

Values: a broad tendency to prefer certain states of affairs over others.
	 preference has to do with what we consider good and bad
[bookmark: _GoBack]	 how we believe we should and should not behave
 broad tendency: that values are very general and that they do not predict behaviour in specific situations very well.
 achievement value: high value of productivity
social values: enlightened supervision and full employment
Generation differences in values:
[image: Macintosh HD:Users:feliciacalla:Desktop:Screen Shot 2016-02-11 at 1.38.34 PM.png]

Cultural differences in values:
· 16-40% of managers who receive foreign assignments terminate them early because they perform poorly or do not adjust to the culture.
· History of failed business negotiations is attributable to a lack of understanding cross-cultural differences
· Lack of appreciation of basic differences in work-related values across cultures
 Work Centrality:
· the extent to which people perceive work as a central life aspect
· example: british manager posted to Japan who is unaware that managers tend to work late hours, socialize with employees and customers late into the night
 Hofstede’s Study: five basic dimensions along which work-related values differed across cultures.
1. Power distance: the extent to which an unequal distributin of power is accepted by society.
2. Uncertainty Avoidance: the extent to which people are uncomfortable with uncertain and ambiguous situations.
3. Masculinitiy/Femininity: more masculine culture differentiate gender roles, support the dominance of men, and stress economic performance. More feminine cultures accept fluid gender roles, stress sexual equality, and stress quality of life.
4. Individualism/collectivism: Individualistic societies stress independence, individual initiative and privacy. Collective cultures favour interdependence and loyalty to family or clan.
5. Long-term/ short-term orientation: cultures with long-term orientation tend to stress persistence, perseverance, thrift and close attention to status differences. Cultures with short-term orientation stress personal steadiness and stability, face-saving, and social niceties.
Implications of Cultural Variation:
-Exporting OB theories: American managers end to encourage participation in work decisions by employees (low degree of power distance), try exporting this theory to high degree of power distance cultures.
-Importing OB theories: “Japanese Management” techniques, such as quality circles, total quality management, and just-in-time production have been brought to North America.
Appreciating Global Customers: important to understand that different markets have different needs. Errors happen due to this regularly.
Developing global employees: companies need to select, train and develop employees to have a much better appreciation of differences in cultural values and the implications of these differences for behaviour in organizations.
Attitudes: a fairly stable evaluative tendency to respond consistently to some specific object, situation, person, or category of people.
BELIEF + VALUE = AttitudesBehaviour
Job satisfaction: a collection of attitudes that workers have about their jobs.
-Facet satisfaction: the tendency for an employee to be more or less satisfied with various facets of the job.
-Overall Satisfaction: an overall or summary indicator of a person’s attitude toward his or her job that cuts across the various facets
Job Descriptive Index (JDI): a popular measure of job satisfaction. Questionnaire is designed to measure; people, pay, supervision, promotions, and the work itself.
Minnesota Satisfaction Questionnaire: respondents indicate how happy they are with various aspects of their job on a scale ranging from “very satisfied” to “very dissatisfied”
What determines job satisfaction?
Dicrepancy:
-Discrepancy theory: a theory that job satisfaction stems from the  between the job outcomes wanted and the outcomes that are perceived to be obtained.
Fairness:
-Distributive fairness: fairness that occurs when people receive the outcomes they think they deserve from their jobs
· Equity theory: a theory that job satisfaction stems from a comparison of the inputs one invests in a job and the outcomes one receives in comparison with the inputs and outcomes of another person or group.
· Inputs: anything that people give up, offer, or trade to their organizations in exchange for outcomes.
· Outcomes: factors that an organization distributes to employees in exchange for their inputs.
-Procedural Fairness: fairness that occurs when the process used to determine work outcomes is seen as reasonable.
-Interactional Fairness: fairness that occurs when people feel they have received respectful and informative communication about an outcome.
Disposition:
· some people are predisposed by virtue of their personalities to be more or less satisfied despite changes in discrepancy or fairness
· some personality characteristics originating in genetics or early learning contribute to adult job satisfaction
Mood & Emotion:
· Emotions: intense, often short-lived feelings caused by a particular event.
· Moods: less intense, longer-lived and more diffuse feelings.
· Emotional contagion: tendency for moods and emotions to spread between people or throughout a group.
· Emotional regulation: requirement for people to conform to certain “display rules” in their job behaviour in spite of their true mood or emotions. 
Key Contributors to Job Satisfaction:
	-Mentally challenging work
	-Adequate compensation
	-Career Opportunities
	-People
Consequences of Job Satisfaction:
	-Absence from work
	-Turnover
	-Performance
Organizational Citizenship Behaviour:
OCB: voluntary, informal, behaviour that contributes to organizational effectiveness
-Customer satisfaction and profit
Organizational Commitment:
Organizational commitment: an attitude that reflects the strength of the linkage between an employee and an organization
-Affective Commitment: commitment based on identification and involvement with an organization
· Role clarity and having one’s expectations met after being hired 
-Continuance commitment: commitment based on the costs that would be incurred in leaving an organization
· When people feel that leaving the organization will result in personal sacrifice, or they perceive that good alternative employment is lacking
-Normative Commitment: commitment based on ideology or a feeling of obligation to an organization
· Fostered by benefits that build a sense of obligation to the organization (tuition reimbursements, special training)
Changes in the Workplace and Employee Commitment:
· Changes in the nature of employees’ commitment to the organization
· Changes in the focus of employees’ commitment
· The multiplicity of employer-employee relationships within organizations
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