Personality

5-factor model: 
-Openness to experience

Learning
Positive reinforcement: Give gifts
Increase behavior
Negative reinforcement: Punish or ignore
Decrease behavior

Other way of learning
Social cognitive theory:  look at you imitate you regulate own behavior to succeed like you will 

Perception

Components of  and that come perception and attribution
Process 
Biases


Interpretation (ambiguity?)

Perceiver  Situation  Target 

Bruner’s Model 

Information from situation and target
Some need to be kept other no 
Pick Cues we want to look at and ignore the rest
Absorbing all information we can 
We piece info like puzzle 
We add info every time we meet the target to create profile of the target 

· Constancy effect (tendency): no matter how we change info the target is viewed the same. We strive for consistency in our perception of people.
· Selective perception:
· Impress information: how we form impressions of others + attributes
· Attributes: assign causes and answers to why people are how they are.

High or low Dispositional factors: 
High or low Situational factors:

External cues:
Consistency cues: regularly?
Distinctiveness: Engage in many situation or distinctive to one situation?
Consensus cues: do most people or unique?

 To figure out cause of a person’s behavior

central tendency: everyone satisfactory 


Stereo Type (characterization process  may be prejudices (negative traits) 
Distinguish category
Identify traits
Perceive that everyone in category have the same traits


Values: developed over time with interaction with family and friends. 
Polar by nature  not neutral 
Broad 
Example: Honesty, never cheated is unlikely. 


Culture differences in the work place

Study by Geert Hofstede

76 countries

4 Dimensions

· Power distance - distribution of power and control within organization
· Uncertainty avoidance - 
· Feminism/masculinity
· Individualism and collectivism – basic preferences (independence or interdependence) due to fundamental diff. btw what people want and expect from work
· Time orientation

Collectivism: 

Check Book regarding OB theories.

** Difference between attitude and values.

Your values and beliefs form your attitudes about a particular target.
 (Depending on outside forces)

Example: Job satisfaction is an attitude towards job.

Read in textbook about Attitudes effect Facets (ex. Job satisfaction) on satisfaction in theoretical explanations

Organizational commitment 

Behavior depending on level of satisfaction and commitment

Motivation
Motivate based on their needs 

Motivated when you expend a lot of effort on something for a long time in the right direction.

Made up of effort(amount of energy put into doing job), persistence, direction (the extent to which worker’s channel their persistent effort in a direction that benefits the organization), and goals. 

A way of people think that they will do what you want them to do 

As opposed to process that are cognitive. 

Need theories

Maslow’s theory: 

Hierarchy of needs (5 level – self- actualization, self-esteem, belongingness, safety and physiological(food))

When lowest-level unsatisfied need has the greatest motivating potential. 
Once a lower level need is satisfied, it can no longer be used for motivation(no motivation potential).

Self-actualization: Exception it gets stronger as it gets satisfied 
The direction only occurs in 1 direction and in sequence not at the same time


David McClelland’s theory of needs:

Person will behave according to different levels of their internal need for achievement (perform challenging tasks well), affiliation (build relationships) and power (have influence on others). (Combination of the 3 compared to one after the other)   

Alderfer’s theory (ERG theory): 

Combined Maslow’s 5 level in 3 
Existence (food shelter), relatedness (belongingness and self-esteem), growth (self-actualization and some of self-esteem)
When higher-level needs are less gratified, lower-level need for satisfaction is desired. 

1) Not using full extent of abilities of employees
2) Costs the orgniztion more pay and benefits to motivate 
Review in book about this section. 

Mc Lenen’s theory:

Expectation theory:

Equity theory:

Goal setting theory:

Self-determination theory:

Motivation stems from your personality 
People have certain needs that movtivate them to do certain things but it depends on their personality. 

More about personality and needs 

Example: 
Being a manager  need for power or achievement (not motivated by that  not bad)

Needs: Independence, power, achievement (physiological and psychological)

Motivation  Performance 

Intervening Factors:
· General cognitive ability
· Emotional intelligence
· Personality
· Task understanding
· Chance 





Process theory:

People have a more cognitive way of being motivated. Think about it more 

Expectancy theory:

They do what they do because they expect something in return. If they exert what they are asked they will get what they are promised. To move someone to exert effort to get what they want. (or need)

Effort (expectancy)  Performance (Instrumentality)  Rewards

Ex.: Getting A 

1st level: What is in it for us?
2nd level valence: A good job, scholarship
Sense of accomplishment 

Instrumentality and expectancy (individual in nature)

Equity Theory:

Demotivation due to more effort compared to teammates and getting same pay or result. People cannot live without equity. 

Comparison social process of inputs and outcomes 

 Equity  job dissatisfaction 

Adjust?  Make yourself equal to the person you’re comparing yourself to.

Goal setting Theory (Edwin lock and Gary Lathem):

Set a goal for themselves 
Because goal specific and achievable but difficult 
This will motivate you to reach the goal
Be sure that the goal is the right level and you get feedback on ongoing basis so you know that you are moving in the right direction 
+ support in they fail
Reach a goal that they are aiming at. 

Integrative Model:

**The power of the motivational theories is their combination 
Work best when they work together 

Ex. Needs and process theory, …

Increase performance because they want something (needs theory)

However the theories were developed in North America so do the theories work as well in the whole world due to cultural differences

Needs theory work well globaly
Process theory don’t 
Example: Goal setting might work well in vigilistic society where people are used to the idea reach a goal by myself? 

Collectivistic society  needs theory wont work as well 


Putting theories in action (Strategy Forming)

Example: Money motivating but to an extent (rent & food fulfill needs)
But when feelings of belongingness and growth money aren’t helpful. 

Extrinsic motivation: Money

Intrinsic motivation: less costly, 

Job Design increase motivation: 

Job Enrichment:

Job characteristics model (5) + Psychological aspects lead to 

Increase skill variety 
Increase Level of autonomy 
Increase feedback
*
*

(If done right)
Example: Job rotation (tire on car, doors on car)

Which motivational theory’s can be used to design job. 

** Look at pros and cons of strategy to differentiate then and pick the best one for the company

Job Scope

Made up of:
job depth: degree of discretion and control the worker has over activities
job breadth: number of different activities 

Taylor’s scientific management theory: 
Low scope

Low scope: 
· Quality control equipment monitoring 
· Traditional Assembly Line Job
· Assembly Line utility worker

Job Designs
Flex-time
Compressed Workweek
Job sharing
Work sharing
Telecommuting

Job characteristic model

(linked to expectancy)

work well  more tasks 

 higher critical psychological state 

Core job characteristics (secondary outcomes of expectancy theory)
Skill variety
Task identity
Task significance
Autonomy
Feedback from job 

Management by objectives (develop and agree on objective)
Fixing goal in systematic way (meet periodically to monitor progress and make adjustments if needed)
(Appraisal meeting (evaluate goal reached or not and reason for failure or success)


Motivational plan 

1. What workers want (needs theory of motivation
2.How organization work and what workers could expect (expectancy theory)
3. What organization goals are (goal setting theory) 


Chapter 1 Personality
Chapter 2 Learning
Chapter 3 Perception and attribution
Chapter 5 Values and attitudes
Chapter 6 Motivationtra

Chapter 7

In addition to process and
Teams give more flexibility

Jobs and organizations need to adapt rapidly 
Easier with groups (different skill sets) Much more quickly 

Group: consist of 2 or more interacting interdependently to achieve the same goal. 

Formal groups: Groups that organization form. 
Informal groups: Group who form naturally. 

Group formation: 

1. Opportunity to interact (the more they come into contact  groups will form)
2. A goal to accomplish
3. Attractiveness (personal attraction, similar values & beliefs

Bruce’s theory of group formation

1.Forming (try to orient themselves)
2.Storming (conflict emerges, sorting out roles and responsibilities)
3.Norming (resolve issues of storming and develop social consencus)
4.Performing (group devotes energy toward task accomplishment)
5.Adjourning  (group disperses)

*Emotional Support 

Some groups can skip can loop and overlap between stages. This usually works for new forming groups. (Never met before) 

When structured norming and forming not necessary


Connie J.G. 

Punctuated Equilibrium Model

(Developed by observing students)
 (Only teams with deadline)

1.Phase 1 (sets tone for entire phase in first meeting no progress towards goal)

2.Mid-point transition (exactly btw. Phase 1 and deadline, organize, change approach, reach outside help)

3.Phase 2  (adopt all activities agreed to in mid-point phase, a lot of activity, more concern towards)

NEED:
Prepare for first meeting (sets tone for phase 1) Prepare for mid-term (sets tone for entire project)
Make sure all necessary resources are in place 
Don’t change deadline 



Groups and Performance

Process Loses: group performance lower than individual or expected performance of the group

Difficulties:
Lack of communication (size or not well placed members so no motivation)

Group Structure

Group size
Diversity
Norms
Rules 
Status of group members 
Cohessiveness

FORMAL OR INFORMAL?

 How cohesive it will become 


Initial number is large is ok.
Group Size
As number of member increase one in way of other

Satisfaction
Eventual performance 

Review Tasks in tail + Effect on group decision 

Additive tasks  group performance depends on addition of each member’s performance 
Disjunctive task  group performance depends on the best members performance
Conjunctive tasks Group achievement is restricted by the performance of its less resourceful members.
 




More members more process losses (Productivity decreased)

Group diversity 

Characteristics of each member in group, skill set, view points


More diverse  harder for being cohesive and more conflict will occur
More time in forming norming and storming to
Higher diverse groups  outperform lower diverse groups 

Informal Structure of groups 

Expectation of norms (Set of expectations that govern what members of group think is appropriate behavior)
The roles we play (Particular behaviors that are attached to a particular position within the group)
Our status Position (Rank or social position given to group members)

2 types of status systems:

Formal 
Informal Status systems 

Group cohesiveness: Strength of bonds between teammates 
The higher probability member wants to stay with group 
How co
Threat and competition
Degree & Success experienced by group
How diverse is the group 
Size 
Toughness of initiation (how tough it was for getting in the group)

Use these factors in various ways 

Do everything together  no vacation 

Consequences 
High level of conformity  prevent different views of being expressed 

Highly cohesive  more success 
More success  more cohesive

Too much cohesive 
 Bad decisions 
(Tend not to question status quo. Too much trust to assess new info and think thoroughly about decision before making it)

Us Vs. Them feeling 

Negative Effects of Group Work

Free riders: depend on the group to do all the work 

Sucker-effect: Nobody wants to do it all alone so depends on other teammates and no one does it at the end 
The felt dispensability effect: when members feel that they are not good or knowledgeable enough to make a meaningful contribution.

Contribution visual  small group size
Work assigned is interesting for that member (expertise)
Mention that unique information is valuable to the team 
Increase performance feedback 
Reward group performance  monitor own performance 
How to utilize expectancy theory of motivation 

Module 8

Social influence on group

Each member is influences due to:
Dependence  ex.: information 
 

Social information process theory: to help understand events and develop expectation 

(Behavior, thoughts, feelings) 


Relate to Rewards and punishment  member behavior to reward
(Member want approval of group and care of group members behavior)

Absenteeism: 
Norms is related  (no norms)
Cultures is related 
Not just about job satisfaction 
Match behavior of group absents (more potent)
People don’t care 
Social behavior is strong 

Absence culture: 

Some organize absences  regulation 

· Can promote good or bad effect (job design is related)

Presenteeism:

Commitment
Fulfill work 
Affected by norms and culture
Even if sick, go to work 

Consequences of information and dependence:

1. Compliance – People do it because they are expected to (for rewards) rather than really believing in the values, beliefs, and attitudes that underlie the norm of what they are doing. 
 Only if someone is watching

2. Identification – Develop after compliance. You identify the norms of the people who promote them and they become yours as well (effect dependence)  how you should think and act in the group 
 If he does it, I will too. 


3. Internalization  - You truly believe in the norm because you believe in what it stands for. 
 to accept beliefs, attitudes, and values they stand for.

Socialization:

A process by which people learn the attitudes, knowledge and behaviors that are necessary to function in a group or organization. 

The stages of Socialization: (review in book)

1. Anticipatory 
· Before the employee is hired  socialization starts
· Career fairs and summer jobs prepare
· Job previews

2. Encounter 
· Hired into organization
· First day on the job 
· Orientation, mentor, or proactive socialization (ask good expected behavior)
3. Role management
· Get used to organization and vice versa.
· Balance between. Organization and non-work (family) roles.
· Learn on fine-tuning and actively managing your role in organization. 
·   Proactive socialization
·  Start with conformity and end with internalization
 Organization culture beliefs and values.







Organization Culture:

Languages, values, attitudes, beliefs, and customs
The way we do things around here!
Way of life  stable 
Takes time to change 
More general than norms
Through communication 
Can be sub cultures (ex.: army)
From appearance to mission statement to stories…

How culture is learned

Raising  socially adopt human beings 
Not genetics 
How to behave in front of different people 
Born in culture group not with culture 

Ex.: 
Chopsticks, fingers or fork 
Eat pork or not
Shake hands or bend head to salute 

 Gender roles 

Culture is symbolic:

Arbitrary  change through time (peace sign/victory)
Unpredictable
Ascribed

Culture is shared:

Shared ideas and meanings to understand
Being part of culture group
We have socialized to reach this group 
 Knowing the extent to which a behavior is understandable and appropriate.

Society Changes:

Innovation  a new way of thinking about X

Inventions a completely new idea or product (culture, norms)

Cultural interaction Diffusion

Contact between groups religion… 
Re-evaluation of self in relation to other
Naturalization:

Cultural norms seem natural not arbitrary.  


Strong culture
	
Advantages:
Coordination  over values and assumptions are same making it easy to collaborate and coordinate 
Conflict resolution  members share same values
Financial success  common goal leads to success

Disadvantages:

Difficult to change  1 is hard to change imagine 20-1000 
(Monumental task)
Culture Clash  Merge 2 strong and incompatible cultures
Pathology  Members too secretive and paranoid no time to take care of business
Lack of ethical behavior, fighting, dishonesty

How do cultures form?

Founder + ideals (stories and characteristics)
 members follow the founder’s steps to make sure they are doing the right thing (paying attention)
Socialization process  more sophisticated it is to identify values, beliefs and assumptions the stronger the culture is 

Identifying cultures:
(For Canada)

Symbols: National flag, national anthem, British monarchy, order of Canada
(Object that has ascribed meaning)

Rituals: The order of Canada formal ceremony, protocols, singing anthem before hockey games.
 
Stories: Creation of the flag, the founding, experiences of soldiers in WWI and WWII.

The 6 socialiation tactics:

p.273 Chapter 8 



Leadership

Motivating people and gaining their commitment

Not controlling and manipulating 

Form of social influence 
Able to influence to achieve goals and create environment to influence others to achieve goals 

Anyone can become a leader (group project)

Supervisor, floor manager 


Leadership behavior 

Transactional leadership theories
Transformational leadership theory  influence followers because they possess additional behavior which make them more affective with how they inspire their followers other than their existing transnationally adopted aspects


Informal leaders
· Delegate tasks 
· Insure goals are met 

Effective leader
Help group Define objectives
Find way to reach them 
Guidance
Direction
Motivate (power of persuasion) most important 
Clarify roles within organization to achieve goals 
Know how to allocate resources in most effective way
Manage communication 
Coordinate activities 

Good leaders
Serve us not want to be served --> (fulfill own agenda at expense of ours)


Leadership Analysis

1. Trait approach (1930’s) (stood out from crowd, combination of characteristics or traits to convince others to follow them) 
-Personality
-Intelligence
-Communication skills 
-Physical appearance

(They think they are born to be leaders(characteristics))  right place/right time (situation)  to show case leadership talents

Difficult to determine if:
· Right traits Or found themselves in situation where they had to develop those straits 
· Think that leaders need all traits to be effective 
To identify them and understand what effective leaders did to be effective 
(Use only people with traits or develop traits in others)
- You need every leader characteristics to be one?? 





Chelly and Albert :
-The traits depend on the situation 
-Having traits no mean u will be good leader 
-Do no predict effectiveness of the leader

Identifying Leadership Tendencies

· High energy levels: People cope with the hectic pace and demand of most leadership positions.
· Interpersonal skills: Which includes emotional maturity, no self-centered or defensive tendencies, good self-control and stable emotions.
· Technical and conceptual skills: This means that in order to lead a leader must also have a good working knowledge of what their subordinates do.
· Integrity: It’s no surprise that subordinates expect or hope that the leader has good values, is honest & is trustworthy and has their best interests in mind when leading the organization.
· Self-confidence: A leader must exude high confidence in their own skills.

David McClelland’s 3 leadership motives:

1. Need for power enjoy being able to influence others
2. Need for achievement  from moderate to strong 
(Enjoy attaining challenging goals and tasks and taking moderate risks. They have more career ambition)
4. Need for affiliation  particularly weak (Face unpleasant situations and can’t handle them if they were in need of approval  Firing an employee)

1930 strong and powerful / power hungry individuals (flamboyant)
1950’s  stable and calm / memorable leaders
1960’s  authoritarian (east) democratic (west)

Lack of success  trait approach
So people found out people can learn to be leaders

Social movement + sign of times

Behavioral approach 
What people did to become leaders








Leadership style
· Relationship oriented
· Initiating structure concerned how to attain present goals 
Task-oriented 
· Leader reward behavior (compliments and rewards)
· Leader punishment behavior (punishment)
· Consideration leadership style


Situational approach

Concept: Participative management 

Leadership must be adopted to the situation

Some are better context or situations (Ex.: China vs. U.s)

Nature of Work
Attitudes of subordinates

Robert House’s Path Goal Theory

 Situational approach

A person can exhibit any leadership style depending on the situation
 The satisfaction, motivation and performance of followers can be affected using a variety of different styles or behaviors depending on which one would seem to be most effective.

Optimal Leadership style:

Depend on the situation and what the followers best respond to.

Show path towards goal  Path-goal theory 

Motivating and satisfying employees by gaining their acceptance in the process

· Leadership styles  subordinate characteristics

   	Directive behavior: Employees have low need for autonomy and do not have the necessary abilities to do the task.
	Supportive behavior: Employees find tasks are routine and boring, and the job frustrating.
	Participative behavior: Employees have the knowledge and ability to do the job.  Work related decisions (obtaining employee decision to take action within limits)
· Negative: Takes a lot of time and energy. (Throughout the decision making)
· Transfer leadership power to employees
· Lack of receptivity (For the decision making) +knowledge
· No knowledge to contribute
· Not interested in the process
· Not paid as a leader 
	Achievement-oriented behavior: Employees have high need for achievement.

· Situation factors
 
SEE BOOK FOR MODEL OF VICTOR VLOOM  decision tree 

Transactional Leadership Theory

Reward or punishment in return to accomplishment of goals

Max weber 

Transformational leadership: go beyond to do more than what is expected of them due to their respect and trust in their leader.

Transformational leadership
Is made up of certain aspects of transactional leadership
(Clarification of tasks)


Bernard Bass‘s 4 I’s

Transformational and transactional 

1.Idealized influence  Charisma 
2.Inspirational motivation
3.Intellectual stimulation
4.Individual consideration 


Informal leadership: Leader emerge alone (perception of ideal leader prototype cultural influences and family)
Shared leadership

Dependent leadership 

Blabbermouth theory: Person who speaks most and takes spotlight (initial behavior of people)
Cognitive resource theory: The cognitive resource theory is a leadership theory of industrial and organizational psychology developed by Fred Fiedler and Joe Garcia in 1987 as a reconceptualization of the Fiedler contingency model. The theory focuses on the influence of the leader's intelligence and experience on his or her reaction to stress.
Contingency theory: In contingency theory of leadership, the success of the leader is a function of various contingencies in the form of subordinate, task, and/or group variables. The effectiveness of a given pattern of leader behavior is contingent upon the demands imposed by the situation
Transactional leadership: Transactional Leadership, also known as managerial leadership, focuses on the role of supervision, organization, and group performance; transactional leadership is a style of leadership in which the leader promotes compliance of his/her followers through both rewards and punishments.

Ethics


Ethics is a systematic thinking process about the moral consequences about the decisions we make. 


Ethical guidelines


7 particular issues 
-
-
-
-
-
-
-

NOT ethics:

· Feelings  may confuse you 
· Religion  some are not religious
· Following the law  law can be corrupt
· Culturally accepted norms  can be corrupt
· Science  cannot determine ethics only reasons 





	Causes of Unethical behavior

Gain  reward
Personality
Organization and industry culture 
Competition 
Role conflict 

Avoid making unethical decisions:

1. Identifying relevant Stakeholders
2. Considering the cost and benefits to decisions (to them)
3. Knowing the relevant professional codes of conduct you should live by

Whistleblowers  Snitches 

Unethical in organization:
· Absenteeism  saying you’re ill when you’re not (because they are called sick days)
· Presenteeism  pressure from organization to show up when sick
· Sexual harassment (EEOC)  unfair advantages due to sexual benefits (CHRC)  against racisms 

Solutions: 
Death ear syndrome  management denies that a problem is occurring and ignores it  to protect organization or organization culture makes it difficult to deal with (have to be aware)
Training programs  management must be educated to what sexual harassment is and ways to deal with it 

 Immediate consequences

[bookmark: _GoBack]MUST create clear reporting procedures  insure province of those involved 
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