BUSI 2101- Notes 

Chapter 1: Introduction to Organizational Behaviour, Psychological Contract 

What is Org Behaviour? 
· A field of study that investigates that impact that individuals, groups and structure have on behavior within organizations, for the purpose of applying such knowledge toward improving an organization’s effectiveness. 
· Fundamental understanding 

What is an organization? 
· A consciously coordinated social unit, composed of a group of people, which functions on a relatively continuous basis to achieve a common goal or set of goals. 

Work environment and its impact: 
· The quality of the workplace impacts directly on issues of customer service and productivity 
· 1998 study published in the Harvard Business review article “The Employee-Customer-Profit-Chain at Sears. An increase in employee satisfaction resulted in an increase in customer satisfaction. 
· Frank Russell Co. did a similar investigation with Fortune 100 investment companies. 
· Took a hypothetical portfolio of stocks 
· Money invested returned almost 3 times more than the same amount in the S&P 500 companies. 
· Reasons for this success: 
· Lower turnover rate 
· With better reputations they attract higher quality staff 
· Deliver better employee morale- translates into a better environment 

Creating a “Great Place to Work” 
· Definition: a place to work in which employees trust the people they work for, have pride in what they do and enjoy the people they work with 
· What is meant by trust? 
· Credibility- manager’s believability, competence and integrity.
· Managers do so by the following:
· Sharing information broadly: sharing information about such that matters (daily sales) 
· Accessibility to employees: Top executives go to great lengths to meet with ordinary employees whenever possible. CEO of East Alabama medical center meets with every ward in the hospital every day. To be able to trust employees need to feel some sense of what kind of people are in management.
· Willingness to answer hard questions: leaders of organizations need to be able to answer tough questions. 
· JM Smucker conducts quarterly meetings where they answer any questions asked of them 
· Key point is that management makes themselves available for genuine dialogue 
· Delivering on promises: Integrity, cant be trusted if one doesn’t follow through with their promises no matter how good their communication skills 
· The second major aspect of trust related to what employees think management thinks of them:
· Showing recognition and appreciation: Best employers makes an effort to say thank you for a job well done 
· Demonstrating personal concern: respect is needed. People especially care about how they will be treated when faced with a personal event of significance- illness, death, birth, etc. 

The Knowledge Base: 
· When individuals join an organization they form an unwritten, implicit, psychological contract with the organization. 
· These refer to the mutual expectations employees and employers have of each other. 
· Defines the implicit agreement about what the employee will do (e.g. work hard, be supportive of organizational change efforts, work on multiple projects, etc.) in exchange for the kinds of things an employer will do (e.g. promotions, respect, rewards, opportunities, etc.) 
· An individual’s beliefs, shaped by the organization, regarding the terms and conditions of a reciprocal exchange agreement between individuals and their organization 
· Can predict the types of outputs employers will get from employees as well as the rewards employees will receive 
· Social exchange theory: people enter into relationships in which economic and social exchanges are met. A future has been promised for contributions creating a obligation to reciprocate 

The Current Psychological contract: 
· Current rate of change that businesses undergo as they adapt to competition, technology, and changing markets has resulted in market place expectations and psychological contracts. 
· After WW2 the psychological contract was very simple: employees worked their way up the corporate ladder slowly in return for a high promotion in their middle age for a comfortable retirement, high degree job security 
· Now, changed from long-term employment-to-employment based on business needs. 
· Now rewarded for skills and performance rather than tenure 
· In return for high pay and stock options, many employers expect long hours of hard work, flexibility, and commitment but have less expectation of employee loyalty. 
· How do employees react to broken psychological contracts: 
· Modify expectations
· Put more emphasis on reputational capital (building resume) 

Employee Commitment: 
· Defined as emotional attachment to the organization, identification with the organization, involvement in the organization, strong belief in and acceptance of the organization’s goals and values 
· Committed employees yield several advantages for the employer: 
· Higher performance 
· Greater ability to adapt to unforeseen circumstances 
· Higher attendance 
· Longer tenure 
· Commitment is more likely when you are satisfied with your job 
· Recommended ways to earn employee commitment: 
· Clarifying and communicating the organization’s mission 
· Guaranteeing organizational justice 
· Creating a sense of community 
· Supporting employee development 
· Study found that greatest influence on the level of employee commitment to stay with the company was meritocracy (rewards, promotions) followed by fair treatment 
· Another factor that influences commitment and turnover is workplace incivility 
· Low intensity deviant behavior that violates workplace norms for mutual respect; may or not be intended 
· Seven values found in healthy organizations: 
· Commitment to self-knowledge and development (continuous learning)
· Firm belief in decency (fair treatment)
· Respect for individual differences (celebration of diversity) 
· Spirit of partnership (belief in community, teamwork, participation) 
· High priority for health and well-being 
· Appreciation for flexibility and resilience (change managed well) 
· Passion for products and process (concerned for balancing stakeholder interest and environmental protection) 
· Iceberg example 

Chapter 10: Group Dynamics and Teamwork 

Importance of learning teams (LT’s): 
· Experience of working on a team 
· Be able to better understand team dynamics 
· Teams are super important in today’s workplace, so this experience is invaluable 

What is teaming? 
· Teaming is a VERB. Today’s businesses require teamwork skills that allow you to be on teams that band and disband by the minute, requiring a more dynamic approach to how teams develop and perform.  

Inputs: 
· KSA’s (Knowledge, skills and abilities) 
· Task (design, identity, interdependence) 
· Team size 
· Functional diversity 
· Personality, values 
· Propensity to work in a team 
· Experience 
· Interpersonal skills 
· Organizational support 
· Individual goals 

A Prototype for creating Hot Team: 
· Two most important: 
· Don’t let your group become rule-bound: 
· Called process 
· Standardizing tasks, highlighting inefficiencies and inconsistencies 
· Create boundaries in the workplace 
· Example: Process for distribution of office furniture. A committee decided admin assistants could have chairs with arms. But Sally a six-month pregnant woman needs a chair with arms. So her team swapped a chair from an empty desk. But the operations manager went at night and removed the chair…on going process of back and forth 
· Over the top, uptight enforcement kills hot teams 
· Don’t be mean: 
· “We need to be lean and mean” 
· Lean is a business necessity be mean does more harm than good 
· For example: a boss openly singles out employees for missing budget 
· This humiliation and manipulation usually produces bad outcomes
· First when employees are treated like “hand-wringers” for saying something the boss doesn’t want to hear 
· Second, managers would do almost anything to avoid saying “I screwed up” which often gets the company in hot water 
· Four Do’s of hot team: 
· Like your people
· Listen to them 
· Make work engaging 
· Let them decide 

What is team effectiveness? 
· Effectiveness criteria: 
· Output (Performance): productive output of a team meets or exceeds standards of quality, quantity, and timeliness of the client 
· Social Processes (viability): social processes the team uses in carrying out the work to enhance members’ capability of working together interdependently in the future 
· Learning (satisfaction): group experience contributes positively to the learning and personal well-being of individual team members 

Group Development (Five Stage Model): 
· Forming: 
· In this stage members focus on accepting each other and learning more about the group and its purpose. 
· This is a period of uncertainty, self-consciousness, and superficiality 
· Effective group leaders help orient members, clarify the purpose, and work on establishing trusting relationships 
· Storming: 
· Members confront issues of how much individuality they must relinquish to belong to the group and who will be in control 
· Tension, criticism, and confrontation are typical here 
· Group becomes polarized, subdivides into cliques, and challenges the leader and others
· Effective leadership involves helping the group focus on a common vision, modeling constructive conflict management, and legitimizing expressions of individuality that do not hinder productivity 
· Leaders reassure storming is a normal stage in a group’s development 
· Norming: 
· Members develop shared expectations about group roles and norms 
· This stage is characterized by collaboration, commitment, increased cohesion, and identification with the group 
· Effective leaders continue to help set norms, provide positive feedback on group’s progress and prevent groupthink (tendency for members a highly collective group facing collective threat to seek consensus so strongly that they fail to see alternative courses of action) 
· Performing: 
· Group focuses is energy on achieving its goals and being productive 
· Increased cohesion, acceptance of individual differences, and mutual support. 
· Skilled leaders help group run itself, foster development of group traditions and encourage the group to evaluate its effectiveness 
· Adjourning: 
· Temporary groups disband and focus less on performance and more on closure 
· Members struggle with holding on (nostalgia) and letting go (looking to the future). 
· Effective leaders encourage group to reflect, learn from, and celebrate their achievements 

Content and Process: 
· There are two types of group process: 
· Task Process: 
· Focuses on how groups accomplish their work 
· Setting agendas, figuring out time frames, generating ideas, choosing techniques for making decisions and solving problems 
· Maintenance Process: 
· Concerns how groups function with regard to meeting group members’ psychological and relational needs 
· Leadership, membership, norms, communication, influence, conflict management, etc. 

Task-Oriented Behavior: 
· Initiating: some person(s) must be willing to take initiative. These can be seemingly trivial statements such as, “Let’s build an agenda” or “It’s time we moved on to the next item”. 
· Seeking information or opinions: clear and efficient flow of information, facts, and opinions is essential to any task accomplishment. “What do you know about this situation?” and “What solution would you recommend?” 
· Giving information or opinions: in response to seeking behavior described earlier, group members can offer both information and their opinions to aid the group. “My own opinion on the matter is…”
· Clarifying and elaborating: many useful inputs into group work get lost if this task-related behavior is missing. “Let me elaborate on that idea”, they may communicate a listening and collaborative stance 
· Summarizing: at various points during a group’s work, it is helpful if someone takes a moment to summarize the group’s discussion. This gives the entire group an opportunity to pause for a moment, step back, and see how far they have come, where they are, and how much further they must go 
· Consensus testing: many times a group’s work must result in a consensus decision. At various points in the meeting the statement, “Have we made a decision on that point?” can be very helpful. It serves to remind everyone that a decision needs to be made, and thus adds positive work tension into the group 
· Reality testing: groups can take off on a tangent that is very useful when creativity is desired. However there are times when it is important to analyze ideas critically and realistically. This helps the group get back on track 
· Orienting: another way of getting a group back on track is through orienting points of departure, this helps the group to define its position with respect to goals and identify points of departure from agreed-upon decisions 

Maintenance-Oriented Behavior: 
· Gatekeeping: directing the flow of conversation like a traffic cop, is an essential maintenance function. Without it information gets lost, multiple conversations develop, and less assertive people get cut off and drop out of the meeting 
· Encouraging: encouraging also ensures that all potentially relevant information the group needs is shared, listened to, and considered 
· Harmonizing and compromising: these are very important but tricky because this overuse or inappropriate use can serve to reduce a group’s effectiveness. If smoothing over issues (harmonizing) and each party’s giving in a bit (compromise) serve to mask important underlying issues, creative solutions to problems will be fewer in number and commitment to decisions taken will be reduced 
· Standard setting and testing: this category of behavior acts as a kind of overall maintenance function. Its focus is how well the group’s needs for task-oriented behavior and maintenance-oriented behaviors are being met. All groups reach a point where something is going wrong so effective groups stop the music test their own process and set new standards 
· Using humour: use of humour to put people at ease and reduce tension is an important maintenance function. However, inappropriate use of humor can prevent groups from reaching their goals quickly and stop them from tackling uncomfortable issues that need to be resolved 

Self-oriented behaviours: 
· Pursuing own goals/agenda
· Trying to exert control over the group 
· Establishing own role/identity in the group; drawing attention to self 
· Working to be accepted in the group 
· In a new group we tend to see self-oriented behavior as more prevalent 
· They can also be observed when a newcomer joins an already established group 

Different styles for reducing tensions: 
· The Friendly Helper: acceptance of tender emotions, denial of tough emotions. Can give and receive affection but cannot tolerate hostility and fighting. Pursues importance of maintaining relationships over getting work done 
· The Tough Battler: acceptance of tough emotions and denial of tender emotions. Can deal with hostility but not with love, support and affiliation. Pursues importance of creating hostility over all else
· The Logical Thinker: denial of emotion cannot deal with tender or tough emotions, shits eyes and ears too much going on around them. Pursues goals above all else, does like to get into friendship or fights. 

	
	Friendly Helper 
	Tough Battler 
	Logical Thinker 

	Best of all Possible worlds 
	A world of mutual love, affection, tenderness, sympathy 
	A world of conflict, fighting, power, assertiveness 
	A world of understanding, logic, systems, knowledge 

	Task-Maintenance Behavior demonstrated 
	Harmonizing, compromising, gatekeeping by concern, encouraging, expressing warmth 
	Initiating, coordinating, pressing for results, pressing for consensus, exploring differences, gatekeeping by command
	Gathering information, clarifying ideas and words, systematizing, procedures, evaluating the logic of proposals 

	Constructs used in evaluating others 
	Who is warm and who is hostile? Who helps and who hurts others? Who is nice and who is not? 
	Who is strong and who is weak? Who is winning and who is losing? 
	Who is bright and who is stupid? Who is accurate and who is inaccurate? Who thinks clearly and who is fuzzy? 

	Methods of influence 
	Appeasing, appealing to pity 
	Giving orders 
Offering challenges 
Threatening 
	Appealing to rules and regulations 
Appealing to logic 
Referring to “facts” and overwhelming knowledge 

	Personal threats 
	That he or she will not be loved
That he or she will be overwhelmed by feelings of hostility 
	That he or she will lose his or her ability to fight (power) 
That he or she will become “soft” and “sentimental” 
	That his or her world is not ordered 
That he or she will be overwhelmed by love or hate 



Types of teams: 
· Self managed teams: 
· Virtual teams: 
· Multicultural and multinational teams 

Chapter 4: Decoding Human Behavior 

Behaviour is influenced by the following:
· The individual 
· Personal characteristics such as abilities, motivation, and personality may affect behavior 
· The job 
· Job an employee performs affects how that person behaves. Regardless of their personalities, hospital nurses learn to be meticulous because errors are not tolerated in their job 
· The work group 
· Work group characteristics such as norms, size, leadership, and structure also influence human behavior 
· The organization 
· Reward systems, performance appraisal procedures, resources, and other organizational practices further impact how an employee acts 
· The culture 
· All of these are impacted by national, regional, and local culture to which they belong 

What is personality? 
· Can be defined as an individual’s relatively stable characteristic patterns of thought, emotion, and behavior and the psychological mechanisms that support and drive those patterns 
· Although family setting and life circumstances play a role in shaping personality, people are not passive recipients of environmental influences. 
· Children are active creators of their own personalities because they can influence others’ reactions and initiate their own social interactions 
· Adults likewise play a role in their own development by choosing their own career path, activities to participate in, etc. 
· Thus both nature and nurture play important roles in personality development 




Trait Models: 

The BIG FIVE MODEL: 
· Comprised of the OCEAN dimensions: 
· Openness to experience: 
· Refers to the extent that people actively seek out new and varied experiences and the extent to which they are aware of their thoughts, feelings and impulses 
· Curious, imaginative, complex, refined, sophisticated 
· Valued in jobs that require creativity 
· More likely to migrate into artistic and scientific fields 
· Conscientiousness: 
· People who are tend to be dependable and trustworthy and conform to social norms 
· Dependable, organized, reliable, ambitious, hardworking, and persevering
· Strong influence on performance of the Big 5 
· Conscientious individuals prioritize accomplish striving: 
· Spend more time on-task  
· Build job knowledge 
· Goal-setting and persistence 
· Exceed work requirements 
· Extroversion: 
· Refers to how outgoing, sociable, and assertive people are
· May also be energetic, active, having many interests and hobbies 
· Talkative, sociable, passionate, bold, dominant 
· Prioritize status striving: 
· Strong desire to obtain power and influence within a social structure as a means of expressing personality 
· Tend to be high in positive affectivity: 
· Tendency to experience pleasant, engaging moods such as enthusiasm, excitement and elation 
· Agreeableness: 
· Captures the extent to which people are likeable, cooperative, and considerate 
· Warm, kind, sympathetic, helpful, courteous 
· Prioritize communion striving: 
· Seek to gain acceptance in personal relationships 
· Focus on “getting along” not necessarily “getting ahead” 
· Beneficial but can be detrimental in others
· Neuroticism: 
· Also called emotional stability, refers to the tendency to experience chronic negative emotions such as worry, insecurity, self-pity, poor self image and mood swings 
· Synonyms with negative affectivity: 
· Tendency to experience unpleasant moods such as hostility, nervousness, and annoyance 
· Associated with differential exposure to stressors 
· Neurotic people more likely to appraise day-to-day situations as stressful 
· Associated with a differential reactivity to stressors: 
· Neurotic people less likely to believe they can cope with the stressors that they experience 
· Conscientiousness seems to have the strongest relation to overall job performance across a wide variety of jobs 
· People who score high of conscientiousness also may set higher goals for themselves, have higher performance expectations for other people, have greater motivation, be more satisfied with their jobs, and have higher occupational status 
· Neuroticism has the worst relation to overall job performance… 
· Extroversion related to job types in sales 
· Agreeableness related to performance in jobs where cooperation is necessary 
· Openness to experience has not been a predicator of job performance, although good for international work 
· Ultimately, we need to consider the situation and the individual’s overall profile 

Myers-Briggs Type Indicator: 
· Personality profile partially based on psychologist Carl Jung’s theory of personality 
· Available in 19 different languages, used in a variety of workplaces 
· Extroversion/Introversion (E/I): refers to how the individual interacts socially. 
· Extroverts are outgoing and sociable
· Introverts are shy and prefer to be alone 
· Sensing/Intuiting (S/N): measures how people prefer to collect information. 
· Those who score towards the sensing end of the dimension prefer to use their 5 senses to systematically obtain factual information (practical and orderly)
· Intuitive individuals use instinct and subjective perception (unconscious process)  
· Thinking/Feeling (T/F): captures how people evaluate information 
· Thinking types prefer to rely on logic and analysis (use reason and logic) 
· Feeling types rely more on their own and other people’s reaction (uses values and emotions)  
· Judging/Perceiving (J/P): refers to how people like to make decisions 
· People who score on the judging side are planners and like to control the decision making process (want order and structure) 
· Perceivers are more flexible, spontaneous, and adaptive in their decision style  (flexible and spontaneous) 
· The MBTI is scored by combining all four pairs into a matrix of 16 personality types 
· Visionaries (INTJ): original, stubborn, and driven 
· There is little evidence supporting MBTI as a valid personality measure as is it a good tool for self-awareness but not for testing job candidates 

Other Personality Traits: 
· Self-esteem: degree of regard people have for themselves. Individuals with high self-esteem tend to be more satisfied with their jobs than those with low self-esteem 
· Machiavellianism: takes name from Niccolo Machiavelli. People who are high in Machiavellianism believe that the end justifies the means and that manipulation is an acceptable way to influence other people 
· Locus of control: people with an internal locus of control tend to believe that they control their own fate and destiny. In contrast, people with an external locus of control tend to think that luck, chance or other environmental factors control what happens to them 

Social Dominance orientation: 
· Preference for hierarchy in a social system and inequality between groups 
· Sample items from SDO scale: 
· “Some groups of people are inferior to others” 
· “To get ahead in life, sometimes it is necessary to step on other groups” 
· “Inferior groups should stay in their own place” 
· Associated with: 
· Right wing authoritarianism
· More prejudicial views 
· More aggressive behavior in the workplace and group conflict 

Proactive Personality: 
· Identifies opportunities, shows initiative, takes action, and perseveres to completion 
· Creates positive change in the work environment 
· Fit with organization/supervisor is important 

The “Dark Triad” of Negative Personality Traits:
· All linked to destructive workplace behaviors i.e. harassment, bullying, etc. 
· Machiavellianism: 
· Pragmatic, emotionally distant power-player who believes that the end justifies the means 
· Manipulative, deceptive, unethical, and persuade more than they are persuaded 
· Narcissism: 	
· An arrogant, self-centered, entitled person who needs excessive admiration 
· Psychopathy: 
· Prone to deviant behavior or partly due to high levels of thrill-seeking, impulsivity, and selfishness 
· Tend to display superficial charm, and lack of emotion and remorsefulness

Emotional Intelligence: 
· Capacity to monitor one’s own and others’ feelings and emotions to discriminate among them, and to use this information to guide one’s thinking and actions 
· 4 core dimensions:
· Self-awareness: appraisal and expression of emotions in oneself 
· Other-awareness: the appraisal and recognition of emotion in others 
· Emotional regulation: being able to recover quickly from emotional experiences 
· Use of emotions: being able to harness emotion to enhance performance 
· Predicts key work/non-work related outcomes: 
· Stronger social relationships 
· Higher well-being/life satisfaction 
· Higher job satisfaction and performance 
· Effective leadership 
· Effective group performance 
· Predicts these outcomes above and beyond effects of IQ and personality  

Interactionist Perspective: 
· Like trait models they hypothesize that personality is an important factor in determining an individual’s behavior. They go a step further and argue that situational factors can powerfully shape how that individual responds
· Conditional Reasoning: suggests that individuals interpret what happens in their social environment based on their individual dispositions, a type of mental map 
· Trait Activation: certain situational cues are needed to evoke the display of personality traits, e.g. proactive personality 
· Reciprocal Determinism: three way influence 
· Personal factors behaviorenvironmental factors

From the Interactive: Dealing with Difficult People 
1) Create a Rich picture of the problem: 
· Remember that we tend to think that people cause their won behavior and we tend to downplay other causes. Think about the following: 
· The problem person: what motivates this person? What obstacles are preventing him from achieving what he wants? How often has their behavior occurred? 
· Yourself: what might you do to encourage the problem behavior? Are you unknowingly rewarding some behaviors and punishing others? Is there something that you do that sets the person on the wrong track? 
· The situation: What might be causing you and the problem person to behave poorly? Is there something happening in the organization that might have an impact? Was there something that happened that might have triggered this behavior? 
2) Reframe your goals: 
· Try to think flexibly about what you want to happen 
· Consider a situation where an employee is dealing with a large amount of email requests from a low-priority customer group. He wants to stop answering these emails. Instead of just demanding the employee do the emails you might decide that you want the employee to have less work but also meet the needs of the customers. 
3) Stage the Encounter: 
· Schedule a face-to-face meeting to discuss the issues. Acknowledge the person’s values and then describe the problem behavior as you see it in factual terms. Clearly indicate that the problem behavior cannot continue and suggest that you would like to work together to find a solution that is acceptable for both of you. Then discuss possible solutions. 
4) Follow up: 
· Set aside time to monitor and reward progress or take corrective action 

*Remember the Juana case study example*
 













[bookmark: _GoBack]Chapter 1: 
· Psychological contract 
· Implicit Understanding ** 
· What makes it important? –Possible short answer question 
· Relationship between the individual and organization is what OB is about so it is a fundamental understanding 
· Use examples- such as ITs in relation to students 
· Drawing iceberg example

Lecture 2: Group dynamics –ch10 
· Team effectiveness: combination of output, social processes, and learning –possible MC 
· Team development: forming, norming, storming, performing, adjourning
· Storming- establish leadership, conflict about who is the leader 
· Forming: meeting one another 
· Norming: members develop expectations about the group norms 
· Performing: getting job done 
· Adjourning: group is done, group disbands 
· Task oriented behaviours: things that are implemented in order to get down to work. Making sure the initiate the work process  
· Group maintenance behaviours: concerned with how the group is functioning. 
· Gatekeeping 
· Encouraging 
· Harmonizing 
· Standard settings/ testing 
· Using humour 
· 3 primary styles of reducing tension: 
· Friendly helper 
· Tough battler 
· Logical thinker 
· Self oriented behavior: destructive to group functioning 
· Exert control over group 
· Working to be accepted by the group 
· Etc. 

Lecture 3: Decoding human behavior –ch4 
· What is personality? An individuals relatively stable characteristic patterns of thought emotion and behavior 
· Big 5 model- canoe –possible short answer 
· Contentiousness 
· Agreeableness  
· Neuroticism 
· Openness to experience  
· Extroversion 
· Possible mc question? Which big 5 model has the best relation to job performance- contentiousness. The worst? Neuroticism
· Myers-briges type indicators: straight outta the textbook. 4 different components to personality
· Dark triad of negative personality traits: machivaliasism, narcissist, psychopaths 
· From interactive: 4 step for dealing with difficult people (dealing with Juana) 
· Creating a picture of the problem 
· Reframing the goal 
· Stage the encounter 
· Follow up- very important 
· Locus of control:  internal: how they can influence they outcome of something, external: all about luck/chance/environmental factors 

Lecture 4:  Motivation – CH5 
· Basic information, no complex formulas 
· Interactive: Hackman job characteristics 
· McClellan theory of needs 
· Power, good side: socialized power (leader) bad side: personalized power (dictator, own benefit) 
· Affiliation: desire to be friendly and have close relationships with others. Good side: affiliative interest (getting task done at expense of relationships) Bad side: affiliative assurance (maintain relationships over everything) 
· Achievement: need to successfully complete task, need to accomplish goals, take personal responsibility to success/failure, single minded focus on task 
· Hackman and Oldham:
· P 106-108  
· Core job characteristics 
· Goal setting theory 
· Equity theory 
· Pavlov’s dog- ring bell salivate 

Lecture 5: Conflict  ch13 
· Conflict: disagreement between two or more people
· Thomas’ five handling modes 
· Compromise 
· Avoidance 
· Collaboration 
· Accommodating 
· Competing  
· Negotiation 
· 2 bargaining agreements: 
· Distributive: only one pie, how do you split it?  
· Integrative: find a way to get more pie, creative solutions 
· 4 key principles:
· Separating people from the problem 
· Focus on interests not positions  
· Invent options for mutual gain 
· Insist on objective criteria 
· Ex. Selling a house, everyone has a best alternative to a negotiated agreement (BATNA) 
· Cant sell it: fix it up, rent it 
· In the same area there is a reservation point (lowest buyer is willing to buy in relation to the highest amount they are willing to pay), point beyond which you will not accept the deal, the last option 
· Minimum you are willing to accept is $300K but will accept more, but the buyer is willing to go up to 400K, but wants to buy for as little as possible 
· Bargaining zone: area between the minimum amount the seller will sell for and the maximum the buyer will buy for 
Chapters: 1,10,4,5,13 
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