ADM2336- Reading #1 (Chapter 1)
Chapter 1-What is Organizational Behaviour
What is Organizational Behaviour?
· This is the study of understanding, explaining and improving the attitudes and behaviours of individuals and groups in an organization
· OB can be used with human resources management and strategic management
· Human resource management- field of study that focuses on the applications of OB theories ad principles in organizations
· Strategic management- field of study that focuses on the product choices, and industry characteristic that affect profitability
· The theories job performance comes from areas such as psychology, sociology, anthropology and economics

The Role of Management Theory
· scientific management- is using scientific methods to design optimal and efficient work processes and tasks
· Fredrick Taylor was considered the father of scientific management and was focused on designing optimal and efficient work process
· Bureaucracy- emphasizes the control and coordination of its members through a strict chain of command, formal rules and procedures, high specialization
· Max Weber was associated with bureaucracy
· Human relations movement- field of study that recognizes that the psychological attributes of individual workers the social forces within work groups have important effects on work behaviours
· Today contemporary management theory recognizes the dependencies between the classical approach and the human relations approach

An integrative Model of OB
· See figure 1-1 (pg. 6)
· Individual outcomes
· The rightmost portion of the model
· Contains 2 primary outcomes of interest to OB researchers: job performance and organizational commitment
· The 2 goals that managers have for employees is maximizing their job performance and to retain employees for a long time
· Individual Mechanisms
· These mechanisms directly affect job performance and organizational commitment
· Individual Characteristics and group Mechanisms
· This is the part that looks at what factors improve individual mechanisms
· Organizational Mechanisms
· This talks about the organizational structure within a firm
· The value of an integrative model
· They apply to everyone’s lives whether they re working full-time, part-time, managerial or non-managerial role

Does Organizational Behaviour Matter?
· Effective OB can help keep a product good over a long time

Building a conceptual Argument
· Resource-based view is a model that argues that rare and inimitable resources help firms maintain competitive advantage
· This resources-based view suggests that the value of resources depends on several factors
· Eg. A resource is more valuable when its rare
· Also suggests that a resource is more valuable when it is inimitable- incapable of being imitated or copied
· See figure 1-2 (pg. 10)
Research Evidence
· Good people are both rare and imitable and that’s why they make a valuable resource that can be used for the company as a competitive advantage

So what’s so Hard?
· Rule of one-eighth: The belief that at best 1/8 or 12 % of organizations will actually do what is required to build profits by putting people first

How do we “know: what we know about organizational behaviour?
· See figure 1-3 (pg. 16) for the scientific method
· Theory: is a collection of verbal and symbolic assertions that specify how and why variables are related, as well as the conditions in which they should (and shouldn’t) be related
· OB theories once said that money was not an effective motivator and the best way to structure jobs was to make them simple
· Hypotheses:	written predictions that specify relationships between variables
· Correlation: the statistical relationship between 2 variables; abbreviated
· Meta-analysis: a mthode that combines the results of multiple scientific studies by essentially calculating a weighted-average correlation across studies






















ADM2336-Reading #2 (Chapter 2)
Chapter 2- Job performance
Job Performance
· Understanding ones own performance is critical for employees and understanding the performance of one unit is important for management
· Evaluating performance on basis of results alone could be inaccurate
· Results are also often influenced by factors beyond employee’s control
· Job performance is formally defined as the value of the set of employee behaviours that contribute to organizational goal accomplishment

What does it mean to be a “good performer”?
· Behaviour of a good performer generally fit into 3 categories:
· Task performance, citizenship behaviour and counterproductive


· See pg. 34 for figure
· See pg. 37
· See figure on pg. 40 also

Task Performance

· Task performance involves the transformation of organizational resources into goods and services that the organization produces
· It’s the set of clear obligations that an employees has to fulfill to receive compensation and continues employment
· Eg. For an accountant this involves planning, setting up accounting systems
· Routine task performance are well-known or habitual responses by employees to predictable task demands
· Eg, flight attendant robotically working
· Adaptive task performance is thoughtful responses by an employee to unique or unusual task demands
· Eg. This could be employee responses to  emergencies for instance
· Creative task performance are ideals or physical outcomes that are both novel and useful
· Eg. 2-piece woman swimsuits were considered a creative idea back in 1946
· This has become really important to a wide variety of jobs, not just artist or inventors
· Check out table 2-1
· Job analysis is a process through which an organization determines requirements of specific jobs
· 1st a job list of activities in the job is created
· 2nd the job is rated by “subject matter experts” according to thingfs like the importance and frequency of the activity 
· 3rd the activities that are rated highly in terms of importance and frequency are retained and used to define task performance 
· The National Occupational Classification is a national database of occupations in Canada, organizing over 30, 000 job titles into 520 occupational group descriptions
· Its used daily by people to compile, analyze, and communicate info

Citizenship Behaviour
· This includes voluntary behaviour that contribute to organizational goals by improving context in which work takes place
· Interpersonal citizenship behaviour- is going beyond normal job expectations to assist, support and develop co-workers
· Helping- assisting co-workers in heavy load tasks
· Courtesy- sharing important info with co-workers
· Includes matter that are relevant to them
· Sportsmanship-  maintaining a positive attitude with co-workers through good and bad times
· Organizational citizenship behaviour- going beyond normal expectations to improve operations of the organization
· Supporting, defending company, working to improve operations
· Voice- speaking up to offer constructive suggestions for change
· Civic virtue- participation in company operations at a deeper-than-normal level through voluntary meetings
· Boosterism- is all about representing the organization in a good way when out in publics
· Citizenship behaviours are relevant to any job and there are benefits of these shown through effectiveness of work units and organizations

Counterproductive behaviour
· These are employee behaviours that hinder the goal accomplishment of organizations
· Property deviance behaviours that harm organization’s assets and possessions
· Sabotage- purposeful destruction of equipment, organizational processes, or company products
· Theft- also a form of counterproductive behaviour
· Product deviance- intentioanly reducing organizational efficiency of work output
· Political deviance- behaviours that intentionally disadvantage other individuals
· Personal aggression- hostile verbal and physical actions towards others
· See figure 2-3 (pg.40)

Application Performance Management

Management by Objectives
· A management philosophy that bases employee evaluations on whether specific performance goals have been met
· Usually employees meet with their managers to develop mutually-agreed objectives
· Eg. “reducing production waste by 35% within 3 months by developing and implementing new production procedures

Behaviourally Anchored Rating Scales
· (BARS)-use of examples of critical incidents to evaluate and employee’s job performance
· the “critical incidents” are short descriptions of effective and ineffective behaviours

360-Degree Feedback
· a performance evaluation system that uses ratings provided by supervisors, co-workers, subordinates, customers, and employees
· the ratings are combined so that raters are anonymous to the employee
· this method provides a more balances and comprehensive examination of performance
· this cannot be used for administrative purposes such as raises or promotions
· problems with this include not knowing which source is most “correct”, as well as bias ratings

Forced Ranking
· managers rank subordinates relative to one another
· some believe this system forces managers to give bad evaluations to employees who may be goods or employees could become hypercompetitive in this system

Social Networking Systems
· Companies most recently have used social media as a tool for employee evaluations
· eg. A company called Rypple uses a twitter-like program to enable employees to post questions about their own performance so that other employees can give anon feedback












ADM2336-Reading #3-Chapter 3

Organizational Commitment


· This chapter considers why people leave or join their jobs, teams, and organizations
· The cause of most withdrawal from jobs, or organizations id the overall commitment felt by someone
· Majority of employees are at risk for leaving
· The worry for leaving is higher when it comes to highly-trained employees
· Organizational Commitment is the desire of an employee to remain a member of the organization
· Withdrawal behaviours are those actions that are intended to avoid work situations

What does it mean to be “Committed”?
· What creates a desire for a person to remain committed?

Forms of Commitment
· Affective commitment is an employee’s desire to remain a member because of a feeling of emotional attachment
· Continuance commitment is an employee’s desire to remain a member of an organization because of awareness of the costs of leaving
· Normative commitment is an employee’s desire to remain a member due to feeling of obligation
· People can also be committed to top management 
· Focus of commitment is the people, places, and things that inspire a desire to remain a member
· Affective Commitment
· Managers would like to instil affective commitment as the type of commitment for not leaving
· Results suggest that emotionally committed employees are willing to go the extra mile
· Erosion model suggests that employees with fewer bonds with co-workers are more likely to quit organization
· Social influence model suggests that those employees with direct links with the “leavers” are more likely to leave
· There is more focus now on affective commitment which is why companies focus on bonding within employees
· Continuance Commitment
· Exists when there is benefit associated with staying and a cost associated with leaving
· The total amount of time, effort, energy a person has invested is a factor that increases commitment
· A lack of employment alternatives also increases continuance commitment
· This commitment focuses more on personal and family issues
· Embeddedness is an employee’s connection to and sense off fit in the organization and community
· Normative Commitment
· Exists when there is a “right” or “wrong” thing to do and there is a sense of guilt
· There may be a feeling of debt, one has towards the company

Withdrawal Behaviour
· Exits is a response to a negative work environment in which one becomes often absent from work and voluntarily leaves the organization
· Voice is a response in reaction to a negative work event in which an employee offers constructive suggestions for change
· Loyalty a passive response in which on publicly supports the situation but privately hopes for improvement
· Neglect a passive, destructive response in which one’s interest and effort in work decline
· Together, these 4 sum up the reaction to negative work events
· Psychological Withdrawal: mentally escaping work enviro.
· Moonlighting is a form of psychological withdrawal in whih employees use work time and resources to do non-work reatted activities
· Cyberloafing is in which employees surf the interent, email and IM to avoid working
· Independent forms Model: predict that various withdrawal behaviours are uncorrelated
· Compensatory forms model: indicates that various withdrawal behaviours are negatively correlates, engaging in one type of withdrawal makes it less likely for one to engage in other types of withdrawals
· Progression model: indicates various withdrawal behaviours are positively correlated
· In summary being committed means an employee has a strong desire to remain with the organization

Trends that Affect Commitment

Diversity of the Workforce
· Visible minorities make up roughly 1/3 of the overall work force
· From this point forward, the labour force will experience a steady wave of retiring baby boomers, reducing overall supply of talent and changing age demographics in work force
· Over the next 20 years, roughly a quarter of all Canadian workers will be born outside of the country

The Changing Employee-Employer Relationship
· Downsizing of companies has been very common but this does not make the company more profitable according to studies
· Due to the downsizing affective commitment is now hard to maintain because of negative emotions instilled
· Psychological Contracts: employee beliefs about what employees owe the organization and what the organization owes them
· Transactional Contracts: psychological contract that focus on a narrow set of specific monetary obligations
· Relational contracts: physchologial contract that focus on a broad set of open-ended and subjective obligations
Application: Commitment Initiatives

· Perceived organizational support is the degree to which employees believe that the organization values their contributions and cares about their well-being
· Organizations can do many things to be supportive like provide sufficient rewards

Questions 3.1
I think Continuance commitment is mot important to the majority of employees, especially those who are older and have a family to provide for. They know that its not easy to get another job and it could cost them a lot to leave such as their benefits.

Question 3.2
To improve affective commitment different employees can be put together on projects.

Question 3.3
At one point having a new manager at work who was always on your case staring you down, making you uncomfortable made me neglect in which just loosing interest, not wanting to work or put in any effort because no matter what I did it wouldn’t please her. My behaviour usually varies across the 4.













ADM2336- Reading #4 (Chapter 4)
Chapter 4- Job Satisfaction
Job Satisfaction
· This is a pleasurable emotional state resulting from the appraisal of one’s job or job experiences; represents how a person feels and thinks about his or her job
· Employees with high job satisfaction are more likely to perform better and stay at their job for longer
· Job satisfaction  factors include corporate culture, the opportunity to use skills, to learn, and to improve
· Financial reward and benefits and flexible work hours were the least-cited reasons for job satisfaction

Why are some Employees more satisfied than others?
· Values are those things that people consciously or unconsciously want to seek/attain
· Many value deals include those that the work place can give uch as good pay, chance for frequent promotions

Value Fulfillment
· Values are important in explaining how satisfied or non-satisfied we feel about our jobs
· Value-percept theory- argues that job satisfaction depends on whether the employee perceives that his or her job supplies those things that he or she values
· See figure 4-1 (pg.81)
· Pay satisfaction- employees’ feelings about the compensation for their jobs
· Pay is the #1 thing working Canadians would change about their current job if possible
· Promotion satisfaction- employees’ feelings about how the company handles promotion
· Many employees value promotions because of opportunity for growth
· Supervision Satisfaction- employees’ feelings about their boss
· Depends on whether their boss is competent, polite, and a good communicator
· Co-worker satisfaction- feelings about co-workers
· It matters to them whether they are smart, responsible, helpful or fun
· Satisfaction with work itself- feelings about the work tasks
· Depends on whether those tasks are challenging interesting, or respected
Satisfaction with the work Itself
· Scientific management focuses on increasing the efficiency of job tasks by making them more simplified and specialized
· However simplified and routine jobs tend to lower job satisfaction
· Meaningfulness of work- a psychological state indicating the degree to which work tasks are viewed as something that counts in the employee’s system of philosophies and beliefs
· Responsibility for outcomes- a psychological state indicating the degree to which employees feel they are key drivers of the quality of work output
· Knowledge of results- a psychosocial state indicating the extent to which employees are aware of how poorly they are doing
· Job characteristics theory- a theory that argues that 5 core characteristics (Variety, identity, significance autonomy, and feedback) combine to create high levels of satisfaction with the work itself
· See figure 4-3 (pg.87)
· Knowledge and skill- the degree to which employees have the aptitude and competence needed to succeed on their job
· Growth need strength- the degree to which employees desire to develop themselves firther
· See figure 4-4 (pg. 91)
· Job enrichment- when job duties and responsibilities are expanded to provide increased levels of core job characteristics

Mood and Emotions
· Moods and emotions are responsible for different flows in satisfaction levels
· Moods are states of feeling that are often mild in intensity, last for an extended period of time, and aren’t directed at anything
· Affective events theory a theory that describes how workplace events can generate emotional reactions that impact work behaviours
· Emotions- intense feelings, lasting for a short time-and are directed at something
· Emotional labour- the management of their emotions that employees must do to complete their job duties successfully
· This includes putting on a happy face in front of clients even if they are not really
· Emotional Contagion- the idea that emotions can be transferred from one person to another
· Satisfaction with the work itself is affected by the 5 core job characteristics

How Important is job Satisfaction?
· Figure 4-8 shows that job satisfaction (p.98) does predict job performance
· Satisfied employees do better in fulfilling the duties
· Evidence suggests that positive feeling encourage creativity, improve problem solving and decision making, and enhance memory
· Positive feelings also can pull attention away from distractions and get people’s attention to task accomplishment
· Job satisfaction has a small negative correlation with counterproductive behaviour
· Satisfied employees are involved in fewer intentionally destructive actions harmful to the workplace
· Job satisfactions is strongly correlated to affective commitment, and normative commitment, but it is unrelated with continuance commitment because there is no cost-based reason to remain

Life Satisfaction
· The degree to which employees feel a sense of happiness with their lives
· Research shows that job satisfaction is one of the strongest predictors of life satisfaction

Tracking satisfaction
· Job descriptive index (JDI) is a facet measure of job satisfactions that asses and individual’s satisfaction with pay, promotion opportunities, supervision, co-workers, and the work itself
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