Organization Behavior
Chapter 1:
There are 3 factors that influence individual and group behavior. 
1. Individual (outgoing/reserve)
2. Interpersonal (leadership/power)
3. Organizational (culture/structure)

Definition of OB: Understand, explain and improve people’s attitudes and behaviors in the context of work. 

Chapter 2:
There are 2 elements of job performance. 
1. Results-objective measure of outcomes. (call center, # of calls)
2. Behaviors-specific behaviors employee’s engage in. (How a call center operator treats a client)
Results have pros: easy to access, track, comparable.
Results have cons: Not always controllable, not focused on improvement. 

Job performance behavior wise definition: Employee’s behaviors that contribute either positively or negatively to the accomplishments of organizational goals. 
Divided into 3. 
1. Task performance: Behaviors that are directly involved in the transformation of resources into the goods and services. Therefore, what are you hired to do? This appears on your job description. 
There are 3 subtypes. 
· Routine: what you do day in and day out. Therefore, habitual responses by employees to predictable task demands. (EX, flight attendant robotically demonstrating how to put on a seat belt.)  
· Adaptive: Smart responses to unpredictable tasks. (EX, airplane crashes, flight attendant must actually perform emergency procedures.)
· Creative: Ideas or physical outcomes that are both novel and useful. (EX, creation of the Bikini.)
2. Citizenship behavior: Voluntary behaviors that contribute to achieving organizational goals. 
There are 2 subtypes:
· Individual. Going beyond normal job expectations in order to assist and support co-workers. (Helping, courtesy, sportsmanship)
· Organizational. Going beyond normal job expectations in order to improve operations of the organization/ being loyal. (Voice (constructive criticism), civic virtue, boosterism (not bashing the company)


3. Counterproductive behaviors: Intentional behaviors that hinder the achievement or organizational goals. 
There are 2 subtypes:
· Organizational. Production deviance (wasting time or resources)
	Property deviance (theft)
 
· Interpersonal. Political deviance (gossiping)
                                  Personal deviance (hurting employee’s/harassment) 

Chapter 3:
Commitment, why is it important? 
· Turnover is expensive. 
· Unengaged employees are expensive.
There are 3 forms of commitment:
1. Affective. Employees emotional attachment to and involvement with the organization. Therefore, staying because you want to. 
There are 2 models: 
· Erosion: employees with fewer bonds with co-workers are more likely to quit. 
· Social influence: employees with direct linkage to co-workers who leave the organization will themselves be more likely to quit. 
2. Continuance. Perception of cost associated with leaving or staying. Therefore, they stay because they need too. 
There are 2 models:
· Alternative?
· Embeddedness: An employee’s connection to and sense of fit in the organization. (The Incredibles p. 59)
3. Normative: Feeling of obligation to remain loyal. (company paid for your training or classes, feel guilty if you quit since you feel like you ow them something.)
· In summary: Affective (Emotion based, I want to, sadness.)
                    Continuance (Resource based, I need too, anxiety)
                    Normative (Obligation based, I ought to, guilt)
When there is a negative work event, employees can respond in several ways. This is called Withdrawal behaviors. 
· Exit. (Becomes absent from work)
· Voice. (Employee offers constructive suggestions)
· Loyalty (Employee supports the situation, but privately hopes for improvement)
· Neglect (Employee’s interest and efforts decline)
     



Withdrawal Behavior
Psychological- Neglect:
-Socializing
-Moonlighting?



Physical- Exit:
-Tardiness
-Quitting












Chapter 4: Job Satisfaction (Whole-chapter needs clarification)
Attitudes: What are they?
· Fairly stable favorable or unfavorable evaluations of specific objects, situations, categories of people. 
· Components of ABC. Affective (feel)+ Cognitive (think), behavior. 

Value fulfilment: According to the value-percept theory? job satisfaction depends on whether you perceived that your job supplies the things that you value. 


What determines job satisfaction?
· Disposition (some people are predisposed to be more satisfied) 
· Does it satisfy my values?
· Value fulfilment
· Value percept theory (Dissatisfaction= (Vwant-Vhave)x(Vimportance))
· Overall job satisfaction such as:
· Pay
· Promotion
· Supervisors
· Co-workers
· Work tasks
· Moods/emotions differ in terms of:
· Length of time
· Whether they have a target
· Affective Events Theory: workplace events can cause emotional reactions that impact satisfaction. (Can fluctuate on a daily basis)

Continue on  measuring and tracking job satisfaction….


Chapter 5: Look at classmates notes. (transactional theory)
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