Organizational Behaviour Class Notes
Class 2 Introductions 
Organizational behavior defined 
Organizational Behaviour is the field of study devoted to understanding, explaining, and ultimately improving the attitudes and behaviors of individuals and groups in organizations 

Strategic management focuses on the product choices and industry characteristics that affect an organization’s responsibility 

Does organizational behavior matter?  (Important)
Resource-based view 
· Financial resources 
· Physical resources 
· Knowledge, decision-making, culture, ability, wisdom 
· Image, culture, goodwill 

The best of coworkers, the worst of coworkers
	The best
	The worst

	Have you ever had a coworker who usually acted this way?
	Have you ever had a coworker who usually acted this way?

	Got the job done, without having to be managed or reminded
	Did not got the job done, even with a great deal of hand-holding 

	Adapted when something needed to be changed or done differently 
	Was resistant to any and every form of change, even when changes were beneficial 

	Was always a “good sport” ever when bad things happened at work 
	Whined and complained, no matter what was happening 

	Attempted optional meetings or functions to support colleagues
	Optional meetings? Was too lazy to make it to some required meetings and functions! 

	Helped new coworkers or people who seemed to need a hand 
	Made fun of new coworkers or people who seemed o need a hand 

	Felt an attachment and obligation to the employer for the long haul 
	Seemed to always be looking for something else, even if it wasn’t better

	Was first to arrive, last to leave 
	Was first to leave for lunch, last to return 



The role of Management Theory 
Classical Approaches
Scientific management – using scientific method to design optimal and efficient work processes and tasks – e.g. Frederick Taylor Bureaucracy – a prescribed organizational form that emphasizes the control and coordination of its members through a strict chain of command, formal rules and procedures, high specialization, and centralized decision making. 

Human Relations Approach 
A field of study that recognizes that the psychological attributes of individual workers (e.g.. needs attitudes) and the social forces within work groups have important effects on OB. 
> Today, contemporary management theory recognizes he dependencies between the classical and human relations approaches. 































Chapter 2 Job Performance
Job performance is the value of the set of employee behaviors that contribute, either positively or negatively, to organizational goal accomplishment 
· Includes behaviors that are within to control of the employees 
· Places a boundary on which behaviors are relevant to job performance 

Task performance 
Task performance includes employee behaviors that are directly involved in the transformation of organizational resources in the goods or services that the organization produces 
· Citizenship behavior 
· Counterproductive behavior 
Routine task performance involves well-known responses to demands that occur in a normal, routine, or otherwise predictable way 
Adaptive task performance, or more commonly “adaptability”, involves employee responses to task demands that are unusual, or, at the very least, unpredictable 
Creative task performance is the degree to which individuals develop ideas of physical outcomes that are useful. 

Job analysis 
Many organizations identify task performance behaviors by conducting a job analysis 
· A list of the activities involved in a hob is generated (observation, interview, survey)
· Each activity on this list is rated by “subject matter experts” (SME) according to things like the importance and frequency of the activity
· The activities that are rated highly in terms of their importance and frequency are retained and used to define task performance

National Occupational Classification is the national accepted reference to occupations is Canada.  

Task performance behaviours 
Although poor performers often fail to complete required behaviours, it is just as true that the best performers often exceed all expectations for those behaviours 
· Going the “extra mile”


Citizenship Behaviour 
Voluntary employee activities that may or may not be rewarded but that contribute to the organization by improving the overall quality of the setting in which work takes place 
· Interpersonal 
Helping, courtesy, sportsmanship  
· Organizational 
Voice, civic virtue, boosterism 

Types of citizenship behaviors P34
Counterproductive behaviours (important) 
Counterproductive behaviours are employee behaviours that intentionally hinder organizational goal accomplishment. 
· Property deviance refers to behaviors that harm the organizations assets and possessions. 
· Production deviance is also directed against the organization but focuses specifically on reducing the efficiency of work output 
· Property deviance refers to behaviors that intentionally disadvantages other individuals rather than the larger organizations 
· Personal aggression refers to hostile verbal and physical actions directed toward other employees

Types of Counterproductive Behaviours P37

What does it mean to be a good performer?  
· Good at the particular job tasks that fall within job description 
· Engages in citizenship behaviors directed at both coworkers and the larger organization 
· Refrains from engaging in the counterproductive behaviors that can so badly damage the climate of an organization 

Application: Performance Management 
Management by objective (MBO) is a management philosophy that bases an employee’s evaluations on whether the employee achieves specific performance goals. 
· Best suited for managing the performance of employees who work in contexts in which objective measures of performance can be quantified 
Behaviorally anchored rating scales (BARS) assess performance by directly assessing job performance behaviours. 
“If you can measure it, you can manage it.” 
The 360-degree feedback approach involves collecting performance information not just from the supervisor but from anyone else who might have firsthand knowledge about the employee’s performance behaviours 
· Best suited to improving or developing employee talent 
Forced ranking forces managers to rank all of their people into one of three categories: the top 20 percent (A players), the vital middle 70 percent (B players), or the bottom 10 percent (C players) 

Takeaways 
-Job performance is the set of employee behaviors that contribute to organization goal accomplishment. Job performance has three dimensions: task performance, citizenship behaviors, and counterproductive behavior
-Task performance includes employee behaviors that are directly involved in the transformation of organizational resources into the goods or services that the organization produces. Examples of task performance include routine task performance, adaptive task performance, and creative task performance. 
- Organizations gather information about relevant task behaviors using job analysis and the National Occupational Classification 
- Citizenship behaviors are voluntary employee activities that may or may not be rewarded but that contribute to the organization by improving the overall quality of the setting in which work takes 
- Counterproductive behaviors are employee behaviors that intentionally hinder organizational goal accomplishment 
- A number of trends have affected have affected job performance in today’s organizations, including the rise of knowledge work and the increase in service jobs.
- The MBO, BARS, 360 degree feedback, and forced ranking practices are three ways that organizations can use job performance to manage employee performance. 



























Class 3 Chapter 3 Commitments(承诺 委托)
Learning goals 
· What is organizational commitment? What is withdrawal behavior? How are the two connected?
· What are the three types of organizational commitment, and how do they differ?
· What are the four primary responses to negative events at work?
· What are some examples of psychological withdrawal? Of physical withdrawal?
· How can organizations foster a sense of commitment among employees?

Organization Commitment 
Organizational commitment is defined as the desire on the part of an employee to remain a member of the organization  
· Organizational commitment influences whether an employee stays a member of the organization (is retained) or leaves to pursue another job (turns over) 
Employees who are not committed to their organizations engage in withdrawal behavior defined as a set of actions that employees perform to avoid the work situation—Behaviors that may eventually culminate in quitting the organization. 

Forms of Commitment 
Affective commitment> You stay because you want to 
Continuance commitment > You stay because you need to 
Normative commitment> You stay because you ought to 
Focus of commitment refers to the various people, places, and things that can inspire a desire to remain a member of an organization 

Three forms of organizational commitment (pic) 
	EMOTION-BASED REASONS
	COST-BASTED REASONS 
	OBLIGATION-BASED REASONS

	Some of my best friends work in my office. I’d miss them if I left 
	I’m due for a promotion soon. Will I advance as quickly at the new company?
	My boss has invested so much time in me, mentoring me, training me, showing me the ropes. 

	I really like the atmosphere at my current job; it’s fun and relaxed 
	My salary and benefits get us a nice house in our town. The cost of living is higher in this new area. 
	My organization gave me y start; they hired me when others thought I wasn’t qualified. 

	My current job duties are very rewarding. I enjoy coming to work each morning. 
	The school system is good here; my spouse has a good job. We’ve really put down roots where we live. 
	My employer has helped me out of a jam on a number of occasions. How could I leave now?


Drivers of overall organization commitment 






Withdrawal Behaviors 
Exit- active, destructive response by which an individual either ends or restricts organizational membership 
Voice- an active, constructive response in which individuals attempt to improve the situation 
Loyalty- a passive, constructive response that maintains public support for the situation while the individual privately hopes for improvement 
Neglect- defined as a passive, destructive response in which interest and effort in the job declines 

Psychological and physical withdrawal (figure 3-4) p63

What does it mean to be a “committed” employee? P67

Drivers of overall organization commitment (figure3-2) P54

Application: Commitment Initiatives 
Perceived organizational support reflects the degree to which employees believe that the organization values their contributions and care about their wellbeing. 
· From an affective commitment perspective, employer strategies could center on increasing the bonds that link employees together. 
· From a continuance commitment perspective, the priority should be to create a salary and benefits package that create a financial need to stay. 
· From a normative commitment perspective, the employer can provide various training and development opportunities for employees. >IBM
· If withdrawal behaviors occur, stop the progression in its early stages by trying to root out the source of the reduced commitment 















Class 4 Job Satisfactions 
Learning goals 
· What is job satisfaction?
· What are values, and how they affect job satisfaction? 
· What specific facets do employees consider when evaluating their job satisfaction?  
· Which job characteristics can create a sense of satisfaction with work itself? 
· How is job satisfaction affected by day-to-day events? 
· What are mood and emotions, and what specific forms do they take? 
· How does job satisfaction affect job performance and organizational commitment? How does it affect life satisfaction? 
· What steps can organizations take to assess and manage job satisfaction? 

Job satisfaction 
· Job satisfaction is a pleasurable emotional state resulting from the appraisal of one’s job or job experience 
· It represents how you feel about your job and what you think about your job 
· The majority of Canadians report being satisfied with their jobs (81 percent) and like the people they work with (88 percent)

Why are some employees more satisfied than others?
· At a general level, employees are satisfied when their job provides the things that the value. 
· Values are those things that people consciously or subconsciously want to seek or attain. 
Commonly assessed work values P80

Value- percept Theory 
Value- percept theory argues that job satisfaction depends on whether you perceive that your job supplies the things that you value. 
Dissatisfaction= (Vwant . Vhave) (Vimportance) 
Vwant reflects how much of a value an employee wants 
Vhave indicates how much of that value the job supplies 
Vimportance reflects how important the value is to the employee

The value- percept Theory of Job Satisfaction P81

Correlations Between Satisfaction Facts and Overall Job Satisfaction p84

Job Characteristics Theory p87

Job Enrichment 
· It is the process of using the five items in the job characteristics model to create more satisfaction 
· Duties ad responsibilities associated with a job are expanded to provide more variety, identity, autonomy, and so forth. 
· Enrichment efforts can indeed boost job satisfaction levels, and heighten work accuracy and customer satisfaction, though training and labor costs tend to rise as a result of such changes. 
How important is satisfaction? 
Job satisfaction does influence job performance.
· It is moderately correlated with task performance. Satisfied employees do a better job of fulfilling the duties described in their job descriptions. 
Job satisfaction is correlated moderately with citizenship behavior. 
· Satisfied employees engage in more frequent “ extra mile” behaviors to help their coworkers and their organization 
Job satisfaction influences organizational commitment 
· Job satisfaction is strongly correlated with affective commitment, so satisfied employees are more likely to want to stay with the organization 



Effects of job satisfaction on performance and commitment P98


Application: tracking satisfaction 
Several methods assess the job satisfaction of rand-and-file employees, including focus groups, interviews, and attitude surveys. 
· Attitude surveys can provide a “snapshot” of how satisfied the workforce is and, if repeated over time, reveal trends in satisfaction 
· Job Descriptive Index 
An organization that struggles with satisfaction with the work itself could attempt to redesign key job tasks or, if that proves too costly, train supervisors in strategies for increasing the five cores job characteristics. 

 











Chapter 5 Stress
Stress 
Stress is defined as a psychological response to demands that possess certain strakes and that exceed a person’s capacity or resources
· The demands that cause people to experience stress are called Stressors.  
· The negative consequences that occur when demands exceed one’s capacity or resources are called Strains. 
Why are some employees more “stressed” than others?
· Transactional Theory of Stress 
When people first encounter stressors, the process of primary appraisal is triggered. It occurs as people evaluate the significance and the meaning of the stressors they are confronting. 
First consider whether a demand causes them to feel stressed, and if it does, they consider the implications of the stressor in terms of their personal goals and overall well-being. 
P111
Role conflict: people have different expectations of you 
Role ambiguity: lack of information what need to be done 
Role overload: hold too much roles 
Daily hassles: like annoying coworkers 
Types of stressors 
Hindrance stressors—stressful demands that are perceived as hindering progress toward personal accomplishments or goal attainment 
· Tend to trigger negative emotions such as anger and anxiety 
Challenge stressors—stressful demands that are perceived as opportunities for learning, growth, and achievement
· Often trigger positive emotions such as pride and enthusiasm 

How do people cope with stressors?
Coping refers to the behaviors and thoughts that people use to manage both the stressful demands that they face and the emotions associated with those stressful demands. 
· Behavioral coping involves the set of physical activities that are used to deal with a stressful situation 
· Cognitive coping refers to the thoughts that are involved in trying to deal with a stressful situation 
· Problem-focused coping refers to behaviors and cognitions intended to manage the stressful situation itself 
· Emotion-focused coping refers to the various ways in which people manage their own emotional reactions to stressful demands 

Examples of coping strategies p117
Examples of strains p120





How do individual differ in their handling of stress? 
Types A Behavior Pattern
· Have a strong sense of time urgency and tend to be impatient, hard-driving, competitive, controlling, aggressive, and even hostile 
· May have a direct influence on the level of stressors that a person confronts 
· Influences the stress process itself 
· Directly linked to physiological, psychological, behavior strains 
Social support refers to the help that people receive when they are confronted with stressful demands 
· Instrumental support refers to the help people receive that can be used to address the stressful demand directly 
· Emotional support refers to the help people receive in addressing the emotional distress that accompanies stressful demands 
Figure5-3 p123
Figure5-4 p124

Application: Stress Management 
Assessment 
· Stress audit- Managers ask questions about the nature of the jobs in their organization to estimate whether high stress levels may be a problem 
Reducing stressors 
· Organizations could try to eliminate or significantly reduce stressful demands 
Job sharing occurs when two people share the responsibilities of a single job
Sabbatical gives employees the opportunity to take time off from work to engage in an alternate activity 
Providing resources
· Training interventions aimed at increasing job-related competencies and skills 
· Supportive practices help employees manage and balance the demands hat exist in the different roles they have 
- Flextime, telecommuting, compressed work week 
Reduce strains 
· Health and wellness programs 












Chapter 6 Motivation
What makes you motivation: happy, productive, like what they are doing
· What is motivation
· Motivation is defined as a set of energetic forces that originates both within and outside an employee, initiates work-related effort, and determines its direction, intensity, and persistence
--Motivation is a critical consideration because job performance often requires high levels of both ability and motivation
· Performance = Ability + Motivation
--To increase ability: training employees, but have time budget, money budget…
· Motivation and effort (figure6-1) p139
· Direction of efforts: what are you going to do right now?
· Intensity of efforts: how hard are you going to work on it? As hard as you can, or only as half-speed?
· Persistence of effort: how long are you going to work on it? For five hours or five minutes?

· Expectancy theory
· Expectancy theory describes the cognitive process that employees go through to make choices among different voluntary responses
· (Figure 6-2) p140
Effort (expectancy: if I exert a lot of effort, will I perform well?
 Performance (instrumentality: if I perform well, will I receive outcomes?
 Outcomes (valence: will the outcome be satisfied?)
· Expectancy represents the belief that exerting a high level of effort will result in the successful performance of some task.
· Expectancy that a specific amount of effort will result in a specific level of performance (EP)
· Self-efficacy is defined as the belief that a person has the capabilities needed to execute the behaviors required for task success
· Instrumentality represents the belief that successful performance will result in some outcome(s) (PO)
· Valence reflects the anticipated value of the outcomes associated with performance (V)
What exactly makes some outcomes more “positively valenced” than others?
· In general, outcomes are deemed more attractive when they help satisfy needs
· Needs can be defined as cognitive groupings or clusters of outcomes that are viewed as having critical psychological or physiological consequences. 
· Commonly studied needs in OB (table 6-1)
· Extrinsic motivation is motivation that is controlled by some contingency that depends on task performance
· Intrinsic motivation is motivation that is felt when task performance serves as its own reward.

· Goal Setting Theory
· Goal setting theory views goals as the primary divers of the intensity and persistence持久性 of effort
· Assigning employees specific and difficult goals will result in higher levels of performance
--Specific: as specific as possible
--Difficult: difficult but acceptable 
· Goal difficulty and task performance (figure 6-3)
· Assigned vs. Self-Set Goals?
· Assignment of a specific and difficult goal shapes people’s self-set goals—the internalized goals that people use to monitor their own task progress. 
· How do self-set goals affect task performance?
· Goals mobilize energy and effort to match the level required for successful performance. Low goals will result in lower intensity of effort than more challenging goals.
· Goals affect the mobilization of energy over time. In other words, goals affect the persistence of effort. Low goals will result in less persistence than will more challenging goals.
· Goals can trigger the creation of task strategies, defined as learning plans and problem-solving approaches used to achieve success might require extensive planning to come up with a good “plan of attack”.
· Why do specific and difficult assigned goals have such positive effects? (Figure6-4) p148
· Strategies for fostering goal commitment (table 6-4)
	STRATEGY
	DESCRIPTION

	Rewards
	The goal achievement to the receipt of monetary or non-monetary rewards.

	Publicity
	Publicize the goal to significant others and co-workers to create some social pressure to attain it.

	Support
	Provide supportive supervision to aipd employees if they struggle to attain the goal.

	Participation
	Collaborate on setting the specific proficiency level and due date for a goal so that the employee feels a sense of ownership over the goal.

	Resources
	Provide the resources needed to attain the goal and remove any constraints that could hold back task efforts.



· Goal setting theory is more practical than expectancy theory for manager

· Equity theory
· Equity theory acknowledges that motivation doesn’t just depend on your own depend on your own beliefs and circumstance but also on what happens to other people.
· You compare your ratio of outcomes and inputs to the ratio of some comparison other—some person who seems to provide an intuitive frame of reference for judging equity.
· Ratio of outcomes to inputs is balanced between you and your comparison other. 
· Three possible outcomes of equity theory comparisons (Figure 6-5) p151
· Equity,
· Under-reward inequity: feel unfair
· Over-reward inequity: work harder
· Judging equity with different comparison others (table 6-6) p153

· Psychological empowerment
· Psychological empowerment reflects an energy rooted in the belief that work tasks contribute to some larger purpose
· Meaningfulness captures the value of a work goal or purpose, relative to a person’s own ideals and passions.
· Self-determination: a sense of choice in the initiation and continuation of work tasks.
· Competence captures a person’s belief in his or her capability to perform work tasks successfully.
· Impact reflects the sense that a person’s actions “make a difference”—that progress are being made toward fulfilling some important purpose.
· Why are some employees more motivated than others? (Figure6-6) p157







	



Chapter 7 Trust, Justice, and Ethics
Trust, justice, and ethics 
· Trust is defined as the willingness to be vulnerable to a trustee based on positive expectations about the authority’s actions and intentions 
· Justice reflects the perceived fairness of an authority’s decision making 
· Ethics reflects the degree to which the behaviors of an authority are in accordance with generally accepted moral norms 
Table 7-1
The four dimensions of justice 

	Distribute justice rules 
	Description 

	Equity vs. equality vs. need 
	Are rewards allocated according to the proper norm? 

	Procedural justice rules 
	

	Voice 

Correctability 

Consistency 

Bias suppression
Representativeness 

Accuracy 

	Do employees get to provide input into procedures?
Do procedures build in mechanisms for appeals? 
Are procedures consistent across people and time? 
Are procedures neutral and unbiased? 
Do procedures consider the needs of all groups? 
Are procedures based on accurate information? 

	Interpersonal justice rules 
	

	Respect 

Propriety 
	Do authorities treat employees with sincerity? 
Do authorities refrain from improper remarks? 

	Information justice rules 
	

	Justification 

Truthfulness 
	Do authorities explain procedures thoroughly? 
Are those explanations honest? 




Ethics 
Research on ethics seeks to explain why people behave in a manner consistent with generally accepted norms of morality, and why they sometimes violate those norms. 
· Whistle blowing occurs when employees expose illegal or immoral actions by their employer. 
· Do no harm, do good, codes of conduct, justice and equality, protection of the weak, responsible caring 
· Bribery vs. ethics 
Trust depends on justice and ethics. 

Application: social responsibility 
Corporate social responsibility is perspective that acknowledges that the responsibility of a business encompasses the economic, legal, ethical, and citizenship expectations of society. 
· A company’s obligations do not end with profit maximization 
· Organizations have an obligation to do what is right, just, and fair and to avoid harm. 






































Chapter 8 Decision Making
Learning goals 
· What is learning, and how does it affect decision-making? 
· What types of knowledge can employees gain as they learn and build expertise? 
· What are the methods by which employees learn in organizations? 
· What two methods can employees use to make decisions? 

Learning and decision-making 
Learning reflects relatively permanent changes in an employee’s knowledge or skill that result from experience 
· The more employees learn, the more they bring to the table when they come to work 
Decision-making refers to the process of generating and choosing from a set of alternatives to solve a problem 
· The more knowledge and skills employees possess, the more likely they are to make accurate and sound decisions 
Expertise refers to the knowledge and skills that distinguish experts from novices and less experienced people. 

Explicit knowledge 
Tacit knowledge

Methods of learning 
We learn through reinforcement (rewards and punishment), observation, and experience 
Operant conditioning says that we learn by observing the link between our voluntary behavior and the consequences that follow it. 
Figure 8-1 

Contingencies of reinforcement 
Two contingencies used to increase desired behaviors:
· Positive reinforcement occurs when a positive outcome follows a desired behavior 
· Most common type of reinforcement 
· Increased pay, promotion 
Negative reinforcement occurs when an unwanted outcome is removed following a desired behavior
> Perform a task to not get yelled at 
Two contingencies used to decrease undesired behaviors:
· Punishment occurs when an unwanted outcome follows an unwanted behavior 
· Suspension, firing 
Extinction occurs when there is the removal of a consequence following an unwanted behavior 
· Acting childishly to get coworkers’ attention 
Positive reinforcement and extinction should be the most common forms of reinforcement used by managers to create learning among their employees 

Schedules of reinforcement table 8-2
	Reinforcement schedule 
	Reward given following 
	Potential level of performance 
	Example 

	Continuous 
	Every desired behavior
	High, but difficult to maintain 
	Praise 

	Fixed interval 
	Fixed time periods 
	Average 
	Pay cheque 

	Variable interval 
	Variable time periods
	Moderately high 

	Supervisor walk-by 

	Fixed ratio 
	Fixed number of desired behaviors 
	High 
	Piece-rate pay 

	Variable ratio 
	Variable number of desired behaviors 
	Very high 
	Commission pay 



Learning through observation 
Social learning theory argues that people in organizations have the ability to learn through the observation o others. 
Behavioral modeling happens when employees observe the actions of others; learn from what they observe, and then repeat the observed behavior. 

Programmed decisions are decisions that become somewhat automatic because a person’s knowledge allows him r her to recognize and identify a situation and the course of action that needs to be taken 
· Intuition Intuitive decision making is perhaps never more important that it is during a crisis 
· A crisis situation is a change—whether sudden or evolving- that results in an urgent problem that must be addressed immediately
When a situation arises that is new, complex and not recognized, it calls for a non-programmed decision in the part of the employee 
· As employees move up the corporate ladder, a larger percentage of their decisions become less and less programmed 
Rational decision-making model offers a step-by-step approach to making decisions that maximize outcomes by examining all available alternatives. 

Programmed and non-programmed decisions figure 8-4

Limited information 
· Bounded rationally is the notion that decision makers simply do not have the ability or resources to process all available information and alternatives to make an optimal decision 
· Satisficing results when decision makers select the first acceptable alternative considered 
Faulty perceptions 
· Selective perception is the tendency for people to see their environment only as it affects them and as it is consistent with their expectations 


Rational decision making vs. bounded rationality table 8-3

	To be rational decision makers, we should: 
	Bounded rationality says we are likely to: 

	Identify the problem by thoroughly examining the situation and considering all interested parties 
	Boil the problem down to something that is easily understood

	Develop an exhaustive list of alternatives to consider as solutions 
	Come up with a few solutions that tend to be straightforward, familiar, and similar to what is currently being done 

	Evaluate all the alternatives simultaneously 
	Evaluate each alternative as soon as we think of it 

	Use accurate information to evaluate alternatives
	Use distorted and inaccurate information during the evaluation process

	Pick the alternative that maximizes value 
	Pick the first acceptable alternative (satisfice)



Faulty perceptions 
· Project bias is the belief that others think, feel, and act the same way they do 
· Social identity theory holds that people identify themselves by the groups to which they belong and perceive and judge others by their group memberships 
· Stereotype occurs when people make assumptions about others on the basis of their membership in a social group 
The availability bias is the tendency for people to base their judgments on information tat is easier to recall 
Anchoring: replying too heavily on one trait or piece on information 
Contrast: judging things incorrectly on the basis of a reference that is near to them 
Regency: weighing recent events more that earlier events 

Faulty attributions 
The fundamental attribution error argues that people have a tendency to judge others’ behaviors as due to internal factors 
The self-serving bias occurs when we attribute our own failures to external factors and our own success to internal factors. 

Attribution process 
Consensus: Did others act the same act under similar situations? 
Distinctiveness: Does this person tend to acct differently in other circumstances? 
Consistency: Does this person always do this when performing this task? 
An internal attribution will occur if there is low consensus, low distinctiveness, and high consistency. 
An external attribution will occur if there is high consensus, high distinctiveness, and low consistency. 
Escalation of commitment refers s to the decision to continue to follow failing course of action. 
· People have a tendency, when presented with a series of decisions, to escalate their commitment to previous decisions, even in the face of obvious failures.
Chapter 9 personality, Cultural Values, and Ability
Personality refers to the structures and propensities inside a person that explain his or her characteristic patterns of thought, emotion, and behavior
· Traits are defined as recurring regularities or trends in people’s responses to their environment 
Ability refers to the relatively stable capabilities people have to perform a particular range of different but related activities. 

What do these individual characteristics tell us? 
Personality 
Capture what people are like as individuals 
Ability 
Captures what people can do as individuals 

How can we describe what employees are like?
· We can use personality traits to describe what employees are like. 
· A practical problem is that we have a large number of trait adjectives 
· Fortunately, these researchers have come up with a way to organize and classify traits. 

Figure 9-1 
Trait Adjectives Associated with the Big Five 
	C
	A
	N
	O
	E

	Conscientiousness
	Agreeableness
	Neuroticism
	Openness
	Extraversion

	Dependable 
Organized 
Reliable 
Ambitious 
Hardworking 
Persevering 
Not
Careless 
Sloppy
Inefficient 
Negligent 
Lazy 
Irresponsible 
	Kind 
Cooperative 
Sympathetic 
Helpful 
Courteous 
Warm 
Not
Critical 
Antagonistic 
	Nervous 
Moody 
Emotional 
Insecure 
Jealous 
Unstable 
Not
Calm 
Steady 
Relaxed 
At ease 
Secure 
Contented 
	Curious 
Imaginative 
Creative 
Complex 
Refined 
Sophisticated 
Not
Uninquisitive 
Conventional 
Conforming 
Simple Unartistic 
Traditional 

	Talkative 
Sociable 
Passionate 
Assertive 
Bold 
Dominant 
Not
Quiet 
Shy 
Inhibited 
Bashful 
Reserved 
Submissive 



The big five personality factors 
Conscientiousness- 
Has the biggest influence on job performance 
Conscientious employees prioritize accomplishment striving, which reflects a strong desire to accomplish task-related goals as a means of expressing personality. 


Agreeableness- 
Reflects a strong desire to obtain acceptance in personal relationships as a means of expressing personality. 
Agreeable people focus on “getting along,” not necessarily “getting ahead” 

Extraversion-
Easiest to judge in zero acquaintance situations—situations in which two people have only just met. 
Reflects a strong desire to obtain power and influence within a social structure as a means of expressing personality. 

Neuroticism-
· Associated with differential exposure to stressors, meaning that neurotic people are more likely to appraise day-to-day situations as stressful. 
· Associated with a differential reactivity to stressors, meaning that neurotic people are less likely to believe they can cope with the stressors that they experience 
Neuroticism is also strongly related to locus of control, which reflects whether people attribute the causes of events to themselves or to the external environment 
· Tend to hold an external locus of control, meaning that they often believe that the events that occur around them are driven by luck, chance, or fate 
· Less neurotic people tend to hold an internal locus of control, meaning that they believe that their own behavior dictates events. 

Openness to experience 
Openness to experience is also more likely to be valuable in jobs that require high levels of creative performance, where job holders need to be able to generate novel and useful ideas and solutions
Highly open individuals are more likely to migrate into artistic and scientific fields 

How can we describe what employees can do?
Abilities can be grouped into three general categories: cognitive, emotional, and physical 
· Taken together, these abilities capture what people can do 

Types of cognitive ability 
· Verbal 
· Quantitative 
· Reasoning 
· Spatial 
· Perceptual 

Emotional ability 
Emotional intelligence is a human ability that affects social functioning 
· Self-awareness is the appraisal and expression of emotions in oneself 
· Ability of an individual to understand the types of emotions he or she is experiencing, the willingness to acknowledge them, and the capability to express them naturally. 
· Other awareness is the appraisal and recognition of emotion in others. Person’s ability to recognize and understand the emotions that other people are feeling 
· Emotion regulation refers to being able to recover quickly from emotional experiences. 
· Use of emotions reflects the degree to which people can harness emotions and employ them to improve their chances of being successful in whatever they are seeking to do. 

Physical abilities 
Strength: lifting, pushing 
Flexibility: stretching, bending 
Psychomotor abilities generally refer to the capacity to manipulate and control objects 
Sensory ability refer to capabilities associated with vision and hearing 

Importance of personality 
Conscientiousness affects job performance 
· It is key driver of what’s referred to as typical performance, reflecting performance in the routine conditions that surround daily job tasks 
· More likely to engage in citizenship behaviors 
· Tend to be more committed to their organizations 
An employee’s ability is a key driver of maximum performance 

Application: The Wonderlic 
Given the strong relationship between general cognitive ability and job performance, many organizations are using ability tests to hire new employees. 
Wonderlic personal test is a 12-minute test of general cognitive ability that consists of 50 questions. 
· Offer recommendations for minimum passing scores for different job families. 

Effects of personality on performance and commitment. 
Figure 9-7 
A sampling of well validated measures of the big five 
	Name of instrument 
	Vendor 
	Time required 

	NEO Five- Factor Inventory (NEO-FFI)
	Sigma Assessment Systems 
	15 mins 

	Personal Characteristics Inventory (PCI)
	Wonderlic 
	20 mins 

	Personality Research Form PRF
	Sigma Assessment Systems 
	45 mins 

	Hogan Personality Inventory HPI 
	Hogan Assessment Systems 
	15 mins 

	Big Five Inventory BFI 
	TestMaster 
	10 mins 


Table 9-6 Suggested minimum wonderlic scores for various jobs 

Video selling yourself 
Need somebody feels the best 

1. Selling themselves in 60s
Hands below his pocket 
Confidence 
Body language 
 Philip’s personality angriness 





































Chapter 10 Teams, Diversity, and Communications

Learning goals 
· What are the five general team types and their defining competencies? 
· What are the three general types of team interdependence? 
· What are taskwork and teamwork processes, and what are some examples of team activities that fall into these process categories? 
· What factors influence the communication process? 
· How do team characteristics and processes affect team performance and team commitment? 

Team characteristics and diversity 
A team consists of two or more people who work interdependently over some time period to accomplish common goals related to some task-oriented purpose. 
· A special type of “group” 
· The interactions among members within teams revolve around a deeper dependence on one another than the interactions with groups 
· The interactions within teams occur with a specific task-related purpose in mind 



























Types of Teams (exam) 
Table 10-1 

	Type of team 
	Purpose and activities 
	Life span 
	Member involvement 
	Examples 

	Work team
	Produce goods or provide services 
	Long 
	High
	Self- managed work team 
Production team 
Maintenance team 
Sales team 

	Management team 
	Integrate activities of subunits across business functions 
	Long 
	Moderate 
	Top management 

	Parallel team 
	Provide recommendations and resolve issues 
	Varies 
	Low 
	Quality circle 
Advisory council 
Committee 

	Project team 
	Produce a one-time output (product, service, plans, design)
	Varies 
	Varies 
	Product design team 
Research group 
Planning team 

	Action team 
	Perform complex tasks that vary in duration and take place in highly visible or challenging circumstances
	Varies 
	Varies 

	Surgical team 
Musical group 
Expedition team 
Sports tem 



Variations within team types 
Virtual teams are teams in which the members are geographically dispersed, and interdependent activity occurs through electronic communications—primarily e-mail, instant messaging, and web-conferencing 









Stages of team development (exam)
Forming—try to understand the boundaries in the team and get a feel for what is expected of them 
Storming—remain committed to ideas, triggers conflict that affects some relationships and harms the team’s progress 
Norming—realize that they need to work together to accomplish team goals 
Performing—members are comfortable working within their roles, and the team makes progress toward goals 
Adjourning—members experience anxiety and other emotions as they disengage and ultimately separate from the team 

Team interdependence 
Task interdependence refers the degree to which team members interact with and rely on other team members for the information, materials, and resources needed to accomplish work for the team (ipod) 



Pooled interdependence requires lowest degree of required coordination, members complete their work assignments independently, and then this work is simply “piled up” to represent the group’s output (ipod)

Sequential interdependence requires different tasks to be done in a prescribed order, members interact to carry out their work, the interaction only occurs between members who perform tasks that are next to each other in the sequence (ipod)

Reciprocal interdependence requires members to be specialized to perform specific tasks. However, instead of a strict sequence of activities, members interact with a subset of other members to complete the team’s work (Ipod) 

Comprehensive interdependence requires the highest level of interaction and coordinate among members. Each member has a great deal of discretion in terms of what they do and with whom they interact in the coarse of the collaboration involved in accomplishing the team’s work (ipod) 

Goal interdependence 
A high degree of goal interdependence exists when team members have a shared vision of the team’s goal and align their individual goals with that vision as a result 
· Develop a formalized mission statement that members buy into  


Outcome interdependence 
A high degree of outcome interdependence exists when team members share in the rewards that the team earns 
· Pay, bonuses, formal feedback and recognition, pats on the back, extra time off, and continued team survival
Team composition 
Team composition is the mix of people who make up the team
Figure 10-4 Five aspects of team composition 

What characteristics can be used o describe teams? 
Figure 10-5 

Team processes and communication 
Team process is a term that reflects the different types of activities, interactions and communication patterns that occur within teams and contribute to their ultimate and goals. 
· Team characteristics, like member diversity, task interdependence, team size, and so forth, affect team processes 
· Team processes and communication have a strong impact on team effectiveness 

Two key concepts 
Process gain is getting more from the team than you would expect according to the capabilities of its individual members 
Process loss is getting less from the team than you would expect based on the capabilities of its individual members 

More on process loss 
Coordinate loss consumes time and energy that could otherwise be devoted to task activity. 
· Production blocking occurs when members have to wait on one another before they can do their part of the team task 
Motivational loss is the loss in team productivity that occurs when team members do not work as hard as they could 
Social loafing happens when members exert less effort when working on team tasks than they would if they worked alone on those same tasks 

Communication 
Communication is the process by which information and meaning gets transferred from a sender to a receiver 
Figure 10-8 The communication process 

Factors that influence the communication process 
Communication competence 
· One important factor that influence the communication process (figure 10-8) is the communicators themselves
· Do the participants lack communication competence, which refers to the skills involved in encoding, transmitting, and receiving messages?
Gender difference 
· Men tend to use a style of communication that helps them achieve and maintain status, power, and independence 
Examples would be showing off their ability or knowledge, telling stories or jokes (drawing attention to themselves), being direct, or taking credit for something good they have done 
· Women tend to use a style of communication that is oriented towards building rapport and relationships
Examples would be showing concern and support, asking questions, buffering criticism with praise, using compliments to build relationships, being indirect and sublet when sending messages to others 
· Gender differences can lead to misunderstanding between male and female team members, and often lead to faulty inference about each other 


Noise 
· The presence of noise can interfere with the message being transmitted 
· Noise increases the effort that the communicators need to exert to make the communication process work 
The sender has to talk louder and more clearly, and perhaps increase the use of alternative means of communicating, such as using hand gestures to help clarify messages. In addition, the receiver has to listen more carefully and think harder to fill in the spaces left by spoken words that are impossible to hear. 
Information richness 
· Messages transmitted through face-to-face channels have the highest level of information richness 
Network structure 
The pattern of communication that occurs regularly among each member of the team 
· All channel—high decentralized 
· Circle 
· Y
· Wheel—high centralized 
Members tend to prefer decentralized network structures 
Figure 10-9 Communication network structure 

How important are team characteristics and processes? 
Figure 10-13 Transition Process 












Chapter 11 Power, influence, and negotiation
The key to power is dependence. It depends on the situation. 

What is power? 
Power can be defined, as the ability to influence the behavior of others and resist unwanted influence in return. 
· Just because a person has the ability to influence others does not mean he or she will actually choose to do so
· Power can be seen as the ability to resist the influence attempts of others 
Where does power come from? 
It turns out that power in organizations can come from a number of different sources. 
· Specifically, there are five major types of power that can be grouped along two dimensions: 
Organizational power 
Personal power 

Organizational Power
· Legitimate power is derived from a position of authority inside the organization and is sometimes referred to as “formal authority” 
· Reward power exists when someone has control over the resources or rewards another person wants 
· Coercive power exists when a person has control over punishments in an organization 

Personal power
· Expert power is derived from a person’s expertise, skill, or knowledge on which others depend 
· Referent power exists when others have a desire to identity and be associated with a person 

Types of power 
Figure 11-1 














Guidelines for using power 

	Type of power 
	Guidelines for use 

	Legitimate (includes coercive and reward)
	Make polite, clear request
Explain the reason for the request 
Don’t exceed your scope or authority 
Follow up to verify compliance 
Insist on compliance if appropriate 

	Reward
	Offer the types of rewards people desire 
Offer rewards that are fair and ethical 
Don’t promise more than you can deliver 
Explain the criteria for giving rewards and keep it simple 
Provide rewards as promised if requirements are met 
Don’t use rewards in a manipulative fashion 

	Coercive 
	Explain rules and requirements and ensure people understand the serious consequences of violations. 
Respond to infractions promptly and without favoritism. 
Investigate to get facts before following through 
Provide ample warnings 
Use punishments that are legitimate, fair, and commensurate with the seriousness of non-compliance 

	Expert 
	Explain the reasons for a request and why it’s important 
Provide evidence that a proposal will be successful 
Don’t make rash, careless, or inconsistent statements 
Don’t exaggerate or misrepresents the facts 
Listen seriously to the person’s concerns and suggestions 
Act confidently and decisively in a crisis 

	Referent 
	Show acceptance and positive regard 
Act supportive and helpful 
Use sincere forms of ingratiation 
Defend and back up people when appropriate 
Don’t unsolicited favors 
Make self-sacrifices to show concern 
Keep promises 


The contingencies of power 
Table 11-3 

	Contingency 
	An individual’s ability to influence others increases when: 

	Substitutability 
	There are no substitutes for the rewards or resources the individual controls 

	Centrality 
	The individual’s role is important and interdependent with others in the organization 

	Discretion 
	The individual has the freedom to make his or her own decisions without being restrained by organizational rules 

	Visibility 
	Others know about this individual and the resources he or she can provide 



Using influence 
Influence is the use of an actual behavior that causes behavior or attitudinal changes in others 
· Influence can be seen as directional 
Most frequently occurs downward (managers influencing employees) but can also be lateral (peers influencing peers) or upward (employees influencing managers). 

Influence tactics 
Rational persuasion is the use of logical arguments and hard facts to show the target that the request is a worthwhile one. 
An inspirational appeal is a tactic designed to appeal to the target’s values and ideals, thereby creating an emotional or attitudinal reaction 
Consultation occurs when the target is allowed to participate in deciding how to carry out or implement a request 
A leader uses collaboration by attempting to make it easier for the target to complete the request. 
Ingratiation is the use of favors, complements, or friendly behavior to make the target feel better about the influencer 
Personal appeals are when the requestor asks for something based on personal friendship or loyalty 
An exchange tactic is used when the requestor offers a reward or resource to the target in return for performing a request 
Apprising occurs when the requestor clearly explains why performing the request will benefit the target personally 
Pressure is the use of coercive power through threats and demands 
Coalitions occur when the influencer enlists other people to help influence the target 
Influence tactics tend to be most successful when used in combination 
The influence tactics that tend to be most successful are those that are “soft” in nature 
· Rational persuasion, consultation, inspirational appeals, and collaboration 

Influence Tactics and Their Effectiveness 
Figure 11-2 

Response to influence attempts 
Figure 11-3 
Important 

Organizational politics 
Organizational politics can be seen as actions by individuals that are directed toward the goal of furthering their own self-interests. 
Political skill is the ability to effectively, understand others at work and use that knowledge to influence others in was that enhance personal and/or organizational objectives 

The organizational politics process 
Figure 11-4

Conflict resolution 
· There are five different styles a leader can use hen handling conflict, each of which is appropriate in different circumstances 
· The five style can be viewed as combinations of two separate factors: how assertive leaders want to be in pursing their own goals and how cooperative they are with regard to the concerns of others 

Styles of conflict resolution 
Figure 11-5 

Why are some people more powerful than others? 
Figure 11-6 important  

Effects of power and influence on performance & commitment 
Figure 11-7 













Chapter 12 Leadership Styles and Behavior 
Leadership
Leadership is the use of power and influence to direct the activities of followers toward goal achievement. 

Leadership Decision-Making Styles 
Decision-making styles capture how a leader decides as opposed to what a leader decides. 
· These styles vary in terms of the relative control that followers and leaders have. 
· Figure 12-2 
Autocratic style—the leader makes the decision alone without asking for the opinions or suggestions of the employees in the work unit (highest leader control)
Consultative style—the leader presents the problem to individual employees or a group of employees, asking for their opinions and suggestions before ultimately making the decision him or her. 
Facilitative style—the leader presents the problem to a group of employees and seeks consensus on a solution, making sure that his or her own opinion receives no more weight than anyone else’s
Delegative style—the leader gives an individual employee or a group of employees the responsibility for making the decision within some set of specific boundary conditions. (Highest follower control)  

Time- Driven Model of Leadership 
The model suggests that the focus should shift away from autocratic, consultative, facilitative, and delegative situations. 
The model suggests that seven factors combine to make some decision-making styles more effective in a given situation and other styles less effective. 
Decision significance: Is the decision significant to the success of the project or the organization? 
Importance of commitment: Is it important that employees “buy in” to the decision? 
Leader expertise: Does the leader have significant knowledge or expertise regarding the problem? 
Likelihood of commitment: How likely is it that employees will trust the leader’s decision and commit to it? 
Shared objectives: Do employees share and support the same objectives, or do they have an agenda of their own? 
Employee expertise: Do the employees have the ability to work together to solve the problem, or will they struggle with conflicts or inefficiencies? 


Day-to-day Leadership Behaviors
Initiating structure is a broad category of behaviors that reflect the extent to which the leader defines and structures the roles of employees in pursuit of goal attainment. 
· Leaders who are high on initiating structure play a more active role… ipod 
Consideration is a broad category of behaviors that reflect the extent to which leaders create job relationships characterized by mutual trust, respect for employee ideas, and consideration of employee feelings. 
· Leaders who are high on consideration create a climate of good rapport and strong, two-way communication and exhibit a deep concern for the welfare of employees. 
· Strong relationship—orientation 
Initiating structure and consideration were independent concepts, meaning that leaders could be high on both, low on both, or high on one and low on the other. 
Table 12-3 
	BEHAVIOR
	DESCRIPTION

	Initiating structure

	Initiation
	Originating, facilitating, and sometimes resisting new ideas and practices 

	Organization
	Defining and structuring work, clarifying leader versus member roles, coordinating employee tasks

	Production
	Setting goals and providing incentives for the effort and productivity of employees

	Consideration

	Membership
	Mixing with employees, stressing informal interactions, and exchanging personal services 

	Integration
	Encouraging a pleasant atmosphere, reducing conflict, promoting individual adjustment to the group 

	Communication
	Providing information to employees, seeking information from them, showing an awareness of matters that affect them 

	Recognition
	Expressing approval or disapproval of the behaviors of employees

	Representation
	Action on behalf of the group, defending the group, and advancing the interests of the group 




Life Cycle Theory of Leadership 
Optimal combination of initiating structure and consideration depends on the readiness of the employees in the work unit. 
Readiness is broadly defined as the degree to which employees have the ability and the willingness to accomplish their specific tasks. 
· Readiness varies from R1 (unable and unwilling) to R2 (Unable but willing) to R3 (able but unwilling) to R4 (able and willing) 
Telling style (high initiating structure, low consideration)—the leader provides specific instructions and closely supervises performance. 
Selling style (high initiating structure, high consideration)—the leader supplements his or her directing with support and encouragement to protect the confidence levels of the employees. 
Participating style (low initiating structure, high consideration)—the leader shares ideas and tries to help the group conduct. 
Delegating style (low initiating structure, low consideration)—the leader turns responsibility for key behaviors over to the employees. 
Figure 12-4 
Other styles of leadership 
Transformational leadership involves inspiring followers to commit to a shared vision that provides meaning to their work while also serving as a role model who helps followers develop their own potentials and view problems from new perspectives. 
Laissez-faire leadership (i.e., hands-off) is the avoidance of leadership altogether. 
Transactional leadership occurs when the leader rewards or disciplines the follower depending on the adequacy of the follower’s performance 
· With passive management-by-exception, the leader waits around for mistakes and errors, then takes corrective action as necessary 
· With active management-by-exception, the leader arranges to monitor mistakes and errors actively and again takes corrective action when required. 
· Contingent reward happens when the leader attains follower agreement on what needs to be done using promised or actual rewards in exchange for adequate performance. 

Laissez-faire, transactional, and transformational leadership 
Figure 12-5 

How important is leadership? 
Transformational leadership affects the job performance of the employees who report to the leader 
Employees with transformational leaders tend to have higher levels of task performance and engage in higher levels of citizenship behaviors. 
· Employees have higher levels of motivation and trust their leader more. 
Employees with transformational leaders tend to e more committed to their organization. 
Substitutes for leadership 
Substitutes for leadership model suggests that certain characteristics of the situation can constrain the influence of the leader, making it more difficult for the leader to influence employee performance.
· Substitutes reduce the importance of the leader while simultaneously providing a direct benefit to employee performance. 
· Neutralizers only reduce the importance of the leader—they themselves have no beneficial impact on performance. 








Leader Substitutes and Neutralizers 
Table 12-4 
	Substitutes
	Description

	Task feedback
	Receiving feedback on performance from the task itself 

	Training and experience
	Gaining the knowledge to act independently of the leader 

	Professionalism
	Having a professional specialty that offers guidance 

	Staff support
	Receiving information and assistance from outside staff 

	Group cohesion
	Working in a close-knit and interdependence work group 

	Intrinsic satisfaction
	Deriving personal satisfaction from one’s work

	Neutralizers
	

	Task stability
	Having tasks with a clear, unchanging sequence of steps 

	Formalization
	Having written polices and procedures that govern one’s job

	Inflexibility
	Working in an organization that prioritizes rule adherence 

	Spatial distance
	Being separated from one’s leader by physical space 
























Chapter 13 Organizational Structure 

Organizational structure
Organizational structure formally dictates how jobs and tasks are divided and coordinated between individuals and groups within the company
An organizational chart is a drawing that represents every job in the organization and the formal reporting relationships between those jobs. 

Figure 13-1 Two sample organizational structures 				
Figure 13-2 

Table 13-1 Elements of organizational structure 
	Organizational structure dimension
	Definition

	Work specialization
	The degree to which tasks in an organization are divided into separate jobs 

	Chain of command
	Answers the question of “who reports to whom” and signifies formal authority relationships 

	Span of control
	Represents how many employees each manager in the organization has responsibility for 

	Centralization
	Refers to where decisions are formally made in organizations 

	Formalization
	The degree to which rules and procedures are used to standardize behaviors and decisions in an organizations 

















Mechanistic vs. organic structures 
Table 13-2 Characteristics of Mechanistic vs. Organic Structures 
	Mechanistic organizations 
	Organic organizations 

	High degree of work specialization; employees are given a very narrow view of the tasks they are to perform 
	Low degree of work specialization; employees are encouraged to take a broad view of the tasks they are to perform 

	Very clear lines of authority; employees know exactly whom they report to
	Although there might be a specified chain of command, employees think more broadly in terms of where their responsibilities lie. 

	High levels of hierarchical control; employees are not encouraged to make decisions without their manager’s consent. 
	Knowledge and expertise are decentralized; employees are encouraged to make their own decisions when appropriate. 

	Information is passed through vertical communication between an employee and his or her supervisor. 
	Later communication is encouraged, focusing on information and advice opposed to orders. 

	Employees are encouraged to develop firm-specific knowledge and expertise within their area of specialization. 
	Employees are encouraged to develop knowledge and expertise outside of their specialization. 



Organizational design
Organizational design is the process of creating, selecting, or changing the structure of an organization.
· Business environment consists of its customers, competitors, suppliers, distributors, and other factors external to the firm, all of which have an impact on organizational design 
· Stable 
· Dynamic environment  
A company strategy describes an organization’s objectives and goals and how it tries to capitalize on its assets to make money. 
· Low cost product strategy 
· Differentiation strategy 
An organization’s technology is the method by which it transforms inputs into outputs 
Company size refers to the total number of employees, and structure. 

Common organizational forms 
Simple structures are perhaps the most common form of organizational design, primarily because there are more small organizations than large ones 
A bureaucratic structure is an organizational form that exhibits many of the facets of the mechanistic organization.  

Bureaucratic structures 
Functional structure is an organizational form in which employees are grouped by the functions they perform for the organization 
Figure 13-3 an organizational structure for a small restaurant 

Multi- Divisional Structures 
Multi-divisional structures are bureaucratic organizational forms in which employees are grouped into divisions around products, geographic regions, or clients 
· Product structures group business units around different products that the company produces. 
Figure 13-4 Functional and multidivisional structures 
Geographic structures are generally based around the different locations where the company does business 
Figure 13-4 Functional and multidivisional structures 
Client structure is an organizational form in which employees are organized around serving customers. 
Figure 13-4 Functional and multidivisional structures

Matrix structure 
Matrix structures are a more complex form of organizational design that tries to take advantage of two types of structures at the same time 
· Functional Structure
· Product structure 
Figure 13-5 Matrix structure 
The matrix represents a combination of a functional structure and a product and structure 

























Chapter 14 Organizational Culture
Organizational culture 
Organizational culture is the shared social knowledge within an organization regarding the rules, norms, and values that shape the attitudes and behaviors of its employees. 
· Organizational culture shapes and reinforces certain employee attitudes and behaviors by creating a system of control over employees. 

Culture strength 
Culture strength exists when employees definitively agree about the way things are supposed to happen within the organization (high consensus) and when their subsequent behaviors are consistent with those expectation (high intensity) 

Culture Strength and subcultures 
Figure 14-4 
Subcultures unite a smaller subset of the organization’s employees.
· Create because there is a strong leader in one area of the company that engenders different norms and values 
· Created because different divisions in a company act independently and create their own cultures 
Countercultures exist when subcultures’ values do not match those of the organization 

Pros and cons of a strong culture 
	Advantages of a strong culture 
	Disadvantages of a strong culture 

	Differentiates the organization from others 
	Makes merging with another organization more difficult 

	Allows employees to identify themselves with the organization 
	Attracts and retains similar kinds of employees, thereby limiting diversity of thought

	Facilitates desired behaviors among employees
	Can be “too much of a good thing” if it creates extreme behaviors among employees

	Creates stability within the organization 
	Makes adapting to the environment more difficult 



Maintaining organizational culture 
Attraction-selection-attrition (ASA)
ASA framework holds that potential employees will be attracted to organizations whose cultures match their own personality 
· Some potential job applicants won’t apply due to a perceived lack of fit 
· Organizations will select candidates based on whether their personalities fit the culture, further weeding out potential “misfits”
· Those people who still don’t fit will either be unhappy or ineffective when working in the organization 
Socialization is the primary process by which employees learn the social knowledge that enables them to understand and adapt to the organization’s culture 
· Anticipatory stage happens prior to an employee spending even one second on the job 
· Encounter stage begins the day an employee starts work 
· Reality shock is a mismatch of information that occurs when an employee finds that aspects of working at a company are not what the employee expected it to be 
· Understanding and adaptation is the final stage of socialization, during which newcomers come to learn the content areas of socialization and internalize the norms and expected behaviors of the organization 
The more quickly and effectively an employee is socialized, the sooner that employee becomes a productive worker within the organization. 

Culture change 
Once cultures are established and maintained, they tend to persist over time. When culture change is needed, however, what can be done? 
· How does the organization establish new understandings, values, and norms that shape the attitudes and behaviors of its employees? 
The change process involves three sequential steps:
· Unfreezing, the change initiative, and refreezing 
The first step, unfreezing, occurs when the organization comes to some realization that status quo is unacceptable 
· For instance, an increase in customer complaints about product quality may trigger an awareness that a company’s culture is out of step with its mission to be a high-quality manufacturer. Or low employee morale may trigger a realization that culture change is needed. 
Culture change: The change Initiative 
Once a need for change has been recognized, (and accepted), the second step is to plan and implement the change initiative 
· In the case of culture change, this may involve bringing in a new leader, introducing a new reward system, or implementing a new training program 
Common change initiatives 
Changes in leadership
· New leaders bring their own ideas and values, and leaders are expected to be a riving force change. 
Mergers and acquisitions 
· Two companies with distinct cultures are merged to form a new culture 
Culture change: refreezing 
The third step in this process is to refreeze, meaning that the newly developed attitudes and behaviors (like new ways of thinking, feeling, and acting) need to “harden up,” becoming entrenched as new norms, values, and shared understandings. 
Culture change: issues 
· As straightforward as the change process sounds, there are several issues to overcome. 
Proper diagnosis of the underlying problem 
· Are the company’s ideas about causes of the decision-making problems correct? Will the remedies address the core problems and produce the desired culture change?
[bookmark: _GoBack]Resistance 
If the culture has been established and maintained for some time, then it probably won’t change easily. In short, people are “creatures of habit,” and once attitudes, values, and behaviors are set, it can be quite difficult for them to adopt new ways. 
Building trust (chapter 7) and transformational leadership (chapter 12) are two ways of overcoming resistance to change 

How important is organizational culture? 
Person-organization fit is the degree to which a person’s personality and values match the culture of an organization. 
· Employees judge fit by thinking about the values they prioritize the most, then judging whether the organization shares those values. 
· When employees feel that their values and personality match those of the organization, they experience higher levels of job satisfaction and feel less stress about their day-to-day tasks 
· Employees also feel higher levels of trust toward their managers. 

Effects of person-organization fit on performance and commitment 
Figure 14-7 important 

Application: managing socialization 
Realistic job preview (RJP) is the process of ensuring that a potential employee understands both the positive and negative aspects of the potential job. 
· One of the most inexpensive and effective ways of reducing early turnover among new employees 
· Occurs during the anticipatory stage of socialization during the recruitment process 
Newcomer orientation session is a common form of training during which new hires to learn more about the organization 
· Effective way to start the socialization process 
· Effective transmitters of socialization content 
Employees who complete orientation have higher levels of satisfaction, commitment, and performance than those who don’t  
Mentoring is a process by which a junior-level employee develops a deep and long-lasting relationship with a more senior-level employee within (mentor) the organization 
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