Chapter 1

Ob: improving the attitudes and behaviour of individuals and groups in organization 

Human Resource management: applications of OB theories and principles in organization 

Strategic management: devoted to exploring the product choices and industry characteristics that affect an organization’s profitability 

Scientific management: using scientific method to design optimal and efficient work processes and tasks (observation, measurement, experimentation) 

Bureaucracy: control and coordination of its member through a strict chain of command, formal rules and procedures, high specialization and centralized decision. 

Characteristics of Bureaucracy: 
1) The division of labour with a high level of technical specialization 
2) A strict chain of command in which every member reported to someone at a higher level
3) A system of formal rules, and procedures and ensured consistency, impartiality, and impersonality throughout the organization 
4) Decision making at the top of the organization 

Human relations movement: recognizes that the psychological attributes of individuals workers and the social forces within work groups have important effects on work behaviour

Resource value
-Rare
- Inimitable (history, numerous small decisions. Socially complex resources) 

History: pool of experience, wisdom and knowledge that benefits the organization
Socially complex resource: resources created by people, such as culture, teamwork, trust and reputation. 

Rule of one eighth: the belief that at best one eighth or 12% of organization will actually do what is required to build profits by putting people first

Several different ways of knowing things: 

Method of experience, method of intuition, method of authority, method of science 

Correlation: 0.5  strong
0.3 moderate
0.10  weak
Casual inference: one variable really does cause another 

Chapter 2

Meta- analysis: a method that combines the results of multiple scientific studies by essentially calculating weighted average correlation across studies

National Occupational classification: a national database of occupations in Canada, organizing over 40000 job titles in 500 occupational group descriptions 

- Many organization employees perform tasks that can be different than its competitors and NOC can capture those performances 

Political deviance: behaviour that intentionally disadvantages other individuals 

Performance management: management by objectives, behaviourally anchored rating scales, 360-degree feedback, forced ranking and social networking systems

Management by objectives: A management philosophy that bases employee evaluations on whether specific performance goals have been met

Cons of 360 feedbacks: ratings vary across sources and how the information from each source should be weighted, it could be bias

Pros: best suited to improve or developing employee talent
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Organizational behaviour: an employee’s desire to remain a member of an organization 

Withdrawal behaviour: employee actions that intended to avoid work situations 

Forms of commitment: affective, continuance and normative

Affective commitment; an employee’s desire to remain a member of an organization due to feeling of emotional attachment

Continuance commitment:  An employee’s desire to remain a member of an organization due to awareness of the costs of leaving

Normative commitment: An employee’s desire to remain a member of an organization due to feeling of obligation 

Erosion model: a model that suggests that employees with fewer bonds with co-workers are more likely to quit the organization 
Social influence model: a model that suggests that employees with direct linkages to co workers who leave the organization will themselves be more likely to leave 

Psychological withdrawal: actions that provided a mental escape from the work environment 
  
Types: daydreaming, socializing, looking busy, moonlighting, cyber loafing

Cyber loafing: using Internet, email for personal enjoyment and not work duties 

Physical withdrawal: a physical escape from work environment 

Types: tardiness, long breaks, missing meetings, absenteeism, quitting 

Psychological contracts: employees beliefs about what employees owe the organization and what eh organization owes them

Transactional contracts: psychological contracts that focus on narrow set of specific monetary obligations

Relational contracts: Psychological contracts that focus on broad set of open-ended and subjective obligations 

Perceived organizational support: the degree to which believe that the organization values their contributions and cares about their well being
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Personality: the structures and propensities inside a person that explain his or her characteristics patterns of thought, emotion and behaviour; personality reflects what people are like and creates their social reputation 

Traits: recurring trends in people’s responses to their environment

Cultural values: shared beliefs about desirable end states or modes of conduct in a given culture that influence the expression of traits

Ability: relatively stable capabilities of people for performing a particular range of related activities 

The big 5 taxonomy
Conscientiousness: dimension of personality reflecting traits like being dependable, organized, reliable, ambitious, hard working, and persevering
They prioritize accomplishment striving (strong desire to accomplish task related goals as a means of expression one’s personality)
Good for your health (abuse with drugs, less likely to engage in risky behaviour)

Agreeableness: dimension of personality reflecting traits like being kind, cooperative, sympathetic, helpful, courteous and warm
Prioritize communion striving (strong desire to obtain acceptance in personal relationships as a means of expressing one’s personality)
Swear less
Agreeable employees have strong customer service skills


Neuroticism: dimension of personally reflecting traits like being nervous, moody, emotional, insecure, jealous and unstable
They are more negative affectivity (tendency to experience unpleasant moods such as hostility, nervousness and annoyance)
Less job satisfaction
Related to locus of control (tendency to view the cause of events and personal outcomes as internally or externally controlled)
More neurotic people= external locus
Less neurotic= internal locus

Openness to experience: dimension of personality reflecting traits like being curious, imaginative, creative, complex,, refined and sophisticated
Excel in learning sue to being curious


Extraversion: dimension of personality reflecting traits like talkative, sociable, passionate, assertive, bold and dominant 
Easiest to judge in zero acquaintance situations (two people who just met)
Prioritize status striving (strong desire to obtain power and influence within a social structures as a means of expressing one’s personality)
Care about being successful and develop a strong reputation 
Tend to be happier with their jobs (positive affectively: tendency to experience pleasant, engaging moods such as enthusiasm, excitements and elation)
Less interaction with family

Culture values

Hofstede dimensions 

Individualism- collectivism; the degree to which a culture has a lonely knit social framework (individualism) or tight social framework (collectivism)

Power distance: the degree to which a culture prefers equal power distribution (low power distance) or unequal power distribution (high power distance)

Uncertainty avoidance: the degree to which tolerates ambiguous situations (low uncertainty avoidance) or feels threatened by them (high uncertainty avoidance)

Masculinity-femininity: the degree to which a culture value stereotypically male traits (masculinity) or stereotypically female traits (femininity) 

Short-term vs. long-term orientation: the degree to which a culture stresses values that are past and present oriented (short term orientation) or future oriented (long term orientation)

Project globe dimensions

Gender egalitarianism: cultures promote gender equality and minimizes role differences between men and women

Assertiveness: the culture values assertiveness, confrontation and aggressiveness in social relationship 

Future orientation: the cultures engages in planning and investment in the future while delaying individual or collective gratification 

Performance orientation: culture engages and rewards members for excellence and performance improvements 

Humane orientation: cultures encourages and rewards members for being generous, caring, kind, fair, and altruistic

Failing to understand the different cultures could have an effect to work performance in multinational groups and organizations
Ethnocentrism: propensity to view one’s cultural values as right and those of other cultures as wrong

 Types of ability: 

Cognitive ability: use of knowledge to make decisions and solve problems

Verbal ability: various capabilities associated with understanding and expression oral and written communication 

Quantitative ability: capabilities associated with doing basic mathematical operations and selecting and applying formulas to solve mathematical problems

Reasoning ability: diverse set of ability associated with sensing and solving problems using insights, rules and logic 
Types of reasoning ability: 
Problem sensitivity: problem right now or likely to be one in the near future 
Deductive reasoning: refers to the use of general rules to solve problems
Inductive reasoning: to consider several specific pieces of information and then reach a more general conclusion regarding how those pieces are related
Originality: refers to the ability to develop clever and novel ways to solve problems

Spatial ability: capabilities associated with visual and mental representation and manipulation of objects in space 
2 types: 
Spatial orientation: good understanding of where one is relative to other things in the environment 
Visualization: ability to imagine how separate things will look if they were put together in a particular way

Perceptual ability; capacity to perceive, understand, and recall patterns of information
Have speed and flexibility: able to pick out information fast (
Perceptual speed: able to examine and compare numbers, letters, and objects quickly

General mental ability: 
General cognitive ability: ability that plays an important role in determining the more narrow cognitive abilities 
 
Emotional ability: 
Emotional intelligence: set of abilities related to the understanding and use of emotions that affect social functioning 

Self awareness: ability to recognize and understand the emotions in oneself

Other awareness; ability to recognize and understand the emotions that other people are feeling
Understand the emotions others are feeling and anticipate the emotions people will experience in different situations

Emotional regulation: ability to recover quickly from emotional experience

Use of emotions: degree of which people can harness emotions and employ them to improve their chances of being successful in whatever they are seeking to do

Physical ability

Strength: degree to which the body is capable of exerting force

Types of strength:
Static strength: lifting, pulling, and pulling heavy objects
Explosive: exerting a short burst of muscular force to move oneself or objects
Dynamic: exerting muscular force repeatedly or continuously 
Stamina: ability of a person’s lungs an circulatory system to work efficiently while he or she is engaging in physical activity

Flexibility and coordination: 
Flex: Ability to bend, stretch, twist or reach
Dynamic flexibility: spend of bending. Stretching, twisting of body, arms and legs
Extent flexibility: degree of bending, stretching, twisting of body, arms and legs

Coord: physical movement in terms of synchronization and balance 
Gross body coordination; coordination of body, arms and legs in activities involve all three together
Gross body equilibrium: ability to regain balance in contexts where balance is upset

Psychomotor ability: capabilities associated with manipulating and controlling objects
Types of psychomotor:
Fine manipulative abilities: keeping hand and arm steady while grasping manipulating, and assembling small objects
Control movement abilities: making quick, precise adjustments to a machine while operating it
Response orientation: quickly choosing among appropriate alternative movements
Response time: quickly responding to signals with body movements 

Sensory ability: associated with visions and hearing
Types of sensory:
Near and far vision: seeing details of an object up close or at a distance
Night vision: seeing well in low light
Visual color discrimination: detecting differences in colours and shades
Depth perception: judging relative distance
Hearing sensitivity: hearing difference in sounds
Auditory attention: focusing on a source of sound in the presence of other sources
Speech recognition: identifying and understanding the speech of others

Conscientious employees:
More likely to engage in citizenship behaviours (good work attendance, engage in so much more work related effort, higher level of job satisfaction)
Less likely to engage in counterproductive behaviours (already high job satisfaction and therefore there is no reason to retaliate with the organization)

Cognitive ability is more strongly correlated with task performance than citizenship behaviour or counterproductive behaviour

Negative relationship with commitment because cognitive people possess more knowledge and may leave for another job in the future


Chapter 5 
Job satisfaction: 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 

Why are some employees more satisfied than 
others?

It is the things they value (things that people consciously want to seek or attain) 

Value percept theory: theory that argues that job satisfaction depends on whether the employee perceives that his or her job supplies those things that he or she values

Dissatisfaction= (V(want)-V(have))x (V(importance))

5 types of facets:
Pay satisfaction: 
Promotion satisfaction: feeling about the company’s promotion policy and their execution
Supervision satisfaction: employee’s feelings about their boss
Co-worker satisfaction: employees feeling about their co-workers, including their abilities and personalities 
Satisfaction with the work itself: employees feeling about their work tasks

3 psychological states:
Meaningfulness: the degree to which work tasks are viewed as something that counts in the employee’s system of philosophies and beliefs 
Responsibility of outcomes: indicating the degree to which employees feel they are key drivers of the quality of work output
Knowledge of results: the extent to which employees are aware of how well or how poorly they are doing 

5 types of 5 job characteristics theory:
Variety: the degree to which a job requires different activities and skills 
Identity: the degree to which a job offers completion of whole, identifiable piece of work
Significance: the degree to which a job really matters and impacts society as a whole
Autonomy: the degree to which a job provides freedom, independence, and discretion to perform the work
Feedback: the degree of which the job itself provides information about how well the job holder is doing

Affective events theory: a theory describes how workplace events can generate emotional reactions that impact work behaviours
Emotions= positive or negative emotions
Emotional labour: the management of their emotions that employees must do to complete their job duties successfully
Emotional labour can be affected with emotional contagion (idea that emotions can be transferred from one person to the another)

Job satisfaction and job performance (moderate correlation (positive))
Job satisfaction and organizational behaviour (strong correlation (positive))

Tracking job satisfaction: 
Job description index: facet measure of job satisfaction that assesses an individual’s satisfaction with pay, promotion, opportunities, supervision, co-workers, and the work itself

Chapter 6 
Stress: response to demands that possess certain stakes for the person and that tax or exceed the person’s capacity or resources
Stressors; demands that cause the stress response 
Strains: negative consequences of the stress response 
Primary appraisal: evaluation of whether a demand is stressful and if it is the implications of the stressor in terms of personal goals and well-being
Benign job demands: job demands that are not appraised as being stressful

4 types of stressors:
Hindrance stressors: stressors that tend to be appraised as thwarting progress toward growth and achievement 
Can trigger negative emotion (anxiety and anger)
Work: role conflict (conflicting expectations that people may have for us, role ambiguity (lack of direction and information about what needs to be done in a role), role overload (excess of demands on an employee preventing him or her from working effectively), daily hassles (minor day to day demands that interfere with work accomplishment)

Non work: work family conflict (the demands of a work role hinder the fulfillment of the demands in a family role), negative life events (ex: divorce, death of a family members), financial uncertainty (uncertainty with regard to the potential for loss of livelihood, savings, or the ability to pay expense)

Challenge stressor: tend to be appraised as opportunities for growth and achievement 
Trigger positive emotion (pride and enthusiasm)
Work: time pressure (sense that the amount of time allotted to do a job is not quite enough), work complexity (degree to which job requirements tax or just exceed employee capabilities), work responsibility (obligations a person has toward others)

Non work: family time demands (amount of time committed to fulfilling family responsibilities), personal development (participation in activities outside of work that foster growth and learning), positive life events (ex: marriage, birth of a child)


Coping with stressors
Secondary appraisal: when people determine how to cope with the various stressors they face

Behaviour coping: physical activities used to deal with stressful situations
Cognitive coping: thoughts used to deal with a stressful situations
Problem focused coping: behaviours and cognitions of an individual intended to manage the stressful situation itself
Emotion focused coping: behaviours and cognitions of an individual intended to help manage emotional reactions to the stressful demands

Types of strains: 

Physiological strains: reactions from stressors that harm the human body
-Reduce the effectiveness of the body’s immune system
-Harm the body’s cardiovascular system
-Cause problems in the body’s musculoskeletal system
Cause gastrointestinal system problems

Psychological strains negative psychological reactions from stressors such as depression, anxiety, and anger
Known as burnout 

Behavioural strains: patterns of negative behaviours associated with other strains 
Consumption of alcohol, excessive smoking, bossy, compulsive gum chewing

Type 1 behaviour pattern: a type of behaviour exhibited by people who tend to experience more stressors, to appraise more demands as stressful, and to be prone to experiencing more strains than most others

Types of social support: 
Instrumental support 
Emotional support

Hindrance stressor has a negative (weak correlation) with job performance
But has a strong negative correlation with organizational behaviour 

Challenge stressors has a weak positive correlation with job performance but has a moderate positive correlation with organizational behaviour 


Stress management:
Stress audit
Job sharing
Training intervention: increase employees’ competencies and skills
Supportive practice: ways in which organizations help employees manage and balance their demands
Relaxation techniques 

Reducing strains: 
Cognitive-behavioural techniques: various practice that help workers cope with life’s stressors in a rational manner
Help and wellness programs
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Motivation: a set of energetic forces that determine the direction, intensity, and persistence of an employee’s work effort

Motivations determines the direction of effort, intensity of effort, persistence of effort

Why are some employees more motivated than others?

Expectancy theory: a theory that describes the cognitive process employees go through to make choices among different voluntary Reponses

Three specific beliefs based in our past learning and experience:

Expectancy: beliefs that exerting a high level of effort will result in successful performance on some task 
Self-efficacy: beliefs that a person has the capabilities needed to perform the behaviours required on some task (past accomplishment, vicarious experiences, verbal persuasion: people persuade them to get the work done and emotional cues)

Instrumentality: belief that successful performance will result in some outcome or outcomes

Valence: the anticipated value of the outcomes associated with successful performance 
Needs: grouping or clusters of outcomes viewed as having critical psychological or physiological consequences 

Extrinsic motivation: desire to put fourth work effort due to some contingency that depends on task performance
Intrinsic motivation: desire to put fourth work effort due to the sense that task performance serves as its own reward

Different culture have different motivation 

The symbolic value of money: achievement, respect, freedom

Assigning specific and difficult goals increases level of performance. This will tell how hard they work and for how long

Self set goals helps with motivation and behaviour
This will help people think differently by using strategic ways to reach their goals and they think smarter

Types of moderators:
Feedback
Task complexity
Goal commitment 

Smart goals: specific, measurable, achievable, result-based, time sensitive goals, which Microsoft managers are trained to encourage in employees 

Equity theory: a theory that suggests that employees create a mental ledger of the outcomes they receive for their job inputs, relative to some comparison other (ex: outcomes: pay, inputs: effort)
You use comparison other: another person who provides a frame of reference for judging equity 
According to equity theory, any imbalance in ratio will triggers equity distress (an internal tension that results from being over rewarded or under rewarded relative to some comparison other
Formula: (your outcome/your input)=(other’s outcome/ other’s input)

Cognitive distortion: a re-evaluation of the inputs an employee brings to a job, often occurring in response to equity distress 

Internal comparison: comparing oneself to someone in your same company
External comparison: comparing oneself to someone in a different company 

Psychological empowerment: energy rooted in the beliefs that tasks are contributed to some larger purpose
4 concepts:
Meaningfulness: contribute to society and fulfill one’s ideals and passions
Self-determination: sense of choice in the initiation and continuation of work tasks
Competence: capability to perform work tasks successfully
Impact: sense that a person’s action “make a difference” that progress is being made toward fulfilling some important purpose

Motivation has a strong positive correlation with job performance but a positive moderate correlation with organizational commitment 
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Trust, justice and ethics
Reputation is important and people would work at a company with higher reputation with lower salary then an organization with higher salary with a bad reputation
Reputation depends on trust

Trust is distributed in 3 different factors: 

Disposition based trust: trust rooted in one’s own personality, as opposed to a careful assessment of the trustee’s trustworthiness 
Trust propensity: a general expectation that the words, promise, and statements of individuals can be relied upon
Happens at a early childhood experience 

Cognition based trust: trust rooted in a rational assessment of the authority’s trustworthiness 
We don’t have data on a particular person so we use their characteristics or attributes
3 dimension of trustworthiness: 
Ability: the skills, competencies and areas of expertise that enable an authority to be successful in some specific area
Benevolence: the beliefs that an authority wants to do good for a trustor, apart from selfish or profit centered motives
Integrity: the perception that an authority adheres to a set of values and principles that the trustor finds acceptable

Affect based trust; trust dependent on feelings toward the authority that go beyond any rational assessment of trust worthiness 
More emotional than rational 

Justice
Four types of justice:
Disruptive justice: perceived fairness of decision-making outcomes (ex: pay, rewards, promotion, assignments)

Procedural justice: perceived fairness of decision-making process (ex: voice, correctability (chance to appeal if they feel something is unfair), consistency, bias suppression, representativeness, accuracy)

Interpersonal justice: perceived fairness of the interpersonal treatment received by employees from the authorities 
Creates abusive supervision (verbal, no physical)


Informational justice: perceived fairness of the communications provided to employees from authorities 
Being honest helps reduce retaliation 


Ethics
Lead to whistleblowing 
Downside of whistleblowing: no status and power

The 4 components model of ethical decision-making:

Moral awareness: recognition by an authority that a moral issue exists in a situation 
They don’t perceive that moral to be relevant in a given situation
It depends on the moral intensity (the degree to which an issue has ethical urgency)

Moral judgment: the process people use to determine whether a particular course of action is ethical or unethical 
Cognitive moral development: as they age they mature more and go on to many stages
Preconventional stage: beginning of there moral development 
Conventional stage: right versus wrong 
Principles stage: sophisticated thinker 

Moral intent: an authority’s degree of commitment to the moral course of action
Why people stay true to their moral judgment?
Moral identity (degree to which a person views himself or herself as a moral person)
More moral identity= more charity work and donate a lot

Trust - job performance (moderate positive correlation)
Trust job performance (strong positive correlation) 


Chapter 9
Learning and decision-making
People make better decision is due to how much expertise they have about the subject or skills

Types of knowledge: 
Explicit knowledge; knowledge is easily communicated and available to everyone

Tactic knowledge; knowledge that employees can only learn through experience 

Methods of learning:
Reinforcement: 
Contingencies of reinforcement: four specific consequences by organization to modify employee behaviour
Positive reinforcement: reinforcement contingency in which a positive outcome follows a desired behaviour
Negative reinforcement: reinforcement contingency in which an unwanted outcome removed following a desired behaviour

Observation
Social learning theory: theory that argues that people in organization learn by observing others
Behaviour modelling: employees observing the actions of others, learning from what they observe and then repeating the observed behaviour
The modelling process:
Step 1: attentional processes: learner focuses attention on the critical behaviours exhibited by the model
Step 2: retentional processes: learner must remember the behaviour of the model once the model is no longer present 
Step 3: production processes: learner must have the appropriate skill set and be able to reproduce the behaviour
Step 4: the learner must view the model receiving reinforcement for the behaviour and then receive it himself or herself

Goal orientation 
Learning orientation: a predisposition or attitudes according to which building competence is deemed more important by an employee than demonstrating competence 
Performance-prove orientation: a predisposition or attitude by which employees focus on demonstrating their competence so that others think favourably of them
Performance-avoid orientation: a predisposition or attitude by which employees focus on demonstrating their competence so that others will not think poorly of them

Method decision-making
Programmed decisions: decisions that are somewhat automatic because the decision maker’s knowledge allows him or her to recognize the situation and the course of action to be taken (can be known as intuition) 
Crisis situation (a change, sudden or evolving that results in an urgent problem that must be addressed immediately)  non programmed decision (one made by employee when a problem is new, complex, or not recognized)  rational decision-making model (a step by step approach to making decisions that is designed to maximize outcomes by examining all available alternatives)
 
Decision making problems

Limited information 
Bounded rationality: the notion that people do not have the ability or resources to process all available information and alternatives when making a decision 

Faulty perceptions
Selective perception: the tendency for people to see their environment only as it affects them and as it is consistent with their expectation 

Faulty attribution
Consensus: used by decision maker to attributes cause whether other individuals behave the same way under similar circumstance 
Distinctiveness: used by decision maker to attribute cause; whether the person being judged acts in a similar fashion under different circumstance
Consistency: used by decision maker to attribute cause; whether this individual has behaved this way before under similar circumstance

Escalation of commitment; a common decision-making error, in which the decision maker continues to follow a failing course of action 

Learning  job performance (moderate positive correlation)
Learning  Organizational behaviour (weak positive correlation)


Ways to improve learning:
Training 
How to train: 
Knowledge transfer; learn from the experience 
Form of knowledge transfer:
Communities of practice: groups of employees who learn from one another through collaboration over an extended period of time
Transfer of training 
Climate for transfer: an organization environment that supports the use of new skills 

Chapter 11 (team characteristics and processes) 

Team: to accomplish a common goal and related to some task orientated purpose

Types of team:
· Work team
· Permanents team who work together to produce a product or services.
· Long life span
· Member involvement is high
· Management team
· Responsible for managerial tasks (ex: decision making)
· Member involvement is moderate
· Long life span
· Parallel team
· Each member have various jobs that provide recommendation for important issues 
· Life span varies, they can come and go
· Low member involvement 
· Project teams
· One time task and requires a group of people who have different types of training and expertise
· Member involvement varies 
· Life span varies 
· Action team
· Member involvement varies
· Life span varies 
· Short term tasks that are complex and challenging 

Virtual team has started to be used more 
· Can communicate with people from other places
· Faster at producing the product

Stages of team development: 

Model 1 (predictable sequence)

· Forming
· Trying to understand their boundaries with the members
· Who is in charge and what not to say or do
· Storming
· Bringing ideas to the team
· This can lead to team conflict due to different ideas and not agreeing with each other
· Norming
· The behaviour that should be displayed in a team
· They must cooperate with each other due to every member wanting to accomplish the same goal 
· Performing
· Everyone is doing what they are suppose to be doing and are comfortable with it
· Adjourning
· Members face with anxiety, different emotions which lead to separation 

Model 2 (less linear fashion)

[image: ]

Punctuated equilibrium
· Not much work has been done during the half way mark of the project
· Therefore, they make changes to complete their project

Types of task interdependence 

· Pool interdependence 
[image: ]




· Sequential interdependence 
· Done in a prescribed order 
[image: ]

· Reciprocal interdependence 
· Members specialized to perform specific tasks
· Interact with each other to complete a specific tasks 
· Ex: sales person and architect 
· [image: ]


· Comprehensive interdependence
· Highest level of interaction and coordination 
· Diverse backgrounds, team meet often
[image: ]

To get a high level of goal interdependence
· Everyone has the same mission statement 
To get a high level of outcome interdependence 
· Sharing the rewards 




Five aspects of team composition 

· Members roles 
· What they are expected to do for the team
· What leaders and members do
· Roles (Team task roles, team building roles, individualistic roles) 
· Members ability and tasks 
· Physical ability, cognitive ability 
· Disjunctive tasks (one member with great ability and will influence on the team)
· Conjunctive task (weakest link, remember with poor ability)
· Additive task (contribution results from the ability of every members add up to determine the team performance)
· Member personality 
· Conscientiousness 
· More conscientiousness= better team performance 
· Even one member with low conscientiousness= low team performance 
· Agreeableness
· More agreeable members= smoother interpersonal dynamics
· More agreeable members= possibly lower team performance due to lack of constructive criticism 
· Extraversion 
· Some extraverted members= better team performance 
· Too many extraverts= lower team performance due to power struggles/ unproductive conflict 
· Team diversity 
· Can enhance team performance when innovation is required and when members can and want to understand and integrate ideas. Can have diverse of ideas and lead to creativity 
· Provides a larger pool of knowledge and perspective 
· Work that are complex and creativity benefit most from diversity 
· Surface level diversity 
· Ex: race, gender, age, ethnicity 
· Negative effects on team performance over time
· Deep level diversity 
· Ex: value, personality, personal goals
· Negative effects on team performance strength over time
· Less easy to observe
· Can be counterproductive due to not interacting with each other because they are unlike them
· Team size and tasks
· Disjunctive task
· Larger size= greater team success

· Conjunctive
· Larger size= weaker team success
· Addictive task
· Larger size= greater team success 

Team cohesion is usually good but it depends on the team’s norm
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Team processes 
Process loss
· Getting less than expected from the team
· Coordination loss: loss of time and due to integration efforts 
· Motivation loss: loss in productivity because one or more members are not as productive as they could be (called social loafing) 

Task interdependence  (moderate positive effect) team performance 
Task interdependence  (weak relationship) team commitment 


Chapter 12  (power, influence, negotiation) 

Types of power: 
Organization power:
· Legitimate power: your boss asking you to do something
· Reward power: you have more power in the organization and you can reward others 
· Coercive power: power to punish you 

Personal power
· Referent power: people who are admire, likes and you want to be like them. You view as charismatic 
· Expert power: expertise or knowledge on a particular subject

How to build your personal power:

· Develop your expertise and industriousness
· Do extraordinary things at work and highly visible and important
· This will build your expert and referent power
· Develop your charisma (to build referent power) 
· Do the right thing (ethical, moral)
· Enthusiastically encourages the group to achieve higher degree of success 


Influence tactics 

	Most effective 
	Moderately to weakly effective 
	Counterproductive

	Rational persuasion
	Ingratiation
	Coalitions

	Inspirational appeals
	Personal appeals
	Pressure

	Consultation
	
	

	Collaboration 
	
	

	Apprising 
	
	



Influence tactic to influence their boss: rational persuasion 

Rational persuasion: use of logical arguments and hard facts to show someone that a request is worthwhile 

Inspirational appeal: tactics designed to appeal to one’s values and ideals, thereby creating an emotional or attitudinal reaction

Consultation: tactic whereby the target is allowed to participate in deciding how to carry out or implement a request 

Collaboration: tactic whereby the leader makes it easier for the target to complete a request by offering to work with and help the target 

Ingratiation: the use of favours, compliments or friendly behaviour to make the target feel better about the influence 

Personal appeals: the requestor asks for something based on personal friendship or loyalty 

Coalitions: the influencer enlists other people to help influence the target 

Pressure: the requestor attempts to use coercive power through threats and demands 

Apprising: the requestor clearly explains why performing the request will benefit the target personally 









Resistance to managers influence attempts

	Dysfunctional resistance 
	Constructive resistance 

	Purpose: prevent the mangers instructions or request from being carried out 
	Purpose: engage in dialogue with the manger to find a better course of action

	Examples: saying no, ignoring the request, stating that the request was not understood
	Examples: suggesting that a different solutions may be more effective, explaining legitimate concerns with the request 



Organizational politics 
· Actions that are meant to further one’s self interests. It’s not necessarily bad for the organization since a person’s self-interest may be perfectly in line with the organization’s interests 

Political skill
· Ability to understand others and the use of that knowledge to influence them to further personal or organizational objectives 

	Components 
	Definitions 

	Social astuteness
	Able to carefully observe others, to understand social interactions, to be aware of one’s own behaviour, and to interpret that of others 

	Interpersonal influence 
	Is humble (not arrogant) yet convincing; able to make people feel comfortable 

	Networking ability 
	Develops and uses various networks of people who can help one achieve personal goals

	Apparent sincerity (essential)
	Skilled at being perceived as sincere, honest and open 



Causes of organizational politics
· Need of power
· Lack of participation in decision making
· Limited or changing resources
· Ambiguity in roles
· High performance pressure
· Unclear performance evaluation 




Consequence of organizational politics 
· Decrease job satisfaction 
· Decreased organizational commitment 
· Decreased task performance 
· Increased strains 

Conflict resolution 
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Accommodating: It is not important to them but important to others

Collaboration requirement:
· Sharing of information
· Discussion of concerns 
· Equal power 
· Invest a lot for time for the resolution 
Negotiations

Types of negotiation strategies when it comes to negotiation time:

· Distributive bargaining: one person gains and the other person loses 
· Integrative bargaining: satisfy both parties 






Negotiation stages 
· Preparation 
· Most important stage 
· Exchange information
· Asking questions and gather information 
· Bargaining 
· Closing and commitment 

Power and influence (moderate positive effect) job performance
Power and influence  (moderate positive effect) organizational commitment 

Chapter 13 (leadership styles and behaviours) 

· Influence others so that they are more motivated to contribute to the realization of your goals 

[image: ]

4 styles leaders use to make decision
[image: ]

Autocratic: decisions are handed down to a team with no discussion or vote
Consultative style: I’m thinking about making decision but before, what do you think? 
Facilitative style: the manager seeks to reach a consensus together. The leader consider himself to be on e member of the team

Delegative style: the manager supports his subordinated to make decisions; he will support them and use his resources to make it happen 

High follower control:
More appropriate when:
· Decisions more significant
· Employees commitment more important 
· Leader has less expertise than employees 
· Employee work well as a team

High leader control
More appropriate when:
· Decision less significant 
· Employees commitment less important 
· Leader has more expertise than employee

Day to day leadership behaviours

Initiating structure: providing structure on how to do a certain thing. They know how the assignment will be done and when to be done
· Directive
· Task orientated
They emphasize on meeting those deadline

Consideration: create job relationships characterized by mutual trust, respect for employee ideas, and consideration of employees feeling
· Supportive
· Relation-oriented 

Transactional & Transformational leadership

Transformational leadership: leader inspires 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 potential and view problems from new perspective 
· Idealized influence 
· Highly moral (does the person have the courage to stand up for a principle you believe in)
· Inspirational motivation
· Champions collective goals/ vision (challenging collective goal)
· Intellectual stimulation 
· Challenges others to be innovative (trying out new things)
· Individualized consideration 
· Helps individuals employees develop/grow

Transactional leadership: the leader reward or disciplines the follower on the basis of performance 
· Continent reward: telling them what to do, in exchange for a reward
· Most important/ effective
· Management by exception (active): making sure the employees are not making mistakes monitoring what is going on (giving feedback, answering questions)
· Sometimes necessary
· Management by exception (passive): when there is a major thing that happen, then he will intervene
· No good

Transformational leadership behaviours relatively more effective when employees are highly insecure 

Transactional leadership behaviours relatively more effective when employees need clear recognition 

Followers 
Supporting someone’s leadership by endorsing 

Followership styles:
· Passive (waiting for my leader)
· Ex: sir yes sir
· Proactive (should earn leader’s trust first)
· Provides the information before being asked 
· Helps leader make better decisions 
· Provides sharing relevant information 
· Challenges leader’s ideas/ assumption 

Transformational leadership  (moderate positive) job performance 
Transformational leadership  (strong positive effect) organizational commitment 

Chapter 15 (culture)
The shared rules, norms, and values considered being the appropriate ways to think and act within an organization 

Functions of culture
· Provides appropriate standards for what employees should say or do
· Defines boundaries 
· Conveys a sense of identity 


Components to organizational culture
· Observable artifacts: aspects of an organization’s culture that employees and outsiders can easily see or talk about 
· Symbols
· Ceremonies (x-mas lunch)
· Stories 
· Physical structures 
· Rituals
· Languages
· Espoused value: the beliefs, philosophies and norms that a company explicitly states 
· Contribution/ ideas of all telfer employees are important to consider, not just those of faculty members 
· Basic underlying assumptions: engrained beliefs and philosophies of employees 

Strong cultures 
· High agreement among members 
· Can occur in organizations of all size
· Have several advantages:
· High coordination 
· Conflict resolution 
· Financial success 
Liabilities of strong culture
· Culture as a barrier to 
· Change 
· Diversity
· Mergers and acquisitions (culture clash)
· Pathological cultures
· Rent: “Enron: The smartest guys in the room.”

How to maintain organization culture
· Socialization: process by which people learn the norms, knowledge 
Socialization domains
· Performance proficiency 
· Role clarity 
· History and value
· Language/ Jargon
· Politics 
· People/ social integration 
Why is socialization important? 
· Combats 
Socialization methods
· Realistic job previews
· Employee orientation programs
· Mentoring 

ASA model
· A theory (attraction- selection- attrition) states that employees will be drawn to organizations with culture that match their personality, organizations will select employees that match, and employees will leave it be forced out when they are not a good fit


Chapter 10 and 14 (communication and organizational structure) 

Communication 
· The process by which information and meaning is transferred from sender to receiver 

Communication process

Thinker encoding transmitting perceiving  decoding understanding 

The degree of which the sender is actually able to communicate effectively so the receiver can provide feedback in regards to if he understood

Barrier to communication
· Communicator competence: is the person is competent with encoding and decoding? Are you skilled knowing which communication medium to use given what you want to communicate
· Noise: anything that interferes with the transmission of message
· Gender difference: differences in communication styles. Males uses communication to establish power and status, while women tend to use communication as an opportunity to develop relationships
· Information richness: the more complex the information, the richer it is. It should dictate what communication medium to use. The richer it is, the more you need to think on face to face since it allows both parties to share non-verbal information and allows the receiver to give an immediate feedback
· Network structure: centralized/ decentralized networks. The more centralized the more smaller number of people are responsible for providing the information to others









Formal network

[image: ]

Organizational structure 
· How job tasks are formally divided, grouped and coordinated 

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

Two basic dimensions 
· Vertical
· Horizontal

Vertical division of labour  
· Apportioning authority for planning and decision making (President VPs mangers…)
· Relevant concepts:
· Chain of command I who report to whom)
· Too many layers can slow down communication 
· Span of control (how many jobs direct to an individual person)
· Centralized v. decentralized 

Bureaucracy
· High centralization 
· Rigid, well-defined chains of command
· Low(ish) span of control
· High work specialization 






Horizontal division of labour
How should the organization divide or group its areas of specialization?

Different possibilities:
· Functional structure 
· Divisional structures 
· Product structure 
· Geographic structure 
· Client-based structure 

Function 

CEO
VP Marketing
VP Finance
VP HR









Division 


CEO
Product 
Division 
A
Product 
Division 
B
Product 
Division 
C
VP Marketing
Division A
VP Marketing
Division A
VP HR
Division A
VP Marketing
Division A
VP HR
Division A
VP HR
Division A




Matrix structure
· Functional and divisional structures each have their strength and weaknesses 
· Matrix structure capitalize on their strength and reduce their weaknesses 
· Matric structures: employees remain members of functional department while also reporting to a divisional manager

Geography 

CEO
Region A
(Canada)
Region
B
(USA)
Region 
C
(Rest of 
Americas)
Maritimes
Midwest
Northeast
Central America
South America
Qc and Ont


Client

CEO
Education
Leisure
Business 
Solutions
High School
…
…
…
…
College
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