Class 2
Not cast and community tb

Open  permeable boundaries (environment affects organizations and vice-versa)

B=f(P/DxE)

[bookmark: _GoBack]Behaviour is a function of Personality/Disposition times Environment

Important things from introductory chapter:

What u don’t need:

· The diagram
· Values and beliefs (you and your knowledge cannot be replaced or duplicated after you leave a job)

We are in a knowledge-based industry

Different outputs can get different organizational and group levels


Performance

· Value of the set of employee behaviours that contribute either positively or negatively to organizational goal accomplishment 
· Includes behaviours that are within the control of the employees
· Places a boundary on which behaviours are and aren’t relevant to job performance 
· Task performance incused employee behaviours that are directly involved in the transformation of organizational resources into the foods or services that the organization produces
· Citizenship behaviour
· Counterproductive behaviour 

Results are important, but we are interested in the behaviours that will deal with goal attainment.


Task Performance

· 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 novel, unusual or unpredictable 
· Creative task performance is the degree to which individuals develop ideas or physical outcomes tat are both novel and useful

All biases, ex: resume screening in HR  the criteria for the resume is biased to begin w/

When there are standardized tests and board exams, it becomes worse (road education?)


Two Types of Performance Behaviours

Citizenship Behaviors (CB)

· Benefits coworkers
· Assisting, supporting, and developing other organization members beyond normal job expectations including:
· Helping involves assists coworkers w/ heavy workloads, etc
· Courtesy refers to keeping coworkers informed about matters that are relevant to them
· Sportsmanship
· Benefits the larger organization (interpersonal/ towards organization)
· Supporting, defending, and working to improve operations and maintain loyalty including
· Voice involves speaking up and offering contrastive suggestions 
· Civic virtue requires participating in the company’s operations at a deeper-than-normal level
· Boosterism means repressing the organization in a positive way when out in public, away from office and from work

Those ^^ employees who are always eager to help and will help and tell you things that they don’t have to worry about but they still go out of their way

Counterproductive Work Behaviors (CWB)

· Property deviance: organizations assets and possessions
· sabotage purposeful destruction of physical equipment, organizational processes, or company products
· theft: costs organizations approx.: $14.6 billion per year
· Product deviance: work output
· Wasting resources is most common form of production deviance when employees use too many materials or too much time to do little work
· Working too slowly, taking too many breaks
· Substance abuse is the abuse of drugs or alcohol before coming to work
· Compromises efficiency 
· Political deviance: putting others at an disadvantage
· Gossiping is having casual conversations about other ppl in which the facts are not confirmed as true and undermines morale
· Incivility represents communication that is rude and lacking good manners
· Personal aggression: hostile verbal/physical actions towards employees
· Harassment: unwanted physical/verbal contact
· Abuse: assault or am employee is endangered in a way that causes physical and psychological injuries


CB vs CWB Behaviours

· Citizenship behaviour (be careful not to dampen it) are relevant with clear benefits in terms of work units and organizational effectiveness
· Especially during organizational crises, when beneficial suggestions, deep employee involvement, and a positive “public face” are critical
· There is evidence that ppl who engage in one form of counterproductive work behaviour also engage in others
· Represent a pattern of behaviour rather than isolated incidents
· Counterproductive behavior is relevant to any job. It  doesn’t matte what the job entails, there are going to be things to steal, resources to waste, and ppl to target w/ uncivil behaviour
· It is often surprising which employees engage in counterproductive behaviour

Good Job Performers

· Are good at a particular job tasks that fall within job description
· Engage in citizenship behaviours directed at both coworkers and larger organization
· Refrain from engaging in the counterproductive behaviours that can so badly damage the climate of an organization 


1. Affective
2. Continuance commitment – do the mental calculation of what is will cost you to leave, for ex, after university, and u think about pension possibilities aka lots of commitments . If you work somewhere because your whole family does , its normative because its something you are used to

Commitment

· Desire to remain
· Influences whether an employee stays a member of the organization (is retained) or leaves to pursue another job (turnover)
· Lack of commitment leads to withdrawal behaviour: a set of actions that employees perform to avoid the work situation – behaviours that may eventually culminate in quitting


Environment 

· Demographics
· Changing employee/employer relations: generating of downsizing makes it more challenging to retain valued employees
· Psychological contracts reflect employees’ beliefs about what they owe the organization and what the organization owes them
· Shaped by the recruitment and socialization activities
· Two forms of psychological contracts:
· Some employees develop transactional contracts that are based on a narrow set of specific monetary obligations
· Other employees develop relational contracts that are based on a broader set of open-ended and subjective obligations


Affective Commitment

· Emotional attachment to and involvement with, that organization (emotion-based reasons)
· You stay because you want to
· Employees identify with the organization accept that organization’s goals/values, and are more willing to exert extra effort on behalf of the organization
· She’s “committed/loyal”
· The erosion model suggests that employees w fewer bonds will be most likely to quit the organization
· The social influence model suggests that employees wo have direct linkages with “leavers” will themselves become more likely to leave



Continuance Profit

· There is a profit associated with staying and a cost associated with leaving
· Tends to create a more passive form of loyalty
· Increases to continuance commitment 
· Total amount of investment (in terms of time, effort, energy, etc) in mastering his work role/fulfilling his organizational duties
· Lack of employment alternatives
· Embeddedness: links to the organization and the community, sense of it
· What needs to be more sacrificed
· Providing more reasons why a person needs to stay in his or her current position (and more sources of anxiety if he or she were to leave)

embeddedness and commitment diagram


Normative Commitment 

· The sense that saying is the ‘right’ or ‘moral/ethical’ thing to do
· Personal work philosophies or general codes of right and wrong developed over the course of their lives
· Build a sense of obligation—based commitment among employees
· Create a feeling that the employee is in the organization’s debt
· Becoming a particularly charitable organization
· REFLECTION:
· Which type of organization commitment (affective, continuance, or normative) do you think is most important to the majority?
· Which do you think is more important to you?


Withdrawal Behaviors

· Voice: active, constructive response in which individuals attempt to improve the situation
· Loyalty: passive, constructive response that maintains public support for the situation while the individual privately hopes for improvement
· Neglect: passive, destructive response in which interest and effort


Neglect and Exit
· Psychological withdrawal: mental escape from the work environment
· ‘mall’s open nobody’s shopping’
· physical withdrawal: a physical space/escape either long or short term from the work environment


Neglect (Psychological) and Exit (Physical)

Physiological :
Daydreaming
Socializing
Looking busy
Moonlighting
Cyberloafting

Physical:
Tardiness
Long breaks
Missing meetings
Absenteeism
Quitting


Three Withdrawal Models to Consider

1. Independent forms model
a. Withdrawal behaviours that are uncorrelated and fulfill diff needs on the part of employees
b. “I cant stand my job so I socialize sometimes other times I’m late’ – always random

2. Compensatory forms model
3. Progression model of withdrawal
a. Behaviours are positively correlated
b. Tendency to daydream/socialize leads to tendency to take breaks/come in late which leads to tendency to be absent or quit
c. This would be a predictive or theoretical model
d. “I don’t have any respect for my employer anymore. First is started with daydreaming, the me coming late, now I’m seriously thinking about quitting”


Initiatives

· Perceived organization support: degree to which employees believe that the organization values their contribution. Cares about well-being
· Form an affective commitment perspective, employer strategizes could centre on increasing the bonds that link
· From a continuance commitment perspective
· From a normative commitment perspective
· If withdrawal behaviours occur, stop the progression in its early stages by trying to root out the source of the reduces commitment
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