Personality:  relatively stable set of psychological characteristics that influence the way an individual interacts with his environment.  It summarizes how one deals with the world. 


Dispositional: Individuals possess stable traits that influence their attitudes/behaviour (from within)


Situational: characteristics of the organizational setting influence people’s attitudes/behaviour (from environment)

Interactionist: Individuals attitudes/behaviour are a function of both disposition & situations

· Weak situation: not always clear how a person should behave (personality has the most impact)

· Strong situation: clear expectations for appropriate behaviour 

Trait activation theory: traits lead to certain behaviours, only when the situation makes the need for the trait. 
(Something in situation brings out the traits (aggressive when needed, but not aggressive person)
The 5 factor Model: (OCEAN)
· Openness to experience: curious/original vs. dull/unimaginative 

· More = creative/innovative | less = follows status quo
· High(perform well in jobs involving learning/creativity given they are intellectual, curious, imaginative

· Conscientiousness: dependable/responsible vs. careless/impulsive 

· More= dependable, positively motivated, orderly, self-disciplined, hard-working

· High( preform well on most jobs. 

· Extraversion: sociable/talkative vs. withdrawn/shy

· High= sociable, outgoing, energetic, joyful & assertive

· Important for jobs that require interpersonal interaction, such as sales/management

· Agreeableness:  tolerant/cooperative vs. cold/rude

· Less= cold, aloof, argumentative, uncooperative

· Contributes to job performance in jobs requiring interaction, helping, cooperating, teamwork

· Neuroticism: Stable/confident vs. depressed/anxious 

· Low (high emotional stability): self-confident/high self-esteem

· More effective interactions with co-workers/customers (calm/secure)

· High (low emotional stability): will suffer at almost any job

Locus of control: set of beliefs that internal/external forces control one’s behaviour

Internal: feel you are in control 

External: you have very little control over what happens to you

Ex) MARKETING: use internals for advertising & externals for budgets 

Self-Monitoring:  the extent to which people observe & regulate how they appear/behave in social settings

High: take great care to observe/control the images they project, show concern for socially acceptable behaviour. Behave like actors
Low:  “wear their heart on their sleeve”. Don’t care about fitting in with others. 

Self-esteem is an attitude or view that an individual has about him or herself.
Learning:  a relatively permanent change in behaviour potential that occurs due to practice/experience

Practical skills: job specific skills, knowledge, technical competence
1. Intrapersonal skills: problem solving, critical thinking, alternative work process, risk taking

2. Interpersonal skills: interactive skills (communicating, teamwork, conflict resolution)

3. Cultural awareness:  social norms of organizations, company gals, business operations expectations
Operant learning:  learning by which the subject learns to operate on the environment to achieve certain consequences 

Reinforcement:  process by which stimulus strengthens behaviour

· Positive: application/addition of stimulus that increases/maintains probability of behaviour

· Negative: removal of negative stimulus that increases/maintains probability of behaviour 

· Immediate reinforcement (Strategy: continuous, partial) is used for fast acquisition Delayed reinforcement (Strategy: short or long) is used for a persistent effect 
Reducing probability of behaviour: harassments, thefts, surfing online…

· Extinction: gradual dissipation of behaviour following termination of reinforcement (marketing ex)

· Punishment:  application of aversive/negative stimulus following some behaviour
Social Cognitive theory:  emphasizes the role of cognitive processes in regulating people’s behaviour. When they learn by observing the behaviour of others. 

· Observational learning:  the process of observing & imitating the behaviour of others (self-reinforcement) 

· Self-Efficacy: belief people have about their ability to successfully perform a task. 
· Self-Regulation:  use of learning principles to regulate one’s own behaviour, comparing it to a standard (model), & rewarding oneself when behaviour meets standard.

· Collect self-observational data, observe models, set goals, rehearse, reward
· Discrepancy reduction: discrepancy between one’s goals & performance that motivates one to modify their behaviour 
· Discrepancy production: when goal is reaches, people are likely to set higher/more challenging ones
· Can improve learning & result in behaviour change, improve work attendance and sales performance & is an effective method of learning & training. 
Perception: the process of interpreting the messages of our senses to provide order & meaning to the environment 

Components/Factor’s that Influence perception: 

1. Perceiver (employee): past experiences lead the perceiver to develop expectations that affect current perceptions. Emotions & biases are also factors that affect perception. 
· Perceptual defense:  people see what they want to see & hear what they want to hear. Our perceptual system works to ensure we do not hear threatening things. 

2. Situation (work context): adds info about target (most important effect). How is this person like/unlike others?

· Influences whether you perceive the targets behaviour as appropriate or not (uniforms…)

3. Target: ambiguous targets are more susceptible to interpretation and distortion 

· As perceivers, employees have a need to resolve ambiguities 

· Employers don’t/can’t use all the info given by a target (other employees, clients)
Bruner’s Model: (UOFTCC)
Unfamiliar target encountered (new co-worker)
· Perceiver is open to the informational cues contained in the target & in the situation surrounding it 

Openness to target cues  (observation, search for info)

· The perceiver will actively seek out cues to resolve ambiguity
Familiar cues encountered (co-worker is a JMSB grad with good grades)
· Enable him to make a crude generalization of the target

Target categorized (co-worker is a good man with great potential) 

· Perceiver begins to search out cues that confirm the categorization of the target

Cue selectivity: (co-workers poor performance is ignored)
· 

The search for cues then becomes less open and more selective.  

Categorization strengthened (co-worker is still a good man with great potential)

· The perceiver actively ignores cues that violate initial perceptions. 

Perceptual Biases: (PPRRIS)
· Primacy effect:  the tendency for a perceiver to rely on early cues or first impressions (worker can impress boss in the first few days of the job)

· Projection:  tendency for perceivers to attribute their own thoughts & feelings to others (capitalistic business ex.)
· Recency effect: perceiver relies on last impressions (landing a big contract today can be perceived as excusing a whole year of bad sales performance)

· Reliance on Central traits:  personal characteristics of a target person that of particular interest to a perceiver (good looking people more likely to be hired)
· Implicit personality theories:  personal theories people have about which personality characteristics go together (hardworking people are honest)

· Stereotyping:  the tendency to generalize about people in a certain social category & ignore variations among them

· We distinguish some category of people, we assume people in this category have certain traits & we assume everyone in this category have these traits. 

· They persists because it helps us process information about others quickly & effectively 

Attribution Theory: assigning a cause
Attribution: process that causes or motives are assigned to explain people’s behaviour 

· Dispositional: explanation for behaviour based on actors personality

· Situational:  explanation for behaviour based on actors environment 
WE LOOK FOR 3 TYPES OF CUES

1. Consistency cues: attribution cues that reflect how consistently a person engages in behaviour over time
· Behave like this regularly? (YES = Dispositional, NO= situational)

2. Consensus cues: attribution cues that reflect how a person’s behaviour compares with others
· Does it compare with others? (YES = Not sure, NO= dispositional)
3. Distinctive Cues: attribution cues that reflect the extent to which a person engages in some behaviour across a variety of situations. 

· Does the person behave like this in many situations? (YES= dispositional, NO= situational)

Biases in attribution: (FAS)
1. Fundamental attribution error: tendency to overemphasize dispositional explanations for behaviour at the expense of situational explanations. We downplay the impact of social roles on behaviour (bankers act conservatively…)

2. Actor-Observer effect:  tendency for actors & observers to view the causes of actor’s behaviour differently (employee lateness)
3. Self-Serving Bias: the tendency to take credit for successes and deny responsibility for failures 
Workforce Diversity: refers to the differences among employees or potential recruits in characteristics such as: race, gender, age, religion, cultural background, sexual orientation. Different points of view = different value.

· The increased emphasis on teamwork as a means of job design & quality enhancement also requires people from different cultures to work together. 

Valuing Diversity: a critical motive for valuing diversity is the basic fairness/equity of valuing diversity. 

· It can: yield strategic & competitive advantages (cost, resource allocations, marketing, creativity)

· How? Policies & respecting differences 
What can organizations do to achieve & manage a diverse workforce? (SEET)
· Select enough minority members to get them beyond token status, encourage teamwork, ensure those making career decisions about them have accurate info, & train people to be aware of stereotypes & value diversity
Diversity training program:
· Awareness training should be accompanied by skills training that are relevant to the particular needs of the organization. It is important that diversity is integrated into all of the organizations policies & practices. 
Values: a broad tendency to prefer certain states of affairs to others. What we consider good/bad and is not a good predictor of behaviour (achievement, power, autonomy, conformity, tradition, social welfare)
Cultural differences in values: a lack of understanding of cross-cultural differences can cause foreign assignments to end early & business negotiations to fail. 

Work centrality: work is valued differently across cultures, people for whom work is central life interest work more hours & cross-cultural differences in work centrality can lead to adjustment problems for foreign employees & managers

Cultural difference: the extent to which cultures differ in values

Hofstede: 4 dimensions that work related values differ across cultures
· Power distance: unequal distribution of power is accepted by society members

· Small: inequity is minimized, superiors are accessible & power distance is downplayed (Israel)

· Large: inequity is accepted as natural, superiors are inaccessible & power distances highlighted (Mexico)

· Uncertainty avoidance:  the extent to which people are comfortable with uncertain & ambiguous situations
· Strong: stress rules & regulations, hard work, security, conformity (Japan)

· Weak: less concerned with rules, conformity, security, hard work not seen as virtue (Sweden)

· Masculinity/Femininity:  does the country follow traditional gender roles?

· Masculinity: differentiate gender roles, support dominance of men, stress economic performance (Japan)

· Femininity: accept fluid gender roles, stress sexual equality (Scandinavia)

· Individualism/Collectivism:
· Individualism: stress independence, individual initiative, privacy (USA)

· Collectivism: favour interdependence & loyalty to family/clan (Columbia)

· Long-term/short-term orientation: 
· Long: stress persistence, perseverance, thrift & close attention to status difference (China)

· Short: stress personal steadiness & stability, face-saving & social niceties (Canada)

Attitude: a fairly stable evaluative tendency to respond consistently to some specific object, situation, person or category of people. 
· Often influence our behaviour (function of what we think & how we feel)

· Values + Beliefs (can change) ( Attitude ( Behaviour

· My job is interfering with my family life = belief

· I dislike anything that hurts my family = value

· I dislike my job = attitude

· Ill search for another job = behaviour 
Job Satisfaction: attitudes workers have about their job (high job satisfaction = + attitude)
· Facet satisfaction:  tendency for employees to be more/less satisfied with various facets

· Facet Theory: looks at a person’s satisfaction for different facets of a job (work itself, supervision, colleagues, pay, working conditions, advancement…)
· Overall satisfaction:  summary indicator of a persons attitude toward their job that cuts across various facets (2 employees could have same satisfaction but for different reasons)

PERFORMANCE & JOB SATISFACTION ARE NOT RELATED

What determines job satisfaction? 

Discrepancy: job satisfaction is a function of the discrepancy between the job outcomes they want and the ones they perceive they obtain. (What you think you should get vs. what you actually get) 

Fairness: 
Distributive fairness: fairness that occurs when people receive the outcomes they think they deserve from their jobs. 

· Equity theory:  job satisfaction stems from a comparison of the inputs one invests in a job & the outcomes one receives in comparison with the inputs/outcomes of others.
Procedural fairness:  fairness that occurs when the process used to determine work outcomes is seen as reasonable. Concerned with how outcomes are decided & allocated. 

· Follows consistent procedures over time & across people

· Uses accurate info & appears unbiased 

· Allows 2-way communication during allocation process & welcomes appeals of the allocation

· Inform employees: access to info, explain decisions

Interactional fairness: The way decisions are communicated 
· Disposition: some people’s inherent personality traits allow them to be more/less satisfied despite changes in discrepancy & fairness (identical twins…)

· Emotions: intense, short-term feelings caused by a particular event such as bad performance appraisal (joy, pride, anger, fear)

· Moods/Temper: more diffused- longer lasting feelings
Key Contributions to Job Satisfaction: 
( Mentally challenging work, adequate compensation, career opportunities & people

Consequences of job satisfaction:
· Absence from work:  satisfaction with content of work is best predictor 
· Absence-satisfaction connection is not very strong. Some absence in unavoidable, some companies have attendance control policies that influence absence more than satisfaction…

· Turnover: when people quit( it can be expensive. Less satisfied workers more likely to quit (strong connection)
· Honeymoon-Hangover Effect: decrease in job satisfaction leads to turnover. Those who quit experience boost in satisfaction at new job, because the good facets are appearant, and the bad ones are not yet known. As they become know, worker experiences “hangover” effect. 

· Organizational citizenship behaviour: voluntary, informal behaviour that contributes to organizational effectiveness. Helping others, being friendly, volunteering for extra work…

· Customer satisfaction & profit: organizations with higher average levels of employee satisfaction are more effective. Good mood among employees can be contagious for customers. 

· Performance: satisfaction is more likely to affect performance, not reverse, because good performance is rewarded & most companies don’t reward sufficiently 

Organizational Commitment:  attitude that reflects the strength of the linkage between an employee & an organization. Indicator of whether someone will stay in organization. 

1. Affective commitment: based on identification/involvement with company (stay because they want to)

2. Continuance commitment: based on cost of leaving (stay because they have to)

3. Normative commitment: based on feeling of obligation to company (stay because they should)

Motivation: the extent to which persistent effort is directed toward a goal. The 4 basic characteristics are:

1. The amount of effort the person exhibits in the job. The strength of persons work related behaviour

2. The persistence that individuals exhibit in applying effort to their work tasks

3. The extent to which workers channel their persistent effort in a direction that benefits the organization
4. All motivated behaviour has some goal toward which it is directed 
Intrinsic motivation: stems the direct relationship between worker & task, usually self-applied (reasons from within)
( Achievement, challenge, interest in job

Extrinsic motivation: stems from the work environment external to the task. Usually applied by others (reasons from outside) ( pay, policies, supervision (the availabilities of extrinsic motivators can reduce intrinsic motivation)

Factors that predict performance, general cognitive ability and emotional intelligence 
General cognitive ability (intelligence) Emotional Intelligence (ability to manage owns and others feelings and emotions) 
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Expectancy Theory:  If the value of the 2nd level outcome is high enough, it will act as a motivator for you to achieve the 1st level outcome, benefitting the organization. 
· If 2nd level outcome is not guaranteed, 1st level outcome is diminished
· Expectancy: I can do it if I try
· Instrumentality: I can get it if I do it (for company)
· Valence: value of 2nd level outcome (for you)
Managerial Implication of expectancy theory: 
· Boost expectancies:  proper equipment, appropriate training, fair & known performance review systems
· Clarify reward contingencies: clarify relationship between first level & second level outcomes, clarify outcomes of actions (company reward systems)

· Appreciate diverse needs: analyze specific needs of employees. 
Equity theory:  process theory that states motivation stems from a comparison of inputs one invests in a job vs. outcomes one receives in comparison to others. 
· Tactics for reducing inequity: distort your own inputs/outcomes, distort others inputs/outcomes, choose another group to compare to, alter inputs/outcomes or leave the exchange relationship
· Gender & Equity: men & women tend to choose same sex comparison persons and can explain why women are paid less than men, for the same job. 
· Research Support: inequity occurs from underpayment. When workers are underpaid they lower inputs (produce less), for piece rate workers (produce lower quality)
· Managerial implications: since perceived underpayment has consequences, understand that feelings about equity stem from a perceptual comparison process. 

Goal setting theory:  goals are motivational when they are…
1. Specific: specify an exact level of achievement for people to accomplish in a particular time frame (I will enrol in 5 courses and get at least a B)

2. Challenging: goal is best when attached to competence of worker & is increased as particular task is mastered

3. Organizational members are committed to specific challenging goals if the goals have effective motivational properties. (High goal commitment = strong effect on goal performance)

Factors effecting commitment to challenging specific goals: 

· Participation can improve performance by increasing the difficulty of goal. It is beneficial when goal commitment is a problem
· Rewards: goal setting has led to performance increases without the introduction of monetary incentives
· Management support: when supervisors behave in a coercive manner to encourage goal accomplishment, they can badly damage employee goal commitment. 
· Feedback is vital in achieving goals and should be: accurate, specific, credible, and timely
Goals are motivational because: they direct attention toward goal-relevant activities, lead to greater effort, increase persistence & lead to the discovery of task relevant strategies for goal attainment. 
Research support for Goal Setting Theory:
· Specific, difficult goals lead to increased performance & productivity on tasks

· If person lacks knowledge to perform task, goal can decrease performance

· Straightforward tasks result in higher performance with high performance goals
· A specific, high learning, goal is more effective when people are learning to perform a complex task

Managerial Implications: Managers should set specific goals and provide feedback so they can compare performance with goal & Performance impact on specific goals are stronger for simpler jobs then complex one. Short-term (proximal) goals should not be set in conjunction with distal goals when employee learning new task.
McClelland’s Need Theory:  non-hierarchical need theory of motivation that outlines the conditions under which certain needs result in particular patterns of motivation

· Need for achievement: strong desire to perform challenging tasks well. High need for achievement people: desire performance feedback, tendency to set hard goals with calculated risks, and prefer situations where personal responsibility can be taken for outcomes (sales job, entrepreneur)
· Need for affiliation: strong desire to establish & maintain friendly, compatible, interpersonal relationships. Learn social networking quick, talk a lot with others, prefer to avoid conflict (social workers, customer relations)

· Need for power: strong desire to influence others. (High need for power people seek out social settings where they can be influential ( management, journalism)

Money as a motivator: money can be a motivator to the extent that it satisfies needs, is highly valent & is clearly tied to performance. It allows you to buy what you want, but it is controlled motivation 
Job design: the use of job design as a motivator represents an attempt to capitalize on intrinsic motivation. The goal is to identify the characteristics that make some tasks more motivating then others and to capture these characteristics in the design of a job. 

· Job scope: the breadth (# of different activities performed) & depth (control worker has) of a job
Job Enrichment: the design of jobs to enhance intrinsic motivation, the quality of working life & job involvement. Basically, manipulating one or more of the 5-job characteristics model to make the job more interesting to employee. 
· Combining tasks, forming working teams, reducing supervision…

· Negative effects: demand for rewards, union resistance, supervisory resistance, lack of desire or skill
Job Characteristics model: 5 core job characteristics that have strong potential to affect worker motivation. Use model before conducting job enrichment to analyze what needs to be improved. 
1. Skill Variety: the opportunity to do a variety of job activities using various skills  & talents
2. Autonomy: freedom to schedule one’s own work activities & decide work procedures 

3. Task significance: the impact that a job has on other people

4. Task identity:  the extent to which a job involves doing a complete piece of work form start to finish

5. Feedback: information about the effectiveness of one’s work performance 

Management by objective: an elaborate, systematic, ongoing program designed to facilitate goal establishment/accomplishment & employee development. 

1. Objectives developed by top management & diffused down through company

2. Company objectives translated into specific behavioural objectives for workers

3. Manager meets with individual workers to develop & agree on objectives (job performance, personal dev.)

4. Periodic meetings to monitor employees progress

5. Appraisal meeting is held to evaluate the extent to which objectives were achieved 

6. The cycle is repeated

Flexible work arrangements:  work options that permit flexibility in terms of “where” & “when” work is completed
Purpose: meet diverse workforce needs, promote job satisfaction; help employees manage their work/non-work responsibilities. 

Flextime: Start/leave time is flexible, intent to meet needs of diverse workforce (Google)

Compressed workweek:  work less than normal 5x a week, but do same hours (4-40)

Job Sharing: 2 part time employees divide the work of a full time job

Work Sharing:  reducing the number of hours employees work to avoid layoffs when there is a reduction in normal business activity. 

Telecommuting: employees are able to work at remote locations but stay in touch with their offices through the use of information & communication technology
· Problems: occur due to lack of communication, which can have a negative effect on relationships with co-workers, distractions at home, feeling of isolation/overwork & concerns about trust/control

· Implementation: A strong perception of trust between employees & management must exist before implementing. Must be planned carefully & have clear guidelines. 

Groups: 2 or more ppl interacting interdependently to achieve a common goal.

· FORMAL: groups established by organizations to facilitate the achievement of org. goals 

· INFORMAL: groups that emerge naturally in response to the common interests of org. member

Group Development: 
· Forming: group members try to orient themselves by listening and observing 

· Storming: Conflict emerges. Confrontation/criticism occur, as members determine if they will go along with how the group is developing. (Sorting out roles/responsibilities is an issue)

· Norming: members sort out issues & develop social consensus  (compromise is necessary, norms are agreed on & group becomes more cohesive, information/opinions flow freely)

· Performing: group devotes energy towards task accomplishment (achievement, creativity, & mutual assistance are prominent themes)

· Adjourning: Rites and rituals that affirm the group’s previous successful development are common (ceremonies & parties). Members often exhibit emotional support for each other.  

Punctuated equilibrium model: how groups with deadlines are affected by their first meetings & crucial midpoint transitions. 

· Phase 1: starts with first meeting & continues until the midpoint 

· Assumptions, approaches, & precedents that members develop in the 1st meeting, dominate the first half of the group’s life. 

· They gather information & hold meetings, but make little progress toward the goal

· Midpoint transition: occurs almost exactly at the halfway point in time toward the groups deadline

· This transition marks a change in the groups approach & crystalizes their activities for phase 2

· Phase 2: decisions & approaches adopted at midpoint get played out & concludes with final meeting that reveals a burst of activity and a concern for how outsiders will evaluate the product.

Advice for managing teams: Prepare carefully for the first meeting, as long as people are working, do not look for radical progress during Phase 1.  Manage the midpoint transition carefully, be sure that adequate resources are available to execute the Phase 2 plan & resist deadline changes.  

Group size & satisfaction: larger groups have less satisfaction & the chance to develop friendships decrease. The time available for verbal participation decreases & conflict/disagreements arise.  LESS COHESIVE
Group size & performance:  the relation between group size and performance depend on the task to complete and how we define good performance  

· Additive tasks: tasks in which group performance is dependent on the sum of the performance of individual group members (building a house; plumber, electrician…) LARGER IS BETTER
· Disjunctive tasks: tasks in which group performance is dependent on the performance of the best group member.  LARGER IS BETTER
· Conjunctive tasks: tasks in which group performance is limited by the performance of the poorest group member. SMALLER IS BETTER
Process Losses: group performance difficulties stemming from the problems of motivating & coordinating larger groups. 

Diversity: diverse groups have a more difficult time communicating & becoming cohesive, so group development takes longer.  Diverse groups sometimes perform better on tasks that require creativity & innovation. “Deep diversity” in attitudes toward work or how to accomplish a goal can badly damage cohesiveness.  

Virtual teams: work groups that use technology to communicate & collaborate across time, space, & organizational boundaries. The primary feature of virtual teams is the lack of face-to-face contact between team members. 
· Advantages: A round-the-clock work, reduced travel time and cost, larger talent pool.

· Challenges: Trust is difficult to develop betwen virtual team members due to lack of physical contact, miscommunication, isolation, high costs, & management issues. 

Lessons concerning virtual teams 
· Recruitment: choose team members carefully (attitude and personality).  

· Training: Invest in training for both technical and interpersonal skills.  

· Personalization: Encourage team members to get to know each other through face-to-face  meetings.  

· Goals and ground rules: Virtual team leaders should define goals clearly and provide feedback.  

Social norms:  collective expectations that members of social units have regarding the behaviour of each other. They develop as a result of collectively held expectations by 2 or more people.  

· Provide regularity & predictability of behaviour and regulate behaviors that are at least marginally important to their supporters. People comply with norms because they correspond to privately held attitudes. 
· Typical norms that affect behaviour:  dress, performance, & reward allocation. 
Roles:  positions in a group that have a set of expected behaviors attached to them. 

· Assigned roles: who does what & who can tell others what to do 

· Emergent roles: roles develop naturally to meet the social-emotional needs of group members or to assist in formal job accomplishment. 

· Role ambiguity: lack of clarity of job goals or methods (occur from: org. factors, role sender, focal person)

Group Cohesiveness:  the degree to which a group is especially attractive to it members

· Factors making a group more cohesive: member diversity, success, threat/competition, size & toughness of initiation. 

· Consequences: more participation (low turnover & absenteeism since everyone likes being in the group), more conformity (members respect group norms), more success (cohesiveness is related to performance & cohesive groups are good at achieving goals) 

Social loafing: the tendency to withhold physical or intellectual effort when performing a group task 

· Free rider effect: people lower their effort to get a free ride at the expense of other group members

· Sucker effect: people lower their effort because of the feeling that others are free riding (to restore equality)

Organizational culture: the shared beliefs, values, & assumptions that exist in an organization 

· Represents true “way of life” for org. It tends to be fairly stable over time and can have a strong impact on both org. performance & member satisfaction.

Strong culture: an organizational culture with intense & pervasive beliefs, values & assumptions

· Provides great consensus for what it stands for (Disney) and are associated with greater success & effectiveness

Assets of strong cultures: 

· Coordination:  different parts of the organization can learn from each other & coordinate their efforts (to keep everybody in the loop)
· Conflict resolution: sharing core values is a powerful mechanism that facilitate conflict resolution
· Financial success:  strong cultures contribute financial success when the culture supports the mission, strategy & goals of the organization
Liabilities of strong cultures: resistance to change damages a firm’s ability to innovate, culture clash/conflict (you think you are your, so the other is wrong), pathology (cultures based on beliefs, values & assumptions that support friction, secrecy & paranoia)

Diagnosing a Culture: 

· Symbols: such as a corporate motto or mascot provide common meaning & reinforce cultural values and what the company considers important
· Rituals: such as parties, recognition awards events & employee nights are expressive events that define and build the culture. 
· Stories: the folklore of organizations. Stories about past organizational events are a common aspect of culture. Told across generations of employees to communicate informally “how things work” and reflect the uniqueness of organizational cultures. 
Leadership:  the influence that particular individuals exert on the goal achievement of others in an organizational context. It is about motivating people & gaining their commitment. 

· Strategic: the ability to anticipate, envision, maintain flexibility, think strategically and work with others to initiate changes that will create a viable future for the organization.

· Formal: They hold a position of authority within the organization (expected to influence others) ( manager, executive, supervisor, and department head...

· Informal: they do not have formal authority within the organization. Leaders that emerge to occupy informal leadership roles. 

Trait theory of leadership: leadership depends on the personal qualities or traits of the leader 

· Of the “big five,” extraversion & conscientiousness are the most consistent predictors of leadership effectiveness. 

· Traits include: intelligence, self-confidence, Emotional stability, honesty, integrity, sociability, etc. But, the trait approach is not the best means of understanding and improving leadership. 

Leadership behaviors:
· Consideration: the extent to which a leader is approachable and shows personal concern and respect for employees (strongly related to follower satisfaction, motivation, & leader effectiveness)
· Initiating structure: the degree to which a leader concentrates on group goal attainment (related to leader job performance & group performance) 
· These behaviors are not related to effectiveness equally across circumstance 
House’s Path-Goal Theory:  concerned with the situation under which various leader behaviors are most effective

1. Directive Behaviour: the leader gives specific guidance of performance to subordinates (what is expected of them)

2. Supportive behavior: the leader is friendly and shows support for the subordinates

3. Participative behavior: the leader consults with subordinates & considers their suggestions

4. Achievement-oriented behavior: the leader sets high goals & expects subordinates to have high-level performance 

Situational factors: 
Employee characteristics: different types of employees need or prefer different forms of leadership

· High need achievers = achievement oriented leadership

· Employees who prefer to be told what to do = directive leadership

· Employees with low task abilities = directive leadership

Environmental factors: the effectiveness of leadership behavior depends on the particular work of the environment 

· When tasks are clear/routine = directive leadership is unnecessary & participative leadership is not useful

· When tasks are challenging, but ambiguous = directive & participative leadership

· When a job is frustrating/dissatisfying = supportive leadership 

Participative Leadership: involving employees in making work-related decisions 
ADVANTAGES: 

	Motivation
	Quality
	Acceptance

	Participation increases employee’s intrinsic motivation by enriching jobs
	Participation enhances quality as it empowers employees to take direction & solve problems
	Participation can increase the employee’s acceptance of decisions


PROBLEMS
	Time & Energy
	Loss of power
	Lack of receptivity or knowledge

	Participation requires specific behaviors on the part of the leader that require time & energy 
	Some leaders feel that a participative style will reduce their power/influence, some leaders respond by asking employees to make trivial decisions 
	Employees may not be receptive to participation when the leader is not trusted and employees may lack knowledge to contribute effectively. 


Transactional leadership:  leadership based on a straightforward exchange relationship between leader & followers. 

· Contingent reward behavior: gives rewards based on employee performance

· Management by exception: leadership that involves the leader taking corrective action on the basis of the results of leader-follower transactions

Transformational leadership: leadership that provides followers with a new vision that instills true commitment

· Intellection stimulation: stimulates employees to think on new problems, issues, strategies in new ways, the leader challenges assumptions, takes risks and seeks followers’ ideas. It involves creativity & novelty

· Individualized consideration: involves treating employees as distinct individuals, indicating concerns for their needs & personal development & serving as a mentor or coach when appropriate. 

· Inspirational motivation: they stimulate enthusiasm, challenge followers with high standards, communicate optimism about future goal attainment and provide meaning for the task at hand. 

· Charisma: the ability to command strong loyalty and devotion from followers & thus have the potential from strong influence among them. (Most important aspect) 

( The best leaders are both transactional and transformational 

Decision-making: the process of developing a commitment to some course of action. It can also be described as a process of problem solving. (Problems exists when a gap is perceived between some existing state & some desired state)

· Well structured problems: the existing state & desired states are clear and how to get from one state to the other is fairly obvious. They can be programmed (a standardized way of solving a problem) which enable the decision maker to go directly from problem identification to solution

· Ill structured problems: the existing & desired states are unclear, and the method of getting to the desired state is unknown (often risky decisions) 

· They are unique and unusual problems that have not been encountered before

· Cannot be solved with programmed decisions and tend to be complex with high degree of uncertainty 

Perfect rationality: a decision strategy that is completely informed, perfectly logical, and oriented toward economic gain

· You have all the information to make the best possible financial decision.

· Completely informed, perfectly logical, and oriented toward economic gain 

Bounded rationality: a decision strategy that relies on limited information and that reflects time constraints and political considerations. They are limited in their capacity to: acquire & process information, time constraints & political considerations. 

Framing:  aspects of the presentation of information about a problem that are assumed by decision makers 

· Cognitive biases: tendencies to acquire & process information in an error-prone way

( FRAMING & COGNITIVE BIASES ILLUSTRATE THE OPERATION OF BOUNDED RATIONALITY

Confirmation bias: the tendency to seek out information that conforms to one’s own definition of or solution to a problem

Escalation of commitment: refers to the tendency to invest additional resources in an apparently failing course of action. (Causes: personality, moods & emotions & the way the problem is framed)

Strong emotions frequently figure in the decision making process that corrects ethical errors and strong emotions has also been implicated in creative decision making and the proper use of intuition to solve problems

Mood affects what & how people think in making decisions & it has the greatest impact on uncertain, ambiguous decisions of the type that are especially crucial for organization.

· People in a positive mood tend to remember positive information 

· People in a positive mood tend to evaluate objects, people & events more positively 

· People in a good mood tend to overestimate the likelihood that good events will occur and underestimate the occurrence of bad events. 

· Positive mood promotes more creative, intuitive decision making (if the excesses of optimism can be controlled)

· If the excesses of pessimism is controlled, those in a negative mood can process info carefully/effectively 

Pro’s & Con’s of using groups to make decisions: 

PROS

Decision quality:  groups can make higher quality decisions than individuals

· Groups are more vigilant

· Groups can generate more ideas

· Groups can evaluate ideas better 

Diffusion of responsibility: refers to the ability of group members to share the burden of the negative consequences of a poor decision. 

Decision acceptance & commitment:  a group decision will be more acceptable to those involved and acceptability is important in getting a decision implemented. 

CONS: time (time problems increase with group size), conflict, domination, &

Groupthink:  the capacity for group pressure to damage the mental efficiency, reality testing, and moral judgment of decision-making groups. Symptoms: 

1. Illusion of vulnerability: because everybody agrees, everybody can’t be wrong

2. Illusion of unanimity: members perceive that unanimous support exists for their chosen course of action

3. Illusion of morality: we think we are the right ones

4. Rationalization: we try to justify somehow 

A risky shift is the tendency for groups to make riskier decisions than the average risk initially advocated by their individual members

A conservative shift is the tendency for groups to make less risky decisions than the average risk initially advocated by their individual members

Two main factors explain the occurrence of these shifts:

· Group discussion generates ideas & arguments that individual members have not considered before

· Group members try to present themselves as basically similar to other members, but “even better”

The nature of ethical dilemmas: often occupationally specific 

Common themes: honest communication, fair treatment, special consideration, fair competition, responsibility to organization, corporate social responsibility, and respect for law.

Causes of unethical behavior: 
1. Gain: the role of temptation, compensation systems designed around high bonuses

2. Role conflict: “being pressured as employees to push products that are not in the best interest of their clients”

3. Strong organizational identification: employees engage in unethical behavior to “help” the organization

4. Competition: rigid competition from scarce resources can stimulate unethical behavior 

5. Personality: high need for power people  & ppl with external locus of control tend to make unethical decisions 

6. Organizational & industry culture: aspects of the organization’s culture can influence ethics

Whistle blowing: disclosure of illegitimate practices by a current or former organizational member to some person or organization that may be able to take action to correct these practices. 

Sexual Harassment: form of unethical behavior that stems in part from, the abuse of power & the perpetuation of a gender power imbalance. 

Responding to sexual harassment/how to prevent it:

· Examine the characteristics of dead ear organizations

· Encourage management support & education

· Stay vigilant

· Take immediate action

· Create a state-of-the-art policy

· Establish clear reporting procedures 

Interpersonal Conflict: the process that occurs when one person, group, or organizational subunit frustrates the goal attainment of another. (Name-calling, sabotage, and physical aggression). The causes are:

1. Group identification & intergroup bias: tendency for people to develop a more positive view of their own “in-group” & a less positive view of “out-groups”.

2. Interdependence: when individuals/subunits are mutually dependent on each other to accomplish their own goals, the potential for conflict arises. The abuse of power in such relationships & the on-going need for coordination are both potential problem areas. 
3. Differences: power/status/culture
4. Ambiguity: the formal & informal roles that govern interaction break down & it may be difficult to determine responsibility. (Design department blaming marketing department for decrease in sales in improved product)
5. Scarce Resources:  differences in power are magnified when common resources are in short supply & resources act as buffers in sufficient quantities which, when removed, allow conflict to surface. 
Types of conflict: 
· Relationship related: interpersonal tensions, that have to do with the relationship
· Task related: disagreements about the nature of the work to be done
· Process related: disagreements about how work should be organized & accomplished 
Managing Conflict:  conflict management styles that… (CACAC)
· Competing: maximizes assertiveness and minimizes cooperation. Tends to be framed in strict win-lose terms
· Accommodating: one party cooperates with the other party, while not asserting one’s own interest (sign of weakness)
· Compromise: combines intermediate levels of assertiveness & cooperation. Neither true competition nor true accommodation. (Doesn’t always result in the most creative response to conflict)
· Avoiding: characterized by low assertiveness of one’s own interests & low cooperation with the other party 
· Collaborating: maximizes both assertiveness & cooperation. It works as a problem-solving approach where the object is to determine a win-win solution to conflict that fully satisfies the interest of both parties. 
Positive effects of stimulating conflict: conflict ( change ( adaptation ( survival

Stressors: environmental events/conditions that have the potential to induce stress

Stress: a psychological reaction to the demands inherent in a stressor that has the potential to make a person feel tense or anxious 
Stress reactions: behavioral, psychological & physiological consequences of stress. (Some ppl have no control high blood pressure)

Personality & Stress:  personality can affect both the extent to which potential stressors are perceived as stressful & the types of stress reactions that occur. The three key personality traits are:

1. Locus of control:  one’s behavior is controlled mainly by internal/external forces
2. Type A Behavior pattern: pattern that includes aggressiveness, ambitiousness, competitiveness, hostility, impatience, & a sense of time urgency 
3. Negative affectivity: propensity to view the world, including oneself & other people, in a negative light
Sources of stress: 

· Executive/Managers: they make key organizational decisions & direct others’ work which leads them to stress

· Role overload: occurs when one must perform too many tasks in too short a time period. 

· Operative-level stressors: individuals who occupy nonprofessional & non-managerial positions in organizations

· The job demands-job control model: asserts that jobs promote high stress when they make high demands while offering little control over work decisions 

· General stressors: some stressors are probably experienced equally by occupants of all roles

· Interpersonal conflict: the entire range of conflict, from personality clashes to intergroup conflict, is likely to cause stress when it leads to real or perceived attacks on our self-esteem or integrity. 

· Bullying: repeated negative behavior directed to lower power person/s’ of lower power status that creates hostile work environment) 

· Mobbing: when a number of people “gang up” on a particular employee. 

Reactions to stress: 

· Behavioral reactions: overt activities individuals use to cope (problem-solving, performance, use of substances)

· Physiological reactions: work stress is related to electrocardiogram irregularities (heart attacks, high blood pressure)

· Psychological reactions: stress primarily involves emotions & thought process, rather than obvious behavior (mood, emotions, anxiety, panic…)

· Defense mechanisms: rationalization, projection, displacement (direct anger at “safe” target) ,reaction formation (act opposite of how you feel), compensation (work better in a particular are to make up for failure in another)
** these notes have been created based on content obtained from the book and other notes from CASA JMSB
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