TEXT BOOK CHAPTER 2

2.1 Define personality and describe the dispositional situational and interactionist approaches to organizational behavior
Personality: is the relatively stable set of psychological characteristics that influences the way an individual interacts with his or her environment and how he or she feels, thinks and behaves 
-The way an individual deal with the world
-Personality changes when experiencing new things
-Personality is an important factor in many areas of organizational behavior (Motivation, attitudes, performance & leadership)
- Dispositional Approach: (Focuses on individual dispositional & personality) Individuals possess stable traits or characteristic that influence their attitudes and behavior 
- Situational Approach: Characteristics of the organization setting influence people’s attitude and behavior… rewards & punishment, influences people’s feelings, attitudes, and behaviors 
- Interactionist Approach: (Function of both dispositional & Situational) Individuals’ attitudes and behaviors are a function of both dispositions and the situations (weak & strong) 
Trait Activation Theory: traits lead to certain behaviors only when the situation makes the need for the trait to salient. FIT: putting the right person in the right job.
- Things that make their personality traits… Traits appear when they are required… you activate the trait only when you need it (regardless of the situation) ... other than that, it’s not always used   


2.2 Discuss the Five Factor Model of personality, locus of control, self-monitoring and self-esteem
FIVE FACTOR MODEL of personality (five basic but general dimensions of personality)
-Extraversion: The extent to which a person is outgoing versus shy. Important jobs that require a lot of interpersonal interaction, such as sales and management 
Higher extraversion: Sociable, outgoing, energetic, joyful & assertive
-Emotional Stability/Neuroticism: A person has appropriate emotional control… 
High emotional stability Self-confident and have high self-esteem secured
Low emotional Stability  Self-doubt & depression (will suffer in jobs) 
-Agreeableness: The extent a person is friendly and approachable. 
Agreeable people warm, friendly, sympathetic, cooperative, eager to help people (teamwork) 
Less agreeable people  cold & aloof (uncaring, argumentative) 
-Conscientiousness: The person is responsible & achievement oriented. 
More conscientious people  dependable& positively motivated, hardworking, self-disciplined… 
Less conscientious people irresponsible, lazy, impulsive 
-Openness to experience: A person thinks flexibly and is receptive to new ideas. 
More open people  creativity & innovation… likely to do well on jobs that involve learning & creativity, curiosity 
Less open people  favor status quo
Locus of Control: A set of beliefs about whether one’s behavior is controlled mainly by internal or external forces.
-people’s belief about the location of the factors that control their behavior
High internal control  More satisfied with their organizations & more committed to their organizations & they can earn more money & achieve higher organizational positions 
- Internal: Control the outcomes (you have power) 
- External: Other people … outside their control
Self-Monitoring: The extent to which people observe and regulate how they appear and behave in social settings & relationships… How you behave, controlling your action depending on the situation
High self-monitoring  they show concern towards others (weak innovators & difficulty resisting social pressure) 
Low self-monitoring  they don’t care about others; they say what they feel like regardless of how the others feel.
Self-esteem: The degree to which a person has a positive self-evaluation… How you view yourself, how you see your own value 
Behavioral Plasticity Theory: People with low self-esteem tend to be more susceptible to external and social influences than those who have high self-esteem.

2.3 Discuss positive and negative affectivity, proactive personality, general self-efficacy and core self-evaluations & their consequences. 
Positive Affectivity: Propensity to view the world, including oneself and other people, in a positive light (always in a good mood) 
Negative Affectivity: Propensity to view the world including oneself and other people in a negative light (always unhappy & in a bad mood) 
Proactive Behavior: Taking initiative to improve current circumstances or creating or creating new ones.
Proactive Personality: A stable personal disposition that reflects a tendency to take personal initiative across a range of activities and situations and to effect positive change in one’s environment.
-Proactive individuals search for and identify opportunities, show initiative, take action, and persevere until they bring about meaningful change. (job satisfaction, performance, tolerance for stress etc.)
-People who don’t have a proactive personality are more likely to be passive and to react and adapt to their environment (shaped by the environment)
General self-efficacy: A general trait that refers to an individual’s belief in his or her ability to perform successfully in variety of challenging situation… it is a motivational trait… developed through successes and failures during your life… 
-High GSE  better able to adapt to novel, uncertain, and adverse situations (higher job satisfaction/performance)  
Core self-evaluation: A broad personality concept that consists of more specific traits that reflect the evaluations people hold about themselves and their self-worth. 

2.4 Define learning, and describe what is learned in organizations
Learning: A relatively permanent change in behavior potential that occurs due to practice or experience… Change in behavior based on acquisition of skills 
Learning in organizations: 
-Practical skills (job specific skills, knowledge, and technical competency) … 
-Intrapersonal skills (problem solving, critical thinking, learning about alternative work process, and risk taking) … 
-Interpersonal Skills (interactive skills… communicating, teamwork, and conflict resolutions) … 
-Cultural awareness (learning social norms of organizations and understanding company goals, business operations and company expectations and priorities) 

2.5 Explain operant learning theory, differentiate between positive and negative reinforcements, and extinction and punishment, and explain how to use punishment effectively.
Operant learning theory: learning by which the subject learns to operate on the environment to achieve certain consequences. (can be used to increase/decrease the probability of desire behavior) 
-(operant; by doing... learning through experiences in the environment. through reinforcements; punishments, rewards) you do things based on the outcomes, consequences (Learning by doing)
Reinforcement: The process by which stimuli strengthens behaviors. 
Positive Reinforcement: The application or addition of a stimulus that increases or maintains the probability of some behavior. (favorable, rewards, pleasant things (food, money, business success) giving you something good, a reward
Negative Reinforcement: The removal of a stimulus that in turn increases or maintains the probability of some behavior. (unpleasant things… nagging, threats, fines) removal of a negative stimulus
Organizational Errors Involving Reinforcement: 
-confusing rewards with reinforces: rewards are necessarily reinforcers (higher positions have benefits) 
-Neglecting diversity in preferences for reinforcers: Furthermore, organizations should attempt to administer their formal rewards to capitalize on their reinforcing effects for various individuals.
-Neglecting important sources of reinforcement: two important sources of reinforcement that managers often ignore are performance feedback and social recognition. 
Performance Feedback: Providing quantitative or qualitative information on past performance for changing or maintaining performance in specific ways.
-Performance feedback is most effective when it is 1) conveyed in a positive manner, 2) delivered immediately after the performance is observed,3) represented visually, such as in graph or chart form, and 4) specific to the behavior that is being targeted for feedback. 
Social Recognition: Informal acknowledgement attention, praise, approval, or genuine appreciation for work well done from one individual or group to another… managers should understand positive feedback.

2.6 Explain when to use immediate versus delayed reinforcement and when to use continuous versus partial reinforcement. 
Reinforcement Strategies: 
-To obtain fast acquisition of some response, continuous and immediate reinforcement should be used without and delay after each occurrence. 
-Continuous frequency of reinforcement = fast acquisition… : learning every single time it occurs
-Partial frequency of reinforcement = Persistence… every now and here you remind them... you correct them ( your able to change your behavior overtime) 
-Short delay of reinforcement = Fast acquisition… learning immediately
-Long delay of reinforcement = Persistence… learning slowly through a process of time
Extinction: The gradual dissipation of behavior following the termination of reinforcement. (getting rid of unwanted behavior) someone’s behavior goes away by ignoring it
Punishment: The application of and aversive stimulus following some behavior designed to decreased the probability of that behavior. (unwanted consequences … reduces probability of response) the application of a negative stimulus
Using Punishment Effectively: 
-Negative Stimulus Added: Punishment 
-None (Reinforcer Terminated): Extinction

2.7 Explain social cognitive theory and discuss observation learning, self-efficacy beliefs and self-regulation.
Social Cognitive theory: Emphasizes the role of cognitive processes in learning and in the regulation of people’s behavior… people learn by observing behavior of others (Albert Bandura… 3 key components: observational learning, self-efficacy beliefs & self-regulation.
Observational learning: The process of observing and imitating the behavior of others. (Models)
Self-Efficacy Beliefs: Beliefs people have about their ability to successfully perform a specific task. (performance mastery, Observation, Verbal Persuasion and Social Influence & Physiological State) … SE can be changed and modified in response to different sources of information… it is influenced by other peoples’ experiences 
Self-Regulation: The use of learning principles to regulate one’s own behavior. 
-Techniques: Collect self-observation data, observe models, Set goals, Rehearse, Reinforce oneself…

2.8 Describe the following organizational learning practices: organizational behavior modification, employee recognition programs, and training and development programs. 
Organizational Behavior Modification: The systematic use of learning principles to influence organizational behavior.
Employee Recognition Programs: Formal organizational programs that publicly recognize and reward employees for specific behaviors…
Peer Recognition Programs: Formal programs in which employees can publicly acknowledge, recognize and reward their co-workers for exceptional work and performance. 
Training and Development Programs: Training is planned organizational activities that are designed to facilitate knowledge and skill acquisition to change behavior and improve performance on one’s current job; development focuses on future job responsibilities.
Behavior modeling training: One of the most widely used and effective methods of training, involving five steps based on the observational learning component of social cognitive theory.
-Describe to trainees a set of well-defined behaviors (skills) to be learned.
-Provide a model or models displaying the effective use of those behaviors.
-Provide opportunities for trainees to practice using those behaviors.
-Provide feedback and social reinforcement to trainees following practice.
-Take steps to maximize the transfer of those behaviors to the job.
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TEXTBOOK CHAPTER 3

3.1 Define perception, and discuss some of the general factors that influence perception.
Perception: The process of interpreting the messages of our senses to provide order and meaning to the environment (interpreting) use senses, perceive through senses, capture information
- Helps us sort out and organize the complex and varied input received by our sense of sight, smell, touch, taste, and hearing. 
- Influences perception: Values, situations, context, interpretations
Components of Perception: (a perceiver, a target that is being perceived, and some situational context in which the perception is occurring).
-The Perceiver: the perceiver’s experience, needs, and emotion can affect his or her perceptions of a target. 
Perceptual Defence: The tendency for the perceptual system to defend the perceiver against unpleasant emotion. 
The Target: Perception involves interpretation and the addition of meaning to the target and ambiguous targets are especially susceptible to interpretation and addition. 
-The perceiver does not or cannot always use all the information provided by the target…. A reduction in ambiguity might not be accompanied by greater accuracy. 
The Situation: Every instance of perception occurs in some situational context, and this context can affect what one perceives… the most important effect that the situation can have is to add information about the target. 

3.2 Explain social identity theory and Bruner’s model of the perceptual process
Social Identity Theory: A theory that states that people from perceptions of themselves based on their personal characteristics and memberships in social categories. 
-Our personal identity is based on our unique personal characteristics, such as our interests, abilities, and traits. Social identity is based on our perception that we belong to various social groups, such as gender, nationality, religion, occupation, and so on. 
Model of the Perceptual Process: (Bruner)
1. Unfamiliar target encountered… the perceiver is very open to the informational cues contained in the target and the situation surrounding it. 
2. Openness to target users… the perceiver encounter an unfamiliar state; the perceiver needs information on which to base perceptions of the target and will actively seek out cues to resolve this ambiguity. 
3. Familiar cues encountered… enable her or him to make a crude categorization of the target, which follows from social identity theory. 
4. Target categorized… The perceiver begins to search out cues that confirm the organization of the target. 
5. Cue Selectivity… The perceiver begins to search out cues that confirm the categorization of the target.
6. Categorization Strengthened… The perceiver actively ignores or even distorts cues that violate initial perceptions.
Brunner’s model  perceptual process: Target, Perceiver, Situation, Filter, Process, Categorize
-First, perception is selective… perception is efficient and this efficiency can both aid and hinder our perceptual accuracy.
-Second, Bruner’s model illustrates that our perceptual system works to paint a constant picture of the target. (constancy: tendency for the target to be perceived in the same way over time or across situations) 
-Third, the perceptual system also creates a consistent picture of the target.  (consistency: tendency to select, ignore, and distort cues in such a manner that they fit together to form a homogenous picture of the target)  

3.3 Describe the main biases in person perception
Primacy effect: The tendency for a perceiver to rely on early cues or first impressions. (has a lasting impact)… Primacy is a form of selectivity, and its lasting effects illustrate the operation of constancy.)
Recency effect: The tendency for a perceiver to rely on recent cues or last impressions (last impressions count most)
Central Traits: Personal characteristics of a target person that are of interest to a perceiver… the centrality of traits depends on the perceiver’s interest and the situation… Central trait often have a very powerful influence on our perceptions of others.  
Implicit Personality Theories: Personal theories that people have about which personality characteristics go together. 
Projection: The tendency for perceivers to attribute their own thoughts and feelings to others… in some cases projection is an efficient and sensible perceptual strategy.
Biases: something that distorts your vision, types of biases, who you are, values, experiences, prejudice, judgement (deciding if they are good or bad in advance, country, race, etc.)
Stereotyping: The tendency to generalize about people in a certain social category and ignore variations among them. (Develop impressions of ambiguous targets) Stereotyping, implicit personality theory … implying certain personalities have certain value…
-We distinguish some category of people (university professor)
-We assume that the individuals in this category have certain traits (absent-minded, disorganized, ivory-tower mentality) 
-We perceive that everyone in this category possess these trait (All my professors this year will be absent-minded, disorganized, and have an ivory-tower mentality). 

3.4 Describe how people form attributions about the causes of behavior and various biases in attribution.
Attribution: The process by which causes or motives are assigned to explain people’s behavior… rewards and punishments in organizations are based on judgements about what caused a target person to behave in a certain way.
-reason, explains the behavior… situation disposition… always base someone’s behavior by their values…
Dispositional Attributions: Explanations for behavior based on an actor’s personality or intellect… reflects the true person
Situational Attributions: Explanations for behavior based on an actor’s external situation or environment.
Consistency Cues: Attribution cues that reflect how consistently a person engages in a behavior over time… high consistency leads to dispositional attributions.
Consensus Cues: Attribution cues that reflect how a person’s behavior compares with that of others… low-consensus behavior leads to more dispositional attributions than typical, high-consensus behavior. 
Distinctiveness Cues: Attribution cues that reflect the extent to which a person engages in some behavior across a variety of situations… when a behavior is highly distinctive, in that it occurs in only one situation, we are to assume that some aspect of the situation has caused the behavior.
Three Biases in Attributions:
-Fundamental Attribution Error: The tendency to overemphasize dispositional explanations for behavior at the expense of situational explanations. 
-Actor-observer effect: The propensity for actors and observers to view the causes of the actor’s behavior differently. 
-Self-serving bias: The tendency to take credit for successful outcomes and to deny responsibility for failures. 

3.5 Discuss the concept of workforce diversity and valuing diversity and how racial, ethnic, religious, gender, age, and LGBT stereotypes affect organizational behavior and what organizations can do to manage diversity. 
Workforce Diversity: Differences among recruits and employees in characteristics such as gender, race, age, religion, cultural background, physical ability, or sexual orientation. 
-Race, culture, Sexual orientation, etc… Company can value diversity by, people from different places with different cultures, great for marketing, ages, genders, etc… Gives companies competitive advantage
Stereotype Threat: Members of a social group feel they might be judged or treated accordingly to a stereotype and that behavior and/or performance will confirm the stereotype.
-Racial, ethnic and religious stereotypes
-Gender Stereotypes
-Age stereotypes
-LGBT Stereotypes
Managing Workforce Diversity: 

3.6 Define trust perceptions a perceived organizational support, and describe organizational support theory. 
Trust: A psychological state in which one has a willingness to be vulnerable and to take risks with respect to the actions of another party… trust is a psychological state of comprising the intention to accept vulnerability based upon positive expectations of the intentions of behaviours of another… Three distinct perceptions: Ability, benevolence, and integrity.
-Ability: refers to employee perceptions regarding management’s competence and skills
-Benevolence: refers to the extent that employees perceive management as caring and concerned for their interests and willing to do good for them. 
-Integrity: Refers to employee perceptions that management adheres to and behaves according to a set of values and principles that the employee finds acceptable. 
TRUST MODEL: Credibility, Fairness, Camaraderie, Pride, Respect
Perceived organizational support (POS): Employees’ general belief that their organization values their contribution and cares about their well-being. 
-Positive: they believe their well-being
Organizational Support Theory: A theory that states that employees who have strong employees who have strong perceptions of organizational support feel an obligation to care about the organization’s welfare and to help the organization achieve its objectives. 
Perceived Supervisor Support (PSS) : Employees’ general belief that their supervisor values their contribution and cares about their well-being.

3.7 Discuss person perception and perceptual biases in human resources. 
Perception in Human Resources:
The role of perception in three areas of human resources: Recruitment and selection, the employment interview, and the performance appraisal. 
Perception of Recruitment and Selections:
-Applicants who have more positive perceptions of selection fairness are more likely to view the organization favorably and to have stronger intentions to accept a job offer and recommend the organization to others. 
Signaling Theory: Job applicants interpret their recruitment experiences as cues or signals about unknown characteristics of a job and an organization and hat it will be like to work In an organization. 
Perceptions in the Employment Interview:
Contrast Effects: Previously interviewed job applicants affect an interviewer’s perception of a current applicant, leading to an exaggeration of differences between applicants.
Perception and the Performance Appraisal: 
-Objective and Subjective Measures:
-Rate Errors: 
 Leniency: The tendancy to perceive the job performance of rates as especially good. 
 Harshness: The tendency to perceive the job performance of rates as especially ineffective. 
 Central Tendency: The tendency to assign most rates to middle-range job performance categories.
 Halo Effect: The rating of an individual on one trait of characteristic tends to color ratings on other traits or characteristics.
 Similar-to-me effect: A rater gives more favorable evaluations to people who are similar to the rater in terms of background or attitudes. 
 Behaviourally Anchored Rating Scale (BARS): A rating scale with specific behavioural examples of good, average, and poor performance. 
 Frame-of-reference (FOR) Training: A training method to improve rating accuracy that involves providing rates with a common frame of reference to use when rating individuals.





TEXTBOOK CHAPTER 4

4.1 Define values, and discuss the implications of cross-cultural variation in values for organizational behaviour.
Values: A broad tendency to prefer certain states of affairs over others… values have to do with what we consider good and bad… they are motivational… how we should and shouldn’t behave… 
-how we see good versus bad (right from wrong) 
-People tend to hold values structured around such factors as achievement, power, autonomy, conformity, tradition and social welfare… most are socially reinforced by parents, teachers, and representatives of religion. 
Cultural Differences in Value:

Work Centrality: Those with more central interest in work were more likely to report that they would continue working despite the new-found wealth… central life interest tend to work more hours…
Hofstede’s Study: Four basic dimensions along which work related values differed across cultures… power distance, uncertainty avoidance, masculinity/femininity and individualism versus collectivism.
-Power Distance: The extent to which an unequal distribution of power is accepted by society members. 
Small power distance cultures, inequality is minimized, superior are accessible, and power differences are down played.
Large power distance societies, inequality is accepted as natural, superiors are inaccessible, and power differences are highlighted. 
-Uncertainty avoidance: The extent to which people are uncomfortable with uncertain and ambiguous situations.
Strong uncertainty avoidance cultures stress rules and regulations, hard work, conformity, and security.
Cultures with weak uncertainty avoidance are less concerned with rules, conformity, and security and hard work is not seen as a virtue. 
-Masculinity/femininity: More masculine cultures clearly differentiate gender roles, support the dominance of men, and stress economic performance. More feminine cultures accept fluid gender roles, stress sexual equality, and stress quality of life. 
-Individualism versus collectivism: Individualistic societies stress independence, individual initiative, and privacy. Collective cultures favor interdependence and loyalty to family or clan. 
-Long-term/Short-term orientation: Cultures with long term tend to stress persistence, perseverance, thrift, and close attention to status differences. Cultures with a short-term orientation stress personal steadiness and stability, face saving, and social niceties. 
Cultural Distance: The extent to which cultures differ in values. 
- Understanding cultural value differences can enable organizations to successfully import management practices by tailoring the practice to the home culture’s concerns. 
-An appreciation of cross cultural differences in values is essential to understanding the needs and tastes of customers or clients around the world. 
-Appreciating the values of global customers is also important when the customers enter your own culture.
-Cross culture variation… different cultures see things differently
Cultural Intelligence: The capability to function and manage well in culturally diverse environment. 

4.2 Define Attitudes, and explain how people develop attitudes.
Attitude: A fairly stable evaluative tendency to respond consistently to some specific object, situation, person or category of people… attitudes are tendencies to respond to the target of the attitudes… attitudes often influence our behavior toward some object, situation, person, or group.
Belief + Value => Attitude  Behaviour
-The feelings you have about something … more narrow... related to a situation
How to develop attitude / change: experiences, persuasion, education, exposure, seeing things from a different perspective
4.3 Explain the concept of job satisfaction, and discuss some of its key contributors, including discrepancy, fairness, disposition, mood, and emotion. 
Job Satisfaction: A collection of attitudes that workers have about their jobs. 
- how someone feels towards their job… facets satisfactions (salary, work environment, type of work, environment…) Happy in your work environment?
- Job Satisfaction (satisfied)
- Absenteeism: decreases
- Turnover: decreases
- Performance: increases (not guaranteed) maybe you don’t have the right skills 
Job Descriptive Index (JDI): evaluates five facets of satisfaction: people, pay, supervision, promotions, and the work itself. 
Minnesota Satisfaction Questionnaire (MSQ): indicates how happy respondents are with various aspects of their job on a scale ranging from “very satisfied” to “very dissatisfied”. 
Discrepancy Theory: A theory that job satisfaction stems from the discrepancy between the job outcomes wanted and the outcomes that are perceived to be obtained. 
Discrepancy: What you get out of the job and what u get out of the job …. Better? 
Fairness (procedural: process) 
Fairness: Three basic types  Distributive fairness has to do with the outcomes we receive: Procedural farness concerns the process that led to those outcomes: and interactional fairness concern how these matters were communicated to us.
Distributive Fairness: Fairness that occurs when people receive the outcomes they think they deserve from their jobs.
-distributive: fairness… equity theory (outcomes compared to others) … what resources distributed to who?) 
Equity Theory: A theory that job satisfaction stems from a comparison of the inputs one invests in a job and the outcomes one receives in comparison with the inputs and outcomes of another person or group. 
Expectancy theory: Expectation that (first outcomes. Benefits the company… second benefits employees) step one leads (to step two... you do a good job... company benefits. And u benefit by receiving commission…) … instrumentality…. 
Input: Anything that people give up, offer, or trade to their organization in exchange for outcomes.
Outcomes: Factors that an organization distributes to employees in exchange for their inputs. 
Procedural Fairness: Fairness that occurs when the process used to determine work outcomes is seen as reasonable… it is concerned with how these outcomes are decided and allocated. 
-Procedural fairness is particularly relevant to outcomes such as performance evaluation, pay raises, promotions, layoffs, and work assignments. 
Interactional Fairness: Fairness that occurs when people feel they have received respectful and informative communication about an outcome.
Disposition: Underlying the dispositional view is the idea that some people are predisposed by virtue of their personalities to be more or less satisfied despite changes in discrepancy or fairness.
Emotions: Intense, often short-lived feelings caused by a particular event.
Mood: Less intense, longer lived, and more diffuse feelings. 
Emotional Contagion: Tendency for moods and emotions to spread between people or throughout a group.
Emotional Regulation: Requirement for people to conform to certain “display rules” in their job behavior in spite of their true mood or emotions. (Emotional Labor) 
Key Contributors to job Satisfaction
Mentally Challenging Work: This is work that tests employees’ skills and abilities and allows them to set their own working space.  
Adequate Compensation: It should not surprise you that pay and satisfaction are positively related. 
Career Opportunities: The availability of career opportunities contributes to job satisfaction. Opportunities is an important contributor to job satisfaction because promotions contain a number of valued signals about a person’s self-worth. 
People: Friendly, considerate, good-natured superiors and co-workers contribute to job satisfaction, especially via positive moods and emotions.

4.4 Explain the relationship between job satisfaction and absenteeism, turnover, performance, organizational citizenship behavior, and customer satisfaction. 
Consequences of job satisfaction
Absence from work: Satisfied employees are more likely to be absent and that satisfaction with the content of the work is the best predictor of absenteeism.
Turnover: resignation from an organization, and it can be incredibly expensive… usually includes the price of hiring, training, and developing to proficiency a replacement employee.  
Performance: job satisfaction is associated with performance… interesting, challenging jobs are most likely to stimulate high performance. 
Organizational Citizenship Behaviour (OCB): Voluntary informal behavior that contributes to organizational effectiveness… helping, conscientiousness, good sport, courtesy and cooperation 
-voluntary, spontaneous, not rewarded, benefits the organization … out of desire 
Customer Satisfaction and Profit: A growing body of evidence has established that employee job satisfaction is indeed translated into customer satisfaction and organizational profitability. 

4.5 Differentiate affective, continuance, and normative commitment, and explain how organizations can foster organizational commitment. 
Three types of commitment
Organizational commitment: is an attitude that reflects the strength of the linkage between an employee and an organization.
-High levels of commitment to a particular form or style of organization can cause a lack of innovation and lead to resistance when a change in the culture is necessary. 
-Organizational Commitment: (Managers: affective) 
Affective commitment: Commitment based on identification and involvement with an organization… stay because they want to… Affective commitment is positively related to performance because it focuses attention on goals and thus enhances motivation.
Affective: Staying in a job… being committed in the job... because they want too… they may like the job, purpose, etc. (desire) 
Continuance commitment: Commitment based on the costs that would be incurred in leaving an organization… stay because they have to… continuance commitment is negatively related to performance, something you might have observed in dealing with burned-out bureaucrats.
Continuance: They must be there… family, cost, cost of moving, benefits, job market sucks... 
Normative commitment: is commitment based on ideology or a feeling of obligation to an organization… stay because they think that they should do so.
Changes in the workplace and employee commitment
… shifts is workforce, demographics, technological innovations and global competition.  (Impact of these changes in the workplace on employee commitment can be seen in three main areas)
-Changes in the nature of employees’ commitment to the organization.
-Changes in the forces of employees’ commitment
-The multiplicity of employer-employee relationships with organizations
Normative: Feel that they should stay, they feel that there is a moral context needed to be helped… feeling of an obligation to stay 
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5.1 Define motivation, discuss its basic properties, and distinguish it from performance.
Motivation: The extent to which persistent effort is directed toward a goal. 
-Effort: The first aspect of motivation is the strength of the person’s work-related behavior, or the amount of effort the person exhibits on the job. 
-Persistence: The second characteristic of motivation is the persistence that individuals exhibit in applying effort to their work tasks.
-Direction: Effort and persistence refer mainly to the quantity of work an individual produces… The third characteristic of motivation is the direction of the person’s work-related behavior.
-Goals: All motivated behavior has some goal or objective toward which it directed.
Motivation… 4 Dimension
-Power distance… equality between man and employee
-Masculinity vs Femininity… masculine… cleared values of what men do and women do… 
-Feminine culture… roles are equally distributed
-Individualism vs Collectivism… individual centralized first…. Collectivism (family village, group) 
-Uncertainty avoidance… tolerant for ambiguity… 

5.2 Compare and contrast intrinsic and extrinsic motivation.
Extrinsic and Intrinsic Motivation
Motivation: Intrinsic or Extrinsic… desire to apply effort towards achieving goal…
Intrinsic Motivation: Motivation that stems from the direct relationship between the worker and the task; it is usually self-applied. Feelings of achievement, accomplishment, challenge, and competence derived from performing one’s job are examples of intrinsic motivators.
-Intrinsic Motivation: personal satisfaction…makes you feel better… you personally want to do it… 
Extrinsic Motivation: Motivation that stems from the work environment external to the task; it is usually applied by others. Pay, fringe benefits, company policies, and various forms of supervision are examples of extrinsic motivators. 
- The availability of extrinsic motivators can reduce the intrinsic motivation stemming from the task itself. 
- Extrinsic Motivation: Monetary… you do it for the benefits and money 


5.3 Explain and discuss the different factors that predict performance, and define general cognitive ability and emotional intelligence.
Performance: The extent to which an organization member contributes to achieving the objectives of the organization. 
Two forms of intelligence that are particularly important for performance are general cognitive ability and emotional intelligence.
-What predicts performance: emotional intelligence... ability to be knowledgeable… cognitive ability… to learn
General Cognitive Ability: A person’s basic information-processing capacities and cognitive resources… It reflects an individual’s overall capacity and efficiency for processing information, and it includes a number of cognitive abilities, such as verbal, numerical, spatial, and reasoning abilities that are required to perform mental tasks. (both general cognitive ability and motivation are necessary for performance). 
Emotional intelligence: The ability to understand and manage one’s own and other’s feelings and emotions.  IT involves the ability to perceive and express emotion, assimilate emotion in thought, understand and reason about emotions and manage emotions in oneself and others.
-how you deal with your personal emotions... ability to understand others emotions… emotional cues
The four-branch model of Emotional Intelligence:
1)Perceiving emotions accurately in oneself and others.
2) Using emotions to facilitate thinking.
3)Understanding emotions, emotional language, and the signals conveyed by emotions.
4)Managing emotions so as to attain specific goals.
- According to the results of one study, emotional intelligence is most important job performance of employees with lower levels of cognitive ability and of less importance for the job performance of employees with high levels cognitive ability.

5.4 Explain and discuss need theories of motivation and self-determination theory.
Need Theories: Motivation theories that specify the kinds of needs people have and the conditions under which they will be motivated to satisfy these needs in a way that contributes to performance… Needs are physiological and psychological wants or desires that individuals can satisfy by acquiring certain incentives or achieving particular goals.  
Maslow’s Hierarchy of Needs: A five level hierarchical need theory of motivation that specifies that the lowest level unsatisfied need has the greatest motivating potential…
1) Physiological needs (food, water, oxygen) … 
2) Safety needs (freedom, security, stability) … 
3) Belongingness needs (social interaction, affection, love) … 
4) Esteem needs (competence, independence, strength, confidence) … 
5) Self-actualization needs… 
(basic needs too Higher Order Needs) 
Alderfer’s ERG Theory: A three level hierarchical need theory of motivation (existence, relatedness, growth) that allows for movement up and down the hierarchy…
1) Existence needs (material substance or condition)… 
2) Relatedness (open communication and the exchange of thoughts and feelings with other organizational members) … 
3) Growth (fulfilled by strong personal involvement in the work setting)… 
(Intrinsic Motivation too Extrinsic Motivation) 
McClelland’s Theory of Needs: A nonhierarchical need theory of motivation that outlines the conditions under which certain needs result in particular patterns of motivation. 
Need for achievement: A strong desire to perform challenging tasks well. (Three needs that McClelland studied most have special relevance for organizational behavior: needs for achievement, affiliation, and power)
-A preference for situations in which personal responsibility can be taken for outcomes. 
-A tendency to set moderately difficult goals that provide for calculated risks.
-A desire for performance feedback.
Need for Affiliation: A strong desire to establish and maintain friendly, compatible interpersonal relationships… they like to like others, and they want to like them.
-Affiliation: Maintaining relationships… social context (motivation) values … social workers, customer service, unions, team….
Need for Power: A strong desire to influence others making a significant impact or impression… they wish to make a significant impact or impression on them. 
-Power: Desire to have control, dictate, etc… being In charge…journalists, president, CEOs, etc…
Self-determination theory: A theory of motivation that considers whether people’s motivation is autonomous or controlled.
-Self Determination: motivating yourself… you’re in control 
Autonomous Motivation: Self-Motivation or intrinsic motivation that occurs when people feel they are in control of their motivation… they are performing a task because it is interesting and they have chosen to do it.  
-Autonomous motivation... kind of like intrinsic motivation… you set your goal and effort dedicated
Controlled Motivation: Motivation that is externally controlled, such as when one is motivated to obtain a desired consequence or extrinsic reward… individuals feel they are pressured and have no choice but to engage in a task.
-Control motivation… like intrinsic motivation. others have control over u because of the benefits you want 
Autonomy Support: Providing employees with choice and encouragement for personal initiative.  
Achievement: goals, recognition, feedback, challenging goals, personal responsibility, sales, entrepreneur…

5.5 Explain and discuss the process theories of motivation.
Process Theories: Motivation theories that specify the details of how motivation occurs. 
Expectancy Theory: A process theory that states that motivation is determined by the outcomes that people expect to occur as a result of their actions on the job… how valuable it is to you the effort you would put to achieve it
The basic components of Vroom’s Theory:
-Outcomes: Consequences that follow work behavior
-Instrumentality: The probability that a particular first level outcome will be followed by a particular second level outcome. 
-Valence: The expected value of work outcomes; the extent to which they are attractive or unattractive. 
-Expectancy: The probability that a particular first-level outcome can be achieved. 
-Force: The effort directed toward a first level outcome. 
Managerial Implications of Expectancy Theory: 
-Boost Expectancy
-Clarify reward contingencies
-Appreciate Diverse Needs
Equity Theory: A process theory that states that motivation stems from a comparison of the inputs one invests in a job and the outcomes one receives in comparison with the inputs and outcomes of another person or group. 
-Gender and Equity
Goal setting Theory: A process theory that states that goals are motivational when they are specific and challenging, when organizational members are committed to them, and when feedback about progress toward goal attainment is provided. 
-Goal setting theory: setting a goal to motivate employees… 
-Goal Specificity
-Goal Challenge
-Goal Commitment
-Goal Feedback
Enhancing Goal Commitment
-Participation
-Rewards
-Management Support
Goal Orientation: An individual’s goal preferences in achievement situations.
Learning goal orientation: A preference to learn new things and develop competence in an activity by acquiring new skills and mastering new situations.
Performance-prove goal orientation: A preference to obtain favorable judgements about the outcome of one’s performance. 
Performance-avoid goal orientation: A preference to avoid negative judgements about the outcome of one’s performance. 
Distal Goal: Long term or end goal.
Proximal goal: Short term goal or sub goal. 

5.6 Discuss the cross-cultural limitations of theories of motivation.
Do motivation theories translate across cultures?
-Most theories that revolve around human needs will come up against cultural limitations to their generality. 
-In individualistic societies people tend to value individual initiative , privacy, and taking care of oneself. 
-In more collective societies more closely knit social bonds are observed, in which members of one’s in-group are expected to take care of each other in exchange for strong loyalty to the in-group. (no superiority to self-actualization as a motive in more collective cultures)
- Cross Cultural limitations: all cultures experience motivations… there a limitation to motivations… equality over equity …
5.7 Summarize the relationships among the various theories of motivation, performance, and job satisfaction. 
-Performance is a function of motivation as well as other factors, such as personality, general cognitive ability, emotional intelligence, understanding of the task, and chance. 
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6.1 Discuss how to tie pay to performance on production jobs and the difficulties of wage incentive plan.
Piece-Rate: A pay system in which individual workers are paid a certain sum of money for each unit of production completed. 
Wage incentive plans: Various systems that link pay to performance on production jobs.
Potential Problems with Wage Incentives
-Lowered Quality:
-Differential Opportunity:
-Reduced Incompatible Job Design:
-Restriction of Productivity:

6.2 Explain how to tie pay to performance on white-collar jobs and the difficulties of merit pay plans.
Linking Pay to Performance on White-Collar Jobs
Merit Pay Plans: Systems that attempt to link pay to performance on white collar jobs… periodically, managers are required to evaluate the performance of employees on some form of rating scale or by means of written description of performance. 
Potential Problems with Merit Pay Plans
-Low Discrimination
-Small Increases…. Lump sum bonus: Merit pay that is awarded in a single payment and no built into base pay. 
-Pay Secrecy


6.3 Explain the various approaches to use pay to motivate teamwork.
Using Pay to Motivate Teamwork 
-Profit Sharing: The return of some company profit to employees in the form of a cash bonus or a retirement supplement.
-Employee stock ownership plans (ESOPs): Incentive plans that allow employees to own set amount of company’s shares and provide employees with a stake in the company’s future earnings and success. 
-Gainsharing: A group pay incentive plan based on productivity or performance improvements over which the workforce has some control. 
-Skill-based pay: A system in which people are paid according to number of job skills they have acquired.

6.4 Compare and contrast the different approaches to job design, including the traditional approach, job characteristics model, job enrichment, work design, and relational job design.
Job Design as A Motivator
Job Design: The structure, content, and configuration of a person’s work tasks and roles. 
-Job design as a motivator: what’s included In the job…work schedule, benefits, 
Traditional Views of Job Design…
Job Scope and Motivation
Job scope: The breadth and depth of a job.
Breadth: The number of different activities performed on a job.
Depth: The degree of discretion or control a worker has over how work tasks are performed.
Job rotation: Rotating employees to different tasks and jobs in an organization… involves working in different functional areas and departments.
The Job Characteristics Model… Core Job characteristics that have a certain psychological impact on workers. (5) 
Skills variety… the skills you should have, number of activities you do on your job, 
Task identity… seeing from start to finish, 
Task significance… impact of what you do has on their people, 
Autonomy… theory of control that you exercise, 
Feedback… getting back information about the performance of your task
-Core Job Characteristics (5 core job characteristics)
Skill variety: the opportunity to do a variety of job activities using various skills and talent.
-High variety: The owner-operator of a garage who does electrical repair, rebuilds engines, does body work, and interacts with customers.
-Low variety: A body shop worker who sprays paint eight hours a day.
Autonomy: the freedom to schedule one’s own work activities and decide work procedure.
-High Identity: A cabinet maker who designs a piece of furniture, selects the wood, builds the object, and finishes it to perfection.
-Low Identity: A worker in a furniture factory who operates a lathe solely to make table legs. 
Task significance: the impact that a job has on other people.
-High significance: Nursing the sick in a hospital intensive care unit.
-Low significance: Sweeping hospital floors.
Task identity: the extent to which a job involves doing a complete piece of work, form beginning to end.
-High Autonomy: A telephone installer who schedules his or her own work for the day, makes visits without supervision, and decides on the most effective techniques for a particular installation.
-Low Autonomy: A telephone operator who must handle calls as they come according to a routine, highly specified procedure. 
Feedback: information about the effectiveness of one’s work performance.
-Critical Psychological States
-Outcomes
-Moderators
Growth need strength: the extent to which people desire to achieve higher-order need satisfaction by performing their job.
-Research Evidence
Job Enrichment
Job enrichment: the design on jobs to enhance intrinsic motivation, quality of working life, and job involvement.
- more interesting, intrinsically motivating of a job…
Job involvement: a cognition state of psychological identification with one’s job and the importance of work to one’s total self-image.
-Combining Tasks
-Establishing external client relationship
-Establishing internal client relationship
-Reducing supervision or reliance on others
-Forming work teams
-Making feedback more direct
Potential Problems with Job Enrichment
-Poor diagnosis
Job enlargement: increasing job breadth by giving employees more tasks at the same level to perform but leaving other core characteristics unchanged.
-Lack of Desire or Skill
-Demand for Rewards
-Union Resistance
-Supervisory Resistance
Work Design and Relational Job Design
Work design characteristics: Attributes of the task, job, and social and organizational environment. (motivational characteristics, social characteristics and work context characteristics)
Relational architecture of jobs: the structural properties of work that shape employees’ opportunities to connect and interact with other people.
Prosocial motivation: the desire to expend effort to benefit other people. 

6.5Understand the connection between goal setting and Management by Objectives.
Management by Objectives
Managements by objectives (MBO): an elaborate, systematic, ongoing program designed to facilitate goal establishment, goal accomplishment, and employee development. (Peter Drucker)
- MBO: you sit down with you managers and talk about your goals (process... interactive component) 
-Research Evidence… the research shows that MBO programs result in clear productivity gains. 

6.6 Explain how flexible work arrangements respect employee diversity.
Flexible Work Arrangements as Motivators for a Diverse Workforce
Flexible work arrangements: Work options that permit flexibility in terms of “where” and/or “when” wok is completed… to produce direct performance benefits. 
Flex-time: an alternative work schedule in which arrival and departure times are flexible.
-Research Evidence… Employee who work under flex time almost always prefer the system to fixed hours… become more positive…
Compressed workweek: an alternative work schedule in which employees work fewer than the normal five days a week but still put in a normal number of hours per week.
-Research Evidence… People who have experienced the four-day system seem to like it. Sometimes this liking is accompanied by increased job satisfaction, but the effect might be short lived. 
Job and Working Sharing
Job sharing: an alternative work schedule in which two 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: a system by which the employees are able to work at remote location but stay 
in touch with their offices through the use of information and communication technology.
-Research Evidence … benefits to organizations and individuals
6.7 Describe the factors that organizations should consider when choosing motivational practices.
Motivational Practices in Perspective

