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Chapter 2 Personality
-Personality is based on genetic predispositions and past experiences. 
-Dispositional: revolves around the individual
-Situational: revolves around the environment or setting of the organization.
-Interactionist: A mix of both.

-Weak situations: Yellow light, going to class. Personality has the strongest effect here.
-Strong situation: Red light, cop pulling you over.
-Trait activation theory: traits demonstrate themselves when the situation calls for them.
-Interactionist Implications: -Must put employees in right place, no one best personality. Diversity.

5 types of personality (OCEAN):
-Openness to Experiences: Curious, original vs dull, imaginative. Detective, adventurer, scientist, researcher. 
-Conscientiousness: Hard working vs lazy. Dependable, responsible vs. Careless, Impulsive. Lawyer, doctor.
-Extraversion: Sociable talkative vs. shy, withdrawn – Salesman, flight attendant, cashier.
-Agreeableness: Tolerant, cooperative vs cold, rude. Customer sales rep.
-Emotional Stability/Neuroticism: Stable, confident vs. Depressed, anxious. 911 respondents, cop

-The big five relate to motivation, job satisfaction and life satisfaction. Also job search and career success. 
OCB: organizational citizenship behaviours. 

Locus of control: Internal or external.
-Internal: Opportunity to control their own behaviour comes from within.
-External: External forces determine behaviour.
-Internal is better than external. 
-Self-Monitoring: Controlling your behaviour, appearance.
-Self-esteem: how you see yourself.

4 types of learning
-Practical skills: job-specific skills, knowledge, technical competence.
-Intrapersonal skills: Problem solving, critical thinking, risk taking.
-Interpersonal skills: Interactive skills.
-Cultural awareness: Company goals, social norms of organizations. 

Operant learning theory: Learning by doing. Connection between behaviour and consequence. 
Reinforcements: positive and negative
-Positive: Increases or maintains the probability of a behaviour by adding a stimulus to the situation.
-Negative: Increases or maintains the probability of a behaviour by removing a negative stimulus to the situation.
-Both increase behaviour.

Extinction: Termination of reinforcement. If you stop reinforcing, behaviour will not persist.  
Punishment: adding a negative stimulus to decrease behaviour

Social cognitive theory: People learn by observing the behaviour of others. 
Observational learning: observing what others do and learning. 
-Self efficacy: believing that you can achieve a goal
-Self-regulation: internally taking decisions. 

Delayed and partial reinforcement: learn slowly. Learning new software
Continuous and immediate reinforcement: learn quickly. Studying for an exam.

Chapter 3
Perception: Capturing information through your senses.
Influences: values, experiences, context.

*Bruner’s model: 
Target, perceiver, situation.
-New target. 
-Open to all cues. 
-Familiar cues encountered
-Categorize it.
-selective about cues.
-Categorization strengthened.

Biases in perception: Distortion of perception, based on our values experiences and everything, we tend to prejudge things/people.
-Sometimes it helps us.
-If filter is too extreme, there is a bias. 
Types of biases: 
-primacy effect: bias related to the first impression you had of someone. 
-recency effect: bias related to your most recent impression of someone.
-implicit personality theory: assuming that someone with a personality type have other types as well.
-Stereotyping.
-Reliance on central traits
-Projection: giving values to someone else.

Attributions: Reason that explains someone’s behaviour. Perceiving causes and motives.
-situational and dispositional.
-Consistency, Consensus and distinctiveness. 

-Workforce diversity: different cultures and sexes, religions.
-Different perspectives.
-All assets out there.
-Great for marketing.
-A Japanese employee can tell you whether a product would sell well or not in Japan.

Chapter 4
Values: what is right and what is wrong.
Cross-cultural variation
Attitudes: Product of behaviour and values. Feeling about something. Filtered through your values.
Change in attitudes: experiences, persuasion, education, exposure. 

Job satisfaction: How someone feels about their job.
Facet satisfaction: satisfaction with certain aspects of your job.
Overall satisfaction: average of all facets.

Discrepancy: what you get in regards to what you put in. 
Fairness: 3 types
Procedural: how resources are divided. Based on what. How does he get more money?
Distributive: What resources are distributed to whom.
Interaction: How results are communicated. Employee interaction with employer. 

Equity theory: inputs and outcomes compared to someone in a similar situation as you.
Expectancy theory: First level and second level outcomes. First is employer, second is employee. Ex: I help company, I get bonus.
Instrumentality: you need to do this in order to get that. 

Job satisfaction means low absenteeism, low turnover but not guaranteed increased performance. 
OCB: doing extra tasks that are not required of you. Not rewarded, spontaneous, benefits organization. Helping someone just because you want to help someone. 

3 types of commitments: Affective: staying in a job because you want to.
Continuance: Staying in a job because you have no other options, you have to.
Normative: They feel like they should stay. 

Chapter 5 
Hofstede, types of cultures.
-Power distance
-masculinity, femininity
-long term vs short term
-individual vs collectivism
-uncertainty avoidance. 

Motivation: Desire to apply effort towards a goal
Performance: does not rely on motivation. 

Intrinsic motivation: Personal satisfaction, feel like you can do it, motivation comes from job.
Extrinsic: Monetary. Bonus. Benefit. Dangling the carrot.

Autonomous motivation: Comes from you. You set the pace. How much effort to put in something.
Controlled motivation: Like extrinsic.
Self-Determination theory: believing that you can achieve a goal that you set for yourself.

What explains performance?
-Emotional intelligence and cognitive ability.

McClelland’s needs theory.
-Achievement: feedback, challenge, personal responsibility. Ex athletes. Sales.
-Affiliation: establishing and maintaining relationships: motivated by social contexts. Values in interpersonal relationships. Ex: social worker, customer service, union. Etc.
-Power: Wanting to have control over people, influencing others: journalists, CEO and president. 

Expectancy theory for motivation: If there is high instrumentality, there is a lot of effort to achieve the second goal. (valence). If instrumentality is not high, you might not want to achieve the second goal. Ex: if you do this you might win a trip to Cuba vs. if you do this you will get a trip to Cuba.
Goal setting theory: Setting goals to motivate employees. Good to know where you are going instead of working randomly. 
Cross-cultural limitations of theories of motivation: All cultures experience motivation. Each culture is different. Motivators in Canada are not the same as in China. 

Chapter 6 motivators 
Money as a motivator: Money has high valence. You can do what you want with it.
Job design as a motivator: What are the components of the job.
-Work schedule
-Benefits.
-Work itself.

Job Characteristics:
-Skill variety: number of activities on the job.
-Task identity: Seeing a job from start to finish.
-Task significance: The impact of your work on other people.
-Autonomy: Degree of control on a job.
-Feedback: Getting back info about a task. 

Job enrichment:
-Make it more interesting or intrinsically motivating.
MBO or Management by objectives: Sit down with a manager and talk about goals. Have meetings. Formal meetings. Corrective measures. Similar to goal setting except MBO documents the process and makes it interactive. 

Alternative work schedules:
-flex-time: arrival and quitting times are flexible. Diverse work forces’ needs are fulfilled by this. Preferred to fixed hours. 
-Compressed work week: 4-40 for example. 10 hour shifts for 4 days. Nurses do this so do police. Reduced customer service, fatigue are problems. 
-Job and work sharing: Two part time workers work the same job. 
-Telecommuting: Working online. Working from home but keeping in touch with the office through skype.

Employee diversity
-Diversity can take many forms. It is good for an organization. 

Chapter 7 
Formal and informal groups
-Formal: People are assigned by an organization into a group. Must meet the goals of the organization.
-Informal: Results naturally because of common interests. 

Stages of group developing
-forming
-storming
-norming
-performing
-adjourning
You can skip 1 2 or 3 of these steps. Sometimes you know what the guidelines are.


Punctuated equilibrium process: lots of work very little progress. Not everyone is necessarily working in the same direction. Then, there is the midpoint shift where group members decide to follow a specific direction. Following this, there is progress because there is less individual work. 5 people working on one task. 

Group structure and its consequences
-the larger the group, the more diverse, less cohesive. Too many conflicting ideas, not everyone is heard. Resistance. 
Additive task: a task if a function of the sum of many sub tasks. Larger the group, better the performance. Add up the sum of everyone’s contribution and you get your end result.
Disjunctive task: The single best individual in the group will determine the group’s success. Larger group is better. More chances of having a star performer.
Conjunctive task: the performance of the group is determined by the weakest individual ex: assembly line. Smaller group is better, because the larger the group the more chances of having a weak member. 
Group cohesiveness: as long as you follow the norms, there will be social harmony.
Group cohesiveness consequences: Group cohesiveness is not good if they are not in line with the organization’s goal. You can be cohesive on social matters that do not benefit the organization. 
2 types of social loafing:
-free rider effect: you withhold physical or intellectual contributions because other members of the group carry you. It is a problem with withholding effort.
-sucker effect: withholding effort because you feel that people around you want a free ride. 

Chapter 8 
Organizational culture: 
-shared belief: common goals, organizational beliefs. Ex: the customer is always right. Belief we all live by. We all agree with this mantra. 
-Values: what the organization stands for. They exist to make communication transparent. 
-Assumptions: something we take for granted. We expect an organization to always behave in a certain matter. 

Assets of strong cultures: 
-coordination (working together). 
-conflict resolution
-financial success

Liabilities of strong cultures: 
-Resistance to change (it has always been this way why would be change it). 
-Culture clash, us vs them. If you join forces with your old rival, how do you merge with their values? You don’t, you keep your own values. 
-pathology: sometimes sub cultures are rooted in secrecy. Cheating, paranoia etc. 

How to diagnose an organizational structure
-Symbols: the logo of jmsb. A mascot. There is meaning to it. Ex: apple has a logo of an aple with a bite in it. You take a bit into the fruit of knowledge. Other example: flag of montreal has four flowers: fleur de lys for french, clover for irish, rose for English and thistle for the scots.  
-Rituals: Things organizational members do.	
-Stories: Messages about what the culture stands for. 

Chapter 9 
Leadership: 
-formal leadership: people are hired to do a specific role.

Trait theory of leadership: leaders are born. Leaders have certain traits. It is not a guarantee that a person with leadership traits will be a good leader. 

Leadership behaviours: 
-consideration: careful thought about something.
-initiating structure: the extent to which a leader defines leader and group member roles


House’s path-goal theory
-Directive behaviour: Assigning tasks, creating schedules. Very mechanical leadership. Drill sergeant approach to leading people 
-supportive behaviour: same as consideration. Approachable, there for the employees. More interested in employee wellbeing than the tasks. Someone is there to listen to you, to make sure you have all you need. 
-Participative behaviour: Leader who seeks the input of his or her team (employees). 
-Achievement oriented behaviour: Sets high goals and pushes employees to meet them. Pushes people beyond what they think they can do. 

Participative leadership: employee centric (employees make decisions) to boss centric (boss takes decisions).
Transactional leadership: Hires people. Puts people in their jobs. Does day to day operation management. Ensures that the right people are in the right job. 
Transformational leadership: One who is charismatic. Creates long term objectives for the organization. Creates a vision. Challenges employees. Adapts his approach to individual members of his team. Inspires people to think of the greater good that the organization stands for. A transformational leader is also transactional. 

Chapter 11 
Decision making:
-Well structured: Everything is clear on how to reach an objective. 
-Ill-structured: Objectives are not clear, goal is not necessarily known. 

Perfectly rational decision maker: one who values maximization. Have access to all the information. Does not exist. 
Decision making under bounded rationality: Decisions are bounded by constraints such as time, resources, financial, political. 

3 aspects of bounded rationality decision making: 
Framing: By framing things in a certain way, you will get a certain outcome
Cognitive advices: Having a bias towards a certain notion. Thinking American cars are the best will cause you to only look for American cars. 
Satisficing: Look for something that gives you a certain level of satisfaction. Once you find it, move on. 

Escalation of commitment: Throwing good resources into a failing course of action. Ex: Montreal’s Olympic stadium. 
How mood and emotions affect decision making: If you are in a good mood, you tend to make riskier decisions. Creative decisions. If you are in a bad mood, you are more conservative, critical, cynical, more careful, you ask more questions. 

Pros and cons of using groups to make decisions: 
Pros: share responsibility, better quality decisions, more creative, greater commitment. 
Cons: Groupthink (everyone agrees with one person to not stand out. People with power and influence tend to influence the thinking of others. Tend to jump to conclusions to achieve harmony). Self-censorship (stop from saying what you actually think). Risk assessment (if you are a risk taker, you become even more of one when you join a group and vice versa). 

Chapter 12 
Ethics and the ethical dilemmas managers face: sexual harassment, bribery, bullying, conflict of interest, nepotism (hiring family members).
Whistle blowing: calling out bad behaviour to someone with authority. 
What organizations can do to prevent sexual harassment: policies, consequences, rules, staying vigilant, guidelines, and a procedure for dealing with sexual harassment. 

Chapter 13 conflict and stress
What causes conflict: interpersonal differences, disagreements, status, ambiguity, scarce resources, and interpersonal personalities. 
Competing: high interest in your own needs and less for the needs of others. 
Accommodating: putting the needs of others before yours.
Avoiding: low on your goals and the goals of others. 
Collaborating: putting your goals and those of others as a priority. 
Compromising: trying to be in the middle of your own goals and those of others. 

Stressors: high temperature, cold weather, too much work, noise. Causes stress.
Stress: psychological feeling, a sense of being overwhelmed. Psychological discomfort. Reaction to the stressor. Is manifested in a stress reaction.
Stress reaction: elevated blood pressure, burnout, violence, withdrawal, substance abuse. If you address a stress, you are dealing with the short term. If you address the stressor, you will get rid of the stress completely. 
The role personality plays in stress: People who have an external locus of control, people with negative affectivity, Neurotic people, will all feel more stress. 
Sources of stress for different members of an organization:
People at the top (executive and managerial): role overload, too much responsibility, they do a lot of stuff in their day.
People at the bottom (operative level): poor job design and poor working conditions. Dangerous monotonous work in hostile environments. 
Boundary role stressors: people in customer service, emotional labour (suppressing true feelings to accomplish a task)
General role stressors: Work family conflict, interpersonal stress, role ambiguity, change, job security or insecurity. 

Techniques for managing stress:
-Job redesign
-Family-friendly HR policies
-stress management programs
- Work-life balance
-fitness and wellness programs. 
