
Class 8- March 2nd 
Teams

What is a Group/Team?
A collection of two or more people interacting to achieve a common goal:
· Interdependence and Influence
· Fosters part of our identity
· Directs our behaviour
· Can be formal or informal
· A lot more complex than this

The context of teams and the work they do is changing

The New Face of Teams
Team boundaries have become less observable less concrete, and less fixed
· Teams can be geographically distributed
· Teams can be virtually (not physically) bounded
· Often online
· Team membership can be fluid
· An individual can come and go for different stages of a team’s work
· Team roles can remain stable, but not it’s actual members
“Teaming”
· Teaming coined deliberately to capture the activity of working together presents a new, more flexible way for organizations to carry out independent tasks. 
· Unlike the traditional concept of a team, teaming is an active process, not a static entity. Imagine a fluid network of interconnected individuals working in temporary teams on improvement, problem solving and innovating.
· Teaming blends relating to people, listening to other points of view, coordinating actions and making shared decisions
· Effective teaming requires everyone to remain vigilantly aware of others’ needs, roles and perspectives. This entails learning to relate to others better and learning to make decisions based on the integration of different perspectives. 









The Evolution of Teams
Work Groups- Each member given a specific task; Rewarded based on own performance; Leadership executed by appointed individual.

Quality Circles- collective goals that members work on periodically; Bonuses rewarded above and beyond personal performance wage

Functional Teams- Members share responsibility and rewards for ongoing, day-to-day work; Created based on functional areas

Cross-functional Teams- Teams comprised of individuals from different departments/ different skills; a shift towards shared leadership

Virtual Teams- members scattered geographically and often across organizations; Work over the Internet; Less stable

Collaborative Platforms- Temporary; Employee-directed/controlled; Response to inefficiency of managerially set teams
· Teams come in many different forms
· Each presents their own strengths, benefits and challenges
· Some are more suited to certain types of tasks than others
· Each requires different forms of leadership

Group Development
How do groups develop?
Stage 1: Forming
· All about “testing the waters”
· Characterized by uncertainty about other members, the team’s purpose, structure and roles
· Members get to know one another by sharing information about themselves (unrelated to the task at hand)
Stage 2: Storming
· All about conflict about roles and responsibilities 
· Power struggles
· More pronounced when stakes are high
· A time to sort out disagreements
· Some team remain “stuck” at this stage and their performance suffers because of it
Stage 3: Norming
· All about cohesion
· A sense of group identity and camaraderie has been built
· Concerns and needs of the group take precedence over individual ones



Stage 4: Performing
· All about task completion
· Energy of all members devoted to carrying out actions needed to achieve superordinate goals
· Members take on different roles
Stage 5: Adjourning
· All about good-bye
· Follows task/project completion
Group disbands and members go separate ways
· Can be characterized by a sense of accomplishment
· Painful for groups who formed a strong bond but brings relief to those who did not
Team Building
· Positively contributes to the process of team development
· And by extension performance
· Creates a positive group atmosphere
· Forming
· Encourages interpersonal risk-taking and self-disclosure
· Forming
· Fosters trust
· Storming
· Reduces destructive forms of conflict
· Storming
· Improve team-problem solving and communication (particularly when activities are of a challenging nature)
· Storming/Performing
· Foresters identity and cohesion (for instance through the dismantling of surface-level diversity)
· Norming

**Ensure there is a correspondence between the team building activities assigned and the developmental stage/specific needs of the group

Why do Organizations Love Teams?
· Performance benefits
· Increased productivity, quality, innovation and creativity
· Employee benefits
· Social relationships and identity
· Fosters feeling of autonomy and intrinsic motivation
· Quality of work life
· Organizational Benefits
· Flexibility
· Reduction in management costs

Team Effectiveness
1) Does the team survive
a. An effective team must remain intact throughout the duration of the project
2) Does the team successfully deliver?
a. An effective team must accomplish the objectives that the organization has demanded
3) Are team member’s needs satisfied? Has learning occurred?
a. An effective team fosters positive relationships, feelings and satisfaction among members. Members develop valuable skills that go beyond the specific task at hand.
4) Is the team better equipped to work together in the future?
a. An effective team is more capable when it finishes a task than where it began. Its members have gained strategic insight into one another, the larger context, and how to function in a group.
Team Effectiveness Factors
1. Team composition/ design
a. The way a group is put together
b. Size, diversity
2. Work/ Job Design
3. Context
4. Group Processes
























Class 10- Workplace Stress
 Workplace Stress
· Impact of stress on the Canadian economy is estimated to be $33-51B a year
· Disability claims/medical expenses
· Losses in productivity
· Absenteeism
· Presenteeism
· Working despite poor mental health or physical sickness
· Fear stigmatization
· Fear being fired
· Are in denial/ not aware of well-being
· 46% of Canadians report feeling more stressed out today than five years ago
· In Canada 41% of working adults report that they often or always experience stress at work

The Changing Nature of Jobs
· More mentally/cognitively demanding
· Concerns about job security
· Concerns about one’s safety at work

· Employees are increasingly being asked to donate their labour

· 50% of employees had worked a minimum of 2.5 days of unpaid overtime and donated 3.5 days working at home to catch up which further contributes to a number of stress sources
Stress is…
· The unconscious preparation to fight or flee, in response to an action/situation that upsets the body’s normal equilibrium

A Process:
Stressor (Demand): Environmental event or condition that has the potential to be threatening/induce stress

Stress: Our preparation of/ psychological reaction to the stressor; perceiving that we are not capable of coping with that demand

Strain (Stress Reaction): Behaviour, psychological and or physiological consequences of stress.

Individual:
· What causes stress for one person may not for another
· Stress is perceptual
· A function of how important the situation is perceived to be
· Stressors may lead to strain for some, but a sense of challenge and excitement or apathy for others. There are no universal stressors*
Variable:
· The same stressor may be less influential/result in less stress over time
· The more experience one has with a particular situation, the less stressed one typically is
· Stressors are not constant*

Cumulative:
· Prolonged periods of stress can produce over-loading/ a decreased capacity to resist and tolerate future stress of any kind
· Stress begets stress*

Consequences of Stress:
Eustress
· Some people thrive under pressure/ channel the energy that stress fosters in strategic directions
· Stress can facilitate performance
· Stress can increase the satisfaction derived from a task
· Largely about perception/appraisal of that stressor
· Eustress= Euphoria + Stress
Hindrance Stressors:
· Demands that are perceived to be out of one’s control
· Evoke negative emotions (apprehension, fear, threat)
· Withdraw, decreased motivation/ engagement, destructive behaviours and decreased performance
Challenge Stressors:
· Demands that are perceived to be under one’s control (demanding yet manageable)
· Evoke positive emotions (eagerness, confidence)
· Increased motivation, engagement and performance

Yerkes-Dodson Law
· Moderate levels of stress can provide an appropriate level of stimulation. Stress becomes a problem when it is excess/leads to high levels of anxiety and tension.

Consequences of Stress:
Strain
Physiological Responses:
· Sleep problems
· Muscle Pain
· Headaches/Backaches 
· Elevated blood pressure, cholesterol and pulse
· Onset of illness and disease (given it aversely affects the immune system)


Physiological Responses
Why/How? 
· Release of chemical messengers activate the sympathetic nervous system and endocrine (hormone) system
· Triggers mind-body changes to prepare for ??
· Blood redirected to brain/large muscle groups
· Increased alertness
· Glucose and fatty acids are released into bloodstream (to sustain body during a stressful event)
· Depression of the Immune system
· Shifts the person from a neutral or naturally defensive posture to an offensive one
· Evolutionary function
· But helps explain why stress can make us feel so badly physically
Behavioural Responses
· 
· Withdrawal
· Absenteeism and Turnover
· Stressed employees are 25% more likely to quit and miss days of work.
· Declines in performance
· Substance abuse
· Aggression


Psychological Reponses
· Mental health problems
· Psycho-somatic disorders
· Job burnout
· Emotional exhaustion (feel tired, overwhelmed, drained)
· Cynicism/Depersonalization (pessimistic outlook, distancing form others, viewing them as objects)
· Decreased sell-efficacy (negative self-evaluations)

Job Demands-Resources and Conservation of Resources Models
Demands: Responsibilities, pressures, obligations and uncertainties that people face in the workplace

Resources: psychological characteristics (self-esteem), objects (Money), energies (time) and conditions (social support) that can help combat demands
At work, both may come from the organization, interpersonal relationships, work/task itself
· Stress results when demands placed on an individual are thought to exceed their resources
· Resources can buffer the negative impact of job demands on well-being 
· Stress depletes our resources- we need to be creating “resource reservoirs”
· Adequate resources can help reduce the stressful nature of demands if demands and resources match.
Organizational Stressors:
Role Demands
· Role conflict
· Results form inconsistent or incompatible expectations
· Inter-role- conflicting expectations between two separate roles
· Intra-role- conflicting expectations within the same role
· Role Ambiguity
· Uncertainty about assigned job duties, tasks and responsibilities
· Role Overload
· When the responsibilities of a job exceed the capacity of an employee to meet all of them adequately.

Role demands can create chronic, negative conditions that lead to stress and burnout among individual employees but can also be very costly to other stakeholders/ non-employees (the public, customers, patients)

Physical Demands
· Extreme Environments/ Hazardous Substances
· Global travel
· Office work (noise, ergonomic challenges, lack of privacy)

Organizational Environment
· Workplace Climate
· Unethical workplace culture
· Organizational injustice (procedural, interactional, distributive)
· Interpersonal Conflict
· Ranging from personality clashes to workplace bullying and aggression
· Difficult to escape

Personal Stressors:
· Work-Family/Work-life Conflict
· When work duties interfere with family or personal responsibilities 
· Increasing permeability of work-life boundaries
· Increasing number of dual-income/single parent families
· Increased lifespans









Stress Management
Individual Interventions:
· Organization/ Time Management
· Making daily lists of activities to be accomplished
· Prioritize activities by important and urgency
· Schedule activities according to the priorities set
· Tackling the most demanding parts of your job when you are most alert and productive
· Avoiding electronic distractions like frequently checking email or Facebook
· Physical Exercise
· Increases lung capacity, lowers the resting heart rate, provides a mental diversion from work pressures
· Relaxation Techniques
· Meditation, hypnosis, deep breathing
· Goal: reach a state of deep physical relaxation, focusing energy on the release of muscle tensions
· Social Support
· Having close ties with other people
· A social network acts as a buffer against stress by:
· Bolstering self-esteem
· Providing useful information to help solve problems
· Offering comfort/humour
· Providing material resources
· Offering more objective perspective on stressful situation
· Most potent when directly connected to the sources of stress


















Organizational Interventions
· Positive Organizational Behaviour (POB)
· The study and application of positively oriented human strengths resources and psychological capacities that can be measured, developed and effectively managed
· Equipping employees with the psychological tools they need to achieve a state of well-being and deal with stressors, before they become a problem
· =Psychological Capital (PsyCap)
· Workplace Spirituality
· An ideology/ approach to work that recognizes people have an inner life that is nourished by meaningful work place takes place in the context of the community
· Workplaces that provide employees with meaning, purpose and provide positive relationships with others.
· Job re-design (interesting, autonomous, flexible jobs)
· Family-friendly HR policies (onsite childcare, family leave policies)
· Flexible work arrangements (compressed work weeks, flex-time, telecommuting)
· Corporate Wellness Programs
· Help employees deal with stress once experiences and can help prevent future stress
· Company sponsored workshops and training sessions (time management, money management)
· Organizational health initiatives (quit smoking, lose weight, substance abuse, develop coping strategies)
· Therapeutic programs that take place at work, often during work hours (meditation, bio-feedback training, massage therapy, and laughter yoga)
PsyCap
· Self-Efficacy
· One’s confidence to take on and succeed at challenging tasks
· Optimism
· Ability to think positively and in ways that are uplifting
· Hope
· Belief that one will achieve their goals and that thing will work out in the end.
· Resilience
· Ability to bounce back from adversity/setbacks to attain success
· States that can be changed/cultivated
· Increase the chances that stressors do not materialize into stress



Laughter Yoga **SLIDES**
· Created by Dr. Madan Kataria

· Laughter is an essential behaviour for a happy, joyful person
· A lack of laughter creates anxiety, depression and illness
· In 1950’s 18 minutes a day
· Now, less than 6 minutes
Why the Decline?
· Stress
· Difficulty living in the present moment

Involves:
· Breathing Exercises
· Light physical exercise
· Laughter

Major Benefits:
· Reduces Stress
· Elevates Mood
· Health Benefits
· Social Connector
· Laughing through Challenges 

Laughter Yoga and self efficacy= overall work effectiveness

Mentally, Emotionally, Physically




















Class 11- Negotiations
Negotiation- an interpersonal decision-making process that is necessary whenever we do not share identical preferences/ cannot achieve our objective single-handily; discussion aimed at reaching agreement/ preventing or resolving conflict
· Dyadic or Multi-party
· One-shot/ Short or long-term 
· Single or multi-issue
· Professional or Personal
· Small or Significant Value
· All about maximizing your utility- overall satisfaction with the situation
· Almost always includes the other party’s welfare

Stages of Negotiation
1. Assessment of the situation
a. Should I be negotiating?  
b. Do your homework (Nature/History of the conflict, who is my opponent?)
c. What are the issues, positions and interests?
d. What are your target/ resistance points and BATNA?

Issues- the items that are specifically placed in the bargaining table for discussion.
Position- where an individual stands on an issue
Interests- underlying concerns, needs, or reasons that a negotiator has for a particular issue/ position
· Define the problem/motivate people
· Interests can reveal alternatives, present multiple solutions
· Can reveal compatibilities
· Interest = Opportunities = Value

Target/Aspiration Point
· A negotiator’s ideal outcome
· Should be set before negotiations begin
· Setting an optimistic aspiration point encourages parties to work hard/think creatively in order to find value/ achieve their goals
· Needs to be realistic
· Do not want to anger, alienate, or encourage outrageous offers from the counterparty

Resistance Point
· The lowest outcome acceptable
· The least attractive deal that you would accept before ceasing negotiations and walking away from the bargaining table.


ZOPA
· Zone of Possible Agreement
· Aka. Bargaining Zone
· The range of possible deals in a negotiation
· Range between both sides’ resistance points (RPs)

BATNA
· Best Alternative To a Negotiated Agreement
· What are my options?
· Negotiators should be willing to accept any set of terms superior to their BATNA and reject those that are worse than their BATNA
· Do everything you can to improve your back-up plan before you negotiate
· A key source of power in negotiations: Ability to walk away

2. Establish the Process
a. Who will negotiate?
b. Where will you negotiate?
c. What are the deadlines?

3. Negotiate the Agreement
a. Are distributive or integrative tactics used?

4. Implement the Agreement
a. Are all agreements clearly understood?
b. Do parties understand their responsibilities?
c. Will external support be necessary?

Distributive Negotiation
· Non-cooperative bargaining
· Win-lose conditions- gain for one party is loss for the other; implies the needs/ goals of parties are incompatible
· Fixed-pie: a set amount of assets/limited resources
· All about claiming more value/ dividing assets between parties
· Competitive; emotion-laden conflict
· Guarded communication
· Limited trust
· Threats, demands, distorted statements 








Common Win-Lose Strategies
1. “I want it all”
· Extreme offers
· Granting concessions grudgingly (if at all)/ holding firm to one’s position
· Elicits similar behaviour from counterparty and typically deadlock
2. Good cop, Bad cop
· Alternate between kind sympathetic behaviour and aggressiveness/threats
· Can work but it’s risky
3. Persuasion
· Using factual or concrete evidence to convince counterparty of one’s case
· Not the manner in which facts are presented that’s the strategy but rather the information itself
· A reasonable approach that limits risk of de-railing the negotiation

Integrative Negotiation
· Win-win negotiation
· About creating conditions that make it possible for both parties to achieve all/most of what they want
· Cooperative bargaining/collaboration
· Parties identify and asses alternatives, openly express preferences, and jointly reach an acceptable decision/solution
· Identifying interests of the other party is critical 
· Communication is key
Logrolling
· Offering a concession on one issue in order to gain ground on another one
· Making trade-offs
· Offer something that the other side values more than you, in exchange for gaining something that you value more than they do
· Maximizes each side’s values

Information Exchange/ Openness
· Sharing information about preferences, priorities, interests
· Facilitates development of creative, mutually beneficial solutions to the negotiations
· Combats the fix-pie perception
· The belief that the other party’s interests are directly and completely opposed to one’s own interests
· Stands in the way of logrolling
· Stands in the way of compatible issue identification
Tactics: Share information first (incite reciprocity)/ Ask the other party questions and listen to their responses



Trust
· Critical for information-sharing
· Helps people let down their walls and be less defensive

Tactics: Self-disclosure/Foster a positive negotiation track record

Relational Negotiation
· Higher levels of cohesiveness and trust, a sense of obligation, more knowledge of the counterparty’s needs and interests, superordinate goals
· Highlights the benefits of negotiating with friends and of integrative deal-making

Tactics: Develop positive relationship with counterpart/Utilize familiar negotiators/Encourage integrative behaviour

Salary Negotiations
Preparation:

1. Determine what you really want and determine the issue mix
· Requires the ability to think beyond the here and now and be concerned with things in the future
· Do not simply listen and respond
· Be specific- break up issues into smaller subsets
· Allows the negotiator to be more precise about what is important
· Provides greater opportunity for creative agreements

2. Do your homework
· Research the company, companies like it and the larger industry
· Seek out outline resources, professional opinions, and draw on your social network.

3. Determine and develop your BATNA
· Review your alternative job offers and their pros and cons
· Other alternative courses of action (extend job search, travel abroad, voluntary work, more education etc.)
· Hone in and develop your best back up plans
· Strong alternatives will minimize feelings of desperation, increase confidence and contribute to strong aspirations.







Negotiation

1.  Make a positive impression
· Turn your cell phone off
· Do not ramble. Speak clearly and professionally. 
· Do not speak negatively about past work experiences or colleagues

2. Assume offers are negotiable and negotiate
· Do not accept the first offer you’re given
· Think about ways to frame counteroffers
· Imagine you’re negotiating on behalf of someone else 
· Leads to assertiveness, confidence and better deals.
· Practice with role playing- with friends or in front of a mirror
· Focus on solving problems, not on making demands
· Do not negotiate during the interview

3. Make your offer/counter offer
· Not a range
· Avoid round numbers
· Back up your offer/counteroffer with well-thought out justification
· Industry standards
· Position comparables
· Personal strengths, skills and capabilities

4. Do not reveal your BATNA
· If you reveal your BATNA
· Your counterpart has no incentive to offer you anything more than that number
· Opens up the door for the other party to devalue or manipulate your thinking about it
· Practice your dodges
· Redirect the discussion by indicating what it will take it hire you/emphasise that your acceptance of the position depends on the nature of this job offer and wage package.











Week 13- Workplace Aggression

Workplace Aggression- Behaviour by an individual or individuals within or outside an organization that is intended to physically or 
Types of Aggression 
· Bullying, Violence, Petty Tyranny, Victimization, Mobbing, Harassment
· Various terms for workplace aggression are often used interchangeably but many of these concepts are distinct in important ways

The Nature of Workplace Aggression
A) Physical vs. Psychological

Ex. Violence vs. Bullying

Violence: the exercise of physical force by a person against a worker, in a workplace, that causes or cold cause physical injury to the worker and this also includes threatening violence. Relatively low prevalence rate; Illegal

Bullying: Repeated exposure to negative acts (verbal abuse, offensive remarks, ridicule) over a period of time, by coworkers, supervisors or subordinates. Relatively high prevalence rate; Not illegal; variability in provincial legislation 

B) Direct vs. Indirect- Is aggression directly enacted against someone, or is enacted through other people?

Ex. Social Undermining
· Behaviour intended to hinder one’s ability to establish and maintain positive interpersonal relationships, work-related success, and favourable reputation (talking poorly about others behind their back, spreading rumours about others)
· More common than direct forms
· More commonly perpetrated by females

C) Active vs. Passive- Does aggression take the form of someone doing something, or NOT doing something?

D) Intentionality- Does a person mean to be aggressive/ cause harm? Is aggression being used purposefully?




Workplace Incivility- low intensity deviant behaviour that is in violation of workplace norms for mutual respect, with ambiguous intent to harm
· 90% of employees say it’s a serious problem
· Receiving a nasty note, being treated like a child, exclusion from meetings, interrupting people when they are speaking etc.)
Leads to:
· Decreased effort/performance
· Reduced commitment/satisfaction
· Stress/negative mood
· Impaired attention, information processing, decision-making
· Effects are stronger than many of those cited for workplace bullying
Types of Aggression
Type 1 Aggression: 
· Perpetrator has no relationship with target employee/ organization. 
· Ex. Armed robbery, school shooting
· Contact with public, handling money, working alone all increase risk
Type II Aggression:
· Perpetrator aggresses while being served, cared for or taught by employees
· Ex. Clients, customers, inmates, students, patients
· Majority of workplace violence done by customers and clients
Type III Aggression:
· Perpetrator and victim are organizational insiders (current or former)
· Ex. Subordinate- Supervisor aggression, sexual harassment
Type IIII Aggression:
· Perpetrator has current/previous relationship with an employee 
· Ex. Spouse, Ex-partner, Parent





Profiling the Aggressive Employee 
· Gender
· Males most likely to perpetrate workplace aggression
· Age
· No connection to workplace aggression
· Race
· No connection to workplace aggression
· Socio-economic status
· No connection between education and workplace aggression
· A small connection between low income and workplace aggression
· Negative Affect
· Those who are prone to:
· Experience negative emotions
· See the world in a negative light
· See hostile intent in other’s actions all enact more workplace aggression
· Self esteem
· Those with low self-esteem enact more workplace aggression
· Those with high self-esteem (narcissists) do too
· Personal History with Aggression
· Those who have been victims of aggression are more prone to enact workplace aggression 
· Aka. Social learning
· Aggression and violence are seen as appropriate and acceptable ways to deal with life’s challenges/ one’s relationships
Predictors of Workplace Aggression
1) Organizational Injustice
· Procedural justice (perceived unfairness of the procedures used to arrive at outcomes/ decisions
· Interactional injustice (perceived unfairness concerning interpersonal treatment)
· Layoffs
· Its not the layoff per se that leads to acts of workplace aggression but rather the manner in which layoffs are conducted
· Aggression as a form of retaliation or a way to “balance the scales”





2) Poor leadership 
· Hostile verbal and non-verbal behaviour; over-control
· Laissez-faire leadership
· “Kick the dog”
· Displaced Aggression- the decision to direct one’s aggression against a target rather than the perceived provocateur; usually of someone of low power/status to limit the likelihood of retaliation
· Abuse by a manger is associated with abusive behaviour by manager’s direct subordinates and subordinates’ own subordinates
· Manager’s injustice perceptions led them to behave aggressively towards their subordinates. The experience of aggressive behaviour from one’s manager led to aggressive behaviour direct at one’s spouse/children.
3) Workplace Stressors
· Role conflict, role overload, role ambiguity, a lack of job autonomy
4) Organizational/Contextual Factors
· Hyper-aggressive/competitive workplace cultures
· Type of work- manufacturing/industrial sectors
· “Macho” cultures
Consequences of Workplace Aggression 
Cost to Employees: 
· 
· Anger/ Frustration/ Stress
· Sense of Helplessness
· Loss of Confidence
· Physical Symptoms
· Psychosomatic Symptoms 
· Panic/ Anxiety
· Inability to Concentrate
· Family Tensions

Cost to Organizations:
· 
· Absenteeism/Turnover
· Costs associated with Employee Assistance Programs (EAP)
· Increased risk for accidents
· Decreased productivity/ motivation/ morale
· Tarnished corporate image and customer confidence
· Poor customer service





Workplace Sexual Harassment 
· A need to re-visit what many perceive to be a well-understood topic
· Many are misinformed about workplace sexual harassment
· Can cause people to turn a blind eye to, dismiss and even engage in this behaviour
What is Workplace Sexual Harassment? 
· What is workplace sexual harassment and why does it happen?
· Who does workplace sexual harassment affect?
· What can we do about workplace sexual harassment?
Sexual Coercion- subtle of explicitly efforts to make job rewards contingent on sexual cooperation
· Ex. Sexual bribes or threats (aka quid pro quo)
· Feminist scholars in 1980’s argued this was a form of discrimination (created negative employment conditions for many women, but few men)
Unwanted Sexual Attention- Offensive verbal and nonverbal behaviour aimed at sexual cooperation 
· Ex. Unwanted touching, staring, repeated and unreciprocated requests for dates
· Aka. Hostile Environment Harassment
Sexual harassment is motivated by Sexual Desire
· The “nature” perspective: Sexual Harassment is the expression of men’s natural sexual urges
Gender Harassment- insulting verbal, nonverbal and symbolic behaviours conveying hostile or degrading attitudes (name-calling, sexual slurs)
· Behaviours that alienate and demean victims based on their sex rather than behaviour which solicits sexual relations (i.e. no sexual motive)
· Communicates animosity not attraction
· Most common form of sexual harassment 
Sexual harassment is motivated by Power
· An expression of power and dominance
· Used as a tool to protect or enhance one’s sex-based social status
· Behaviour meant to punish those who threaten a harasser’s gender identity and the benefits derived from it
Misconception: Sexual harassment is about sex
Who does workplace sexual harassment affect?
· Women are the most common targets of workplace sexual harassment
· Upwards of 37% of men report experiencing workplace sexual harassment at some point in their careers
“Not-Man-Enough” Harassment
· Conduct that punishes those who deviate from masculine gender roles
· Challenging target’s male status through name calling
· Questions/conduct reinforcing proper masculinity 
Misconception: Sexual harassment is a women’s issue
How are witnesses of sexual harassment affected?
Merely observing sexual harassment directed towards a female colleague, predicts:
· Lowered psychological/physical well-being
· Reduced job satisfaction
· Burnout
· Withdrawal/ Turnover intentions
Observing male targeted sexual harassment predicts:
· Symptoms of Anxiety and Depression
· Physical health symptoms
· Withdrawal/Deviance
· Decreased commitment
How do observers of male sexual harassment evaluate what they see?
· Witnesses believe that “not-man-enough” harassment is rooted in male camaraderie; is not all hat unethical 
· What does that mean for intervention?
· Social acceptability of this conduct denies male victims validation of their suffering
· Despite being perceived as merely “boys being boys,” witnessing “not-man-enough” harassment leads to negative consequences 
Misconception: Sexual harassment is only damaging to direct targets

How does WSH impact women’s personal lives?
· Sexual harassment is related to declines in romantic relationship functioning among female targets
· Sexual harassment is related to decline in romantic relationship functioning among targets’ husbands/spouses
How does WSH impact working mothers?
· Higher levels of parenting stress
· Distress about one’s success as a mother; How close one feels to their child; How burdened one feels by childcare responsibilities
· Higher levels of authoritarian parenting
· Strict discipline, Insensitivity to child’s emotional needs
· Lower level of authoritarian parenting
· High affection and responsibility; Respectful limit setting
Misconception: Workplace sexual harassment is a workplace problem
What can we do about workplace sexual harassment?
· Policies
· Many sexual harassment policies are incomplete/out-dated/hard to find and access 
· Conflicting evidence about effectiveness of sexual harassment and some evidence suggesting that training may be damaging and result in backlash
· Misconception: Sexual harassment policies and training are the number one defense against workplace sexual harassment
What else can we do?
Cultivating more cooperation workplace environments
· Workplace conditions encouraging competition lead to higher levels of sexual harassment (employees are motivated to protect and enhance their status and power)
Importance of:
· Supervisor supportiveness
· Promoting teamwork
· Transparent and equitable reward/promotion systems


Taking steps to minimize gender inequality/imbalances (both symbolic and systematic)
Importance of:
· Balance gender ratios
· Promoting
· Transparent and equitable reward/promotion systems
Discourage the social acceptability of sexual harassment
· Organizational climate for SH: 
· Employee’s perceptions of the policies, procedures and practices in the organization, which serve to either reinforce/support sexual harassment, or punish/discourage it
· Role of leaders
· Support/endorse sexual harassment policies and training
· Enforce consequences/punishments
· Role modelling 
Involve all employees
· Most victims do not report their harassment
· Fear of not being taken seriously and retaliation
· Bystander intervention
· Interrupting harassment, confronting harasser, privately supporting target, reporting incident, providing documentation
· The goal of bystander intervention training is to offer alternatives that are accessible to different kinds of bystanders, in different kinds of situations








Week 12- Organizational Environment, Strategy, Structure; Change, Development, Innovation
External Environment- Events and conditions surrounding an organization that influence its activities
Components of the External Environment
· 
· The General Economy
· Customers
· Suppliers
· Competitors
· Social/Political Factors
· Technology

Open Systems- Systems that take inputs from the external environment, transform some of them and send them back into the environment as outputs.
Organizations can be described as open systems
· Inputs include capital, energy, materials, information, technology and people
· Some inputs are transformed (raw materials) while other inputs (skilled craftspeople)
· Transformations can be physical (manufacturing) or intellectual (programming)
Interest Groups- Parties or organizations other than direct competitors that have some vested interest in how an organization is managed.
Environmental Uncertainty- A condition that exists when the external environment is vague, difficult to diagnose and unpredictable.
· Simple Environment
· Relatively few factors and these factors are fairly similar to each other
· Complex Environment
· Contains a larger number of dissimilar factors that affect the organization
· Static Environment
· Components of this environment remain fairly stable over a long time
· Dynamic Environment
· Constant state of change which is unpredictable and irregular
Resource Dependence- The dependency of organizations on environmental inputs, such as capital, raw materials and human resources as well as outputs such as customers
· Newly formed small businesses are highly resource dependent
· Independent of environmental uncertainty but one usually affects the others. 
· Must develop strategies for managing resource dependence and environmental uncertainty. 
Strategy- The process by which top executives seek to cope with the constraints and opportunities that an organization’s environment poses.
· One of the most common strategic responses is a change in organisational structure
Organizational Structure- The manner in which an organization divides its labour into specific tasks and achieves coordination among these tasks.
Vertical Division of Labour
· Autonomy and Control
· Communication
Horizontal Division of Labour
· Job Design
· Differentiation
Differentiation- The tendency for managers in separate units, functions or departments to differ in terms of goals time spans and interpersonal styles

Departmentation										
· Functional Departmentation- Employees with closely related skills and responsibilities are assigned in the same department

· Product Departmentation- Departments are formed on the basis of a particular product, product line or service.

· Matrix Departmentation- Employees remain members of a functional department while also reporting to a product or project manager.

· Geographic Departmentation- Relatively self-contained units deliver an organization’s products or services in a specific geographic territory

· Customer Departmentation- Relatively self-contained units deliver an organization’s products or services to specific customer groups.

· Hybrid Departmentation- A structure based on some mixture of functional, product, geographic, or customer departmentation.

Coordination- A process of facilitating timing, communication and feedback among work tasks





Basic Methods of Coordinating Divided Labour
· 
· Direct Supervision
· Standardization of Work Processes
· Standardization of Outputs
· Standardization of Skills
· Mutual Adjustment


Other Methods of Coordination:
· Integration- The process of attaining coordination across differentiated departments, 

· Liaison Rule- Role occupied by a person who is assigned to help achieve coordination between his or her department and another department.

· Task Forces- Temporary groups set up to solve coordination problems across several departments.

· Integrators- Organizational members permanently assigned to facilitate coordination between departments. 

Traditional Structural Characteristics
· Span of Control- The number of subordinates supervised by a manager

· Flat Organization- An organization with relatively few levels in its hierarchy of authority.

· Tall Organization- An organization with relatively many levels in its hierarchy of authority.

· Formalization- The extent to which work roles are highly defined by an organization

· Centralization- The extent to which decision-making power is localized in a particular part of an organization. 

· Complexity- The extent to which an organization divides labour vertically, horizontally and geographically.

Summarizing Structures
· Mechanistic Structures- Organizational structures characterized by tallness, specialization, centralization and formalization.

· Organic Structures- Organizational structures characterized by flatness, low specialization, low formalization and decentralization.


Contemporary Organic Structures
· Ambidextrous Organization- An organization that can simultaneously exploit current competencies and explore emerging opportunities.

· Network Organization- Liaisons between specialist organizations that rely strongly on market mechanisms for coordination.

· Virtual Organization- A network of continually evolving independent organizations that share skills, costs and access to another’s markets. 

· Modular Organization- A network organization that performs a few core functions and outsources other activities to specialists and suppliers.

Other Forms of Strategic Response
· Vertical Integration- The strategy of formally taking control of sources of organizational supply and distribution.

· Merger- The joining together of two organizations.

· Acquisition- The purchase of one organization by another

· Strategic Alliances- Actively cooperative relationships between legally separate organizations.

· Joint Venture- Two or more organizations form an alliance in the creation of a new organizational entity.

· Establishing Legitimacy- Taking actions that conform to prevailing norms and expectations.
















Chapter 15- Organizational Change, Development and Innovation
What Organizations Can Change
· 
· Goals and strategies
· Technology
· Job Design
· Structure
· Processes
· Culture
· People


The Change Process
Unfreezing- The recognition that some current state of affairs is unsatisfactory

Change- The implementation of a program or plan to move the organization or its members to a more satisfactory state.

Refreezing- The condition that exists when newly developed behaviours; attitudes or structures become an enduring part of the organization.
 
The Learning Organization
· Organizational Learning- The process through which an organization acquires, develops and transfers knowledge throughout the organization.

· Learning Organization- An organization that has system and processes for creating, acquiring or transferring knowledge to modify and change its behaviour to reflect new knowledge and insight.

Dimensions of a Learning Organization:
· 
· Vision/Support
· Culture
· Learning System/Dynamics
· Knowledge Management/Infrastructure


Issues in the Change Process
· Diagnosis- The systematic collection of information relevant to impending organizational change.

· Change Agents- Experts in the application of behavioural science knowledge to organizational diagnosis and change.

· Resistance- Overt or covert failure by organizational members to support a change effort.
Causes of Resistance
· Politics and Self-Interest
· Low individual tolerance for change
· Lack of Trust
· Different assessments of the situation
· Strong Emotions
· A resistant Organizational Culture
Organizational Development (OD)- A planned, ongoing effort to change organizations to be more effective and more human.

Developmental Strategies
· Team Building- An effort to increase the effectiveness of work teams by improving interpersonal processes, goal clarification, and role clarification. 

· Survey Feedback- The collection of data from organizational members and the provision of feedback about the results.

· Total Quality Management- A systematic attempt to achieve continuous improvement in the quality of an organization’s products or services.

· Reengineering- The radical redesign of organizational processes to achieve major improvements in such factors as time, cost, quality or service.

· Organizational Processes- Activities or work that have to be accomplished to create outputs that internal or external customers value

The Innovation Process
Innovation- The process of developing and implementing new ideas in an organization.
· Individual Creativity
· Creativity- The production of novel but potentially useful ideas.

· Idea Champions- People who recognize an innovative idea and guide it through to implementation. 
· Creative Deviance- Defying orders by management to stop working on a creative idea.

· External Communication
· Gatekeepers- People who span organizational boundaries to import new information, translate it for local use and disseminate it. 

· Internal Communication

Diffusion- The process by which innovations move through an organization.
Factors of Diffusion
· Relative Advantage
· Compatibility
· Complexity
· Trialability
· Observability

Chapter 8- Organizational Culture

Organizational culture- The shared beliefs, values and assumptions that exist in an organization.
· Culture represents a way of life for organizational members who often take its influence for granted.
· Once culture is established it is stable and persistent despite turnover. AKA Social Continuity
· Culture can involve matters that are internal or external
· Culture has a strong impact on both organizational performance and member satisfaction

Subcultures- Smaller cultures that develop within a larger organizational culture and are based on differences in training, occupation or departmental goals
· Organizations can have several cultures
· Effective organizations will develop an overarching culture that manages these subcultures. 

Strong Culture- An organizational culture with intense and pervasive beliefs, values and assumptions. 
· Associated with greater success and effectiveness
· Organizations do not have to be big to have a strong culture
· Strong cultures do not result in blind conformity 

Assets of Strong Cultures
· Coordination
· [image: ]Conflict Resolution
· Financial Success

Liabilities of Strong Cultures
· Resistance to Change
· Culture Clash
· Pathology

Contributors to Culture
· The Founder’s Role
· Top management strongly shapes the organization’s culture
· Socialization
· 
· Selecting Employees
· Debasement and Hazing
· Training
· Reward and Promotion
· Exposure to Core Culture
· Organizational Folklore
· Role Models




Week 9- Teams and Decision Making
Communication
· The transfer and understanding of a message between two or more people

Importance of Communication for Groups:
· 
· [image: ]Coordination
· Information Sharing
· 
· Goals
· Task Direction
· Emotions
· Decision Making Alternatives 


· 
· Many opportunities from break-downs in destructive forms of communication

Barriers to Communication:
Asymmetric Information

Common Information Effect- Groups spend too little time discussing unshared (unique, uncommon) information
· Members don’t realize unique information exists
· Mutual Enhancement
· Discussing shared information feels good. Members judged as more competent and credible after discussing shared vs. unshared information
· Shard information is judged as more important and accurate than unshared information
· Psychological Safety
Psychological Safety- A shared belief that it is safe to take social risks
· Rooted in respect
· Encourages Voice
· The constructive expression of disagreement about work unit, team or organizational practice
· Groups characterized by high levels of psychological safety are more effective
· Members are more comfortable asking questions, seeking clarification, expressing dissent etc.
· Improved communication/information sharing
· Members are more likely to propose creative or unconventional ideas and solutions
· Improved decision quality
· Teams are more likely to fail productively
· Improved growth and learning

Other Barriers to Communication:
· Filtering/ Distorting- When a sender manipulates information so that the receiver will view it in a more favourable or particular way.

· Selective Perception- When a receiver selectively sees and hears info based on needs, motivations, experience, and/or other personal characteristics

· Defensiveness- Responding to a message perceived to be threatening by verbally attacking others, making sarcastic remarks, being overly judgmental, or questioning others’ motives

· Language- Words mean different things to different people, creating misunderstanding; Problems associated with jargon

Asymmetric Interests
Subordinate Goals- The shared purpose or vision of the team/collective objective
Individual Goals- A tension between value creation and value claiming
· Hinders critical thinking
· Encourages coalition/sub-groups
· Fosters counterproductive conflicts

Group Conflict
Interpersonal Conflict- A process that occurs when one person, group or organizational subunit frustrates the goal attainment of another
Within groups this leads to:
· An “Us vs. Them” mentality
· Declines in cohesion and trust
· “Winning” the conflict taking priority over problem solving.
· Parties distorting and/or concealing information
Relationship/Affective Conflict- Tension among indivudals that has to do with their relationship, not the task (personality clashes)
· Interpersonal incompatibilities that typically include feelings of anger, tension and friction
Task/Cognitive Conflict- Disagreements about the nature of work to be done (Differences of opinion about goals/technical matters)
· Differences in viewpoints and opinions that pertain the group tasks









Group Conflict and Effectiveness
Dysfunctional Conflict- Leads to productivity and effectiveness losses
· Creates a negative atmosphere
· Reduces cohesion
· Wastes resources
· Threatens psychological well-being and generates stress

Functional Conflict- Leads to change, adaptation and good decisions
· [image: ]Generation and Consideration of new ideas
· Stimulates creativity
· Parties monitor each other’s performance more carefully




Rational Decision Making
Perfect Rationality- a decision strategy that is completely informed, perfectly logical and oriented towards economic gain
· Assumptions of Model-
· Problem Clarity
· Known Options
· Clear/Constant Preferences
· Maximum Payoff
· No time/cost constraints

Bounded Rationality- A decision strategy that relies on limited information and that reflects time constraints and political considerations

Emotion and Decision Making
· Rationality/Reason vs. Emotion
· Emotions are counterproductive to decision making
· Emotions allow us to make decisions

Two Interdependent Neurological Systems
A) Cognitive Analysis Assessment (Rational Pattern Recognition)
a. Dorsolateral prefrontal cortex
B) Emotional Reaction (Emotion Tagging)
a. Anterior Insula
i. Tells us whether to pay attention to something or not
ii. Tells us what type of action to take
iii. Protects us from pathological indecisiveness 



People in a Positive Mood:
· Remember positive info
· Evaluate objects, people and events more positively
· Overestimate the chances of good events and outcomes
· Adapt similief, short-cut decision making strategies
· Make more creative and intuititve decisions and vice versa
· Emotions can provide a point of intervention in the decision making process
Emotions…
· Are necessary for decision making
· Can lead to better or poorer decisions
· Affect how and what people think about when making decisions
· Most influential in uncertain/ambiguous decisions

Group Decision Making
Why use groups for decision-making?
· Decision Quality
· Teams can collect more data, generate more idea and evaluate ideas better than individuals
· Decision Acceptance/Commitment
· Individuals are more likely to follow through on decisions they make with their peers
· Diffusion of Responsibility
· Team members share the burden of poor decision consequences
Groupthink
· The capacity for group pressure to damage the mental efficiency, reality testing and moral judgment of those in decision making groups
· Unanimous acceptance of decisions is stressed over quality of decisions
· Conformity- Adjusting one’s behaviour, attitudes and opinions to align with the rest of the group
Factors Encouraging Groupthink:
· Group cohesiveness/strong identification with the group
· Desire for approval
· Group isolation
· Promotion of a particular decision by the group leader
Group Polarization/ Group Shift
· A phenomenon in which the initial positions of individual group embers become exaggerated through group interaction
· Risky vs. Conservative Shifts
· Generation of ideas and arguments (in support of initial position) that individual members have not considered, further bolster their view
· Discussion provided better reasons for the initial tendency
· Members try to present themselves as similar to other members but even better
Group Decision Making Techniques
· Devil’s Advocacy
· Assign one group member the role of the critic during decision making
· Objective is to point out as many flaws in the proposed solution as possible
· Can help teams identify and avoid costly mistakes
· Best to rotate this role among members
· Dialectal Inquiry
· Create a debate between two alternative recommendations/solutions
· Half the group argues for each recommendation/solution alternative
· Brings out the limitations of both sets of ideas/helps group determine if they can be addressed
· Important to resist a win/lose attitude
· Nominal Group Technique
· Individuals silently list their ideas
· [bookmark: _GoBack]All ideas are written on a chart
· Discussion is permitted (only to clarify, no criticism)
· A written vote is taken
· Minimizes the influence of peer pressure and evaluation apprehension
· The group is a group in name only – members are actually making decisions on their own
· Delphi Technique
· No face to face communication; done virtually
· Gather the judgements of experts/ summarized by a neutral party
· Send the summary of options/recommendations back to the group of experts who then rate each decision choice
· The option with the highest cumulative expert rating is selected
· Brainstorming
· The group generates as many ideas as possible
· Creative and outside-the-box thinking is encouraged
· No judgement or criticism
· The censoring of criticism is counterproductive 
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