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Decision making/ problem-solving: process of developing a commitment to some course of action. 
well structured problems: solved with programs which simply standardize problems.
ill-structured problems: combination of an unclear existing state, an unclear desired state, or unclear methods to get from 1 state to another. 
	- unique, non recurrent, + require non-programmed decision making using rational 	model.
Rational decision making model includes: 
1. problem identification
2. information search
3. development if alternative solution
4. evaluation of alternatives
5. choice of the best alternative
6. implementation
7. ongoing evaluation of the implementation alternative
economic maximization: imaginary, perfect decision maker has free + easy access to all relevant info, processes it accurately, for a single ultimate goal. 
bounded reality: Real decision makers do not have free + easy access to info, human mind has limited info processing capacity, is susceptible to variety of cognitive biases. 
economic gain: outweighed by time constraints + political considerations.
satisfice: choose solution that is "good enough" rather than maximize
framing: aspects of presentation of info about a pblm that are assumed by decision makers.
	-could include: assumptions about boundaries of a prblm, possible outcomes of decision, or reference points used to decide if a decision is successful.
cognitive biases: tendencies to acquire + process info in a particular way that is prone to error. 			-constitutes assumptions + shortcuts that can improve decision making efficiency, 		-frequently leads to serious errors in judgement. 
escalation of commitment: tendency to invest in additional resources in an apparently failing course of action. 	
	-emerges frm ppl's desires to justify past decisions + attempts to recoup sunk costs.
Emotions: positives; can enhance the decision making process in relation to correction ethical errors or when dealing with creative problems.
	-negatives; distract + unsettle decision makers + lead to poor decisions
mood: has an important impact on the process + for ambiguous prblms; can affect info recall, evaluation, creativity, time reference, + project outcomes
groups: positives; often make higher quality decisions cuz of their vigilance + potential capacity to generate + evaluate more ideas, more readily accepting of decision they were involved in making.
	- negatives; takes a lot of time, may provoke conflict, may fall prey to groupthink, make 	risky/ conservative decisions. 
groupthink: social pressures to conform to a particular decision outweigh rationality
attempts to improve decision making;  involved training, discussion leaders, stimulating controversy, brainstorming,  nominal group technique, + Delphi technique.
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power: capacity to influence others who are dependent through 
	-legitimate power: power by virtue of their position in company
	-virtue of commanded resources: reward, coercion, friendship, subordinates, peers, + 	superiors
obtain power by: doing right thing (extraordinary, visible, + relevant) + cultivating right ppl (outsiders, subordinates, peers, + superiors)
empowerment: giving ppl authority, opportunity, + motivation to solve prblms
influence tactics: interpersonal strategies that convert power into influence, include; assertiveness, ingratiation, rationality, exchange, upward appeal, + coalition formation.
rationality(most efficient): logic, reason, planning, compromise
individuals with high need of power: behave in an abusive or domineering fashion/ responsibly. affective when used  to achieve company goals. 
strategic contingencies: subunits who obtain power by affecting events that are critical to them.
subunits: gain power when able to reduce uncertainty, function is central to workflow, + when other subunits or outside contractors can't perform their tasks. 
organizational politics: occur when non-sanctioned influence means are used/ non-sanctioned ends are pursued
pursuit of non-sanctioned ends: always dysfunctional, unless used to achieve approved goals.
political tactics:
1. networking: establishing good relations with key ppl to accomplish goals, contributes to political skill, political astuteness, interpersonal influence,  +apparent sincerity.
2. Machiavellianism: set of cynical beliefs about human nature, morality, + permissibility if using various means to achieve one's end
3. situational morality, lying, + "psyching out" are other common tactics
defensiveness: avoid taking actions that don't suit personal agenda +avoid blame for negative events. 
ethics: systematic thinking about moral consequences of decisions + impact on stakeholders.
ethical dilemmas faced by mgmt: honest communication, fair treatment, special consideration, fair competition,  responsibility to organization, social responsibility, + respect for law.
	-causes: potential for gain, role conflict, the extremes of business competition, 	organizational + industry culture, + certain personality characteristics.
sexual harassment: form of unethical behaviour that stems from abuse of power + perpetuation of a gender imbalance at work.
	prevention plan: training + education, clear + formal policies, vigilance, detection of " 		deaf ear" syndrome, + rapid response.
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interpersonal conflict: process that occurs when1 person, group, or organizational unit frustrates the goal attainment of another. 
	-revolves around: facts, procedures, the goals themselves.
	-causes: intergroup bias, high interdependence, ambiguous jurisdictions, + scarce 	resources, + differences in; power, status, + culture. 
types of conflict: relationship, task, + process conflict
conflict dynamics: need to win dispute, withholding info, increased cohesiveness, negative stereotyping of other party, reduced contact, + emergence of aggressive leaders.
modes of managing conflict: avoiding, accommodating, competing, compromise, + collaborating.
negotiation: decision making process among parties that don't have the same preferences
distributive negotiation: attempts to divide up a fixed amount of outcomes. tactics include; threats, promises, firmness, concession making, + persuasion
integrative negotiation: attempts to enlarge amount of outcomes available via collaboration/ prblm solving. 
	-Tactics include; exchanging copious info, framing diff as opportunities, cutting costs, 	increasing resources, + introducing superordinate goals
conflict: used to reinvigorate the workplace. often negative, but can be necessary to change initiatives, generate new ideas, lead to more careful monitoring of others, redistribution of power within organization.
stressors: environmental conditions that have potential to induce stress
stress: psychological reaction that can prompt tension, anxiety cuz they feel incapable of coping with demands made by stressor.
stress reactions: behavioural, psychological, + physiological
Personality characteristics like;  type A, have external locus of control, + high negative affectivity are able to perceive + experience more stressors, + react negatively.
stressors ;	-common managerial + executive level: role overload + high responsibility
		-operative level: poor physical working conditions, + underutilization of 				potential owing to poor job design
		-boundary role occupants: experience stress in the form of conflict btwn 				demands  frm inside + demands frm outside the company, + emotional labour
		-burnout: when a job produces emotional exhaustion, cynicism, + low self-			efficacy
		-all members: job insecurity + change, role ambiguity, sexual harassment, 			interpersonal conflict, + work-family conflicts 
work engagement: positive state of mind about work involving dedication, absorption,  vigour.
job demands-resource model: explains how demands lead to burnout + resources lead to engagement.
behavioural reactions to stress include; problem solving, modified performance, withdrawal, + use of addictive substances. 
problem solving: most effective reaction cuz it  confronts stressor directly + has potential to terminate stress episode.
defence mechanisms : most common psychological reaction, temporarily reduces anxiety
physiological reactions: cardiovascular risk factors
strategies to reduce stress: job redesign, family-friendly human resource policies, stress mgmt programs, + work-life balance programs. 
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 hypothesis: formal statement of expected relationship btwn 2 variables that is frequently asked by researchers  about work / organizations
variables: measures that can take on 2 or more values. researchers mainly concerned with independent  + dependent variables. sometimes interested in moderating + mediating variables. 
independent  variables: predictor / cause of variation in a dependent variable
dependent variables: will vary as a result if changes in the independent variable
moderating variables: affects nature of relationship btwn an independent + dependent variable such that relationship depends on level of moderating variable
mediating variables: intervenes or explains relationship btwn independent + dependent variable
measurement of variables:
	-reliability: index of consistency of a research subject's response
	-validity: index of extent to which a measure truly reflects what it is supposed to measure
	-convergent validity: when a strong relationship btwn diff measures of the same variable
	-discriminant validity: when a weak relationship btwn measures of diff variables
observational research: 1 or few observers asses 1 or few instances of organizational behaviour in its natural setting.
participant observation: observer takes part in activity being observed
direct observation: assessment occurs without active participation of researcher
correlational research: attempt to measure variables question more precisely using questionnaires, interviews, + existing data. 
	-inability to imply causation is a problem researches use experiments to resolve. 
experimental research: investigator changes/ manipulates  some factor in organizational setting + measures the effect it has on behaviour
in experimental language, variable manipulated/changed is the independent variable + it is expected to affect the dependent variable.
causation: inferred from a carefully designed experiment with high internal validity.
internal validity: confidence that the researcher has in concluding that changes in the dependant var are due to independent var. threats are an alternative explanation.
	- the use of a control group, + random assignment to experimental + control conditions 	increase validity + lower threats
observation method: used when variables not well defined, not easy to isolate + measure precisely 
	strengths: to make an initial examination of an organizational event where little info is 	available +to generate ideas for further investigation
	weakness: lack of control over the environment in which study is being conducted + the 	small number of observers + situations in a typical study. 
correlation research: interested in specific variables that are well defined + relatively easy to measure, but can't be manipulated are known.
	strengths: provides more precision + greater control 
	weakness: can't be used to study causation 
experimental research: interested in causation + the effect of an independent variable on a dependent variable + it is both possible  + ethical to manipulate the independent variable.
	strengths: provides greater amount of rigour
	weakness: sacrifices the breadth + richness if less rigorous techniques (observational)
external validity: extent to which the results of a study generalize to other samples + settings, greater when results of study are based on large random sample
random sample: research participants randomly chosen from population of interest, ensures all relevant individuals, groups, or organizations have equal probability of being studied + give confidence of the findings
hawthorne effect: favorable response of subjects in experiment to a factor other than the independent variable that is formally being manipulated. 
	-it is psychological in nature, although not well understood
	-likely candidates:  subject reactions to special attention (inc. feelings of prestige), 	heightened morale, etc.
	-might misinterpret true reason for any observed change in behaviour, cuz research 	subjects have unmeasured feelings about their role in research.
researchers in organizational behaviour have an ethical obligation to do rigorous research + to report all research accurately.
	-physical well being of research subjects is prime importance
	-avoid unnecessary deception inform participants about general purpose  + protect their 	anonymity.
