 MOS 2181A Exam #1 Summary

Below is a very brief summary of the material covered in lecture. Please see your textbook and additional readings slides for more information.

INTRODUCTION TO OB

· OB = understanding, explaining and improving attitudes and behaviours of individuals and groups in organizations
· Compare to human resource management and strategic management
· Organizational behaviour (OB) is a field of study devoted to understanding, explaining and improving the attitudes and behaviours of individuals and groups in organizations
· HRM takes the theories and principals studied in OB and explores the application of those principles
· Strategic management focuses on the characteristics that affect an organization’s profitability 
· Management theory
· Scientific management (Frederick Taylor) and bureaucracy (Max Weber)
· Frederick Taylor put heavy emphasis on scientific management and Taylor focused on designing optimal and efficient work processes by using scientific methods (measurement, experiments)
· Max Weber looked at the organization in a bureaucratic form which included division of labour with high specialization, strict chain of command, system of formal rules and procedures, and decision making at the top of the hierarchy  
· Human relations movement
· Emerged as management scholars began to recognize that the psychological attributes of workers (needs, attitudes) and the social forces within work groups has important effects on behaviours 
· Hawthorne Studies (1924 – 1933 @ Western Electric Company’s Hawthorne plant) revealed limitations to classical approach 
· Human relations viewed any productivity problems as alienation from the organization, failure to satisfy the important personal needs or goals, low commitment and workgroup norms
· Contemporary management theory
· Both classical and human relations approaches are useful there is no one best principle 
· Integrative model of OB
· All relates back to two outcomes: job performance and organizational commitment
· Does OB matter?
· Resource-based view: resources that are rare and not easily imitated help firms maintain a competitive advantage
· A firm’s resources include financial, physical and items related to OB (knowledge, decision making, ability, goodwill)
· Resources are valuable when they are rare (in short supply) 
· Resources are also rare when they are inimitable which we get when…
· History offers a collective pool of experience, wisdom, and knowledge that benefits the organization 
· Numerous small decisions are the small decisions that people make every day
· Socially complex resources are created by people, such as culture, teamwork, trust and reputation
· The rule of one-eighth
· Effective management of OB requires a belief that several different practices are important, along with long term commitment to improving those practices
· Rule of one-eighth is a belief that at best 1/8 or 12% of organizations will actually do what is required to build profits by putting people first
· 50% wont believe the connection between how they manage their people and the profits
· 50% of those will not make changes that are not comprehensive enough (they simplify OB)
· 50% of those will not carry out the practices long enough to derive actual economic benefits  
· Research in OB
· Theory, hypotheses, correlation, meta-analysis
· A theory is a collection of verbal and symbolic assertions that specify how and why variables are related, as well as the conditions in which they should (and should not) be related
· Hypotheses are written predictions that specify relationships between variables
· Correlation is the statistical relationship between two variables denoted as r it can range from 0 (no statistical relationship to +/- 1 (perfect statistical relationship)
· Causal inference is when we conclude that one variable really does cause another
· Meta-analysis is a method that combines the results of multiple scientific studies by calculating a weighted-average correlation across studies (with larger studies receiving more weight)
· Additional reading about evidence-based practice: Barends et al. (2014)
Barends et al. (2014)
· Studied evidence-based practices with trustworthy information 
Scientific Evidence
· Findings from public sources
Organizational Evidence
· Data from the organization
Experiential Evidence
· Professional experience and judgement of practitioners 
Stakeholder Evidence
· Values and concerns of those affected by decision outcome
Evidence Based Process
1. Ask an answerable question
2. Acquire evidence
3. Appraise trustworthiness
4. Aggregate evidence
5. Apply evidence
6. Assess the outcome

Conclusions 
· Knowledge from science is better than opinion
· Multiple sources are more accurate 
· Good evidence does not tell you what to decide, but helps decide 
· Evaluating the outcome of a decision has been found to improve both organizational learning and performance 
· Averaged professional experience is more significant than personal experience 

JOB PERFORMANCE 

· Job performance is about behaviours rather than results
· Job performance
· Job analysis is a process by which an organization determines requirements of specific jobs
· National Occupational Classification (NOC) – national database of occupations in Canada, organizing over 40,000 job titles into 500 occupational group descriptions 
· Employee behaviours that contribute either positively or negatively to the accomplishment of organizational goals
· Task performance – includes employee behaviours that are directly involved in the transformation of organizational resources into the goods or services that the organization produces
· Routine, adaptive, creative
· Routine task performance are well-known or habitual responses by employees to predictable task demands
· Adaptive task performance are thoughtful responses by an employee to unique or unusual task demands
· Creative task performance are ideals or physical outcomes that are both novel and useful
· Citizenship behaviour – voluntary employee behaviours that contribute to organizational goals by improving the context in which work takes place
· Interpersonal: helping, courtesy, sportsmanship (going beyond normal job expectation to assist, support and develop coworkers)
· Helping – assisting co-workers who have heavy workloads, aiding them with personal matters, and showing new employees the ropes
· Courtesy – sharing important information with co-workers
· Sportsmanship – maintaining a positive attitude with co-workers through good and bad times
· Organizational: voice, civic virtue, boosterism (going beyond normal expectations to improve operations of the organization, defend it and be loyal to it)
· Voice – speaking up to offer constructive suggestions for change, often in reaction to a negative work event
· Civic virtue – participating in company operations at deeper-than-normal level through voluntary meetings, readings, and keeping up with news that affects the company
· Boosterism – positively representing the organization when in public
· Counterproductive behaviour (employee behaviours that intentionally hinder organizational goals)
· Property deviance:  behaviours that harm the organization’s assets and possessions 
· sabotage – intentional destruction of equipment, process, or products
· theft – stealing company products or equipment from the organization
· Production deviance: intentionally reducing organizational efficiency of work output
· Wasting resources – using too many materials to do too little work
· Substance abuse – the abuse of drugs or alcohol before coming to work or on the job
· Political deviance: behaviours that intentionally disadvantage other individuals 
· Gossiping – casual conversations about other people in which the facts are not 100% true
· Incivility – communication that is rude, impolite, discourteous, and lacking in good manners
· Personal aggression: Hostile verbal and physical actions directed towards other employees
· Harassment – unwanted physical contact or verbal remarks from a colleague 
· Abuse – employee assault or endangerment from which physical and psychological injuries may occur 
· Performance management
· Management by objectives, behaviourally anchored rating scales, 360-degree feedback, forced ranking
· Management by objectives (MBO) – a management philosophy that bases employee evaluations on whether specific performance goals have been met
· Behaviourally Anchored Rating Scales (BARS) – uses examples of critical incidents to evaluate an employee’s job performance behaviours directly
· 360-degree feedback – a performance evaluation system that uses ratings provided by supervisors, co-workers, subordinates, customers, and the employees themselves
· Forced ranking – a performance management that forces managers to rank each of their people into one of three categories: the top 20%, the vital middle 70%, or the bottom 10%

· Additional reading about weather and employee productivity: Lee et al. (2014)
· Weather conditions influence individual’s cognition 
· Bad weather reduces the potential for cognitive distractions, sustains attention and increases productivity
· # of hours works related to the weather on those days
· Relationship between productivity and weather

Weather and employee productivity
· Study by Lee and colleagues (2014)
· About weather conditions and employee productivity 
· The authors proposed that when the weather conditions are poor related to greater productivity 
· When we think of sunny days we get distracted by various outdoor activities 

Hypotheses:
· Good weather conditions will decrease work productivity on tasks that require sustained attention and focus (
· Good weather conditions will increase the salience and attractiveness of outdoor options
· The relationship between good weather conditions and work productivity will be mediated by greater cognitive distractions (mediated = that comes in between)

Study 1: Knowing that greater rain is increases productivity 
· Employees at a Japanese bank
· Measured completion time (number of minutes to complete a task) and weather conditions
· One-inch increase in rain was related to a 1.3% decrease in worker completion time (not going to be asked)
· Greater rain is related to better work productivity 

Study 2: More rain = higher productivity (quicker at finding spelling errors with more rain)
· U.S. residents locating spelling errors in an essay
· Measured productivity (time in seconds spent correcting spelling errors) and weather condition 
· More rain was associated with higher productivity (speed and accuracy)

Study 3: What kind of activities can be distracting 
· Online workers 
· Imagined “a beautiful, sunny day” or “raining outside”
· Those who imagined good weather conditions listed significantly more outdoor activities that they would like to engage in

Study 4: Brought together the research study
· University students
· Participated in data-entry task on a day to day basis with poor weather (rainy) or good weather (sunny). Were exposed to a variety of outdoor options or not
· Having attractive outdoor options decreased productivity through increased cognitive distractions


ORGANIZATIONAL COMMITMENT

· Organizational commitment (an employee’s desire to remain a member of an organization)
· Affective commitment, normative commitment, continuance commitment
· Affective commitment is due to a feeling of emotional attachment
· Erosion model – employees with fewer bonds with co-workers are more likely to quit 
· Social influence model – employees with direct linkages to co-workers who leave will themselves be more likely to leave
· Continuance commitment is an employee’s desire to remain a member of an organization due to an awareness of the costs of leaving
· Embeddedness – an employee’s connection to and sense of fit in the organization and community
· Normative commitment is an employee’s desire to remain a member of an organization due to a feeling of obligation 
· Focus of commitment (e.g., team, organization, manager)
· The people, places, and things that inspire a desire to remain a member of an organization 
· Workforce diversity, changing employee-employer relationship
· Psychological Contracts – employee’s beliefs about what employees owe the organization and what the organization owes them 
· Transactional Contracts – Psychological contracts that focus on a narrow set of specific monetary obligations 
· Relational Contracts – Psychological contracts that focus on a broad set of open-ended and subjective obligations 
· 4 Responses to negative events at work 
· Exit – a worker ends or restricts organizational membership
· Loyalty – a worker publicly supports the situation but privately hopes for improvement
· Neglect – Interest and effort in the job declines 
· Voice – an active constructive response in which workers attempt to improve the situation 
· Withdrawal behaviour (employee actions that are intended to avoid work situations)
· Psychological withdrawal (neglect): e.g., daydreaming, cyberloafting (LEAST TO MOST SERIOUS)
· Daydreaming – one’s work is interrupted by random thoughts or concerns 
· Socializing – one verbally chats with co-workers about non-work topics 
· Looking busy – one attempts to appear consumed with work when not performing actual tasks
· Moonlighting – uses work time and resource to do non-work-related activities 
· Cyberloafting – use of internet, email and IM for personal enjoyment instead of work tasks 
· Physical withdrawal (exit): e.g., absenteeism, tardiness, quitting (LEAST TO MOST SERIOUS)
· Tardiness – arriving late to work
· Long breaks– taking longer-than-normal lunches of breaks to spent less time at work
· Missing meetings – neglecting important work functions while away from the office, 
· Absenteeism – missing entire days of work 
· Quitting – Voluntarily leaving the organization 
· Constructive responses to negative events (loyalty, voice)
· Models of withdrawal behaviours (independent forms, compensatory forms, progression)
· Independent Forms Model – withdrawal behaviours are uncorrelated, engaging in one type of withdrawal has little bearing on engaging in other types 
· Compensatory Forms Model – withdrawal behaviours are negatively correlated, engaging in one type of withdrawal makes one less likely to engage in other types
· Progression Model – Engaging in one type of withdrawal make one more likely to engage in other types 


PERSONALITY, CULTURAL VALUES, & ABILITY

· Personality – the structures and propensities inside a person that explain his or her characteristic patterns of thought, emotion, and behaviours; personality reflects what people are like and creates their social reputation 
· Traits – recurring trends in people’s responses to their environment 
· Cultural values – shaped beliefs about desirable end states or modes of conduct in a given culture that influence the expression of traits 
· Ability – stable capabilities of people for performing a particular range of related activities 
· [bookmark: _GoBack][image: ]Big Five dimensions of personality
· Conscientiousness, agreeableness, neuroticism/emotional stability, openness to experience, extroversion
· Understand which are related to performance in most jobs, only some jobs, etc.
· Conscientious employees prioritize accomplishment striving – a strong desire to accomplish task related goals as a means of expressing one’s personality 
· MODERATE CORRELATION TO JOB PERFORMANCE AND ORGANIZATIONAL COMMITMENT 
· Agreeable people prioritize communion striving – a strong desire to obtain acceptance in personal relationships as a means of expressing one’s personality 
· Extraverted people prioritize status striving – a strong desire to obtain power and influence within a social structure   
· Zero acquaintance situations – when two people have just met
· Positive affectivity – a dispositional tendency to experience engaging moods such as pleasant, engaging and elation
· Neuroticism is also known as emotional stability 
· Neuroticism is synonymous with negative affectivity – a dispositional tendency to experience unpleasant moods such as hostility, nervousness and annoyance 
· Locus on control – one’s tendency to view the cause of events and personal outcomes as internally or externally controlled (neurotic people believe that the events occur around them are driven by luck, chance or fate)
· Openness is valuable in jobs that required creative performance 
· Cognitive ability + Openness  Creative Thought  Creative Performance 
· Cultural values
· Culture – the shared values, beliefs, motives, identities, and interpretations that results from common experiences of members of a society and are transmitted across generations
· Hofstede: individualism-collectivism, power distance, uncertainty avoidance, masculinity-femininity, short-term vs. long-term orientation
· Individualism-Collectivism –the degree to which a culture has a loosely knit social framework (individualism) or a tight social framework (collectivism) 
· Power Distance – The degree to which a culture prefers equal power distribution (low power distance) or an unequal power distribution (high power distance)
· Uncertainty avoidance – The degree to which a culture tolerates ambiguous situations (low uncertainty avoidance) or feels threatened by them (high uncertainty avoidance)
· Masculinity–Femininity – The degree to which a culture value stereotypical male traits (masculinity) or stereotypical female traits (femininity) 
· Short-term vs. Long-term – The degree to which a culture stresses values that are past- and present- orientated (short-term orientation) or future orientated (long-term orientation)
· Project GLOBE
· Examine the impact of culture on the effectiveness of various leader attributes, behaviours, and practices
· Ability – the stable capabilities people have to perform a particular range of different but related activities 
· Cognitive –  capabilities related to the use of knowledge to make decisions and solve problems 
· STRONG CORRELATION TO JOB PERFORMANCE AND WEAK CORRELATION TO ORGANIZATIONAL COMMITMENT 
· Verbal – understanding and expressing oral and written communication 
· Quantitative – basic mathematical operations and selecting and applying formulas to solve mathematical problems
· Reasoning – sensing and solving problems using insight, rules and logic
· Spatial – Visual and mental representation and manipulation of objects in space 
· Perceptual – capacity to perceive, understand and recall patterns of information 
· General cognitive ability – the general level of cognitive ability plays an important role in determining the more narrow cognitive abilities  

· Emotional: EI – understanding and use of emotions that affect social functioning 
· Self-awareness – the ability to recognize and understand the emotions in oneself 
· Other awareness –– recognize and understand the emotions that other people are feeling
· Emotion regulation – ability to recover quickly from emotional experiences 
· Use of emotions – degree to which people can harness emotions and employ them to improve their chances of being successful in whatever they are seeking to do 
· Physical: 
· Strength – degree to which the body is capable of exerting force
· Stamina – the ability of a person’s lungs and circulatory system to work efficiently while he or she in engaging in prolonged physical activity 
· Flexibility – the ability to bend, stretch, twist or reach 
· Coordination – the quality of physical movement in terms of synchronization of movements and balance 
· Psychomotor – Capabilities associated with manipulating and controlling objects 
· Sensory – Capabilities associated with vision and hearing
· Typical performance – performance in the routine conditions that surround daily job tasks 
· Maximum performance – performance in brief, special circumstances that demand a person’s best effort 
· Situational strength – the degree to which situations have clear behavioural expectations, incentives or instructions that make differences between individuals less important 
· Trait activation – the degree to which situations provide cues that trigger the expression of a give personality trait
· Cogntiive Abi

JOB SATISFACTION
· JOB SATISFACTION = STRONG CORRELATION TO ORGANIZATIONAL COMMITMENT AND MODERATE CORRALTION TO JOB PERFORMANCE 
· Job Satisfaction – a pleasurable emotional state resulting from the appraisal of one’s job or job experiences; represents how a person feels and thinks about his or her job
· Employees commonly value pay, promotions, supervision, co-workers, the work itself, helping others, status and environment 
· Values – things that people consciously or unconsciously want to seek or attain
· Values and value-percept theory
· Job characteristics theory:
· Value-percept theory – a theory that argues that job satisfaction depends on whether the employee perceives that his or her job supplies those things that he or she values 
· Dissatisfaction = (Vwant – Vhave) X (Vimportance)
· Common faucets of value percept theory of job satisfaction 
· Pay Satisfaction – feelings about the compensation
· Promotion Satisfaction – feelings about how the company handles promotions
· Supervisor Satisfaction – feelings about their boss and their competency and personality 
· Co-worker Satisfaction – feelings about co-workers including their abilities and personality 
· Satisfaction with the work itself – feelings about the actual work task
· Meaningfulness of work – viewing work tasks as something that counts in the employee’s system of philosophies and beliefs 
· Responsibility for outcomes – a psychological state indicating the degree to which employees feel they are the key drivers of the quality of work output
· Knowledge of results – extent to which employees are aware of how well or how poorly they are doing
[image: ]
·  5 core characteristics: variety, identity, significance, autonomy, feedback (VISAF)
· Variety – degree to which a job requires different activities and skills
· Identity – degree to which a job offers completion of a whole, identifiable pieces of work
· Significance – degree to which a job really matters and impacts society as a whole
· Autonomy – Degree to which a job provides freedom, independence and discretion to perform the work
· Feedback – degree to which the job itself provides information about how well the job holder is doing 
·  3 critical psychological states: meaningfulness of work, responsibility for outcomes, knowledge of results
· 2 moderators: knowledge/skill, growth need strength
· Knowledge and skill – the degree to which employees have the aptitude and competence needed to succeed on their job
· Growth need strength – the degree to which employees desire to develop themselves further
· Job Enrichment – job duties and responsibilities are expanded to provide increased levels of core job characteristics 
· Job crafting – when employees shape, mold, and redefine their job in a proactive way
· Mood vs. emotion
· Moods – states of feeling that are mild in intensity, last for an extended period of time, and are not directed at anything
· Pleasantness – the degree to which an employee is in a good mood versus a bad mood
· Activation – the degree to which moods are aroused and active as opposed to unaroused and inactive
· Flow – a state in which employees feel a total immersion in the task at hand, sometimes losing track of how much time has passed
· Emotions – intense feelings, often lasting for a short duration, that are clearly directed at someone or some circumstance 
· Positive include joy, pride, relief, hope, love and compassion
· Negative include fear, guilty, shame, sadness, envy, disgust 
· Affective events theory – a theory that describes how workplace events can generate emotional reactions that impact work behaviours 
· Emotional labour – the management of their emotions that employees must do to complete their job duties successfully 
· Emotional contagion – the idea that emotions can be transferred from one person to another

· Additional reading about overqualification and job satisfaction: LaRochelle-Cote & Hango (2016)
Additional Reading
Over-qualification in the workplace
· Report by Stats Canada
· This part of this report that we are interested in most is the relationship between overqualification and job dissatisfaction 
· Think about the trends that are happening 
· Education mismatch is what was used to define over-qualification 
· Overqualification = educational or credential mismatch (not skill mismatch)
· If applying today, what would be the usual education qualification required for your position
· 12% of participants were “overqualified” (i.e., their jobs required no more than high school education)
· By birth + location of highest degree
· 27% of foreign born workers with a foreign university degree
· 9% of Canadian-born workers 
· 5% of foreign born workers with a Canadian university degree
· By field of study 
· 21% of those with a degree in humanities, languages, or arts
· 14% of those in social science, business, or law
· 10% of those in STEM
· 84% of university graduates were satisfied or extremely satisfied with their jobs
· Job dissatisfaction based on overqualification 
· 13% of workers with a job requiring high school or less were dissatisfied 
· 3% of workers with a job requiring a university education were dissatisfied 



GOOD LUCK WITH YOUR STUDYING 
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