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Chapter 1  
          Organizational behavior and management 
What are organizations? 
· Social inventions for accomplishing common goals through group effort 
What are the three important elements of this definition? 
· Social intervention 
Early prescriptions concerning 

The Human Relations Movement 
· Advocated more people-oriented and participative styles of management that catered more to the social and psychological needs employees 
· The movement called for;
· More flexible systems of management 
· The design of more interesting job 
· Open communication
· Employee participation in decision making 
· Less right, more decentralized forms of control 
The classical view 
· The classical vies advocated a high degree of specialization of labour and coordination and centralized decision making 
· Attempt to prescribe the “ correct” way to manage an organization and achieve its goal 
· Classical view and bureaucracy 
· Human relation view
Contemporary management-the contingency approach 
· The general answer to many of the problem in organization is “it depends”
· Dependencies are called contingencies 
· The contingency approach to management recognize that there is on one best way style depends on the demand s of situation 
Summary of managerial activities
 See the book.
What managers do? 
The field 
Some contemporary（当代的） management -- 
· Five issues with orgnaniztions and managers are currently concerned 
· Diversity- local and global 
· Employee – organization relationships
· A focus on quality, speed, and flexibility 
· Talent management 
· Corportate social responsibility (CSR)
Talent managemetn 
· Talent management refer to an organzation’s process for attrcationg developing,retaining and utilizing people with required skill to meet current and future business needs
· Two most important management challenges 
· Recrument of high-quality people 
· Improving the appeal of the company culture and work environment 
· Organization behaviour can help companies improve their recuitment and retention and become an employee of choice 
· It provides the means for organizations to be designed and managed in ways that optimize telent attraction, development, retention and performance
Management practices of the best companies to work for Canada 
· Flexible work schedules 
· Stock-option, profit-sharing and bonues
· Training and develpoment programs
· Career development programs
· Wellness and stress reduction program 
· Employee recognition and reward program
Corporate social responsibility 
· CSR refers to an organization taking responsibility for the impact of its decisions and actions on its stakeholder 
· It extends beyond the intersts of shareholders to the interests and need of employees and community in which its operate

 Chapter 2  
Personality and learning 

Personality and organizational behaviour
· Personality has a long history in organizational behaviour 
· The role of personality in organzatioal behaviout has often beed debated in what is known as “person-situation debate”
· This has led to three approaches
· The dispositional approach:the posses of stable traists or chareateristics influence people’s attitude and bahviour 
· The situational approach: work environmen influnece people’s bahviours, feeling and attitude, such as reward, punishment 
· The interaction approach: both dispositional and situation; it is waidely used, it means to know the oraganizational beahviour, we need to know the individual personality and what kind of setting he or she work in. 
Personality is realative stable a set of psychologiacal charateristic 
Personality and the situation
· Role of personality in different situations
· Situations can be described as being either “weak” or “ strong”
· In weak situations, roles are loosely defined, there are few rules and weak reinforcement and punishment contingencies
· Personlity has the strongest effect in weak situations
· In strong situations, the roles ,rules and contingencies are more defined 
· Personality has less of an impact in strong situations 
# The Five-Factior Model of Personality 
· Five basic but general dimensions that describe personality:
· Extraversion  
· Emotional stability 
· Agreeableness 
· Conscientiousness 
· Openness to experience 
Locus of control
· A set of beliefs about whether one’s behaviour is controlled mainly by internal or external factors 
· Internals believe that the opportunity to control their own behviour resides within themeselves 
· Externals believe that external forces determine their behviour 
Locus of control: research 
· Internals are more satisfied with their jobs,earn more money, and achieve higher organizaitonal positions
· Internals perceive less stress, cope with stress better, and engage in more careful career planning 
Self- minitoring 
· The extent to which people observe and regulate how they appera and behave in social settings and relationships 
· High self- minitors take great care to observe and control the images that they project
· Low self-minitors are said to “ wear their hearts on their sleeves”
Slef-minitoring: research 
· High self-monitors are more involved in their jobs, performa better and are more likely ot emerge as leader 
· High self-monitors are likely to experience more role stress ans show less commitment to their organzation 
· High self-monitors are more likely to change employers and locations and to receive more promotion 
· Dealing with unfamiliar cultures might provoke stress 
Self-Esteem 
· The degeree to which a aperson has a postive self-evaluation 
· People with high self-esteem have favourable self-images 
· People with low self-esteem have unfavourable self-images 
Self-Esteem and behavioural plasticity theory 
· People with low self-esteejm tend to be more susceptible to extenal and social influences than those who have high self-esteem
· Events and people in orfanizations have more impact on the beliefs and actions of employees with low self-esteem 
· Employees with low self-esteem react badly to negative feedback-it lowers subsequent performance 
· People with high self-esteem make mor fulfilling career decisions and have higher job satisfaction and job performance 
Recent development in personality and organizational behaviour 
· Positive affectivity
· Negative affectivity 
· Proactive personality 
· General self-efficacy
Positive and negative affectivity:research 
· People with hifh PA report higher job satisfaction; they have higher job performance anc are more creative at work 
· People with higher NA  report lower job satisfaction; they have lower job performance 
· People with higher NA experience more stressful conditions at work and report higher levels of workplaces stress and strain. 
Proactive personality: reserch 
· Proactive personality is related to:
· Job performance 
· Tolerance for stress 
· Leadership effecitveness 
· Participation in organzaitonal initiatives
· Work team performance 
· Entrepreneurship 
· Caree success 
General Self-efficacy 
· Individuals with higher GSE are better able to adapt to uncertain situation 
· Employees with higer GSE have higher job satisfaction and job performance 
What is learing?
· A relatively permanent change in behaviour potential as a result of practice or experience 
· The practice or experience that prompts tearning stems from an enviornment that provides feedback concerning the consequences of behaviour 
What Do Employees learn?
· Practical skills
· Job- specific skills, knowledge,techinical competence
· Intrapersonal skills 
· Problem solving,critical thinking,alternative work processes, risk taking 
· Interpersonal skills 
· Interactive skills such as communicating. Tea,worl, conflict resolution 
· Cultural awareness 
· The social norms of organizaitons, company goals, business operations, expectations, and priorities
Increasing the probability of behaviour
· One of the most important consequences that influences behaiour is reinforcement 
· Reinforcement is the provess by which stimuli strengthen behaviours
· A reinforcer is a stimulus that follows some behaviour and increases or maintains the probability of that behaviour 
Summary of learing effects 
P exhibit 2.4

Chapter 3  
Perception, attribution and diversity 

What is perception?
· The perception of interpreting the messages of our sense to provide order and meaning to the environments 
· People base their actions on the interpretation of reality that their perceptual system provides, rather than on reality itself 
Factors that influnece perception 
                 Situation
Perceiver --------------------------------------------target 
-experience                           -ambiguity
motivataional state
emotional state 
Three common perceptual tendencies
· Selctivity： perceptuals do not use all of the avaible cues,and those they use are given special emphasis
· The tendency for the target to be perceived in the same way over time and across situation 
· The tendency to select, ignore and distort cues so that they fit together to form a homogenous picture of the target 
Bisc biases in person perception
· The impressions we form of others are susceptible to a numbr of perceptual biases:
· Primacy and recency effects
· Reliance on central traits 
· Implicit personality theories
· Projection
· Stereotyping 
Bruner’s model of the perceptual process: an example 
	         Model 
	         Example

	Unfamiliar target encountered 
	New co-worker

	Openness to target cues
	Obeservation search for imforamtion

	Familiar cues encountered
	Co-worker is standford gruduate with good grade 

	Target categorized
	Co-worker is “good man” with” great potential “

	Cue selectivity
	Co-worker’s poor performance ignored or distored 

	Categorization strengthened 
	Co-worker is still ‘good man” with “gret potential”


Three common perceptual and tendencies 
· Selectivity 
· The tendency for the target to be preceived in the same way over time and cross situation 
· The tendency to select, ignore and distort cues so that they fit together to form a homogenous picture of target 
Primacy and recency effects
· The relianceo n early cues or first impressions is known as the primacy effect
· Primacy often has lasting impact
· The tendency for perceiver to rely on recent cues or last impressions is known as the recency effect
Reliance on central traits
· People tend to organize their perceptions around central traits
· Central traits are personal characteristics of target person that are of particular interest to a perceiver
· Physical appearance is a common cnetral trait in work settings
· Conventionally attractive people fare better that unattractive people in terms of a variety of job-related outcome(eg. Getting hired)
Implicit personality theories 
· Personal theories that people have about which personality characteristics go together
· Perhaps you expect hardworking people to also be honset , or people of average intelligence to be most friendly
· If such implicit theories are inaccurate, they provide a basis for misunderstanding 
Projection
· The tendency for perceivers to attribute their own thoughts and feelings to other 
· In some cases, projection is an efficient and sensible perceptual strategy
· Projection can lead to perceptual difficulties 
Stereotying
· There are three specific aspects to stereotyping:
· We distinguish some category of people 
· We assume that the individuals in this category have certain traits 
· We perceive that everyone in this category possesses these traits 
Attribution :perceiving causes and motives 
· Attribuion is the process by which we assign causes or motive to explain people’s behviour 
· An important goal is to determine whether some behaviour is caused by dispostional or situational factors 
Dispositionla attrbutions 
· Dispositional attributions suggest that some personality intellectual characteristic unique to the person is responsible for the behaviour 
· Intelligenece, greed, friendliness, or laziness 
Attributiin cues 
· We rely on external cues and make inferences from these cues when making attributions 
· Three implicit quesiton guide our decisions as to whether we should attribute some behaviour to dispositonal or situational causes
1. Does the person engage in the behaviour regularly and consistently? (consistency cues)
2. Do most people engage in the behaviour, or is it unique to this person?(consensus cues)
3. Does the person engage in the behaviour in many situations or is it distinctive to one situation? ( distinctiveness cues )
Attribution in action 
· Roshani is basent a lot, her co-workers are sledom absent, and she was absent a lot in her previous job
· Mika is absent a lot, her co-workers are also absent a lot, but she was almost never absent in her previous job
Biases in attribution 
· Although obsevers often operate in a rational, logival manner in forming atttibutions about behaviour, this does not mean that such attributions are alwys correct 
· Three biases in attribution:
· Funfamental attribution error
· Actor-obeserver effect
· [bookmark: _GoBack]Self-serving bias: everything u do this job and it is good for yourslef 
Person perception and workforce-diversity 
· The changing workplace
· Valuing diversity 
Stereotypes and workforces diversity 
· A major barrier to valuing diversity is the stereotype 
· Common workplace stereotypes are based on gender, age, race, and ethnicity
· Stereotypes can have negative effects on how individuals are treated in organizations 
· Stereotypes treat: members of a social group feel they might be judged or treated according to a sterreotype and that their bahaviour or performance will confirm the stereotype 

Chapter 4 
What are value?
· A broad tendency to prefer certain states of affairs over others
· Values have to do with what we consider good and bad 
· Values are motivational and very genereal 
· People tend to hold values structured around such factors as achievement power autonomy, conformity, traditon and social welfare 
Generational differences in values 
· Genetaional differences in work values or the way values are expressed is important because a good” fit” between a person’s values and those of the organization(person-organizaiton fit) leads to more positive work attitudes and behaviour 
Culture differences in values 
· There are basic differences in work –related values across cultures 
· A lack of understanding of cross-cultural differences can cause foregin assignments to terminate early and business negotiations to fail. 
Hofstede’s study 
· Geert hofstedes quesioned over116,00 IBM employees in 40 countries about their work related values 
· He discovered four basic dimensions along which work-related values differed across cultures:
· Power distance 
· Uncertainty avoidance 
· Masculinity/femininity 
· Individualism /collectivism 
· Subsequent work with canadian michael bond that catered more to Eastern cultures resulted in a fifth dimension 
· Long-term/short term orientation 
Implications of cultural variation 
· What are the implications of cultural variation for organizaitonal behaviour?
Exporting OB theories 
· Organizational behaviour theories, research and practices from North America might not translate well to other societies 
· A good fit between company practices and the host culture is important 
Importing OB theories 
· Not all theories and practices that concern organizaitonal behaviour are designed in North America or even in the West 
· The most obvious examples are “ japanese management “ techniques, such as quanlity circles,total quality management , and just in-time production 
· Organizations need to tailor management practices to the home culture’s concerns 
Appreciating global customers 
· An appreciation of cross-cultural differences in values is essential to understanding the needs and tastes of customers or client around the world 
· Appreciating the values of gkobal customers is also important when the customers enter your own culture 
Develpoing global employees 
· Success in translating management practies to other cultures, importing practies, and appreciating global by acident 
· Companies need to select, train, and develop employees to have an appreciation of differences cultural values and the implications of these differences for behaviour in organizations.
What are attitudes 
· An attitude is a fairly stable evaluative tendency to respond consistency to some specific object, situation, person, or category of people 
· Attitudes involve evaluationsdirected toward specific target 
· They are more specific than values  
                       Manage style
                       technology
Stimuli                  noise
Work                    peers
Environment            reward system
Factor                 career opportunity 

the three components of attitudes: cognition, affect, behaviour 
· Cognition ---beliefs values --- “my supervisor is unnfair”----“having a fair supervisor is important to me”
· Affecr----feeling and emotions-----“ I don’t like my supervisor”
· Behaviour----intended behaviour ---“the submitted a formal request to transfer”
What are attitude?
· Attitudes are tendencies to respond to the target of the attitude 
· Attitudes often influence our behaviour toward some object, situation, person, or group 
Attitude decide behaviour 
· Where do attitudes come from?
· Attitudes are a function of what we think and what we feel 
· Attitudes are the product of a related belief and value
Belief + value= attitude-----behaviour 
· Organizaitons often attempt to change employee attitude 
· Most attempts at attitude change are intiated by a communicator who tries to use persuasion of some from to modify the beliefs or values of an audience that support a currently held attitude
What is job satisfaction?
· A collection of attitudes that workers have about their jobs
· Two aspects of satisfaction 
· Facet satisfaction refers to the tendency for an employee to be more or less satisfied with various facets of the job: 
· the wor itself
· compensation
· career opportuinity 
· recognition
· benefits
· The most popular measure of job satisfaction is the Job Descriptive Index(JDI)
· It is designed around five facets of satisfaction
· Employees respond “yes” “no”or”?” in decribing whether a particular word or phrase is descriptive of particular facets of their jobs 
· The Minnesota Satisfaction Questionnaire (MSQ) is also a carefully constructed measure of job satisfaction 
· Respondents indicate how happy there are with various aspects of their job on a scale ranging from “ very satisfied” to “ very dissatisfied” 
What determines job satisfaction ?
· We frequently find differences in job satisfaction expressed by individuals perfoming the same job in a given organizaiton 
· How does this happen?
Discrepancy 
· A theory that job satisfaction stems from the discrepancy betwenn the job outcomes wanted and the outcomes that are perceived to be obtained 
· There is strong evidence that satisfaction with one’s pay is high when there is a small gap between the pay received anf the perception of how much pay should be received 
Fairness 
· Issues of fairness affect both what people want from their job and how they react to the inevitable discrepancies in organizational life.
· There are three basic kinds of fairness:
· Distributive fairness
· Procedural fairness
· Interactional fairness 
Disposition 
· Could your personality contribute to your feeling of job satisfaction?
· The dispositonal view of job satisfaciton is based on the idea that some people are predisposed by virtue of their personalities ti ve more or less satisfactied despite changes in discrepancy or fairness 
How dicrepancy, fariness, dispostion, mood, and emotion affect job satisfaction 
         Fairness-------------------------------------------
Values ------------job outcomes wanted------         mood 
                Discrepancy -------------------------------------job satisfacaiton 
Preceive         
Beliefs -------- ----Job outcome       disposition   emotion
                received 
Some key contributiors to job satisfactions
· The facets that seen to contribute the most to feelings of job satisfaciton for most North American workers include:
· Mentally challenging work
· Adequate compensation 
· Career opportunities
· People (friendly or helpful colleagues)
Consequences of job satisfaciton 
· Job satisfaction has a number of consequences:
· Absence from work
· Turnover
· Perfomance 
· Organizaitonal citizenship behaviour 
· Customer satisfaciton and profit 
A model of employee turnover 
See EXHIBIT 4.9
What is organizational commitment?
· Organizaitonal commitment is an attitude that reflect the strength of the likage between an employee and an organization 
· This linkage has implications for whether someone tends to remain in an organizaiton 
· Researcher John Meyer and Natalie Allen have identified three very different tyoes of organizaiton commitent 
Affective Commitment 
· Commitment based on a person’s identifiaction and involvement with an organizaiton 
· People with high affective coommitment stay with an organizaiton because they want to.
Normative commitment
· Commitent based on ideology or a feeling of obligation to an organizaiton 
· People with high normative commitment stay with an organizaiton because they think they should do so 
Continuance commitment 
· Commitent based on the costs that would be incurred in leaving an organizaiton 
· People wirh hifh continuance commitment saty with an organizaiton because they have to do 

Chapter 5
 Theories of work motivation 
Perfomance = abilities +motivation
More training for imprive abilities 
People to training program to cost money 
P9…s1 satistify 
Why study motivation 
· Why should you study motivation?
· It is one of the most traditional topics in organizaitonal behaviour
· Motviation is especially important in contemporary organizaitons:
· Global compettitiveness
· Repaid changes 
· Flexibility 
· Attention to consumers
What is motivation? 
· The extend to which persistent effort is directed toward a goal 
· The basic charactersitcis of motivation:
· Effort 
· Persistent 
· Direction
· Goals 
Intrinsic motivation
· Motivation that stems from the driect relationship between the worler anf the task and isusually self-applied
Extrinsic motivation
· Motviation that stems from the work environment external to tht task ans is usually applied by others 
Because they have easy control 
Self-determination theory
· A theroy of motivation that considers whether people’s motivation is autonomous or controlled
· Autonomous motivation occurs when people are self-motivated by intrinsic factors
· Controlled motivation occurs when people ar motivated to obtain a desired consequence or extrinsic reward 
· Extrinsic facators can lesd to autonomous motivation 
· Autonomous motivation facilitates effective performane, especially on complex tasks 
Motivation and performance 
· Performance refers to the extet to which an organzaitonal member contributes to achieving the objectives of the organizaiton 
· While motivatin contributes to performance, the relationship is not one-to-one because a number or other factors also influence performance 
Factors contributing ot individual job performance 
                                  Genenal cognitive  emotional
                                    Ability         intelligence 
Amount of effect
Persistence of effort  motivation                             performance
Direction of effort          personality    task understanding  chance 
Need theories if wirk motivaiton 
· Motivaiton theories that specify the kinds of need s people have and the conditions under which they will be motivated to satisfy these needs in a way that contibute to performance 
· Three prominent need theories of motivation:
· Maslow’s Hiererchy of Needs
· Alderfer’s ERG theory 
· McClelland’s theory of Needs 
Relationship between Maslow and Alderfer need theories 
High order      Maslow’s Need Hierarchy    Alderfer’s ERG theory  intrinsic 
  Needs            self-actualizaiton          growth 
                    Self-esteem          
Belongingness           relateness
 Safety  
                    Physiological            existences            
Baisc needs                                                  extrinsic
McCleland’s theory of Needs
· A non-hierarchical need theory of motivation that outlines the conditions under which certaun needs result in particular patterns of motivation
· Needs reflect relatively stable personality characteristic 
· Concerned with the specific behavioural consequences of three needs: achievement, affiliation, and power 
Research support for need theories 
· Frustration of relatedness needs increases the strength of wexistence needs
· The simplicity and flexible of ERG theory seem to capture the human need structure better than the greaster complexity and rigidity of Masloww’s theory 
· Research on McClelland’s need theory is generally supportive of the idea that particular when the work seeting permits the satisfactioin od these needs.
Managerial implicaitons of need theories 
· Appreciate diversity of the needs of individual employees and offer incentives or goals that correspond to htem
· Appreciate the motivation potential of intrinsic motivation and the existence of higher-order needs 
· Higher-order needs will fail to develop unless lower-level needs are reaonably well gratified.
Process theories of work motivation 
· Motivation theories that specifiy the details of how motivation occurs 
· Three important process theories 
· Expectancy theory 
· Equity theory 
· Goal setting theory 
Goal setting theory
· A process theory that state that goals are motivational when they are specific challenging, and whn organizational members are committed to them and feedback about progress toward goal attainment is provided.
The mechanisms of goal setting 
Goals   -----------------------mechanisms------------performances
Specific                 direction  
Challenge               effort
Goal commitment         persistence 
Feedback                task strategies 

Chapter 6
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