Commerce 1BA3
EVERYTHING HIGHLIGHTED/ STARRED WILL BE ON FINAL EXAM

[bookmark: _GoBack]STAR/HIGHLIGHT EVERYTHING IMPORTANT 
(Know macateer’s background: Where did she do undergrad , masters and what did she do)
Emotional intelligence, integrity and authenticity * - training to be leaders
It is about self and “other guy”

 
Half the exam is from mouth
What’s the difference between single bottom line, double bottom line and triple bottom line?

“My executives today are fired because the play by triple bottom line or single bottom line? SINGLE, meaning they are greedy for profit”

What does the triple bottom line tell us to have in our mind? Venn diagram 
3 P’s: profit, people planet (aka sustainability) – SWEET SPOT IT
Executives are fired because of not following this
Sustainability is very important in the long run. If you don’t play by the rules you get kicked out

What’s the difference between voluntary and involuntary change?
Voluntary -YOU make it happen after evaluating someone
Involuntary- Ordered to do so 
Which ones harder? – Voluntary 
When does the human make voluntary change?- When the pain of the present becomes greater than the pain of the unknown 

What are the 3 types of resumes?
Assignment 1: 
· What does SNAKE stand for?
· How would you motivate someone/people?
· Leadership
· Communication
· READ PG. 4 and 5

Teal wants me to read about “LP”? 
What’s a “loafer”?
Intro OB:
Micro and Macro (Organizational behavior_) 

Micro: Perception of people Individual psyching of the worker- “why is he absent for 5 days, why is he committing un ethical practices?”  INDIVIDUAL WORKERS
Macro: 

MEZO, what is it? The study and practice on how humans work together, how they interact and  interaction of humans

Why does a team not have synergy? 
What is synergy:  The interaction or cooperation of two or more organizations, substances, or other agents to produce a combined effect greater than the sum of their separate effects

Know how to:
Communicate up (executives etc.)
Middle
Workforce

What’s the difference between positive and negative stress?
Positive: Stimulating, exciting
Negative: Powerless, overwhelmed

Top 3 Competencies- “top 3 transferrable skills”  

Internal consultant- YOU are the manager in an organizational behavior in an organization confronting any issues 

External – You are hired by another company to do the consulting 

What questions to ask
Who is it that I am paying attention to (the company? Bob?)
What is the goal, what is it that needs to be accomplished
Why are we here? What is it that you want me to do?
How will we achieve this? Do you want me to form a team to do this

TEALS SHEET- REFER TO IT FO RMIDTERM Q’s

3 Primary resources to get a human committed: 
· Time
· Money 
· Effort/Ego (How “married” you are to an area)

KNOW THE THE 2 EQUATIONS


Stress:
Physiological – Physical pain such as headaches, heart pain, skin rash
Psychological symptom- Inferiority complex (you don’t believe in yourself)
Behavioural- (Using drugs, increase risky behavior, increase/decrease behavior) takes 7 seconds to get into

Equity theory

PG.5

Individuals – micro
Groups- 
Orginizations- macro





EQUATION 1:
S+T=R
Given a situation how I think determines how I respond (aka behaviour)
When teal walked down aisle to pick someone
Teal was the “S”
We were the thoughts (getting nervous etc.)
S- Situation
T-Time
R-Result

EQUATION 2:
D>R=S
Demands
Resources
Stress

EQUATION 3:
Dp>Rp=Sd
Distress >Resources = Stress


Everyone has bias

Attitudes- Thinking and Response 

1. Understand (the current state- where am I RIGHT now?)
2. Predict- (Asking predictive questions, pondering, “will this candidate be the right fit”)
3. Explain- Why things are the way right now (Why is your team de-motivated? Why is bob unhappy?)
 

Teal question:

Thermostat analogy 

Step 1: What is the current temperature or state?
Step 2: What is the desired temperature state? (Ex. This is where our company want to be in this year)
Step 3: Magnitude of the gap- Close the gap 
Step 4: Measure the changes 
Bundle- read 4 consecutive slides


1.

A continuum of managerial consulting (traveling through the time)

1. KNOW SCHOOL OF THOUGHTS, CHECK SLIDESHOWS-Classical traditional thinking- Very much like SILO MANAGEMENT (ex. When bosses talk down to employees “don’t talk back at me, do what you’re told”)
2. Human relations
3. Human resources perspective
4. Contingency approach 

2.
What is it called in industry when departments don’t talk to each other?  Max Weber and Fred Taylor established theories 

Max- “Everything must be controlled” Carefully planned, coordinated and controlled 
Put quantity over quality 

What was Fred known for? He developed the piece rate hassium – he theorized commission
He was also the grandfather to workplace standards… non humanistic  

What is the traditional school of thought?

3. 
Evolution of OB
· Better understanding of the human worker 
· Hawthorne studies- read about it- was about the study of how you treated people 

                                                          






                            Hierarchy of Maslow                              
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Self actualization- to be a better person
Self esteem- (*what is the difference between self esteem and self Efficacy?)
Affiliation (Support network, a need to be liked)
Safety security
Physiological
What is Maslow’s theory? - You cant move up to the next one unless the one before has been filled
The notion of prepotency

Theory X vs. Theory Y
Workers want to contribute to productivity if you give them a chance (theory Y)
Theory X says the opposite 

Human relations perspective-
Remember this: Autonomy (Pushing decision making down/ self decisions)
Satisfied workers--------------------------------------- leads to higher productivity 
What is the name of the core competency we are looking for today? 
1.Situational sensing.
2. There are 3 realities:
- Steady conflict
- Uncertainty 
- Complexity (chaos management)
(READ ABOUT THESE)
(KNOW THE ICEBERG IN THE TEXTBOOK)

We still have classical and traditional school of thoughts today. 
What core competencies(skills) must I have today? Start on pg. 14
Give me symptoms/ examples/ behaviours on core competencies 

Know the managerial roles: (IID- Informational (the ways you receive/sense and transmit information, Interpersonal (How well does he maintain and establish interpersonal relationship?), Leadership- What is the difference between to manage and to lead? Managing is doing things right. Example, good at hiring, firing and training people. Leading is doing the right things.

What do managers do? (Managerial roles according to Mintzberg)
What is the difference between entrepreneur and intrapreneur? 
Intrapreneur means you create new ideas for the companies.

Communicating up
Communicating to colleagues 
Communicating to the workforce
Know about communications
Know about managerial agenda
Know about managerial minds
Look at trends managers are facing today

Ability vs. Personality what is the difference? 
Ability- what a person is capable of doing
Personality- Psychological characteristics that influences the way an individual interacts (genetics play a factor)
· Can include values, motives
· What influences behaviour more: personality or environment?
· Dispositional, situational and interactionist approaches 
Dispositional, situational and interactionist approaches- what is the difference in these? (CHECK TEXTBOOK)
Situational- the organizational surroundings/settings influence behaviour 
Interactionist- 
Dispositional- 

IQ EQ CQ- what’s the difference? 
IQ- measure cognitive ability
EI- Emotional intelligence is the concept 
[image: Image result for emotional intelligence chart]
CI- Cultural intelligence (represents a person’s capability to function effectively in situations characterized by cultural diversity
· What jobs would require high CQ? – international relations job, public relations jobs, negotiations jobs, supply chain relationships 



How do you measure cultural intelligence?
CQ-strategy (interprets and understands the different cultures)
CQ-knowledge (person’s understanding of how cultures are similar)
CQ-motivation (do you really want this? How hungry are you for it?)
CQ-behavior 

Five factor model of personality- “know the big 5 plus the 7 other”
· Strong evidence that there’s a genetic connection to the personality
Dimensions: chap 2
Extra version vs introversion
*KNOW ALL OF THESE 5
1. Extraversion: Outgoing, sociable, proactive, assertive, energetic (know introversion as well)
2. Emotional stability (degree of emotional control a person has): high E.S means a non-insecure person, etc. low E.S is the opposite 
3. Agreeableness (degree of approachability, friendliness, eager to help others) know OCB
4. Conscientiousness (most important one of the 4. It is the degree of how responsible and achievement oriented you are, as in setting goals and striving towards them, positively oriented, hard working, self disciplined. Low conscientiousness are not to be trusted, cannot count on them.) More conscientiousness you are, the stronger it correlates to stronger synergy, greater the performance go’s up. Number 2, you have a higher chance of getting employment. 
5. Open to experience (The degree of which a person agrees upon things, shows more curiosity. Innovation, very creative, innovative and open person.) Low openness to experience people do not think outside the box.
*KNOW THE 7 OTHERS (pg.48,49,50 forward): 
1. Locus of control (Internal or external person. Its your belief of whether you are internal or external. (internal people, when they lose a jobthey are instantly planning for what sto come. External locus waits for other people to do things for them, they don’t take charge themselves. Are prone to lots of stress.)
2. Self monitoring- The degree of how much people observe themselves and regulate themselves in terms of how they appear and behave (literally how they look physically. Watching yourself and making corrections- the higher level  higher level you are, the better it is- always up to feedback because you are very aware.)
3. Self esteem (connects to Self efficacy.) 
4. Positive and negative affectivity- Highly connected to mood and approach to life, optimism and pessimism
5. Proactive personality- You are always make some assumptions- tendency to take initiatives to take action on a range of activities and a re-active would wait for a boss to tell them to do something
6. Self efficacy – Evaluations people make of their self worth- what are the most obvious characteristics that form someone the way they are.
7. Core self evaluations

*STUDY THE 3 INTELLEGENCES 
*What are the most common personality variables we examine in consulting 
*Personality: KNOW THE BIG 5 AND 7 OTHERS
*Know all the competencies

Know personality variable and the values that drive you towards them. 

*BE AN EXPERT ON THESE:
1. Abilities personalities/ abilities 
2. Values (ex. The core values, All of the individual value system, (Exhibit 4.1 pg.128- look at that chart) Differences in Values- GENERATIONAL DIFFERENCES IN VALUES, **CULTURAL DIFFERENCES** pg 128-132 teal wants me to know 6 value systems. Work centrality- how is work valued by the employees- do they live to work or work to live. Hofstede’s power distance-The extent to which distribution of power is accepted- superiors are easily accessible, the level of power distance is decreased as in more equality amongst executives and employees. Uncertainty avoidance- the extent to which people are comfortable with uncertainty. -Strong U.A means positive risk-taking environment is. Masculinity/femininity- **In a male dominated workplace dominance of the men is a glass ceiling for women.** In a women workplace they stress gender equality. Individualism/ collectivism. Short/long term orientation- short term means immediate gratification and on singe bottom line and the long term means a focus on triple bottom line.)
3. Attitudes – One is job satisfaction and organizational commitment are very important, KNOW THEM. 
**What is an attitude? ** - A fairly stable evaluative tendency to respond consistently to some specific object, situation, person or category 

 



Personality values attitudes job satisfaction- Smees person
1. Know big 5 and 7 
2. Hofstead’s model 
3. Attitudes (Belief-Value-Attitudes-Behaviour)
4. Core competencies needed 
· One question on intro stuff, 1 on personality, 2 q’s on perception and 1 question on motivation 
5. How do attitudes impact your…..(ability to motivate people for ex.)
6. Motivations and management

*What is definition of job satisfaction – know the diff. between facet and 
Facet: One aspect of a job you are having trouble with (a factor, such as lack of safety, or growth opportunities)
Overall: The compilations of facets 
*Know the determinants of job satisfaction. 
1. Discrepancy- when the job outcomes I wanted were not the ones I perceived to be in place 
2. *Fairness- you receive outcomes you think you deserve. There are 3 types of fairness- distributive (when people receive the outcome that they deserve from their job.)  Procedural (it’s the process that’s used to determine the work outcome for the employees (example, there would be procedural injustice if the CEO’s son got the job over anyone else), and interactional (when people feel they have received respectful and informative info, and how people treat you.)    READ pg.146-153
3. Disposition-
4. Mood and emotion- 
5. Work factors- 

What does absenteeism translate to?
1. Physiological sick days 
2. Sematic complaint
3. Repeated lateness (tardiness)

Consequences of job satisfaction
1. Absenteeism 
2. Turnover
3. Performance 
4. Organisational Citizenship 
5. Customer satisfaction and profit


Organizational Commitment 
· Affective commitment (based on identification and involvement in the organization)
· Continuance commitment (based on costs associated based off of if I were to leave the company)
· Normative commitment (Commitment based on ideology or a feeling of obligation for the company)

“Its not what you look at, its what you see.” (core words of perception.)

1. Interpreting
2. Order and prioritizing 
3.  -

*Know the components of perception (multiple choice question):
- Perceiver (
- Target (perception involves interpretation of the target. Ambiguous targets are susceptible to interpretation. 
- Situation ( the context, for ex. Timing can affect what one perceives)
What is perception? – The process of interpreting the messages of our senses to provide order and meaning to the environment 

**Social identity theory:**
· People (perceivers) form perception of themselves (target based on their characteristics and memberships in social categories (situation)
· People (perceivers) form perceptions of others (target) based off of their memberships in social categories (situation)

**Bundle perception slides. (I need to know 2 models of perception. First one is the picture, basic 5 stage model and also Bruner’s model. Pg 87.)**
5 stage model:
Environmental. Stimuli- Everything around you- that’s a stimuli. As in getting fresh air vs stale air, or sunshine, or squeaky desk etc. And also the 5 senses.
Perceptual selection- internal and external 
Observation, use 5+1 (including intuition or “gut feelings”. “I paid attention to this clothing” or “he works at Deloitte and I want to work there too.)”
Step 4: Our brains make a perception of reality 
*Interpretation: When you draw conclusions from certain traits of behavior. It is also where attributions are formed**

(BOXES 3, 4 ,5 – I HAVE TO KNOW THESE) – Teal’s word is attention. What do I choose to pay attention to?

Bruner’s model:
· Unfamiliar target encountered  (first section on the 5 stage model of environmental)
· Openness to target cues (second on 5 model- search for information)
· Familiar cues encountered (co-worker is Stanford grad-third)
· Target categorized (“good man” with “good potential”-fourth)
· Cue selectivity (performance is ignored-fifth)
· Categorization strengthened- (ex. Co-worker is still “good man” with good potential. took in stuff that mattered and throws out whatever that does not match with their thoughts)
**Teal wants me to know both 5 model and Bruner’s model info. 

Attribution 
· It is the process by which causes or motives are assigned to explain people’s behavior.
· Know internal and external attribution (dispositional vs. situational attribution)
· In an internal, or dispositional, attribution, people infer that an event or a person's behavior is due to personal factors such as traits, abilities, or feelings. In an external, or situational, attribution, people infer that a person's behavior is due to situational factors.

Attribution Cues- see Teal’s handout (pg.91-92.)
**There are 3 pieces of data that guide our decision as to what to do with people.** (exam questions on this)
· Consistency cues- info about an employees performance over time
· Consensus cues- do most people engage in the behaviour, or is it unique to this person
· Distinctiveness cues – data that allows comparisons between the usage of tasks 
On handout the first 


**Perceptual errors, bundle the 4 slides- what are the nine perceptual errors that humans make?**

1. Stereotyping- tendency to generalize people in social categories and ignore variations in them 
2. Self fulfilling prophecy- Occurs when our expectations about another person cause that person to act in a way that is consistent with those expectations (stereotyping people by just looking at them and treating them in a way)
3. Halo- One trait forms a general impression (you have a favorable/non favorable impression of Charlie…also matches with Bruner’s principle where you pick the favorable and leave out the negatives) 
4. Projecting- The tendency for perceivers to attribute their OWN thoughts and beliefs to others... believing that others see the same way I do... I assume others are like me 
5. Primacy/ Recency effect- When perceivers put first impressions over EVERYTHING 
6. Implicit personality
7. Reliance on central traits – Looking at personal characteristics of the perceiver to make a better impression on them (if they went to Harvard, talk about how I also went to Harvard to make a better impression on them)
8. 
9. 

What situations will we see perceptual errors most often?
1. Perception of workforce diversity- Cultural intelligence (CI) and how you deal with it.. diversity is the differences between employees such as gender, race, age etc.
2. Perception of trust- If there is a lack of trust in the workplace, there will be LOTS of negative outcomes 
3. Perceived organizational support (POS)- Do I believe that the company I work for values my contributions and cares about my well being?
4. Perception in human resource management- There are 3 zones of H.R section
· Recruiting and selection
· Performance appraisals and performance management 
· Discipline and discharge (firing)

What are the biases in attribution?
Fundamental attribution – when something goes wrong, we are quick to blame the person and not the situation
Actor observer effect- 
Self serving bias- Humans take credit when the good things happen but dismiss their failures 
Actor observer effect- When something goes wrong people will see it the opposite way

· Stereotyping (refers to a process in which we tend to attribute (give to) to someone characteristics that typify a group to which they belong.) 

What is time conscientiousness?
Time conscientiousness asks me do I know how to spend my time, am I aware as to how to spend my time?
Whether you think you can or cant you’re probably right- Henry Ford
All to often we are driven by a sense of urgency as opposed to a sense of values 
How you spend your time is based on your values.
What could each of the following do to help your time conscientiousness?
1. Necessity – Am I setting my priorities correctly?
2. Appropriateness - Am I the correct person to be doing these tasks? Is it appropriate that I am doing this, or should I share the task?
3. Efficiency – Is there a better way to do X?






Energy

                               Time 

Match your difficult and cognitive tasks to your high energy periods. 
Match the lower cognitive requirement so the low energy periods.

BUNDLE MOTIVATION SLIDES (1 and 2)
Teal definition: 
1. What gets behaviour started 
2. How come some of you are so hangry, and some of you don’t care?
3. How come youre here?

1. Effort- The strength of a persons work related behaviour
2. Persistence- You are hangry, you are NOT quitting, 
3. Direction of effort- Where you channel your persistence
4. Goals- What is your purpose, goal, light of the storm? 



1. Intro stuff 
Real deal: 
· 1 q on intro stuff
· 1 on person,val,attid,1 on perception
· 2 q’s motiv

What is effort means*
Direction of the effort*
What is the difference between intrinsically and extrinsically motivation?*
Int: “I have feelings of accomplishments” , “I am growing, feeling stimulated” – Motivation that is branched between the worker and the work itself
Ext: “I am motivated by the grade” – Motivation that stems from the work environment externals to the task
Group discussion question: Is it possible to be highly motivated yet not perform well? What variables could affect this relationship? 
----- Come up with 5 variables that I can explain with, an example of something we studied relating to that (IQ, CQ, EQ)

SMEE for MOTIVATION:
Motivation Question this week is on C1:
· Listen to the content of their needs and motives 
· Content of employees, Max and Fred
· What are the 4 content related motivational approaches 

Motivation Question on C2 is on cognitive, know 3 of them
· What’s going on in your head
Motiv. C3 is on contextual.
· What can I throw at you , do to  your job to make you behave
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1. Diff between higher order and lower order
2. What does GNS stand for and what does it do?
3. **What is the label of the mechanism as to how this works? The notion of prepotency KNOW THIS**. Answer: The lowest level of unsatisfied need has the greatest motivating potential. So you would not be working on friendships and love etc. if you didn’t have water, food shelter etc. 
ERG- Existence, Relatedness and Growth- Know this for multiple choice regarding Maslow’s theory*
The satisfaction and progression hypothesis- know this*
McCallan’s theory (3 needs): N-ACH : Need for achievement (loves to accomplish tasks), need for power (love to influence people and things, loves to take charge. *What’s the difference between high need for power (positive) and high need for power (negative)?* Pos. good leader, Neg. bad leader. Need for affiliation (You put high effort for networking, friendships etc. You are a social person) 
What are the practitioner implications of C1? (Question on Thursday)
1. Understand and appreciate diversity (everyone’s needs are different)
2. Develop as many 1 on 1 relationships as you possibly can 
3. Groupings of people with similar needs is the next best idea (grouping employees by demographics)  
4. Watch the line you cross about what you ask people 
5. Turn needs into performance related goals with associated action steps to allow everyone to move forward 

· Maslow
· Herzberg
· Alderfer
C2:
What’s going on in a person’s head causes them to either be motivated or unmotivated.
KNOW EQUITY THEORY.**
(Study C2 and C3 for next week)
**     **
1. First cognitive theory: Expectancy theory: Motivation is jointly determined by 3 factors
Factor 1: E to P (A persons perception in putting effort (E) in their job will lead to successful performance (P), E to O (A persons perception (P) that successful performance on the job will result in a valuable outcome (O.)) Valence (V). The extent to which the person sees the outcome to be personally valuable (V.) Teal’s turkey story-remember that.) 
· Managers must clarify and increase employees perceptions and beliefs that E will lead to P. 
· Managers must clarify employee perceptions that P will lead to O.
· Appreciate diverse needs (cafeteria style delivery) 
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2. Equity theory. Whether it is over rewarding or under rewarding, you may or may not take action.

· *Theoretical Anchor: Cognitive dissonance. When a person holds 2 cognitions that are psychologically inconsistent, we experience discomfort or confusion or pain and even imbalance (Teal’s dodge viper story). 
· Cognitive dissonance is motivating state. Motivated to do what? To get rid of/ reduce the dissonance or discomfort. How can we do this? Ignore it, not pay attention to it, deal with the problem directly. 

3. Ratio exchange. We compare each other by seeing what you bring to the party and what they bring, and you either feel satisfied or crappy. We measure this by using a ratio exchange. 
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Outcomes of perceived inequity
1. Alter my outputs/ outcomes 
2. Cognitively distorts inputs or outcomes 
3. Quit/ leave the field 
4. Take action to change the inputs/ outputs of others 
5. Most important and logical one- change your comparison to someone else

Managerial Practice:
1. Understand that people compare themselves
2. Objectively decide on pay grades 
3. Have emotional intelligence about communicating discrepancies
4. Maintain an open door policy**- You are know as a leader to always listen and resolve perceived discrepancies. Such as saying (okay this is why bib gets paid more than you)



Goal setting theory 
1. Goal specificity- Specific goals have better outcomes than vague goals
2. A goal must be difficult but not too difficult (difficult but achievable)
3. Goals have to be accepted, employees must buy in, and OWN them (buy in, own them as your own)
4. Feedback – perception of trust. The more goal feedback you get, more progress updates you get the better the wagon
5. What are the managerial implications? - Managers should meet with their subordinates to come to an agreement on goals (set them together). Also, they must understand that humans have different goal orientations. Encourage distil and proximal goal setting (long term goal setting and short term goal setting.) Regular monitoring and progress checks. Start again (relate to thermostat theory.) 
What is MBO? Management by objectives. Pg 223. A managerial technique for improving motivation and performance using goal setting principles 



Thursday’s questions: C2 and C3
3 cog. Theories 
What’s the name of the theory that sits at the base of the cognitive theory? (MC question) Ans: Cognitive dissonance 
**Question 5 is on contextual**

SHEET: CONTEXTUAL THEORIES 
Context: How can I change something around a person? (What can I do to make you behave, for ex.)
1. Conditioning 
Positive Reinforcement: When a pleasant stimulus is applied (pay, chocolate bar, a time off) following some behavior. These stimuli are said to be positive enforcers if the BEHAVIOUR IS LIKELY TO REPEAT AGAIN.

Negative Reinforcement: Something unpleasant is taken away. When an unpleasant stimulus is removing or withdrawn following a certain behavior. The removal of the stimulus is to negatively reinforce a behaviour. 

Punishment: Unpleasant is applied this time. Something nasty is applied in our behaviour. So when Bob behaves a certain way, something unpleasant is implemented (criticism, threats) so the behaviour does not occur again. 
Extinction: To extinguish something. Something pleasant is taken away (stopped praising Bob to raise the bar on Bob- Bob stopped getting praises when he kept bringing in 2 clients, but now after bringing in 3 he is getting praises again.) So making an old level no longer good.

**Whats the name of the label of managerial technique for goal setting theory? Ans: MBO Question 52 on exam**
OB Mod – Designed to change the way an employee behaves 
Recognition program- Awards, ceremonies
Training and development programs

** See Teal’s other side handout (Job characteristics model) **
**Question on job design (Hackman and Oldham) **
Model of work design- NOT getting tested on that

Why is job design a motivator? 
Because how you set up the job (structure/configure the job) will entice you to do better 
**Job design: The structure, content and configuration of a person’s work tasks and roles**
The more the different things you do, the more you will be motivated 
How involved you are with the job will allow you to identify with the job
(**Enrichment: Should you be enlarging the job or enriching your job? Enlargement says give them more things to make them happier. This is not true. Enrichment means you re design the job to satisfy – Enhance intrinsic motivation, the quality of their work life and job involvement.
KNOW what GNS is (growth need strength- Don’t touch someone’s jo unless you KNOW their GNS)


To increase SV: The extent to which a job involved a variety of activities. Upper leads to motivation up, so if I increase my variety of things I could do my motivation goes up. 
To increase TI. Up leads to the extent to which the job extends to a completion of a whole completed task. IF you know your piece contributed to a bigger picture it will make you more motivated.
To increase TS. The extent to which the worker understands that the work has significant impact on other people. Increases motivation.
To increase Autonomy. Push decision making down, allow people discretion in making their decisions. 

Feedback: The extent to which performing the job results in the worker receiving clear information about their level of performance in their job. Increases motivation. 

Money as a motivator:
1. Fred Taylor created a pay system that said, the more thing you can make the more money you can make. Called piece rate pay system. 
2. Wage incentive program (wage + some extras) 
3. Merit program (pay for performance): Commission plans or lump sum bonuses  
Pay system that motivate teamwork: 
1. Profit sharing – The return of some company profit to employees in the form of cash bonus or supplements. Top hat profit sharing plan
2. Gain  sharing- group pay incentive plan based on productivity and performance improvements whereby the workforce has control (formula based) 
3. ESOP system- Employee stock options program- An incentive plan that allows employees to own a set amount of company shares 
4. Skill based pay systems- Paid based on the number of skills people gather 
These are 4 ways to motivate you employees.  
ESOP: Skill based pay system, flex time, compressed work week, work-sharing 
Indirect compensation: dental/ vision care, “perks” like company cars, payment for gas 

Individual decision making:
Opening exercise- Teal’s escalation exercise (Assg. 2 question 1)
Teal wants me to read the diff. between a well structured vs. ill-structured problem 
Perfect rationality human believes that the decision they are making is very logical and is the best decision – this never happens because we are all humans. 
1. Problems with perfect rationality : difficult to achieve
2. Suggests that decisions are based on calculations of everything (all options and consequences) 
3. Decides how managers should make decisions rather than how they actually make decisions 
Bounded rationality A decision strategy that relies on limited information. 


Why bounded rationality occurs? Pg.402, pg. 405 (SEE SLIDES)
· Framing (how a problem is worded can lead you to certain decisions)
· Cognitive Biases (Availability bias- Is when past events bias you. Representativeness bias- Is when we make a decision that is representative of our stereotypes or our beliefs   (teal has asked me to know 2 possible biases)  
· Problems with problem identification 
· Problems with information search 
· Alternative 
· Problems with risk 
· Problems with solution implementation 
· Evaluation 
· Emotion


Q’s for intro:
Core competencies  
Walk through the 4 periods of time (with all the people , traditional and classical has how many people, human relations- how many people? 3 – maslow, Elton mayo, doug, megregor
Human resources- talk the relation, participation, leadership, autonomous workgroups
Contingency perspectives

ON AUDIO: 
- 4 ticks – classical traditional (everything that’s in there) 
· Human relations (everything that’s in there)
· Human resources (everything that’s in there)
· Contingency systems 



For Larissa: This question has 6 parts (A,B,C,D,E,F) study big 5 and 7 others, EQ, IQ, CQ , for values study Hofstede’s model, power distance, know definition of attitude and know the 2 attitudes ( job satisfaction, job dissatisfaction and what causes them) and organizational commitment- know all 3 of them


What are the 9 reasons that humans are not rational (are bounded?)

· Third reason why we aren’t rational -4 sub issues. Certain problems or pieces of problems are selected out or ignored (see week on perception) 

· (number 2 reason) People with certain backgrounds (ex. Marketing, might cater the problems solution to a more marketing-oriented problem) 

· Jumping to conclusions very quickly. You defined the whole thing according to a situation.

· Low morale is due to low dog biscuits (low pay)

· Due to too little information or confirmation bias OR too much information and it clouds us. Sometimes the reception of more information is required to make decisions.

· Know what confirmation bias is

· **Anchoring and satisficing (pg. 407-408) **  

· Anchor: When we use an anchor to which we make comparisons to then make decisions 

· Satisfice: When we continue to generate alternatives until one that is “good enough” comes along

· #6: Problems with risks (how people handle the unknown) – attitudes towards risk: risk averse, risk neutral, risk taking. Risk is highly connected to “tolerance for ambiguity”. The higher the better, because it means you are okay with uncertainly and risk.

· Problems with solution implementation: Decision makers are often dependant on others to implement their decisions and it might get too difficult to anticipate their ability  and motivation to do so. 

· Whistleblower: People who stop escalations 

· Problems with solution Evaluation: **Justification and escalation of commitment**
**KNOW ESCALATION OF COMMITMENT AND JUSTIFICATION DEFINITIONS FOR EXAM.**

What are the three types of resources that  keep you committed : Money, time and Ego.

· Emotion: Correct ethical errors, aid in developing creative solutions to problems but be distracting when it comes to decision making 
· Mood: Information recall, evaluation, time reference. People in a good mood develop rational models when it comes to decision making but they can overlook the negative aspects of a situation when making decisions 


Communication slide:
Sender --------------   Reciever      **(KNOW THIS MODEL)**
“Noise” in between the line ^
· What can help/ hinder effective sender to receiver information? (Ex. Is there something difficult that you are telling your parents, or roommate?) 
· Teal wants me to come up 5 things that will help: #1 is personalities val. 
· What could get into the way of effective sending to receiving 


Assignment 2 Q #1: 
· It is on ind. Decision making (what are the 9 reasons my brain is wired) 
Assignment. 2 Q #2:
· Job satisfaction 
· Communication
· Perception errors (implicit, stereotyping, biases)
· Motivation/de motivation (intrinsic/extrinsic)
· Language that I use
· Provide 4 recommendations to clients as to how to improve communication (look at personal approaches in slides and organizational approaches to improving communication ex. Take the time-slow down to speed up, be accepting to the other person- don’t project, come to where their head is at , do not confuse the person with the problem, say what you feel- allow healthy emotion/disruption, listen actively- you are watching body language, showing empathy and paraphrase, assume differences until you know otherwise – don’t jump to conclusions etc.)
· **What is a 360 degree performance mechanism, 360 degree feedback**
· **Suggested systems**

Q #3:
**Exhibit 10.3 **
1. Thinking
2. Encode 
3. Transmit (in what form are you communicating to them, through person, email, text etc.)
4. Perceiving 
5. Decode (I must be aware as a professional that errors and biases will come into play)
6. What are you leaving with today? 

2. A group question on stages of group development 

**What is communication?**
How do we know we have the right communication?
· Do I have the right people (audience)?
· Do I have the right information (what’s my message)
· Do I have the right efficient way of delivering 

Organizational Communication (talks about barriers) Pg. 369,370
· **Chain of command*- Lines of authority and formal reporting relationships** 
· Three necessary methods of communicating ( communicating upwards, communicating across, communicating downwards) 
· **What is the name of the pictorial representation of this network? An organizational chart. **
· **What is the label of the pictorial representation of this network?**
· **Show us how you’ve effectively communicated up, down and across **
· What is a example of communicating upward? Ex. Chemical engineer comes up with a new formula and must communicate it to upwards management 
· Downwards, VP of production talks to the plant manager instructing him to gear up for the manufacturing of a new product 
· The more the links in the chain, the higher the probability of filtering 


Pg 369.

· Too many problems exists in workplaces due to a lack of communication of these issues: job expectations, how I was supposed to do it, top 3 priorities of a job)

· Effective Communication: Voice: The constructive expression of disagreement or concern about my work, my work unit or organizational behavior. Psychological safety: A shared belief that its okay to take social risks. **MUM EFFECT:** The tendency to not communicate unfavorable news to others (the fear to speak the negative stuff.)

· The Grapevine: An organizations network that cuts across formal lines of communication. A channel of communication not part of the formal network. 

· **Know pros and cons of grapevine** (Pg. 371)

· (Pg. 373) Verbal language of work: Specialized language used by job holders or members of particular occupations or organizations (Jargons)

· Pros: When you use similar language it can be very efficient, can be a common basis for interaction. Cons: It can be a barrier in the organization.

· Non-Verbal language of work: The transmission of messages by some medium other than speech or writing. (Pg. 376) Body language, office décor and arrangement, clothing, facial cues, hand gesture
Cross cultural communication (Pg 383-384)
· Laguage differences 
· Non-verbal communication
· Etiquette and politeness
Strategy knowledge motivation behavior. The higher CQ (stuff listed before), the more your cross culture communication is. 
**Low vs high cultural context. Low context: Information is explicitly communicated through words. High context is drawn from surroundings (non-words, paintings, artwork)**
Low context countries communicate with words (USA, Scandinavia, Canada)
High context means we communicate through actions, colours etc. 
Know scalene triangle analogy
How do we increase the richness in our communication?
**Richness: Potential information carrying capacity through a medium (texting, speaking etc.) **
The degree to which the information is synchronous between the speaker and receiver 
High synchronization would be speaking face to face, skyping etc.
Low would be emails, texting, messaging (because we wait for a response) 
Info carrying capacity relies on synchronicity and degree of paraverbal cues 
How many components in a CQ (strategy. Knowledge, motivation, behavior)
The degree to which both parties can get he message across to them degree of nonverbal and paraverbal cues
Non-routine messages require richer media and routine messages do not require richness
(Look at information richness chart in textbook) 







Exam Friday Oct. 25 (7-9pm):
· She will give SME areas. Based on SME stuff.
· Weeks 1-5 , top 12 takeaways
· 2 hrs, 100 MC questions (no writing)
· 1, Bunch on introduction stuff
· Flow along the exam and bunch personality values and attitudes 
· Third group is on perception
· Fourth is on motivation (whole bunch) 
· Bunch of q’s on individual dec. making
· 6, communication
· 7, anything on group dynamics and group decisions 
· Predominantly on micro OB
· Mezo is going to be on group dynamics and decision making 
· READ TOP 12 TAKEAWAYS 
· She will post example exam q’s
· Transferable skills
· **Bulleted statements of achievement**
· **Chronological resume, and functional resume know what they are. Chronological (the ones teal has been critiquing:) Present achievements in reverse chronological order. Functional resume is a resume which lists resume through functional areas of expertise. Functional shows core competencies and how you achieved them.**
· Question on thermostat analogy
· Know the problems in a business due to blunders 
· 415-423 READ FOR EXAM, and read chapter 11, first half is individual and the next half is organizational 
· **Why do we form groups? To achieve common goals** Formal vs informal. Formal group has an intention, informal is formed for common group interests 
· **Three primary reasons as to why people join groups.**  Means, ends, personal characteristics
· What is a stage model (know 2) : Basic 5 stage model: Forming, storming, norming, performing and adjourning, and know the 3 typical stages of group development (Pg. 243) 





5 stage question (247 exhibit 2.1)
· **KNOW THIS MODEL**
· First stage: forming, when you are nice to each other, getting acquainted 
· Second stage, storming (you are fighting)
· Third stage, norming, the notion of becoming peaceful (normalizing relations, agreeing on priorities) 
· Performing, group is enticed to do better 
· Disband, saying goodbye
**KNOW THE PUNCTUATED EQULIBRIUM MODEL** (on slideshow)
Punctuated Equilibrium Model

A model of group development that describes how 
groups with deadlines are affected by their first 
meetings and crucial midpoint transitions

Phase 1: first meeting to midpoint of existence, getting acquainted, agenda settings
**Midpoint transition:** The need to move forward is apparent, occurs halfway from start to finish 
Phase 2: decisions and approaches are played out (performing and adjourning) 
Summary: Show progress, move forward, show urgency 

SMEs must know the 2 models, and their purpose:
1. The first meeting is critical. If only if we could be honest and open and ask a lot of questions upfront
2. Don’t look for radical progress from the get-go
3. Be sure that adequate resources are available (money, space, necessities, experts to do speeches) and reduce tangible stumbling blocks 
Start with group structure slide, go on the next 5 slides (under week 6)
Question for next 5 slides: What are the 4 critical elements needed for an effectively functioning group? 1, size. 2, level of diversity. 3, norms/rules. 4, roles and SMEs. 

**What is the ultimate group size?**
It depends on the task. (Remember, form follows function.)

** 3 tasks** If this was the task you have, would you increase or decrease your group?
Group performance is dependant on the sum of the performance of all the individual parts. You can estimate the potential speed of construction by adding the individuals efforts of the SMEs. 
Potential performance of group goes up= When group size goes up
2. Group dependence is dependant on the best. Example, research team looking for a single error in a complicated computer program. (Hiring losts of people to weed out the best.)

Performance goes up= Group size goes up

3. Getting rid of the weakest link within the group. 

Potential group performance goes up = as group size goes down. 

Next slide is on diversity (pg. 247)
1. As groups get larger, the more communication problems there are (more noise.)
2. Conflict resolution problems
3. Stress management problems
4. Diversity management problems (diverse set of brains on a difficult task is good)
 
(Pg. 248 – What are rules)
Formal, usually state what are considered acceptable forms of behavior 
What is a norm?
· Informal, unstated rules that govern and regulate acceptable forms of behavior (how you choose to perform, such as coming late, raising your hand)

**What are the 4 most common norms we find in companies? (pg. 248)**
1. Appearance code (is it acceptable or unacceptable to have tattoos or piercings)
2. Reward allocation norms, 4 ways people get rewarded: 1., You reward people according to their inputs, so the harder she works the more she gets. 2., Equality, rewarding everyone the same (very close to pay grade behaviour.) 3., Reciprocity, reward people the way they pay you. 4., Social responsibility, reward others due to sympathy you have for others (reward someone who is a single mall, etc.)
3. Performance norms, its something that’s considered “normal”, things that are unwritten but something we consider acceptable. 
4. Social interaction


**What is the difference between job description and job specification?
Job description: Describes the responsibilities of the job or roles that it is offering
Job specification: Identifies the requirements that you must have to be a candidate for that job (ex. Must have commerce degree, etc.)

Key issues:
· Role ambiguity: lack of clarity of job goals or methods
· Role conflict: Exists when faced with incompatible role expectations
· Status: Rank, social positions, prestige 

Consequences of these? 
· Job dissatisfaction.
· Increased stress
· Lower org. commitment 
· Higher turnover

**Group cohesiveness** For group question and 2 questions on exam:
What 2 things would you see in a group that is cohesive?
1. You want to be together
2. You describe each other in favorable term 

Question 3 , assignment 2: Forming norming storming adjorning
· About groups
· What are the common norms in an organization today?









Group cohesiveness:
· What are the 4 ways to increase group cohesiveness?
1. External threat: Have intra-level competition in company 
2. Success: Groups become more cohesive when they successfully accomplish an important goal
3. Size: See previous notes on size (bigger groups result in process losses because of lack of communication) 
4. Toughness of initiation: Groups that are tough tend to be attractive 

Consequences of Cohesiveness:
· More participation in group activities 
· More conformity 
· More success (in more cohesive groups, individual performance is similar)

What are the 2 ways we see groups influencing my judgement?
· One way: The social evidence- when someone you admire, or colleagues influences you
· Second way: Social anchoring – a way humans around you affect how you think 

**Know what social inhibition is** (when you rely on others to achieve your goals)  
Social facilitation 
De-individuation: When the “I” becomes a “we” (think of gang behaviour, or military)
**Social loafing**  (The tendency to withhold effort to give your best ability in a group task)
(Assignment Question: Pick your top 4 out of 5 for “How can we counteract social loafing” and describe them for 2 marks)
 **Below are the 5:**
· Make individual performance more visible 
· Make sure the work is interesting 
· Discuss expectations 
· Increase performance feedback 
· Punishment things on advance 
(Bundle the “Teams” slides)
What is a team?
· A team is NOT the same as a group, but more than a group
· A group becomes a team when there are shared goals, shared leadership, shared accountability and missions (basically common characteristics)
**Know what synergy is** 
What are the 4 types of teams you will be working upon graduation: 
1. Process improvement teams – A team put together to improve a service or manufacturing a product – Gain sharing can be used for this
2. Self- managed teams- SMWT (Self managed work teams, there are three types of SMWT teams, low autonomy, moderate autonomy, or high autonomy.) 
3. Cross-functional
4. Virtual team: No one hub or central gathering 

**Chronological and functional resumes, know for exam.**

What are the 4 structural elements for an effectively functioning group: 
· Size 
· Diversity
· Rules
· Roles

There are 3 factors of a good performing team:
· Task: Difficulty, challenge (good challenge is required) , complexity (diverse brains on complex tasks is essential), interdependence 
· Managerial compositions: Training (Technical, social, business and language), Rewards (are you giving the right dog biscuits), Encouragement of independence (Will I allow you to take fall)
· Group composition: Stability (There has to be trust and understanding for there to be stability in teams) , Size (not too big nor too small,) Expertise (a SME, experts, the right people) , Diverse (similar enough to work with each other, but not too different from each other) 

Why use groups in decision making? 
· Groups or teams can make higher quality decisions than individuals
· Also, it will increase bonding when there are more people making decisions, more motivated together 
· Diffusion of responsibility (burden of negative consequences is shared smongst each other) 

Know the 4 disadvantages of group decision making:
· Time
· Conflict
· Domination
· **Groupthink ** - Groupthink is people feeling pressure to think like everyone else (The capacity for group to damage mental efficiency, reality testing and moral judgement of decision making groups) 
· Classic symptom of groupthink is when people start talking as if “we’re right and they’re wrong” with cult like behaviour 
· Self censorship 

· People either become riskier or less riskier while people make decisions 

· Why does this happen? Its called diffusion of responsibility. More cautious if other group members do checks on each other. 

Assignment 2 question 4 (276-302 chapter 8):
· Before starting a new job and then once inside the organization, how do you know what types of things are expected and/or acceptable (attire, language, etc.)?

· **What is organizational culture?** - The set of values beliefs and asumptions in an organization 

· Tends to be stable over time 

· Para dime means a shift in blood (culture)  

· What is an RJP? Stands for realistic job preview. A mechanism used by organizations to present both the desirable an undesirable aspects of a company  

· Video interview, work simulation are used for it

· 3 consequences. Increases the likelyhood of a good fit, weeds out the undecided, those with a complete and more accurate picture tend to be more committed and stay longer 


Midterm review (100 MC):
·  First 8 q’s on chapter 1, intro, read pg 4-24
· What would I study I were you? 
· Study what is an organization
· Make sure have a clear understanding of what an OB is, goals, why its important
· The 4 ticks will be on (human relations, human resources- no guys but a bunch of words, systems and contingency perspective)
· Henry Mintzberg 
· Review the trends at the end of chapter 1
· According to douglas mcgregor, theory y says: 

· Personality values and attitudes – 6 on personality and 6 o attitudes 

· Re read pg 46-54

· Study definition of personality- solid understand of how different persoanliy valriables affect somethings else , how does the big 5 affect this , or motivation, ability to get a job

· Know big 5 plus 7

· Core self evaluations- know that because it involves th e 7

· Know organizational citizenship

· Value and attitudes – read 128-151

· Study definition of values, revisit the chart with generational changes 

· Study Hofstede’s model

· Know what attitudes are, know commitment and job satisfaction and causes of job satisfaction and the consequences, what leads to job satisfaction and what leads to dissatisfaction

· Know the 3 commitments ^

· Sample question: personality, will have the most impact in which situation? Weak set or rules etc. (from test bank)

· There are 8+12, and we are going to perception (84-113)

· There are 21 questions on perception

· Know that theres a perceiver a target and situation

· Question on social identity theory 

· Know 5 stage an dbruenrs model (on any stage, so 5+1, perceptual selection, interpretation and what happens at interpretation? Attribution. There are 2 attributions know them)

· Halo, stereo typing, projection, primacy recency self serving bias self server effects 

· Know the 3 Q’s: Consistency, consensus and distinctiveness 

· Where are the 4 places we see perceptual errors playing out: diversity, workplace 

· Know implicit personality theory 

· Motivation (25 questions) chapter 5,6 and a part of 2 (160-187,202-228,55-70)
· The three C’s 
· Cognitive theories
· Goal setting theory etc.
· Reinforcement theory
· Job characteristics model
· Know the stuff about money, schedules and perks 
· (content theories, know 4, maslow, aldfer, mccleland)
· 400-414 (individual decision making)
· 9 reasons why your brain is banded 
· Satisficing, escalation of commitment , risk averse, risk seeking
· 10 communication questions (chapter 10, pg 368-391)
· Informal and formal chain of command 
· Know filtering, mum effect, verbal non verbal , cross cultural, synchronization, paraverbal non verbal, information richness 
· Communication model (know it)
· 9 questions on groups, forming storming adjorning… and punctuated equilibrium)
· “What do these groups suffer?”
· Cognitively difficult task is 
· Additive conjunctive…
· What do you call it when 2+2 is 5, synergy
· Group cohesiveness, group think happens (negative)
· Social loafing 
· 2 types of resumes 
· Thermostat analogy
· S+T=R
· Bulleted statement 
· Voluntary change
· Self esteem self efficacy
· EQ question
· CQ question












Assignment 2:
· 5 q’s 
· Q1: On individual decision making, question is on 9 reasons why your brain is bounded, and bounded vs rational
· Q2: Communication, knowing the models and all the steps in it, lots of little things (mum effect, synchronizing, cross cultural, body languages etc.) 
· Q3: Everything to do with groups and teams (punctuating, effectiveness of a group, diversity)
· Q4: Culture and socialization  
· Q5: Leadership question 

** What is a culture, know Hofstede and what he did**
** Social identity theory and perception**
** Learn culture through osmosis** 
**What is it that causes a culture to change? Paradigm shift, and what causes it? New blood, so new leadership. ** 

(Pre- entry slide) question could come from any of those sections

What is a RJP and psychological contact?
RJP – pg. 282, definition, know examples. It shows the good, bad and ugly about the job BECAUSE it increases the chances for the person’s potential for fit for the job, shows commitment because you know what you’re signing up for

Psychological contract- Welcoming someone to a team (your salary is this…)  PG. 281, an individual accepting a job enters into a PC (Psychological Contract) with an employer. It consists of un-written expectations on both sides. Reciprocal obligations and promises (it is based upon the exchange of contributions and inducements. So if I give this to you, you give that to me (kind of like equity theory.) 

What is a PC breach and what could happen? If a PC is all about you promise this, and you promise me that, it is when the organization has failed to fulfill its promise or obligation. (It could work both ways, both employees or employers.) This is one of the reason why people join unions. 

(A question on RJP and PC for assignment 2)
**How do organizations develop early commitment in the new recruit? **
How will the employer use escalation of commitment as a new recruit? Once the organization has extended an offer, organizations use these methods to get them committed 
· Visibility- Increase the visibility of commitment (showing off Bob to everyone, it will intice him to do really good)
· Explicitness- Extent to where employees cannot deny behavior
· Irreversibility- How do I develop the behaviour to NOT let someone them down? 
· Personal Volition- How hangry are you? A way to extend this is creating competitions 

Pg. 277-278
**Know difference between culture and climate**
Culture: Values, norms and beliefs of an organization
Climate: Members shared perceptions of the contingencies between behaviours that occur in the work environment and their consequences. How people learn attitudes, knowledge and behaviours to function. How can we do this? By mentoring, orientation tactics. 
What’s the difference between proximal and distal? Pg. 278
Distal- Takes time to see
Proximate- Within the proximity 
Organizational identification- You identify more, OCBs go up, stress and turnover goes down
So culture is really big, climate is very specific.
Strategic importance of socialization- Sets tone on employee relationship, reduces anxiety, clarifies expectations 
**Exam and assignment question: Know Orientation vs socialization. Orientation informs you, and it is short term and finite, whereas socialization never ends it is infinite because people come and go constantly, living breathing and changing. **
** What do I get informed on? 1. Company history   2. Policies, rules and regulations 3. Benefits manual  4. Services/discounts and products of a company. **
**What do we call the pictorial representation of an organization? **
Socialization is all about indoctrinating you with everything you need to survive here. 
MODEL 1: Pg 279-280
Socialization model: 
Anticipatory (at the cusp): 
· Employees begin with certain expectations about an organization 
· RJP may be used 
Encounter:
Role Management:


Tuesday’s class:
(Leadership slide posted)
Stages of socialization:   SME AREA
1. Anticipatory (Pre-Arrival): 
· Employees begin with certain expectations about organization and job
· Could be unrealistic – if unmet then consequences
· (RJP)

2. Encounter:
· Employee started the job
· Start seeing the inconsistencies 
· BENEFITS OF A GOOD ORIENTATION PROGRAM: Shows organizational value to employee, reduces employee anxiety and turnover, reduces start up costs, clarifies job and organizational expectations 

3. Role Management (Settling In):
· Inconsistencies start to get worked out 
· Employee starts identifying with the organization 
· Misalignment = dissatisfaction and turnover
· Transition from outsider to insider 

Socialization Tactics (ways the company processes the new recruits):  PG. 284, 285
1. Collective (groups who go through the same experiences) vs. Individual (taking the new recruits singularly, apprenticeship- like 
2. Formal (set of experiences are uniquely tailored/customized for the newcomer) vs. Informal (you are not segregated from the other organizational members when it comes to going through testing) 
3. Sequential (the organization specifies a sequent number of steps before leading to a target role) vs. Random (sequent of steps)
4. Fixed (the new recruit is given a specific time to complete the skill development) vs. Variable (no time frame is given) 
5. Serial (when there is an experienced member who grooms (a role model) the newcomer) vs. Disjunctive (recruits are not following any footsteps where there are no role models to follow, probably because they don’t want you to follow the leader)
6. Investiture (take advantage of and build individuals skills from where they currently stand) vs. divestiture (the process denies and strips away certain characteristics of the new recruit and rebuilds you) 

Mentoring (will be on exam and next week assignment): 
When a more senior or experienced person of a company gives junior person special attention, such as giving advice or assisting them with their career 
· Career functions (coach, feedback)
· Psychosocial functions (counseling) 
· Formal mentoring programs
· Development network
· Women and mentoring 
· Race, ethnicity mentor 
What is a career function or psychosocial? 
· Social psychosocial people help you with your identity, coping capabilities (stress management etc.) 

Diagnosing a Culture: (Pg. 300)
Exam question: What are the 3 quickest ways to diagnose a company’s culture? 
Look at their symbols, rituals and stories that they tell 
Symbols: Use symbols to reinforce culture values
Rituals: What type of parties 
Story: The folklore of an organization

Recognizing subcultures 
· An organization can have several cultures, known as subcultures

(Pg. 294) Teal wants me to understand the difference between a strong positive culture and 
All of the following describe a strong cultural organization except:
· An OC that has intensity and pervasiveness 
· A strong culture provides great consensus concerning “what the organization is about” or what it stands for
· Weak cultures are fragmented

**What are the 5 elements of a strong cultured organization? **
1. A widely shared philosophy (we believe in this; we stand for this)
2. A view that people are critical resources 
3. Charismatic leaders or heroes
4. Rituals and ceremonies 
5. Clear expectation of the direction of the company 

** What ensures continuity of a strong cultured organization? **
1. Recruiting systems (making sure you’re attracting the right people)
2. Selecting systems (what are the questions I’m asking you to get the right match?)
3. What tactics am I using to keep it going? 
4. Training and development I put you through 
5. Performance appraisal systems (dog biscuits) 
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