Organizational Behaviour: attitude & behaviours of individuals and groups in orgs – study these & effectively manage & change them. Classical View and Bureaucracy: more in less time- Advocated high specialization, intensive coordination & centralized decision-making. Scientific Management: analyzed & synthesized workflows. Improve economic efficiency, using research to determine the optimum degree of specialization & work tasks (coordination). Strict spec.  Against human need for growth & achievement. Strong centralization fail to make adv of creative ideas. Taylor: Standardized work movements, provide worker with tools & training  believed in scientific management. Elton Mayo: Harvard prof who joined research at western electric. Hawthorne Studies: Research conducted at western electric 1920 1930 illustrates how psychological & social processes affect work. Hawthorne Effect: Form of reactivity that people work harder when they are watched instead responding to any other experimental manipulation. Human Relations view/Movement: Critique of classical management that advocated management styles that were more participative & oriented toward employees. Strict specialization (no growth that humans want), strong centralization (lack innovation), strict impersonal rules (minimal level of performance), strong specialization (lose sight of goals) Led by Elton Mayo. Personality: relatively stable set of psychological characteristic that influences the way an individual reacts in his/her environment. Personality Organizational Behaviour: Dispositional Approach (earliest) focused on individual disposition & personalities (good at something bad at another; Situational approach (pre-modern) Focused on org setting (reward punishment) predict & explain behaviour; Interactionist approach: function of both dispositional and situational (personality + jobfit). Five factor Model  to performance CANOE: Conscientiousness: degree to which person is responsible and achievement oriented (High = on task, goal oriented, accountable); Agreeableness= Extent to which a person is friendly and approachable; Neuroticism: which a person has appropriate emotional control (Low neuroticism = high emotional stability); Openness: Extent to which a person thinks flexibly and is receptive to new ideas (exp. Tour guides have high openness) Extraversion: Extent to which a person is outgoing versus shy (High = outgoing) Self Monitoring: people observe & regulate how they appear and behave in social setting/relationships; low = does not change behaviour; high= changes to ensure desired public appearance/ Locus of Control: external= believe behaviour result of external factors beyond their control (luck); Internal=Behaviour result of factors within own control (workhard = reward) Self-Esteem Degree to which a person has a positive self-evaluation (exp. A person who does not care about what others say, does not look for social acceptance/approval has high self esteem) (High = Good self image); Behavioral Plasticity Theory– People with low self-esteem tend to be more susceptible to external & social influences than those who have high self-esteem Positive Affectivity: people who are high on PA experience positive emotions and moods & view the world in a positive light (higher job satisfaction), experience more stressful conditions at work; Negative Affectivity: people who are high on negative affectivity experience negative emotions & moods & view the world in a negative light. (Counter productive work behaviors, occupational injury); Proactive Behavior: Involves taking initiative across a range of situations to affect positive change in one’s environment; Proactive Personality: Job performance tolerance for stress, leadership effectiveness, participation in the org, entrepreneurship; Type A: always moving, walking, feel impatient with the rate at which events take place, strive to do two or more things at once, can’t cope with leisure time, obsessed with numbers and measuring their success in terms of how many or how much they acquire; Type B: never suffer from a sense of time urgency, no need to display or discuss their achievements or accomplishments, relax without guilt; Operant Learning: AN individual learns to behave in a specific way to achiever certain outcomes ;Self regulation: the use of learning principles to regulate one’s own behavior, key part of the process is people’s pursuit of self set goals and behavior, collect self observed data, setting goals, reinforcing one’s self, rehearse, observe models. Self-Efficacy: Believes people have about their ability to successfully perform a specific task, belief that can be changed and modified in response to different sources of information, influences the activities people choose to perform, the amount of effort and persistence devoted to a task (performance mastery, observation, verbal persuasion, social influence. Core self evaluation: specific traits that reflect the evaluation people hold about themselves and self worth  self esteem, general self efficacy, locus of control and neuroticism. Fundamental Attribution error: Tendency to underestimate the influence of external factors and over estimate the influence of internal factors when making judgments about the behavior of others. Actor Observer effect – propensity for actors and observers to view the causes of the actor’s behavior differently (car crashes etc.); Components of perception: A perceiver (experience, needs, emotions), target being perceived, some situation or context. Primacy effect: rely on early cues for first impressions; Recency effect: to remember the last few things more than those in the middle. Contrast effect: occurs when meaning of something that takes place is based on a contrast with another recent event or situation [previously interviewed job viewer’s perception of a current application, leading to an exaggeration of differences b/w applications]; Central traits: personal characteristics of a target that are of particular interest to a perceiver. Implicit personality theories: the general expectations that we build about a person after we know some of their central traits – which personality characteristics go better together [average intelligence – friendly]. Dispositional attributions: explanation of individual behavior as a result of internal characteristic as opposed to outside influences.(white guys fails math b/c he is not smart) Situational Attribution: explanation of individual behavior as a result of external characteristics (rude Asian guy at LV b/c he is a new rich mainland kid); Selective perception: how we categorise and interpret sensory information in a way that favours one category or interpretation over another; Attribution Theory: a person self-perceptions will strongly influence the ways in which they will interpret the success or failure of their current efforts and hence their future tendency to form these same behaviours; Self serving Bias: individuals to take credit for successful outcomes while denying responsibility for failures, success is due to the internal factor failures are due to external factors; Social identity theory: theory that states that people form perceptions of themselves based on their characteristics and memberships in social categories. Perceptual Defense: Protect ourselves from negative emotions; Halo effect: drawing a general impression about an individual on the basis of a single characteristic; Discrepancy Theory: stems from discrepancy between the job outcomes wanted and the outcomes that are perceived to be obtained. Fairness: distributive fairness when people receive the outcomes they think they deserve from their jobs; Equity theory: Job satisfaction stems from a comparison of the inputs one invests in a job and the outcomes one; procedural: Occurs when the process used to determine work outcomes is seen as reasonable; Interactional fairness: Occurs when people feel they have received respectful and informative communication about an outcome. Facet satisfaction: the tendency for an employee to be more or less satisfied with various aspects of the job; Overall: summary indicator of a person’s attitude toward his or her job that cuts across the various facets. Organizational Commitment: is an that reflects the strength of the linkage between an employee and an org. 1) affective commitment based on person’s identification and involvement with org, 2) continuance commitment based on the costs that would be incurred in leaving an org 3) normative commitment based on ideology or a feeling of obligation to an org. Motivation: persistent effort directed toward a goal, effort, persistence, direction, goals. Need theory: specify the kinds of needs people have and the conditions under which they will be motivated to satisfy these needs in a way to contributes to performance – need and process are complementary; concerned with what motivates workers. Two prominent nee theories of motivation =Maslow and McClelland’s. Honeymoon effect: the bad facets of the old job are gone, the good facets of the new job are apparent and the bad facets of the new job are not yet known. Hangover effect: overtime, as the bad facets of the new job are recognized, overall satisfaction with the new job decreases; Intrinsic Motivation: motivation that stems from the direct relationship between the worker and the task and is usually self applied (achievement, etc); Autonomous motivation: people are self motivated by intrinsic factors Extrinsic motivation: motivation that stems from the work environment external to the task and is usually applied by others; Controlled motivation: people are motivated to obtain a desired consequence or extrinsic reward. Maslow’s theory of hierarchy: 1) physiological needs 2) safety needs 3) belongingness needs 4) esteem needs 5) self actualization needs Alderfer’s ERG theory: Three level hierarchical need theory of motivation (existence needs, relatedness needs, growth needs) that allows for movement up and down the hierarchy, More lower level needs are gratified, more higher level need satisfaction is needed Less higher level needs are gratified, more lower level need satisfaction desired; McClellands Theory of Needs - Nonhierarchical need theory of motivation that outlines the conditions under which certain needs result in particular patterns of motivation (need for achievement, affiliation, power); Expectancy Theory:  Process theory (motivation theories that specify how motivation occurs) that states that motivation is determined by the outcomes that people expect to occur as a result of their actions on the job, motivated to perform work they find attractive and able to accomplish, depends on extent to which they lead to favorable personal consequence, based on individual perceptions. 1) outcomes-consequences that follow work behavior 2) instrumentality- Probability that a particular first-level outcome will be followed by a particular second-level outcome (performance income link) 3) valence-expected value of work outcomes 4) expectancy- probability that a particular first level outcome can be achieved (effort performance link) 5) Force- Effort directed toward a first level outcome = first level valence x expectancy; Managerial Approach to expectancy Theory: 1) boost expectancies 2) clarify reward contingency 3) appreciate diverse needs Equity Theory: Process theory that states that motivation stems from a comparison of the inputs one invests in a job and the outcomes one receives in comparison with the inputs and outcomes of another person or group; Goal setting theory: Process theory that states that goals are motivational when they are specific, challenging and when org members are committed to them and self-generated feedback (increases self efficacy + intrinsic motivation) about progress toward goal attainment is provided (SMART). Goal Orientation and types: 1) Learning goals: Preference to learn new things and develop competence in activities by acquiring new skills and mastering new situations 2) Performance-Prove Goal Orientation – preference to obtain favorable judgments about the outcomes of one’s performance 3) performance Avoid Goal Orientation – Preference to avoid negative judgments about the outcome of one’s performance, Distal = long term/end goal, Proximal= short term / sub goals Job characteristic theory: Five Core characteristics: skill variety (variety of talents), task identity (complete work beginning to end), task significance (impact job has on others), autonomy (freedom to schedule owns work activities), job feedback; Critical physiological states: meaningfulness of work Outcomes= high internal work motivation, high work effectiveness lead to less turnover; Moderators – variables that effect between job characteristics and outcome. Job design: process of putting together various elements to form a job bearing in mind organizational and individual job requirements, makes tasks more motivating. Job satisfaction: collection of attitudes that workers have about their jobs (1) facet satisfaction; (2) overall satisfaction. Key contributors: mentally challenging work, adequate compensation, career opportunities, people: decrease in absenteeism, turnover, increase in customer satisfaction, org commitment, org citizenship behavior. Does not directly affect performance! There is also ability that goes into the equation! Decrease absenteeism, turnover intentions, increase customer satisfaction, org commitment, OCBs. Group: two or more people interacting interdependently to achieve a common goal. Formal work groups: groups that orgs establish to facilitate the achievement of organizational goals. Intentionally designed to channel individual effort in an appropriate direction. [supervisors and employees] =Task forces: temporary groups that met to achieve particular goals or to solve particular problem; Committees: usually permanent groups that handle recurrent assignments outside the usual work group structure. Informal groups: groups that emerge naturally in response to the common interests of organizational members. Stages of group development: (1) Forming: test the waters – what are we doing here? What is our purpose? The situation is ambiguous and they become dependent on each other, (2) Storming: conflict often emerges. Confrontation and criticisms occur as member determine whether they will go along with the way the group is developing, (3) Norming: resolve the issues that provoked the storming, and they develop social consensus. Compromise. (4) Performing: social structure sorted out, the group devotes its energies toward task accomplishment. Achievement, creativity, and mutual assistance, (5) Adjourning: some groups such as task forces have definite life spans and disperse after achieving their goals. It affirms the group’s previous successful developments are common. Members often exhibit emotional support for each other. Group size & satisfaction: there is less satisfaction with in the group.  Due to energy required, & time constraint the opportunity to grow friendship decreases. As group size increase the time available for verbal participation by each member decrease. In larger groups, individual members identify less easily with the success of the group. Size and performance: larger group = better performance? Depends on tasks: (1) Additive tasks: tasks in which group performance is dependent on the sum of participation of individual members (2) Disjunctive task: tasks in which group performance is dependent on the performance of the best group member (3) Process losses: Group performance difficulties stemming from the problems of motivating and coordinating larger group (4) Conjunctive tasks: tasks in which group performance is limited by its poorest performer. In SUMMARY the additive and disjunctive tasks, larger groups might perform better up to a point but at increasing costs, to the eff of individual members. Problems with communication & decision-making increase with size. Diversity of Group Membership: diverse groups have a more difficult time communicating effectively and becoming cohesive. Takes longer to form, storm, and norm. When they do group, the become as equally good as not diverse. Group Properties – Norms: Collective expectations that members of social units have regarding the behaviour of each other. WHY: Norm exists to regulate and predict behaviour.  HOW: they develop as a fcu of a related belief and value. Reward allocation norm: (A) equity: input and output (b) equality: reward everyone equally (c) reciprocity: reward people the way they reward you (d) Social responsibility: reward those who truly need the reward. Performance norms: performance of org – fcu of social expectation, inherent ability, and personal measurement. Group Properties – Role: Positions in a group that have a set of expected behaviours attached to them. Development of role might also require acting differently from one another. Two types of role: (a) Assigned role: dividing labour and responsibility to facilitate task achievement, (b) Emergent role” develop naturally to meet the social emotional needs of group members. Role Ambiguity: Exists when the goals of one’s job or the methods of performing it are unclear: (1) Org factor: some roles are inherently ambiguous. Eg. Mid mgt fails to meet the big picture role expectation. (2) The role sender: unclear expectations of a focal person – vague reviews, etc. (3) The focal person: even role expectation that are clearly developed and sent might not be fully digested by the focal person (4) Consequence of ambiguity: job stress, dissatisfaction, reduced commitment, lower performance, and intention to quit. Role Conflict: exists when an individual is faced with incompatible role expectation. (1) Intrasender role conflict: occurs when a single role sender provides incompatible role expectation to the role occupant. (2) Intersender role conflict: if two or more role senders different in their expectations. (3) Interrole conflict: expectations inherent in these roles are incompatible (4) Person role conflict: even when role demands are clear, they might be incompatible wth the personality or skills of the occupant. Status: the rank, social position or prestige accorded to group members. (1) Formal status system: it represents mgt’s attempt to publicly identify those people who have higher status than others. (2) Informal status sys: well advertised and backed the conspicuous symbols and systematic support. This can be detected, can operate just as effectively. Consequence of status differences: have paradoxical effects on communication patterns. Result is the tendency for communication to move up the status hierarchy. If differences are large, communication is stalled. Reducing status barriers: although status differences can be powerful motivation their tendency to inhibit free flow of communication has led many orgs to downplay status differentiation by doing away with questionable status symbol. Email has levelled this status barrier. Group Properties – Cohesion: Critical property of groups – cohesive groups are those that are especially attractive to their members. B/c of this attractiveness, members are desirous of staying in the group. Factors influencing cohesiveness: (1) Threat and competition: external threat to the survival of the group increases cohesiveness in a wide variety of situation (2) They feel a need to improve communication and coordination so that they can better cope with the situation at hand (3) Under extreme threat or very unbalanced competition, increased cohesiveness will serve little purpose (4) Success – group becomes more attractive to tis members when it has successfully accomplished some important goals, such as defending itself against threat or winning a prize. (5) Member diversity: gender, age, and race have a harder time becoming cohesive than more homogenous group. (6) Size: bigger groups should have a more difficult time becoming and staying cohesive (7) Toughness of initiation: extending several years into the future. Increasing Group Cohesiveness: (1) Make the group smaller, (2) Increase time members spend together, (3) Increase group status and admission difficulty, (4) Stimulate competition with other groups, (5) Give rewards to the group, (6) Physically isolate group. Consequences of cohesiveness: (1) More participation in group activities, (2) More conformity, (3) More success [In highly cohesive groups, the productivity of individual group members tend to be fairly similar to that of other members + Highly cohesive groups tend to be more or less productive than less cohesive groups]. Group Biases social loafing, groupthink, groupshift. Social Loafing: the tendency to withhold physical or intellectual effort when performing a group task People working in groups often feel trapped in a social dilemma – they might benefit individually by slacking off in the group:     (1) Free rider effect: get a free ride at the expense of their fellow group members, (2) Sucker effect: people lower their effort b/c of the feeling that others are free riding. How to counteract social loafing: (1) Make individual performance more visible, (2) Make sure that the work is interesting, (3) Increase feelings of indispensability [training], (4) Increase performance feedback, (5) Reward group performance – more likely to monitor and max their own performance. Groupthink: the capacity for group pressure to damage the quality of decision-making in groups. Unanimous > quality. Groupthink symptoms: illusion of invulnerability, rationalization, illusion of morality, stereotypes of outsiders, pressure for conformity, self-censorship, illusion of unanimity, mindguards. Groupshift: a change in decision risk between the group’s decision and the individual’s decision that member within the group would make; can be towards conservatism or greater risk. Risk shift: the tendency for groups to make riskier decisions than the average risk initially advocated by the individual members. Decision-making: the process of committing to some course of action: (a) choice b/w several different alternatives, (b) a process that involves more than simply choosing the final decision [how], (c) commitment of resources (time, money, or personnel). Problem: a perceived gap between an existing state and a desired state. Perfect rationality: a decision strategy that is completely informed, perfectly logical, and oriented toward economic gain. The process: (1) Identify problem (2) search for relevant information (3) Develop alternative solutions to the problem (4) Evaluate alternative solutions (5) choose best solutions (6) implement chosen solution (7) Monitor and evaluate chosen solution. Three assumptions: find info about problems and solutions without cost; perfectly logical; when decision making, only looks at ECONOMIC GAIN. Bounded rationality: a decision strategy that relies on limited information and that reflects time constraints and political consideration. Framing: aspects of the presentation of information about a problem that are assumed by decision makers. Cognitive bias: tendencies to acquire and process information in an error prone way (shortcuts); i.e. escalation of cognitive bias Problem Identification and Framing: Bounded rationality can lead to following difficulties in problem identification: (a) Perceptual defence: perceptual system may act to defend the perceiver against unpleasant perception. (b) Problem defined in terms of functional specialty: selective perception can cause decision makers to view a problem as being in the domain of their own speciality even when some other perspective might be warranted. (C) Problem defined in terms of solution:  (short circuiting only effective for rational decision making process) (d) problem diagnosed in terms of symptoms: a concentration on surface symptoms will provide the decision maker with few clues about an adequate problem. Info search: Perfect Rational [has all the information]; Bounded Rational [ slow and costly] Too little information: Several cognitive biases contribute to this. We tend to remember VIVID, RECENT events. Well documented tendency for people to be overconfident in their decision making. Confirmation Bias: the tendency to seek out information that conforms to one’s own definition of or solution to a problem. Too much information: in bounded rationality, too much information can DAMAGE the quality of decisions. Information overload: the perception of more information than is necessary to make effective decisions. It leads to errors, omissions, delays and cutting corners. Alternative development, evaluation, and choice: List alternative solutions to the problem, examine the solutions and choose the best one. Maximization: the choice of the decision alternative with the greatest expected value. [calculate expected value] For unbounded rationality – may not know all alternative solutions. May be ignorant of the ultimate values and probabilities of success of those solutions that he knows. Anchoring effect: the inadequate adjustment of subsequent estimates from an initial estimate that serves as an anchor. These biases can be reduced by making people more accountable for their decisions. Bounded Rational people “satisfices” rather than Maximizes. Satisficing: establishing an adequate level of acceptability of a solution to a problem and then screening solutions until one that exceeds this level is found. Sunk costs: permanent loses of resources incurred as the result of a decision. This should NOT be part of the decision making process. Escalation of commitment: tendency to invest additional resources in an apparently failing courses of action – increases as competition increases. Groups are more prone to escalation of commitment. Ways to prevent the tendency to escalate commitment (1) encourage continuous experiment with reframing the problem – don’t need to feel the resources have to be invested (2) set a specific goal (3) place emphasis when escalating managers on how they made decisions and less on decision outcomes (4) separate initial and subsequent decision making so that individuals who make the initial decision to embark on a course of action are assisted or replaced by others who decide if a course of action should be continued. Hindsight: The tendency to review the decision making process to find what was done right or wrong. Group Decision making – Advantages: (1) More complete info, (2) Sharing of expertise, experience, diversity, (3) Pooling of resources, (4) Increased quality (accuracy), (5) Increased acceptance of the decision. Group Decision-making – Disadvantages: (1) Ambiguous responsibility – bystander effect, (2) Slow, (3) Likelihood of intra-group conflict, (4) Pressure to conform to norms and leaders, (5) Likelihood of extreme decisions, (6) Costly. Solutions to Group Decision-making: (1) Training discussion leaders: (a) State the problem in a non defensive, objective manner, (b) Supply essential facts and clarify any constraints on solutions, (c) Draw out all group members. Prevent domination, (d) Wait out pauses. Do not make suggestions or ask leading questions, (e) Ask stimulating questions that move the discussion forward, (f) Summarize and clarify at several points to mark progress. (2) Stimulating and managing controversy: Devil’s advocate: a person appointed to identify and challenge the weakness of a proposed plan or strategy. (3) Traditional and electronic brainstorming: Brainstorming: an attempt to increase the number of creative solution alternatives to problems by focusing on idea generation rather than evaluation. Some say getting ideas individually is more productive than brain storming as a group. Electronic brainstorming: the use of computer mediated tech to improve traditional brainstorming practices. (4) Nominal Group Technique: a structured group decision making technique in which ideas are generated without group interaction and then systematically evaluated by the group. Ideas generated w/o interaction to prevent conformity. (5) Delphi technique: a method of pooling a large number of expert judgements by using a serious of increasingly refined questionnaires. Effectiveness depends on the writing skills of the respondents and their interest in the problem. Leadership trait theory: consider personality, social, physical, or intellectual traits to differentiate leaders from non-leaders Energy, self-confidence, honesty, integrity, etc.; agreeableness, extraversion, openness to experience; Assumption: leaders are born (personality), trait theory is better at predicting leader emergence than leader effectiveness + no universal traits found that predict leadership in all situations. Consideration is to which a leader is approachable and shows personal concern and respect for employees. Initiating structure – the degree to which a leader concentrates on group goal attainment. The Consequences of Consideration and structure: Consideration and initiating structure both contribute positively to employee’s motivation, job satisfaction and leader effectiveness. Transformational: (1) Intellectual Simulation, (2) Individualized Consideration (3) Inspirational Motivation, (4) Charisma (aka Idealized influence). Participative Behaviour: Democratic; consults with team members ideas, asks for inputs, treats others as equals, well in increasing motivation and can increase quality of decision and acceptance. Group decision making limitations. Directive: autocratic, provides directions, maintains standards, sole expert, does not seek input. Laissez-Faire: provides limited instructions, limited contact with team, often does not provide feedback, goals. Situational theories: effectiveness of many leaders does not generalize across all situations. Include: Fielder’s Contingency theory + House’s Path-Goal theory. Availability bias: People make decisions based on what is easily accessible in their minds. Recent, vivid, and familiar (common) information is most accessible and available in people’s memories. Negotiation: the process of making joint decisions when the parties involved have different preferences. Fielder’s contingency Theory and cognitive resource theory: association between leadership orientation and group effectiveness is contingent on how favourable the situation is for exerting influence. Leadership orientation is measured by “Least Preferred co-worker (LPC)” a current or past co-worker with whom a leader has had a difficult time accomplishing task.  HIGH LPC – means although they are difficult to work with, they can still find positive qualities in him. On the other hand Low LPC score – is task oriented. Low task competence of LPC to colour his views on personal qualities of LPC (hes no good at this, he must suck at everything). These are observed behaviours, while LPC is an ATTITUDE of the leader toward work relationship. Situational favourableness: “contingency” theory: (1) Leader – member relations: if the relationship between the two are good, leaders are in favourable situation to exert influence; perform best in situations of medium favorability (2) Task structure: if task at hand is highly structured, the leader should be able to exert considerable influence on the group; very favourable or unfavourable (3) Position power: position power is the formal authority granted to the leader by the org to tell other what to do. LPC doesn’t seem to be correlated with other personality measures. Cognitive research Theory: A leadership theory that focuses on the conditions in which a leader’s cognitive resource contribute to effective leadership. House’s Path-Goal Theory: most important activities of leaders are those that clarify the paths to various goals of interests to employees – forms connection between employee goals & org goals. Leader behaviour must be perceived as immediately satisfying or as leading to future satisfaction. (1) directive (2) supportive (3) participative (4) achievement oriented. Different types of employees need different forms of leadership. Effectiveness of leadership also depends on work environment and nature of the subordinates. The approaches to manage conflict is a function of (1) how assertive you are in trying to satisfy your own or your group’s concerns & (2) how cooperative you are in trying to satisfy those of the other party. Avoiding: Low assertive of one’s own interest & low cooperation with other party. It does not REALLY change the situation. The effectiveness is often limited. Accommodating: Cooperating with other party’s wishes while not asserting one’s own interests. Competing: maximize assertive for your own position & minimize cooperation response. It makes Win-lose situation. Compromise: combines intermediate levels of assertiveness & cooperation – attempt to satisfice rather than max your outcomes & hope that the other same occurs for the other party.  Compromise between pure competition and pure accommodation – it is sensible reaction to conflict stemming from scare resource. Collaborating: both assertiveness & cooperation a re maximized in the hope that an integrative agreement occurs. Emphasis Win-Win situation. Managing conflict with Negotiation – formal process of bargaining between labour & mgt or buyer & seller - prevent conflict or resolve. Negotiation can be both explicit & implicit. Distributive negotiation: Zero sum – Win-lose situation in which a fixed pie is divided up between the parties. Integrative negotiation: mutual problem solving can result in a Win-Win situation – pie is actually enlarged. Tactics include exchanging copious info, framing differences as opportunities, cutting costs, increasing resources, & introducing superordinate goals. Distributive Negotiation Tactics: (1) Threats & promises: Threat – you will punish the other party if he does not concede to your position.  Promise – pledges that concessions will lead to rewards in the future. (2) Firmness vs. Concession: Intransigence – sticking to your target position, offering few concessions & waiting for the other party to give in: it will be reciprocated by the other party. There will be a chance for a deadlock. A series of small concessions early in the negotiation will be often match. (3) Persuasion: Two pronged attack – One prong asserts the tech merits of the part’s position. Verbal persuasion – attempt to change the attitude of the other party toward your target position. Persuaders are most effective when they are perceived as expert, likable and unbiased. *Problem with distributive negotiation is bias – one way to deal with this is to introduce some unbiased parties. Integrative negotiation Tactics: Why bias for fixed pie thinking – integrative negotiation requires creativity. (1) Copious info exchange: freer info exchange is critical to find integrative settlement (2) Framing differences as opportunities: differences are framed as barriers to negotiations (3) Cutting costs: cut costs that the other party associates with an agreement – the chance of an integrative settlement increases. They reduce costs for all parties in a dispute (4) Increasing resources: increase available resource is a very literal way of getting around the fixed pie syndrome (5) Introducing superordinate goals: Def – attractive outcomes that can be achieved only by collaboration. 
Studies of the behavior of leaders have concentrated on inviting structure & consideration as well as leader reward & punishment behaviors. Both consideration & initiating structure contribute positively to employees’ motivation, job satisfaction, & leader effectiveness. Consideration tends to be more strongly related to the follower satisfaction, motivation, & leader effectiveness, while initiating structure is slightly more strongly related to leader job performance & group performance. Leader contingent reward & punishment behavior is positively related to employees’ perceptions, attitudes, & behavior. Participating increase employee motivation and lead to HQ & more acceptable decisions – works best when the task is reasonably complex. Job Enrichment involves designing jobs to enhance intrinsic motivation, job involvement, & quality of working life (i.e. combining tasks, establishing client relationships, reducing supervision, & reliance on others, forming work teams, & making feedback more direct). Some organizations have adopted alternative work schedules, such as flextime, compressed workweeks, job & work sharing, or telecommunicating with expectations of motivational benefits. Decision-making is the process of developing a commitment to some course of action – a problem solving process. A problem exists when a gap is perceived b/w some existing state & some desired state. Negotiation is a decision-making process among parties that do not have the same preferences. In the context of change, conflict can generate new ideas, lead to more careful monitoring of the actions of others, & lead to a redistribution of power within organizations. 
1st, I would choose to do this with my coworkers in a group than as an indiv. Groups are more accurate at making decisions than individuals, often b/c they share expertise, experience, & resources. For example, I have expertise & experience with water issues, but others might have more knowledge & experience with recycling options. In addition, when coworkers contribute to the decision, they will be more likely to accept any outcomes of it, such as requirements to ban plastic water bottles. 2nd, I would feel more motivated in a group than as an indiv. Expectancy theory says that people are motivated if they believe they can accomplish a task (expectancy), that they feel that if they accomplish the task they will be rewarded (instrumentality), & that the reward is meaningful (valence). For example, a student in a course is only motivated if they believe they have the skills to do well in the course (expectancy), that they feel that if they do well, they will be rewarded (e.g., with a good grade; instrumentality), & that they care about the grade (valence). Without a feeling like they can accomplish the task, students might not feel like they should bother; or, if they don’t care about a grade or feel like the grade will be good even if they perform well, students might also feel demotivated & therefore not make much effort. Finally, working with coworkers will increase my sense that I can accomplish the task according to expectancy theory. This is b/c coworkers have more knowledge than I do, & thus working together increases the sense that I can do well at the task. This is also known as “self efficacy,” or expectancy. Also, if we do well at the task, the boss has promised that he will implement our suggestions, & a promise makes me sure that we will get this reward. Finally, I care about environmental issues, so I think is very personally meaningful reward, therefore motivating me. Therefore, I would do this task in a group & with greater motivation, perform better for my boss.
Motivation is the extent of effort you put into a goal, & it’s important b/c it can lead to rewards & satisfaction. One theory of intrinsic motivation is the Job Characteristics Theory (JCT). JCT basically says that there are 5 core job characteristics that affect job satisfaction, & when these are satisfied, it leads to 3 psychological states (knowledge of results, feeling of responsibility, and meaning fullness of work) that lead to intrinsic motivation & job satisfaction. The 5 core characteristics are: skill variety, which the broad range of different tasks you’ve required to do; task identity, which is the extent of completing a work; task significance, which is the impact the job has on people (doctors have high impact, janitors’ lower); autonomy, which is the freedom to do work & schedule time (e.g. a professor has high autonomy because he/she has flexible hours & ways different teaching); and Feedback, which is information about performance (e.g. if a telemarketer gets a sale, then it’s direct feedback for him/her to see how she/he is doing). Again, these characteristics lead to psychological states that lead to satisfaction. Task Identity, Task Significance, and Skill variety lead to a sense of meaning fullness. Autonomy leads to a feeling of responsibility, and feedback gives knowledge of results. Together, they are very motivating for the employee! Connecting High Order with intrinsic motivation  more responsibility & achievement  design career path
	I was highly motivated when I did a group research project on Xerodeima Pigmentosa, a biological disease where patients can’t expose themselves to sunlight. For this project, I had to do research, while reports, conduct experiments, construct costumes, and make a presentation. It had high skill variety b/c I was using my different skills to complete a variety of tasks. It also had task identity b/c I was able to see it to completion – from brainstorming to the final presentation. In addition, it had task significance b/c it was a topic that plagued a lot of people, and understanding it & spreading awareness has a positive impact on society, in my opinion. We also had autonomy in scheduling days to meet up & work in, & what to do for our presentation (we decided on an interactive game, skill, and video!). Lastly, it has feedback b/c our biology teacher graded it and talked to us about the good and bad points of it. In conclusion, I found that project to be very motivating b/c I had knowledge of results (which were positive!), and a sense of achievement & responsibility b/c I had the autonomy to decide what to do. I also found the work to be meaningful – not only b/c of the impact it has on society, but the challenge it gave me for applying numerous skills to complete this project from beginning to end. I was intrinsically motivated, received positive results after it was over, and it turn was satisfied. Therefore, the JCT is very accurate model of motivation that’s applicable not only in the workplace, but in real life. 
Motivation (# Effort, Persistence of Effort, Direction of Effort) + Personality + General Cognitive Ability + Task Understanding + Emotional Intelligence + Chance = Performance. 
Negotiation is a decision-making process among interdependent parties who so not shame identical preferences. Integrative negotiation involves collaboration and trade-offs instead of compromise. It is an enlarged pie of distributive negotiation, b/c it involves creativity and skills of negotiation is often perceived as a fixed pie situation, “when in fact it involves enlarging the pie.” There are 4 integrative tactics that Daniel could use wit his six stakeholders: information exchange: sharing information (helps building tours among parties and is very helpful for successful negotiation, 2 framing differences as opportunities: both parties would benefit if there are office buildings and museum there would be a chance to incorporate shopping space within this: Form partnership: examples different shops within the museum and around office building where office workers could shop and work as the same time – beneficial for the city, too: 3. Cutting costs and increasing resources: by working together different parties could save on costs (expenditures) and have more resources to pursue different goals together. By working together different parties (Daniel Libeskins and Silverstein) would have more resources to pursue both ways and to make New Yorkers happy 4. Introduce superordinate goals: Attractive outcomes that can be achieved only by collaboration. Libeskins should try to convince the LMDC board and Larry Silverstein that in older to be a symbol of NY and a familiar site to new Yorkers. The trade centre should incorporate as many different aspects as possible, from culture, shopping to offices and trade aspects.  
Stereotypes of outsiders: this aspect was evident when US military’s help was ignored b/c “military officials did not have fully approves request for assistance thought the proper channels.” Ignoring outsiders, whose help or specialty can be helpful is really damaging the decision-making process; and chances of finding a solution for a problem in a timely manner.
[bookmark: _GoBack]Issues: (1) compatible, integrative – mutual benefit (2) competing (tradeoffs) (3) collaborative – compromises – middle. BATNA best alternative to a negotiated agreement (1) know yourself (reservation pt, interest) (2) know your opponent (BATNA), (3) know bargaining zone (4) Know the situation (oneshot or longterm, agrmt required?) 




