Takeaways
Week 5 – Leadership and Culture
· Trait Theory of Leadership
· Theory that consider personality, social, physical or intellectual traits to differentiate leaders from non-leaders  - find out who has leadership traits and select them as leaders
· Three of big Five (agreeableness, extraversion, openness to experience) are related to leadership behaviours
· Intelligence is related to leadership but not as strong as previously thought
· Effective leaders are high on emotional intelligence
· Limitations of Trait Theory
· Trait theory is better at predicting leader emergence than leader effectiveness
· No universal traits found that predict leadership in all situations
· Difficult to determine whether traits make the leader or opportunity for leadership procures the traits
· Failure to take into account the situation in which leadership occurs. 
· Bias and discrimination when it comes to evaluating a leader’s effectiveness and decisions about promotions to leadership positions as we value traits higher
· Consideration vs. Initiation Structure
· Structures are not incompatible, someone can be high, medium or low in one or both dimensions 
· Both structures contribute positively to employee motivation, job satisfaction, and leader effectiveness
· Consideration > follower satisfaction, motivation and leader effectiveness
· Initiating > Leader job performance, group performance
· Relationship between leader reward/punishment and perceptions, attitudes and behaviour is strongest when rewards and punishments are made contingent on employee behaviour.
· Situation Theory of Leadership – assumes specific behaviours differentiate leaders from non-leaders
· Fiedler’s Contingency Theory
· Indicated leadership orientation, elements considers – leader member relations, task structure and position power
· LPC score is not a measure of consideration or initiating structure 
· Cognitive Resource Theory
· Leader intelligence is predicted to be most important when the leader is directive, the group supports the leader, and the situation is low-stress 
· High stress situations impair cognitive resources, work experience will prevail
· House’s Path-Goal Theory
· Effective leaders are able to form a connection between employee goals and organizational goals. Leaders must be perceived as immediately satisfying or leading to future satisfaction. Rewards must be contingent on performance.
· Main parts – leader behaviour, situational factors, employee outcomes
· Supportive or considerate leader behaviour > supervising routine, frustrating jobs 
· Directive or structuring leader > ambiguous, less-structured jobs
· Behavioural Theories of Leadership
· Democratic/Participative Leadership	
· Leaders that consult team members, encourage participation, ask for ideas, input and suggestions, treat subordinates as equals – works well in increasing motivation
· The more of an area of freedom employees have the more the leader is behaving in a participative manner. There is an upper limit to freedom though. 
· Advantages - Motivation, quality, acceptance
· Disadvantages – Time and energy, loss of power, lack of receptivity or knowledge (not wanting to do management’s work)
· Autocratic/Directive Leaders
· Provide directions, act as sole expert, do not seek input, do not encourage suggestions.
· Works well in high-stress/urgent situations
· Laissez-Faire Leaders
· Provide limited instructions, have limited communication, often do not provide feedback, take approach of letting people do their job
· Not very effective and often frustrating for employees
· Transactional and Transformational Leadership Theory
· While transformational leaders have many of the transactional leader traits, they are distinguished by these transformational traits – intellectual stimulation, individualized consideration, inspirational motivation and charisma
· Transformational leadership > follower satisfaction with the leader and leader effectiveness – most consistent predictor of effective leadership
· Transactional Leadership > follower job satisfaction and leader job performance
· Transactional Leadership styles > democratic/participative, autocratic/directive, laissez-faire leadership
· Transformational Leadership styles >  Transformational leadership
· Overview of Behavioural Theories of Leadership
· Democratic > more satisfied
· Autocratic > produce more
· Laissez Faire > frustration and lack of productivity or satisfaction
· Transformational > Both productive and satisfied
· Leader-Member Exchange Theory
· Social Exchange Theory – Employees who are in a high-quality relationship with their supervisor will reciprocate with extra effort and higher commitment and performance.
· High LMX > trust, loyalty, respect, challenging tasks, greater latitude and discretion, task-related resources, recognition
· Low LMX > Low trust, low respect, low obligation, low moral support, less attention and latitude, employees do only what their job descriptions demand.
· Higher quality LMX is associated with positive outcomes for leaders, employees, work units and organizations
· Empowering Leadership – Employees experience a state of psychological empowerment that consists of a feeling meaning, competence, self-determination and impact
· Ethical Leadership – Employees of ethical leaders are more satisfied with their supervisor, more willing to devote extra effort to their job, more likely to engage in citizenship behaviours and more willing to report problems to management.
· Improves LMX quality
· Authentic Leadership – positive effect on work groups as leader authenticity leads to member authenticity
· Servant Leadership – Encourage followers to become the best they can be and lead to self-actualization, positive job attitudes, performance and organizational focus on sustainability and CSR
Week 6 - Chapter 12 
· Leadership Vs. Power
· Leadership – focuses on goal achievement and requires compatibility with followers. Research tends toward leadership styles and relationship with followers
· Power – focuses on capacity to influence those who are dependent to achieve goals. Requires follower dependency. Research tends toward power tactics and sources for gaining compliance.
· Power
· The capacity to influence the behaviour of others
· Fact that target power is dependent on the power holder does not imply that a poor relationship exists between the two
· Power can flow in any direction in an organization
· Broad concept that applies to both individuals and groups
· How people obtain power
· Doing the right things – extraordinary performance, visible activities, relevant activities
· Cultivating the right people – Good relationships with outsiders, subordinates, peers, superiors
· Influence Tactics – assertiveness, ingratiation, rationality, upward appeal, coalition formation
· Empowerment
· Hiring people who will be intrinsically motivated by power and opportunity and aligning extrinsic rewards with successful performance.
· Fosters job satisfaction, organizational commitment, organizational citizenship behaviour and high performance.
· Effective managers (institutional managers)
· Have a high nPow, 
· Use their power to achieve organizational goals
· Adopt a participative or coaching leadership style
· Relatively unconcerned with how much others like them
· Ethical Dilemmas – Moral Standards for Decision Making
· Honest Communication (of subordinates), fair treatment, special consideration, fair competition, responsibility to organization, csr, respect for law
· Ethical Dilemmas – Causes of Unethical Behaviour
· Gain 
· Role Conflict – being a custodian of environment but also working for a factory
· Strong Organizational Identification – trying to “help” the organization
· Competition – competing for scarce resources
· Personality – Morally misguided 
· Organizational and Industry Culture – Patterns in the organization
· Ex. Bribery, conflict of interest, sexual harassment, environment “tragedy of the commons”, workplace safety, whistle-blowing
· Ethical Guidelines
· Identify the stakeholders that will be affected by any decision
· Identify costs and benefits of various decision alternatives to stakeholders
· Consider relevant moral expectations that surround a particular decision
· Be familiar with the common ethical dilemmas that decision makers face
· Discuss ethical matter with decision stakeholders and others
· Convert your ethical judgements into appropriate action
Week 7 – Chapter 11 and 13
· Rational Decision-Making Model
· Bounded Rationality occurs because while people want to act rationally, they are limited by influences from other factors such as time constraints and political considerations
· Problem Identification and Framing, Bounded rationality can lead to 
· Perpetual Defence 
· Problem defined in terms of functional specialty
· Problem defined in terms of solution
· Problem diagnosed in terms of symptoms
· Biases
· Availability Bias – using what is easily accessible in mind
· People are overconfident about their ability to assess and poor at revisiting opinion – confirmation bias, anchoring, sunk costs, escalation of commitment (more prone for groups), framing
· Overconfidence – overestimating ability in just about everything, especially information they know or think they should know. People are prone to being overconfident when they have stated their opinions
· Fallacy of Centrality
· Sunk Costs 
· Framing – people make different decisions to the same problem depending on the way the problem is framed
· Gain > less risk, loss > more risky
· Problems with Bounded Rationality decision making
· People avoid incorporating known existing data about the likelihood of events into their decisions. 
· Large samples warrant more confidence than small samples
· Decision makers often overestimate the odds of complex chains of events occurring
· Anchoring Effect – People are poor at revising estimates of probabilities and values as they acquire additional information
· How Emotion and Mood affect decision making
· People in a positive mood tend to remember positive information, vice-versa
· People in a positive mood tend to evaluate objects, people, and events more positively, vice-versa
· People in a good mood tend to overestimate the likelihood that good events will occur and underestimate the occurrence of bad events, vice-versa
· People in a good mood adopt simplified, shortcut decision-making strategies, more likely violating the rational model. People in a negative mood approach decisions in a more deliberate, systematic, detailed way.
· Positive mood promotes more creative, intuitive decision making
· Why Use Groups
· Decision Quality - Three assumptions about groups
· Groups are more vigilant – more people are scanning the environment
· Groups can generate more ideas than individuals
· Groups can evaluate ideas better than individuals can
· Decision Acceptance and Commitment
· People wish to be involved in decisions that will affect them
· People will better understand a decision in which they participated
· People will be more committed to a decision in which they invested personal time and energy
· Diffusion of Responsibility
· Groups should perform better than individuals when
· The group members differ in relevant skills and abilities, so long as no conflict occurs
· Some division of labour can occur
· Memory for facts is an important issue
· Individual judgments can be combined by weighting them to reflect the expertise of the various members
· Disadvantages of Group Decision Making
· Time (process loss), Conflict, Domination (by one person, ineffective), Groupthink
· [bookmark: _GoBack]How risky vs. conservative shifts happen
· Initial position of group members before they discuss the problem
· Group discussion generates ideas and arguments that individual members have not considered before. Discussion produces more and better reasons for the initial tendency, causing it to be exaggerated.
· Group members try to present themselves as basically similar to other members but “even better”.  People try to one-up each other with slightly more extreme versions of the initial stance.
· Improving Decision Making
· Training Discussion Leaders
· Stimulating and Managing Controversy
· Traditional and Electronic Brainstorming
· Nominal Group Technique
· Delphi Technique
· Conflict and Stress
· Causes of Organizational Conflict
· Group identification and Intergroup Bias
· Interdependence
· Difference in Power, Status, and Culture
· Ambiguity, Scarce Resources
· Types of conflict – relationship, task, process
· Modes of Managing Conflict – avoiding, accommodating, competing, compromise, collaboration
· Distributive Negotiation Tactics
· Threats and promises, firmness versus concessions, persuasion
· Can be attained by setting aspirations high and identifying the lowest offer other is willing to accept
· Integrative negotiation tactics
· Copious information exchange, framing differences as opportunities, cutting costs, increasing resources, introducing superordinate goals
· Can be achieved by building trust, asking questions, giving away information, focus on interest, negotiating but not debating
· Third Party Involvement in Negotiation
· Mediation and Arbitration
· Is conflict bad?
· Conflict > Change > Adaptation > Survival
· Conflict stimulation – strategy of increasing conflict to motivate change
Week 8 - Groups and Teamwork
· Typical stages of group development
· Forming, Storming, Norming, Performing, Adjourning
· Why use groups?
· Decision Quality – higher quality decisions than individuals
· Decision acceptance or commitment – group decision will be more acceptable
· Diffusion of responsibility
· Advantages – more complete info, sharing of expertise, experience, diversity, pooled resources, increased quality, increased acceptance of the decision
· Disadvantages – ambiguous responsibility, slow, likelihood of intra-group conflict, pressure to conform to norms and leaders, likelihood of extreme decisions, costly
· Groups are better when – very complex tasks, very simple tasks
· Individuals are better when – creative tasks (if poorly structured)
· Group Biases
· Groupthink
· Group Shift – risky or conservative
· 
· Punctuated Equilibrium Model
· Phase 1 – First meeting to the midpoint of the group’s existence. Setting agenda for what will happen is critical. Assumptions, approaches and precedents at first meeting will dominate the first half of the group’s life.
· Midpoint Transition – Halfway point of deadline, marks change in groups approach and how the group manages the change is critical for the group to show progress. 
· Phase 2 – Decisions and approaches adopted at the midpoint get played out. Concludes with a final meeting that reveals a burst of activity and a concern for how outsiders will evaluate the product. 
· Group Structures and its consequences
· Group Size
· Satisfaction – as groups grow people are less satisfied because less time available to participate, harder to identify self with success, conflict may arise
· Performance
· For additive tasks, performance increases
· For disjunctive tasks, performance depends on the performance of its best member
· Process losses
· For conjunctive tasks – performance depends on poorest performer
· Diversity of Group Membership – more diverse groups have a more difficult time communicating
· Group Norms
· Norm Development
· Typical Norms – dress, reward allocation, performance norms
· Roles – Designated/Assigned & emergent roles
· Role Assumption Process
· Organizational factors lead role senders to develop role expectations and send roles to focal people
· Focal person receives the role and tries to engage in behaviour to fulfill the role.
· Organizational factors, role sender, focal person
· Role Conflict – intrasender role conflict, intersender role conflict, interrole conflict, person-role conflict
· People can have multiple roles within a group
· Status
· Formal Status System – Identification implemented by the application of status symbols that are tangible indicators of status.
· Informal Status System – Informal status gained from experiences within an organization
· Most people like to communicate with those of their status or higher, if status differences are large this can be nulled. People pay attention to and respect status.
· Group Cohesiveness
· Factors Influencing Cohesiveness
· Threat and Competition  - external threat to the survival of the group
· Success
· Diversity – if people agree on task process they will go beyond diversity
· Size – smaller the more cohesive
· Toughness of initiation
· Isolation of group – physically isolate and spend more time together
· Rewards
· Consequences of Cohesiveness
· More participation in group activities – people want to stay in the group so turnover is low
· More Conformity
· More success – cohesive groups are more productive than low cohesive groups when organizational norms are accepted. If the norms are rejected the cohesive group will be less productive than the low cohesive group.
· Social Loafing
· People working in groups feel trapped in a social dilemma – free rider and sucker effect
· Avoided by
· Making individual performance visible
· Making sure the work is interesting
· Increasing feelings of indispensability
· Increasing performance feedback
· Rewarding group performance
· Teams
· Teams are effective when high effort is directed toward the group’s task, when great knowledge and skill are directed toward the task and when the group adopts sensible strategies for accomplishing its goals
· Self-Managed Work Teams
· Tasks
· Should be complex and challenging, requiring high interdependence
· Qualities of enriched jobs, tasks are performed from beginning to end, are significant and require a variety of skills
· Composition
· Stability – high cohesiveness
· Size – as small as feasible
· Expertise – High levels about the task at hand. Group as a whole should be very knowledgeable about the task
· Diversity – members similar enough to work well together and diverse enough to bring a variety of perspectives and skills to the task at hand
· Supporting these teams
· Training – technical, social, language, business
· Rewards
· Management – effective managers should encourage groups to observe, evaluate and reinforce their own task behaviour
· Cross-Functional Teams
· Goals – combination of innovation, speed and quality that comes from early coordination among various specialties
· Principles for effectiveness
· Composition – all relevant specialties are needed
· Superordinate Goals 
· Physical proximity
· Autonomy – no micromanaging
· Rules and Procedures
· Leadership 
· Shared Mental Models
· Virtual Teams
· Advantages
· Around-the-clock work
· Reduced travel time and cost
· Larger talent pool
· Challenges
· Trust
· Miscommunication
· Isolation
· High Costs – cutting edge technology
· Management Issues
· What managers must do to keep watch
· Recruitment 
· Training
· Personalization – encourage people get to know each other
· Goals and Ground rules
