gmADMS 2400 – Organizational Behaviour
Chapter 1 - What is Organizational Behaviour?
· Organizational behaviour is the study of understanding the behaviour and attitudes of people within an organization
· Aim to improve attitude and behaviour
Role of Management Theory
· Scientific management refers to Frederick Taylor’s theory that broke down an organization and used scientific methods (observation, measurement, observation, etc)
· Considered Classical Theory
· Classical theory requires bureaucracy which means:
· Divided labour with high specialization
· Hierarchy
· Formal rules/procedures
· Decision maker at top
· Human Relations Movement contrasts classical approaches and realizes the psych of workers play a role in behaviours
· Productivity relates to very little on the characteristics of formal organization
An Integrative Model of OB
· Page 6 shows how different variables can affect our job performance and organizational commitment
Does Organizational Behaviour Matter?
· OB can help keep a product good overtime
Building a Conceptual Argument
· Resource-based view of organizations is a model that says that rare and inimitable resources help a company remain competitive
· Rare – short supply
· Inimitable – cannot be copied
· People are inimitable because
· History – experiences, wisdom, and knowledge 
· Numerous small decisions – eg. Flight attendants using humour to attract passengers
· Socially Complex Resources – eg. Trust, team work, culture, reputation
What’s so hard about OB?
· There is no key secret to OB, but there is the rule of one-eighth which means that only 1/8th of organizations will do what is required to build profit through placing people first
· ½ will not believe in OB
· ½ that does will try to change a single thing and fail since OB is more extensive and systematic than they though
· ½ that do a comprehensive approach won’t do it long enough for an economic gain
How do we “know” what we know about organizational behaviour?
· We use scientific methods with theory (a story that supplies who what when where and why elements), that lead to hypothesis which are predictions and check to see your hypothesis is correct by comparing the data and seeing if there’s a correlation between them
· A correlation of 0.5 is considered strong 
· Meta analysis is a method that combines all correlations of your studies and average it out
Chapter 2- Job Performance
Job Performance
· Job performance refers to the behaviour of the individuals rather than the results because there can be many external factors that play into the results
· Job performance is the behaviour that contribute positively or negatively to the accomplishment of an organization’s goals
What does It mean to be a “good performer”?
· Behaviours of employees can be split into 3 categories – Task performance, citizenship behaviour, and counterproductive behaviour
Task Performance
· Task performance is what employees do to convert resources to goods or services that the company produces
· The job description of tasks 
· Routine task performance are the things that are “habitual” responses by employees and can be done in a zombie like state
· Adaptive task performance are the responses from employees to events that aren’t routine and can be unusual/out of the ordinary
· Creative task performance is when employees have ideas that are novel or new and useful 
· Can identify task behaviours via job analysis which is a process that determines requirements of a job
· Done by generating a list via observations, surveys, and from that list “subject matter experts” evaluate which tasks on that list are important and frequent, and those that are deemed important and frequent are defined as task performance
· From those tasks, you can further define what behaviours are needed to define task performance
· Task behaviour refers to how employees perform their task and the 
· National occupational classification (NOC) is a database that includes many occupations in Canada and the tasks needed to be performed, but not specific and doesn’t have information about behaviours required
· Pg 32 Table 2-2
· Task performance behaviours are either done poorly or extraordinary not done or not done
Citizenship Behaviour
· Citizenship behaviour are voluntarily activities that are may/may not be rewarded but improves organization
· They can either be: interpersonal or organizational
· Interpersonal citizenship behaviours are those behaviours that help co-workers through supporting them and going beyond normal expectations. They include:
· Helping – assisting co-workers with heavy loads of work, aiding in personal matter, and showing new employees the “ropes”
· Courtesy – sharing important info with co-workers
· Sportsmanship – positive attitude towards co-workers
· They are important when working in a team environment
· Organizational citizenship behaviours are the behaviours that are going beyond expectations to improve operations of the organization, defending/being loyal to organization
· Voice – speaking up and offering constructive criticism to something negative
· Civic virtue – participation in company operations such as voluntary meetings, readings, and being informed of company news
· Boosterism – positively representing the company in public
· They are important because they can improve job performance evaluations and are relevant in every job

Counterproductive Behaviour
· Counterproductive Behaviours are behaviours that intentionally hinder organizational goal accomplishments
· 4 categories of counterproductive behaviours (pg 37 figure 2-2)
· Property deviance are the behaviours that harms the assets and possessions of the company
· Sabotage which is destruction of equipment, organizational processes, or company products
· eg. Contaminating food and serving it, not following working processes
· Theft is stealing company products/equipment 
· Production deviance is intentionally reducing organizational efficiency of work output
· Wasting resources is when you use too many resources or taking too much time to do little work
· Substance abuse is when an employee abuses drugs or alcohol prior to working or during work
· Political deviance are behaviours that intentionally disadvantage other individuals
· Gossiping is the act of talking about other employees about facts that may or may not be true
· Incivility is being rude, impolite, discourteous, lacking manners
· Personal aggression is hostile verbal and physical actions towards other employees
· Harassment is unwanted physical contact or verbal remarks
· Abuse is assault or endangerment (physical and psychological) where injuries can occur
· Bad performers may not always participate counterproductive behaviour, sometimes good workers do it because they’re least suspected
What does it mean to be a good performer?
· Good at the job tasks that they need to do
· Routine or adaptive
· Engage in citizen ship behaviours and refrain from counterproductive behaviour
Application: Performance Management 
· 4 general ways to evaluate performance
· 1. Management by objectives (MBO) – philosophy that bases an employee’s evaluations on whether they achieved specific performance goals
· Agreed upon prior and are specific/measurable 
· 2. Behaviourally Anchored Rating Scales – assess performance by using critical incidents to evaluate their job performance behaviours directly
· Critical incidents are short descriptions of effective and ineffective behaviours with numbers ranging 1-5
· 3. 360 degree feedback – uses ratings provided by supervisors, co-workers, subordinates, customers, and employees 
· Employees get a sense of how others view them and can compare to how they view themselves
· Different reviewers should have different weights
· Best suited for development rather than rewarding due to reviews being biased 
· 4. Forced Ranking – placing employees into ranks, where the top 10% of workers are class A, 70% are class B, and 20% are class C
· A – passionate, and leadership characteristics
· B – Backbone of company but lack initiative or characteristics  or passion that the A have
· C – cannot get the job done and are let go
Withdrawal Behaviour
· If there are negative work events (hiring of incompetent workers who get the job done but get on your nerves), there are usually 4 ways to react:
· Exit – being absent from work or voluntarily leave organization
· Voice 
· Loyalty – maintaining good working level and continue working hard (grin and bear) while hoping the negative working events would change
· Neglect  - interest and efforts in the company where tasks are done with less effort
· 2 forms of withdrawal behaviour (pg 63 figure 3-4):
· Psychological withdrawal (neglect)
· Mentally escaping working environment
· Daydreaming is when work is disturbed by random thoughts
· Socializing is when people talk to others about things non work related
· Looking busy is when people walk around and look busy without actually doing anything productive
· Moonlighting is when people are using work time to do things non-work related
· Cyberloafing is when people are using internet, email, instant messaging for non-work related tasks
· Physical withdrawal (exit)
· Physically escaping the work environment 
· Tardiness is when employees arrive late and leave early
· Long breaks are longer than normal breaks
· Missing meetings is when people neglect work functions while away from office
· Absenteeism is when employees miss an entire day of work
· Quitting is voluntarily leaving organization 
· Independent forms model states that different kinds of withdrawals are not connected to each other
· Compensatory forms model states that different withdrawal behaviours are negatively correlated – doing one type means that they won’t do other ones
· Progression model states that different withdrawal behaviours are positively correlated to others – doing one means more likely to do others
WEEK 3: Chapter 9 – Personality, Cultural Values, and Ability 
· Personality is the way people behave that explains their thought, emotion, and behaviour 
· What people are like
· Traits are regular trends in people’s responses to the environment
· Personality is made up of different traits
· Cultural values are shared beliefs that capture what a culture is like
· Can influence personality 
· Ability is the capabilities of performing a range of activities 
· what people can do
How can we describe what employees are like?
The big five taxonomy
· Most personalities adjectives can be split up into 5 categories:
· CANOE (conscientiousness, agreeableness, neuroticism, open to experience, and extraversion)
· Conscientiousness refers to the dependability, reliable, organized, ambitious, hard-working, and persevering
· Has a big influence on job performance and is beneficial for all jobs
· Desirable because conscientious people prioritize accomplishment striving which means they have a big desire to finish goals and tasks 
· Agreeableness refers to kind, helpful, courteous, warm, cooperative, etc
· Prioritize communion striving which means they focus on getting along rather than getting ahead
· Can be detrimental if you’re a manager but can be beneficial in service jobs
· Extraversion refers to talkative, sociable, passionate, assertive, bold, and dominate
· Prioritizes status striving which means they want to gain power and influence to express their personalities
· Often times are considered leaders
· Also tend to be high in positive affectivity which means they usually experience pleasant and engaging moods
· Neuroticism refers to being nervous, moody, emotional, insecure, and jealous
· Tend to be high in negative affectivity which means they usually are negative, hostile, nervous, and unpleasant 
· Influences how they deal with stress and is detrimental for all jobs
· Hold an external  locus of control – they believe that believe events occur out of luck and they don’t have much say in how their fate goes
· Openness to experience refers to curious, imaginative, creative, complex, sophisticated
· Beneficial for jobs that are constantly changing and dynamic in terms of job demands
· Good for creative jobs and can lead to new ways of doing things 
Cultural Values
· Culture is the shared values, beliefs, motives, identities, and interpretations that are formed from experiences that are common
· What we are like stems from where we are from 
· Study has shown that different societies show general differences in the Big Five and some value more than others
· People in different countries prioritize different values from the Big Five
· The different values in culture can divide and summarize in taxonomies (Hofstede Dimensions)
· Individualism – collectivism is the degree of the culture referring to tightknit or loosely knit social framework
· Power distance is the distribution of power (even/uneven)
· Uncertainty avoidance is the tolerance of uncertain/ambiguous situations and whether or not they feel comfortable or threatened by them
· Masculinity – femininity is the value of stereotypical male/female traits (assertiveness, gain of money vs caring for others, quality of life)
· Short-term vs long-term orientation is when the culture values past-present (traditional) or future oriented (persistence, prudence) 
· Being aware of the cultural differences in values because they can influence reactions to change, conflict management styles, negotiation approaches, and conflict management styles, etc
· Being unaware can cause ethnocentrism which is when someone views their values as right and others as wrong
What does it mean for an employee to be “able”?
· Abilities can be split into 3 different categories: cognitive, emotional, and physical (pg 224 figure 9-6)
Cognitive ability
· Cognitive ability is the capabilities to make decisions and problem solve based on knowledge. 5 types of cognitive abilities
· Verbal ability is the capabilities to comprehend and express orally and written
· People can be good at oral, but bad at written and vice versa 
· Relevant to business executives, 
· Quantitative ability refers to being able to do simple math, and to apply using math reasoning
· Reasoning ability are the abilities with sensing/solving problems with rules/logic
· Being able to sense a problem, using deductive reasoning to apply rules to problems, and to using inductive reasoning to combine specific info to form conclusions
· Spatial ability is being able to understand orientation (where you are) and visualization (imagining how things would look like after being reaaranged)
· Perceptual ability is being able to perceive, understand, and recall patterns of information
· General cognitive ability plays an important role in determining more narrow cognitive abilities
Emotional Ability 
· Emotional intelligence are the set of abilities related to understanding and using emotions that affect social functioning
· Set of abilities include self-awareness, other awareness, emotional regulation, and use of emotions
· Self-awareness is the ability to understand and recognize the emotions in oneself 
· Also being able to express themselves naturally
· Other awareness is the ability to understand and recognize emotions in others
· eg. Being able to recognize that students have a hard time understanding what the prof is teaching
· Emotional regulation is the ability to recover from emotional experiences whether they be good or bad
· Use of emotions is the ability to harness emotions to improve their chances of being successful in their task (psyching yourself up to meet a time goal rather than sulking)
Physical Ability
· Strength is the degree to which your body can exert force
· Static strength – refers to lifting heavy
· Explosive strength – run, jump, throw things
· Dynamic strength – climb ropes etc
· Stamina 
· Flexibility and coordination 
· Psychomotor ability is the manipulation and control of objects 
· Fine manipulative abilities
· Control movement abilities – making quick precise adjustments to a machine while operating
· Response orientation – quickly choosing among appropriate alternative mvements 
· Response time – quickly responding to signals with body movements
· Sensory ability refers to capabilities associated with vision and hearing 
· Near/far vision, night vision, visual colour discrimination, depth perception heating sensitivity, auditory attention, speech recognition
How important are these individual differences?
· Conscientiousness has strongest effect on task performance 
· Key driver for typical performance which are routine conditions that surround daily job tasks
· Ability is a key driver of maximum performance which is when there is a demand for an employee’s best effort 
· General cognitive ability has strong positive relationship with job performance, but not related to organizational commitment
Chapter 3 – Perceiving ourselves and Others in Organizations
Self-Concept: How we perceive ourselves
· Self-concept is an individual’s self-beliefs and self-evaluations
· Who am I? How do I feel about myself?
Self-Concept Complexity, Consistency, and Clarity
· Complexity due to our many roles (student, son, friend, etc)
· Can have low complexity if most important roles are interconnected 
· If complexity is low, something detrimental happening can play a larger toll on the individual because it effects a big part of who they are
· Consistency is high when our self-perceived roles share similar required values, traits, and vice versa
· Clarity is high when we are confident about who we are and are able to point out which of our identities are important
· Consistency and clarity increase with age 
· There are also 4 processes that shape self-concept:
1. Self-enhancement
· We usually have a positive self-concept and rate ourselves above average in success, attractiveness, importance
· Can be detrimental if we over-estimate how we actually perform
2. Self-verification 
· The inherent motivation to maintain their existing self-concept
· We want to be known and understood by others by our own understanding of ourselves
· Will be motivated to interact with those who affirm their self-concept
3. Self-evaluation 
· Consists of self-esteem (how much we like/respect ourselves)
· Higher self-esteem means we are less influences by others
· Self-efficacy – our beliefs of our own abilities to accomplish a task
· High self-efficacy  Can-do attitude
· Locus of Control (internal/external)
4. The Social Self 
· Although we have our own personal identity that is made up of attributes that are unique, we also have a social identity which is who we are defined by our social groups (social identity theory)
· The group status also is important because it allows us to feel better about ourselves
· Those who define themselves with a bigger emphasis on their social self are more easily peer pressured 
Perceiving the World around Us (pg 368 exhibit 3.3)
· Perception is the processes of receiving information about and making sense of the world around us
· First, we input information via our 5 senses
Selective attention
· Then we ignore some information and select some information to process via selective attention 
· Influenced by characteristics of the person/object being perceived 
· Characteristics of the perceiver also influence perception through evaluating the information and seeing if it’s important or not
· Problem can include screening out important info
· Confirmation bias is when we screen out information that doesn’t relate to our beliefs, values, and assumptions
Perceptual Organization and Interpretation 
· Categorical thinking happens when we organize people and objects into preconceived categories that are stored in our long term memory
· Eg. Grouping things together based on similarities/proximities
· Mental models are visual images in our mind that represent the external world
· Eg. We can make a mental model of a classroom with a lecture going on because we have experienced it
· Can be an issue because facing problems can lead to tunnel vision (accounting perspective vs marketing perspective)
Specific Perceptual Processes and Problems
Stereotyping in organizations
· Stereotyping is when you apply a pre-existing belief of an identifiable group to others within that group
· Can be through media or own experiences
· Why do people stereotype?
· Form of categorical thinking and is an “energy saving” method to understand the world
· Use it to fill in the blanks of people we meet to help us understand how they will possibly behave
· Use it to enhance our self-concept (by combining social identity and self-enhancement) through: 
· Categorization 
· Homogenization 
· Differentiation
· Problems with Stereotyping
· Stereotypes may not be fully true
· Can lead to discriminatory attitudes/behaviours 
Attribution Theory
· Attribution process is when you determine if a behaviour of an event is caused by the person (internal) or environment ( external)
· 3 factors (pg 373 exhibit 3.4):
· Consistency - How often did the person at this way in the past?
· If high, means internal attribution
· Distinctiveness – How often does this person act this way in other settings?
· If frequently, means low distinctiveness and internal attribution
· Consensus – How often do other people act this way in similar situations?
· If non-frequent, means low consensus and internal attribution
· Attribution errors
· Fundamental attribution error is when we view ourselves and consider both internal and external attribution, but when we consider others, we only judge them based on internal attribution
· Self-serving bias is when we tend to attribute favourable outcomes to internal attribution and blame failures to external attribution
· Self-fulfilling Prophecy
· Self-fulfilling prophecy is when we make expectations about someone and those expectations causes that person to act in the way we expected them to
· Contingencies of Self-Fulfilling Prophecy
· Stronger when many people hold the same expectations 
· Other Perceptual effects
· Halo effect is when we view someone based on one prominent characteristic and that distorts our perception of their other characteristics
· False-consensus Effect (similar-to-me) is when we overestimate the extent to which others have beliefs and characteristics similar to ourselves
· Primacy Effect is when we form an opinion on someone based on our first impression
· Recency Effect is when the most recent information dominates our perception
Improving Perceptions
Awareness of Perceptual Biases
· Being aware that these biases exists can help us learn from them 
Improving Self-Awareness
· Being more aware of biases that we use
· Can do a test called the Implicit Association Test (IAT) to see if we have any implicit biases
· Johari Window is another method and it states that there are 4 areas:
· Open –  Information that you and others know
· Blind – information that others know and you don’t (how awkward you may act)
· Hidden – Information that you know and others don’t
· Unknown – information that you and others don’t know
· Goal is to increase the open area so that everyone can have a mutual understanding
Meaningful Interaction
· Contact hypothesis is when people interact with each other, the more they do it, the less prejudice or biased they are with each other

WEEK 4: Chapter 3 – Organizational Commitment 
· Organizational commitment is the desire of the employee to remain a member of the organization
What does it mean to be committed?
Forms of Commitment
· Affective commitment is when you stay because you want to (emotional based)
· Continuance commitment is when you stay because you have to (cost based)
· Normative commitment is when you stay because you ought to (obligation based)
· Focus of commitment is the people, places, and things that inspire a desire to remain a member of an organization
Affective commitment
· Typically display citizenship behaviour because they enjoy being in that company
· Leaving would cause sadness
· Also should have emotional bond with co-workers
· If you visualize emotional bonds between co-workers, you can create a web of relationships where the people are nodes (pg 57 figure 3-3)
· Erosion model suggests that employees that have the least number of connections will leave the company
· Social influence model suggests that those who are directly linked to those who leave will also have a greater chance of leaving
· Companies are now trying to reduce the leavers because of the infectious effect it has so they promote emotional bonding via events (Phils ski trip)
Continuance Commitment 
· Leaving would cause anxiety due to cost issues
· Factor increasing continuance commitment would be time/effort invested
· Those who stay will do minimal efforts and will not participate in citizenship behaviours because they are only there because they have to
· Embeddedness happens when employees are continually committed because there’s a sense of fit to organization/community
Normative Commitment 
· Leaving would cause guilt feeling 
· We may feel like we’re in debt to the company because they spend a lot of time training and developing us
Trends that affect commitment
Diversity in the Workforce
· As baby boomer age gets older, there will be an increase of retirement rates
· Minorities and older employees will also be at risk to the erosion model
The changing Employee-Employer relationship 
· It’s the generation of downsizing and that means the relationship between employee/employer is weaker and that makes the affectionate commitment low
Chapter 4 – Job Satisfaction 
· Job satisfaction is the pleasurable emotional state from appraisal of job/(experiences)
Why are some employees more satisfied than others?
· Value-percept theory explains job satisfaction as a product of what we value
· Dissatisfaction = (Vwant – Vhave) X (Vimportance)
· Where V = pay, promotion, supervision, co-worker, work
· Pay satisfaction refers to employee’s feelings on the compensation they are receiving for their job 
· Promotion satisfaction refers to feels about how company handles promotions
· Frequency, fairness
· Supervision satisfaction refers the feelings about boss (competency, communication, personality)
· Can they help me attain my wants?
· Are they likeable?
· Co-worker satisfaction refers to feelings about co-workers
· Can they help me do my job?
· Are they likable? 
· Work satisfaction refers to the feelings about the work task
· Typically the work itself has a strong correlation with job satisfaction
· Pay has the lowest correlation with job satisfaction 
Satisfaction with the Work Itself
· Boring jobs aren’t necessarily better jobs
· Satisfaction with the job is made up of 3 psychological states
· Meaningfulness of work – degree where the work tasks reflects the beliefs/philosophies of the employee
· Responsibilities for outcomes – degree where the worker feels like they drive the quality of work
· Knowledge of results -  degree where the employee knows how well/not well they are doing
· Job characteristics theory – describes what tasks create these psychological states
Meaningfulness of Work
· Variety – the degree to which a job requires different activities and skills
· Identity – the job has to have a completion of a whole identifiable piece of work
· Significance – our belief that our job impacts society and is important
Responsibility for Outcomes
· Autonomy – is the degree to which a job grants freedom, independence, and discretion 
Knowledge of Results
· Feedback – degree to which the job provides information about how well a worker is doing
· Also require growth need strength which is the degree in which employees want to further develop themselves
· Need knowledge and skill as well which is the degree which employees have aptitude and competence needed to succeed
Moods and Emotions 
· Moods are states of feeling that are mild and isn’t directed at anything
· Can range from pleasant to unpleasant and they can either be engaged or disengaged (pg 94 figure 4-6)
· Affective events theory is a theory that events in the workplace can affect our emotions which will reflect in our work behaviours
· Emotions are states of feelings that are intense and are directed at someone or a circumstance
· Some jobs will require emotional labour in which the employee needs to manage their emotions to do the job duties successfully 
· Waiters
· Need emotional labour because of the idea of emotional contagion which is an idea that emotions can be transferred from one person to another
How important is job satisfaction? 
· Job satisfaction has a moderate positive effect on job performance
· Job satisfaction has a high positive effect on organizational commitment 
· Mainly affective commitment and normative commitment, but not so much on continuance commitment
Life Satisfaction 
· Life satisfaction – is the degree of satisfaction of their own general lives
· Job satisfaction is strongly related to life satisfaction 
Chapter 6 – Motivation
· Motivation is the energetic forces that determine the direction, intensity, and persistence of an employees’ work effort
· What behaviour (choice), with how much effort, for how long?
Expectancy Theory (pg 112 figure 6-2)
· Expectancy theory is a theory that describes the cognitive process of employees that help them make choices 
· Expectancy is the belief that exerting a lot of effort can lead to results in performance
· E  P
· Eg. May not be motivated to sing if we don’t believe that our efforts won’t lead to singing well
· Self-efficacy helps determine our expectancy for a task
· Based on past accomplishments, verbal persuasion, and emotional cues
· Instrumentality is the belief that successful performance will result in some outcome(s)
· PO
· Called instrumental because we believe that it will help attain something we want (outcome)
· Valence is anticipated value of the outcomes associated with successful performance
· If the outcome is valued by the employee, then valance would be high 
· The outcomes can either foster intrinsic or extrinsic motivation:
· Intrinsic motivation is the desire to put in work because we want to 
· Task performance is its own reward (enjoyment, accomplishment, knowledge gain, skill development)
· Extrinsic motivation is the desire to put in work because of influences outside of the individual 
· Rewards via pay, bonuses, threat of punishment, praise, status
· Motivational Force = [EP] x [∑[(PO) x V]]
· Since there are many outcomes, we need to sum up the valance x the instrumentality for each of the outcomes
Goal Setting Theory (pg 120 figure 6-4)
· Goal setting theory states that the primary drivers of intensity and persistence are goals
· There are guidelines for effective goal setting:
· Specific and difficult goals – goals that make employees work at maximum potential, not over their abilities
· Assigning self-set goals affects the effort intensity and persistence and can motivate employees
· Attain goal commitment – the degree in which a person wants to reach their goals
· Use results oriented goals – performance expectations and measurement
· Provide feedback on goal attainment
· SMART goals (specific, measureable, achievable, results based, time sensitive) 
Equity Theory (pg 123 fig 6-5)
· Equity theory is a theory that suggests that people compare their outcomes with inputs and compare to others
· Comparison other is someone who is used as a frame of reference to judge equity
· If the ratio between outcomes and inputs are equal with the comparison other, then you’ll maintain intensity and persistence 
· If there’s ever an imbalance, it triggers an equity distress which is an internal tension from being under/over rewarded
· Under-reward inequity will drive you to increase your outcomes (via talking to boss about raise, or stealing from company) or lowering your inputs (lowering intensity and persistence)
· Over-reward inequity will drive us to grow your inputs (via higher quality work or cognitive distortion – reevaluating our inputs and perhaps realizing we’re bringing more to the table)
· Changing our comparison other can also help restore balance 
Psychological Empowerment
· Psychological empowerment is our belief that our motivational energy is from us believing that our tasks are contributing to a larger purpose 
· 4 concepts relating to psychological empowerment:
· 1. Meaningfulness – the value of our work goal/purpose relative to our own ideals and passions
· 2. Self-determination – a sense of choice in the initiation and continuation of work tasks
· People can choose how they want to structure their tasks and how to approach them
· 3. Competence – the capability to perform work tasks successfully (same as self-efficacy) 
· 4. Impact – the sense that the person’s task makes a difference and fulfills some important purpose
How important is motivation? 
· Motivation has strong positive relationship with job performance and moderate positive relationship with organizational commitment 
· Self efficacy/competence has strongest relationship with performance 
Compensation systems 
· Organizations can use compensation practices to increase motivation via individual focused elements (piece rate, merit pay, lump-sum bonuses, recognition awards), unit-focused elements (gain sharing) or organizational focused elements (profit sharing)











Chapter 9 – Communicating in Teams and Organizations 
· Communication is the process where information is transferred between two or more people
Importance of Communication
· 4 different functions of communication
· 1. Coordination
· 2. Learning through distribution of knowledge
· 3. Decision making
· 4. Change behaviour 
· 5. Support Employee Wellbeing
A Model of Communication
· Pg. 247 Exhibit 9.1
Influences on Effective Encoding and Decoding
· 4 factors that influence effectiveness of encoding/decoding
· 1. Communication Channel Proficiency – good when both parties are skilled and enjoy the communication channel
· 2. Similar Codebooks – codebook is the understanding of symbols, languages, gestures, idioms, etc
· Allows for more accurate encoding/decoding
· 3. Shared mental models of the communication context – less explanation for context 
· Differs from codebooks 
· Eg. Canadian astronaut and Russian astronaut has same mental model of technologies (mental model) but cannot communicate due to language barriers (codebook)
· 4. Experience encoding the message – more experience people communicate, the better they get
Communication Channels
· 2 main type of channels: verbal (words spoken or written) and non-verbal 
Web-Based Communication
· Emails are the most popular form of web-based communication
· Quickly written and quickly sent, can send to multiple people, and asynchronous (sent/received at different times)
· Reduces face time to save time, and increases flow of information
· Reduces biases due to lack of age, race, and other stereotype biases
Problems with email
· Poor Medium for Communicating Emotion – emotion is found from non-verbal cues and emoticons are starting to help 
· Reduces Politeness and Respect – people say things online that they might not say irl (e-thug)
· Poor Medium for Ambiguous, Complex, and Novel Situations – when issue gets messy, start talking irl instead of email
· Contributes to Information Overload – cmail volume will continue to rise
Workplace Communication Through Social Media
· Social media starting to replace email
· Includes web-based tools used to generate/exchange info
· Social media allows for presenting individuals identity, enable conversations, share info, maintain relationships, presence of others in virtual space
· Some social media emphasize some of those traits more than others (wiki focuses on sharing while facebook focuses on relationships)
Non-verbal Communication
·  Includes facial gestures, voice intonation, physical distance, and silece
· Subtle
· Less rule-bound than verbal communication and more ambiguous and easily misinterpreted
· Non-conscious 
· Emotional Contagion is the non-conscious process where we share emotions or feelings that others feel by mimicking their non-verbal communication 
· Bumping head and wincing 
· The 3 functions of mimicry are:
· 1. Continuous feedback that shows we understand
· 2. Receiving emotional meaning from other people
· 3. Strengthens relationships among team members
Choosing the Best Communication Channel
· Depends on: 1. Social acceptance and 2. Media richness
· Social Acceptance
· How well the channel is approved and supported by the organization
· Factors include: organizational norms regarding specific channels, individual preferences, and symbolic meaning of a channel
· Media Richness
· Refers to medium’s data-carrying capacity 
· More ambiguous and non-routine communication requires a richer medium (face to face) whereas more routine communications could use more lean medium (financial statements)
· Routine communication using richer medium wastes time
· Exceptions to Media Richness Theory
· 1. Ability to Multi-Communicate – some people can use multiple lean mediums and be just as effective as a rich medium (smart phone while on computer)
· 2. Communication Proficiency – higher proficiency = more information pushed through
· 3. Social Presence effects – higher media richness = more social presence (more physical presence of others)
· High social presence can divert attention from the message 
· Eg. Meeting with CEO might make you worry about how you come across rather than focusing on the meeting itself
Communication Channels and Persuasion 
· Persuasion is the use of facts, logical arguments, and emotion appeals to change the belief of someone else that can ultimately change their behaviour
· [bookmark: _GoBack]Face-to-face is the best to persuade because of the verbal and non-verbal cues, because of immediate feedback which allows for adjustments, and because people are more persuaded in higher social presence conditions
Communication Barriers (Noise)
· 1. Process Barriers - We don’t listen as well as senders assume
· Language barriers can contribute to noise because of different codebooks
· Can lead to ambiguity
· Jargon are specialized words and phrases for specific group of people
· Can improve communication from within the group, but those who don’t possess the jargon codebook, jargon will = noise


Information Overload
· Volume of information is more than your capacity to process 
· Leads to noise when there’s information overload because you overlook information and it becomes misinterpreted
· Increase information processing capacity or lower the information load
Cross-Culture and Gender Communication 
· Japanese use more silence in their communication because it symbolizes that they’re thinking about what the other person said and if they disagree, they’ll be silent to preserve the harmony
Nonverbal Differences Across Cultures
· Shaking head means I understand in India while shaking head means no in North America
· Eye-contact with north America, and native americans
Gender Differences
· Pg 259 exhibit 9.5
Improving Interpersonal Communication
Getting your message across 
· Make sure it’s not ambiguous, repeat by rephrasing key points, and find a suitable time where there is less noise
Active Listening
· Sensing – process of receiving signals and paying attention to them
· Postpone evaluation, avoid interruptions and maintain interest
· Evaluating – understanding the message meaning, evaluating, and remembering it
· Empathize, and organize information
· Responding – feedback to the sender
· Show interest, clarify the message
Improving Communication Throughout the Hierarchy
Workspace Design
· Removing doors and walls to create a more open-spaced environment 
· Create team spaces
Web-based Organizational Communication
· Online newsletters now allows companies to spread news easily
· Wikis can help
Direct Communication with Top Management
· Management by walking around is a technique done by HP where the executives learn from the organization through face to face 
Communicating through the grapevine
· Grapevine is an unstructured and informal network founded on social relationships rather than organizational charts or job descriptions
· Few people spread rumours which may not have all details and may exaggerate other details 
· Benefits : source of information, culture of organization is communicated, and relieves anxiety and allows bonding
Chapter 7 – Trust, and Organizational Justice
· Trust is the willingness to be vulnerable to an authority based on positive expectations about the authority’s actions and intentions
· Bad reputation can harm the trust for a company
· Trust doesn’t eliminate risk, but it means that you’re willing to take that risk because you trust them
· Justice is the perceived fairness of an authority’s decision making
Why are Some Authorities More Trusted Than Others
Trust
· 3 different factors: Disposition based, Cognitive based, and Affect based 
· Disposition-Based Trust
· Is based on the trustor’s (my) self and my own personality
· Trust propensity is the expectancy that the words and statements of individuals can be relied on
· High trust propensity means that you can be gullible
· Trust propensity is gained through nature and nurture and the environment we live in
· Cognitive-Based Trust 
· As opposed to disposition based trust which relates to not knowing the people, cognitive-based trust is based on trustworthiness
· Trustworthiness is the attributes and character of a trustee that inspires trust  
· Is based off of Ability, Benevolence, and Integrity 
· Ability is the skills, competencies, and areas of expertise that enable an authority to be successful in some specific areas 
· Benevolence is the belief that an authority wants to do good for a trustor, apart from selfish motives
· Integrity is the perception that authority has a set of values and principles that the trustor finds acceptable 
· Affect-Based Trust 
· We trust them because we like them 
Justice 
· You can judge the fairness of an authorities decision by 4 dimensions:
· Distributive Justice is the perceived fairness of decision making outcomes
· Are awards allocated according to the proper norm?
· Does the same level of input = same rewards?
· Procedural Justice is the perceived fairness of the decision making process 
· The process must be fair
· One of the rules is to give employees a voice to express their opinion during the decision making
· Another rule is correctability which allows employee to voice if procedure seems incorrect
· 4 main rules are:
· Consistency – Are procedures consistent across people and time
· Bias suppression – Are the procedures neutral and unbiased
· Representativeness – Do the procedures consider the needs of all groups?
· Accuracy – Are procedures based on accurate information?
· These rules helps eliminate non-relevant characteristics in decision making
· If there is low distributive justice, but the procedural justice is high, then the reactions will be more positive than if distributive justice is low and procedural justice is low. 
· If the outcome of the decisions are bad, but the procedures done to end up at that outcome are good and follow the rules, then people will react better to bad outcome
· Interpersonal Justice is the perceived fairness of interpersonal treatment received by employees from authorities
· Rules include
· Respect – Does the authority treat the employee in a dignified and sincere manner? 
· Propriety – Do authorities refrain from improper remarks?
· Negative experiences affect mood 5 times more than positive experiences so interpersonally unjust actions damage 
· Informational Justice is the perceived fairness of the communications provided to employees from authorities 
· Rules include
· Justification – Do authorities explain procedures thoroughly?
· Truthfulness – Are those explanations honest? 
· When there are pay cuts, if there are good explanation as to why there is a pay cut, there tends to be less theft during the pay cut than when there’s a brief explanation instead
How important is Trust?
· Trust has a moderate positive effect on Performance and are more likely to engage in citizenship behaviour and less on counter productive behaviour
· This is because when employees don’t trust their authorities, the relationship they have with each other are economic exchange relationships which means that they are working to get paid and they perform their duties
· Trust goes up = social exchange goes up
· Employees trust that the authority will reward them going the extra mile, so they go that extra mile
· Trust has a strong positive relationship with organizational commitment and higher levels of affective commitment and normative commitment, but not continuance commitment
Application: Social Responsibility
· CSR is the perspective that acknowledges that the responsibility of a business encompasses the economic, legal, ethical, and citizenship expectations of society 
Chapter 11 – Power, Influence, and Negotiation
· Power is the power to influence others and to resist unwanted influences
· Can influence without even wanting to influence others
Why are Some People more Powerful than Others?
Acquiring Power
· Two branches of power:
· 1. Organizational power refers to the power that someone holds within an organization and consists of:
· a) Legitimate power is the formal authority and relates to your position within an organization
· Cannot ask employees to do tasks outside their scope
· b) Reward power is based on the control of resources or benefits
· People will be influenced to do things in hopes of getting rewarded
· c) Coercive power is based on the control of punishment  and operates on fear
· 2. Personal power refers to power based on “something else” and often leads to internalization
· a) Expert power is based on expertise or knowledge  
· b) Referent power is based on the charisma and characteristic of the individual 
· People want to be associated with someone who has referent power because they admire or are loyal to them
· Guidelines for powers are pg 311 table 11-2
· Often powerful people have more than 1 type of power and often all 5 types 
· There are also 4 factors that affect the strength of power to influence others called the contingency factors
· 1. Substitutability –the degree to which people can have an alternative means to access rewards/resources that the power-holder has
· 2. Discretion – the degree to which individuals have the right to make decisions on their own 
· More freedom to make your own decisions means more power to influence others
· 3. Centrality – how important a person’s job is and how many people depend on them
· When the role is important and interdependent with others, then there’s more power to influence
· 4. Visibility  - how aware others are of an individual’s power and position
· More people know that you have power and what you can provide, the more power to influence
Using Influence
· Just because if you have power doesn’t mean that we will use that power
· Influence is when you use your behaviour to change the behaviour of others
· Most Effective Influence Tactics
· Rational persuasion is when you use logical arguments to show that the request is worthwhile 
· Consistently successful with upwards influence
· Consultation is when you allow the person to participate in deciding how to carryout/implement a request
· Inspirational appeal is when you appeal to the values and ideals of the person to get an emotional reaction
· Collaboration is when you help the person to complete a task making it easier for them
· Moderately Effective Influence Tactics
· Ingratiation is when you use favours, compliments, or friendly behaviours to make them feel better about you
· more effective for long-term strategies
· Personal appeals is when you ask for favours based on friendship/loyalty
· Exchange tactic is when you offer a reward/resource in exchange of a request
· Apprising is when you explain why the task or favour will help them
· Least Effective Influence Tactics
· Pressure is when you use coercive power through threats and demands
· Coalitions is when you try to get other people to influence the person 
· Used in conjunction with other tactics
· Responses to Influence Tactics
· Internalization is when the target becomes committed to task and is when there is behavioural and attitudinal change
· Compliance is when the target is willing to do what you want, but isn’t whole-heartedly in it
· Behavioural change but not attitudinal
· Resistance is when the target doesn’t do it and puts an effort to not do it
Power and Influence in Action
Organizational Politics
· It is the action of individuals that are directed to further their own interests
· Political skill is the ability to effectively understand others at work and use that knowledge to influence others
· Based on networking ability, social astuteness, interpersonal influence, and apparent sincerity 
· It helps with organizational politics
· Workforces that demonstrate too many politics reduces job satisfaction, increases strain, lower job performance, and lower organizational commitment
Conflict Resolution (pg 318 figure 11-5)
· Those who have power can help conflict between two parties
· 5 styles of conflict resolutions based on the assertiveness of individuals, and cooperative they are with regards to others
· Competing (high assertiveness, low cooperation) is when one party wants to get to their goal without caring if the other party does (win-lose)
· Typically is when the party has legitimate/coercive power and using pressure or coalition 
· Avoiding (low assertiveness, low cooperation) is when one party doesn’t want to face the conflict and wants to postpone it
· (lose-lose)
· Accommodating (low assertiveness, high cooperative) is when one party gives in to avoid conflict 
· Done when the conflict doesn’t matter as much to the first party, than to the second (lose-win)
· Collaborating (high assertiveness, high cooperation) is when both parties work together to maximize outcomes
· More effective but most difficult (win-win)
· Compromise (moderate assertiveness, moderate cooperation) is when both parties give and take away
· Losses are offset by gains
Negotiations
· Negotiation is a process where two or more individuals discuss and attempt to come to an agreement about their differences
Negotiation Strategies
· Distributive bargaining is when one person wins and the other loses (fixed-pie resources)
· Integrative bargaining is when both people win and is done through problem solving and mutual respect 
· Those who are good at collaboration to fix conflicts are good at integrative bargaining
· Effective if there are more than 1 outcome and that both parties are flexible
Negotiation Stages
· Preparation – most important and is when both parties come up with their BAFNA (Best Alternate For Negotiation Agreement) which is the minimum each party will walk away with
· Exchanging information – they make a case for their position and provide all favourable information
· Bargaining – goal is for each party to walk away feeling like it gained something of value
· Closing and commitment – formalized agreement without any misinterpretations 
How impactful are power and job performance? 
· Power and influence has a moderate positive effect on performance through internalization and compliance which facilitates task performance and citizenship behaviour
· Has moderate effect on affective commitment through power (expert and efferent)
Chapter 10 –Teams, Diversity, and Communication
· Team is two or more people who work interdependently over some time period to accomplish common goals related to some task-oriented purpose
What Characteristics can be used to describe teams?
Types of Teams (pg 266 table 10-1)
· Work teams are teams that are relatively permanent and work together to produce goods/services
· Management teams are relatively permanent teams that participate in managerial-level tasks that affect the whole org.
· Coordinate activities for different functional areas to help reach the organization’s long-term goals
· Parallel teams are people from various jobs that come together and provides recommendations 
· Can be permanent or part time
· Project teams are formed to do one-time tasks that are complex and requires people with different skills and expertise
· Action teams perform complex tasks that vary in duration and take place in highly visible or challenging circumstances 
· Eg AC/DC, sports teams 
Variations within team types
· Virtual teams are teams that members are dispersed geographically and that the interdependent activity occur virtually
· Also there is a difference between the experience they have working together
· Well-known model of team development consist of:
· 1. Forming – understand who is leader and what is expected of each member
· 2. Storming – is when people are committed to their ideas they brought to the team
· 3. Norming – people start to cooperate with each other because they realize they have to
· 4. Performing – people start being comfortable with their roles and start making progress towards goal
· 5. Adjourning – anxiety and emotional due to the team disbanding 
· This model applicable if the team is already well-defined and has clear expectations – no need to form, storm, or norm
· Punctuated equilibrium is another model
· 1. Forming and pattern creation – members make assumptions and behaviour patterns
· 2. Inertia – the first part lasts long because of inertia
· 3. Punctured equilibrium – people realize they gotta change their task paradigm to complete the project on time
· 4. Process revision
· 5. Inertia
Team Interdependence 
· Task interdependence is the degree to which a team relies on one another for information, and resources to accomplish the work (pg 271 figure 10-3)
· Types of task interdependence from least coordination to most:
· 1. Pooled interdependence –everyone does their own work and pile it up at the end 
· Eg. Fishermen within a boat all do the same task 
· 2. Sequential interdependence – tasks are done in an order and one team member can’t start until the previous one finished their task
· 3. Reciprocal interdependence – similar to sequential interdependence, but can go back and forth due to revisions and other issues
· 4. Comprehensive Interdependence – each member has the freedom to decide who they need to interact with
· Too much task interdependence may hinder productivity
· Goal interdependence is the degree to which team members have a shared goal and align their individual goals with that vision
· Formalized mission statements help with this
· Outcome interdependence is the degree to which team members share equally in the feedback and rewards that result from the goal being achieved
Team Composition
· Team composition is the mix of characteristics that describe the people within the team
· 5 aspects of team composition
· 1. Member roles
· Role is the behaviour a person is expected based on the context 
· Team task roles are the behaviours that directly makes it easier to accomplish the task
· Team building roles are the behaviours that influence the quality of the team’s social climate
· Individual roles are the behaviours that benefit the individual at the expense of the team
· 2. Member ability
· Disjunctive tasks are tasks where the team member that is the most skilled at an ability, where the ability is relevant to the task, has the most influence on the team
· Conjunctive tasks are tasks where the team’s performance depends on the weakest link (pit stop)
· Additive tasks is where the contributions resulting from the ability of every member add up to determine team performance
· 3. Member Personality 
· Agreeableness promotes positive attitudes but if too many people are agreeable, then productivity will be hindered at the cost of team harmony
· Conscientiousness is good but low conscientiousness will damage the team
· CANOE
· 4. Team Diversity
· Team diversity is the degree to which team members are different from one another
· The value in diversity problem-solving approach says that diversity is beneficial because of the variety of perspectives and knowledge
· The Similarly-attraction approach says that diversity is counterproductive because people tend to avoid interacting with those who aren’t like them
· Surface level diversity is the visible diversity (race, gender, age) and issues with surface level diversity will disappear with time
· Problem is that subgroups form from these surface level diversity which could restrict info flow but the benefits outweigh this issue
· Deep level diversity is the difference between values and personality 
· Over time, people learn more about the differences of values which could affect the team
· 5. Team Size
· More teammates is good for management and project teams, but not production tasks due to distractions
Team Process and Communication
· Team process is the different types of activities that occur within a team as the team works toward their goal
Why are some teams more than the sum of their parts? (pg 294 figure 10-11)
· Process gain is when the team’s outcomes are greater than what was expected based on the capabilities of the individuals
· Synergy
· Process loss is when the team’s outcome is less than what was expected
· Coordination loss is when time is spent trying to coordinate the team rather than working towards the goal
· Motivational loss occurs because it’s sometimes hard to see who did what in the team 
Taskwork Processes
· Taskwork processes are the activities that directly relate to the accomplishment of team tasks
· Can be seen as like task performance
· Taskwork processes include:
· Creative behaviour
· Brainstorming is the best activity to foster creative behaviour
· May not be best idea to do in a team because of social loafing, lack of criticization, and production blocking (everyone takes turns)
· Nominal brainstorming has some individual time as well as brainstorming time which reduces social loaf and production blocking
· Decision making
· Effective decision making consists of 3 factors:
· Decision infirmity relates to if team members know enough about their task responsibilities
· Staff validity is the degree to which memebers make good recommendations to the leader
· Hierarchical sensitivity is the degree to which the leader effectively weights the recommendations of the members
· Boundary Spanning
· Involves three types of activities with individuals and groups other than those who are part of the team
· Ambassador activities are the communications to protect the team and persuade others of joining
· meant to communicate with those higher up within the organization
· Task coordinator activities is meant to coordinate task related issues with other functional areas
· Scout activities is when teammates gather information about technology, competitors or market
Teamwork Process (pg 285 figure 10-7)
· Teamwork processes are the interpersonal activities that promote accomplishment of team tasks but don’t relate to the tasks being done
· Transition processes are the teamwork activities that focus on preparation for future work (mission analysis, strategy formulation) 
· Could also be important between periods of work activities because they need a new strategy
· Action processes are the teamwork processes such as helping and coordination, that aid in accomplishment
· eg. Monitor progress towards goals 
· Interpersonal Processes are the teamwork processes such as motivating, confidence building, and focus on management of relationships within a team 
· Conflict management
· Conflict can be based on interpersonal relationships which doesn’t relate to the team task
· Task conflict are disagreements among members about the task itself
· Effective conflict management involves staying focused on the team mission, and benefits of task conflict can be destroyed if conflict is too much 
· Team states are the types of feelings and thoughts that form from working together
· Cohesion is when everyone is in harmony with one another and has strong emotional bonds
· Can be bad because can lead to groupthink where everyone agrees with one another and are overconfident in their abilities
· Conformity; may need to be devil’s advocate to break
· Potency is the confidence that the team has that they can accomplish different tasks and situations
· High potency leads to trust in teammates abilities and low potency leads to questioning of ability and goals within group
· Mental Models is the shared understanding among team members for capabilities and processes
· Capabilities lead people to know who to talk to do tasks
· Processes lead to efficiency 
· Transactive Memory is when team members realize not everyone has the same knowledge (mental models) so people work on what they know and know when their knowledge is relevant
How important are team characteristics and processes?
· Task interdependence has a moderate positive effect on team performance
· Correlation higher in teams involved in more complex knowledge work rather than less complex
· Task interdependence has weak relationship with team commitment
· Correlation is stronger for teams involved in more complex knowledge
· Teamwork process has moderate positive effect on team performance
·  Correlation is stronger for teams involved in more complex knowledge
· Teamwork process has strong positive effect on team commitment 
· Correlation is stronger for teams involved in more complex knowledge
Chapter 12 – Leadership Styles and Behaviours
· Leadership is the user of power and influence to direct the activities of followers towards goal achievement
· Leader-member exchange theory says that the relationship between leader and member is built on one on one
· The role taking phase is when the leader tells the members what’s expected of them and the role making phase is when the member tells the leader what he/she expects from this relationship
· Leader gives more resources and employee contributes more
· Through these interactions, the member either becomes within the leader’s “ingroups” or not
· If you’re in the ingroup, there’s greater communication, mutual trust, and greater respect
Why are some Leaders more Effective than Others?
· Leader effectiveness is based on whether the leader’s actions resulted in the goals of the unit, the continuance of the members, and the development of mutual trust, respect, and obligation in leader-member dyads
· The traits and characteristics of individuals are more predictive of leader emergence which is who becomes a leader, rather than the effectiveness of the leader
· Limitations include that traits don’t mean actions, and trait-leadership correlations are typically weak
Leader Decision-Making Styles
· Decision making refers to how the leader decides rather than what they decide
· Autocratic style is where the leader makes a decision without consulting the members
· Eg. Professors deciding what chapters need to be covered
· Consultative style is when the leader talks to the members and ask for their opinions before making the decision by him/herself
· Facilitative style is when the leader presents the problem to group members and the group comes up with a  consensus making sure the leader’s opinion isn’t weighted more than everyone else
· Delegative style is when the leader gives the employee(s) the responsibility for making the decision within some set of boundary conditions
When are styles most Effective?
· Time-driven model of leadership helps answer that question and is a model that suggests that there are 7 factors 
· Pg 341 figure 12-3
Day-To-Day Leadership Behaviours 
· 2 main dimensions:
· Initiating structure is the extent to which the leader defines and structures the roles of employees in pursuit to goal attainment
· Initiation, organization, production
· Consideration is the extent to which leaders create job relationships through mutual trust, respect for employee ideas, and consideration of feelings
· Membership, integration, communication, recognition, representation
· The dimensions are not mutually exclusive so leaders can be high in both initiating structure and consideration
· Life cycle theory of leadership says that the optimal combination of initiating structure and consideration depends on the readiness of the employees in the work unit
· Readiness is the degree to which employees have the ability and willingness to accomplish their task
· There are 4 types of readiness – R1, R2, R3, R4
· Telling is when leader provides specific instructions and closely supervises performance (high IS, low consider)
· Used for R1 (eager to begin, lack experience/confidence)
· Selling is when leader explain key issues and provide opportunity for clarification (high IS, high consider)
· Used for R2 (dissatisfaction)
· Participation is when leader shares ideas and tries to help group (low IS, high consideration)
· Used for R3 (can work together but needs support/collaboration
· Delegating is when leader turns responsibility for key behaviours over to employees (low IS, low consider)
· Used for R4 
Transformational Leadership Behaviours 
· Transformational leadership is a pattern of behaviour where the leader inspires followers to commit to a shared vision that provides meaning to their work while also serving as a role model who helps followers develop their own potential and view problems from a new perspective. 
· More of a motivational approach than managerial 
· 3 types of approaches (pg 346 figure 12-5)
· 1. Laissez-Faire leadership – leader avoids leadership activities 
· 2. Transactional – a pattern of behaviour where the leader rewards or discipline based on performance
· Transactional: Passive Management–by-Exception – when managers step in when there are mistakes/problems
· Transactional: Active management-By-Exception – when managers arranges to monitor mistakes and errors actively and corrects when needed
· Transactional: Contingent Reward – when leader attains follower agreement on what needs to be done using rewards for performance
· 3. Transformational – has the strongest and most beneficial effects of any of the leadership variables	
· 4 dimensions
· 1. Idealized influence (charisma)
· 2. Inspirational Motivation – a type of influence in which the leader behaves in ways that foster an enthusiasm for and commitment to a shared vision of the future
· 3. Intellectual stimulation – a type of influence in which the leader behaves in ways that challenges followers to be innovative and creative by questioning assumptions and reframing old situations in new ways
· 4. Individualized Consideration – leader influences people to find their potential through coaching, development, and mentoring
How important is Leadership?
· Transformational leadership has a moderate positive effect on performance 
· Employees with transformational leaders have higher levels of task performance due to higher motivation
· ^ Citizenship behaviour
· Also has strong positive effect on organizational commitment
· Higher affective commitment and higher level of normative commitment and no effect on continuance commitment
Chapter 14 - Organizational Culture and Change
· Organizational culture is the shared social knowledge within an organization regarding the rules, norms, and values that shape the attitudes and behaviours of its employees
Why do some organizations have different cultures than others?
Culture Components
· 3 culture components (like onion skins)
· Observable artifacts are the aspects of an organization’s culture that employees and outsiders can easily see
· Symbols are images an organization uses to convey messages
· Physical structures is the organization’s buildings and office designs
· Conveys if the workplace is open or not
· Language is the jargon, slang, slogans, used
· Stories  are the anecdotes, accounts, legends and myths passed down from cohort to cohort r
· reflect values of the organization
· Rituals are the daily/weekly planned routines that occur within an organization (casual Fridays)
· Ceremonies are the formal events generally performed in front an audience
· Espoused values are the beliefs, philosophies, and norms that a company explicitly states
· Eg mission statement, core beliefs
· Basic Underlying Assumptions are the taken for granted beliefs and philosophies of the employees and employees act on theses rather than questioning the validity
General Culture Types
· Culture types can be plotted with 2 dimensions: solidarity (how alike people are) and sociability (how friendly people are)
· Fragmented culture – everyone is distant. low solidarity; low sociability
· Mercenary culture – high solidarity; low sociability 
· “What’s in it for me?”
· Network culture – low solidarity; high sociability
· Everyone does their own thing
· Communal culture – high solidarity; high sociability 
Specific Culture Types
· Companies can used observed artifacts and espoused values to make specific culture types
· Customer service culture is focused on service quality
· Safety culture is focused on the safety of employees and typically found in work places where risk of accidents are high
· Diversity culture is focused on fostering or taking advantage of diverse group of people 
· Creative culture is focused on fostering a creative atmosphere 
Culture Strength
· Culture strength is the degree to which employees agree about how things should happen within the organization and behave accordingly
· Strong cultures are difficult to change and members are aware of the culture
· Advantages include differentiates organization from others, employees can id with the company, stability
· Disadvantage include making it difficult to merge organizations, too much of a good thing, 
· Subcultures are cultures created within a  small subset of the organization’s employees
· Countercultures are a subculture where their values are against the organization’s culture 
Maintaining an Organization Culture
· When new people come into a culture, they can weaken the culture if they’re different
· 2 processes keep cultures strong
· Attraction-Selection-Attrition (ASA) framework is a theory that says people are attracted to cultures they’re simila to, cultures will select people who fit their culture, and those who don’t fit or belong will leave/kicked
· Socialization  is the primary process where employees learn the social knowledge that allows them to understand/adapt to culture
· 6 dimensions
· Goals and values, performance proficiency, language, history, politics, people
· 3 different stages of socialization
· 1. Anticipatory stage – when the person is a potential employee and develops an image of what would it be like to work with them
· 2. Encounter stage – when the employee first starts working for the company where they compare the information they knew from the anticipatory stage to their current stage
· Leads to reality shock which is a mismatch of information that occurs
· 3. Understanding and adaptation – newcomers learn the content areas of socialization and internalize the norms and expectations of the organization 
Changing an Organization Culture
· The Change Process
· Freezing is when company realizes that things need to be changed 
· Change initiative is when the company plans and implements the change initiative 
· New leader, new reward system, etc
· Refreeze is when they harden up to the new norms and changes
· Issues include
· Proper diagnosis, resistance
· Changes in leadership
· When leadership changes, often so does culture and leaders are expected to maintain their culture that was created which is difficult
· Mergers and Acquisitions
· New culture often comes from a merger/acquisition which many fail in the outside world
How important is Organizational Culture?
· Depends on person-organization fit which is the degree to which the values of the individual reflects the organization’s values
· Person-organization fit has a weak positive effect on performance
· Slightly higher task performance and citizenship behaviour slightly stronger
· Person-organization fit has strong positive effect on commitment
· Higher affective commitment
