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Changes in employees roles due to organizational shifts have influenced individual behaviors and perceptions in such a way that the members often organization interpret things in their way to benefit the organization. When an employee is aware of an organization’s expectations, it is easy for them to understand their roles and the best ways of contributing to the bigger picture. However, when there is no clear transparency individual behavior and perception can foster fear and leads to rumors that can inhibit productivity. In order to attain the desired objectives, an organization should encourage the right practice and perception in an organization. In today’s work environment, most employees are millennials, and the most effective way of ensuring the millennials are engaged is to offer them a way of innovation. Empowering the workforce is the most effective means of engaging the young and talented through offering opportunities for novel ideas. 

Change is the shift in the operations of an organization. Generation differences in terms of communication affect how people communicate, employee turnover, and commitment and engagement of employees. Generation shifts affect team building, dealing with changes, encouragement, motivation, management, and it affects productivity. Research shows that generations tend to communicate based on their general backgrounds. All generations have different expectations, attitudes, behaviors, habits, and motivational techniques (Myers & Sadaghiani, 2010). Organizations today have been invaded by social platforms; some organizations have implemented social media friendly cultures, while others are anti-social media and forbid employees from using social media during working hours.    Perception of different organizational cultures with a shift in organizations negatively or positively affects an organization depending on the organization’s management techniques of the work environment. 

4-2 Journal: Individual Perceptions

Considering individual perception requires analysis of the actual situation. Parties should respond to the conflict based on the knowledge available at hand. This includes situation-specific knowledge, which can further influence the willingness of an individual to engage in efforts of managing the conflict itself, either by reinforcing confidence to handle the dilemma or to undermine another own willingness to consider the alternatives easily. Therefore, to achieve individual conflict, it is important to show understanding of the person's perspective. Conflict in the workplace can create obstacles that may affect communication and productivity.

I feel that after reading the discussion this week, I may be able to change my leadership approach according to how I observe behaviors because while a person may react in a wildly inappropriate way, it could feel justified to them, and it is essential for a leader to understand this. As a matter of fact, attribution bias shows that we are often more favorable when interpreting our behaviors unlike when we do the same on other people’s behavior (Pruitt, 2012). Therefore, as a leader, I understand that since we do not all perceive things the same way, we do not respond in the same way. Thus, approaching a specific behavior requires skills that a leader must possess

Finally, shared perception can influence individuals within an organization when considering how ideas can be exchanged to allow the organization to move forward. Some people use the cultural perspective of what is correct, appropriate, and professional behavior when assessing messages within the department. Members who fail to identify and account for such bias may misinterpret the communication. Shared perception can influence leadership climate, individuals, and the overall organizational outcome.

References

Myers, K. K., & Sadaghiani, K. (2010). Millennials in the workplace: A communication perspective on millennials’ organizational relationships and performance. Journal of Business and Psychology, 25(2), 225-238.

Pruitt, D. G. (2012). Conflict escalation in organizations. In The psychology of conflict and conflict management in organizations (pp. 261-282). Psychology Press.

