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What is organizational behavior? ¢ sl &l ) g L

Does it matter? aex Ja

How do we “know” things about OB? (e sLil " i Cas
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What Is Organizational Behavior? .

Think of the single worst coworker you've ever had. & s
ALY e deal s Jee Jaa ) I gl

What did he or she do that was so bad? oS5 o sl s alad 2l L
PP RETREILR

Think of the single best coworker you've ever had. & 58

What did he or she do that was so good? oS o sl s 4lxd s3I L

¢faa s
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What Is Organizational Behavior? ..

A field of study devoted to understanding, explaining,
and ultimately improving the attitudes and behaviors of
individuals and groups in organizations xS 4wl )y Jlaws

8 Clabaiall & e leadl 5 ol ANV LS gl g a8l ga (s g = i g agdl
sUaall 4l
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Do firms who do a good job managing OB concepts
become more profitable as a result? Al ls yall da
alia 3ol (8 an Jery 2 @OB elldl da i dny 5 S| v
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The resource-based view
of the firm 4< ,all Jaidga
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Valuable?das 13 3 gl

Inimitable

Numerous
Small

Decisions 4

Socially Complex

Resources 4

Jump to Appendix 2 long image
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Survey Questions about OB Practice

Covered in Chapter

What is the proportion of the workforce whose jobs have been 5
subjected to a formal job analysis?

What is the proportion of the workforce who are administered 4
attitude surveys on a regular basis?

What is the proportion of the workforce who have access to

company incentive plans, profit-sharing plans, and/or gain-sharing 6
plans?

What is the average number of hours of training received by a 3 10
typical employee over the last 12 months? ’
What is the proportion of the workforce who have access to a 5
formal grievance procedure and/or complaint resolution system?

What proportion of the workforce are administered an 9 10
employment test prior to hiring? ’
What is the proportion of the workforce whose performance 5
appraisals are used to determine compensation?

©McGraw-Hill Education.

Source: From M.A. Huselid. “The Impact of Human Resource Management Practices on Turnover,
Productivity, and Corporate Financial Performance.” Academy of Management Journal, Vol. 38, pp. 635-72.
Copyright © 1995. Reproduced with permission of Academy of Management via Copyright Clearance Center.



Table 1-3 The "100 Best Companies
to Work For” in 2015

1. Google

2. Boston Consulting

3. Acuity

4. SAS

5. Robert W. Baird
7. Wegman’s

9. Genentech

24. Twitter

27. Container Store
32. St. Jude

47. Four Seasons
49. Aflac

©McGraw-Hill Education.

50
51

53.
54.
595.
63.
70.
73.
4.
/8.
79.
80.

Goldman Sachs

. American Express

Marriott
QuickTrip
Whole Foods
KPMG

Cisco

Mayo Clinic
PWC

Hyatt

Ernst & Young
General Mills

Source: From M. Moskowitz and R. L

81. Publix

82. Bright Horizons
83. TDIndustries
85. Mars

86. Zappos

88. Cheesecake
Factory

90. Adobe

91. Capital One
93. Nordstrom
95. Nationwide
97. Deloitte

98. Accenture

evering. “The 100 Best Companies to Work For” Fortune, Mary 15, 2015.



So What's So Hard? W )
The Rule of 1/8th

“One must bear in mind that 1/2 of organizations won't believe the
connection between how they manage their people and the
profits they earn. 1/2 of those who do see the connection will do
what many organizations have done—itry to make a single
change to solve their problems, not realizing that the effective
management of people requires a more comprehensive and
systematic approach. gx a8l Gaas ¢} il sl Cavai o) o jliie) b aday o ¢ el Lo an”

U slae - ciladaiall (po el 4iled Lo ) slrdns JuaiV (50 cpdll Sl ol Caai eSS 31 LY 5 Leails 5o 5 )la) 24
Aagias Vst ST Egs callats ol a0 Aladll 3 laY) of &Il O ¢ pelSlia Jad aal gyt o) a

Of the firms that make comprehensive changes, probably only
about 1/2 will persist with their practices long enough to actually

derive economic benefits.” s e of daiadll e ¢ ALl <l 03 (5 50 ) SIS G e
" Ll i gall @;st 5 yial L@AMJLAA&LQS 1/2
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Where does the knowledge1 f;{this textbook come from?

Understanding that requires an understanding of how we
know things in general JSi LY 48 je 1,00 Lagh clld agd (allat,
PS

e
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How do we know about what causes: LYl < y=i Cas

- People to stay healthy? sus daay o0l
- Children to grow up happy? $slau (5,8 JukY)

- Employees to be satisfied with their jobs? i sS4 ik sall
foelith 5 e Cpal )
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Methods of Knowingié_zall (3 k

- Experience 4 a3

* Intuition (2>
+ Authority 4kl
- Science &=
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THEORY

VERIFICATION | HYPOTHESES
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Scientific Interests <llaia'y!
dralall

IS4

STRONGLY DISAGREE NEUTRAL AGREE STRONGLY
DISAGREE AGREE

1. | think being a scientist would be an interesting career path. Wle ¢3S o)l s
plaiaM B Gadsg Bl OgSuw

2. Working as a scientist is something | could see myself enjoying. s 32 xS Joall
4 gt (s 5 O 355

3.A scientific career path could be engaging, even if the work took a long time to
finish. (R g gl B39 Jeadl Gyl o (5> ¢« o odall (b ol Hluadl 0550 OF (S

4 Working with other scientists to make important discoveries would offer
meaning. s ;8 g dogo OLLAIS] s> (1,31 slale 2o Joadl O

5.Studying scientific knowledge to solve problems would be intrinsically
satisfying. Lyd s> (3 dudye 09w MWl Jou dualall ddya0dl duslys ¢

~Average Score: 15



How Do We Know Things about OB?

4 of 7

Theory 4 ki

A collection of assertions (both verbal and symbolic) that
specify how and why variables are related, as well as the
conditions in which they should (and should not) be related

Gl erciall Jagi 5 13l 5 @€ 2ot Al (4 e 1) g Adaslll) AUl (e de sana
Lo dasi i Ol ((ohaie V) oaa Al da g 3l X
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In groups, build a theory similar to the one below, for each

outcome. JSJ ¢ oL dy,asl] dgline duydas <l 08 ¢ wle goxo c3

* Job satisfaction (a9l Lyl
* Strain ¢lgdl
* Motivation el
* Trustin supervisor < dwll (§ daill
Is OB Common Sense? J» OB ¢ exdd! (!

Quality of Favorability

Script of Reviews
Fame of Buzz

Stars Generated

Box

Office
Receipts

©McGraw-Hill Education.



How Do We Know Things about OB?

6 of 7

To test our theory, we gather data on the variables included
IN our hypotheses. .tuluz 5 8 i jadl i ysidl ge by geny o ¢ Ll JLgay

We then use variants of the correlation coefficient to test
hypotheses, to see if they verify our theory. dix. i s st &
Lkt (e (Gaai CulS 1Y) Le 48 jral Dl pall sy Lol V)

The correlation is as follows: L WS lls Y

Perfect positive relationship: 1

Perfect negative relationship:-1

1- AadalS Al 48%e 1 ALlS dunlay) 48%e

Strength of the correlation inferred from judging the

compactness of a scatterplot of the X-Y values s
il i Jaladia Llail e oSl e it Ll HYIX-Y

More compact = stronger correlation sl bl )l = Lisa) i

Less compact = weaker correlation—isal Ll )l = LlSa) il
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Job Performance

©McGraw-Hill Education.

10f3

Social Recognition Behaviors

Jump to Appendix 3 longimage

description

(a) r = 1.00



Job Performance

©McGraw-Hill Education.

Social Recognition Behaviors

Jump to Appendix 4 long image
description

(b) r=.50



Job Performance
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Social Recognition Behaviors

Jump to Appendix 5 long image
description

(c) r=.00



How big is “big™? s axa 8 L

- What's the correlation between height and weight?
F0osN s Jshall G 48Dl 8 L

- Wil the correlation between job satisfaction and job
performance be higher or lower? o 483l ¢ Kis Ja

U Al el gadasll ela¥)y oada sl L I
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Important disclaimer dxge ¢34

- Correlation does not prove causation. <y ¥ lals Y|
ETTI |

AR

Proving causation requires:iuedl <l Gl
+ Correlation 4kl _yis 433
- Temporal precedence 43 4ausy!

- Elimination of alternative explanations < il aleyiul
abyll
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How Do We Know Things about OB?

7 of7

The correlations from multiple studies get averaged together
using meta-analysis. diaill aladiuls b sasmie Glal )3 (e lalii Y1 Ja sie Ol
. st

Meta-analyses can then form the foundation for evidence-
based management—the use of scientific findings to inform
management practice. e 4aial 3 a3 Galu¥) elld sy 4 g ellaill J<58 of ¢Sa
By Gl jlas § LY dpalall il alasin) - ddaY)

Well-supported theories become helpful tools for answering
why questions, like::di ¢ ) e 1l saie @l gl s d geaall Gl i) o

Why your best and worst coworkers act so differently — =i 13l
alide JS5 Jardl 8 @Dl gl 5 Juzadl

Why you sometimes think, feel, and act a certain way Ul S 13l
'i ~.. :\A.J.JL% 8 .~.~} » ..}
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Moneyball
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Average Score: 26

©McGraw-Hill Education.

o 1 2 3

EXTREMELY SOMEWHAT NEUTRAL SOMEWHAT
UNCHARACTERISTIC UNCHARACTERISTIC CHARACTERISTIC
OF ME OF ME OF ME

1. I'm always trying to figure myself out.

2. Generally, I'm not very aware of myself.

3. | reflect about myself a lot.

4. !'m often the subject of my own daydreams.

5. | never scrutinize myself.

6. I'm generally attentive to my inner feelings.

7. 'm constantly examining my motives.

8. | sometimes have the feeling that I'm off somewhere watching myself.
9. I'm alert to changes in my mood.

10. I'm aware of the way my mind works when | work through a problem.

4
EXTREMELY
CHARACTERISTIC
OF ME

From A. Fenigstein, M.F. Scheir, and A.h. Buss, “Public and Private Self-

Jump to Appendix 6 long image description

Consciousness: Assessment and Theory,” Journal of Consultingand Clinical
Psychology. Vol. 43. August 1975, pp. 522-27. Copyright 1975 by the American
Psychological Association. Adapted with permission. No furtherreproduction or
distribution is permitted without written permission from theAmerican

Psychological Association.
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Job performance ikl 1oy
- Task performance dagall ¢

- Citizenship behavior 4kl gl & sl

- Counterproductive behavior & sl

(oSl
Application (xuk

- Tools for managing job performance
b ol )Y 3 laY &l sal
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Job Performance

1 0of 2

The value of the set of behaviors that contribute, either
positively or negatively, to organizational goal
accomplishment (ola) JS& ¢ aald Al GLS hul) de gone 4o
ekl Caag) (Badas i ¢l

Notthe consequences or results of behavior—the
behavior jfself 1wii dolud] - glid] zilii o/ i) e Y

What's good about this distinction? ¢ juaill 122 8 pall L
What's bad about this distinction? ¢ _ull 1aa & ol 8 W

©McGraw-Hill Education.



Task Performance

10f3

The behaviors directly involved in transforming
organizational resources into the goods or services an
organization produces (i.e., the behaviors included in
one’s job description) i3 43yl diaaliall GLS gLl

A aall LS gLl (o1) dadaiall Leatiii ciland ol adus (I dpaadasill o ) gall

Typically a mix of:e g« sale

Routine task performance 4 )il algall ¢lal
Adaptive task performance 4asill algall ¢l

Creative task performance (=¥ dagall ¢l
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Task Performance

20f3

How do we identify relevant behaviors? 2~ cas
ealoall el il (Ll

Job analysis 4is sl Jidaa

Divide a job into major dimensions alxl ) dds 5ll JL3

List 2 key tasks within each of those major dimensions
Al ¥l @l e JS S8 i ) Cpflagae 0

Rate the tasks on frequency and importance sl a8
Laall s Sl Cua

Use most frequent and important tasks to define task
performance sl wasil daal JiSY ) ) S8 SV aleall aadiul
Lagall

©McGraw-Hill Education.



Exercise: Performance of a server

Do a job analysis a8 s3all elal 1o s
by Jlat o) aly

- Four major dimensions 4=
Aty Al

» Two tasks per dimension
2y JSI (liega

©McGraw-Hill Education.



Summary Report

!f'nsu"l[ ! i

O*N ET

Summary Report for: /nDemand
39-6031.00 - Flight Attendants

Provide parsonal services to ensure the safety and comfort of aifine passengers duning flighl. Greet passengers venfy lickets, explain use of safety equipment, and sarve food or
baverages.
Sample of reported job titles: Flight Attendant, Purser, In-Flight Crew Member

View report: | Summary Details Custom
Tosky | Ipow & Techooipgy | Knowindos | Skly | Apdtes | Work Adlviey | Wom Coolesd | Job fooe | Inferesls | Wos Sty | Work Valses | Beled Qocupatgas | Wages & Employmand
Tasks

» Direct and assist passengers in the event of an emergency. such as directing passengers 10 evacuate a plane following an emengency landing.
» Announce and demonsirate safely and emergency procodures such as the use of oxygen masks, seat belts, and iife jackets.

« Walk aisies of planes lo venly that passengers have complied with federal regulations prior (o take-offs and landgings.

» Verly that first aid kits and olther emengency eguipment, including fire extinguishers and oxygen bottles, are in working order,

« Administer first aid to passengers in distress.

» Attand preflight briefings conceming weather, altituces, routes, emengency procedures, crew coordination, lengths of fights, food and beverage services offaned, and
numbers of passengers.

* Prepare passengers and aircraft for landing, following procedures.

* Determine special assistance neads of passengers such as small children, the elderly, or disabled parsons,

» Check to ensure that food, beverages, blankets, reading matenal, emengency equipment, and cther supplies are aboand and are in adequate supply. L‘:
= Reassure passengers when siluations such as turbulence are encountered. v

I d

Jump to Appendix 1 for long
©McGraw-Hill Education. description




Although task performance behaviors vary across jobs,
all jobs contain two other performance dimensions: e

il gl asan 1Y) ¢ cailda gy algall el LS gl GO (e a2
e AT s e (g g

- Citizenship behavior 4kl gl & sl
» Counterproductive behavior Szl & 5Ll

©McGraw-Hill Education.



Citizenship Behavior

Academic origin Syl Juay!

A future professor’s account of an experience in a paper
mill: 18,5 aian (84 il Jatual) Bl Caua

©McGraw-Hill Education.

“...while the man’s assistance was not part of his job and gained
him no formal credits, he undeniably contributed in a small way
to the functioning of the group and, by extension, to the plant
and the organization as a whole. By itself, of course, his aid to
me might not have been perceptible in any conventional calculus
of efficiency, production, or profits. But repeated many times
over, by himself and others, over time, the aggregate of such
actions must certainly have made that paper mill a more
smoothly functioning organization than would have been the
case had such actions been rare.”



Voluntary activities that may
or may not be rewarded but
that contribute to the
organization by improving the
quality of the setting where
work occurs

sy o o a8 ) dpe glatl) ddaiaYd
A (e Aadaiall 8 aalod LS

Janll Lgad Caany Al Al B3 g ppend

©McGraw-Hill Education.

Organizational

A

\{

Interpersonal

- Voice
- Civic Virtue
- Boosterism

- Helping
- Courtesy
- Sportsmanship




1 2 3 4 5 6 7
STRONGLY MODERATELY  SLIGHTLY NEITHER SLIGHTLY MODERATELY STRONGLY
DISAGREE DISAGREE DISAGREE DISAGREE AGREE AGREE AGREE

NOR AGREE

1. | volunteer to do things for my work group.

2. | help orient new members of my work group.

3. | attend functions that help my work group.
4. | assist others in my group with their work for the benefit of the group.

5. | get involved to benefit my work group.

6. | help others in this group learn about the work.

7.1 help others in this group with their work responsibilities.

Average score: 40

Jump to Appendix 2 for long description.

©McGraw-Hill Education. Source: LV.Van Dyne and J.A. LePine, “Helping and Voice Extra-Role Behaviors: Evidence of Construct and Predictive Validity,” Academy of Management Journal 41 (1998), pp. 108—-19.



04 04

-——

1 2 3 4 5

STRONGLY DISAGREE NEUTRAL AGREE STRONGLY
DISAGREE AGREE

| never complain about “the small stuff” ."8 aauall sladI" ¢yo 1331 Sl Y Gl

| voice support for what’s going on in the organization. .delaiell (§ Siuzw W) (oo oS el

. | focus on maintaining a positive attitude atwork. .JeaJl (§ 3l 2840 e blaz]] e 55

. I tend to dwell on what’s going well, not what’s going poorly. (&l 991 3 Sl 4] Jas!

.9L?~bﬁi'gédnguwxdgcﬁbgbk}cw

. | focus on “being a good sport” even when negative things happen. 0sSTol" e 3S)]

Ao sbedl G lodie (g "Bdus Aol

Average score: 183

©McGraw-Hill Education.



Organizational
A
Production Deviance Property Deviance
- Wasting resources - Sabotage
- Substance abuse - Theft
Political Deviance = Personal Aggression /
- Gossiping - Harassment
- Incivility - Abuse
\l
Interpersonal

Minor < » Serious
Adapted from S.L. Robinson and R.J. Bennett, “A Typology of Deviant Workplace Behaviors:
A Multidimensional Scaling Study,” Academy of Management Journal 38 (1995), pp. 555-72

Jump to Appendix 3 long image

s

Employee behaviors
that intentionally hinder
organizational goal
accomplishment

55 ) (il gall LS Sl
olatill Cangll (38a3 Jaee

description
©McGraw-Hill Education.



Political Deviance
--— )

1 2 3 4 5

STRONGLY DISAGREE NEUTRAL AGREE STRONGLY
DISAGREE AGREE

1. I have, at times, undermined a coworker. .Jo! (§ Juo) (98 ¢ Ol (an G ¢ Cwd il

2. | have, at times, blamed a coworker for something that I did. « oLeY! s 3 ¢ el ual

Aidad £ i Joadl (§ dso) (de pollb
3. | sometimes gossip about colleagues at work. .JesJl (§ 33y (e s Gl

o

4. | sometimes distract my coworkers when they’re trying to get things done. .o Gl
2991 ] Odglon Ledie Joadl (3 (33 oluti

5. | enjoy playing “pranks” on others at work. .Jesll 3 (391 e "I Caaly asasud Gl
6. | have, at times, kept colleagues “in the dark” about things they neededto know. (3

Wgidy2e ] O lize (1 sbadb "ele (e 3Me) el ¢ Ol

Average Score: 12

©McGraw-Hill Education.
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Counterproductive Behavior

aSall & L

Key questions: s I Al 1012

©McGraw -Hill Education.

Are these all examples of the same general behavior
pattern? If you do one, are you likely to do most of the
others as well? 13} Salall &l gLl Jaas (i e dlia) LIS o2 Ja
oyl AV alara Jadi o)) Jainall (pe Jgd ¢ a5 Jery o

How does counterproductive behavior relate to task
performance and citizenship behavior? i n as

kel sall & sl g algall ool Sl & L



Counterproductive Behavior

2 of 2

Answers:

©McGraw-Hill Education.

Research using both anonymous self-reports and
supervisor ratings tends to find strong correlations
between the categories. (o JS plaaiulh &adll Qe
Ay 8 el ) alay) ) b il il g A geaal) AIAN yy ladl)
caial)

Counterproductive behavior has a strong negative

correlation with citizenship behavior, but is only weakly

related to task performance. L.l Ualii ) (Sl &l bl Jags
-?\'@‘d‘ ;\J@hﬂbﬁm&@)\@ﬁé\_\ﬁj ¢ ML\}J\ djluuh)a



Application
d...u X

What tools do organizations use to manage job
performance among employees? leaaiui Al &l 5o La

QUASL}J\ Oy GS.\LJJ\ ;\5}!\ 3)\&}! Q_LMJAJ\

©McGraw-Hill Education.

Management by Objectives (MBO) ala¥L 5 laY!
360-degree feedback J=all 253 4s ;2 360
Social networking systems e laia¥) sl dalasl

Behaviorally anchored rating scales (BARS) —aiaill (unlaa
Sl e 5555 all

Forced rankings s sl < il



Table 2-2 BARS Example for “Planning,
Organizing, and Scheduling” 12

Behavioral Anchors

[7]

Excellent

* Develops a comprehensive project plan, documents it well, obtains required
approval, and distributes the plan to all concerned.

[6]

Very Good

* Plans, communicates, and observes milestones; states week by week where
the project stands relative to plans. Maintains up-to-date charts of project
accomplishment and backlogs and uses these to optimize any schedule
modifications.

* Experiences occasional minor operational problems but communicates
effectively.

5]

Good

* Lays out all the parts of a job and schedules each part to beat schedule; will
allow for slack.

e Satisfies customer’s time constraints; time and cost overruns occur
infrequently.

4]

Average

* Makes a list of due dates and revises them as the project progresses, usually
adding unforeseen events; investigates frequent customer complaints.

* May have a sound plan but does not keep track of milestones; does not
report slippages in schedule or other problems as they occur.

©McGraw-Hill Education.



Behavioral Anchors

[3] Below * Plans are poorly defined; unrealistic time schedules are common.
Average e Cannot plan more than a day or two ahead; has no concept of a realistic
project due date.
[2] Very Poor * Has no plan or schedule of work segments to be performed.

* Does little or no planning for project assignments.

[1]

Unacceptable

* Seldom, if ever, completes project because of lack of planning and does not
seem to care.

* Fails consistently due to lack of planning and does not inquire about how to
improve.

Source: D.G. Shaw, C.E. Schneier, and RW. Beatty. “Managing Performance with a Behaviorally Based Appraisal
System,” in Applying Psychology in Business: The Handbook for Managers and Human Resource Professionals, ed.
JW.Jones, B.D. Steffy, and DW. Bray (Lexington, MA: Lexington Books, 2001), pp. 314-25

©McGraw-Hill Education.



Forced ranking under Jack Welch at GE

“Top 20" “The Vital 70" “Bottom 10”

From Jack by Jack Welch with John A. Byrne. Copyright © 2001 by the John F. Welch Jr. Foundation

Jump to Appendix 4 long image
description
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Organizational commitment <kl ol 5V

- Types of commitmen al_iY! &1 5
Reactions to negative events dulall &laa¥! e Jzdll 352
- Types of employees (il sall &1 5l
- Withdrawal behaviors wlawiy) <US sl
Application (ks
- Organizational support il acall

©McGraw-Hill Education.
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Organizational Commitment .

Consider this scenario: s bl 13a & jlic) & s

You've worked at your current employer for 5 years and
have recently been approached by a competing
organization. ais ) g 5 saal Jall Jeall calia ol Cilee
Adlie dadnie J8 e 194 e Sl Jlady!

What would cause you to stay? €25 éllaay (53l L

Do those reasons fit into different kinds of categories?
PRdliie Culid 8 lnd) oda g jaii Ja

Organizational commitment is a desire on the part of an
employee to remain a member of an organization.

Acdhiadll 8 sae clall Calh gl il (e de ) 9o apdail) o) Y
It comes in three forms. J&af 4336 & il

©McGraw-Hill Education.



Affective Commitment

A desire on the part of an employee to remain a member
of an organization because of an emotional attachment
fo, and involvement with, that organization il (<4<
Labiiall sigy  dhlell 4bolss ) s dabiio 4 | june by o 5 Cibs sl
(g 4S Ll " "

You stay because you want to. x5 <Y s il

What would you feel if you left anyway? < ole 13 jadin 13l

©McGraw-Hill Education.



V"

>0

1 2 3 4 5
STRONGLY DISAGREE NEUTRAL AGREE STRONGLY
DISAGREE AGREE

1. | would be very happy to spend the rest of my career in this organization.

2. | really feel as if this organization’s problems are my own.

3. I do not feel like “part of the family” at my organization.

4. | do not feel “emotionally attached” to this organization.

5. This organization has a great deal of personal meaning for me.

6. | do not feel a strong sense of belonging to my organization.

Average Score: 20

From N.J. Allen and J.P. Meyer, “The Measurement and Antecedents
of Affective, Continuance, and Normative Commitment tothe
Organization,” Journal of Occupational Psychology 63 (1990), pp. 1-18

©McGraw-Hill Education. & f P V 9y 63 ( )PP

Jump to Appendix 1 for long description.




©McGraw-Hill Education.



Continuance Commitment

O il al 3N
A desire on the part of an employee to remain a member
of an organization because of an awareness of the costs
associated with leaving it Jk o 4 <ibsell cuils o 4
LS 0 4hi pol] CRMSIL e 5 s dabiio 9/ jac

You stay because you need to. ) dalsy &Y 35 il

What would you feel if you left anyway? < ole 13 jadin 13l

©McGraw -Hill Education.



6.

Avera

©McGraw-Hill Educ

Continuance Commitment

2 of 2

-—

1 2 3 4 5

STRONGLY DISAGREE NEUTRAL AGREE STRONGLY
DISAGREE AGREE

Quitting my job would bring with it major personal sacrifice. <dzww sod59 253
Oﬂfw ds dao

| don’t have enough employment options to consider leaving right now. ¢4
OV 8y3lal! (_gj.isgﬁ a8k e Ol

It’s difficult to leave the organization because | don’t have anywhere else to go.

Staying in my current job is more a product of circumstances than preference.

Jeadsl) (o AST B9 lall ZUS 9o Al adabg (§ <lad)

Leaving my job now would bring significant personal disruption. &Y (Gadbg £y

S gazd Olhladl ] (35w

Frankly, | couldn’t quit my job now, even if it’s what | wanted to do. @) ¢ 4>
A plall Gyl b 1 08 ¢ s> ¢ O aalsg 2,3 &.\::Mu\

ge Score: 19



Table 3-2 Embedded and Continuance
Commitment el s gacaidl o 5!

“‘Embedded” People Feel:" siaaal" (alasy) e

FACET FOR THE ORGANIZATION: FOR THE COMMAUNITY:
Links * |'ve worked here for such a » Several close friends and family
long time. live nearby.

* |I'm serving on so manyteams |°* My family’s roots are in this
and committees. community.

Fit * My job utilizes my skills and  The weather where | liveis
talents well. suitable for me.

* | like the authority and * | think of the community
responsibility | have at this where | live as home.
company.

Sacrifice  The retirement benefits * People respect me a lot in my
provided by the organization community.
are excellent. * Leaving this community would

* | would sacrifice a lot if | left be very hard.

this job.

©McGraw-Hill Education.

Source: Adapted from T.R. Mitchell, B.C. Holtom, TW. Lee, C.J. Sablynski, and M. Erez, “Why People Stay: Using Job

Embeddedness to Predict Voluntary Turnover,” Academy of Management Journal 44 (2001), pp.1102-21.




Normative Commitment bl ol ¥V

1 0f 2

A desire on the part of an employee to remain a member
of an organization because of a feeling of obligation <<_

A YL ) adl) e dabiio 6 ) fiac L8] 6 ik pall cuila (o
You stay because you ought to. ¢lle caay 43Y clad) clile

What would you feel if you left anyway? < ole 13 jadin 13l

©McGraw -Hill Education.



Normative Commitment

2 of 2

-

1 2 3 4 5

STRONGLY DISAGREE NEUTRAL AGREE STRONGLY
DISAGREE AGREE

1. Ihave an obligation to stay with my company. S ae sldb alAI gW

2. | wouldn’t quit my job right now because | owe the company toomuch. 0! zad59 ENIN

3. | owe this company for the things it’s given me. J lizuwe &1 sbeaSb A5ad1 o) ¢ae Ul
4. Leaving my job now would fill me with significant guilt. waidl oIl 3 yrdoww OII (saudbg 25

5. It just wouldn’t be right to think about quitting myjob. g&d>9 21,5 3 AS&d Clgsall (e O5Se Y
6. Staying with my organization is just something that | ought todo. g% 3,20 92 (selaie ze clidl

Average Score: 16

©McGraw-Hill Education.
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Affective
Commitment

Continuance
Commitment

Normative
Commitment

Felt in Reference
to One's:

Company

Top Management

Department
Manager
Work Team

Specific Coworkers

Jump to Appendix 2 long image

description

OVERALL
ORGANIZATIONAL

COMMITMENT



Organizational Commitment ..

Exercise: Reacting to Negative Events e a1l 1¢n
:\.:.1‘;15“ ﬁ'\\ﬁxy\

Consider the three scenarios depicted on the following

Come to consensus on two specific behaviors that
capture your likely response (that is, what you would
probably do, as opposed to what you wish you would
d0). Lo sf) Jaimall Gllad 35 oy (parne 0S5l Jon plaal M Jua s
(= ) i e uSe e ¢ ma )Y e aledi o8

©McGraw-Hill Education.



Organizational Commitment Scenarios

Scenario

Description

Likely behaviors

Annoying Boss

You’'ve been working at your current company for about a year. Over
time, your boss has become more and more annoying to you. It’s not
that your boss is a bad person, or even necessarily a bad boss. It’s
more a personality conflict—the way your boss talks, the way your
boss manages every little thing, even the facial expressions your boss
uses. The more time passes, the more you just can’t stand to be
around your boss.

Two likely behaviors:

Boring Job

You’'ve been working at your current company for about a year.
You’'ve come to realize that your job is pretty boring. It’s the first real
job you’ve ever had, and at first it was nice to have some money and
something to do every day. But the “new job” excitement has worn
off, and things are actually quite monotonous. Same thing every day.
It’s to the point that you check your watch every hour, and
Wednesdays feel like they should be Fridays.

Two likely behaviors:

Pay and Seniority

You’'ve been working at your current company for about a year. The
consensus is that you’re doing a great job-you’ve gotten excellent
performance evaluations and have emerged as a leader on many
projects. As you’ve achieved this high status, however, you’ve come
to feel that you’re underpaid. Your company’s pay procedures
emphasize seniority much more than job performance. As a result,
you look at other members of your project teams and see poor
performers making much more than you, just because they’ve been
with the company longer.

Two likely behaviors:

©McGraw-Hill Education.




A framework that includes potential responses to
negative events ilisdl Gllain¥) Gealy (oo Ul
Al EalaadU

Exit z s~

- Ending or restricting organizational membership & 5l ¢l
S latil) 2, gaanll

Voice & sa

- A constructive response where individuals attempt to improve
the situation sl Gt ol Y1 J glay o 36l 4plail

©McGraw-Hill Education.



A framework that includes potential responses to
negative events

LOyalty C«YJ

- A passive response where the employee remains supportive
while hoping for improvement Gels cals gall Jlay Cua dnlis Al
Ol 8 Jaly Ly

Neglect Jwa)

- Reduced interest and effort in the job 8 sl slia¥) (xlisl
Ak ]l

©McGraw-Hill Education.
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Table 3-3 Four Types of Employees
Cls gall e Vil Ay )

High task Low task

performance performance
Sk plge el aSew alge el

High Stars p 9=l Citizens (bl goll
organizational

commitment
JWl adaisll o150y
Low Lone wolves Apathetics
organizational d>9 Bl Y LoD
commitment

Source: Adapted from R.W. Griffeth, S. Gaertner, and J.K. Sager,
“Taxonomic Model of Withdrawal Behaviors: the Adaptive Response

©McGraw-Hill Education. Model,” Human Resource Management Review 9 (1999), pp. 577-90



Withdrawal «—ls.l

10f3

A set of actions that employees perform to avoid the

work situation ¢ sib sl Ler asty S GQilel jaY) (e de gens
Janll 28 ga inil

©McGraw-Hill Education.

One study found that 51% of employees’ time was spent
working. & Oswaty (ks sall S g (e 251 O Glaal pall (gaa) Caaa
ezl

The other 49% was allocated to coffee breaks, late starts,
early departures, personal, and other forms of
withdrawal. 3l s ¢ 3 gedll culal Y daaal 749 I dus Cuacad s
O s Al JKG s ¢ aadal) Gl g ¢3Sl 3 jalaall 5 ¢ cadl
syl "




Withdrawal Behavior

Low High

Organizational Commitment

Jump to Appendix 3 long image
©McGraw-Hill Education. description
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Psychological
Withdrawal

(NEGLECT)

Looking

Daydreaming Blisy

Socializing

WITHDRAWAL
BEHAVIOR

Cyberloafing Tardiness

Moonlighting

Jump to Appendix 4 long image

description

Long
Breaks

Physical
Withdrawal

(EXIT)

Missing
Meetings

Quitting

Absenteeism




Key question:

How exactly are the different forms of withdrawal related
to one another? Leary ddliaall GlauaV) JSE ol )l g2 L

¢ anall
- Independent forms it JISA
- Compensatory forms g sxill JIS

* Progression paaill

©McGraw-Hill Education.



Withdrawal

30f3

Answer:

©McGraw-Hill Education.

The various forms of withdrawal are almost always

moderately to strongly correlated. JSaY) ;i L Glle
6 ) Oine JS Aay) yie lawidU Aalia

Those correlations suggest a progression, as lateness is
strongly related to absenteeism, and absenteeism is
strongly correlated to quitting. &g () Sl ¥ eda i

&5 o Uals ) il Jass y g ¢ il 845 5 Ualis | oaalil) Lo Gus ¢ s
Jaxdl e & YL



Application

Employees are more committed when employers are
committed to them. il Laxic ) 35l JS) ) als gal) proa
agalad Jeall Cilaal

Perceived organization support is fostered when
organizations; Leic b salall dadaiall acn e o3

Protect job security i sl Y1 dilea

Provide rewards Ul il

mprove work conditions Jaxll cas ks

Minimize politics 4wl (0 JAall

©McGraw-Hill Education.



Education

ORGANIZATIONAL
BEHAVIOR

Improving Performance and Colquitt
Commitment in the Workplace

LePine
Wesson

EDITION

SIXTH

Chapter 4

Job Satisfaction

Because learning changes everything.”

©McGraw-Hill Education. All rights reserved. Authorized only for instructor use in the classroom. No reproduction or further distribution permitted without the prior written consent of McGraw-Hill Education.



Job satisfaction defined Value-percept theory

Al 4,01 danall ads gl Lia

Job characteristics theory Mood and emotions

Calal gall 5 ) el Aida gl ailiad 4 ki

How important is job satisfaction? Application 4wal .a L
Gk €aula sl L )

- Tracking satisfaction levels La_ll & gl

©McGraw-Hill Education.
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ORGANIZATIONAL
MECHANISMS

Organizational

Culture

Organizational
Structure

GROUP
MECHANISMS

Leadership:
Styles &
Behaviors

Leadership:
Power &
Negotiation

Teams:
Processes &
Communication 4

Teams:
Characteristics &
Diversity _4

INDIVIDUAL
CHARACTERISTICS

Personality &
Cultural Values 4

INDIVIDUAL
MECHANISMS

Trust, Justice,
& Ethics

Learning &
Decision Making 4

INDIVIDUAL
OUTCOMES

Job
Performance

Organizational
Commitment

Image: Copyright: McGraw-Hill Education. Permission required for reproduction or display.



A pleasurable emotional state resulting from the

appraisal of one’s job or job experiences 4ikle s
s gl 3 50all o) dayds gl i e Al daias

Based on how you think about your job and how you feel
about your job <hiss g Jla j=di caf g eligla g 8 o H<& 48 yla ) 13l

©McGraw-Hill Education.



What kinds of things do you value in a job? What is it

that makes you satisfied? & aw il LY ¢l sl L
Placal ) llaay (531 Lo Fiuls gl

©McGraw-Hill Education.



Does your job supply what you value?
G0)dds o Slals o9 EJ.O.: d..ds

Dissatisfaction = (Viyant — Vhave)x(vimportance)

©McGraw-Hill Education.



Categories Specific Values

Pay a9s * High Salary a&ye <3y
Table 4'1 « Secure Salary gl 3l
Promotions * Frequent Promotions &),Swell euld I
COm mon Iy <L | * Promotions based on ability e wLéAl
8yl yolual
Assessed Supervision <8l <l * Good supervisory relations 4| &) <BMe
BVE o
VVO rk Val ues * Praise for good work sl Jeall de daxl
DJJSAJ ‘ M‘ ‘;_\S Coworkers Jos Doy | ¢ Enjoyable coworkers dxioa)l Joall £
- * Responsible coworkers ¢ g§uwall Joall £dloj
&ﬂJJ.uA dS...u Work Itself 4w Joxs| o Utilization of ability 8)4&)l :pe 8alaiw)!
* Freedom and independence 4=
JIMN&wl g

* Intellectual stimulation ;5! ja=l
* Creative expression L?cu;}l\ g

* Sense of achievement jxYb g2

. . Altruism LYl * Helping others ¢y ,3Y! 8ucluw
Key Question: * Moral causes &MY bl
Which of these things are | status 4 * Prestige dua
most important to you? * Power over others ;223 e 852
el SSY) s oLai¥ o3 cye o] - S O
) JJS 3 e e Environment 4w * Comfort 4>,

?L‘s“ A:xn.\“% ° Safety 4.0)1.04

©McGraw-Hill Education.



(Paywant — Payhave)
X PaYimpor’tance

(Promotion,, . — Promotion;.)

X F)ror’nOtic'nimportance

(Supervision,, ,,+ — Supervisiony,c)

X SuperVIs'or.'importance

(Coworker,,,,+ — Coworkere)

> Coworkerimportance

(Work >~y — Work; ~ )
X Work:

importance

Jump to Appendix 1 long image description

©McGraw-Hill Education.

Pay
Satisfaction

Promotion
Satisfaction

Supervision
Satisfaction

Coworker
Satisfaction

Satisfaction
with the
Work Itself

OVERALL
JOB
SATISFACTION

Image: Copyright McGraw-Hill Education: Permission required for reproduction or display.



Correlation with

Overall Job .40
Satisfaction

©McGraw-Hill Education.

.80

.70

.60

.50

.30

.20

.10

.00 |
Pay Promotion Supervision Coworker Work Itself

Specific Facets of Job Satisfaction

. Represents a strong correlation (around .50 in magnitude).

| Represents a moderate correlation (around .30 in magnitude).

. Represents a weak correlation (around .10 in magnitude).

G.H. Ironson, P.C. Smith, M.T. Brannick, W.M. Gibson, and K.B. Paul, “Construction of a Job in General Scale: A Comparison of Global, Composite, and
Specific Measures,” Journal of Applied Psychology 74 (1989), pp. 193-200; and S.S. Russell, C. Spitzmuller, L.F. Lin, J.M. Stanton, P.C. Smith, and
G.H. Ironson, “Shorter Can Also Be Better: The Abridged Job in General Scale,” Educational and Psychological Measurement 64 (2004), pp. 878-93.

Jump to Appendix 2 long image description
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Job Characteristics Theory 4l gl (ailas 4, Hla

- Jobs are more intrinsically enjoyable when work tasks are
challenging and fulfilling. Leic W j ;3 daie JSHCailagll )
4\.\.».4).4} 4\.\:.:..4 d.AaJ\ e\.@..q UJSJ

- Five “core job characteristics® combine to make some jobs
more rewarding than others. "ilul ddds g jalliad" el AT

Byt e ST A e Cillda gl iany e

©McGraw-Hill Education.



Variety

\"

Meaningfulness
of Work

Satisfaction
Significance | with the
Work Itself

/‘

S

Responsibility
for Outcomes

Autonomy

Feedback Knowledge
| of Results

f
A4
<

Knowledge
and Skill P

Growth Need

Strength 4

©McGraw-Hill Education.



Growth Need Strength zlisy saill
5l
Assessing Growth Need Strength
_—

1 2 3 4 5

WOULD LIKE WOULD LIKE WOULD LIKE
HAVING A HAVING A HAVING A
LOW-MEDIUM HIGH VERY HIGH
AMOUNT AMOUNT AMOUNT
1. Afeeling of doing something meaningful with my job & s e 3 ¢ 28 Jasy ) g2
2. Achance to “spread my wings” and grow as an employee s«ill 5 " alia 2 3" da )
s gaS
3. An opportunity to be inventive and creative with what | do e leawm oS 4a
aledl Lo

4. A change to gain new know and skill sxas & jlea s 48 jra QLASY  juas
5. An opportunity to structure my work my own way 4=ldll A& jlay Jee Al dia j

6. Afeeling of challenge and self-expression <l e jueill 5 g2l g2l

©McGraw-Hill Education. 1Q 1n thic ~aca ic tha avvaraaa cnro



Satisfaction —
with the
Work ltself —

=@ High Growth Need Strength
~  Low Growth Need Strength

©McGraw-Hill Education.

Low High
Levels of the Five Core Job Characteristics

Image: Copyright McGraw-Hill Education. Permission required for reproduction or display. Adapted from B.T. Loher, R.A. Noe, N.L. Moeller, and M.P. Fitzgerald,”
A Meta-Analysis of the Relation of Job Characteristics to Job Satisfaction,” Journal of Applied Psychology 70 (1985), pp. 280-89



-———

1 2 3 4 5 6 7

VERY MOSTLY SLIGHTLY = UNCERTAIN SLIGHTLY MOSTLY VERY
INACCURATE INACCURATE INACCURATE ACCURATE  ACCURATE ACCURATE
V1. The job requires me to use a number of complex or high-level skills. Response:
V2. The job is quite simple and repetitive. Response:
11. The job is arranged so that | can do an entire piece of work from beginning to Response:
end.
12. The job provides me the chance to completely finish the pieces of work | begin. Response:
S1. This job is one where a lot of other people can be affected by how well the work gets done. Response:
S2. The job itself is very significant and important in the broader scheme of things. Response:
Al. The job gives me a chance to use my personal initiative and judgement is Response:
carrying out the work.
A2. The job gives me considerable opportunity for independence and freedom | how | do the work. Response:
F1. Just doing the work required by the job provides many changes for me to figure Response:
out how well | am doing.
F2. After | finish a job, | know whether | performed well. Response:
150 1S the SPS — V14+V2+11+124+S14+S2 |x| A1 +A2‘x‘ F1+F2 ‘
dverage 6 2 2
score. SpE. y ”
6 2 2
SPS = X X —

Jump to Appendix 4 long image description
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Job Characteristics Theory
Al sl alliad 4l
Exercise: Job Satisfaction across Jobs Laa Jl :(n

il gl e ikl

Come to consensus on an SPS for; obés ¢! ,¥) 8 &l g ) Jea s
SPS :Jal (»

A third-grade public school teacher &Ull caall dale 4 jaa (u e
A stand-up comediangsaw S Jias

A computer programmer (who replaces “98" with “1998” in computer
code) (ismSll 28 4"1998" 2 "98" Jaiiw) i s1eS e yia

A president of the United States sasiall LY 5l i

©McGraw-Hill Education.



Even the most satisfied employees aren’t satisfied every
minute of every day. (&Ll s mda ¥ lela ;) Y alh ) Sa

Satisfaction levels wax and wane as a function of mood
and emotions. z!ell dlaS S35 5 Jeliali Lia Hll Ol glsa
alal gall s

©McGraw-Hill Education.



Intense
Negative
Mood

Hostile
Nervous
Annoyed

Grouchy

Activated

Surprised

Astonished

Aroused

Intense
Positive
Mood

Enthusiastic
Excited
Elated

Happy

Unpleasant Sad
Blue

Quiet
Still
Inactive

Y

Cheerful
Pleased

Serene
Calm
Content

\,

Pleasant

Deactivated _ _
Adapted from D. Watson and A. Tellegen, “Toward a Consensual Structure of Mood,” Psychological Bulletin 98 (1985), pp. 219-35; J.A. Russell,

“A Circumplex Model of Affect,” Journal of Personality and Social Psychology 39 (1980), pp. 1161-78; and R.J. Larsen and
E. Diener, “Promises and Problems with the Circumplex Model of Emotion,” in Review of Personality and
Social Psychology: Emotion, Vol. 13, ed. M.S. Clark (Newbury Park, CA: Sage, 1992), pp. 25-59
Jump to Appendix 5 long image
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Hour-by-Hour Satisfaction Level

Satisfied

Neutral

Phone call
saying
paperwork
is overdue

Read
annoying
e-mail from Realizes
boss Left lunch how interesting
to return and challenging

new project
will be

to work

Funny
conversation

Dissatisfied

Answering
e-mails

9:00

with friend

Preparation
and research
for new

Informal meeting

Eating lunch
with three
friends

Brainstorming
meeting for new
project

Completing
paperwork
and filing

on long-running

project project

10:00 11:00

12:00

1:00 2:00 3:00 4:00 5:00

Jump to Appendix 6 long image description
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Table 4-2 Different Kinds of Emotions ¢ 4iliss ¢ i
e Ll

1 of 2

Positive Emotions Description

Joy &l A feeling of great pleasure S j9 w ygads

Pride =9 Enhancement of identity by taking credit for
achievement 3uYl 3 Juad)l A3l diggll 0543

Relief zL3)| A distressing condition has changed for the
better J»2W oo Ul il 1a)

Hope ! Fearing the worst but wanting better (o 945!
J28l § & )l (U9 [9ud)l

Love > Desiring or participating in affection o &&,)!
B3gall (§ 4S)Lice]l

Compassioncablas Being'moved by another’s situation dbw LI
NIy

©McGraw-Hill Education. Source: Adapted from R.S. Lazarus, Emotion and Adaptation (New York: Oxford University, 1991).



Table 4-2 Different Kinds of Emotions

Negative Emotions

2 of 2

Description

Anger cuasl A demeaning offense against me and mine 4|

Anxiety 3\a]| Facing an uncertain or vague threat syl dg=lg0
pasle ol US5e

Fear (945l Facing an immediate and concrete danger dg=lgs
o3k ()98 s

Guilt <ol Having broken a moral code 4331 &gde _uS da

Shame ,le Failing to live up to your ideal self ] ¢35Vl pue
4l ol (5 gino

Sadness Oy Having experienced an irreversible loss Ol da
lgud dazy Y Pl Cupyad

Envy duus! Wanting what someone else has pased 4 b w5
ged|

Disgust Jlieid! Revulsion aroused by something offensive LU

©McGraw-Hill Education.




Feeling vs. showing g, Jilas ) g2 4
- Emotional labor ihlxll Jeall

- Emotional contagion sibtxll s sac

©McGraw-Hill Education.



Emotional Laborthlall Jaal

Bonus Assessment: Emotional Labor

-—

1 2 3 4 5

STRONGLY DISAGREE NEUTRAL AGREE STRONGLY
DISAGREE AGREE

My job requires me to:

1.

6.

Make myself feel the things | need to express at work. sl Zlsl &l sLayL il s Jax|
ot § Lpe

Attempt to actually experience the feeling that | need to display. zUt>l Gl jgaidl dyyzs gl
Ay
Try to feel the things that | need to show to others. go,sl Ol bl & sLaVL y2id ol J9l>

Conceal the emotions that | actually experience. .J2dL gy G yeladl clas]
Pretend that I'm feeling things that I'm not. .cUJS cud sbeal yail g3 yalas

Avoid showing the true emotions that I’'m experiencing. .lg yxél ) &=l yelawll Hlghs] o

©McGraw-Hill Education.



Job —— Job
Satisfaction r - . Performance

Job Satisfaction has a moderate positive effect on Job Performance. People who experience
higher levels of job satisfaction tend to have higher levels of Task Performance, higher levels of
Citizenship Behavior and lower levels of Counterproductive Behavior.

Job

Organizational
Satisfaction

Commitment

Job Satisfaction has a strong positive effect on Organizational Commitment. People who
experience higher levels of job satisfaction tend to feel higher levels of Affective Commitment
and higher levels of Normative Commitment. Effects on Continuance Commitment are weaker.

Represents a strong correlation (around .50 in magnitude).
Represents a moderate correlation (around .30 in magnitude).

- Represents a weak correlation (around .10 in magnitude).

A. Cooper-Hakim and C. Viswesvaran, T he Construct of Work Commitment: Testing an Integrative Framework, Psychological Bulletin 131
(20095), pp. 241-59; R.S. Dalal, “A Meta-Analysis of the Relationship between Organizational Citizenship Behavior and Counterproductive
Work Behavior,” Journal of Applied Psychology 90 (2005), pp. 1241-55; D.A. Harrison, D.A. Newman, and P.L. Roth, “How Important
Are Job Attitudes? Meta-Analytic Comparisons of Integrative Behavioral Outcomes and Time Sequences,” Academy of Management
Journal 49 (2006), pp. 305-25; T.A. Judge, C.J. Thoreson, J.E. Bono, and G.K. Patton, “The Job Satisfaction—Job Performance
Relationship: A Qualitative and Quantitative Review,” Psychological Bulletin 127 (2001), pp. 376—407; J.A. LePine, A. Erez, and
D.E. Johnson, “The Nature and Dimensionality of Organizational Citizenship Behavior: A Critical Review and
Meta-Analysis,” Journal of Applied Psychology 87 (2002), pp. 52—65; and J.P. Meyer, D.J. Stanley, L. Herscovitch,
and L. Topolnytsky, “Affective, Continuance, and Normative Commitment to the Organization: A Meta-Analysis of
Antecedents, Correlates, and Consequences,” Journal of Vocational Behavior 61 (2002), pp. 20-52

Jump to Appendix 7 long image description
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Think of the work you do at present. How well does each of the following
words or phrases describe your work? In the blank beside each word or
phrase below, write

_Y for “Yes” if it describes your work
N for “No” if it does NOT describe it

2 for “?" if you cannot decide

Pay Satisfaction®
— Well-paid
— Bad

__ Barely live on income

Coworker Satisfaction®
— Stimulating
_ Smart

— Unpleasant

Promotion Satisfaction®
— Regular promotions
— Promotion on ability

— Opportunities somewhat limited

Satisfaction with Work Itself®
— Fascinating
_ Pleasant

— Can see my results

Supervision Satisfaction®
— Knows job well
— Around when needed

— Doesn’t supervise enough

OVERALL JOB SATISFACTIONP
__ Better than most
— Worthwhile

— Worse than most

! The Job Descriptive Index, © Bowling Green State University (1975, 1985, 1997).

' The Job in General Scale, © Bowling Green State University (1982, 1985).

Source: W.K. Balzer, I.A. Kihn, P.C. Smith, I.L.. Irwin, P.D. Bachiochi. C. Robie, E.F. Sinar, amp; L.F.
2arra, 2000, “Users’ Manual for the Job Descriptive Index (JDI: 1997 version) and the Job in General
Scales.” In I.N. Stanton amp: C.D. Crossley (ed.), Electronic Resources for the JDI and JIG. Bowling

Jreen, OH, Bowling Green State University.

Jump to Appendix 8 long image description

Image: Copyright: McGraw-Hill Education. Permission required for reproduction or display.
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Stress defined

Types of stressors

What can you do?

What can organizations do?
How important is stress?

Application



©McGraw-Hill Education.
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Stress

L -
Definition: A psychological response to demands where
there is something at stake and where coping with the
demands taxes or exceeds a person’'s capacity or
resources e s la ()5S lavie alldaall 4 Alatul 1y il
St 5,8 ey 5f (il e Callladl e Jalal ()5S Cas 5 ol
03 )} ga

Do you want a stress-free job?¢ sl (e 4l daus g 3 55 Ja

Which jobs are more and less stressful? sl . L
TSl sl s ye S8 Al

©McGraw-Hill Education.



Jobs Rated from

©McGraw-Hill Education.

Table 5-1
Least Stressful to Most Stressful

LEAST STRESSFUL JOBS STRESS LEVEL MOST STRESSFUL JOBS STRESS LEVEL

1. Tenured University Professor 5.03 143. Elementary School Teacher 27.37

2. Audiologist 6.33 148. Management Consultant 28.24
3. Medical Records Technician 7.48 150. Air Traffic Controller 28.58
4. Jeweler 8.10 154. Surgeon 28.90
8. Librarian 10.61 163. Construction Foreman 30.92
14. Software Engineer 12.13 166. Lumberjack 32.00
18. Computer Service Technician 12.64 172. Attorney 36.40
24. Occupational Therapist 13.14 175. Sales Representative 36.95
29. Chiropractor 13.55 179. Real Estate Agent 38.57
30. Actuary 14.09 180. Social Media 38.60
35. Multimedia Artist 14.40 183. Stockbroker 39.97
39. Hair Stylist 14.59 185. Advertising Account 43.24

Executive

40. Meteorologist 14.65 189. Taxi Driver 46.18
42. Loan Officer 14.73 191. Senior Corporate Executive 47.55
47. Biologist 15.10 194. Event Coordinator 49.73
50. Optician 15.57 195. Police Officer 50.81
53. Veterinarian 15.83 196. Airline Pilot 59.12
63. Chemist 17.00 198. Newspaper Reporter 69.67
74. Sustainability 18.50 199. Firefighter 71.64
84. Accountant 19.85 200. Enlisted Military Personnel 74.83

Source: Adapted from L. Krantzand
T. Lee. "The Jobs Rated Almanac"
(Lake Geneva, WI: iFocus Books,
2015). The stress level score is
calculated by summing pointsin 10
categories: deadlines, working in the
public eye, competitiveness, physical
demands, environmental conditions,
hazards, own life at risk, another’s life
at risk, public encounters, and
employment change.



Work

Nonwork

©McGraw-Hill Education.

Stressors
Hindrance Challenge

* Role conflict ® Time pressure

* Role ambiguity |* Work complexity

* Role overload * Work responsibility
e Daily hassles

e Work—family e Family time
conflict demands

e Negative life * Personal
events development

¢ Financial ¢ Positive life events
uncertainty

Jump to Appendix 1 long image

description

STRESS

Primary Appraisal
Is this stressful?

Secondary Appraisal
How can | cope?




Challenge Stressors
-—

1 2 3 4 5

NO A LITTLE SOME QUITE A A GREAT
STRESS STRESS STRESS BIT OF DEAL OF
STRESS STRESS

How much stress do you feel because of the following aspects of your coursework? laizll jldde b
¢l clibexrly ope AW Colgrdl s 4 y2iS S

1. The pressures | have to finish assignments on time sd=oll c8gJl (§ pleall @Y (he (2 bgaal)

2. The sheer amount of stuff | have to do lgkadl ol ce &Il el e Jilgdl (S

3. The complexity of the material on exams and assignments &berlglly hlasdl (§ slgall Ldad e
4. The time | have to devote to getting everything done «s& JS jx3y s O o Al 3yl

5. The number of “balls in the air” as | balance all myresponsibilities &3lg Gl "¢lgg)! 3 <l SN due
SW9dun praz

Average score: 16

©McGraw-Hill Edugion.



Hindrance Stressors
Calad) Cilla gaia

-——

1 2 3 4 5

NO A LITTLE SOME QUITE A A GREAT
STRESS STRESS STRESS BIT OF DEAL OF

. STRESS STRESS )
How much stress do you feel because of the following aspects of your coursework? lasall jluds b

¢l clibexrly opo AW Colgrdl s 4y y2 S S

1. The sense that I'm not making progress in mastering the material o] (§ lass Sa>Y Gub BYES-A]

3l g0l

2. The hassles | have to go through when doing class assignments s lgg=l9l O oo & bl
Jadll plgas plidll

3. A sense of uncertainty about what’s expected of me by professors da8gu b lag (sl pday jgad
S BI5LLYI

4. A belief that my professors play favorites when grading exams and assignments Lgmb»\ oL slasel
Ol gl wlbuedl uoual die O glina

5. The amount of “busy work” | have that winds up wasting mytime ! "e=>350)l Joadl" Hlade )
383 b ik 4 sl

Average score: 12

©McGraw-Hiducation.



Challenge stressors il sl (gaa

- Time pressure < 5l b
- Work complexity Jaxll sas’
- Work responsibility Jesdl 44 5 5

©McGraw-Hill Education.



Deepwater Horizon

©McGraw-Hill Education.



Hindrance stressors (&3 s=ll <l s2a

+ Role conflict Ll gl ya
* Role ambiguity _sall (a5
- Role overload ) ¢

- Daily hassles 4w sll celia

©McGraw-Hill Education.



Challenge stressors b suall (gaa

- Family time demands &_Y! < 5 ik,
- Personal development <lall ; gk

- Positive life events dulasy) sball Gilaal

©McGraw-Hill Education.



Hindrance stressors (& s=ll <l s2a
- Work-family conflict s_¥) s Jasll (&1 sl
 Financial uncertainty AWl il axe

- Negative life events dulull slall colaal

©McGraw-Hill Education.



Table 5-2 Stressful Life Events <olaal
3lgaall 3Laall

LIFE EVENT STRESS SCORE LIFE EVENT STRESS SCORE

Death of a spouse 100 Trouble with in-laws 29

Divorce 73 Outstanding 28
achievement

Marital separation 65 Begin or end school 26

Jail term 63 Change in living 25
conditions

Death of close family 63 Trouble with boss 23

member

Personal illness 53 Change in work hours 20

Marriage 50 Change in residence 20

Fired at work 47 Change in schools 20

Marital reconciliation 45 Change in social 18
activities

Retirement 45 Change in sleeping 16
habits

Pregnancy 40 Change in family get- 15
togethers

Gain of new family 39 Change in eating habits | 15

member

Death of a close friend | 37 Vacations 13

Change in occupation 36 The holiday season 12

Child leaving home 29 Minor violations of the | 11
law

OMcGraw-Hill Education. Source: Adapted from T.H. Holmes and R.H. Rahe, “The Social Re-Adjustment Rating Scale,” Journal of Psychosomatic Research 11 (1967), pp.213-18.



Table 5-3 Examples of Coping with Stressors e 4Ll
s ghaall pe sl

Methods &,b Problem-Focused s xS/l | Emotion-Focused Sl
US| dablall s
Behavioral Methods @,kll|* Working harder Jes!  Engaging in alternative
4Sglul AST ddz activities 3 !5
» Seeking assistance <Jb b sl
de Lol * Seeking support _wled!
* Acquiring additional es|
resources Jgax>ll * Venting anger il
4olo] ylge Je sl (e
Cognitive Methods @,ll |¢ Strategizing Jadasedl * Avoiding, distancing,
48 yaal| * Self-motivating ja=s and ignoring o=l
ol Uy sl
 Changing priorities a3 |*  Looking for the
lglgdl positive in the
negative c.odl
Q=) os
* Reappraising e dole]

©McGraw-Hill Education.



People differ in their ability to cope with stressors, as a
function of: ¢ s el xe Jaladll Je agi ja8 A (Wl Calisg
- dak S

* Social support =elial aca
*Instrumental support Jaé ac

- Emotional support (ihlxll ac |
- Type A Behavior Pattern & sl Jaai i

©McGraw-Hill Education.



1 2 3 4 5 6 7
STRONGLY DISAGREE SLIGHTLY NEUTRAL SLIGHTLY AGREE STRONGLY
DISAGREE DISAGREE AGREE AGREE

1. | hate to be late for appointments.

2. I'm a very competitive person.

3. | anticipate what others are going to say by nodding, and
| sometimes interrupt and finish for them.

4. I'm always rushed.

5. I'm impatient when waiting.

6. | go “all out” when trying to accomplish something.

7. | multitask, and am always thinking about what | have to do next.

8. I'm expressive and often gesture when speaking.

9. | do most things, even eating and walking, in a hurry.

10. I'm a driven person—I| work hard and I'm serious about accomplishing my goals.

1. | often express feelings like frustration, irritation, and anger.

12. I'm very ambitious.

The average score is 60. Source: Adapted from R.H. Friedman & R. H. Rosenman, “Association of Specific Overt
Jumb to Appendix 2 for lone description. Behavior Pattern with Blood and Cardiovascular Findings,” Journal of the American Medical

. . Association 169 (1959), pp. 1286-69.
©McGraw-Hill Education.



Physiological
Strains
(illness, high blood pressure,
coronary artery disease,
headaches, back pain,
stomachaches)

Psychological
Strains
(depression, anxiety,
STRESS irritability, forgetfulness,
inability to think clearly,
reduced confidence,
burnout)

Behavioral
Strains
(alcohol and drug use,
teeth grinding, compulsive
behaviors, overeating)

Adapted from R.L. Kahn and P. Byosiere. “Stress in Organizations.” Handbook of Industrial and
Organizational Psychology, Vol. 4. M.D. Dunnette; J. M.R. Hourgh, and H.C. Triandis. Palo
Alto, CA: Consulting Psychologists Press, 1992, pp. 517—-650

Jump to Appendix 3 long image
©McGraw-Hill Education. description
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Hindrance Job
Stressors 4 Performance

Hindrance stressors have a weak negative relationship with job performance. People
who experience higher levels of hindrance stressors tend to have lower levels of task
performance. Not much is known about the impact of hindrance stressors on Citizenship
Behavior and Counterproductive Behavior.

Hindrance Organizational

Stressors Commitment

Hindrance stressors have a strong negative relationship with Organizational
Commitment. People who experience higher levels of hindrance stressors tend to have
lower levels of Affective Commitment and Normative Commitment. Relationships with
Continuance Commitment are weaker.

. Represents a strong correlation (around .50 in magnitude).
_ Represents a moderate correlation (around .30 in magnitude).

- Represents a weak correlation (around .10 in magnitude).

JA. LePine, N.P. Podsakoff, and M.A. LePine, “A Meta-Analytic Test of the Challenge Stressor—Hindrance Stressor Framework: An
Explanation for Inconsistent Relationships Among Stressors and Performance,” Academy of Management Journal 48 (2005), pp. 764-75;
and N.P. Podsakoff, J.A. LePine, and M.A. LePine, “Differential Challenge Stressor-Hindrance Stressor Relationships with Job Attitudes,

Turnover Intentions, Turnover, and Withdrawal Behavior: A Meta-Analysis,” Journal of Applied Psychology 92 (2007), pp. 438-54

Jump to Appendix 4 Long
Description
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Challenge Job

Stressors Performance

Challenge stressors have a weak positive relationship with job performance. People
who experience higher levels of challenge stressors tend to have higher levels of task
performance. Not much is known about the impact of challenge stressors on Citizenship
Behavior and Counterproductive Behavior.

Challenge Organizational

Stressors Commitment

Challenge stressors have a moderate positive relationship with Organizational
Commitment. People who experience higher levels of challenge stressors tend to have
higher levels of Affective Commitment and Normative Commitment. Relationships with
Continuance Commitment are weaker.

- Represents a strong correlation (around .50 in magnitude).
Represents a moderate correlation (around .30 in magnitude).

. Represents a weak correlation (around .10 in magnitude).

JA. LePine, N.P. Podsakoff, and M.A. LePine, A Meta-Analytic Test of the Challenge Stressor—Hindrance Stressor Framework: An
Explanation for Inconsistent Relationships Among Stressors and Performance,” Academy of Management Journal 48 (2005), pp. 764-75;
and N.P. Podsakoff, J.A. LePine, and M.A. LePine, “Differential Challenge Stressor—Hindrance Stressor Relationships with Job Attitudes,

Turnover Intentions, Turnover, and Withdrawal Behavior: A Meta-Analysis,” Journal of Applied Psychology 92 (2007), pp. 438-54

Jump to Appendix 5 Long
Description




Stress Management Y &)l

- Managing hindrance stressors & sl cila ga 5 )
- Improving work-life balance sball 5 Jasll G () 51l Cppsa

* Improving hardinessi:Sall (juas

©McGraw-Hill Education.



HINDRANCE STRESSORS EXPERIENCED STRATEGIES FOR MANAGING STRESSORS

Role conflict:

Role ambiguity:

Role overload:

Daily hassles:

Jump to Appendix 6 for long description.

©McGraw-Hill Education.



School

Personal
Relaxation
Time with Friends |

Work
Time with Family

Jump to Appendix 7 long image description.
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HARDINESS FACTOR

STRATEGIES FOR IMPROVING FACTOR

Relaxation: Do you spend enough time reading, listen-
ing to music, meditating, or pursuing your hobbies?

Exercise: Do you spend enough time doing cardiovas-
cular, strength, and flexibility sorts of exercises?

Diet: Do you manage your diet adequately by eating
healthily and avoiding foods high in fat?

Jump to Appendix 8 for long
description.

©McGraw-Hill Education.
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Motivation defined Theories of motivation —a_x
pdlall iy Hlas ad)all
- Expectancy theorya sl 4, ks

* Goal setting theory—sagll vass 4, ks
+ Equity theorydlla=ll 4, )k
- Psychological empowerment How important is

motivation? Application ks fadlall Al & Lo sl oS4l
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ORGANIZATIONAL
MECHANISMS

Organizational
Culture

INDIVIDUAL
MECHANISMS

Organizational
Structure

GROUP
MECHANISMS
Leadership: INDIVIDUAL
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Job
Performance
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Motivation Defined @élall oy

A set of energetic forces that originate within and outside
an employee that initiates work-related effort and
determines its direction, intensity, and persistence 4c sxs

Lgi yall agadl las il g aa jla g Cala gall Jada Wi ) ddadill (5 g8l (ya

What do you do?¢Jae=s 13
How hard do you do it? felly alall 43 geia (00
How long do you do it? felly Jasi b gl (e oS

©McGraw -Hill Education.



-—

1 2 3 4 5

STRONGLY DISAGREE NEUTRAL AGREE STRONGLY
DISAGREE AGREE

Consider your approach to your classes this semester: Juadll lda dewlyll tlgind (§ =g 2hlocl § ao
(sl

1.
2.

o v W

| give my assignments my utmost attention. .pliad! 1o 48 oadl 2o L?la.ci

| really concentrate on the things my classes demand. (e laldad (&l sbesdl e B> 555 Ul
| find myself absorbed in the content of my classes. g8 Sgixs (3 oo (G e

| really focus my attention on the things I'm learning. lealadl (&l sl de B> LI 5S)]

| rarely get distracted when I’'m working on my class stuff. e slge (e JosT Lo (Rl cdids e ol

. In general, | approach my class work with focus. x5! e Juadll § es 2o Jolail ¢ ale S

Average Score: 24

©McGraw-Hill Education.



Several theories attempt to summarize the key factors that
foster high motivation: &) 4 1) Jal sall papdli G Hhai sae J gl
:L“;Ld\ cé\a]\ BPLY

- Expectancy theory & sl 4, ks

+ Goal setting theory «sagll aaai 4, ks
+ Equity theory alla=ll 4, )k
- Psychological empowerment il (84l

©McGraw-Hill Education.



Motivation is fostered when the employee believes three
things: skl & Cala sl (a5 Ladie adlall 5 a5 o

- That effort will result in performance ¥ () 525 agall 134

- That performance will result in outcomes () s £1aY1 128
- That those outcomes will be valuable i3 ¢ sSiw gilil) &l )

"

Al

©McGraw-Hill Education.



Valence: Will the
outcomes be

satisfying?
2 ? Outcomes
Performance | >
Expectancy: If | exert Instrumentality: If |
a lot of effort, will | perform well, will |
perform well? receive outcomes?

Jump to Appendix 1 long image
©McGraw-Hill Education. description




Effort — Performance Can be hindered by: (S«
YA (e el 2gall ddle )

- Lack of necessary resources e 33U o) sall (i
- Lack of supportive leadership dxc)a 3L 3 5a 5 a2c

- Low self-efficacy 4:1al) selasl) yalass)

©McGraw-Hill Education.



—

1 2 3 4 5

STRONGLY DISAGREE NEUTRAL AGREE STRONGLY
DISAGREE AGREE

1. |cansucceed, even when the going gets tough. 4w ;9! zrual ledis (g ¢« sl O ‘_9.&“,
2. 1 do most things well, relative to my peers. (3Mep dlie ¢ bz JSi sl elanay ‘aj_éi
3. I have a sense of confidence on a lot of different tasks. daliseall plgall (o AiSJ1 (§ AL Hgae SW

4. | know that | can overcome challenges when | encounterthem. .lgg=!9l Ledie basadl e sl ‘_9.&‘» &l szT

5. If I set my mind to certain goals, I'm confident | can achieve them. Js ;58 L";JT o0 339 B ¢ digan Llual Lo ¢35 13)
Llindioes
6. |am able to succeed at the things | want to be good at. .l 1z 05ST 0 L)l G sleadl @ zloudl e o6 Bl

7. I’'m confident in my ability, even when [ face difficult tasks. .4xue plgo A9l lodie 5> ¢ S48 e @l Gl

8. When | set a goal for myself, | believe | can meet it. .4&.d>5 &ub.uu‘ L“;JT Aasel ¢ (gt EXVS @bT lodie

©McGraw-Hill Education.



©McGraw-Hill Education.

Past Accomplishments

Vicarious Experience
Verbal Persuasion

Emotional Cues

Analysis of
Task
Requirements

Assessment of
Personal and
Situational
Resources

SELF-
EFFICACY




Instrumentality 4l sl

Performance — Outcomes Can be
hindered by: :Liw o (S il 1oy

Poor methods for measuring performance, as Instrumentality
could actually be rewritten to be Performance — Evaluation —
Outcomes 5V LS sale) a8l gl 8 Sy s ¢ elaY) bl A (3 )k
zalil) - avaEl) - g1y oy ol

Inadequate budget to provide outcomes, even when performance is

Use of policies that reward things besides performance, such as
attendance or seniority Jie ¢ ¢la¥) cuila J) LY A Al Glabud) aladtl
e8] gl ) guzanll

Time delays in doling out rewards Sl a5 55 & il Al

©McGraw-Hill Education.



Anticipated value of outcomes zilill 428 siall 4zl

 Extrinsic >

* Intrinsic s~

©McGraw-Hill Education.



Table 6-2 Extrinsic and Intrinsic Outcomes il

4 sl g A Al

EXTRINSIC OUTCOMES gzt | INTRINSIC OUTCOMES g5t

dus ! Al !

Pay a8 Enjoyment aiedl

Bonuses &b Interestingness (§2943

Promotions <Ll Accomplishment =)

Benefits and perks J3142]! Knowledge gain 48,soll LS

Ol

Spot awardsc gaw 339> Skill development 8)lgal jglas

Praise zus Personal expression il
o)

Job security (¢l Yl (Lack of) Boredom JleJi (413)

Support es! (Lack of) Anxiety 3l&! (d1s)

Free time g1,% <8 (Lack of) Frustration bL=Y! (dl3)

(Lac!< of) Disciplinary actions

Aol Ol (3929 pie)

(Lack of) Demotions (39>9 puc)

(Lack of) Terminations eu<)

Q‘;L@.}}” (33.?-9

©McGraw-Hill Education.



Why does pay have such a high valence”? The meaning of
money JWll size § Al 83l Jaa Jia ads 3Ll

» Achievement il
- Respect al_sal

- Freedom 4 -

©McGraw-Hill Education



1 2 3 4
STRONGLY DISAGREE SLIGHTLY NEUTRAL  SLIGHTLY

DISAGREE DISAGREE

1. Having money means that I've achieved something.

5

AGREE

6
AGREE

y 4
STRONGLY
AGREE

Average 2. Having money shows that |'ve succeeded.
Score: 13 3. Having money is a symbol of accomplishment.

4. Having money signifies that I've performed well.

5. Having money brings respect from others.
Average 6. Having money can make others admire you.
Score: 15 7. Having money is worthy of others’ esteem.

8. Having money can make you more well-regarded.

" 9. Having money brings more freedom. o B -

Average 10. Having money can create opportunities.
Score: 20 1. Having money provides more autonomy.

12. Having money brings independence.

Jump to Appendix 3 long image
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Motivation=(E->P) X B[ (P —-0) X V]

Key aspect: multiplicative effects <l il ;i )l cailal
dac Liadll

* Motivation is zero if either expectancy, instrumentality,
or valence is zero s Awisll 5l a8 gill HIS 1) jia s a8l
| Haa Al

©McGraw-Hill Education.



Motivation is fostered when employees are given specific
and difficult goals rather than no goals, easy goals, or “do
your best” goals. Blaal (uils gall clhac) o Lexie Eall 338 ol

5 bad JA" Calaal o) Al Calaal ol Calaal o ga g AlC ()4 Y duraa g 532aa

_"LJJ.GA.

©McGraw-Hill Education



Impossible

Difficult

Intensity and
Persistence
Maximized

9dUeWIO0}Idd dse]

Goal Difficulty

Jump to Appendix 4 long image

description
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Task Goal
Complexity M Commitment

Feedback

Intensity
of Effort

Specific
and Difficult Persistence | Task

Assigned of Effort Performance
Goal |

Task
Strategies |

Jump to Appendix 5 long image
description
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Equity Theory dlasll 4, la;

Motivation is maximized when an employee’s ratio of
“outcomes” to “inputs” matches those of some
“comparison other.” ks gall dous (GiUat Ladie JAA]) aulaat o3
" AV D" ary Lalal) @l ae "Dl ) "l

Thus motivation also depends on the outcomes received
by other employees. LUl Al =ilill Ao o)) 282l aaiey JEIL
oA Y] Gy sdh gl

©McGraw-Hill Education.



1 0of 3
Are these really equal?

Claa ‘\JJLUAM Y LJA

COMPARISON RESULT WAYS TO RESTORE BALANCE

Equity

Other’s
QOutcomes |

Your
Outcomes |
id

No actions needed.

Source: Adapted from J.S. Adams, “Inequity in Social Exchange,”
in Advances in Experimental Social Psychology, Vol. 2, ed. L.

Berkowitz (New York: Academic Press, 1965), pp. 267-99
©McGraw-Hill Education.



What emotion do you feel in this case? 4 W
CAllall o 8 Ly e ) jelial

What methods can be used to restore equity?
Pallanl) 3aleineY Lgaladiin) Sy Sl ) 8 L

Underreward Inequity

Other's

Your
Outcomes

Outcomes 4

Grow your outcomes by talking to your
boss or by stealing from the company.

Shrink your inputs by lowering the
intensity or persistence of effort.

Adapted from J.S. Adams, “Inequity in Social Exchange,” in Advances in Experimental Social
Psychology, Vol. 2, ed. L. Berkowitz (New York: Academic Press, 1965), pp. 267-99

Jump to Appendix 6 long image
description
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What emotion do you feel in this case? 2l &8 Al eliddl ok
) sla

What methods can be used to restore equity? ¢Sa il s o L
il aml 3alainn Lealadio

Overreward Inequity

Your Other’s Shrink your outcomes (yeah, right!...
Outcomes | Outcomes | let’s see what we can do about those
inputs...).

Grow your inputs through more high
quality work or through some “cognitive
distortion.”

Adapted from J.S. Adams, “Inequity in Social Exchange,” in Advances in Experimental Social
Psychology, Vol. 2, ed. L. Berkowitz (New York: Academic Press, 1965), pp. 267-99

Jump to Appendix 7 long image
description
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Psychological Empowerment (il ¢S4l

An intrinsic form of motivation derived from the belief that
one’'s work tasks are contributing to some larger purpose
Bt 8 aalud 0§l Jae alea 0L AEiE Y (e Glia Huaaill (he (g8 sa S
ST ga e
Fostered by four beliefs: clatiza a )l W ) jai

Meaningfulness ¢ !l

Self-Determination _reaxll

Competence 3_l=

Impact sl

©McGraw -Hill Education.



Star Trek Beyond

©McGraw-Hill Education.



Job
Performance _

Motivation has a strong positive effect on Job Performance. People who experience higher
levels of motivation tend to have higher levels of Task Performance. Those effects are strongest
for self-efficacy/competence, followed by goal difficulty, the valence-instrumentality-expectancy
combination, and equity. Less is known about the effects of motivation on Citizenship an
Counterproductive Behavior, though equity has a moderate positive effect on the former and a
moderate negative effect on the latter.

Organizational
Commitment

Less is known about the effects of Motivation on Organizational Commitment. However, equity
has a moderate positive effect. People who experience higher levels of equity tend to feel higher
levels of Affective Commitment and higher levels of Normative Commitment. Effects on
Continuance Commitment are weaker.

- Represents a strong correlation (around .50 in magnitude).
\ Represents a moderate correlation (around .30 in magnitude).

- Represents a weak correlation (around .10 in magnitude).

Y. Cohen-Charash and P.E. Spector, “The Role of Justice in Organizations: A Meta-Analysis,” Organizational Behavior and
Human Decision Processes 86 (2001), pp. 287—321; J.A. Colquiitt, D.E. Conlon, M.J. Wesson, C.O.L.H. Porter, and K.Y. Ng,
“Justice at the Millennium: A Meta-Analytic Review of 25 Years of Organizational Justice Research,” Journal of Applied
Psychology 86 (2001), pp. 425—45; J.P. Meyer, D.J. Stanley, L. Herscovitch, and L. Topolnytsky, “Affective, Continuance,
and Normative Commitment to the Organization: A Meta-Analysis of Antecedents, Correlates, and Consequences,” Journal
of Vocational Behavior 61 (2002), pp. 20-52; A.D. Stajkovic and F. Luthans, “Self-Efficacy and Work-Related Performance:
A Meta-Analysis,” Psychological Bulletin 124 (1998), pp. 240—-61; W. Van Eerde and H. Thierry, “Vroom’s Expectancy Models
and Work-Related Criteria: A Meta-Analysis,” Journal of Applied Psychology 81 (1996), pp. 575—-86; and R.E. Wood,
A.J. Mento, and E.A. Locke, “Task Complexity as a)Medergtodiof Goalakeffects: A Meta-Analysis,” Journal of Applied

Psychology 72 (198 kteR- 416—-25
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Individual-

Focused
Piece-ratedalad)l Juas

Description a9

A specified rate is paid for each unit produced, each unit sold, or each service provided. e
.&adﬁﬁaﬁbb\fjic&cwébgﬁgica.?w.oébgﬂamwééa

Merit paydylisl 4=

An increase to base salary is made in accordance with performance evaluation ratings. &
S s i) B gl I 5oL

Lump-sum bonuses

Eolaiall flaall 8K

A bonus is received for meeting individual goals but no change is made to base salary. The
potential bonus represents “at risk” pay that must be re-earned each year. Base salary may
be lower in cases in which potential bonuses may be large. C3lua¥l 3>l 5168 pdiwl oy
o I plasl) oyl 2N Alatoeall SN Jied - bl LI e i (ST syl @i Y oS0 ds,all
S Aasizmall BB Lgad 0555 8 ) Yl (§ 3T (ol LI 9955 U8 . ple (S oala sl

Recognition awards l¢=
2l

Tangible awards (gift cards, merchandise, trips, special events, time off, plaques) or
intangible awards (praise) are given on an impromptu basis to recognize achievement.
(©l>gllg ¢ @BVl ¢ Lol Olusbindly ¢ CM>lg ¢ 28Ladly ¢ bl oBla) dugaledl 35152l
S ) iy (bl e (sLtl]) dusgalell 2 3152l of
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Unit-Focused

Gainsharing adUull eulas

Description a9

A bonus is received for meeting unit goals (department goals, plant goals, business unit
goals) for criteria controllable by employees (labor costs, use of materials, quality). No
change is made to base salary. The potential bonus represents “at risk” pay that must be
re-earned each year. Base salary may be lower in cases in which potential bonuses may be
large. ulaall (Josd) B9 Colualy ¢ aaaell Glualy ¢ el C3lunl) Bl Colual 3o BB aDliwl ol
stud\ Sl e s Sl o (B9l ¢ dlgall plaseinl ¢ Dlaall aJS) gud (Sl (il gall (Sea &
3 Jal @AL@!\ Il OgSe U8 Lale (Soals il oy I ylasd) (oyaall" oY) Alaioell JE NP

S Aaiizeall B! lgud 0S5 U GURSES]

Organization-Focused Description «aey

Profit Sharingz ! &)L

A bonus is received when the publically reported earnings of a company exceed some minimum
level, with the magnitude of the bonus contingent on the magnitude of the profits. No change is
made to base salary. The potential bonus represents “at risk” pay that must be re-earned each year.
Base salary may be lower in cases in which potential bonuses may be large. Lis 3K el o2
(o8 Gl e i §T Tk o zLY1 x> e BB ear CaBging ¢ Uane (301 10> Ble dilaall 4S04I Cujjgtms
SEREV R EA Y Jai LSwLw)’\ Sl 0950 U8 Lale (S ooyl oy Sl Myl (ol 521 Aasiseall 8K Jia
508 Alaizeall KGN g 0SS
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Trust defined
Types of trust
Using justice to gauge trust

Using ethics to gauge trust

How important is trust?

Application
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Trust Defined s2asx 48}

The willingness to be vulnerable to an authority based

on positive expectations about the authority’s actions

and mtentlons GJ;-_ 2 i :d.du e“‘ UJSJ O A )l

Trust = willing to be vulnerable (S5 o) 8 4e ) = 4l

Risk = actually becoming vulnerable & muai = 5 kil
hall i je a8 )

©McGraw-Hill Education.
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Trust

Disposition-Based Trust > :
ropensity

Trustworthiness

Cognition-Based Trust

Feelings toward

Affect-Based Trust
Trustee

i

Adapted from R.C. Mayer, J.H. Davis, and F.D. Schoorman, “An Integrative Model of Organizational Trust,” Academy of
Management Review 20 (1995), pp. 709-34; and D.J. McAllister, “Affect- and Cognition-Based Trust as Foundations
for Interpersonal Cooperation in Organizations,” Academy of Management Journal 38 (1995), pp. 24—-59

Jump to Appendix 1 long image description




Disposition-Based Trust e 4xilal) 44l
5yl

Trust Propensity 4l 4c 3

©McGraw-Hill Education.

A general expectation that the words, promises, and
statements of individuals and groups can be relied
upon Y Cilily s e g5 Ol e alaie ) (Say adly ale 2853
Glelaall g

Which is more damaging in organizational life: being too
trusting or being too suspicious? sball & 15 i SSI Lagl
Caadll Ll A sl 3l Al A ayaill



Average
Score: 21

©McGraw-Hill Education.

1 2 3 4 5
STRONGLY DISAGREE NEUTRAL AGREE STRONGLY AGREE

DISAGREE

1. One should be very cautious with strangers.

2. Most experts tell the truth about the limits of their knowledge.

3. Most people can be counted on to do what they say they will do.

4. These days, you must be alert or someone is likely to take advantage of you.

5. Most salespeople are honest in describing their products.

6. Most repair people will not overcharge people who are ignorant of their
specialty.

7. Most people answer public opinion polls honestly.

8. Most adults are competent at their jobs.

Sources: R.C. Mayer and J.H. Davis, “The Effect of the
Performance Appraisal System on Trust for Management: A Field
Quasi-Experiment,” Journal of Applied Psychology 84 (1999), pp.
Jump to Appendix 2 for long 123-36.

description.




Trustworthiness 4<il 3 laall

The characteristics of a trustee that inspire trust
are: & 48l aeli Al oa gl ailiad

- Ability 3_al
- Benevolence JbuaY!

* Integrity 4a) 3l

©McGraw-Hill Education.
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Few

Relationships
Most Affect-
Relationships Based Trust

New Cognition-

Relationships Based Trust
Disposition-
Based Trust

>
Time

Adapted from R.J. Lewicki and B.B. Bunker, “Developing and Maintaining Trust in Work Relationships,” in Trust in Organizations: Frontiers of Theory
and Research, ed. R.M. Kramer and T.R. Tyler (Thousand Oaks, CA: Sage, 1996), pp. 114-39; and R.C. Mayer, J.H. Davis, and
F.D. Schoorman, “An Integrative Model of Organizational Trust,” Academy of Management Review 20 (1995), pp. 709-34

Jump to Appendix 3 long image
description




Justice dlac

Trustworthiness can sometimes be difficult to judge,

especially early in work relationships. aSall (5, a8
Cle 8 Aala ¢ glal) (a8 Geaa | 0e) A8 5 laadl e

Sae i g (8 Jaall

Justice-relevant acts can serve as behavioral evidence
of trustworthiness. Jud 4l dllaxlly dsliadl Jlac Y 568 ) Sa
Asill EJ\J;J\ lec GSJL»

Distributive justice sl dlac
Procedural justice 42 aY!) dlaxll
Interpersonal justice 4vas il dllaall

Informational justice 4l slxall 4llaxll
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Distributive Justice

Description o9

Rules dua)gidl dldall uelgd

Equity vs. equality vs. Need
Al bolie 8lglunadl slie A1l

Are rewards allocated according to the proper norm?
¢ dovouall bue i)l Cuws dego G LN TS

Procedural Justice

Rules
Voice Ggo

Description a9

Do employees get to provide input into procedures?
TOlel=Yl (§ O3 @udds (nabbgall (Lo iy S

Correctability zuouai) ddsall

Do procedures build in mechanisms for appeals? J=
Tl ST Olel = a5

Consistency (gwld!

Are procedures consistent across people and time?
TCdglly wldl pe ddudio Olely=dl o

Bias Suppression =<l xed

Are procedures neutral and unbiased? wlsl=>Y o
GEaie alg Bdulo

Representativeness dd.éod! Do procedures consider the needs of all groups? J»
Ol aexr wlalisl Glel2YI (£1)3
Accuracy d=>o Are procedures based on accurate information? J&

cd.O.@.) k.)LAj.lM L’LC 2\:{..\4.0 C)‘;b.?-};’\




Procedural Justiceds oYl dlaall

STRONGLY DISAGREE NEUTRAL AGREE STRONGLY
DISAGREE AGREE

The items below reference the procedures instructors use for grading at your school. _solall ais
liwyde (3 Caduad) O gelasdl gadseiws 2l @ilely=Y1 ) obal 8319l

1. Those procedures are moral and ethical. &3Ms9 dgian Wlsly>Yl o

2. | can appeal the grades that result from those procedures, if | needto. Wizl (§ ;alall @&N
U Ul dabo eSS 13] ¢« Wlslyml ells e dslll

3. Those procedures are based on accurate information. 448> Wlglas Ao Wil >V oda wiid
4. Those procedures are unbiased and balanced. 43)l¢i0g dn=io pae s>Vl ol
5. Those procedures are consistent across students. )l ue ddwdo Olely=l oda

6. | can influence the grades that result from those procedures, if | tryto. syl e w5l @&w
3 gl 13] ¢ lsly Y1 s e Al

7. | can express my voice regarding those procedures, if | wantto. @i lud Jge (e ! @&w
U3 @yl 13] ¢ Ol oy

ONcGraw-Hill Educaion. o —



Reactions to Authority

©McGraw-Hill Education.

=@ High Distributive Justice
== |ow Distributive Justice

Low High

Procedural Justice
Adapted from J. Brockner and B.M. Wiesenfeld, “An Integrative Framework for Explaining Reactions to Decisions:

Interactive Effects of Outcomes and Procedures,” Psychological Bulletin 120 (1996), pp. 189-208.

Jump to Appendix 4 long image
description




Interpersonal Justice Rules Jslgd Description

daaseidl vl

Respect pl A= Do authorities treat employees with sincerity? J&
T3 (s ool laludl Jolas

Propriety deliiuw! Do authorities refrain from improper remarks? J

TAEBWI pe Glbusaill (e Olaludl 2t

Informational Justice Rules Description

Justification ol Do authorities explain procedures thoroughly? J2
T80 wlsl =Y wlaludl & 45

Truthfulness @il Are those explanations honest? &lpwadl ods &
Cdanlp

©McGraw-Hill Education.
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© 4.0

g

< 30
2.0

=== Long, Sincere Explanation for Pay Cut
=== Short, Impersonal Explanation for Pay Cut
w—@== No Pay Cut

Before During After

Time Period Relative to Pay Cut

Adapted from J. Greenberg, “Employee Theft as a Reaction to Underpayment Inequity:

©McGraw-Hill Education.

The Hidden Cost of Paycuts,” Journal of Applied Psychology 75 (1990), pp. 561-68

Jump to Appendix 5 long image
description




The degree to which the behaviors of an authority are in
accordance with generally accepted moral norms. 4s

L sac Al gitall A8MAY) julaall ae ddabiall il gl Leo (381 635 Al

- Unethical behavior 8l e < sl
- “Merely ethical” behavior "8l 2 s & sk
- “Especially ethical” behavior "g=la J&i a3V &l (L

©McGraw-Hill Education.



Exercise «u )

Read the scenario on the next four slides. & sl 1l
Al @j}!\ é\}ﬂ\

Come up with three ideas for reducing theft in this grocery
store. .1a aladl jaia 848 ) Jaladl OS] Edli Kyl

©McGraw-Hill Education.



Alex Grant recently graduated from college and is excited to be starting
his first job as a store manager for The Grocery Cart, a large
supermarket chain. The company has a very good management training

program, and it is one of the fastestgrowing chains in the nation. z_x
Alex Grant 4 saie ypaeS oV aidds g cadd (uestie s 4K (e 133 5<The Grocery Cart ¢« s
1 3ai QD) & sl e saal g A5 ¢ Aladl s Gl Uy 5 el 4S5l ellia 3 508 ¢S jla g Aluls
Al gl

If Alex does well managing his first store, there are a number of promising
advancement opportunities in the company. After completing the store
management training program, Alex met with Regina Hill, his area
supervisor. She informed Alex that he wouldbe taking charge of a medium-
volume store ($250,000 in sales/week) in an upper-class neighborhood.
This store had been operating without a store manager for the past six
months. The store had also not made a profit in any of the monthly
financial reports for the last year. u= oo 330 @lligh ¢ 2 8 53 o sate py Sl OIS 1Y
Adilaie Co i ¢ Jan Liny ) ae G 81 ¢ jaiall 510 e il gali g (g el ey 4S50 L8 sae) gl asi)

38 S Llel) daidall (e o L (Le s gl (8 )Y 50 Call 250) anall Ja gie jaie 410 g use ( gins 4 QuSill < il
alall 4 sl Al o )&l (e g) (BB Bing ol aiall o LS Apallall il Hed¥) JYA aie e (s Jany il

. alall
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Hill also shared the following information with Alex: Because the store has been
without a store manager for the last six months, the assistant manager (Drew Smith)
has been in charge. Drew is known for being highly competent and a solid performer.
However, there have been complaints that he is frequently rude to employees and
iInsults and ridicules them whenever they make mistakes. Turnover among sales
clerks and cashiers at this store has been somewhat higher than in other stores in
the area. The average pay of clerks and cashiers is

$7.25/hour. The last two semiannual inventories at this store showed significant
losses. There has been a large amount of theft from the store stockroom (an area

where only employees are allowed). < WHill ae 1 il sladll LajAlex: s oS aidl oY 15k

) 2o lual) paall IS 288 ¢ dzalal) a3l J@_;:,‘y\ Ol e e pasDrew Smith) o;\ﬂj Al 5 ley g 50 Hetdy  Jgsuall 5o
Ol Jaxe S sl ) i€ ) LS agia i s agingn s Cpida sall ae A8 5 () 6 L ) 588 Al (e (5 1S5 iy S ¢ elld a5 58l
7.25 s () pall g 45N al dagie dahidl 8 s AY) jalidl daseleaa ) el jadial 13 8 Gl peall g el 458
dshia) Ooaall O jde (e A8 pudl (pe S Ha Gl (IS 35S Jled jatid) I 8 (s s Chual (5 A AT jedal dellll 8 Y g
(Cnida sall a8 L s

Given that the store has generally done well in sales (compared with others in the
area) and that most expenses seem well under control, Hill believes that the
profitability problem for this store is primarily due to theft. Therefore, she suggested
that Alex’s plans for the storeshould focus on this priority over any others. of () sk
Gam,l) A5 o Jad aiay ¢ 5 jlanad) it g ) aaea o 5 (Aihial) 3 e AYL D lie) cilaaal) L sle IS s 21 Gia el
5}\2&%\&9@)&5\2\0&&);lqﬂuas...d\.bh)s‘)ﬁu\u;)ﬁ\ ¢ <Al ﬁﬂ\é!@b\&)ﬁ)ﬁd\ KVA
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When Alex arrived for his first day of work in his new store, he saw that Drew
was in the process of terminating an employee (Rudy Johnson) who had been
caught stealing. Alex immediately went to the break room of the store where
the termination interview was being conducted to learn more about the
situation. s2s)) <alase daad clgd) samy S 550 O Gl ¢ vaall o jaie (Bl dae p g Jl (B S Jea s Laic
Al olgd) Allia (5 yad CulS Cum el B Aal i1 A e ) el e Gl cand (3 ey s 5 adasa o (i s
(88 gall e 2y Sall 48 jadl

Drew informed Alex that Rudy had been a grocery clerk for the past six weeks
and that he had apparently figured out how to tell if the alarms to the
stockroom doors were off. Rudy would then open the back stockroom doors
and stack cases of beer outside the store to pick up after his shift. After Drew
caught Rudy doing this, Drew had a conversation with one of his friends who
works as a restaurant manager down the street. Drew’s friend noted that he
had hired Rudy a few months ago and that he'd been caught stealing there
t00. L& 1ul s seal cul€ 1)) Lo 48 je S o€l gay Le e adl s dpualad) D3l ) lae e 38 (i€ S g5 of G 550 il

A5 535 5o dasa Ol ey A% g e LY jadiall a5l Gl (udKy g AlAl) ¢ Al Gl sl (g5 e ¢ lld day g 08 A sl
adle Gl &5l s el daay 8 a5 byl 50 Baa Bl g LA 8 andae 50aaS Jary 3 adlBaal aal ae Bdlas 50 ol ¢ clld Jady

OMcGAWANIRIUGtON, oA «



Turning to Rudy, Drew asked, “So, Rudy, what do you have to say for
yourself?” Rudy quickly replied: “Look here, [expletive], youdon't pay
me enough to work here and put up with this garbage. In fact, you're
always riding everyone like they're your personal servant or something.
So | was trying to get some beer. I've seen you let stockers take home
damaged merchandise a dozen times. So just because they cut open
a box of cookies, which we all know they do on purpose, they get to
take stuff home for free. For that matter, we’ve all seen you do the
same thing! I've never seen you make a big deal about this stuff
before. Why can’t | get a few cases ofbeer? What's the big deal?”

L il rde pon (539 calal "eeluail J g8l ebal 13l ¢ g5 ¢ GA" ¢ 500 Jlw ¢ g2y I JEnyL
el 3 585 Lo s ol ¢ Bl 3 ALl o3 Jans Ui Jaall 4S5 Le g Y ol ¢ [y 2] ¢
28 3 ll oany Je Jgeand) Jslal cu€ A Jadl) 138 (e o 8 5l o &l dladld | gilS ) LS
ity | all ags aih Al el e J il ) A il 320 (5 5all Cinans Sl
A L) A2 agi€ay ¢ aal (e 43 glady agil Giea aled (sl ¢ Jali )Y Cay et e (e (3 5k
oS Jerg a8 @iyl ol B al Tt ¢ 811 Ja @bl Grea Ul ¢ 2aall 1y 8 Ulase J 3l
"5 Sl dsdall Lo 8500l e e pazmy e Jpanll S0 Y IO U8 (e s LY 028 J s
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The Founder
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*0

Individual Factors
(Good vs. Bad Apples)

Moral Ethical

Awareness | Behavior

Situational Factors

(Good vs. Bad Barrels)
Adapted from J.R. Rest, Moral Development: Advances in Research and Theory (New York: Praeger, 1986).

Jump to Appendix 6 long image
©McGraw-Hill Education. description Photos: (top): ©Siede Preis/Getty Images; (bottom): ©C Squared Studios/Getty Images.




8.

9.

Moral Attentiveness A& oLyl

-———

1 2 3 4 5

STRONGLY DISAGREE NEUTRAL AGREE STRONGLY
DISAGREE AGREE

| enjoy pondering ethical matters. .43M5Y1 ;9091 (§ el aiasud Ul

| often think about the ethical implications of my actions. L;La.ev MY LY ng.ie\ L Wk

| reflect on moral issues rather frequently. . Sk Jaw LMY bladll 3 S8 Ul

| encounter morally charged situations rather often. .oL>Yl uﬁj\»&s@ LM & gmedino a8l g0 dxlgl

Moral dilemmas are a frequent part of my week. L,Cj-u»u\ O e £33 4SS Maasl

| think about how ethical I'm being almost every day. .bs,d5 pgs Jé)&s? Sde ngis\

| carefully consider the morality of my decision making. .8 33l GLEMST (§ Llay ST G

Many of the actions | take have some moral quality to them. .eg) il 43NSV dasall ans L) g faﬁ_'éi G Slely2Yl o dydall

| have experienced several ethical predicaments in my life. .3b> 3 A3V I e dodall gy ua)

10. | often face situations that have some moral implication. .&&MsY1 B3I (an g Cadlge dxlgl L WLE

11. | feel like | have to choose between moral and immoral fairly frequently. &g M o HUs O Camy (31 yaiel

Average oSe S Y
Score: 19 12, payin and day out, ethical dilemmas are something | have to consider. ¢ o P92 da gy ABMSYI lyansll

b S8l ol oo
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General Dimension:

Specific Effect G

D>

Magnitude of
Consequences x>

3l gall

Potential for Harm ) s> &igd> ddleis alall dadl

Description a9

How much harm would be done to other people? E=b ol (Ses Iy 2l Hldde L
G o0 230
o2k

Probability effect
EHIER]

How likely is it that the act will actually occur and that theassumed
consequences will match predictions? g5l Olg Ja2lb Jad)l Guso O ddleis! S bo
TOlad gl Hrllaiw o fae]l

Temporal How much time will pass between the act and the onset of its consequences? ¢« ¢S
immediacy 459! Tazll s g Jaddl (o pauw Bl
dusoy]|

Concentration of
effect St 1S5

Will the consequences be concentrated on a limited set of people, or will they be
more far-reaching?$ el suuas O 9w fsT ooll (10 Bagixe de gamma e CBlgal S5t o

General Dimension: Social Pressure (slizd! lazsall talal) dadl

Specific Effect G

dJI>x0

Social consensus gL
L“,cw.?m

Description

How much agreement is there that the proposed act would be unethical? ,luds L
TAMS A8 ()9S Akl 0l O e Bl

Proximity—,&J!

©McGraw-Hill Education

How near (in a psychological or physical sense) is the authority to those who will
be affected? §09,5tuw pddl &lidoy (Sl 9l o] (Gaelb) daluadl )8 (e Lo




Can companies benefit from having better moral
awareness and moral judgment, even if their costs rise
as a result? How? e 535 (e salaiu) QIS Al Say Ja

Pl da i LealSi i ) gl s ¢ Juzadl  8MAT aSa 5 Juzadl 84

S as

24
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Job
Performanc

e 4

==

Trust has a moderate positive effect on Performance. Employees who are willing to be
vulnerable to authorities tend to have higher levels of Task Performance. They are also

more likely to engage in Citizenship Behavior and less likely to engage in
Counterproductive Behavior.

Organizational

Commitment 4

Trust has a strong positive effect on Commitment. Employees who are willing to be
vulnerable to authorities tend to have higher levels of Affective Commitment and

higher levels of Normative Commitment. Trust has no effect on Continuance
Commitment.

.I Represents a strong correlation (around .50 in magnitude).
- Represents a moderate correlation (around .30 in magnitude).

- Represents a weak correlation (around .10 in magnitude).

Sources: KT. Dirks and D.L. Ferrin, “Trust in Leadership: Meta-Analytic Findings and Implications for Research and Practice,” Journal of Applied
Psychology 87 (2002), pp. 611-28; and J.A. Colquitt, B.A. Scott, and J.A. LePine, “Trust, Trustworthiness, and Trust Propensity: A Meta-Analytic Test
of Their Unique Relationships with Risk Taking and Job Performance,” Journal of Applied Psychology 92 (2007), pp. 909-27.
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Corporate social responsibility<lS &l dae laia¥) 4yl g gl

* Legal component = silall ¢ sSall

- Ethical component &Y o &l

- Social component elia¥ (5 Sall
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Learning defined
Methods of learning

Decision making defined

Decision-making problems
How important is learning?

Application
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Learning Defined alxill cay ya

Permanent changes in an employee’s knowledge or skill
that result from experience s «alssall 48 e 8 daila &) Huas
'é),\ij\ Ce daill) 4.3)\.@
Employees learn two types of knowledge: (sl sall alai,
44 jrall (e (e o
Explicit - easy to communicate and teach Jes - = pa
adlxill 5 Jual 53l
Tacit - more difficult to communicate; gained with

experience (s il ¢ Jual gill 84 gia ST - s
B),\ﬂ\ JA

©McGraw-Hill Education.



Workplace Learning Potential alxill <Ll
Ceandl 87 8
-

1 2 3 4 5

STRONGLY DISAGREE NEUTRAL AGREE STRONGLY
DISAGREE AGREE

1. At work, | get enough time to find my own solutions to task-related issues. s Jusa>l ¢ Jonl! 3

2. At work, | have the freedom to explore new ways to be more effective. At work, | have the
freedom to explore new ways to be more effective.

3. At work, | can experiment with different methods even if it might slow me down. ¢ JesJ! 3
Adlad SST 068Y Bapia @yl BlasSiul (3 4yl

4. At work, | get the opportunity to learn how to cope with difficulties myway. (Ja>1 ¢ Joal! S
b 3 Sl g Jalasll 1S kel Aoy

5. At work, | get the chance to reflect on how to do my job better. (3 AS&dl 40,2 a2 ¢ Jodl &
Jadl Sy o plid)l 428

6. At work, | have the freedom to compare different approaches to my work. ds,=Jl g ¢ Joall (3
Gea) dalizea) Cllldl 45l

©McGraw-Hill Education.



How do employees learn? ¢ sibs sall alaiy caS

+ Reinforcement =S

©McGraw-Hill Education.



Wanted
QOutcome

Unwanted
QOutcome

©McGraw-Hill Education.

Consequence
is Added

Positive
Reinforcement

Punishment

Consequence
is Removed

Extinction

Negative
Reinforcement

Jump to Appendix 1 long image

description

Increases Desired
Behaviors

Decreases Unwanted
Behaviors




Reinforcement
Schedule }3=dl Jgu=>

Reward Given
Following deddal! 3K
dJul

Potential Level of
Performance $giuww

Joizead! el

Example JU»

.

ol

20,6 &

Continuous_seiwe Every desired High, but difficult to Praise zuiw
Behavior «gllas HJelus S | Maintain SN ¢ aaiye
dde blaxll Covay
Fixed interval 4dsw) &lA8 | Fixed time periods &lAs | Averageddas Paycheck <3l

Variable interval Jusold!
il

Variable time periods
B A duin) ) A9

Moderately high 4x43,0

Jise S8

Supervisor walk-by )9

W]

Fixed ratio 4uli dewd

Fixed number of
desired behaviors
oo Colidue

22l A S3ld

High Jle

Piece-rate pay = a9
“l I 3 “

Variable ratio 8 asie dud

Variable number of
desired
behaviors asie dds

Lot o)l LS gl (1o

Very high lu=> Jle

Commission pay a93

4 gasll

©McGraw-Hill Education.




How do employees learn? $0sib sall alaiy CaS
* Reinforcement )=
- Observation das>Lll

©McGraw-Hill Education.



Antecedent

Condition that
precedes behavior

Manager sets
specific and
difficult goal

©McGraw-Hill Education.

Behavior

Action performed
by employee

Employee meets
assigned goal

Jump to Appendix 2 long image
description

Consequence

Result that occurs
after behavior

Employee receives
a bonus



Some people learn differently, as a function of the goals
and activities that they prioritize. «alian JS& (WUl (s alaiy
A0 o) sV L sdany i) Adaida¥) g CalaaSU AN

Goal orientation —eagll 4xa
 Learningals
- Performance-prove /23! <l

- Performance-avoid &2V ciad

©McGraw-Hill Education.



Average
Score: 16

1 2 3 4 5
STRONGLY DISAGREE NEUTRAL AGREE STRONGLY
DISAGREE AGREE

1.  would rather do something difficult where | learn a lot than something
easy.

2.1 am constantly seeking out moments that allow me to better myself. -

3. I relish the opportunity to learn new things by doing something I've -
never done before.

4. Taking a chance on something is worth it if | grow from it as a result. S

A —————

Average
Score: 11

5. | enjoy proving that | can perform better than others at work. N
6. Working hard to show others how well | can do is important. -

7. | like it when others know how well | can do things at work. -

A —————

Average
Score: 11

©McGraw-Hill Education.

8. I generally won't try things if others might see me fail. -

9. | avoid tasks that might show others that | have a low ability to be -
successful.

10. Even though | might learn from it, | won't try something new in front of
others if it might show my low ability.

Source: Adapted from J.F. Brett and D. VandeWalle, “Goal Orientation and Goal Content Performance in a
Training Program,” Journal of Applied Psychology 84 (1999), pp. 863—73. Copyright (c) 1999 by the American
Psychological Associated.

Jump to Appendix 3 long image
description




The process of generating and choosing from a set of
alternatives to solve a problem ¢ (e JLia¥ls ad ¢l dlee

Learning has a significant impact on decision making.
DAl A e 5o 5ls 4l Al

©McGraw-Hill Education.
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Experts tend to recognize
problems more quickly /

than novices
Is the problem

recognized? Has
it been dealt with

Experts have the ability bafora?

to recognize patterns and
situations that novices /

don't
on Yes

> Identify the problem

Implement
appropriate solution

Does the
solution deliver
the expected
outcome?

Yes

Programmed Decisions

Determine
appropriate criteria
for making a decision

Generate list of
available alternatives

Evaluate the
alternatives against
criteria

Choose the solution
that maximizes value

Implement appropriate
solution

Does the
solution deliver
the expected
outcome?

Yes No

Nonprogrammed Decisions
(using rational decision-making model)

Jump to Appendix 4 long image

description




Rational Decision Making _l_dl pua
Sl
;

1 2 3 4 5

STRONGLY DISAGREE NEUTRAL AGREE STRONGLY
DISAGREE AGREE

1. Iact based on my heart, not my head. stb oy (od8 Je L (3 43l Ul

2. | think feelings should be the guide in most decisions. .l elase (§ diyall 9955 O o yelanall O Adel
3. llisten to logic when acting, not my emotions. .$ysliv julg Jedl e 3liadl ) &Q:WT

4. Most of my life decisions are governed by how | feel. .4 yaii W Sl @bl plane auass

5. Ido what inspires me. Now that’s logical. (fais ld2 0! . segh Lo i

6. When it comes to decisions, | do what islogical. . &l 32 L 28l ¢ ahlalh pe 3la Ledis

7. My feelings are my compass when there are choices to be made. pld)l (pan whls Do 45 e o g (P Syl
e

8. | believe key decisions should be reasoned carefully and rationally. .&dMac g dudlaio 9SS OF caze dunS )l ilylya)1 OF dasel

9. Important decisions should be based on the facts, not onemotions. s (s @5lasdl J| degell Cblall ssid of oo
ablgall

©McGraw-Hill Education.



The Big Short

©McGraw-Hill Education.



Common reasons for making bad decisions: 4xlill cilusY!
A <l ) 8 AASY

* Limited information 33 sase Cila sles
+ Faulty perceptions &b\ &l ) sad
- Faulty attributions 4kl cleal

- Escalation of commitment a! ¥l sz

©McGraw-Hill Education.



To be rational decision makers, we Bounded rationality says we are

should... ¢« gudlie ) 8 glia o S likely to... A= Ll sadal) Auidial) J g8

|ldentify the problem by thoroughly examining the Boil down the problem to something that is easily

situation and considering all interested parties. understood. deg® Jguw s(s% 3 aSliued| i

&= ngb.db By Labgall duslys IS (o Aiiall dyus Come up with a few solutions that tend to be

Axoll S, LY straightforward, familiar, and similar to what is

Develop an exhaustivg list of altern?tivesﬁto consider currently being done. Jwe3 &l Jslodl (ans (Sl

as solutions. .Jgl=S g8 Jlal) J5ludb el 4a5B ap B> s aLall oty LoJ Ablass dbgllag 8o 01653 o J)
Evaluate each alternative as soon as we think of it. @3

Evaluate all the alternatives simultaneously. pue=> el Aud S5 O 3 yzees Jods S eudiio

S>lg e89 (§ Jilud! Use distorted and inaccurate information during the

Use accurate information to evaluate alternatives. evaluation process. 485 &9 d®gie Olaglao pusuiv

S @it ddi8s iloglas pusei o)l ddas <L

Pick the alternative that maximizes value. JsdJ! Az Pick the first acceptable alternative (sacrifice). s

o)l w3 S (&) Jgstall Jo1 Jo)

©McGraw-Hill Education.



Heuristics and biases < =il g JYaiuy!
Availability i3
Anchoring s_pax
Framing (Ula) — 4elua ) kil

Representativeness 4.kl

©McGraw-Hill Education.

Contract e
Recency 4ilas

Ratio bias 4xsill a3
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Internal Attribution

Individual factors
such as ability,
motivation, or

attitudes
are to blame

Behavior is observed

Consensus

Distinctiveness

Consistency

Jump to Appendix 5 long image
description

External Attribution

Environmental
factors are to
blame




The decision to continue to follow a failing course of
actiondild Jee e gliil 3 ) paiull ) 3

Throwing good money after bad; =l 2= uall Juall
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Job
Performance

Learning

Learning has a moderate positive effect on Performance. Employees who gain more
knowledge and skill tend to have higher levels of Task Performance. Not much is known
about the impact of learning on Citizenship Behavior and Counterproductive Behavior.

Organizational
Commitment _4

Learning

Learning has a weak positive effect on Commitment. Employees who gain more
knowledge and skill tend to have slightly higher levels of Affective Commitment. Not
much is known about the impact of learning on Continuance Commitment or Normative
Commitment.

-| Represents a strong correlation (around .50 in magnitude).
. Represents a moderate correlation (around .30 in magnitude).

.I Represents a weak correlation (around .10 in magnitude).

©McGraw-Hill Education.



Training <

* Behavior modeling<! skl 4aa

- Communities of practice «—_ll cladias

Transfer of training <l Ju
- Climate for transferdall #Lwl

©McGraw-Hill Education.



