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Chapter 1

What Is Organizational  
Behavior?

؟يمیظنتلا كولسلا وھ ام



Class Agenda
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What is organizational behavior? ؟يمیظنتلا كولسلا وھ ام

Does it matter?  ؟مھی لھ

How do we “know” things about OB?  نع ءایشأ "فرعن" فیك
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Think of the single worst coworker you’ve ever had.  يف ركف
قلاطلإا ىلع ھتھجاو لمع لیمز أوسأ

• What did he or she do that was so bad?  ناكو يھ وأ وھ ھلعف يذلا ام
؟ةیاغلل اًئیس كلذ

Think of the single best coworker you’ve ever had.  يف ركف
.قلاطلإا ىلع ھیلع تلصح لمع لیمز لضفأ

• What did he or she do that was so good?  ناك يھ وأ وھ ھلعف يذلا ام
؟اًدج اًدیج
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A field of study devoted to understanding, explaining,  
and ultimately improving the attitudes and behaviors of  
individuals and groups in organizations  سركم ةسارد لاجم

 يف تامظنملا يف تاعامجلاو دارفلأا تایكولسو فقاوم نیسحتو حرشو مھفل
فاطملا ةیاھن
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An Integrative Roadmap  ةطراخ
ةیلماكت قیرط

Jump to Appendix 1 Long 
Description



Does OB Matter?  OB لھ
؟ةمھم
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Do firms who do a good job managing OB concepts  
become more profitable as a result?  يتلا تاكرشلا لھ

؟كلذل ةجیتن ةیحبر رثكأ حبصت OB میھافم ةرادإ يف دیج لمعب موقت



Does OB Matter?
Figure 1-2 What Makes a Resource

Valuable? ةمیق اذ دروملا لعجی يذلا ام

The resource-based view  
of the firm  ةكرشلا رظن ةھجو

دراوملا ىلع ةمئاقلا

Jump to Appendix 2 long image
description
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Table 1-2 Survey Questions Designed to  Assess High-
Performance Work Practices  لمعلا تاسرامم مییقتل ةممصم نایبتسا ةلئسأ

ءادلأا ةیلاع

Survey Questions about OB Practice Covered in Chapter
What is the proportion of the workforce whose jobs have been
subjected to a formal job analysis?

2

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

4

What is the proportion of the workforce who have access to  
company incentive plans, profit-sharing plans, and/or gain-sharing  
plans?

6

What is the average number of hours of training received by a  
typical employee over the last 12 months?

8, 10

What is the proportion of the workforce who have access to a
formal grievance procedure and/or complaint resolution system?

7

What proportion of the workforce are administered an
employment test prior to hiring?

9, 10

What is the proportion of the workforce whose performance  
appraisals are used to determine compensation?

6

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
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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

50. Goldman Sachs

51. American Express

53. Marriott

54. QuickTrip

55. Whole Foods

63. KPMG

70. Cisco

73. Mayo Clinic

74. PWC

78. Hyatt

79. Ernst & Young

80. General Mills

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

Source: From M. Moskowitz and R. Levering. “The 100 Best Companies to Work For.” Fortune, Mary 15, 2015.



So What’s So Hard?  ام نذإ
؟بعصلا رملأا وھ
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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—try to make a single 
change to solve their problems,  not realizing that the effective 
management of people  requires a more comprehensive and 
systematic approach.  نیب ةقلاعلا قدصت نل تاسسؤملا فصن نأ هرابتعا يف عضی نأ ءرملا ىلع بجی"

 ةلواحم- تامظنملا نم دیدعلا ھتلعف ام نولعفیس لاصتلاا نوری نیذلا كئلوأ فصن .اھبسكت يتلا حابرلأاو اھیفظوم ةرادإ ةیفیك
.ةیجھنموً لاومش رثكأ اجًھن بلطتت دارفلأل ةلاعفلا ةرادلإا نأ كاردإ نود ، مھلكاشم لحل دحاو رییغت ءارجإ

Of the firms that make comprehensive changes, probably  only 
about 1/2 will persist with their practices long enough to  actually 
derive economic benefits.”  يلاوح رمتسی نأ لمتحملا نم ، ةلماش تارییغت يرجت يتلا تاكرشلا نیب نم

" ةیداصتقلاا دئاوفلا ينجل ةیفاك ةرتفل اھتاسرامم يف طقف1/2



How Do We Know Things about OB?  ءایشأ فرعن فیك
؟OB نع
1 of 7
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Where does the knowledge in this textbook come from?
؟يسردملا باتكلا اذھ يف ةفرعملا يتأت نیأ نم

Understanding that requires an understanding of how we  
know things in general لكشب ءایشلأا ةفرعم ةیفیكلً امھف كلذ مھف بلطتی
ماع
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How do we know about what causes: بابسلأا فرعن فیك

• People to stay healthy?  ةدیج ةحصب ءاقبلل سانلا

• Children to grow up happy?  ؟ءادعس نوربكی لافطلأا

• Employees to be satisfied with their jobs?  اونوكیل نیفظوملا

؟مھفئاظو نع نیضار
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Methods of Knowing ةفرعملا قرط

• Experience  ةبرجت

• Intuition  سدح

• Authority  ةطلسلا

• Science ملع



Figure 1-3 The Scientific
Method  ةیملعلا ةقیرطلا
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Scientific Interests  تامامتھلاا
ةیملعلا

1. I think being a scientist would be an interesting career path.  امًلاع كنوك نأ دقتعأ
مامتهلال اPQًثم اFًفFظو ارًاسم نوكFس

2. Working as a scientist is something I could see myself enjoying.  ء`̂_ وه ملاعك لمعلا
bنكمde

.هi عتمتسأ g̀فن ىرأ نأ `

3.A scientific career path could be engaging, even if the work took a long time  to
finish. bنأ نكم bظولا راسملا نوكFpe

تقو لمعلا قرغتسا ول duح ، اعًتمم r̀لعلا `
ً

لا|}ط ا
ً

 ̀�ت~ي duح 

4.Working with other scientists to make important discoveries would offer  
meaning.  deعم رفويس ةمهم تافاشáàا ءارجلإ ن|Ñخآ ءاملع عم لمعلا نإ

5.Studying scientific knowledge to solve problems would be intrinsically  
satisfying. ïe ةFضرم نوكتس تلاìشملا لحل ةFملعلا ةفرعملا ةسارد نإ

 اهرهوج `

Average Score: 15©McGraw-Hill Education.
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Theory  ةیرظن

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

تاریغتملا طبترت اذاملو فیك ددحت يتلا )ةیزمرلاو ةیظفللا( تادیكأتلا نم ةعومجم
اھب طبترت نأ )يغبنی لاو( بجی يتلا طورشلا كلذكو ،



How Do We Know Things about OB?
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In groups, build a theory similar to the one below, for each  
outcome. 9:

 لVل ، ەاندأ ةLMظنلل ةهباشم ةLMظن ءانGب مق ، تاعومجم ;
.ةجXYن

• Job satisfaction :_Yظولا اضرلا
; 

• Strain  ءاوتلا

• Motivation  :fgفحتلا

• Trust in supervisor :9 ةقثلا
 فklملا ;

Is OB Common Sense?  ؟مYلسلا سحلا OB له

©McGraw-Hill Education.
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To test our theory, we gather data on the variables included  
in our hypotheses. .انتایضرف يف ةجردملا تاریغتملا نع تانایب عمجب موقن ، انتیرظن رابتخلا

We then use variants of the correlation coefficient to test  
hypotheses, to see if they verify our theory.  لماعم تاریغتم مدختسن مث

.انتیرظن نم ققحتت تناك اذإ ام ةفرعمل تایضرفلا رابتخلا طابترلاا

The correlation is as follows:  يلی امك طابترلاا

Perfect positive relationship: 1  

Perfect negative relationship: -1

1- :ةلماك ةیبلس ةقلاع1 :ةلماك ةیباجیإ ةقلاع

• Strength of the correlation inferred from judging the  
compactness of a scatterplot of the X-Y values  ةوق

X-Y میقل تتشت ططخم طاغضنا ىلع مكحلا نم جتنتسملا طابترلاا

• More compact = stronger correlation ىوقأ طابترا = اماكحإ رثكأ

• Less compact = weaker correlation فعضأ طابترا = اماكحإ لقأ



Figure 1-4 Three Different Correlation
Sizes  ةفلتخم طابترا ماجحأ ةثلاث

1 of 3

Jump to Appendix 3 long image 
description
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Figure 1-4 Three Different Correlation Sizes
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Jump to Appendix 4 long image
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Jump to Appendix 5 long image
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The Correlation  طابترلاا
1 of 2
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How big is “big”?  ریبك" مجح وھ ام

• What’s the correlation between height and weight?

؟نزولاو لوطلا نیب ةقلاعلا يھ ام

• Will the correlation between job satisfaction and job  

performance be higher or lower?  نیب ةقلاعلا نوكتس لھ

؟لقأ مأ ىلعأ يفیظولا ءادلأاو يفیظولا اضرلا



The Correlation
2 of 2
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Important disclaimer  ةمھم ءلاخإ

• Correlation does not prove causation.  تبثی لا طابترلاا
 ةیببسلا

Proving causation requires: ةیببسلا تابثإ بلطتی

• Correlation  ھطبارتم ھقلاع

• Temporal precedence  ةینمزلا ةیقبسلأا

• Elimination of alternative explanations  تاریسفتلا داعبتسا
ةلیدبلا



How Do We Know Things about OB?
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The correlations from multiple studies get averaged  together 

using meta-analysis.  لیلحتلا مادختساب اًعم ةددعتم تاسارد نم تاطابترلاا طسوتم باسح متی

.يولتلا

Meta-analyses can then form the foundation for  evidence-

based management—the use of scientific  findings to inform 

management practice.  ىلع ةمئاقلا ةرادلإل ساسلأا كلذ دعب ةیولتلا تلایلحتلا لكشت نأ نكمی

.ةرادلإا تاسرامم غلابلإ ةیملعلا جئاتنلا مادختسا- ةلدلأا

Well-supported theories become helpful tools for  answering 

why questions, like: :لثم ، ةلئسلأا نع ةباجلإل ةدیفم تاودأ اًدیج ةموعدملا تایرظنلا حبصت

• Why your best and worst coworkers act so differently  فرصتی اذامل

فلتخم لكشب لمعلا يف كئلامز أوسأو لضفأ

• Why you sometimes think, feel, and act a certain way  اًنایحأ ركفت اذامل

ةنیعم ةقیرطب فرصتتو رعشتو



OB on Screen
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Moneyball
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Introspection

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

Jump to Appendix 6 long image description

Average Score: 26
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Chapter 2
Job Performance

ىفیظو ءادا



Class Agenda  لودج
لصفلا لامعأ
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Job performance  يفیظولا ءادلاا
• Task performance  ةمھملا ءادأ

• Citizenship behavior  ةنطاوملا كولس

• Counterproductive behavior  كولسلا
يسكعلا

Application قیبطت
• Tools for managing job performance

يفیظولا ءادلأا ةرادلإ تاودأ



An Integrative Roadmap
ةیلماكت قیرط ةطراخ
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Job Performance
1 of 2
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The value of the set of behaviors that contribute, either  
positively or negatively, to organizational goal  
accomplishment  يباجیإ لكشب ، مھاست يتلا تایكولسلا ةعومجم ةمیق

يمیظنتلا فدھلا قیقحت يف ، يبلس وأ

• Not the consequences or results of behavior—the  
behavior itself ھسفن كولسلا- كولسلا جئاتن وأ بقاوع لا

• What’s good about this distinction? ؟زییمتلا اذھ يف دیجلا ام

• What’s bad about this distinction? ؟زییمتلا اذھ يف ئیسلا وھ ام



Task Performance
1 of 3
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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)  لیوحت يف ةرشابم ةنمضتملا تایكولسلا

 ةجردملا تایكولسلا يأ( ةمظنملا اھجتنت تامدخ وأ علس ىلإ ةیمیظنتلا دراوملا
)درفلل يفیظولا فصولا يف

Typically a mix of: نم جیزم ةداع

• Routine task performance ةینیتورلا ماھملا ءادأ

• Adaptive task performance ةیفیكتلا ماھملا ءادأ

• Creative task performance يعادبلإا ةمھملا ءادأ



Task Performance
2 of 3
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How do we identify relevant behaviors?  ددحن فیك
؟ةلصلا تاذ تایكولسلا

Job analysis ةفیظولا لیلحت
• Divide a job into major dimensions  داعبأ ىلإ ةفیظولا مسّق

ةیسیئر

• List 2 key tasks within each of those major dimensions
ةیسیئرلا داعبلأا كلت نم لك يف نیتیسیئر نیتمھم جردأ

• Rate the tasks on frequency and importance  ماھملا میق
ةیمھلأاو راركتلا بسح

• Use most frequent and important tasks to define task  
performance  ءادأ دیدحتل ةیمھأ رثكلأاو اراركت رثكلأا ماھملا مدختسا

ةمھملا



Task Performance
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3 of 3

Exercise: Performance of a server  

Do a job analysis  مق مداخلا ءادأ :نیرمت

يفیظو لیلحت ءارجإب

• Four major dimensions  ةعبرأ
ةیسیئر داعبأ

• Two tasks per dimension
دعُب لكل ناتمھم
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Figure 2-1 O*NET Results for Flight Attendants

Jump to Appendix 1 for long 
description



Job Performance
2 of 2
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Although task performance behaviors vary across jobs,  
all jobs contain two other performance dimensions:  ىلع

 فئاظولا عیمج نأ لاإ ، فئاظولا ربع ماھملا ءادأ تایكولس فلاتخا نم مغرلا
:ءادلأل نیرخآ نیدعب ىلع يوتحت

• Citizenship behavior ةنطاوملا كولس

• Counterproductive behavior يسكعلا كولسلا



Citizenship Behavior
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Academic origin يمیداكلأا لصلأا

A future professor’s account of an experience in a paper  

mill: :قرولا عنصم يف ةبرجتل لبقتسملا ذاتسأ فصو

“…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.”



Figure 2-2 Types of Citizenship Behaviors
ةنطاوملا تایكولس عاونأ

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

 أفاكت لا وأ أفاكت دق يتلا ةیعوطتلا ةطشنلأا
 للاخ نم ةمظنملا يف مھاست اھنكلو

لمعلا اھیف ثدحی يتلا ةئیبلا ةدوج نیسحت

©McGraw-Hill Education.
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Helping

Average score: 40

Jump to Appendix 2 for long description.

Source: L.V. 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.



Sportsmanship
ةیضایر حور

1. I never complain about “the small stuff.” د@أ ?<تشأ لا انأ
ً

."ةMNغصلا ءاHشلأا" نم ا

2. I voice support for what’s going on in the organization. [ ثدحZ امل ?Xعد نع MVعأ
^
.ةمظنملا ?

3. I focus on maintaining a positive attitude at work. [ ?pVاجZإ فقوم hع ظافحلا hع زكرأ
^
.لمعلا ?

4. I tend to dwell on what’s going well, not what’s going poorly. [ MNكفتلا vإ لHمأ
^
xyلا روملأا ?

? 
zسMN عh لو ، ماري امÅام س Zثدح ÉشÖل Ü?ء.

5. I focus on “being a good sport” even when negative things happen.  نوâأ نأ" hع زكرأ
.ةHبلس ءاHشأ ثدحت امدنع xyح "ةدHج ةضاäر

©McGraw-Hill Education.

Average score: 18



Figure 2-3
Types of Counterproductive Behavior

يسكعلا كولسلا عاونأ

Employee behaviors  
that intentionally hinder  
organizational goal  
accomplishment

قیعت يتلا نیفظوملا تایكولس
يمیظنتلا فدھلا قیقحت ادمع

Jump to Appendix 3 long image
description
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Political Deviance
يسایسلا فارحنلاا

1. I have, at times, undermined a coworker. <= ، تمق دقل
<= لFمز ضKLقتب ، ناFحلأا ضع@ ?

.لمعلا ?

2. I have, at times, blamed a coworker for something that I did. <= ، تقلأ دقل
 ، ناFحلأا ضع@ ?

<= لFمز Zع موللا@
.هتلعف ء?\]ل لمعلا ?

3. I sometimes gossip about colleagues at work. ijلامز نع ثدحتأ انًاFحأ
? =>

.لمعلا ?

4. I sometimes distract my coworkers when they’re trying to get things done.  فnأ انًاFحأ
ijلامز ەاpqنا

? =>
.روملأا زاجنإ نولواحt امدنع لمعلا ?

5. I enjoy playing “pranks” on others at work. <= نÉLخلآا Zع "بلاقملا" بعل@ عتمتسأ انأ
.لمعلا ?

6. I have, at times, kept colleagues “in the dark” about things they needed to know. =>
? 

ijلامز تFق@أ ، ناFحلأا ضع@
.اهتفرعم äإ نوجاتحáà? tلا ءاFشلأا@ "ملع Zع" ?

©McGraw-Hill Education.

Average Score: 12



OB on Screen
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Sully



Counterproductive Behavior
يسكعلا كولسلا

1 of 2
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Key questions: ةیسیئرلا ةلئسلأا
• 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?  اذإ ؟ماعلا كولسلا طمن سفن ىلع ةلثمأ اھلك هذھ لھ

؟اضًیأ نیرخلآا مظعم لعفت نأ لمتحملا نم لھف ، دحاو لمعب تمق

• How does counterproductive behavior relate to task  
performance and citizenship behavior?  طبتری فیك

؟ةنطاوملا كولسو ماھملا ءادأب يسكعلا كولسلا



Counterproductive Behavior
2 of 2
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Answers:
• Research using both anonymous self-reports and

supervisor ratings tends to find strong correlations
between the categories. نملكمادختسابثحبلالیمی

ةیوقتاطابتراداجیإىلإنیفرشملاتامییقتوةلوھجملاةیتاذلاریراقتلا
.تائفلانیب

• Counterproductive behavior has a strong negative  
correlation with citizenship behavior, but is only weakly  
related to task performance.  اًیبلس اطًابترا يسكعلا كولسلا طبتری

.ماھملا ءادأب طقف اًفیعض اطًابترا طبتری ھنكلو ، ةنطاوملا كولسب اًیوق



Application

   قیبطت
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What tools do organizations use to manage job  

performance among employees?  اھمدختست يتلا تاودلأا ام

؟نیفظوملا نیب يفیظولا ءادلأا ةرادلإ تاسسؤملا

• Management by Objectives (MBO)  فادھلأاب ةرادلإا

• 360-degree feedback  لعفلا دودر ةجرد360

• Social networking systems  ةیعامتجلاا تاكبشلا ةمظنأ

• Behaviorally anchored rating scales (BARS)  فینصتلا سییاقم

كولسلا ىلع ةزكترملا

• Forced rankings يرسقلا بیترتلا



Table 2-2 BARS Example for “Planning,  
Organizing, and Scheduling” 1 of 2

©McGraw-Hill Education.

Rating Rating 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.

• 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.



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

©McGraw-Hill Education.

Rating Rating Behavioral Anchors
[3] Below  

Average
• Plans are poorly defined; unrealistic time schedules are common.
• 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 R.W. Beatty. “Managing Performance with a Behaviorally Based Appraisal  
System,” in Applying Psychology in Business: The Handbook for Managers and Human Resource Professionals, ed.

J.W. Jones, B.D. Steffy, and D.W. Bray (Lexington, MA: Lexington Books, 2001), pp. 314-25



Figure 2-5 Jack Welch’s Vitality Curve

Forced ranking under Jack Welch at GE

Jump to Appendix 4 long image
description

©McGraw-Hill Education.
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Chapter 3
Organizational Commitment

يمیظنتلا مازتللاا



Class Agenda
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Organizational commitment يمیظنتلا مازتللاا

• Types of commitmen مازتللاا عاونأ

Reactions to negative events ةیبلسلا ثادحلأا ىلع لعفلا دودر

• Types of employees نیفظوملا عاونأ

• Withdrawal behaviors باحسنلاا تایكولس

Application قیبطت

• Organizational support يمیظنتلا معدلا



An Integrative Roadmap
ةیلماكت قیرط ةطراخ

©McGraw-Hill Education.



Organizational Commitment 1 of 2
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Consider this scenario: ویرانیسلا اذھ كرابتعا يف عض

• You’ve worked at your current employer for 5 years and  
have recently been approached by a competing  
organization.  متو تاونس5 ةدمل يلاحلا لمعلا بحاص ىدل تلمع دقل

.ةسفانم ةمظنم لبق نم ارًخؤم كب لاصتلاا

What would cause you to stay? ؟ىقبت كلعجی يذلا ام

• Do those reasons fit into different kinds of categories?
؟ةفلتخم تائف يف بابسلأا هذھ جردنت لھ

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

.ةمظنملا يف اوضع ءاقبلل فظوملا بناج نم ةبغر وھ يمیظنتلا مازتللاا

• It comes in three forms. لاكشأ ةثلاث يف يتأی



Affective Commitment

©McGraw-Hill Education.

A desire on the part of an employee to remain a member  
of an organization because of an emotional attachment  
to, and involvement with, that organization  بناج نم ةبغر

 ةمظنملا هذھب يفطاعلا ھطابترا ببسب ةمظنم يف اوًضع لظی نأ يف فظوملا
اھیف ةكراشملاو

• You stay because you want to. دیرت كنلأ ىقبت تنأ

• What would you feel if you left anyway?  ترداغ اذإ رعشتس اذامب
؟لاح يأ ىلع



Assessment on Affective Commitment
يفطاعلا مازتللاا مییقت

Average Score: 20
Jump to Appendix 1 for long description.

From N.J. Allen and J.P. Meyer,  “The Measurement and Antecedents
of Affective,  Continuance, and  Normative Commitment to the

Organization,” Journal of Occupational Psychology 63 (1990), pp. 1-18
©McGraw-Hill Education.



Figure 3-3 A Social Network Diagram
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Continuance Commitment
رارمتسا مازتلا 1 of 2
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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 لظینأيففظوملابناجنمةبغر

اھكرتبةطبترملافیلاكتلابھیعوببسبةمظنميفاوًضع

• You stay because you need to. ىلإةجاحبكنلأىقبتتنأ

• What would you feel if you left anyway? ترداغاذإرعشتساذامب
؟لاحيأىلع



Continuance Commitment
2 of 2

1. Quitting my job would bring with it major personal sacrifice. ABف?ظو كرت
C بلج?س 

.ةSTبك ة?صخش ة?حضت هعم

2. I don’t have enough employment options to consider leaving right now.  يدل س]ل
k ركفلأ ة?فاg لمع تارا?خ

l
C نلآا ةرداغملا.

3. It’s difficult to leave the organization because I don’t have anywhere else to go.
ه?لإ بهذأ رخآ ناxم يأ يدل س]ل هنلأ ةمظنملا ةرداغم بعصلا نم

4. Staying in my current job is more a product of circumstances than preference.
k ءاق�لا

l
C ف?ظوAB

C أ فورظلا جاتن وه ة?لاحلاÜSá ل?ضفتلا نم.

5. Leaving my job now would bring significant personal disruption. ABف?ظو كرت
C نلآا 

.STبك êCخش بارطضا åإ يدؤيس

6. Frankly, I couldn’t quit my job now, even if it’s what I wanted to do. ñóمل ، ةحا 
ABف?ظو كرت عطتسأ

C ح ، نلآاAB ول gما?قلا تدرأ ام اذه نا ñه.

©McGraw-Hill Education.
Average Score: 19



Table 3-2 Embedded and Continuance  
Commitment رمتسملاو نمضتملا مازتللاا

©McGraw-Hill Education.

“Embedded” People Feel :"نونمضملا" صاخشلأا رعشی
FACET FOR THE ORGANIZATION: FOR THE COMMUNITY:
Links • I’ve worked here for such a

long time.
• I’m serving on so many teams

and committees.

• Several close friends and family
live nearby.

• My family’s roots are in this
community.

Fit • My job utilizes my skills and  
talents well.

• I like the authority and  
responsibility I have at this  
company.

• The weather where I live is  
suitable for me.

• I think of the community
where I live as home.

Sacrifice • The retirement benefits  
provided by the organization  
are excellent.

• I would sacrifice a lot if I left  
this job.

• People respect me a lot in my  
community.

• Leaving this community would  
be very hard.

Source: Adapted from T.R. Mitchell, B.C. Holtom, T.W. 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 يرایعملا مازتللاا
1 of 2
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A desire on the part of an employee to remain a member  
of an organization because of a feeling of obligation  ةبغر

مازتللااب روعشلا ببسب ةمظنم يف اوًضع ءاقبلا يف فظوملا بناج نم

• You stay because you ought to. كیلع بجی ھنلأ ءاقبلا كیلع

• What would you feel if you left anyway?  ترداغ اذإ رعشتس اذامب
؟لاح يأ ىلع



Normative Commitment
2 of 2

1. I have an obligation to stay with my company. ;HكEF عم ءاق@لا< ما>;:لا يدل
I

2. I wouldn’t quit my job right now because I owe the company too much. EFفCظو كرتأ نل
G نلآا 

EMنلأ
G لل نيدمRSثك ةكWXًا.

3. I owe this company for the things it’s given me. EFلا ءاCشلأاa ةكRSلا ەذهل نيدم انأ
G اهتحنم gG

4. Leaving my job now would fill me with significant guilt. EFفCظو كرت
G س نلآاkرعشnM

G aدشلا بنذلاpد

5. It just wouldn’t be right to think about quitting myjob. WX wMكفتلا باوصلا نم نوكp نل
G ظو كرتCفEF

G

6. Staying with my organization is just something that I ought todo. EFمظنم عم ءاق}لا
G درجم وه ÉS

Gء 
pهلعفأ نأ بج.

©McGraw-Hill Education.

Average Score: 16
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Figure 3-2 Drivers of Overall  
Organizational Commitment  تاكرحم

ماعلا يمیظنتلا مازتللاا

Jump to Appendix 2 long image 
description



Organizational Commitment 2 of 2
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Exercise: Reacting to Negative Events  ىلع درلا :نیرمت

ةیبلسلا ثادحلأا

• Consider the three scenarios depicted on the following  

slide.  ةحیرشلا يف ةحضوملا ةثلاثلا تاھویرانیسلا رابتعلاا نیعب ذخ

.ةیلاتلا

• 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

do).  ام يأ( لمتحملا كلعف در نادسجی نیددحم نیكولس لوح عامجإ ىلإ لصوت

.)ھلعفت نأ ىنمتت ام سكع ىلع ، حجرلأا ىلع ھلعفت دق



Organizational Commitment Scenarios

©McGraw-Hill Education.

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:



Exit-Voice-Loyalty-Neglect لامھإ-ءلاو-توص-جورخ
1 of 2
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A framework that includes potential responses to  
negative events  ةلمتحملا تاباجتسلاا نمضتی لمع راطإ

ةیبلسلا ثادحلأل

Exit جورخ

• Ending or restricting organizational membership  دییقت وأ ءاھنإ
ةیمیظنتلا ةیوضعلا

Voice توص

• A constructive response where individuals attempt to improve  
the situation عضولا نیسحت دارفلأا لواحی ثیح ةءانب ةباجتسا



Exit-Voice-Loyalty-Neglect
2 of 2
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A framework that includes potential responses to  
negative events

Loyalty ءلاو

• A passive response where the employee remains supportive  
while hoping for improvement  امًعاد فظوملا لظی ثیح ةیبلس ةباجتسا

نیسحتلا يف لمأی امنیب

Neglect لامھإ

• Reduced interest and effort in the job  يف دھجلاو مامتھلاا ضافخنا
ةفیظولا



OB on Screen
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Chef
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Table 3-3 Four Types of Employees
نیفظوملا نم عاونأ ةعبرأ

Organizational  
commitment

;:9ظنتلا ما234للاا

High task  
performance

;Iاع ماهم ءادأ

Low task  
performance

ضفخنم ماهم ءادأ

High  
organizational  
commitment

HEاعلا CDEظنتلا ما<=>للاا

Stars Citizens موجنلا  <PQنطاوملا

Low  
organizational  
commitment

ضفخنملا CDEظنتلا ما<=>للاا

Lone wolves
دCحو بائذلا

Apathetics
ةلااaملالا

Source: Adapted from R.W. Griffeth, S. Gaertner, and J.K. Sager,
“Taxonomic Model of Withdrawal Behaviors: the Adaptive Response
Model,” Human Resource Management Review 9 (1999), pp. 577-90



©McGraw-Hill Education.

Withdrawal  باحسنا
1 of 3

A set of actions that employees perform to avoid the  

work situation  نوفظوملا اھب موقی يتلا تاءارجلإا نم ةعومجم

لمعلا فقوم بنجتل

• One study found that 51% of employees’ time was spent  

working.  يف نوضقی نیفظوملا تقو نم ٪51 نأ تاساردلا ىدحإ تدجو

.لمعلا

• The other 49% was allocated to coffee breaks, late starts,  

early departures, personal, and other forms of

withdrawal.  رخأتلاو ، ةوھقلا تاحارتسلا ةیقبتملا ٪49 ـلا ةبسن تصصخو

 نم ىرخأ لاكشأو ، يصخشلا باحسنلااو ، ةركبملا ةرداغملاو ، ءدبلا يف

.باحسنلاا



Figure 3-1 Organizational Commitment and  
Employee Withdrawal

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



Figure 3-4  
Psychological and Physical Withdrawal

Jump to Appendix 4 long image
description©McGraw-Hill Education.



Withdrawal
2 of 3
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Key question:

How exactly are the different forms of withdrawal related  
to one another?  اھضعبب ةفلتخملا باحسنلاا لاكشأ طابترا ىدم ام

؟ضعبلا
• Independent forms  ةلقتسم لاكشأ

• Compensatory forms  ضیوعتلا لاكشأ

• Progression مدقتلا



Withdrawal
3 of 3

©McGraw-Hill Education.

Answer:
• The various forms of withdrawal are almost always  

moderately to strongly correlated.  لاكشلأا نوكت ام اًبلاغ
.يوق ىلإ لدتعم لكشب ةطبارتم باحسنلال ةفلتخملا

• Those correlations suggest a progression, as lateness is  
strongly related to absenteeism, and absenteeism is  
strongly correlated to quitting.  ثودح ىلإ تاطابترلاا هذھ ریشت

 اًقیثو اطًابترا بیغتلا طبتریو ، بیغتلاب اًقیثو اطًابترا ریخأتلا طبتری ثیح ، مدقت
.لمعلا نع علاقلإاب



Application

©McGraw-Hill Education.

Employees are more committed when employers are  

committed to them.  مزتلی امدنع امًازتلا رثكأ نوفظوملا حبصی

مھھاجت لمعلا باحصأ

Perceived organization support is fostered when  

organizations: امدنع ظوحلملا ةمظنملا معد زیزعت متی

• Protect job security  يفیظولا نملأا ةیامح

• Provide rewards  تآفاكملا حنما

• Improve work conditions  لمعلا فورظ نیسحت

• Minimize politics ةسایسلا نم لیلقتلا
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Chapter 4

Job Satisfaction

يفیظولا اضرلا



©McGraw-Hill Education.

Agenda لامعأ لودج

Job satisfaction defined  Value-percept theory

ةمیقلا ةیرظن ددحملا يفیظولا اضرلا

Job characteristics theory  Mood and emotions

فطاوعلاو جازملا ةفیظولا صئاصخ ةیرظن

How important is job satisfaction?  Application  ةیمھأ يھ ام

قیبطت ؟يفیظولا اضرلا

• Tracking satisfaction levels اضرلا تایوتسم عبتت



©McGraw-Hill Education.

An Integrative Roadmap  ةطراخ
ةیلماكت قیرط

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



Job Satisfaction
1 of 2
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A pleasurable emotional state resulting from the  
appraisal of one’s job or job experiences  ةیفطاع ةلاح

ةیفیظولا ةربخلا وأ ةفیظولا مییقت نع ةجتان ةعتمم

Based on how you think about your job and how you feel  
about your job كتفیظو لایح رعشت فیكو كتفیظو يف كریكفت ةقیرط ىلإ اًدانتسا



Job Satisfaction
2 of 2
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What kinds of things do you value in a job? What is it  
that makes you satisfied?  يف اھردقت يتلا ءایشلأا عاونأ ام

؟ایضار كلعجی يذلا ام ؟ةفیظولا



Value-Percept Theory

Does your job supply what you value?

؟ەردقت ام كتف;ظو مدقت له

©McGraw-Hill Education.
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Table 4-1  
Commonly  
Assessed  

Work Values
 ةردقملا لمعلا میق

كرتشم لكشب

Categories Specific Values
Pay عفد • High Salary عفترم بتار

• Secure Salary نمآ بتار
Promotions

تاLقIJلا
• Frequent Promotions ةرركتملا تاLقIJلا
• Promotions based on ability  Wع تاLقIJلا

ةردقلا ساسأ
Supervision فاàإ • Good supervisory relations  ةLفاàإ تاقلاع

ةدLج
• Praise for good work دLجلا لمعلا Wع دمحلا

Coworkers لمع ءلامز • Enjoyable coworkers ةعتمملا لمعلا ءلامز
• Responsible coworkers tuvلوؤسملا لمعلا ءلامز

Work Itself yهسفنب لمع • Utilization of ability ةردقلا نم ةدافتسلاا
• Freedom and independence  ةÄÅحلا

للاقتسلااو
• Intellectual stimulation يركفلا Iuvفحتلا
• Creative expression àâادáلإا Iuبعتلا
• Sense of achievement زاجنلإاá روعشلا

Altruism راثيلإا • Helping others نÄÅخلآا ةدعاسم
• Moral causes ةLقلاخلأا باìسلأا

Status ةلاحلا • Prestige ةìيه
• Power over others نÄÅخلآا Wع ةوقلا
• Fame ةرهش

Environment ةئôب • Comfort ةحار
• Safety ةملاس

Key Question:
Which of these things are  
most important to you?

 ةیمھأ رثكلأا وھ ءایشلأا هذھ نم يأ
؟كل ةبسنلاب
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Figure 4-1
The Value-Percept Theory of Job Satisfaction  ةمیقلا كاردإ ةیرظن

يفیظولا اضرلل

Jump to Appendix 1 long image description
Image: Copyright McGraw-Hill Education: Permission required for reproduction or display.
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Figure 4-2 Correlations between Satisfaction  
Facets and Overall Job Satisfaction

Jump to Appendix 2 long image description
Image: Copyright McGraw-Hill Education. Permission required for reproduction or display.
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The Work Itself
ھسفن لمعلا

Job Characteristics Theory ةفیظولا صئاصخ ةیرظن

• Jobs are more intrinsically enjoyable when work tasks are  
challenging and fulfilling.  امدنع اھرھوج يف ةعتم رثكأ فئاظولا نوكت

.ةیضرمو ةبعص لمعلا ماھم نوكت

• Five “core job characteristics” combine to make some jobs  
more rewarding than others.  "ةیساسأ ةیفیظو صئاصخ" سمخ دحتت

.اھریغ نم رثكأ ةیزجم فئاظولا ضعب لعجتل



©McGraw-Hill Education.

Figure 4-3 Job Characteristics
Theory ةفیظولا صئاصخ ةیرظن



Growth Need Strength  جاتحی ومنلا
ةوقلا ىلإ

Assessing Growth Need Strength

1. A feeling of doing something meaningful with my job  يف ىزغم يذ ءيش لعفب روعش

يتفیظو

2. A chance to “spread my wings” and grow as an employee  ومنلاو "يحانج درفل" ةصرف
فظومك

3. An opportunity to be inventive and creative with what I do  اعًدبمو اعًدبم نوكلأ ةصرف
ھلعفأ امیف

4. A change to gain new know and skill ةدیدج تاراھمو ةفرعم باستكلا رییغت

5. An opportunity to structure my work my own way ةصاخلا يتقیرطب يلمع ةلكیھل ةصرف

6. A feeling of challenge and self-expression تاذلا نع ریبعتلاو يدحتلاب روعش

18, in this case is the average score.©McGraw-Hill Education.



Figure 4-4 Growth Need Strength as a  Moderator of 
Job Characteristic Effects  تاریثأتلل طیسوك ةوقلا ىلإ ومنلا جاتحی

ةفیظولل ةزیمملا

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

©McGraw-Hill Education.



Core Job Characteristics

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:

I1. The job is arranged so that I can do an entire piece of work from beginning to

end.

Response:

I2. The job provides me the chance to completely finish the pieces of work I 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:

A1. The job gives me a chance to use my personal initiative and judgement is

carrying out the work.

Response:

A2. The job gives me considerable opportunity for independence and freedom I how  I do the work. Response:

F1. Just doing the work required by the job provides many changes for me to figure

out how well I am doing.

Response:

F2. After I finish a job, I know whether I performed well. Response:

150 is the  

average  

score.

©McGraw-Hill Education.
Jump to Appendix 4 long image description



Job Characteristics Theory
ةفیظولا صئاصخ ةیرظن

©McGraw-Hill Education.

Exercise: Job Satisfaction across Jobs  اضرلا :نیرمت
فئاظولا ربع يفیظولا

Come to consensus on an SPS for:  نأشب ءارلآا يف قفاوت ىلإ لصوت
SPS لجأ نم:

• A third-grade public school teacher ثلاثلا فصلاب ةماع ةسردم سردم

• A stand-up comedian يدیموك لثمم

• A computer programmer (who replaces “98” with “1998” in computer  
code) )رتویبمكلا دوك يف "1998" ـب "98" لدبتسی( رتویبمك جمربم

• A president of the United States ةدحتملا تایلاولا سیئر



Mood and Emotions ةدحتملا تایلاولا سیئر
1 of 2

©McGraw-Hill Education.

Even the most satisfied employees aren’t satisfied every  

minute of every day.  يف اضرلاب نورعشی لا اءًاضر رثكلأا نیفظوملا ىتح

.موی لك نم ةقیقد لك

Satisfaction levels wax and wane as a function of mood  

and emotions.  جازملل ةلادك ىشلاتتو لءاضتت اضرلا تایوتسم

.فطاوعلاو



©McGraw-Hill Education.

Figure 4-6 Different Kinds of Moods  عاونأ
ةیجازملا تلااحلا نم ةفلتخم

Jump to Appendix 5 long image 
description Image: Copyright McGraw-Hill Education. Permission required for reproduction or display.
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Figure 4-5 Hour-by-Hour Fluctuations in Job  
Satisfaction During the Workday  اضرلا تابلقت

ةعاسب ةعاس لمعلا موی للاخ يفیظولا

Jump to Appendix 6 long image description Image: Copyright McGraw-Hill Education. Permission required for reproduction or display.
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Table 4-2 Different Kinds of Emotions  نم ةفلتخم عاونأ
رعاشملا

1 of 2

Positive Emotions Description
Joy ح8فلا A feeling of great pleasure JKبك روEF روعش
Pride رخف Enhancement of identity by taking credit  for

achievement bc لضفلا ذخأ\ ةZWهلا زVWعت
d زاجنلإا

Relief حاkترا A distressing condition has changed for  the 
better لضفلأل ةملؤم ةلاح تJKغت دقل

Hope لمأ Fearing the worst but wanting better  نم فوخلا
bc ة{غرلا ن}لو أوسلأا

d لضفلأا
Love بح Desiring or participating in affection  وأ ة{غرلا

bc ةكراشملا
d ةدوملا

Compassion فطاعت Being moved by another’s situation  ةلاح\ رثأتلا
ن8Wخلآا

Source: Adapted from R.S. Lazarus, Emotion and Adaptation (New York: Oxford University, 1991).



Table 4-2 Different Kinds of Emotions
2 of 2
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Negative Emotions Description
Anger بضغلا A demeaning offense against me and mine  ةناهإ

يدضو يدض ةنيهم
Anxiety قلقلا Facing an uncertain or vague threat  دWدهت ةهجاوم

ضماغ وأ دكؤم YZغ
Fear فوخلا Facing an immediate and concrete danger  ةهجاوم

سوملمو يروف رطخ
Guilt بنذلا Having broken a moral code kك دعm قلاخأ ةنودمpة
Shame راع Failing to live up to your ideal self  wإ ءاقترلاا مدع

ةpلاثملا تاذلا ىوتسم
Sadness نزح Having experienced an irreversible loss kنأ دع 

اهيف ةعجر لا ةراسخل تضرعت
Envy دسحلا Wanting what someone else has  صخش هWدل ام دÑÖت

رخآ
Disgust زاYãåمشلاا Revulsion aroused by something offensive  راثأ

ëí نم زاYãåمشلاا
ìم ءîìء



Mood and Emotions فطاوعلاو جازملا
2 of 2
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Feeling vs. showing ضرعلا لباقم روعشلا

• Emotional labor يفطاعلا لمعلا

• Emotional contagion يفطاعلا ىودع



Emotional Labor يفطاعلا لمعلا

Bonus Assessment: Emotional Labor

My job requires me to:

1. Make myself feel the things I need to express at work. Dفن لعجا
E

OPلا ءاLشلأاI رعشأ 
E

 VWبعتلل جاتحأ 

] اهنع
\

E لمعلا.

2. Attempt to actually experience the feeling that I need to display.  جاتحأ يذلا روعشلا ةghجت ةلواحم

.هضرعل

3. Try to feel the things that I need to show to others. OPلا ءاLشلأاI رعشt نأ لواح
E

 اهضرعأ نأ جاتحأ 

.نgwخلآل

4. Conceal the emotions that I actually experience. OPلا رعاشملا ءافخإ
E

.لعفلاI اهب رعشأ 

5. Pretend that I’m feeling things that I’m not. \OنأI رهاظت
E

.كلذك تسل ءاLشأI رعشأ 

6. Avoid showing the true emotions that I’m experiencing. OPلا ةLقLقحلا رعاشملا راهظإ بنجت
E

.اهب رعشأ 

©McGraw-Hill Education.
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Figure 4-8 Effects of Job Satisfaction on  Performance 

and Commitment مازتللااو ءادلأا ىلع يفیظولا اضرلا راثآ

Jump to Appendix 7 long image description
Image: Copyright McGraw-Hill Education. Permission required for reproduction or display.
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OB on Screen

Paterson
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Application

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

Jump to Appendix 8 long image description
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Chapter 5
Stress

طغض



Class Agenda

©McGraw-Hill Education.

Stress defined  

Types of stressors  

What can you do?

What can organizations do?  

How important is stress?

Application



An Integrative Roadmap

©McGraw-Hill Education.



Stress
طغض

©McGraw-Hill Education.

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  ىلع ءيش كانھ نوكی امدنع بلاطملل ةیسفن ةباجتسا :فیرعتلا

 وأ صخشلا ةردق زواجتی وأ بئارض بلاطملا عم لماعتلا نوكی ثیحو كحملا
هدراوم

Do you want a stress-free job? ؟رتوتلا نم ةیلاخ ةفیظو دیرت لھ

Which jobs are more and less stressful?  فئاظولا يھ ام
؟رثكأف رثكأ ةقھرم نوكت يتلا



©McGraw-Hill Education.

Table 5-1
Jobs Rated from 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  
Executive

43.24

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. Krantz and
T. Lee. "The Jobs Rated Almanac" 
(Lake Geneva, WI: iFocus Books, 

2015). The stress level score is 
calculated by summing points in 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.
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Figure 5-1 Transactional Theory of Stress  ةیرظن
رتوتلل تلاماعملا

Jump to Appendix 1 long image 
description



Challenge Stressors
تاطوغضلا يدحت

How much stress do you feel because of the following aspects of your coursework?  طغضلا رادقم ام

؟ةSساردلا كتاXجاو نم ةSلاتلا بناوجلا بMسK هI رعشE يذلا

1. The pressures I have to finish assignments on time cdلا طوغضلا
e عge

n ماهملا ءاهنلإ ّ
o
e ددحملا تقولا

2. The sheer amount of stuff I have to do cdلا ءاSشلأا نم لئاهلا مuلا
e {اهلعفأ نأ بج

3. The complexity of the material on exams and assignments n داوملا دSقعت ىدم
o
e تخلااXجاولاو تاراXتا

4. The time I have to devote to getting everything done ä لâ زاجنلإ هصصخأ نأ بج} يذلا تقولا
ã

eء

5. The number of “balls in the air” as I balance all myresponsibilities n تارêلا" ددع
o
e نزاو انأو "ءاوهلا 

íìب
o لوؤسم عيمجSاó

d
e

Average score: 16
©McGraw-Hill Education.



Hindrance Stressors
قئاعلا تاطوغض

How much stress do you feel because of the following aspects of your coursework?  طغضلا رادقم ام

؟ةSساردلا كتاXجاو نم ةSلاتلا بناوجلا بMسK هI رعشE يذلا

1. The sense that I’m not making progress in mastering the material cdنأI روعشلا
e مدقت ققحأ لا

ً
k ا

d
e ناقتإ 

داوملا

2. The hassles I have to go through when doing class assignments csلا بعاتملا
e tدنع اههجاوأ نأ بج 

لصفلا ماهمI ماSقلا

3. A sense of uncertainty about what’s expected of me by professors �ÄقSلا مدعI روعش
d Kهعقوتي ام نأش 

cdم ةذتاسلأا
e

4. A belief that my professors play favorites when grading exams and assignments Üذتاسأ نأI داقتعا
s
e 

tجاولاو تاناحتملاا حيحصت دنع نولضفXتا

5. The amount of “busy work” I have that winds up wasting my time  يذلا "محدزملا لمعلا" رادقم نإ

csقو رادهïب ìeتíي هI موقأ
e

Average Score: 12
©McGraw-Hill Education.



Work Stressors لمعلا تاطوغض
1 of 2

©McGraw-Hill Education.

Challenge stressors تاطوغضلا يدحت

• Time pressure تقولا طغض

• Work complexity لمعلا دیقعت

• Work responsibility لمعلا ةیلوؤسم



OB on Screen

©McGraw-Hill Education.

Deepwater Horizon



Work Stressors لمعلا تاطوغض
2 of 2
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Hindrance stressors قئاوعلا تاطوغض

• Role conflict رودلا عارص

• Role ambiguity رودلا ضومغ

• Role overload دئاز رود

• Daily hassles ةیمویلا بعاتم



Family Stressors ةرسلأا طوغض
1 of 2
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Challenge stressors تاطوغضلا يدحت
• Family time demands ةرسلأا تقو بلطتی

• Personal development تاذلا ریوطت

• Positive life events ةیباجیلإا ةایحلا ثادحأ



Family Stressors
2 of 2
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Hindrance stressors قئاوعلا تاطوغض

• Work-family conflict ةرسلأاو لمعلا نیب عارصلا

• Financial uncertainty يلاملا نیقیلا مدع

• Negative life events ةیبلسلا ةایحلا ثادحأ



Table 5-2 Stressful Life Events  ثادحأ

ةدھجملا ةایحلا

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.©McGraw-Hill Education.

LIFE EVENT STRESS SCORE LIFE EVENT STRESS SCORE

Death of a spouse 100 Trouble with in-laws 29

Divorce 73 Outstanding  
achievement

28

Marital separation 65 Begin or end school 26

Jail term 63 Change in living
conditions

25

Death of close family  
member

63 Trouble with boss 23

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  
activities

18

Retirement 45 Change in sleeping
habits

16

Pregnancy 40 Change in family get-
togethers

15

Gain of new family  
member

39 Change in eating habits 15

Death of a close friend 37 Vacations 13

Change in occupation 36 The holiday season 12

Child leaving home 29 Minor violations of the  
law

11



Table 5-3 Examples of Coping with Stressors  ىلع ةلثمأ
تاطوغضلا عم لماعتلا

©McGraw-Hill Education.

Methods قرط Problem-Focused  =ع :69ك67لا
ةل@شملا

Emotion-Focused  :69ك67لا
ةفطاعلا =ع

Behavioral Methods  قرطلا
ةBكولسلا

• Working harder  لمعلا
JدجMأ ةOPQ

• Seeking assistance  بلط
ةدعاسملا

• Acquiring additional  
resources  لوصحلا

ةBفاضإ دراوم [ع

• Engaging in alternative  
activities hi طارخنلاا

j 
ةلMدJ ةطشkأ

• Seeking support  سامتلا
معدلا

• Venting anger  سtفنتلا
بضغلا نع

Cognitive Methods  قرطلا
ةBفرعملا

• Strategizing طBطختلا
• Self-motivating  P�iفحت

تاذلا
• Changing priorities  �Pيغت

تاÖÜلولأا

• Avoiding, distancing,  
and ignoring  بنجتلا

لهاجتلاو داعتبلااو
• Looking for the  

positive in the  
negative  ثحãلا

éQj hiاجMلإا نع
j 

ةBبلسلا
• Reappraising مBيقت ةداعإ



Accounting for Individuals  ةبساحملا
دارفلأل

©McGraw-Hill Education.

People differ in their ability to cope with stressors, as a  
function of:  ، تاطوغضلا عم لماعتلا ىلع مھتردق يف سانلا فلتخی

:ـل ةفیظوك
• Social support يعامتجا معد

• Instrumental support لاعف معد

• Emotional support يفطاعلا معدلا

• Type A Behavior Pattern كولسلا طمن بتكا



Type A Behavior Pattern
كولسلا طمن بتكا

The average score is 60.

©McGraw-Hill Education.

Source: Adapted from R.H. Friedman & R. H. Rosenman, “Association of Specific Overt
Behavior Pattern with Blood and Cardiovascular Findings,”  Journal of the American  Medical

Association 169 (1959), pp. 1286–69.
Jump to Appendix 2 for long description.



©McGraw-Hill Education.

Figure 5-2 Examples of
Strain داھجلإا ىلع ةلثمأ

Jump to Appendix 3 long image 
description



Figure 5-4 Effects of Hindrance Stressors on  Performance 
and Commitment مازتللااو ءادلأا ىلع قئاعلا تاطوغض راثآ

Jump to Appendix 4 Long
Description©McGraw-Hill Education.



Figure 5-5 Effects of Challenge Stressors on  
Performance and Commitment

Jump to Appendix 5 Long
Description©McGraw-Hill Education.



Application

©McGraw-Hill Education.

Stress Management داھجلاا ةرادا

• Managing hindrance stressors قئاوعلا تاطوغض ةرادإ

• Improving work-life balance ةایحلاو لمعلا نیب نزاوتلا نیسحت

• Improving hardiness ةبلاصلا نیسحت



Exercise: Managing Stress

Jump to Appendix 6 for long description.

©McGraw-Hill Education.



Waking Hours
ظاقیتسلإا تاعاس

Jump to Appendix 7 long image description.

©McGraw-Hill Education.
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Improving Hardiness

Jump to Appendix 8 for long 
description.
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Chapter 6
Motivation زیفحتلا



Class Agenda

©McGraw-Hill Education.

Motivation defined  Theories of motivation  فیرعت

عفادلا تایرظن عفادلا

• Expectancy theory عقوتلا ةیرظن

• Goal setting theory فدھلا دیدحت ةیرظن

• Equity theory ةلادعلا ةیرظن

• Psychological empowerment  How important is 

motivation?  Application قیبطت ؟عفادلا ةیمھأ يھ ام يسفنلا نیكمتلا



An Integrative Roadmap

©McGraw-Hill Education.



Motivation Defined عفادلا فیرعت

©McGraw-Hill Education.

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

 طبترملا دھجلا أدبت يتلاو ھجراخو فظوملا لخاد أشنت يتلا ةطشنلا ىوقلا نم
ھترباثمو ھتفاثكو ھھاجتا ددحتو لمعلاب

• What do you do? ؟لمعت اذام

• How hard do you do it? ؟كلذب مایقلا ةبوعص ىدم ام

• How long do you do it? ؟كلذ لعفت تقولا نم مك



Engagement طابترلاا

Consider your approach to your classes this semester: 67 عض
67 كجهن كرا>تعا 8

 لصفلا اذه ةJساردلا كلوصف 8
:P8اردلا

1. I give my assignments my utmost attention. .مامتهلاا نم ردق ]قأ Y8اهم W8عأ

2. I really concentrate on the things my classes demand. q7ص اهبلطت jk8لا ءاJشلأا fع اقًح زكرأ انأ
8

3. I find myself absorbed in the content of my classes. اسمغنم v8فن دجأ
z

 67
8{وصف ىوتحم 8

4. I really focus my attention on the things I’m learning. اهملعتأ jk8لا ءاJشلأا fع اقًح Å8ا>Äنا زكرأ

5. I rarely get distracted when I’m working on my class stuff. q7ص داوم fع لمعأ امدنع Å8ا>Äنا تÄشÄي ام ارًدان
8

6. In general, I approach my class work with focus. åشçمع عم لماعتأ ، ماع لf8 67
èê7كèkلا عم لصفلا 8

Average Score: 24
©McGraw-Hill Education.



Theories of Motivation زیفحتلا تایرظن

©McGraw-Hill Education.

Several theories attempt to summarize the key factors  that 

foster high motivation:  يتلا ةیسیئرلا لماوعلا صیخلت تایرظن ةدع لواحت

:يلاعلا عفادلا ززعت

• Expectancy theory عقوتلا ةیرظن

• Goal setting theory فدھلا دیدحت ةیرظن

• Equity theory ةلادعلا ةیرظن

• Psychological empowerment يسفنلا نیكمتلا



Expectancy Theory عقوتلا ةیرظن
1 of 3

©McGraw-Hill Education.

Motivation is fostered when the employee believes three  
things: ءایشأ ةثلاثب فظوملا نمؤی امدنع عفادلا زیزعت متی

• That effort will result in performance ءادلأا ىلإ يدؤیس دھجلا اذھ

• That performance will result in outcomes  ىلإ يدؤیس ءادلأا اذھ
جئاتن

• That those outcomes will be valuable  تاذ نوكتس جئاتنلا كلت نأ
ةمیق



©McGraw-Hill Education.

Figure 6-2 Expectancy Theory

Jump to Appendix 1 long image 
description



Expectancy Theory
2 of 3
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Effort → Performance  Can be hindered by:  نكمی

:للاخ نم ءادلأا ← دھجلا ةقاعإ

• Lack of necessary resources ةمزلالا دراوملا صقن

• Lack of supportive leadership ةمعاد ةدایق دوجو مدع

• Low self-efficacy ةیتاذلا ةءافكلا ضافخنا



Self-Efficacy ةیتاذلا ةءافكلا

1. I can succeed, even when the going gets tough. 89نكم4
ةPعص روملأا حبصت امدنع 8Bح ، حجنأ نأ :

2. I do most things well, relative to my peers. iلامزب ةنراقم ، د^ج لbش` ءا^شلأا مظعمZ موقأ
j
:

3. I have a sense of confidence on a lot of different tasks. q ةقثلاZ روعش يدل
9
ةفلتخملا ماهملا نم stثrلا :

4. I know that I can overcome challenges when I encounter them. 89نكم4 هنأ ملعأ
.اههجاوأ امدنع تا4دحتلا �ع بلغتلا :

5. If I set my mind to certain goals, I’m confident I can achieve them. 89نأ نم قثاو انأف ، ةنيعم فادهأ �ع تزكر اذإ
 �ع رداق :

.اهق^قحت

6. I am able to succeed at the things I want to be good at. q حاجنلا �ع رداق انأ
9
8Bلا ءا^شلأا :

د^ج نوîأ نأ دìرأ :
ً

.اهيف ا

7. I’m confident in my ability, even when I face difficult tasks. iردق نم قثاو انأ
B
.ةPعص ماهم هجاوأ امدنع 8Bح ، :

8. When I set a goal for myself, I believe I can meet it. فده عضأ امدنع
ً

89نأ دقتعأ ، :õفنل ا
.هق^قحت عيطتسأ :

©McGraw-Hill Education.
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Figure 6-3 Sources of Self-Efficacy

Jump to Appendix 2 long image 
description



Instrumentality ةلیسولا

©McGraw-Hill Education.

Performance → Outcomes  Can be 

hindered by: :اھقیعی نأ نكمی جئاتنلا → ءادلأا

• Poor methods for measuring performance, as  Instrumentality 

could actually be rewritten to be  Performance → Evaluation →

Outcomes  ةادلأا ةباتك ةداعإ عقاولا يف نكمی ثیح ، ءادلأا سایقل ةفیعض قرط

جئاتنلا- مییقتلا- ءادلأا نوكتل

• Inadequate budget to provide outcomes, even when  performance is

high اًعفترم ءادلأا نوكی امدنع ىتح ، جئاتنلا ریفوتل ةیفاك ریغ ةینازیم

• Use of policies that reward things besides performance,  such as 

attendance or seniority  لثم ، ءادلأا بناج ىلإ ءایشلأا ئفاكت يتلا تاسایسلا مادختسا

ةیمدقلأا وأ روضحلا

• Time delays in doling out rewards تآفاكملا عیزوت يف تقولا ریخأت



Valence ؤفاكتلا
1 of 2

©McGraw-Hill Education.

Anticipated value of outcomes جئاتنلل ةعقوتملا ةمیقلا
• Extrinsic يجراخ

• Intrinsic يقیقح



Table 6-2 Extrinsic and Intrinsic Outcomes  جئاتنلا
ةیرھوجلاو ةیجراخلا

©McGraw-Hill Education.

EXTRINSIC OUTCOMES  جئاتنلا
ة7جراخلا

INTRINSIC OUTCOMES  جئاتنلا
ة7لخادلا

Pay عفد Enjoyment عتمتلا

Bonuses تCفاAملا Interestingness GشIJق

Promotions تاOقLMلا Accomplishment زاجنإ

Benefits and perks  دئاوفلا
تازاOتملااو

Knowledge gain ةفرعملا باسbcا

Spot awards توبس زئاوج Skill development ةراهملا رIJطت

Praise حيدم Personal expression  Lwبعتلا
yzخشلا

Job security OÄÅظولا نملأا
z (Lack of) Boredom للملا )ةلق(

Support معدلا (Lack of) Anxiety قلقلا )ةلق(

Free time غارف تقو (Lack of) Frustration طاèحلإا )ةلق(

(Lack of) Disciplinary actions
ةïOيدأت تاءارجإ )دوجو مدع(

(Lack of) Demotions  )دوجو مدع(
تاضOفخت

(Lack of) Terminations  مدع(
تاءاهنلإا )دوجو



Valence ؤفاكتلا

©McGraw-Hill Education.

2 of 2

Why does pay have such a high valence?  The meaning of

money لاملا ىنعم ؟يلاعلا ؤفاكتلا اذھ لثم عفد اذامل

• Achievement زاجنإ

• Respect مارتحا

• Freedom ةیرح
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Meaning of Money لاملا ىنعم

Average  
Score: 13

Average  
Score: 15

Average  
Score: 20

Jump to Appendix 3 long image 
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Expectancy Theory عقوتلا ةیرظن
3 of 3

©McGraw-Hill Education.

Motivation	=	(E	→	P)	× � [ ( P 	 →	O)	× V]

Key aspect: multiplicative effects  تاریثأتلا :يسیئرلا بناجلا

ةفعاضملا

• Motivation is zero if either expectancy, instrumentality,  

or valence is zero  وأ ةلیسولا وأ عقوتلا ناك اذإ رفص وھ عفادلا

ارًفص ؤفاكتلا



Goal Setting Theory فدھلا دیدحت ةیرظن

©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. اًفادھأنیفظوملاءاطعإمتیامدنعزفاحلازیزعتمتی

ىراصقلذب"فادھأوأةلھسفادھأوأفادھأدوجومدعنمًلادبةبعصوةددحم
."كدھج



Figure 6-4
Goal Difficulty and Task Performance ةمھملا ءادأو فدھلا ةبوعص

Jump to Appendix 4 long image
description
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Figure 6-5 Goal Setting Theory

Jump to Appendix 5 long image
description
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Equity Theory ةلادعلا ةیرظن

©McGraw-Hill Education.

Motivation is maximized when an employee’s ratio of  
“outcomes” to “inputs” matches those of some  
“comparison other.”  فظوملا ةبسن قباطتت امدنع زفاحلا میظعت متی

."ىرخلأا ةنراقملا" ضعبب ةصاخلا كلت عم "تلاخدملا" ىلإ "جئاتنلا" نم

Thus motivation also depends on the outcomes received  
by other employees.  اھاقلتی يتلا جئاتنلا ىلع اضًیأ عفادلا دمتعی يلاتلابو

.نورخلآا نوفظوملا



Figure 6-6 Equity Theory Comparisons
فاصنلإا ةیرظن تانراقم

1 of 3

Are these really equal?
؟اقح ةیواستم هذھ لھ

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.



Figure 6-6 Equity Theory Comparisons
2 of 3

What emotion do you feel in this case?  يھ ام
؟ةلاحلا هذھ يف اھب رعشت يتلا رعاشملا

What methods can be used to restore equity?
؟ةلادعلا ةداعتسلا اھمادختسا نكمی يتلا بیلاسلأا يھ ام

Jump to Appendix 6 long image
description
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Figure 6-6 Equity Theory Comparisons
3 of 3

What emotion do you feel in this case?  يف اھب رعشت يتلا رعاشملا يھ ام
؟ةلاحلا هذھ

What methods can be used to restore equity?  نكمی يتلا بیلاسلأا يھ ام
؟ةلادعلا ةداعتسلا اھمادختسا

Jump to Appendix 7 long image
description
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Psychological Empowerment يسفنلا نیكمتلا

©McGraw-Hill Education.

An intrinsic form of motivation derived from the belief that
one’s work tasks are contributing to some larger purpose

قیقحتيفمھاستدرفلالمعماھمنأبداقتعلاانمقتشمزیفحتلانميرھوجلكش
ربكأضرغ

Fostered by four beliefs: تادقتعمعبرأاھززعت
• Meaningfulness ىزغملا

• Self-Determination ریصملا ریرقت

• Competence ةراھم

• Impact ریثأت



OB on Screen

©McGraw-Hill Education.

Star Trek Beyond



Figure 6-8 Effects of Motivation on  
Performance and Commitment

مازتللااو ءادلأا ىلع زیفحتلا راثآ

Jump to Appendix 8 long image
description
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Table 6-7 Compensation Plan Elements
ضیوعتلا ةطخ رصانع

©McGraw-Hill Education.

Individual-
Focused درفلا Aع <=:ك;:لا

Description فصو

Piece-rate ةعطقلا لدعم A specified rate is paid for each unit produced, each unit sold, or each service provided.  متي
.ةمدقم ةمدخ لe وأ ، ةعاfم ةدحو لe وأ ، ةجتنم ةدحو ل[ل ددحم رعس عفد

Merit pay ةرادجلا رجأ An increase to base salary is made in accordance with performance evaluation ratings.  متت
قفو tuاسلأا بتارلا ةداqز

ً
.ءادلأا مyيقت تافxyصتل ا

Lump-sum bonuses
عÉطقملا غلfملا ت�فا~م

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.  فادهلأا قيقحتل ةأفا~م ملاتسا متي

 بجê يذلا "رطخلل ضرعملا" رجلأا ةلمتحملا ةأفا~ملا لثمت .tuاسلأا بتارلا Aع =:يغت يأ ءارجإ متي لا نëلو ةêدرفلا
<° لقأ tuاسلأا بتارلا نوكê دق .ماع لe ەداد;:سا

u لا تلااحلا¢;
u ة=:بك ةلمتحملا ت�فا~ملا اهيف نوكت دق.

Recognition awards  زئاوج
ريدقتلا

Tangible awards (gift cards, merchandise, trips, special events, time off, plaques) or  
intangible awards (praise) are given on an impromptu basis to recognize achievement.

ت
ُ

 )تاحوللاو ، تازاجلإاو ، ةصاخلا تاfسانملاو ، تلاحرلاو ، عئاضfلاو ، اêادهلا تاقاطÆ( ةسوململا زئاوجلا حنم
.زاجنلإا ريدقتل لجترم ساسأ Aع )ءانثلا( ةسوململا =:غ زئاوجلا وأ



Table 6-7 Compensation Plan
Elements ضیوعتلا ةطخ رصانع

Organization-Focused
زكرت ةمظنم

Description فصو

Profit Sharing حاIرلأا ةكراشم 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. امدنعةأفاbملاملاتسامتي

.ÅÇاسلأابتارلاyع�~يغتيأأرطzمل.حاIرلأامجحyعةأفاbملامجحفقوتvو،انًيعمrsدأادًحانًلعةنلعملاةكklلاحاIرأزواجتت
êsلقأÅÇاسلأابتارلانوكzدق.ماعلçەدادã~سابجzيذلا"رطخللضرعملا"رجلأاةلمتحملاةأفاbملالثمت

ÇلاتلااحلاìãÇدق
.ة�~بكةلمتحملاتïفاbملااهيفنوكت

Unit-Focused  �s~كã~لا
ةدحولا yع

Description فصو

Gainsharing عفانملا مساقت 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.  �~ياعملل )لمعلا ةدحو فادهأو ، عنصملا فادهأو ، مسقلا فادهأ( ةدحولا فادهأ قيقحتل ةأفاbم ملاتسا متي

 .ÅÇاسلأا بتارلا yع �~يغت يأ أرطz مل .)ةدوجلا ، داوملا مادختسا ، ةلامعلا فßلاbت( اهيف مbحتلا �s¶فظوملل نكمìãÇ zلا
ês لقأ ÅÇاسلأا بتارلا نوكz دق .ماع لç ەدادã~سا بجz يذلا "رطخلل ضرعملا" رجلأا ةلمتحملا ةأفاbملا لثمت

Ç 
.ة�~بك ةلمتحملا تïفاbملا اهيف نوكت دق ìãÇلا تلااحلا
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Chapter 7

Trust, Justice, and Ethics

قلاخلأاو ةلادعلاو ةقثلا



Class Agenda

©McGraw-Hill Education.

Trust defined

Types of trust

Using justice to gauge trust

Using ethics to gauge trust

How important is trust?

Application



An Integrative Roadmap

©McGraw-Hill Education.



Trust Defined  ةددحم ةقث

©McGraw-Hill Education.

The willingness to be vulnerable to an authority based  
on positive expectations about the authority’s actions  
and intentions  ىلع ءًانب ةطلس مامأ اًفیعض نوكت نأ يف ةبغرلا

اھایاونو ةطلسلا تافرصت لوح ةیباجیإ تاعقوت
• Trust = willing to be vulnerable  نوكت نأ يف ةبغرلا = ةقثلا

رطخلل ةضرع

• Risk = actually becoming vulnerable  يف حبصت = ةرطاخملا
رطخلل ةضرع عقاولا



Figure 7-1 Factors That Influence Trust Levels  لماوعلا
ةقثلا تایوتسم ىلع رثؤت يتلا

Jump to Appendix 1 long image description
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Disposition-Based Trust  ىلع ةمئاقلا ةقثلا
فرصتلا

©McGraw-Hill Education.

Trust Propensity  ةقثلا ةعزن

• A general expectation that the words, promises, and  
statements of individuals and groups can be relied
upon  دارفلأا تانایبو دوعوو تاملك ىلع دامتعلاا نكمی ھنأب ماع عقوت

تاعامجلاو

• Which is more damaging in organizational life: being too  
trusting or being too suspicious?  ةایحلا يف ارًرض رثكأ امھیأ

؟دیدشلا كشلا مأ ةدئازلا ةقثلا :ةیمیظنتلا



©McGraw-Hill Education.

Trust Propensity ةقثلا ةعزن

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.

123–36.Jump to Appendix 2 for long 
description.

Average  
Score: 21
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Cognition-Based Trust  ىلع ةمئاقلا ةقثلا

ةفرعملا

Trustworthiness  ةقثلاب ةرادجلا

The characteristics of a trustee that inspire trust

are:  يھ ةقثلا مھلت يتلا يصولا صئاصخ

• Ability  ةردقلا

• Benevolence  ناسحلإا

• Integrity  ةھازنلا



©McGraw-Hill Education.

Figure 7-3 Types of Trust Over Time  عاونأ
تقولا رورمب ةقثلا

Jump to Appendix 3 long image 
description



Justice  ةلادع

©McGraw-Hill Education.

Trustworthiness can sometimes be difficult to judge,  
especially early in work relationships.  مكحلا نوكی دق

 تاقلاع يف ةصاخ ، نایحلأا ضعب يف اًبعص ارًمأ ةقثلاب ةرادجلا ىلع
.ركبم تقو يف لمعلا

Justice-relevant acts can serve as behavioral evidence  
of trustworthiness. لیلد ةباثمب ةلادعلاب ةقلعتملا لامعلأا نوكت نأ نكمی

.ةقثلاب ةرادجلا ىلع يكولس
• Distributive justice  عیزوتلا ةلادع

• Procedural justice  ةیئارجلإا ةلادعلا

• Interpersonal justice  ةیصخشلا ةلادعلا

• Informational justice ةیتامولعملا ةلادعلا



Table 7-2 Distributive and Procedural Justice  ةلادعلا
ةیئارجلإاو ةیعیزوتلا

Distributive Justice
Rules ة:ع9زوتلا ةلادعلا دعاوق

Description  فصو

Equity vs. equality vs. Need
ةجاحلا ل8اقم ةاواسملا ل8اقم ةلادعلا

Are rewards allocated according to the proper norm?
؟ةحVحصلا ةدعاقلا بسح ةعزوم تNفاLملا له

Procedural Justice
Rules  ةVئارجلإا ةلادعلا دعاوق

Description  فصو

Voice Do employees get to provide input into توص procedures?
lc تلاخدم مhدقت abcفظوملا dع abcعتي له

m ؟تاءارجلإا

Correctability حيحصتلل ةVل8اقلا Do procedures build in mechanisms for appeals?  له
vcبت

m لآ تاءارجلإاVسلال تاy؟فانئ

Consistency Are procedures consistent across people and قسانتلا time?
؟تقولاو سانلا �~ع ةقسyم تاءارجلإا له

Bias Suppression bc Are procedures neutral and~حتلا عمق unbiased?  تاءارجلإا له
؟ةbc~حتم b~غو ةدhاحم

Representativeness ةVلVثمتلا Do procedures consider the needs of all groups?  له
؟تائفلا عيمج تاجاVتحا تاءارجلإا àmارت

Accuracy Are procedures based on accurate ةحص information?  له
؟ةقVقد تامولعم dع ةâVبم تاءارجلإا



Procedural Justice ةیئارجلإا ةلادعلا

The items below reference the procedures instructors use for grading at your school.  Aانعلا ;:ش8
PQلا تاءارجلإا Jإ ەاندأ ةدراولا

R Sف_^صتلل نوملعملا اهمدختس a
b
R كتسردم.

1. Those procedures are moral and ethical. ة_قلاخأو ةhiنعم تاءارجلإا ەذه

2. I can appeal the grades that result from those procedures, if I need to. rنكمPb
R نعطلا a

b
R تاجردلا 

.كلذ Jإ ةجاح{ تنك اذإ ، تاءارجلإا كلت نع ةجتانلا

3. Those procedures are based on accurate information. ةق_قد تامولعم Åع تاءارجلإا ەذه دنÄس8

4. Those procedures are unbiased and balanced. ةنزاوتمو ةb;:حتم ;:غ تاءارجلإا ەذه

5. Those procedures are consistent across students. بلاطلا á:ع ةقسÄم تاءارجلإا ەذه

6. I can influence the grades that result from those procedures, if I try to. rنكمPb
R ع ;:ثأتلاÅ تاجردلا 

.كلذ تلواح اذإ ، تاءارجلإا كلت نع ةجتانلا

7. I can express my voice regarding those procedures, if I want to. rنكمPb
R وص نع ;:بعتلاíQ

R قلعتي ام_ف 
.كلذ تدرأ اذإ ، تاءارجلإا ەذهب

Average Score: 27
©McGraw-Hill Education.
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Figure 7-4 Combined Effects of Distributive and  
Procedural Justice  ةلادعلل ةكرتشملا راثلآا

ةیئارجلإاو ةیعیزوتلا

Jump to Appendix 4 long image 
description
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Table 7-2
Interpersonal and Informational Justice  ةیصخشلا ةلادعلا

ةیتامولعملاو
Interpersonal Justice Rules  دعاوق

ة>صخشلا ةلادعلا
Description فصو

Respect ما=>حا Do authorities treat employees with sincerity?  له

؟قدصTUV Wفظوملا تاطلسلا لماعت

Propriety ةماقتسا Do authorities refrain from improper remarks?  له

؟ةقئلالا U>غ تاحghتلا نع تاطلسلا عنتمت

Informational Justice Rules  دعاوق

ةnتامولعملا ةلادعلا

Description فصو

Justification رph>تلا Do authorities explain procedures thoroughly?  له

tuvتاءارجلإا تاطلسلا ح W؟ةقد

Truthfulness قدصلا Are those explanations honest?  تاU>سفتلا ەذه له

؟ةقداص
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Figure 7-5 The Effects of Justice on Theft  During a 
Pay Cut  ضفخ ءانثأ ةقرسلا ىلع ةلادعلا راثآ

روجلأا

Jump to Appendix 5 long image 
description



Ethics قلاخأ
1 of 7
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The degree to which the behaviors of an authority are in  
accordance with generally accepted moral norms.  ةجردلا

.امًومع ةلوبقملا ةیقلاخلأا رییاعملا عم ةطلسلا تایكولس اھب قفاوتت يتلا

• Unethical behavior يقلاخأ ریغ كولس

• “Merely ethical” behavior "يقلاخأ درجم" كولس

• “Especially ethical” behavior "صاخ لكشب يقلاخلأا" كولسلا



Ethics
2 of 7
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Exercise بیردت

Read the scenario on the next four slides.  يف ویرانیسلا أرقا
.ةیلاتلا عبرلأا حئارشلا

Come up with three ideas for reducing theft in this  grocery
store. .اذھ ةلاقبلا رجتم يف ةقرسلا لیلقتل راكفأ ثلاث ركتبا



Ethics
3 of 7
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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.  جرخت
Alex Grant ـل رجتم ریدمك ىلولأا ھتفیظو ءدبل سمحتم وھو ةیلكلا نم ارًخؤم The Grocery Cart ،  يھو

 يف اوًمن لسلاسلا عرسأ نم ةدحاو يھو ، ةیاغلل اًدیج اًیرادإ اًیبیردت اجًمانرب ةكرشلا كلتمت .ةریبك تكرام ربوس ةلسلس
.ةلودلا

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.  صرف نم ددع كانھف ، دیج لكشب لولأا هرجتم ریدی سكیلأ ناك اذإ

 .ھتقطنم فرشم ، لیھ انیجیر عم سكیلأ ىقتلا ، رجتملا ةرادإ ىلع بیردتلا جمانرب نم ءاھتنلاا دعب .ةكرشلا يف ةدعاولا مدقتلا
 اذھ ناك .ایلعلا ةقبطلا نم يح يف ً)ایعوبسأ تاعیبملا يف رلاود فلأ250( مجحلا طسوتم رجتم ةیلوؤسم ىلوتیس ھنأ سكیلأ تربخأ

 ماعلل ةیرھشلا ةیلاملا ریراقتلا نم يأ يف احًبر ققحی مل رجتملا نأ امك .ةیضاملا ةتسلا رھشلأا للاخ رجتم ریدم نودب لمعی رجتملا

.يضاملا



Ethics
4 of 7
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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 
insults 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).  نودب ناك رجتملا نلأ ارًظن :Alex عم ةیلاتلا تامولعملا اضًیأ Hill كراش

( دعاسملا ریدملا ناك دقف ، ةیضاملا ةتسلا رھشلأا رادم ىلع رجتم ریدم Drew Smith) هءادأو ةیلاعلا ھتءافكب ورد رھتشی .لوؤسملا وھ 
نارودلا لدعم ناك .ءاطخأ اوبكترا املك مھنم رخسیو مھنیھیو نیفظوملا عم احًقو نوكی ام ارًیثك ھنأ نم ىواكش كانھ تناك ، كلذ عمو .يوقلا

7.25 وھ نیفارصلاو ةبتكلا رجأ طسوتم .ةقطنملا يف ىرخلأا رجاتملا يف ھنم ام دح ىلإ ىلعأ رجتملا اذھ يف نیفارصلاو تاعیبملا ةبتك نیب
 ةقطنم( نزخملا نزخم نم ةقرسلا نم ریبك ردق كانھ ناك .ةریبك رئاسخ رجتملا اذھ يف يونس فصن نوزخم رخآ رھظأ .ةعاسلا يف رلاود

.)نیفظوملل طقف اھیف حمسُی

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.  نأ ىلإ رظنلاب

 ةیحبرلاةلكشم نأ لیھ دقتعی ، ةرطیسلا تحت ودبت تاقفنلا مظعم نأو )ةقطنملا يف نیرخلآابً ةنراقم( تاعیبملا يف ماع لكشب اًدیج ءًادأ ققح رجتملا
.ىرخأ ططخ يأ ىلع ةیولولأا هذھ ىلع رجتملل سكیلأ ططخ زكرت نأ تحرتقا ، كلذل .ةقرسلا ىلإ اسًاسأ عجرت رجتملا اذھل
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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.  يدور( فظوم ةمدخ ءاھنإ ددصب ناك ورد نأ ىأر ، دیدجلا هرجتم يف ھل لمع موی لوأ يف سكیلأ لصو امدنع

 ةمدخلا ءاھنإ ةلباقم يرجت تناك ثیح رجتملا يف ةحارتسلاا ةفرغ ىلإ روفلا ىلع سكیلأ بھذ .قرسی وھو ھطبض مت )نوسنوج

.فقوملا نع دیزملا ةفرعمل

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

too.  يف راذنلإا ةزھجأ تناك اذإ ام ةفرعم ةیفیك فشتكا ودبی ام ىلع ھنأو ةیضاملا ةتسلا عیباسلأا رادم ىلع ةلاقب بتاك ناك يدور نأ سكیلأ ورد ربخأ

 وھو يدورورد طبض نأ دعب .ھتبون دعب اھطاقتللا رجتملا جراخ ةریبلا بلع سدكیو ةیفلخلا نزخملا باوبأ يدور حتفی ، كلذ دعب .تفقوت دق نزخملا باوبأ

 ھیلعضبقلا مت ھنأو رھشأ ةعضب لبق يدور فظو ھنأ ورد قیدص ظحلا .عراشلا يف معطم ریدمك لمعی يذلا ھئاقدصأ دحأ عم ةثداحم ورد ىرجأ ، كلذ لعفی

.اضًیأ كانھ قرسی وھو
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Turning to Rudy, Drew asked, “So, Rudy, what do you have to say  for 
yourself?” Rudy quickly replied: “Look here, [expletive], you don’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 I 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 I get a few cases ofbeer?  What’s the big deal?”

 انھ رظنا" :ةعرسب يدور باجأ "؟كسفنل لوقتل كیدل اذام ، يدور ، نذإ" ، ورد لأس ، يدور ىلإ لاقتنلااب
 عیمجلا دوقت ام امًئاد كنإ ، عقاولا يف .ةمامقلا هذھ لمحتو انھ لمعلل يفكی ام يل عفدت لا تنأ ، ]ةئیذب ةملك[ ،

 دقل .ةریبلا ضعب ىلع لوصحلا لواحأ تنك كلذل .لیبقلا اذھ نم ءيش وأ يصخشلا كمداخ اوناك ول امك
 حتفب اوماق مھنلأ طقف كلذل .تارملا تارشع لزنملا ىلإ ةفلاتلا عئاضبلا ذخأب نوزخملل تحمس كنأ تیأر

 ىلإ ءایشلأا ذخأ مھنكمی ، دصق نع ھنولعفی مھنأ اًعیمج ملعن يذلاو ، طابترلاا فیرعت تافلم نم قودنص
ریبك لمعب موقت كتیأر نأ يل قبسی مل !ھسفن ءيشلا لعفت كنأ اًعیمج انیأر ، ددصلا اذھ يف .اًناجم لزنملا

"؟ةریبكلا ةقفصلا يھ ام ؟ةریبلا نم بلع عضب ىلع لوصحلا يننكمی لا اذامل .لبق نم ءایشلأا هذھ لوح
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The Founder
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Figure 7-6 The Four-Component Model of  Ethical 
Decision Making  تانوكم ةعبرأ نم نوكملا جذومنلا

يقلاخلأا رارقلا ذاختلا

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



Moral Attentiveness يقلاخلأا هابتنلاا

1. I enjoy pondering ethical matters. AB CDكفتلا= عتمتسأ انأ
E قلاخلأا روملأاNة.

2. I often think about the ethical implications of my actions. CD ركفأ ام اVًلاغ
E قلاخلأا راثلآاNاعفلأ ة]E.

3. I reflect on moral issues rather frequently. CD ركفأ انأ
E اضقلاbقلاخلأا اNة cشeرركتم ل.

4. I encounter morally charged situations rather often. CD اNقلاخأ ةنوحشم فقاوم هجاوأ
E ثكAB حلأا نمNنا.

5. Moral dilemmas are a frequent part of my week. .yEوبسأ نم رركتم ءزج ةNقلاخلأا تلاضعملا

6. I think about how ethical I’m being almost every day. CD ركفأ
E لاخأ ىدمC�

E Äقت موي لÑÖVًا.

7. I carefully consider the morality of my decision making. CD ةbانع= ركفأ انأ
E قلاخأNيرارق ذاختا تا.

8. Many of the actions I take have some moral quality to them. �çلا تاءارجلإا نم دbدعلا
E قلاخلأا ةفصلا ضع= اهل اهب موقأNلا= ةíسVمهل ة.

9. I have experienced several ethical predicaments in my life. CD ةNقلاخلأا قزòملا نم دbدعلا تهجاو دقل
E حNاõ�

E.

10. I often face situations that have some moral implication. .ةNقلاخلأا راثلآا ضع= اهل فقاوم هجاوأ ام اVًلاغ

©McGraw-Hill Education.

11. I feel like I have to choose between moral and immoral fairly frequently. çDنأ رعشأ .
E bب راتخأ نأ بج•BD غو قلاخلأاAB 

�Cلاخلأا
E cشeرركتم ل.

12. Day in and day out, ethical dilemmas are something I have to consider. ©® موي دع= امًوي ةNقلاخلأا تلاضعملا
Eء 

bف ركفأ نأ بجNه.

Average  
Score: 19



Table 7-3 The Dimensions of Moral Intensity  ةدشلا داعبأ
ةیقلاخلأا

©McGraw-Hill Education.

General Dimension: Potential for Harm رA@ ثودح ة>لامتحا :ماعلا دع4لا
Specific Effect  ;:ثأت

ددحم

Description فصو

Magnitude of

Consequences  مجح

بقاوعلا

How much harm would be done to other people?  قحل[ نأ نكم[ يذلا رYZلا رادقم ام

eخلآاhi؟ن

Probability effect  ;:ثأت

ةoلامتحلاا

How likely is it that the act will actually occur and that the assumed

consequences will match predictions?  جئاتنلا نأو لعفلاe لعفلا ثدح[ نأ ةoلامتحا ىدم ام

:فملا
y

؟تاعقوتلا قباطتس ةض

Temporal

immediacy  ةoنلآا

ةoنمزلا

How much time will pass between the act and the onset of its consequences? Çنم م 

؟هجئاتن ءدÜو لعفلا Ö;Zب رمoس تقولا

Concentration of  

effect ;:كرت
Z ثأتلا:;

Will the consequences be concentrated on a limited set of people, or will they  be 

more far-reaching? :تس له
y

؟ىدملا ةدoعe نوكتس مأ سانلا نم ةدودحم ةعومجم éع بقاوعلا زك

General Dimension: Social Pressure KLامتجلاا طغضلا :ماعلا دع4لا
Specific Effect  ;:ثأت

ددحم

Description

Social consensus  عامجلإا

ïñامتجلاا

How much agreement is there that the proposed act would be unethical?  رادقم ام

:قملا نوناقلا نأ éع قافتلاا
y

õلاخأ ;:غ نوكoس ح
y
ñ؟

Proximity برقلا How near (in a psychological or physical sense) is the authority to those who will

be affected? ؟نورثأتßس نيذلا كئلولأ )يدسجلا وأ ñ¢فنلا Z°عملاe( ةطلسلا برق ىدم ام
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Can companies benefit from having better moral  
awareness and moral judgment, even if their costs rise  
as a result? How?  يعو دوجو نم ةدافتسلاا تاكرشلل نكمی لھ

؟كلذل ةجیتن اھفیلاكت تعفترا ول ىتح ، لضفأ يقلاخأ مكحو لضفأ يقلاخأ
؟فیك



Figure 7-8 Effects of Trust on  
Performance and Commitment

Sources: K.T. 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.

©McGraw-Hill Education.



Application قیبطت
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Corporate social responsibility تاكرشلل ةیعامتجلاا ةیلوؤسملا

• Legal component ينوناقلا نوكملا

• Ethical component يقلاخلأا نوكملا

• Social component يعامتجلاا نوكملا
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Chapter 8

Learning and Decision Making

رارقلا ذاختاو ملعتلا
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Learning defined  

Methods of learning  

Decision making defined

Decision-making problems

How important is learning?

Application



An Integrative Roadmap
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Learning Defined ملعتلا فیرعت
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Permanent changes in an employee’s knowledge or skill  

that result from experience  وأ فظوملا ةفرعم يف ةمئاد تارییغت

ةربخلا نع ةجتانلا ھتراھم

Employees learn two types of knowledge:  نوفظوملا ملعتی

:ةفرعملا نم نیعون

• Explicit - easy to communicate and teach  لھس- حیرص

میلعتلاو لصاوتلا

• Tacit - more difficult to communicate; gained with  

experience  نم تبستكا ؛ لصاوتلا يف ةبوعص رثكأ- ينمض

ةربخلا للاخ



Workplace Learning Potential  ملعتلا تاناكمإ
لمعلا ناكم يف

1. At work, I get enough time to find my own solutions to task-related issues. :;
 Gع لصحأ ، لمعلا >

.ماهملاa ةقلعتملا تلا\شملل >YZ ةصاخ لولح داجPلإ فٍاK تقو

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

3. At work, I can experiment with different methods even if it might slow me down. :;
 ، لمعلا >

;: ةnoحلا يدل
.ة{لاعف }xzأ نوxلأ ةدPدج قرط فاشكتسا >

4. At work, I get the opportunity to learn how to cope with difficulties myway. :;
 ;�حأ ، لمعلا >

aعصلا عم لماعتلا ة{ف{ك ملعت ةصرفÜáتا :;
noàâط >

<.

5. At work, I get the chance to reflect on how to do my job better. :;
;: zåكفتلا ةصرفa ;�حأ ، لمعلا >

< 
.لضفأ ل\شG< çمعa ما{قلا ة{ف{ك

6. At work, I have the freedom to compare different approaches to my work. :;
 ةnoحلا يدل ، لمعلا >

.>Gمعل ةفلتخملا ب{لاسلأا ةنراقمل
©McGraw-Hill Education.



Methods of Learning ملعتلا قرط
1 of 3

©McGraw-Hill Education.

How do employees learn? ؟نوفظوملا ملعتی فیك
• Reinforcement زیزعت
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Figure 8-2 Contingencies of Reinforcement  تلااح
زیزعتلل ئراوطلا

Jump to Appendix 1 long image 
description



Table 8-2 Schedules of Reinforcement  لوادج
زیزعتلا

©McGraw-Hill Education.

Reinforcement
Schedule ز:9عتلا لودج

Reward Given
Following  ةمدقملا ةأفاCملا

ةKلاتلا

Potential Level of
Performance  ىوتسم

لمتحملا ءادلأا

Example لاثم

Continuous رمتسم Every desired

Behavior بولطم كولس ل?

High, but difficult to

Maintain  نRلو ، عفترم

Tه[لع ظافحلا بعص

Praise حيدم

Fixed interval fف
g

 ة[نمز تا

ةتباث

Fixed time periods fف
g

 تا

ةتباث ة[نمز

Average لدعم Paycheck بتارلا

Variable interval  لصافلا

fvغتملا

Variable time periods

fف
g

ةfvغتم ة[نمز تا

Moderately high  ةعفترم

xشzلدتعم ل

Supervisor walk-by  رورم

ف~{ملا

Fixed ratio ÄسÅةتباث ة Fixed number of  

desired behaviors

 نم تÉاث ددع

ةáàغرملا تا[كولسلا

High âäاع Piece-rate pay  رعس عفد

ةعطقلا

Variable ratio ÄسÅغتم ةfvة Variable number of  

desired

behaviors  fvغتم ددع

ةáàغرملا تا[كولسلا نم

Very high ادج âäاع Commission pay  عفد

ةلومعلا
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How do employees learn? ؟نوفظوملا ملعتی فیك

• Reinforcement زیزعت

• Observation ةظحلاملا
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Figure 8-1 Operant Conditioning Components  تانوكم
ةلاعفلا فییكتلا

Jump to Appendix 2 long image 
description
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Some people learn differently, as a function of the goals  
and activities that they prioritize.  فلتخم لكشب سانلا ضعب ملعتی

.ةیولولأا اھنوطعی يتلا ةطشنلأاو فادھلأل ةلادك ،

Goal orientation فدھلا ھیجوت

• Learning ملعت

• Performance-prove ءادلأا تابثإ

• Performance-avoid ءادلأا بنجت



Goal Orientation فدھلا ھیجوت

Average
Score: 16

Average  
Score: 11

Average  
Score: 11

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.

©McGraw-Hill Education.
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Decision Making رارق ذاختا
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The process of generating and choosing from a set of  
alternatives to solve a problem  نیب نم رایتخلااو دیلوتلا ةیلمع

ام ةلكشم لحل لئادبلا نم ةعومجم

Learning has a significant impact on decision making.
.رارقلا ذاختا ىلع ریبك ریثأت ھل ملعتلا
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Figure 8-4
Programmed and Nonprogrammed Decisions  ةجمربم تارارق

ةجمربم ریغو

Jump to Appendix 4 long image 
description



Rational Decision Making  رارقلا عنص
ينلاقعلا

1. I act based on my heart, not my head. ICأر سFلو ABCلق <ع ءًانب ف7تأ انأ

2. I think feelings should be the guide in most decisions. _ دشرملا نوكت نأ بجY رعاشملا نأ دقتعأ
`
C تارارقلا مظعم.

3. I listen to logic when acting, not my emotions. .يرعاشم سFلو لoثمتلا دنع قطنملا kإ عمتسأ

4. Most of my life decisions are governed by how I feel. xاoح تارارق مظعم عضخت
y
C رعشأ امل zه.

5. I do what inspires me. Now that’s logical. Öyطنم اذه نلآا .ÀCمهلY ام لعفأ
C

6. When it comes to decisions, I do what is logical. Öyطنم وه ام لعفأ ، تارارقلاz رملأا قلعتي امدنع
C.

7. My feelings are my compass when there are choices to be made. Ayلصوب åC يرعاشم
C خ كانه نوكت امدنعoعتي تاراêë` قلاoما 

.اهب

8. I believe key decisions should be reasoned carefully and rationally. .ةoنلاقعو ةoقطنم نوكت نأ بجY ةoسFئرلا تارارقلا نأ دقتعأ

9. Important decisions should be based on the facts, not onemotions. Yنأ بج ôسöإ ةمهملا تارارقلا دنk لو قئاقحلاFع س> 

.فطاوعلا

©McGraw-Hill Education.
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The Big Short



Decision-Making Problems رارقلا ذاختا لكاشم
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Common reasons for making bad decisions:  ةعئاشلا بابسلأا
:ةئیس تارارق ذاختلا

• Limited information ةدودحم تامولعم

• Faulty perceptions ةئطاخ تاروصت

• Faulty attributions ةئطاخلا تافصلا

• Escalation of commitment مازتللاا دیعصت



Table 8-3 Rational Decision Making vs.
Bounded Rationality  ةینلاقعلا لباقم ينلاقعلا رارقلا ذاختا

ةدودحملا

©McGraw-Hill Education.

To be rational decision makers, we  
should…  ، نیینلاقع رارق عانص نوكن يكل

... انیلع بجی
Identify the problem by thoroughly examining the  
situation and considering all interested parties.

]Z رظنلاو ةقدU فقوملا ةسارد للاخ نم ةلGشملا دBدحت
 عيمج \

.ةdنعملا فارطلأا
Develop an exhaustive list of alternatives to consider  
as solutions. .لولحك اهيف رظنلل لئادkلاU ةلماش ةمئاق عض

Evaluate all the alternatives simultaneously.  عيمج مdيقت
]Z لئادkلا

.دحاو تقو \
Use accurate information to evaluate alternatives.

.لئادkلا مdيقتل ةقdقد تامولعم مدختسا

Pick the alternative that maximizes value.  لBدkلا {|خا
.ةمdقلا دÅÇي يذلا

Bounded rationality says we are  
likely to…  ىلع اننأ ةدیقملا ةینلاقعلا لوقت

... حجرلأا
Boil down the problem to something that is easily  
understood. ]Z ةلGشملا Ñتخا

\ ÖÜ
همهف لهسà ء\

Come up with a few solutions that tend to be  
straightforward, familiar, and similar to what is  
currently being done. {êلا لولحلا ضعU ركتبا

 لdمت \
.اdًلاح هU ماdقلا متي امل ةلثاممو ةفولأمو ةïÜاkم نوكت نأ íإ

Evaluate each alternative as soon as we think of it.  مق
.هdف ركفن نأ درجمU لBدU لö مdيقتب

Use distorted and inaccurate information during the  
evaluation process.  ةقdقد †|غو ةهوشم تامولعم مدختسا

.مdيقتلا ةdلمع ءانثأ
Pick the first acceptable alternative (sacrifice).  {|خا

.)ةdحضتلا( لوبقملا لولأا لBدkلا



Faulty Perceptions ةئطاخ تاروصت
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Heuristics and biases تازیحتلاو للادتسلاا
• Availability رفوتلا

• Anchoring هرصح

• Framing )راطا– ھغایص (ریطأت

• Representativeness  ةیلیثمتلا

• Contract دقع

• Recency ةثادح

• Ratio bias ةبسنلا زیحت
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Figure 8-5 Consensus,  Distinctiveness, and
Consistency قاستلااو زیمتلاو عامجلإا

Jump to Appendix 5 long image 
description



Escalation of Commitment مازتللاا دیعصت
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The decision to continue to follow a failing course of  
action لشاف لمع راسم عابتا يف رارمتسلاا رارق

Throwing good money after bad ئیسلا دعب دیجلا لاملا يمر



Figure 8-7 Effects of Learning on Performance  and
Commitment مازتللااو ءادلأا ىلع ملعتلا راثآ
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Application قیبطت
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Training بیردت
• Behavior modeling كولسلا ةجذمن

• Communities of practice بردتلا تاعمتجم

Transfer of training بیردتلا لقن
• Climate for transfer لقنلل خانملا


