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Organizational Behavior and Performance
Part A
1
The expectancy theory suggests the performance motivation is dependent upon the deeming link between performance and outcomes, and employee modify their behavior founded on their calculation of expected outcomes (McShane, Steen & Tasa, 2018). A major supposition of this theory is that individuals formulate their decisions among different plans of behavior according to their perceptions of the degree through which a given behavior will cause desired outcomes. Usually, in employment dealings such as payment for services or products rendered transpire between employers and employees.
 In this case, there is a relationship between stimulus response theories and transactional leadership since salary, rewards or other incentives are utilized to ensure repetition and reproduction of anticipated outcomes and responses within an organization (McShane et al., 2018). Nonetheless, it has emerged that in many transactional relationships, the authority and power of managers are incontestable and absolute to the degree that employees become robots within the production system. Due to this observation, individuals who are perceived to be productive obtain the rewards while individuals who appear not to be competitive and productive are eliminated from the system (McShane et al., 2018).     
Expectancy is the notion that any effort will result to the realization of expected performance goals (McShane et al., 2018). In most cases, this belief is founded on one’s self-confidence, past experience, including the supposed challenge of performance goal and standard. There are several ways through which employee motivation can be improved from E-to-P expectancy. First, the management should make their expectations clear because employees who have no goals will eventually be certainly aimless (McShane et al., 2018). The management should offer employees with clear and achievable goals and ensure that measurable standards are in place to assess their performance. The expectancy theory provides support to the idea that employees need to be aware of what is expected since that way, it will lead towards expected performance. Employees need to understand management expectations, the desired process and the kind of judgment that will be passed on them. 
Secondly, the management should offer continuous feedback in order to improve employee motivation from E-to-P (McShane et al., 2018). Prompt continuous feedback allows employees to understand the impact of their actions within the company as a whole. Normally, it is challenging for both the employees and the management to remember details of certain incidents, especially when time for review rolls out. Expectancy theory suggests that employees are motivated through goal-setting, continuous review and feedback. Current research suggests illustrates how motivation can be improved when employees know that they are achieving progress (McShane et al., 2018).  
Thirdly, incase employees commit any mistake upon review, the management should correct them privately. In most cases, employee motivation is affected negatively when they receive negative review or feedback from the management because they feel that it is disconcerting (McShane et al., 2018). The only suitable setting for discussing an ongoing work ethics, performance-associated or correcting a specific, recent mistake is in the manager’s or employee’s office with the door closed. Correcting an employee behavior or performance is regarded as a learning opportunity, particularly for the employee. Based on the expectancy theory, a number of performance challenges are incurred usually, outside employee control (McShane et al., 2018). Therefore, the management should maintain an open mind when correcting a mistake and present it in a way that would make the employee feel comfortable to correct.                
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Also known as escalation of commitment, commitment bias refers to a situation or irrational behavior of spending additional finance or resources towards a project that is already failing (McShane et al., 2018). Even though it may be apparent to outsiders that such a project or proposal has failed or is failing, some managers such as the CEO of Crispy Foods Limited may use their energy, time as well as finance in trying to save it. The first strategy to be initiated by Crispy Food’s new CEO is to be aware of suck costs and understand that the investment made by the previous CEO is essentially a loss to the company. The CEO needs to factor the values of both salvage costs and closing costs when making new decisions in order to identify the most viable course of action. In this case, psychological factors will impact the manner through which information regarding specific course of action is collected, understood and acted upon (McShane et al., 2018).    
The second most effective strategy that the new CEO could employ is setting up a forum with employees in order to obtain candid and objective feedback. This strategy is a variant and popularly used to obtain quality suggestions, opinions or ideas regarding the next course of action to be taken. Crispy Food’s new CEO could convene such meetings regularly, particularly with key staff members who could be regarded as decision circles. Honest assessment could be obtained from fellow employees concerning the prospects and hurdles, which the project could be facing (McShane et al., 2018). More importantly, the CEO could include managers from other sections or departments in order to ensure that the objections regarding the problem are clearly articulated. The CEO could also consider developing regular perspective exchanges with other colleagues to assist each other realize the truth about the project.      
3
Pressure to Conform 
Some team members may be forced to suppress their nonconforming opinions regarding the issue consequently, altering the CEO’s expected benefits. In fact, in cases where a strong team norm is involved in a particular issue, the pressure to conform becomes a strong constraint that may interfere with the expected benefits of the CEO (McShane et al., 2018). If an individual states a perspective that may seem to disrupt the majority opinion, other team members might discipline or penalize the disruptor or even try to convince the individual his or her opinions are incorrect. 
Time Constraints 
Usually longer time is taken to accomplish a task by a team as opposed to an individual, especially during decision-making processes (McShane et al., 2018). Teamwork requires additional time for various reasons such as coordination, organization as well as socialization unlike individuals. The larger the teams, the longer the time needed to make decisions, learn about each other and develop rapport. Teams need to manage a defective communication process in order to obtain adequate understanding about each other’s suggestions, opinions or advices (McShane et al., 2018). More importantly, Quokka’s CEO needs to understand that teams need more time for coordinating rules of order and roles in the decision process.  
Evaluation Apprehension   
In order to avert any constraints, Quokka’s CEO should understand that there are a number of people who are usually hesitant to mention ideas that appear foolish or silly because they know that others are evaluating them silently. This is particularly common in meetings where different individuals from varying levels of expertise, status attend or when members performance are formally evaluated each year in order to obtain a 360-degree feedback (McShane et al., 2018). The constraint of evaluation apprehension is therefore a challenge when the team waits to produce creative ideas, since these thoughts regularly appear bizarre, awkward or lack logic when communicated. Due to this reason, a number of potentially viable ideas may never be communicated to the team because creative thoughts originally appear to be a waste of time or ridiculous.               
Part B
1
The first apparent symptom is that employees are able to investigate most hardware and software system challenges online. These problems had to be resolved by diagnosing them on-site, accordingly, YakkaTech amalgamated the company’s operations in customer service into four (4) large regional centers. Besides, the company’s business of customer service has almost increased twofold over the past five (5) years.  
Conversely, increasing customers launched complains concerning the poor quality of services offered. They claimed that employees appeared indifferent towards their needs and problems and many seemed to lack details regarding their unique systems infrastructure. More importantly, YakkaTech Company Limited’s voluntary employee turnover rate had increased or risen far beyond the industry average. Profit-sharing plans as well as pay rises had been introduced by the company’s executives, however, these types of programs only seemed to reduce the turnover rate of employees. Therefore, something may have been not working properly as per the expectations of the company because the productive level of employees and customer complains remained below the expectations of the management (McShane et al., 2018).    
2
Ability, motivation, situational factors and role responsibility are the main causes of poor company culture and performance. The main cause of the aforementioned systems are poor and ineffective structures of management. In this case, the management failed to identify or understand challenges faced by employees including their motivation, drives as well as their essential needs. The lack of employee engagement made employees of feel not only monotonous regarding the kind of jobs but also disconnected. Such a disconnection led to increased customer dissatisfaction, low performance and job quitting, ultimately resulting to poor customer services at YakkaTech Company Limited.   
Secondly, an effective mode of communication between the management and employees was nonexistent. Due to this case, both the management and employees were not driven towards the achievement of common objectives and goals of the company. This suggested that employees of YakkaTech Company Limited failed to understand the goals and objective of the company and thus, lacked specific target or direction. More importantly, the company had poor job segregation in regards to every department that resulted to numerous challenges and conflicts between different departments. Ultimately, lack of effective communication channels led towards the ultimate downfall of YakkaTech Company Limited. 
Lack of employee motivation at YakkaTech Company Limited forced some employees to have little or no regard towards customer complains while others opted to resign from their jobs. Since employees felt dissatisfied and disengaged from the company, they failed to have a sense of belonging. In fact, most of them felt that rewards offered at YakkaTech Company Limited failed to match actual performance of every employee including the performance of the company as a whole. Employees were never provided with any multitasking tasks or skills and were therefore bored sue to the monotonous nature of both their work and surroundings. For most part, employees felt that YakkaTech Company Limited had neglected them and thus treated customer complains poorly due to lack of motivation. 
3
YakkaTech executives need to formulate and implement goal setting programs in order to motivate employees and ensure that they remain on track regarding their progress. This approach is effective because it enable employees to monitor their progress at different stages of their work and compare with management expectations (McShane et al., 2018). Secondly, the management needs to establish a feedback system between the employees and the management in order to enhance training initiatives and employee skills. Such a feedback system should be utilized regularly to ensure that employees not only remain motivated but also that their progress is on track (McShane et al., 2018). Finally, YakkaTech executives need to establish performance management systems so that they are provided with precision through training and goal setting. 
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