Chapter 1
· Organisational Effectivness – a broad koncept represented by several perspectives, includng the organisation’s fit with the external environment, internal subsystems configuration for high-performance, emphasis on organizational learning and ability to satisfy the needs of key stakeholders.

· Open system perspective – organisations take their sustenance from the environment and, in turn, affect that environment trought their output. /see the graph on page 6/

· Organizational learning perspective – organisational effectiveness depends on the organisation’s capacity to aquire, share, use, and store valuable knowladge. Good organisations shoould also unlearn routines and patterns of behaviour that are no longer appropriate.
· High Performance Work Practices (HPWP) perspective – effective organisations incorporate several workplace practices that leverage the potential of human capital (employees are an important source of competitive advantage: it is valuable, rare, difficult to imitate, nonsubstitutable. The value can be increased through the presence of specific organizational prctices).

· Intlectual capital – company’s stock of knowladge, including human capital, structural capital and relationship capital.
· Types of individual behaviour – task performance (refers to goal-directed behaviours under the individual’s control that support organisational objectives), organizational citizenship behaviors (various forms of cooperation and helpfulness to others that support the organization’s social and psychological context), counterproductive work behaviours (voluntary behaviors that have the potential to directly or indirectly harm the organisation), joining and staying with the organisation (related with job satisfaction – person’r evaluation of his or her job and work context), maintaning work attendance (importan is the reason for absence)
· Contemporary challenges for organisations – globalisation (economic, social and cultural connectivity with people in other parts of the world), increasing workforce diversity (surface-level div. – like gender, race, age and deep-level diversity – pschological characteristics like values, beliefs, attitudes), diversity has advantages (like improved decision making) and disadvantages (it takes longer to perform effectively), emerging employment relationships (questions of work/life balance and virtual work)
Chapter 2
· Motivation – the forces within a person that affect his/her direction, intensity, and persistance of voluntary behaviour.
· Ability – the natural aptitudes and learned capabilities required to successfully complete a task.

· Role perception – inludes: understand the specific tasks assigned to person, understand the priority of his/her various tasks and performance expectations (also quality vs. Quantity), understanding the preffered behaviours to accomplish the assigned tasks.

· Situational factors – conditions beyond the employee’s immediate control that constrain of racilitate behaviour and performance, such as time, people, budget, physical work facilities.
· MARS model – describe how the individual behaviour is influenced, it was used in the case about policemen and their reports. It may be useful to managers to analise the reasons for a behaviour and find solution how to change it.
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· Five-factor model (FFM) – the five abstract dimensions representing most personality traits: conscientiousness (careful, dependable, self-disciplined), agreeableness (courteous, good-natured, epathic, caring), neuroticism (anxious, hostile, depressed), openness to experience (sensitive, flexible, creative, corious), extroversion (outgoing, talkative, sociable, assertive). FFM reflects associations between personality and a variety of workplace behaviours and outcomes
· Social indentity theory – explains self-concept in terms of the person’s unique characteristics (personal idenity) and membership in various social groups (social identity) eg. Inhabitant of USA, university graduate.
· Schwartz’s model (values circumplex) – Operness to change (self-direction and stimulation), conservation (conformity, tradition, security), self-transcendence (benevolence, universalism), self-enhancement (hedonism, achievement).

· Values across cultures – individualism vs collectivism, power distance, uncertainty avoidance, achievement-nurturing orientation (competitive vs cooperative view of relations with other people)

· Three ethical principles – utilitarism (seeking the greatest good for the greatest number of people), individual rights (everyone has entitlements that let them act in a certain way), distributive justice (people who are similar to each other should receive similar benefits and burdens)
CHAPTER  3

Selective attention – the process of attending to some information received by our sense and  ignoring others. It is influenced by the caracteristics of the person and object: size, intensity, motion, repetition, novelty. Person’s emotional staus (anger, happiness) and his expectations, assumptions.

Categorial thinking – nonconscious process of organizing people and objects into preconvinced categories that are stored in our long-term memory. Grouping principals:

· filling in missing peace of situation (closure)

· grouping based on object similarity and proximity

· seeing trends that are actually random events.

Mental model – visual or relational imagies in our mind representing the external world.
SOCIAL  IDENTITY AND STEREOTYPING:
What influences social perception:

1. Categorization – when you remove person’s individuality and see him as a representative of a certain group

2. Homogenization – assumption that people within a group are vry similar to each other

3. Differentiation – we asign more favorable caracteristics to people in our group

Stereotyping- reasons:

1. nonconcious energy saving process to simplify our understanding of the world

2. we hav a innate need to understand and anticipate how others will behave

3. we are particulary motivated to rely on negative stereotypes when others  threaten our self-concept

Most experts agree that categorical thinking (incl. stereotyping) is an automatic and nonconscious process. Intensive training can minimalize it to some extent but for the most part the process is hardwired in our brain cells.

ATRIBUTION  THEORY:
Atribution process- the perceptual process of deciding whether an observed behaviour or event is caused largely by internal (motivation, ability) or external factors (environment).
Atribution rules:
INTERNAL ATTRIBUTION
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                 SELDOM                              SELDOM                              FREQUENTLY


EXTERNAL ATTRIBUTION

Atribution errors:

1. Fundamental atribution error- the tendency to see the person rather than the situation as the main cause of that person’s behaviour

2. Self-serving bias - the tendency to attribute our favorable outcomes to internal factors and our failures to external factors
SELF-FULFILLING PROPHECY

It occurs when our expectation about another person cause that person to act in a way that is consistent with those expectations. It is stronger when several people hold the same expectations of the individual. Its effect is also stronger among people with a history of law achivement. This effect has a weak effect on high achivers.Leaders need to develop and maintain a positive, realistic expectations towardds employees. 

OTHER  PERCEPTUAL  ERRORS

1. Halo effect – or general impression of a person, usually based on one prominent characteristic, colors our perception of other characteristics of that person.

2. Primacy effect – we quickly for an opinion of people based on the first information we receive about them.

3. Recency effect – the most recent information dominates our perception of others.

4. False-consensus effect – we overestimate the extent to which other have beliefs and characteristics similar to our own.

IMPROVING  PERCEPTION

1. Awareness of Perceptual Biases

2. Improving Self-Awareness - > Johari Window – the main idea is to increase the size of the open area so that you and you colleagues are aware of your perceptual limitations. Disclosure – informing others of your beliefs, feeling, experiece. Feedback – info from others about you



3. Meaningful Intraction – participants must have close and frequent interaction working 

toward a shared goal where they need to rely on each other. They should have equal status and should be engaged in a miningful task.

LEARNING  IN  ORGANIZATION

Learning – permament change in behaviour that occurs as a result of person’s interaction with the environtment.

Explicit knowledge – f.e. reading from a book

Tactic knowledge – acquired through observation and direct experience

A-B-Cs of Behavior Modification

A – Antecedents - what happends before the behaviour
B -  Behaviour – what the person says or does

C – Consequences – what happends after the behaviour

Contigences of reinforcement (they increase, reduce or maintain the probability that the behaviour will be repeated):

1. Positive reiforcement – increases or maintain the probability that th behaviour will be repeted
2. Punishment –decreases probability that th behaviour will be repeted
3. Negative reiforcement – removing or avoiding the consequences

4. Extinction – the target behaviour decreases because no consequences follow it
The schedule and timing of reinforcement is important. When it occurs often employees leern fast but at the same time the extention occurs fast when this reiforcement is removed. The best schaduele is variable one.

Social learning theory:

It states that much learning occurs by observing others and then modeling the behaviours that lead to favorable outcomes  This form of learning occurs in 3 ways:

1. Behaviour modeling – peolpe leran by observing the behaviour of the role model and pracicing those behaviours

2. Learning behaviour consequences- the learn about the consequences through logic and observation, not direct experience

3. Self-reinforcement – f.e. having a snack after finishing the task. (you have a control over the reinforcement)

Learning orientation – when organization values learning opportunities

Knowledge acquisition – extracting info and ideas from external world f.e. by hiring individuals, doing a research  or acquiring a company

Knowledge sharing 

Knowledge use 
CHAPTER  4

Emotions – physiological, behavioural .. episodes experienced toward a person or object

Moods – less intense emotional states, not directed toward somone or something
Attitudes – cluster of beliefs, assesed feelings and behavioural intentions toward a person or an object or event. Attitudes are judgements while emotions are experiences

· Executive tend to make quick decisions based on their gut feelingd but the best decisions tend to occur when they spend time logically evaluating the situation. We should pay attention to both emotional and cognitive side of mental model.

Cognitive dissnance – inconsistency between our beliefs, feeling and behaviour. It violates our self concept

Emotional labour – the effort, planning and control needed  to express organizationally desired emotions

Emotional dissonance – the conflict between required and true emotions. It can be minimized by deep acting and surface acting.

Emotional Inteligence – ability to monitor your own and others feelings and emotions. Its dementions. They form a hierarchy:

Self –awareness – understending of your own emotions
Self-management – controling of your own emotions
Social awareness - emphaty

Relationship management – influencing others

EVLN   MODEL

This model shows 4 ways that employees respond to job disatisfaction:

Exit – quiing the job

Voice – attempt to change f.e. recommending ways for management to improve

Loyalty – patienty waiting, “suffer in silence”

Neglect – reduing work effort, paying less attention to quality, increasing absenteeism ans lateness

· Job performance leads to job satisfaction (rather than vice versa). Job satisfaction influences employees motivation but doesn’t affect performance.

Organizationl Commitment – employee’s emotional attachment to, identification with and involvement in a particular organization. (employees have higher job motivation, organizational citizenship and job performance, they are less likely to quit their job or be absent but they tend to be less creative)

Continuance Commitment – calculative attachement, employee is motivated to stay only because leaving   would be too costly

How to build organizational loyalty:

 - Justice and suppoer

 - Trust

- Organizational comprehention – open and rapid communication with leaders and co-workers

- Employee involvement

STRESS:

Distress – negative experience, deviation from healthy functioning (consequences – job dissatisfaction, moodiness, depression, lower organizational commintment, helth problems)

Eustress – it activates and motivate people to achive goals

General Adaptation Syndrome – a model of the stress experience, consisting of 3 stages: alarm reaction, resistence and exhaustion. People have limited resistance capacity. Most of them can remove the stress source (stressor) or them selves from it before the 3rd stage accurs.

Important stressors:

Harassement – repeated and hostile or unwanted conduct, verbal comments, actions or gestures that affects employees dignity  or psychological or phisical inegrity and that results in harmful work environtment for the employee.

Work overload – cauesed by: globalization and its demand for work efficiency, consumerism, ideal worker norms (working long hours)

Low task control – when the job is done mostly by machine f.e. and a person can’t do much abou it

How to deal with stress:

1. remove the stressor – employee should have a job that match his skills and preferences, noise should be reduced, corrective actions aganist harrasement implemented

2. Withdraw from the stressor – breaks, days off...

3. Change stress perception – manager should strenghten employees’ self confidence and self- esteem so job challanges are not percived as threatening

4. Control stress consequences – healthy lifestyle, subbsidization of the cost of fitness centers ect.

5. Receive social support – emotional and informal support from family, co-workers, supervisors ...

Chap. 5: “Employee Motivation: Foundations and Practices”

Motivation
The forces within a person that affect the direction, intensity, and persistence of voluntary behavior

Drives (primary needs, fundamental needs, innate motives)
Neural states that energize individuals to correct deficiencies or maintain an internal equilibrium

( Hardwired in the brain

( Activate emotions

( Nowadays nonphysical needs are included as well

Needs

Goal-directed forces that people experience

( Drive-generated emotions (consciously or unconsciously) directed towards particular goals
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Maslow’s Needs Hierarchy Theory

A motivation theory of needs arranged in a hierarchy, whereby people are motivated to fulfill a higher need as a lower becomes gratified

Physiological: The need for food, air, water, shelter, and so on

Safety: The need for a secure and stable environment and the absence of pain, threat, or illness.

Belongingness / love: The need for love, affection, and interaction with other people.

Esteem: The need for self-esteem through personal achievement as well as social esteem through recognition and respect from others.

Self-actualization: The need for self-fulfillment, realization of one’s potential.

( Self-actualization can’t be satisfied

( Deficiency needs: first four needs. Become activated when unfulfilled

( Growth need: self actualization for it continues to develop even when fulfilled

( Has been dismissed by most motivation experts! No empirical background.

ERG Theory
A needs hierarchy theory consisting of three fundamental needs – existence, relatedness, and growth

( Also explains how people regress down the hierarchy when they don’t satisfy a need. 

( Not robust too.

Learned Needs Theory

Examines three learned needs (need for achievement, need for affiliation, need for power).

( Needs can be learned (resp. strengthened or weakened)

Four-Drive Theory

A motivation theory based on the innate drives to acquire, bond, learn, and defend that incorporates both emotions and rationality

( Four drives are innate and universal (hardwired, found in all human beings)

( No hierarchy of needs, we pursue all of them
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( Competing drives (i.e. conflicting emotions) demand our attention, which causes us to choose a course of action based on social norms, personal values, and past experience

( Translation of drives into goal-directed behavior

( May explain role of emotional intelligence in employee motivation and behavior

( Critique: Other drives may be important resp. those four may be questionable; social norms, personal values, and past experience most likely don’t represent the full set of individual characteristics that translate emotions into goal-directed effort.

( Practical implications: Provide a balanced opportunity to fulfill the different drives.


( Provide sufficient rewards, learning opportunities, social interaction,…

( “Balance” means that a too strong opportunity to fulfill ONE drive is bad too (for they counterbalance each other

Expectancy Theory of Motivation
a motivation theory based on the idea that work effort is directed towards behaviors that people believe will lead to desired outcomes
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E-to-P expectancy: Individual’s perception (probability!!) that his effort will result in a particular level of performance.
( Reassure employees that they have what it takes to perform

( Match skills with job requirements

( Behavioral modeling and supportive feedback strengthen self-confidence

P-to-O expectancy: Perceived probability that a specific performance level will lead to a particular outcome.

( Measure employee performance accurately and let high performers benefit

( Employees need to know how performance will result in rewards

Outcome valence: Anticipated satisfaction or dissatisfaction that an individual feels towards an outcome.

( Individualizing rewards and other performance outcomes to motivate employees

Goal setting: the process of motivating employees and clarifying their role perceptions by establishing performance objectives

Six conditions to maximize task effort and performance:

Specific goals: better than “doing your best” goals

Relevant goals: relevant to job within individual’s control 

Challenging goals: raise intensity and persistence of work; fulfill growth needs

Goal commitment: challenging without being too difficult; E-to-P expectancy!!!

Participation in goal formation (sometimes):  MAY also improve goal quality

Goal feedback: redirects effort; potentially fulfills growth needs

Distributive justice: perceived fairness in the outcome we receive relative to our contributions and the outcomes and contributions of others

Procedural justice: perceived fairness of the procedures used to allocate resources as well as treatment of others throughout that exchange process

( How to improve it? Give employees “voice” in the resource allocation process. Decision maker should be unbiased and rely on complete and accurate information.

Equity theory: 

A theory that explains how people develop perceptions of fairness in the distribution and exchange of resources

Feelings of equity (inequity) occur when employees compare their outcome / input ratio to the outcome / input ratio of some other person. Inputs include skill, effort, reputation, performance, experience, and hours worked. Outcomes are what employees receive in exchange for inputs, such as pay, promotions, recognition, preferential treatment, or preferred jobs in the future.

Main ways that people “correct” inequity feelings:

( reduce our inputs ( increase our outcomes ( increase the comparison other’s inputs ( reduce comparison other’s outcomes ( change our perceptions ( change the comparison other ( leave the field

Job design: the process of assigning tasks to a job, including the interdependence of those tasks with other jobs

Job specialization: the result of division of labor in which each job includes a subset of the tasks required to complete the product or service

( Improves efficiency ( drawback: tedious, trivial, and socially isolating tasks ( employee turnover and absenteeism tends to be higher

Job characteristic model:

A job design model that relates the motivational properties of jobs to a specific personal and organizational consequences if those properties

Employees are more motivated and satisfied when jobs have a higher level of the following characteristics:

( Skill variety ( task identity ( task significance ( autonomy ( job feedback

( Those are core job characteristics which influence critical psychological states (meaningfulness, responsibility, knowledge of results) which in turn influence specific outcomes (work motivation, growth satisfaction, general satisfaction, work effectiveness)
Job enrichment: occurs when employees are given more responsibility for scheduling, coordinating and planning their own work

Natural grouping approach: combining highly interdependent tasks into one job

Establishing client relationship: direct contact with clients rather than supervisor as put-between

Empowerment: a psychological concept in which people experience more self-determination, meaning, competence and impact regarding their role in the organization

Represented by four dimensions: 

( Self determination: freedom, interdependence, and discretion of work activities 

( Meaning: believe what they do is important

( Competence: confidence about ones ability to perform the work well, capacity to grow

( Impact: employees see themselves as active participants in the organization

http://en.citizendium.org/wiki/Motivation
http://thelanterngroup.wordpress.com/2009/06/16/four-drive-model-new-theory-on-employee-motivation/
http://paei.wikidot.com/lawrence-nohria-four-drive-theory-of-human-nature
http://en.wikipedia.org/wiki/Expectancy_theory
http://www.arrod.co.uk/archive/concept_vroom.php
Chap. 6: “Decision Making and Creativity”

Rational Choice Paradigm:

A deeply held perspective of decision making that people should – and typically do – make decisions based on pure logic and rationality

( 6 intertwining steps:

1. identify problem or opportunity ( 2. choose the best decision process ( 3. develop alternative solutions ( 4. choose the best alternative ( 5. implement the selected alternative ( 6. evaluate decision outcome ( 1. …

( Problem: Rarely exists in practice. People aren’t efficient and logical information processing machines ( emotions interfere

Identifying problems and opportunities

Defining the problem first, solve afterwards

Problems with problem identification…

1. stakeholder framing: stakeholders with vested interest try to persuade the decision makers

2. perceptual defense: when people block out bad news ( coping mechanism

3. mental models: cognitive templates or images of the external world provide stability and predictability, also produce assumptions and “false” expectations

4. decisive leadership: leaders try to be decisive for this is what others expect them to be

5. solution-focused problems: problem are sometimes defined as pet solutions

( “solution”: discover blind spots and be aware of problems with problem identification

Evaluating and choosing alternatives

Bounded rationality: processing limited and imperfect information and satisficing rather than maximizing when choosing between alternatives

Implicit favorite: a preferred alternative that the decision maker uses repeatedly as a comparison

( Different assumptions: Rational Choice vs. Organizational Behavior

Satisficing: selecting a solution that is satisfactory or “good enough” rather than optimal or “the best”

Intuition: the ability to know when a problem or opportunity exists and to select the best course of action without conscious reasoning

( Is about emotional signals based on experience

Scenario planning: a systematic process of thinking about alternative futures and what the organization should do to anticipate and react to those environments

( way of making choices more effectively

Evaluating Decision Outcomes

Escalation of commitment: the tendency to repeat an apparently bad decision or allocate more resources to a failing course of action

Why does escalation of commitment kick in sometimes?

( Self justification: If one has to justify for decisions sticking to them might be less stressful

( Prospect theory effect: an effect in which losing a particular amount is more disliked than gaining the same amount

( Perceptual blinders: if decision makers see problems not soon enough. They unconsciously screen out or explain away negative information to protect self-esteem

( Closing costs: May be high or unknown. Terminating the project might lead to large financial penalties, a bad public image, or personal costs.

( Seems to be better to separate decision makers from decision evaluators. Establish a preset level at which decisions are abandoned or reevaluated. Involving several people may lower the risk of escalation.

Employee involvement:

The degree to which employees influence how their work is organized and carried out.

( Benefits: May improve problem identification, may create synergies and allow for better solutions, people tend to be better collectively than individuals at picking the best alternative. Feel personally responsible for success.

( Contingencies of employee involvement: 

Decision structure: unnecessary when problem is routine

Source of decision knowledge: Subordinates should be involved if they have sufficient / additional information on a problem.

Decision commitment: Participations tends to improve commitment.

Risk of conflict: Two types of conflict undermine the benefits. Employee’s goals and norms vs. organization’s goals. Degree of involvement depends on whether employees will reach agreement on the preferred solution.

Creativity:

The development of original ideas that make socially recognized contribution.

Divergent thinking: reframing the problem in a unique way and generating different approaches to the issue

The Creative Process Model
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Preparation is about getting a idea what one wants to achieve and later on studying that topic.

Incubation assists divergent thinking – reframing the problem in a unique way and generating different approaches to the issue.

Insight means that after divergent thinking one suddenly becomes aware of an unique idea. They are rough ideas, which ware mainly about inspiration.

Verification is the process of conscious evaluation and experimentation.

How to support creativity?

Learning orientation resp. learning friendly environment throughout the organization. That means that mistakes are accepted as a necessary condition to learn. One needs the authority to experiment. Job security and leader support have a positive impact on creativity as well.

Which activities encourage creativity?

Encourage employees to redefine the problem (e.g. revisiting an old project)

Try to assist free thinking (e.g. art classes, acting,…)

Cross pollination (occurs when people from different areas of the organization exchange ideas)

http://en.wikipedia.org/wiki/Prospect_theory
Chapter 7 – Team Dynamics

Teams – groups of people who interact and influence each other, are mutually responsible for achieving common goals and perceive themselves as a social entity within an organization

TYPES OF TEAMS

1. departmental teams – similar/complementary skills, same unit of organizational structure, usually minimal task interdependence

2. production/service/leadership teams – typically multiskilled, high interdependence, produce a common product/service/decision

3. self-directed teams – substantial autonomy over execution of tasks

4. advisory teams – provide recommendations to decision makers, may be temporary or permanent

5. task force (project) teams – multiskilled, temporary

6. skunkworks – multiskilled, usually located away from the organization, relatively free of its hierarchy, often to design a product or service

7. virtual teams – formal, operate virtually

8. communities of practice – informal or formal, shared expertise and passion for a particular acticity/interest, main purpose to share information

Informal groups – little or no interdependence, no organizationally-mandated purpose

Why do we want to be in teams?

· we are social animals

· it shapes and reinforces our self-image

· we can accomplish tasks otherwise impossible

· we are comforted by the mere presence of others

ADVANTAGES OF TEAMS

…under the right conditions:

· teams make better decisions

· develop better products and services

· create a more engaged workplace

· quickly share information

· broader knowledge and expertise

· high motivation

TROUBLE WITH TEAMS

· process losses – resources expended toward team maintenance and development rather than the task (especially when adding new people to the team)

· Brook’s law – adding people to a late software project only makes it later

· Social loafing – people exert less effort when working in teams than when working alone (most likely in large teams, when individual input is not that visible); reduced by: making the team smaller, measuring each member’s performance; less likely if task is interesting, important, if team members value team membership

MODEL OF TEAM EFFECTIVENESS

1. ORGANIZATIONAL AND TEAM ENVIRONMENT - all factors beyond the team’s boundaries that influence its effectiveness (such as organizational structure, communication systems, physical layout of workspace)

2. TEAM DESIGN ELEMENTS

a. task characteristics

· work sufficiently complex

· task interdependence (the extent to which member share resources, information etc)

· pooled interdependence: minimal, sharing common resources

· sequential i.: higher, output of one person is direct input for another

· reciprocal i.: highest, output exchanged back and forth among members

b. team size – depends on situation, usually 5-7 people

c. team composition: diversity important

Characteristics and behaviors of effective team members:

· cooperation

· coordination

· communication

· psychological support

· conflict resoultion

3. TEAM PROCESSES

· Team development: (teams might fall back to earlier stages when new team members come) 

Stages: forming (learning about each other), storming (conflicts), norming (first sense of cohesion), performing, adjourning (attention from task to relationship focus). Other important processes: membership (shifting from “them” to “us”) and competence (forming mental models and habits)


Team roles: formal and informal

· Team norms: informal rules and shared expectations that groups establish to regulate the behavior of their members; apply ONLY to behavior. Norms develop as soon as teams form. Become deeply anchored so best to establish good strong ones straight away (select ppl with specific values, clearly state desired norms at the start). Leaders can alter norms, sometimes u just have to disband the team.

· Team cohesion: the degree of attraction people feel toward the team and their motivation to remain members (emotional experience). Factors that influence team cohesion:

· Member similarity

· Team size

· Member interaction

· Somewhat difficult entry

· Team success

· External competition and challenges

· Team trust: calculus-based trust (logical calculation, lowest potential trust), knowledge-based trust (predictability of another team’s member behavior), identification-based trust (mutual understanding and emotional bonds). We enter the team with a relatively high level of trust.

4. EFFECTIVENESS

· high performance

· satisfaction and well-being of members

· ability to survive

SELF DIRECTED TEAMS (SDTs) – complete an entire piece of work and are very independent, high interdependence, close-knit groups

Success factors of virtual teams:

· Ability to communicate through technology

· Strong self-leadership skills

· Higher emotional intelligence

· Teams should meet face-to-face at the beginning

TEAM DECISION MAKING - constraints

1. time constraints (teams require more time than individuals, production blocking – only one person can speak at a time)

2. evaluation apprehension (we are reluctant to speak about our ideas because others will evaluate them)

3. pressure to conform (we give up our ideas)

4. groupthink (high tendency to value consensus at the price of decision quality)

Structures to improve team decision making:
1. Constructive conflict

2. Brainstorming (speak freely, as many ideas as possible, don’t criticize)

3. Electronic brainstorming

4. Nominal group technique (members independently write down as many solutions, they present ideas to others and vote for each solution, high task orientation and low potential conflict)
Communication

· Information being transmitted and understood between 2 or more people

· “Organization is born when there are individuals who are able to communicate”

· Instrument for org learning and decision making

· For employee well-being – describing proper work procedures; how to remain in good relations with your boss, etc. 

· Fulfills the drive to bond and validate individual’s worth and identity

A model of Communication

· Sender forms a message and encodes it into words, gestures, signs…

· Message is transmitted to receiver through com channels

· Receiver decodes it to something meaningful (ideally to what sender had intended)

·  Sender looking for evidence (feedback)

· Transmission hampered by noise – psychological, social, structural barriers

· Com effectiveness depends on ability to encode and decode - improvements

· Both parties with similar codebooks (like dictionaries)

· Less need for redundancy (rephrasing)

· Similar mental models

· Common understanding of context relating to info

· NASA guys talking about equipment

· Familiarity with message topic

· Developing scripts to illustrate the topic

· Like sport practice

· Proficiency with com channel

· People not using emails – move to phone calls

Communication channels (verbal)

· Face-to-face

· better for emotions and persuasion

· voice intonation, use of silence

· immediate feedback

· Written com

· Better for technical details (ideas easier to follow)

· Longer to prepare

· Emails – choice of most workplaces

· Message quickly written, edited and transmitted

· To filter, sort, store info

· Increase volume of info flow

· Problems with emails

· Poof for com of emotions

· Reduces politeness and respect (less diplomatic, low social presence)

· Poor medium for ambiguous, complex and novel situations (if gets messy – just talk)

· Contributes to information overload (22.3 trillion annually)

· Social Network Communication

· Second Life, Instant Messaging, Wikis

Communication channels (nonverbal)
· Facial gestures, intonation – help eliminate noise

· Most of com – subtle info from both parties

· Less rule-bound (more misinterpretations)

· Most are automatic and unconscious (plan words, not blinking ()

Choosing best medium to com

· Part of corporate culture (mails vs calls)

· Individual preferences

· Media richness

· Medium’s data-carrying capacity (volume and variety of info transmitted in given time

· Face-2-face on top

· Verbal + Nonverbal

· Feedback

· Adjust message instantly

· Rich better than lean when in non routine situations (emergencies)

· Choosing influences efficiency

Evaluation of media richness theory
· Factors which override or blur richness

· Ability to multicommunicate (2 or more com events at the time)

· Meeting (7 ppl) + SMS a client

· Scan web during phone call

· More varied proficiency levels

· Blackberry users vs old ladies (who don’t know what is email)

· Social distractions of rich channels

· Rich – higher social interaction

· Focus on their relative status not message

Com barriers (noise)

· Imperfect perception process of both parties

· Filtering – deleting or delaying negative info; using less harsh words to sound favorable

· Language barrier (poor codebook) - jargon

· Interpretation

· “Can you close the door?” – 4 meanings

· Information overload

· The volume of info received exceeds the person’s capacity (information processing capacity) to get through it

· Info get overlooked or misinterpreted when ppl can’t process fast enough

· Info load reduced by buffering, omitting and summarizing

Cross-cultural and gender com

· Cc com problems increasing

· Language, intonation, silence (Japan vs USA)

· Nonverbal differences (smiling, head shake)

· Gender differences (men – “report talk”, women “rapport talk”)

Improving Interpersonal Com

· Getting message across

· Empathize (being in receivers shoes – sensitivity)

· Repeat the message (rephrase key points)

· Use of timing (compete with noise and other mes)

· Be descriptive (don’t attack, focus on info)

· Active listening

· Listen more than talk

· Sensing (receiving signals an paying attention to them)

· Not form opinions until sender finishes

· Don’t interrupt

· Remain motivated to listen

· Evaluating (understanding, evaluating and remembering the mes)

· Empathize with the speaker

· Responding (feedback)

· Sufficient eye contact and clarification

Improving com throughout the Hierarchy

· Workspace design (physical space of employees)

· Pixar – Emeryville campus

· Open space arrangement

· Continuum – no doors

· On the other hand – open space increases stress (lack of privacy)

· Wikis, Blogs, E-zines

· E-zines - electronic newsletters

· Blogging about their own news (+ search engine)

· Wikis internally in IBM

· Direct com with top management

· Management by walking around (MBWA)

· More direct info about internal org problems

· Employees empathy for decisions

· Employees roundtable (learn about the issues)

Com through the Grapevine

· Unstructured and informal network founded on social relationships

· Low credibility

· Characteristic

· Very rapid transmission in every direction

· More active in integrated society

· Grapevine distorts info by deleting details or exaggerations

· New technologies (mailing) replaced the traditional watercooler gossips

· Benefits 

· Use when info is not available through formal channels

· Com of culture

· Relives anxiety

· Associated with drive to bond

· Limitations

· Not preferred com medium

· Sometimes escalates anxiety

· Negative attitudes towards management when grapevine is faster

· Listen to grapevines and react

Chapter 9 – Power and Influence in the Workplace
Power – the potential / capacity to influence others; requires perceptron of dependence

Countervailing power – the capacity to keep the more powerful in the exchange relationship

SOURCES OF POWER:

Those that come from formal position / informal role:

1. legitimate power – agreement among organizational members that people in certain roles can request specific behavior of others; operates within a zone of indifference (the range within which people are willing to accept someone’s authority)

2. reward power – derives from  the ability to control allocation of rewards and remove negative sanctions

3. coercive power – ability to apply punishment

Those that come from our own characteristics:

1. expert power – possessing knowledge or skills that others value

2. referent power – being liked, respected, having charisma & when people identify with you

INFORMATION POWER (forms):

· information gatekeepers (people who decide which information to pass on)

· ability to cope with uncertainty (prevention, forecasting, absorption)

4 CONTINGENCIES OF POWER

1. sustainability – refers to availability of alternatives

2. centrality – the degree and nature of interdependence between powerholder and others

3. discretion – making decisions independently, without permission from others

4. visibility – others are aware of the power bases one possesses (for ex. mentoring increases it)

Social capital – knowledge and resources available due to networks

NETWORKING strengthens: expert power, referent power, vivibility and centrality

Powerful people unfortunately:

· cling to stereotypes

· have difficulty empathizing

· have less accurate perceptions

· think more automatically

HARD INFLUENCE TACTICS

1. silent authority – influencing through legitimate power, not referring explicitly to power base /involves deference to power – complying with a request/

2. assertiveness / vocal authority – actively applying coercive and legitimate power, using pressure or threats

3. information control

4. coalition formation – influencing people outside the group by pooling resources and power of members

5. upward appeal - someone with higher expertise/authority is being called upon to support the influencer’s position (“the boss will agree with me!”()

SOFT INFLUENCE TACTICS

1. impression management – actively shaping our public images; element: igratiation – attempts to increase liking by or perceived similarity to some targeted person

2. persuasion – presenting facts, arguments, emotional appeals to change someone’s attitude/behavior; inoculation effect- warning listeners that others will try to influence them and that they should be aware of the opponent’s arguments

3. exchange – promise of benefits/resources in exchange for compliance; central theme: reciprocity – individuals are expected to help those who have helped them; guanxi – without expecting repayment

HOW DO PEOPLE REACT?...

1. commitment (due to soft influence tactics)

2. compliance

3. resistance (due to hard influence tactics)

ORGANIZATIONAL POLITICS

· Behaviors perceived as self-serving tactics for personal gain at the expense of other people and possibly the organization.

· Flourishes under: scarce resources, lack of clear rules, organizational change

· How to fight it?

· Set clear rules

· Through corporate culture, leaders as role models

· Giving more control over work to employees

· Enhancing information flow

· Effective organizational change practices (such as involvement)

· Managing group norms

Machiavellian values: deceit is a natural and acceptable way to influence others

Chapter 10 – Conflict Management
Conflict – is a process in which one party perceives that its interests are being opposed or negatively affected by another party

· Different: values hierarchy, perception of reality, goals

· When party plans to obstruct another’s goals

· Based on perception

Conflict – good or bad?

· Pre 70’ model – destructive, bad workplace relations, waste of time,  questioned the authority

· Lower job satisfaction, team cohesion, information sharing

· 70’-80’ model – optimal level of conflict

· Debating issues, evaluate alternatives, reexamine basic assumptions

· Prevents from stagnation, responsive to the customers’ expectations

· Constructive conflict – (also known as task or cognitive conflict) occurs when people focus their discussion on the issue while maintaining respectfulness for others

· Viewpoints are encouraged, tested, redesigned

· Focus on tasks and logic

· Relationship conflict – (also known as socioemotional, affective or destructive conflict), focuses on people rather than the issues and tasks

· Attention on interpersonal incompatibilities, personality crushes

· Attacking persons credibility triggers defense mechanisms

· Separating constructive and relationship conflicts

· Most experience some degree of relationship conflict during or after constructive debate

· The stronger level of the debate, to greater chance of relationship conflict

· Strategies to reduce level of relationship conflicts:

· (High) Emotional intelligence – reduces risk of hostility, seeing emotions, reactions as information about needs and expectations

· Cohesive team – knowing each other, anticipation beh and reactions, show emotions without being personally offended, motivation to avoid RS conflicts

· Supportive team norms – openness, appreciation of honest dialogue, using humor to maintain positive group emotions

Structural Sources

· Incompatible goals

· Differentiation (training, values, beliefs, experiences) – mergers

· Cross-generation conflict

· Interdependence – dependence on resources other in org have

· Pool-interdependence

· Reciprocal interdependence

· Scarce resources

· Ambiguous Rules (breed conflict)

· Communication problems

Interpersonal Conflict Handling Styles (best style depends on situation)

· Problem-solving – win-win orientation, parties have trust and time, complex issues

· Forcing – win-lose orientation,

· Avoiding – when conflict too emotionally charged, but may increase frustration

· Yielding – giving in completely to the other side’s wishes

· Compromising – your losses are offset by equally valued gains, searching for a middle ground; when parties have equal power and there is time pressure

STRUCTURAL APPROACHES TO CONFLICT MANAGEMENT

1. Emphasizing Superordinate Goals (s.goals = any goal that conflicting parties value and whose attainment is beyond the resources and effort of either party alone)

2. Reducing Differentiation (for instance by creating common experiences)

3. Improving Communication and Understanding (but first reduce differentiation!)

4. Reducing Interdependence

5. Increasing Resources

6. Clarifying Rules and Procedures
THIRD-PARTY CONFLICT RESOLUTIONS:

1. Arbitration – high control over decision, low control over process

2. Inquisition – high control over decision and process
3. Mediation – low control over decision, high control over process
Generally for conflicts between employees – mediation preferred: highest level of employee satisfaction with the conflict process and outcomes.
The meaning of Leadership

· Influencing, motivating and enabling others to contribute toward the effectiveness and success of the organization of which they are members
· Applying various forms of influence to ensure that followers have the motivation and role clarity to achieve specified goals

· Arranging environment – allocating resources; setting communication patterns

· Shared leadership – the view that leadership is broadly distributed rather than assigned to one person, such that people within the team and organization lead each other
· Self-directed teams where members share the responsibilities of the leader

Competency Perspective of Leadership

· No consistent list of personal characteristics can be distilled

· Few competencies are distinguished

· Emotional Intelligence – ability to perceive and express emotions, understand others
· Integrity – truthfulness and consistency of words and actions
· Sometimes called authentic leadership
· Drive – high need of achievements
· Leadership motivation – strong need for power
· Need for socialized power because their motivation is constrained by a strong sense of altruism and social responsibility

· Self-confidence
· Intelligence
· Knowledge of the business
· Limitations:

· Assumes that all effective leaders have the same personal characteristics that are equally important in all situations

· Alternative combinations of competencies may be equally successful

· Some argue that leadership is relational (favourable relationship with followers)

Behavioural Perspective of Leadership (only 2 out of millions presented)
· People-oriented behaviour

· Mutual trust and respect from subordinates (genuine concern about their needs, etc)

· Listen to suggestions, do personal favours, support their interests, treat as equal

· Task-oriented behaviour

· Define and structure work roles

· Assign specific tasks, follow company rules, push for performance goals

· Which behaviour is better?

· Both positively associated with leader effectiveness

· Differences apparent on the extremes

· Low orientation-orientation - lower performance

· University students prefer task-oriented instructors

· Best leadership style depends on the situation

Contingency Perspective of Leadership

· Based on the idea that the most appropriate leadership style depends on situation

· Path-Goal Theory of Leadership (a contingency theory based on the expectancy theory of motivation that relates several leadership styles to specific employee and situational contingencies
· How leaders influence employee perceptions of expectancies between effort and performance
· Strengthen effort-to-performance by providing information, support and other resources
· Path-Goal Theory Leadership Styles
· Directive – Clarifications (performance goals, means to reach it, standards); applying rewards and disciplinary actions
· Supportive – psychological support for employees, leader is friendly and approachable (like ppl-oriented leadership)
· Participative – facilitates involvement in decisions making; consulting, asking for suggestions, etc.

· Achievement-oriented – encourages to reach peak of performance

· Contingencies of Path-Goal Theory
· Skill and experience – combined directive and supportive is best for inexperienced employees (setting goals and helping to achieve them)
· Task structure – directive style for non-routine situations; supportive for routine jobs;  participative for non-routine;
· Team dynamics – cohesive (sub for supportive leader) teams with performance-oriented norms (sub for directive leader)  act as a substitute for most leader interventions.
· Leadership substitutes (theory identifying contingencies that either limit the leader’s ability to influence subordinates or make particular leadership style unnecessary
· Performance-based reward system reduces task-oriented leadership
· Task oriented – less important when ppl are skilled
· Leaders help team member to learn to lead themselves
· Self-leadership – the process of influencing oneself to establish the self-direction and self-motivation needed to perform the task
· Setting own goals, maintain positive attitude, monitor own performance

Transformational Perspective of Leadership (explains how leaders change their organizations by creating, communicating and modelling a vision for the organization and inspiring employees to strive for that vision
· Transactional Leadership (helps organizations achieve their current objectives more efficiently, such as linking job performance to valued rewards)
· Transformation vs Charismatic leadership
· Newest research – distinction of the two
· Charisma – personal trait; transformation leadership – set of behaviours
· Elements of transformational Leadership

· Creating a strategic vision
· Communicating the vision
· Modelling the vision (acting upon the change)
· Building commitment toward the vision
· Evaluating transformational leadership
· Better job performance, make better and more creative decisions
· Appreciated by employees
· Most popular leadership perspective
Implicit Leadership Perspective (followers perception of leaders)

· Implicit leadership theory – ppl evaluate a leader’s effectiveness in terms of how well that person fits preconceived beliefs about the features and behaviours of effective leader (leadership prototypes), and that they tend to inflate the influence of leaders on organizational events
· Prototypes shaper our expectations and acceptance of ppl as leaders
· We rely on prototypes to evaluate leaders
· Ppl want to believe that leadership makes a difference, reasons:
· Leadership is useful to simplify life events (explaining successes/failures)
· Western cultures believe that life events are generated by ppl rather than uncontrollable natural forces
Cross-cultural and gender leadership

· Culture shapes leader’s values and norms which influence his decisions
· Also shapes expectancies ppl have towards leader
· Men and women do not differ in terms of task-, people-orientation
· Women adopt more participative leadership; have somewhat better interpersonal skills
· Women rated higher in coaching, teamwork and empowering employees
Chapter 13-  Organizational Culture
(organizational cultures- the values and assumptions shared witihn an organization)

1. Elements of Organizational Culture:

Easy to see and describe (visible): ARTIFACTS

Deeper (invisible) : SHARED VALUES (stable evaluative CONSCIOUS beliefs that say what is good or bad)

The deepest (invisible): SHARED ASSUMPTIONS (UNCONSCIOUS persceptions, mental models of ideas)---- the essence of corp. Cluture

A) Cof organizational culture:

(basically the values in their relative order in the company)

Most popular model with 7 corporate cultures (however, there are plenty of different models, but none of them can fully cover all the aspects of org. culture):

1. innovation

2. stability

3. respect for people

4. outcome orientation

5. attention to detail

6. team orientation

7. aggressiveness

B) organizational subcultures

apart from a dominant culture, organization comprises also of smaller subcultures localted around various divisions, geographic regions, occupatinal groups ect. They can enhance or oppose the dominant culture. In case they oppose, they may play a positive role: criticise, maintain ethical behaviour, developed better procedures- bring sth new and fresh and maybe better! (like a constructive conflict(. They also make the firm more alligned with changes in the environment, clients ` needs ect.

2. Deciphering organizational culture through artifacts.
Artifacts: the observable symblos and signs of an organizationsal culture.

(how visitors are greeted, physical layput, rewards, dress code, ect). 4 categories:

A) ogranizational stories and legends

like tales about heroic deeds, some great guys from the  company, - serve the social prescription about how the things should be done.

B) rituals and ceremonies

rituals- programmed routines of daily organizational life that dramatize the org. Cultre (moring coffee with your boss, or cleaing lady;)

ceremonies- planned displays of organizational culture, conduced specifically for the benefit of the audience (rewarding/ punishing empoyees, celebrating lunch for new product success ect)

C) organizational language

how they address each other, describe people, customers, express anger, 

D) phisical structure and symbols- (like nice KPMG office;-)

3. Is organizational culture important?
It helps the comany to be successful but only when cultural content is appropriate to the environment.

It makes if more successful  by serving:

· Control system (like an automatis pilot directing employees how to behave)

· Social glue (make people feel part of organizational experience, fulfilling needs for social identity)

· Sense-making (helps understand what`s going on and why things happen in the company)

A) contingencies of organizational culture and performance

-It helps the company to be successful, but only when cultural content is appropriate to the environment 

- very strong cultures block decision makers into mental models that blind them to new opportunities.

- strong cultures tend to surpress dissending cultural values (subcultures not encouraged/ allowed)

Therefore quite poplular now: ADAPTIVE Cultures- where employees focus on the changing needs of customers and other stakeholders and support initiatives to keep pace with those changes.

B) organizational culture and business ethics

the organizational culture (as composed of values) can also influence the ethical conduct of its employees (pass the values to their personal life).

4. Changing and strenghthening Organizational Culture.
Strategies to change and strengthen new oranizational culture.
A) Actions of funders and Leaders:

Leaders as role models the company`s culture begins with them and reflects their personality. They can also change the culture, applying transformational leadership.

B) Aligning Artifacts:

It is about sharing stories supporting the culture, celebrate goals/milestones that supposrt the culture, inhabit builings and reflect the culture (so it is about creating the above mentioned artifacts and emphasise their role)

C) Introducing culturally consistent rewards
D) Attracting, Selecting and Socializing Employees who already embrace the cultural values promoted by the company. So called ASA model- stating that companies have a natural tendancy to attract, select and retain employees with values and personalities that are consistent with the organizational character, resulting in a more homogenous organization and a stronger culture. 

5. Organizational Socialization
The process by which individuals learn the values, expected behaviours, and social knowledge neccessary to assume their roles in the organization. Giving trainings and communicating to people about the company`s values and culture to make them fit better the company. It is the process of both, learning and adjustment.

Stages of organizational socialization:
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Sometimes at the beginiong reality shock happens- the stress that results when employees perceive discrepancies between their preemployment expectations and on-the-duty reality.

6. Merging organizational cultures.
Bicultural audit- process of diagnosing cultural relations between the companies and determining the extent to which cultural clashes will likely occur.

A) strategies to merge different organizational cultures (in mergers f.e.):

1. Assimilation- when emplyees of the acquired company willingly embrace the cultural values of the ecquiring organization- usually when the acquired comp. Has a weak organizational culture, and wants to have a strong and well alligned culture that the other company has.

2. Deculturation- imposing a culture and business practices on the other company which doeasnt want to quit its sa far culture. People who can not adopt are terminated. It rather rarely works- only when the other culture is disfunctional but the employees arte not aware of that.

3. Integration- combining of both scultures, to preserve the best features from the previous cultures. Rather good with weka cultures.

4. Separation- companies remian distanct entities with minimal exchange of culture or organizational practices. Good when the companies have unrelated businesses.

Chapter 14-  Organizational change.
1. Lewin`s Force Field Analysis Model.
A model that helps change agents diagnose the forces that drive and restrain proposed organizational change.

In the model there are driving forces, that push organization to a change and restraining forces that maintain the status quo (resistance to change). Stability occurs when driving and restraining forces are in equilibrium.

In the model, the change take place when the disequilibrium between the driving and restraining forces is produced (unfreezing) and the move to a desired condition is effected. The last part of the change process is a refreezing, in which systems and conditions are introduced to reinforce and maintain the desired behaviours.

A) Restraining Forces

There is a natural tendency of people to resist change. It is due to a fear about the consequences of change as well as the process of the change itself. There are 6 main reasons for resistance to change:

1. Direct costs- removing some resources, personal status, career opportunities

2. Saving face- driven also by a desire to prove that the person who wants a change is incompetent

3. Fear of the unknown- worries of problems regarding an adjustment to the new environment (risk of personal loss)

4. Breaking routines- employees need to abandon habits, invest time and energy to learn new role patterns

5. Incongruent organizational system- rewards, information systems, patterns of authority, carreer path etc. – it can be a failure to reallign these systems to reinforce changes- failure to overcome the structural confines from the past

6. Incongruent team dynamics- team developed reiforce conformity (about the norms in the company etc), and this, on the other hand may discourage employees from  accepting organizational change.
2. Unfreezing, Changing and Refreezing.
To make the change effective we need to unfreeze the current situation by increasing driving forces and reducing restraining forces at the same time (if we only increase driving forces, the restraining forces also tend to increase). 

A) Inceasing driving forces- 

A need to make employees believe that the change is urgent and necessary- by informing them f.e. about competitors, changing consumer trends, impending government regulations etc (showing some external forces that make it urgent to the company to adopt some changes).

It looks like urging change is quite effective and easier with these external forces, however, sometimes leaders want to change the culture before sth wrong happens- it is more difficult then and it requires a lot of persuasive influence from the leaders, to help employees visualise furture competitive threats and environmental shifts.

B) reducing the restraining forces

There are 6 ways to do it:

1. communication- the highest priority and first strategy for a change. To create urgency for change as well as reduce fear of unknown

2. learning- to give the employees new knowledge and skills to fit the organization`s evolving requirements.

3. employee involvment- make emloyees resposible for the success of the change effort. It minimises risks for saving face adn fear the unknown. In large organizations they use so called FUTURE SEARCH, a system-wide group sessions, usually lasting a few days, in which participants identify trends and ways to adapt those changes. Disadvantages- some individuals can domnate a group, may generate too much exepcations towards ideal future, disappointment from employees if they dont see meaningfull decisions and actions resulting from these meetings.

4. stress management- all 3 above strategies can help with that, but sometimes additional stress management practices are necessary.

5. negotiation- strategy used with those who would otherwise lose out from the change. The company will need to give them sth else in exchange for the compliance with the changed culture

6. coercion- used as a last resort- reminding people of their new duties, monitoring them, threats and sanctions to force compliance, replacing staff.

C) Refreezing the desired conditions

Needed to be done, not to make the employees go back to their old habits. The company needs to constantly realign organizational systems and team dynamics with the desired changes

D) Change agents and strategic vision.

Change agent it is anyone who can possess enough knowledge and power to guide and facilitate the change effort. More than 1 person is usually required. Transformational leaders are here the primary agents, cause they form the vision and communicate that.

3. Three Approaches to Organizational Change. 

There are 3 basic apporaches that the agents and consultants may apply in the organizational change:

A) Action Research Approach

A problem focused change process that combines action orientation (changing attitudes and behaviour) and reasearch orientation (testing theory through data collection and anlysis).
It is a highly participative process `cause requires knowledge and commitement of employees who are co-researchers adn participants of the ntervention. There are 4 stages of this process:

1. form client-consultant relationship (usually the agent from the outside needs to form good relationship with the client (eployees) and make them ready for change.

2. diagnose the need for change- systematic analysis of the situation, interviews and surveys of the employees and other stakholders.

3. introduce intervention- two ways of implementign changes- incremental change (slow, small steps towards the desired change), or quantum (traumatic) change (the system is overhauled decisively and quickly).

4. evaluate adn stabilise the change- evaluation and refreezing process.

Action research approach is seen to be focused on negative dynamics of the group, therefore another approach, stressing out the positive change opportunities was evolved:

B) Appreciate Inquiry Approach:

An organizational change  strategy that directs the group attention away of its own problems and focuses participants on the group`s potencial and positive elements.

The stages are  represent by 4 D model:

1- Discovery (identifying the positive elements of the future organization)- 2. Dreaming stage (envisioning what might be possible in an ideal organization. Revealing hopes and aspirations) – 3. Designing (process of dialogue, creation of image of what the change should be like)- 4. Delivering (participants establish specific objectives and direction for their own organization based on their model of what will be).

(generally good but still younr theory, no contingencies exemined, requiring mind set and willingness to solve problems from the employess` site)
C) Parrallel Learning Strucute Approach

Higly participative arrangements, composed of people from most level of the organization who follow the action research model to produce organizational change. F.e. few week-long camps with teams of frontline people to elaborate on the problem.

5. Cross Cultural and Ethical Issues in Organizational Change.
- All the above theories may not be adequate if it comes to the non western clutures, where change is accepted as a natural consequence of development;-)

- The other thing is that the process of change requires the employees to reveal some data about themselves which they may find offensive at times, they simply may not want to do it.

- The change may also strengthnen managerial power by inducing compiliance and comformity.

- Some organizational changes may undermine individuals` self-esteem.
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