	Informal Networks
(Article)
	Four Key Role Players in Informal Networks
(Article)

	Four Dimensions to Help Managers Improve Connections
(Article)
	4 Predictors of Organizational Citizenship

Behavior (OCB)

(Article)

	Most Important Consequence of OCB

(Article)
	Group-Level OCB

(Article)


	Central Connectors: link people together. They know who can provide critical information

Boundary Spanners: the “eyes and ears”. Connect the informal networks with other parts of the organization. 

Information Brokers: Keep the subgroups in an informal network together

Peripheral Specialist: the person anyone in an informal network can turn to for expertise. 

Map these out (bring them into the open) with a social network analysis
	Networks outside of traditional hierarchy

· Unobservable and ungovernable

· Focus should be placed on the “key role” players in the group.



	· Individual Characteristics: their commitment

· Task Characteristics: task feedback etc…

· Organizational ‘’: reward structures, support

· Leadership Behaviors: transformational leadership


	· Seek out people within or outside of the functional area

· Hierarchy, tenure and location and the degree to which they matter

· Length of time managers have known their connections

· Extent to which their personal networks are part of their connections


	Regulates social interaction and influences social identity ( Represents group members’ mutual understanding. 

Individual OCB is more isolated. 
	Organizational Citizenship Behavior:

· Employees who are more helpful will perform better and be perceived as better performing by their managers.




	Brand

(Article)
	Reputation

(Article)

	Internal Branding

(Article)
	5C’s in Internal Branding

(Article)

	5C’s in Internal Branding: Clarity
(Article)
	5C’s in Internal Branding: Commitment
(Article)


	Similar, but different to brands:

1. You can have multiple brands but only one reputation. 

2. Strong reputation derives from: credibility, reliability, responsibility and trustworthiness.
3. Reputation exists independently of demand
4. A company can have a winning reputation, without having a strong demand
	· Brands create a unique and strong emotional bond between themselves and their audience; creates a greater loyalty
· Employees are brand ambassadors

· 

	1. Clarity

2. Commitment

3. Communications

4. Culture

5. Compensation

	1. Communicating the brand to employees

2. Convincing employees of the relevance

3. Successfully linking every job to delivery of the brand essence

4. Has to be clear and one that people can relate to

Useful tool for unifying disparate companies

Leaders have to align employee behavior with brand values! 

· Minimize cultural effects through top-down approach

· Verbal communication must be strong

· Nonverbal helps reinforce 

	Build consensus around the brand!!

Depends on size, complexity and culture. 

Requires an ongoing process that requires brand education. 

	· Figure out what the brand represents, and how it should be communicated

· Divided into two stages:

· Constituency Assessment: Interviews with people engaged in the brand

· Senior Leadership: they must decide on key brand attributes for translation into language



	5C’s in Internal Branding: Communications
(Article)
	5C’s in Internal Branding: Culture
(Article)

	5C’s in Internal Branding: Compensation
(Article)
	Brand is Communicated Subconsciously Through: 

(Article)

	The Promise and Reality of Teams

(Amason Article)
	C-Type Conflict

In Teams

(Amason Article)




	Brand starts with culture and extends to customers

Culture is difficult to change

Organizations have to deal with the fact that there is “cultural resistance”

You can control cultural resistance:
· Punish people

· Continually communicate why brand ID is important

· For culture change to occur, there must be a reason to communicate. 

	Brand must be communicated throughout the organization. Need for employees to approve the process. 

Leader Example Leader must take initiative and communicate the brand to people

High Frequency Tell people OVER AND OVER

Multiple Channels Communicate the message in many ways across as many media platforms. 

Environmental Management Logo’s, office furniture and work sends a message. 

	· The way telephones are answered

· The way the product is packaged

· How the product or service performs

· The character of the customer service people

The people behind the brand are at the core!

	· Front-line employees play a key role in delivering the brand.

· They deserve compensation. 

· Oddly enough, when a brand becomes more ‘famous’, employees may be willing to work for less because they already get enough working for a ‘famous’ brand



	Cognitive Conflict

· Disagreements focus on issue-related differences. Tend to improve team effectiveness

· Members examine, compare, reconcile differences

· Beneficial
· Focuses attention on stuff often overlooked 

· Encourages innovative thinking
	Theory:

· Teams are a means of focusing employees’ attention beyond narrow duties to the needs of the customer

· Useful in improving quality of decision making

· Coordinated efforts to reach a goal

Reality:

· Slow decision making processes

· Final decisions not much different if done individually


	A-Type Conflict 

In Teams

(Amason Article)
	How certain teams avoid A-Type Conflict

(Four ways)

(Amason Article)

	8 Steps/Strategies to Control Conflict and Build an Effective Culture in Teams

(Article)
	Strategically Aligned Behavior (SAB)

(Article)

	3 Variables to Strategically Aligned Behavior 

(SAB)
	Organizational Citizenship Behavior (OCB) 

Foote and Tang Article


	Focused Activity: groups get to the core issues of the problems. 

· Stick closely to the task at hand, make decisions quickly and efficiently. 

· Define problems quickly 

Creativity: getting the group to think differently. Encouraging opinions, and creative conflicts

Open Communication: Members free to speak. Challenge other members. Central to involvement!

Integration: Leaders integrate all team members to seek out opinions. Encourage discussion, free to talk 


	· Affective Conflict

· Disagreements over personalized matters

· Tends to emerge when “C-Type” conflict is “corrupted”

· Fosters cynicism, distrust and avoidance

· Creativity and quality suffer

· Less likely to commit to decisions.

· Reduces team effectiveness

	· The degree to which employees take initiatives to implement the company’s strategic goals.

· Can be: 

· Interpersonal behavior to ensure employees use the strategy

· Initiate specific projects that implement the strategy

· 3 Variables to SAB:

· Stimulate Motivation

· Stimulate Capabilities

· Inform Employees
	· Disseminate a Full Agenda

· State the Philosophy for the Team

· Provide the right environment for the meeting

· Seating locations, round tables. Neutral environment!

· Have behavioral strategies

· Openness and cooperativeness!

· Keep a sense of where the discussions are going

· Channel discussion from A-Type to C-Type

· Support the Team

· Be proactive and reactive, not passive!



	Team commitment moderates the relationship between job satisfaction and organizational citizenship behavior

- There is a significant relationship between job satisfaction and OCB

- Team commitment is positively related to OCB

· Employees with a high job satisfaction also have a high level of team commitment


	1. Stimulate Motivation
· What can managers do to increase motivation?

· Create a stimulating communication climate (identify with company, give them a sense of being)

· Participation in important decisions

· Top Down Motivation

2. Stimulate Capability Developments

· Employee behavior driven by capability to perform tasks. SO TRAIN YOUR EMPLOYEES!
3. Inform Employees and Opportunities to Perform Desired Behavior!

· Lack of necessary info is common problem
· Give them info about the strategy
· About the “bigger picture”



	Five Categories of Performance in Working Context (related to Organizational Citizenship Behavior) 
	Four Path-Goal Leadership Styles

	Transformational Perspective
	Transactional Leadership 

	Elements of Transformational Perspective
	Implicit Leadership Perspective


	· Directive: behaviors that provide a psychological structure for employees
· Supportive: behaviors that provide psychological support for employees
· Participative: behaviors that encourage subordinate involvement in decisions
· Achievement-oriented: behaviors that encourage employees to reach their peak performance


	Organizational Citizenship Behavior is discrete, personal and off-the-record behavior that is not rewarded. “It lubricates the social machinery of the organization”

1. Volunteering for activities beyond a person’s formal job expectations

2. Persistent enthusiasm

3. Assistance to others

4. Openly defending situations

5. Following of rules and situations 


	Leadership that helps organizations achieve their current objectives more efficiently, such as linking job performances to valued rewards and ensuring that employees have the resources needed to get the job done


	· A leadership perspective that explains how leaders change teams or organizations by creating, communicating and modeling a vision for the organization or work unit and inspiring employees to strive for that vision
· Distinction with charismatic leadership is unclear
· Charisma is not necessarily related to behavior

	•A theory hypothesizing that perceptual processes cause people to inflate the importance of leadership as the cause of organizational events

Perceptual distortions

•Preconceived notions about effective leaders

•Idea that leaders drive organizational events

•Belief that leaders make a difference


	· Creating a strategic vision
· A vision of a realistic and attractive future that bonds employees together
· Communicating the vision
· Leaders communicate the visionary goal to employees
· Modeling the vision
· Leaders enact the vision, they ‘practice what they preach’
· Build commitment to the vision
· Employees should adopt the vision as their own




	Types of Employee Participation
	

	
	

	
	


	
	•Decision making groups beyond regular work activities

•Restructuring of work processes

•Economic investment in overall governance

•Self-directed work teams

•Gainsharing plans

•Employee stock ownership programs



	
	

	
	


	Struggling to be heard

(challenges to identity)
	What is identity?

	Growing stakeholder scrutiny

(challenges to identity)
	Blurred Boundaries

(challenges to identity)

	Workplace Democracy:
	Managing organizational identity


	In everyday usage, what makes it possible for us to recognize an individual or an organization as distinct; from a systematic perspective something every living system does in order to maintain its boundaries and thus itself.  
	· The marketplace is so crowded with other organizations spreading their corporate messages/advertisements that sometimes it is almost impossible for an organizations message to gain attention and be heard.  

· As a consequence, a growing number of messages are designed to “lean” on other messages and exploit their more prominent position.

· Ex – Avis campaign - “we're #2, we try harder”, Avis leaned on Hertz's campaign - “we're #1, we try hard”

	· Boundaries are blurred because members of one organization are simultaneously members of other organizations – family, sports organizations, etc. - and spend a considerable amount of time outside the workplace.  

· Thus, it is not quite clear where an organization begins and where it ends – organizational identity is difficult to pinpoint.  

· Boundaries are in constant flux – organizations change their names, owners, range of products, location.
	· Interest groups, growing media attention to scandals and hypocrisy, and new demands from so-called political consumers challenge the identities of organizations.

· Whereas investment decisions used to be relatively detached from ethical or political concerns, contemporary investors increasingly make demands on organizations to align their behaviors with ethical standards of the day.  

· 

	· Managing the reputation and visibility of an organization.


	Refers to principles and practices designed to engage and representas many relevant individuals and groups as possible in the formulation, execution, and modification of work-related activities.


	Unitary Model of democracy:
	Employee Participation:

	Job Enrichment:
	Adversarial Model of Democracy:

	Quality of Work Life Programs:

(QWL)
	Quality Circles:


	Organizational structures and processes designed to empower and enable employees to identify with organizational goals and to collaborate as control agents in activities that exceed minimum coordination efforts normally expected at work.
	Assumes that consensus is possible, even involving two or more differing groups.

	Assumes that the best democratic results can only come with active opposition, open debate, and a clash of interests.  
	Typically, a top-down process involving the analysis and reconfiguring of employees jobs, intended to allow greater participation by employees in the work process to enhance internal motivation and job satisfaction.

	Usually comprised of 10-12 members from the same or closely interrelated work areas, who meet voluntarily and on a regular basis to deal with problems of quality and productivity.  
	Designed to improve relations between managers and workers by increasing the involvement of workers in various aspects of organizational life.  


	Alternative Organizations:
	Self-directed work teams:

	Critics of the democratic labor movement:
	Participation is a broad term, what are the two types of meaning the book gives?

	What are the three reasons why labor                       unions have declined?
	What are four main rationales for employee          participation programs?


	The basic building blocks of many presumably “post-bureaucratic” organizations; usually comprised of 5-15 memebers responsible for performing all required functions to complete the task, including the responsibilities typically performed by supervisors.  
	Refers to groups, communities, and institutions outside the mainstream – emphasizing opposition to, or divergence from, traditional structures of hierarchy and centralization with flatter, more democratic, more egalitarian ways of organizing work.  

	Employee participation signals a right, a privilege, or even a responsibility on the part of an employee to contribute to the basic activities of an organization, including having some input into policy making. 

Participation can also simply imply a requirement that the employee give his or her “all” toward the success of the organization, including being willing to take on responsibilities beyond one's usual job description in order to increase output, efficiency, and customer service 


	This skeptical view focuses on:

· the increased responsibility (without corresponding rewards) for many of today's employees.

· The fluidity of work relations (and the lack of stability or loyalty).

· The falseness of many calls to “employee empowerment” (when top down control is maintained alongside new forms of peer pressure at work)

	1. Increased productivity

2. Job enrichment and greater job satisfaction for individual employees

3. Establishment of an element of democracy in the workplace.

4. Development of a more equitable and just society
	Some unions grew out of touch with their rank and file memebership.  They became huge, centralized, and bureaucratic; in some of the biggest unions, there were scandals and reports of corruption.

1. Many corporations purused active policies of union-busting, inclduding in some cases, programs of participation intended to dilute labor power.

2. The language of labor unions was out of step with the times – when terms like “excellence”, “customer service”, and “teamwork” became the new buzzwords, the older unions continued to stress employee benefits, working conditions, and workers rights


	Roberts Rules of Order
	What are the three main categories of management-sponsored programs of employee participation?

	Gainsharing plans
	Socio-technical system:

	
	


	1. Employee participation as problem-solving or decision-making groups that are to some extent outside of or beyond regular work activities.

- Quality control circles

2. Employee participation as a restructuring of work processes and activities

-using self-directed or semi-autonomous work teams.

3. Employee ownership as economic investment in and/or overall governance of the organization; employee participation becomes part of the basic structure.

- worker co-op, stock ownership programs
	A book about how meetings should proceed – an order of speaking and voting.

Lecture Example: clip of show about drug gangs.

	Work duties are organized to allow small work groups to employ the new technology.  Work groups could share jobs, communicate informally, and solve problems as they arose.  At the same time the performance of the group can be measured and standardized.
	Formal, supplemental compensation programs focusing on rewarding workers for improvements in labor productivity and cost reduction.  Scanlon plans are the most common – Joseph scanlon would financially rewards.

Like quality circles, the workers cannot make and enact decisions without the okay of management.  Unlike circles, workers receive no formal training in statistical or group problem solving processes.  

	
	


