
“Introduction to Organizational Psychology”.

In Section 1 of this course you will cover these topics:
Organizational Psychology: Principles, Practices, And Problems

Techniques, Tools, And Tactics

Employee Selection Principles And Technique

Topic : Organizational Psychology: Principles, Practices, And Problems

Topic Objective:

At the end of this topic student will able to learn about:

 Industrial and Organizational Psychology

 Industrial/organizational psychology

 Performance appraisal/management

 Personnel recruitment and selection

 Individual assessment and psychometrics

 Compensation

 Training and training evaluation

 Occupational health psychology

Definition/Overview:

Industrial and Organizational Psychology: Industrial and Organizational Psychology (also

known as I/O psychology, work psychology, work and organizational psychology,

occupational psychology, personnel psychology or talent assessment) is a branch of

psychology devoted to organizations and the workplace. "Industrial-organizational

psychologists contribute to an organization's success by improving the performance and well-

being of its people. An I-O psychologist researches and identifies how behaviors and attitudes

can be improved through hiring practices, training programs, and feedback systems.
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Key Points:

1. Industrial and Organizational (I/O) Psychology

Industrial and Organizational (I/O) Psychology (Division 14 of the American Psychological

Association) as a specialty area, has a more restricted definition than Psychology as a whole.

Guion defines I/O Psychology as "the scientific study of the relationship between man and

the world of work: in the process of making a living. Blum and Naylor (1968) define it as

"simply the application or extension of psychological facts and principles to the problems

concerning human beings operating within the context of Industrial and industry.

I/O psychology can has historically subsumed two broad areas of study, as evident in its

name, although this distinction is largely artificial and many topics cut across both areas.

Organizational psychology has its roots in social psychology, and in general, examines the

commonalities in human behavior and the role of the work environment/context on

performance and other outcomes (e.g., satisfaction, health).

2. Industrial/organizational psychology

2.1. Job analysis

Job analysis is often described as the cornerstone of any good employee selection or

performance management initiative. Job analysis is the systematic collection of

information about the job. Job analysis methods are often described as being one of two

approaches. A task-oriented job analysis examines the duties, tasks, or competencies

comprising a job, whereas a worker-oriented job analysis examines the knowledge, skills,

abilities, and other characteristics (KSAOs) required to successfully perform the work.

These approaches are not mutually exclusive. Various adaptations of job analysis are

competency modeling, which examines large groups of duties and tasks related to a

common goal or process, and practice analysis, which examines the way work is

performed in an occupation across jobs.

Job-analytic data are often collected using a variety of quantitative and qualitative

methods. The inform from the job analysis is then used to create job-relevant selection

procedures, performance appraisals and criteria, or training programs. Additional uses of
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job-analytic information are to evaluate jobs to determine compensation levels or to

redesign jobs.

2.2. Personnel recruitment and selection

Personnel recruitment is the process of identifying qualified candidates in the workforce

and getting them to apply for jobs within an organization. Personnel selection is the

systematic process of hiring and promoting personnel. I/O psychologists trypically work

with HR specialists to design recruitment processes (e.g., developing job announcements,

placing ads, defining key qualifications to applicants, screening out unqualified

applciants), and design personnel selection systems. Personnel selection systems define

the processes used to determine the most qualified candidates using evidence-based

practices. Personnel selection includes both new hires and promotions. Common selection

tools include ability tests (cognitive, physical, psychmotor), knowledge tests, personality

tests, structured interviews, biographical data (or "application blanks"), work samples,

and other methods that can be linked to job performance through the job analysis.

Personnel selection procedures are usually validated (i.e., shown to be job relevant) using

one or more of the following methods: content validity, construct validity, and/or

criterion-related validity. I/O psychologists follow professional standards, such as the

Society for Industrial and Organizational Psychology's (SIOP) Principles for Validation

and Use of Personnel Selection Procedures (the SIOP Principles), and the Standards for

Educational and Psychological Testing (the Standards, jointly published by the American

Educational Research). The Equal Employment Opportunity Commission's Uniform

Guidelines on Employee Selection Procedures are also an influential document, although

they are often criticized as outdated when compared to the current state of knowledge in

I/O psychology.

2.3. Performance appraisal/management

Performance appraisal or performance evaluation is the process of measuring an

individual's work behaviors and outcomes (performance) against the expectations of the

job. Performance appraisal information is commonly used to investigate performance

issues within organizations, as a basis for promotion and compensation decisions, to help

design and validate personnel selection procedures, and for performance management.
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Performance management is the process of providing performance feedback relative to

expectations and improvement information (e.g., coaching, mentoring). Performance

management may also include documenting and tracking the information for

organization-wide measurement.

An I/O psychologist would typically use information from the job analysis to determine

the performance dimensions for a job, and then construct a rating scale to describe each

level performance for the job. Often, the I/O psychologist would be responsible for

training organizational personnel how to use the performance appraisal instrument,

including ways to minimize cognitive bias when using the rating scale, and how to

provide effective performance feedback. Additionally, the I/O psychologist might consult

with the organization on ways to use the performance appraisal information for broader

performance management initiatives, in addition to conducting any statistical analyses to

validate the organization's selection procedures.

2.4. Individual assessment and psychometrics

Individual assessment is the measurement of individual differences. Individual

assessment is used within I/O psychology to measure differences between employees that

relate to performance on the job, typically as part of the personnel selection process.

These assessments include written tests, physical tests, psychomotor tests, personality

tests, work samples, and assessment centers. Psychometrics is the science of measuring

psychological variables, such as knowledge, skills, and abilities.

2.5. Compensation

I/O psychologists may be brought in to conduct a job evaluation or other study as a

procedure to determine pay levels and ranges. I/O psychologists might also serve as

expert witnesses in pay discrimination cases with respect to the relative value of work

performed among various protected groups.

2.6. Training and training evaluation

Most people hired for a job are not already versed in the tasks required to perform the job

effectively. Similar to performance management, an I/O psychologist would use the job

analysis in concert with principles of instructional design to design an effective training
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program. The training program might include an evaluation at its conclusion to ensure

trainees have met the training objectives and can perform the work at an acceptable level.

Traningevaluation can also be done at the program level, for example using Donald

Kirkpatrick's model.

3. Occupational health psychology

Occupational health psychology (OHP) is a relatively new discipline allied with both

industrial/organizational psychology and health psychology. The ancestry of OHP includes

industrial/organizational psychology, health psychology, and occupational health. OHP has

doctoral programs, journals, and professional organizations. OHP researchers and

practitioners identify psychosocial characteristics of workplaces that give rise to health-

related problems in workers. The problems OHP addresses are not limited to physical health

(e.g., cardiovascular disease) but also include mental health problems such as depression.

Two examples of workplace psychosocial characteristics that OHP has investigated are (a)

the extent to which a worker possesses decision latitude and (b) the supportiveness of

supervisors. OHP is also concerned with the development and implementation of

interventions that can prevent or ameliorate work-related health problems. Another aim of

OHP is to ensure that steps taken to promote healthy workplaces also have a beneficial

impact on the economic success of organizations. OHP is also concerned with workplace

incivility and violence, work-home carryover, unemployment and downsizing, and workplace

safety and accident prevention. Two important OHP journals are the Journal of Occupational

Health Psychology and Work & Stress. Organizations closely associated with OHP include

the Society for Occupational Health Psychology and the European Academyof Occupational

Health Psychology.

Example Case Study:

Topic : Techniques, Tools, And Tactics

Topic Objective:

At the end of this topic student will able to learn about:

 Industrial psychology

 Schools of thought in psychology
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 Philosophy of industrial humanism

 Theory x and theory y of douglas McGregor

 Industrial psychology and the scientific method

 Industrial psychology and common sense

 Industrial psychology sharpens and refines common sense

Definition/Overview:

Industrial psychology: Industrial psychology as described here, Industrial psychology is the

application of organized knowledge about human behavior to improve personal satisfaction

and productivity on the job. Psychology is the study of behavior and mental processes. The

field of psychology is both a science and a profession.

Key Points:

1. Industrial psychology

Industrial psychology as described here, Industrial psychology is the application of organized

knowledge about human behavior to improve personal satisfaction and productivity on the

job. Psychology is the study of behavior and mental processes. The field of psychology is

both a science and a profession.

2. Industrial and organizational psychology

Industrial and organizational psychologyis the field of psychology that studies human

behavior in a work environment. Research in this field often focuses on practical problems.

I/o psychology was one of the first fields of applied psychology. Industrial psychology is a

more personalized approach to industrial and organizational psychology.

3. Clinical and counseling psychology

About one-half of psychologists practice clinical and counseling psychology. In general, they

work with individuals or small groups to help people overcome personal problems and cope

better with stress. A growing number of clinical psychologists work with other mental health

professionals in clinics that specialize in treating workers whose personal problems adversely

affect their job performance. Clinical psychology is often confused with psychiatry,the
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medical specialty that treats mental illness. Psychoanalysis, used mostly by psychiatrists, is a

long-term method of psychotherapy that attempts to change personality.

4. Developmental psychology including child psychology

Developmental psychologists study human mental and physical growth throughout the

lifespan: prenatal period, childhood, adolescences, adulthood, and old age. Child psychology

remains the focus of most developmental psychologists, and is better known because so many

child psychologists offer services to the public. Adolescent psychologists focus on the

teenage years. Life-span psychologists specialize in the adult years, and how these people

adjust to key events and stages in life.

5. Experimental psychology

Experimental psychology is concerned with the scientific study of general principles of

behavior. Experimental psychologists developed many of the basic principles of human

behavior. A major contribution of experimental psychology is the development of methods

for conducting experiments about human behavior.

6. Health psychology

Recognition of the key role human behavior plays in preventing and curing disease has

created a demand for health psychologists. Health psychology is the study and practice of

how human behavior can be modified to prevent and treat illness. A challenge to this field is

that it is not easy to get people to change behaviors that may lead to health and safety

problems. As explained by risk homeostasis,people accept what they perceive to be a certain

level of risk to their health, safety, and other things of value in exchange for the benefits they

hope to receive.

7. Schools of thought in psychology

Another way of understanding psychology is to review its major schools of thought, or

theoretical positions.
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7.1.Structuralism and functionalism

Modern psychology began in 1879 when wilhelm wundt established a laboratory in

germanyto study the structure of the mind (structuralism). Wundt analyzed the conscious

experiences of the senses and reduced them to their basic elements. Structuralism relied

on looking into one's conscious experience. William james expanded the study of

structuralism to functionalism, a broader attempt to understand the functions of the mind.

7.2.Behaviorism

To overcome the subjective nature of structuralism and functionalism, john b. Watson

proposed behaviorism,a school of thought urging psychologists to study overt behavior

rather than mental states or other unobservable aspects of living things. The next

prominent leader of behaviorism was the experimental psychologist, b. F. Skinner. He

contended that environmental forces shape behavior. Behavior modification is the most

widespread application of modern-day behaviorism, and is based on the law of effect.

According to this law, rewarded behavior tends to be repeated, whereas behavior that is

ignored or punished tends not to be repeated.

7.3.Psychoanalysis

Psychoanalysis is the school of thought founded by sigmund freud and carl jung

contending that people are constantly torn between internal unconscious forces and

external social forces. According to psychoanalytic theory, the personality consists of

three major forces interacting with each other: the id, ego, and superego. (personalityis

the individual's characteristics way of behaving, feeling, and thinking.) Despite its many

critics, the psychoanalytic school has had a major impact on understanding human

behavior, particularly in regard to analyzing mental health problems.

7.4.Cognitive psychology

Cognitive psychology is the study of mental processes such as thinking, feeling, learning,

remembering, making decisions, and judgments. Cognitive psychology has been referred

to as the cognitive revolution. By studying both observable behavior as well as inner

thought processes, this field offers a well-rounded picture of people.
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7.5.Humanistic and positive psychology

An important influence on the development of cognitive psychology emphasizes feelings

and yearnings, and the positive side of people. Humanistic psychology emphasizes the

dignity and worth of people, along with many other positive but intangible or "soft"

attributes. Positive psychology refers to about the same field of study as humanistic

psychology, and focuses on what is right with people. Positive psychology emphasizes

both self-help and responsibility for the welfare of others.

8. Philosophy of industrial humanism

The philosophy of industrial humanism arose as a byproduct of the hawthorne studies. One of

its key tenets is that work should lead to personal satisfaction for employees. Another major

point is that emotional factors can be a more important contributor to productivity than

physical or logical factors.

9. Theory x and theory y of douglas mcgregor

Theory x and theory y is a cornerstone of the human relations movement. Mcgregorwanted

managers to challenge their assumptions about the nature of people. He believed that too

many managers assumed that people were lazy and indifferent toward work (theory x). He

urged managers to be open to the possibility that under the right circumstances people are

eager to perform well (theory y). If you are a theory y manager, you size up your group

members to understand their attitudes toward work.

10. Industrial psychology and the scientific method

Many of the findings of Industrial psychology are based on investigations using the scientific

method. The most rigorous investigations use the experimental method, such as conducting a

field experiment--an attempt to apply experimental methods to real-life situations. In an

experiment, productivity or some other outcome is referred to as the dependent variable,

because it is measured by to see how it is changed by manipulation of the major variable

under study. The treatment is referred to as the independent variable, or the variable that is

manipulated to test its effects on the dependent variable.
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11. Industrial psychology and common sense

Common sense is not a fully adequate substitute for formal knowledge about Industrial

psychology for several reasons. Common sense (natural wisdom not requiring formal

knowledge) were widely held, there would be fewer people problems on the job. Given that

few. People have well-developed common sense, Industrial psychology can make a

contribution to resolving problems involving people.

12. Industrial psychology sharpens and refines common sense

People with adequate common sense often benefit more from a study of Industrial

psychology than do people who do not yet possess a well-developed degree of common

sense. They tend to build on strengths, which in general has a bigger payoff than overcoming

weaknesses.

Example Case Study:

Topic : Employee Selection Principles And Technique

Topic Objective:

When student finish this topic, they should be able to:

 Explain what comprises a job

 Differentiate employment-at-will from job contracts

 List and describe several job trends

 List strategies for career management

 Describe and create strategies for finding a job

 Describe advantages and disadvantages of specialization

 Compare and contrast current trends in job design

 Describe a job analysis

 Differentiate and appraise job descriptions and job specifications

 List and describe the principal types of interviewing styles

 Summarize the suggestions for conducting and participating in interviews

 Appraise performance appraisals

 Describe and identify appraisal threats
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 Describe and create appraisal responses

 Create strategies to deal with losing a job

Definition/Overview:

Employee: An employee is a term for workers and managers working for a company or an

organisation. These people are the staff of the organization. Generally speaking any person

hired by an employer to do a particular "job" is an employee. In most modern economies the

word "employee"

Job: A job is a role served by a person or thing, usually involving productive work. A person

usually begins a job by becoming an employee, volunteering, or starting a business. The

duration of a job may range from an hour (in the case of odd jobs) to a lifetime (in the case of

some judges). If a person favors or is trained for a certain type of job, they may have an

occupation. The series of jobs a person holds in their life is their career.

Key Points:

1. Job

Its important for students to realize our jobs are typically synonymous with our identity. One

of the first things we ask someone when we meet them is what do you do for a living? The

job and career we choose define part of who and what we are. Managers, however, typically

view jobs as a collection of tasks and responsibilities that must be completed if the

organization is going to reach its goals. Employment-at-will, wrongful discharge, lifetime

employment, and the Japanese view of employment should be discussed here. Students need

to realize the jobs in the organization dont belong to them, but rather to the firm. They simply

fill the role of the job in their daily lives.

Emphasize the importance of the organization attempting to give workers what they want.

Those organizations that do so are typically those that realize the importance of employee

retention.
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2. Current Job Trends

Concepts to be discussed include:

 Flexible work hours

 Telecommuting

 Computer usage

 Self-management

 Educational requirements

 Outsourcing, offshoring, downsizing, reengineering

 Hoteling

 Knowledge workers

3. Career Management

While in the past companies took active roles in employee development to both advance the

company and the employee, this is a much less common employment benefit in todays

society. As we move into the future, employees have become more and more responsible for

their own career development and management. It has become imperative for employees to

stay abreast of careers in demand and the skills required, participating in training to maintain

and upgrade skills, to seek employment, etc.

 Technical and business skills

 Interpersonal skills

 Reading, writing, and arithmetic skills

 Listening skills

 Problem-solving skills

 Learning skills

 Self-management skills

4. Job Design

Job design is a concept often overlooked by students. The concept, however, is critical for

managers of organizations. Before employees can be hired, managers must define the work to

be done, divide the work into jobs, describe the jobs, and describe the person most capable of

performing the job successfully. This is the process of job design.
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The text graphically depicts the phases involved in job design, including:

 Job analysis list of tasks.

 Job description tasks that make up one job.

 Job specification person who can perform the job.

 Performance appraisal determines if the person identified in the job specification is actually

able to perform the tasks identified in the job description.

5. Job specification

While it is common for prospective and current employees to view their job descriptions, the

job specifications are less-often seen. Job specifications are used more often by the Human

Resources Department and by managers to recruit workers and to evaluate applicants. Once a

person meeting the specification is hired for the job, there is less need to see the specification.

Job specifications typically address four areas:

 Education: refers to the formal education and any training needed to perform a job, for

example, a high school diploma or G.E.D. and certification as a master mechanic, or a

Bachelors degree in Marketing.

 Experience: refers to the amount of required prior experience performing the same job. For

example, an accounting manager may need to have five years of accounting experience and

two years of supervisory experience. Entry-level (starting) positions are those requiring no

previous experience.

 Skills: are learned or acquired capabilities. Typing is an excellent example of a skill, as no

one is born able to type.

 Abilities; are essentially capabilities people are born with. Abilities would include the use of

both arms and both legs, or the ability to lift 50 pounds from the floor to a shelf four feet up

30 times an hour for eight hours. After finding a person who meets the job specifications, a

performance appraisal is needed to measure the work output against the job description.

1. Job Characteristics Model

Hackmanand Oldman created the Job Characteristics Model, which has become widely used

for designing jobs. The model includes five factors in designing jobs:

 Task variety the assortment of skills needed to perform tasks in a job.
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 Task identity reveals how closely the work is to the final product.

 Task significance refers to the effect one persons work has on others.

 Autonomy the freedom workers have to perform tasks and control their work.

 Feedback information provided to the individual related to the quantity and quality of work

they have completed.

 The CPOS model for job design is also widely used and explores job components in greater

detail by focusing more attention on the psychological aspects of the work. Factors include:

 Cognitive demands the C in the models name refers to the mental requirements of a job.

 Production responsibility the P in the models name involves the responsibility the worker has

for expensive equipment and increased productivity.

 Operator control the O in the models name the autonomy and level of control a worker has in

his or her job.

 Social interaction the S in the models names the amount of social contacts and support

involved in a job.

2. Task difficulty fit into job design

In addition to these five factors, a job designer must also consider the difficulty level

involved in performing tasks. Considering these six factors may make job design seem like

an extremely difficult task, which it sometimes is. However, sometimes a factor or factors

may be fixed and beyond the control of the designer. For example, a task may be so difficult

that only a highly skilled person can perform that task and only that task. This effectively

limits task variety. A professional photographer, for instance, needs a high level of skills, but

there is not a wide variety of those skills. A manager of front-line workers needs planning,

organizing, motivating, budgeting, hiring, conflict resolving, and other skills, including

technical knowledge related to the work his or her people are performing.

3. Three-factor model of job design

Developed by Dean and Snell, the three-factor model of job design examines three elements

of a job: task variety, task complexity, and task interdependence. In this model, task variety is

used in virtually the same way as it is in the job characteristics model. When a job involves

solving problems, the application of alternatives, or the use of extensive technical knowledge,

it is seen as having a large amount of task complexity. The third factor, task interdependence,

refers to the lack of barriers between departments or between tasks that were previously
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distinct. In applying this model, the advanced manufacturing environments of today are seen

as having high task variety, because many jobs include the performance of a large number of

tasks with a large amount of problem solving. Increased demand for problem solving, plus an

increase in the use of technical knowledge, conceptual skills, and analytical skills, places

advanced manufacturing jobs high on the scale for task complexity as well. The integrated

nature of these systems and the collaboration required of the workers means that these jobs

also have a high level of task interdependence.

4. CPOS model of job design

This model includes cognitive demand, production responsibility, operator control, and social

interaction (CPOS).

4.1.Cognitive demand

Cognitive demand refers to the mental requirements of a job, like the number of systems a

person must know how to operate or the number of problems a person must solve. An

increase in cognitive demands is similar in effect to increases in task significance and

variety in the job characteristics model.

4.2.Production responsibility

Production responsibility (which is similar to task significance in the job characteristics

model) involves the responsibility a worker has for expensive equipment and increased

productivity. Production responsibility increases if an error made by a worker would be

costly in terms of time, money, or quality. Too great of an increase in production

responsibility may increase stress levels and decrease job satisfaction.

4.3.Operator control

Operator control is similar to autonomy in the job characteristic model. Advanced

technology may lead to less control on the part of the workers, as these systems dictate

procedures. Operator control in the CPOS model differs from autonomy in that it

specifies three sub-types of control. Here, control consists of the workers ability to vary

the timing of work, the methods used, and the boundaries. Timing and methods are

frequently beyond the control of workers as they are dictated by the manufacturing
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process. This decreases operator control. Boundary control involves workers being

responsible for primary and secondary tasks needed to complete work, rather than just

primary tasks. For example, if you have to acquire materials, assemble a unit, test a unit,

and then clean the work area, the boundaries around these four jobs have been blurred.

You have less boundary control than if your job only involved assembling the unit.

4.4.Social interaction

Social interaction is last in the CPOS model, and refers to the social contacts and support

involved in a job. Social contacts are the quantity of interactions a person has with others

while on the job. Social support refers to the quality of those interactions. Higher levels of

equipment monitoring can reduce the social contacts of a job. Advanced technology does

not appear to affect the social support aspect of these jobs. All of these factors have been

found to affect job satisfaction, and increased social supports have been found to decrease

the adverse effects of high levels of equipment monitoring and production responsibility.

In other words, support from coworkers and work friends can offset some of the ill effects

higher job demands can make on you.

5. Job Description

Work effectiveness in a job is also a critical component in job design. It involves the

integration of tasks and jobs in order to carry out the mission of the company to meet the

needs of customers.

Specialization in a job involves the separation of tasks. Classical managers believed a worker

trained to perform one job and one job only would lead to an increase in the workers

productivity. Behavioral mangers see the potential for boredom as a disadvantage to

specialization. These managers are more apt to incorporate job enlargement or job

enrichmentinto their job design.

Once the job has been analyzed, a job description and job specialization should be prepared.

This process involves formally outlining the job and the requirements for those individuals

most capable of performing the job.

A job description outlines the work and related items that constitute a job it describes the job:
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 Responsibilities duties to be completed without supervision

 Duties tasks in a job

 Tools and equipment

 Working conditions

 The job specification provides a written description of the type of person most able to

perform the job it describes the persons:

 Education

 Experience

 Skills learned capabilities

 Abilities inherent aptitudes

6. Obtaining a Job

6.1. The Interview

Interviewing is the act of consultation between a manager and an individual seeking

employment with the organization. Common types of interviews include:

 Employment to observe applicants for job openings.

 Appraisal to review a current employees performance.

 Counseling to aid current employees with personal problems.

 Disciplinary to discuss a current employees substandard behavior or performance.

 Grievance to discuss a current employees complaints.

 Morale surveys to discover employee attitudes.

 Exit to assess reasons for an employees termination or attrition from the firm.

 The most commonly used styles of interviews include:

 Structured/directive utilizing a predetermined pattern.

 Unstructured/nondirective attempts to avoid influencing the interviewees remarks and

comments.

 Group a committee conducts the interview.

 Stress/situational placing high levels of tension or abuse on the interviewee.
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7. Types of interviewers

 The investigator searches for clues to the interviewees past, personality, or feelings. The

investigator wants to probe beneath the surface, and may try to twist what the interviewee

says in order to see what is there or to see the interviewees reaction. The investigator is not

only listening but also is watching closely, so an interviewee must watch what he or she says

and try to control nonverbal communication.

 The shopper is out in the marketplace looking for the best product. The shopper will often

come right out and tell the interviewee what the company is looking for and then spend the

rest of the interview determining how well he or she meets those needs. The shopper

essentially follows a consumer buying pattern: the shopper lists what is wanted, then seeks

the features each interviewee has, and finally finds the person who best matches what the

company wants.

 The adjudicator seeks the worthy, passing judgment over interviewees and their fitness to join

the company.

 The talker reverses the typical interview situation, doing the vast majority of the talking.

Talkers may discuss themselves or the company, which is not, by itself, bad, but it does not

allow the interviewee the chance to make his or her points.

 The skeptic is suspicious of all applicants, and the better an applicant looks the more

suspicious the skeptic becomes. Some skeptics wonder why anyone would want to work at

their company; others have been burned before by people who looked good but didnt work

out or left quickly for something better. Skeptical interviewers may appear not only doubtful,

but also uninterested or even hostile.

8. Performance Appraisals

Performance appraisals are used to determine if the person hired is performing the job as

analyzed and outlined. It is extremely important for all workers to have a thorough

understanding of how they will be evaluated/rated in their jobs.

Common criteria in performance appraisals include:

 Attitude

 Compatibility

 Dependability
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 Job knowledge

 Efficiency

 Organization

Both the manager and employee should prepare for a performance appraisal interview.

Employees should conduct a self-evaluation of their performance and identify areas where

they have strengths and weaknesses. Often companies have formal paperwork for just this

purpose, and the employee is expected to bring his or her completed paperwork to the

interview. Other times the manager may ask for the employees input prior to the performance

appraisal interview.

9. Appraisal threats

Appraisal threats may arise and are conscious or subconscious biases on the part of the

manager/rater. Typical appraisal threats include:

 The halo effect because the employee is good at one thing, the assumption is that he or she

will automatically be good at other things.

 The Hawthorne effect when employees know they are being watched by management, they

may perform their job differently.

 Recency though the rating period may be for an extended period of time, the managers focus

for performance appraisal is only two or three weeks.

 Uniformity all employees are rated the same regardless of actual performance level,

experiences, and job assignments.

 Vagueness the manager is not specific in defining how the employee has performed.

 Conflict avoidance the manager consciously prepares a higher evaluation than is warranted

just to avoid the potential conflict that the truth may bring.

 Distance having a manager other than one the employee directly reports to complete the

performance appraisal.

 Trait measurement the employees work is not evaluated, but his or her personality is.

 Personal bias the managers personal feelings come into the appraisal and taint the results.

 Cost concerns giving the employee lower ratings than they deserve in order to save money on

merit raises.
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10. Losing a Job

The loss of a job is a major concern for workers today. The advent of downsizing,

outsourcing, and offshoring is a major cause of this concern. Not every time an employee

loses a job is it due to negative reasons. Before leaving, employees should attempt to

negotiate a severance package, make use of outplacement services the company may offer,

and attempt to move from one job directly into another. Doing so would eliminate gaps in

employment times that may cause concern for future interviewers.

Example Case Study:

In Section 2 of this course you will cover these topics:
Psychological Testing

Performance Appraisal

Training And Development

Topic : Psychological Testing

Topic Objective:

At the end of this topic student will able to learn about:

 Psychological Testing

 Interpreting scores

 Types of Psychological Tests

 IQ/achievement tests

 Neuropsychological tests

 Personality tests

 Objective tests (Rating scale)

 Projective tests (Free response measures)

 Sexological tests

 Direct observation tests

Definition/Overview:

Psychological Testing: Psychological testing is a field characterized by the use of samples of

behavior in order to infer generalizations about a given individual. The technical term for the
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science behind psychological testing is psychometrics. By samples of behavior, one means

observations over time of an individual performing tasks that have usually been prescribed

beforehand, which often means scores on a test. These responses are often compiled into

statistical tables that allow the evaluator to compare the behavior of the individual being

tested to the responses of a norm group.

Key Points:

1. Psychological Testing

Psychological testing is not the same as psychological assessment. Psychological assessment

is a process that involves the integration of information from multiple sources, such as

psychological tests, and other information such as personal and medical history, description

of current symptoms and problems by either self or others, and collateral information

(interviews with other persons about the person being assessed). A psychological test is one

of the sources of data used within the process of assessment; usually more than one test is

used. All psychologists do some level of assessment when providing services to clients or

patients, and may use for example, simple checklists to assess some traits or symptoms, but

psychological assessment is a more complex, detailed, in-depth process. Typical types of

focus for psychological assessment are to provided a diagnosis, assess level of function or

disability, help direct treatment, and assess treatment outcome.

2. Interpreting scores

Psychological tests, like many measurements of human characteristics, can be interpreted in a

norm-referenced or criterion-referenced manner. Norms are statistical representations of a

population. A norm-referenced score interpretation compares an individual's results on the

test with the statistical representation of the population. In practice, rather than testing a

population, a representative sample or group is tested. This provides a group norm or set of

norms. One representation of norms is the Bell curve (also called "normal curve"). Norms are

available for standardized psychological tests, allowing for an understanding of how an

individual's scores compare with the group norms. Norm referenced scores are typically

reported on the standard score (z) scale or a rescaling of it.
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A criterion-referenced interpretation of a test score compares an individual's performance to

some criterion other than performance of other individuals. For example, the generic school

test typically provides a score in reference to a subject domain; a student might score 80% on

a geography test. Criterion-referenced score interpretations are generally more applicable to

achievement tests rather than psychological tests. Often, test scores can be interpreted in both

ways; a score of 80% on a geography test could place a student at the 84th percentile, or a

standard score of 1.0 or even 2.0.

3. Types of Psychological Tests

There are several broad categories of psychological tests:

3.1. IQ/achievement tests

IQ tests are measures of intelligence, while achievement tests are measures of the use and

level of development of use of the ability. IQ (or cognitive) tests and achievement tests

are common norm-referenced tests. In these types of tests, a series of tasks is presented to

the person being evaluated, and the person's responses are graded according to carefully

prescribed guidelines. After the test is completed, the results can be compiled and

compared to the responses of a norm group, usually comprised of people at the same age

or grade level as the person being evaluated. IQ tests which contain a series of tasks

typically divide the tasks into verbal (relying on the use of language) and performance, or

non-verbal (relying on eye-hand types of tasks, or use of symbols or objects). Examples

of verbal IQ test tasks are vocabulary and information (answering general knowledge

questions). Non-verbal examples are timed completion of puzzles (object assembly),

making designs out of coloured blocks (block design).

IQ tests (e.g., WAIS-III, WISC-IV, Cattell Culture Fair III and academic achievement

tests (e.g., WIAT, WRAT) are designed to be administered to either an individual (by a

trained evaluator) or to a group of people (paper and pencil tests). The individually-

administered tests tend to be more comprehensive, more reliable, more valid and

generally to have better psychometric characteristics than group-administered tests.

However, individually-administered tests are more expensive to administer because of the

need for a trained administrator (psychologist, school psychologist, or psychometrician)

and because of the limitation of working with just one client at a time.
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3.2. Neuropsychological tests

These tests consist of specifically designed tasks used to measure a psychological

function known to be linked to a particular brain structure or pathway. They are typically

used to assess impairment after an injury or illness known to affect neurocognitive

functioning, or when used in research, to contrast neuropsychological abilities across

experimental groups.

3.3.Personality tests

Psychological measures of personality are often described as either objective tests or

projective tests. Some projective tests are used less often today because they are more

time consuming to administer.

3.4.Objective tests (Rating scale)

Objective tests have a restricted response format, such as allowing for true or false

answers or rating using an ordinal scale. Prominent examples of objective personality

tests include the Minnesota Multiphasic Personality Inventory, Millon Clinical

MultiaxialInventory-III, Child Behavior Checklist, and the Beck Depression Inventory.

Objective personality tests can be designed for use in business for potential employees,

such as the NEO-PI, the 16PF, and the Occupational Personality questionnaire, all of

which are based on the Big Five taxonomy. The Big Five, or Five Factor Model of normal

personality, has gained acceptance since the early 1990s when some influential meta-

analyses found consistent relationships between the Big Five personality factors and

important criterion variables.

3.5. Projective tests (Free response measures)

Projective tests allow for a freer type of response. An example of this would be the

Rorschach test, in which a person states what each of ten ink blots might be. The terms

"objective test" and "projective test" have recently come under criticism in the Journal of

Personality Assessment. The more descriptive "rating scale or self-report measures" and

"free response measures" are suggested, rather than the terms "objective tests" and

"projective tests," respectively.
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As improved sampling and statistical methods developed, much controversy regarding the

utility and validity of projective testing has occurred. The use of clinical judgement rather

than norms and statistics to evaluate people's characteristics has convinced many that

projetivesare deficient and unreliable (results are too dissimilar each time a test is given to

the same person). However, many practitioners continue to rely on projective testing, and

some testing experts suggest that these measures can be useful in developing therapeutic

rapport. They may also be useful in creating inferences to follow-up with other methods.

Possibly they have lingered in usage because they have a mystical and fascinating

reputation, and are more attractive to uninformed people than answering objective tests,

e.g., true/false questionnaires. The most widely used scoring system for the Rorschach is

the Exner system of scoring. Another common projective test is the Thematic

Apperception Test (TAT), which is often scored with Westen's Social Cognition and

Object Relations Scales and Phebe Cramer's Defense Mechanisms Manual. Both "rating

scale" and "free response" measures are used in contemporary clinical practice, with a

trend toward the former.

Other projective tests include the House-Tree-Person Test, Robert's Apperception Test,

and the Attachment Projective.

3.6.Sexological tests

The number of tests specifically meant for the field of sexology is quite limited. The field

of sexology provides different psychological evaluation devices in order to examine the

various aspects of the discomfort, problem or dysfunction, regardless of whether they are

individual or relational ones.

3.7.Direct observation tests

Although most psychological tests are "rating scale" or "free response" measures,

psychological assessment may also involve the observation of people as they complete

activities. This type of assessment is usually conducted with families in a laboratory,

home or with children in a classroom. The purpose may be clinical, such as to establish a

pre-intervention baseline of a child's hyperactive or aggressive classroom behaviors or to

observe the nature of a parent-child interaction in order to understand a relational

disorder. Direct observation procedures are also used in research, for example to study the
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relationship between intrapsychic variables and specific target behaviors, or to explore

sequences of behavioral interaction.

The Parent-Child Interaction Assessment-II (PCIA) is an example of a direct observation

procedure that is used with school-age children and parents. The parents and children are

video recorded playing at a make-believe zoo. The Parent-Child Early Relational

Assessment is used to study parents and young children and involves a feeding and a

puzzle task. The MacArthurStory Stem Battery (MSSB) is used to elicit narratives from

children. The Dyadic Parent-Child Interaction Coding System-II tracks the extent to

which children follow the commands of parents and vice versa and is well suited to the

study of children with Oppositional Defiant Disorders and their parents.

Example Case Study:

Topic : Performance Appraisal

Topic Objective:

At the end of this topic student will able to learn about:

 Performance Appraisals

 Appraisal threats

 Cognitive Appraisal Model

 Job specification

 Job satisfaction

 Models of job satisfaction

 Job Characteristics Model

Definition/Overview:

Performance appraisal: Performance appraisal, also known as employee appraisal, is a

method by which the job performance of an employee is evaluated (generally in terms of

quality, quantity, cost and time). Performance appraisal is a part of career development.
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Key Points:

1. Performance Appraisals

Performance appraisals are used to determine if the person hired is performing the job as

analyzed and outlined. It is extremely important for all workers to have a thorough

understanding of how they will be evaluated/rated in their jobs.

Common criteria in performance appraisals include:

 Attitude

 Compatibility

 Dependability

 Job knowledge

 Efficiency

 Organization

Both the manager and employee should prepare for a performance appraisal interview.

Employees should conduct a self-evaluation of their performance and identify areas where

they have strengths and weaknesses. Often companies have formal paperwork for just this

purpose, and the employee is expected to bring his or her completed paperwork to the

interview. Other times the manager may ask for the employees input prior to the performance

appraisal interview.

2. Appraisal threats

Appraisal threats may arise and are conscious or subconscious biases on the part of the

manager/rater. Typical appraisal threats include:

 The halo effect because the employee is good at one thing, the assumption is that he or she

will automatically be good at other things.

 The Hawthorne effect when employees know they are being watched by management, they

may perform their job differently.

 Recency though the rating period may be for an extended period of time, the managers focus

for performance appraisal is only two or three weeks.

www.bsscommunitycollege.in   www.bssnewgeneration.in  www.bsslifeskillscollege.in

26
www.onlineeducation.bharatsevaksamaj.net        www.bssskillmission.in

WWW.BSSVE.IN



 Uniformity all employees are rated the same regardless of actual performance level,

experiences, and job assignments.

 Vagueness the manager is not specific in defining how the employee has performed.

 Conflict avoidance the manager consciously prepares a higher evaluation than is warranted

just to avoid the potential conflict that the truth may bring.

 Distance having a manager other than one the employee directly reports to complete the

performance appraisal.

 Trait measurement the employees work is not evaluated, but his or her personality is.

 Personal bias the managers personal feelings come into the appraisal and taint the results.

 Cost concerns giving the employee lower ratings than they deserve in order to save money on

merit raises.

3. Cognitive Appraisal Model

Lazarus argued that in order for a psychosocial situation to be stressful, it must be appraised

as such. He argued that cognitive processes of appraisal are central in determining whether a

situation is potentially threatening, constitutes a harm/loss, a challenge, or is benign.

This primary appraisal is influenced by both person and environmental factors, and triggers

the selection of coping processes. Problem-focused coping is directed at managing the

problem, while emotion-focused coping processes are directed at managing the negative

emotions. Secondary appraisal refers to the evaluation of the resources available to cope with

the problem, and may alter the primary appraisal.

In other words, primary appraisal also includes the perception of how stressful the problem

is; realizing that one has more than or less than adequate resources to deal with the problem

affects the appraisal of stressfulness. Further, coping is flexible in that the individual

generally examines the effectiveness of the coping on the situation; if it is not having the

desired effect, s/he will generally try different strategies.

4. Job Design

Job design is a concept often overlooked by students. The concept, however, is critical for

managers of organizations. Before employees can be hired, managers must define the work to
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be done, divide the work into jobs, describe the jobs, and describe the person most capable of

performing the job successfully. This is the process of job design.

The text graphically depicts the phases involved in job design, including:

 Job analysis list of tasks.

 Job description tasks that make up one job.

 Job specification person who can perform the job.

 Performance appraisal determines if the person identified in the job specification is actually

able to perform the tasks identified in the job description.

5. Job specification

While it is common for prospective and current employees to view their job descriptions, the

job specifications are less-often seen. Job specifications are used more often by the Human

Resources Department and by managers to recruit workers and to evaluate applicants. Once a

person meeting the specification is hired for the job, there is less need to see the specification.

Job specifications typically address four areas:

 Education: refers to the formal education and any training needed to perform a job, for

example, a high school diploma or G.E.D. and certification as a master mechanic, or a

Bachelors degree in Marketing.

 Experience: refers to the amount of required prior experience performing the same job. For

example, an accounting manager may need to have five years of accounting experience and

two years of supervisory experience. Entry-level (starting) positions are those requiring no

previous experience.

 Skills: are learned or acquired capabilities. Typing is an excellent example of a skill, as no

one is born able to type.

 Abilities; are essentially capabilities people are born with. Abilities would include the use of

both arms or both legs, or the ability to lift 50 pounds from the floor to a shelf four feet up 30

times an hour for eight hours. After finding a person who meets the job specifications, a

performance appraisal is needed to measure the work output against the job description.
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6. Job satisfaction

The happier people are within their job, the more satisfied they are said to be. Job satisfaction

is not the same as motivation, although it is clearly linked. Job design aims to enhance job

satisfaction and performance, methods include job rotation, job enlargement and job

enrichment. Other influences on satisfaction include the management style and culture,

employee involvement, empowerment and autonomous work groups. Job satisfaction is a

very important attribute which is frequently measured by organizations. The most common

way of measurement is the use of rating scales where employees report their reactions to their

jobs. Questions relate to rate of pay, work responsibilities, variety of tasks, promotional

opportunities the work itself and co-workers. Some questioners ask yes or no questions while

others ask to rate satisfaction on 1-5 scale (where 1 represents "not at all satisfied" and 5

represents "extremely satisfied").

Job satisfaction has been defined as a pleasurable emotional state resulting from the appraisal

of ones job; an affective reaction to ones job; and an attitude towards ones job.

Jobsatisfaction is an attitude but points out that researchers should clearly distinguish the

objects of cognitive evaluation which are affect (emotion), beliefs and behaviours. This

definition suggests that we form attitudes towards our jobs by taking into account our

feelings, our beliefs, and our behaviors.

7. Models of job satisfaction

7.1. Affect Theory

Edwin A. Lockes Range of Affect Theory (1976) is arguably the most famous job

satisfaction model. The main premise of this theory is that satisfaction is determined by a

discrepancy between what one wants in a job and what one has in a job. Further, the

theory states that how much one values a given facet of work (e.g. the degree of

autonomy in a position) moderates how satisfied/dissatisfied one becomes when

expectations are/arent met. When a person values a particular facet of a job, his

satisfaction is more greatly impacted both positively (when expectations are met) and

negatively (when expectations are not met), compared to one who doesnt value that facet.

To illustrate, if Employee A values autonomy in the workplace and Employee B is

indifferent about autonomy, then Employee A would be more satisfied in a position that
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offers a high degree of autonomy and less satisfied in a position with little or no

autonomy compared to Employee B. This theory also states that too much of a particular

facet will produce stronger feelings of dissatisfaction the more a worker values that facet.

7.2. Dispositional Theory

Another well-known job satisfaction theory is the Dispositional Theory. It is a very

general theory that suggests that people have innate dispositions that cause them to have

tendencies toward a certain level of satisfaction, regardless of ones job. This approach

became a notable explanation of job satisfaction in light of evidence that job satisfaction

tends to be stable over time and across careers and jobs. Research also indicates that

identical twins have similar levels of job satisfaction.

A significant model that narrowed the scope of the Dispositional Theory was the Core

Self-evaluations Model, proposed by Timothy A. Judge in 1998. Judge argued that there

are four Core Self-evaluations that determine ones disposition towards job satisfaction:

self-esteem, general self-efficacy, locus of control, and neuroticism. This model states

that higher levels of self-esteem (the value one places on his/her self) and general self-

efficacy (the belief in ones own competence) lead to higher work satisfaction. Having an

internal locus of control (believing one has control over her\his own life, as opposed to

outside forces having control) leads to higher job satisfaction.Finally, lower levels of

neuroticism lead to higher job satisfaction.

7.3. Two-Factor Theory (Motivator-Hygiene Theory)

Frederick Herzbergs Two factor theory (also known as Motivator Hygiene Theory)

attempts to explain satisfaction and motivation in the workplace This theory states that

satisfaction and dissatisfaction are driven by different factors motivation and hygiene

factors, respectively. Motivating factors are those aspects of the job that make people

want to perform, and provide people with satisfaction, for example achievement in work,

recognition, promotion opportunities. These motivating factors are considered to be

intrinsic to the job, or the work carried out. Hygiene factors include aspects of the

working environment such as pay, company policies, supervisory practices, and other

working conditions.
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While Hertzberg's model has stimulated much research, researchers have been unable to

reliably empirically prove the model, with Hackman & Oldham suggesting that

Hertzberg's original formulation of the model may have been a methodological artifact.

Furthermore, the theory does not consider individual differences, conversely predicting

all employees will react in an identical manner to changes in motivating/hygiene factors.

Finally, the model has been criticised in that it does not specify how motivating/hygiene

factors are to be measured.

8. Job Characteristics Model

Hackman& Oldham proposed the Job Characteristics Model, which is widely used as a

framework to study how particular job characteristics impact on job outcomes, including job

satisfaction. The model states that there are five core job characteristics (skill variety, task

identity, task significance, autonomy, and feedback) which impact three critical

psychological states (experienced meaningfulness, experienced responsibility for outcomes,

and knowledge of the actual results), in turn influencing work outcomes (job satisfaction,

absenteeism, work motivation, etc.). The five core job characteristics can be combined to

form a motivating potential score (MPS) for a job, which can be used as an index of how

likely a job is to affect an employee's attitudes and behaviors----. A meta-analysis of studies

that assess the framework of the model provides some support for the validity of the JCM.

Example Case Study:

Topic : Training And Development

Topic Objective:

At the end of this topic student will able to learn about:

 Training and Development

 Training

 Types of training

 Learning
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Definition/Overview:

Training: The term training refers to the acquisition of knowledge, skills, and competencies

as a result of the teaching of vocational or practical skills and knowledge that relate to

specific useful competencies. It forms the core of apprenticeships and provides the backbone

of content at technical colleges and polytechnics. In addition to the basic training required for

a trade, occupation or profession, observers of the labor-market recognize today[update] the

need to continue training beyond initial qualifications: to maintain, upgrade and update skills

throughout working life. People within many professions and occupations may refer to this

sort of training as professional development.

Development: Human development is about much more than the rise or fall of national

incomes. It is about creating an environment in which people can develop to their full

potential and lead productive, creative lives in accord with their needs and interests. People

are the real wealth of nations and thus human development means expanding the choices

people have to lead lives that they value. Economic growth is only one way if a very

important one for a nation to increase the choices available to its people.

Key Points:

1. Training and development

Training differs from exercise in that people may dabble in exercise as an occasional activity

for fun. Training has specific goals of improving one's capability, capacity, and performance.

2. Types of training

2.1.Physical training

Physical training concentrates on mechanistic goals: training-programs in this area

develop specific skills or muscles, often with a view to peaking at a particular time. Some

physical training programs focus on raising overall physical fitness.

In military use, training means gaining the physical ability to perform and survive in

combat, and learning the many skills needed in a time of war. These include how to use a
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variety of weapons, outdoor survival skills, and how to survive capture by the enemy,

among others. See military education and training.

For psychological or physiological reasons, people who believe it may be beneficial to

them can choose to practice relaxation training, or autogenic training, in an attempt to

increase their ability to relax or deal with stress. While some studies have indicated

relaxation training is useful for some medical conditions, autogenic training has limited

results or has been the result of few studies.

2.2.Religion and spirituality

In religious and spiritual use, training may mean purifying mind, heart, understandingand

actions to obtain a variety of spiritual goals such as closeness to God or freedom from

suffering. Note for example the institutionalized spiritual training of Buddhism, the

Threefold Training, or discipleship in Christianity.

2.3.Artificial-intelligence feedback

Researchers have developed training-methods for artificial-intelligence devices as well.

Evolutionary algorithms, including genetic programming and other methods of machine

learning, use a system of feedback based on "fitness functions" to allow computer

programs to determine how well an entity performs a task. The methods construct a series

of programs, known as a population of programs, and then automatically test them for

"fitness", observing how well they perform the intended task. The system automatically

generates new programs based on members of the population that perform the best. These

new members replace programs that perform the worst. The procedure repeats until the

achievement of optimum performance. In robotics, such a system can continue to run in

real-time after initial training, allowing robots to adapt to new situations and to changes in

themselves, for example, due to wear or damage. Researchers have also developed robots

that can appear to mimic simple human behavior as a starting point for training.

3. Learning

Learning is acquiring new knowledge, behaviors, skills, values, preferences or

understanding, and may involve synthesizing different types of information. The ability to
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learn is possessed by humans, animals and some machines. Progress over time tends to

follow learning curves.

Human learning may occur as part of education or personal development. It may be goal-

oriented and may be aided by motivation. The study of how learning occurs is part of

neuropsychology, educational psychology, learning theory, and pedagogy

Learning may occur as a result of habituation or classical conditioning, seen in many

animal species, or as a result of more complex activities such as play, seen only in

relatively intelligent animals and humans. Learning may occur consciously or without

conscious awareness. There is evidence for human behavioral learning prenatally, in

which habituation has been observed as early as 32 weeks into gestation, indicating that

the central nervous system is sufficiently developed and primed for learning and memory

to occur very early on in development.

Play has been approached by several theorists as the first form of learning. Children play,

experiment with the world, learn the rules, and learn to interact. Vygotsky supports that

play is pivotal for children's development, since they make meaning of their environment

through play.

Example Case Study:

In Section 3 of this course you will cover these topics:
Leadership

Motivation, Job Satisfaction, And Job Involvement

The Organization Of The Organization

Topic : Leadership

Topic Objective:

At the end of this topic student will able to learn about:

 Define leadership

 Differentiate among authority, responsibility, and accountability

 Differentiate between leadership and management

 List the traits and behavior sets of leaders
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 Differentiate between Theory X and Theory Y leaders

 Compare the three major styles of leadership

 Describe the Vroom-Yetton continuum of manager-subordinate involvement

 Identify the skills that are fundamental for effective management

 Summarize four ways in which managers can improve their leadership skills

Definition/Overview:

Leadership: is commonly defined as the ability to influence others. Communication is

involved since direction takes place through communication, and leadership requires you to

provide others with direction.

Key Points:

1. Leadership

Leadership is commonly defined as the ability to influence others. Communication is

involved since direction takes place through communication, and leadership requires you to

provide others with direction.

2. Theories of leadership

Leadership has been described as the process of social influence in which one person is able

to enlist the aid and support of others in the accomplishment of a common task . A definition

more inclusive of followers comes from Alan Keith of Genentech who said "Leadership is

ultimately about creating a way for people to contribute to making something extraordinary

happen." Students of leadership have produced theories involving traits ,situational

interaction, function, behavior, power, vision and values , charisma, and intelligence among

others.

2.1.Trait theory

Trait theory tries to describe the types of behavior and personality tendencies associated

with effective leadership. This is probably the first academic theory of leadership.

Thomas Carlyle can be considered one of the pioneers of the trait theory, using such

approach to identify the talents, skills and physical characteristics of men who arose to
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power. Ronald Heifetztraces the trait theory approach back to the nineteenth-century

tradition of associating the history of society to the history of great men.

Proponents of the trait approach usually list leadership qualities, assuming certain traits or

characteristics will tend to lead to effective leadership. Shelley Kirkpatrick and Edwin A.

Locke (1991) exemplify the trait theory. They argue that "key leader traits include: drive

(a broad term which includes achievement, motivation, ambition, energy, tenacity, and

initiative), leadership motivation (the desire to lead but not to seek power as an end in

itself), honesty, integrity, self-confidence (which is associated with emotional stability),

cognitive ability, and knowledge of the business. According to their research, "there is

less clear evidence for traits such as charisma, creativity and flexibility".

2.1.1.Criticism to trait theory

Although trait theory has an intuitive appeal, difficulties may arise in proving its

tenets, and opponents frequently challenge this approach. The "strongest" versions of

trait theory see these leadership characteristics as innate, and accordingly label some

people as "born leaders" due to their psychological makeup. On this reading of the

theory, leadership development involves identifying and measuring leadership

qualities, screening potential leaders from non-leaders, then training those with

potential.

2.2.Behavioral and style theories

In response to the criticism of the trait approach, theorists began to research leadership as

a set of behaviors, evaluating the behavior of 'successful' leaders, determining behavior

taxonomy and identifying broad leadership styles. David McClelland, for example, saw

leadership skills, not so much as a set of traits, but as a pattern of motives. He claimed

that successful leaders will tend to have a high need for power, a low need for affiliation,

and a high level of what he called activity inhibition (one might call it self-control).

Kurt Lewin, Ronald Lipitt, and Ralph White developed in 1939 the seminal work on the

influence of leadership styles and performance. The researchers evaluated the

performance of groups of eleven-year-old boys under different types of work climate. In

each, the leader exercised his influence regarding the type of group decision making,
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praise and criticism (feedback), and the management of the group tasks (project

management) according to three styles: (1) authoritarian, (2) democratic and (3) laissez-

faire. Authoritarian climates were characterized by leaders who make decisions alone,

demand strict compliance to his orders, and dictate each step taken; future steps were

uncertain to a large degree. The leader is not necessarily hostile but is aloof from

participation in work and commonly offers personal praise and criticism for the work

done. Democratic climates were characterized by collective decision processes, assisted

by the leader. Before accomplishing tasks, perspectives are gained from group discussion

and technical advice from a leader. Members are given choices and collectively decide

the division of labor. Praise and criticism in such an environment are objective, fact

minded and given by a group member without necessarily having participated extensively

in the actual work. Laissez faire climates gave freedom to the group for policy

determination without any participation from the leader. The leader remains uninvolved

in work decisions unless asked, does not participate in the division of labor, and very

infrequently gives praise. The results seemed to confirm that the democratic climate was

preferred.

3. Managerial Grid Model

The managerial grid model is also based on a behavioral theory. The model was developed by

Robert Blake and Jane Mouton in 1964 and suggests five different leadership styles, based on

the leaders' concern for people and their concern for goal achievement.

4. Situational and contingency theories

Situational theory also appeared as a reaction to the trait theory of leadership. Social

scientists argued that history was more than the result of intervention of great men as Carlyle

suggested. Herbert Spencer said that the times produce the person and not the other way

around. This theory assumes that different situations call for different characteristics;

according to this group of theories, no single optimal psychographic profile of a leader exists.

According to the theory, "what an individual actually does when acting as a leader is in large

part dependent upon characteristics of the situation in which he functions."

Some theorists started to synthesize the trait and situational approaches. Building upon the

research of Lewin et al., academics began to normatizethe descriptive models of leadership
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climates, defining three leadership styles and identifying in which situations each style works

better. The authoritarian leadership style, for example, is approved in periods of crisis but

fails to win the "hearts and minds" of their followers in the day-to-day management; the

democratic leadership style is more adequate in situations that require consensus building;

finally, the laissez faire leadership style is appreciated by the degree of freedom it provides,

but as the leader does not "take charge", he can be perceived as a failure in protracted or

thorny organizational problems. This theorists defined the style of leadership as contingent to

the situation, which is sometimes classified as contingency theory. Four contingency

leadership theories appear more prominently in the recent years: Fiedler contingency model,

Vroom-Yetton decision model, the path-goal theory, and the Hersey-Blanchard situational

theory.

The Fiedler contingency model bases the leaders effectiveness on what Fred Fiedler called

situational contingency. This results from the interaction of leadership style and situational

favorableness (later called "situational control"). The theory defined two types of leader:

those who tend to accomplish the task by developing good-relationships with the group

(relationship-oriented), and those who have as their prime concern carrying out the task itself

(task-oriented). According to Fiedler, there is no ideal leader. Both task-oriented and

relationship-oriented leaders can be effective if their leadership orientation fits the situation.

When there is a good leader-member relation, a highly structured task, and high leader

position power, the situation is considered a "favorable situation". Fiedler found that task-

oriented leaders are more effective in extremely favourableor unfavourable situations,

whereas relationship-oriented leaders perform best in situations with intermediate

favourability.

Victor Vroom, in collaboration with Phillip Yetton and later with Arthur Jago, developed a

taxonomy for describing leadership situations, taxonomy that was used in a normative

decision model where leadership styles where connected to situational variables, defining

which approach was more suitable to which situation. This approach was novel because it

supported the idea that the same manager could rely on different group decision making

approaches depending on the attributes of each situation. This model was later referred as

situational contingency theory.
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5. Path-Goal Theory

The path-goal theory of leadership was developed by Robert House (1971) and was based on

the expectancy theory of Victor Vroom. According to House, the essence of the theory is "the

meta proposition that leaders, to be effective, engage in behaviors that complement

subordinates' environments and abilities in a manner that compensates for deficiencies and is

instrumental to subordinate satisfaction and individual and work unit performance. The

theory identifies four leader behaviors, achievement-oriented, directive, participative, and

supportive, that are contingent to the environment factors and follower characteristics. In

contrast to the Fiedler contingency model, the path-goal model states that the four leadership

behaviors are fluid, and that leaders can adopt any of the four depending on what the situation

demands. The path-goal model can be classified both as a contingency theory, as it depends

on the circumstances, but also as a transactional leadership theory, as the theory emphasizes

the reciprocity behavior between the leader and the followers.

The situational leadership model proposed by Hersey and Blanchard suggest four leadership-

styles and four levels of follower-development. For effectiveness, the model posits that the

leadership-style must match the appropriate level of followership-development. In this model,

leadership behavior becomes a function not only of the characteristics of the leader, but of the

characteristics of followers as well.

6. Functional theory

Functional leadership theory is a particularly useful theory for addressing specific leader

behaviors expected to contribute to organizational or unit effectiveness. This theory argues

that the leaders main job is to see that whatever is necessary to group needs is taken care of;

thus, a leader can be said to have done their job well when they have contributed to group

effectiveness and cohesion . While functional leadership theory has most often been applied

to team leadership, it has also been effectively applied to broader organizational leadership as

well.

A variety of leadership behaviors are expected to facilitate these functions. In initial work

identifying leader behavior, Fleishman observed that subordinates perceived their supervisors

behavior in terms of two broad categories referred to as consideration and initiating structure.

Consideration includes behavior involved in fostering effective relationships. Examples of
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such behavior would include showing concern for a subordinate or acting in a supportive

manner towards others. Initiating structure involves the actions of the leader focused

specifically on task accomplishment. This could include role clarification, setting

performance standards, and holding subordinates accountable to those standards.

7. Transactional and transformational theories

The transactional leaderis given power to perform certain tasks and reward or punish for the

teams performance. It gives the opportunity to the manager to lead the group and the group

agrees to follow his lead to accomplish a predetermined goal in exchange for something else.

Power is given to the leader to evaluate, correct and train subordinates when productivity is

not up to the desired level and reward effectiveness when expected outcome is reached.

The transformational motivates its team to be effective and efficient. Communication is the

base for goal achievement focusing the group on the final desired outcome or goal

attainment. This leader is highly visible and uses chain of command to get the job done.

Transformational leaders focus on the big picture, needing to be surrounded by people who

take care of the details. The leader is always looking for ideas that move the organization to

reach the companys vision.

8. Leadership and emotions

Leadership can be perceived as a particularly emotion-laden process, with emotions entwined

with the social influence process. In an organization, the leaders mood has some effects on

his group. These effects can be described in 3 levels:

 The mood of individual group members. Group members with leaders in a positive mood

experience more positive mood than do group members with leaders in a negative mood.The

leaders transmit their moods to other group members through the mechanism of mood

contagion.Mood contagion may be one of the psychological mechanisms by which

charismatic leaders influence followers.

 The affective tone of the group. Group affective tone represents the consistent or

homogeneous affective reactions within a group. Group affective tone is an aggregate of the

moods of the individual members of the group and refers to mood at the group level of
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analysis. Groups with leaders in a positive mood have a more positive affective tone than do

groups with leaders in a negative mood .

 Group processes like coordination, effort expenditure, and task strategy.Public expressions of

mood impact how group members think and act. When people experience and express mood,

they send signals to others. Leaders signal their goals, intentions, and attitudes through their

expressions of moods. For example, expressions of positive moods by leaders signal that

leaders deem progress toward goals to be good.The group members respond to those signals

cognitively and behaviorally in ways that are reflected in the group processes .

In research about client service it was found that expressions of positive mood by the leader

improve the performance of the group, although in other sectors there were another findings.

Beyond the leaders mood, his behavior is a source for employee positive and negative

emotions at work. The leader creates situations and events that lead to emotional response.

Certain leader behaviors displayed during interactions with their employees are the sources of

these affective events. Leaders shape workplace affective events. Examples feedback giving,

allocating tasks, resource distribution. Since employee behavior and productivity are directly

affected by their emotional states, it is imperative to consider employee emotional responses

to organizational leaders. Emotional intelligence, the ability to understand and manage moods

and emotions in the self and others, contributes to effective leadership in organizations.

Leadership is about being responsible.

9. Leadership performance

In the past, some researchers have argued that the actual influence of leaders on

organizational outcomes is overrated and romanticized as a result of biased attributions about

leaders. Despite these assertions however, it is largely recognized and accepted by

practitioners and researchers that leadership is important, and research supports the notion

that leaders do contribute to key organizational outcomes. In order to facilitate successful

performance it is important to understand and accurately measure leadership performance.

Job performance generally refers to behavior that is expected to contribute to organizational

success. Campbellidentified a number of specific types of performance dimensions;

leadership was one of the dimensions that he identified. There is no consistent, overall

definition of leadership performance. Many distinct conceptualizations are often lumped

together under the umbrella of leadership performance, including outcomes such as leader
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effectiveness, leader advancement, and leader emergence. For instance, leadership

performance may be used to refer to the career success of the individual leader, performance

of the group or organization, or even leader emergence. Each of these measures can be

considered conceptually distinct. While these aspects may be related, they are different

outcomes and their inclusion should depend on the applied/research focus.

10. Leadership in organizations

An organization that is established as an instrument or means for achieving defined

objectives has been referred to as a formal organization. Its design specifies how goals are

subdivided and reflected in subdivisions of the organization. Divisions, departments, sections,

positions, jobs, and tasks make up this work structure. Thus, the formal organization is

expected to behave impersonally in regard to relationships with clients or with its members.

According to Weber's definition, entry and subsequent advancement is by merit or seniority.

Each employee receives a salary and enjoys a degree of tenure that safeguards him from the

arbitrary influence of superiors or of powerful clients. The higher his position in the

hierarchy, the greater his presumed expertise in adjudicating problems that may arise in the

course of the work carried out at lower levels of the organization. It is this bureaucratic

structure that forms the basis for the appointment of heads or chiefs of administrative

subdivisions in the organization and endows them with the authority attached to their

position.

In contrast to the appointed head or chief of an administrative unit, a leader emerges within

the context of the informal organization that underlies the formal structure. The informal

organization expresses the personal objectives and goals of the individual membership. Their

objectives and goals may or may not coincide with those of the formal organization. The

informal organization represents an extension of the social structures that generally

characterize human life the spontaneous emergence of groups and organizations as ends in

themselves.

In prehistoric times, man was preoccupied with his personal security, maintenance,

protection, and survival. Now man spends a major portion of his waking hours working for

organizations. His need to identify with a community that provides security, protection,

maintenance, and a feeling of belonging continues unchanged from prehistoric times. This

need is met by the informal organization and its emergent, or unofficial, leaders.
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Leaders emerge from within the structure of the informal organization. Their personal

qualities, the demands of the situation, or a combination of these and other factors attract

followers who accept their leadership within one or several overlay structures. Instead of the

authority of position held by an appointed head or chief, the emergent leader wields influence

or power. Influence is the ability of a person to gain co-operation from others by means of

persuasion or control over rewards. Power is a stronger form of influence because it reflects a

person's ability to enforce action through the control of a means of punishment.

A leader is anyone who influences a group toward obtaining a particular result. It is not

dependant on title or formal authority. (elevos, paraphrased from Leaders, Bennis, and

Leadership Presence, Halpern & Lubar). An individual who is appointed to a managerial

position has the right to command and enforce obedience by virtue of the authority of his

position. However, he must possess adequate personal attributes to match his authority,

because authority is only potentially available to him. In the absence of sufficient personal

competence, a manager may be confronted by an emergent leader who can challenge his role

in the organization and reduce it to that of a figurehead. However, only authority of position

has the backing of formal sanctions. It follows that whoever wields personal influence and

power can legitimize this only by gaining a formal position in the hierarchy, with

commensurate authority. Leadership can be defined as one's ability to get others to willingly

follow. Every organization needs leaders at every level.

11. Leadership versus management

Any of the bipolar labels traditionally ascribed to management style could also apply to

leadership style. Hersey and Blanchard use this approach: they claim that management

merely consists of leadership applied to business situations; or in other words: management

forms a sub-set of the broader process of leadership. They put it this way: "Leadership occurs

any time one attempts to influence the behavior of an individual or group, regardless of the

reason.Management is a kind of leadership in which the achievement of organizational goals

is paramount."

However, a clear distinction between management and leadership may nevertheless prove

useful. This would allow for a reciprocal relationship between leadership and management,

implying that an effective manager should possess leadership skills, and an effective leader

should demonstrate management skills.

www.bsscommunitycollege.in   www.bssnewgeneration.in  www.bsslifeskillscollege.in

43
www.onlineeducation.bharatsevaksamaj.net        www.bssskillmission.in

WWW.BSSVE.IN



Paul Birch also sees a distinction between leadership and management. He observed that, as a

broad generalization, managers concerned themselves with tasks while leaders concerned

themselves with people. Birch does not suggest that leaders do not focus on "the task."

Indeed, the things that characterisea great leader include the fact that they achieve. Effective

leaders create and sustain competitive advantage through the attainment of cost leadership,

revenue leadership, time leadership, and market value leadership. Managers typically follow

and realize a leader's vision. The difference lies in the leader realising that the achievement of

the task comes about through the goodwill and support of others (influence), while the

manager may not.

This goodwill and support originates in the leader seeing people as people, not as another

resource for deployment in support of "the task". The manager often has the role of

organizing resources to get something done. People form one of these resources, and many of

the worst managers treat people as just another interchangeable item. A leader has the role of

causing others to follow a path he/she has laid out or a vision he/she has articulated in order

to achieve a task. Often, people see the task as subordinate to the vision. For instance, an

organization might have the overall task of generating profit, but a good leader may see profit

as a by-product that flows from whatever aspect of their vision differentiates their company

from the competition.

Leadership does not only manifest itself as purely a business phenomenon. Many people can

think of an inspiring leader they have encountered who has nothing whatever to do with

business: a politician, an officer in the armed forces, a Scout or Guide leader, a teacher, etc.

Similarly, management does not occur only as a purely business phenomenon. Again, we can

think of examples of people that we have met who fill the management niche in non-business

organisationsNon-business organizations should find it easier to articulate a non-money-

driven inspiring vision that will support true leadership. However, often this does not occur.

Differences in the mix of leadership and management can define various management styles.

Some management styles tend to de-emphasize leadership. Included in this group one could

include participatory management, democratic management, and collaborative management

styles. Other management styles, such as authoritarian management, micro-management, and

top-down management, depend more on a leader to provide direction. Note, however, that

just because an organisationhas no single leader giving it direction, does not mean it

necessarily has weak leadership. In many cases group leadership (multiple leaders) can prove
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effective. Having a single leader (as in dictatorship) allows for quick and decisive decision-

making when needed as well as when not needed. Group decision-making sometimes earns

the derisive label "committee-itis" because of the longer times required to make decisions,

but group leadership can bring more expertise, experience, and perspectives through a

democratic process.

Patricia Pitcher has challenged the bifurcation into leaders and managers. She used a factor

analysis (in marketing)factor analysis technique on data collected over 8 years, and

concluded that three types of leaders exist, each with very different psychological

profiles:'Artists' imaginative, inspiring, visionary, entrepreneurial, intuitive, daring, and

emotional Craftsmen: well-balanced, steady, reasonable, sensible, predictable, and

trustworthy Technocrats: cerebral, detail-oriented, fastidious, uncompromising, and hard-

headed She speculates that no one profile offers a preferred leadership style. She claims that

if we want to build, we should find an "artist leader" if we want to solidify our position, we

should find a "craftsman leader" and if we have an ugly job that needs to get done like

downsizing.we should find a "technocratic leader".Pitcher also observed that a balanced

leader exhibiting all three sets of traits occurs extremely rarely: she found none in her study.

Bruce Lynn postulates a differentiation between 'Leadership' and Management based on

perspectives to risk. Specifically,"A Leader optimises upside opportunity; a Manager

minimisesdownside risk." He argues that successful executives need to apply both disciplines

in a balance appropriate to the enterprise and its context. Leadership without Management

yields steps forward, but as many if not more steps backwards. Management without

Leadership avoids any step backwards, but doesnt move forward.

12. Leadership by a group

In contrast to individual leadership, some organizations have adopted group leadership. In

this situation, more than one person provides direction to the group as a whole. Some

organizations have taken this approach in hopes of increasing creativity, reducing costs, or

downsizing. Others may see the traditional leadership of a boss as costing too much in team

performance. In some situations, the maintenance of the boss becomes too expensive - either

by draining the resources of the group as a whole, or by impeding the creativity within the

team, even unintentionally.
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A common example of group leadership involves cross-functional teams. A team of people

with diverse skills and from all parts of an organization assembles to lead a project. A team

structure can involve sharing power equally on all issues, but more commonly uses rotating

leadership. The team member(s) best able to handle any given phase of the project become(s)

the temporary leader(s). According to Ogbonnia, "effective leadership is the ability to

successfully integrate and maximize available resources within the internal and external

environment for the attainment of organizational or societal goals".Ogbonnia defines an

effective leader "as an individual with the capacity to consistently succeed in a given

condition and be recognized as meeting the expectations of an organization or society."

13. Leadership among primates

Richard Wrangham and Dale Peterson, in Demonic Males: Apes and the Origins of Human

Violence present evidence that only humans and chimpanzees, among all the animals living

on earth, share a similar tendency for a cluster of behaviors: violence, territoriality, and

competition for uniting behind the one chief male of the land. This position is contentious.

Many animals beyond apes are territorial, compete, exhibit violence, and have a social

structure controlled by a dominant male (lions, wolves, etc.), suggesting Wrangham and

Peterson's evidence is not empirical. However, we must examine other species as well,

including elephants (which are undoubtedly matriarchal and follow an alpha female),

meerkats (who are likewise matriarchal), and many others.

It would be beneficial, to examine that most accounts of leadership over the past few

millennia (since the creation of Christian religions) are through the perspective of a

patriarchal society, founded on Christian literature. If one looks before these times, it is

noticed that Pagan and Earth-based tribes in fact had female leaders. It is important also to

note that the peculiarities of one tribe cannot necessarily be ascribed to another, as even our

modern-day customs differ. The current day patrilineal custom is only a recent invention in

human history and our original method of familial practices were matrilineal.

By comparison, bonobos, the second-closest species-relatives of man, do not unite behind the

chief male of the land. The bonobos show deference to an alpha or top-ranking female that,

with the support of her coalition of other females, can prove as strong as the strongest male in

the land. Thus, if leadership amounts to getting the greatest number of followers, then among

the bonobos, a female almost always exerts the strongest and most effective leadership.
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However, not all scientists agree on the allegedly "peaceful" nature of the bonobo or its

reputation as a "hippie chimp".

Example Case Study:

Topic : Motivation, Job Satisfaction, And Job Involvement

Topic Objective:

At the end of this topic student would be able to:

 Understanding Motivation

 Learn about the Understanding of Emotions

 Learn about the Motivational Concepts

Definition/Overview:

Motivation: Motivationis the reason or reasons for engaging in a particular behavior,

especially human behavior as studied in psychology and neuropsychology. These reasons

may include basic needs such as food or a desired object, hobbies, goal, state of being, or

ideal. The motivation for a behavior may also be attributed to less-apparent reasons such as

altruism or morality. According to Geen, motivation refers to the initiation, direction,

intensity and persistence of human behavior.

Morale: Morale, also known as esprit de corps when discussing the morale of a group, is an

intangible term used for the capacity of people to maintain belief in an institution or a goal, or

even in oneself and others. The second term applies particularly to military personnel and to

members of sports teams, but is also applicable in business and in any other organizational

context, particularly in times of stress or controversy.

Key Points:

1. Motivational Concepts

Motivation is the set of reasons that determines one to engage in a particular behavior.

1.1.Incentive Theory of Motivation

A reward, tangible or intangible, is presented after the occurrence of an action (i.e.

behavior) with the intent to cause the behavior to occur again. This is done by associating

positive meaning to the behavior. Studies show that if the person receives the reward

immediately, the effect would be greater, and decreases as duration lengthens. Repetitive

action-reward combination can cause the action to become habit. Motivation comes from
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two things: you, and other people. There is extrinsic motivation, which comes from

others, and intrinsic motivation, which comes from within you.

Rewards can also be organized as extrinsic or intrinsic. Extrinsic rewards are external to

the person; for example, praise or money. Intrinsic rewards are internal to the person; for

example, satisfaction or a feeling of accomplishment. Some authors distinguish between

two forms of intrinsic motivation: one based on enjoyment, the other on obligation. In this

context, obligation refers to motivation based on what an individual thinks ought to be

done. For instance, a feeling of responsibility for a mission may lead to helping others

beyond what is easily observable, rewarded, or fun.

A reinforcer is different from reward, in that reinforcement is intended to create a

measured increase in the rate of a desirable behavior following the addition of something

to the environment.

2. Intrinsic and extrinsic motivation

2.1.Intrinsic motivation

Intrinsic motivation occurs when people engage in an activity, such as a hobby, without

obvious external incentives. This form of motivation has been studied by social and

educational psychologists since the early 1970s. Research has found that it is usually

associated with high educational achievement and enjoyment by students. Intrinsic

motivation has been explained by Fritz Heider'sattribution theory, Bandura's work on

self-efficacy, and Ryan and Deci's cognitive evaluation theory. Students are likely to be

intrinsically motivated if they:

 Attribute their educational results to internal factors that they can control (e.g. the amount of

effort they put in),

 Believe they can be effective agents in reaching desired goals (i.e. the results are not

determined by luck),

 Are interested in mastering a topic, rather than just rote-learning to achieve good grades.

In knowledge-sharing communities and organizations, people often cite altruistic reasons

for their participation, including contributing to a common good, a moral obligation to the

group, mentorship or 'giving back'. In work environments, money may provide a more

powerful extrinsic factor than the intrinsic motivation provided by an enjoyable

workplace. In terms of sports, intrinsic motivation is the motivation that comes from

inside the performer. That is, the athlete competes for the love of the sport.
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2.2.Extrinsic motivation

Extrinsic motivation comes from outside of the performer. Money is the most obvious

example, but coercion and threat of punishment are also common extrinsic motivations.

In sports, the crowd may cheer the performer on, and this motivates him or her to do well.

Trophies are also extrinsic incentives. Competition is often extrinsic because it

encourages the performer to win and beat others, not to enjoy the intrinsic rewards of the

activity.Social psychological research has indicated that extrinsic rewards can lead to

overjustification and a subsequent reduction in intrinsic motivation.

3. Self-control

The self-control of motivation is increasingly understood as a subset of emotional

intelligence; a person may be highly intelligent according to a more conservative definition

(as measured by many intelligence tests), yet unmotivated to dedicate this intelligence to

certain tasks. Yale School of Management Professor Victor Vroom's "expectancy theory"

provides an account of when people will decide whether to exert self control to pursue a

particular goal.

Drives and desires can be described as a deficiency or need that activates behaviour that is

aimed at a goal or an incentive. These are thought to originate within the individual and may

not require external stimuli to encourage the behaviour. Basic drives could be sparked by

deficiencies such as hunger, which motivates a person to seek food; whereas more subtle

drives might be the desire for praise and approval, which motivates a person to behave in a

manner pleasing to others.

By contrast, the role of extrinsic rewards and stimuli can be seen in the example of training

animals by giving them treats when they perform a trick correctly. The treat motivates the

animals to perform the trick consistently, even later when the treat is removed from the

process.

4. Morale in the workplace

Workplace events play a large part in changing employee morale, such as heavy layoffs, the

cancellation of overtime, cancelling benefits programs, and the lack of union representation.

Other events can also influence workplace morale, such as sick building syndrome, low

wages, and employees being mistreated.
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5. Morale within workplace

Factors influencing morale within the workplace include:

 Job security.

 Management style.

 Staff feeling that their contribution is valued by their employer.

 Realistic opportunities for merit-based promotion.

 The perceived social or economic value of the work being done by the organization as a

whole.

 The perceived status of the work being done by the organization as a whole.

 Team composition.

 The work culture

6. Importance of Positive Attitudes

Positive attitudes have always been the foundation of effective human relations.

The assumption is that when employees are in a positive mood, they are typically more

creative, better motivated to perform well, and more helpful toward co-workers.

Workers with genuine positive attitudes will accrue many benefits such as being liked by

customers, closing more sales, receiving good performance reviews, receiving favorable

work assignments, and being promoted.

7. Changing Attitudes

In general attitudes can be changed by reversing the processes by which they were formed.

 It helps to receive information from a source we trust.

 It also helps to look at the positive or negative aspect of a situation.

8. Positive Attitudes and Job Satisfaction

Positive attitudes and job satisfaction contribute to better customer service, less absenteeism

and tardiness, less turnover, and often higher productivity. A few examples of possible
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company initiatives to foster positive attitudes and high job satisfaction among employees are

flexible working hours, recognition awards, company picnics, and financial bonuses.

9. Organizational Citizenship Behavior

An employee attitude highly valued by employers is organizational citizenship behavior, the

willingness to go beyond one's job description to help the company, even if such act does not

lead to an immediate reward.

10. Achieving Happiness

Research and opinion about happiness indicate that people can take concrete steps to achieve

happiness. Planning for happiness is possible because it appears to be somewhat under

people's control. In this section we describe three approaches to the pursuit of happiness that

reinforce each other.

11. Spheres of Life and Happiness

According to the framework presented here, happiness is a by-product of having the various

components of life working in harmony and synchrony. The various components of life

(which show some variation among people) must spin together like six gears. The

components for many people would be; (1) work and career, (2) interpersonal life including

loved ones, (3) physical and mental health, (4) financial health, (5) interests and pastimes,

and (6) spiritual life or belief system.

For the long range, a state of happiness is dependent on all six spheres working in harmony.

This model is consistent with the theme of this text. People vary with how much importance

they attach to each sphere of life. Yet a gross deficiency in any one sphere detracts from

happiness. Life stage can also influence which spheres are most important.

12. Five Principles of Psychological Functioning

A related approach to finding happiness is to follow the five principles of psychological

functioning recommended by popular psychologist Richard Carlson. The first principle is
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thinking. Directing your thinking in a positive direction will enhance your happiness. The

second principle is moods. Ignoring bad moods contributes to happiness. The third principle

is separate psychological realities, suggesting that you accept the idea that people think

differently. The fourth principle is feelings. If you feel discontented, for example, clear the

head and start thinking positively. The fifth principle of psychological functioning is the

present moment. Much like the flow experience, the present moment is where people find

happiness and inner peace. A good example for this question could be the behavior of

Brittany Spears after her breakup with Kevin Federline. She showed a lack of self-awareness,

self-management, social awareness, and relationship management.

Companies whose managers had high emotional intelligence would likely have less employee

turnover, more satisfied and productive employees, more satisfied customers, and higher

innovation and creativity from employees than companies whose manager were low in

emotional intelligence.

It would be wise to devote more money to the emotional intelligence training; as such

training would require working on one component of emotional intelligence at a time.

Product training, on the other hand, is very direct and would require less time to achieve

understanding. An estimate might be to spend $50,000 on product training and $100,000 on

emotional intelligence training. Actually, having a negative attitude can lead to physical

problems, whereas having a positive attitude leads to better physical health, more career

success, and more social connections - all of which have been shown to increase lifespan.

The major sources of individual differences will lie in the emphasis given to these various

spheres. However, another potential sphere for some people might be one relating to the

status of the outside physical environment. One person said that she could never be happy

unless the "global warming problem is under control. An underlying principle of happiness is

as long as you have enough money to pay for what you consider to be necessities,money is

not a factor in your happiness. Therefore, people for whom money is not a key to happiness

may desire more time away from work and may be satisfied to earn enough money to meet

their necessities.It might cheer people up to see smiley face posters around their workplaces,

but true happiness comes from within a person, and cannot be changed by simply putting up

cute pictures.
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Example Case Study:

Topic : The Organization Of The Organization

Topic Objective:

When student finish this topic, they should be able to:

 Explain the purpose of the study of organizational behavior

 Trace the history of organizational behavior

 Describe current trends in organizational behavior

 Define work and explain the meaning of work

 Differentiate between work and play

 Explain why people work, and describe the basic philosophy associated with work

 Describe employer theories of the meaning of work

 List and describe the elements of the physical work environment

 Explain how the elements in the physical work environment affect workers

 List and describe the elements of the mental work environment

 Explain how the elements in the mental work environment affect workers

 Describe your role in the mental work environment

 Compare individual and organizational needs

Definition/Overview:

Organizational Behavior: The objectives of this topic are to introduce to the study of

organizational behavior and to describe the elements of the working environment, which is

where organizational behavior occurs. Student should realize the importance of studying

organizational behavior and understand how the physical and mental work environments

affect student as an employee. Student should also begin to understand how you and the way

they influence others.

Key Points:

1. Organizations and Human Behavior

Organizational behavior (OB) is the study of the behavior of people and their relationships

within organizations. The why of how people behave within the workplace. OB is also often
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called human relations. Organizational members need to communicate and work together

cooperatively to assist the firm in reaching its goals. Organizations exist when two or more

people work together on accomplishing mutual goals and thus have mutual interest in those

goals. This means OBapplies to all sizes of companies and not just Fortune 500 organizations

and corporations.

When these two or more people do come together to work, communication and coordination

are essential. Conflicts inevitably will arise. OB draws insight from a multitude of behavioral

sciences and thus helps us in understanding, anticipating, and coping with relationships we

encounter within our organizations. OB does not offer clear-cut, cookie cutter solutions to

problems and conflicts within the workplace, but again does assist us in understanding,

anticipating, and coping with others in our work environment.

2. Why People Work

Though we may be able to differentiate between work and play, we have not addressed why

people work. Most people will tell you they work for money. The reality is that we dont want

money; we want the items money allows us to purchase and accumulate. Money is also used

to compare our status with that of another individual. We may also work to occupy our time,

to avoid depression, and to stay in a routine. Going to work is also considered the natural

thing to do. We become a certain age, go to school, get a degree, and go to work.

3. What Is Work?

While most of us know when we are working or playing, we do have difficulty explaining the

difference between the two.

 Purpose of the task

 Attitude of the person performing the task

 Reward(s) received by the person performing the task

4. Working Environment

 Consists of two main elements: physical and mental work environments.

 These two elements combine to affect everyone within the workplace, though each person is

impacted differently because your individual behavior influences how others treat you.
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 This is a key point: As an employee, you are part of the mental work environment, so your

behavior affects the mental work environment and the mental work environment affects you.

5. Physical work components

 Light

 Noise

 Temperature and humidity

 Ventilation

 Color and dcor

 Layout

 Equipment

 Supplies

 Comfort

 Security

6. Individual and Organizational Needs

Individuals bring their personal needs to the workplace, and these personal needs can have

significant effects on the organization. Our individual needs strongly influence our

motivation and attitude toward our work. Organizations provide a structure, policies, and

guidelines for employees to follow. This structure has a purpose, though it may or may not be

compatible with individual workers needs. Organizations also have a culture that defines their

values.

The application of good organizational behavior skills is the responsibility of everyone in an

organization. While managers and leaders define the culture, workers have a strong influence

on it as well. Workers must also realize they share responsibility for the organizations culture.

7. Organizational Behavior

The study of OB will be action-oriented, emphasizing the development of human relations

skills for analyzing behavior in order to understand, anticipate, cope with, and improve

behavior. We will also examine behavior and draw conclusions that will apply to many, but

not all, people. Rules of behavior that apply to everyone may not exist, but this should not

prevent us from attempting to explain the behavior of the many, as long as we remember to
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be alert for the exceptions. In addition, we will examine behavior trends in order to help

reduce and resolve behavioral problems within organizations. However, the study of OB

seldom provides the correct solutions to human problems, although an understanding of

behavioral concepts should assist you in developing better solutions. Individuals who view

events as dichotomous or on a two-valued basis (a right-or-wrong, good-or-bad, one-answer

philosophy) are often frustrated when they first confront a human behavior course and find

that this narrow approach doesnt work.

8. Current trends in organizational behavior

In recent decades, new buzzwords and packages have been created for many established

behavioral concepts. Some of the more common ones include Human Resource Management

(HRM), Total Quality Management (TQM), and Quality of Work Life (QWL).

8.1.Work

Work is a purposeful activity having external and internal rewards that is viewed as work

by the person performing the activity.

8.2.Difference between work and play

Work has a definite purpose. Play, however, does not have to have a purpose. Sometimes

people engage in play for its own sake. A task may be work if the person performing it

believes it is work. If the person performing a task thinks it is play, then to that person it

is play. Finally, external rewards are given for work; internal rewards are received from

play.

8.3.Basic philosophy associated with work

To Douglas McGregor life meant activity activity with a purpose. This activity may

consist of work, or it may consist of play, but McGregor felt that the natural state of

people is to do something. Essentially, he felt that in activity people were saying, I am,

therefore I work.
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8.4.Employer theories of the meaning of work

In the view of some managers, people are here to fulfill the needs of the company. The

belief is that work is a persons main responsibility in life. Weekends are to rest up for the

workweek, and evenings are to rest and prepare for the next days work. Workers are

expected to dedicate themselves to the company, to always put the company and work

first, and to always act in the best interests of the company. These are often the same

managers who believe that people should leave their personal lives at home, that people

should be able to throw a switch in their heads and turn their problems off so that nothing

interferes with work. Some virtually believe that because they employ people, they own

them. Often, the message is that work is of preeminent importance that the rest of a

persons life is a distant second, and that if you dont like it, then feel free to leave.

At the other end of the spectrum, there are bosses who view work simply as one part of

life. The belief is that life outside of work is important, is valuable, and greatly affects a

persons performance at work. These types of managers are often as concerned for the

welfare of their employees nonworklife as they are for their work life. They may have

employee assistance programs to help with work and nonwork problems. They may allow

personal days off or mental health days. They realize that peoples personal lives cannot

be left at the companys front door. The overall attitude of these firms is concern for the

worker, the workers work and personal life, and the workers family.

These two views represent the extremes in a continuum of managerial attitudes toward

work. Those believing work is a persons whole life are at one end, while those believing

work is just a part of life are at the other end, with many degrees of opinion lying between

them.

9. Elements of the physical work environment

The physical factors that affect people in the working environment include light, noise,

temperature and humidity, ventilation, color and decor, layout, equipment, supplies, comfort,

and safety and security. Light is essentially the minimum illumination for most work areas.

Noise consists of the sound level or loudness of a working environment. Temperature and

humidity refer to the heat (or lack of heat) and the amount of moisture present in a work area.

Ventilation is the flow of fresh air in the work area. Color and decor refer to the paint and
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decoration in a workplace. Equipment refers to the physical machines and tools needed for

work. Supplies consist of the materials needed to perform work. Comfort is actually the

cumulative effect of a number of working environment factors. Comfort is part physical and

part mental. Certainly people should be as physically comfortable as feasible, but the overall

work setting should be comfortable too. You should feel safe and free of unnecessary

observation. Security and safety needs range from security from theft of personal possessions

to protection from transmittable disease, electrical hazards, cleaners, chemicals, radiation,

and fire, to concerns for air quality.

9.1.Light

As illumination increases, so does productivity. In addition to the total amount of light in

the work area, the contrast and the ambient-to-work light ratio affect work and

productivity. Less illumination is required when the contrast between objects is high. The

ambient, or room, light also affects work. Accuracy is greatest when there is a 1 to 1 ratio

of ambient light to work light.

9.2. Noise

Communication and productivity decrease as the noise level increases. While people are

capable of making some adjustment to a constant noise level, if the noise exceeds 85 to

90 decibels, productivity will decrease over the course of the workday. Deleterious effects

will increase as the frequency or pitch of the noise increases and as the exposure time to

the noise increases. When background noise decreases, productivity increases and worker

stress decreases.

9.3.Temperature and humidity

For most people, indoor working temperatures below 50 degrees F or above 86 degrees F

can significantly decrease work performance. The ambient (room) temperature that is

comfortable is also affected by humidity. The general comfort zone for humidity is in the

range of 40% to 60%. Too little humidity can cause problems with static electricity or

drying of the nose, sinuses, and throat, which leads to increased chances for contracting

colds and the flu. Excess humidity makes higher temperatures more uncomfortable or

may cause sensitive equipment to jam or malfunction.
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9.4.Ventilation

Productivity, morale, and worker health are all affected by the flow of fresh air, or

ventilation, in the work area.

9.5.Color and dcor

Color and decor in the workplace can be used functionally or for aesthetic reasons or

both.

9.6.Layout

The main concerns for layout of the working environment are that of minimizing wasted

motion and logical grouping of resources. If there is too much space, people waste time

and energy moving resources. Too little space leads to inefficiency or the inability to

perform work properly.

9.7.Equipment

There are five factors that contribute to the efficiency or inefficiency of the working

environment that are related to equipment. The five factors include age, ease of use,

maintenance, safety, and uniformity. While learning to use new equipment takes time,

workers often feel they are being supported when equipment is up-to-date. Easy-to-use

equipment decreases worker fatigue, decreases time-on-task, and, consequently, increases

efficiency. Proper maintenance, the ethical duty of the worker and the management,

contributes to efficiency by decreasing downtime, but it also contributes to safety.

Uniformity of equipment, when possible, decreases errors and increases efficiency by

allowing workers to easily share equipment or assignments, and by reducing the training

required.

9.8.Supplies

In supplying workers, management must strike a balance between the costs of inventory

and the losses that occur when resources are idle. When supplies are inadequate,

efficiency and quality decline, and worker frustration increases.
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9.9.Comfort

This is the cumulative effect of a number of working environment factors. Comfort is part

physical and part mental. Certainly people should be as physically comfortable as

feasible, but the overall work setting should be comfortable too.

9.10. Security

As a basic need, safety and security is an issue for virtually all workers. It is insufficient

to simply talk about security and safety issues; employees must have confidence that

employers are doing everything possible. Fear that stems from safety and security issues

inhibits peoples ability to work and can erode job satisfaction.

10. Mental Work Environment

Many people who complain about work never consider looking in the mirror for another

potential source of their problems. Sometimes a manager or coworker may treat you poorly

because the manager or coworker is having a bad day. If these are only occasional incidents,

they should be forgiven and the incident forgotten. Other times, however, you may receive

(or you may perceive to receive) poor treatment because you are having a bad day and are

treating others poorly, and they are just responding to you. Possibly the best general advice is

to treat people the way you would like to be treated (or as someone said, treat others the way

you would like to see your mother treated).

11. Compare individual and organizational needs.

Individuals bring their personal needs to the organizations in which they work. These needs

are partially material and economic, partially social and psychological. The personal needs of

employees can have significant effects on the organizations themselves. For example, your

personal needs strongly influence your motivation and attitude toward your job. Managers,

especially, should attempt to understand human needs because they influence the attitudes

and behavior of employees.

Organizations need order and predictability. An organization without some structure can be

compared to an airport that has no ground or air control over the airplanes using its facilities.
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Most well-managed organizations, therefore, will have some order and predictability, referred

to as their required system (the formal organization).

Example Case Study:

In Section 4 of this course you will cover these topics:
Working Conditions

Safety, Violence, And Health In The Workplace

Stress In The Workplace

Topic : Working Conditions

Topic Objective:

At the end of this topic student will able to learn about:

 Diversity can have beneficial or harmful consequences, depending on how it is managed

 Diversity is important for groups

 There are barriers to interacting with diverse peers

 There are ways to make diversity among members a strength

 Emotional intelligence

 Importance of Positive Attitudes

 Positive Attitudes and Job Satisfaction

Definition/Overview:

Diversity: In the political arena, the term diversity (or diverse) is used to describe political

entities (neighborhoods, cities, nations, student bodies, etc.) with members who have

identifiable differences in their backgrounds or lifestyles. The use of the term diversity may

encompass differences in racial or ethnic classifications, age, gender, religion, philosophy,

physical abilities, socioeconomic background, sexual orientation, gender identity,

intelligence, mental health, physical health, genetic attributes, behavior, attractiveness, place

of origin, cultural values, or political view as well as other identifying features.

Emotional intelligence: Emotional intelligence is defined as the ability to accurately

perceive emotions, to understand the signals that emotions send about relationships, and to

manage emotions. The key components of emotional intelligence are:
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Self-Awareness: The ability to understand moods, emotions, and needs as well as their

impact on others; self-awareness also includes using intuition to make decisions you can live

with happily.

Self-Management: The ability to control one's emotions and act with honesty and integrity in

a consistent and acceptable manner.

Key Points:

1. Workplace diversity

Workplace diversity refers to the extent to which an organization is culturally diverse.

Cultural diversity includes the range of ways in which people experience a unique group

identity, which includes gender, sexual orientation, race, ethnic and age. An organizations

culture tends to determine the extent to which it is culturally diverse.

While diversity in the workplace brings about many benefits to an organization, it can also

lead to many challenges. It is the responsibility of managers within organizations to use

diversity as an influential resource in order to enhance organizational effectiveness. In the

Journal of Applied Behavioral Science, C.L. Walck defines managing diversity in the

workplace as "Negotiating interaction across culturally diverse groups, and contriving to get

along in an environment characterized by cultural diversity".

In a journal entitled The multicultural organization, by Taylor Cox, Jr., Cox talks about three

organization types which focus on the development on cultural diversity. The three

organization types are: the monolithic organization, the plural organization, and the

multicultural organization. In the monolithic organization, the amount of structural

integration (the presence of persons from different cultural groups in a single organization) is

very minimal. In the United States, this organization usually represents white male majorities

in the overall employee population with few women and minority men in management jobs.

The plural organization has a more heterogeneous membership than the monolithic

organization and takes steps to be more inclusive of persons from cultural backgrounds that

differ from the dominant group". The multicultural organization not only contains many

different cultural groups, but it values this diversity.
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2. Benefits of diversity in the workplace

Diversity is beneficial to both the organization and the members. Diversity brings substantial

potential benefits such as better decision making and improved problem solving, greater

creativity and innovation, which leads to enhanced product development, and more

successful marketing to different types of customers2. It provides organizations with the

ability to compete in global markets. Diverse organizations will be successful as long as there

is a sufficient amount of communication within them. Because people from different cultures

perceive messages in different ways, communication is vital to the performance of an

organization. Miscommunication within a diverse workplace will lead to a great deal of

challenges.

Mathematical modeling research of team work supports this view. He demonstrated that

heterogeneous teams consistently out-performed homogeneous teams on a variety of tasks.

Diversity in teamwork is not so simple in the messy real world. Too often the cultural

differences create problems. The goal is to manage diversity to take full advantage of it.

3. Challenges of diversity in the workplace

There are challenges to managing a diverse work population. Managing diversity is more

than simply acknowledging differences in people. It involves learning to value differences,

overcoming personal biases, and thinking inclusively. Managers must manage diversity to

avoid personnel turnover and lower work productivity due to cultural clashes.

Many organizational theorists have suggested reasons that work-teams highly diverse in

work-relevant characteristics can be difficult to motivate and manage. There are many

challenges which face culturally diverse workplaces, and a major challenge is

miscommunication within an organization. In an article entitled DevlopingReceiver-Centered

Communication in Diverse Organizations, written by Judi Brownell, she explains that

meanings of messages can never be completely shared because no two individuals experience

events in exactly the same way. Even when native and non-native speakers are exposed to the

same messages, they may interpret the information differently1. It is necessary for employees

who are less familiar with the primary language spoken within the organization to receive

special attention in meeting their communication requirements1. "In high context cultures,

communicators share an experiential base that can be used to assign meanings to messages.
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Low context cultures, on the other hand, provide little information on which to base common

understandings and so communicators must be explicit". Because of this fact, it is better to

view all diverse organizational environments as low-context cultures.

Cultural bias is an additional factor which challenges culturally diverse work environments.

Cultural bias includes both prejudice and discrimination. "Prejudice refers to negative

attitudes toward an organization member based on his/her culture group identity, and

discrimination refers to observable adverse behavior for the same reason"2.

Another challenge faced by culturally diverse organizational environments is assimilation.

According to the journal Cultural Diversity in the Workplace: The State of the Field, Marlene

G. Fine explains that "Assimilation into the dominant organizational culture is a strategy that

has had serious negative consequences for individuals in organizations and the organizations

themselves.Those who assimilate are denied the ability to express their genuine selves in the

workplace; they are forced to repress significant parts of their lives within a social context

that frames a large part of their daily encounters with other people." She goes on to mention

that "People who spend significant amounts of energy coping with an alien environment have

less energy left to do their jobs. Assimilation does not just create a situation in which people

who are different are likely to fail; it also decreases the productivity of organizations"3.

4. Creating the Multicultural Organization

The key to managing a diverse workforce is increasing individual awareness of and

sensitivity to differences of race, gender, social class, sexual orientation, physical ability, and

age. There are several ways to go about creating the multicultural organization that performs

extremely well.

Cox mentions language training as a way to promote a multicultural organization. "Language

training is important for companies hiring American Asians, Hispanics, and foreign nationals.

This type of training helps to communicate to employees that languages, other than English,

are highly valued". Equal opportunity seminars, focus groups, bias-reduction training,

research, and task forces are methods that organizations have found useful in reducing

culture-group bias and discrimination.
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In her article, Judi Brownell identifies three skills which help to develop effective

communication in diverse organizational environments. These skills include self-monitoring,

empathy, and strategic decision-making. Self-monitoring refers to a communicator's

awareness of how his or her behavior affects another person, and his or her willingness to

modify this behavior based on knowledge of its impact. Empathy enables the receiver to go

beyond the literal meaning of a message and consider the communicator's feelings, values,

assumptions, and needs. Strategic decision-making implies that the communication sources

and channels used to reach organization members, as well as the substance of the messages

conveyed, are mindfully selected1.

5. Managing diversity tools

Managing diversity goes far beyond the limits of equal employment opportunity and

affirmative action. High performing diversity managers recognize that specialized skills are

necessary for creating a productive, diverse workforce. They seek out continuous learning

opportunities and some go as far as acquiring certification. Managers must be willing to work

towards changing the organization in order to create a culture of diversity and inclusion.

Assessment skills and diversity education are key elements of culture change. However, the

leaderships support of the change cannot be understated.

6. Implementation

Diversity issues change over time, depending on local historical and dynamic conditions.

Overt "diversity programs" are usually limited to large employers, government agencies and

businesses facing rapid demographic changes in their local labor pool and help people work

and understand each other. The implementation of diversity is often limited to the Human

resources department when there is also a good economic case for UKcompanies to use it as a

tool to reach new market shares.

7. Legal frameworks

US anti-discrimination laws prohibit employers giving any consideration to customers

preferences for being served by employees of a given gender, ethnic group, or color. In

general, the laws also prevent consideration based on religion, although the law allows major

exceptions of this provision for religious organizations. Many countries are also introducing
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anti-discrimination laws (for example the DDA in the UK) forcing companies to be more

aware of diversity. The law student organization Building a Better Legal Profession

generated significant controversy in October 2007 for reporting data suggesting that most

private law firms themselves lacked demographic diversity.

Example Case Study:

Topic : Safety, Violence, And Health In The Workplace

Topic Objective:

At the end of this topic student will able to learn about:

 Occupational Safety and Health

 Health in the Workplace

 Workplace violence

Definition/Overview:

Occupational Safety and Health: Occupational safety and health is a cross-disciplinary area

concerned with protecting the safety, health and welfare of people engaged in work or

employment. As a secondary effect, it may also protect co-workers, family members,

employers, customers, suppliers, nearby communities, and other members of the public who

are impacted by the workplace environment. It may involve interactions among many subject

areas, including occupational medicine, occupational (or industrial) hygiene, public health,

safety engineering, chemistry, health physics, ergonomics, toxicology, epidemiology,

environmental health, industrial relations, public policy, sociology, and occupational health

psychology.

Health in the Workplace: The concept of workplace health surveillance is new to

occupational health and is frequently confused with medical screening. However, the terms

are being used interchangeably by many but there are a few basic differences in both. The

occupational medical screening is an important part and parcel of workplace health

surveillance. In common terms the health screening means the early detection and treatment

of the occupational disease while the workplace health surveillance refers to the removal of

the causative factors.
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Workplace violence: Workplace violence refers to violence that originates from employees

or employers and threatens employers and/or other employees. The definition of work related

violence that has received pan-European acceptance is as follows: incidents where people are

abused, threatened or assaulted in circumstances relating to their work, involving an explicit

or implicit challenge to their safety, well-being or health. This can involve violence resulting

from industrial disputes, although this is not a major factor in most incidents.

Key Points:

1. Occupational Safety and Health

Since 1950, the International Labour Organization (ILO) and the World Health Organization

(WHO) have shared a common definition of occupational health. It was adopted by the Joint

ILO/WHO Committee on Occupational Health at its first session in 1950 and revised at its

twelfth session in 1995. The definition reads: "Occupational health should aim at: the

promotion and maintenance of the highest degree of physical, mental and social well-being of

workers in all occupations; the prevention amongst workers of departures from health caused

by their working conditions; the protection of workers in their employment from risks

resulting from factors adverse to health; the placing and maintenance of the worker in an

occupational environment adapted to his physiological and psychological capabilities; and, to

summarize, the adaptation of work to man and of each man to his job." The reasons for

establishing good occupational safety and health standards are frequently identified as:

 Moral - An employee should not have to risk injury or death at work, nor should others

associated with the work environment.

 Economic - many governments realize that poor occupational safety and health performance

results in cost to the State (e.g. through social security payments to the incapacitated, costs

for medical treatment, and the loss of the "employability" of the worker). Employing

organisations also sustain costs in the event of an incident at work (such as legal fees, fines,

compensatory damages, investigation time, lost production, lost goodwill from the workforce,

from customers and from the wider community).

 Legal - Occupational safety and health requirements may be reinforced in civil law and/or

criminal law
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2. Hazards, risks, outcomes

The terminology used in OSH varies between states, but generally speaking:

 A hazard is something that can cause harm if not controlled.

 The outcome is the harm that results from an uncontrolled hazard.

 A risk is a combination of the probability that a particular outcome will occur and the severity

of the harm involved.

Hazard, risk, and outcome are used in other fields to describe e.g. environmental damage, or

damage to equipment. However, in the context of OSH, harm generally describes the direct

or indirect degradation, temporary or permanent, of the physical, mental, or social well-being

of workers. For example, repetitively carrying out manual handling of heavy objects is a

hazard. The outcome would be a musculoskeletal disorder (MSD). The risk can be expressed

numerically, (e.g. a 0.5 or 50/50 chance of the outcome occurring during a year), qualitatively

as "high/medium/low", or using a more complicated classification scheme.

3. Risk assessment

Modern occupational safety and health legislation usually demands that a risk assessment be

carried out prior to making an intervention. It should be kept in mind that risk management

requires risk to be managed to a level which is as low as is reasonably practical. This

assessment should:

 Identify the hazards

 Identify all affected by the hazard and how

 Evaluate the risk

 Identify and prioritise the required actions

The calculation of risk is based on the likelihood or probability of the harm being realisedand

the severity of the consequences. This can be expressed mathematically as a quantitative

assessment (by assigning low, medium and high likelihood and severity with integers and

multiplying them to obtain a risk factor, or qualitatively as a description of the circumstances

by which the harm could arise.
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The assessment should be recorded and reviewed periodically and whenever there is a

significant change to work practices. The assessment should include practical

recommendations to control the risk. Once recommended controls are implemented, the risk

should be re-calculated to determine of it has been lowered to an acceptable level. Generally

speaking, newly introduced controls should lower risk by one level, i.e, from high to medium

or from medium to low The precautionary principle is an increasingly used method for

reducing potential chemical or biological OSH risks.

4. Indicators of workplace health

The workgroup constituted by CDC and NIOSH defined the three indicatorsof workplace

health surveillance programme.

 Availability of easily obtainable statewide data

 Public health importance of the occupational health effect or exposure to be measured

 Potential for intervention activities

These indicators are useful in assessing the ongoing policies and preventive measures but

these indicators do have some limitations. Among the major limitations are the

underreporting of occupational health disorders (very common in most of the undeveloped

and developing countries), inability to diagnose the etiology by the occupational health care

workers and availability of the data such as municipal death records.

5. Situation worldwide

Different countries have different rules and regulations regarding the workplace health

surveillance. Where most of the developed countries have included this process for

occupational health and safety of workers especially in hazardous processes, developing and

undeveloped countries are yet to include this very important aspect of occupational health.

However, it is obligatory on the employer to include medical screening for better production

and cost reduction to his organization.

6. Tools of workplace health surveillance

The most important tools remain the biomonitoring which indicates the total body burden of a

hazardous chemical in a worker by means of the laboratory investigations using biological
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specimen like urine, blood etc. the best practice is to use non invasive procedures as far as

possible for this purpose. Other tools for workplace health surveillance include physical

examinations and epidemiological cohort and case control studies. The pulmonary function

testing is the mainstay of early detection occupational lung diseases. This test gives

information about severity and staging of asthma and other restrictive lung diseases. The

FEV1 is an important screening test. Pulmonary function testing combined with

plathysmographyreflects a very clear picture of status of lung functions of the subject.

Audiometry remains the mainstay of diagnosis of Noise induced hearing loss which is the

most common reported occupational disease in all parts of the world. Hand arm assessment

and dermatological assessments are other important tools for workplace health surveillance

Example Case Study:

Topic : Stress In The Workplace

Topic Objective:

At the end of this topic student would be able to:

 Understanding Stress

 Reactions to Stress

 Managing Stress

Definition/Overview:

Stress: Stress is a biological term which refers to the consequences of the failure of a human

or animal body to respond appropriately to emotional or physical threats to the organism,

whether actual or imagined. It is "the autonomic response to environmental stimulus.

Key Points:

1. Stress

The term "stress" was first used by the endocrinologist Hans Selye in the 1930s to identify

physiological responses in laboratory animals. He later broadened and popularized the

concept to include the perceptions and responses of humans trying to adapt to the challenges

of everyday life. In Selye'sterminology, "stress" refers to the reaction of the organism, and

"stressor" to the perceived threat. Stress in certain circumstances may be experienced
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positively. Eustress, for example, can be an adaptive response prompting the activation of

internal resources to meet challenges and achieve goals.

The term is commonly used by laypersons in a metaphorical rather than literal or biological

sense, as a catch-all for any perceived difficulties in life. It also became a euphemism, a way

of referring to problems and eliciting sympathy without being explicitly confessional, just

"stressed out".

It covers a huge range of phenomena from mild irritation to the kind of severe problems that

might result in a real breakdown of health. In popular usage almost any event or situation

between these extremes could be described as stressful.

2. Stress Models

2.1.General Adaptation Syndrome

Hans Selye researched the effects of stress on rats and other animals by exposing them to

unpleasant or harmful stimuli. He found that all animals presented a very similar series of

reactions, broken into three stages. In 1936, he described this universal response to the

stressors as the general adaptation syndrome, or GAS.

Alarm is the first stage. When the threat or stressor is identified or realized, the body's

stress response is a state of alarm. During this stage adrenaline will be produced in order

to bring about the fight-or-flight response. There is also some activation of the HPA axis,

producing cortisol.

Resistance is the second stage. If the stressor persists, it becomes necessary to attempt

some means of coping with the stress. Although the body begins to try to adapt to the

strains or demands of the environment, the body cannot keep this up indefinitely, so its

resources are gradually depleted.

Exhaustion is the third and final stage in the GAS model. At this point, all of the body's

resources are eventually depleted and the body is unable to maintain normal function. At

this point the initial autonomic nervous system symptoms may reappear (sweating, raised

heart rate etc.). If stage three is extended, long term damage may result as the capacity of

glands, especially the adrenal gland, and the immune system is exhausted and function is

impaired resulting in decompensation.
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The result can manifest itself in obvious illnesses such as ulcers, depression, diabetes,

trouble with the digestive system or even cardiovascular problems, along with other

mental illnesses.

2.2.Selye: eustress and distress

Hans Selye published in 1975 a model dividing stress into eustress and distress. Where

stress enhances function (physical or mental, such as through strength training or

challenging work) it may be considered eustress. Persistent stress that is not resolved

through coping or adaptation, deemed distress, may lead to anxiety or withdrawal

(depression) behavior.

The difference between experiences which result in eustress or distress is determined by

the disparity between an experience (real or imagined), personal expectations, and

resources to cope with the stress. Alarming experiences, either real or imagined, can

trigger a stress response.

2.3.Lazarus: cognitive appraisal model

Lazarus argued that in order for a psychosocial situation to be stressful, it must be

appraised as such. He argued that cognitive processes of appraisal are central in

determining whether a situation is potentially threatening, constitutes a harm/loss, a

challenge, or is benign.

This primary appraisal is influenced by both person and environmental factors, and

triggers the selection of coping processes. Problem-focused coping is directed at

managing the problem, while emotion-focused coping processes are directed at managing

the negative emotions. Secondary appraisal refers to the evaluation of the resources

available to cope with the problem, and may alter the primary appraisal.

In other words, primary appraisal also includes the perception of how stressful the

problem is; realizing that one has more than or less than adequate resources to deal with

the problem affects the appraisal of stressfulness. Further, coping is flexible in that the

individual generally examines the effectiveness of the coping on the situation; if it is not

having the desired effect, s/he will generally try different strategies.
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3. Common sources of Stress

Both negative and positive stressors can lead to stress. Some common categories and

examples of stressors include: sensory input such as pain, bright light, or environmental

issues such as a lack of control over environmental circumstances, such as food, housing,

health, freedom, or mobility.

Social issues can also cause stress, such as struggles with conspecific or difficult individuals

and social defeat, or relationship conflict, deception, or break ups, and major events such as

birth and deaths, marriage, and divorce.

Life experiences such as poverty, unemployment, depression, obsessive compulsive disorder,

heavy drinking, or insufficient sleep can also cause stress. Students and workers may face

stress from exams, project deadlines, and group projects.

Adverse experiences during development (e.g. prenatal exposure to maternal stress, poor

attachment histories, sexual abuse)are thought to contribute to deficits in the maturity of an

individual's stress response systems. One evaluation of the different stresses in people's lives

is the Holmes and Rahe stress scale.

4. Adaptation

Responses to stress include adaptation, psychological coping such as stress management,

anxiety, and depression. Over the long term, distress can lead to diminished health or illness;

to avoid this, stress must be managed.

Stress management encompasses techniques intended to equip a person with effective coping

mechanisms for dealing with psychological stress, with stress defined as a person's

physiological response to an internal or external stimulus that triggers the fight-or-flight

response. Stress management is effective when a person utilizes strategies to cope with or

alter stressful situations. There are several ways of coping with stress, such as controlling the

source of stress or learning to set limits and to say "No" to some demands that bosses or

family members may make.
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5. Stress Management

Stress management is the amelioration of stress, especially chronic stress.

5.1.Models of stress management

5.1.1.Transactional model

Richard Lazarus and Susan Folkman suggested in 1984 that stress can be thought of

as resulting from an imbalance between demands and resources or as occurring when

pressure exceeds one's perceived ability to cope. Stress management was developed

and premised on the idea that stress is not a direct response to a stressor but rather

one's resources and ability to cope mediate the stress response and are amenable to

change, thus allowing stress to be controllable.

In order to develop an effective stress management programme it is first necessary to

identify the factors that are central to a person controlling his/her stress, and to

identify the intervention methods which effectively target these factors. Lazarus and

Folkman'sinterpretation of stress focuses on the transaction between people and their

external environment (known as the Transactional Model). The model conceptualizes

stress as a result of how a stressor is appraised and how a person appraises his/her

resources to cope with the stressor. The model breaks the stressor-stress link by

proposing that if stressors are perceived as positive or challenging rather than a threat,

and if the stressed person is confident that he/she possesses adequate rather than

deficient coping strategies, stress may not necessarily follow the presence of a

potential stressor. The model proposes that stress can be reduced by helping stressed

people change their perceptions of stressors, providing them with strategies to help

them cope and improving their confidence in their ability to do so.

5.1.2.Health realization/innate health model

The health realization/innate health model of stress is also founded on the idea that

stress does not necessarily follow the presence of a potential stressor. Instead of

focusing on the individual's appraisal of so-called stressors in relation to his or her

own coping skills (as the transactional model does), the health realization model

focuses on the nature of thought, stating that it is ultimately a person's thought
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processes that determine the response to potentially stressful external circumstances.

In this model, stress results from appraising oneself and one's circumstances through a

mental filter of insecurity and negativity, whereas a feeling of well-being results from

approaching the world with a "quiet mind," "inner wisdom," and "common sense".

This model proposes that helping stressed individuals understand the nature of

thought--especially providing them with the ability to recognize when they are in the

grip of insecure thinking, disengage from it, and access natural positive feelings--will

reduce their stress.

Example Case Study:

In Section 5 of this course you will cover these topics:
Engineering Psychology

Consumer Psychology

Topic : Engineering Psychology

Topic Objective:

At the end of this topic student will able to learn about:

 Ergonomics

 Five aspects of ergonomics

 Domains

 Design of ergonomics experiments

 Ergonomics in the workplace

 Fields of ergonomics

 Engineering psychology

 Organizations

Definition/Overview:

Ergonomics: Ergonomics is the scientific discipline concerned with designing according to

human needs, and the profession that applies theory, principles, data and methods to design in

order to optimize human well-being and overall system performance. The field is also called

human engineering, and human factors.
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Engineering psychology: Engineering psychology is an interdisciplinary part of Ergonomics

and studies the relationships of people to machines, with the intent of improving such

relationships. This may involve redesigning equipment, changing the way people use

machines, or changing the location in which the work takes place. Often, the work of an

engineering psychologist is described as making the relationship more "user-friendly."

Key Points:

1. Ergonomics

Ergonomic research is performed by those who study human capabilities in relationship to

their work demands. Information derived from these studies contributes to the design and

evaluation of tasks, jobs, products, environments and systems in order to make them

compatible with the needs, abilities and limitations of people.

Ergonomics is concerned with the fit between people and their work. It takes account of the

worker's capabilities and limitations in seeking to ensure that tasks, equipment, information

and the environment suit each worker.

To assess the fit between a person and their work, ergonomists consider the job being done

and the demands on the worker; the equipment used (its size, shape, and how appropriate it is

for the task), and the information used (how it is presented, accessed, and changed).

Ergonomics draws on many disciplines in its study of humans and their environments,

including anthropometry, biomechanics, mechanical engineering, industrial engineering,

industrial design, kinesiology, physiology and psychology.

2. Five aspects of ergonomics

There are five aspects of ergonomics: safety, comfort, ease of use, productivity/performance,

and aesthetics. Based on these aspects of ergonomics, examples are given of how products or

systems could benefit from redesign based on ergonomic principles.

 Safety - Medicine bottles: The print on them could be larger so that a sick person who may

have impaired vision (due to sinuses, etc.) can more easily see the dosages and label.

Ergonomics could design the print style, color and size for optimal viewing.
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 Comfort - Alarm clock display: Some displays are harshly bright, drawing ones eye to the

light when surroundings are dark. Ergonomic principles could re-design this based on

contrast principles.

 Ease of use - Street Signs: In a strange area, many times it is difficult to spot street signs. This

could be addressed with the principles of visual detection in ergonomics.

 Productivity/performance - HD TV: The sound on HD TV is much lower than regular TV. So

when you switch from HD to regular, the volume increases dramatically. Ergonomics

recognizes that this difference in decibel level creates a difference in loudness and hurts

human ears and this could be solved by evening out the decibel levels.

 Aesthetics - Signs in the workplace: Signage should be made consistent throughout the

workplace to not only be aesthetically pleasing, but also so that information is easily

accessible.

3. Domains

The International Ergonomics Association (IEA) divides ergonomics broadly into three

domains:

 Physical ergonomics: is concerned with human anatomical, anthropometric, physiological

and biomechanical characteristics as they relate to physical activity. (Relevant topics include

working postures, materials handling, repetitive movements, work related musculoskeletal

disorders, workplace layout, safety and health.)

 Cognitive ergonomics: is concerned with mental processes, such as perception, memory,

reasoning, and motor response, as they affect interactions among humans and other elements

of a system. (Relevant topics include mental workload, decision-making, skilled

performance, human-computer interaction, human reliability, work stress and training as

these may relate to human-system design.)

 Organizational ergonomics: is concerned with the optimization of sociotechnical systems,

including their organizational structures, policies, and processes.(Relevant topics include

communication, crew resource management, work design, design of working times,

teamwork, participatory design, community ergonomics, cooperative work, new work

paradigms, virtual organizations, telework, and quality management.)
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4. Design of ergonomics experiments

There is a specific series of steps that should be used in order to properly design an

ergonomics experiment. First, one should select a problem that has practical impact. The

problem should support or test a current theory. The user should select one or a few

dependent variable(s) which usually measures safety, health, and/or physiological

performance. Independent variable(s) should also be chosen at different levels. Normally, this

involves paid participants, the existing environment, equipment, and/or software. When

testing the users, one should give careful instructions describing the method or task and then

get voluntary consent. The user should recognize all the possible combinations and

interactions to notice the many differences that could occur. Multiple observations and trials

should be conducted and compared to maximize the best results. Once completed,

redesigning within and between subjects should be done to vary the data. It is often that

permission is needed from the Institutional Review Board before an experiment can be done.

A mathematical model should be used so that the data will be clear once the experiment is

completed.

The experiment starts with a pilot test. Make sure in advance that the subjects understand the

test, the equipment works, and that the test is able to be finished within the given time. When

the experiment actually begins, the subjects should be paid for their work. All times and other

measurements should be carefully measured and recorded. Once all the data is compiled, it

should be analyzed, reduced, and formatted in the right way. A report explaining the

experiment should be written. It should often display statistics including an ANOVA table,

plots, and means of central tendency. A final paper should be written and edited after

numerous drafts to ensure an adequate report is the final product.

5. Ergonomics in the workplace

Fundamentals for the Flexible Workplace Variability and compatibility with desk

components, that flex from individual work activities to team settings. Workstations provide

supportive ergonomics for task-intensive environments.

Outside of the discipline itself, the term 'ergonomics' is generally used to refer to physical

ergonomics as it relates to the workplace (as in for example ergonomic chairs and

keyboards). Ergonomics in the workplace has to do largely with the safety of employees, both
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long and short-term. Ergonomics can help reduce costs by improving safety. This would

decrease the money paid out in workers compensation. For example, over five million

workers sustain overextension injuries per year. Through ergonomics, workplaces can be

designed so that workers do not have to overextend themselves and the manufacturing

industry could save billions in workers compensation.

Workplaces may either take the reactive or proactive approach when applying ergonomics

practices. Reactive ergonomics is when something needs to be fixed, and corrective action is

taken. Proactive ergonomics is the process of seeking areas that could be improved and fixing

the issues before they become a large problem. Problems may be fixed through equipment

design or task design. Equipment design changes the actual, physical devices used by people.

Task design changes what people do with the equipment. Environmental design changes the

environment in which people work, but not the physical equipment they use.

6. Fields of ergonomics

6.1. Engineering psychology

Engineering Psychology is an applied field of psychology concerned with psychological

factors in the design and use of equipment. Human factors are broader than engineering

psychology, which is focused specifically on designing systems that accommodate the

information-processing capabilities of the brain.

6.2. Macroergonomics

Macroergonomics is an approach to ergonomics that emphasizes a broad system view of

design, examining organizational environments, culture, history, and work goals. It deals

with the physical design of tools and the environment. It is the study of the

society/technology interface and their consequences for relationships, processes, and

institutions. It also deals with the optimization of the designs of organizational and work

systems through the consideration of personnel, technological, and environmental

variables and their interactions. The goal of macroergonomics is a completely efficient

work system at both the macro- and micro-ergonomic level which results in improved

productivity, and employee satisfaction, health, safety, and commitment. It analyzes the

whole system, finds how each element should be placed in the system, and considers all
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aspects for a fully efficient system. A misplaced element in the system can lead to total

failure.

7. Organizations

The International Ergonomics Association (IEA) is a federation of ergonomics and human

factors societies from around the world. The mission of the IEA is to elaborate and advance

ergonomics science and practice, and to improve the quality of life by expanding its scope of

application and contribution to society. As of September 2008, the International Ergonomics

Association has 46 federated societies and 2 affiliated societies.

The International Society of Automotive Engineers (SAE) is a professional organization for

mobility engineering professionals in the aerospace, automotive, and commercial vehicle

industries. The Society is a standards development organization for the engineering of

powered vehicles of all kinds, including cars, trucks, boats, aircraft, and others. The Society

of Automotive Engineers has established a number of standards used in the automotive

industry and elsewhere. It encourages the design of vehicles in accordance with established

Human Factors principles. It is one the most influential organizations with respect to

Ergonomics work in Automotive Design. This society regularly holds conferences which

address topics spanning all aspects of Human Factors/Ergonomics.

In the UKthe professional body for ergonomists is the Ergonomics Society and in the USAit

is the Human Factors and Ergonomics Society . In Europe professional certification is

managed by the Centre for Registration of European Ergonomists(CREE). In the USAthe

Board of Certification in Professional Ergonomics performs this function.

Example Case Study:

Topic : Consumer Psychology

Topic Objective:

At the end of this topic student will able to learn about:

 Consumer

 Information evaluation

 Purchase decision
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 Post-purchase evaluation

 Conservation psychology

Definition/Overview:

Consumer: Consumer is a broad label that refers to any individuals or households that use

goods and services generated within the economy. The concept of a consumer is used in

different contexts, so that the usage and significance of the term may vary.

Consumer behavior: Consumer behavior is the study of when, why, how, where and what

people do or do not buy products. It blends elements from psychology, sociology, social

psychology, anthropology and economics. It attempts to understand the buyer decision

making process, both individually and in groups. It studies characteristics of individual

consumers such as demographics and behavioural variables in an attempt to understand

people's wants. It also tries to assess influences on the consumer from groups such as family,

friends, reference groups, and society in general.

Key Points:

1. Consumer

A consumer is a person who uses any product or service. Typically when business people and

economists talk of consumers they are talking about person as consumer, an aggregated

commodity item with little individuality other than that expressed in the buy/not-buy

decision. However there is a trend in marketing to individualize the concept. Instead of

generating broad demographic profile and psychographic profiles of market segments,

marketers are engaging in personalized marketing, permission marketing, and mass

customization.

In free market or capitalist economies, consumers are presumed to dictate what goods are

produced and are generally considered the center of economic activity. Individual

consumption of goods and services is primarily linked to the consumer's level of disposable

income, and budget allocations are made to maximize the consumer's marginal utility. In

'time series' models of consumer behavior, the consumer may also invest a proportion of their

budget in order to gain a greater budget in future periods. This investment choice may include

either fixed rate interest or risk-bearing securities.
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2. Black box model

ENVIRONMENTAL
FACTORS BUYER'S BLACK BOX

BUYER'S
RESPONSEMarketing

Stimuli
Environmental
Stimuli

Buyer
Characteristics

Decision
Process

Product
Price
Place
Promotion

Economic
Technical
Political
Cultural

Attitudes
Motivation
Perceptions
Personality
Lifestyle

Problem
recognition
Information
search
Alternative
evaluation
Purchase
decision
Post-
purchase
behavior

Product
choice
Brand choice
Dealer choice
Purchase
timing
Purchase
amount

The black box model shows the interaction of stimuli, consumer characteristics,

decisionprocess and consumer responses. It can be distinguished between interpersonal

stimuli (between people) or intrapersonal stimuli (within people). The black box model is

related to the black box theory of behaviorism, where the focus is not set on the processes

inside a consumer, but the relation between the stimuli and the response of the consumer. The

marketing stimuli are planned and processed by the companies, whereas the environmental

stimulus is given by social factors, based on the economical, political and cultural

circumstances of a society. The buyers black box contains the buyer characteristics and the

decision process, which determines the buyers response. The black box model considers the

buyers response as a result of a consciousness decision process, in which it is assumed that

the buyer has recognized the problem. However, in reality many decisions are not made in

awareness of a determined problem by the consumer.

3. Information evaluation

At this time the consumer compares the brands and products that are in their evoked set. How

can the marketing organization increase the likelihood that their brand is part of the

consumer's evoked (consideration) set? Consumers evaluate alternatives in terms of the

functional and psychological benefits that they offer. The marketing organization needs to
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understand what benefits consumers are seeking and therefore which attributes are most

important in terms of making a decision.

4. Purchase decision

Once the alternatives have been evaluated, the consumer is ready to make a purchase

decision. Sometimes purchase intention does not result in an actual purchase. The marketing

organization must facilitate the consumer to act on their purchase intention. The provision of

credit or payment terms may encourage purchase, or a sales promotion such as the

opportunity to receive a premium or enter a competition may provide an incentive to buy

now. The relevant internal psychological process that is associated with purchase decision is

integration.

Once the alternatives have been evaluated, the consumer is ready to make a purchase

decision. Sometimes purchase intention does not result in an actual purchase. The marketing

organization must facilitate the consumer to act on their purchase intention. The provision of

credit or payment terms may encourage purchase, or a sales promotion such as the

opportunity to receive a premium or enter a competition may provide an incentive to buy

now. The relevant internal psychological process that is associated with purchase decision is

integration. Conservation psychology is the scientific study of the mutual relationships, and

the connections between humans and the rest of nature, with a particular focus on how to

encourage conservation of the natural world. This field is less of a specialty area within

psychology itself but a growing way to help scientists of all fields to come together and help

each other and the community better understand the earth and what can be done to preserve

it. It is a field to help understand why people hurt or help the environment and what can be

done to change that. Using the term Conservation Psychology only refers to scientists in any

fields of psychology that have understandable knowledge of environment and the effects

humans have on it to use their abilities in greening psychology, and by making society

ecologically sustainable. The science of conservation psychology is oriented toward

environmental sustainability, which includes concerns like conservation of resources,

conservation of ecosystems, and quality of life issues for humans and other species.

Psychologists from all fields including philosophy, biology, sociology, industrial &

organizational, health, and consumer psychology, along with many other subfields like

environmental education and conservation biology come together to put their knowledge to
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practice in educating others to work together and encourage a congruous relationship between

humans and the environment around them. These psychologists work together with places

such as zoos and aquariums. Zoos and aquariums may seem to only be a place of recreation

and fun but are actually trying hard to put out positive messages out and to educate the public

on the homes and needs of the animals live there. They are trying to find ways to interact and

teach the people the consequences of their day to day actions to the animals and the

environment rather than simply viewing the animals. Psychologists and sociologists have

been visiting workshops and think tanks at the zoos to evaluate if the animals are being

viewed and shown to the best of their ability while still giving informative knowledge to the

public.

5. Post-purchase evaluation

The EKB model was further developed by Rice which suggested there should be a feedback

loop, Foxall further suggests the importance of the post purchase evaluation and that the post

purchase evaluation is key due to its influences on future purchase patterns.

5.1. Internal influences

Consumer behavior is influenced by: demographics, psychographics (lifestyle),

personality, motivation, knowledge, attitudes, beliefs, and feelings.

5.2. External influences

Consumer behavior is influenced by: culture, locality, royality, ethnicity, family, social

class, reference groups, and market mix factors.

6. Conservation psychology

What characterizes conservation psychology research is that in addition to descriptive and

theoretical analyses, studies will explore how to cause the kinds of changes that lessen the

impact of human behavior on the natural environment, and that lead to more sustainable and

harmonious relationships. Some of the research being done is estimating exactly how much

land and water resources are being used by each human at this point and where we will be in

the next coming generations. They consider in the factors of the excess amounts of humans

that are now here and how many more there are to come. Along with the percentage of
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humans the limited amount of land and how humans use it is considered. Not only humans

and the land need to be considered but what are the positive and negative consequences for

the biodiversity of plant and animal life after humans have used the land to their advantage.

Many different aspects of research need to be done including to find ways to develop

strategies to foster caring, shape values and measure success. In addition to creating better

conceptual models, more applied research is needed to: 1) identify the most promising

strategies for fostering ways of caring about nature, 2) find ways to reframe debates and

strategically communicate to the existing values that people have, 3) identify the most

promising strategies for shifting the societal discourse about human-nature relationships, and

4) measure the success of these applications with respect to the conservation psychology

mission. The ultimate success of conservation psychology will be based on whether its

research resulted in programs and applications that made a difference with respect to

environmental sustainability. We need to be able to measure the effectiveness of the

programs in terms of their impact on behavior formation or behavior change, using tools

developed by conservation psychologists.

Conservation of Psychology assess as a whole four different concepts. At the countrys first

Conservation of Psychology conference these four things were discussed. The first topic

being discussed is the connection of humans and animals. The Multi-Institutional Research

Project (MIRP) works diligently on finding ways to develop a compassionate stance towards

animals in the public eye. Many different questions were assessed to find answers to

questions concerning ways to help develop loving attitudes for animals and the earth. With

these questions and answers effective educational and interpretive programs were made that

would help review the progress. The second concept that was discussed at the conference

concerned connections of humans and places. A new language of conservation will be

supported if there are abundant opportunities for meaningful interactions with the natural

world in both urban and rural settings. Unfortunately, as biodiversity is lost, every generation

has fewer chances to experience nature. There were many questions asked concerning how

humans in their everyday lives could be persuaded or educated well enough to make them

want to join in programs or activities that help maintain biodiversity in their proximity. Local

public and private organizations were asked to come together to help find ways to protect and

manage local land, plants, and animals. Other discussions came to whether people on an

individual or community level would voluntarily choose to become involved in maintaining

and protecting their local biodiversity. These plus many other important questions were
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contemplated. Techniques in marketing are a key tool in helping people connect to their

environment. If an identity could be connected from the environment to towns becoming

more urbanized, maybe those living there would be more prone to keep it intact.Thethird

discussion covered the aspects of producing people who act environmentally friendly.

Collectively, any activities that support sustainability, either by reducing harmful behaviors

or by adopting helpful ones, can be called conservation behaviors. Achieving more

sustainable relationships with nature will basically require that large numbers of people

change their reproductive and consumptive behaviors. Any action, small or large, that helps

the environment in any way is a good beginning to a future of generations who only practice

environmentally-friendly behavior. This may seem to be a far-fetched idea but with any help

at all in educating those who do not know the repercussions of their actions could help

achieve this. Approaches to encouraging a change in behavior were thought about carefully.

Many do not want to change their way of life. A more simplistic lifestyle rather than their

materialistic, current lives hurt their environment around them rather than help, but could

people willingly change? To take public transportation rather than drive a car, recycling,

turning off lights when they are not needed, all these things are very simple yet a nuisance to

actually follow through with. Would restructuring tax-code help people to want to change

their attitudes? Any concept to reach the goal of helping people act ecologically aware was

discussed and approached. In the fourth and final point at the first conservation of psychology

convention the discussion of the values people have to their environment. Understanding our

relationship to the natural world well enough so that we have a language to celebrate and

defend that relationship is another research area for conservation psychology. According to

the biophilia hypothesis, the human species evolved in the company of other life forms, and

we continue to rely physically, emotionally, intellectually on the quality and richness of our

affiliations with natural diversity. A healthy and diverse natural environment is considered an

essential condition for human lives of satisfaction and fulfillment. Where did they get these

values and are they ingrained to the point they cannot be changed? How can environmentally

educated people convey value-based communication to a community, a nation, or even on a

global level? National policy for this model is something that is desired but under such a

strong political scrutiny this could be very challenging. Advocates for biodiversity and

different programs came together to try and find methods of changing Americans values

concerning their environment and different methods to express and measure them.
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Conservation biology was originally conceptualized as a crisis-oriented discipline, with the

goal of providing principles and tools for preserving biodiversity. This is a branch of biology

that is concerned with preserving genetic variation in plants and animals. This scientific field

evolved to study the complex problems surrounding habitat destruction and species

protection. The objectives of conservation biologists are to understand how humans affect

biodiversity and to provide potential solutions that benefit both humans and non-human

species. It is understood in this field that there are underlying fields of biology that could

readily help to have a better understanding and contribute to conservation of biodiversity.

Biological knowledge alone is not sufficient to solve conservation problems, and the role of

the social sciences in solving these problems has become increasingly important. With the

knowledge of conservation biology combined with other fields, much was thought to be

gained. Psychology is defined as the scientific study of human thought, feeling, and behavior.

Psychology was one of the fields that could take its concepts and apply them to conservation.

It was also always understood that in the field of Psychology there could be much aid to be

given, the field only had to be developed. Psychology can help in providing insight into

moral reasoning and moral functioning, which lie in the heart of human-nature relationships

Everyone that is now involved from the field of psychology had knowledge of ways to

conceptualize the relationship of humans to their environment. Biology has always been

involved in advances of conservation considering biodiversity and the organisms in it are part

of the main field of biology. Psychology has been absent from conservation for some time,

but educators and scientists are realizing that with the help of both we can come to a better

understanding of humans and their social interactions with their environment and everything

in it.
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