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INTRODUCTION

This course, PAD 122ndustrial and Organizational Psychology is a
three (3) credit unit compulsory course for studesttidying Bachelor of
Science (B.Sc) in Public Administration and othedated discipline.

The field of study known as "industrial psycholdgyjndustrial-
organizational psychology,” or "I-O psychology" exaes how people
act in the workplace. Industrial psychologists gsal and assess a
business's working environment and procedures wheroto boost
efficiency and output.

The students will Industrial-organizational psyadgy in order to
combines elements of psychology and managememéggofessionals
the skills to build effective, healthy, and produet employees and
organizations. Students with the knowledge of itdlaisorganizational
psychology can enjoy careers in a wide range ofistrees, including
academia, talent management and recruiting, maragemand
government.

COURSE GUIDE

The purpose of this course is to present aspectsingddstrial-
organizational psychology, how student can ledretprimary negotiator
in a workplace or whether you're mediating a corspgan package, a
contract, or a dispute between two parties, whetitedent need to
discover solutions to work related challenges. ¥bould also be able to
articulate your thoughts well and convince othdrgheir validity.

MEASURABLE LEARNING OUTCOMES

Upon successful completion of these modules, ydiubeiable to:

1. Develop research questions and testable hypothedesd to
existing theory or research.

2. Develop hypotheses, choose appropriate statistiiest them, and
describe the results correctly in a short resepagier.

3. Develop research design and literature reviewedl&t dataset.

4. Interpret results from descriptive and inferenstalistical analysis
of public administrative datasets and place resuitsAPA
formatted text, tables, and figures.

5. Compare statistical test results to those of schoktudies as
reported in the literature review of the assignment
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THE COURSE AIM

The course is aimed at acquainting you with whaingjtative techniques
are all about and letting you understand the praktapplications of
guantitative techniques in business and econonucsida making. To
ensure that this aim is achieved, some importackdvaund information
will be provided and discussed,

Self-Assessment-Exercise (SAES)

Two Self-assessment Exercises each are incorponatethe study
material for each unit. Self-assessment Exercisesh&udents to be a
realistic judge of their own performance and to riave their work.
Promotes the skills of reflective practice and-gsetitoring; Promotes
academic integrity through student self-reportirigearning progress;
Develops self-directed learning; Increases studesitvation and Helps
students develop a range of personal, transferskiile

SUMMARY

Each Unit contained a summary of the entire unisulmary is a brief

statement or restatement of main points, especallg conclusion to a
work: a summary of a chapter. A brief is a detadedine, by heads and
subheads, of a discourse (usually legal) to be é=egh a brief for an

argument.

POSSIBLE ANSWERS TO SELF-ASSESSMENT EXERCISE(S)
WITHIN THE CONTENT

The materials contained Possible Answers to Sedefsment
Exercise(s) within the content. The possible Seffeasments answers
enable you to understand how well you're performimthe contents. It
is a way of analysing your work performance and argas for growth.
Reflecting on your strengths, weaknesses, valudsaanomplishments
can help you determine what goals to work towaod.ne

COURSE MATERIAL

The course material package is comprises of foligWlodules and unit
structure:

Module 1

Unit 1 Introduction tdndustrial and Organisational Psychology
Unit 2 Basic Issues in I/O Psychology

Unit 3 Recruitment in Workplace

Unit 4 Employee Selection in Workplace

Unit 5 Employees Training in Workplace
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Module 2

Unit 1 Learning Theories and Memory
Unit 2 Performance Appraisal

Unit 3 Performance Appraisal Methods
Unit 4 Organizational Change and Development
Unit 5 Sources of Organizational Change
Module 3

Unit 1 Work and Attitude

Unit 2 Components of Attitude

Unit 3 Ergonomics

Unit 4 Display Work Design

Unit 5 Conflict

Module 4

Unit 1 Conflict and Collective Bargaining
Unit 2 Negotiation

Unit 3 Communication

Unit 4 Career and Development

Unit 5 Career Cycle

Module 5

Unit 1 PersonaCareer

Unit 2

Unit 3

Unit 4 Team Work

Unit 5 Organizations and People

Vi
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MODULE 1

Unit 1 Introduction tdndustrial and Organisational Psychology
Unit 2 Basic Issues in I/O Psychology

Unit 3 Recruitment in Workplace

Unit 4 Employee Selection in Workplace

Unit 5 Employees Training in Workplace

UNIT 1 INTRODUCTION TO INDUSTRIAL AND
ORGANISATIONAL PSYCHOLOGY

Unit Structure

1.1 Introduction

1.2 Learning Outcomes

1.3 Title of the main

1.3  Meaning of Psychology

1.4 Distinction between Industrial Psychology andgahisational
Psychology

1.5 Goals of Industrial/Organizational Psychology4

1.6 Summary

1.7 References/Further Readings/Web Resources

1.8 Possible Answers to Self-Assessment Exerciseff)in the
content

P =
@1.1 Introduction

Industrial Psychology as a course was initiatedlier student of public
administration in order to develop their criticalnking skills. A great
deal of topics such as the Assessment of humahuaés at work, Work
stress, Job design , Selection, placement of pemplgbs, Training,
learning at work, Performance appraisal, Orgaiuisat change and
development are what you study in industrial Psiadno

Industrial psychological studies the relation betwéhe attitudes of the
employees and their performance. From these studres factors

enhancing morale of personnel can be identified iandrporated into
the working environment of employees' in ordemoréase their morale
and job- satisfaction. Industrial psychology therefis the study of
people at work and the application of psychologigainciples to

employees and organizations.
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@ 1.2 Learning Outcomes

By the end of this unit, you will be able to:

Explain meaning of Psychology,

Distinguish between Industrial Psychology and Oigmional
Psychology,

Discuss the basic goals of Industrial/Organisati®sgchology,

y oo

=]

=

1.3 Industrial/Organizational Psychology and Goals of
Industrial/ Organizational Psychology

1.3.1 Meaning of Psychology

Human behaviour holds a lot of charm for all anddsy. Philosophers

such as Socrates and Plato speculated a lot ahmoarh behaviour.

There are many puzzles as well as several rightlyrongly held myths

and believes about human behaviour. Puzzles sich a

[ How do we remember things?

. Why do we dream?

iii. How and why do drugs alter human consciousness?

iv.  What will cause someone to taking his/her own Mg, suicide,
or take the life of others via gun shots or whathis origin of
extreme behaviour like suicide bombing?

What makes individuals such as Boko Haram membecsrbe social
misfits?

1.3.2 Distinction between Industrial Psychology ah
Organisational Psychology

Industrial Psychology as a sub-field of Psycholdgyed to the work of
some notable writers such as Hugo Munsterberg,rigke@aylor, Eton
Mayo, Abraham Maslow and so many others whose wark&sfocused
on the issues of man at work, functioning eitheriraviduals or in
groups. Our lives as individuals revolve around ustdes and
organisations from where we sojourn either as wasrk@ owners of
businesses to make ends meet. Since the home,h¢chuecket place,
shopping malls, and schools are all forms of orggtion, there is no
escaping the grip of the rules, relationships tlaaige from the very
simple to complex forms and the conforming struesuand processes
that are features of organisations. In the same, wedustries are forms
of organisation and although they are commonly @ated with
machines and equipments, man is an important coemgon

2
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Industrial Psychology as a subfield of study itigidocused mainly on
individuals at work. The principal concern was abondividual
differences at work. This focus was as a resuthefconcept of man as
mere factor of production. This approach was infitel by Taylorism
whose mechanistic conception of work pitch man lsarisg narrow
roles in productivity after work has been dividettlahe one-best way
was found to improve productivity through approf@iaonnectivity
between productivity and reward (Taylor, 1911). WHDrganisational
Psychology explain the Informal groups at work asuth issues as
group morale, social conformity, attitudes and gleaerally observable
changes that both physical and social aspects ef vibrk place
represents and other scenarios such as structioeggses and people
became topical issues which are codified as Org#aigal Psychology.
Organisational Psychology thus began as a sepdielte of study
different and independent of Industrial Psychology.

Self-Assessment Exercises 1

1. Define Psychology

2. The important industrial goals involves five basictivities
mention two

1.3.3 Goals of Industrial/Organizational Psycholog

Understanding human behaviour, from a scientifimipof view, is the
overall goal of Psychology. This broad, all-impaitgoal involves five
basic activities:

I. Measurement of behaviour:Much of the work of psychologists
involves measuring of concepts, attributes, charestics or
variables that impact or conditions human behaviour

. Describing: Attributes or concepts that are so measured are
classified, identified, or categorized in terms tbkir salient
features, or characteristics.

iii. Explanation: This mean adducing reason(s) to why people think,
feel, or act the way they do. It is one of the majoals of any
scientific discipline and this may be achieved tyo
formulation of theories.

iv.  Prediction: The goal of predicting behaviour is underscorgd b
the need to take decisions that will be valid fownand in the
future.

Vv Control: Another equally important goal is theed to; based on
predicted behaviour, encourage frequent occurrericdesired
behaviour and stoppage of undesired ones
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Self-Assessment Exercises 2

1. Compare between Industrial Psychology and Orgaaisat
Psychology?

2. State rightly or wrongly held myths and believe®wbhuman
behaviours?

l/o'/|
1.6 Summary

Industrial/Organisational Psychology offers val@abbntribution and a
repertoire of knowledge of man in work situatiomle ranges of issues
covered are broad and germane to the understandredjction and
control of human behaviour at and off work. In leet will further
explain the Basic Issues in Industrial/OrganisatioRsychology and
other sub-fields of psychology

N

Mullins, L. J. (2007)Management and Organisational Behaviour (8th
Ed.). New York: Prentice Hall

1.7 References/Further Readings/Web Resources

Musterberg, H. (1913Psychology and Industrial Efficiency. Boston:
Houghton Mifflin.

«|

1.8 Possible Answers to SAEs

Answers to SAEs 1(1)

Psychology is the scientific study of the mind atehavior.
Psychologists are actively involved in studying aundderstanding
mental processes, brain functions, and behavice.figd of psychology
is considered a "Hub Science" with strong connestito the medical
sciences, social sciences, and education (BoyaldyaKs, & Borner,
2005).

Answers to SAEs1 (2)

Measurement of behaviour: Much of the work of psychologists

involves measuring of  concepts, attributesrattaristics or variables

that impact or conditions human behaviour.

1 Describing: Attributes or concepts that are so measured are
classified, identified, or categorized in terms tbkir salient
features, or characteristics
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2

Industrial Psychology as a sub-field of Psychplalated to the
work of some notable writers such as Hugo Munstgrbe
Fredrick Taylor, Eton Mayo, Abraham Maslow and sany
others While Organisational Psychology explain th®rmal
groups at work and such issues as group moraleialsoc
conformity, attitudes and the generally observaiflanges that
both physical and social aspects of the work ptapeesents and
other scenarios such as structure, processes apudepeecame
topical issues which are codified as Organisati®sgichology.

Answers to SAEs 2

i.
ii

iii
iv

How do we remember things?

Why do we dream?

How and why do drugs alter human coossness?
What will cause someone to taking his/her ovim, lvia suicide,
or take the life of others via gun shots or whathis origin of
extreme behaviour like suicide bombing?

What makes individuals such as Boko Haram mesmbecome
social misfits?
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UNIT 2 BASIC ISSUES IN 1/0 PSYCHOLOGY

2.1 Introduction

2.2  Learning Outcomes

2.3 Industrial/Organizational Psychology and balssues in I/O
Psychology
2.3.1 Basic Issues in 1/0O Psychology
2.3.2 Work of Psychology in Work Place

2.4  The importance of I-O Psychology

2.5  Sub-field of Psychologists and Area of pradic

2.6 Summary

2.7  References/Further Readings/Web Resources

2.8 Possible Answers to Self-Assessment Exerciseff)in the
content

/.
@ 2.1 Introduction

Industrial psychologists study a number of différespects of the
human experience at work and also occasionally eyomd studying
individuals to studying teamwork and organizatiotidture

@ 2.2

By the end of this unit, you will be able to:

Learning Outcomes

o Identify the Basic Issues in Industrial/OrganizatibPsychology,
o List and explain other sub-fields of psychology

2.3 Industrial/Organizational Psychology and basi Issues
in 1/0 Psychology

2.3.1 Basic Issues in I/0O Psychology

With the background already provided, the resthef ¢hapter will now
focus on salient issues that engage the attenfidiOopsychologists.
The issues are many and can only be briefly touchedn in an
introductory course of this nature. The issues csete for brief
discussion are:

I. Assessment of human attributes at work

il. Work and Job design

iii.  Selection and placement of people on jobs

iv.  Training and learning at work

6
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V. Performance appraisal
Vi. Organisational change and development
vii.  Ergonomics, equipment design and man-macfiine

viii.  Attitudes, attitude measurement, job satsifan, pay satisfaction,
organizational commitment, organisational citizepshwork
motivation and performance

ix.  Social and interpersonal skill; self-esteemif-sfficacy, locus of
control, leadership, assertiveness, negotiatiomneonication,

mentoring
X. Self-Assessment, Career choice and development
Xi. Industrial accident, safety and health

2.3.2 Work of Psychology in Work Place

With the background already provided, the resthef ¢hapter will now
focus on salient issues that engage the attenfidiOopsychologists.
The issues are many and can only be briefly touchedn in an
introductory course of this nature. The issues csete for brief
discussion are:

I Assessment of human attributes at work

il. Work and Job design

iii.  Selection and placement of people on jobs

iv. Training and learning at work

V. Performance appraisal
Vi. Organisational change and development
vii.  Ergonomics, equipment design and man-macfiine

viii.  Attitudes, attitude measurement, job sati$ifan, pay satisfaction,
organizational commitment, organizational citizapshwork
motivation and performance

ix.  Social and interpersonal skill; self-esteemif-sfficacy, locus of
control, leadership, assertiveness, negotiatiomneonication,

mentoring
X. Self-Assessment, Career choice and development
Xi. Industrial accident, safety and heal

Self-Assessment Exercises 1

1. Discuss the Basic Issues in Industrial/Organisation
Psychology,

2. Define industrial psychology

2.4  The importance of I-O Psychology
In most cases, adults spend the bulk of their wagkdand frequently

their weekends) at work. Part-time employment isoenmon way for
high school and college students to make ends resepgcially during

7
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the summer. Many people invest more time and eifbatthis than they
do into any other pursuit in their lives. This fatbne should be enough
to infer that people value their effort. Most peopllso have financial
obligations that can only be met through working.réality, though,
there is much more to a job than just trading tforemoney. Since the
experience of working may be easily described beist, many excellent
works on the topic have been written outside offiklel of psychology.
One such publication is "Gig" (Bowe, Bowe, & Stexet2000), which
featured interviews with individuals who descriliadir occupations. In
those interviews, both the finest and worst aspettpast jobs are
readily apparent. Box 1.1 includes comments frora workers, a bus
driver in Los Angeles who enjoys her job and adkgon Kentucky's
state highways who does not. Even though theseviates are with
people in lower-level positions, they provide jast much insight into
what it means to work as those with CEOs, engineansl middle
managers. Most people would continue working ifegivthe chance,
despite having mixed sentiments about their pradass This view is
bolstered by a book by the National Research Cowmcihe evolving
nature of work (NRC, 1999). Since at least 1973rok0% of people
have answered "l would continue working" to thegjiom "If you were
to obtain enough money to live as comfortably as would like for the
rest of your life, would you continue to work or wd you quit
working?" This dramatically demonstrates the sigaiice of effort
beyond its monetary value. This is substantial @veg that our labour
— not just our jobs, but the whole act of working isfundamental to
our sense of self. Talking to folks who are goingldse or have lost
their employment is an additional confirmation loé tvalue of labour. A
person's contribution to society, their family, atmémselves is often
measured in terms of the amount of time they spgarking, as we
shall see.

2.5 Sub-field of Psychologists and Area of practs

According to Jayeoba (2008), Psychologists apphirtltraining in

different areas of endeavour:

(1) Explain Elton Mayo’s Hawthorne experiment on thiuence of
physical conditions on productivity

(i)  Clinical Psychologist The clinical psychologist comes close to
many people idea of what a psychologist is. They“doctors
who diagnose psychological disorders and treat thesimg
psychotherapy. The clinical psychologist is differefrom a
psychiatrist.

(i)  Counselling PsychologistThis work is almost similar to that of
a clinical psychologist. Also in terms of trainitigey are similar.
The main difference is that counselling psycholtsgisork with
people of milder emotional problems. He uses tastseasure
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(iv)

(v)

(vi)

(vii)

(vii)

(ix)

)

traits like intelligence, interest, aptitude and rgomality
characteristics.

Experimental Psychologist The experimental psychologist is
primarily engaged in research using experimentahate They
are found in universities, social research cengtes,
Physiological Psychologist The psychologist is a specialist in
research into physiological problems. His focusois issues
bothering on physiological basis of behaviour ¢hg. brain, and
the nervous system as they affect behaviour. Hishade is
basically experimental and may use animals, suchaasand
monkeys to infer human behaviour.

Industrial-Organisational Psychologist As the name implies,
the psychologist applies psychological principlespcedures,
theories and insight to tackling industrial and amigational
problems especially as they relate to the humarcaspf the
organization. He is involved in personnel recruiéraining,
motivation, business administration, marketing tstyees,
communication, job counselling, as researcher autiuter in
universities, consultancy.

Social Psychologist The social psychologist applies
psychological principles and theories in understanchuman
behaviour in social setting. His scope of intersswide and
covers issues like attitude and attitude changeplpeperception
or perceptual stereotypes, determination of infbeeand power,
conformity etc.

Developmental PsychologistDevelopmental psychologists try
to understand complex human behaviour by studyieghset of
a behaviour pattern and the orderly way in whictytlechange
over time. He may specifically be interested ocaaross ages.
Psychologists studying behaviour changes occuriingarlier
years are called child psychologists.

Forensic Psychologistinvolved in criminology and legal issues
relating to investigation and prosecution of criedé That is,
using psychological insight to gain confession iones without
resort to torture and abuse of human right. Thegerfsic
psychologist also assist in managing after-effe€tscquittal and
conviction.

Military Psychologist: Like the name implies, he function in
military setting in different capacities, as coulmse ergonomist
or in the use of psychological principles and pcares, to select,
train and deplore military personnel
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Self-Assessment Exercises 2
1 explain Clinical Psychologist
2 define Forensic Psychologist

Vc)'/|
2.6 Summary

Industrial/Organisational Psychology offers val@abbntribution and a
repertoire of knowledge of man in work situatiomie ranges of issues
covered are broad and germane to the understandredjction and
control of human behaviour at and off work. Withe tbackground
already provided, the rest of the chapter will foeaus on salient issues
that engage the attention of I/O psychologists. iEBaes are many and
can only be briefly touched upon in an introductagurse of this
nature. The issues selected for brief discussien ar

I. Assessment of human attributes at work

il. Work and Job design

iii.  Selection and placement of people on jobs

iv.  Training and learning at work

V. Performance appraisal

vi.  Organisational change and development

N

Mullins, L. J. (2007)Management and Organisational Behaviour (8th
Ed.). New York: Prentice Hall

1.7 References/Further Readings/Web Resources

Musterberg, H. (2013Psychology and Industrial Efficiency. Boston:
Houghton Mifflin.

u:i 1.8 Possible Answers to SAEs

Answers to SAEs 1(1)

The basic issues selected for brief discussion are:
I. Assessment of human attributes at work

il. Work and Job design

iii.  Selection and placement of people on jobs
iv.  Training and learning at work

V. Performance appraisal
Vi. Organisational change and development
vii.  Ergonomics, equipment design and man-macfiine

10
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Answers to SAEs 1 (2)

Industrial psychologists study a number of différespects of the
human experience at work and also occasionally eyomd studying
individuals to studying teamwork and organizatiotidture

Answers to SAEs 2(1)

Clinical Psychologist: The clinical psychologistnees close to many
people idea of what a psychologist is. They arectoigs® who diagnose
psychological disorders and treat them using pyeirapy. The clinical
psychologist is different from a psychiatrist.

Answers to SAEs 2(2)

Forensic Psychologist: Involved in criminology dedal issues relating
to investigation and prosecution of criminals. Tha&, using
psychological insight to gain confession to crimeghout resort to
torture and abuse of human right. They forensicipsipgist also assist
in managing after-effects of acquittal and conwicti

11
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UNIT 3 RECRUITMENT IN WORKPLACE
Unit Structure

3.1 Introduction

3.2  Learning Outcomes

3.3  Title of the main

3.4  Meaning of Recruitment

3.5  Source for Recruitment

3.6  Summary

3.7 References/Further Readings/Web Resources

3.8 Possible Answers to Self-Assessment Exercisefff)in the
content

@ 3.1 Introduction

The staffing function is one of the main activities Personnel
Psychologists in particular and I/O Psychologistgl ather trained
human resource management experts. The gatewhg trganisation is
via the staffing activities of the human resour@pattment. It is an
important job role that incorporates three distirectactivities. In this
lecture, we will be discussing recruitment and sesrof recruitment

©.,

At the end of this unit, you should be able to:

Learning Outcomes

o To Define Recruitment and Explain it components,
o Itemize the source of recruitment
B

1011

=] 3.3 Recruitment, Selection and Placement
1.3.1 Meaning of Recruitment

Recruitment is the process of actively seeking &ining and hiring
candidates for a specific position or job. It iscatefers to the procedure
of actively searching for, locating, and hiring n@mployees. A full
definition of recruiting would encompass everythifrgm the initial
stages of the hiring process all the way througthtonew employee's
first day on the job.The recruitment definition lundes the entire hiring
process, from inception to the individual recruitisegration into the
organization.

12
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components:

1. Job analysis to determine the core activiteedé engaged by
employees; that is the duties, tasks, responsdsilitworking
conditions and hazards and assessment of humamemguts of
all jobs including the knowledge, skills, aptitugdestitudinal
dispositions, experiences and other human attsbregquired to
succeed on the job positions delineated in each the
departments and units of the organisation.

2. Manpower planning involving a number of ess#ndéind basic
processes of organisational analysis to determihettver there
are deficiencies of skills, reconciliation of preseand future
needs through scientific forecasting of the |labmarket supply
and demand matrix, planning human resource actions

3. Recruitment via announcement of vacancies amtinj means
of attracting from the labour market those who guelified and
willing to fill the vacancies.

4. Selecting from among the applicants those wheehthe best
probability of succeeding on the jobs
5. Putting selected candidates on the job roles

Self-Assessment Exercises 1
1. Define recruitment
2. Explain the concept job analysis

3.3.2 Where Do We Source for Recruitment

New graduates from primary, secondary and teriiasgitutions, useful
skills and experiences from informal labour markettor, employees
looking out for new opportunities, NYSC, internedgdents on
industrial attachment, retirees, returnees fromsmgbaas and other
sources

These are broadly divided into two; knowledge, Iskdnd aptitudes
existing within the organisation (the internal labonarket) and those in
the external labour market.

Internal labour market. Internal labour market sources include transfer,
promotion, job rotation, recommendation of labouron, training and
skill upgrading, job redesigning by either enlargetor slimming, or
job reclassification.

External labour market. External labour market sources include
unsolicited applications,

13
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Selection

The state of being selected 2: one that is seleatbdice also a
collection of selected thinggeecommendations of present employees,
walk-ins, referrals, employment agents/agenciegundant workers,
labour union centres, poaching, job fairs, scoytimgpotism and
leasing.

When introducing myself to potential employersctasionally mention
that I've helped evaluate candidates for anythirgnf bartender to
astronaut positions. This is quite literally theseaand after giving it
some thought, I've come to the conclusion that bnfttances have
substantial economic significance. Pick the wroagamauts and you'll
waste billions of dollars on a mission that fails.a more effective
method is used to hire bartenders, the companysahmevenue might
rise by tens of millions of dollars. This is based a hypothetical
scenario in which 200 locations experience a 10%0@°6 increase in
sales. On a more personal note, | found it intargsto learn that a
former coworker of mine, who had an unsuccessfuriage that ended
in divorce, now has another employee do structum¢erviews with
potential brides and try to find a good match fom.h Their
compatibility with the future bridegroom was theglayed to him. In
fact, he had turned down at least two otherwisg genalified suitors 1
for his hand because of this reason, which in dnitself is significant.
When | met with the executive team of a big finahoese, | was again
taken aback to see that they lacked any concreteriar for what
constitutes success in their business on an indiitevel. At the time
of this writing, 16 years later, stories aboundthe media about how
their market value has dropped by more than 75%héscompany’'s
performance on the overall related to the fact tteaemployees don't
take the time to carefully evaluate what constgigeod performance on
an individual level?

Self-Assessment Exercises 2
1. Mention the source of recruitment you know.
2. Discuss selection

Vo‘/|
3.6 Summary

Recruitment is the process of actively seeking &ining and hiring
candidates for a specific position or job. The wé@onent definition
includes the entire hiring process, from inceptitwn the individual
recruit's integration into the organization.

components:

14



PAD 122 ORGANIZATIONAL PSYCHOLOGY

Job analysis to determine the core activities to dmgaged by
employees; that is the duties, tasks, responggsilitvorking conditions
and hazards and assessment of human requiremeadtgaifs including
the knowledge, skills, aptitudes, attitudinal disions, experiences and
other human attributes required to succeed on uie positions
delineated in each of the departments and unittheforganization.
Staffing involves sequence of activities which tetnent & its
components, sources of recruitment. In the nexdsclave will discuss
the concept of selection and placement

N

Fajana, S. (2002Human Resources Management: An Introduction.
Lagos: Labofin and Company.

3.7 References/Further Readings/Web Resources

Fisher, C. D., Schoenfeldt, L F. & Shaw, J. B. (20Bluman Resource
Management, 5th Ed. Houghton Mifflin

u:i 3.8 Possible Answers to SAEsS

Answers to SAEs 1(1)
Recruitment is the process of actively seeking @uatling and hiring
candidates for a specific position or job

Answers to SAEs 1(2)

job analysis to determine the core activities t@bgaged by employees;
that is the duties, tasks, responsibilities, wagkaonditions and hazards
and assessment of human requirements of all jobkidimg the
knowledge, skills, aptitudes, attitudinal dispasis, experiences and
other human attributes required to succeed on die positions
delineated in each of the departments and unitissobrganisation

Answers to SAEs 2(1)

New graduates from primary, secondary and teriiasgitutions, useful
skills and experiences from informal labour markettor, employees
looking out for new opportunities, NYSC, internedgdents on
industrial attachment, retirees, returnees fromsmgbaas and other
sources

Answers to SAEs 2(2)

Selecting from among the applicants those who ltfedest probability
of succeeding on the jobs
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UNIT 4 EMPLOYEE SELECTION IN WORKPLACE
Unit Structure

4.1 Introduction

4.2  Learning Outcomes

4.3  Title of the main
4.3.1 Meaning Selection

4.4  Stages in Selection

4.5 Placement

4.6 Summary

4.7  References/Further Readings/Web Resources

4.8 Possible Answers to Self-Assessment Exercisefff)in the
content

/.
@ 4.1 Introduction

Selection and placement is one of the most imposiaffing function in
an organization. In this lecture, we shall be distg selection, stages
of selection and placement

@ 4.2 Learning Outcomes

At the end of this unit, you should be able to:

. Explain the concept of selection
. Outline the Stages in Selection
o Define the concept of Placement

4.1 Employee Selection
4.3.1 Meaning Selection

Selection on the other hand means determining arttengo-recruited,
the best possible hand for the position advertiSetection is a rigorous
exercise involving a number of steps. In fact, &8@ as a process went
beyond the actual attraction of people, picking aghthem and placing
them on the job. It includes job analysis, recreitty and all the steps
discussed below. Thus recruitment is only concemvéd bringing in
applications of prospective job candidates, and rést of the steps
discussed below relates to another stage in tighprocess.
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Self-Assessment Exercises 1
1. Discuss the concept Placement
2. Mention two Stages involve in Selection

4.2  Stages in Selection

There are at least, depending on the size andenafuhe organization,
budget and the number of applicant showing intaretiie available job
position, nine stages in the selection processy Hre not necessarily
sequential stages but may occur in the order pexferby the
Organization.

a. Preliminary interview. Usually exploratory, it is suitably used
where number of applicant is manageable. Prelimingerview
further serves as part of screening of those wieo cualified
enough to participate in the rest of the selegbimtess/stages.

b. Application blank. Thoughtfully designed with attributes
required on the job in mind relevant biographicatadare also
obtained through the blank. It's useful in subsemeenterview.

C. Second interview.lIt is often done to clarify issues arising in the
application blank.

d. Psychological testing. Psychological tests are designed on
different human attributes and the choice of t¢sigpends on
attributes that are necessary for the job in qaestrhey give
greater insight than results are generally morelad reliable
than most measure.

e. Work history. This has to do with examining the relevance of
earlier job experiences of applicants. This is ingoat in a job in
which experience is needed and advertised.

f. Reference checkOpinions of former employer(s) and or people
of eminent status are obtained. This, though notetiable a
measure, because no one will name a referee thhtgiwve
negative comments, may provide useful insight ifpihg to
reach decision to employ or not.

g. Medical examination.This is done to examine the physiological
state and fitness of candidates. To check for aesenotherwise
illnesses that may impact on efficiency on theijamployed.

h. Recommendation. At this point few of the applicants drawn
during recruitment are left relative to availablespions. This is
because at every stage of the selection process applicants
are rejected as indicated by reducing size of lmafgy 2. Those
recommended are those that meet most of the eriterithe job
positions. They may be in two categories, thosewliabe given
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the offer and some kept for precautionary purpddet is, in
case those actually given the offer may not honipuhis group
may easily be used as replacement.

I. Offer. At this point a decision to employ in communicated
successful candidate. Also both parties sign tharaot. Also
both parties sign the contract of employment ugudthwn by
employer and other formalities are concluded ferc¢hndidate to
resume work.

4.3.3 Placement

Successful recruitment and selection culminates placement on

workers on the job they are best fit to do and metessarily the jobs
they had applied for. Efforts during placementdegoted to making the
new employee suitably absorbed into not just agobition, but both

career and lifetime opportunities for use of knalge, skills, and

importantly aptitudes that are latent and may Isealiered along the
line. Workers must be placed in the job on whiakytban best perform.
This can be achieved; by giving interest inven®tiedetermine area of
interest and by placing the new recruit on allgtole job positions, and
using his relative performance rating to place mnrhis area of highest
rating.

Self-Assessment Exercises 2
1. Meaning Selection
2. Discuss Application blank

l/o'/|
4.6 Summary

Selection on the other hand means determining arttengo-recruited,

the best possible hand for the position advertiSetection is a rigorous

exercise involving a number of steps. In fact, d8@ as a process went
beyond the actual attraction of people, picking aghthem and placing

them on the job

There are at least, depending on the size andenafuhe organization,
budget and the number of applicant showing intaretiie available job

position, nine stages in the selection processy Hre not necessarily
sequential stages but may occur in the order pegferby the

Organization

Selection is a rigorous exercise involving a numbgrsteps. In fact,
selection as a process went beyond the actualctadimaof people,
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picking among them and placing them on the jobintludes job
analysis, recruitment, and all the steps

N

Fajana, S. (2002Human Resources Management: An Introduction.
Lagos: Labofin and Company.

4.7 References/Further Readings/Web Resources

Fisher, C. D., Schoenfeldt, L F. & Shaw, J. B. (20Bluman Resource
Management (5th Ed.). Houghton Mifflin

u:: 4.8 Possible Answers to SAEs1

Successful recruitment and selection culminates placement on
workers on the job they are best fit to do and metessarily the jobs
they had applied for. Efforts during placementdegoted to making the
new employee suitably absorbed into not just agobition, but both
career and lifetime opportunities for use of knalge, skills, and
importantly aptitudes that are latent and may Isealiered along the
line.

Answers to SAEs 1 (2)

a. Preliminary interview. Usually exploratory, it is suitably used
where number of applicant is manageable. Preliminaerview
further serves as part of screening of those wieo cualified
enough to participate in the rest of the selegbimtess/stages.

b. Application blank. Thoughtfully designed with attributes
required on the job in mind relevant biographicatadare also
obtained through the blank. It's useful in subsemeenterview.

C. Second interview.lIt is often done to clarify issues arising in the
application blank

Answers to SAEs 2(1)

Selection is a rigorous exercise involving a numbkrsteps. In fact,
selection as a process went beyond the actualctadimaof people,
picking among them and placing them on the job

Answers to SAEs 2(2)

Application blank. Thoughtfully designed with abiutes required on the
job in mind relevant biographical data are alsoawi®d through the
blank. It's useful in subsequence interview. Secoridrview is often
done to clarify issues arising in the applicatidank
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UNIT 5 EMPLOYEES TRAINING IN WORKPLACE
Unit Structure

5.1 Introduction
5.2  Learning Outcomes
5.3 Training and Learning
5.3.1 Meaning of Employees Training
5.3.2 Benefit of Employees training for the emgey
5.3.3 Benefit of Employees training for the emgoy
5.3.4 Types of Employees Training Programme
5.4  Training and Development
5.4.1 Rationale for Training
5.4.2 Training Methods
5.5 Meaning Learning
5.5.1 Factors Affecting Learning
5.5.3 External factors
5.5.4 Job Rotation
5.6  Summary
5.7  References/Further Readings/Web Resources
5.8 Possible Answers to Self-Assessment Exercisefff)in the
content

Q 5.1 Introduction

Training and Learning most important tools usedifalividual growth
and organisational development. In this lecture,siell discussing the
Rationale for Training, Training Methods, Off-thahsj methods and
basic elements of learning.

©..

At the end of this unit you should be able to:

Learning Outcomes

. Discuss the concept of training
o Explain the concept of learning
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=l5.3 Training and Learning
5.3.1 Meaning of Employees Training

Employee training is described as a structuredeseof actions for
educating staff of the organization in a way tmateéases the work skills
needed for organizational growth. These could beagarial, technical,
or professional talents. Keep in mind that trainemgd development
(L&D) is different from employee training. Employeeining focuses
more on problem-solving and production, but tragnand development
(L&D) is a multifaceted strategy that supports ggar human resource
development programme and programme within the.fiEmployee
training is a short-term project with a primary bad raising the
organization's capacity for production, whethergofods or services.
Employee training would include instruction on haw use new
software, for instance. The company's L&D programimevever, will
cover learning a new programming language (wittdengéials) (Musa,
2023).

5.3.2 Benefit of Employees training for the emplase

Training tailored acquiring skills, which requirksss effort to perform
the same task

Training gaining knowledge and abilities that vi# helpful even after
leaving organization the organization (Musa, 2023).

Training promotions that result in higher pay thlgbwconsistent training
Training fostering leadership potential and creatirew employment
opportunities

Training closing the educational achievement gappeeially for
individuals without a college degree

5.3.3 Benefit of Employees training for the emplagr

Training improved employee productivity, increassales margins
When peers can educate peers due to transferaldelddge, the
process becomes more cost-effective and collalverati

Training aids lower penalties and fines due to fewerkplace accidents

Easier adoption of new products when staff membesgsive training in
digital literacy
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These are some of the most important advantagetaffifdevelopment
and training.

Overall, it fosters a safer, more effective workglawhere staff
members are assured of their skills. Companiespand less on hiring
new employees and operational managers, and mandgeilt have to
constantly micromanage their workforce (Musa, 2023)

5.3.4 Types of Employees Training Programme

Depending on where they are in their employmenthwitour
organization, you can determine the best way to tianew employee.
The journey can be divided into three stages dutfiegcourse of their
employment, each requiring a particular traininggramme:

1. Pre-onboarding instruction: This kind of trag sometimes
referred to as orientation, informs a new employ#ethe
company's culture, beliefs, and mission before thegn enter the
workplace. During orientation, important subjeatsts company
policies, administrative practices, and compliastandards are
covered. Any organisation must provide this kindrafning.

2. Onboarding training: This is intended to acqudhe new hire
with the fundamentals of their position. This is caucial
component of training new staff because of thisbdamding
includes describing the numerous facets of thetiposiincluding
the fundamental knowledge the employee will neaunfrday
one, and teaching digital skills for using the rieggh productivity
apps.

3. Workplace training: You may or may not needyiee thorough
training on hard skills and soft skills depending the level of
expertise an employee brings. While soft skillsphemployees
become important members of the workplace cultoaed skills
will enable them to operate more effectively. Ty, new hire
training involves some level of on-the-job instiant

4. Coaching for succession plans: As a worker @acks up the
corporate ladder, they will require specialisedhirgy in strategic
thinking, leadership, and soft skills. Executiveacbing may be
the catalyst for this (which could benefit middleamagers as
well). Your succession planning blueprint will dégeiwhether or
not each employee needs coaching.

5. Retraining: Your workers will need to updateittskill sets on a
regular basis. These training programmes go throcgent
developments, fresh concepts, and new tools in yaald.
Reskilling will be required starting in 2020 as wers try to
future-proof their skills programmes for educatermgployees that
focus on specific learning
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The five categories of employee training and dgwelent listed above
are based on how far along in their term an emglogeThe following
classification takes into account the goals off stafning:

1. Hard skills training: As previously indicatddis is a key element
of workplace training, giving workers the necesdaayd skills to
complete jobs effectively. Digital skills like datscience or
coding as well as expertise in other fields likesibass analysis,
writing, social media management, design, etc.aflirexamples
of this.

2. Soft skill development: Employee performancenaswv heavily
dependent on their ability to communicate, deahwiballenges
in the workplace, and interact with clients. Detkchsoft skills
training is quite important, especially in companigmat don't
require a lot of workers. This contributes to trevelopment of
leaders.

3. Diversity training: Businesses are examining
behavioral/attitudinal change through staff tragnimore and
more. To reduce prejudice and make workplaces nmotasive
is one of the main goals. Diversity training may digen to
leaders and HR staff in particular so that they weake impartial
judgements.

4. Anti-harassment training for staff members rbayrequired by
law, depending on the size and location of youriness.
Employees are instructed on proper conduct in tohekplace,
corporate policy, and how to use the tools anduess available
for reporting workplace harassment.

5. Safety and compliance: Employees need to receegular
training on safety and compliance procedures. Ty d¢rucial
times to hold safety and compliance training sessare when an
employee is onboarded and immediately followinghange in
the law. programmes for training employees accgrdm how
they are distributed

You might also use the learning channel as a defioriterion to group
the various forms of employee training and develepmAs opposed to
the industry standard of classroom sessions, HR digsificantly
increased its reach using a range of disseminatimes:

1. Employees are given the necessary learningriaistén a digital
format via a learning management system (LMS) or Q@3
under this type of self-driven e-learning. The emgpk can
choose a convenient training schedule within a gtexdhined
timeframe that has been established. AdditionaHigarning may
include certificates that improve a worker's oVesaiployability.

2. Role-playing and simulations: In the pre-dig&ea, role-playing
was a well-liked method of delivering diversity andft skills
training. Today, simulated environments are ea$ieraccess

23



PAD 122 ORGANIZATIONAL PSYCHOLOGY

because to the development of augmented reality) (ARd
virtual reality (VR). In essence, this strategy alwes putting
workers in real-world situations to aid in theirsebvation and
learning.

Mentoring/One-on-One Coaching: In this scenahe employee
is paired with a specific trainer who walks thenmotigh the
learning process. Mentoring takes place within wWkplace,
utilising the qualified individuals currently empied by your
business (Google is a fantastic example, as welkr later).
Coaching, on the other hand, might involve outsigecialists.
Lecture sessions: This kind of employee traniis still
significant since it enables a single instructomistruct a sizable
class at once. 5. Hands-on/Apprenticeship: In aidito in-
person lectures, you might also offer live webinaxith
interactive features, allowing staff members to ag®y in
meaningful Q&A on the training topic. This helps thvi
onboarding training because new hires may obsarpersisors
and staff and pick up the skills they need. Considethe
70:20:10 paradigm, this training strategy takes wudethe
cognitive tendency that 70% of learning occurs uigfo
experiences.

Best Practices for Creating Employee Developraeat Training
Programs

As was said above, there is a diverse matrix onitrg styles, and the
best combination of tactics and resources will depen the nature of
your company. A set of best practises exist, thotiggt can point your
employee training programme in the right path despiese variations.

1.

24

Keep training programmes from being acceleratedrder to
fulfil deadlines

Employees may be receiving training to give thera #kills
necessary to complete a particular project or coroiae
opportunity. In such cases, a deadline will unaabig exist. The
training process shouldn't be rushed though, asiteg a skill
only partially might be just as dangerous as lesymothing at
all.

Fast-tracking a software training session, for anse, when
employees don't leave with all the necessary in&bion, can
easily lead to employees making expensive mistakeshe
system.

To prevent them from starting work without all thecessary
information, there should be special sessionsHos¢ employees
who are lagging behind.
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2. Take preventative action and account for tingeftting curve

Does your workplace learning programme take th@efibing
curve into consideration? If so, you can be losmg on a
significant return on your spending in employeéniray.

According to the forgetting curve, training-relatédowledge
might deteriorate over time if it is not appliedtime real world.
And the curve can be steeper than you anticipatfermation
retention falls to 58% just after 20 minutes. a nemmdow is
opened. After a day's break, the employee maintaihs 34% of
his or her job; after a month, this drops to 20%.

HR may address this by utilising the effectivenessimulations
and hands-on learning, both of which require wakerput their
abilities to the test in real-world scenarios.

3. Offer a flexible and individualised learningpexience
One size may not fit all when it comes to teachiegpecially
when it comes to staff.

Say your training course consists of five unitsm8oemployees
may have trouble using particular modules in tlfisasion. The
best strategy is to divide your training into tieks Tier 1, you
can give all enrolled employees the generic, commmaterial,
while adding a Tier 2 training for each module fmployees
having trouble with that particular module.

As a result, learning becomes more flexible andrad, and staff
members no longer worry about falling behind. Aim hire

specialised trainers or coaches to provide intgniseividualised
training sessions.

4. Adapt the staff training programme dynamicatlyresponse to
feedback.

It's a good idea to get feedback from workers gtpg@nts during
the learning process.

For instance, you could request that staff membmxamine the
instructor after the first day. You can verify younderstanding of
particular course modules and get feedback afterfitst week. And
following the completion of the staff training pragnme, you might
provide a thorough questionnaire on the variougitrg components.
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Employee training without feedback may not be &scéifve as intended
and may not be used to its full potential in daiyrk routines. In order
to improve the programme for subsequent cyclespag feedback loop
will aid in better understanding learner emotiond eeactions.

As a result, the inefficiencies of previous sessiwon't be replicated
when training a new employee and the programme widdually
become more effective over time.

5.4  Training and Development

While development is a long-term proactive procéstended for
leaders, training is a short-term reactive proceddor workers.
Employees' goals in training and development aractpuire new skills
and fully develop as people.

The management takes the initiative in traininghwihe goal of
addressing the current requirement of the employke. person takes
the initiative throughout development in order taolfif a future

requirement for an employee.

Training and development refer to educational atikes carried out by
a corporate organization to improve employee eigeedand knowledge
while educating them on how to better carry out tipalar
responsibilities.

5.4.1 Rationale for Training

Organizations provide training for their employdes these and many
other reasons:

o To remove performance deficiencies.

o To increase employees competencies.

o To improve quality and quantity of work.

o To prevent skill obsolesces.

o To increase productivity and efficiency.

o To match employeé&sabilities with the job requirement and
organizational needs.

. To bring about team spirit and high morale.

. To induce certain behavioural changes in employees.

o To cope with new technological advancement.

o To prevent accident or improve health and safety
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5.4.2 Training Methods

Training methods can be classified under the falgvheadings:
On-the-job methods This approach involves introduction of the
worker to new set of information and work relatekllls that are
immediately transferable to the work situationisibften done right on
the job and though it may cause some disruptiomoainal flow of work
and take a bit of chunk time from the trainer whdikely to be the boss
or supervisor, the advantage is in the instantasm&ansfer of learning.

Off-the-job methods. Off the job training makes up for the disruption
of flow of work hinted at using on-the-job methods.is done in
preselected venues away from the actual work.

Off-Site Training Methods

Instructional approaches such as classroom lecanesften utilised.
As a means of imparting knowledge to a large grod@ipstudents,
lectures are highly effective. They are frequenttynplemented by
student participation, case studies, and multim@désentations. As a
kind of training, lectures are affordable in comgpan to other options,
and they are effective when information transferttainees is the
primary objective. Arthur, Bennett, and colleag(2803) conducted a
meta-analysis and discovered that lectures werenrya efficient means
of imparting knowledge to trainees. The lecturehtegue, however, is
not optimal for situations where the acquisitionnefv skills is crucial
since it can create a passive environment in wigehiners are not
required to actively engage with the subject (Gelitls& Ford, 2002).
It's possible that learning by doing would be maoseful in certain
cases. If a lecture format is used, the instructost ensure that trainees
are actively engaged by using job-related examates exercises that
facilitate learning and transfer (Noe, 2010). Infiation is presented to
students in a structured manner, employing reiiment principles, in
a method known as programmed instruction (Goldsgeirord, 2002).
Instructional materials, whether printed or digitate used to provide
students with positive feedback as they progressutih the course.
Providing instant feedback and reinforcement abmutect and poor
responses is crucial to the success of this selgpanethod. It can be
organised either linearly, with all trainees movitigough the same
content, or flexibly, with each learner receivindddional practise on
topics that initially proved challenging. There wae difference in
trainees' initial learning or retention of materitween programmed
instruction, lecture, and conversation, accordirgy reviews, but
automated instruction took about 30 percent lesg t{Goldstein &
Ford, 2002). Much programmed instruction is traasihg from textual
formats to computer-assisted instruction thanksetent advancements
in computer and multimedia technology. Computersss
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programmed instruction is becoming more engaging antertaining

thanks to multimedia technology that can offer téxtages, animation,
and movies all at once; nevertheless, researclae®s yet to investigate
the benefits of these advancements experimentétigetheless, there is
great promise in the use of computers in educatisna means of
enhancing the accessibility and efficiency of pcerded lessons. To
maximise learning and transfer to the job, simukatare built to

replicate the most important aspects of the actugald in a controlled

training environment. To practise cardiopulmonaguscitation (CPR),
students typically utilise a simulator, a dummy mad seem like a
person who has suffered a stroke or heart attax&migles of training

simulations include the drive-through windows at nibarger

University. Additionally, simulators are essengiathe sole risk-free
method of training pilots to fly planes and prepgrnuclear power plant
operators to work in and respond to emergencidseatfacilities. When

it comes to honing one's motor skills, simulators mvaluable tools.
They let trainees recognise the effects of theircigiens and

management practises, which is important for theeld@ment of

management and decision-making skills. PresentatidDlass Using a
combination of verbal instruction and visual aidlajner-led lectures are
a frequent way to impart knowledge to a large grotipeople quickly

and effectively. Automated tutoring Method in whistudents work
through course material at their own pace with tise of textual or
digital aids that provide positive reinforcementeaich step. Iterative
programming in a linear setting Class of computesda training in

which all students work through the same courseenads$ at the same
time. One form of individualised, computer-baseducadion is

branching programming, which allows students taewwvconcepts they
struggled with after they were introduced. The pggof a simulator is
to allow trainees to practise making judgments itow-risk context

before applying them in a real-world setting, hencereasing the
likelihood that they will retain the knowledge ansk it on the job (Noe,
2010). The four benefits of using simulators wendined by Goldstein

and Ford (2002).

Self-Assessment Exercises 1
1. Discuss the concept of training
2. What is Rationale for Training?

5.5 Meaning Learning

Learning is a key process in human behaviour. dylcrucial role in
language, custom, belief, attitude, personality peteptions of people.
Learning can be defined as any relative changeshmatiour occurring
as a result of practice or experience. Thus, tisecleements of learning
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are (i) change of behaviour (ii)) change occurringptigh practice or
experience, and (iii) the behaviour change muselaively permanent.
Learning occurs in three ways; informally, thatsjgontaneously and
incidentally and formally through structured proses

5.5.1 Factors Affecting Learning

In brief the factors affecting learning are so numns and has to do with
the environment, the learner and the tutor as aifte in the figure
below, they can however be classified as interndlexternal factors:

5.5.2 External factors

Rewards and punishments, relationships Environnt&sirning context,
distractions, workplace, facilities, tutors, methpuhhibitions, etc
External Rewards and punishments, relationships

Environment: Learning context, distractions, wodgd, facilities,
tutors, methods, inhibitions, etc

Internal factors

IQ, perception, memory, motivation, attitudes, dond, personality,

forgetting, etc

1. Inhibitions. There are two types of inhibitions (i) retroactive
inhibitions; that is, previously learnt experience material
interacting to mask or disrupt the recall of nevdgarnt material
(i) proactive inhibition; that is materials expos® after learning
may affect the recall of previously learnt material

2. Forgetting. This means either temporary or total loss of materi
previously learnt.

3. IQ. Higher 1Qs are able to learn and recall better tbanlQs

4. Distraction. It is believed that distraction arising from the

environment of learning e.g. background noise, letathave
negative effect on learning.

5. Individual differences. There are factors in learning that are
inherent in the learner. For instance, while solaarns quickly,
others may take longer time in learning similar eniat

5.5.4 Job Rotation

Job rotation is another popular way of training kess since it allows
them to gain experience in a variety of settingesgN2010). Participants
in job rotation gain a broader set of abilitiesrttihose who stay in one
position, function, or hierarchy level. Typicallg, new hire in a large
HR department will spend time in several distinatisions, such as
staffing, salary, benefits, and training. Threesi® months in each
subspecialty is possible during this rotation. Emgpkes who show great
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promise for future management roles can benefinfjob rotation.

Professionals with advanced degrees (such as an)MBA recent
college grads may benefit from job rotation to ftheir ideal role within

a business (Wexley & Latham, 2002). An executiven@nager in

training might, for instance, spend time in eachHoiman Resources,
Operations, Accounting, and Finance during thest ffew months on
the job. Interpersonally, employees who have bdaough a job
rotation programme tend to build a strong netwofkreationships

within the company. In addition to preparing woskefor future

promotions, job rotation helps them acquire theigiee-making and
problem-solving abilities necessary for succeshéir current positions.
There is evidence linking job hopping to career aambement and
financial gain (Campion, Cheraskin, & Stevens, 1994b rotation, like
other training methods, is most effective whensitintegrated into a
larger career development framework that providepleyees with a
wide range of chances and experiences that aretlglirgpplicable to
their work.

Rotating employees between different positions iwitlthe same
department or across different departments is oaethad of employee
development known as "job rotation." Instructiord dmprovement One
organisation that has found success with job m@tais the consulting
firm PricewaterhouseCoopers (PwC). With "Tours ofy)' consultants
can spend anywhere from one to two years workirtyy warious PwC
consulting teams all over the world. Consultants tour" improve the
business performance of the host organisation bpaitng their
expertise to its members. Consultants gain fluencg new language,
exposure to a new culture, and improved technical aterpersonal
abilities as a result of this experience. Barb@02)

1. Reproducibility that can be carefully monitored andnaged. In
a training scenario, simulators are able to acelygiortray the
real world.

2. We must think about safety. The complexity of tequired real-
world activity often exceeds the trainee's abildyperform it in a
secure manner.

3. We must also think about the student's educatiogarring
principles like active practise and feedback aediesfectively in
most simulators, and the simulators are made tmatiue transfer
of training.

4. Cost. In order to practise and learn new abilits#sulators are a
low-cost option for educators and students.

While it's true that simulators can add a heftyce@ritag to an
organization's budget, they're worth it when huntiges or valuable
machinery are on the line. As we've seen in thisiae, the concept of
fidelity is especially crucial in simulators, whicteed to be as close to
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the real thing as feasible in terms of physicalhdecture (physical
fidelity) and in reflecting the KSAOs needed to giete the work on
the job (psychological fidelity). High-fidelity fijht simulators are used
in flight schools for training and assessing pilarsd their ability to
work together with co-pilots. There is a high degref physical
authenticity in flight simulators since they simeldhe cockpit and the
motion a pilot would experience in a real plane IfiStein & Ford,
2002). Helicopter simulators, for instance, contan screen for
projecting pictures and a tilt platform to mimieeteensation of balance
in the ear. | got motion sick from one of those wmors in two
seconds! All technical aspects of flight, such dstude control,
navigation, and the usage of safety checklists,sameilated in a flight
simulator, providing psychological realism (SmitBngsch, Salas, &
Brannick, 2001). If the simulator task is realisinough, the trainees
will learn more about the real job and be bettele &b apply what
they've learned in the real world. The use of aktanvironments as
training simulators in the military, aviation, angedicine is an exciting
discovery that is being exploited to enhance reali&iven the wide
range of applications that simulators have, it d$ato reason that 1-O
psychologists will keep looking for ways to improtree transferability
of abilities acquired in simulation environments.

Self-Assessment Exercises 2
1. Explain the concept of learning
2. name two Factors that Affect Learning

V<,)'/|
5.6 Summary

Learning principles and theories are crucial andmfothe basic
principles upon which training and development \atiéis are built.
Learning brings about relatively permanent changdehaviour as a
result of acquisition of new set of knowledge, Iskdnd attitudes. For
training to be successful training needs has tdibgnosed and a system
put in place to implement the training agenda usagpropriate
methodologies. The effectiveness of training caiy doe ascertained
using systematized measure of the process, castsuacome
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5.7 References/Further Readings/Web Resources
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u:i 5.8 Possible Answers to SAEsS

Answers to SAEs 1(1)

Training is an organized procedure by which pedpén knowledge

and/or skill for a definite purpose’. Training refeto the teaching and
learning activities carried on for the primary pasp of helping

members of an organization acquire and apply thewledge, skills,

abilities, and attitudes needed by a particulargot organization

Answers to SAEs 1(2)

Organizations provide training for their employdes these and many
other reasons:

To remove performance deficiencies.

To increase employees competencies.

To improve quality and quantity of work.

To prevent skill obsolesces.

To increase productivity and efficiency.

To match employeé&sabilities with the job requirement and
organizational needs.

7. To bring about team spirit and high morale.

ouhrwnNpE

Answers to SAEs 2(1)
Learning is a key process in human behaviour. dylcrucial role in
language, custom, belief, attitude, personality peteptions of people.

Answers to SAEs 2(2)

External factors
Internal factors
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MODULE 2

Unit 1 Learning Theories and Memory

Unit 2 Performance Appraisal

Unit 3 Performance Appraisal Methods

Unit 4 Organizational Change and Development
Unit 5 Sources of Organizational Change

UNIT 1 LEARNING THEORIES AND MEMORY
Unit Structure

1.1 Introduction

1.2 Learning Outcomes

1.3 Title of the main

1.4  Learning theories and Memory

1.5 Memory

1.6 Summary

1.7 References/Further Readings/Web Resources

1.8 Possible Answers to Self-Assessment Exerciseff)in the
content

@ 1.1 Introduction

In the lecture we shall be looking at differentrieag theories such as
the behavioural, social-cognitive and informatioagessing theories.

@ 1.2 Learning Outcomes

o Discuss the different learning theories
o Explain the concept of Memory

=l1.3 Learning theories and Memory
1.4  Learning theories

Psychologists have been interested in the intrggpirocesses involved
in human learning. As a result of such effortspdybof knowledge has
built up which describes the principles and proesssvolved in
learning. Important learning theories are behawbusocial-cognitive
and information processing theories. Theories p®vexplanatory

33



PAD 122 ORGANIZATIONAL PSYCHOLOGY

frameworks for understanding crucial variables m experience or
phenomena.

Behavioural theories. Two notable approaches agsepted which are
classical andoperant conditioning principles.

a.

Classical Conditioning. The classical conditioning approach was
promoted by the work of Ivan Pavlov (1849-1936) wéarned
the Nobel Prize experiments on the activities oé tthog's
salivary gland relative to different types of foedcidentally
discovered that dogs began to salivate - at theepiee (sight) of
food, food dish, smell or even the person deligrihe food -
long before food was placed in their mouths. Th&ainpuzzle
was; why do salivation, though a reflex responsewis largely
involuntary and automatic response to an extemimalfus, occur
at mere sight or smell of food? He interpreted $hévation as
neither inborn nor biological budcquired through experience
and a form ofearning

Operant Conditioning. Classical conditioning has the power to
affect emotions, attitudes, physiology and healbat could
neither explain how a behaviour is learnt nor &dti It only
works on behaviours that are automatically trigdete classical
conditioning, the consequences of behavioural resp® are not
the focus. Interval schedule: Reward is given at specified
interval. A parent who sucks her young one, at\e¥eur hours

is using an interval schedule. The interval could flxed or
variable.

Fixed-interval: Regular interval is maintained beén successive
reinforcements and Variable-interval. Reward isegiat varied

intervals. For instance, a variable schedule iagp@nplemented
if the mother sucks at an interval such as fourfidollowed by

five hours, by three hours and so forth. That &shesuccessive
interval varies from the next.

Ratio schedules. In this schedule, desired behaviour is reinforced
after specified number of responses. The ratio dideecan be
fixed-ratios or variable ratios:

Fixed-ratio. If a boy is being trained for correte of potty he
may be rewarded every order time he correctly ttsepotty.

Self-Assessment Exercises 1

1.
2.

Discuss Learning theories
State the two notable approaches in behaviouralite
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Social-cognitive Theory. Also called cognitive-social learning or
cognitive-behavioural theory, these set of behawabuysychologists
belief that behaviour is more than simple S-R (stim and response)
paradigm, rather thinking and interpretation ofmsti — S-O-R
(stimulus-Organism-Response) are bonafide pattetdarning process.
According to this view, human learning is influeddsy multiplicity of
factors such as beliefs, attitudes, motivationspeetations and
emotions.

Information processing theories: The human memasy highly
functional and biologically adapted for everydafe by receiving and
automatically filtering a barrage of informationdaselecting, retaining
and recovering essential information for our sualiBasically

1.5 Memory

Memory is an internal record or representation ahe prior event or
experience. Without memory, learning is lost andheage no past but
only the present. Memory is one of the most impudri@nd valuable
mental process. The long term memory interlinkethwie short term
memory; whenever a thing is recalled, it is broutghthe conscious
mind (STM) and later returned to the memory stanekeeps (LTM).

There are at least two basic types or systems ofane the declarative
(explicit) and the non-declarative (implicit or pezlural) memory.

Remembering Versus Forgetting

Because of the frailties of human memory, many [eeape plagued by
the problem of inability to retain and recall whiaas been learnt.
Information stored in the long term memory can éeatled/retrieved on
demand. When such information is easily recalléds isaid that we
remembered. Recall, as a term is not the samearesmbering. It means
being able to retain what is learned, and bringggk from memory

Self-Assessment Exercises 2

1. Define memory
2. Define Social-cognitive Theory

19

1.6 Summary

The learning theories includes; behavioural, sewanitive and
information processing theories. Theories provideplanatory
frameworks for understanding crucial variables m experience or
phenomena. Behavioural theories. Two notable appesaareclassical
and operant conditioning principles.Classical Conditioning, Operant
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Conditioning, Social-cognitive. Memory is an internal record or
representation of some prior event or experience.

N

Passer, M. W. & Smith, R. E. (200Bsychology; Frontiers and
Applications. Boston: McGraw-Hill Higher Education.

1.7 References/Further Readings/Web Resources

Jayeoba, F. I. & Jacob, E. D. (20IMethodological Issues in Training
and Development. In

0.J.K. Ogundele & A. O. Fagbemi (EdLight of Management. Lagos:
Wits Publishing Ltd.

u:i 1.8 Possible Answers to SAEs

Answers to SAEs 1(1)

Psychologists have been interested in the intrggpirocesses involved
in human learning. As a result of such effortspdyof knowledge has
built up which describes the principles and proesssvolved in

learning. Important learning theories are behawbusocial-cognitive

and information processing theories.

Answers to SAEs 1(2)
Classical Conditioning.
Operant Conditioning

Answers to SAEs 2(1)
Memory is an internal record or representation ahe prior event or
experience.

Answers to SAEs 2(2)

cognitive-social learning or cognitive-behaviouthkory, these set of
behavioural psychologists belief that behavioun@e than simple S-R
(stimulus and response) paradigm, rather thinkimg iaterpretation of
stimuli — S-O-R (stimulus-Organism-Response) aneafide part of the
learning process
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UNIT 2 PERFORMANCE APPRAISAL
Unit Structure

2.1 Introduction
2.2  Learning Outcomes
2.3 Performance Appraisal
2.3.1 Meaning of Performance Appraisal
2.3.2 Reasons for Performance Appraisal
2.4  Uses for Performance measurement and evatuatio
2.5 Relationships among Performance Measures
2.6 Summary
2.7 References/Further Readings/Web Resources
2.8 Possible Answers to Self-Assessment Exerciseff)in the
content

/.
@ 2.1 Introduction

Performance appraisal or performance evaluatiorthés systematic
evaluation of individual employee with respect db jperformance. We
shall be examining the concept of performance apglraand the
Reasons for Performance Appraisal.

@ 2.2

At the end of this unit, you should be able to:

Learning Outcomes

o Explain the concept of performance appraisal,

o Give Reasons for performance appraisal, Mode of réipal,
Performance appraisal methods

o Appraisal pitfalls and how to avoid them

2.3 Performance Appraisal
2.3.1 Meaning of Performance Appraisal

Performance appraisal or performance evaluatiorthés systematic
evaluation of individual employee with respect @b performance. It is
targeted at evaluation of performance, personabiyd potential of
group members. Since performance is about exterdttainment of
specific job targets, appraisal assists in evalgaind communicating
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factors on the job that enhances or hinders gdtsment. It could be

carried out.

1. Informally. Supervisors assess subordinates foppeance
continually, in the normal course of work givingetiback on
performance and advice on how to improve.

2. Formally. Systematic, orderly, planned and timdexed activity
aimed at record, feedback, advice, reward, promotand
training need identification.

Since organisations are run by people, the perfoceaf organisations
dependent on the sum total of performance of iddia members.
According to Peter Drucker, ,an organisation iselia tune; it is not
constituted by individual sounds but by their sysids. The success of
organisations therefore depends on ability to measiccurately the
performance of individuals and use such informatmoptimize the use
of man as vital resource.

2.3.2 Reasons for Performance Appraisal

Performance appraisal serves the following tenativies:

1. Employee performance. It provides opportunity for both
superior and subordinate to review the latter worlerm of what
is done according to set standard or what fallsrtsiod
expectation.

2. Employee DevelopmentDuring evaluation training needs are
identified. Also potential or capacity to assumeeajer
responsibility may be discovered.

3 Supervisory understanding. In formal appraisal, supervisor
review of subordinates work gives him further urstiending of
tasks, duties and responsibilities as they relatdim and the
workers under his span of control. Mutual underditao is
therefore enhanced and areas of friction could teked upon.

4. Guide to changes.Appraisal reviews the mode of work, work
content and may throw up issues like job reconstmnc(i.e.
design or redesign) job enlargement and need ferteehnology
or global organisational restructuring. It can asggest the need
to promote, demote, transfer and rotate job.

5. Wage and Salary Adjustment.One of the uses of appraisal is to
assist in reward of performance of beyond stand@edformance
evaluation results have been found useful in theoge salary
review in organisations. For organizations emphagiz
performance incentives scheme appraisal assistisaatly trying
pay to performance.

6. Validate Personnel DecisionsThe degree to which selection
and placement decision are valid can be crossckelgeusing the
outcome of performance appraisal exercise.
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7. Research Tool.Outcome of periodic appraisal when properly
recorded and analyzed can score as a veritablarosseool for
organisational change of work mode, selection m®deaining
programmes.

8. A useful tool in employee participationIn the past appraisal is
a unilateral judgment of subordinate level of campht on the
job. Modern system duly incorporates feedback, udision and
job counselling.

9. Removing work alienation Performance appraisal helps
employees to internalize the values and norms b$ jand is
useful in counselling on issues, misconceptionscadienges on
the job.

10. Exercising control. Performance appraisal is a useful tool of
managerial control of the process of work by sgttifear criteria
for reward and sanction.

11.  Achieving equity and justice.Objective performance appraisal
ensures that decisions about work objective, evialuaand
reward are based on objective criteria that caattested to and
justified by management

2.4  Uses for Performance measurement and evaluatio

Performance measurement is universal. Your insiruetll measure
your performance in this class by assigning a gra@el, in turn, may
measure your instructor’'s performance by ratingryiostructor at the
end of the course. News polls capture the publiesw of the
president’s performance on a weekly and sometives €aily basis.
Fans measure the performance of their favoritebbor baseball team
by looking at their win—loss record and currenindiag in the league.
Parents often use performance measurement devichsas homemade
charts to track their children’s accomplishmenthotisehold chores. In
the world of work, supervisors evaluate their sdibmates’ performance
by means of an annual review.

Performance evaluation is prevalent in many facktaur lives. In work
settings, performance measurement often goes beferahnual review
and can be used for many purposes. Some of the cooshon are the
following

° Criterion data. In a criterion-related validatistudy of a
selection device, the work psychologist can coteelan
individual's performance data with test data toed®ine if the
test predicts successful performance.

° Employee development. A worker is given inforraatiabout
strengths and weaknesses, and works with a superies
develop a plan to improve weaknesses and build spemgths.
Based on the profile of performance strengths apdkwesses,
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employers may design a series of training modulesperiences
for an employee.

) Motivation/satisfaction. By setting appropriateerjprmance
standards, evaluating employees’ success in medtinge
standards, and giving employees feedback regatimgxtent to
which they are meeting or exceeding those standaahs
organization can increase the motivation and safifn of those
employees

° Rewards. Employers compare workers to one anotoer
determine how to distribute rewards such as satemngases and
bonuses. Rynes, Gerhart, and Parks (2005) provide
comprehensive review demonstrating the value ofgtypay to
performance measurement.

° Transfer. Employers can use a profile of per@moe
capabilities to determine which employees are baged for a
transfer from one job family or job title to anothe

° Promotion. To the extent that documented perfoocea
capabilities are part of a higher-level job, empglsy can use
performance information as part of the assessmecedure that
determines promotions.

° Layoff. If an organization finds it necessary downsize, an
important factor that might be used to guide tHect®n of those
to be laid off could be performance; employees it lowest
performance would be the most likely candidatesldgoff. As
you learned in Chapter 4, three different typedai can be used
to represent performance: objective, personnel, jadgmental
data. You also were introduced to the concept dferaon
contamination and deficiency, underscoring the pitiat quality
control issues figure in the choice of a perforneamzasure.

Self-Assessment Exercises 1

1. Define the concept of performance appraisal
2. Give twoReasons for Performance Appra

2.5 Relationships among Performance Measures

We introduced the three classes of performanceiddé&pendently, but
it might be reasonable to assume that they areint@pendent. For
example, we might assume that there should beasiae$hip between
the objective indicators of an employee’s perforogand the ratings a
supervisor assigns to that employee. But as reasoras this might
seem, research indicates that the relationships@rie different types
of performance measures are weak. Heneman (198&yzaxd the
results of 23 independent studies and, even aftjusting the
correlations for the effects of unreliability inethmeasures, found low
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correlations between supervisory ratings and oivecperformance
measures such as sales volume, complaint lettems, @utput.
Specifically, the correlation was approximatelythdlugh such a value
may be statistically significant, we would expeu¢ tvalue to be much
higher if we are really just looking at differenteasures of the same
thing, that is, performance. A later study by Bommmwhnson, Rich,
Podsakoff, and McKenzie (1995) examined a largentyer of studies
and found a slightly higher average correlationo(ab.39) between
ratings and objective measures of performance afterecting for
sample size, range restriction, and rater unrdiigbiThese results
indicate that performance measures do not seere iatérchangeable.
These studies lead us to several conclusions. if$teid that each type
of performance measure gives us a different petisgecon
performance. As Campbell (1990a) pointed out, tiere “general” or
unitary performance factor. A second conclusiort tblows from the
first is that we cannot simply substitute an obyectmeasure for a
performance rating, or vice versa. Bommer and agles (1995)
suggested that the traditional distinction betwé®ibjective” and
“subjective” or “judgmental” measures is a falseepsince even so-
called objective measures entail many judgmentg, (& looking at the
number of production defects attributed to a ceraanployee, what do
you decide to call a “defect™?). A third conclusitm be drawn from
these studies is that despite the intuitive appéalbjective measures,
they are not necessarily more reliable. Furthejeatlve measures tend
to be more narrow in scope than judgmental measws Campbell
(1990a) argued, judgmental performance measure$ @ supervisory
ratings) are more likely to capture the nuancesamdplexity of work
performance than objective measures. Hands-On rireafice Measures
Work samples measure job skills by taking a sangbldehavior in
standardized conditions. , we provided an examplsceeening call-
center applicants using a computer to present stdower” and requiring
the applicant to deal with that customer by nawgatomputer screens,
entering information, and solving customer problenisstead of
measuring the test performance of applicants, goiamr might use the
same software to measure the skills of current eyegs. Because the
performance measure requires Objective performaresure Usually a
quantitative count of the results of work suchassvolume, complaint
letters, and output. Judgmental performance medsSuatuation made
of the effectiveness of an individual’'s work belmayimost often by
supervisors in the context of a yearly performaesgluation. 200
Chapter 5 Performance Measurement the employeadage in work-
related tasks, this procedure is often called hamdgerformance
measurement (Wigdor & Green, 1991). Hands-on measarre usually
carefully constructed simulations of central ortical pieces of work
that involve single workers, thus eliminating thiéeets of inadequate
equipment, production demands, or day-to-day wornkirenment
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differences—some of the contaminating influences abjective

measures. These measures also permit the obseradtiofrequent but
important work activities, such as a firefighten'se of hydraulic cutters
to extract an accident victim from a vehicle or wclerar power plant
operator’s reducing the temperature of superhes@ctor water. Many
of us remember the first hands-on measure of opeca®f our young
adult performance—the dreaded in-car driving te#h whe triple-

dreaded parallel parking subtest. As part of aelecple project for
studying the performance of military personnel, theS. Army

developed a hands-on measure of the proficiendlieoposition of tank
crew members (Wigdor & Green, 1991). The parts hef hands-on
assessment included some of the most importantctsspé tank crew
member performance as determined through a jolysiealThe hands-
on measure required the crew member to climb intan& and do the

following:

° Operate the radio system to communicate witmdiye ground
forces outside the tank

° Operate the internal communication system to lspath other
crew personnel in the tank when it is in operation

° Position the tank cannon for firing

° Disassemble and reassemble an automatic handkelgon Each

crew member was asked to complete the tasks anérate while
a trained observer scored the actions on a checkhe resulting
performance measures were reliable. In additiocabge they
came directly from a job analysis, they were alabdv Because
handson measures are based directly on the jobu@stign,
employees trust them as measures of performancdgéHé&
Borman, 1995). Trust is a major issue in perforneanc
measurement, one we will discuss further latehendhapter. An
extension of the hands-on methodology is known adk-w
through testing (Hedge & Teachout, 1992). This meétrequires
an employee to actually describe to an interviewedetail how
to complete a task or jobrelated behavior. Therigger then
scores the employee on the basis of the correctirmswrect
aspects of the description.

Self-Assessment Exercises 2

1. Discuss Wage and Salary Adjustment.
2. Define Validate Personnel Decisions

l/o'/|
2.6 Summary

Performance appraisal is a means by which perfocemar objectives
can be assessed using key performance indicatatsréflect work
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objectives and by choice of appropriate method friva range of
available options. Appraisal is better done by csi@keholders who
understand the job and understand how to avoid comappraisal
pitfalls also, Performance appraisal or performagealuation is the
systematic evaluation of individual employee withspect to job
performance. It is targeted at evaluation of penfamce, personality,
and potential of group members. Since performaaca&bout extent of
attainment of specific job targets, appraisal @ssis evaluating and
communicating factors on the job that enhances iadens goals
attainment. It could be carried out.

Performance appraisal serves the following tenativies:

1. Employee performance. It provides opportunity for both
superior and subordinate to review the latter worlerm of what
is done according to set standard or what fallsrtsiod
expectation.

2. Employee DevelopmentDuring evaluation training needs are
identified. Also potential or capacity to assumeeager
responsibility may be discovered.

3. Supervisory understanding. In formal appraisal, supervisor
review of subordinates work gives him further urstiending of
tasks, duties and responsibilities as they relatdim and the
workers under his span of control. Mutual underditaon is
therefore enhanced and areas of friction could teked upon.

4. Guide to changes.Appraisal reviews the mode of work, work
content and may throw up issues like job reconstmnc(i.e.
design or redesign) job enlargement and need fortaehnology
or global organisational restructuring. It can asggest the need
to promote, demote, transfer and rotate job.

N

Landy, F. J. & Trumbo, D. A. (198@®sychology of Work Behaviour.
lllinois: The Dorsey Press.

2.7 References/Further Readings/Web Resources

Pattanayak, B. (2012uman Resource Management (3rd Ed.). New
Delhi: PHI Learning Private Limited.

u:i 1.8 Possible Answers to SAEs

Answers to SAEs 1(1)
Performance appraisal or performance evaluatiorthés systematic
evaluation of individual employee with respectdb performance.
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Answers to SAEs 1(2)

1. Employee performance. It provides opportunity for both
superior and subordinate to review the latter worlerm of what
is done according to set standard or what fallsrtshod
expectation.

3 Supervisory understanding. In formal appraisal, supervisor
review of subordinates work gives him further urstiending of
tasks, duties and responsibilities as they relatdim and the
workers under his span of control. Mutual underditao is
therefore enhanced and areas of friction could tek&d upon.

Answers to SAEs 2(1)

One of the uses of appraisal is to assist in revedrgerformance of
beyond standard. Performance evaluation results haen found useful
in the periodic salary review in organisations. Fomganizations
emphasizing performance incentives scheme appiassadts in directly
trying pay to performance.

Answers to SAEs 2(2)

The degree to which selection and placement decisie valid can be
cross - checked using the outcome of performanpeagal exercise
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UNIT 3 PERFORMANCE APPRAISAL METHODS
Unit Structure

3.1 Introduction

3.2  Learning Outcomes

3.3  Title of the main
3.3.1 Performance Appraisal Methods

3.4  Appraisal Pitfalls and How To Avoid Them

3.5 Ways to avoids them

3.6  Summary

3.7 References/Further Readings/Web Resources

3.8 Possible Answers to Self-Assessment Exercisefff)in the
content

&N
@ 3.1 Introduction

The performance of organisations dependent on tim $otal of
performance of individual members. In this lectunge shall be
examining Performance appraisal methods, Appraiffalls and how to
avoid them.

@ 3.2 Learning Outcomes

At the end of this unit you should be able to:

o Explain the concept of performance appraisal,

o Give Reasons for performance appraisal, Mode of réipal,
Performance appraisal methods

o Appraisal pitfalls and how to avoid them

Appraisal Methods
3.3.1 Performance Appraisal Methods

There are several choices of methods ranging fieensimple to the

complex, or from qualitative rating to quantitativehese are briefly

discussed.

1. Essay report. Raters in their own word assess employees with
respect to some performance yardsticks. The apprpeavides
ample opportunity for supervisor to state withouiam restraint
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all job incidents that he deem relevant to the aigpf. This
approach is limited by extent of supervisoability to correctly
report observations, his memory and language skilalso a
limitation.

2. Ranking. Assessor uses one particular yardstick to compare a
group of workers and rank them from highest to Isiwe
performance. It is most useful where the numbersarkers are
few and personally supervised by rater.

3. Forced-choice.This method asks raters to assess job incumbents
in terms of selected objectives describing job b&has. The
objectives are rated along dimensions like outstendgood,
satisfactory and unsatisfactory.

4. Critical incident. Assessor observes and record relevant incident
on the job. These are incidents of outstanding oorp
performance, accident and such like. The recoie®p over the
appraisal period and increases readiness with whpmgbraise
agree with appraiser during feedback and discussion

5. Log book keeping.The rater, usually the incumbent or the boss
is encouraged to keep daily or weekly or monthbryglirecording
activities and events on the job. The record isenaskful in the
appraisal period if it is faithfully kept and tapto relevant and
salient job related behaviour and activities.

6. Adjective checklist. A checklist of all salient behaviour is
presented to the rater who is to tick those a@wihe/she had
observed in the course of the appraisal period. cheeklist, of
course, serves as a memory trigger and can be tedigio
achieve quantitative measure of performance.

7. Graphic Rating. It is an old method and widely used. Traits or
behaviours are rated by attaching certain numexialles. It is
devised to eliminate the biases noticed in previmeshods. For
an example Ratings can be in the form below:

Quiality of work, can be rated as; Poor, Below ageraverage,
Good, Very Good and Outstanding
Initiative - --------m-mmmm oo

Leadership quality-----------==---=------

8. Behavioural Anchored Ratings (BAR) Emphasis is not on who
does the rating but on behaviours that are craciperformance.

9. Management By Objective (MBO).Performance is principally
measured against results as derived from well ddfimork
objectives.

10. Assessment Centres. Assessment is based on resptnsz
battery of tests administered by consultants freamassessment
centre
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Self-Assessment Exercises 1
1 name and explain two Performance Appraisal Method
2 explain Log book keeping

3.4 Appraisal Pitfalls and How to Avoid Them

The problems are many and varied. Some of whichaaeording to Ojo

(1998)

1. Problem of reliability. Is appraisal consistently assessing the
same traits over time?

2. Problem of validity. Is appraisal assessing the appropriate traits?
Are traits or behaviours relevant to job successgassessed?

3. Selecting relevant traits. Some traits are difficult to define.

Apart from this, it should be clear that selectesits are critical
to job success.

4. Leniency or strictness. Some raters consistently rate higher
(leniency) while others rate low (strictness). Tlesn lead to
unfavourable rating where different raters assesfferent
workers or departments. It is important to traiters.to avoid this
bias

5. Halo Effect. This involves rating employee positive or negative
on the basis on one quality. That is, one positivenegative
quality interacts with ratings on other qualitieRating all
employees on a quality before moving to the next irénimize
it.

6. Central tendency. This error occurs as a result of pitting rating
around the average; neither strict nor generoush $ater often
fails to discriminate between superior and inferimrkers. The
rater may lack job knowledge, is indifferent, insteaor simple
careless.

7. Recency effect. Rater put excessive weight on recent
behaviour(s) while earlier ones are not brougtd ayppraisal.

3.5 Ways to avoids them

These biases can be reduced to the barest mininyuthebfollowing
means;

1. Raters’ education
2. Choice of appraisal method
3. Using more than one rater

Self-Assessment Exercises 2
1. list three problem of Appraisal Pitfalls
2. list three Ways to avoids Appraisal Pitfalls
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|V<f/|
1.6 Summary

There are several choices of methods ranging fleensimple to the
complex, or from qualitative rating to quantitatwere discussed. These
include; Essay report, Ranking, Forced-choice,icliincident Graphic
Rating, Adjective checklist.

Some the problems associated with performance isppraethod are.
1. Problem of reliability

2. Problem of validity

3. Selecting relevant traits

N

Landy, F. J. & Trumbo, D. A. (198@®sychology of Work Behaviour.
lllinois: The Dorsey Press.

1.7 References/Further Readings/Web Resources

Pattanayak, B. (2012uman Resource Management (3rd Ed.). New
Delhi: PHI Learning Private Limited.

u:i 1.8 Possible Answers to SAEs

Answers to SAEs 1(1)

1. Essay report. Raters in their own word assess employees with
respect to some performance yardsticks. The apprpeavides
ample opportunity for supervisor to state withouiam restraint
all job incidents that he deem relevant to the aigpf. This
approach is limited by extent of supervisoability to correctly
report observations, his memory and language skilalso a
limitation.

2. Ranking. Assessor uses one particular yardstick to compare a
group of workers and rank them from highest to Iswe
performance. It is most useful where the numbersarkers are
few and personally supervised by rater.

Answers to SAEs 1(2)

1. The rater, usually the incumbent or the boss isoeraged to
keep daily or weekly or monthly diary recording iaities and
events on the job. The record is made useful inappraisal
period if it is faithfully kept and tap into relevaand salient job
related behaviour and activities.
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Answers to SAEs2(1)

1 Problem of reliability

2 Problem of validity.

3 Leniency or strictness.

Answers to SAEs 2 (2)
These biases can be reduced to the barest mininyuthebfollowing
means;

1. Raters’ education
2. Choice of appraisal method
3. Using more than one rater
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UNIT 4 ORGANIZATIONAL CHANGE AND
DEVELOPMENT

Unit Structure

4.1 Introduction
4.2  Learning Outcomes
4.3  Organizational Change and Development
4.3.1 Meaning of Organizational Change and Devetagm
4.4  Relationship between Organizational Changelalopment
4.5 Types of Change
4.6 Summary
4.7  References/Further Readings/Web Resources
4.8 Possible Answers to Self-Assessment Exercisefff)in the
content

@ 4.1 Introduction

According to Pattanayak (2012) change is inevitalide every

organisation to be healthy and productive while aorgational

development as a generic term embraces a wide rainggervention

strategies into both structural and social procesdean organisation.
Organisational development programmes are packageddrive

organisational change agenda. The changes howeeeraimed at
individual, group and total organisational devel@min driven at
improving overall performance and effectiveness.gadrsational

development (OD) is a strategic long-term effoeg bnd supported by
top management to specifically improve on orgamséds visioning,

empowerment, learning and problem-solving proces$esugh an
ongoing collaborative management or organisationtlre.

@ 4.2

At the end of this unit you should be able to:

Learning Outcomes

o Define the concept of organisational change aneldement
o Differentiate between organisational change aneldgvnent
o Explain the various types of Change
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Organizational Change and Development
4.3.1 Meaning of Organizational Change and Developent

Organisational change is a radical transformatiothe functioning of
the organisational processes. It involves reshayiirey organisation
structure, culture, processes and other designesitsnand can be
characterized as both systemic and sometimes tewaduy because the
entire nature of the organisation is altered sigaiftly and

fundamentally. In Nigeria, we have witnessed suchdical

transformations first in 1970s when the indigenaratdecree of 1976
was being implemented by the administration of Miartmohammed-
Olusegun Obasanjo, by which time erstwhile foremmmpanies are
being transformed into indigenous organisations kater years when
processes of privatization and commercialization gafvernmental
organisations were taking place. Such semanticgeasganisation,
restructuring, reengineering, downsizing, ratiaration, rightsizing,

outsources are associated with organisational éhangne way or the
other.

Self-Assessment Exercises 1
1. Define the concept of organisational change aneldement
2. list threeTypes of Chanc

4.3.2 Relationship  between  Organizational Change dn
Development

What can a manager change, aside him/herself? ¢legshchange three

things; the structure, the technology and the peopl

I. Changing the Structure. This means reworking or redesigning the
work specialization, departmentalization, chain afmmand,
span of control, centralization, formalization, jobdesign or
actual structural design.

. Changing Technology. The work processes, methods and
equipment are focus of change.

iii. Changing People. The culture, attitudes, expectations,
perceptions and behaviour of individuals and graangsthe focus
of change

4.5 Types of Change

What can a manager change, aside him/herself? ¢legshchange three

things; the structure, the technology and the peopl

I. Changing the Structure. This means reworking or redesigning the
work specialization, departmentalization, chain afmmand,
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span of control, centralization, formalization, jobdesign or
actual structural design.

. Changing Technology. The work processes, methods and
equipment are focus of change.

iii. Changing People. The culture, attitudes, expectations,
perceptions and behaviour of individuals and graanesthe focus
of change

Self-Assessment Exercises 2
1. Differentiate between organisational change aneldgvnent
2. Define Changing the Structure

l/o'/|
1.6 Summary

Organisational change is a radical transformatiothe functioning of
the organisational processes. It involves reshayirey organisation
structure, culture, processes and other designesitsnand can be
characterized as both systemic and sometimes tewaduy because the
entire nature of the organisation is altered sigaiftly and
fundamentally

What can a manager change, aside him/herself? ¢legshchange three

things; the structure, the technology and the peopl

I. Changing the Structure. This means reworking or redesigning the
work specialization, departmentalization, chain afmmand,
span of control, centralization, formalization, jobdesign or
actual structural design

N

Lippit, R., Watson, J.&Wesley, B. (1958pynamics of Planning
Change. New York: Harcourt & Brace

1.7 References/Further Readings/Web Resources

Mullins, L. J. (2007)Management and OrganisationalBehaviour(8th
Ed.). Great Britain: Prentice hall Private Limited.
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u:; 1.8 Possible Answers to SAEs

Answers to SAEs 1(1)

Organisational change is a radical transformatiothe functioning of

the organisational processes. It involves reshayirey organisation
structure, culture, processes and other designesitsnand can be
characterized as both systemic and sometimes tewaduy because the
entire nature of the organisation is altered sigaiftly and

fundamentally

Answers to SAEs 1(2)

1. Changing the Srructure
2. Changing Technology
3. Changing People.

Answers to SAEs 2(1)

This means reworking or redesigning the work speeaiton,
departmentalization, chain of command, span ofrobntentralization,
formalization, job redesign or actual structuradiga.

Answers to SAEs 2(2)

change is inevitable for every organisation to baltiny and productive

while organisational development as a generic tembraces a wide

range of intervention strategies into both strumtand social processes
of an organisation.
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UNIT 5 SOURCES OF ORGANIZATIONAL CHANGE
Unit Structure

5.1 Introduction

5.2  Learning Outcomes

5.3 Title of the main

5.4  Sources of Organizational Change

5.5  Techniques of organizational Change

5.6  Summary

5.7  References/Further Readings/Web Resources

5.8 Possible Answers to Self-Assessment Exercisefff)in the
content

S
@ 5.1 Introduction

Organisational development programmes are packageddrive
organisational change agenda. The changes howeeeraimed at
individual, group and total organisational devel@min driven at
improving overall performance and effectiveness.

@

At the end of this unit you should be able to:

5.2 Learning Outcomes

o Discuss the sources of organisational change andlB@ment
. Explain the techniques of organisational change

5.3 Organizational Change and Development Il
5.3.1 Sources of Organizational Change

According to Pattanayak (2012) change is inevitalide every
organisation to be healthy and productive while aorgational
development as a generic term embraces a wide rainggervention
strategies into both structural and social proces$@n organisation.

Organisational change is triggered by need to re$po new challenges

or opportunities presented by the external andnateenvironment, or
in anticipation of the need to cope with potenfisiire problems.
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Organisational development (OD) is a strategic {tergn effort, led and
supported by top management to specifically improwerganisatiors
visioning, empowerment, learning and problem-sgviprocesses
through an ongoing collaborative management orrasgéional culture.

The need for reorganisation arising as a resudirofvth or decline may
be a major impetus for change. The basic undegdirobjectives in
general terms are:

Modifying the behavioural patterns of members @f dihganisation
Improving the ability of the organisation to copéthwchanges in its
environment.

Organisational Change can be traced to factorsreadter internal to the
organization

External Factors

Market forces: Financial pressure, Competition

Legislation: Quota control, local content, workergharter,
discrimination, etc

Tax Structures: Value added, National Insuranae, et

New Technology

Political

Internal Factors

Profitability: Product research, Knowledge, skdlsd aptitudes of senior
managers, reduction of staff, take-overs/mergenproved production
facilities, etc

Reorganisation: restructuring, re-engineering,

Downsizing, outsourcing, etc

Conflict, Change of Job role.

Self-Assessment Exercises 1
1. Define Sources of Organizational Change
2. Define Survey Feedba

5.3.2 Techniques of organizational Change

Techniques of Change

There are several approaches to implementing chahge path and
strategy adopted may vary according to the goathainge; that is
whether whole or a segment of the organisationtbhafiange. Robbins
&Coutlier (2007) has an approach suggested inithed below:
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The goal of OD is to stabilise the new system tbieaec a more
effective interpersonal work relationships and teehniques used is
important to achieving this goal (Robbins & coult&t007). The
techniques are:

I. Team Building. Create the type of activitiesatthhelp team
members learn how each member think and works.

. Intergroup Development. Intergroup developmeimvolves
changing the attitudes, stereotypes, and perceyptibat work
groups have about each other.

iii. Process Consultation. Outside consultant &etpanagers to
understand how interpersonal processes are affettia way
work is being done.

iv. Survey Feedback.This means putting in place a technique for
assessing attitudes and perceptions, identifyisgrepancies in
these, and resolving the differences by using sumi®rmation
in feedback groups

Self-Assessment Exercises 2

1. Define techniques of Change
2. Discus Internal Factors of change

Vc,x'/|
1.6 Summary

For many reasons, change is resisted chiefly becaf@ignability to
effectively communicate to allay the fears, deahwnisconceptions and
overcome resistance using appropriate developmstrtgkgies. This is
the main challenge of modern managers; how to impig OC and OD
processes at minimum costs, resistance for greatganisational
outcomes

N

Lippit, R., Watson, J.&Wesley, B. (1958pynamics of Planning
Change. New York: Harcourt & Brace

1.7 References/Further Readings/Web Resources

Mullins, L. J. (2007)Management and OrganisationalBehaviour(8th
Ed.). Great Britain: Prentice hall Private Limited.
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u:; 1.8 Possible Answers to SAEs

Answers to SAEs 1(1)

change is inevitable for every organisation to baltmy and productive

while organisational development as a generic tembraces a wide

range of intervention strategies into both strumtand social processes
of an organisation.

Answers to SAEs 1(2)

This means putting in place a technique for assgsaititudes and
perceptions, identifying discrepancies in thesed aesolving the
differences by using survey information in feedbgodups.

Answers to SAEs 2(1)

There are several approaches to implementing chahge path and
strategy adopted may vary according to the goahahge;

1 Team Building

2 Intergroup Development

3 Process Consultation

Answers to SAEs 2(2)

several approaches to implementing change

The goal of OD is to stabilise the new system tbieaec a more
effective interpersonal work relationships and teehniques used is
important to achieving this goal
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MODULE 3

Unit 1 Work and Attitude

Unit 2 Components of Attitude
Unit 3 Ergonomics

Unit 4 Display Work Design
Unit 5 Conflict

UNIT 1 WORK AND ATTITUDE

Unit Structure

1.1 Introduction

1.2 Learning Outcomes

1.3 Title of the main
1.3.1 Meaning of work and attitude

1.4 Job satisfaction

1.5 Summary

1.6  References/Further Readings/Web Resources

1.7 Possible Answers to Self-Assessment Exercisef#)in the
content

S
@ 1.1 Introduction

In the workplace people engage in myriad of adésit they interact,
communicate and learn from one another things theyld otherwise

not been exposed to. The work place is essentaitiyut four key

components; equipment and machines (or tools ok woitechnology),

the structure, processes and the people; meamgvtrk has physical,
social and emotional content, people are bounes$pand to work the
,good* and ,bad aspects of work in one form or the other. For stime
workplace may offer exceptional opportunities foareer growth,

excellent pay, and warm relationship with supemgsand peers while
for others, the experience may be less salutagh s low pay, harsh
disciplinary environment and little opportunity foreativity, growth and
development. Work experience can therefore range fsatisfying to

not satisfying
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@ 1.2 Learning Outcomes
At the end of the topic, we should be to:

. To define the meaning of work and attitude,
. Give reasons why people work.

=l1.3  Title of the main section
1.3.1 Meaning of work and attitude

Work, according to Eze (2004) is central and essepédl of life. Also,
Work can be defined as any mental or physical égtwith the primary
goal of providing for one's family. A person's tatie can be defined as
their general way of thinking about and respondimgocial situations
and the people in them. It is necessary for humanprovide basic
needs like food, shelter, clothing, love, esteexh @her lofty life goals.
By working the earn money which afford them meahihgfe. Many
engage in hours of productive activities, for whitliey train and
accumulate experiences. Work involves the use afi$ilaequipments,
machines, technology to transform raw materialprtmucts that meets
human needs. Work however offers more than econame@ns; it is a
place of social interaction, problem solving, catflmanagement,
attitude formation and change.

Job simplification and job enrichment

It has been found through surveys (e.g. Taylor9)%7at the following
are key to the planning of the vast majority ofgpiminimising the need
for specialised training maximising the authorifyupper management;
reducing how long something usually takes to doeEsply when
viewed through the lens of economics,

These may appear to make perfect sense the prigsirgg unskilled or
semiskilled workers is lower than using fully trathprofessionals, and
their output is comparable improved if work is cdeted rapidly.
However, as we will discuss, occupations that &mectired in this way
carry heavy monetary and personal tolls. Scientistianagement,
sometimes known as "Taylorism" after its foundeMFE. Taylor, is the
philosophical foundation for this "conventional” thed of job creation.
Taylor conceived of his thoughts in early twentiedmtury America.
Mechanics' workshop as a foreman, he observedatheters routinely
fell short of his expectations and concluded thatdnly the only way to
stop it from happening was to: gather data on tiiies involved in
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the job in a methodical (or "scientific") fashioequired a lack of
freedom and responsibility on the part of employees

a. reduce complexity wherever possible;
b. outlining typical work processes and estimated detign times;
C. Apply monetary incentives (and only monetary incgss); using

the aforementioned procedures, guarantee that &egdo
couldn't trick superiors, or Keep out of sight frothem.
Especially when they are clearly visible, monetargentives
have a positive effect on performance. as impaatia honest in
its assessment of the learner's progress. Impoifakeaway
Naturally, this is strikingly similar to the "theor X"
interpretation of human nature. (already elaboratadin this
chapter). It is well acknowledged by experts thatpyment
prospects in many (if not most)Organizations atkeeicovertly
or overtly founded on Taylorism. The tenets of stfe
management—also called Taylorism—center on a comemt
to uniformity. procedures and cost reduction thiowgjrategic
planning of tasks. Important Takeaway The envirommhat
Taylorism creates may be orderly, but is it a hapoyd
productive one? Several studies published in tf&O4@ppeared
to prove that employment at the time organised rateg to the
tenets of scientific management theory was related
unfavourable views of one's work and, in some casestal and/
physical illness (e.g.Kornhauser (1965); Turner dmdvrence
(1965). Furthermore, it was commonly believed thadr people
Such a result would be productive because labounldvbe
easier. resulted in decreased mental well-beingk laf
motivation, and dissatisfaction orientation of eaifesearch on
the effects of streamlined processes has rais@nusetoncerns.
quality of life in the workplace (QWL). Theoretickbhmeworks
from a exerted upon. The notion of job enrichmenhbich
emerged from Specifically, Herzberg's research66)l9 An
important distinction that Herzberg variables, amdat drives
them. Pay, working conditions, and other hygienesaerations
workplace factors that are unrelated to actual wmormance.
The opportunity to learn, advance, and apply otaénts on the
job were all powerful motivators. traits that ardractive to
developing demands Herzberg made a suggestion lmaséis
findings. satisfaction could not be caused by factelated to
personal cleanliness, but dissatisfaction couldtwitaild happen
if they weren't there. Motivators, on the other dharesulted in
contentment:

Rather of causing unhappiness, their absence @gsttd a lack of

contentment. AlthoughAmong the many problems witkeraberg's
research and findings is his contention that trnand development
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might boost motivation and/or contentment. muchssgoent work
agrees with the use, difficulty of the job, etc.

Socio-technical systems is another important schbtought (Cherns,
1976, Based on research conducted soon after WiéaldIl For many

years now, socio-technical theory has emphasisedirtiportance of

combining technological developments with sociabgasses.Office
politics and group dynamics. In many cases, newnelogies are

released with inadequate consideration for preegistocial structures,
work teams, and power dynamics. This is sometHuad) $ociotechnical
theory works to address, but it also uses to masader claims. For for
illustration, it specifies that work responsibiisi should be outlined just
to the extent that they are actually needed. Psriaapmay lay down

some ground rules for this position. Additionallit, stresses the
significance of setting limits. be drafted so amtd interfere with the

flow of knowledge, ...and that problems with woddl must be

addressed directly wherever they arise. possibdeopposed to by
managers who are further removed from the situatidhile these ideas
may seem obvious, a closer look at many differgpés of businesses
reveals that they are far from the norm. providelevce that they are
not being followed. This calls for a socio-techihiegproach to the

creation of jobs. emphasises freedom of choiceaatidn and resistance
to being told what to do. homunculus to robotic

Attitude. Attitude can be defined as an enduring organisatdn
motivational, emotional, perceptual and cognitivegesses with respect
to some aspect of the environment. A good attitadevork is crucial
because it encourages creative problem solvingedfiedtive action. A
upbeat individual is easier to talk to and moreelik to foster
relationships that are beneficial to the team.

Job satisfaction and organisational commitment #@re two most
important factors in determining an employee'soastion the job.

Several aspects of an individual's working condgicare taken into
account and evaluated. These include the job ,tse# employee's
relationship with his or her superiors and peefs tmployee's
treatment inside the organisation, and the stress| lof the position.
The two attitudes at work that have the most immactan employee's
actions are job satisfaction and organisational mament. It is a
positive or negative evaluative reaction towardstienulus, such as
persons, objects (equipment, technology, officeérenment), action of
superiors/peers/subordinates, or concept/ideasafiatioris policies,

rules and processes). Attitude as shown below @ tcomponents;
cognitive, emotional and behavioural and serve re¢venctions.
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Self-Assessment Exercises 1
1. Meaning of work
2. Define attitude

1.4 Job satisfaction

Job satisfaction this is how people feel aboutrtiveork. That an

employee is happy in his job is arguably the maostiel attitude to

have. Those that are happy in their jobs have diy®®utlook on their

work, whereas those who are unhappy do @mimmitment to one's
organisation refers to a feeling of belonging aderin one's place of
employment. An employee who is fully invested ir tsuccess of the
company shares its goals and is prepared to doewdrait takes to

achieve them. A dedicated worker like this will waa stay put and
advance with the company. The array of goods arnvices generated as
a result of organized effort, called work, is awaso Work involves the
deliberate use of physical, emotional and mentargn to produce

utilities. Harnessing these energies have led taymstion of tangible

goods such as agricultural products putting foodalres, automobiles
for mobility, energy as bare bone for domestic andustrial uses,

telecom equipment for communication, textiles ftotling and such a
wide varieties of other goods; also intangible gosdch as legal, social
psychological or counsel, health care, securityjcation and so forth.
To do this certain basic inputs such as land, raatenals, energy,

information, capital, equipment/technology and peojpVork produces
jobs which are organised or deliberately designexu of activities

composing of units of tasks, duties, responsibsitivithin the context of
peculiar conditions and rules which significant ambof influence on

performance and gives coherence to attainment ofgsals and

objectives.

Work can bring about several outcomes than couldadeounted for
here but outcomes suchthg following are examples:

As a means of earning a living, Traditionally, tleason many work is
to be able to make ends meet by being able todatfogir daily needs
for food, shelter, clothing and meeting all othasie needs as stipulated
by Maslow and other motivation theorists.

As an opportunity for using basic human talentsrk\fwovides avenue
for using all of human talents, physical, intelleadt emotional and so
forth. Without work, man will be idle and most d¢fet endowments like
cognitive skills for creativity, problem solving @rthe likes will go
unused
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Self-Assessment Exercises 2

1. Define Job satisfaction
2. What are the basic need

|V<f/|
1.6 Summary

Attitude is important in life as well as work. & both enduring and
dynamic to the extent that it can be subject toxgkaThe understanding
of this will assist managers to shape workplacgudtts to engender
positive behaviour that are tangential to orgarosal productivity, job
satisfaction and other desired outcomes.

N

Katz, D. C. (1960). The functional Approach to 8tady of Attitudes.
Public Opinion Quarterly, Summer, 163-204.

1.7 References/Further Readings/Web Resources

Kraus, S. J. (1995) Attitudes and prediction of dabur; a meta-
analysis of empirical literature.Personality and Social
Psychology Bulletin, 21, 58-75.

u:i 1.8 Possible Answers to SAEs

Work is central and essential part of life. Alsopi/ can be defined as any
mental or physical activity with the primary godlpsoviding for one's family.
A person's attitude can be defined as their gemweagl of thinking about and
responding to social situations and the peoplaemt

Answers to SAEs 1(2)

Attitude can be defined as an enduring organisat@n motivational,
emotional, perceptual and cognitive processes meispect to some aspect of
the environment. A good attitude at work is crudigcause it encourages
creative problem solving and effective action

Answers to SAEs 2(1)

Job satisfaction this is how people feel aboutrthveirk. That an employee is
happy in his job is arguably the most crucial atlé to have. Those that are
happy in their jobs have a positive outlook onithedrk, whereas those who
are unhappy do not.

Answers to SAEs 2(2)

The basic need are food, shelter, clothing andrdibsic needs as stipulated
by Maslow and other motivation theorists
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UNIT 2 COMPONENTS OF ATTITUDE
Unit Structure

2.1  Introduction

2.2  Learning Outcomes

2.3  Attitudes
2.3.1 People Attitudes

2.4  Attitude Change

2.5 Factors lead people to change their attitudes

2.6 Summary

2.7  References/Further Readings/Web Resources

2.8 Possible Answers to Self-Assessment Exerciseff)in the
content

VT
@ 2.1 Introduction

In the workplace people engage in myriad of acésit they interact,
communicate and learn from one another things theyld otherwise

not been exposed to. The work place is essentaitiyut four key

components; equipment and machines (or tools ok woitechnology),

the structure, processes and the people; meamgvtrk has physical,
social and emotional content, people are bounes$pand to work the
,good* and ,bad aspects of work in one form or the other. For stime
workplace may offer exceptional opportunities foareer growth,

excellent pay, and warm relationship with supemdsand peers while
for others, the experience may be less salutagh s low pay, harsh
disciplinary environment and little opportunity foreativity, growth and
development. Work experience can therefore range fsatisfying to

not satisfying

@ 2.2

At the end of the topic, we should be to:

Learning Outcomes

. state the components of attitude, attitudinal ckang

o The effect of positive attitude on performance ajub
satisfaction.

o Attitudes and Ergonomic
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Attitudes
2.3.1 People Attitudes

People have attitude towards just about everyong ewerything.
Attitude is a disposition to respond favourablyumfavourably toward
some person, thing, event, place, goods and seraicsituation (often
called attitude object). In other words, attitudesctibes outhoughts,
feelings, behaviour (negative or positive) towards attitude objects.

People have attitude towards just about everyong ewerything.
Attitude is a disposition to respond favourablyumfavourably toward
some person, thing, event, place, goods and seraicsituation (often
called attitude object). In other words, attitudesctibes outhoughts,
feelings, behaviour (negative or positive) towards attitude objects.

The most popular approach to attitude study isttiheomponent view

of attitude, which states that attitude has thaaponents, which are;

I Cognitive Component. This refers to thoughts, belief, opinions,
and knowledge or information held by the personceomning
others, objects or ideas.

il. Affective Component. Emotional feelings about people, places
and objects to which statements like ,| do not lden apply and
can lead to behavioural outcomes.

iii. Behavioural Component. This component refers to action
tendencies and intentions to behave in a certain twavards
someone or something.

Typically, a workers attitude is moderated by ecui social,
emotional and physical conditions of work. His kihesge, skill,
feelings and behaviour is influenced towards stgpwork orientation
and productivity. It will also determine cooperatiaconflict and overall
disposition to behave in specific ways under cert&sicumstances.

Also attitude in spite of stability can be changbtbugh a variety of
means using essentially persuasive communicationl @noper
understanding of message, message content, mediaremipients.
Furthermore, attitude, as an enduring organizatdnmotivational,
emotional, perceptual and cognitive processes wegpect to some
aspect of our environment, serves four key funstigfatz, 1960).

I. Knowledge functions. Whether they accurately reflect objective
reality or not, attitudes serve to organize ourdiglabout objects
or activities such as brands or shopping. The amafn
information presented about products in the masketes useful
purpose in shaping knowledge and perception of wpdople
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and the organisation as a whole. This eventualysiates to
positive, neutral or negative attitudes.

. Value expressive functions: Attitudes are sometimes formed as a
reflection of self-concept or expression of indivadl central
values. What turn out to be important attitude widpend on
whether the attitude is terminal or instrumentahature.

iii. Utilitarian functions. Based on the operant conditioning
principles, we tend to be favourably disposed talsayoods and
services that are intrinsically rewarding and hawvegative
attitudes towards those that are not.

iv.  Ego-defensive functions: As McGuire classification of needs
shows attitudes are formed and used in the defenite ego and
self-image.

Self-Assessment Exercises 1
1. List and discuss the components of attitude
2. Explain the attitudinal change and the effect dfifiee attitude
on performance and job satisfaction

2.4  Attitude Change

Attitude is viewed as Social Psychology most indisgable concept by
Allport (1935) because it defines our identity, dgiiour actions and
influence how we judge people and situations.

Attitude can be formed and attitude does changerjEday, we are
confronted with objects, events, people, and aftitthat demand one
form of response or another. Often our responsereanlt from old

attitudes, newly formed or a change of attitude.

Attitude has been shown to be;

(1) Stable over time,

(i)  Held with a high degree of certainty,

(i)  Consistent with the person affect (emotiomaehction) toward a
behaviour,

(iv) Formed as a result of direct experience,

(v)  Easily remembered and

(vi) Capable of change.

Every year advertisers spend millions of naira hange consumefs
attitudes. Governments often use the media to seessages that is
meant to cultivate positive attitudes towards ismg and programmes.
Our conversation, arguments and disputations #esl fiith attempts,
not just to make others see our own point of vibut, to get them to
change (that igpersuade them) from one form of attitude-negative or
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positive-and adopt another one. Persuasion is tadfaeveryday life
(Maio and Olson, 2000).

2.5 Factors lead people to change their attitudes

What factors lead people to change their attitudds#e are conditions
under which people change or resist change of #tgiudes. Persuasive
communication is the vehicle through which attitudbange is

transmitted. Persuasion involves @mmunicator who delivers a

message through a channel (in writing, verbally, visually) to an

audience, within a surroundingcontext (a cultural, civic, social,

religious, setting). As the definition of persuasshows, five significant

factors; communicator or source of message, thesages the channel,
the context, and the audience are crucial in dgitthange.

Source of message. Certain characteristics of the communicator finds
relevance in persuading others to change theii@pior attitude about a
brand, some of these characteristics are:

a. Expertise. People are better persuaded abaitthwby read, hear
or see when the person making the presentatiom isxpert.
Many are better persuaded by advice to stop smakirayinking
when offered by their doctor rather than by friends

b. Attractiveness. Communicators that are phyisicalktractive,
likable or similar in terms of shared attributeteiests or goals
may do better to persuade us than otherwise. Aideestspend
thousands of naira to pair models, beauty queeasing or
football stars with their products. It is perhagdsoatrue that
,correct® dressing, makeup and trendy design may appeal to
certain segment of the audience and aid attracssen

C. Credibility. When the target market views theurse of the
message as credible, it is easier to influencer thehaviour.
Some authors belief that expertise and trustwoesrare aspects
of source credibility.

d. Trustworthiness. How honest or believable ésrtiessage as well
as the communicator?
e. Fast or slow speaker? Fast speakers are ggneeated as more

persuasive than slow speakers (Miller, Maruayanmegb@r and
Valone, 1976).

f. Body language. Eye contact is important in dhing
credibility and honesty. Other gestures such astiagethe eyes,
smiling constantly, biting the lips constantly tend lower
speakéfs credibility. It is also thought that the voice aodation-
deep, baritone voice-are helpful in persuasion
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Self-Assessment Exercises 2
1. Define Attitude Change
2. State the three component of atittude

9,

2.6 Summary

People have attitude towards just about everyong ewerything.
Attitude is a disposition to respond favourablyumfavourably toward
some person, thing, event, place, goods and seraicsituation (often
called attitude object). In other words, attitudesctibes outhoughts,
feelings, behaviour (negative or positive) towards attitude objects.

The most popular approach to attitude study isttiheomponent view

of attitude, which states that attitude has thaaponents, which are;

I Cognitive Component. This refers to thoughtslidd, opinions,
and knowledge or information held by the personceomning
others, objects or ideas.

il. Affective Component. Emotional feelings abqueople, places
and objects to which statements like | do not ke apply and
can lead to behavioural outcomes.

iii. Behavioural Component.

N

Katz, D. C. (1960). The functional Approach to 8tady of Attitudes.
Public Opinion Quarterly, Summer, 163-204.

2.7 References/Further Readings/Web Resources

Kraus, S. J. (1995) Attitudes and prediction of dabur; a meta-
analysis of empirical literature.Personality and Social
Psychology Bulletin, 21, 58-75.

u:i 2.8 Possible Answers to SAEs

Answers to SAEs 1(1)

The most popular approach to attitude study isttiheomponent view

of attitude, which states that attitude has thaaponents, which are;

I Cognitive Component. This refers to thoughts, belief, opinions,
and knowledge or information held by the personceomning
others, objects or ideas.
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il. Affective Component. Emotional feelings about people, places
and objects to which statements like ,| do not lden apply and
can lead to behavioural outcomes.

iii. Behavioural Component. This component refers to action
tendencies and intentions to behave in a certain twavards
someone or something.

Answers to SAEs 1(2)

attitude that demand one form of response or anot®den our
response can result from old attitudes, newly falnoe a change of
attitude.

Attitude has been shown to be;

(1) Stable over time,

(i)  Held with a high degree of certainty,

(i)  Consistent with the person affect (emotiomaehction) toward a
behaviour,

(iv) Formed as a result of direct experience

Answers to SAEs 2(1)

Every day, we are confronted with objects, evepénple, and attitude
that demand one form of response or another. Gitarresponse can
result from old attitudes, newly formed or a changattitude

Answers to SAEs 2(2)

1. Cognitive Component

2. Affective Component

3. Behavioural Component
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UNIT 3 ERGONOMICS
Unit Structure

3.1 Introduction

3.2  Learning Outcomes

3.3  Title of the main
3.3.1 Meaning of Ergonomics

3.4  Designing Work for People

3.5 Summary

3.6  References/Further Readings/Web Resources

3.7 Possible Answers to Self-Assessment Exercisefff)in the
content

Q 3.1 Introduction

People and machines make up the systems that eperdarge and
small organizations. The goal or ergonomics isceffit and effective
man-machine systems that are based on understaoidimgnan factors
as important input in machine and equipment designs

©.,

At the end of the topic, we should be able to:

Learning Outcomes

o explain the meaning of ergonomics,
o discuss designing work for people,
. identified types and characteristics of technology,

3.3  Ergonomics
3.3.1 Meaning of Ergonomics

Engineering Psychology or Human Factor Engineeisnanother name
for the sub-field of psychology called Ergonomitiss concerned with
man-machine fit at work with the consideration ofechuman factors in
the design and use of equipment and machines ak. Wdre main
research focus are:

Achieving man-machine fit Reduction of industrialccalents
Guaranteeing industrial safety and security, and tindpng
performance
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Ergonomics sometimes known as "human factors," is the safdyow
people ninteractwith various parts of a system toed profession that
applies this knowledge to product development ofeoto increase both
user satisfaction and system efficiency.

Work (Greek: ergon) and laws (nomos) are the radtshe modern
science of ergonomics. What we have here is thierise of work™" or
the "rules of labour," respectively. Ergonomic desis the study and
practise of maximising comfort and efficiency inettworkplace by
reducing or eliminating hazards and other sourdesliscomfort for
workers. Also the Greek terms ergo (labour) and o®rftaw) are the
roots of the modern English word "ergonomics" (lawsVojciech
Jastrzebowski of Poland first used it in a newspapgcle published
that year, 1857. (Karwowski, 1991). It's commoncfise in the United
States to use the terms "human factors engineeaing"human factors”
interchangeably. The fields of labour physiologyponechanics, and
workplace design are the foundations of Europegonremics. When it
comes to human performance and systems design,veowkRuman
factors can be traced back to the field of expenialepsychology
(Chapanis, 1971). Engineering psychology is onean;tecognitive
engineering and cognitive systems engineering am® tmore
contemporary ones. This latter point underscores dignificance of
human information processing to our field of stu@olinagel and
Woods, 2005). Human factors and ergonomics aréngettoser to one
another despite their disparities in the types mdwedge and design
philosophies they employ. The widespread adoptionoonputers has
contributed to this trend. Human factors and ergains knowledge are
integrated into the design of computer workspattse, a computer
user takes in data from a monitor. The data isgs®ed, and a course of
action is decided upon. This is done by hand asréra input, and it
modifies the display's current state of affairscadmgly. A brand-new
presentation is created. An ergonomist's job iéirtd the source of a
problem in computer-based workplaces, analysend,then recommend
fixes in the form of design changes. So, the fiug is: Human factors
and ergonomics' principal function is to aid in tbeeative process.
Analysis of the current state, synthesis of newigiesolutions, and
further analysis of these solutions are the thrieases of workplace
design. Through multiple iterations of the desigocess, which might
last for quite some time, a "control loop" can Is®dito represent the
design procedure.

Ergonomics integrates knowledge from a wide randefi@ds to
improve the workplace for employees
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3.3.2 Designing Work for People

Until the 1940s designing of industrial plants andchines were the
sole responsibilities of Engineers who usually malesign decisions
without due consideration for the workers who operthem. Thus
human beings have to adjust to the features remexbein those
machines with considerable strain and higher degregrors, accidents
and other machine induced stresses such as fatgamps, eyes and
headaches, etc. More so, machines and equipmergcially military
hardware as used in the World War Il, became irsingéy complex and
requiring increasing levels of speed and precigmmtheir operation.
These placed great demands on capabilities, ngt @gmbn muscular
strength, but also higher-level abilities of segsiperception, judgment
and decision making. But another possibility wasthe offing. The
time-motion study of Fredrick Taylor and the Gile#rs were precursor
to the understanding of the need to adapt machihernan attributes as
opposed to the other way round. This is what ergoc® is all about;
designing machines and equipment that fit into hupiaysiological and
cognitive abilities as well as other attributesciability, emotionality
and so forth, bearing in mind also the environnoéntsage.

Self-Assessment Exercises 1

1. Explain the meaning of ergonomics
2. Explain the logic of designing work for people ambt
otherwise

Today, the 21st century work place is becomingeasingly automated
with technology increasingly competing for spacdmet and
opportunities with man.

3.3.3 Types and Characteristics of Technology

Technology in today’s context can be interpretedadly to include

according to Mullins (2007) both:

I The physical aspects of machines, equipmentcqsses and
work layout (machine technology) involved in thartsformation
or conversion processes, and

il. The actual methods, systems and proceduresolvies
(knowledge technology) in carrying out the work die
organisation and transforming and conversion ofuispinto
outputs.

The physical side of technology refers mainly tanoelectronics and

microprocessors, information and communication netbgy (ICTs)
applicable in manufacturing, information sharingl gmocessing, service
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provision and as products themselves. The main davmapplications

are:

I. Manufacturing/engineering/design equipment rofteferred to as
»=advanced manufacturing technol6gyATM) or ,computer-aid
engineering (CAE).

il. Technology for information capturing, storaggansmission,
analysis and retrieval like the computer that maylibked with
the ATM.

iii.  Technology employed in the provision of s&®s to customers,
patients, clients by use of service sector apptinat

iv.  Technology is a product

Self-Assessment Exercises 2
1. ldentify and discuss the types and characiesisf technology

l/o'/|
1.6 Summary

The overall goal of equipment and machine designt® ifacilitate as
well as complements human efforts at work. Thersexeral types of
useful technology in tod&g work places ranging from the simple to the
sophisticated like industrial robots; so also thare factors to consider
in building and installing industrial machines. Tigh new age
technology and the world of work is changing draoaly, the basic
features of machines remains; input, processing thedoutput and
feedback systems.

N

Eze, N. (2004) African Industrial/Organisationaly&fsology. Lagos
Pumark Nigeria Limited.

1.7 References/Further Readings/Web Resources

Mullins, Oborne, D. J. (1992) Ergonomics at Workicester, England:
John Wiley.

u:i 1.8 Possible Answers to SAEs

Answers to SAEs 1(1)

1 Engineering Psychology or Human Factor Engineesranother
name for the sub-field of psychology called Ergoreamlit is
concerned with man-machine fit at work with the sideration
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of core human factors in the design and use ofpegemt and
machines at work.

Answers to SAEs 1(2)

Until the 1940s designing of industrial plants andchines were the
sole responsibilities of Engineers who usually malesign decisions
without due consideration for the workers who ofeethem.

Answers to SAEs 2(1)

Technology in today’s context can be interpretedadly to include

according to Mullins (2007) both:

I. The physical aspects of machines, equipmentcqsses and
work layout (machine technology) involved in thartsformation
or conversion processes, and

il. The actual methods, systems and proceduresolvies
(knowledge technology) in carrying out the work die
organisation and transforming and conversion ofuispinto
outputs.

The physical side of technology refers mainly tanoelectronics and
microprocessors, information and communication netbgy (ICTs)
applicable in manufacturing, information sharingl gmmocessing, service
provision and as products themselves. The main davmapplications
are:
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UNIT 4 DISPLAY WORK DESIGN
Unit Structure

4.1  Introduction

4.2  Learning Outcomes

4.3 Title of the main

4.4  Factors for consideration in display design

4.5 Technology and the new Face of Work

4.6 Summary

4.7 References/Further Readings/Web Resources

4.8 Possible Answers to Self-Assessment Exercisefff)in the
content

&N
@ 4.1 Introduction

It is important that display systems are embedddabth the system and
the environment. To do this, human capacities amitdtions are
viewed and built appropriately into the receptionding, transmission
and interpretation of information taking into caiesiation opportunities
and limitations imposed by the environment

@ 4.2

At the end of the topic, you should be able to:

Learning Outcomes

Explain factors to consider when introducing adogpthew technology
and Technology and the new face of work

Ergonomics Il
4.3.1 Factors for consideration in display design

It is important that display systems are embedddabth the system and
the environment. For instance, failure due to elgtt are first

discovered by either the ear when the humming sogtapped or eyes
if the lighting diminished or goes out. For instanthe dashboard is
programmed to relay multiples of information rarggiinom fuel level,

functioning of hydraulic brake system, acceleratigpeed, mileage,
temperature, geographical information and so foithese put the
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sensory, central and peripheral nervous system®retthe alert. The

designer therefore should bear these in mind.

1. Natural Format. Formats that are unfamiliar to natural human
attributes require time to become accustomed t@diRg and
interpreting signals that are not familiar to notrhabit patterns
are likely to increase error rates.

2. Precision of response. Requiring operators to be more precise
than necessary (that is normal response thresimatd) add to
fatigue and cause them to make judgmental errasirstance
the difference between read-out and press-buttonracy and
true accuracy has to be factored in.

3. Operator view technique. The display technique has to be
matched to the operator's bodily constraints, wewi
environmental conditions like lighting, acceleratiovibration,
mobility restrictions and position.

4. Use of simple concept. Displays that use complex signs and
symbols are difficult to interpret and understaml avithout
extensive training, may lead to increased errasrat

5.
Self-Assessment Exercises 1
1. List the factors for consideration in display dgsi
2. Organisational research shows that technology enfie
behaviour of people discuss

4.3.2 Technology and the New Face of Work

The truth is, the face, form, structure and paceratk have changed in
such a dramatic fashion over the last two decadies. only has
technology (equipment, machines, ICTs and robatigireeering) have
influenced work and job designs, it has influenbednan behaviour at
work; his job roles, areas of latitude and ten@eganizational research
shows that technology influence behaviour of peaplsork setting by:

1. The specific designs of work and the knowledgllls and
aptitudes needed to do them,

2. Influencing how work is organised and contmblle

3. Affecting the pace and intensity of work,

4. Reducing the number of people that has togyaatie in getting a
product off the assembly line, and

5. Adjusting overhead and other disciplinary issuelated to
individual and organised body of workers.

Whereas technology has fundamentally affected harkws designed
in terms of structure, processes and expected mmhavthereby
reducing managerial control and freeing manageritent burdensome
bureaucracy to focus on germane issues of quatitgroved working

76



PAD 122 ORGANIZATIONAL PSYCHOLOGY

conditions and motivation of employees for cuttedge performance,

technology has equally created certain problemschatlenges such as:

I. Free flow of information which erodes into mgeaal
prerogatives of information management and offisedrecy,

. Overdependence on automated solutions thatrédaced human
initiative, creativity and removing intrinsic moéting
components of work,

iii.  Devotion of official hours to personal useswicial media (e-mail,
facebook, Whatsapp etc) which can limit producyivit

iv.  The informality and speed of electronic comneations are of
great attraction as well as embarrassingly comsimimi as
information meant for a colleague can get to adficuarters by
the seconds as the send button is hit upon,

V. The use of ICT as a means of mounting survesia on
employees which may compromise their privacy andace
fundamental rights

Image for the significance of ergonomics

The findings of the Washington State DLI study supghe following
five advantages of a robust workplace ergonomiosgss:

Costs can be reduced by ergonomics.

Productivity is increased through ergonomics....

Quality is improved by ergonomics.

Employee engagement is increased by ergonomics....
Better safety cultures are fostered via ergonomics.

agrwNPE

Self-Assessment Exercises 2
1. What are the five advantages of ergonomics

l/o'/|
1.6 Summary

The overall goal of equipment and machine designt® ifacilitate as
well as complements human efforts at work. There saveral types
useful technology in tod&g work places ranging from the simple to the
sophisticated like industrial robots; so also thare factors to consider
in building and installing industrial machines. Tigh new age
technology and the world of work is changing draoadly, the basic
features of machines remains; input, processing thedoutput and
feedback systems.
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N

1.7 References/Further Readings/Web Resources

Eze, N. (2004) African Industrial/Organisationaly&fsology. Lagos

Pumark Nigeria Limited.

Mullins, Oborne, D. J. (1992) Ergonomics at Workicester, England:

John Wiley.

u:i 1.8 Possible Answers to SAEs

Answers to SAEs 1(1)
Factor should bear in mind.

1.

Natural Format. Formats that are unfamiliar to natural human
attributes require time to become accustomed t@diRg and
interpreting signals that are not familiar to notrhabit patterns
are likely to increase error rates.

Precision of response. Requiring operators to be more precise
than necessary (that is normal response thresiatd) add to
fatigue and cause them to make judgmental errasirstance
the difference between read-out and press-buttonracy and
true accuracy has to be factored in.

Operator view technique. The display technique has to be
matched to the operats bodily constraints, viewing
environmental conditions like lighting, acceleratiovibration,
mobility restrictions and position.

Use of simple concept. Displays that use complex signs and
symbols are difficult to 13,2 interpret and undanst and without
extensive training, may lead to increased err@srat

Answers to SAEs 1(2)

1.

2.
3.
4.

The specific designs of work and the knowledgllls and
aptitudes needed to do them,

Influencing how work is organised and contmlle

Affecting the pace and intensity of work,

Reducing the number of people that has togypatie in getting a
product off the assembly line, and

Answers to SAEs 2(1)
Five advantages of a robust workplace ergonomigsgss are

agrwNE

Costs can be reduced by ergonomics.

Productivity is increased through ergonomics....
Quality is improved by ergonomics.

Employee engagement is increased by ergonomics....
Better safety cultures are fostered via ergonomic
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UNIT 5 CONFLICT
Unit Structure

5.1 Introduction

5.2  Learning Outcomes

5.3 Conflict

5.4  Types of conflict in Work Place

5.5 Sources of Conflict

5.6  Summary

5.7  References/Further Readings/Web Resources

5.8 Possible Answers to Self-Assessment Exercisefff)in the
content

/.
@ 5.1 Introduction

Conflict is endemic in organisational life becaudethe complications

of diversity, culture, ideology, individual and gio differences and the
diversity of interests and goals of members of dhganisation. In this

class, we shall be looking at the concept of confltypes of conflict in

work place and negotiation.

@

By the end of this topic, you should be able to:

5.2 Learning Outcomes

. To explain concept of conflict
. Identified types of conflict in work place and négton;
o Discuss the types of conflict and

‘ 5.3 Title of the main section
5.3.1 What is Conflict?

Conflicts are generally defined as relational dispubetween two or
more parties. “The clashing of opposed principl€ford Dictionary

“Conflict is inevitable in organisational life but need not have
destructive consequences for the organization (arkwgroup).

Depending on how the conflict is managed, the negaiffects may be
minimized, and positive effects may result from toaflict.
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5.4  Types of conflict in Work Place

Effective conflict management is based, in parta@olid understanding
of the different ways conflict emerges and can B=solved”.
Organisational Behavior Hellreigel, Slocum and Wwmaa, 2001 Ninth
Edition, South Western Thomson Learning, Singapore

There are several different types of conflict inN/Blace;

Relationship Conflict; Value Conflict; and Inter&sbnflict

Relationship Conflict is a personal perspective ead arise when one
person behaves in a negative manner or anotheorpdras skewed
perception due to things like stereotypes and ramohe relationship
between people is affected negatively, and in therkplace,
performance is eroded due to poor team cohesion.

Value Conflict arises when two people or groupsehdissenting views
on moral values-- that basic understanding of whataturally right or
wrong. Relationship and value conflicts are the tnsobjective conflict
types, because they are based totally on what smanéeels” about a
person or situation.

Interest Conflict arises when one person’s desmgdome is in conflict
with another person or group’s interests. Typicalys occurs when one
person believes that another person's desiresadted, will prevent his
or her own interests from being met. This type ohftict can be
experienced when two people who have relationstopflict are
required by a team manager to work as a part edwnt

Other types of Conflict
Personality conflict. This mean interpersonal opposition that is driven
by personal dislike or disagreement between parties

Value conflict. A value according to Rokeach (1973) is an endurin
belief that specific mode of conduct or end-stafe egistence is
personally or socially preferable to an oppositeconverse mode of
conduct.

I ntrapersonal value conflict. Highly ranked instrumental and terminal
values pulling individual in opposing directionsnceesult into inner
conflict and stress. Intrapersonal value conflicivolves internal
priorities that bring about role conflict.

Interpersonal value conflict. This type of conflict runs parallel to
intrapersonal value conflict. It results in comitioas of instrumental
and terminal values that may inevitably spark dieament in
interpersonal relationship with others. A worker ymgnore juicy
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posting that involve bribe taking to the chagrinmbre materialistic
coworkers.

Individual-organisation value conflict. For organisation seeking to
embed certain values into their corporate cultammflict may arise if
such values as espoused and enacted collide wjilogees’ values.

Intergroup conflict. This is addressed to conflict among work groups,
teams, and departments, unions that may degen@vaiafighting,
politicking and industrial action.

Cross-cultural conflict. The global economy embraces cross-border
mergers, joint ventures, mergers, acquisitiongifor direct investments
and other forms of alliances. Doing business widogle of diverse
culture is not a matter of right and wrong but awowmdation,
acculturation and adaptation.

Self-Assessment Exercises 1

1. define conflict
2. There are several different types of conflict in W/dPlace
discus

5.5 Sources of Conflict

Some situations produce more conflict than othdrss important to
know and anticipate conflict generating situatiams! circumstances as
a means of managing or resolving them. They maiel&om internal
processes or from external socio-economic andiallitealities.

I Internal sources. Among situations producing conflict according
to Filley (1975) are; incompatible personality alue systems,
unclear or overlapping job boundaries, competition limited
resources and intergroup competition, ineffectigenmunication
mode, interdependence of tasks, organisational ety
unclear policies, rules and standards, unreasonable
deadlines/targets, unmet expectations(pay, prompti@nd
unresolved or suppressed conflicts.

. External sources. Other peculiar sources of conflict in Nigerian
industries and organisations especially derivingmfrexternal
sources are: government’s industrial and econonatcips,
nature of national economic mismanagement, nat@irabmur
legislation, unpatriotic behaviour of the politicahd business
classes and general distribution of wealth and pamvsociety.
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Self-Assessment Exercises 2
1. Name and explain two types of conflict
2. Name and explain two Sources of Conflict

l/o'/|
1.6 Summary

One could see that conflict though a part of orgaional life can be

anticipated and managed using both internal andrexit mechanisms.

In our next class, we shall be discussing methalhanisms/ strategies
for negotiation and resolving conflict in industriand organizations as
well as the concept of Collective Bargaining

N

Animashaun, O. O. & Shabi, O. R. (200®)ndamentals of Industrial
Relations: Issues and theories. Lagos: Global Consult.

1.7 References/Further Readings/Web Resources

Bankole, A. R. (2011) Psychological determinantafflict handling
behaviour of workers in oil sector in Nigeri&ducational
Research and Reviews, 6(13), 763-768.
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Answers to SAEs 1(1)

Conflicts are generally defined as relational dispubetween two or
more parties. “The clashing of opposed principl€ford Dictionary
“Conflict is inevitable in organisational life but need not have
destructive consequences for the organization (kgroup).

1.8 Possible Answers to SAEs

Answers to SAEs 1(2)

Effective conflict management is based, in parta@olid understanding
of the different ways conflict emerges and candsoived”.

There are several different types of conflict inl/Blace;

Relationship Conflict; Value Conflict; and Inter&sbnflict

Answers to SAEs 2(1)
Personality conflict. This mean interpersonal opposition that is driven
by personal dislike or disagreement between parties
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Value conflict. A value according to Rokeach (1973) is an endurin
belief that specific mode of conduct or end-stafe egistence is
personally or socially preferable to an oppositeconverse mode of
conduct.

Answers to SAEs 2(2)

Internal sources. are; incompatible personality or value systems,
unclear or overlapping job boundaries, competition limited
resources and intergroup competition, ineffectigenmunication
mode, interdependence of tasks, organisational Iexitg
unclear policies, rules and standards, unreasonable
deadlines/targets, unmet expectations(pay, prompti@nd
unresolved or suppressed conflicts.

External sources. external sources are: government’s industrial
and economic policies, nature of national economic
mismanagement, nature of labour legislation, uinpatr
behaviour of the political and business classes gaderal
distribution of wealth and power in society
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MODULE 4

Unit 1 Conflict and Collective Bargaining

Unit 2 Negotiation

Unit 3 Communication

Unit 4 Career and Development

Unit 5 Career Cycle

UNIT 1 CONFLICT AND COLLECTIVE
BARGAINING

1.1 Introduction

1.2 Learning Outcomes

1.3 Title of the main
1.3.1 Methods of resolving conflicts
1.3.2 Collective Bargaining

1.4 Summary

1.5 References/Further Readings/Web Resources

1.6 Possible Answers to Self-Assessment Exerciseff)in the
content

Q 1.1 Introduction

One of the main duties of managers is to find tleams of navigating
the narrow bridge of organisational politics offeiences and the need
for competition and cooperation in the bid to sha@sources and keep
the good will for the organisation to survive armhtinue to retain the
capacity to generate more resources for futureirghhaimhere are both
internal and external mechanisms as well as siestefpr dispute
resolution known to industries and organisationdNigeria which are
covered in this unit of the manual. In this leciuse shall be looking at
the method/mechanisms/strategies for negotiatiahrasolving conflict
in industries and organizations as well as the ephof Collective
Bargaining

@ 1.2 Learning Outcomes

By the end of this topic, you should be able to:

o Itemize the method/mechanisms/strategies for nagmti and
resolving conflict in industries and organizations
o Explain the concept of Collective Bargaining
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Conflict and Collective Bargaining
1.3.1 Methods of resolving conflicts

The conflicts can be resolving in two ways
1. Internal methods of conflicts resolution
2. External methods of conflicts resolution

Self-serving fairness interpretations Rather than making impartial
decisions about fairness, we interpret what woedriost fair to us and
then use that interpretation to defend our prefsrenEach head of a
division, for instance, is likely to feel as thoutjtey should be given an
outsized portion of the annual budget. Confliciseawhen people have
different views about what is fair.

OverconfidenceTo put it another way, we have a propensity fangpe

overconfident in our own judgements, which in teauses us to have
irrational expectations. For example, litigantseaftexaggerate their
chances of success in court, causing them to reectegotiated

settlement that could save them time and money.

Conflict avoidance Because unpleasant sentiments are so unpleasant,
we may try to suppress them in the hopes that Wayld go away on
their own. When parties avoid dealing with theiteimse emotions, the
dispute often escalates and the demand for conflsdiution grows.

How can you avoid these and other problems inngetip a positive
conflict resolution strategy to handle conflict the workplace and
elsewhere? Negotiation, mediation, arbitration, Ewgsuit are all viable
options for settling disputes.

Negotiation. You may and should apply the same ideas of coaperat
negotiating that you employ when striking a bargarthe process of
settling conflicts. In order to reach a satisfagtoesolution, it is
important to get to the bottom of each party's atdoy probing for their
underlying motivations, such as the desire to abaid press and restore
a commercial relationship that has been destraysdalso important to
have a plan B if negotiations fail, such as a nawngr to work with or
legal action to take. An amicable resolution to rydisagreement may
be reached through in-house negotiations if youthndother party are
willing to put in the time and effort to considdteanative solutions and
make compromises across problems.

Mediation
A mediator is an impartial third person who isred to help parties in
conflict reach an agreement. Expert mediators dimmtte parties to
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settle their differences, but rather help them tifierand articulate the
motivations that drive their perspectives. The gofaimediation is to
assist the parties in reaching a mutually agreeai@-binding, and
long-term agreement.

Arbitration A neutral third party acts as a judge and rentiarding
rulings in arbitration, which can be similar to@ud trial. The arbitrator
hears all sides' arguments and evidence, and tla&esra final, usually
private, ruling. While parties to a dispute normdtlave little recourse
once an arbitrator has rendered a ruling, theyale tsome say in how
the process unfolds, including whether or not attgs will be present
and what kind of evidence will be considered.

Litigation In a civil trial, the parties argue their cases$ront of a judge
or a judge and jury, who then make a decision basethe weight of
the evidence. Most of the time, the information redain court
proceedings becomes part of the official recordightion is often
controlled by lawyers and typically concludes with negotiated
settlement at the pre-trial stage.

Negotiation and mediation are two examples of l&msnal, less
expensive conflict resolution processes that shbelcexplored before
more intensive processes like arbitration or liiiga are initiated. You
can improve your capacity to negotiate fair solido conflicts by
taking a course in conflict resolution.

1.4 Collective Bargaining

Trade unions' primary purpose has historically beewllective
bargaining. A collective agreement that governmgeand conditions of
employment is the result of a process in which eygs and organised
groups of employees seek to balance their oppogmas through
mutual accommodation

Rather than providing a definition of collectivergaining, the Webbs
offered numerous illustrations, such as the onergikelow. When a
worker applies for a job in an unorganised sedter,or she makes a
private agreement with the employer regarding giens of the sale of
his labour, without consulting with other workernstaking into account
any factors of the organisation beyond those dyrgetated to his own
position. But if the workers organise and dispatch represieet to

bargain on their behalf, the situation is immedjatdtered. When an
employer enters into a collective bargaining agme@m he avoids
having to negotiate terms with a wide variety offetent workers.

Instead, he can reach consensus on a set of peisdipat apply to all
employees in a given group, class, or grade. Takitg account the
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aforementioned case and others like it from thebligations, it seems
that the Webbs envisioned the collective bargainpmgcess as:
Recently, critics of the Webb's theoretical modelvér argued that
individual bargaining can and does coexist withlemdive bargaining,
and that depending on the nature of the labour ebarkdividual

bargainers may have ample scope to obtain wagembtdje minimum
level. The absence of focus on the power dynamét #xists in a
collective bargaining context is seen as a moreomnamt omission in
Webb's approach. It is stated that the uncertaaotyounding Webb's
concept of collective bargaining can be dispellgdgiving sufficient

weight to its two important elements, rule makingdapower

relationship. Since the Webbs' empirical studyraflé union behaviour
in England was conducted in 1897, there is no bfsisnost of the
criticism levelled at their conceptually inadequamework. The lack
of nuance in the Dunlop debate is a more pressidgraportant issue in
academia today. The collective bargaining relatigmss fundamentally
kaleidoscopic, making it a very unsatisfying inteliual exercise to
consider trade union activity toward managemenprasary economic
or political in nature. A student of collective gaming, or a union or
management representative, may wonder why they rbeedry to

support their position in a negotiation. There udfisient evidence to
support this theory. It's essential because tofdbethat it can predict
the future and provide extremely powerful explaoradi for existing

phenomena

Self-Assessment Exercises 1
1. The conflicts can be resolving in two ways namerthe
2. Name two method of conflict resolution and explain

1.5 Types of collective bargaining

There are two basic types of collective bargainwlgich are; integrative
and distributive bargaining.

Integrative bargaining. This is a problem solving approach in which
interested parties confront the issues and coapd@tidentify the
problem, generate and weigh alternatives solutidie approach is
suitable when complex issues are involved and tisege dire need to
bridge misunderstanding between parties. Example isstie for
integrative bargaining may involve the need to widleugh depression
or falling market share or low productivity. Agreent may be desired
on increased productivity, redundancies, lay-aftg;back on overtime,
pay adjustment and so forth. Such negotiation isséek means of
surviving threatening economic situation. The applois capable of
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producing long lasting solution especially whenftionis not rooted in
opposing value systems.

Distributive bargaining. The issues involve are divergent mostly
involving wage rates, holidays, overtime, bonus avttler fringe
benefits. It is mostly about sharing the industymaé™. Opposing values
often result in a win-lose situation breeding rofon conflict at a later
time. This is because one party gain is the oth&s.|Others are:
Concession bargaining. Workers/union and managearentoncerned
with keeping the organisation going. In an econarhgracterised with
recession, focus is on staying afloat for manageénadmle worker is
concerned with keeping their jobs

Self-Assessment Exercises 2
1. Define collective bargaining
2. Define Integrative bargaining

l/o'/|
1.6 Summary

One could see that conflict though a part of orgaional life can be
anticipated and managed using both internal andrexit mechanisms.
There are equally negotiation/bargaining strateths are available to
gain either cooperation or concessions in either-win or win-lose
situations. Recently the Alternative Dispute ReBotuis gaining in
popularity because it is less legalistic, cheaj@sss time consuming and
could achieve effective resolution of disputesaft@s go into it in good
faith.

N

Animashaun, O. O. & Shabi, O. R. (200®)ndamentals of Industrial
Relations: Issues and theories. Lagos: Global Consult.

1.7 References/Further Readings/Web Resources

Bankole, A. R. (2011) Psychological determinantafflict handling
behaviour of workers in oil sector in Nigeri&ducational
Research and Reviews, 6(13), 763-768.
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u:; 1.8 Possible Answers to SAEs

Answers to SAEs 1(1)

The conflicts can be resolving in two ways

1. Internal methods of conflicts resolution
2. External methods of conflicts resolution

Answers to SAEs 1(2)

Negotiation.. You may and should apply the same ideas of codperat
negotiating that you employ when striking a bargarthe process of
settling conflicts. In order to reach a satisfagtoesolution, it is
important to get to the bottom of each party's atdoy probing for their
underlying motivations, such as the desire to abaid press and restore
a commercial relationship that has been destraysdalso important to
have a plan B if negotiations fail, such as a nawner to work with or
legal action to take. An amicable resolution to rydisagreement may
be reached through in-house negotiations if youthadother party are
willing to put in the time and effort to considdteanative solutions and
make compromises across problems.

Mediation

A mediator is an impartial third person who isred to help parties in
conflict reach an agreement. Expert mediators dimmtte parties to
settle their differences, but rather help them tifierand articulate the
motivations that drive their perspectives. The gofaimediation is to
assist the parties in reaching a mutually agreeaie-binding, and
long-term agreement

Answers to SAEs 2(1)t

Trade unions' primary purpose has historically beewllective
bargaining. A collective agreement that governmgeand conditions of
employment is the result of a process in which eygs and organised
groups of employees seek to balance their oppogmas through
mutual accommodation

Answers to SAEs 2(2)

This is a problem solving approach in which intezdsparties confront
the issues and cooperate to identify the probleememte and weigh
alternatives solutions. The approach is suitablermdomplex issues are
involved and there is a dire need to bridge mistsidading between
parties. Example of issue for integrative barggnmay involve the
need to wade through depression or falling markeres or low
productivity. Agreement may be desired on increapeaductivity,
redundancies, lay-offs, cut-back on overtime, pdjustiment and so
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forth. Such negotiation is to seek means of sumgvihreatening
economic situation. The approach is capable of yood) long lasting
solution especially when conflict is not rooted apposing value
systems.
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UNIT 2 NEGOTIATION
Unit Structure

2.1  Introduction

2.2  Learning Outcomes

2.3  Title of the main

2.3 Negotiation
2.3.1 Meaning of Negotiation

2.4  Stages of Negotiation

2.5  Failure to agree

2.6 Summary

2.6  References/Further Readings/Web Resources

2.7 Possible Answers to Self-Assessment Exercisef#)in the
content

/.
@ 2.1 Introduction

Negotiation and bargaining are terms often usedrsymously and it is
give-and-take, life long process between conflgtimterdependent
parties and agreement means concurrence of opibe&ween the
parties. Collective bargaining is actually negabiatbetween parties
leading to agreement. In real life situation, esgBcborrowing from
the Nigerian experience, agreement is turning oltet a complex issue
that requires elaboration in terms of documentatibnvhat is agreed,
terms conditions and time boundary for implemeatati and
consequences of default

@ 2.2

By the end of this topic, you should be able to:

Learning Outcomes

o explain the meaning of Negotiation,
. identified the types of Negotiation and
o List and explain the Negotiating Skills.
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Negotiation
2.3.1 Meaning of Negotiation

As a means of conflict resolution, negotiation iscenmon practice. It's
a way to avoid conflict and reach a consensusadste

It's only natural for people to want what's best flemselves in a
dispute (or perhaps an organisation they represBut) the keys to a
successful outcome are fairness, finding mutuaéberand maintaining
a relationship.

Numerous contexts call for the application of spkred kinds of
negotiation, such as those involving internatiorelhtions, the law,
government, industrial issues, and personal relskips. Generalized
skills in negotiating, however, are something tbah be taughtind

used in many contexts. Possessing the ability gotrete a solution to a
problem with another party can be very useful.

There is some evidence that a methodical approachegotiation

increases the likelihood of a successful concludiothe workplace, for
instance, it might be necessary to call a meetmghat everyone can
discuss the situation face to face.

Negotiation types according to Eze (2004) includefollowing:

I Win-Lose: One dominant party gets his way withle other party
doesn't.

il. Lose-Lose: Neither of the negotiating parteshieve set goals
and objectives

iii. No deal. Both parties disagree on all issues

iv. Compromise. Some of the objectives are met Ijibdrate
attempts by both parties to stem down on someetidmands.

2 Win-win. Popular with distributive bargaining miug which both
parties means of mutually satisfying each otherateis through
effective negotiation and tradeoffs that ensure tha parties
leave far better than they came.

Self-Assessment Exercises 1
1. Define Negotiation
2. List and explain the 2 steps involved in a negatmat
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2.4  Stages of Negotiation

It may be helpful to take a methodical approachegotiating in order
to reach a satisfying agreement. In the workpl&meinstance, it might
be necessary to call a meeting so that everyonelisauss the situation
face to face.

The following are the steps involved in a negodiati
I Preparation

. Discussion

iii. Clarification of goals

iv. Negotiate towards a Win-Win outcome

V. Agreement

Vi. Implementation of a course of action

Preparation: An initial step in any negotiation process shotle
deciding when and where a meeting will take placaddress the issue
and inviting the appropriate parties to particip&atting a time limit on
the quarrel can also help keep it from escalating.

At this point, you should make sure you have a fgrasp on all the
relevant information in the issue so that you caticiate your

perspective. For example, in the work context, thaild entail being
familiar with the "rules" of your organization iertns of who receives
assistance, when such assistance is deemed inappeopand the
rationale behind such decisions. It's possible yioat have negotiation
guidelines at your company that you can review iegfand.

Doing some prep work before bringing up the argumera meeting
will help keep things from heating up and save pwee some time.
Individuals or groups on both sides will now presteir arguments, or
"cases," based on their respective perspectives.

Discussion: At this point in the process, your ability tekaquestions,
listen, and clarify is crucial. When having a dehat can be useful to
take notes on everything that is said in case &nlgeoissues need to be
clarified later. When there is a difference of opim it is easy to make
the error of talking too much and listening todldit There needs to be
time for both sides to make their arguments.

Clarification: Clarification of goal Understanding the motivaiso

interests, and points of view of each party toc¢beflict can be gained
via talking about it.
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Prioritizing these considerations can be usefulriitation like this
helps people find or create shared ground. In caebtain a mutually
advantageous agreement during negotiations, itusial to eliminate
any ambiguity or room for misinterpretation.

Negotiate towards a Win-Win outcome: At this point, it's important

that both parties leave the negotiation feeling thay've made progress
and that their interests were taken into accouhis i known as a "win-

win" outcome.

The ideal outcome is a mutually beneficial one.sTéhouldn't be the
starting point unless and until it's negotiated.

Agreement: Right now, we need to hear proposals for new dacind
accommodations. In many cases, the parties invabaedbenefit more
from a compromise than they would from continuiogirisist on their
initial viewpoints.

When the perspectives and interests of both pasdres taken into
account, compromise is possible. To find a workabtdution, it's
crucial that all parties involved maintain an openind. Any
understanding must be expressed precisely so lihadréies are on the
same page.

Implementation of a course of action
Consequentially, a plan of action must be put imotion to put the
decision into effect.

If you want to learn more, check out our Stratdgjianning and Action
Taking pages.

2.5  Failure to agree

If talks fail and a compromise cannot be achieviadill be necessary to
set a new date for another meeting. This keepsyemerfrom getting
into an argument or heated conversation, whichotsomly a waste of
everyone's time but may also poison the connediietween the two
parties

The negotiating process should be repeated inniisegy at the next
scheduled meeting. The situation has to be reeteua light of any
new information or thoughts that have come to ligttere is still time

to seek out additional options and/or involve ardhparty in the
mediation proces$or more, check out our Resource Page on Mediation
Techniques
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Informal negotiation

Occasionally, a more casual approach is needed néguotiating. When
a disagreement emerges like this, it may not betiged or acceptable to
formally go through the steps outlined above.

Remembering the steps of a formal negotiation, ewemay prove
useful in a number of less formal contexts

The following three factors are critical and cafiuence the outcome of
any negotiation:

1. Attitudes

2. Knowledge

3. Social Abilities

The Negotiator skill. Negotiators are not born but made and require
basic skills and attributes to succeed. He mayrbesider or outsider
(hired expert) who has requisite experience onstiitgect matters that
constitutes the dispute issues. Some of the impoatizributes are:

- Positive attitude

- Ability to negotiate in good faith

- Good memory for facts, names and events

- Clear understanding of dispute issues

- Ability to solve problems creatively

- Ability to communicate clearly and convincingly

- Persuasive and well-mannered

- Have general and emotional intelligence

- Perceptive and intuitive etc

Self-Assessment Exercises 2

1. Three factors are critical and can influence thie@me of any
negotiation discuss

2. List 5 importance oNegotiator skil

l/o'/|
2.6 Summary

One could see that conflict though a part of org@ional life can be
anticipated and managed using both internal andrexit mechanisms.
There are equally negotiation/bargaining stratethes are available to
gain either cooperation or concessions in either-win or win-lose
situations. In our next class, we shall be discigsshe Negotiation
skills.
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2.7 References/Further Readings/Web Resources

Bankole, A. R. (2011) Psychological determinantafflict handling
behaviour of workers in oil sector in Nigeri&ducational
Research and Reviews, 6(13), 763-768.

u:; 2.8 Possible Answers to SAEsS

Answers to SAEs1 (Las a means of conflict resolution, negotiatioa is
common practice. It's a way to avoid conflict amdah a consensus
instead. It's only natural for people to want whdtest for them in a
dispute (or perhaps an organisation they represBut) the keys to a
successful outcome are fairness, finding mutuaéberand maintaining

a relationship.

Answers to SAEs 1(2)

Negotiatetowards a Win-Win outcome At this point, it's impot that
both parties leave the negotiation feeling thay'treemade progress and
that their interests were taken into account. T&iknown as a "win-
win" outcome.

The ideal outcome is a mutually beneficial one.sTéhouldn't be the
starting point unless and until it's negotiated.

Agreemert Right now, we need to hear proposals for newida.cind
accommodations. In many cases, the parties invabaedbenefit more
from a compromise than they would from continuiogirisist on their
initial viewpoints.

When the perspectives and interests of both pasdres taken into
account, compromise is possible. To find a workabtdution, it's
crucial that all parties involved maintain an openind. Any
understanding must be expressed precisely so lihadaréies are on the
same page.

Answers to SAEs2(1)
1. Attitudes

2. Knowledge

3. Social Abilities
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Answers to SAEs2(2)

Ability to negotiate in good faith

- Good memory for facts, names and events

- Clear understanding of dispute issues

- Ability to solve problems creatively

- Ability to communicate clearly and convincingly
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UNIT 3 COMMUNICATION
Unit Structure

3.1 Introduction

3.2  Learning Outcomes

3.3  Communication
3.3.1 Communication Skill

3.4 Reflection of feelings

3.5 Reflection of feelings

3.6  Summary

3.7 References/Further Readings/Web Resources

3.8 Possible Answers to Self-Assessment Exercisefff)in the
content

&N
@ 3.1 Introduction

Negotiation and bargaining are terms often usedrsymously and it is
give-and-take, life long process between conflgtimterdependent
parties and agreement means concurrence of opib&ween the
parties. In this class, we will you discussing Neggmn skills

©.,

By the end of this topic, you should be able to:

Learning Outcomes

o List and explain the Negotiation Skills
o Reflection of feelings

=I3.3 Negotiation Skills
3.3.1 Communication Skill

Essential communication skills include identifyingnverbal
cues and verbal skillsto express you in an engagimy. Skilled
negotiators can change their communication stylendet the listener’s
needs. By establishing clear communication, you cawoid
misunderstandings that could prevent you from riegch compromise.
When people are working together, effective commaton is a must.
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Tasks, their interrelationships, and the circuntstan necessitating
change are all topics of conversation. Assemblind planning take
place vto finish. There needs to be scheduling didisemportant to get
in touch with the global environment. Is that sommeg you pick up
while working there? Certainly, but you are an stpead if you've
prepared ahead of time by immersing yourself irantl developing
abilities that can hone and perfect in the realldvaperation of the
company.

Such as the case where employees at Dinner Ltd iwdrost a variety
of concerns, and to have them in a respectful andghtful manner
ways, a few fundamentals need to be in place. Thesstituent parts
are fundamental. Having the ability to convey ythaughts and ideas to
others.

34 Fundamentals of communication

Here, we'll start with the fundamentals of commatian, which are

always useful. desire to interact and talk witheo#h It is possible to
make a broad contrast between the one who broadaasiessage and
the person who receives it obtains the information

Active Listening skill

Active Listening skills are also crucial for undenrsding another’s
opinion in negotiation. Unlike passive listeninghieh is the act of
hearing a speaker without retaining their messagive listening
ensures you're able to engage and later recallifspeletails without
needing information repeated.

Emotional intelligence

Emotional intelligence is the ability to contrabyr own emotions and
recognize others' feelings. Being conscious ofahmtional dynamics
during negotiation can allow you to remain calm dadused on the
core issues. If you're unsatisfied with the curmdotiation, express the
need for a break so you and the other party camrrefater with
refreshed perspectives.

Expectation management

Just as you should enter a negotiation with a djeat, the other side
also likely has its own defined expectations. Itiylelieve you might
not be able to agree to each other's terms, yold ¢douadjusting your
expectations. Skilled expectation management ireglmaintaining a
balance between being a firm negotiator and a lootktive one.
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Patience

Some negotiations can take a long time to completeasionally
involving renegotiation and counteroffers. Ratheart seeking a quick
conclusion, negotiators often practice patienceptoperly assess a
situation and reach the best conclusion for tHents.

Adaptability

Patiences a vital skill for a successful negotiation. Easgotiation is

unique, and the situation within a singular nedgatramay change from
one day to the next. For example, an involved par&y change their
demands abruptly. While it's difficult to plan faevery possible
situation, a good negotiator can adapt quickly @eirmine a new plan,
if needed.

Persuasion

The ability to influence others is an importantlséd negotiation. It can
help you define why your proposed solution is bemnafto all parties
and encourage others to support your point of vievaddition to being
persuasive, negotiators should be assertive when
necessary. Assertiveness allows you to express wpumions while
respecting the other side’s perspectives.

Integrity

Integrity or having strong ethical and moral prpies is an essential
skill for negotiations. Being thoughtful, respettfnd honest allows the
other side to trust what you say. As a negotiatoy, should be able to
follow through on commitments. To demonstrate tmasthiness, avoid
over-promising.

Self-Assessment Exercises 1
1. Define Communication Skill
2. Emotional intelligence is one of the charactersstiof a
negotiator discuss

3.5 Reflection of feelings

The phrase "reflection of feelings" means exacthawit sounds like: a
reflection or a mirroring of emotions. A reflectidmay be viewed as
utterances in the interviewer's own words that samse and re-
present the core of the interviewee’s precedingsags (p. 148; see
also Dickson, 1997). (p. 148; see also Dickson, 719%or this

competency, you'll want to demonstrate that In toisversation, you're
attempting to put yourself in the shoes of the kpea

The first role of reflecting is that speakers netithat their feelings,
regardless of nature, are being recognised, aclauged, and
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appreciated for what they are. Often the intensityhe emotion (in this
case, anger) gradually fades away. You can relatheir reflection.
Feelings reflection also has a regulatory purp¥seL are checking how
well you have guessed the speaker's emotional stateder to reflect,
it is necessary to be aware of and attuned to see@sations and moods.
someone else’s sentiments accurately. Expressibnemmtion and
experience can be seen in alternative methods Thight employ
‘emotion’ terms such as ‘I am scared’, ‘1 am exditeor ‘| feel
exhausted’. But generally feelings are communicataetbnverbal ways:
for example, via the speed of talking, tone of episody position, or by
blushing and looking away. All these can be seeexasessions of how
the person is feeling being cognizant of these.haBmrs that reveal
feelings it's less difficult to take on the otheergon's perspective.
feelings. One's emotional state might range frosingle feeling to a
complicated web of emotions. Single feelings cdahegibe whether it's
positive (I am pleased’) or negative (‘I am sadmplex feelings, in
particular, are typically perplexing and tend toface most frequently
in highly charged emotional contexts. Psychologeadl physiological
responses to stress and tension be both upbeatoswrttast. It's crucial
that you do the following when such emotions ariseat them with
care.

In order to use this skill effectively, you must be the same mental
frequency as the person you are interacting with.mirror another's
emotions with the same intensity as their own

The Role of Communication in Organizations, Chap#iSay them out
loud. Whenever someone says, "I'm feeling so #istlethe typical
response is, "You don't want to." live anymore’ febbe too strong a
reflection, and the reaction ‘You're a little boredot enough of a
mirroring to be useful. The introspection oughtlde linked to the
verbalization of the feeling(s). This may seem demput putting it into
practise can be challenging, yet doing so paysgofhtly. Capability
competently is the ability to put this expertise uese is crucial in
extremely emotive. As an illustration of the rdfat unpleasant feelings
can have, consider the case where: which piecamwhfial information
must be shared (see Chapter 10).

An example in which positive an employee's posigmeotional reaction
to a work-related promotion. The following exchanghows how
reflection is employed by two people: Jenny JacobEreddy Fortune's
secretary:

Jenny Jacobson is quite concerned since the typasgbeen piling up

over the last few days and because the supervisap on failing to
Describe the location they've moved to.
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Self-Assessment Exercises 2
1. Define Expectation management
2. Define Active Listening skill

l/o'/|
1.6 Summary

One could see that conflict though a part of orgaional life can be
anticipated and managed using both internal andrexit mechanisms.
There are equally negotiation/bargaining stratethes are available to
gain either cooperation or concessions in either-win or win-lose
situations. Recently the Alternative Dispute ReBotuis gaining in
popularity because it is less legalistic, cheajgsss time consuming and
could achieve effective resolution of disputesaft@s go into it in good
faith.

N

Animashaun, O. O. & Shabi, O. R. (200®)ndamentals of Industrial
Relations: Issues and theories. Lagos: Global Consult.

1.7 References/Further Readings/Web Resources

Bankole, A. R. (2011) Psychological determinantafflict handling
behaviour of workers in oil sector in Nigeri&ducational
Research and Reviews, 6(13), 763-768.

u:i 1.8 Possible Answers to SAEs

Answers to SAEs 1(1)

Essential communication skills include identifyingnverbal
cues and verbal skills to express yourself in agagmg way. Skilled
negotiators can change their communication styleneet the listener’s
needs. By establishing clear communication, you cawoid
misunderstandings that could prevent you from riggch compromise.

Answers to SAEs 1(2)

Emotional intelligence is the ability to contrabyr own emotions and
recognize others' feelings. Being conscious ofahmtional dynamics
during negotiation can allow you to remain calm dadused on the
core issues. If you're unsatisfied with the curmgotiation, express the
need for a break so you and the other party camrrefater with
refreshed perspectives.
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Answers to SAEs 2(1)

Just as you should enter a negotiation with a djeat, the other side
also likely has its own defined expectations. Itiylmelieve you might
not be able to agree to each other's terms, yold ¢douadjusting your
expectations. Skilled expectation management ireslmaintaining a
balance between being a firm negotiator and a lootkgtive one.

Answers to SAEs 2(2)

Active Listening skills are also crucial for undenrsding another’s
opinion in negotiation. Unlike passive listeninghieh is the act of
hearing a speaker without retaining their messagive listening
ensures you're able to engage and later recallifspeletails without
needing information repeated
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UNIT 4 CAREER AND DEVELOPMENT
Unit Structure

4.1 Introduction

4.2  Learning Outcomes

4.3  Title of the main
4.3.1 Meaning of Career and Development

4.4  Career development

4.5 Meaning of Self-ldentity

4.6 Summary

4.7  References/Further Readings/Web Resources

4.8 Possible Answers to Self-Assessment Exercisefff)in the
content

&N
@ 4.1 Introduction

In agrarian societies hard work by individuals whs key to success.
But in industrial societies individuals gain succésough efforts within
the structure of companies. Today, most peopledsplea great part of
their life in pursuit of a career in industries am@anizations. Much of
that period of their lives is spent much in igna@nof what their
abilities are and which career could best suit éhaisilities. Primarily
mismatch of abilities with career is a major cao$alissatisfaction in
both career and life.

@ 4.2

By the end of this topic, you should be able to:

Learning Outcomes

Define career

Define Development

Explain the concept of career development
Define Self-ldentity

Career Development
4.3.1 Meaning of Career and Development

A career is ones particular area of work within a seriegalfs. The
work usually involves more responsibility as timaspes. One can
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pursue a teaching/academic career, career in medisi politics. What
one does over a period of time becomes bnaseer.

Development 8 a dynamic construct implying gradual growth, or
increase or advancement. A career according ton&afa002) is the
pattern or sequence of work roles of an individualcareer is not
simply moving up a career ladder within ones orgaimon. It is a
sequence of work related experiences that peopteipate in over the
life span of their working lives. A pers@ career might include moving
up the corporate ladder (vertically up) or movirtgoss the organization
(i.e. laterally) or may involve changing jobs orcapation.

4.3.2 Reasons for Working

When do we use it and how does it benefit us? Asitahehealth

professionals, why should we care about how peagpiat work? When
people are getting ready for something, what dg tieve to offer? start
working, learning the ropes, and running into issue

Are making significant changes to their professidinas, or planning to
leave their current position? Is there a connecbetween work and
other responsibilities? Must labour be viewed aebatacle to, or a
necessary addition to, active participation in igmand other life
domains? Is there a difference between counselbngersonal issues
and counselling for those who are having diffi@dtiin the job?
supplementary problems? All of these things fadeiremd test people
who research the labour market. who are interestedstudents’
behaviour from a psychological standpoint, or whelaoking for ways
to help them, employees and retirees who are getteady for,
transitioning into, or maintaining or prosperingdne's current position
or leaving one's current position in one's choseld fof employment.
It's not a huge shock that such. This book is anttund questions and
offers an introduction to students (and reacquagngxperts) in the
caring professions with research on career guidandeplanning. In this
canonical works by research on the underlying aageldping theories
of employee and career behavior on many differeageets of the
workplace, and attempts to use theory and Studyiegl-world
initiatives to improve people's experiences of iaggs is an area of
active research as well as fulfilling professiolifal

1. career guidance and counseling

2. Guidance in Professional Development

Discussing some of the common misconceptions atuhkittes of the
profession, and outlining issues both then and remwd the historical
background they provide. Our main purpose is tovrme the reader
that job and career is one of the most crucial meabf human
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experience that can be explored by counsellorsgpagdhologists is also
one of the most relevant targets of interventiooun responsibilities as
counsellors, therapists, educators, and advocktesd was claimed to
have connected psychological well-being with soeaiatl occupational
functioning. Although While capacities may not geraly be sufficient
to define mental wellness, it is apparent becaosenfiny, employment
occupies a pivotal position—one that is frequertyinects with one's
other responsibilities and might have profound affeon one's a
person's standard of living.

Self-Assessment Exercises 1

1. Meaning of Career
2. Development is a dynamic construct implying gradgiedwth
discuss

4.4  Meaning of Career Development

Career developmentis situated within organizational environment,
where it involves levels of employees who are irimally responsible
for growth or development of their career. Orgatiazes do however
formulate career development policies which deteentiow talents are
sourced, utilized, upgraded and discarded.

4.4.1 Meaning of Self-ldentity

The self is both a simple and complex conceps tore than a mental
construct located in your head — It is yowsoaial being with ability to
engage irsymbolic communication andself-awar eness.

Psychologists have used this type of procedurentterstand how we

develop our sense of identity. Three issues areitapt in the earlier

definition of self.

1. That the self is a social being. The self do not develop in
isolation but relative to certain relevant othefbat is, the self
evolves within a social context. The social contaxtludes
father, mother, and siblings as member of the aundkmily.

2. Self as a symbol using agent. This implies the self as a “meaning
seeking” agent/meaningful object. He categoriseseniveloping
environment of living and non-living entities by s&ming
symbols that assists in understanding, planningcaeddinating
his activities.

3. Self-awareness. The self exist relative to others. Self-awareness
provides knowledge about own behaviour, and engasrahe
use of insight from inner experiences to anticipatev rivals
might behave in the future - in war or social eregagnts - thus
giving advantage in the activities.
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45 Assessment

What is assessment? It means to examines, form an opinion or make
judgment about after careful consideration. Anotherd for assessment
is evaluation. Self-assessment therefore is caefamination of self,
with respect to certain salient expectations (ofcsss or failure) or
values, or beliefs especially those held by onehwéspect to either
common opinions of significant others.

Self-Assessment Exercises 2
1. Define is assessment?
2. Three issues are important in the Self-ldentity eamnd explain

l/o'/|
1.6 Summary

Effective career development has been said to imgpremployee
satisfaction and self-esteem, minimizes stress, sinengthens the
employee$ psychological and physical health. Effective caree
development is also of benefit to the organizates well as the
individual employee. In our next class, we shalbiszussing

N

Animashaun, O. O. & Shabi, O. R. (200®)ndamentals of Industrial
Relations: Issues and theories. Lagos: Global Consult.

1.7 References/Further Readings/Web Resources

Bankole, A. R. (2011) Psychological determinantafflict handling
behaviour of workers in oil sector in Nigeri&ducational
Research and Reviews, 6(13), 763-768

u:i 1.8 Possible Answers to SAEs

Answers to SAEs 1(1)

A career is ones particular area of work within a seriegalfs. The
work usually involves more responsibility as timaspes. One can
pursue a teaching/academic career, career in meddsi politics. What
one does over a period of time becomes bnaseer.
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Answers to SAEs 1(2)

Development is a dynamic construct implying gradgabwth, or
increase or advancement. A career is not simplyimgoup a career
ladder within ones organisation. It is a sequentework related
experiences that people participate in over tleedgan of their working

lives

Answers to SAEs 2(1)

It means to examines, form an opinion or make jusigimabout after
careful consideration. Another word for assessnemivaluation. Self-
assessment therefore is careful examination of séth respect to
certain salient expectations (of success or fgilorevalues, or beliefs
especially those held by one with respect to eiteenmon opinions of
significant others

Answers to SAEs 2(2)

a
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That the self is a social being The self do not develop in
isolation but relative to certain relevant othefbat is, the self
evolves within a social context. The social contaxtludes
father, mother, and siblings as member of the raundkmily.

Self as a symbol using agentThis implies the self as a
“meaning seeking” agent/meaningful object. He catisgs his
enveloping environment of living and non-living #ies by
assigning symbols that assists in understandirgnngohg and
coordinating his activities.

Self-awareness The self exist relative to others. Self-awareness
provides knowledge about own behaviour, and engasrahe
use of insight from inner experiences to anticipatev rivals
might behave in the future - in war or social eregagnts - thus
giving advantage in the activities.
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UNIT 5 CAREER CYCLE
Unit Structure

5.1 Introduction

5.2  Learning Outcomes

5.3  Career Anchors

5.4  Career Cycle

5.5 Career Plans

5.6 Summary

5.7  References/Further Readings/Web Resources

5.8 Possible Answers to Self-Assessment Exercisefff)in the
content

&N
@ 5.1 Introduction

Since the era of scientific management, to be ifledsand broken
down to duties, tasks, working conditions, hazeadd responsibilities
and roles assigned on the basis of abilities, kadge and skills, the
need for insight into ones abilities, strengths ae@knesses needed for
career success is crucial. There are existing it tiat can give insight
into the fit between man and job.

@ 5.2 Learning Outcomes

By the end of the topic, you should be able to:

o explain the concept career anchors,
. identified and explain the career cycle
J discuss career plans

‘ 5.3 Career Anchors
5.3.1 Choice of career:

There are reasons behind choice of career by ohais. An
individual's career choice according to Schein @98 informed by:

1. Motivation.

2 Self-perceived talents and abilities.

3. Self-perceived motive and needs.

4 Self-perceived attitudes and values.
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Technical/functional competence.
Management competence.

Security and stability.

Creativity.

Autonomy and independence.

0. Need for power, influence and control.

HOXO~NO O

Self-Assessment Exercises 1
1. Define Career Cycle
2. Name and explain the Career Plans

5.4  Career Cycle

There are a number of propositions by scholars dtdevoted time to
the study of career stages across organizations.ofvwsuch studies are
briefly reviewed below. Schein had proposed ninages$, while
Greenhans and Callaman proposed a five stage cycle.

Schein’s nine stages of career development cycle.

developmen. Counselors can evaluate the exploration, setup,
maintenance, and disengagement phases and tasks tn& Adult
Career Concerns Inventory Typically, a career msges in a linear
fashion, with each stage accounting for some coations of ages and
typical activities that produce a "grand "story" ofhe's professional
growth.

Growth. The life stage of childhood is the starting pdmt the career
development grand narrative. Spanning From infaunnatyl adolescence
(about ages 0 to 13), it's crucial to set the stagntifying with

significant persons as a means of building an ahiind realistic
occupational self-concept. The developing sense ook's own
professional identity is a A child's earliest copicef self in response to
the query "Who am 1?" Professional Guidance anc®€&abevelopment
a depiction of one's own virtues, vices, hobbiealues, aptitudes,
abilities, characteristics, and features of ondiaracter. The child's
public identity is embedded in this self-concepage and personal
motivation for how he or she sees work fitting ihis or her future.

There is a societal expectation that people wilkentne most of the and
academic experiences will spark the youngster'sgimadion and
provide them with the tools they'll need to createture self that can be
actualized through labour and other social acésitiroles. Tasks that
children (and adults) must complete at various edagf development
Concern for the future, mastery of a capacity falibération, a
commitment to success, and a command of effectwd wractises and
attitudes (Savickas & Super, 1993). In order foenthto build a
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workable future, children need to develop theiatixéty, independence,
and problem-solving skills. Based on cultural maedacommunicated
within the context of families and communities. Tleungster is
compelled to acquire a future by the developmetdaks associated
with the growth of a vocation. one's ability to koimrward with purpose
and make plans (Savickas,

Imagination plays a vital role in this procedurendarstanding the
relative importance of one's work and other tasksof these roles in
one's life, and the significance of doing so.

Exploration. Career development activities from childhood giey to
those linked with the next stage of life. Adoledseand young adults
(those between the ages of 14 and 24) are the pyrifoaus of this
exploration. (Arnett, 2004) whose focus is on &anyg, defining, and
enacting the perception of oneself in relation tee's work. In the
context of a career, crystallisation entails therfation of a firm and
consistent image of one's own ideal job role, inoadance with one's
values and fields of work and skill levels. Citiligxamples from the
Fields of Study and Employment Exploring severakea options and
developing a sense of professional identity leaddecisions that are in
keeping with one's occupational self-concept. Oaceareer path has
been decided upon, the next step is to take thessaty steps toward
acquiring an opinion or stand. Exploration is viemas a time when
knowledge collecting is at its The teenager andrgimg adult can learn
a lot about themselves and potential careers threxgeriences gained
through part-time work, courses, and extracurricul@ature to decide
on a profession and put themselves into action gl@njob-related
function. Finding one's way through the investigatiphase requires
studying learning about the framework and possibediof the labour
market, developing an early professional identitggd making a wide
range of career explorations through ability toetak glance at one's
surroundings (Savickas, 1997). Passage with relatigse Learning
about the world of work and the ideas behind makmmgfessional
decisions can be gained through research, as sansa of direction and
interest about different types of work.

Establishment. A person's career path ultimately leads them #@r th
chosen occupation and place in the workforce. adnie, and then the
next stage of life, establishment, which brings hol® new set of
responsibilities. A Career Theory Based on theviddial's Longitudinal
and Spatial Experiences 95

Regularly spanning the years 25-44, establishingilsrcreating a firm

foundation for one's professional identity and pssfonal trajectory in
order to feel safe and comfortable in one's chdsdd of work. The
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process of stabilisation includes achieving sucéesa new job and
keeping it by demonstrating competence and adaptato the

workplace going well. That paves the path for fartrestablishing
oneself in the role by consistent hard effort, sgranterpersonal skills,
and effectiveness and adjusting to new circumstnits possible that
some people, given enough time, will try to clinhie tcorporate ladder.
Consistency in both one's sense of self and om®fegsional path
Establishment produces habits where the primanysieg on actualizing
one's self-concept in one's professional functmmprioduce not only a
more productive but also a more fulfilled employeerk as a means of
making a living and finding purpose in one's lifmmeaningless
employment forces employees to find fulfilment odes of the

workplace.

Parent, Spouse, Member of the Community, and Liéesare all roles
that one can play. Forging a firm foundation in #m@ of constant
disruption, constant change, and constant Job hgpypically results
in a more fluid and drawn-out professional phase.

The results were published in (Savickas, 2011b).

Maintenance. Renewal is supported by researchi@m#l & Savickas,

1990) "as a time of "questioning future directiodaims"” between the
"establishment" and "maintenance" phases ...anéhtarthe majority of

the upkeep is done by newer, younger workers (B).1Establishment
of a Promising Professionlt raises a concern alomg-term viability at

midlife. People start to wonder if they really wantstay in their current
roles till retirement. If not, they will have to dbe work of discovery
and construction all over again. to switch jobgoar a new company. In
that case, they proceed.

with fresh responsibilities for keeping a job. Been the ages of 45 and
65, the upkeep focuses on developing a positivegara one's self in
the workplace as its primary objective.

conceived, implemented, and stabilised in the foirggy professional

stages. Because people deal in varied ways withotigeterm chances
of continuing in their employment, maintenance statjores may be
better labelled “styles” also "strategies." Someople who are good at
keeping things together use a method of holdingpansecured position
through continuing job competence. When speakindgamalf of other

individuals,

Updating one's knowledge and abilities for betterfgrmance or

coming up with novel approaches to existing taske/at is meant by
"maintenance."” full of life and new. Particularhging creative can help
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you avoid professional ruts. (Tan & Salomone, 19849 mid-career
shifts because of discontent in one's current iposit

Career maintenance, like career establishment, bwwdifficult in

today's global economy due to the effects of jots,|omr "dejobbing.”
organisational changes, company collapse, and gglassification as
assignment work restructuring. The 96th Annual @ogrice on
Counseling and Career Development

Disengagement. Disengagement is the final stage of professional
development's grand narrative, occurring in lateltadod. Timescales
spanning multiple decades Especially for the vetexarker over the
age of 65, disengagement is a serious threat.

Making the Change to Retirement (Shultz & Wang,1J0As a result of
this change, shifting the emphasis from creatinggming, and
maintaining one's own role self-concept developmeand

implementation beyond the workplace to include @eat social, and
leisure. Work related to disengaging appears asistp down. tasks,
levels of output, and retirement savings plannimgl dudgeting and
organise one's day-to-day routine (Adams & Rau,120f order to
make the most of one's retirement find the answerahere to live,
what to do, and how to rejuvenate and shape a caoityrformed bonds
with people outside of work. The Disengaging Indial retirees can
wonder, "What does retirement mean for me?" alsow'lm | going to
adjust?”

Longer average life spans, the ability to retirdiea and rising living

costs could lead to a reevaluation of exploratiod settlement projects.
bridge the gap between jobs (Zhan, Wang, Liu, & [&hw®009) or

create an encore career careers (Freedman, 2007Rek¥ participate in
bridge employment when they are employment (whephaet-time, self-

employed, or temporary) to maintain their physiaatl mental health
and their financial stability after leaving fulhie employment. After
retiring, people might take part in what are calleshcore careers,"”
which are second acts of employment. enables mgndisant personal

growth, social effect, or both than one's previeasleavours allowed
for. Research from the past few years has estadlighght analogies
that There are many different interpretations direment, from the
negative ("loss," characterised by meaninglessapdsidentity danger)
to the positive (“transformation,” characterised ¢mpowth and new
beginnings). transformation into a different persggntaking on a new
identity and role (Sargent, Bataille, Vough, & Udeanwhile, in 2011,
the economy was still in flux and the nature of kvaras shifting. pair
must fundamentally transform retirement and ensiselong-term
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viability for several labourers According to resgaiShultz & Wang,
2011)

Age Career stage

Growth, fantasy, exploration

16-25 Entry into the world of work
16-25 Basic training

17-30 Full membership in early career
25plus Full membership in mid career
Mid career crises

40 plus Late career

40 plus Decline and disengagement
Retirement

5.5 Career Plans

Organization human resource plan for career graamith development
may be for long (focus on future) or short termnglgfocus is on the
immediate).

i Short term plans. In short term plans no deliberate effort is made
to process skills through the organizations growkchineries.
High performers are not identified and approved foture
responsibilities. The prevailing assumptions wi# kthat high
performers will ultimately prove themselves anduass greater
future responsibilities, otherwise the organisatwill recruit
from outside. Where deliberate effort is not maalel¢velop and
harness internal labour market, workers are diffita put to
action and such organisation will experience highate of
workers* turnover.

. Long term career plans. A highly structured career management
plans are put in place to train, motivate and priembigh
performers to assume greater responsibilities. oRednce is
periodically assessed, rewarded and training i®rgito meet
future needs.

Another feature of long term plan is the broaderiagvell as deepening
experience of job holders through exposure to egletechnology. Long
term plans occur more in large organisation wittividual structure,
whereas short term plans is more common in smadllrapidly growing
organisation

5.5.1 Assessment and Career Planning
The basis for career choice and planning is unaedstg of natural

abilities upon which adequate cultivation and tragncan be built for
successful work experiences. Some of such basesphysiological,
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cognitive, emotional, behavioural, socio/ econompast history,
personality and needs.

Physiological. We are basically a biological being and physiolagic
factors are largely inherited except where accalgntaused. The first
contact with a person often lead to rough and rassessment of his
physiological characteristics; such as height, mue beauty /
handsome or ugliness etc.

Cognitive. Perhaps a more important ability in career chokehie
cognitive or intellectual ability.

Emotional. While cognitive abilities describe rational factashuman
behaviour, emotional factors are the basis of somnational factors in
man and also the basis of various motivational éangks. Certain noted
emotions are fear, frustration hate, anger, hatthemegative side, and
love, joy, satisfaction and excitement on the pasiside

Self-Assessment Exercises 2
1. Disengagement is the last stage of career cyobeisks
2. Define career Growth

l/o'/|
5.6 Summary

Career begins with understanding of one identitthiwithe context of
natural abilities, needs and societal perceptioalf-&sessment is
signposted in physiological, cognitive, personabiyd other attributes
which makes career plans feasible and predictable

N

Passer, M. W. & Smith, R. E. (2001) Psychology; rieys and
Applications. Boston: McGraw Hill

u:i 5.8 Possible Answers to SAEsS

Answers to SAEs 1(1)

There are a number of propositions by scholars dtdevoted time to
the study of career stages across organizations.ofvwguch studies are
briefly reviewed below. Schein had proposed ninages$, while
Greenhans and Callaman proposed a five stage cycle.

5.7 References/Further Readings/Web Resources
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Answers to SAEs1(2)

i Short term plans. In short term plans no deliberate effort is made
to process skills through the organizations growkachineries.
High performers are not identified and approved foture
responsibilities. The prevailing assumptions wi# kthat high
performers will ultimately prove themselves anduass greater
future responsibilities, otherwise the organisatwill recruit
from outside. Where deliberate effort is not maalel¢velop and
harness internal labour market, workers are diffita put to
action and such organisation will experience highate of
workers* turnover.

. Long term career plans. A highly structured career management
plans are put in place to train, motivate and pri@mbigh
performers to assume greater responsibilities. oRednce is
periodically assessed, rewarded and training i®rgito meet
future needs.

Another feature of long term plan is the broaderiagvell as deepening
experience of job holders through exposure to egletechnology. Long
term plans occur more in large organisation wittividual structure,
whereas short term plans is more common in smadllrapidly growing
organisations

Answers to SAEs 2(1)

Disengagement is the final stage of professionakld@ment's grand
narrative, occurring in late adulthood. Timescadgmnning multiple
decades Especially for the veteran worker over #ge of 65,
disengagement is a serious threat.

Making the Change to Retirement as a result af thange, shifting the
emphasis from creating, forming and maintaining'®mavn role self-

concept development and implementation beyond tloekplace to

include personal, social, and leisure. Work related disengaging
appears as slowing down. tasks, levels of outmd,ratirement savings
planning and budgeting and organise one's dayyaalgine

Answers to SAEs 2(2)

The life stage of childhood is the starting poirdr fthe career
development grand narrative. Spanning From infaunntyl adolescence
(about ages 0 to 13), it's crucial to set the stapntifying with

significant persons as a means of building an ahiind realistic
occupational self-concept. The developing sense ook's own
professional identity is a A child's earliest copicef self in response to
the query "Who am 1?"
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MODULE 5

Unit 1 PersonaCareer

Unit 2

Unit 3

Unit 4 Team Work

Unit 5 Organizations and People

UNIT 1 PERSONAL CAREER

Unit Structure

1.1 Introduction

1.2 Learning Outcomes

1.3 Title of the main
1.3.1 Meaning of Career
1.3.2 Types of Career

1.4  Example of Career Path

1.5 Summary

1.6  References/Further Readings/Web Resources

1.7 Possible Answers to Self-Assessment Exergise{ghin the
content

'
@ 1.1 Introduction

Career theories are many and assist in excavatiocruoial underlining
traits, factors and needs that are fulfiled by eear both for the
individual, policy makers, educators and societgeneral.

@ 1.2

By the end of this unit, you will be able to:

Learning Outcomes

o What is Career
o List and explain types of Career
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1.3 Career
1.3  Meaning of Career

There are two distinct meanings of "career.” Anivithiial's chosen line
of work (often known as their "career") might be paofession,

occupation, trade, or vocation. What you do foiveng) can be defined
by a career, and careers can range from thoseré¢faire a Ph.D. to
those that can be performed with only a high schdiploma and a
willingness to study. One's profession could betl@ing from medicine

to law to teaching to construction to veterinarg & electrical work to
being a cashier or a stylist. But "career" can meamething else
entirely. It's also about how far you've come andhtvyou've done
during your working years, especially in relatiam your profession.
Your long-term work history includes all of the gams you've held,

promotions you've achieved, and projects you've gietad. In this

sense, a career encompasses not only the profgasiorhoose but also
the steps you take to grow in that field. You malet several distinct
avenues in your one career.

CareerGuide European network has published its final resulipaklet
titted "Effective Career Guidance" (www.career-guigl) It is a useful
resource for school-based career counselling, caydopics like the
fundamental theories behind the field, cutting-edgghods, and hands-
on activities. The primary objective is to equipueators and counselors
with a step-by-step process of career guidanceyusaterial that can be
easily implemented in classroom and student groopbke form of a
practical manual with exercises and activities itedadescribed, with a
theoretical framework and the expected resultsfeBstonal educators
and counselors from a variety of European countrease tried out and
rated each and every one of the activities. As #emaf fact, several
activities were rated differently in various nasonGiven the wide
variations in educational systems, intentions, @doces, and cultural
norms between nations, this is a natural and piaale outcome. In the
CareerGuide Forum, users had access to downloaslatd®ns of the
CareerGUIDE Materials. Each piece of content hadoiwn thread on
the forum, with the original English text as wedl taanslations in several
of the project's partner languages.

1.4 Types of Careers

1. Possible career path involves doing a varidtyurmconnected
jobs. You could, for instance, work as a sales@as®in a retail
setting, a server in a restaurant, and a receptionia veterinary
clinic. There's no way to tell what your next woskl be like
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because every industry and role is unique. Thesgrelissimilar
that you might not see a big jump in salary or oesjbilities
from one to the next.

2. climb the ranks of your chosen profession, Wwaett the same
company or another. If you're working as a casti@rjnstance,
you might get promoted to a customer service rdens you'd
still use a cash register but also deal with custstnquiries and
complaints. You may be promoted to manager of eashi you
perform well in this role.

3. Advancing within the same business but &ht role This
route entails remaining in the same industry butching roles
within that industry. If you want to work your waxp to manager
at a restaurant, for instance, you could begin bhghing dishes
before moving on to other positions such as seivead server,
assistant manager, and finally manager.

Typically, in Nigeria, the labour market admits rgantrants (nationals
and foreigners) as employer, employee, or appreniatry preparation
exists in the form of school certificates (junierdasenior), ordinary and
higher diplomas, NCE, B. A or B. Sc degrees, amst goaduate degrees
such as post graduate diploma (PGD), M.A / M.Sc,M{il and PhD
degrees. Entry also depend on areas of specialth a8 business
management, sciences, banking and finance, humasounee
management, engineering, law and so forth. At loeeels where semi
and unskilled labour is required, specialty is sotimportant. Various
skills: manual, technical, or managerial are trasethe labour market
and these gives job openings in relevant ministaied Organisations

Career progression can be better understood byingokt examples
from a wide range of fields and occupations. lgportant to keep in
mind that not all career trajectories are creatgdak Some, like
climbing the ranks of your current profession, dnect, while others
may require you to switch industries or even gjoftr focus.

Self-Assessment Exercises 1
1. Meaning Of Career
2. List and explain Types of Career

1.5 Example of Career Path

1. in sales and customer service, the progresgoes as follows:
customer service rep > inside sales rep > outsidessrep >
account executive > sales manager

2. Ranks in the Editorial Department progreesif Assistant Editor
to Editor to Senior Editor to Director of Editori8krvices in the
second tier.
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Through the

3. Tiers of Education System Leadership, One May Rsxjfrom
Teacher to Curriculum Coordinator to Assistant €lpal to
Principal

4. tiers of retaill management are as follows: saleso@ate >
assistant management > store manager > regionagean

5. Career advancement in human resources includestaagsHR
manager, HR manager, assistant director of HR,darettor of
HR positions

Self-Assessment Exercises 2
1. Give two Example Of Career Path

9,

1.6 Summary

In conclusion, there are three basic way of capsth: Entering as
employee, As entrepreneur and As apprenticeship

N

Passer, M. W. & Smith, R. E. (2001) Psychology; rieys and
Applications. Boston: McGraw Hill

u:i 1.8 Possible Answers to SAEs

Answers to SAEs 1(1)

"career" can mean something else entirely. Its alsut how far you've
come and what you've done during your working yeaspecially in
relation to your profession. Your long-term worlstioiry includes all of
the positions you've held, promotions you've adhigvand projects
you've completed. In this sense, a career encompasst only the
profession you choose but also the steps you takgaw in that field.
You may take several distinct avenues in your @reer.

1.7 References/Further Readings/Web Resources

Answers to SAEs 1(2)

1. climb the ranks of your chosen profession, tiweat the same
company or another. If you're working as a casti@rjnstance,
you might get promoted to a customer service rdens you'd
still use a cash register but also deal with custstnquiries and
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complaints. You may be promoted to manager of eashi you
perform well in this role.

2. Advancing within the same business but aesffit role This
route entails remaining in the same industry butching roles
within that industry. If you want to work your waxp to manager
at a restaurant, for instance, you could begin bhghing dishes
before moving on to other positions such as setvesd server,
assistant manager, and finally manager.

Answers to SAEs 2(1)

The primary objective is to equip educators andnselors with a step-
by-step process of career guidance using mateval ¢an be easily
implemented in classroom and student groups irfdima of a practical

manual with exercises and activities detailed desdy with a

theoretical framework and the expected resultsfeBstonal educators
and counselors from a variety of European countrease tried out and
rated each and every one of the activities. As #emaf fact, several
activities were rated differently in various nason

Answers to SAEs 2(2)

1. Ranks in the Editorial Department progress fromigtaat Editor
to Editor to Senior Editor to Director of Editori8krvices in the
second tier.

Through the Tiers of Education System Leadershipe ™ay
Progress from Teacher to Curriculum CoordinatorAgsistant
Principal to Principal

2. tiers of retaill management are as follows: saleso@ate >
assistant management > store manager > regionagean
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UNIT 2
Unit Structure

2.1 Introduction
2.2  Learning Outcomes
2.3 Careerll
2.3.1 Theories of Career
2.3.2 Holland’s Personality-Job theory.
2.3.3 Holland’s theory of occupational choice
2.3.4 Super’s Self-Expression Theory
2.4  Career and Job Evaluation Progress
2.5 Summary
2.6  References/Further Readings/Web Resources
2.7 Possible Answers to SAEs

/.
@ 2.1 Introduction

This topic will expose us to the theories of careere John Holland
and Super’s career theory will be discussed.

@ 2.2

By the end of the unit, you will be able to:

Learning Outcomes

Discuss the theories of career

Career Il
2.3.1 Theories of Career

Theories are attempts at alignment of experiencél wmpirical
studies.

John Holland career typology

Driver’s career concept

Super’s self-expression theory.

Roe’s theory Lent, Brown and Hackett Social @tyge theory
Ginsberg’s theory

Krumboltz Gottfredson social learning theory

NohrwdhpE
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2.3.2 Holland’s Personality-Job theory

John Holland’s (1973) theory is grounded in what dedled modal
personal orientation or a developmental procesabksihed through
heredity and the individual life history of rea@ito the environmental
demands.

2.3.3 Holland’s theory of occupational choice

the theory derived from development, by Holland, \ajcational
preference inventory questionnaire that contair® dé&upational titles.
Respondents indicate like or dislike for thesessitand their responses
were used to form six personality profiles.

When John Holland Introduced a theory of occupaii@hoice in 1959,
his intention was to create a framework that woblkl useful for
counselors and clients to employ. His work as aeracounselor in
educational, military, and therapeutic contextpbdlgive Holland with
a sense of what was needed and what would be Valudbe found that
simplicity was critical: If a theory was too hamt fcounselors to convey
and for clients to retain and reflect on, it rare thisk of being
underutilized. Therefore, Holland strove to defentheory that would be
sufficiently robust to explain crucial outcomes amd simple enough to
be user-friendly. It is safe to say he accomplisiteid goal with
spectacular success. Holland changed and modifeethbory multiple
times based on results from empirical investigatiba and others did to
test components of the theory. Now Holland's themss usually
considered as among the most prominent theorigggrcareer advice
and practice. This chapter serves as an introduttidiolland’s (1997b)
theory of vocational choice and is organized iht@¢ key sections:

1. An summary of the theory and its predictions

2. A summary of research on the idea, includisgapplication to
varied populations

3. A discussion of how the theory might be applied career

challenges that develop during the life span \swiHirious
populations The chapter finishes with a set of {adme
messages that highlight for practitioners the irtgodr
components of the theory and its implications faareer
interventions

2.3.4 Super’s Self-Expression Theory
Donald Super also made notable contribution to dbeelopment of

career theory. Following the work history of a nenlmf men for a
period of 25 years he noted in his book Careeepatstudy (1957) that
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career spans series of developmental stages. Hig l@sumptions
about career are as follows:

1. People differ in their abilities and personedt needs, values,
interests, traits and self-concepts.

2. People are qualified, by virtue of these chaastics, for a
number of occupations.

3. Each occupation requires a characteristic patié abilities and

personality traits, with tolerances for each indual as well as
some variety of individual in each occupation.

4. Vocational preferences and competencies, thatgins in which
people live and work, and hence their self-concepenge, with
time and experience.

5. This process of change may be summed up inriessef life
stages (also called maxi cycle)
6. Work satisfactions and life satisfactions depen the extent to

which an individual finds adequate outlets for iéibs, needs,
values, interests, personality traits and self-epte within the
context of work type and situation that allows éxploration and

growth.

7. The degree of satisfaction people attain froonkvis proportional
to the degree to which they have been able to imgie self-
concepts

8. Work and occupation provide a focus for perfignarganisation

for most men and women, though some may focus dphmzal
issues like leisure, homemaking, as much as teeistereotype,
sex role, ethnic, racial and modelling shapes idd&l
preference.

Self-Assessment Exercises 1
|1.  Explain the career theories

2.4  Career and Job Evaluation Progress

Undoubtedly, Holland's thesis has contributed teea change in the
field of career guidance. Clients may take an edemventory and get
scores that showed how much they were like workerglifferent
occupations before the theory was introduced. Heweat was difficult
for counselors to assist clients see the big pectamd go beyond the
handful of occupations listed on the inventory litdeecause of the
restricted number of occupations represented. derdio help customers
better understand themselves and the working wéttdland's theory
helps us to think about these factors in a reasenabmber of
dimensions. Additionally, the introduction of RIASEscales on major
interest inventories (e.g., Campbell & Holland, 2p7and the
development of parallel RIASEC environmental classiion materials
(e.g., the DHOC) have greatly improved clients' andnselors' ability
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to generate fairly comprehensive lists of possitdeeers that warrant
consideration. Holland's thesis has found widespezzeptance since it
is so accessible. It is the backbone of numerolfshelp programs,
including the perennial best-seller Tell Me, Whhta8e of Parachute Do
You Have? (Bolles, 1986). The fact that the SDS ismidccompanying
materials were made to be self-administered anérprgéted has
contributed to the theory's extensive use in voocatnd education
seminars organized by Holland. Last but not leastjvidual career
counseling interventions often follow Holland's dhe as a guidance
(see Brown & Ryan Krane, 2000). As seen througHehe of Holland's
theory, career intervention entails classifying lent's personality
according to the RIASEC typology in order to detiernwhere that
individual stands in terms of occupational comphtyp This is
typically done with the SDS or an interest inventavith RIASEC
scales, though counselors can also glean informadlmut a client's
similarity to the RIASEC types through a clinicaiterview. The
counselor guides the client through a process ttutating and
investigating their values, interests, competensetf-perceptions, and
daydreams as they relate to potential careers.cbbaselor then briefs
the client on Holland's model, and the two collaberto identify which
of the four archetypes the client most closely mdsdes. Regardless of
the way in which the assessment occurs, an intatme normally
focuses on determining the client’s three-lettefldhal code. The client
can next use environmental classification tools itovestigate
environments with which his or her personality &rly consistent.
Counselors can also use the ideas of differencesistency, and identity
to help clients understand the roots of careerstmtimaking issues
they may be experiencing and to identify possibkthods to decrease
those difficulties. One of the main goals of codimgeis to “increase
self knowledge and promote more perceptive andyatdge planning”
(Holland, 1997b, p. 199). Many different types diewt needs can be
met by using this overarching framework, such agsteg people in
making or revising educational or career choicesreasing job
satisfaction and productivity, preparing individaigb put their plans
into action, and fostering optimal career developimia the young.
Next, we'll talk about how therapists grounded wil&hd's theory might
approach addressing these issues

Self-Assessment Exercises 2

1. Explain the Career and Job Evaluation Progress
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|V<f/|
2.5 Summary

It is obvious that career theories, such as Supsel$-expression,
provide comprehensive insights into the factorsiaayics, and course of
career from growth, exploration, establishment, ntgiance to
disengagement.

N

Passer, M. W. & Smith, R. E. (2001) Psychology; rEeys and
Applications. Boston: McGraw Hill

u:i 2.7 Possible Answers to SAEs

Answers to SAEs 1(1)

Theories are attempts at alignment of experiencédl wmpirical
studies.

1. John Holland career typology

2 Driver’s career concept

3. Super’'s self-expression theory.

4. Roe’s theory Lent, Brown and Hackett Social @itige theory

6 Ginsberg’s theory

2.6 References/Further Readings/Web Resources

Answers to SAEs 1(2)

Undoubtedly, Holland's thesis has contributed teea change in the
field of career guidance. Clients may take an edemventory and get
scores that showed how much they were like workerglifferent
occupations before the theory was introduced.

Answers to SAEs 2(1)

the work history of a number of men for a period@bfyears he noted in
his book Career pattern Study (1957) that careemspseries of
developmental stages. His basic assumptions abargerc are as
follows:

1. People differ in their abilities and personedt needs, values,
interests, traits and self-concepts.

2. People are qualified, by virtue of these chaastics, for a
number of occupations.

3. Each occupation requires a characteristic patié abilities and

personality traits, with tolerances for each indual as well as
some variety of individual in each occupation.
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Answers to SAEs 2(2)

1.
2.

3.

An summary of the theory and its predictions

A summary of research on the idea, includisgapplication to
varied populations

A discussion of how the theory might be applied career
challenges that develop during the life span \swiHirious
populations The chapter finishes with a set of {fatme
messages that highlight for practitioners the irtgodr
components of the theory and its implications faareer
interventions
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UNIT 3
Unit Structure

3.1 Introduction

3.2  Learning Outcomes

3.3  Work-related Stress, Depression or Anxiety
3.3.1 Meaning of Work-related stress, depressicamarety
3.3.2 Sorting Out Signs of Anxiety and Depression
3.3.3 Concentrating on Worry and Gloom Thoughts

3.4  Discovering distortions in your thinking

3.5 Prevalent of Stress, depression or anxiety.

3.6  Summary

3.7 References/Further Readings/Web Resources

3.8 Possible Answers to Self-Assessment Exercisefff)in the
content

P =
@ 3.1 Introduction

Work can be stressful. Now that so many of us aeng our work and
our home lives intersect and overlap, we can fadelves often feeling
overwhelmed. According to the Mental Health Firsid AMHFA)
curriculum, anxiety or feeling anxious is charaizted by a “persistent
feeling of apprehension or dread” in situationst taee not actually
threatening. Stress can be a trigger for anxiety,t's important to
identify the symptoms early. Feeling sad from titoetime is also
common, but if these feelings persist for longantlusual it may be
worth taking a second look. Depression is commatt) &t least one in
10 people experiencing it in their lifetime.

That's why it's important to check in with your &edgues and
employees to make sure they feel well and comfatabwork. It's also

important to know how to recognize the signs ttmhsone may need
extra support. You can check in with someone utliege phrases from
the MHFA at Work curriculum to get the conversatstarted:

“It sounds like you are having a difficult time.”

“Is something bothering you?”

“Would you like to talk?”

“I've noticed you've been more quiet than usual avahdered if you
are OK?”
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©.,

Learning Outcomes

To discuss the concept of work-related stress, edspyn and Anxiety
and explain the common signs and symptoms of deipreso keep in
mind

Work-related Stress, Depression or Anxiety
3.3.1 Meaning of Work-related stress, depression or anxig

Work-related stress, depression or anxiety is @efims a harmful
reaction people have to undue pressures and deméawsl on them at
work

3.3.2 Sorting Out Signs of Anxiety and Depression

Everyone experiences bouts of melancholy and anxketelings like

those are normal and inevitable. Fears and condeohsde those for

one's offspring, finances, parents, career, andtthe&nd nearly

everybody has wept at least once while readingaiching a film about
a tragic event. In this sense, you're perfectlyciip Anxiety and despair
are normal human emotions to feel on a daily basfisen feelings of

depression or anxiety consume the majority of yaaking hours,

though, that's not typical. You could be dealinghwa serious case of
melancholy or nervousness. Anxiety and sadnessaltan a person's
mood, outlook, and interpersonal interactions. Oyeca have a firm

grasp of the situation, you can take steps to ingroatters. don't panic.
Many do so. If there's cause for alarm, we'll makse you know about
it. Check in with your primary care physician ornaental health

professional if you're experiencing a wide rangsefere symptoms or
if your life generally feels out of control. Thelgnndividuals who can

give you an accurate diagnosis of your mental hdalue are licensed
mental health specialists, and these quizzes ame@int to take their
place.

3.3.3 Concentrating on Worry and Gloom Thoughts

like "I'm a failure,” "My future looks dark,"” "Thiys just keep on getting
worse," and "l regret so many things in my life'lutbecho through the
mind of a depressed individual. Anxious peopleft@other hand, may
worry things like "I'm going to make a fool of mylsevhen | give that
speech,” "I never know what to say at parties,"éTieeway scares me
to death,” "I know that the odds of a plane crahsmall, but flying
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scares me," and "I'm going to have a nervous beakdf my editor
doesn't like what | write." Your emotions are aleefion of your
thoughts. Depression results from dwelling on thersiv possible
outcomes, while anxiety originates in worrying abouticism or injury.
It's only natural that people occasionally thinkttbavays. To what
extent do you allow yourself to focus on the nagatnd frightening
aspects of life? You can find out if your thoughte indicative of an
anxiety or depression problem.

Self-Assessment Exercises 1
1. Define Work-related stress, depression or anxiety
2. What are the three categories of reality-harpers

3.4  Discovering distortions in your thinking

To right down to business in assisting you in gitinto practice the
ideas of cognitive therapy, which is predicatedtbe idea that one's
emotional response to an event is heavily infludndgy one's
interpretation of that event. One of the greatestelits of cognitive
therapy is that it may be used to alter one's oltland, in turn, one's
emotional state. Every single one of us has somm fof skewed
thinking, with the probable exception of our booditers. For your
thoughts to be distorted, they must fail to fairpresent, forecast, or
depict the world around you. Have you ever beertlsthawake by a
noise in the night? Perhaps terrifying mental insagea home invasion
flooded your head. Such beliefs are usually wrdiind or squeaky
floorboards are the most common culprits. You kngour fears are
justified when you hear a bump in the night. Yowéngome twisted
ideas, but | can see where you're coming from. I®vpositive or
negative thoughts are both examples of distortidtts. instance, we
have a dog that we find very stunning, but he isrokeen as a strange-
looking mutt by our friends and neighbors. Our pergive is likely
skewed, which is natural given how much we adore @eog but
nevertheless inaccurate. To the extent that desldtiinking contributes
to emotional distress, such as sadness or anxistyould be addressed.
Reality scramblers refer to devices that affectityean this way. Here
are the three categories of reality- harpers:

1. Reality-Distorting Information Agencies

2. Individualists who distort their own percepigoof reality

3. The Truth-Distorters Who Blame Only Themselves

However, in practice, reality-scramblers frequerdlyerlap or exist in
groups, despite the fact that this chapter dravesindiions between
them. Another way of putting it is that a singleodlght can involve
several Information Reality Scramblers, includingif-pudgment and
self-blame scramblers. Scrambler combinations #testriated with
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examples throughout this chapter. When the InfdonatReality

Scramblers get their hands on you, they distort woew of the world

and the events going on around you. Informationifeacramblers can
distort your perceptions in ways you aren't awafe bmt a closer
examination will reveal their influence. The mindigany tricks for

distorting incoming data are collectively referréml as "information

reality scramblers.” Let's say a depressed mamfsrpgance at work is
evaluated as "meh."” Thinking of himself as competgorthless, he
would likely exaggerate this problem until it becssna tragedy. The
process of expanding is an example of an informatsality scrambler.
Though he would have liked a higher rating, thet fmc that his

performance was only ordinary without the scrambler

3.5 Prevalent of Stress, depression or anxiety.

According to The Labour Force Survey (LFS) UK dfatbat, Stress,
depression or anxiety is more prevalent in puldiviee industries, such
as education; health and social care; and publiniradtration and
defence. By occupation, professional occupatiorst tire common
across public service industries (such as heakhwairkers; teaching
professionals and public service professionalswshaher levels of
stress as compared to all jobs.

Self-Assessment Exercises 2

1. Outline the Depression results from dwelling on therst
possible outcomes,

2. Stress, depression or anxiety is more Prevalent| of
among................

l/o'/|
1.6 Summary

According to The Labour Force Survey (LFS) UK Theerage
prevalence of work-related stress, depression otiegn across all
industries was 1,570 cases per 100,000 workersagedr over the
period 2017/18-2019/20. The broad industry categodf: Electricity,
gas, steam and air conditioning supply 3,020 ped,A@ workers
,Public administration and defence; compulsory aosecurity with a
rate of 2,960 cases per 100,000 workers; Humarirhaat social work
activities 2,350 cases per 100,000 workers, ancc&thn, 2,170 cases
per 100,000 workers all had significantly highetesathan the average
for all industries.
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N

Passer, M. W. & Smith, R. E. (2001) Psychology; rieys and
Applications. Boston: McGraw Hill

u:i 1.8 Possible Answers to SAEs

Answers to SAEs 1(1)

Work-related stress, depression or anxiety is @efims a harmful
reaction people have to undue pressures and dempéawsl on them at
work

1.7 References/Further Readings/Web Resources

Answers to SAEs 1(2)

1 Reality-Distorting Information Agencies

2. Individualists who distort their own percepigoof reality
3. The Truth-Distorters Who Blame Only Themselves

Answers to SAEs 1(2)

like "I'm a failure,” "My future looks dark,"” "Thiys just keep on getting
worse," and "l regret so many things in my life'lutbecho through the
mind of a depressed individual. Anxious peopleft@other hand, may
worry things like "I'm going to make a fool of mylsevhen | give that
speech,” "I never know what to say at parties,"éTieeway scares me
to death," "I know that the odds of a plane craghsmall,

Answers to SAEs 2(2)

Stress, depression or anxiety is more prevalentpublic service
industries, such as education; health and socia¢; cand public
administration and defence. By occupation, protesdi occupations
that are common across public service industriesh(sas healthcare
workers; teaching professionals and public serpicgessionals) show
higher levels of stress as compared to all jobs
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UNIT 4 TEAM WORK
Unit Structure

4.1 Introduction

4.2  Learning Outcomes

4.3 Team work
4.3.1 Meaning of Team work

4.4  Types of teams

4.6 Summary

4.7  References/Further Readings/Web Resources

4.8 Possible Answers to Self-Assessment Exercisefff)in the
content

/.
@ 4.1 Introduction

In recent years, 1-O psychologists have distingeasbetween groups
and teams less than they previously did (Sundsthaintyre, Halfhill,
& Richards, 2000). Guzzo (1995) noted that groups teams have too
much in common to make any grand distinction. Thilg terms
“group” and “team” are increasingly being used iobangeably. In this
unit, we will refer primarily to teams, as they amore relevant to the
organizational framework that I-O psychologists.Usecept for studies
in which previous research has explicitly used gsepwe will focus on
research on teams, which has greater generalizadild applicability to
the work teams that I-O psychologists study

@ 4.2

By the end of the unit, you will be able to:

Learning Outcomes

o Meaning of teams
. Types teams

4.3 Teams in Organizations
4.3.1 Meaning of team
According to the definition, a team is "a group pgople who work

together to achieve a common goal and who each s@ve degree of
accountability for producing the desired results floeir companies”
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(Sundstrom, DeMeuse, & Futrell, 1990). The groupsiralso be, as a
secondary criterion, labelled as such by both tesmbers and outside
observers (West, 2012; West, Borrill, & The yearsworth (1998).

You've probably been on a team before, whethee isgorts team or a
work team. Theater company members or actors. Tesknmay also

be seen in the likes of production lines, manageénsémictures, fire

departments, operating rooms, and surgical groggmaips such as the
military, string quartets, and rock bands

4.3.2 History and origin of teams

After finishing his master's degree in industriaildaorganisational
psychology, Kurt found work with a consulting firas an associate
consultant. It's been a week since he started, hewl already been
placed on a project team with consultants fromfitre's other foreign
offices. The team's objective is to create newwvsnk for a repeat
customer. Kurt's manager reassures him that gloiaial teams like
theirs are common, and that technological advanaashelp bridge the
gap that physical distance creates inside a gioua.few minutes, Kurt
will "meet" his team members via electronic madmiorrow, they will
have a videoconference; and, as they work, theyheitl frequent web-
based virtual meetings. Kurt is nervous about wuagkon this team
because no one else on the team is from the UBiiat@s, and many of
them don't speak English as a first language. Kast doubts about the
virtual team's ability to collaborate effectivelydais concerned that
language, culture, and distance will make it impgwesfor them to
accomplish their goals. He is also skeptical thateam is really
necessary for this task, as opposed to just hapewple give their
individual feedback to the project manager. Kui faalid concerns, and
he is not alone in feeling this way; the employmeind wide variety of
teams in the workplace has led to a rise in comtddike his. In this
chapter, we will examine the many aspects of te#dms have been
examined by scholars and practitioners in the fieldindustrial and
organisational psychology (e.g., team com positeglection, training,
communication). 1-O psychologists, managers, angleyees working
in teams will continue to be interested in thegeid® in light of the
anticipated rise in teamwork inside enterprisesgaDizations are
increasingly forming teams for a number of reas@mne of which
were proposed by Mohrman, Cohen, and Mohrman (1995)

1. Teams can save time by completing tasks that wothldrwise
be completed sequentially by individuals by comiptgtthem
simultaneously.

Cross-fertilization of ideas fosters innovation amiinality.
When working together, teams are more able to iateg
information than individuals do.

wn
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4. Teams allow companies to create and distribute -gigility
goods and services more rapidly.

5. It is via teamwork that businesses are able tonleard retain
information more efficiently.
6. It's a double-edged sword for managers and I-O hadggists

when it comes to leveraging the power of team&éwiorkplace.
The rise of teamwork, for instance, has given itkisand
organisational psychologists a lot of new oppotiasi Different
Teams 13.1 Team Structures 519 with room to rurairat
whether or not personality tests help in assembfirgductive
teams. Increased reliance on teams raises isstie$eam make-
up, team training, team motivation, and performaecaluation.
There is a rising demand for improved communicatiod trust-
building through electronic and social media, sashe-mails,
SMS, and videoconferences, since the use of viteaahs raises
the difficulty of team coordination (Noe, 2010; Tembaum,
Mathieu, Salas, & Cohen, 2012). Challenges in mizigageam
interactions and processes may also arise from menb
divergent cultural beliefs.

Self-Assessment Exercises 1

1. Meaning of teams
2. Organizations are increasingly forming teams faruanber of
reasons, discu

4.3.3 Types of teams

In the business world, teams come in a wide vaoétiprms. The most
popular team structures of late in corporate sggtiawre discussed here.
Knowing the many sorts of teams is essential sgawh type performs a
unique task. It's also worth noting that differe@eams have different
needs in terms of size, structure, and supporttiida; Maynard, Rapp,
& Gilson, 200).

1. Quality Circles

2. Project Teams

3. Production Teams

4. Virtual Teams

Quality circles typically involve 6 to 12 employees who meet regiyl
to identify workrelated problems and to generatagithat can increase
productivity or product quality (Guzzo & Dickson,996). Quality
circles are often initiated by management, with tingetimes allotted
during work hours. Although quality circle membepshis often
voluntary, a supervisor may suggest that certaipleyees participate.
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Project teams are created to solve a particular problem or det o
problems (Guzzo & Dickson, 1996). Project teamdedifrom other
teams because they are disbanded after the pisjecimpleted or the
problem is solved. Hackman (1990) noted that ptojeams have an
unusual mix of autonomy and dependence. On thehane, they are
typically free, within broad limits, to proceed Wwithe project work that
members determine.

Production teamsconsist of frontline employees who produce tangible
output such as cars, televisions, cell phones, ineanminerals (Guzzo

& Dickson, 1996). A common example is a team wagkion an
assembly line in a manufacturing plant that produmgomobiles. Other
types of production teams include maintenance crearsdy production
crews, automotive parts manufacturing teams, coalingn crews,
electronic assembly teams, and wood

On the television show Star Trekbeing geographically separated by a
vast distance was no problem for Captain Kirk atetomembers of the
starship Enterprise. They simply said “Beam me $gntty” and, with
the push of a button, face-to-face encounters \@ecemplished fairly
easily (Robb, 2002).

Self-Assessment Exercises 2
1. Define Production teams
2. Outline four types of tear

V<,)'/|
1.6 Summary

A team is "a group of people who work together ¢hieve a common
goal and who each have some degree of accoungdbiliproducing the
desired results for their compariies

Organizations are increasingly forming teams foruanber of reasons,
Teams can save time by completing tasks that watigrwise be
completed sequentially by individuals by completinghem

simultaneously. Cross-fertilization of ideas fosteinnovation and
originality. When working together, teams are mat#e to integrate
information than individuals do. Teams also is sagsince each type
performs a unique task. It's also worth noting théferent teams have
different needs in terms of size, structure, angpsu (Mathieu,

Maynard, Rapp, & Gilson, 200). Quality Circles dPject Teams
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LJ 1.7 References/Further Readings/Web Resources
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West, 2012; West, Borrill, & Unsworth, 199

Sundstrom, DeMeuse, & Futrell, 1990

u:i 1.8 Possible Answers to SAEs

Answers to SAEs 1 (1)

According to the definition, a team is "a group pgople who work
together to achieve a common goal and who each s@ve degree of
accountability for producing the desired results fioeir companies”
Teamwork may also be seen in the likes of prodaoctimes,
management structures, fire departments, operatiogs, and surgical
groups. groups such as the military, string quarid rock bands.

Answers to SAEs 1(2)

1. Teams can save time by completing tasks that wothldrwise

be completed sequentially by individuals by comiptgtthem

simultaneously.

Cross-fertilization of ideas fosters innovation amiinality.

When working together, teams are more able to iateg

information than individuals do.

4. Teams allow companies to create and distribute -gigility
goods and services more rapidly.

5. It is via teamwork that businesses are able tonleard retain
information more efficiently.

Answers to SAEs 2(1)

Production teams consist of frontline employees whaduce tangible
output such as cars, televisions, cell phones, ineanminerals (Guzzo
& Dickson, 1996). A common example is a team wagkion an
assembly line in a manufacturing plant that produmgomobiles. Other
types of production teams include maintenance crearsdy production
crews, automotive parts manufacturing teams, coalingn crews,
electronic assembly teams, and wood

Answers to SAEs 2(2)
Quality Circles

2 Project Teams

3. Production Teams
4 Virtual Teams

wn
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UNIT 5 ORGANIZATIONS AND PEOPLE

Unit Structure

5.1 Introduction
5.2  Learning Outcomes
5.3 Title of the main
5.3.1 Organizations and People
5.3.2 Systems Theory
5.4  Contingency Theories
5.4  Theories of Organization
5.6  Summary
5.7  References/Further Readings/Web Resources
5.8 Possible Answers to Self-Assessment Exercisefff)in the
content

&N
@ 5.1 Introduction

Since organizations are often compared to indiv&glwath respect to
personalities, it is tempting to compare the theaf organizations with
theories of human motivation. You will recall thae used Weiner's
(1992) metaphors to describe motivation theory his tunit. What
happens if we apply the same metaphors to orgamrizéteory? Starting
with the person-as-machine metaphor, the clasgjanization theories
assume that people are machines, responding th#racteristics of an
organization in an automatic and reflexive mannBne humanist
theories of McGregor and Argyris parallel the mgversonal and
benevolent theories of Maslow, but they are no lesschanical,
assuming that people respond to how they are peatdinally the
system theory.

@ 5.2 Learning Outcomes
By the end of the unit, you will be able to:

. Explain the Organizations and People
o Discuss the Theories of Organization
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The Conceptual and Theoretical Foundations of
Organizations

5.3.1 Organizations and People

Let's say you've recently graduated from collegal drave the
opportunity to choose between three great employnofiers from
Honda Motor Company, the Internal Revenue SeryR8), and Ben &
Jerry's Homemade Holdings, Inc. Each of these thcemarios has the
potential to elicit extremely diverse responses.cdllaborative (as
opposed to individualistic) culture may be conjutgdwhen thinking of
Honda, with its simplified production methods andbgedures, its
dedication to a "green" planet through hybrids, #@sdemphasis on
teamwork. The Internal Revenue Service, on the rotiend, may
conjure images of a steady, well-established uistih with well-
defined roles and no financial incentives to distperformance. To
work for Ben & Jerry's, the third option, may mebeing part of a
progressive, welcoming, and enjoyable workplacetuce) not to
mention getting to try a lot of free ice cream. @rgations can also be
thought of in terms of the slogans they adopt t@rid" themselves. E.
F. Hutton commands attention when he speaks. fdl®ailt Ford will
take care of you. tough State Farm is always nediky a friendly
neighbour. The psychological aspect of organisatiopsychology
involves how you respond to the "personalities" different
organisations. It has been argued that employeegedotheir employer
as a living, breathing entity with its own distiraftaracter, and that this
sense of connection to the company and its miskelps motivate
workers to go above and beyond in their serviceth® company.
Comparable to what we discussed on organisatiaeaitity. This idea
is similar to the positive value of psychologicahtracts when they are
honoured by both the employer and the employee;iwive discussed.

These responses will be covered in discussion oforanization's
climate and culture. But before we get there, tatls about organisation
and why it's crucial for making sense of how peog@i¢ on the job.
Conceptual and theoretical underpinnings of orgdiusal structures.
Structures of Thought: How Organizations Work Tiegically and
Conceptually 549 A group is considered to be arawiggtion if its
members work together toward a shared objective adidere to
established protocols while creating new goods serdices. It doesn't
matter if the business in question is a family-pinzeria or a Fortune
500 communications conglomerate; everything needsave its place.
Not only the people, but also the tools, procedurgsds, and strategies
for the future. Ask the people of New Orleans hasoyanisation can
lead to calamity. The catastrophic results of djaarsation were
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displayed in 2005 on a screen of epic proportidraks to Hurricane
Katrina. The months following the hurricane andflanade it painfully
obvious that the United States and the city of N@weans were
unprepared to respond to a disaster of this siad, that the crucial
missing aspect of the response was organisatiorod,Favater,
generators, aerial rescue, and protection servigese all readily
accessible to help anyone affected by the hurrichile the other
KSAOs we covered in Chapters 3, 4, and 5, thereamagbundance of
compassion, creativity, intelligence, and expemendhe Federal
Emergency Management Agency (FEMA), the Nationaki@u the
Army Corps of Engineers, local, county, and state €nforcement, as
well as the Red Cross and other large-scale nomgmental
organisations were all tasked with responding te thsaster, but
assessments made in the weeks and months follatheng@vent agree
that these agencies were not well connected tcaangher. Simply put,
they lacked any sort of cohesive structure. Theyglid amongst
themselves over territory and power, and thereweagpparent chain of
command or means of communication. In the days idwmbely
following the hurricane, those who should have kndwow dire the
situation was, such as FEMA, did not. The admiatste staff at FEMA
who prepared the director's travel plans were nowecerned with
making sure he had time to have supper in BatorgRdian they were
with getting him to New Orleans to evaluate the dgenand organise
relief efforts, which is indicative of a larger ptem. Selection, training,
motivation, and leadership are only some of thaasswve've discussed
in previous chapters. Surely each contributed mesavay to the overall
response to Hurricane Katrina. However, missingléinger context in
which these processes occur due to a focus ontleoge constructs. The
lack of organisation may have been to fault, butatuld be easy to point
fingers at specific people (the FEMA director, theayor of New
Orleans, the governor of Louisiana). Everyone @nghblic eye played a
role in the aftermath of Katrina, but the reactama whole was poorly
coordinated and lacked cohesion. For the purpobeenity, this chapter
will focus on organisational efforts as they pertéd sin in groups;
nevertheless, Katrina cautions that the act of rasyag itself is the key
concept, not the organisation itself. Let's in\gde the idea of structure
by inspecting numerous corporations, all engagethén"business" of
committing crimes on both a local and global scilee Sopranos is an
HBO series that aims to shed light on the innerkimgs of a mafia
family. In the Soprano family, there is a definader of authority (the
patriarch, the Organization), from which everyoaparts to the next in
command. A team of people working together towashared goal, as
defined by standard operating procedures. Photos &round the world
provided by the Associated Press As the survivbiduricane Katrina
in New Orleans can tell, disarray often has difeat$. The capos and
enforcers of the Organization of Work Behavior. hoaharking,
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prostitution, drugs, and gambling are just somethef divisions that

exist. Certain guidelines must be followed (e.gense, a lifestyle that

does not attract attention, respect for membestiadr crime families).

Everyone in the group (and in most local and fedeeaiod agencies) is
aware of everyone else's role and responsibili@esnpare and contrast
the Soprano organisation with that of al-Qaedajritegnational terrorist

group. The members of Al-Qaeda are divided up srt@ller groups

called "cells," and they rarely communicate witlte@nother. The chain
of command is unclear, and there is no one whortepo whom. Both

the membership and the functioning of the groupsaitgect to regular

and often sudden shifts. In contrast to the Sopramaly, al-Qaeda

relies on the fact that no single cell knows amghabout any other cell,
making it exceedingly difficult for an outsider even most insiders to
"put the pieces together."

5.4  Theories of Organization

Classic Organizational Theory

An Old School Approach to Organizational Theory Thedern outlook
on the company is interactive, strategic, and flitiglaces greater value
on process than on structural elements of orgaorsat In contrast,
early organisational theories focused more on thetsire of a company
than its internal procedures. Max Weber, a Germalitigal scientist
and sociologist who rose to prominence in the edfith century, is
widely credited with promoting bureaucracy as thepesior
organisational structure. This may sound paraddxgigen that most
people’'s mental pictures of a bureaucracy todaymes of inefficiency,
ineffectiveness, and impersonality. But Weber ()947¥med his theory
as a societal protest against the favouritism amgbotism that
characterised most organisations in the early 26tttury, whether they
were the fiefdoms of politicians or industrial gisnWeber developed a
system for characterising businesses along sewas@écts, primarily
including the following:

Division of labour
(A.) is the process by which an organization's kmsrseparated into
specialised positions and the roles of differematgnents.

B. Reporting structures inside an organisationgluging who
reports to whom at upper levels
C. Structure: the formal manner in which an orgation is

constructed in terms of division of labour, delégatof power,
and span of control; the number of levels—or deptifi-the
organisation.

D. Span of control, or the breadth of an orgarosatis defined as
the number of positions or persons who report tsirgle
individual.
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A number of assumptions concerning motivation, s§attion,
performance, and leadership were made in clasganeational theory.
One of the essentials of leadership is the estabkst of unmistakable
channels for the distribution of power.

Second, members are more likely to stay engagectamiibute if they
are able to focus on a specific area of expertise.

An organization's effectiveness and morale bemgéatly from having
just the right amount of subordinates under a gieader's supervision
(their "span of control"). Bureaucracy Organizasibform advocated by
Max Weber (1864-1920), a sociologist, that featumestrict chain of
command, explicit job descriptions, and measurabkeomes. Division
of labour is the process by which an organizaticasivities are
separated out into distinct roles and respongdslit Authority
Delegation The concept of who in an organizatitovger ranks reports
to who in the upper ranks. Structure The formaucditrre of an
organisation, as reflected by its number of leJ@s tiers) and the
manner in which its members are assigned respdtitisdbiand given
authority. Dimensions of Management The width ofcaganisation is
the number of roles or people who report to a sirlghder. Structure
diagram a graphical representation of the interstlicture of a
company. The founding theory of modern managen#emy.theoretical
framework that prioritises the management of emgogctions on the
basis of the assumption that there is a singlen@tiorganisational
structure, independent of context, is likely tooptise management
rather than empowerment. Structures of Thought: Hanganizations
Work Theoretically and Conceptually 553 To sum mpyas believed
that if people joined the "correct" group, they Wwbbe more likely to
act in productive ways. Participation, individugliand leadership style
were not given much thought. The early theoriesrghnisation can be
seen as elaborate expressions of B. F. Skinnenavimurist concepts
(discussed in Chapter 8). According to these tlespthe organization's
success is a contingent reward for adapting teetheronment, and the
organisational environment is the stimulus for @ctiScientists in the
field of industrial and organisational psychologuydied the results of
shifts in these four pillars of an organisationessively between the
years 1950 and 1970. They discussed the relativésred "tall* and
"flat" companies, as well as the impact that ddfer levels of
management have on creativity and productivity. réh&ere two
limitations to traditional organisational theoryo begin with, it was
based on the flawed premise that there is a simgfienal setup for any
given company. Second, it discounted the notioh t@mbers' actions
may alter the structure of the organisation whilgsuming that
organisations influenced member behaviour. We gfaiv how these
two limitations on the organisational strategy wevadd it, however only
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by considering a few cases at this time. Decisiakens are not
typically the same people who carry them out, atiogr to traditional

views of organisational structure. However, manygaoisational

interventions rely on giving the person or groupseist to the actual
work process—the production worker rather than #mgineer—the

authority to make and the duty to implement a ahgertaining to that
process. Participatory decision making is not value the traditional

organisational paradigm, but it is fundamentaht® mewer models since
it fosters a sense of ownership and accountabdlitythe grass-roots
level. The traditional view of organisations empsas managing people
and their actions through formal structures. In 20he Metropolitan

Transportation Authority (MTA) of New York City canto the

conclusion that the best way to improve subwaycigefficy was to view

the system as a collection of 24 independent trareivorks, each of
which was made up of one of the city's 24 subwagdli (Neuman,

2007). A separate CEO and support system wouldebes for each

branch. The MTA hoped that if they decentraliseatheline would take
responsibility for its own operations. using a loan

5.5 Organizational Theories
5.5.1 Human Relations Theory

As we've seen, traditional approaches to the stiidyganisations tend
to take an abstract, theoretical view of the wagkinof modern
businesses. It failed to take into account howntbeds of a group relate
to the personalities of its participants, Humaratiehs theory added a
personal or human element to the study of orgapizsit

Self-Assessment Exercises 1
|1 Define Human Relations Thec

5.5.2 Classic Organizational Theories

1. McGregor’s Theory X and Theory Y
The X and Y Theories of McGregor Douglas McGregthéssis
was a reaction against the impersonal assumptiénslagsic
organisational theory, much like Weber's theorybofeaucracy
was a reaction against the flaws of the previogamisational
model of favouritism. McGregor's (1960) seminal kodhe
Human Side of Enterprise advanced the theory themagers'
attitudes and treatment of subordinates are shdpedheir
preconceived notions of those workers. To clarifg ideas,
McGregor developed two competing worldviews thatdaded
Theories X and Y. One of the fundamental premideslassic
organisational theory, Theory X managers felt thabordinate
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conduct had to be controlled in order to fulfil argsational aims,
and that a lack of attention would lead to apathgt eesistance.
Managers who adhered to Theory X were more inclited
employ incentives and sanctions to maintain ordéanagers
adhering to Theory Y, on the other hand, thought #émployees
were self-motivated enough to achieve corporatdsga@hout

requiring excessive micromanagement from abovepléce of
the more traditional use of actual rewards and Ipesa
managers that adhere to Theory Y are more inclioegive their
employees new opportunities to grow and stretchr tbllls.

Even though McGregor presented these two systemsnbs
examples of alternate views that managers mighe,havany
managers perceived them as embodying an eitheidbotdmy,

with no other possibilities. Others have suggestegartures
from the Theory X/Y dichotomy since McGregor's demt 1964
(Ouchi, 1981; Schein, 1981).

Contingency Theories

You may recall that we referred to certain leadprstheas as "it
depends" or "contingency" theories in our earlienwersation.
Both  "contingency" in the leadership context and
"structure/process"” in the organisational contexggest that
actions should be tailored to the situation at ha8dveral
theorists have diverged from the traditional thesirunified best-
practice prescription by arguing that, rather tih@&mng constant
across all organisations, optimal practises vati wontext

Systems Theory

Take into account the two establishments. The dasg#on is
illustrated on the left as it would have been shdvefore the
advent of systems theory. The identical group, véjtstems
theory implemented, may be seen on the right. Wioich of
these two figures do you find more credible? Thesred this
view with Daniel Katz and Robert Kahn (1966, 1978atz &
Kahn Researchers in the field of social psycholagn studied
the dynamics of small groups included Daniel Katd &obert
Kahn. More specifically, they looked into how tHarity of roles
and the degree to which roles were in conflict c#d the
feelings and actions of group members. This shaddnd
familiar because we discussed role conflict and igmty as
stressors, and because Katz and Kahn extendediriberiest in
groups to embrace a much broader entity: an orgtiis in their
study of group and team functioning. The SocialdAsjogy of
Organizations, first published in 1966, providesiare dynamic
perspective of organisations than either classarglanisation
theory or more contemporary methods. Systems thsloyved
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that many forces were at play, both inside andidet®f an

organisation, which helped explain what actually niveon.

Certainly, contingency theory said that somethingden a
difference in how an organisation functioned (ethe type of
industry), and the Lawrence and Lorsch approach the

described earlier in the chapter distinguished betwstable and
dynamic environments. This was made crystal obviodsont of

the whole company. Systems theory is frequentlgrrefl to as
"open systems theory" to highlight the need of basponsive
to external factors.

Self-Assessment Exercises 2
1. Discuss the Classic Organizational Theories

l/o'/|
1.6 Summary

An Old School Approach to Organizational Theory Thedern outlook
on the company is interactive, strategic, and flitiglaces greater value
on process than on structural elements of orgaorsat In contrast,
early organisational theories focused more on thetsire of a company
than its internal procedures. Max Weber, a Germalitigal scientist
and sociologist who rose to prominence in the edfith century, is
widely credited with promoting bureaucracy as thepesior
organisational structure

As we've seen, traditional approaches to the stiidyganisations tend
to take an abstract, theoretical view of the wagkinof modern
businesses. It failed to take into account howntbeds of a group relate
to the personalities of its participants, Humaratiehs theory added a
personal or human element to the study of organizsit

The X and Y Theories of McGregor Douglas McGregthssis was a
reaction against the impersonal assumptions ofsicasrganisational
theory, much like Weber's theory of bureaucracy wasaction against
the flaws of the previous organisational modelasduritism.

N

Slaughter, Zickar, Highhouse, & Mohr, 2004 (RhoafeRBisenberger,
2002

1.7 References/Further Readings/Web Resources

Laris & Brulliard, 2005; Ripley, Tumulty, Thompso&, Carney, 2005)
Yen, 2005
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u:; 1.8 Possible Answers to SAEs

Answers to SAEs 1(1)

An Old School Approach to Organizational Theory Thedern outlook
on the company is interactive, strategic, and flitiglaces greater value
on process than on structural elements of orgaorsat In contrast,
early organisational theories focused more on thetsire of a company
than its internal procedures. Max Weber, a Germalitigal scientist
and sociologist who rose to prominence in the edfith century, is
widely credited with promoting bureaucracy as thepesior
organisational structure

Answers to SAEs1(2)

As we've seen, traditional approaches to the stdidyganisations tend
to take an abstract, theoretical view of the wagkinof modern
businesses. It failed to take into account howntbeds of a group relate
to the personalities of its participants, Humaratiehs theory added a
personal or human element to the study of orgapizsit

Answers to SAEs 2(1)

You may recall that we referred to certain lead@rskdeas as it
depends” or "contingency" theories in our earlienversation. Both
"contingency” in the leadership context and "sutefprocess” in the
organisational context suggest that actions shdeldtailored to the
situation at hand. Several theorists have diverfgexh the traditional
theories' unified best-practice prescription byuamg that, rather than
being constant across all organisations, optimalctiges vary with
context

Answers to SAEs 2

The X and Y Theories of McGregor Douglas McGregthissis was a
reaction against the impersonal assumptions ofsicasrganisational
theory, much like Weber's theory of bureaucracy wasaction against
the flaws of the previous organisational model @ivduritism.

McGregor's (1960) seminal book The Human Side oteipnise

advanced the theory that managers' attitudes aedtnient of
subordinates are shaped by their preconceivednmsotibthose workers.
To clarify his ideas, McGregor developed two conmgetworldviews

that he called Theories X and Y. One of the fundaaiepremises of
classic organisational theory, Theory X manageltstfat subordinate
conduct had to be controlled in order to fulfil angsational aims, and
that a lack of attention would lead to apathy aesistance.
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