Organizational behavior
Les 1: Group, Teams and the meaning of work
Class
1. Size: Small versus large groups/teams (see: the law of diminishing returns on productivity; also, having an odd number may protect against ‘deadlock’ in case of disagreements)
a. Social loafing: “The tendency for individuals to expend less effort when working collectively than when working individually”
2. Cohesiveness: The degree to which members are attracted to each other and motivated to stay in the group
a. Performance-related norms
3. Diversity: The extent to which members of a group/team are similar to [homogeneous], or different from [heterogeneous], one another:
a. Surface-level diversity: observable differences in national origin, race, gender…
b. Deep-level diversity: differences in underlying attitudes, values, opinions… 
c. Cognitive diversity: 
i. Knowledge: a range of different areas of relevant and non-overlapping knowledge in the group/team
ii. Perspective: different ways of looking at a problem
iii. Interpretation: different ways of categorizing a problem (e.g. “we need a quick solution” versus “we need a consensus decision for the long term”) or classifying perspectives (e.g. “you want the cheap solution but I want the highest-quality solution”)
iv. Heuristics: different ways of generating solutions to problems (i.e., different problem-solving methods/cognitive rules; for instance having a “math brain” versus a “language brain”)
v. Predictive models: different ways of inferring cause and effect (e.g. a “defeatist” versus an “optimist”)
4. Norms: Acceptable standards of behavior shared by (agreed to and accepted by) group/team members that express what they ought and ought not do under certain circumstances, with a minimum need for external controls
a. Conformity pressures: As a member of a group, you desire acceptance by the group—therefore, you are susceptible to conforming to the group’s norms. 
b. Reference group = A group that is important to an individual, to which he belongs or hopes to belong, and with whose norms he is likely to conform
5. Roles: A set of expected behavior patterns attributed to someone occupying a given position in a social unit (such as a group/team) (e.g. leader; secretary; mother; “the one who always helps everyone”)
a. Implementer
i. An Implementer works best when allowed to work in an organized way.
b. Coordinator
i. A Coordinator works best when there are clear objectives.
c. Shaper
i. A Shaper works best on own initiative and limited compromise.
d. Plant
i. A Plant works best on their own.
e. Resource investigator
i. A Resource investigator works best when free to get  out and meet people. 
f. Monitor/Evaluator
i. A Monitor/Evaluator works best when allowed to analyze facts. 
g. Teamworker
i. A teamworker works best when given time and freedom to develop good relations. 
h. Completer/Finisher
i. A Completer/Finisher works best when high standards are expected and checked. 
6. Status: A socially defined position or rank given to groups/teams, or group/team members, by others (based on the power held over others, one’s abilities, and/or valued personal characteristics)
a. Lower-status members tend to participate less actively in group/team discussions. When they possess expertise and insights that could help the group, failure to utilize their knowledge can be a threat to the group/team’s performance.
7. Collective error: average individual error (i.e., average of how much each person was ‘off’) minus prediction diversity (i.e., range of answers)
8. Groupthink: “A phenomenon in which the norm for consensus overrides the realistic appraisal of alternative courses of action”—people’s mental efficiency, reality testing, and moral judgment decreases under conformity pressures to make a group decision:
9. Group shift: “The discussion leads members towards a more extreme view of their original position”—Conservatives become more conservative (conservative shift)- Risk takers become more risky (risky shift)




Textbook
chapter 1:
	Manager
	An individual who achieves goals through other people

	Organization
	A consciously coordinated social unit, composed of 2 or more people that functions on a relatively continuous basis to achieve a common goal or set of goals

	Planning
	A process that includes defining goals, establishing strategy, and developing plans to coordinate activities

	Organizing
	Determining what tasks are to be done, who is to do them, how the tasks are to be grouped, who reports to whom and where decisions are to be made

	Leading
	A function that includes motivating employees, directing others, selecting the most effective communication channels and resolving conflicts

	Controlling
	Monitoring activities to ensure that they are being accomplished as planned and correcting any significant deviations

	Figurehead
	Symbolic head; required to perform a number of routine duties of a legal or social nature

	Leader
	Responsible for the motivation and direction of employees

	Liaison
	Maintains a network of outside contacts who provide favors and information

	Monitor
	Receives a wide variety of information; serves as nerve center of internal and external information of the organization

	Disseminator
	Transmits information received from outsides or from other employees to members of the organization

	Spokesperson
	Transmits information to outsiders on organization’s plans, policies, actions, and results; serves as expert om organization’s industry

	Entrepreneur
	Searches organization and its environment for opportunities and initiates projects to bring about change

	Disturbance handler
	Responsible for corrective action when organization faces important, unexpected disturbances

	Resource allocator
	Makes or approves significant organizational decisions

	Negotiator
	Responsible for representing the organization at major negotiations

	Technical skills
	The ability to apply specialized knowledge or expertise

	Human skills
	The ability to work with, understand and motivate other people, both individually and in groups

	Conceptual skills
	The mental ability to analyze and diagnose complex situations

	Organizational behavior (OB)
	A field of study that investigates the impact that individuals, groups and structure have on behavior within organization for the purpose of applying such knowledge toward improving an organization’s effectiveness

	Systematic study
	Looking at relationships, attempting to attribute causes and effects, and drawing conclusions based on scientific evidence

	Evidence-based management (EBM)
	Basing managerial decisions on the best available scientific evidence

	Intuition
	An instinctive feeling not necessarily supported by research

	Psychology
	The science that seeks to measure, explain, and sometimes change the behavior of humans and other animals

	Social psychology
	An area of psychology that blends concepts from psychology and sociology to focus on the influence of people on one other

	Sociology
	The study of people in relation to their social environment or culture

	Anthropology
	The study of societies to learn about human beings and their activities

	Contingency variables
	Situational factors or variables that moderate the relationship between 2 or more variables

	Workforce diversity
	The concept that organizations are becoming more heterogeneous in terms of gender, age, race, ethnicity, sexual orientation, and other characteristics

	Positive organizational scholarship
	An area of OB research that studies how organizations develop human strengths, foster vitality and resilience, and unlock potential

	Ethical dilemmas and ethical choices
	Situations in which individuals are required to define right and wrong conduct

	Model
	An abstraction of reality, a simplified representation of some real-world phenomenon

	Inputs
	Variables that lead to processes

	Processes
	Actions that individuals, groups and organizations engage in as a result of inputs and that lead to certain outcomes

	Outcomes
	Key factors that are affected by other variables

	Stress
	A psychological process that occurs in response to environmental pressures

	Task performance
	The combination of effectiveness and efficiency at doing core job tasks

	Organization citizenship behavior (OCB)
	Discretionary behavior that contributes to the psychological and social environment of the workplace

	Withdrawal behavior
	The set of actions employees take to separate themselves from the organization

	Group cohesion
	The extent to which members of a group support and validate one another while at work

	Productivity
	The combination of the effectiveness and efficiency of an organization

	Effectiveness
	The degree to which an organization meets the needs of its clientele or customers

	Efficiency
	The degree to which an organization can achieve its ends at a low cost

	Organizational survival
	The degree to which an organization is able to exist and grow over the long term


chapter 9
	Group
	Two or more individuals, interacting and interdependent, who have come together to achieve particular objectives

	Informal group
	A group that is not defined by an organization’s structure: such a group appears in response to other needs, such as social clubs or interest groups

	Formal group 
	A designated work group defined by an organization’s structure 

	Social identity theory
	Perspective that considers when and why individuals consider themselves members of groups

	Ingroup favoritism
	Perspective in which we see members of our ingroup as better than other people, and people not in our group as all the same

	Outgroup
	The inverse of an ingroup, which can mean everyone outside the group but is more usually an identified other group

	Punctuated-equilibrium model
	A set of phases that temporary groups go through that involves transitions between inertia and activity

	Role
	A function assumed by someone occupying a given position in a group

	Role perception
	An individual’s view of how they are supposed to act in a given situation

	Role expectations
	How others believe a person should act in a given situation

	Psychological contract
	An unwritten agreement that sets out what a manager expects from an employee and vice versa

	Role conflict
	A situation in which an individual is confronted by divergent role expectations

	Interrole conflict
	A situation in which the expectations of an individual’s different, separate groups are in opposition

	Norms
	Acceptable standards of behavior within a group that are shared by the group’s members

	Conformity
	The adjustment of one’s behavior to align with the norms of the group

	Reference groups
	Important groups to which individuals belong or hope to belong and with whose norms individuals are likely to conform

	Deviant workplace behavior
	Voluntary behavior that violates significant organizational norms and, in so doing, threatens the well-being of the organization or its members. Also called antisocial behavior or workplace incivility

	Status
	A socially defined position or rank given to groups or group members by others 

	Status characteristics theory
	A theory stating that differences in status characteristics create status hierarchies within groups

	Social loafing
	The tendency for individuals to expend less effort when working collectively than when working individually

	Cohesiveness
	The shared bond driving group members to work together and to stay in the group

	Diversity
	The extent to which members of a group are similar to, or different from, one another

	Faultlines
	The perceived divisions that split groups into two or more subgroups based on individual differences such as sex, race, age, work experience, and education

	Groupthink
	A phenomenon in which the norm for consensus overrides the realistic appraisal of alternative courses of action

	Groupshift
	A change between a group’s decision and an individual decision that a member within the group would make; the shift can be toward either conservatism or greater risk but it generally is toward a more extreme version of the group’s original position

	Brainstorming
	An idea-generation process that specifically encourages any and all alternatives while withholding any criticism of those alternatives

	Nominal group technique
	A group decision-making method in which individual members meet face-to-face to pool their judgements in a systematic but independent fashion



chapter 10
	Work group
	A group that interacts primarily to share information, make decisions, and help each group member perform within his or her area of responsibility

	Work team
	A group whose individual efforts result in performance that is greater than the sum of the individual inputs

	Problem-solving teams
	Groups of five to twelve employees form the same department who meet for a few hours each week to discuss ways of improving quality, efficiency, and the work environment

	Self-managed work teams
	Groups of ten to fifteen people who autonomously implement solutions and take responsibility for the outcomes. 

	Cross-functional teams
	Employees from about the same hierarchical level but from different work areas who come together to accomplish a task

	Virtual teams
	Teams that use technology to tie together physically dispersed members in order to achieve a common goal

	Multiteam system
	A collection of two or more interdependent teams that share a superordinate goal; a team of teams

	Organizational demography
	The degree to which members of a work unit share a common demographic attribute, such as age, sex, race, educational level or length of service in an organization

	Reflexivity
	A team characteristic of reflecting on and adjusting the master plan when necessary

	Team efficacy
	A team’s collective belief that they can succeed at their tasks 

	Team identity
	A team member’s affinity for and sense of belongingness to their team

	Team cohesion
	A situation when team members are emotionally attached to one another and motivated toward the team because of their attachment

	Mental model
	Team members’ knowledge and beliefs about how the work gets done by the team



Guest lecture
1. Ambivalence of work	
a. One hand
i. Counting the hours
ii. Hate Mondays 
iii. Looking forward to weekends
b. Other hand
i. Work is also something desirable
ii. Identify strongly with their occupations
iii. Laboro ergo sum  activities, identify, activities 
c. Functions of work
i. Manifest
1. Income
ii. Latent
1. Structure, social contacts, status and identity, purpose and meaning

2. Meaningful work
a. Meaning of work
i. Output of having made sense of work
ii. Positive or negative 
b. Work meaningfulness
i. The amount of significance work holds
ii. Positive 
c. Industrial revolution
i. Change nature of work
ii. Time and motion studies
d. Work alienation
i. Marx’s critique on capitalism
ii. Inspired stream of sociological research on meaningless work
e. Existential meaning
f. A fundamental human right
i. Moral obligation of organizations
1. Work creates and sustains values beyond economic productivity
2. Centrality of work  time 

3. Sources of meaningful work
a. Self
i. Self-concept
ii. Identity
iii. Future work self
b. Others	
i. 7 sins of managers
c. Work environment
i. Job design model
ii. Relational job design

4. How work becomes meaningful
a. Person-environment fit
i. Supplementary fit 
1. Characteristics 
ii. Complementary fit
1. Demands & supplies
b. Playing your strengths
i. Know yourself
1. Johari window
ii. Reflected best self-exercise 
iii. Understanding your weaknesses
1. Ofman core quadrant
c. Job crafting
i. Active role of the worker
ii. Changes in design of the job
iii. Impacts the meaning of work
d. Power of small wins
i. Progress principle
ii. Perceived usefulness of work
e. Connecting across time
i. Class experiment
ii. Travelling in time
iii. Temporal interconnection

5. A particular kind of meaningful work – Callings
a. Double edged sword 
i. Danger for exploitation
ii. Evaluation against high standards

6. Societal discourses and structural barriers
a. The fantasy of work as limitless potential
i. Exploitation tool 
ii. Discipline tool 
b. The tyranny of freedom 
i. Self-determination
ii. Choice paralysis
c. Leisure crafting


The perfect Swarm (required additional reading) 

10. State estimation problems: Take an average of all the answers
 the bigger the group, the more accurate the guesses
 the guesses should be independent
11. Diversity of opinion is a key factor in getting the best out of a group in his diversity prediction theorem
12. Collective error = average error – prediction diversity
a. Collective error = difference between the average of our individual guesses and the true value
b. Average individual error = the average of how far each guess is from the true value
c. Prediction diversity = spread of individual guesses
13. Being different is as important as being good
14. Cognitive diversity
a. Knowledge
b. Perspectives
c. Interpretations
d. Heuristics
e. Predictive models
15. Condorcet’s theorem: The best reason would be if his or her individual probability of making a correct choice was less than the collective probability of making a good choice.
16. Groupthink: The social pressure to conform with other members of the group.




On the meaning of work: A theoretical integration and review (required additional reading)
1. Meaning: the output of having made sense of something or what it signifies; as in an individual interpreting what her work means, or the role her work plays, in the context of her life.
a. Individually: from a person’s own perceptions
b. Socially: from norms or shared perceptions
c. Both
2. Meaningful: when the social and cultural systems around people ascribe value to their work activities 
3. Meaningful work: work experienced as particularly significant and holding more positive meaning for individuals 
a. 4 main sources 
i. The self: a source of the meaning of work may sound odd to readers unfamiliar with this literature 
ii. The other persons
iii. The work context 
iv. Spiritual life 
4. Self-concept: the totality of a person’s thoughts and feelings that have reference to himself as an object 
a. Malleable
b. Changing as self-perceptions 
c. Feelings chance in response to various experiences and work contexts
5. Values: the products of cultural, institutional, and personal forces acting upon the individual that in turn have consequences of their own
a. Work values: the end states people desire and feel they ought to be able to realize through working
i. Mutually causal relationship with the meanings that individuals attach to their work
6. Self-realization: the fulfillment of personal potential
7. Internal work motivation: the degree to which an individual experiences positive internal feeling when performing effectively on the job
8. Intrinsic motivation: the desire to engage in an activity because one enjoys, or is interested in, the activity
a. Perceptions of enjoyment
b. Perceptions of interest
c. Satisfaction in work
9. Job involvement: examines the extent to which employees believe their jobs are central to their lives and reflects the congruence between one’s needs and perceptions that the job can meet those needs
10. Work centrality: perceptions about how central work is to a person compared to other domains of their life. 
11. Work involvement: the amount of meaningfulness individuals see in their work, compared to other life domains. 
12. Work orientation: how individuals’ belief about work influence the meanings they make of their work
13. Callings: meaningful beckoning toward activities that are morally, socially, and personally significant.
14. Workplace: an arena in which a diverse array of interpersonal relationships are formed and these relationships can have a strong influence on the meaning of work
15. Transformational leadership: beyond exchanging inducements for desired performance by developing, intellectually stimulating, and inspiring followers to transcend their own self-interests for a higher collective purpose, mission, or vision.
16. Groups: a collection of two or more people who are engaged in a common activity or share a common identity or goals.
17. Job: set of task elements grouped together under one job title and designed to be performed by a single individual.
18. Job crafting: emphasizes the personal agency exercised by employees in shaping the meaning of their work by actively crafting their jobs and the social environment to fit their personal goals, skills, and values. 
19. Organizational missions: representations of the basic goals, values and purposes to which an organization is dedicated.
20. Spiritual life: an important influence on the meaning of work, yet is often overlooked in organizational scholarship
a. Spirituality: an aspiration toward connection to the sacred, including a higher power, guiding force or energy of belief system
b. Sacred calling: an invitation from god to a vocation, through which god’s will is done. 
21. Mechanisms: the underlying engine driving a relationship between two variables, capturing the processes through which one variable influence another. They driving perceptions about the meaning of work range from intrapsychic processes emphasizing the fulfillment of the self to those that transcend the self entirely
a. Authenticity: a sense of coherence or alignment between one’s behavior and perceptions of the ‘true’ self. A central underlying self-motive which helps individuals maintain a sense of meaning and order in their lives
i. Self-concordance: the degree to which people believe they are behaving consistently with their interests and values
ii. Identity affirmation processes: Verification, affirmation, or activation of valued personal identities through work
iii. Personal engagement: meaningfulness is derived from feeling personally immersed and alive in the experience of working
b. Self-efficacy: individual’s’ beliefs that they have the power and ability to produce an intended effect or to make a difference 
i. Control or autonomy
ii. Experience of competence
iii. Perceived impact
c. Self-esteem: an individual’s assessment or evaluation of his or her own self-worth. An enduring trait of individuals and a malleable state that can be shaped by personal or collective experiences and achievements
d. Purpose: a sense of directedness and intentionality in life
i. Significance of work: in terms of serving or experiencing a sense of purpose through their work efforts
ii. Value systems: a set of consistent values shared by a group or people
e. Belongingness: a pervasive drive to form and maintain at least a minimum quantity of lasting, positive and significant interpersonal relationship
i. Social identification
ii. Interpersonal connectedness
f. Transcendence: connecting or superseding the ego to an entity greater than the self or beyond the material world
i. Interconnection: the meaningfulness that results from connecting or contributing to something outside of or greater than the tangible self
ii. Self-abnegation: deliberately subordinating oneself to something external to and/or larger than the self 
g. Cultural and interpersonal sensemaking: focuses on understanding how different types of work meaning are constructed. This system is unique in that nearly all of the other mechanisms focus on the fulfillment of fundamental human needs. 
i. Social/ cultural construction perspective
ii. Interpersonal sensemaking

The power of small wins (required additional reading)
1. Progress principle: of all things that can boost emotions, motivation and perceptions during a workday, the single most important is making progress in meaningful work
a. Catalysts: actions that directly support work, including help from a person or group 
b. Nourishers: events such as shows of respect and words of encouragement
c. Inhibitors: actions that fail to support or actively hinder work 
d. Toxins: discouraging or undermining events
2. Inner work life effect 



Les 2: Inclusion and differentiation
Class
1. Working poor = below 60% of income median (median = € 2,595/month before taxes)
2. Differentiation = The investment of disproportionate resources where one expects disproportionate returns
3. Equity/Merit = “[Equity rule refers to] a single normative rule which dictates that rewards and resources be distributed in accordance with recipients’ contributions 
a. outcome-input ratio—goal = to promote efficient economic interactions
3. Equality = In contrast to equity rule] the norm of equality requires equal rewards regardless of actors’ relative status
a. solidarity—goal = to maintain enjoyable social relations
4. Inequality [in organizations] = Systematic disparities between participants in power and control over goals, resources, and outcomes; in workplace decisions such as how to organize work; in opportunities for promotion and interesting work; in security in employment and benefits; in pay and other monetary rewards; in respect; and in pleasures in work and work relations
5. Equality of opportunity = Compensatory [cf. affirmative action] or anti-discriminatory [cf. ability as only criterion] interventions aimed at leveling the playing field between lower- and higher-status actors.
6. Entitled: Prefers to be over-benefitted (i.e., prefer higher outcome/input ratio than others)
7. Equity sensitive: Prefer equal outcome/input ratios
8. Benevolent: Prefers to be under-benefitted (i.e., prefer lower outcome/input ratio than others) 
9. Intrinsic motivation = driven by an interest or enjoyment in the task itself; exists within the individual rather than relying on external pressures or a desire for reward   
10. Extrinsic motivation = the performance of an activity primarily in order to attain an outcome, whether or not that activity is also intrinsically motivated
11. Forced comparison: A statistical method of assigning evaluative scores designed to conform to a pre-determined distribution of scores among the people in the population
12. The term ‘curve’ refers to the bell curve (i.e., the graphical representation of the probability curve of the normal, or ‘Gaussian’ distribution)
13. the group median typically becomes the point of reference.
14. Bias: A personality-based tendency to hold a partial perspective—either toward or against something—often accompanied by a refusal to even consider the possible merits of alternative points of view. 
15. Halo bias: The tendency to form a general impression about an individual on the basis of a single characteristic (positive—e.g., beautiful women are seen as more interesting)
16. Horns bias: The negative version of Halo bias (e.g., “I personally dislike Jeff, therefore in my eyes he can do no good”)
17. Similarity bias: The tendency to have a more positive perception of people more like yourself (cf. ‘management cloning’; homosocial reproduction)
18. Dunning-Kruger effect: Incompetent people tend to overestimate their competence, whereas high-ability people tend to underestimate their relative competence. 
19. Pygmalion effect = best & cheapest developmental intervention

Textbook
chapter 8
	Variable-pay program
	A pay plan that bases a portion or all of an employee’s pay on some individual and/or organizational measure of performance

	Piece-rate pay plan
	A pay plan in which workers are paid a fixed sum for each unit of production completed

	Merit-based pay plan
	A pay plan based on performance appraisal ratings

	Bonus
	A pay plan that rewards employees for recent performance rather than historical performance

	Profit-sharing plan
	An organization-wide program that distributes compensation based on some established formula designed around a company’s profitability

	Employee stock ownership plan (ESOP)
	A company-established benefits plan in which employees acquire stock, often at below-market prices, as part of their benefits

	Flexible benefits
	A benefits plan that allows each employee to put together a benefits package individually tailored to their own needs and situation

	Employee recognition program
	A plan to encourage specific employee behaviors by formally appreciating specific employee contributions



chapter 9
	Group
	2 or more individuals, interacting and interdependent, who have come together to achieve particular objectives

	Informal group
	A group that is not defined by an organization’s structure; such a group appears in response to other needs, such as social clubs or interest groups

	Formal group
	A designated work group defined by an organization’s structure

	Social identify theory
	Perspective that considers when and why individuals consider themselves members of groups

	Ingroup favoritism
	Perspective in which we see members of our ingroup as better than other people, and people not in our group as all the same

	Outgroup
	The inverse of ingroup, which can mean everyone outside the group but is more usually an identified other group



chapter 12
	The grapevine
	An organization’s informal communication network




chapter 16
	Task performance
	The combination of effectiveness and efficiency at doing core job tasks

	Citizenship
	Actions that contribute to the psychological environment of the organization, such as helping others when not required

	Counterproductivity
	Actions that actively damage the organization, including stealing, behaving aggressively toward coworkers, or being late or absent

	Critical incidents
	A way of evaluating an employee’s behaviors that are key in making the difference between executing a job effectively and executing it ineffectively

	Graphic rating scale
	An evaluation method in which the evaluator rates performance factors on an incremental scale

	Behaviorally anchored rating scales (BARS)
	Scales that combine major elements from the critical incident and graphic rating scale approaches. The appraiser rates employees based on items along a continuum, but the points are examples of actual behavior on the given job rather than general descriptions or traits

	Forced comparison
	Method of performance evaluation where an employee’s performance is made in explicit comparison to others

	Group order ranking
	An evaluation method that places employees into a particular classification, such as quartiles

	Individual ranking
	An evaluation method that rank-orders employees from best to worst

	High-performance work system (HPWS)
	A group of human resources practices that work together and reinforce another to improve organizational outcomes





Guest lecture
1. Talent management
a. Organizations become more innovative and productive
 competitive advantage with other organizations
b. Basic assumption  talents can be expected to react positively to talent management and “non-talent” negatively
2. Social comparison Theory
a. Process of self-evaluation through observing other people. Opinions, looks, income, … to reduce uncertainty about oneself 
b. Upward social comparisons: comparing yourself with people better than you on a certain domain 
i. Envy & dissatisfaction 
ii. Hope & inspiration
c. Downward social comparison: Comparing yourself with people worse off than you on a certain domain 
i. Boost your self-esteem
ii. Worry & scorn 
3. Self-defense mechanisms: consciously cope with being outperformed by justifying the disparity through various means
a. Justification needs to be believable, so ambiguity is key
b. Internal attributions: unlucky, redirecting focus to another domain, convert to a downward comparison
c. External attributions: lucky, demean target, emphasize a dissimilarity, trivialize others achievement
4. Genius effect 
a. Can you protect your self-esteem when you are directly and unambiguously outperformed? Will you exaggerate the abilities of outperformers to increase the distance? 
b. STUDY 1: compare intelligence ratings between the individual who was outperformed and that of an unbiased observer
i. Hypothesis: underperformer & observer ratings are similar; outperformer ratings higher than that of the observer
1. Dunning-kruger effect = Cognitive bias where people with low ability/knowledge have an illusion of superiority and therefore overestimate their actual ability/knowledge
c. STUDY 2: similar to study 1 except the room of the confederate was manipulated
i. Hypothesis: Genius effect would still happen regardless of the privacy of the subject 
d. STUDY 3: similar to study 1 except participants didn’t have than the chance to rate the confederate’s intelligence 
i. Hypothesis: ratings of one’s own competence would be higher when given the chance to rate the confederate 
e. STUDY 4: similar to study 1 except subjects and confederates are switched and test questions were very simple 
i. Hypothesis: ratings of outperformed are higher from the subject than of the observer




How much (more) should CEOs make? A universal desire for more equal pay (required additional reading)
These results demonstrate a strikingly consistent belief that the gaps in income between skilled and unskilled workers should be smaller than people believe them to be and much smaller than these gaps are. 
The consensus that income gaps between skilled and unskilled workers should be smaller holds in all subgroups of respondents regardless of their age, education, status, political affiliation, and opinions. 
Results suggest that people all over the world and from all walks of life would prefer smaller pay gaps between the rich and poor





The person who outperforms me is a genius: maintaining perceived competence in upward social comparison (required additional reading)
Compare people themselves with superior or inferior others? 
 Absolute performance feedback and ask them to rank their preferences
Social comparison effect = selection of a comparison target
genius effect = exploring conditions in which compares exaggerate the ability of their outperformers 
STUDY 1: people exaggerate the ability of those who outperform them
STUDY 2: the tendency to exaggerate the intelligence of a superior performer was again demonstrated
	   the tendency cannot be explained by concerns with self-presentation to a public 		audience
STUDY 3: genius effect and general intelligence
	conceptual gap in our interpretation of the genius effect
STUDY 4: all subjects outperformed the confederate 












Les 3: Ethics & justice
Class
1. Ethical dilemmas occur when two or more ethical values are conflicting in a right vs. right scenario.
2. You can apply the ends-based principle, which says you should choose the best possible outcome for a maximal number of people involved.
3. You can apply the rules-based principle, which says that whatever you choose to do, you would like to see made into universal law. You ask, "What would happen if everyone did what I'm doing?"
4. You can apply the care-based principle, which is the idea of the golden rule: “Do unto others as you would have them do unto you”. You put yourself in someone else's shoes and try to imagine their hardship.
5. When social scientists speak of morals, they are referring to people’s fundamental beliefs regarding what is right or wrong, good or bad. 
6. Ethics refers to standards of conduct that guide people’s decisions and behavior.
7. Setting very precise performance goals for employees may encourage them to neglect aspects of their work that fall beyond the scope of those goals, and take undesirable ‘the end justifies the means’ risks (i.e., Machiavellism)
8. Indirect blindness = We are instinctively more lenient in our judgment of a person or an organization when an unethical action has been delegated to a third party [cf. “scapegoating”]
9. Bounded ethically = The systematic and predictable psychological processes that lead people to engage in ethically questionable behaviors that are inconsistent with their own preferred ethics—i.e., people engaging in behaviors that they themselves would condemn upon further reflection or awareness. 
10. Behavioral forecasting errors= People’s self-predictions generally reflect their hopes and desires (cf. social desirability) rather than realistic self-understanding. 
11. Ethical fading = A process by which a person does not realize that the decision that he or she is making has ethical implications, and thus ethical criteria do not enter into the decision. Individuals faced with an ethical dilemma must first recognize it as such and identify the decision as a moral one > the extent to which a decision maker perceives the ethical aspects of a decision affects his or her ethical behavior!
a. Introducing sanctioning systems can reframe an issue as a calculative decision rather than a values-driven one! 
b. Language euphemisms, such as calling it ‘downsizing’ rather than ‘firing’ can be used to cover up unethical aspects of an action. 
c. External attributions that allow people to distance themselves from moral responsibilities prevent us from assessing how our actions might affect others (“it is the fault of the system”). 
12. Memory revisionism = A process in which people selectively and egocentrically revise their memory of their behavior. 


Textbook
chapter 5
	Utilitarianism
	An ethical perspective in which decisions are made to provide the greatest good for all

	Whistle-blowers
	Individuals who report unethical practices by their employer to outsiders

	Deonance
	A perspective in which ethical decisions are made because you “ought to” in order to be consistent with moral norms, principles, standards, rules or laws

	Behavioral ethics
	Analyzing how people behave when confronted with ethical dilemmas



chapter 7
	Equity theory
	A theory stating that individuals compare their job inputs and outcomes with those of others and then respond to eliminate any inequities

	Organizational justice
	An overall perception of what is fair in the workplace, composed of distributive, procedural, informational and interpersonal justice 

	Distributive justice
	Perceived fairness of the amount and allocation of rewards among individuals

	Procedural justice
	The perceived fairness of the process used to determine the distribution of rewards

	Informational justice
	The degree to which employees are provided truthful explanations for decisions 

	Interpersonal justice
	The degree to which employees are treated with dignity and respect



chapter 15
	Ethical culture
	The shared concept of right and wrong behavior in the workplace that reflects the true values of the organization and shapes the ethical decision making of its members



Guest lecture
· How we think about ourselves
· Difficult to pay or to know how much you want to pay
· Under some circumstances, people value fairness more than their self-interest
· Willing to give up valued resources to restore fairness or punish unfair others
· Satisfaction does not depend solely on the favorability of received outcomes, but also from a sense of justice in the way those resources were distributed

1. Interdependent reward structure  people’s outcomes depend on the decisions/actions of others
2. Sanctioning system  coordination mechanism that facilitates cooperation is whether or not there 
· In large groups  it is not enough to just appeal to people’s good motives, but you also need some sort of punishment
· If we cooperate, we can get bigger rewards
· If we work alone, we can get less rewards

· Behavioral science of organizational justice
· Normative approach
· What managers should and should not do
· What is fair? 
· Does not sufficiently provide insight in human behavior
· Descriptive, behavioral scientific approach
· Examine
· Actual behavior and decision-making
· Perceived fairness of actions (context and culture matters) 
· Consequences of those perceptions for employees and organizations
3. Social exchange theory (homo economicus)
· Fair treatment provides a sense of control and certainty over future outcomes 
· People value rational self-interest and evaluate fairness through the lens of maximizing self-interest 

· If we have low control, we overestimate the control we have
· If we have more actual control, we underestimate the control we have

4. Relational theory (homo socialis)
· Fundamental need to belong to valuable groups. Fair treatment signals good relations with employer, supervisor, and co-workers, it shows that you are valued and will not be exploited 
5. Deontic theory (homo moralis) 
· Fundamental beliefs about right or wrong, fair treatment fits with fundamental beliefs about how people should be treated

 different contexts trigger different perspectives/motives on why fairness is important 	= CONTINGENCY

· Influence on employee behavior
· Perceived fairness
· Cooperation
· Increased performance
· Trust
· Perceived unfairness
· Free riding
· Decreased performance
· Morale 
· Organizational justice  3 types are integrated into one’s overall perception of fairness in the workplace 
· Distributive justice
· Social exchange theory framework of justice
· People are not per se concerned with the absolute level of outcomes, but in whether those outcomes are fair
· 3 ways to determine whether an outcome is fair
· Equity
· Outcome/input equation 
· Equality
· Need
· Are empathic managers more fair?
· Procedural justice
· Perceived fairness of the procedures used to determine the distribution of outcomes
· Extent to which procedures allow voice, are accurate, consistent, correctable, uphold ethical standards..
 Perceived quality of the decision-making process
· Interactional justice 
· Interpersonal justice 
· The extent to which one considers to be treated with dignity, concern and respect
· Informational justice
· The extent to which one feels informed and decision-making is perceived as transparent

6. The fair process effects 
· Companies feel the need to chance their decision-making procedures, but at the same time fear the negative consequences 
· Companies who invest in procedural and interactional justice actually increase process fairness, which helps reduce the negative consequences of unfavorable outcomes or low distributive justice 
· LOW FAIR PROCESS 
· Makes recipients only comply with decisions
· HIGH FAIR PROCESS 
· Makes recipients support decisions 

· Power
· High power: What
· Focus on the outcomes 
· GOAL SETTING
· Low power: how and why
· Focus on how to obtain those outcomes and why it matters
· GOAL STRIVING 
Justice is more important in times of uncertainty and hardship
· Managers who act fairly evoke the same conduct in others and have a huge longterm impact on organizational functioning as a whole
· Challenge to overcome the status quo requires reflection, takes time, but foremost requires us to be aware of our own biased thinking about our own actions





Ethical breakdowns (required additional reading)
· Employees bend or break ethics rules because those in charge are blind to unethical behavior and may even unknowingly encourage it
· The pressure at accounting, consulting and law firms to maximize billable hours creates similarly perverse incentives
· Motivated blindness  people see what they want to see and miss easily contradictory information
· Indirect blindness  instinctually more lenient in our judgement, see unethical actors for what they are
· Slippery slope
· Blinded them to the estimators’ dishonesty
· Creating an abrupt experience and clearer analyses of the ethics infraction
· Overvaluing outcomes
· Rewarding results rather than high-quality decisions
· Laws often punish bad outcomes more aggressively than bad intentions
· !! Programs has to take the biases that can blind us to unethical behavior into account
· Avoid forcing ethics
· Ensure that managers and employees are aware of the biases that can lead to unethical behavior
· Staff  question: “what ethical implications might arise from this decision?”
· Be aware as a leader of your own blind spots



The management of organizational justice (required additional reading)
· Employee motivation is viewed as a quest for personal economic gain, so individual merit pay is presumed to be effective 
· Justice  very essence of individuals’ relationship to employers
· Distributive	
· Equity theory
· Recent advances
· Procedural
· The means by which outcomes are allocated, but not specifically to the outcomes themselves.
· Fair process effect
· Intellectual and emotional recognition
· Creates trust and commitment 
· Interactional
· How one person treats another (informational/interpersonal)
· Prescriptive approach <-> descriptive approach 
· Selection procedures
· Appropriate questions and criteria
· Adequate opportunity to perform
· Reward systems
· Need to motivate individual performance
· Need to maintain group cohesion
· Performance appraisals
· Vanishing performance appraisal
· Adequate notice
· Just hearing
· Judgement based on evidence 
· Trust  become more vulnerable, all the three components predict trust
· Justice improves job performance

Les 4: Decision-making and irrationality
Class
1. Economic man = Humans as rational and narrowly self-interested actors who have the ability to make judgments toward their subjectively defined ends. Using these rational assessments, homo economicus attempts to maximize utility as a consumer and economic profit as a producer. 
2. Problem = A discrepancy between the current state of affairs and some desired state.
3. Decision = A choice made from among two or more alternatives
4. Rational decision making model =  A decision making model that describes how individuals should behave in order to maximize
5. Utility= or usefulness, is the (perceived) ability of something to satisfy needs or wants. Utility is an important concept in behavioral economics, because it represents satisfaction experienced by the consumer of a good.
6. [image: Afbeelding met tafel

Automatisch gegenereerde beschrijving]Satisficing = people are usually content to find an acceptable or reasonable solution to a problem rather than a perfect (‘maximal’) one

7. Choice overload hypothesis = Under some circumstances, too many choices can promote dissatisfaction, i.e. more choice anxiety, less commitment to a choice, less satisfaction, more regret.  
8. Overconfidence bias = When people are given factual questions and asked to judge the probability that their answers are correct, they tend to be far too optimistic
9. Confirmation bias = A case of selective perception—we seek out information that reaffirms our past choices, and avoid information that contradicts them. We also accept at face value information that confirms our preconceived views, while we are critical and skeptical of information that challenges them.
10. Availability bias = The tendency for people to base their judgments on information that is readily available to them—e.g., emotional, extreme, recent.
11. Sunk-cost fallacy = Our past decisions become what economists term sunk costs—old investments of time, money, energy… that have become irrecoverable. We know, rationally, that sunk costs should be irrelevant to the present decision, but nevertheless it seems ‘safer’ to stick with the chosen course of action, even though that choice only compounds the error
12. Hindsight bias = The tendency to believe falsely, after an outcome of an event is actually known, that one would have accurately predicted that outcome.
13. The irrational (wo)man = Behavioral economics explores why people sometimes make irrational decisions, and why and how their behavior does not follow the predictions of economic models (cf. maximization of utility and/or profit)
14. Price anchoring = When we have any uncertainty about the value of a product, we often look for information from surrounding offers. 
15. SEED [save, earn, enjoy deposits] banks
Textbook
chapter 5
	Rational
	A style of decision making characterized by making consistent, value-maximizing choices within specified constraints

	Rational decision-making model
	A decision-making model that describes how individuals should behave to maximize some outcome

	Bounded rationality
	A simplified process of making decisions by perceiving and interpreting the essential features of problems without capturing their complexity

	Intuitive decision making
	An unconscious process created out of distilled experience

	Anchoring bias
	A tendency to fixate on initial information, from which one then fails to adjust adequately for subsequent information

	Confirmation bias
	The tendency to seek out information that reaffirms past choices and to discount information that contradicts past judgements

	Availability bias
	The tendency for people to base their judgements on information that is readily available to them

	Escalation of commitment
	An increased commitment to a previous decision despite negative information

	Randomness error
	The tendency of individuals to believe that they can predict the outcome of random events

	Risk aversion
	The tendency to prefer a sure gain of a moderate amount over a riskier outcome, even if the riskier outcome might have a higher expected payoff

	Hindsight bias
	The tendency to believe falsely, after an outcome of an event is actually known, that one would have accurately predicted that outcome

	Overconfidence bias
	Overconfident about our liabilities and the abilities of others












Guest Lecture
· Helping people help themselves: application of this principle in a very particular setting

1. Responsibility-sensitive egalitarianisms (RSE)
· New, surprising, challenging set of arguments
· Egalitarian component: Society should equalize well-being for individuals that have exerted the same degree of responsibility
· Responsibility component: if differences in life situations reflect differences in factors for which individuals are to be held responsible, redistribution is undesirable 
· For which factors are individuals to be held responsible? 
· Preferences
· People have different objectives in life 
· People should have the freedom to pursue their own objectives 
· Implies responsibility: respect for human dignity and individual freedom includes respect for the consequences of one’s choices
· Control
· People don’t choose their preferences
· People should be held responsible for things that are under their control
· The problem of determinism arises
· Criticism 1  RSE is essentially back-ward looking
· True for the control approach, does not allow for regret
· Impact on future opportunities of people might be huge
· Preference approach
· Current mind-set central rather than past mind-set or preferences or visions 
· Allows for regret for past decisions after they have consciously and genuinely changed preferences 
· Allows for compassion
· Allows for a “fresh start”
· Criticism 2   evaluation from control perspective
· Initial resources: equal = OK 
· Past decisions matter: differences only due to different choices people have made during their live
· No redistribution needed

· Conclusion
· Imbalanced distribution of equivalent resources 
· Regretful are worse off than both the prudent foodies and the non-regretful
· Not optimal from a freedom perspective
2. The fleurbaey solution
· Transfer resources from the better off to the worst-off 
· Problem: who is regretful and who is not? 
· Moral hazard 

3. The health cheque solution
· Distinguish regretful and non-regretful 
· Self-identification 
· Conclusion: 
· Equality of equivalent resources : OK 
· Larger amount of equivalent resources for every population group
· Makes protective or paternalistic measure unnecessary  no waste in the system 
· Not paternalistic, real freedom 




The marketplace of perceptions (required additional reading) 
· Economic man: classical and neo-classical economics have used as a foundation of decades
· Logical
· Rational
· Self-interested
· That Weigh cost against benefits and maximize value and profit to himself
· Intelligent
· Analytic
· Selfish creature
· Perfect self-regulation
 he does not exist 
· Behavior economics: the study of how people actually make choices, which draws on insights from psychology and economics
· Young, robust, burgeoning sector and can claim Nobel prize 
· Hybrid offspring of economics and psychology
· Framing can change peoples preferences  bounded rationality
· Example with die and survive, word choice “save” & “lost”
· Big behavioral regularities that include things like imperfect self-control and social preferences, as opposed to pure selfishness
· SEED (save, earn, enjoy deposits) bank helped ordinary citizens save money, prescriptive economics
· Present and future rewards



Beyond individual responsibility for lifestyle: granting a fresh and fair start to the regretful (required additional reading)

· Forgiving policy  policy measures
· Respect individual responsibility
· Able to grant fresh starts to individuals
· Lifestyle diseases are becoming one of the major determinants of total health care costs
· Peoples aren’t fully rational and base their decisions on incomplete information
· Responsibility sensitive egalitarianism = a good society should equalize well-being for individuals that have exerted the same degree of responsibility
1. People have different objectives in life and should get the freedom to pursue their own objectives
2. Rejects this responsibility for preferences on the basis that sometimes individuals do not ‘choose’ their own preferences
· Backward looking
· Preferences can change people should get a fresh start
· Example RSE (also in guest lecture)
Conclusion
· Backward-looking can be very harsh on those who have chosen an unhealthy lifestyle in the past
· The freedom to change preferences
· Take a fresh start
· Forgiving policy is confronted with a moral hazard problem
· Health cheques have a beneficial feature and should therefore be used extensively
· Final outcome in the freedom-approach is an equal distribution on equivalent resources 
· Second best setting  moral hazard proof
· Government: help egalitarian intervention
· Protective intervention: every individual should pay a min amount of attention to his health




















Les 5: impression formation and discrimination
Class

1. Perception is the process by which individuals organize and interpret their sensory impressions in order to give meaning to their environment. 
2. Gaze tracking studies have shown that recruiters decide within 6 seconds whether a CV is globally ‘good’ or ‘bad’.
3. Heat maps of recruiters’ eye movements (in order):
a. Name
b. Current title
c. Current company
d. Start/end dates of jobs
e. Previous titles
f. Previous companies
g. Education
4. Spontaneous trait inference = judgments about a person’s personality traits that are made automatically with no conscious intent.
5. ‘Red sneakers effect’ = People who wear ‘offbeat’ clothes in a professional setting are often perceived as having higher status and possessing more competence than those who dress conventionally. 
a. Boundary condition 1: The observer has to be familiar with the context (e.g. years of experience working in a luxury boutique)  laymen believe that adhering to the dress code is better, experts the opposite.
b. Boundary condition 2: The effect only holds in a prestigious context with high standards of conduct and professionalism (e.g., a shabbily dressed professor at Harvard vs. a less prestigious college)  if you dress casually in a ‘casual’ context, you don’t seem high-status or highly competent at all. 
c. Boundary condition 3: When the behavior is interpreted as unintentional (i.e., the person is so much in the ‘out-group’ that he or she simply does not understand the dress code), the effect disappears. 
d. Boundary condition 4: Observers who, themselves, have a greater ‘need for uniqueness’ (i.e., who are nonconformists and like to wear special clothes and shoes), are more likely to attribute high status and competence to nonconforming others.
6. Self-directed identity claims reinforce how we see ourselves, typically representing ‘reminders’ of core features of our identity (for instance: a trophy, an award plaque, a button expressing support for a political candidate, posters and objects positioned towards ourselves, not necessarily towards others to see).
7. Behavioral residue refers to the physical traces left in our environment by our everyday actions (and thus, provides some ‘clues’ as to our activities and what type of people we are)—e.g. your trash can (what do you eat/drink), to-do lists, sports gear, how messy/organized are you…?
8. Evolutionary psychology = The study of the psychological adaptations of humans to the changing physical and social environment, especially of changes in brain structure, cognitive mechanisms, and behavioral differences among individuals.
9. “Impression management (IM) refers to the verbal or non-verbal behaviors individuals employ to protect their self-image and/or influence the way they are perceived by significant others” 
a. (1) Ingratiation: flattery & compliments (i.e., “sucking up”)
b. (2) Self-promotion: brag about own competence 
c. (3) Intimidation: convey power, make people fear you
d. (4) Exemplification: show how hard-working you are
e. (5) Supplication: pretend to be dumber than you are (-)
10. “Colorism”: Studies find a hiring advantage for lighter-skinned African Americans, even when the resumes of dark versus light skinned applicants were identical
11. “Skin tone memory bias”: Studies provide evidence for the subconscious bias where educated black men are remembered as having lighter skin. The implication is that successful black people are thought of as exceptions to their race rather than examples of what people within that race are capable of
12. glass ceiling = “the unseen, yet unbreachable barrier that keeps minorities and women from rising to the upper rungs of the corporate ladder, regardless of their qualifications or achievements.”
13. The legal definition, within the UK Equality Act 2010, states that sexual harassment is behavior that has the effect of violating your dignity or creating an intimidating, hostile, degrading, humiliating or offensive environment.

Textbook
chapter 5
	Perception
	A process by which individuals organize and interpret their sensory impressions to give meaning to their environment

	Attribution theory
	An attempt to explain the ways we judge people differently, depending on the meaning we attribute to a behavior, such as determining whether an individual’s behavior is internally or externally caused

	Fundamental attribution error
	The tendency to underestimate the influence of external factors and overestimate the influence of internal factors when making judgments about the behavior of others

	Self-serving bias
	The tendency for individuals to attribute their own successes to internal factors and put the blame for failures on external factors

	Selective perception
	The tendency to choose to interpret what one sees based on one’s interests, background, experience, and attitudes

	Halo effect
	The tendency to draw a positive general impression about an individual based on a single characteristic

	Horns effect
	The tendency to draw a negative general impression about an individual based on a single characteristic

	Contrast effect
	Evaluation of a person’s characteristics that is affected by comparisons with other people recently encountered who rank higher or lower on the same characteristics

	Stereotyping
	Judging someone based on one’s perception of the group to which that person belongs 

	Self-fulfilling prophecy
	A situation in which a person inaccurately perceives a second person and the resulting expectations cause the second person to behave in ways consistent with the original perception

	Decisions
	Choices made from among two or more alternatives

	Problem
	A discrepancy between the current state of affairs and some desired state



chapter 11
	Impression management (IM)
	The process by which individuals attempt to control the impressions that others form of them

	Sexual harassment
	Any unwanted activity of a sexual nature that affects an individual’s employment and creates a hostile work environment



chapter 2
	Surface-level diversity
	Differences in easily perceived characteristics, such as gender, race, ethnicity, age or disability that do not necessarily reflect the ways people think or feel but may activate certain stereotypes

	Deep-level diversity
	Differences in values, personality, and work preferences that become progressively more important for determining similarity as people get to know one another better

	Discrimination
	Noting of a difference between things; often we refer to unfair discrimination, which means making judgments about individuals based on stereotypes regarding their demographic group

	Stereotyping
	Judging someone on the basis of our perception of the group to which that person belongs

	Stereotype threat
	The degree to which we are concerned with being judged by or treated negatively based on a certain stereotype

	Biographical characteristics
	Personal characteristics, such as age gender race and length of tenure, that are objective and easily obtained form personnel records. These characteristics are representative of surface-level diversity 

	Positive diversity climate
	In an organization an environment of inclusiveness and acceptance of diversity

	Ability
	An individuals capacity to perform the various tasks in a job

	Intellectual abilities
	The capacity to do mental activities-thinking, reasoning, and problem solving

	General mental ability (GMA)
	An overall factor of intelligence, as suggested by the positive correlations among specific intellectual ability dimensions

	Physical abilities
	The capacity to do tasks that demand stamina, dexterity, strength and similar characteristics

	Diversity management
	The process and programs by which managers make everyone more aware of and sensitive to the needs and differences of others

	
	




Guest Lecture
· Meritocracy is a myth
· Social system in which “merit or talent is the basis for sorting people into positions and distributing rewards”
· Organizations do not only produce goods & services, but also inequality
· Audit studies show
· Equal skills =/= equal opportunities to get a job
· Social identities influence opportunities to be hired
 unemployment, underemployment, involuntary non-standard work of historically disadvantaged groups 
· The composition of the organization
· Negative influence of token status
· Determine culture & norms
· Define what is the normal way of working – what are seen as ‘valuable skills’
· The status of a job/occupation
· Conclusions
· Once people are employed
· Difference in career opportunities
· Difference in whether their skills are recognized
· Difference in whether they can easily fit into the culture
· Difference in whether they suffer form everyday harassment (sexual or discrimination)
· Influenced by
· Composition of the organization
· Organizational culture & practices
 we could improve this situation & have more equality on the labour market & in organizations, if we want to… 
This includes critically rethinking the current view of the “normal way of doing things”
· Structures to improve equality
· Identity-blind vs identity-conscious structures 
· Both want to ensure that best person is in the right position 
· Do so in different ways
· Identity-blind 
· Ignore group identities in HRM decisions
· identity-conscious structures   positively associated with indicators of the employment status of women and people of color in the organizations studied, governance intervention is important
· explicit attention for social identities/diversity in HR processes
· encourage & support qualified individuals of disadvantaged groups to get past existing barriers 
· Further test of identity-conscious practices
· Practices targeting managerial bias
· Targeted recruitment & training
· Programs to address social isolation
· Diversity structures  administrated bureaucratic structures
· Diversity structures improve the effectiveness of other practices
· What about positive discrimination? 
· Positive action
· Policies encouraging and supporting under-represented groups in a workplace
· Disadvantage  not specifically taken into account in decisions on selection, promotion.. 
· Remove shackles
· Positive discrimination
· Recognition that certain traits have disadvantaged a group of people independent of their will 
· Legitimate criteria for evaluating candidates in decisions
· Positive discrimination is even more unpopular than positive action
· What about positive discrimination? 
· The best candidate is not selected
· It’s not based on meritocratic principles
· It’s reverse discrimination
· Minorities might be stigmatized
· Changing organizational cultures
· The problem with organizational culture
· Reflect the historically dominant group
· Reflect their norms, practices & identities
· Supports & normalizes their way of life & way of looking at things
 a culture Is not neutral 
 while it is difficult, cultures can be changed
· Conclusions
 we could improve this situation & have more equality on the labour market & in organizations, if we want to… 
· We know what we can do to reduce inequality
· Simply believing in meritocracy will not get us there
· One of the problems: those who are in a more privileged position oppose losing this privilege
· Legislation can help us overcome this



The red sneakers effect: inferring status and competence from signals of nonconformity 
(required additional reading)
· Conformity = group acceptance and social inclusion
· Non conformity = risky/costly, leading to social disapproval, rejection and punishment
· Examines how people react to nonconforming behaviors. 
· Nonconformity = behavior or belief that is inconsistent with norms or standards
· Signaling theory  for a signal to be effective, it must be costly and observable by others. 
· Veblen’s classic theory of conspicuous consumption  individuals display status through the prominent, visible evidence of their ability to afford luxury goods. 
· Red Sneakers Effect
1. Relationship between nonconformity and status in the field 
2. Lab and field studies  explore how nonconforming behavior is perceived by others
· Research => assimilation and conformity motives can drive consumption practices and choices in the marketplace. 
· Status = higher position compared to others on some dimension and it relates to the respect one has in the eyes of others on some dimension. 
· Competence = the perceived ability to successfully pursue and perform specific tasks. 
· Idiosyncratic credits = an accumulation of positive impressions in the minds of the rest of the group

1. Nonconforming behavior can lead to greater inferences of status and competence as compared to conforming behavior
2. Positive inferences of status and competence from nonconforming behavior will be mediated by observers’ attributions of the nonconforming individual’s autonomy
3. Positive inferences of status and competence and attributions of autonomy from nonconforming behavior will be moderated by observers’ need for uniqueness; observers with high levels of need for uniqueness will infer more status, competence, and autonomy from nonconforming rather than conforming behavior as compared to observers with low levels of need for uniqueness. 
4. Nonconforming behavior will be interpreted as a positive signal of status and competence as long as the observer is familiar with the environment
5. Nonconforming behavior will lead to higher inferences of status and competence in prestigious contexts with expected norms than in less prestigious contexts
6. When a specific nonconforming behavior is perceived as unintentional, it will no longer be associated with status, competence and autonomy. 
· STUDY 1: Status inferences based on a nonconforming dress style
· STUDY 2 : Nonconformity and professional settings
· The effect of nonconforming behavior in a more professional context
· STUDY 3: Nonconformity depicted as unintentional and perceived autonomy
· 3 parts
· STUDY 4: Inferences from a nonconforming presentation style and observers’ need for uniqueness
· STUDY 5: follow-up study  increase ecological validity of our findings by employing a real-world manipulation of non conformity

· Nonconforming behavior, as a costly and visible signal, can operate similarly to conspicuous consumption and, as compared to conforming behavior, lead to inferences of enhanced status and competence in the eyes of others




The shackled runner: time to rethink positive discrimination (required additional reading)
· Central dilemma of policy making in relation to equality of opportunity
· Positive action 
· A generic term for policies aimed at encouraging and supporting under-represented groups within a workplace
· Positive discrimination  key intervention, achieving equality
· Specific recognition of certain characteristics considered to have disadvantaged a group of people through no direct fault of their own
1. Criticism 1: positive discrimination might mean that the best candidate is overlooked in favor of the candidate that meets other requirements
· Assumption of a single form of positive discrimination
· Assumption that there is an objective measure of the best candidate
· Quota-based system  make social group characteristics the most important criteria : PROBLEMATIC
· Tie-break system  equally qualified employees  selection on characteristic qualification
· Treshold system  requires candidates to achieve min qualification standards but then allows the manager to make choices in favor of candidates from disadvantage groups
2. Criticism 2: positive discrimination is not based on meritocratic principles
· 4 challenges that can be made to the veracity of statements
· It might not be in the interests of managers to ensure meritocracy due to internal politics, and might not be possible due to well known processes that influence the selection of candidates
· Superior business model that produces greater advantages of productivity and commitment
· Difficult to prove quantitatively the commercial advantages
· Contingent nature to these advantages
· Additional problem : concept of merit is not as value neutral 
· Talent and ability OR Effort and achievement
3. Criticism 3: under positive discrimination even if the minority candidate is the best one for the job, it might raise suspicion in the minds of other employees and managers that they were only appointed or promoted because they are form a particular social group
4. Criticism 4: the problem of dealing with unfair discrimination cannot be legitimately solved by reversing the discrimination 
 Conclusion: positive discrimination is necessary for transformative change













Les 6: Leadership and followership
Class
1. Leadership = “The ability to influence a group toward the achievement of a vision or a set of goals.” 
2. Trait theories = Theories that consider personal qualities and characteristics that differentiate leaders from nonleaders.
3. [image: Afbeelding met tafel

Automatisch gegenereerde beschrijving]Big Five traits (OCEAN model)
a. Openness to experience: predicts effectiveness
b. Conscientiousness: predicts organizational performance
c. Extroversion: most predictive for emergence
d. Agreeableness: not a strong predictor
e. Neuroticism: (vs. stability) not a strong predictor

4. Baseline level for a trait = habitual pattern of behavior, thought and emotion
5. Variability = the extent to which behaviors, thoughts, and emotions vary within a given person, between situations
6. Attractor strength = the swiftness with which a person is pulled back in the direction of his/her baseline once they have deviated from it 
7. Behavioral theories = Theories proposing that specific behaviors differentiate leaders from nonleaders.
8. Initiating structure: the extent to which a leader structures work (i.e., assign tasks, set performance standards, deadlines)
9. Consideration: the extent to which relationships are characterized by mutual trust and respect for employees’ ideas and feelings.
10. Contingency theories = Leadership effectiveness requires a proper match between a leader’s style of interacting with subordinates and the degree to which the situation gives control and influence to the leader
11. Leader-member relations: confidence, trust, respect employees have in/for their leader
12. Task structure: extent to which tasks are procedurized
13. Position power: degree of control the leader has over power variables (hiring, firing, promotions).
14. Situational theories = Effective leaders adapt their leadership style to their followers’ task readiness
15. Dyadic theories = As some followers form better relationships to their leaders than others (because of commitment, performance, liking, and similarity), leadership almost always creates in-groups and out-groups. 
16. Leader-Member Exchange (LMX)
a. Impossible to treat all followers the same;
b. In-group: more relationship-oriented (trust, attention, privileges, better performance ratings, rewards)
c. Out-group: more task-oriented
d. LMX forms quite early on and tends to stabilize over time
17. Authentic leadership = Focus on the moral aspects of being a leader; followers seeing leaders as ethical examples, which builds open and honest relationships between leaders and followers.
18. Authenticity: “remaining true to your own values, being yourself at all times.”
19. Behavioral integrity: “doing what you say you will do and what you want/tell others to do.”
20. Trust = The psychological state that exists when we make ourselves vulnerable to another person because we have a positive expectation, that the other will not act opportunistically. 
21. Charismatic leadership = Followers hold attributions of (heroic/extraordinary) leadership abilities of people with charisma (i.e., “a quality that sets a person apart from ordinary people and treated as endowed with exceptional, exemplary powers or qualities”).
22. Power =  The capacity of X to exert a degree of control over the behavior of Y so that Y acts in accordance with X’s wishes/demands. This is possible because Y depends on X. 
23. Coercive power: Power that rests on the leader's ability to punish or control. Followers react to this power out of fear of the negative results that might occur if they do not comply;
24. Reward power: Power to give positive benefits or rewards (which can be anything that another person values: money, favorable performance appraisals, promotions, interesting work assignments, friendly colleagues, preferred work shifts etc.);
25. Legitimate power/authority: Power a leader has as a result of his/her position (people with legitimate power are also likely to have reward and coercive power);
26. Expert power: Power that is based on (access to) expertise, special skills, and/or knowledge;
27. Referent power: Power that arises because of a person's desirable resources or personal traits. Referent power develops out of admiration of another and a desire to be like and please that person.
28. Narcissism: “A personality disorder with a long-term pattern of abnormal behavior characterized by exaggerated feelings of self-importance, excessive need for admiration, and a lack of empathy. Those affected often spend much time thinking about achieving power or success, or on their appearance. They often take advantage of the people around them. The behavior typically begins by early adulthood, and occurs across a variety of social situations.”
29. Machiavellianism: “The end justifies the means—characterized by a duplicitous (two-faced) interpersonal style, a cynical disregard for morality, a lack of empathy, and a focus on self-interest and personal gain at the expense of others. Machiavellianism is also a term that some social, forensic and personality psychologists use to describe a person's tendency to be unemotional, and therefore able to detach themselves from conventional morality and hence to deceive and manipulate others. ”
30. Psychopathy: “A personality disorder characterized by persistent antisocial behavior, impaired empathy and remorse, and bold, disinhibited, and egotistical traits:
a. Boldness: no fear (amygdala)
b. Disinhibition: no impulse control (frontal lobe)
c. Meanness: being cruel is “fun”
31. “Holacracy” = “A method of decentralized management and organizational governance, in which authority and decision-making are distributed throughout a holarchy of self-organizing teams rather than being vested in a management hierarchy”. 
a. Roles instead of job descriptions: one person can hold different roles on different projects; roles have a name, a purpose, domains to control, and accountabilities.
b. Circle structures: each circle has to self-organize to best achieve its goals.
c. Governance process: regular, collective updating of circle‘s policies (based on needs of roles, not people’s preferences); 
d. Operational process: every individual has full authority to reach goals their way. (But: weekly follow-up peer meetings with standardized steps to report back).
32. Longitudinal research: as people acquire more power (and money) over the course of their lives, they can lose contact with reality, become more reckless and impulsive, and care less about displaying competence, or rules.  

Textbook
chapter 11
	Leadership
	The ability to influence a group toward the achievement of a vision or set of goals

	Trait theories of leadership
	Theories that consider personal qualities and characteristics that differentiate leaders from nonleaders

	Behavioral theories of leadership
	Theories proposing that specific behaviors differentiate leaders from nonleaders

	Initiating structure
	The extent to which leaders define and structure their roles and those of their subordinates in pursuit of goal attainment

	Consideration
	The extent to which a leader has job relationships that are characterized by mutual trust, respect for subordinates’ ideas, and regard for their feelings

	Fiedler contingency model
	The theory that effective groups depend on a proper match between a leader’s style of interacting with subordinates and the degree to which the situation gives control and influence to the leader

	Least preferred coworker questionnaire
	An instrument that purports to measure whether a person is task- or relationship oriented

	Leader-member relations
	The degree of confidence, trust, and respect that subordinates have in their leader

	Task structure
	The degree to which job assignments are regimented

	Position power
	Influence derived from one’s formal structural position in the organization; includes the power to hire, fire, discipline, promote and give salary increases

	Situational leadership theory
	A contingency theory that focuses on followers’ readiness to accomplish a specific task

	Path goal theory
	A theory that states that it is the leader’s job to assist followers by providing the necessary resources to achieve their goals, to ensure that the path to accomplishing these goals is understandable or clear, and to reduce any roadblocks that may be making goal achievement difficult

	Leader participation model
	A leadership theory that provides a set of rules to determine the form and amount of participative decision making in different situations

	Leader member exchange theory
	A theory that suggests leaders and followers have unique relationships that vary in quality and these followers comprise ingroups and outgroups; subordinates with ingroup status will likely have higher performance ratings, less turnover, and greater job satisfaction

	Charismatic leadership theory
	A leadership theory stating that followers make attributions of heroic or extraordinary leadership abilities when they observe certain behaviors in others

	Vision
	A long-term strategy for attaining a goal or goals

	Vision statement
	A formal articulation of an organization’s vision or mission

	Transactional leaders
	Leaders who guide or motivate their followers in the direction of established goals by clarifying role and task requirements

	Contingent reward
	Contracts exchange of rewards for effort, promises rewards for good performance, recognizes accomplishments

	Management by exception (active)
	Watches and searches for deviations from rules and standards, takes corrective action

	Management by exception (passive)
	Intervenes only if standards are not met

	Laissez-faire
	Abdicates responsibilities, avoid making decisions

	Transformational leaders
	Leaders who inspire followers to transcend their own self-interests for the good of the organization

	Idealized influence
	Provides vision and sense of mission, instills pride, gains respect and trust

	Inspirational motivation
	Communicates high expectations, uses symbols to focus efforts, expresses important purposes in simple ways

	Intellectual stimulation
	Promotes intelligence, rationality, and careful problem solving

	Individualized consideration
	Gives personal attention, treats each employee individually, coaches, advises




	Full range of leadership model
	A model that depicts seven management styles on a continuum: laissez-faire, management by exception, contingent reward leadership, individualized consideration, intellectual stimulation, inspirational motivation, and idealized influence

	Authentic leaders
	Leaders who know who they are, know what they believe in and value, and act on those values and beliefs openly and candidly

	Socialized charismatic leaders
	A leadership concept stating that leaders convey values that are other-centered versus self-centered and who role-model ethical conduct

	Abusive supervision
	Supervision that is hostile both verbally and nonverbally

	Servant leadership
	A leadership style marked by going beyond the leader’s own self-interest and instead focusing on opportunities to help followers grow and develop

	Trust
	A psychological state of mutual positive expectations between people – both depend on each other and are genuinely concerned for each other’s welfare

	Trust propensity
	How likely an employee is to trust a leader

	Mentor
	A senior employee who sponsors and supports a less-experienced employee, called a protégé

	Attribution theory of leadership
	A leadership theory stating that leadership is merely an attribution that people make about other individuals

	Neutralizers
	Attributes that make it impossible for leader behavior to make any difference to follower outcomes

	Substitutes
	Attributes, such as experience and training, that can replace the need for a leader’s support or ability to create structure



Guest Lecture
· Implicit theories on leadership & followership and their relevance 
· Cognitive representation of a prototypical leader/follower, including ideal characteristics and abilities 
· Implicit theories bias the rating of actual behavior – benefit of overlap between behavior and implicit theory
· ILT = seen as more effective, liking, respect
· IFT = job satisfaction, performance, voice 
· Followership styles and their impact – group discussion & knowledge sharing
· How do you follow?
· What is your followership style? 
[image: Diagram

Description automatically generated]
· In general: use logic and relationship building


· Conclusion
· What are implicit theories? 
· Bias the rating of actual behavior – benefit of overlap between behavior and implicit theory
· Differences in evaluation reflect implicit theory more than actual behavior
· How implicit theories impact interaction between leaders & followers
· What followership is
· Different types of followership styles and their impact
· Effective upward influencing behavior





Followership theory: a review and research agenda (required additional reading)
· Without followers there is no leadership
· Willingness to defer to another in some way
· Summary
· We must focus on followers and followership
· Followership is expected to play such a crucial part in leadership
· Summary of role-based views
· In line with traditional approaches to studying leadership in the context of managers and subordinate roles
· Summary
· Role of follower is essential to leadership
· Challenges for the study of followership is semantics that emanate from reductionist logics that cause us to immediately hone in on the follower as an individual or role
· A formal theory of followership	
· Boundaries
· Followership characteristics
· Followership behaviors
· Followership outcomes
· Conclusion





Implicit theories in organizational settings: a systematic review and research agenda of implicit leadership and followership theories (required additional reading)
· Implicit theories play an important role in life
· IFT: implicit followership theory
· ILT: implicit leadership theory
· Leader images are not identical
· Men fit the leader prototype better than women
· Leadership associated with powerful and dominant
· Younger employees provide a better fit with an ideal follower than older employees














Les 7: Employee wellbeing & the future of work
Class
1. Agricultural economy: Dominant social institution = the family; Occupations were “inherited” from parents
2. Industrial revolution: Appearance of large, bureaucratic organizations
3. Globalization:
4. Local companies grew into multinationals         +. Emergence of “knowledge work”: Scientific & technical evolutions
5. “arduous” occupation (“zwaar beroep”)
6. Meanings of work
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7. Challenge stressors: Stressors associated with a high workload, pressures to complete tasks, and time urgency. 
8. Hindrance stressors: Stressors that get ‘in the way’ of us reaching our goals (e.g. bureaucracy, office politics, confusion over job responsibilities…)
9. Burnout = “A syndrome of emotional exhaustion, depersonalization, and reduced personal accomplishment, usually as a result of prolonged stress”. 
a. Exhaustion results from exposure to chronic stressors at work which causes depletion or draining of emotional resources. 
b. 
10. Prevalence: In Belgium, around 19,000 cases each year; 25% chance of burnout in career; 1% of doctor’s visits is related to burnout; 
11. Job boredom = “an unpleasant state of low (or high) arousal and dissatisfaction caused by a work situation that does not offer adequate stimulation”. 






Textbook
chapter 17
	Stress
	A psychological process in which an individual is confronted with an opportunity, demand, or resource related to what the individual desires and for which the outcome is perceived to be both uncertain and important

	Challenge stressors
	Stressors associated with workload, pressure to complete tasks and time urgency

	Hindrance stressors
	Stressors that keep you from reaching your goals, for example, red tape, office politics, and confusion over job responsibilities

	Demand
	Responsibilities, pressures, obligations and even uncertainties that individuals face in the workplace 

	Allostasis
	Working the change behavior and attitudes to find stability

	Wellness programs
	Organizationally supported programs that focus on the employee’s total physical and mental condition



chapter 3
	Attitudes
	Evaluative statements or judgements concerning objects, people, or events

	Cognitive component
	The opinion or belief segment of an attitude

	Affective component
	The emotional or feeling segment of an attitude

	Behavioral component
	An intention to behave in a certain way toward someone or something

	Cognitive dissonance
	Any incompatibility between two or more attitudes or between behavior and attitudes 

	Job satisfaction
	A positive feeling about one’s job resulting from an evaluation of its characteristics

	Job involvement
	The degree to which a person identifies with a job, actively participates in it, and considers performance important to self-worth

	Psychological empowerment
	Employees’ belief in the degree to which they affect their work environment, their competence, the meaningfulness of their job and their autonomy in their work

	Organizational commitment
	The degree to which an employee identifies with a particular organization and its goals and wishes to maintain membership in the organization

	Perceived organizational support (POS)
	The degree to which employees believe an organization values their contribution and cares about their well-being

	Power distance
	The degree to which people in a country accept that power in institutions and organizations is distributed unequally

	Employee engagement
	The degree of enthusiasm an employee feels for the job

	Core self-evaluation (CSE)
	Believing in one’s inner worth and basic competence

	Corporate social responsibility (CSR)
	An organization’s self-regulated actions to benefit society or the environment beyond what is required by law

	Exit
	Dissatisfaction expressed through behavior directed toward leaving the organization

	Voice
	Dissatisfaction expressed through active and constructive attempts to improve conditions

	Loyalty
	Dissatisfaction expressed by passively waiting for conditions to improve

	Neglect
	Dissatisfaction expressed through allowing conditions to worsen

	Counterproductive work behavior (CWB)
	Actions that actively damage the organization, including stealing, behaving aggressively toward coworkers, or being late or absent




Guest Lecture
· How do we prepare? 
· Rather than focus on finding jobs in the gaps left by machines, individuals and organizations would be smart to prepare themselves to adapt to a changing digital business environment
· Redefining work
· Redefining talent
· Matching 





Workaholism, burnout and work engagement: three of a kind or three different kinds of employee well-being (required additional reading)
Demonstrate the empirical distinctiveness of workaholism, burnout and work engagement by examining their interrelationships (internal validity) as well as their relationships with other variables (external validity). 
· WORKAHOLISM
· = the compulsion of workaholism or the uncontrollable need to work incessantly
· 2 core elements
· Working excessively hard 
· The existence of a strong, irresistible inner drive 
· Workaholic-triad : work involvement, drive and work enjoyment
· Different combinations of these three elements  six types of workaholism
· BURNOUT
· A state of mental weariness 
· Three dimensional construct 
· Exhaustion
· Cynicism
· Lack of professional efficacy
· WORK ENGAGEMENT
· An attempt to cover the entire spectrum running from employee unwell being to employee wellbeing 
· Characterized by
· Vigor
· Dedication
· Absorption
· Extern validity 
· HYPOTHESE 1: Excess working time
· They work beyond what is required
· How often do you take work home? 
· How often do you work at weekends? 
· Workaholism and engagement are positively related
· No relationship with burnout 
· HYPOTHESE 2: Job characteristics 
· Go as far as to actively create more work for themselves
· Job demands
· Job control
· Co-worker support
· Supervisor support 
· Job demands
· Workaholism and burnout are positively related 
· Engagement is unrelated
· Job resources
· Work engagement is positively related
· Burnout is negatively related 
· Workaholism is unrelated
· HYPOTHESE 3: Work outcomes 
· Workaholics are motivated by a strong inner drive rather than by external motivators
· Job satisfaction
· Organizational commitment
· Workaholism and engagement are positively related 
· Burnout is negatively related 
· HYPOTHESE 4: Quality of social relationships 
· Cost of other activities 
· Negative reactions from others outside work
· Impaired social functioning, current mental of physical condition
· Workaholism and burnout are related to poor social functioning
· Engagement is related to good social functioning 




· HYPOTHESE 5: Perceived health
· Working long hours is associated with elevated levels of strain and ill-health
· Distress
· Depression
· Anxiety
· Psychosomatic complaints 
· Health is negatively related to workaholism and burnout 
· Health Positively related to work engagement
· Internal validity
· Structural equation modeling (SEM)
· First model (M1)
· All scales that assess workaholism, burnout and work engagement load on one common factor (general well being) and the three focal concepts cannot be differentiated
· Second model (M2)
· Two negatively correlated factors that include all positively worded scales and all negatively worded scales 
· Third model (M3)
· Three correlated factors that represent workaholism, burnout and work engagement
· Results 
· Internal validity
· The goodness-of-fit of the models
· Non-normed fit index
· Comparative fit index
· Best fitting model
· Absorption not only loads on work engagement but also on workaholism
· Professional efficacy loaded on work engagement
· Errors of exhaustion and vigor and of cynicism and dedication were correlated
 more complex multi-faceted structure that differed slightly from the 	hypothesized model
· External validity
· Workaholism
· Related to excess working time, poor quality of social relations, health problems, job demands and positive work outcomes
· Burnout 
· Not related to excess working time but to impaired social functioning, health problems, job demands, lack of resources and negative work outcomes
· Work engagement
· Related to working excess time, unimpaired social functioning, health, job resources and positive work outcomes
· Implications
· Two implications for the conceptualization and measurement of employee well-being
· Burnout and engagement are constituted by two core dimensions
· Exhaustion and cynicism 
· Vigor and dedication 
· Strong case for combining work excess and drive into the concept of workaholism since both components are substantively correlated and partly overlap as far as their relationships with the five sets of variables are concerned


On the phenomenon of bullshit jobs (required additional reading)
https://www.strike.coop/bullshit-jobs/ 
· Technology has a high impact 
· Choice between less hours and more toys and pleasures 
· Bullshit jobs 
· Making up pointless jobs just for sake of keeping us all working 
· Answer isn’t economic
· Moral and political 
· Happy and productive population with free time on their hands is a mortal danger 
· The feeling that work is moral value in itself, and that anyone not willing to submit themselves to some kind of intense work discipline for most of their waking hours deserves nothing
· Hell 
· Collection of individuals who are spending the bulk of their time working on a task they don’t like and are not especially good at
· There can be no objective measure of social value 
· What about those people who are themselves convinced their jobs are meaningless 
· Profound psychological violence 
· How can one even begin to speak of dignity in labour when one secretly feels one’s job should not exist? 
· Society  general rule: the more obviously one’s work benefits other people, the less one is likely to be paid for it 
· If someone had designed a work regime perfectly suited to maintaining the power of finance capital, it’s hard to see how they could have done a better job
· Divided between 
· A terrorized stratum of the unemployed
· A larger stratum who are basically paid to do nothing, in positions designed to make them identify with the perspectives and sensibilities of the ruling class 
· The system was never consciously designed
· Trial and error
· But the only explanation for why, despite our technological capacities, we are not all working 3-4 hour days

Forget fears of automation, your job is probably bullshit anyway (required additional reading)
https://www.wired.co.uk/article/bullshit-jobs-david-graeber-review 
· many of us are working in meaningless bullshit jobs
· a bullshit job 
· = it’s a job devoid of purpose and meaning
· Take more than they give to society
· A shit job
·  = a job that can be degrading arduous and poorly compensated but which actually plays a useful role in society
· Bullshitization 
· Numerous sectors and industries 
· Centre = information work 
· As much as half of the workforce are engaged in bullshit jobs 
· Bullshit jobs = more than just wasted time, stress and unhappiness
· It is a social problem, caused by a new type of political and economic system
· Little resemblance to capitalism
· Observation that the creation of meaningless jobs is exactly what capitalism is not supposed to do 
· Perhaps parts of our economy are no longer governed by capitalism 
· Managerial feudalism
· Bullshit economy
· Open-ended contracts 
· Political 
· The ruling class to manage and control the middle and lower orders 
· It is more the result of inaction
· Failing to invest in new technologies
· Universal basic income
· Challenge stale moral assumptions 
· Psychological 
· Motivation and decision driven by maximizing output, through minimal effort 
· Find great happiness in causing predictable effects in the world but this does not have to be for a specific end 
· Find pleasure in being the cause
· Ability to influence the world is taken away
· Depression
· Aggression
· Listlessness 
· Moral confusion 
· Falseness and pretence that surrounds the charade of make-believe work



· Rights scolding
· Rapid denouncement and dismissal of these claims as over -entitled and ungrateful
· Attitude towards work have been manipulated in perverse ways
· Solutions of bullshit jobs
· Automation
· New ways of thinking about the subject 
· Faith-based belief in the beneficial effects of unadulterated freedom 
· Basic income 
· Whatever they end up doing, they will almost certainly be happier than they are now
· Bullshit the nature of work today and reveals how economies have become vast engines for producing nonsense  




AI, robotics and the impact on labour markets (required additional reading)


· The impact of AI and robotics on labour markets and jobs
· Key component
· How these technologies will affect productivity growth
· Productivity paradox 
· 2 competing effects we need to consider
· Displacement effect
· Automation can directly displace workers from performing specific tasks
· Strong for medium-skilled workers and for young cohorts 
· Productivity effect
· Expand labour demand through the efficiencies it brings to industrial production
 the result of the interplay is very hard to predict

· The variance in automatability across countries is large 
· Digitalization will affect countries and regions differently, depending on factors such as the current use of digital technology, availability of infrastructure, the skills and education level and composition of the workforce … 

1. Case study: Healthcare
2. Case study: Shoe manufacturing
3. Case study: automation and car manufacturing




· The extent of the impact on labour markets will depend on how far and how fast AI technology develops and is adopted 
·  A key factor influencing the impact of automated technologies on jobs depends on the uptake of these technologies
· Impact of automations and AI on job categories, the evidence suggests that analytical, administrative and clerical jobs with highly repetitive or rules-based tasks can be automated relatively easily 
 workers in low- and medium-skill jobs are at higher riks of losing their jobs through automation

· What specific jobs are at risk of automation?
· Office support occupations
· Customer interaction jobs
· Wide range of jobs carried out in predictable settings
 defining the occupations most at risk of automation is the necessary first step towards preparing labour markets and societies to manage the accompanying transitions 
 important to focus on the overall economic picture when assessing the labour market impact of AI and robotics. 
· Easier to predict what jobs will be destroyed than what new ones will be created 
 focus on both the destructive and creative capabilities of new technologies 
· Even when some tasks are automated, employment in the relevant occupations may not decline, rather, workers may perform new tasks

Some existing jobs will grow in number seems to make sense
· Social intelligence
· Cognitive intelligence
· Perception or manipulation

Jobs requiring coaching, caring or creativity will not be affected by artificial intelligence or extensive automation 

! just as computers created jobs within and beyond the computer industry, the current automation wave of digital transformation has started to do the same. 
This point is crucial for developing and managing the ensuing transitions appropriately
 Examples of new jobs
· Influence future labour demand
· Caring for others in ageing societies
· Improving energy efficiency
· Addressing climate challenges
· Producing goods and services for the expanding consumer class
· Investing in technology, infrastructure, and buildings
· Creation of new jobs
· Data scientist 
· Ethics officers 
Impact on specific groups 
· More effect on young people and women 
· More likely to result in young unemployment than in early retirements
· Women are more likely to be employed in jobs facing high risks of automation
· Women are under-represented in key growth areas such as jobs requiring STEM knowledge and skills 
Impact on productivity and wages
· Will affect productivity growth
· AI diffusion gap
· Productivity growth is also limited by the availability of digital infrastructure
· Most consumer-based technological inventions have now reached a peak
· The impact of AI on productivity is extremely important because of how it affects labour markets 
· Strong productivity growth means better wages and the promise of quality jobs 
· The impact on wages of the spread of AI in the economy is hard to predict
· Will depend on many factors 
· History suggests that technological developments bring higher productivity and better living standards in the long run
Impact of AI on growth and job creation
· Depends on many factors 
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