PSYCHOLOGICAL PROCESSES IN THE WORK CONTEXT

IOP 101-M  (22 JULY 2006)

Figure 1: Systems Model for studying psychological processes in the work context (from IOP 101-M study guide. p. iv)
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Historical Background

General psychology

· Wilhelm Wundt (“father of psychology”) – first psychological laboratory founded in Leipzig, Germany in 1879.

· 19th Century - psychology viewed more as a natural science (observation and experimentation)

Industrial psychology

· Industrial psychology is the study of the behaviour of people in the workplace. 

· Focus on individual differences in the work context and the measurement of such differences.

Major contributions:

1. Frederick W Taylor (Taylorism)

· Man viewed as a rational-economic being
· Mechanistic approach 

2. WWI (1914-1918) & WWII (1939-1945)

· Screening and selecting of Army recruits 

3. Hawthorne studies (1924)

· Humanistic approach 

SA Today:

Two bodies that regulate the field of psychology

· Psychological Society of South Africa (PsySSA)

· Professional Board for Psychology under the auspices of the HPCSA

· Sets requirements for professional training and conduct

Schools of thought:

Different theoretical and methodological propositions / assumptions for studying human behaviour

Structuralism

Theorists

· Wilhelm Wundt

· Edward Bradford Titchener

Focus

· Consciousness

· Structural elements that underlie direct conscious experience 
Methodology

· Introspection (self-observation)
Functionalism

Theorists & Focus

· Functioning of the psyche (mind) 

· Charles Darwin

· Individual differences through natural selection

· Adaptation to environment 

· Sir Francis Galton

· Role of genetics 

Methodology

· Animal experiments to understand human behaviour
· Used tests and questionnaires to ascertain the functioning of the mind

Behaviourism

Theorists and Focus

· John B Watson - 

· Behaviour could be predetermined by controlling certain environmental factors and measuring observable behaviour

· Stimulus-response relationship

· Neo-behaviourists (Tolman, Guthrie, Hull and Skinner)
· Stimulus –organism – response approach

Methodology
· Study of observable behaviour by influencing and controlling stimulus-response relationships

Gestalt Psychology (“form / configuration”)

Theorists

· Max Wertheimer; Kurt Koffka; Wolfgang Köhler

Focus

· Wholeness of experience 
· Re-organisation of stimulus field into a meaningful whole

· Phi phenomenon
· Chimpanzee problem solving study 
Method

· Experimentation to interpret the whole of the individual’s experience

Psychoanalytical school

Theorist

· Sigmund Freud

Focus

· All behaviour has a psychic content of unconscious origin that motivates behaviour

· Id, ego and superego

· Childhood experiences
Method:
· Clinical observation (“one-on-one”)

· One can gain access to the unconscious through analysis of dreams, hypnosis and free association (“talking therapy”)

Humanism / Phenomenological perspective

Theorists
· Edmund Husserl

· Victor E Frankl (1984) Man’s search for meaning.  London: Pocket Books

Focus
· Wholeness of the person and personal experience 

· Free will  (individuality and freedom)
· Self-actualisation – drive to find meaning in life

Methodology
· Reduction of experiences into essential, relevant here and now experiences (eidetic reduction)

· Contextual and introspective

Cognitive psychology

Theorists

· Herbert Simon & Noam Chomsky

Focus
· Attempted to understand how humans processed and organised information in the mind

· Mind seen as similar to a computer’s information processor that can actively process and integrate inputs (input-output processes)

· Accepts that inputs and outputs are variable and changeable and influenced by situational factors (such as motivation)

Methodology
· Analysis of information processing by way of experimentation


Metapsychology

· Not adhering rigidly to one or other school of thought

· Taking a more integrative approach
· Combining concepts and methods from different schools of thought to better explain psychological functioning in the work context more holistically
· Placing of psychological factors into physical, social and cultural context

Metapsychology (continued)


Focus on behaviour


Functionalism

Behaviourism

Focus on conscious processes

Structuralism

Gestalt psychology

Humanism / phenomenology

Cognitive psychology

Focus on unconscious processes


Psychoanalysis

Figure 2:  Schools of thought (overview)  (from Bergh, Z.C. & Theron, A.L. (2001) Psychology in the work context.  Cape Town: Oxford University Press.  p. 14)

Applied Fields of Industrial Psychology

	FIELD
	DEFINITION

	1. Research    

         methodology
	· Application of scientific methods such as testing and statistical evaluation of data to describe, explain and understand phenomena

	2. Personnel  

     psychology
	· Human resources management

· Recruitment, selection, placement 

· Training (skill development)

· Aim to achieve a fit between employee characteristics and job and organisational environment

	3. Organisational 

     psychology
	· Investigate the structure and dynamics of organisations

· Maintenance of job satisfaction, productivity and organisational efficiency in a changing world

	4. Occupational  

     psychology
	· Career and organisational choices

· Career planning and counselling

· Performance management (skills development)

	    5.  Ergonomics
	· Understanding human performance in “man-machine” systems

· Adapting and improving work environments (job and equipment) to accommodate human abilities and limitations

· Aim to ensure physical and psychological wellbeing 

	6.  Consumer 

     psychology
	· Analysing and understanding the process consumer engage in when searching for, using and evaluating products (decision-making and motivation)

· Facilitates communication between producers and consumers (advertising)

	7.  Labour 

     relations
	· Problems between employers and employees 

· Issues handled and presented by labour unions

· May involve conflict and negotiation

	8. Occupational  

     mental health
	· Concerns the wellbeing and adjustment of employee into the work context

· Focus on psychological conditions that may influence optimal functioning of employee in his/her work roles

· Evaluation and management of psychological health


In Summary:

Self-Assessment Exercises:  

· Activity 1.4 in Study unit 1

· Assessment 1.5 in Textbook
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METHODOLOGY (Study Unit 2)

Goal of research in psychology:

· Systematic rules of inquiry 

· Verify and develop theories 

How do we gain knowledge in everyday life?

· Personal experience

· Reliable sources / authority figures

· Untested logical reasoning

· Intuition

· Superstition / custom

BUT scientific method (OBJECTIVE)

· free from personal convictions, perceptions, bias, values, attitudes and emotions 

Characteristics of the scientific approach

· Empirical thought
· Verification and objectivity
· Testability
· Logical thought and argumentation
· Deduction – make specific conclusions from general principles / theories
· Induction – make general rules from specific principles 
Relevant Concepts:

Variables:
· Independent variable – variable that is controlled by the researcher 

· Dependent variable – observed outcome/result of the effect / influence of the independent variable (usually some aspect of behaviour / attitudes)

· Intervening variable – extraneous variable (not controlled by the researcher) which could influence the relationship between the independent and dependent variable

· Discrete variable - variable can assume only a limited number of values (only whole numbers)

· Continuous variable – variable can assume any value (including decimals)

Research strategies & design

· Experimental research – laboratory research done in contrived / unnatural settings 

· Field research – preferred in the work context as it is undertaken in natural settings such as factory / office

· Action research – related to field research and involves researchers and participants in obtaining information in the workplace.  

· Survey designs – researchers use interviews / questionnaires to determine feelings, attitudes (climate surveys)

· Quantitative and Qualitative research
Methods of data collection

· Natural observation

· Interviews

· Archival sources

· Physiological measurement

· Psychological tests

· Personality

· Cognitive / mental abilities

· Values, interests, attitudes

· Aptitude and Environmental fit (career counselling)

THE RESEARCH PROCESS

Step 1:
Define the problem

Step 2:
Identify the variables

Step 3:
Review existing literature (theory and research results)

Step 4:
State the hypothesis

Step 5:
Decide on research design

Step 6:
Decide on methods of data collection

Step 7:
Decide on levels of measurement

Step 8:
Analyse data









Step 9:
Write up results in report / journal article

RESEARCH AND ASSESSMENT EFFICIENCY:

SOURCES OF ERROR

· Errors make it difficult to determine the statistical significance of the findings
Ways to ensure effectiveness of measurements:

· Reliability – refers to the consistency of measurement.  
· Validity – implies that the research is measuring what it is supposed to measure (usefulness of scores).
· Correlation coefficients (r) – are used to express the reliability (>0,70) and validity (>0,35) of measurements by looking at the magnitude of 

Specific Measurement Errors:

1. Errors in research design

2. Administration and Scoring Errors

3. Errors by researchers and assessors

· Halo effect 
· Context effects 
· Central tendency 

· Order effect 
· Negative information 

· Rating 
Ethical and Social Issues in Research and Assessment 

 (Textbook - Self study)
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Study Unit 3

BIOLOGICAL BASIS OF BEHAVIOUR

GENETICS

Involves the reproduction and division of cells/systems.

Cells (foundations of development)
· Building blocks of human organs 

· Cell division is known as mitosis –sustain growth and maintain the organism 
Meiosis

· Cell division - occurs in the germ cells to produce ova and spermatozoa to assist in reproduction
DNA (genes)

· Genetic origin of all life (control cell functioning and heredity)
· DNA molecules combine to form chromosomes.
· Each human cell has 46 chromosomes (23 pairs)
GENETIC DETERMINATION

Twins

· Identical / Monozygotic twins (zygote divides through mitosis)

· Non-identical / dizygotic twins (two ova fertilised by different sperm at about the same time)

Dominance and recessiveness

· Dominant genes manifest themselves in observable characteristics

· Recessive genes only manifest themselves in observable characteristics if two identical genes are derived from both parents respectively (Eg. blue eyes, blonde, red or straight hair, albinism, baldness)

Sex determination

· Sex is determined by only one pair of the 23 pairs of germ cells

· Female: XX

Male: XY

Genotypes and Phenotypes

· Genotypes refer to a person’s genetic constitution (predisposition)

· Phenotypes refer to manifested characteristics such as observable physical attributes and psychological traits (influenced by environmental stimulation, dominance of a gene and multiple determinism)

Multiple determinism (polygenic heredity)

· The combined influence of various genes, which make up human characteristics such as personality traits, temperament and intelligence.

THE NERVOUS SYSTEM

Neurons

· A cell which conducts electric neural impulses from one part of the body to another

· Made up of dendrites (branch like fibres which receive impulses) and axons (fibres which transmit impulses) and communicate with other neurons and organs at junctures called synapses

· Impulse conduction is one directional 
Synapse

· Sensory paths (senses: vision, hearing, touch)

· Motor paths (muscles, glands: movement, talking, writing)

· Neurotransmitters (chemicals) released when neurons transmit impulses and will either:

· Activate / inhibit neurons

The central nervous system

· The brain & spinal cord (p. 53 Textbook) 

	Cerebral cortex
	· Deals with sensory, motor and cognitive attributes

· Centre for information integration

· Assigns meaning to behaviour by means of higher brain processes

	Cerebral hemispheres

(p. 54 Textbook) 
	· Left hemisphere control language, logical thinking, analytical and mathematical tasks

· Right hemisphere controls spatial visualisation, imagination, intuition, musical and artistic activities

	Cortical areas
	· Frontal cortex – planning, perseverance and motor behaviour and purposiveness

· Parietal cortex – controls speech and tactual perception

· Occipital cortex – controls visual perception

· Temporal lobe – controls hearing and visual perception, appears to have a memory function as well

	Thalamus
	· Relays sensory impulses to the cortex (sleep & wakefulness)

	Hypothalamus
	· Controls unconscious activities of lungs, heart, digestive tract and excretory system

	Limbic system
	· Electric stimulation triggers emotional responses (excitement, anger, passivity)

	Reticular activating system
	· Co-ordinating function to bring the entire body into a state of alertness and readiness

	Medulla oblongata
	· Controls vital functioning such as respiration and blood pressure

	Cerebellum
	· Co-ordinates muscle activity, muscle tone and balance

	Spinal cord
	· Connects many of the nerves that make up the peripheral nervous system to the brain

· Regulates reflex behaviour 


The peripheral nervous system

The autonomic nervous system

· Sympathetic system

· Activates organs in the body (getting tense / excited) 

· Parasympathetic system

· Inhibits organs (being tranquil, achieving low drive)

· Both systems act to maintain equilibrium (homeostasis) in the body

The somatic nervous system

· Connected with receptors in the skin, inner tissue, joints and skeletal muscles
· Controlled by the central nervous system to maintain and produce changes in posture
THE MUSCLE SYSTEM

· Dynamic muscular activity comprises a rhythmic succession of muscular movement through alternating contraction and relaxation

· Static muscular activity refer to prolonged periods of contraction (static / fixed position)

JOB DESIGN

· Job design must take muscle activity into consideration

· Aim:  Ensure optimal utilisation of human ability 

whilst allowing for limitations and weaknesses

· Ergonomic principles
· Body posture
· Fixed positions; improper posture; “overuse” disorders

· Body size

· Repetitive strain

· Overuse of certain body elements such as in hand-wrist-forearm-shoulder-neck areas
· EG: typists (carpal tunnel syndrome)
· Ergonomic recommendations (p.60 Textbook)

· Sensory aspects (lighting; equip. within reach)

· Comfort (seating, space for movement; avoid extended periods of immobility; avoid strain)

· Workload (rest periods)

Study Unit 4

HUMAN DEVELOPMENT

Human development concerns age-related and sequential changes from birth to death due to genetic and learning influences

· Maturation – changes due to genetic factors

· Ageing  - chronological increase in years (biological and physical change)

CHARACTERISTICS OF HUMAN DEVELOPMENT

· Hierarchical evolution of phases

· Differentiation from general to specific

· Increased complexity

· Predictability

DOMAINS OF HUMAN DEVELOPMENT

(p. 68-73 Textbook )

· Physical / Biological
· Cognitive development

· Psychosocial development

CRITICAL PERIODS IN HUMAN DEVELOPMENT

· A critical period is a particular point in time when environmental factors will have a positive / negative impact on development (deprivation vs. maternal love in first year of life)

FIRST FIVE / SIX YEARS 

Bowlby & Ainsworth

· Insecure vs. secure attachment

Freud

· Psychosexual stages of personality development

· Fixation 

ERIKSON’S LIFE SPAN DEVELOPENT THEORY

· Psychological development is a process through eight life stages

· Conflicts in each stage have to been resolved to obtain ego-identity
	CONFLICT
	DESCRIPTION

	1. Trust vs. Mistrust

(First year)


	· During infancy trust is a result of satisfactory maternal care (feeling secure and accepted)

· Mistrust is a manifestation of rejection (suspicious of people; “eternal critic”)

	2.   Autonomy vs. Shame/Doubt

(2-3 years)


	· Maturation of physical functions creates a feeling of self-esteem and pride (independence and self motivation acquired)

· Problems in this area create feelings of inadequacy and self-doubt (individual may avoid success later in life)

	Initiative vs. Guilt

(4-5 years)


	· Children learn initiative by sharing responsibilities and exploring their environment

· If children fail to develop initiative and are constantly criticised they will avoid responsibility (may lead to hypochondria)



	Industry vs. Inferiority 

(6-11 years)


	· School attending children acquire qualities like perseverance and accomplishments (become productive and useful in society)

· Negative assessments by others results in inferiority complexes which may cause learned helplessness (low achievement motivation, avoids competition)

	Identity vs. Role confusion

(12 – 18 years)


	· Teenagers test their identities by belonging to groups
· If they feel they do not have the same identity as others, they become confused about their roles in lives (may experience mid-life crisis later in life)

	Intimacy vs. Isolation

(Early Adulthood)


	· Young adults share their identity with other through affiliation and friendship (human relations involvement) and have ability to commit to intimate relationships

· Lack of intimacy results in feelings of isolation (alienation)



	Generativity vs. Stagnation

(Adulthood)
	· During life, adults have a feeling of being needed in relationships (creative self-actualising)

· Lack of self-fulfilment leads to stagnation (no growth)

	Ego-identity vs. Despair

(Ageing / Maturity)
	· If conflicts in previous phases have been resolved, the aged person accepts past life-cycle with a sense of order and meaning (ready for retirement phase)

· Despair is manifested by a feeling that life is too short (fears the future and cannot disengage from job)


CAREER DEVELOPMENT

· Career maturity enables people to cope with developmental tasks at each life stage.

· The establishment of career concepts in childhood are important for adult career transitions

· It is progressive development and learning of work competencies and attitudes which forms part of general development

· Stages over lifespan (may overlap)

Super & Havighurst ‘s Career Stages & Tasks (p. 80 Textbook)

	AGE & LIFE PHASE
	TASKS & TRANSITIONS

	Early Growth Phase

(0 – 14 years)
	· Fantasise about career would like to do as an adult

· Influenced through parents, school, play and media

	Exploration / Preparation Phase

(15 – 24 years)


	· Develop and test attributes

· Influenced by school activities, choice of subjects, vacation work, specialised study, preparation for first jobs, preparing for family responsibilities

	Establishment / Entry Phase

(25 – 44 years)


	· First jobs, encountering changes, moving ahead, family responsibilities and establishing role in society

	Maintenance Phase

(45 – 65 years)
	· Making progress, holding jobs, providing for your family, maintaining societal roles

· Preparing for retirement

	Decline Phase

(65 + years)


	· Finally retiring

· Ceases work, contemplates life
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LEARNING (Study Unit 4; Chapter 5 in Textbook)

What is learning?
· Change in behaviour and transfer to other situations 

The Learning Process
Classical conditioning

· Learning through the association of stimuli and resulting responses.

· Pavlov’s conditioned reflex 
Operant or Instrumental conditioning

· Learning process is controlled in order to get meaningful results
· Individual’s learn to gain control over their environment by giving appropriate response 
· Acquisition of responses depend on the type of reinforcement schedules

Schedule




Description




Cognitive Learning
· Cognitive map

Social Learning (observational learning)

· Attention

· Retention

· Behavioural reproduction

THE ADULT LEARNER
Model for Adult learning principles:

· Learner’s are self-directing
· The experience of the learner (cognitive map)

· Motivation to learn

LEARNING IN THE WORK CONTEXT

THE TRAINING PROCESS (p. 95 diagram)

· Phases:

· Assessment of Training needs (Needs Analysis) & Development of Training Objectives

· Training-Development

· Evaluation

1.
Needs Analysis Phase

Information needed to design entire programme

· Organisational analysis

· Task analysis

· To determine the knowledge, skills, abilities (KSA’s) necessary to perform effectively in the job
· Steps:

· Task analysis

· Compiling a job description 
· Task specification

· Compiling job specification
· Person analysis

· Determines level of performance
· Helps determine target group of the training 

2.
Specifying Learning Outcomes Phase

· Intellectual skills

· Interpersonal skills

· Cognitive strategies

· Motor skills

· Attitudes

3.
Training & Development Phase

Principles of Learning

Knowledge of these principles will assist in the acquisition of KSA during training and enhance transfer of training:

· Trainee readiness
· Distribution of practice
· Knowledge of results
· Whole vs Part learning
Transfer of Training

· Transfer of learning is positive when what is learned in training improves performance in the workplace

· Need similarity between stimuli in the learning situation and stimuli in the work situation

Training techniques

· The lecture

· Audio-visual aids

· Computer assisted instruction 

· Simulation / Role playing 

· Case Studies

· Business Games

· In-basket techniques (work samples)

· Sensitivity training

4.
Evaluation Phase

· Reactions of participants (survey)

· Learning (paper and pencil test) 

· Behaviour changes (role play)

· Results (increase in work performance, labour turnover, absenteeism and reduction in costs)

· Feedback to Needs Analysis & Learning Outcomes

PERCEPTION (Study Unit 5 & Chapter 6 of textbook)

What is perception?

· Is a selective process by which we interpret and give meaning to external factors (personal experience)

· Perception is not possible without sensation

Application in the Work Context:

· Job design 

· Product design & Consumer behaviour 

Psychophysics:  Basic concepts and Issues

Study of how physical stimuli are translated into psychological experiences.

· Thresholds

· The weakest detectable stimulus for any sense 
· Just-noticeable difference (JND)

· The smallest difference in the amount of stimulation between stimuli which our senses can discern

· Weber’s law – “the size of a JND is a constant proportion of the size of the initial stimulus”

· As stimuli increase in size, so the JND becomes larger

· Signal detection theory
· The detection of stimuli involves not only sensory processes, but also higher mental processes and decision making

· Sensory adaptation
· Steady reduction in sensitivity to prolonged stimulation

· Is automatic and informs us of environmental changes that may signal threats / unpleasantness

Types of Perception:

· Subliminal perception

· Involves sensing of stimuli which is not within a person’s conscious awareness 
· Extrasensory perception (ESP/PSI)

· ESP is a person’s “sixth sense” which is perceived without a basis in sensation
· Illusion

· An optical illusion involves an apparently inexplicable discrepancy between the appearance of a stimulus and its physical reality
· Illusions due to distortions of physical processes
· Mirages
· Illusions relation to cognitive processes
· Illusions of size & shape 

Perception:  Laws & Principles

The Focus of Attention:

· Selective attention

· We focus on a small portion of stimuli available, while ignoring other aspects
· Allows us to maximise information gained from object of focus, while reducing sensory influence
·  “Stroop effect”

· Perception sometimes renders us incapable of ignoring information

The cat sat on the mat


RED


Shape Perception

Two important aspects:

· Organisation
· According to the gestalt approach we perceive objects as well-organised, whole structures, instead of separate, isolated parts

· Various law of grouping influence perception (p. 110 of textbook)

· Proximity, similarity, continuity, closure, simplicity

· Pattern recognition

· Ability to perceive and recognise objects
· Form of problem-solving, involves two simultaneous mental processes 
· Bottom up processes
· Top down processes
Depth & Distance Perception

(p. 111 of textbook)

No single explanation for depth, distance, height and width perception as we use many cues:

· Monocular cues 
· Binocular cues 
Perception of Movement

· Induced movement

· Apparent movement / Phi phenomenon

Perceptual constancy

· Refers to the tendency for qualities of objects (size, shape and colour) to seen to appear the same, despite changes in the way we view the object

Factors Influencing Perception

(p. 114 textbook)






INTERPERSONAL PERCEPTION

When we interact with others we engage in a process of impression forming & ascribing causal attributions to people’s behaviour

1.
Impression formation

· Shortcuts used to judge others and form impressions 

	Schema
	Generalised idea about a frequently encountered object, event or person          (influences what you perceive and remember)

	Primary effect
	Earlier or more recent information considered to be more important than subsequent information obtained

	Negativity bias
	Impression we have more strongly influenced by negative rather than positive traits

	Effects of physical appearance
	Desirable characteristics often ascribed to “attractive” people

	Stereotypes
	Impression formed based on person’s membership to a group (ignore diversity and may form inaccurate perceptions)

	Halo effect
	General impressions based on a single characteristic of the person

	Contrast effect
	Evaluate someone in comparison to others not in isolation

	Projection
	Tendency to attribute one’s own characteristics to other people

	In-group / Out-group dynamics
	Tendency to see people differently depending on whether they are in /out

	Selectivity in person perception
	When forming impressions we do so selectively by using our own schema, interests and attitudes.  


2.
Attribution Theory

· Developed to analyse the way we go about judging the causes of behaviour

· When trying to understand others we attribute their behaviour either to:

· Internal factors within the person

· External factors outside the person (surrounding circumstances)

· We arrive at causal attributions by asking three questions:

· Consensus

· Distinctiveness 

· Consistency 

· Attribution errors / bias
· Fundamental attribution error 

· Actor-Observer effect 

· Blaming the victim 
· Self-serving bias 

3.
Prejudice and Discrimination

· Negative attributes held toward members of a group

· Three components:

· Beliefs (“Afrikaners are conservative”

· Emotions (“I despise men”)

· Behavioural dispositions (“I would not appoint a woman”)

· Prejudice can lead to discrimination which involves unfair behaviour toward members of a social group

· Development of prejudice
· Direct inter-group conflict

· Authoritarian personality (power and aggression)

· Socio-cultural learning (socialisation)

· Cognitive processes (labelling)

· Reducing prejudice and discrimination
· Education

· Inter-group contact

· Legislation

COGNITION (Study Unit 5 & Chapter 7 of textbook)
· Involves thinking and problem-solving

Components of Thinking

1.
Mental imagery

· Representations of aspects which are not physically present 

· Assists one in forming cognitive maps / mental images of one’s environment

2.
Concept

· Mental category of ideas, events and objects that share the same properties 

· Through conceptual grouping we use concepts to group similar items together – this simplifies our lives 

· Concepts can be built around a prototype 

· A prototype exhibits the typical features of a particular concept 

· Schema assists in organisation of concepts

· Scripts deal with expected sequences of events and actions

3.
Problem solving

· Problem solving is aimed at finding ways to reach goals

· Stages:
· Preparation 

· Incubation 

· Illumination 

· Verification 

· Problem solving strategies
· Trial and error methods 

· Algorithms 

· Heuristics 

· Means-end-analysis 

· Analogy 

· Barriers to problem-solving
· Functional fixedness 

· Mental set 
REASONING

· Refers to thinking for the purpose of making decisions, forming judgements, solving problems and drawing conclusions

· Types of reasoning:

· Formal reasoning (syllogistic reasoning)

· Conclusions based on two propositions / premises
· Everyday reasoning

· Includes planning, making commitments and evaluating arguments
· Sources of Error in Reasoning

· Confirmation bias 

· Oversight bias 

· Hindsight effect
DECISION MAKING

· Decision making requires us to make a choice about the likelihood of uncertain events

· It requires that we combine, manipulate and transform our stored information

· Sometimes we do not use step-by –step procedures to make decisions we rather use heuristics (strategies which are likely to produce the correct solution)
Three types of heuristics:

· Availability 

· Representativeness 

· Anchoring and Adjustment 

Decision Frames

· When people are influenced by the wording of a question, they may underestimate the importance of other relevant information

LANGUAGE AND THOUGHT

· Although we cannot be sure of the nature of the relationship between thought and language they are intrinsically related

· Thought and language are integrated processes monitored by megacognition.

· Megacognition is our capacity to monitor our own thoughts 
· Various theories on the relationship between thought and language (self-study p. 132-133 of the textbook)

MEMORY & FORGETTING 

· Memory is the ability to store and recall observations and sensations

· Stages are sensory memory, ST memory and LT memory

(Self-study p. 133-137)

INTELLIGENCE (Read p. 137-145 in the textbook)

· Although there are many definitions of intelligence, no definition is generally accepted
· Amongst theorists there is agreement that intelligence is the general and specific abilities which enable people to adjust to their environment
Definitions of Intelligence

1.
Functional definitions

· Focus on observably intelligent and effective behaviour rather than just regarding it as a an inherent quality

· Influenced by environment 

· Measure potential (LPCAT)

· Intelligence seen as:

· Ability to learn new information

· Ability to learn from experience 

· Ability to adapt to one’s environment

· Ability to act practically and in a socially correct manner

· Intelligence is measured in terms of one’s:

· Ability to learn

· Differences in adjustment

· More holistic approach

2.
Structural Approach

· Focuses on the elements of intelligence

· Sees intelligence consisting of general ability and specific abilities

· Thus intelligence measured in terms of the sum of one’s specific abilities

· Types of specific abilities:

· Spatial visualisation

· Numerical ability

· Perceptual speed

· Verbal comprehension

· Word fluency

· Memory

· Reasoning

3.
Pragmatic Approach

· Concerned with the design and use of various ability tests (psychometrics)

· Performance on these test seen as a measure of intelligence

· Thus intelligence is a measurement concept

Levels of Intelligence

· Mental age (MA) is the level of intellectual development achieved by a person in terms of chronological (real) age (CA)

· Intelligence Quotient (IQ) expressed as a ratio between MA and CA in the formula:

MA/CA  x  100/1 

(See p. 143 for calculations)

· Mental retardation:
IQ of 70 or below

· “Normal” range:

± 90 to ± 110/130

· Genius:



130-140 Plus

· Level of intelligence influenced by:

· Level of education and training

· Environmental deprivation

· Heredity / chromosome deviations

Other forms of Intelligence

· Creativity

· Involves the finding of a solution to a task which is both unusual and useful
· Creative people use divergent thinking which is fresh / unconventional
· Creativity is related to high intelligence but this is not the only criterion for creativity
· Emotional Intelligence

How emotions and interpersonal relationships are managed and its influence on cognitive processes

PSYCHOLOGICAL PROCESSES IN THE WORK CONTEXT
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MOTIVATION  (Study Unit 6; Textbook Ch 8)

WHY STUDY MOTIVATION IN THE WORK CONTEXT?

· Motivation plays a central role in shaping behaviour and is one of many variables that will influence performance.

· Organisations often fail to understand the importance of motivation.

· Need to educate top management, HR staff and line managers to:

· understand what motivates; and

· be actively involved in motivating 

DEFINITION:

· Motivation involves purposeful and directional behaviour. 

· Certain factors (internal and external) will activate behaviour and influence the direction, strength and sustained effort of the behaviour.

· Motivation is aimed at achieving 

· psychological balance 

· Law of effect (Thorndike)

· Homeostasis (Cannon)

· psychological renewal        






· Motivates different states of equilibrium 

WHAT MOTIVATES BEHAVIOUR?

A:
EXTERNAL ACTIVATORS (Activity 6.1 p 68 of SG)

Factors in the environment that play a part in motivation:

1.
REINFORCEMENT

· Behaviour acquired because it is reinforced by reward.

· Behaviour inhibited because it is reinforced by punishment

In the context of motivation, reinforcement involves a learning process in acquiring purposive behaviour.

(a)
Positive motivation

Emphasis on rewarding correct behaviour.

Methods:

· Allowing employees to engage in more challenging tasks and offering constructive guidance (reinforcement) on how to handle challenges.
· Premack Principle  -  Employees allotted more desirable task activities as reward for performing less desirable activities
· Helping individuals to set new goals

(b)
Negative motivation
Emphasis on punishing incorrect behaviour, which is not conducive to effective performance.

Limitations of Negative motivation:

· Although negative motivation can be effective in learning avoidance behaviours it has limitations, because the motivational objective of activating purposive behaviour is not considered (not constructive).

· Negative motivation can have undesirable effects:

· Avoiding the person who implemented punishment instead of the behaviour (passive aggression)

· Engaging in hostile / childish behaviour as a result of the rebuke

· May instigate fear which then reduces willingness to accept new ideas

Value:

· Reinforcement has value for predicting the perseverance of effort and quality and quantity of work

· BUT it does not contribute adequately to explaining reasons for staff turnover or how job satisfaction is involved in employee motivation.

2.
JOB CONTENT

· Although job content has been associated with internal motivation, it can also be seen as an external motivator

· Involves the structure or design of the work (components and requirements of the job itself) which can be described in objective terms but have an effect on the internal motivation of the person doing the job.

HERZBERG’S MOTIVATION / HYGIENE THEORY 

(TWO FACTOR THEORY):

· Herzberg felt that one should not look at satisfaction and dissatisfaction on one continuum.

· They were each influenced by different factors.


  Satisfaction





      No satisfaction

Factors in work (job content) about which felt positive and contribute to job satisfaction:

· Responsibility

· Achievement (promotion opportunities)

· Recognition

· Growth


    No dissatisfaction




   Dissatisfaction

Factors external to the individual about which felt negative:

· Physical working conditions (decrepit equipment)

· Company policy (promotion linked to tenure)

· Salary

· Supervision

· Relationships with co-workers

Value of Theory:

· Mixed views on its validity but still popular appeal

· May assist in designing jobs vertically (increasing responsibility in planning and controlling work)

3.
JOB DESIGN

Three procedures aimed at facilitating employee motivation:

(a)
Job rotation

· Periodically shift employees from one job to another, which is at the same level.

· Assumed employees need change to broaden interest and capabilities

· Benefits:

· Increase individual’s skills base

· Assist organisations in keeping production costs up when high absenteeism rates

· Beware of individual differences:

· May be de-motivating if want to specialise in field

(b)
Job enlargement

· Providing a variety of tasks within the job (horizontal expansion). 

· Assumed employees need change from routine and monotony.

· Need to revise constantly to keep it motivating.

· Beware of individual differences:

· May see it as an increase in workload with little additional interest / challenge

(c)
Job enrichment

· Addition of more complex tasks (vertical expansion)

· Assumes employees need responsibility, independence, autonomy and complexity.

· Although enrichment shown to reduce absenteeism and staff turnover and increase job satisfaction, it has not been linked to increased productivity. 

Job Characteristics Model (Hackman & Oldham)

· Takes into consideration individual differences with regards to the motivational effects of job design

· Five basic characteristics of a job that are likely to improve its motivating effects:

· Skill variety 

· Task identity 
· Task significance 
· Autonomy
· Feedback
· The extent to which these characteristics are significant to employees depends on whether they are motivated toward psychological growth or not.

INTERNAL ACTIVATORS

Psychological processes within the individual that influence motivation.

1.
SELF-ACTUALISATION

· Is an inner-directed process by which individuals express and fulfil their inner self.

· Involves achieving inner balance, maximising one’s potential to achieve the best of one’s capabilities.

CARL RODGERS:

· Described self-actualised person as a fully functioning human being who strives for optimal adjustment and growth.


VICTOR FRANKL

· Emphasised the human’s need to find meaning in life, which would then give rise to self-actualisation.

· Will to meaning is personal and unique to each person.

· Finding meaning facilitated by actualising three types of values:

· Creative values 

· Experimental values 

· Attitudinal values 

ABRAHAM MASLOW
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See:  Figure 8.1 p153 of Textbook

· Maslow regarded self-actualisation as a motivational level at which individuals develop their individuality in a unique way and according to their own styles.

· Referred to self-actualisation as being needs where one needed and valued the following:

· Goodness, truth, unity, beauty, elegance, playfulness, awareness of life and meaningfulness

· Maslow characterised self-actualised people by specific attributes like for example:

· Autonomy / independence

· Democratic orientation

· Connectedness with people

· Wonderment / appreciation

2.
FUNCTIONAL AUTONOMY


GORDON W. ALLPORT

· Motivation closely related to the transformation of motives

· As one matures the instincts and drives of childhood are developed into distinctive motivational systems.

· Adult motives become self-sustaining in that activities that were previously means to ends become ends in themselves.  
Types of functional autonomy:

· Propriate functional autonomy  -  motives of behaviour that originate from the individual’s values and interests.  

· Perseverative functional autonomy -  behaviour that is circular and repetitive and occurs out of habit.

Note:  Behaviour motivated by functional autonomy does not require reinforcement as it stems from within the individual and is self-sustaining.

3.
EXPECTANCY


VICTOR H. VROOM’S MODEL

· Argued that the individual’s subjective beliefs or perceptions about the outcomes of his / her behaviour will influence motivation.

· Motivation involved:

· Valence
· Degree of attractiveness / value of the outcome to the individual.

· Expectancy
· Belief that his / her behaviour will lead to the desired outcome.

· Instrumentality
· The outcome will be instrumental in the attainment of related outcomes.

LAWLER & PORTER’S MODEL
· Based on Vroom’s Expectancy Theory
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what job entails

See: Figure 8.2 on p. 156 of Textbook

4.
SELF-EFFICACY (SE)

· Confidence in one’s ability to achieve

· Refers to individual’s perception of having control over the events in his / her life

· The higher the perception of SE, the more likely the individual will be motivated to persevere in attaining their objective (despite obstacles).

SE acquired through:

· Reflecting on past behaviour 

· Observing the behaviour of others when faced with challenges  

· Perceptions of SE will influence personal dispositions such as preferences, goals, social prototypes (perceptions of other people and events) that one develops.

Hackett and Betz (1981) study:

Postulated that women have low SE expectations in relation to men because of socialisation experiences result in low expectations of success:

· Women have fewer role models

· Women have higher stress and anxiety levels

· Women receive less encouragement from parents

· Men are more exposed to behaviours that are seen as instrumental in successful performance (competition, dominance, assertiveness)

Millar study (1995) in SA sample:

Findings:

· Men have higher SE with regards to traditional male occupations 

· Women have higher SE with regards to traditional female occupations 

· No difference in SE shown in neutral occupations 

5.
ATTRIBUTION

· Involves trying to understand (by localising the causes) the consequences of events and one’s behaviour

· Causes can be attributed to:

· Internal factors within the individual (internal locus of causality)

· External factors in the situations (external locus of causality)

· Such motivational orientations may become an attitudinal style that is used in different situations and across time

· E.g.: depressive orientation style / learned helplessness 
6.
EQUITY

· Equity refers to the perception of fairness in the work situation

· Employees make comparisons of their job inputs (effort, experience, education, skills) and outcomes (salary levels, raises, recognition) relative to those of others (referents).

· If the ratio between the employee’s input and outcomes and those of the referent corresponds equity is experienced

· If the ratio does not correspond then inequity is experienced.  The employee will then try to return to a state of equity:

· If perceives outcomes as too low in relation to input (low salary) when compared with referent

· Lower inputs and put in less effort

· If perceives outcome as higher in relation to input (higher salary) when compared with others

· Increase inputs and put in more effort or acquire new skills

7.
GOAL-SETTING

· Goals are central to the direction and perseverance of individual motivation.

· For goals to be motivating and to result in improved performance they need to be:

· Personal, self-chosen goals (increases commitment)

· Clearly defined

· Challenging yet achievable

· Combined with specific feedback on progress

· Combined with self-regulating mechanisms such as SE.

8.
EMOTIONS

· Emotions are functional in an individual’s personal and interpersonal adaptation and require flexibility.

· Functions of Emotions: (p. 159 of Textbook)

· Sadness

· Fear

· Anger

· Joy

· Interest

· The recurrence of certain emotions may lead to emotions becoming embedded as personality traits and influence the reactions of others to the individual.

The Emotion Process

· The occurrence and intensity of emotion differs from person to person and is activated by:
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See: Figure 8.4 on p. 160 of Textbook

Relation between Emotion (level of activation) and Performance:
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See: Figure 8.5 on p. 161 of Textbook

Emotional Intelligence

· Emotional intelligence involves emotional skills (Goleman, 1995):

· Knowing one’s own emotion  (being certain of one’s real feelings when making decisions)

· Managing one’s own emotions (anger, distress, anxiety, gloom)

· Motivating oneself towards mastery and creating through goal setting

· Recognising emotions in other by being empathic and handling relationships with social competence.

9.
UNCONSCIOUS FACTORS

· Unconscious factors can affect employee’s motivation without their being aware of the causes.

· The unconscious motive for their behaviour only becomes apparent when their underlying feelings are explored and analysed.

CONCLUSION

· Motivation is defined as purposive behaviour instigated by activators (internal and external) that determine the direction, intensity and sustained effort of behaviour.

· Purposive behaviour is not necessarily aimed at achieving a particular recognisable goal but can also involve a self-sustaining process that is a goal in itself and a means of expressing one’s inner self.

PSYCHOLOGICAL PROCESSES IN THE WORK CONTEXT

IOP 101-M  

ATTITUDES & VALUES  
(Study Unit 7; Textbook Ch 9)

ATTITUDES

DEFINITION:

· Attitudes are defined by three components:
· Cognitive (Ideas, thoughts)
· Emotional (Affective)
· Behavioural (Conative)
Note:  Difference between attitude and value

· Attitudes can be based on an individual’s value system (especially the cognitive aspects).

· Values include one’s attitudes, interests, norms, principles, beliefs, needs and aims.

TYPES OF ATTITUDES:

· Central attitudes
· Form part of personality structure (related to self-concept)

· E.g.:  place a high value on justice and fairness

· Peripheral attitudes
· More temporary and subject to change

· E.g.:  Placing high value on certain consumer goods; on physical working conditions; climate in a work group.

DEVELOPMENT OF ATTITUDES

Attitudes develop through:

· Parent-child interactions

· Critical periods of development

· Ways of learning

· Social, cultural and educational influences

The permanence / changeability of attitudes depends on their origin and the intensity and duration of factors that gave rise to them.

FUNCTIONS OF ATTITUDES:

· Determine the meaning of facts and situations

· Are substantiated by organising facts

· Select facts

· Used to defend the self

· Express the self and a person’s values

ATTITUDE CHANGE

Attitude change can be the result of changes in the individual’s cognitions or behaviour (internal or externally activated).

1. Individual as active agent (internal factors)
a. Cognitive dissonance

· Incompatibility / imbalance that person perceives between two or more of his/her attitudes or attitudes and behaviours.

· Leon Festinger (1957) proposed that people seek consistency so they will engage in ways to reduce the dissonance felt.

· Seek new information

· Change cognitive aspect of attitudes

· Misinterpret information

· Change cognitive aspects of attitude. 

· Find social support

· Reduce dissonance by changing behaviour.
· Play down the importance of the causes of cognitive dissonance

· Changing factors in the environment.  

b. Self-perception

· Individuals can change their attitude through the perception of their attitudes or behaviour.

· Helps someone understand why he or she does something.

2. Individual as recipient (external factors)
a. Credibility of the communicator

· Attitude changed if the source of the information is regarded as credible.

b. Organisation of the communications

· One-sided messages (present only positive information about an issue) more effective if recipient is neutral or already agrees with message

· Two-sided messages (present positive and negative information about an issue) more effective if recipient’s attitudes differ from the communicator (e.g. propaganda)

c. The situation 

· If a group is largely divided with regard to their attitudes then it may be better to approach individuals to effect attitude change

· If majority of the group agree with the attitude of the communicator then it is better to address the group and try to then sway the small minority.

· Groups tend to form attitudes that are stronger than those that individuals in the group originally held (group polarisation).

WORK RELATED ATTITUDES

1. Job satisfaction
a. Predominantly positive attitude toward the work situation.

b. Following factors are conducive to job satisfaction:

i. Mentally challenging work

ii. Equitable rewards  

iii. Working conditions 

iv. Working with co-workers and bosses who are friendly and supportive

2. Job involvement
a. Degree to which individual identifies psychologically with job and considers performance in the job as important to self-worth.

3. Organisational commitment
a. Degree to which individual identifies with his / her employing organisation and its goals.

VALUES

DEFINTION

Two generally accepted definitions:

Rokeach

· Value is an enduring belief that a certain mode of conduct is personally and socially preferable to the converse mode

· Characterises values by constancy 

Kluckhorn

· Value is an implicit or explicit conception of the desirable, which influences behaviour.

· Characterises values as inherent but may not always be perceivable.  Becomes perceivable when expressed in explicit behaviour.

E.g.:  You believe that equitable rewards are a good practice (Rokeach) but this value will only be perceived if you in fact do give staff equitable rewards (Kluckhorn).

DEVELOPMENT OF VALUES

· Values develop in the same way as attitudes. 

Depending on the influences:

· Two types of value orientation patterns will develop (Parsons):

· Pragmatic orientation

· Focus on utility and practicality and may influence one’s occupational choice toward business or finance

· Idealistic orientation

· Not interested on utility and practicality and influences one’s occupational choice toward education or religion.

VALUES AS PART OF PERSONALITY

Spranger (1950) proposed that there are six value orientations that are intrinsic in every individual’s personality:

· Theoretical person

· Values knowledge; seeking eternal truth and objectivity

· Economic person

· Basic drive is to maintain him/herself (utility / practicality)

· Constantly striving to produce something visible

· Social person

· Main motive is service to others

· Focused on sympathy, empathy and acceptance

· Power person

· Basic motive is to be superior to other people

· Employs diplomacy or coercion to gain control over things / people

· Religious person

· Life has a spiritual foundation /Belief is seen as the highest form of knowledge

· Sees nothing as existing in itself, it is part of life’s spiritual journey

· Aesthetic person 

· Drive to create form and harmony in self and environment

· Experiences reality intuitively and is open to new experiences

CULTURAL VALUES IN THE ORGANISATIONAL CONTEXT

Geert Hofstede (1994) related values in the work situation and organisation to value systems in different cultures.

· Found that three types of value systems affect the thinking of individuals and the thinking in organisations in predictable ways.

· Power distance

· Individualism versus Collectivism

· Masculinity vs Femininity 

Power distance

· Degree to which people accept that power in organisations is distributed unequally.

· High power distance

· Very hierarchical, many inequalities between management and employees

· Low power distance

· Flatter structure, participative decision-making, less inequalities

Individualism versus Collectivism

· Degree to which people prefer to act as individuals rather than as a group.

· Individualism (“I”)

· Need for independence and freedom

· More task orientated

· Need for personal sense of accomplishment

· Collectivism (“We”)

· Need for interdependence

· More relationship orientated

· Need to achieve within a group structure

Value will influence leadership orientation.  See Peverett study (1995) p. 178 of Textbook.

Masculinity versus Femininity

· Degree to which people prefer assertiveness, ambition and competitiveness above solidarity and social relationships.

· Masculinity

· Strive for material success and progress

· Focus on being assertive and competitive

· Resolve conflicts through “fighting them out”

· Femininity

· Driven by caring for others

· People and warm relationships are important

· Quality of work life important

· Conflict resolved by compromise and negotiation

CONCLUSION:

· Study of attitudes and values important in the work context:

· Assists employees to understand own feelings towards work environment 

· Assists employees to understand each other better

· Assists employers to understand the needs of their employees

· Through this understanding employers can better predict the types of incentives that can contribute to job satisfaction, job involvement and organisational commitment and that will be practical and readily acceptable by their workforce.

INTERPERSONAL ATTRACTION AND AFFILIATION

(Study Unit 8, Chapter 10)

· Need to understand the nature of social interaction in order to facilitate work groups, employee relations and occupational wellness.

DEFINITIONS

· Attraction refers to common and positive, physical, social and psychological attributes of people that attract them to each other and create feelings between them.

· Affiliation refers to the human need to form and maintain various social relationships with individuals and groups with a view to receiving empathy and affection and having a sense of belonging.
EXPLANATIONS FOR ATTRACTION & AFFILIATION

Based on social psychological theories and include:

· Social exchange (cost/reward ratios)

· Social comparison

· Biological & Psychosocial dependence

· Instrumentality & Needs

· Four motives (needs) for affiliation

· Social comparison (need to reduce uncertainty)

· Positive stimulation (need to experience interesting relations with others)

· Emotional support (friendship when experiencing problems)

· To get attention (to be praised and admired)

· Social Learning

· Stimulation

· Can stimulate good working relations by accepting others, being empathic and genuine and by providing feedback and opportunities for growth and development

PERSONAL & SITUATIONAL DETERMINANTS OF ATTRACTION & AFFILIATION

The causes are:  

· Personal characteristics

· Similarity

· Reciprocity

· Complementarity

· Emotions

· Situational factors

· Proximity, familiarity & exposure

· External events

AFFILIATION & WELLBEING

· Many people’s emotional problems are actually communication and relationship problems.

· Thus the quality of interpersonal relationships can have a significant impact on employees’ psychological functioning; adaptation and overall wellbeing.

Types of interpersonal problems:

· In employee’s personal life

· Divorce / Separation from life partner

· Death of relative / spouse

· Moving home

· Being transferred to another location where one feels isolated

· In employee’s working life

· Interpersonal conflict with co-workers / managers

· Inter-group conflict

· Geographic transfer (to different country with different language)

· New position (management)

· Dismissal and retrenchment

· Traumatic events could influence interpersonal relationships

Ways to improve interpersonal attraction and affiliation:

· Employee Assistance Programmes / Counselling

· Interpersonal skills training

· Diversity training

PSYCHOLOGICAL PROCESSES IN THE WORK CONTEXT
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AGGRESSION AND CONFLICT 

(Unit 9; Chapter 12)

AGGRESSION:

· Aggression is defined as any behaviour which has the intention of harming another person (physical / psychological harm)

· What is considered aggressive is determined by the social and cultural standards of the perceiver  

Forms of Aggression
· The different forms of aggression are dependent on the underlying intention / motive for the aggressive behaviour:

· Hostile aggression – to harm someone say in a fit of rage

· Instrumental aggression – harming someone secondary to another motive 

· Anti-social aggression – to harm others or their property with malicious intent

· Sanctioned aggression – aggression involves acceptable behaviour 
Measuring Aggression

· There is no universally accepted measurement of aggression; different measures are used to measure the concept.  These include:

· Verbal measures
·  Subjects asked to rate someone on aggression after they were provoked

· Behavioural measures
· Overt Aggression Scale

· Social dysfunction and aggression Scale

· Psychological tests
· Rorschach’s Inkblot

· Thematic Apperception Test

· 16 Personality Factor Questionnaire

Causes of Aggression

· Aggression as an inherent part of human nature

· Freud believed we are driven by aggressive drives located in the id (death instincts / Thatanos)

· Meninger argued that destructive instincts like aggression are re-directed by life instincts.  Thus he regarded work as an expression of aggression (striving for survival through aggressive forces)

· Aggression as learned behaviour

· Aggression can be learnt through reinforcement / modelling 

· Aggression should not be confused with self-assertiveness 

· Self-assertiveness is when individuals have mastered how to communicate directly and openly and take responsibility for actions

· Possibly only viewed as aggression if assertiveness is coupled with an intention to harm.

· Aggression as a response to frustration
· Frustration will result in aggression if the situation is conducive (when goal attainment frustrated / blocked)

· Displacement is also relevant here (direct negative emotions / attitudes away from original source onto a less threatening person or object)

Factors influencing aggression

· Environmental factors

· Imitative aggression that occurs in crowds is called contagious violence 
· Research has shown that crowding, heat and noise can cause physical arousal, which makes the individual more sensitive to stimuli, which are potentially irritating. 
· Individual factors

· When an individual exhibits signs of diminished self-awareness that is usually found in mob behaviour (psychological state known as de-individuation occurs)

· Conditions leading to diminished self-awareness

· Sense of personal anonymity (diminished responsibility / accountability)

· High sense of arousal induced by being in a crowd

· Increased focus on external events rather than personal / interpersonal events

· When groups form a close unit 

Handling Aggression

· Punishment

· Punishment is widely used in most societies as a form of managing and controlling conflict
· Although punishment has also been viewed as a form of aggression it is sometime necessary in reducing violence

· Catharsis

· The use of aggression in a therapeutic context to counteract aggression and lead to possible purging of the aggressive drives (“blowing off steam”; “getting it out of his/her system”)
· BUT this process has problems:

· Person sees it just as a role play and still behave aggressively in reality
· It may just result in the aggression being transferred onto another person / object

· Another alternative may be to have an acceptable outlet such as exercise BUT some research has suggested that it may increase aggression. 

· Complex phenomenon and should be dealt with by an expert.

CONFLICT

· Conflict involves an interaction between persons where there is a perception by either / both parties that their values / beliefs / attitudes are in opposition or are incompatible.

Types of Conflict

· Intrapersonal 

· Within the individual (stress, depression, anxiety)

· Interpersonal

· Simultaneous, opposing and conflicting thoughts, feelings and activities between persons in the same environment (anger, lack of trust, fear of rejection)

· Between individuals and groups

· Pressure to conform to group norms

· Organisational conflict

· Inter-group conflict (scarce resources, different values and objectives, misperceptions)

· Conflict between employees and line managers 

· Conflict between organisations

· Competition to remain market leader

Different Views of Conflict

· Traditional view

· Views conflict as bad and dysfunctional and recommends that it should be avoided at all costs.
· Argues that conflict distorts reality, creates bias and results in poor decisions.
· Human relations view

· Conflict seen as unavoidable and that it can be used productively (beneficial effect on group performance – increases group cohesion and competitiveness
· Interactionist view

· Regards conflict as good and as necessary and that it should be encouraged.
· Argues that a group without conflict is apathetic, static and unresponsive to the need for change and innovation.
· Argues that group leaders need to maintain an ongoing minimum level of conflict, in order to keep the group viable, self-critical and creative.
Functional versus Dysfunctional Conflict:

Need to distinguish between two forms of conflict (as not all conflict should be viewed as bad)

· Dysfunctional conflict are destructive, hinder performance and achievement of goals

· Functional conflict leads to innovation and creative problem-solving (contributes to the enhancement of effectiveness)

Causes of Conflict:

· Communication problems 

· Lack of communication / miscommunication

· Structural variables 

· Size of the group/s 

· Degree of specialisation in the tasks assigned to group members

· Jurisdictional clarity 

· Member-Goal compatibility 

· Leadership styles 

· Reward systems 

· Degree of dependence between groups

· Personal variables

· Different value systems

· Different personalities / idiosyncrasies

The Escalation of Conflict

· Friedrich Glasl has devised a model of conflict escalation consisting of nine stages (each separated by thresholds) 

· See:  Figure 12.1 on p. 227 of Textbook 

· Stage 1 – Attempting to co-operate 

· Ends in feeling that no fair and open way to communicate

· Stage 2 – Polarisation and debating
· There are personal verbal attacks; emotional pressure; exaggerated demands and illogical reasoning

· Stage 3 – Deeds

· Walking out on negotiations; attempting to punish the other side in a subtle, covert manner

· Stage 4 – Win / lose

· Groups start to develop stereotypes of “them” and “us” 
· Stage 5 – Public attacks
· Start attacking each other in public; issue ultimata and strategic threats

· Stage 6 – Threats of violence

· Threaten violence to gain compliance; some emphasise commitment to violent deeds
· Stage 7 – Intention to cause damage

· Attack the power base of the other party in an attempt to shatter it
· Stage 8 – Destructive effects

· Core attributes of the other party attacked irrespective of the implications for future relationships; self-preservation is abandoned

· Stage 9 –Lose all control
· When behaviour culminates in actual destruction of property / the other group

Handling Conflict

· Based on two underlying dimensions:

· The degree to which a party would like to satisfy his/her own concerns (assertiveness); and 

· The degree to which the party would like to satisfy a concern for the other party (cooperativeness)

Five approaches to handling and resolving conflict have been identified.

See:  Figure 12.2 on p. 228 of Textbook

· Competing (assertive, uncooperative)

· Collaborating (assertive, cooperative)

· Avoidance (unassertive, uncooperative)

· Accommodating (unassertive, cooperative)

· Compromising (intermediate in both assertiveness and cooperativeness)

Stimulating Conflict:

· Managers can stimulate and encourage conflict in constructive ways:

· Re-structuring the organisation (groups, departments and divisions) to aid better co-operation and communication

· Establishing policies and procedures to encourage open communication

· Bringing in outsiders (creating diverse and mixed cultural work groups)

· Appointing a devil’s advocate (who will argue against the majority view to aid objectiveness)

· Encouraging competition (introduce bonuses and other incentive schemes for best new product / highest sales)

· Choosing managers democratically (according to the situation and characteristics of the group)

CONCLUSION

· In the work context it is important for employers and employees to be aware of the potential conflicts which may be caused by personality and cultural differences
· Competition in and between teams can also be utilised to channel aggressive behaviour in a productive way.

· By setting practical and challenging objectives, teams and individual employees may rather use their aggressive energy to achieve goals.

PSYCHOLOGICAL PROCESSES IN THE WORK CONTEXT
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GROUP BEHAVIOUR  
(Study Unit 10; Textbook Ch 13)

INTRODUCTION

· Need to understand the dynamics and behaviour of groups in organisations so as to optimise their performance and productivity

· Groups are the building blocks of today’s organisations and group dynamics influence the effectiveness of teamwork.

· Greater influence on self-managed / directed work teams 

DEFINITION OF GROUPS

· A group is two or more persons who are united by a common interest, characteristic or bond, and whose activities influence one another

· Social interaction and influence

· Common goals and targets

· Structure to tasks, roles and rules which enable interaction over time and situation

· Members acknowledge being part of group

TYPES OF GROUPS

· Formal group (organisational groups pursue objectives of organisation)

· Informal group (workers informally gather to form social group)

· Command group (leaders / managers / supervisors form the group for organisational purposes)

· Task group (work group in department with specific function / task to fulfil)

· Interest group (group who do not work together but who band together because of common interests such as a trade union)

· Friendship group (circle of friends who meet to satisfy social and emotional needs informally)

GROUP DEVELOPMENT

Five stage model of group development:

1. Forming

a. Characterised by anxiety as members do not understand or identify their roles (uncertainty)

2. Storming

a. Forming of relationships attempted to create security; may be aggression and wanting to sabotage the group process; conflict over who is in command

3. Norming

a. More security as rules and norms laid down. More certainty and feelings of security on part of members.

4. Peforming

a. Characterised by co-operation and satisfaction with group accomplishments.  Members more at ease and proud of belonging to the group

5. Adjourning (if temporary group)

a. Termination of the group.  Some members may feel sad at group terminating / others may feel proud of what group achieved.

· Groups do not proceed clearly from one stage to another but can sometimes go on stages simultaneously, like storming and performing at the same time.

· Punctuated-equilibrium model suggests that groups do not develop in a universal sequence of stages.

· As the interaction amongst group members increases so does the development of the group

· Groups exhibit long periods of inertia interspersed with brief revolutionary changes (triggered by members awareness of time and deadlines)

· Thus group begins by combining the forming and norming stages, then goes through a period of low performing, and finally, adjourning.

GROUP STRUCTURE

· A group is not an unorganised mob.  It has a clear structure that shapes the behaviour of members and explains and predicts individual and group behaviour.

· Structural variables include:

· Almost every work group has a formal leader
· Group members have distinctive roles within the group

· Role identity

· Role perception

· Role expectation

· Role conflict

· All groups have norms / standards of behaviour shared by all group members and which provides guidance of what to do / not do in certain circumstances. 

· Important for survival of the group; increases predictability and security; reduces embarrassing interpersonal problems; gives group a distinctive identity.

· Members conform to group norms as they seek acceptance by other group members.

· All groups have varying degrees of status.
· Size of group affects functioning

· Large groups good for diverse inputs and fact finding

· Smaller groups good for doing something productive with input.  Groups of up to 7 members are the most effective in taking action.

· Composition of the group will influence effectiveness

· Heterogeneous groups (made up of dissimilar individuals) more likely to have diverse abilities and information and be more effective problem-solvers.

GROUP PROCESSES

· Group dynamics describes the psychodynamic phenomena in groups.  It consist of five basic assumptions:

· Dependency on authority figure to cope with demands

· Fight / Flight (copes with demands or withdraws)

· Me-ness (individual perspective, want group to terminate)

· We-ness (members feel part of the group and feel stronger in the group than as individuals)

· Group cohesion is the degree to which members are attracted to one another and are motivated to stay in a group

· The effectiveness of the group depends on the type of communication structure it is made of.  (See Figure 13.1 on p. 247 of TB) 

· Circle

· Chain

· Wheel

· All connected system

· Group decision-making

· Advantages – increased input; brings diversity; increase acceptance and legitimacy

· Disadvantages – is time consuming; introduces pressures to conform; domination by a few and the ambiguous nature of responsibility; problems with social loafing

· Group-think is when group pressure force conformity.  It deters the group from appraising opposite views.

· Group-shift (form of group-think) occurs when decisions of the group reflects the dominant decision-making norm which develops during group discussions and is more extreme than the views of individual members views before discussions.

GROUP DECISION-MAKING TECHNIQUES

· Brainstorming

· Nominal group technique

· Permits individual thinking within the group to prevent group think and pressures to conform

· Delphi technique

· Insulates group members from the undue influence of the other members

· SWOT analysis

· Electronic meetings

THE FACILITATION OF LEARNING IN GROUPS

· Facilitation involves creating a climate and providing opportunities for the group to learn about and experience themselves with the aim of enhancing their productivity and quality of life

· Thus enhance growth to become more fully functioning and accept responsibility for actions, emotions and decisions (Carl Rogers – humanistic approach to human behaviour)

· Facilitation is a necessary skill for every leader (teach others to teach themselves)

IOP101-M (REVISION)

Historical Background (Chapter 1)

Industrial psychology

· Industrial psychology is the study of the behaviour of people in the workplace. 

· Focus on individual differences in the work context and the measurement of such differences.

Major contributions:

4. Frederick W Taylor (Taylorism) (1911)

· Man viewed as a rational-economic being
· Mechanistic approach 

· Saw human as inherently lazy, inefficient and undependable and only induced to work when given financial incentives and trained to do a specialised job

5. WWI (1914-1918) & WWII (1939-1945)

· Screening and selecting of Army recruits 

6. Hawthorne studies (1924)

· Humanistic approach 

· Found that factors other than environmental factors influenced productivity (group relations and support satisfied workers need for affiliation)

Schools of thought:

There are different theoretical and methodological propositions / assumptions for studying human behaviour.

· Structuralism

· Functionalism

· Behaviourism

· Gestalt psychology

· Psycho-analytical school

· Humanism / Phenomenology

· Cognitive psychology

Metapsychology 

· Contemporary method to not adhere rigidly to one school of thought but to integrate all the concepts and methods of different schools to better describe, explain and predict human behaviour.

Applied Fields of Industrial Psychology

· Research methodology

· Personnel psychology

· Organisational psychology

· Occupational / Career psychology

· Ergonomics

· Consumer psychology

· Labour relations

· Occupational Health psychology

BIOLOGICAL BASIS OF BEHAVIOUR (Chapter 3)

GENETIC DETERMINATION

Cells (foundations of development)
· Building blocks of human organs 

· Cell division is known as mitosis –sustain growth and maintain the organism 
· Meiosis - Cell division that occurs in the germ cells to produce ova and spermatozoa to assist in reproduction

· Dominance and recessiveness

· Genotypes and Phenotypes

· Multiple determinism (polygenic heredity)

THE NERVOUS SYSTEM

Neurons

· A cell, which conducts electric neural impulses from one part of the body to another

· Impulse conduction is one directional across synapse (sensory paths; motor paths and neurotransmitters)
The central nervous system

· The brain & spinal cord (p. 53 Textbook)
	Cerebral cortex
	· Deals with sensory, motor and cognitive attributes

· Centre for information integration

· Assigns meaning to behaviour by means of higher brain processes



	Cerebral hemispheres

(p. 54 Textbook) 
	· Left hemisphere control language, logical thinking, analytical and mathematical tasks

· Right hemisphere controls spatial visualisation, imagination, intuition, musical and artistic activities

	Cortical areas
	· Frontal cortex – planning, perseverance and motor behaviour and purposiveness

· Parietal cortex – controls speech and tactual perception

· Occipital cortex – controls visual perception

· Temporal lobe – controls hearing and visual perception, appears to have a memory function as well

	Thalamus
	· Relays sensory impulses to the cortex (sleep & wakefulness)

	Hypothalamus
	· Controls unconscious activities of lungs, heart, digestive tract and excretory system

	Limbic system
	· Electric stimulation triggers emotional responses (excitement, anger, passivity)

	Reticular activating system
	· Co-ordinating function to bring the entire body into a state of alertness and readiness

	Medulla oblongata
	· Controls vital functioning such as respiration and blood pressure

	Cerebellum
	· Co-ordinates muscle activity, muscle tone and balance

	Spinal cord
	· Connects many of the nerves that make up the peripheral nervous system to the brain

· Regulates reflex behaviour 


The peripheral nervous system

· The autonomic nervous system
· Sympathetic system

· Activates organs in the body (getting tense / excited)

· Parasympathetic system
· Inhibits organs (being tranquil, achieving low drive)
· Both systems act to maintain equilibrium (homeostasis) in the body
· The somatic nervous system

· Connected with receptors in the skin, inner tissue, joints and skeletal muscles
· Controlled by the central nervous system to maintain and produce changes in posture
THE MUSCLE SYSTEM

· Rhythmic succession of muscular movement through alternating contraction and relaxation

· Static muscular activity refer to prolonged periods of contraction (static / fixed position)

JOB DESIGN

· Aim:  Ensure optimal utilisation of human ability whilst allowing for limitations and weaknesses

· Ergonomic principles
· Body posture
· Fixed positions; improper posture; “overuse” disorders

· Body size

· Repetitive strain

· Overuse of certain body elements such as in hand-wrist-forearm-shoulder-neck areas.  E.g.: typists (carpal tunnel syndrome)
HUMAN DEVELOPMENT  (Chapter 4)

Human development concerns age-related and sequential changes from birth to death due to genetic and learning influences:

· Maturation – changes due to genetic factors

· Ageing  - chronological increase in years (biological and physical change)
CHARACTERISTICS OF HUMAN DEVELOPMENT

· Hierarchical evolution of phases

· Differentiation from general to specific

· Increased complexity

· Predictability

CRITICAL PERIODS IN HUMAN DEVELOPMENT

First 5-6 years:

· Bowlby & Ainsworth

· Insecure vs. secure attachment
· Freud

· Psychosexual stages of personality development

· Fixation 

· Erikson’s Life Span Development Theory

· Psychological development is a process through eight life stages

· Conflicts in each stage have to been resolved to obtain ego-identity
	CONFLICT
	DESCRIPTION

	1. Trust vs. Mistrust

(First year)
	· Secure and accepted vs. mistrustful and suspicious

	2.   Autonomy vs. Shame/Doubt

(2-3 years)
	· Independence and self motivation vs. inadequacy and self-doubt

	Initiative vs. Guilt

(4-5 years)
	· Sharing responsibilities and exploration vs. criticism and lack of initiative

	Industry vs. Inferiority 

(6-11 years)


	· Perseverance and accomplishments vs. learned helplessness (low achievement motivation, avoids competition)

	Identity vs. Role confusion

(12 – 18 years)
	· Belonging to groups vs. lack of identity and knowledge of role in society

	Intimacy vs. Isolation

(Early Adulthood)
	· Friendship and intimacy vs. isolation and alienation

	Generativity vs. Stagnation

(Adulthood)
	· Self-actualisation and feeling needed vs. stagnation

	Ego-identity vs. Despair

(Ageing / Maturity)
	· Sense of order and meaning vs. fears the future and cannot disengage


CAREER DEVELOPMENT

· Career maturity enables people to cope with developmental tasks at each life stage
Super & Havighurst ‘s Career Stages & Tasks (p. 80 Textbook)

	AGE & LIFE PHASE
	TASKS & TRANSITIONS

	Early Growth Phase

(0 – 14 years)
	· Influenced through parents, school, play and media

· Fantasise about career

	Exploration / Preparation Phase

(15 – 24 years)


	· Develop and test attributes

· Influenced by school activities, choice of subjects, vacation work, specialised study, preparation for first jobs, preparing for family responsibilities

	Establishment / Entry Phase

(25 – 44 years)


	· First jobs, encountering changes, moving ahead, family responsibilities and establishing role in society

	Maintenance Phase

(45 – 65 years)
	· Making progress, holding jobs, providing for your family, maintaining societal roles

· Preparing for retirement

	Decline Phase

(65 + years)
	· Finally retiring

· Ceases work, contemplates life


LEARNING   (Chapter 5)

What is learning?

· Change in behaviour and transfer to other situations as a result of the learning experience

· Cannot observe the learning process

· Can only measure performance of individual in the execution of a task (where they draw on what has been learned)

The Learning Process

· Behaviouristic or learning perspectives explain the learning process

· Classical conditioning

· Learning through the association of stimuli and resulting responses
· Operant / Instrumental conditioning

· Learning process is controlled by way of reinforcement in order to get meaningful results.
· Acquisition of responses depend on the type of reinforcement schedules

· Fixed

· Ratio – rewards after constant number of actions
· Interval – rewards after constant number of times
· Variable

· Ratio – rewards after variable number of actions
· Interval – rewards after a variable number of times
· Cognitive Learning

· Social Learning

LEARNING IN THE WORK CONTEXT

THE TRAINING PROCESS (See diagram on p. 95 of Textbook)
1.
Needs Analysis Phase

Assessment of training needs and information needed to design the programme

· Organisational analysis

· Task analysis

· To determine the knowledge, skills, attributes (KSA’s) necessary to perform effectively in the job
· Steps:

· Task analysis

· Compiling a job description 
· Task specification

· Compiling job specification
· Person analysis

· Determines level of performance
· Helps determine target group of the training 

2.
Specifying Learning Outcomes Phase

· Intellectual skills

· Interpersonal skills

· Cognitive strategies

· Motor skills

· Attitudes

3.
Training & Development Phase

Principles of Learning

Knowledge of these principles will assist in the acquisition of KSA during training and enhance transfer of training:

· Trainee readiness

· Distribution of practice

· Knowledge of results

· Whole vs Part learning

Transfer of Training

· Transfer of learning is positive when what is learned in training improves performance in the workplace

· Need similarity between stimuli in the learning situation and stimuli in the work situation

Training techniques

· The lecture

· Audio-visual aids

· Computer assisted instruction 

· Simulation / Role playing 

· Case Studies

· Business Games

· In-basket techniques (work samples)

· Sensitivity training

4.
Evaluation Phase

· Reactions of participants (survey)

· Learning (paper and pencil test) 

· Behaviour changes (role play)

· Results (increase in work performance, labour turnover, absenteeism and reduction in costs)

· Feedback to Needs Analysis & Learning Outcomes phases

PERCEPTION  (Chapter 6)

· Perception is a selective process by which we interpret and give meaning to external factors (personal experience) it is not possible without sensation.

Psychophysics:  Basic concepts and Issues

Study of how physical stimuli are translated into psychological experiences.

· Thresholds

· The weakest detectable stimulus for any sense 
· Just-noticeable difference (JND)

· The smallest difference in the amount of stimulation between stimuli, which our senses can discern.

· Weber’s law – “the size of a JND is a constant proportion of the size of the initial stimulus”

· As stimuli increase in size, so the JND becomes larger

· Signal detection theory
· The detection of stimuli involves not only sensory processes, but also higher mental processes and decision-making.

· Sensory adaptation
· Steady reduction in sensitivity to prolonged stimulation

· Is automatic and informs us of environmental changes that may signal threats / unpleasantness

Types of Perception:

· Subliminal perception

· Involves sensing of stimuli which is not within a person’s conscious awareness 
· Extrasensory perception (ESP/PSI)

· ESP is a person’s “sixth sense” which is perceived without a basis in sensation
· Illusion

· An optical illusion involves an apparently inexplicable discrepancy between the appearance of a stimulus and its physical reality
· Illusions due to distortions of physical processes
· Mirages
· Illusions relation to cognitive processes
· Illusions of size & shape 

Laws & Principles

· Selective attention

· We focus on a small portion of stimuli available, while ignoring other aspects and this allows us to maximise the information gained from object of focus.
Shape Perception

Two important aspects:

· Organisation
· According to the gestalt approach we perceive objects as well-organised, whole structures, instead of separate, isolated parts

· Various law of grouping influence perception (p. 110 of textbook)

· Proximity, similarity, continuity, closure, simplicity

· Pattern recognition

· Ability to perceive and recognise objects
· Form of problem-solving, involves two simultaneous mental processes 
· Bottom up processes
· Top down processes
Factors Influencing Perception:

(See diagram on p. 114 textbook)

· Factors in the perceiver (Attitudes; motivation; expectations; interests)

· Factors in the environment / situation (Time; work or social setting)

· Factors in the perceived object (size; motion; novelty)

INTERPERSONAL PERCEPTION

· Impression formation

· Shortcuts used to judge others and form impressions 

· Primary effect; negativity bias; halo effect; stereotypes; contrast effect

· Attribution Theory

· When trying to understand others we attribute their behaviour either to:

· Internal factors within the person

· External factors outside the person (surrounding circumstances)

· Fundamental attribution errors 

· Fundamental Attribution Error

· Actor-Observer effect 

· Blaming the victim 
· Self-serving bias

· Prejudice and Discrimination

· Prejudice consists of beliefs, emotions and behavioural dispositions

· Prejudice can lead to discrimination 

· Development of prejudice

· Direct inter-group conflict

· Authoritarian personality (power and aggression)

· Socio-cultural learning (socialisation)

· Cognitive processes (labelling)

· Reducing prejudice and discrimination

· Education

· Inter-group contact

· Legislation

COGNITION  (Chapter 7)

Components of Thinking

1.
Mental imagery

· Representations of aspects which are not physically present 

· Assists one in forming cognitive maps / mental images of one’s environment

2.
Concept

· Mental category of ideas, events and objects that share the same properties 

· Through conceptual grouping we use concepts to group similar items together – this simplifies our lives 

3.
Problem solving

· Problem solving is aimed at finding ways to reach goals

· Problem solving strategies
· Trial and error methods 

· Algorithms 

· Heuristics 

· Means-end-analysis 

· Analogy 

· Barriers to problem-solving
· Functional fixedness 

· Mental set

Reasoning

· Is thinking for the purpose of making decisions, forming judgements, solving problems and drawing conclusions from available information.

Note: Metacognition is our capacity to monitor our own thoughts.

Intelligence

· The general and specific abilities which enable people to adjust to their environment
· Mental age (MA) is the level of intellectual development achieved by a person in terms of chronological (real) age (CA)

· Intelligence Quotient (IQ) expressed as a ratio between MA and CA in the formula:

MA/CA  x  100/1 

Mental retardation:

IQ of 70 or below

“Normal” range:

± 90 to ± 110/130

Genius:


130-140 Plus



(See p. 143 for calculations)

· Creativity and Emotional Intelligence are also considered forms of intelligence.

MOTIVATION  (Chapter 8)

· Motivation involves purposeful and directional behaviour. 

· Certain factors (internal and external) will activate behaviour and influence the direction, strength and sustained effort of the behaviour.

WHAT MOTIVATES BEHAVIOUR?

A:
EXTERNAL ACTIVATORS 
Factors in the environment that play a part in motivation:

1.
REINFORCEMENT

· Behaviour acquired because it is reinforced by reward.

· Behaviour inhibited because it is reinforced by punishment

2.
JOB CONTENT

· Involves the structure or design of the work (components and requirements of the job itself) which can be described in objective terms but have an effect on the internal motivation of the person doing the job.
HERZBERG’S MOTIVATION / HYGIENE THEORY 

(TWO FACTOR THEORY):

· Herzberg felt that one should not look at satisfaction and dissatisfaction on one continuum.

· They were each influenced by different factors.

HYGIENE FACTORS

No dissatisfaction







   Dissatisfaction

Factors external to the individual about which felt negative:

· Physical working conditions (decrepit equipment)

· Company policy (promotion linked to tenure)

· Salary

· Supervision

· Relationships with co-workers

MOTIVATORS

  Satisfaction








      No satisfaction

Factors in work (job content) about which felt positive and contribute to job satisfaction:

· Responsibility

· Achievement (promotion opportunities)

· Recognition

· Growth

3.
JOB DESIGN

Three procedures aimed at facilitating employee motivation:

(a)
Job rotation

· Periodically shift employees from one job to another, which is at the same level.

· Assumed employees need change to broaden interest and capabilities

(b)
Job enlargement
· Providing a variety of tasks within the job (horizontal expansion). 

· Assumed employees need change from routine and monotony.

(c)
Job enrichment
· Addition of more complex tasks (vertical expansion)

· Assumes employees need responsibility, independence, autonomy and complexity.

Job Characteristics Model (Hackman & Oldham)

· Takes into consideration individual differences with regards to the motivational effects of job design

· Five basic characteristics of a job that are likely to improve its motivating effects:

· Skill variety 

· Task identity 
· Task significance 
· Autonomy
· Feedback
· The extent to which these characteristics are significant to employees depends on whether they are motivated toward psychological growth or not.  (For interest see diagram on page: 366 of Textbook)

B:
INTERNAL ACTIVATORS

Psychological processes within the individual that influence motivation.

1.
SELF-ACTUALISATION (Rogers, Frankl and Maslow)

· Is an inner-directed process by which individuals express and fulfil their inner self.

· Involves achieving inner balance, maximising one’s potential to achieve the best of one’s capabilities.

2.
FUNCTIONAL AUTONOMY (Allport)

· Motivation closely related to the transformation of motives. 

· Adult motives become self-sustaining in that activities that were previously means to ends become ends in themselves.  Thus independence of childhood motives.
Types of functional autonomy:

· Propriate functional autonomy  -  motives of behaviour that originate from the individual’s values and interests.  

· Perseverative functional autonomy -  behaviour that is circular and repetitive and occurs out of habit

3.
EXPECTANCY (Vroom)

· Individual’s subjective beliefs or perceptions about the outcomes of his / her behaviour will influence motivation.

· Motivation involved:

· Valence
· Degree of attractiveness / value of the outcome to the individual.

· Expectancy
· Belief that his / her behaviour will lead to the desired outcome.

· Instrumentality
· The outcome will be instrumental in the attainment of related outcomes.

4.
SELF-EFFICACY (SE)

· Confidence in one’s ability to achieve

· Refers to individual’s perception of having control over the events in his / her life

· The higher the perception of SE, the more likely the individual will be motivated to persevere in attaining their objective (despite obstacles).

5.
ATTRIBUTION

· Involves trying to understand (by localising the causes) the consequences of events and one’s behaviour

· Causes can be attributed to:

· Internal factors within the individual (internal locus of causality)

· External factors in the situations (external locus of causality)

6.
EQUITY

· Equity refers to the perception of fairness in the work situation

· Employees make comparisons of their job inputs (effort, experience, education, skills) and outcomes (salary levels, raises, recognition) relative to those of others (referents).

7.
GOAL-SETTING

· Goals are central to the direction and perseverance of individual motivation.

· For goals to be motivating and to result in improved performance they need to be self-chosen, challenging clearly defined and combined with feedback and high self-efficacy beliefs.

8.
EMOTIONS

· Emotions are functional in an individual’s personal and interpersonal adaptation and require flexibility.

· The occurrence and intensity of emotion differs from person to person and is activated by:
· Appraisal of the event

· Mood

· Degree of Control / Regulatory processes

ATTITUDES & VALUES  (Chapter 9)

ATTITUDES:

Attitudes are defined by three components:
· Cognitive (Ideas, thoughts)
· Emotional (Affective)
· Behavioural (Conative)
Types of Attitudes:

· Central attitudes
· Form part of personality structure (related to self-concept)

· E.g.:  place a high value on justice and fairness

· Peripheral attitudes
· More temporary and subject to change

· E.g.:  Placing high value on certain consumer goods; on physical working conditions; climate in a work group.

Attitudes develop through:

· Parent-child interactions

· Critical periods of development

· Ways of learning

· Social, cultural and educational influences

The permanence / changeability of attitudes depends on their origin and the intensity and duration of factors that gave rise to them.

Functions of Attitudes:

· Determine the meaning of facts and situations

· Are substantiated by organising facts

· Select facts

· Used to defend the self

· Express the self and a person’s values

Attitude Change:
Attitude change can be the result of changes in the individual’s cognitions or behaviour and is either internally or externally activated.

1.  Individual as active agent (internal factors)

d. Cognitive dissonance

· Incompatibility / imbalance that person perceives between two or more of his/her attitudes or attitudes and behaviours.

· Leon Festinger (1957) proposed that people seek consistency so they will engage in ways to reduce the dissonance felt.

· Seek new information

· Misinterpret information

· Find social support

· Play down the importance of the causes of cognitive dissonance

e. Self-perception

· Individuals can change their attitude through the perception of their attitudes or behaviour.

3. Individual as recipient (external factors)
a. Credibility of the communicator

· Attitude changed if the source of the information is regarded as credible.

b. Organisation of the communications

· One-sided messages 

· Two-sided messages 

c. The situation 

Work Related Attitudes:

4. Job satisfaction
a. Predominantly positive attitude toward the work situation.

b. Following factors are conducive to job satisfaction:

i. Mentally challenging work

ii. Equitable rewards  

iii. Working conditions 

iv. Working with co-workers and bosses who are friendly and supportive

5. Job involvement
a. Degree to which individual identifies psychologically with job and considers performance in the job as important to self-worth.

6. Organisational commitment
a. Degree to which individual identifies with his / her employing organisation and its goals.

VALUES

Rokeach

· Value is an enduring belief that a certain mode of conduct is personally and socially preferable to the converse mode (constancy)

Kluckhorn

· Characterises values as inherent but may not always be perceivable.  Becomes perceivable when expressed in explicit behaviour.

Values as part of Personality:

Spranger (1950) proposed that there are six value orientations that are intrinsic in every individual’s personality:

· Theoretical person

· Economic person

· Social person

· Power person

· Religious person

· Aesthetic person 

Cultural Values in the Organisational Context:

Geert Hofstede (1994) related values in the work situation and organisation to value systems in different cultures.

· Found that three types of value systems affect the thinking of individuals and the thinking in organisations in predictable ways.

· Power distance

· Individualism versus Collectivism

· Masculinity vs Femininity 

AGGRESSION AND CONFLICT  (Chapter 12)

AGGRESSION

· Aggression is defined as any behaviour which has the intention of harming another person (physical / psychological harm)

· What is considered aggressive is determined by the social and cultural standards of the perceiver  

Forms of Aggression
· The different forms of aggression are dependent on the underlying intention / motive for the aggressive behaviour:

· Hostile aggression – to harm someone say in a fit of rage

· Instrumental aggression – harming someone secondary to another motive 

· Anti-social aggression – to harm others or their property with malicious intent

· Sanctioned aggression – aggression involves acceptable behaviour 

Causes of Aggression

· Aggression as an inherent part of human nature

· Aggression as learned behaviour

· Aggression as a response to frustration
Factors influencing aggression

· Environmental factors

· Imitative aggression that occurs in crowds is called contagious violence 
· Research has shown that crowding, heat and noise can cause physical arousal, which makes the individual more sensitive to stimuli, which are potentially irritating. 
· Individual factors

· When an individual exhibits signs of diminished self-awareness that is usually found in mob behaviour a psychological state known as de-individuation occurs.  

· Results in high sense of arousal and sense of personal anonymity

CONFLICT

· Conflict involves an interaction between persons where there is a perception by either / both parties that their values / beliefs / attitudes are in opposition or are incompatible.

Types of Conflict

· Intrapersonal 

· Interpersonal

· Between individuals and groups

· Organisational conflict

· Conflict between organisations

Different Views of Conflict

· Traditional view

· Views conflict as bad and dysfunctional, and recommends that it should be avoided at all costs.
· Argues that conflict distorts reality, creates bias and results in poor decisions.
· Human relations view

· Conflict seen as unavoidable and that it can be used productively (beneficial effect on group performance – increases group cohesion and competitiveness)
· Interactionist view

· Regards conflict as good and as necessary and that it should be encouraged.
· Argues that a group without conflict is apathetic, static and unresponsive to the need for change and innovation.
· Argues that group leaders need to maintain an ongoing minimum level of conflict, in order to keep the group viable, self-critical and creative.
Functional versus Dysfunctional Conflict:

· Dysfunctional conflict is destructive, hinders performance and achievement of goals

· Functional conflict leads to innovation and creative problem-solving (contributes to the enhancement of effectiveness)

Causes of Conflict:

· Communication problems 

· Structural variables 

· Size of the group/s; leadership style/s; reward systems; degree of dependence

· Personal variables

· Different value systems / personalities

See:  Friedrich Glasl’s escalation of conflict model on page 227 of Textbook 

Handling and resolving conflict:

See:  Figure 12.2 on p. 228 of Textbook

· Competing (assertive, uncooperative)

· Collaborating (assertive, cooperative)

· Avoidance (unassertive, uncooperative)

· Accommodating (unassertive, cooperative)

· Compromising (intermediate in both assertiveness and cooperativeness)

CONCLUSION

Learning Outcomes:

· Knowledge and understanding of the schools of thought related to concepts in psychology; and the various biological, developmental and individual psychological processes which influence human behaviour.  With the aim to use this information to describe, explain and predict behaviour in the work context.

· Knowledge and understanding of the social processes which characterise the social nature of human behaviour with the view to understanding the influence of values, attitudes, aggression and conflict on intrapersonal and interpersonal behaviour in the workplace.

Metatheory


(Eclecticism)











FIXED





RATIO		Rewards after constant no of actions 





INTERVAL	Rewards after constant amount of times (time elapsed)





RATIO	Rewards after variable no of actions





INTERVAL	Rewards after variable amount of times








VARIABLE





Factors in the perceiver:


Attitudes


Motivation
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Experience


Expectations





Factors in the 


Environment / Situation:


Time


Work Setting


Social Setting





PERCEPTION





Factors in the perceived object:


Motion


Novelty


Sounds


Proximity


Background


Size
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