	3.
FEEDBACK ON THE DISCUSSION CLASSES


The discussion classes were conducted by Ms V Naidoo, Ms MS May and Ms MG Ngokha in Pretoria, Cape Town and Durban. File this feedback in a safe place as it an important source for your examination preparation.

The discussions during these classes covered only topics prescribed for the IOP101M examinations, that is chapters 2, 5,  7, 8, 10, and 12 (excluding chapters 1, 3, 4, 6, 9, 11, 13, 14 and 15) in the prescribed book by Bergh & Theron (2006).

3.1 ORIENTATION AND INTRODUCTION 

The primary objective of the discussion classes was to orientate students and to summarise and simplify the study material by discussing key concepts and assumptions and, where possible, illustrating concepts by means of practical examples. Various concepts were discussed and compared to enable students to understand and integrate such concepts on one general level of meaning. For examination purposes, try to summarise your work in this manner. By doing so you will make, the tutorial matter will be more easily understandable and meaningful.

Due to the limited time frame in the discussion classes, it was not possible to discuss all the topics covered in this tutorial letter in detail. Please note that although this tutorial letter will assist you with your examination preparations, you still need to consult your study guide, prescribed book and assignments to be fully prepared for the examinations. Also remember that your study guide contains valuable discussions and examples.

As part of the introduction, the open systems model as dealt with on p xiii of the prescribed book was discussed. The interrelatedness of the concepts discussed in the different chapters of the IOP101M curriculum was elaborated on. A brief discussion of the prescribed chapters follows.

3.2
CHAPTER 2: PERSPECTIVES ON GENERAL AND WORK BEHAVIOUR 
3.2.1
INTRODUCTION
This chapter focuses on the contributions made by various schools of thought and postmodern approaches towards the study of behaviour in general and in the work context. It considers the beliefs and philosophies of each school of thought and postmodern approach and their methods of study. Industrial psychology is psychology applied in the work context. The roots of psychology lie in ancient Greek philosophy. Knowledge provided through natural science paved the way for psychology to be established as an experimental science in its own right. Wilhelm Wundt, a German psychologist, founded the first psychology laboratory and is regarded as the founder of experimental psychology.

3.2.2
SCHOOLS OF THOUGHT
A school of thought is an intellectual movement whose supporters have agreed on the subject matter of psychology they wish to study and the methods that should be used to study it.

3.2.2.1
Structuralism
Structuralism was greatly influenced by the work of Wilhelm Wundt. The subject matter of structuralism was the consciousness. By studying the structural elements of conscious experience, the structuralists tried to understand sensation, attention, perception, reaction, feelings and emotion. The method of introspection (self-observation experiences) was used to study the experience of individuals. Structuralism was criticised mainly because of the subjective nature of introspection and the omission of unconscious behaviour. In the work situation introspection is still implied in self-reports relating to personality and attitudes.

3.2.2.2
Functionalism
The subject matter of functionalism was the mind and its function. The mind was perceived as instrumental in a person's adaptation to the environment. Functionalism was influenced by the writings on evolution by Charles Darwin. Attributes found to assist the human in his/her adaptation to the environment are will, reason, instincts, sensation, emotions, imagination, curiosity and the ability to imitate. The method that functionalists experimented with involved animals in order to explain human behaviour. Darwin's work turned the focus of psychology to individual differences, which is still the basic premise for the application of tests, questionnaires and statistics in industrial psychology, for example in selection and research.

3.2.2.3
Behaviourism
Behaviourism was pioneered by John B Watson and involved the control and prediction of observable behaviour by manipulating the environment to create associations in the human mind. The subject matter of behaviourism implied describing human behaviour in terms of stimuli and responses. This method became known as the stimulus-response approach (S-R), which later evolved into the stimulus-organism-response (S-O-R) approach by emphasising the intervening nature of variables like thinking and emotions in the stimulus-response relationship. Another result was the development of the social learning approach, which emphasised observational learning and cognitive processes. The principles of behaviourism form the basis of personnel and management training.

3.2.2.4
Gestalt psychology
Gestalt psychology emphasised the study of the mind as an integrated whole. The subject matter of the Gestalt school was the wholeness of experience, and not its separate elements.  The method used involved group stimuli (eg learning units) in that the mind perceives stimuli differently to what they actually are. Max Wertheimer argued that perception was not just the sum total of sensory elements, but more than the sum of the parts, achieving greater insight in understanding the study matter of learning, memory, perception, motivation and thinking. This Gestalt principle was illustrated in his experiments on the phi phenomenon. In the context of industrial psychology, Gestalt principles are applied when the culture of an organisation is studied.

3.2.2.5
The psychoanalytical school
Sigmund Freud is widely known as the pioneer of psychoanalysis. The subject matter of psychoanalysis was the role of the unconscious in mental disorders, and the method used was clinical observation, namely by free association. In industrial psychology, the study of behavioural dynamics and unconscious processes can be used to explain individual behaviour.

3.2.2.6
Humanism or phenomenology
Humanism developed as a reaction to the mechanistic approach of behaviourism and the negative position the psychoanalytic school had on human nature. The subject matter of humanism concentrated on the whole of the person and personal experience. The method used was eidetic reduction, a technique aimed at systematically eliminating irrelevant images from the mind to reveal true issues. This approach has significant meaning in the workplace, where the emphasis is on human resources development and the realisation of human potential.

3.2.2.7
Cognitive psychology
The subject matter of cognitive psychology focuses on thinking and the problem-solving nature of humans, and the way in which information is organised in the mind. The word "cognitive" means "knowing". The study field of cognitive psychology includes thinking, intelligence, memory, learning, expectancy and perception. Although the human mind is compared with a computer in terms of inputs, active processing and outputs, the view of man as a complex machine is emphasised. The organisation is also a complex and open system where various inputs, involving the individual, work groups, the work itself and environmental factors are transformed into outputs.

3.2.2.8
Metapsychology
The aim of the subject matter of metapsychology is to place human behaviour and experience in a holistic perspective. It is an eclectic approach where different theories and study fields are integrated to establish an all-encompassing perspective of human behaviour. The assumption is that the principles of all the schools of thought and different study fields collectively contribute to a more complete understanding of human behaviour.
3.2.2.9
Postmodernism

“Post” means after and “modern” means new. Postmodernism rejects the idea of universal truths as characterised by heterogeneity. The basic premise involves studying the views of people in social and cultural contexts. In modernism time is perceived as linear and continuous. The main feature of this school of thought is that it acknowledges flexibility and change as characteristics of postmodern organisations and group identity as a mechanism in dealing with an adaptable environment. Cultural phenomena are understood in terms of discursive constructions or discourses.

Trends in postmodernism thinking:

· Decontructionism


 – 
coined by French philosopher Jacques Derrida


 – 
reading of texts and finding new meaning in them 


 – 
texts are unlimited networks of unlimited meanings 


 – 
difference: what the text says and what it means

 – 
play of activities in which meanings of opposites can be overturned


 – 
a construction process through reinterpretation of language theory
· Contructionism


 – 
George Kelly 


 – 
finding meaning through understanding how people construct their personal beliefs


 – 
developed through the individual’s interpretation of external social and cultural factors 


 – 
understanding of an individual’s constructs through dialogue and shared meaning


 – 
constructs can change through meaning-making


 – 
dialogue is thus reciprocally influential 
· Social constructionism 


 – 
Kenneth Gergen


 – 
emphasises social interaction in gaining knowledge and new meanings


 – 
people do construct themselves and their knowledge can be reconstructed by deconstruction

3.3
CHAPTER 5: HUMAN DEVELOPMENT OVER THE LIFE SPAN


3.3.1
INTRODUCTION
Human development concerns age-related or sequential changes from birth to death, caused by genetic and learning influences. Maturation refers to changes resulting from genetic factors, while ageing refers to chronological increase in years. Growth refers to increase in physical size or improvement in mental and psychosocial competencies. Maturity implies integration of physical, cognitive, social and psychological factors at a specific level. Readiness implies sufficient development to benefit from learning.  The study of human development illustrates the competencies required at each life stage, the norms which indicate behaviour and how continuity and identity are acquired in one’s life.

3.3.2
CHARACTERISTICS OF HUMAN DEVELOPMENT
These characteristics include elements of maturation and learning. 

Models of human development

· growth model

· stage model

· differentiation model

· funnel and canalisation model

· humanistic models

Milestones in the study of human development

· Jean Piaget’s principle of self-regulation

· Vygotsky’s concept of social learning

· Bowlby and Ainsworth’s emphasis on attachment behaviours

· integrated approaches

Hierarchical evolution of phases
Behaviours evolve in orderly and predictable sequences which emerge at certain ages and stages (the individual is ready for certain types of experiences), for example critical periods.

Differentiation from the general to the specific
When the cortex matures, there is greater selectivity (discrimination) in relation to effective behaviours in situations requiring choice, such as logical thinking, which can be divided into deduction (coming to a specific conclusion) and induction (coming to a general conclusion).

Increased complexity
With age, the development of the cortex causes faster transmission of impulses and therefore more complex behaviour. These changes are evident in cognitive and social behaviours and physical functions (things becoming more challenging to the individual). Adults can process larger quantities of information, and can reason at a higher level than children.

Predictability
Most individuals follow a similar pattern of development and this enables us to know what to expect from people at different ages and transitions. 

3.3.3
DOMAINS OF HUMAN DEVELOPMENT
Physical or biological domain

· Entails biological, motor and physical attributes.

Cognitive development

· Progressive development of thought processes, mental abilities and capabilities.

· Psychosocial development 

· Progressive development of psychological and social behaviour ─ socialisation in humans.

Societal systems

· Incorporates the influence of societal agents.

Career related task development

· Contributes to career choice at certain stages.
3.3.4
DETERMINANTS OF HUMAN DEVELOPMENT
Heredity or genetic determination (etiology, causes)

─ 
environment and learning

─ 
interaction between person & environment (the microsystem, mesosystem, exosystem and macrosystem)

· CRITICAL PERIODS

A critical period is a particular point in time when environmental factors, such as deprivation or the presence of maternal love during the first year of life, will have positive or negative effects on development.


─ 
sensitive to particular type of stimulation   


─ 
limited duration and lasting effect 


─ 
effect noticeable in adulthood


─ 
may be neutralised by subsequent positive experiences

· OPTIMUM PERIODS


─ 
Maturation and learning responsible for successful development

3.3.4.1
DEVELOPMENT STAGES 
Early childhood most critical:


eg
Freud = 1 - 5 years are most important



Bowlby = 1st year is important as attachment occurs

Bowlby’s secure and insecure attachment behaviours:

· Insecure attachment


─ 
ambivalent, avoidant and disorganised attachments

· Secure attachment


─
probably leads to a well-adjusted adult 

Freud’s psychosexual stages

· oral (1st year) – mouth areas

· anal (age 2 - 3) – excretion areas 

· phallic (age 3 - 7) – genitals 

· latent (5 - 12) – nonsexual, relationships

· genital (from puberty onwards) – genitals, partner sexuality
3.3.4.2
ERIKSON'S LIFE SPAN DEVELOPMENT THEORY
Erikson's theory regards development as a process of psychological development in eight stages throughout life towards the acquiring of ego-identity. Conflicts in every stage have to be resolved to obtain ego-identity.

Trust versus mistrust [first year of life, oral-sensory]
During infancy, trust is a result of satisfactory maternal care (feel secure and accepted) while mistrust is a manifestation of rejection (suspicious of people, people are unacceptable to the individual later in life).

Autonomy versus shame and doubt [2 - 3 years, muscular, anal]
Maturation of physical functions creates a feeling of self-esteem and pride (independence, self-motivation are acquired). Problems in these areas create feelings of inadequacy and self-doubt, causing the individual to avoid success later in life. 

Initiative versus guilt [4 - 5 years, locomotor-genital]
Children learn initiative by sharing responsibilities and exploring their environment. If children fail to develop initiative and are constantly criticised, they will avoid responsibility (leading to hypochondria).

Industry versus inferiority [6 - 11 through puberty, latency]
School-attending children acquire qualities like perseverance and accomplishments (becoming productive and useful in society). Negative assessment by others results in inferiority complexes which may cause learnt helplessness (low achievement motivation, avoidance of competition).

Identity versus role confusion [12 - 18 years, puberty or early adolescence]
Teenagers test their identity by belonging to groups.  If they feel they do not have the same identity as others, they become confused about their role in life and possibly experience a mid life crisis later in life.

Intimacy versus isolation [late adolescence, early or young adulthood]
Young adults share their identity with others through affiliation and friendship (human relations involvement) and they have the ability to commit themselves to intimate relationships. Lack of intimacy results in a feeling of isolation (alienation).

Generativity versus stagnation [adulthood]
During life, adults have a feeling of being needed in relationships (creative self-actualising) and the lack of self-fulfilment leads to stagnation (no growth). 

Ego-integrity versus despair [aging/maturity]
If conflicts in the previous phases have been resolved, the aged person accepts his past life-cycle with a sense of order and meaning (person is ready for the retirement phase of his/her life). Despair is manifested by a feeling that life is too short (person fears the future and is unable disengage from 

his/her job).

3.3.4.3
CAREER TRANSITIONS AND TASKS 
Progressive development and learning of work competencies and attitudes as part of general development.

Career maturity

· Progressive maturity and growth in physical, cognitive and psychosocial domains.

Self-efficacy

· An individual’s belief in their own capabilities.

Developmental tasks

· Tasks which arise at certain periods in an individual’s life, successful achievement of which lead to satisfaction with later tasks.

Stages => over the life span (overlapping)
[A]
Growth phase  (0–14 years) - fantasise about the career you would like to do as an adult, influenced by parents, school, play, media.

[B]
Exploration phase (15–24 years)  - develop and test attributes, influenced by school activities, choice of subjects, vacation work, specialised study, preparation for first job and for family responsibilities.

[C]
Establishment phase (25–44 years) - first jobs, encountering changes, moving ahead, family responsibilities and role in society.

[D]
Maintenance phase (45–65 years) - making progress, holding jobs, providing for your family, maintaining societal roles.

[E]
Decline phase (65–71+ years) - preparing for retirement and finally retiring.

3.4
CHAPTER 7:  PERCEPTION
3.4.1
INTRODUCTION

Perception is a process by which we understand reality. Perception helps us to recognise objects and scenes in our environment, to interpret this information and to extract meaningful and useful representations of our world from it. Perception is not possible without sensation.

What is sensation?
Sensation entails the registration and coding of light, sound and other energies which stimulate the sense organs. 

What is perception?
Perception is the selection, organisation and interpretation of sensory inputs in order to understand reality.

Psychophysics (study of sensation and perception) involves the study of how physical stimuli are translated into psychological experiences.

Physical and social perception
Physical and social perception are based on physiological processes. We sense and perceive stimuli in accordance with the following concepts:

Thresholds
The weakest detectable stimulus for any sense is a threshold. A threshold is the dividing point 

between energy levels (stimuli) that have and do not have a detectable effect.

Just-noticeable difference
It is the smallest difference in the intensity of stimulation that the senses can discern.

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

Sensory adaptation
It is a steady reduction in sensitivity to prolonged stimulation. Sensory adaptation is automatic and informs us of environmental changes which may signal threats or unpleasantness.

The study of perception is very important for job design. When creating a job specification for a plant which manufactures highly flammable chemicals, it would be important to state as a recommendation  that an applicant, like a laboratory technician, could benefit by having a low threshold for smoke detection. This implies that the applicant would be able to detect the smell of smoke at the weakest detectable level. It does not of course exclude the need for an ergonomically designed workplace. The concept of just-noticeable difference has been successfully used by product manufacturers in tactically decreasing the sizes of the products. Consumers do not readily notice the smallest difference in the products they purchase regularly.

3.4.2
TYPES OF PERCEPTION
Subliminal perception
Subliminal perception involves the sensing of stimuli which is not within a person's conscious awareness. Subliminal perception has received much attention due to its possible use in advertising.

Extra-sensory perception (ESP/PSI) 
Extra-sensory perception is a person's "sixth sense" which is perceived without a basis in sensation. Pre-recognition, clairvoyance, telepathy and psycho-kinesis are forms of ESP/PSI. 

Illusions
An optical illusion involves an apparently inexplicable discrepancy between the appearance of the stimulus and its physical reality. Illusions due to distortions of physical processes include mirages. Illusions related to cognitive processes fall into two categories: illusions of size and illusions of shape. 

3.4.2.1
LAWS AND PRINCIPLES 
Selective attention
We focus attention on a small portion of stimuli available, while ignoring other aspects. Through this, one maximises information from an object, situation or person, while ignoring interference from irrelevant or threatening objects.

Shape perception
Two important aspects of shape perception are organisation and pattern recognition.

• Organisation
The Gestalt approach proposes that we organise  visual stimuli into whole structures, instead of separated isolated parts. The following laws of grouping influence perception:

The law of proximity, the law of similarity, the law of continuity, the law of closure, and  the  law of simplicity.

• Pattern recognition
Pattern recognition, the ability to perceive and recognise objects, is a form of problem-solving based on two categories of mental talk simultaneously, viz, bottom-up and top-down processes. 

Depth and distance perception
There is no single explanation for depth, distance, width and height perception. The cues involved in depth and distance perception are monocular cues (depth perception based on one eye) and binocular cues (depth perception based on two eyes).

Perception of movement
Perceived movement occurs when a stationary object appears to be moving because it is presented against a moving background. The phenomenon by which the illusion of motion is created when non-moving stimuli are presented in rapid succession in such a way as to imitate real movement is called apparent movement or the phi-phenomenon.

Perceptual constancy 
Constancy is the tendency for qualities of objects (size, shape and colour) to seem to appear the same, despite changes in the way we view the object.

3.4.3
INTERPERSONAL PERCEPTION
Interpersonal perception is influenced by physical sensation (neurons and brain) and perceptual laws. In the following section, the perceptual errors which we make during impression formation and ascribing attributions are discussed.

Impression formation (forming an impression of a person's characteristics). 

Schema
A schema is a generalised idea regarding a frequently encountered object, event or person. Once a schema has been formed, it influences both what people perceive and what they remember. 

Primacy effect
When forming an impression about a person, the earlier or more recent information you have of that person is considered to be more important than subsequent information you may obtain about that person. 

Negativity bias
The impression we have about a person is more strongly influenced by his/her negative traits than his/her positive traits.

Effects of physical appearance
Desirable characteristics are often ascribed to "attractive" people, rather than to less "attractive" people.

Stereotypes
We use a stereotype when the impression we form of a person is based on that person's membership of a particular group. In using stereotypes we ignore diversity in social groups and form inaccurate perceptions of individuals.

Halo effect
The halo effect occurs when general impressions are based on a single characteristic of a person. 

Contrast effect
A person is not evaluated in isolation, but in comparison to other individuals whom we have encountered.

Projection
The defences we use during impression formation include projection, which is the tendency to attribute one's own characteristics to other people.

In-group/Out-group dynamics
The in-group and out-group refer to the tendency to see people differently depending on whether they are members of our group or not. There is an increase in our distortions about the out-group when our stereotypes come into play. 

Selectivity in person perception
When judging others or forming an impression of them, we tend to do so selectively by using our own schema, interests and attitudes. Selective perception allows us to speed read people, but we could also form inaccurate impressions, confirm our negative expectations of others or make inaccurate judgements about their behaviour.

Attribution theory
This theory has been developed to analyse the way we go about judging the causes of behaviour. When we attempt to understand the behaviour of others, we attribute their behaviour to something within the person (we give an internal explanation) or something about the surrounding circumstances (we give an external or situational explanation). In making judgements about whether other people’s behaviour is due to internal or external factors, we use three types of information, namely consensus, distinctiveness and consistency. Attribution errors and bias include fundamental attribution error, actor-observer bias, blaming the victim and self-serving bias.

Prejudice and discrimination
Prejudice is negative attributes held with regard to members of a group. Prejudice includes three components: beliefs, emotions and behavioural dispositions. Prejudice can lead to discrimination which involves unfair behaviour toward members of a social group. 

Direct intergroup conflict, the authoritarian personality, the social learning theory and cognitive processes (eg assimilation and contrast) propose different perspectives for the development of prejudice. Prejudice and discrimination can be reduced through education, intergroup contact and legislation. 

3.5
CHAPTER 8: COGNITION

3.5.1
INTRODUCTION

This chapter focuses on how people acquire and use knowledge. Though the human mind can be compared to a computer, it is much richer and not programmed. Metacognition is the ability to monitor your own thinking. 
3.5.1
COMPONENTS OF THINKING

A mental imagery is a representation of aspects which are not physically present. Through mental imagery you form a representation of your environment. For example, you know your way around the building where you work because you have a cognitive map/mental image of the building. 

A concept is a mental category of ideas and events which share the same properties. Through conceptual grouping we use concepts to group similar items together. Concepts can be built around a prototype or representative sample. A prototype refers to that aspect which is typical of a concept. A schema refers to that aspect which is essential to a concept, and is a mental structure through which we organise information. Can you remember in which previous section you have learnt about a schema? Scripts deal with expected sequences of events and actions.

3.5.2
PROBLEM-SOLVING

What is problem-solving? Problem-solving is aimed at finding ways to reach goals.

Problem-solving stages: Preparation, Incubation, Illumination, Verification.

Problem-solving strategies
Trial and error methods are random searches for solutions, where solutions are found by chance.

When using algorithms we choose a certain method which will definitely lead to a solution. 

When using heuristics we select a number of options which will probably result in a solution. For example, a chess player uses heuristics to win a game of chess.

In means-end-analysis we divide the problem into a number of smaller problems (or tasks) or sub-problems. The sub-problems are solved by determining the original solution and the goal and then reducing the difference.

In an analogy we use a solution to an earlier problem to solve a new one. 

Barriers to problem-solving
Functional fixedness occurs when the function for which we use an object remains fixed, and we cannot think of new uses for it. An example illustrating somebody not "suffering" from functional fixedness: in detective fiction a paper weight can be used as a murder weapon.

A mental set occurs when a person uses the same solution they used to solve previous problems.

3.5.3
REASONING
Reasoning refers to thinking for the purpose of making decisions, forming judgements, solving problems and drawing conclusions. Reasoning entails formal and everyday reasoning. Formal reasoning includes syllogistic reasoning in which a conclusion is drawn  based on two propositions known as premises. Everyday reasoning includes planning, making commitments and evaluating arguments. Sources of error in reasoning are the confirmation, oversight bias and hindsight effects. 

3.5.4
DECISION-MAKING
Decision-making requires us to make a choice about the likelihood of uncertain events. Decision-making requires that we combine, manipulate and transform our stored information. Often we do not use step-by-step procedures to make decisions: we rather use heuristics (strategies which are likely to produce the correct solution). Heuristics can be useful if they help us to simplify all the information that we should consider when making a decision. Errors in decision-making occur when we apply heuristics inappropriately. Three heuristics, namely availability, representatives, and anchoring and adjustment can influence our decision-making. 

Decision frames 

Decision frames occur when people are influenced by the way in which something like a request or an instruction has been presented. Such presentation can be of a verbal or written nature. When people’s decisions are influenced by decision frames, they tend to base their decisions more on the wording of a question and may underestimate the importance of other relevant information. A typical example would be that of a human resource personnel member who, during a selection process, bases his/her decision on the elimination of less suitable applicants according to the instruction he/she was given to select the best candidates.

Escalation of commitment
Sometimes a person makes a bad decision with negative consequences. The extent to which this person will adhere to a bad decision is influenced by the money and time already invested, the psychological effects of failure and pressure from others. 

3.5.5 
CREATIVITY
Creativity involves the finding of a solution to a task which is both unusual and useful. Creative people will use divergent thinking which is fresh and unconventional. 

Creativity is related to high intelligence, but intelligence is not the only criterion for creativity. Creative people are unconventional, have a sense of humour, have controlled impulsiveness and rich fantasy thinking.

3.5.6
LANGUAGE AND THOUGHT
Although we cannot be sure about the nature of the relationship between thought and language, they are intrinsically related. Thought and language are integrated processes monitored by metacognition. Metacognition is our capacity to monitor our own thoughts.

Different theories and theorists, such as behaviourist theories, linguistic relativity hypothesis/the Whorf's hypothesis,  Piaget, Chomsky and the cognitive view, attempt to explain the relationship between language and thought. 

3.5.7
MEMORY
Memory is the ability to store and recall observations and sensations. The stages of memory are sensory memory, short-term memory and long-term memory. Several factors promote memory, while others result in forgetting.

3.5.8
INTELLIGENCE
Although there are many definitions of intelligence, no definition is generally accepted. Theorists agree that intelligence is the general and specific abilities which enable people to adjust to their environment. This influences how we analyse jobs with regards to intellectual demands, and how ability tests are developed.

In the next section intelligence will be defined from a functional, structural or pragmatic point of view.

3.5.8.1
Functional definitions
In this approach the focus is on observably intelligent and effective behaviour. 

There is a correlation between the rate of learning (new things and from experience) and intelligence. Differences in the ability to learn new information and the ability to learn from experience are considered a measure of intelligence. 

Intelligence is defined as the ability to adapt effectively to, as well as to act practically and socially correctly in the environment. The difference in adjustment between people is considered the measure of intelligence. 
Effective adjustment is influenced by abstract thinking and the ability to cope effectively with symbols in the consciousness. Thus intelligence is linked to problem-solving, insight, imagination and creativity. Memory-effective remembering is also an aspect of intelligence.

3.5.8.2
Structural approach
The various elements of intelligence have been determined and analysed through factor analysis. Intelligence consists of a general factor and specific factors.

3.5.8.3
Pragmatic approach 
The pragmatic approach is concerned with the design and use of various ability tests. A person's performance in these tests is seen as his/her intelligence. Thus, intelligence is a measurement concept.

3.5.8.4
Emotional intelligence: This approach considers how emotions and interpersonal relationships are managed and how this influences cognitive processes.

3.5.9
Levels of intelligence
Mental age is the level of intellectual development achieved by a person in terms of chronological or real age. Mental retardation: IQ of 70 or lower. "Normal" Range: ±90 to ±110/130 Genius: 130-140+. The level of intelligence is influenced by the level of education and training, environmental deprivation and heredity/chromosome deviations.

3.5.9.1
Classification of IQ scores 

Mental retardation ─ less than 70


Genius ─ 140 plus
·   Extreme 
=
< 24



Very high intelligence and creativity

·   Serious

=
25 ─ 39


Better academic studies

·   Moderate
=
40 ─ 54


Better developed physically

·   Slight

=
55 ─ 69


Positions of leadership and social adaptability

“Average” Range ─ 90 to 109

“Above Average” ─ 110 to ± 139

3.6
CHAPTER 10:  ATTITUDES AND VALUES
3.6.1
ATTITUDES
Nature of attitudes
Attitude is defined in terms of three components, the cognitive, the emotional and the behavioural components. A distinction is made between central and peripheral attitudes.

Peripheral attitudes are reflected in people's beliefs and opinions. They are temporal, subject to change and situational. A possible example is the climate in the work group. Central attitudes on the other hand, are long lasting, resistant to change and thus relatively more stable. They form part of a personality structure and are also related to the individual's self-concept. 

3.6.1.1
Functions of attitudes 
Attitudes:
determine the meaning of facts and situations and are substantiated by the organisation of select facts; they can defend and express the self.

Attitude change 

Attitudes can be changed as a result of changes in an individual’s cognition or behaviour.

3.6.1.2
The individual as an active agent
Factors involved in the individual changing his or her attitudes include cognitive dissonance and self-perception.

Cognitive dissonance
This refers to an imbalance between two or more of the individual's cognitions (thoughts, beliefs, cognition and actions). Four mechanisms which can be used to handle such a dissonance are: seeking new information to support one's beliefs and avoiding that which increases the dissonance; misinterpreting contradicting information; finding other individual who may offer social support; and playing down factors which may contribute to dissonance.

Self perception
The self-perception theory states that an individual's attitude can change through the perception of his or her own attitudes.

3.6.1.3
The individual as a recipient
External factors that can result in attitude change include the credibility of the communicator, the organisation of the communicators, the emotional content of the communication and the situation in which communication occurs.

3.6.1.4
Work related attitudes
Work related attitudes include job satisfaction and job involvement and organisational commitment. Factors contributing to job satisfaction are: mentally challenging work, equitable rewards, working rewards, and friendly co-workers and bosses. Job involvement refers to the degree to which the individual psychologically identifies with his/her job. Organisational commitment refers to the degree to which the individual identifies with his or her employing organisation. 

3.6.2
VALUES

3.6.2.1
Nature of values
Two generally accepted definitions are those of Rokeach and Kluckhorn. Rokeach defines a value as an enduring belief that a certain mode of conduct is personally or socially preferable to a converse mode. Kluckhorn regards a value as an implicit or explicit conception of the desirable which influences behavioural choices.

3.6.2.2
Characteristics of values

Values:
are more constant than attitudes, can be inherent, not easily/necessarily perceivable, can be perceived in explicit behaviour, develop in the same manner as attitudes, are the individual's cognitive conceptions and are determined by cultural influence.

3.6.2.3

Values as part of personality
Six value orientations that are intrinsic in every individual's personality are: theoretical, economic, social, power, religious and aesthetic.

3.6.2.4

Cultural values in organisational context
According to Hofstede there are three types of value system which influence the thinking of individuals and the thinking of organisations in predictable ways. These are:

Power distance - This is concerned with the distribution of power in an organisation.  

Individualism versus collectivism - This is concerned with the role of the individual versus the role of the group.

Masculinity versus femininity - where the distinction arises from whether a society bases its socialisation on assertiveness and ambition (masculinity) or on modesty and solidarity (femininity).

The study of attitude and values is of utmost importance in the work environment, as it not only assists employees in understanding one another, but in gaining better understanding of their own feelings towards the working environment. Through the understanding of their employees' values and attitudes, employers can best predict the types of incentive that can contribute to job satisfaction and that will be practical and readily acceptable by their workforce. 

3.7
CHAPTER 12: AGGRESSION AND CONFLICT
3.7.1
AGGRESSION 
What is aggression?
Aggressive behaviour is determined by the social and cultural standards of the perceiver. In the work context different stakeholders can experience work place aggression, work place violence, work place bullying, as well as work place harassment. 

3.7.1.1
Types of aggression
The different forms of aggression are dependent on the underlying intention or motive of the aggressive behaviour. A distinction is made between hostile, instrumental, anti-social and sanctioned aggression. We must be able to differentiate between functional and dysfunctional aggression. Not all aggression is bad.

3.7.1.2
 Measuring aggression 
As there is no universally accepted measurement of aggression, different measures are used to measure the concept. These are: 

• verbal measures

• behaviour measures

• psychological tests

3.7.1.3 Causes of aggression

Personal determinants of workplace aggression 

These include unique personal and psychological factors. 

An individual who exhibits signs of diminished self-awareness, usually does so in mob behaviour, and a psychological state called de-individuation is said to have occurred. Conditions leading to diminished self-awareness:
• sense of personal anonymity

• high sense of arousal, induced by being in a crowd

• increased focus on external events rather than personal or interpersonal events

• when groups form a close unit

Inherent nature of aggression

Such beliefs were acknowledged by people like Freud in his concept of the id and the thanatos (death drive).

Aggression as learned behaviour

This notion assumes that aggression can be learnt in the same way as other types of behaviour. A person may become insensitive toward the aggressive behaviour they have learnt may decide to adopt it, or may even develop fear, which can cause self-assertiveness. Self-assertiveness is any behaviour whereby individuals communicate directly and openly and take responsibility for their actions.

Personality dispositions 

Personality factors determine the extent to which we behave aggressively towards others, as well as the tendency of others to behave aggressively towards us. 

3.7.1.4
 Social, environmental and situational determinants of workplace aggression

Unfair treatment

In a diverse context, unfair treatment of individuals from minority groups can lead to aggression in the work place. 

Poor management of diversity

If diversity is poorly managed in organisations, differences in conflict situations can be amplified, which can escalate conflict between individuals. 

Norms and norm violation 

Norms and norm violations can contribute to or reduce aggressive behaviours in organisations and society.

Workplace changes and discontinuity

Cost-cutting, job losses and organisational change are related to the expression of hostility and obstructive aggressive behaviours. Research has shown environmental factors like crowding, heat and noise can cause physical arousal which makes the individual more sensitive to stimuli which are potentially irritating.

3.7.1.5 Aggression as a response to frustration 

A frustrated person can act very aggressively if the environment provokes such behaviour.

3.7.1.6 Strategies for managing workplace aggression and violence
·     Policies: Employers are under a legal obligation (under The General Duty Clause of Occupational Safety and Health Act, No85 of 1993) to ensure a safe workplace. Workplace policies and procedures assist in identifying potential for violence and ways to prevent it. 

· Punishment: Punishment is widely used in most societies as a form of managing and controlling conflict.

· Catharsis: Refers to the use of aggression, more especially in a therapeutic context, to counter act aggression. It could be a case of fighting fire with fire.

· Hints for dealing with aggression from others should be explored and used. 

· For the handling of your own aggression, it is important that you express your feelings without blaming or accusing others. 

3.7.2
   CONFLICT 
What is conflict?
The existence of conflict is dependent on the perception of the perceiver. The frustration-conflict-aggression-violence continuum suggests that conflict can result in aggression and violence if it is unresolved.  

People have different views on the role of conflict in groups:

Traditional view: This view regards conflict as bad and dysfunctional and recommends that it should be avoided.

Human relations view: According to this view conflict is unavoidable and can be utilised productively.

Interactionist view: This view regards conflict as good, necessary and to be encouraged.

3.7.2.1
Types of conflict
A distinction should be made between intra-personal and inter-personal conflict, conflict between individuals and groups, and organisational conflict. Other types of conflict include conflict which may be pseudo or manipulated, conflict which is fact-based, policy conflicts, value-based conflicts and ego conflicts. 

3.7.2.2 Causes of conflict
Some common causes of conflict are: 

· communication problems 

· structural variables like big groups, inter-dependency, size, specialisation, different goals, ambiguity

· incompatibility

· personal variables (idiosyncrasies and differences)

3.7.2.3 The escalation of conflict
Please refer to the diagram on pages 222-223 of the prescribed book (Bergh & Theron 2006) to study the different phases of conflict escalation.

3.7.3 Styles of handling conflict
Conflicting parties can handle conflict by engaging in any of the following approaches to resolve 

conflict: competing, collaborating, avoiding, accommodating or compromising. 

3.7.3.1 Steps for dealing with inter-personal conflict are also available, it is important that all parties involved agree on a constructive definition of conflict so that it is defined as a challenge and a mutual problem to be solved. This will increase communication, trust and cooperation. Also by clearly describing your feelings and expectation of the conflict, you are taking ownership of what you feel. Also, consult the box on p 224 in the prescribed book detailing the steps dealing with interpersonal conflict, and the box on p 225 dealing with the ethical implications of dealing with conflict.

3.7.3.2 Conflict and employment relations 

Conflict is an inherent part of industrial relations.  Different strategies are used to deal with conflict in the workplace, including legislation, as well as internal informal and formal structures.  

3.7.3.3 Stimulating conflict
Managers can encourage and stimulate conflict in constructive ways by: restructuring the organisation, acting against communication rules, bringing in outsiders/diversity/mixed cultures, appointing a devil's advocate, encouraging competition, and choosing managers democratically.

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 manner. By setting practical and challenging objectives, teams and individual employees can use their aggressive energy constructively to achieve these goals.

