Escalation of Commitment-  Causes:  High personal responsibility and negative results.  People w/ knowledge have no power and vice versa.   Solutions: Set limits prior to start, don’t focus on incremental or sunk costs, and consult with independent / objective resources.

Decision Biases:  1) Confirmation Trap - Tendency to seek data that confirms your hypothesis.  Examples are sampling on the dependent variable and self-fulfilling prophecies.  2) Framing Effects - Loss => gamble;  Gain => take sure thing  3) Social status differences affect credibility and groupthink  4) Availability / Representativeness Bias – easy to remember / typical events seem more probable and important  5) Anchoring & Adjustment Bias – anchor on reference points w/out sufficient adjustment when estimating numerical values  6) Hindsight Bias – e.g. curse of knowledge (woulda, shoulda, coulda)

Cognitive Repairs / Learning from Experience:  1) Involve others to generate deep, broad hypotheses and drill down to unique action implications.  2) Avoid focusing on people rather than situations (fundamental attribution error).  3) Feedback analysis should not be self-serving or based on anecdotes.  4) Don’t claim credit for lucky successes and don’t rationalize failures.  5) Conduct actual experiments.

Performance Appraisals:  1) Give and receive sincere, constructive feedback  2) Collaborate to design clear action steps  3) Clarify and align expectations  4) Avoid “doom zoom” / defensiveness.

Influencing Others:  1) Principle of Social Proof – our opinions are influenced by others, esp. in times of uncertainty.  More powerful when observing behavior of people similar to us.  Conformity has rational (informational) and non-rational (normative) basis.  2) Groupthink symptoms – invulnerability, rationale, morality, stereotypes, pressure, self-censorship, unanimity, mindguards.  3) Reciprocity – includes rejection-then-retreat tactic to induce concessions.  4) Commitment and Consistency  5) Private vs public actions, physical proximity, and social status all matter.

Motivation:  Expectancy Model 


  
Ability

Motivation => Effort => Performance =>Outcomes (Rewards)

Expectancy Beliefs:  1) Performance-Outcome: behavior will lead to reward / outcome  2) The reward has positive value to the indi => you should find out what’s important to each indi  3) Effort-Performance:  indi believes that he can achieve the performance if he puts in the effort.  This is the link that is often ignored by mgmt.  Employer may provide training to improve employee skillset.

a) Fear can energize, but it will constrain creativity and innovation.  Effective only when you want employees to increase their effort to perform something in their existing skillset.  b) Contests that reward only indi performance work against the cooperation and performance of the team.  c) Transparent rewards system and employees feeling control over their work environment (independence / self responsibility) are important.  d) Excessive extrinsic rewards can reduce intrinsic motivation  e) Folly of rewarding A while hoping for B.

Authority:  1) Role – a societal / organizational position that guides expected behavior.  Can be used to motivate compliance.  2) Milgram experiments – some participants felt no responsibility, just following directions, had no choice, submitted to experimenter’s authority  3) Org design => reduce role conflict and ambiguity.  Eliminate divisive symbols (exec dining room).   To change motivation and behavior in orgs, you often must change the nature of the roles that employees occupy.

Influence & Ethics:  1) Three classes: bunglers, smugglers, and sleuths.  2) Six principles of influence: reciprocation, commitment/consistency, social validation, friendship/liking (apply praise & similarities), authority, and scarcity.  3) Dishonest orgs incur reputation cost and employee cost => self selection for crooked employees => costly security systems => resentment and distrust by workers.

Cultural Differences:  1) Strong org culture may lead to ethnocentrism => inability to identify and respect differences.  2) Four key dimensions to distinguish between cultures:

a) Individualism vs. Collectivism: indi leadership vs. group membership; fluid group membership vs. strong distinction btwn in-group and out-group.  Most people live in collectivist societies, but mgmt techniques and training have been developed in individualistic cultures.

b) Power Distance: the level of preference for equality or inequality within groups.  Minimize inequality vs. stratified social order; use of power should be legitimate and good vs. power is a basic fact of society so good/evil and legitimacy do not matter; all people are same vs. superiors and subordinates are fundamentally different kinds of people.

c) Uncertainty avoidance: preference for risk and ambiguity vs. certainty and structure.  Uncertainty and change are perceived as threats vs. acceptable flux; consensus vs. dissent tolerated; written rules and regulations vs as few rules as possible.

d) Masculine vs. Feminine:  the relative degrees of task/outcome orientation vs. relationship/process orientation.  Performance vs. quality of life; men=assertive and women=nurturing vs. men can be nurturing; live to work vs work to live.

Developing Cross-Cultural Competence:  1) Best practice in one culture might be offensive in another.  2) National culture supercedes corporate culture  3) Cannot harmonize culture => focus on harmonizing output: define goal and have each culture achieve it in their own way  4) Cross cultural interpersonal sensitivity: ability to hear what foreigners really mean and predict how they will react  5) Positive expectations of others: everyone is a valuable person  6) Speed in learning political networks: determine who is influential and what each person’s political interests are.

