
o Self-monitoring – the extent to which people are able to observe their own behaviour and 

adapt it to external situations  

o Emotional intelligence – the ability to cope, empathise with others and be self-motivated  

 

10.2 VALUES, ATTITUDES AND BEHAVIOUR  

➢ Organisational behaviour (OB) – a field dedicated to better understanding and managing people at 

work  

o Helps managers not only explain workplace behaviour but also predict so they can better lead 

and motivate their employees to perform productively  

➢ Individual values: abstract ideals that guide one’s thinking and behaviour across all situations  

➢ Attitude – a learned predisposition towards a given object  

➢ Behaviour – actions and judgements evident from what people do  

➢ Cognitive dissonance describes the psychological discomfort a person experiences between their 

cognitive attitude and uncomfortable behaviour (Leon Festinger, 1957)  

 

10.3 PERCEPTION AND INDIVIDUAL BEHAVIOUR  

➢ Perception: the process of interpreting and understanding one’s own environment  

➢ There are four steps in perceptual process 

 

 
 

Four distortions in perception 

➢ Stereotyping: the tendency to attribute to an individual the characteristics one believes are typical of 

the group to which that individual belongs 

➢ Casual attribution: the activity of inferring causes for observed behaviour – formulating cause and 

effect explanations for our own and others’ behaviour  

o Fundamental attribution bias: when people attribute another person’s behaviour to their 

personal characteristics rather than situational factors  

 

10.4 WORK RELATED ATTITUDES AND BEHAVIOURS MANAGERS NEED TO DEAL WITH  

➢ Employee engagement  

➢ Job satisfaction: the extent to which you feel positive or negative about various aspects of your work  

o The key correlates of job satisfaction are stronger motivation, job involvement, organisational 

commitment and life satisfaction 

➢ Organisational commitment: the extent to which an employee identifies with an organisation and is 

committed to its goals  

➢ Evaluating behaviour that exceeds work roles – organisational citizenship behaviours: behaviours 

that are not directly part of employee’s job descriptions 

➢ Counter productive work behaviours: types of behaviour that harm employees and the organisation 

as a whole e.g. absenteeism  

 



10.5 THE NEW DIVERSIFIED WORKFORCE  

➢ Diversity: represents all the ways people are unlike and alike – differences and similarities in age, 

gender, race, religion, ethnicity, sexual orientation etc.  

➢ Significant barriers to diversity:  

o Stereotypes and prejudices – ethnocentrism is the belief that one’s native country, culture, 

language, abilities or behaviour is superior to those of another culture  

 

10.6 UNDERSTANDING STRESS AND INDIVIDUAL BEHAVIOUR: 

➢ Stress: the tension people feel when they are facing or enduring extraordinary demands, constraints 

or opportunities and are uncertain about their ability to handle them effectively – stressor is the 

source of stress  

➢ Sources of job related stress:  

o Type A behaviour pattern: workers involved in a chronic, determined struggle to accomplish 

more in less time  

o Individual role demands – role overload, role conflict and role ambiguity  

o Burnout: a state of emotional, mental and even physical exhaustion  

 

STRATEGIC HUMAN RESOURCE MANAGEMENT  

 

9.1 STRATEGIC HUMAN RESOURCE MANAGEMENT  

➢ HR management: consists of activities managers perform to plan for, attract, develop and retain an 

effective workforce  

o Purpose of strategic human resources process is to get the optimal work performance that will 

help the company’s mission and goals  

➢ Important resources 

o Human capital: the economic or productive potential of employee knowledge, experience and 

actions  

o Knowledge workers: someone whose occupation is principally concerned with generating or 

interpreting information, as opposed to manual labour  

o Social capital: economic or productive potential of strong, trusting relationships  

➢ Planning the Human Resources need  

o Strategic human resource planning: developing a systematic, comprehensive strategy for 

understanding current employee needs and predicting future employee needs  

➢ Understanding current employee needs:  

o Need to do a job analysis: to determine, by observation and analysis, the basic elements of a 

job  

o Need to do job specification: describes the minimum qualifications a person must have to 

perform the job successfully  

➢ Predicting employee needs: need to be knowledgeable about:  

 


