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Diversity @ IBM - Doing it differently.mp4

OUTLINE

UNDERSTANDING THE BEHAVIOR

INDIVIDUAL DIFFERENCES

INDIVIDUAL PSYCHOLOGICAL
VARIABLES

THE PSYCHOLOGICAL CONTRACT




Diversity at Work
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Understanding The Behavior
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BEHAVIOR IS COMPLEX

i

PATIENCE

& »
Undev-
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Individual Behavior Framework
[ | |

The individual
* Abilities and skills
* Family background
* Personality
* Perception
* Attitudes
* Values
* Attributions
* Learning capacity
* Age
* Race
~*Sex
* Experience

S~

(Gibson et.al., 2012)




Kurt Lewin :

B=1f(l, E)

“An employee’s behavior (B) is a function of
individual () and environmental (E) variables.”



Understanding Individual Differences

Managers must :

Study variables

Observe & . Discover
: that influence . .
recognize the - e relationship
: individual :
differences . among variables
behavior

\< Q Q /




Performance-related Behav
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Performance-related behaviors are directly associated with job tasks
that need to be accomplished to achieve a job’s objective.

ie employee have the skills and abilities to perform the job?
Does the employee have the necessary resources to perform the job?
Is the employee aware of the performance problem?

When did the performance problem surface?

How do the employee’s co-workers react to the performance problem?

B N

What can | do as a manager to alleviate the performance problem?







* An ability is a trait (innate or learned) that

permits a person to do something mental or
physical.

* Example of mental ability :

— Number facility : the ability to rapidly manipulate
numbers in arithmetic operations.

— Fluency : the ability to produce words, ideas, and
verbal expressions.



e Skills are task-related competencies, such as

the skill to negotiate a merger or operate a
computer.

* Example of physical skills :

— Dynamic strength : muscular endurance in
exerting force continuously or repeatedly.



To be successful in matching a person’s abilities and skills
to the job, a manager must examine :

Content of the job

Required behaviors

Preferred behaviors




1. ABSENTEEISM 2. LEADERSHIP STYLE



C ULTUTRTE?""S 1 S S U E
Communication — Ignorance — Insensitivity



Emotional
Intelligence

\ Individual
Psychological

Differences

Personality Attitudes

(Gibson et.al., 2012) \ \



Reality in work
organization

Stimuli (e.q., the
organization's
reward system,
the style of
persuasion used
by a manager,
the work flow)

A k

The person's perceptual process:
Organizing and translating

Observation
of the stimuli

Factors
influencing
perception

s Stereotyping
» Selectivity

» Self-concept
* Situation

» Needs

* Emotions

Evaluation
and
interpretation

of reality

Outcomes

Aresponse
behavior

Attitudes
formed

(Gibsen-et:al;;2012)




Attribution is the process of perceiving
the causes of behavior and outcomes.

Dispositional attributions
: emphasize some aspect
of the individual, such as
ability or skill, to explain

behavior.

Situational attributions :
attributions that
emphasize the
environment’s effect on
behavior.

An attribution bias is making a judgment with only

limited information about the person or situation.

(Gibson et.al., 2012)



Stimuli—
work factors

Job design
Manager style
Company policy
Technology
Fringe Benefits

Salary

(Gibson et.al., 2012)

Attitudes—
components

Affect

— Cognition

Behavior

Outcomes—
responses

— » Emotional:
Statement about liking

— Perceptual:
Statement about belief

— Action:
Statement about
behavior



Cultural forces

= Norms
= Values
= Attitudes
Social class &
Hereditary forces
= Biological rhythms The :11:::‘::::‘? forces
e Gender » individual's = » Peers =
= Physical attributes personality » Friends
* Genetics * Reference persons
Family &
environment forces
= Birth order
= Sjze

= Structure

(Gibson et.al., 2012)



The Big Five Model

Conscientiousness. The hardworking, diligent, organized, dependable, and
persistent behavior of a person.

Extraversion—introversion. The degree to which a person is sociable,
gregarious, and assertive versus reserved, quiet, and timid.

Agreeableness. The degree of working well with others by sharing trust,
warmth, and cooperativeness.

Emotional stability. The ability a person displays in handling stress by
remaining calm, focused, and self-confident.

Openness to experience. A person’s range of interest in new things.



A person’s EQ refers to the ability to accurately perceive,
evaluate, express, and regulate emotions and feelings.

Self-regulation : the ability calm down anxiety, control

. impulsiveness, and react appropriately toanger.

Motivation : a passion to work for reasons that go beyond
/ money or status.

Empathy : the ability to respond to the unspoken feelings of
/ others.

Self-awareness : an awareness of one’s own personality or
individuality.

Social skill : a proficiency to manage relationships and build
networks.



An implied understanding of mutual
contributions between a person and his
or her organization.



psychological contracts ‘iceberg’ model

time/hours ' se;:“t;',‘y
effort/ideas saletly/care
\ performance training/dev
‘ ,-psu"'s l recognition
commitment qualifications ‘o
= . ' ona‘lty . workspace/equip
mobility promotion/growth
supervision ' responsibility
Innovation life .balance/well-being
management ' interest/variety/travel
\ drive change :::;’:::’!:::;Y::;izf: ance
leadership - ?
xartiﬁce/tolpranc‘p ' benefits/pension g —
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‘inputs’ .

©®© Businessballs.com 2010



The perception of the person that his or her firm has failed to fulfill or
has reneged on one or more obligations.

destruction




MANAGING DIVERSITY

DIVERSITY POLICY


Managing Workplace Diversity HD.mp4
Making the best use of everyones talents promoting diversity in the workplace (2010).mp4
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