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MGMT 576: 

Topics in HRM (Organizational Behavior) – CRN 31554 

Fall 2018 

 

Instructor:      ______Class:__________________________ 

Dr. Donald Kluemper               Wednesday: 3-5:30pm 

Office: University Hall 2204     Behavioral Sciences Building 117 

Phone: 225-362-2858      Email: kluemper@uic.edu 

Office Hours: 1-3pm Wednesday, or by appointment 

 

Course Objectives: MGT 576 is an intensive reading and discussion course intended to examine and 

critique current theoretical and methodological issues in management, with an emphasis on contemporary 

organizational behavior topics. It is generally helpful for students to have taken graduate courses in statistics 

and research methodology. However, depending on one’s background such courses are not absolutely 

necessary. This is a seminar course. Thus, class sessions will encourage students to engage in and lead 

discussion of weekly readings and to produce their own original research relevant to course material. 

 

Specific course learning outcome objectives: 

1.  To develop an understanding of theory and research of organizational behavior (OB). 

2.  To develop a knowledge framework in OB that will contribute to your skill as an organizational scientist. 

3.  To develop skills in critically reading and evaluating scholarly works. 

4.  To develop communication skills important for professional endeavors. 

 

Roles: For each topic area, one student will be assigned to serve as the leader for a set of readings. This 

student is responsible for actively shaping or leading topic discussions. This is not just a ‘master of 

ceremonies’ role. It involves developing and asking relevant questions which probe readings or pertinent 

issues and may include such things as expanding on research trends, relating topic issues to on-going 

research in other fields or areas in OB, highlighting special methodologies employed in the area, etc. 

 

Beyond the role of the session leaders, all students are responsible for reading and critiquing the articles. 

Each student is responsible for reading every article and contributing with a high level of discussion. 

Readings should be well digested prior to class so that seminar participants are capable of freely discussing 

them without constantly referring to them. Allow yourself time to integrate them with your current body of 

knowledge. 

 

My role in class is to serve as a discussion catalyst or facilitator. I may provide brief overviews of each topic 

area to help place the present set of readings in context. Additionally, I will ask questions in addition to those 

developed by the topic leader, probe, and in general determine that materials are adequately covered. 

 

Discussion leader role:  As discussion leader, you should prepare a set of questions related to the articles.  

These questions should be distributed via e-mail to the instructor and to everyone in the class by Monday at 9 

a.m. before the class session.  Try to focus on big issues rather than a minor detail in the study. In addition to 

discussing each article, you should spend at least 30 minutes talking about the articles as a set. For example, you 

could discuss: (1) the similarities and differences among the articles; (2) what we know or don’t know about this 

topic; (3) how the studies build upon each other; etc. 

 

You are also responsible for posting PDFs of the articles for the weeks you are discussion leader on Dropbox.   

 

Thought papers:  Each student is responsible for 2 “thought papers”, to be turned in on the anytime throughout 

the semester. These papers cannot overlap with the semester paper (if a thought paper becomes a semester paper, 

another thought paper is required.) These papers should outline an idea for a research study and should include a 

mailto:kluemper@uic.edu
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description of a hole in the literature, why the study would be “important”, the constructs of study, a model of the 

proposed relationships, hypotheses, and proposed data collection methods and statistical analyses to be used. 

Thought papers should be typed (double spaced) and between 3-5 pages in length. As well as handing in and 

emailing a copy to me at the beginning of class, you’ll need to be prepared to share your thoughts orally with 

the other students. Please note that these writings should be treated as important works, as they are in part a 

key indicator of your progress in the course. 

 

Exam: You will have the entire classtime for the exam (2.5 hours). This exam is meant to provide 

experience relevant to the comprehensive examination process.  

 

Semester Paper: Each seminar participant will be required to prepare a major paper during the semester. A 

paper topic should be selected from the course content or appropriate (instructor-approved) OB-related topic. 

Since it is not possible to cover all topics in one semester, some have been omitted. If someone wants to 

pursue a topic not specifically listed in the course content but ordinarily found in an OB text, this is okay. 

Care must be taken not to select a topic that is more appropriately the subject of other courses. 

 

Emphasis is on producing a theoretically driven, empirically based proposal. The proposal would have 

characteristics similar to those exhibited in quality OB related journals like Academy of Management 

Journal, Journal of Applied Psychology, or other top Management journals. If you identify a topic for which 

data is available, you may choose to produce an actual manuscript, subject to the same format constraints as 

the research proposal.  

 

You should start as soon as possible to formulate areas of interest and identify paper topics. I will be flexible 

regarding changes that may occur during the development of the final product.  

 

I expect the quality of your work to be—at a minimum—sufficient for submission to a major national 

conference (e.g., Academy of Management, Society for Industrial Organizational Psychology). Ideally, I 

would like your work to be of such quality that it may ultimately result in publication in a respected journal, 

such as one of those mentioned above or one of the others from which the course reading list has been drawn.  

 

Final papers are due the last day of class in electronic copy format. Along with the paper, you should turn 

in hard copies of a two page (maximum) synopsis. This will be distributed to other class members.  

 

Paper Presentations: The last class session will be devoted to student presentations of their semester papers. 

Presentations will be allocated 20 minutes. Presentations should be accompanied by a power point 

presentation and handouts for the class. Presentations should be well rehearsed in advance and will be 

evaluated based on both content and presentation skills.  

 

Reviewer/Discussant: In addition to the final paper, each student will be assigned as “reviewer/discussant” 

for one other student’s paper. As reviewer/discussant, you will be required to turn in a brief (no more than 

two pages) written review (in hard and electronic format). You should treat your role as reviewer as you 

would if you were asked to review a paper for a journal or conference. Also on the day the reviewed paper is 

presented, you will be expected to provide a 5-minute discussion of the paper. You should treat your role as 

discussant as you would if you were asked to serve the same role in a conference session. Obviously, your 

discussion will be derived from the most important points raised in your written review. Keep in mind, 

though, that you will not necessarily be able to address everything included in the written review. Also keep 

in mind that the role of discussant is not to embarrass or tear down the author of the paper. As both reviewer 

and discussant, you are expected to be constructive—highlighting both strengths and weaknesses, and 

offering suggestions to improve the weaknesses identified. Remember, reviewers should not only serve as 

gatekeepers. Rather, they also should help authors move their papers in the direction of publication. The 

discussant will also serve as session chair, ensuring the paper presentation does not go over 20 minutes. 
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Grading: Grades are based on your individual performance on the following. 

Class discussion   25% 

Discussion leader role   10% 

Thought papers     10% 

Exam    20% 

Semester paper    25% 

Paper presentation   10% 

 

* Note: Letter grades for this course will be given as follows: A=90-100; B=80-89; C=70-79; D=60-69.  

Failing to complete one or more of the above requirements will result in an F for the course. 

ACCOMMODATION FOR STUDENTS WITH DISABILITIES: Concerning disabled students, the 

University of Illinois at Chicago is committed to maintaining a barrier-free environment so that individuals 

with disabilities can fully access programs, courses, services, and activities at UIC. Students with disabilities 

who require accommodations for full access and participation in UIC Programs must be registered with the 

Disability Resource Center (DRC). Please contact DRC at (312) 413-2183 (voice) or (312) 413- 0123 

(TDD).  . More information may also be found at the DRC Website located at 

http://www.uic.edu/depts/oaa/disability_resources/index.html. Students requesting accommodation must 

provide each instructor with a letter outlining the specific accommodations requested for a specific course. 

These letters are developed by the DRC in coordination with the student and presented to the instructor by 

the student prior to the start of each semester.  

ACADEMIC INTEGRITY: This course and its associated coursework are being administered under the 

policies of the University of Illinois at Chicago (UIC) College of Business Administration Honor Code. All 

students are expected to respect and uphold the CBA Student Code of Ethics found on pages 8-9 of the UIC 

Business Student Handbook: http://business.uic.edu/docs/default-source/default-document-library/handbook-

2013-2014-for-website.pdf?sfvrsn=2 

In keeping with CBA policy, evidence of academic dishonesty may result in a failing grade for the course 

and disciplinary review by the University.  

Academic dishonesty includes, but is not limited to, cheating (giving or receiving aid), 

fabrication/falsification, plagiarism (including not accurately referencing source material), bribes, favors or 

threats, examination by proxy (taking an exam for someone else), grade tampering and submitting non-

original works authored by someone other than the student. Refer to the student handbook or Student 

Disciplinary Procedures for definitions and details: 

http://www.uic.edu/depts/dos/docs/Standards%20of%20Conduct.pdf and 

http://www.uic.edu/depts/dos/docs/Disciplinary%20Actions.pdf 

For a complete review of UIC policies regarding intellectual integrity and academic honesty, please visit: 

http://www.uic.edu/depts/dos/conductforstudents.shtml 

 

http://www.uic.edu/depts/oaa/disability_resources/index.html
http://business.uic.edu/docs/default-source/default-document-library/handbook-2013-2014-for-website.pdf?sfvrsn=2
http://business.uic.edu/docs/default-source/default-document-library/handbook-2013-2014-for-website.pdf?sfvrsn=2
http://www.uic.edu/depts/dos/docs/Standards%20of%20Conduct.pdf
http://www.uic.edu/depts/dos/docs/Disciplinary%20Actions.pdf
http://www.uic.edu/depts/dos/conductforstudents.shtml
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Schedule and Topic Overview 

 

Date Wk Topic  

8-29 1 Syllabus and OB/HR guidelines  

9-5 2 Overview of Organizational Behavior  

9-12 3 Job Performance   

9-19 4 Affect and Emotion  

9-26 5 Work Attitudes  

10-3 6 Motivation and Goal-setting  

10-10 7 Organizational Justice Semester Paper Outlines Due in Class 

10-17 8 Stress and Well-being  

10-24 9 “The good”  

11-7  SMA – No Class  

11-14 10 “The bad and the ugly”  

11-21 11 Groups and Teams  

11-28 12 Diversity Draft of paper to peer reviewer 

12-5 13 Paper Presentations Peer review completed / Reviews due 

12-12 14 Final Exam Semester Papers Due in Class 

 

READINGS 
 

Week 2: Overview of Organizational Behavior 

 

Sutton, R. I. & Staw, B. M. (1995). What theory is not.  Administrative Science Quarterly, 40, 371-384. 

 

Whetten, D. A. (1989). What constitutes a theoretical contribution? Academy of Management Review, 14, 

490-495. 

 

Corley, K. G. & Gioia, D. A. (2011). Building theory about theory building: What constitutes a theoretical 

contribution? Academy of Management Review, 36, 12-32. 

 

Salas, E., Kozlowski, S. W. J., & Chen, G. (2017). A century of progress in industrial and organizational 

psychology: Discoveries and the next century. Journal of Applied Psychology, 102(3), 589-598. 

doi:http://dx.doi.org.proxy.cc.uic.edu/10.1037/apl0000206 

 

Aguinis, H., Pierce, C. A., Bosco, F. A., & Muslin, I. S (2009). First decade of Organizational Research 

Methods: Trends in design, measurement, and data-analysis topics. Organizational Research Methods, 12, 

69-112. 

 

Motyl, M., Demos, A. P., Carsel, T. S., Hanson, B. E., Melton, Z. J., Mueller, A. B., . . . Skitka, L. J. (2017). 

The state of social and personality science: Rotten to the core, not so bad, getting better, or getting 

worse? Journal of Personality and Social Psychology, 113(1), 34-58. 

doi:http://dx.doi.org.proxy.cc.uic.edu/10.1037/pspa0000084 

 

Week 3: Job Performance 

 

Podsakoff, N. P., Whiting, S. W., Podsakoff, P. M., & Blume, B. D. (2009). Individual- and organizational-

level consequences of organizational citizenship behaviors: A meta-analysis. Journal of Applied 

Psychology, 94(1), 122-141. doi:http://dx.doi.org.proxy.cc.uic.edu/10.1037/a0013079 
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Berry, C. M., Ones, D. S., & Sackett, P. R. (2007). Interpersonal deviance, organizational deviance, and their 

common correlates: A review and meta-analysis. Journal of Applied Psychology, 92(2), 410-424. 

doi:http://dx.doi.org.proxy.cc.uic.edu/10.1037/0021-9010.92.2.410 

 

Rotundo, M. & Sackett, P. R. (2002). The relative importance of task, citizenship, and counterproductive 

performance to global ratings of job performance: A policy-capturing approach. Journal of Applied 

Psychology, 87, 66-80. 

 

Hom, P. W., Mitchell, T. R., Lee, T. W., & Griffeth, R. W. (2012). Reviewing employee turnover: Focusing 

on proximal withdrawal states and an expanded criterion.Psychological Bulletin, 138(5), 831-858. 

doi:http://dx.doi.org.proxy.cc.uic.edu/10.1037/a0027983 

 

Dalal, R. S., Bhave, D. P., & Fiset, J. (2014). Within-person variability in job performance: A theoretical 

review and research agenda. Journal of Management, 40, 1396-1436. 

 

Hu, J., & Judge, T. A. (2017). Leader–team complementarity: Exploring the interactive effects of leader 

personality traits and team power distance values on team processes and performance. Journal of Applied 

Psychology, 102(6), 935-955. doi:http://dx.doi.org.proxy.cc.uic.edu/10.1037/apl0000203 

 

Week 4:  Affect and Emotion 

 

Elfenbein, H. A. (2008). Emotion in organizations. Academy of Management Annals, 2, 315-386. 

 

Hülsheger, U. R., & Schewe, A. F. (2011). On the costs and benefits of emotional labor: A meta-analysis of 

three decades of research. Journal of Occupational Health Psychology, 16(3), 361-389. 

doi:http://dx.doi.org.proxy.cc.uic.edu/10.1037/a0022876 

 

Beal, D. J., Trougakos, J. P., Weiss, H. M., & Dalal, R. S. (2013). Affect spin and the emotion regulation 

process at work. Journal of Applied Psychology, 98, 593-605. 

 

Little, L., Kluemper, D, H., Nelson, D. & Ward, A. (2013). More than happy to help? Customer-focused 

emotion management strategies. Personnel Psychology, 66, 261-286.  

 

Liu, W., Song, Z., Li, X., & Liao, Z. (2017). Why and when leaders’ affective states influence 

employee upward voice. Academy of Management Journal, 60 (1), 238-263. 
  
Cheshin, A., Amit, A., & Van Kleef, G. (2018). The interpersonal effects of emotion intensity in 

customer service: perceived appropriateness and authenticity of attendants’ emotional displays 

shape customer trust and satisfaction. Organizational Behavior and Human Decision Processes, 97-

111. 
 

 

Week 5:  Work Attitudes 

 

Judge, T.A., & Kammeyer-Mueller, J.D. (2012). Job attitudes. Annual Review of Psychology, 63, 341-367. 

 

Liu, D. Mitchell, T. R., Lee, T. W., Holtom, B. C., & Hinkin, T. R. (2012). When employees are out of step 

with coworkers: How job satisfaction trajectory and dispersion influence individual- and unit-level voluntary 

turnover. Academy of Management Journal, 55, 1360-1380. 
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Fiang, K., Liu, D., McKay, P. F., Lee, T. W., & Mitchell, T. R. (2012). When and how is job embeddedness 

predictive of turnover? A meta-analytic investigation. Journal of Applied Psychology, 97, 1077-1096. 

 

Lee, E., Park, T., & Koo, B. (2015). Identifying organizational identification as a basis for attitudes and 

behaviors: A meta-analytic review. Psychological Bulletin, 141(5), 1049-1080. 

doi:http://dx.doi.org.proxy.cc.uic.edu/10.1037/bul0000012 

 

Byrne, Z. S., Peters, J. M., & Weston, J. W. (2016). The struggle with employee engagement: Measures and 

construct clarification using five samples. Journal of Applied Psychology, 101, 1201-1227. 

 

De Jong, B. A., Dirks, K. T., & Gillespie, N. (2016). Trust and team performance: A meta-analysis of main 

effects, moderators, and covariates. Journal of Applied Psychology, 101(8), 1134-1150. 

doi:http://dx.doi.org.proxy.cc.uic.edu/10.1037/apl0000110 

 

Week 6: Motivation and Goal-setting 

 

Latham, G. P., & Pinder, C. C. (2005). Work motivation theory and research at the dawn of the twenty-first 

century. Annual Review of Psychology, 56, 485-516. 

 

Wanberg, C. R., Zhu, J., Kanfer, R., & Zhang, Z. (2012). After the pink slip: Applying dynamic motivation 

frameworks to the job search experience.  Academy of Management Journal, 55, 261-284. 

 

Carter, M. Z. & Mossholder, K. W. (2015). Are we on the same page? The performance effect of congruence 

between supervisor and group trust. Journal of Applied Psychology, 100, 1349-1363. 

 

Kanfer, R., Frese, M., & Johnson, R. E. (2017). Motivation related to work: A century of progress. Journal of 

Applied Psychology, 102(3), 338-355. doi:http://dx.doi.org.proxy.cc.uic.edu/10.1037/apl0000133 

 

Rockmann, K. W., & Ballinger, G. A. (2017). Intrinsic motivation and organizational identification among 

on-demand workers. Journal of Applied Psychology, 102(9), 1305-1316. 

doi:http://dx.doi.org.proxy.cc.uic.edu/10.1037/apl0000224 

 

Lebel, R. D., & Patil, S. V. (2018). Proactivity despite discouraging supervisors: The powerful role of 

prosocial motivation. Journal of Applied Psychology, 103(7), 724-737. 

doi:http://dx.doi.org.proxy.cc.uic.edu/10.1037/apl0000301 

 

Week 7: Organizational Justice 

 

Colquitt, J. A., Scott, B. A., Rodell, J. B., Long, D. M., & Zapata, C. P. (2013). Justice at the millennium, a 

decade later: A meta-analytic test of social exchange and affect-based perspectives. Journal of Applied 

Psychology, 98, 199-236. 

 

Zapata-Phelan, C. P., Colquitt, J. A., Scott, B. A., Livingston, B. (2009).  Procedural justice, interactional 

justice, and task performance: The mediating role of intrinsic motivation.  Organizational Behavior and 

Human Decision Processes, 108, 93-105. 

 

Park, S., Sturman, M. C., Vanderpool, C., & Chan, E. (2015). Only time will tell: The changing relationships 

between LMX, job performance, and justice. Journal of Applied Psychology, 100, 660-680. 
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Wo, D., Ambrose, M. L., & Schminke, M. (2015). What drives trickle-down effects? A test of multiple 

mediation processes. Academy of Management Journal, 58, 1848-1868. 

 

O’Reilly, J., Aquino, K., Skarlicki, D. (2016). The lives of others: Third parties’ responses to other’s 

injustice. Journal of Applied Psychology, 101, 171-189. 

 

Colauitt, J. A., Zipay, K. P., Lynch, J. W., & Outlaw, R. (In Press) Bringing “The Beholder” center stage: 

ON the propensity to perceive overall fairness. Organizational Behavior and Human Decision Processes. 

 

 

Week 8: Stress and Well-being 

 

Blustein (2008).  The role of work in psychological health and well-being: A conceptual, historical, and 

public policy perspective. American Psychologist, 63, 228-240. 

 

Bliese, P. D., Edwards, J. R., & Sonnentag, S. (2017). Stress and well-being at work: A century of empirical 

trends reflecting theoretical and societal influences.Journal of Applied Psychology, 102(3), 389-402. 

doi:http://dx.doi.org.proxy.cc.uic.edu/10.1037/apl0000109 

 

Lepine, J. A., Podsakoff, N. P., Lepine, M. P. (2005). A meta-analytic test of the challenge stressor-

hindrance stressor framework: An explanation for inconsistent relationships among stressors and 

performance. Academy of Management Journal, 48, 764-775. 

 

Nahrgang, J. D., Morgeson, F. P., & Hofmann, D. A. (2011). Safety at work: A meta-analytic investigation 

of the link between job demands, job resources, burnout, engagement, and safety outcomes. Journal of 

Applied Psychology, 96, 71-94. 

 

Bordia, P., Restubog, S. L. D., Bordia, S., & Tang, R. L. (2017). Effects of resource availability on social 

exchange relationships: The case of employee psychological contract obligations. Journal of 

Management, 43(5), 1447-1471. doi:http://dx.doi.org.proxy.cc.uic.edu/10.1177/0149206314556317 

 

Marchand, A., Juster, R., Durand, P., & Lupien, S. J. (2016). Work stress models and diurnal cortisol 

variations: The SALVEO study. Journal of Occupational Health Psychology, 21(2), 182-193. 

doi:http://dx.doi.org.proxy.cc.uic.edu/10.1037/a0039674 

 

Week 9: “The good” 

 

Seligman, M. E. P. & Csikszentmihalyi, M. (2000). Positive psychology: An introduction. American 

Psychologist, 55, 5-14. 

 

Kluemper, D. H., Little, L. M., & DeGroot, T. (2009). State or trait: Effects of state optimism on job-related 

outcomes. Journal of Organizational Behavior, 30, 209-231. DOI: 10.1002/job.591 

 

Luthans, F., & Youssef-Morgan, C. (2017). Psychological capital: An evidence-based positive 

approach. Annual Review of Organizational Psychology and Organizational Behavior, 4, 339-366. 

doi:http://dx.doi.org.proxy.cc.uic.edu/10.1146/annurev-orgpsych-032516-113324 

 

Bono, J. E., Glomb, T. M., Shen, W., Kim, E.,  Koch, A. J. (2013). Building positive resources: Effects of 

positive events and positive reflection on work stress and health. Academy of Management Journal, 56, 

1601-1627. 
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Kossek, E. E., & Perrigino, M. B. (2016). Resilience: A review using a grounded integrated occupational 

approach. The Academy of Management Annals, 10(1), 729-797. 

doi:http://dx.doi.org.proxy.cc.uic.edu/10.1080/19416520.2016.1159878 

 

Good, D. J., Lyddy, C. J., Glomb, T. M., Bono, J. E., Brown, K. W., Duffy, M. K., . . . Lazar, S. W. (2016). 

Contemplating mindfulness at work: An integrative review.Journal of Management, 42(1), 114-142. 

doi:http://dx.doi.org.proxy.cc.uic.edu/10.1177/0149206315617003 

 

Week 10: “The bad & the ugly” 

 

Hershcovis, M. S. (2011). “Incivility, social undermining, bullying…Oh my!”: A call to reconcile constructs 

within workplace aggression research. Journal of Organizational Behavior, 32, 499-519. 

 

Tepper, B. J. (2007). Abusive supervision in work organizations: Review, synthesis, and research agenda. 

Journal of Management, 33, 261-289. 

 

Mawritz, M. B., Mayer, D. M., Hoobler, J. M., Wayne, S. J., & Marinova, S. V. (2012). A trickle-down 

model of abusive supervision. Personnel Psychology, 65, 325-357. 

 

Taylor, S. G., Bedeian, A. G., Cole, M. S., & Zhang, Z. (2014). Developing and testing a dynamic model of 

workplace incivility change. Journal of Management. 

 

Rosen, C. C., Koopman, J., Gabriel, A., & Johnson, R. E. (2016). Who strikes back? A daily investigation of 

when and why incivility begets incivility. Journal of Applied Psychology, 101, 1620-1634. 

 

Kluemper, D. H., Taylor, S., Bowler, M., Bing, M. N., & Halbesleben, J. How leaders perceive employee 

deviance: Excusing favorites while blaming victims. Working Paper. 

 

Week 11: Groups and Teams 

 

Mathieu, J., Maynard, M.T., Rapp, T., & Gilson, L. (2008). Team effectiveness 1997-2007: A review of 

recent advancements and a glimpse into the future. Journal of Management, 43, 410-476. 

 

Mathieu, J. E., Hollenbeck, J. R., van Knippenberg, D., & Ilgen, D. R. (2017). A century of work teams in 

the journal of applied psychology. Journal of Applied Psychology, 102(3), 452-467. 

doi:http://dx.doi.org.proxy.cc.uic.edu/10.1037/apl0000128 

 

Hu, J., & Liden, R.C. (2011). Antecedents of team potency and team effectiveness: An examination of goal 

and process clarity and servant leadership. Journal of Applied Psychology, 96, 851-862. 

 

Cole, M. S., Carter, M. Z., & Zhang, Z. (2013). Leader-team congruence in power distance values and team 

effectiveness: The mediating role of procedural justice climate. Journal of Applied Psychology, 98, 962-973. 

 

Koopmann, J., Lanaj, K., Wang, M., Zhou, L., & Shi, J. (2016). Nonlinear effects of team tenure on team 

psychological safety climate and climate strength: Implications for average team member 

performance. Journal of Applied Psychology, 101(7), 940-957. 

doi:http://dx.doi.org.proxy.cc.uic.edu/10.1037/apl0000097 

 



 9 

Hajro, A., Gibson, C. B., & Pudelko, M. (2017). Knowledge exchange processes in multicultural teams: 

Linking organizational diversity climates to teams’ effectiveness. Academy of Management Journal, 60(1), 

345-372. doi:http://dx.doi.org.proxy.cc.uic.edu/10.5465/amj.2014.0442 

 

 

 

Week 12: Diversity 

 

Roberson, Q., Ryan, A. M., & Ragins, B. R. (2017). The evolution and future of diversity at work. Journal of 

Applied Psychology, 102(3), 483-499. doi:http://dx.doi.org.proxy.cc.uic.edu/10.1037/apl0000161 

 

Hoobler, J.M., Lemmon, G., & Wayne, S.J. (2014). “Women’s Managerial Aspirations: An Organizational 

Development Perspective.” Journal of Management, 40, 703-730. 

 

Leslie, L. M., Mayer, D. M., & Kravitz, D. A. (2014). The stigma of affirmative action: A stereotyping-based 

theory and meta-analytic test of the consequences for performance. Academy of Management Journal, 57, 

964-989. 

 

Leslie, L. M., Manchester, C. F., & Dahm, P. C. (2017). Why and when does the gender gap reverse? 

diversity goals and the pay premium for high potential women. Academy of Management Journal, 60(2), 

402-432. doi:http://dx.doi.org.proxy.cc.uic.edu/10.5465/amj.2015.0195 

 

Hekman, D. R., Johnson, S. K., Der Foo, M., & Yang, W. (2017). Does diversity-valuing behavior result in 

diminished performance ratings for non-white and female leaders? Academy of Management Journal, 60(2), 

771-797. doi:http://dx.doi.org.proxy.cc.uic.edu/10.5465/amj.2014.0538 

 

Rattan, A., & Dweck, C. S. (2018). What happens after prejudice is confronted in the workplace? how 

mindsets affect minorities’ and women’s outlook on future social relations. Journal of Applied 

Psychology, 103(6), 676-687. doi:http://dx.doi.org.proxy.cc.uic.edu/10.1037/apl0000287 

 

Week 13: Presentations 

 

Week 14: Exam 

 


