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Management scholars have. suggested that goals
are also important for. establishing orgamzanonal
behavior conducive to a positive climate. Goals
can help enhance-team spirit, social support, job
attachment, and performance. A recent study by
Eran Vigoda-Gadét and Larisa Angert, both of the
University of Haifa, sheds light: on the relation-
ship between goals and performance in organiza-
tions. Their work focused on formal job duties as

well as the psychological contracts employees
have with the organization and the connection
those contracts have to pro-social citizenship be-
havior. -

In previous studies, researchers have examined
the effects of goal setting on the performance of
individuals. Since employees have finite amounts
of time and energy to devote to their formal job
duties, goals can help enhance performance by
mobilizing effort, directing attention, and encour-
aging persistence. But Vigoda-Gadot and Angert
wondered how much energy remains for altruistic

citizenship behaviors that go beyond formal job

requirements when ambitious goals are in place.
Moreover, do ambitious, clear goals also affect the
psychological contract with. the organization or
employees’ informal performance. in the organiza-
tion (i.c., their citizenship behavior)? If goals es-
tablish the performance that is expected from.
empioyees do they also indirectly define employ-
ees’ psychological contract and affect their c1t1—
zenship behavior?

To investigate these questions, ;VigocTa»Gadot
and Angert conducted a longitudinal study. Par-
ticipants were students employed in a social ser-
vice project under a short-term contract (between
12 and 36 months) as well as the managers who
supetvised them. Vigoda-Gadot and Angert ex-
plored whether goal setting helps both employees
and managers distinguish between the formal and
the informal aspects of work (which includes the
willingness to be a good organizational citizen).
Indeed, the need to build moere awareness of the
informal side of the organizational environment
turned out to be one of their recommendations.
They note that while goals can help organizations
improve productivity, those positive effects may
not last if the more intangible aspects of the

‘working environment are left unattended. Those

more intangible aspects include job satisfaction,
job commitment, willingness to engage in organi-
zational citizenship behavior, and a belief that
justice exists in the workplace—all of which-can
be underimined by transitory events in the organi-
zational environment.

In the first stage of their research, Vigoda-
Gadot and Angert examined employees’ responses
and supervisors’ evaluations. They differentiated
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between altruistic behavior (goodwill toward co-

workers) and compliance behavior (attitude to-
ward the fifm and its regulations, mission, etc.). It
turned out that job satisfaction was related to
formal performance and compliance behavior, but
not to altruistic behavior. Job commitment was
also related o formal performance. Finally, goal
setting was related to formal performance and
altruistic behavior but was not connected to com-
pliance behavior. '

In the second stage of the study, supervisors
who had participated in earlier evaluations reas-
sessed employees’ performance and feedback. The
feedback included information about formal goal
artainment as well as informal bebaviors such as
supporting others and going beyond what was
formally required. Several key results emerged.
First, job'feedback had a relationship with formal
performance, altruistic behavior, and compliance
behavior. Interestingly, no relationship was found
between goal setting and either type of citizenship
behavior in the second stage of the study.. .. .

Vigoda-Gadot-and Angert’s research has inter-
esting implications for managers. They: argue that
we need.to be aware thar goal setting can help us
understand employee citizenship behaviors. In
particular, when empioyee&afe provided with pet-
formance feedback by their managers, they may
put more effort into increasing their formal per-
formance and engage in positive social behaviars
in the workplace: Clearer goals and more chal-
lenging tasks.at work enhance formal performance
and increase organizational productivity and ef-
fectiveness at ‘various levels. This contradicts ear-
lier concerns that increasing citizenship bebaviors
hurts formal - performance. Finally, managers
should consider that feedback can have a positive
impact on both formal performance and informal
work behaviors. Lo

These findings have several hm1tat10ns, princi-
pally the size of the sample and its homogeneous
nature. For instance, how generalizable are these
findings given that the study examined students
working in temporary jobs? Future researchers
should consider this and the potential impact of
the type of organization involved (e.g., private
versus nonprofit), the nature of tasks or working
environments, and personality factors Indeed,

more research is needed ‘before firm conclusions
can be drawn about the relamonshlps among goals,
feedback, performance, and altruism in the work-
place. Put simply, there is still much we don’t
understand about how we can encourage employ-
ees to be outstanding citizens and go the extra
mile for their organizations.

~ Source: Vigoda-Gadot, E., & Angert, L. (2007). Goal setting

theory, job feedback, and OCB: Lessons from a longitudinal
study. Basic and Applied Social Psychology, 29(2), 119-178. ~

Political Sk1||s in Organizations: Do
Personuhty und Repu’ranon Pluy a Role?

Research Brief by Domingo Ribeiro Soriano, Professor
of Management,. University of Va[encia, Spain

| ost executwes beheve that’ orgamzatlons are,
at least to dn extent, pOhtiCEﬂ arenas. Con-
¥ ksequently, _1nd1v1duals must’ pOssess bofh’po-
htu:al will and’ pohtical skill to survivé, muchless. ¥
stul, it their organ1zat10nal roles: Butdre =
they nght7 Tri ‘previous studies, researchers’ have -~
suggested that pélitically skilled individuals in-
spire ‘gfedtér trust and confidence in others. Moré- .
over, such findividuals wield effective influerice
and conitrol ‘through behavior that is appropriate. *
to the sitaation. Tn doirig 5o, they transmit signals . .
of efféctiveness to others—which in turs may *
eguilt in highet assessments of reputation and i6b
performanice. Yét many uhanswered questions: ré-
maifl, For instance, what factors, individual or
otherwise; make for excellent political skills? And
does having political skill actually predict job per-
formance? Furthermote, where does reputatmn fit

“into the equation? -

- These are some of the questions that Yongmei
Liu (University of Texas at Arlington), Gerald -
Ferris {Florida-State University), Pamela Perrewé
(Florida State University), Robert Zinko (East
Carolina University), Bart Weitz (University of
Florida), and Jun Xu {(University of Florida)
sought to answer in their recent research. In a
series of studies, they examined: whether person-




