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FUNDAMENTALS OF ORGANIZATIONAL BEHAVIOUR  

Organizational Behavior is so important matter for an organization to operate their business. We 

know every organization their ultimate target is to maximize profit by satisfying customers need, 

want and demand successfully. If any organization wants to do business for long time they must 

have to organize their business organization to compete in a high competitive global market. 

Definition of Organizational Behavior 

Keith Davis defined “Organizational Behavior is the study and application of knowledge about 

how people as individual or as groups act within organizations.”  

 

There are some goals of organizational behavior which are as follows:  

 

Describe: The first goal is to describe, systematically how people behave under a variety of 

conditions. Achieving this goal allows managers to communicate about human behavior at work 

using a common language. 

Understand: A second goal is to understand any people behave as they do. The managers would 

be frustrated if they could talk about behavior of their employees, but not understand the 

reasons behind those actions. 

Predict: The managers would have capacity to predict which employees might be dedicated and 

productive or which ones might have absent, cause problem. And thus the managers could take 

preventive actions. 

Control: The final goal of OB is to control and develop some human activity at work. Since 

managers are held responsible for performance outcome, they are vitally interested in being able 

to make an impact on employee behavior, skill development, team effort, and productivity. 

Managers need to be able to improve results through the actions they and their employees take, 

and organizational behavior can aid them in their pursuit of this goal. 

 

Force and element of organization behaviour 



 
Organizations operate their functional activities by some elements, which affect organizations.  

People: People make up the internal social system in the organization. They consist of individuals 

and groups. Groups may be large or small, formal and informal, official or unofficial. Human 

organization changes every day. People are living, thinking and feeling beings that created the 

organization and try to achieve the objectives and goals. 

Structure: Structure defines the formal relationship and use of people in the organization. 

Different people in an organization are given different roles and they have certain relationship 

with others. Those people have to be related in some structural way so that their work can be 

effectively coordinated. 

Technology: The technology imparts the physical and economic conditions within which people 

work. With their bear hands people can do nothing. So they are given assistance of building, 

machines, tools, processes and resources. The nature of technology depends very much on the 

nature of the organization, influences the work or working conditions.  

Social System: Social system provide external environment within which organization operates. 

A single organization can not exist alone. It is a part of the whole. A single organization can not 

give everything and therefore there are many other organizations. All these organizations 

influence each other. 

Fundamental Concept of organization behaviour 

In every field of social science, or even physical science, has a philosophical foundation of basic 

concepts that guide its development. There are some certain philosophical concepts in 

organizational behavior also. The concepts are- 

 

Individual differences: 

Every individual in the world is different from others. This idea is supported by science. Each 

person is different from all others, probably in million ways, just as each persons DNA profile is 

different. 

The idea of individual difference comes originally from psychology. From the day of birth, each 

person is unique, and individual experiences after birth tend to make people even more 

different. 

Perception: 

Peoples perceptions are also differ when they see an object. Two people can differently present 

a same object. And this is occurring for their experiences. A person always organizes and 

interprets what he sees according to his lifetime of experience and accumulated value.  



Employees also see work differently for differ in their personalities, needs, demographics factors, 

past experiences and social surrounding. 

A whole person: 

An employee’s personal life is not detached from his working life. As an example, A women who 

attend the office at 8:30 AM is always anxious for her children’s school time (if her ch ildren able 

to attend the school or not). As a result, its impact falls on her concentration that means her 

working life. For this reason, we cannot separate it. So manager should treat an employee as a 

whole person. 

 

Motivated behavior: 

An employee has so many needs inside him. So, they want to fulfill those needs. That’s why; they 

had to perform well in the organization. Some motivations are needed to enrich the quality of 

work. A path toward increased need fulfillment is the better way of enriches the quality of work. 

 

 

Desire for involvement: 

Every employee is actively seeking opportunities at work to involve in decision-making problems. 

They hunger for the chance to share what they know and to learn from the experience. So, 

organization should provide them a chance to express their opinions, ideas and suggestion for 

decision-making problem. A meaningful involvement can bring mutual benefit for both parties.  

Value of the person: 

An employee wants to be treated separately from other factor of production (land, capital, 

labor). They refuse to accept the old idea that they are simply treated as economic tools because 

they are best creation of almighty Allah. For this reason, they want to be treated with carrying 

respect, dignity and other things from their employers and society. 

The nature of organization 

There are two assumptions as to nature of organization. 

Social Systems: 

Organizations are social systems and governed by social and psychological laws. They have social 

roles and status. Their behavior influenced by their group’s individual drives. Organization 

environment in a social system is dynamic. All parts of the system are interdependent.  

Mutual interest: 

In order to develop the organization behavior mutually of interest organizations and people is 

necessary. Organizations need people and people in tern need organizations. People satisfy their 

needs through organization and organization accomplish their goal through people.  

Ethics: In order to attract and retain valuable employees in an era in which good workers are 

constantly required away, ethical treatment is necessary. To succeed, organization must treat 

employees in an ethical fashion. Every Company is required to establish codes of ethics, 

publicized statements of ethical values, provided ethics training, rewarded employees for 

notable ethical behavior, publicized positive role models, and set up internal procedures to 

handle misconduct. 

 



Model of organization behaviour 

 

 

Autocratic Model 



The autocratic model depends on power. Those who are in command must have the power to 

demand “you do this-or else,” meaning that an employee who does not follow orders will be 

penalized. 

In an autocratic environment the managerial orientation is formal, official authority. This 

authority is delegated by right of command over the people to it applies. 

Under autocratic environment the employee is obedience to a boss, not respect for a manager.  

The psychological result for employees is dependence on their boss, whose power to hire, fire, 

and “perspire” them is almost absolute. 

The Custodial Model 

A successful custodial approach depends on economic resources. 

The resulting managerial orientation is toward money to pay wages and benefits.  

Since employees’ physical needs are already reasonably met, the employer looks to security 

needs as a motivating force. If an organization does not have the wealth to provide pensions and 

pay other benefits, it cannot follow a custodial approach. 

The custodial approach leads to employee dependence on the organization. Rather than being 

dependence on their boss for their weekly bread, employees now depend on organizations for 

their security and welfare. 

The Supportive Model 

The supportive model depends on leadership instead of power or money. Through leadership, 

management provides a climate to help employees grow and accomplish in the interests of the 

organization the things of which they are capable. 

The leader assumes that workers are not by nature passive and resistant to organizational needs, 

but that they are made so by an inadequately supportive climate at work. They will take 

responsibility, develop a drive to contribute, and improve themselves if management will give 

them a chance. Management orientation, therefore, is to support the employee’s job 

performance rather than to simply support employee benefit payments as in the custodial 

approach. 

The Collegial Model 

A useful extension of the supportive model is the collegial model. The term “collegial” relates to 

a body of people working together cooperatively. 

The collegial model depends on management’s building a feeling of partnership with employees. 

The result is that employees feel needed and useful. They feel that managers are contributing 

also, so it is easy to accept and respect their roles in their organization. Managers  are seen as 

joint contributors rather than as bosses. 

The managerial orientation is toward teamwork. Management is the coach that builds a better 

team 



 
The System Model 

An emerging model of organization behavior is the system model. It is the result of a  strong 

search for higher meaning at work by many of today’s employees; they want more than just a 

paycheck and job security from their jobs. Since they are being asked to spend many hours of 

their day at work, they want a work context there that is ethical, infused with integrity and trust, 

and provides an opportunity to experience a growing sense of community among coworkers.  

To accomplish this, managers must increasingly demonstrate a sense of caring and compassion, 

being sensitive to the needs of a diverse workforce with rapidly changing needs and complex 

personal and family needs. 

In response, many employees embrace the goal of organizational effectiveness, and reorganize 

the mutuality of company-employee obligations in a system viewpoint. They experience a sense 

of psychological ownership for the organization and its product and services.  

They go beyond the self-discipline of the collegial approach until they reach a state of self -

motivation, in which they take responsibility for their own goals and act ions. 

As a result, the employee needs that are met are wide-ranging but often include the highest-

order needs (e.g., social, status, esteem, autonomy, and self actualization).  

Emerging aspects of Organizational Behaviour: Meaning 

  

Central Philippine UniversitySchool of Graduate StudiesJaro, Iloilo CityEMERGING ASPECTS OF 

ORGANIZATIONAL BEHAVIOR 

Multinational Organizations-  

an organization that has operations in more than one nation. 

Factors Affecting Multinational Operations 

 1.Social Conditions 



a.Poorly developed human resources 

-because of shortages of managerial personnel, scientists, and technicians needed skills must 

beimported temporarily from other countries while vast training programs begin to prepare 

localworkers. 

b. Local culture is not familiar with advanced technology or complex organizations 

- western nations over a period of two centuries have adapted their culture to an industrial 

andorganizational way of life while some nations are still largely agrarian.  

c. Work ethics of employees 

- some nations believe that great number of work hours is attributed to higher 

work ethic.2. Legal and Ethical ConditionsCountries around the world vary substantially in their 

legal systems, and especially intheir relevant employment laws and business practices.Penalties 

for seemingly minor offenses may vary dramatically from culture to  culture.3. 

  

Political Conditions 

a.Instability of the Government  

-leaves workers insecure and causes them to be passive and low in initiative. 

b. Nationalistic Drives 

- may impel locals to desire to run their country and organizations by themselves, 

withoutinterference by foreign nationals. 

 c. Subordination of Employers and Labor to an Authoritarian State 

- organized labor in many nations is not an independent force but mostly an arm of 

theauthoritarian state.4. Economic Conditions 

a. Low per Capita Income 

- rapid population increases coupled with a lack of national economic growth make itunlikely 

that family income will progress significantly. 

b. Rapid Inflation 

- inflation encourages the workers to spend quickly before their money loses its values, andthis 

spe 

nding pattern add to the country’s inflationary problem.  

c. Unequal Distribution of Wealth 

- social unrest is compounded by tremendous disparity in the distribution of wealth incertain 

nations. 

Cultural Diversity 

Culture refers to values, beliefs, and customs that exist in a society. In the United States, the 

workforce is becoming increasingly multicultural, with close to 16% of all employees being born 

outside the country. In addition, the world of work is becoming increasingly international. The 

world is going through a transformation in which China, India, and Brazil are emerging as major 

players in world economics.. 



Geert Hofstede, a Dutch social scientist, is an important contribution to the literature.  

 

Hofstede’s culture framework is a useful tool to understand the systematic differences across 

cultures. 

Managing the Perception Process 

 

 

 

Perception is a process of receiving, selecting, organising, interpreting, checking and reacting to 

stimuli. This is like an input-through put-output process in which the stimuli can be considered 

as 'inputs' transformation of 'input' through selection, organization and interpretation as 



'through puts' and the ultimate behaviour/action as 'output'. The whole perceptional process 

can be presented as follows : These are explained one by one 

1. Receiving Stimuli : The first process in the perception is the presence of stimuli. The stimuli 

are received from the various sources. Through the five organs. It is a physiological aspect of 

perception process. Stimuli may be external to us (such as sound waves) and inside us (such as 

energy generation by muscles). 

2. Selection of Stimuli : After receiving the stimuli or data, some are selected. Others are 

screened out. Two types of factors affect selection of stimuli for processing : external and 

internal factors. External factors relate to stimuli such as intensity of stimuli, its size, movement, 

repetition, etc. Internal factors, relate to the perceiver such as his/her age, learning, interest, 

etc. Normally, he will select the objects which interest him and will avoid that for which he is 

indifferent. This is also called 'selective perception'. 

3. Organization of Stimuli : Organising the bits of information into a meaningful whole is called 

"organization". There are three ways by which the selected data, i.e., inputs are organised. These 

are : 

(i) Grouping, (ii) Closure and (iii) Simplification. 

(i) Grouping : In grouping, the perceiver groups the various stimuli on the basis of their similarity 

or proximity. For example, all the workers coming from the same place may be perceived as 

similar on the basis of proximity. 

(ii) Closure : When faced with incomplete information, people fill up the gaps themselves to 

make the information meaningful. This may be done on the basis of past experience, past data, 

or hunches. For example, in many advertisement, alphabets are written by putting electric bulbs 

indicating the shape of the concerned alphabets but broken lines. In such cases, people tend to 

fill up the gap among different bulbs to get meaning out of these. 

(iii) Simplification : People identify main stimulus features and assesses how they are organized. 

He interprets a stimulus situation, the perceiver simples the information.  

 

UNIT-II 

Meaning and Definition of Perception: 

 

Perception means perceiving, i.e., giving meaning to the environment around us. It can be 

defined as a process which involves seeing, receiving, selecting, organising, interpreting and 

giving meaning to the environment. 

 



“Perception is the process through which the information from outside environment is 

selected, received, organised and interpreted to make it meaningful to you. This input of 

meaningful information results in decisions and actions.”  

A few definitions of perception as given by different authors are as explained below:  

“Perception may be defined as a process by which individuals organize and interpret their 

sensory impressions in order to give meaning to their environment.”  

Nature of Perception: 

 

Perception has been explained by Ajit Singh as follows: 

“Perception refers to the interpretation of sensory data. In other words, sensation involves 

detecting the presence of a stimulus whereas perception involves understanding what the 

stimulus means. For example, when we see something, the visual stimulus is the light energy 

reflected from the external world and the eye becomes the sensor. This visual image of the 

external thing becomes perception when it is interpreted in the visual cortex of the brain. Thus, 

visual perception refers to interpreting the image of the external world projected on the retina 

of the eye and constructing a model of the three dimensional world.” 

(1) Perception is the intellectual process. 

(2) Perception is the basic cognitive or psychological process. 

(3) Perception becomes a subjective process and different people may perceive the same event 

differently 

Factors Influencing Perceptual Set External Factors 

1. Size : Bigger size attracts the attention of the perceiver 

2. Intensity : A loud sound, strong odor or bright light is noticed more as compared to a soft 

sound, weak odour or dimlight. 

3. Repetition : A repeated external stimulus is more attention getting than a single one. 

Advertisers use this principle. 

4. Novelty and Familiarity : A novel or a familiar external situation can serve as attention getter. 

5. Contrast : It is a kind of uniqueness which can be used for attention getting. Letters of bold 

types, persons dressed differently than others, etc., get more attention.  

6. Motion : A moving object draws more attention as compared to a stationary object. 

Advertisers use this principle. 



 

Internal Factors 

Self-concept : The way a person views the world depends a great deal on the concept or image 

he has about himself. The concept plays an internal role in perceptual selectivity. 

Beliefs : A person's beliefs have profound influence on his perception. Thus, a fact is conceived 

not on what it is but what a person believes it to be. 

Expectations : These affect what a person perceives. A technical manager may expect ignorance 

about the technical features of a product from non-technical people. 

Inner Needs : The need is a feeling of tension or discomfort, when one thinks he is missing 

something. People with different needs experience different stimuli. According to Freud, wishful 

thinking is the means by which the Id attempts to achieve tension reduction.  

Response Disposition : It refers to a person's tendency to perceive familiar stimuli rather than 

unfamiliar ones. 

Response Salience : It is the set of disposition which are determined not by the familiarity of the 

stimulus situations, but by the person's own cognitive predispositions. Thus, a particular problem 

may be viewed as a marketing problem by marketing personnel, a control problem by accounting 

people and human relations problem by personnel people. 

Perceptual Defence : It refers to the screening of those elements which create conflict and 

threatening situation in people. 

1. Denying the existence or importance of conflicting information. 

2. Distorting the new information to match the old one. 

3. Acknowledging the new information but treating it as a non-representation exception. The 

factors that influence perception may be broadly divided into three categories :  

1. Factors that reside in the 'Perceiver' (i.e., attitude, motives, interests, past experiences and 

personality, expectations) 

2. Factors of the 'situation' and-factors connected with the 'Target'. 

3. Factors that determine the preferred location of a brand on each of the relevant dimensi on in 

perceptive mapping. 



 

Importance of Perception: 

(i) Perception is very important in understanding the human behaviour, because every person 

perceives the world and approaches the life problems differently- Whatever we see or feel is not 

necessarily the same as it really is.  

(ii) If people behave on the basis of their perception, we can predict their behaviour in the 

changed circumstances by understanding their present perception of the environment. One 

person may be viewing the facts in one way which may be different from the facts as seen by 

another viewer. 

(iii) With the help of perception, the needs of various people can be determined, because 

people’s perception is influenced by their needs. Like the mirrors at an amusement park, they 

distort the world in relation to their tensions. 

(iv) Perception is very important for the manager who wants to avoid making errors when dealing 

with people and events in the work setting. This problem is made more complicated by the fact 

that different people perceive the same situation differently.  

Managerial applications/importance of perception 

(1) Interpersonal Working Relationship : Organizations are intended to bring about integrated 

behaviour. Managers require efforts to perceive correctly. Misperceptions lead to strained 

relations and may even result in open conflict among people.  

(2) Selection of Employees : Managers are subject to many of the perceptual problems when 

they make the selection decisions. New employees have to be selected with correct perception. 

(3) Performance Appraisal : The appraisal of a subordinate's performance is highly affected by 

the accuracy of a manager's perceptions. 

(4) Impression Management : It is very important for an individual to manage or to control what 

others perceive about the individual. Identification of social image and self -concept are some 

relevant factors that contribute to impression management. Perception helps managers to 

identify the competent persons. 

(5) The principle of closure, the principle of continuity, the proximity principle and the similarity 

principle etc., are highly useful to promote healthy organizational behaviour.  

Halo effect : The term halo effect was first used in 1920. The halo error is very 

similar to stereotyping except that in stereotyping the person is perceived according to a single 



category, whereas under the halo effect, the person is perceived on the basis of one trait or 

event. Halo effect is more reflected in performance appraisal where the distortion exists because 

the rater is influenced by ratee's one or two outstanding good (or bad) performances and he 

evaluates the  

entire 

performance accordingly. Bruner and Tagiuri note three conditions where the Halo effect is 

more marked : 

(1) When the traits to be perceived are unclear in the behavioural expressions. 

(2) When the traits are not frequently used by the perceiver. 

(3) When the traits have moral implications. 

(4) Perception is very important in understanding the human behaviour.  

(5) If people behave on the basis of their perception, we can predict their behaviour in the 

changed circumstances by understanding their present perception of the environment.  

(6) With the help of perceptions, the needs of various people can be determined, because 

people's perception is influenced by their needs. 

(7) Perception is very important for the manager who wants to avoids making errors when 

dealing with people and events in the work setting. 

 



Halo effect refers to the tendency of judging people on the basis of a single trait which may be 

good or bad, favourable or unfavourable. It is a very common type of error committed by the 

managers while evaluating the subordinates. 

Perceptual Errors and Distortion 

Perceptual distortion is a position where the person does not perceive the thing, particularly the 

person, as it may be. This is affected because of several factors, which taint our judgements 

about other people and situations. 

Barriers to Perceptual Accuracy 

1. Selective Perception : Selectivity tends to be biased by an individual's attitudes, interests and 

background, than by the stimulus itself. It works as a short cut in judging other people.  

2. Attribution : It refers to how people explain the cause of another's as their own behaviour. 

There are two types of attributions that people make : personal dispositions and situational 

attributions. There is a general tendency among the individuals to attribute their own behaviour 

to situational factors but explain the behaviour of others by personal dispositions. Perceptual 

distortion occurs because of attributions due to two reasons : (1) Fundamental attribution error 

and (2) Self-serving bias. 

3. Stereotyping : It means judging someone on the basis of one's perception of the group to 

which that person belongs. Some example of common stereotypes are that Americans are 

materialistic Japanese are nationalistic and Germans are industrious. Generalisation based upon 

stereotyping makes assimilation easier since it permits to maintain consistency. But the danger 

lies in incorrect stereotyping. 

4. Projection : When one's own personal attributes are assigned to others, then projection takes 

place. If you yourself are honest and trustworthy you take it for granted that other people are 

equally honest and trustworthy. It is not so always. 

5. Perceptual Set : It means previously held beliefs about an object's influence on individual 

perception of similar objects. For example, a manager may have developed the general belief 

that workers are lazy. His subsequent perception will be influenced by this set, when he meets a 

group of workers. 

6. Implicit Personality Theory : In judging and making inferences about others, an individual's 

perceptions are influenced by his belief that certain human traits are associated with one 

another. For example, the trait honesty is associated with hard working. All hard working people 

are perceived to be honest. 

7. Expectancy : Expectancy is a tendency to perceive people, objects or events on the basis of 

what we expected them to be in the first place. This aspect is also known as "Self Fulfilling 

Prophecy". 

8. Perceptual Maps : Derive the components or characteristics an individual uses in comparing 

similar objects and provide a score for each object on each characteristic. Perceptual mapping 

encompasses a variety of mathematical approaches designed to place or describe consumers' 

perception of brands or other objects on one or a series of 'spatial maps'  such that the 

relationship between can be easily seen. 



ATTITUDES  

Attitudes can be defined as an individual’s feelings about or inclinations towards other  

persons, objects, events, or activities. Attitudes encompass such affective feelings as likes  

and dislikes, and satisfactions and dissatisfactions. Our needs, past experiences, selfconcept,  

and personality shape the beliefs, feelings, and opinion we hold towards the 

perceived world. Once we have formed our likes and dislikes, we generally cling on to 

them and find it difficult to change our attitudes, unless we make a conscious and  

determined effort to do so. An interesting phenomenon is that our values shape our  

attitudes. Traditionally, behavioral scientists have divided attitudes into two major g roups: 

i) those that are cognitive (for example, beliefs or expectations about cause-effect 

relationships between events) and 

 ii) those that are evaluative (for example, liking or 

disliking for event). An example of a cognitive attitude would be an employee’s belief 

that superior job performance would be rewarded by praise from a superior. An example  

of an evaluative attitude would be the degree to which he or she would like or value such  

praise. 

Components of Attitudes  

There are three components of attitudes such as Cognitive (Thinking), Affective (Feeling)  

and Conotive (Behavioral). 

i) Cognitive Component: 

Cognitive component deals with thinking, evaluation, comparison, rational, logical issues  

with respect to the targeted object. This will facilitate to form a strong belief or further 

strengthen the belief system towards various objects. By observing and analyzing the  



various features of Sony lap top computer, you may form a very good opinion stating that  

Sony laptop is best among others. Such an evaluation is based on the cognitive 

component of attitudes. 

ii) Affective Component: 

Affective component deals with feelings or emotional issues of the targeted objects. I do  

not like Ramesh as he had hunted down a rare species of deer’s in the forest. As deers are  

harmless creatures, I love them very much. The disliking of Ramesh is due to emotional  

aspects or personal feelings towards the targeted object. 

iii) Behavioral Components: 

This refers to intention to behave in a certain way towards someone or something. As I  

do not like rock music, I am not interested to attend the concert. The action of not  

attending is due to a part of disliking of rock music concert. All these three components 

collectively act together for the formation of attitudes. 

Sources of Attitudes: 

Attitudes are formed through various sources. We acquire or learn from parents, teachers,  

peer group members. 

i) Family Members: 

Parents or siblings influence strongly to form favorable or unfavorable attitudes towards 

various objects. The child rearing practices, the types of reinforcement received from 

parents or siblings will help mould certain attitudes such as strong preference towards  

color, religious faith, choices of food habits etc which would be stable and long lasting  

over a period of time. 

ii) Reference Group: 

People tend to form a strong attitude based on the influence of powerful personalities  

whom they admire a lot. For example, celebrities, charismatic political or religious 

leaders significantly influence either to strengthen the existing attitudes or form new 

attitudes. Marketing managers rely on celebrity figures to endorse the products to subtly  

influence their admirers to buy the products. 

iii) Peer Group influence: 

Friends or colleagues at work place will have a strong influence on the formation of  

certain attitudes or belief system due to pressure to conforming to their norms, standards,  

values etc. People need people. The acceptance or reassurance of group members will 

strongly reinforce the chosen attitudes and behavior. 

iv) Socialization and Learning process: 



The way in which people are brought up in family, the do’s and dont’s laid down by the  

parents, educational and educational institutions, the rules and regulations of work place,  

the types of rituals, cultures, norms of society etc will strongly influence the formation of 

attitudes. 

Types of Attitudes:  

There are three types of job-related attitudes such as job satisfaction, job involvement, 

and organizational commitment. 

i) Job Satisfaction: 

The term job satisfaction refers to an individual’s general attitudes towards their job. The 

likingness or dislikingness differ from individual to individual with respect to job  

contextual factors or job content factors. Some people give much importance to job 

contextual factors like salary, security, supervision, supportive colleagues, companypolicy, 

working conditions, perquisites, promotions, equitable rewards etc. Whereas  

others may show much interest in job content factors such as advancement, challenging  

assignments, career progress, appreciation and recognition, work itself.  

ii) Job Involvement: 

This refers to the extent to which a person identifies psychologically with her or his job.  

The person feels that the job is more meaningful and it utilizes one’s talent and skills to 

the fullest extent. There is a perfect harmony between the types of skills a person 

possesses and the work content. The individual experiences as if the whole work is being  

carried out by him having full control over everything related to the work. Due to this 

perception, performance level will be increasing significantly and enhance the overall self  

worth. Employees with a high level of job involvement strongly identify with and really  

care about the kind of work they do in their job. 

iii) Organizational Commitment: 

It is refers to the extent to which an employee identifies with a particular organization  

and its goals, and wishes to maintain membership in the organization. The person shows  

much of association and loyalty to their organization. 



Attitudes and Consistency 

People always seek harmony in their life. They desire to maintain consistency between 

attitudes and behavior or consistency among their various attitudes. Even in case of 

divergent opinion or happen to work in a place where the work demands are not aligned  

with the basic values, people will show interest to change either the nature of assignment  

or leave the organization or change their basic values in such a way to ensure consistency 

in their life style.  

Cognitive Dissonance Theory 

Cognitive dissonance refers to any incompatibility between their behavior and attitudes  

or incompatibility among a various attitudes. In general, people always prefer a 

consistency or equilibrium in their life. Festinger argued that any form of incompatibility  

will lead to a state of discomfort in the minds of people and people will try to attempt to  

reduce the dissonance and seek a stable state where there is a minimum level of 

dissonance 

CONTENT THEOREIS OF MOTIVATION 

Maslow’s Hierarchy of Needs  

Abraham Maslow formulated one of the most popular theories of human motivation.  

Maslow’s theory is based on the following propositions. 

*)The needs are arranged in a hierarchy of importance, ranging from the lowest need 

to highest need level 

All needs are never fully satisfied 

Once a need is fairly well satisfied, it no longer motivates behavior 

The needs are interdependent and overlapping 

Maslow’s theory of motivation explains five levels of needs.  



 

Physiological Needs 

The need for sunlight, sex, food, water and others, which are basic to human survival, are  

called physiological needs. At work level, this need can be met through by providing 

good working conditions, attractive wage or salary, subsidized housing, free catering etc.  

Safety Needs 

The safety needs include the need for freedom from threat caused by the environment,  

animals and people. It also includes the need for shelter, security and peace. At work 

level, this need can be met by providing private health insurance cover, attractive pension  

provisions, safe working conditions etc. 

Love and Belonging Needs 

These needs cover the need of relationships, affection, giving and receiving love and 

sense of belonging. The manager can provide the following facilities to take care of these  

needs: company sports and social clubs, office parties, barbeques, outings, permission for  

informal activities, and encouraging open communication 

Self Esteem Needs 

It is also known as ego needs, which fulfill the need for strength, achievement,  

recognition, appreciation, respect and prestige. The managers can provide regular  

positive feedback, prestigious job titles, photographs in company newsletter, promotions 

etc. 

Self-actualization Needs 

These are the need for full development of one’s potential. Challenging job assignments,  

discretion over work activities, promotion opportunities and encouraging creativity  can 

fulfill these needs. 



Herzberg Two-Factor Theory of Motivation 

 

Herzberg’s two-factor theory of motivation suggests that there are two sets of factors 

which either led to job satisfaction or dissatisfaction. They are Motivating factors and 

Hygiene factors. 

Herzberg collected data from 200 accountants and engineers asking a simple question  

such as “Can you describe, in detail, when you feel exceptionally good about your job”  

Similarly, Can you describe, in detail, when you feel exceptionally bad about your job? 

Good feelings about the job were reflected in comments concerning the content and  

experiences of the job (e.g, doing good work or a feeling of accomplishment and  

challenge), bad feelings about the job were associated with context factors, that is, those 

surrounding but not direct involving in the work itself (e.g., salary and working  

condition) This study revealed two distinct types of motivational factors: satisfiers and  

dissatisfiers. 

Herzberg resulted in two specific conclusions: 1. There is a set of extrinsic job conditions that, 

when not present, result in 

dissatisfaction among employees. If these conditions are present, this does not  

necessarily motivate employees. These conditions are the dissatisfiers or hygiene 

factors because they are needed to maintain at least a level of no dissatisfaction.  

These factors are related to the context of the job and are called dissatisfiers.  

These include: 

a. job security 

b. salary 

c. working condition 

d. status 

e. company policies 

f. supervision 



g. Interpersonal supervision 

h. Fringe benefits 

2. A set of intrinsic job conditions exist that help to build levels of motivation,  

which can result in good job performance. If these conditions are not present, they 

do not result in dissatisfaction. These set of aspects are related to the content of  

the job and are called satisfiers. These include: 

a. Achievement 

b. Recognition 

c. Work itself 

d. Responsibility 

e. Advancement 

f. Personal growth and development 

Motivating Factors 

The presence of motivating factors always ensures job satisfaction and happiness among  

the employees. They are: achievement, recognition, responsibility, advancement, growth 

and the work itself. These motivating factors are relating to the work content factors. 

Hygiene Factors 

The other set, which leads to dissatisfaction, is the hygiene factors such as salary,  

company policy, supervision, status, security and working conditions. These hygiene  

factors are relating to the work contextual factors. Herzberg argued that improvement in 

the hygiene factors would only minimize dissatisfaction but not increase satisfaction and  

motivation. 

Implications for Managers: 

In order to motivate employees, the managers must ensure to provide the hygiene factors 

and then follow the motivating factors. Hertzberg’s motivation-hygiene theory proposesthat 

intrinsic factors are related to job satisfaction and motivation, whereas extrinsic  

factors are associated with job dissatisfaction 

McGregor’s Theory X and Theory Y 



 

McGregor’s theory is based on how a manager feels about human nature. In general,  

people tend to have either positive or negative assumptions about human nature. Based  

on these assumptions, McGregor proposed two sets of theories as Theory X (negative 

assumptions) and Theory Y (positive assumptions). 

Theory X 

Theory X represents the traditional approach to managing and is characterized by the  

following basic assumption about human beings. 

The average human being has an inherent dislike of work and will avoid it if he 

can. 

Because of human characteristic of dislike of work, most people must be coerced,  

controlled, directed, and threatened with punishment to get them to put forth  

adequate effort towards the achievement of organizational objectives. 

The average human being prefers to be directed, wishes to avoid responsibility,  

has relatively little ambition, and wants security above all.  

Once the team leaders tend to have the above-mentioned negative assumptions about 

their members, consequently, they will adopt the following strategies to influence  

them. 

Control measures or strict supervision are properly exercised to get results from 

them 

Such control can be achieved by the appropriate use of rewards and punishment.  

Theory Y 

Theory Y is more people oriented. It refers to Maslow’s hierarchy of needs, particularly  

the higher-order needs and the motivation to fill these needs at work. It is based on the 

following assumptions. The following are some of the assumptions of Theory Y. 

The expenditure of physical and mental effort is as natural as play or rest.  

External control and threat of punishment are not the only means for bringing  



about effort toward organizational objectives. People will exercise self -direction 

and self-control in the services of objectives to which they are committed. 

Commitment to objectives is a function of rewards associated with their  

achievement. 

The average human beings learn, under proper condition, not only to accept but to  

seek responsibility. 

The capacity to exercise a relatively high degree of imagination, ingenuity, and 

creativity in the solution of organizational problems is widely, not narrowly,  

distributed in the population. 

Under the conditions of modern industrial life, the intellectual potentialities of the 

average human being are only partially utilized. 

JOB SATISFACTION  

 

GOAL SETTING THEORY 

Locke proposed that intentions to work towards a goal are major source of work 

motivation. The goals facilitate employees what needs to be done and how much 

effort will need to be put forth in their tasks. The evidence shows the work values  

and goals will determine strongly the performance of an individual.  

They are: goal specificity, goal difficulty, goal 

acceptance and feedback. 

i) Goal Specificity: Setting specific goals with clear expectations both in 

terms of quantitatively as well as qualitatively will reduce the ambiguity  

or confusion among the employees 



Goal Difficulty: If the goals are too easy to finish the required task,  the 

employee will not be motivated enough and get bored in due course of 

time. 

Participation in Goal Setting Process: 

If the employees are allowed to participate in setting their work goals with 

clear directions, the likelihood getting full acceptance and participation in 

their task will be very high. 

Feedback on Goal Effort: Once the knowledge of the results of their 

work (feedback) is known to the employees periodically, they will realize 

their shortcomings, errors, and adjust their work behavior accordingly to 

meet the required expected output. 

UNIT-III 

 

PERSONALITY 

Research studies shows that individual’s personality is more or less consistent, lasting,  

and can remain substantially constant across all the situations and time. But there are  

individual differences, for some people, these straits may be consistent across a number  

of situations, that is, they exhibit the same behavior such as shyness or inhibitions in the  

entire situation at all the time. But others may vary quite a lot. Changes  in personality 

occur slowly over an extended period of time. Thus, if managers are able to understand  

certain dimensions of personality traits exhibited by individuals, they can predict  

confidently to a great extent the daily behavior of employees. 

Personality Determinants  

There are several factors that determine the formation or shaping of our personality.  

Among them the three major factors are: Heredity, Environment and Situation.  

i) Heredity 

The genetic components inherited from our parents at the time of conception determine 

strongly the personality characteristics of an individual. The color, height, physical  



statutory, facial attractiveness, gender, temperament, muscle composition, inheritable  

diseases etc are considered to be inherited from our parents 

ii) Environment 

The culture in which people are brought up in their lives and they type of socialization  

process such as family’s child rearing practices, socio economic status of the family,  

number of children in a family, birth order, education of the parents, friends and peer 

group pressures, religious practices, the type of schooling and recreational activities,  

pastime behavior etc play a critical role in shaping our personalities.  

iii) Situation 

The type of specific situation which a person encounters also equally shapes the type of 

personality characteristics. For example, an individual’s exposure to a job interview and  

the type of experiences encountered during that time will shape certain personality  

characteristics. Similarly, going for a picnic with friends and encountering the type of 

experiences whether pleasant and unpleasant will shape the personality characteristics of  

individuals. 

Key Personality Traits Relevant to Work Behavior 

i) Self Esteem: 

It refers to the individuals’ self worthiness and the extent to which they regard themselves  

as capable, successful, important and worthwhile. People who feel good about  

themselves will always produce good results. Studies of self-esteem show that it is 

closely related to mental health. People with low self-esteem are more likely to suffer 

depression and greater stress. 

ii) Locus of Control:  

It refers to the extent to which people tend to have control over their own fate and life.  

There are two type of locus of control. The Internal Locus of Control refers to those who 

believe that they control what happens to them and shape the course of their evens in  



their lives, whereas the External Locus of Control believe that what happens to them is  

controlled by outside forces such as luck or chance. Internals always believe in putting  

more effort and seek more job related information, rely more on their own abilities and  

judgment at work, and more actively seek opportunities for advancement. 

iii) Self Efficacy: 

It refers to the belief that a person has in their own capability to perform a specific task.  

People with high self-efficacy will prefer to have moderate level of task difficulty, strong 

self confidence and conviction in the chosen tasks and possess high expectation in 

completing the assignment across the entire situation. Employees with high self -efficacy 

respond to specific negative feedback about their performance with increased motivation 

and effort, while those with low self-efficacy are more likely to give up and reduce their 

motivation 

iv) Self-Monitoring: 

It refers to the extent to which a person has the ability to adjust his or her behavior to  

external or situational factors. Those with high self-monitoring will be more sensitive and 

notice the significant changes occurring in the environment and able to adapt them by 

adjusting their behavior. High self-monitors are capable of exhibiting a striking contrast 

between their public persona and their private self. Low self-monitors cannot disguise 

their behavior and tend to exhibit the same behavior all the time. 

v) Emotional Intelligence: 

It is also called as EQ which refers to individual’s ability to be aware of feelings and  

emotions and the extent to which they can manage them more effectively in dealing with 

others and challenging events. It consists of five main abilities: 

a) Knowing one’s emotions: Self-awareness and recognizing ones feelings as it 

occurs 

b) Managing emotions: Handling feelings and emotions appropriately to the re levant 

situations 

c) Motivating oneself: Directing the feelings and emotions in such a way to fulfilling  

the desired goals 

d) Recognizing emotions in others: Empathizing and understanding the feelings and emotions for 

others 

e) Handling Relationships: Being able to interrelate, communicate and work with 

others. 

Emotional Intelligence (EI) is very closely linked to our self-concept, because it is 



strongly related to self awareness.  

vi) Big Personality Traits 

There are five Big Personality Traits which have a significant impact in individual’s life.  

They are as follows: 

a) Extroversion: Extroverts are sociable, lively, and gregarious and seek outward 

interaction. Such individuals are likely to be most successful working in 

marketing division, public relations etc. where they can interact face to face with 

others. Introverts are quite, reflective, introspective and intellectual people,  

preferring to interact with a small intimate circle of friends. Introverts are more 

likely to be successful when they can work on highly abstract ideas (accountant, 

R&D work etc) in a relatively quite atmosphere. 

b) Agreeableness: This refers to the extent to which individuals agreeing and 

cooperating with others. Highly agreeable people are cooperative, warm and 

trusting. People who score low on agreeableness are cold, disagreeable and 

antagonistic. This characteristic is very important and critical in attaining a  

successful achievement in their life. 

c) Conscientiousness: This refers to the extent to which people are responsible 

and dependable in their work and life. A highly conscientiousness person is  

responsible, organized, dependable and persistent. They are likely to move 

upward direction very quickly and attain remarkable achievement in their life.  

Those who score low on this dimension are easily distracted, disorganized and 

unreliable. 

d) Emotional Stability: This refers to the extent to which people have the ability  

to withstand stress. People with positive emotional stability tend to be calm, self confident 

and secure. Those with highly low level of emotional stability tend to be 

nervous, anxious, depressed and insecure. 

e) Openness to experience: This refers to the extent to which people are more 

imaginative, artistic sensitivity and intellectualism. Individuals tend to vary 



widely ranging from conservative to creative or artistic. Extremely open people  

are creative, and artistically sensitive. Whereas not so open category personnel are  

very conservative and find comfort in the familiar or routine activities. 

 Personality Types (MBTI)  

MBTI describes four dimensions of Personality Types: 

(a) Extroversion versus Introversion: (The ways in which people relate to the world)  

(b) Sensing versus Intuition: (Becoming aware of and perceiving information)  

(c) Thinking versus feeling: (Ways of deciding and prefer to make judgments)  

(d) Judging and Perception: (The amount of control exercising and organizing people )  

a) Extroversion and Introversion: 

This deals with whether the focus of attention is directed towards outwardly or inwardly. 

Where do you prefer to focus your attention? 

Extroversion: 

Extroverted attention flows outward to the world of objects and people or external ideas.  

They are interacting more with people. 

Characteristics associated with people who prefer Extraversion are: 

Attuned to external environment 

Prefer to communicate by talking 

Work out ideas by talking them through 

Have broad interests 

Sociable and expressive 

Readily take initiative in work and relationships 

Extroverts are usually active, sociable, like variety and stimulation, and are often good 

speakers, sales people or public relations professionals.  

Introversion: 

Introverted attention focused on the subjective, inner world of thoughts, feelings and  

ideas. Introverts like quit reflection, can concentrate on one idea or thought for longer 

than an extrovert, and are less active and prone to change. 



Characteristics associated with people who prefer Introversion are: 

Drawn to their inner world 

Prefer to communicate in writing 

Work out ideas by reflecting on them 

Learn best by reflection, mental “practice” 

Focus in depth on their interest 

Private and contained 

Research scientists, academicians and librarians are often introverts.  

b) Sensing Versus Intuition: 

This aspect deals with the ways of collecting information and ideas. 

 Sensing 

A person with a sensing preferences focuses on the specific, practical and tangible. The  

sensing person relies more on the physical or material reality of the world of the five  

senses: touch, sight, sound, taste or smell. Sensing managers take in information through 

their senses and attend to the details of the problem. 

Characteristics associated with people who prefer Sensing: 

Oriented to present realities 

Factual and concrete, precise and practical 

Focus on what is real and actual 

Observe and remember specifics 

Build carefully and thoroughly toward conclusions 

Understand ideas and theories through practical applications 

Trust experience 

Intuition 

This person relies more on their insights and based on that they guess, assume and draw 

the inferences. Ideas, associations or creative process often accompany the presence of  

intuition. They focus on the relationships and connections between facts. Intuition  

manager like solving new problems and are impatient with routine details. 

Characteristics associated with people who prefer Intuition: 

Oriented to future possibilities 

Imaginative and verbally creative 

Focus on the patterns and meanings in data, sees beyond the surface 

Remember specifics when they relate to pattern 

Move quickly to conclusions, follow hunches 



Want to clarify ideas and theories before putting them into practice 

Trust inspiration 

c) Thinking versus Feeling: 

These deals with the way people make decisions. 

Thinking 

The person with a preference for thinking tends to be objective, analytical and impersonal  

in decision and judgments. Thinking managers are logical and analytical in their problem  

solving and search for additional information in a logical manner. 

Characteristics associated with people who prefer Thinking:  

Solve problem with logic, 

Use cause and effect reasoning 

Strive for an objective standard of truth 

Can be “tough-minded” 

Fair – want everyone treated equally 

Feeling 

People who use feelings to make decision are more likely to be empathetic, loyal, and 

appreciative and tactful. Feeling types consider the person and are likely to bend the rules  

if the situation warrants. Feeling managers heavily emphasize the human aspects in  

dealing with organizational problems and is more process oriented. They enjoy pleasing 

people and avoid conflicts 

Characteristics associated with people who prefer Feeling: 

Empathetic 

Guided by personal values 

Assess impacts of decisions on people 

Strived for harmony and positive interactions 

Compassionate 

May appear “tenderhearted” 

d) Judgment versus Perception 

This aspect deals with the amount of control a person has over events and organizing  

things. 

Judgment 

Characteristics associated with people who prefer Judging: 

Scheduled 

Organize their lives 



Systematic 

Methodical 

Make short and long term plans 

Like to have things decided 

Try to avoid last-minute stresses 

 

Trait Theories:  

There are six traits associated with effective leadership include drive, the desire to lead, 

honesty and integrity, self-confidence, intelligence and job-relevant knowledge. 

Drive: Leaders exhibit a high effort level. They have a relatively high desire for  

achievement, they are ambitious, they have a lot of energy, they are tirelessly persistent 

in their activities and they show initiative. 

Desire to lead: Leaders have a strong desire to influence and lead others. They 

demonstrate the willingness to take responsibility 

Honesty and Integrity: Leaders build trusting relationship between themselves and 

followers by being truthful and non-deceitful and by showing high consistency between 

word and deed. 

Self-confidence: Followers look to leaders for an absence of self-doubt. Leaders 

therefore need to show self-confidence in order to convince followers of the rightness of 

goals and decisions. 

Intelligence: Leaders need to be intelligent enough to gather synthesize and interpret  

large amounts of information; and to be able to create vision, solve problems and ma ke 

correct decision. 

Job-relevant knowledge: Effective leaders have a high degree of knowledge about the 

company, the industry and technical matters. In-depth knowledge allows leaders to make 

well-informed decision and to understand the implications of those decisions. 



Behavioral Theories: 

 

They identified behaviors that differentiated effective leaders’ from ineffective leaders.  

Based on these people could be trained to be leaders. The following are three types of  

behavioral styles of leadership 

i) Autocratic Style: A leader who tended to centralize authority, dictate work 

methods, make unilateral decision and limit employee participation 

ii) Democratic Style: A leader who tended to involve employees in decision 

making to delegate authority, to encourage participation in deciding work 

methods and goals, and to use feedback as an opportunity for coaching 

employees 

iii) Laissez-faire style: A leader who generally gave the group complete freedom to 

make decision and complete the work in whatever way it saw fit. 

Research results revealed that employee-oriented leaders were associated with high 

group productivity and higher job satisfaction. Leaders who exhibited high level of  

consideration and high level of task orientation achieved high subordinate 

performance and satisfaction. Some studies reported that democratic style of  

leadership was most effective, although later studies showed mixed results  

Big Five Traits  

The Big Five personality traits, also known as the five factor model (FFM), is a model based on 

common language descriptors of personality (lexical hypothesis). These descriptors are grouped 

together using a statistical technique called factor analysis (i.e. this model is not based on 

experiments). This widely examined theory suggests five broad dimensions used by 

some psychologists to describe the human personality and psyche.[1][2] The five factors have 

been defined as openness to experience, conscientiousness, extraversion, agreeableness, 

and neuroticism, often listed under the acronyms OCEAN or CANOE 

The traits are: 
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Openness - Openness to experience describes a person's degree of intellectual 

curiosity, creativity, and preference for novelty and variety. Some disagreement remains about 

how to interpret this factor, which is sometimes called intellect.  

Conscientiousness - Conscientiousness is a tendency to show self-discipline, act dutifully, and 

aim for achievement. Conscientiousness also refers to planning, organization, and dependability. 

Extraversion - Extraversion describes energy, positive emotions, assertiveness, sociability, 

talkativeness, and the tendency to seek stimulation in the company of others.  

Agreeableness - Agreeableness is the tendency to be compassionate and cooperative towards 

others rather than suspicious and antagonistic. 

Neuroticism - Neuroticism describes vulnerability to unpleasant emotions like anger, anxiety, 

depression, or vulnerability. Neuroticism also refers to an individual's level of emotional stability 

and impulse control and is sometimes referred to as emotional stability. 

 

 

 

Myers-Briggs Type Indicator (MBTI) 

Myers-Briggs Type Indicator (MBTI) is a personality test designed to assist a person in identifying 

some significant personal preferences. Katharine Cook Briggs and her daughter Isabel Briggs 

Myers developed the Indicator during World War II, and its criteria follow from Carl Jung's 

theories in his work Psychological Types. 

 
 

The Indicator is frequently used in the areas of pedagogy, group dynamics, employee training, 

leadership training, marriage counseling, and personal development. 

 

Academic psychologists have criticized the indicator in research literature, claiming that it "lacks 

convincing validity data" and that it is an example of the Forer effect. 
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The registered trademark rights in the phrase and its abbreviation have been assigned from the 

publisher of the test, CPP, Inc., to the Myers-Briggs Type Indicator Trust. 

Locus of Control 

 

Control: an easy word to understand yet a challenging word to actually deal with. We have 

people that think they control everything, others that think they are controlled by the world 

around them and pretty much everything in between. Control can be defined as the power to 

determine outcomes by directly influencing actions, people and events. When we look at it that 

way, we can begin to see that there is no way to control everything in our lives. I'm not saying 

we cannot control anything, but put in the context of that definition, we have to step back and 

really analyze what we can and cannot control. 

 

 

Those with an internal locus of control: 

Are more likely to take responsibility for their actions 

Tend to be less influenced by the opinions of other people 

Often do better at tasks when they are allowed to work at their own pace 

Usually have a strong sense of self-efficacy 

Tend to work hard to achieve the things they want 

Feel confident in the face of challenges 

Tend to be physically healthier 

Report being happier and more independent 

Often achieve greater success in the workplace 

Those with an external locus of control: 

https://www.verywell.com/what-is-self-efficacy-2795954


Blame outside forces for their circumstances 

Often credit luck or chance for any successes 

Don't believe that they can change their situation through their own efforts  

Frequently feel hopeless or powerless in the face of difficult situations  

Are more prone to experiencing learned helplessness 

 

SType A and Type B Assessment of Personality 

Type A and Type B personality theory describes two contrasting personality types. In this theory, 

personalities that are more competitive, outgoing, ambitious, impatient and/or aggressive are 

labeled Type A, while more relaxed personalities are labeled Type B. 

The two cardiologists who developed this theory came to believe that Type A personalities had 

a greater chance of developing coronary heart disease. Following the results of further studies 

and considerable controversy about the role of the tobacco industry funding of early research in 

this area, some reject, either partially or completely, the link between Type A personality and 

coronary disease. Nevertheless, this research had a significant effect on the development of 

the health psychology field, in which psychologists look at how an individual's mental state 

affects their physical health.[1] 

Type A 

• The Type A personality generally lives at a higher stress level. This is driven by  

• They enjoy achievement of goals, with greater enjoyment in achieving of more difficult 

goals. They are thus constantly working hard to achieve these. 

• They find it difficult to stop, even when they have achieved goals.  

• They feel the pressure of time, constantly working flat out. 

• They are highly competitive and will, if necessary create competition. 

• They hate failure and will work hard to avoid it. 

• They are generally pretty fit and often well-educated (a result of their anxiety). 

Type B 

• The Type B personality generally lives at a lower stress level and are typically:  

• They work steadily, enjoying achievements but not becoming stressed when they are not 

achieved. 

• When faced with competition, they do not mind losing and either enjoy the game or back 

down. 

• They may be creative and enjoy exploring ideas and concepts. 

• They are often reflective, thinking about the outer and inner worlds.  
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UNIT-IV 

Work Stress 

 

Definition of stress 

 

Stress can hit anyone at any level of the business and recent research shows that work related 

stress is widespread and is not confined to particular sectors, jobs or industries. HSE's formal 

definition of work related stress is: 

"The adverse reaction people have to excessive pressures or other types of demand placed on 

them at work." 



Stress is not an illness – it is a state. However, if stress becomes too excessive and prolonged, 

mental and physical illness may develop. 

Well-designed, organised and managed work is generally good for us but when insufficient 

attention to job design, work organisation and management has taken place, it can result in Work 

related stress. Work related stress develops because a person is unable to cope with the 

demands being placed on them. Stress, including work related stress, can be a significant cause 

of illness and is known to be linked with high levels of sickness absence, staff turnover and other 

issues such as more errors. 

 

Stress Symptoms 

:  

Stress shows itslef in a variety of ways. 

Psyche: constant fatigue, difficulties in concentrating, forgetfulness, fear, panic attacks, 

sleeplessness, anger and moodiness. 

Cardiovascular: escalation in pulse rate, heart palpitation, dizziness, cold hands and feet.  

Muscles: muscle tension, headaches, back pain, shivering, teeth grinding 

Breathing: shortness of breath, sighing often 

Digestion: stomach pains, too much or too little appetite, nausea. 

Fluid balance: sweating, wet hands and feet, difficulty swallowing, dry mouth, diarrhoea, 

constipation 

Immune system: long-lasting cold/flu, frequent infections, allergies 

Unconscious measures to compensate for stress: an increased consumption of alcohol, cigarettes 

and pills. 

 Excessive defensiveness or suspiciousness 

 Problems in communication, sharing 

 Social withdrawal and isolation 

 Constant tiredness, weakness, fatigue 

 Frequent use of over-the-counter drugs 

 Weight gain or loss without diet 

 Increased smoking, alcohol or drug use 

 Excessive gambling or impulse buying 



Sources of Stress 

 

We can experience stress from four basic sources:  

The Environment – the environment can bombard you with intense and competing demands to 

adjust. Examples of environmental stressors include weather, noise, crowding, pollution, traffic, 

unsafe and substandard housing, and crime.  

Social Stressors – we can experience multiple stressors arising from the demands of the different 

social roles we occupy, such as parent, spouse, caregiver, and employee. Some examples of social 

stressors include deadlines, financial problems, job interviews, presentations, d isagreements, 

demands for your time and attention, loss of a loved one, divorce, and co-parenting. 

 Physiological – Situations and circumstances affecting our body can be experienced as 

physiological stressors. Examples of physiological stressors include rapid growth of adolescence, 

menopause, illness, aging, giving birth, accidents, lack of exercise, poor nutrition, and sleep 

disturbances. Thoughts – Your brain interprets and perceives situations as stressful, difficult, 

painful, or pleasant. Some situations in life are stress provoking, but it is our thoughts that 

determine whether they are a problem for us. 

TYPES OF STRESSORS 

 Situations that are considered stress provoking are known as stressors. Stress is not always a 

bad thing. Stress is simply the body’s response to changes that create taxing demands. Many 

professionals suggest that there is a difference between what we perceive as positive stress, and 

distress, which refers to negative stress. In daily life, we often use the term “stress” to describe 

negative situations. This leads many people to believe that all stress is bad for you, which is not 

true. 

Positive stress has the following characteristics: 

• Motivates, focuses energy  

• Is short-term  

• Is perceived as within our coping abilities  

• Feels exciting  

• Improves performance 

In contrast, negative stress has the following characteristics: 

• Causes anxiety or concern 

 • Can be short or long-term  



• Is perceived as outside of our coping abilities  

• Feels unpleasant 

 • Decreases performance 

 • Can lead to mental and physical problems 

Examples of negative personal stressors can include:  

• The death of a partner  

• Filing for divorce  

• Losing contact with loved ones  

• The death of a family member  

• Hospitalization (oneself or a family member) 

 • Injury or illness (oneself or a family member) 

 • Being abused or neglected  

• Separation from a spouse or committed relationship partner 

 • Conflict in interpersonal relationships  

• Bankruptcy/money problems  

• Unemployment • Sleep problems 

 • Children’s problems at school  

• Legal problems  

• Inadequate or substandard housing  

• Excessive job demands • Job insecurity  

• Conflicts with team mates and supervisors  

• Lack of training necessary to do a job  

• Making presentations in front of colleagues or clients  

• Unproductive and time-consuming meetings  

• Commuting and travel schedules 

Examples of positive personal stressors might include:  

• Receiving a promotion at work  

• Starting a new job 

 • Marriage or commitment ceremony 

 • Buying a home 

 • Having a child 

 • Moving 

 • Taking or planning a vacation  

• Holiday seasons 



 • Retiring  

• Taking educational classes or learning a new hobby  

Internal Sources of Stress and Anxiety  

Stressors are not always limited to situations where some external situation is creating a 

problem. Internal events such as feelings, thoughts, and habitual behaviors can also cause 

negative stress. Common internal sources of distress include:  

• Fears (e.g., fears of flying, heights, public speaking, chatting with strangers at a party) • 

Repetitive thought patterns  

• Worrying about future events (e.g., waiting for medical test results or job restructuring)  

 • Unrealistic or perfectionist expectations Habitual behavior patterns that can lead to stress 

include: • Over scheduling  

• Failing to be assertive  

• Failing to set and maintain healthy boundaries  

• Procrastination and/or failing to plan ahead Cognitive Aspects of Stress and Anxiety Anxiety is 

a feeling that we commonly experience when faced with stressful life events. Anxiety can be one 

of the most distressing emotions that people feel. It is sometimes called “fear or nervousness”. 

Common reactions to anxiety include: Physical Symptoms:  

• Sweaty palms  

• Muscle tension 

 • Racing heart  

• Flushed cheeks  

• Light headedness Behaviors: 

 • Avoiding situations where experiencing anxiety might occur  

• Leaving situations when feelings of anxiety begins to occur  

Trying to do things perfectly or trying to control events to prevent danger Moods: 

 • Nervous  

• Irritable 

 • Anxious  

 Panicky Stress & Stress Management 6 Thoughts:  

• Overestimation of danger  

• Underestimation of your ability to cope 

 • Underestimation of help available  

• Worries and catastrophic thoughts Stressors can contribute to our feelings of anxiety. Examples 

of stressors that contribute to feelings of anxiety might include trauma (being abused, being in 

an accident, war); illness or death, things we are taught (“snakes will bi te you”); things we 

observe (an article in the newspaper about a plane crash); and experiences that seem too much 

to handle (giving a speech, job promotion or termination, having a baby).  

 



 

UNIT-V 

Group Behaviour and Leadership 

 

GROUP STRUCTURE AND GROUP PROCESS 

Individual members of groups bring with them certain individual characteristics that may  

have an influence on group behavior. An individual’s typical behavioral patterns such as  

how he or she reacts to others, and his available skill and abil ities will have an impact on the 

overall performance o f a group. The discussion of individual characteristics and  

group behavior includes four main components: 1) biographical and physical  

characteristics, 2) abilities and intelligence, 3) personality and 4) expectations. 

GROUP MEMBER ATTRIBUTES 

There are two attributes: i) knowledge, 

skills and abilities of an individual and  

ii) his personality characteristics. 

KNOWLEDGE, SKILLS AND ABILITIES 

Intellectual abilities, skills and abilities are predicting the group’s performance more 

confidently.  

PERSONALITY CHARACTERISTICS 

There is a high level of relationship between personality traits, group attitudes and  

behavior. 

GROUP STRUCTURES 



  

FORMAL LEADERSHIP 

Formal leader of the group: 

He is its principal representative and is the one individual who can legitimately exert  

formal influence on the activities of the group. The leader is responsible for the direction  

and goal accomplishment of the group and can reward or punish individual member when they 

do not comply with the directions, orders or rules of the group 

COMMAND 

Command Tasks are tasks that require team members to communicate effectively in order to 

work efficiently as a team and complete each task. You will normally find these tasks as p art 

of Crystal Challenge and Perfect Teambuild events  

TASK 

The nature of task is varying from highly certain to highly uncertain. In those jobs where 

the level of uncertainty exists at high level, it requires more processing information.  

Tasks with low uncertainty tend to be standardized 

Task clarity: 

It is the degree to which the requirements and responsibilities in the group are clearly 

stated and understood. 

Task Environment: 

These are the factors which, either internal or external, are relevant or significantly affect  

the level of the performance of a group 

. FUNCTIONAL GROUPS. 

A functional group is created by the organization to accomplish specific goals within an 

unspecified time frame. Functional groups remain in existence after achievement of current 

goals and objectives. 

Informal Group Leaders: 

Informal group leaders generally are individuals who are respected by other group 

members and who have acquired special status. The informal group leaders generally:  

i) Aids the group in directing its activities toward goal accomplishment 

http://www.teambuilding.co.uk/crystal-challenge-team-event.html
http://www.teambuilding.co.uk/perfect-team-building-event.html


ii) Embodies the values of the group 

iii) Acts for the group in presenting their viewpoint when interacting with 

management or other groups 

iv) Facilitates the activities of the 

INTEREST GROUPS. 

Interest groups usually continue over time and may last longer than general informal groups. 

Members of interest groups may not be part of the same organizational department but they are 

bound together by some other common interest. 

 

FRIENDSHIP GROUPS. 

Friendship groups are formed by members who enjoy similar social activities, political beliefs, 

religious values, or other common bonds. Members enjoy each other's company and often meet 

after work to participate in these activities. 

REFERENCE GROUPS. 

A reference group is a type of group that people use to evaluate themselves. According to 

Cherrington, the main purposes of reference groups are social validation and social comparison.  

 

GROUP COHESIVENESS. 

Cohesiveness refers to the bonding of group members and their desire to remain part of the 

group. Many factors influence the amount of group cohesiveness. Generally speaking, the more 

difficult it is to obtain group membership the more cohesive the group. 

 

 

  Incomplete assessments of the problem, 

  Incomplete information search, 

  Bias in processing information, 

  Inadequate development of alternatives, and 

  Failure to examine the risks of the preferred choice. 

 

 

ROLES 

Role refers to a set of expected behavior patterns attributed to someone occupying a 

given position in a social unit. Roles are classified into three ways:  

Expected Role: 

It refers to the expectations of supervisors towards their subordinates on the type of  

behavior or actions in their job. 

Perceived Role: 

This concerns the set of activities or behaviors of the group that an individual believes he  



or she should do. 

Enacted Role: 

This refers to the way in which the individual group member actually behaves. The 

enacted role is generally dependent on the perceived role 

Intra-role conflict: It is created by many different directives sent simultaneously to some 

one occupying one role, making it impossible for the individual to satisfy all directives at  

the same time. 

Inter-role conflict: It is created by many simultaneous roles presenting conflicting 

expectations. It exists when an individual finds that compliance with one role  

requirement may make it more difficult the compliance with another. 

Inter-role conflict: It is created by many simultaneous roles presenting conflicting 

expectations. It exists when an individual finds that compliance with one role  

requirement may make it more difficult the compliance with another. 

TEAMS  

TYPES OF TEAMS 

There are four common types of teams: 

i) Problem-solving Teams: 

The primary goals of these teams are improving quality, efficiency and the work 

environment. The members share ideas or offer suggestions about how work process and 

methods can be improved. Quality circles are one of the problem solving teams where the  

work group members meet regularly to discuss and solve problems.  

ii) Self-managed Teams: 

This refers to a team of employees who perform highly related or inter-dependent jobs 

and to take on many of the responsibilities of their former supervisors. Typically this  

includes planning and scheduling of work, assigning tasks to members, collective control  

over the pace of work, making operating decisions and taking action on problems. Selfmanaged 

teams meet their own goals and measure their own performance once top 

management sets the overall objectives.  



iii) Cross-functional Teams: 

This refers to a type of teams where employees from about the same hierarchical level,  

but from different work areas, who come together to accomplish a task. Examples of 

Cross functional include task force to resolve emergency cases, committee composed of  

members from across departmental lines etc. 

iv) Virtual Teams: 

Teams that use computer technology to tie together physically dispersed member in order 

to achieve a common goals. They allow people to collaborate on-line using 

communication links such as wide are networks, video conferencing or e-mail. 

TEAM ROLES: 

There are three categories of team roles. They are i) Unhelpful individual blocker roles, 

ii) Group building and maintenance roles, 

 iii) Group task roles. 

Unhelpful individual blocker roles 

Benne and Sheets identified a number of ways in which individuals will try to disturb the  

effective functioning of a group. They are: 

i) Dominator: Team members try to take over a meeting to assert authority, to 

exercise undue influence over group decisions or to manipulate the group. The  

leader gives direction authoritatively and interrupting the contributions of others 

and asserting superior status. 

ii) Blocker or Topic Jumper: Members or leaders stubbornly disagreeing or 

rejecting other’s views and raising petty criticisms or points of order. The  

members attempt to maintain or bring back an issue after the group has rejected or 

by-passed it. 

iii) Aggressor: This refers to criticizing other members personally, disagreeing 

aggressively with reasonable arguments put forward by others, ready for a fight,  

or forming anti-authority cliques. The members deflate the status of others and 

express disapproval of the values, acts or feelings of others.  

iv) Recognition Seeker: Team members try to show their own importance by 

boasting or excessive talking, being unduly conscious of status, being the ‘devil’s  

advocate’ who is in effect more devil than advocate. The members report their  

own personal achievement and acting in unusual ways to show the superiority.  

v) Special Interest Pleader: The members show some bias towards some special 

group such as grassroots community, sales department etc and speak for their 



cause. They usually show their own prejudices or biases in the stereotype which  

best fits his individual need. 

vi) Self-Confessor: The members take undue advantage in expressing their personal,  

non-group oriented ideas, feelings and insights etc. in the group meetings. They 

try to draw attention to their own concerns, talking irrelevantly about their own 

feelings and problems. 

vii) Playboy: The members waste the group’s time in showing off, telling funny  

stories, making a fun of the situations etc. The members exhibit cynicism, 

nonchalance, horseplay and other less stupid forms out of school behavior.  

 viii) Withdrawing: Members may be present physically, but not in mind by indulging  

some activities such as reading papers without looking up, refusing to participate 

in discussions, passively taking self-appointed notes or carrying on private 

conversations within the group. 

ix) Help-seeker: This type of member’s attempts to call for sympathy response from  

other members or whole group, through expressions of insecurity, personal 

confusion or depreciation of himself beyond reason. 

Group building and maintenance roles 

Benne and Sheats highlighted the kinds of behavior necessary for group maintenance and 

for ensuring effective working as team. These activities can be carried out by the team 

leader or by any member of the team to facilitate to have an effective team building.  

i) Encourager: The team members agrees with and accept the contribution of 

others by expressing warmth, solidarity in their attitude towards other group 

members, by understanding and accepting other points of view, ideas and 

suggestions. 

ii) Harmonizer: The team member ensures effective relationships among members 

and mediates the differences between other members. Also, he/she attempts to  

reconcile disagreements over the critical issues and relieves tension in conflicting  

situations through humor or entertainment. 

iii) Compromiser: The Team leader admits the shortcomings or limitations of 

himself/herself and offer compromise by yielding status. Also, he/she disciplines  

himself/herself to maintain group harmony or by coming halfway in moving 

along with the group. 

iv) Gatekeeper-expeditor: The team leader keeps the communication channel open 

by encouraging or facilitating the participation of others regularly. The leader  



monitors both the incoming and outgoing flow of information with and ensures  

that the information is not exceeding the limits. 

v) Standard Setter: The leader fixes certain limits as standard or bench marking 

and effectively applies those standards in evaluating the quality of group process.  

vi) Group Observer: The leader keeps in touch with the regular progress of the  

group and keeps a record on their achievements, difficulties, shortcomings etc.  

The feeding of such a data will be of much help in assessing the overall growth of  

the group activities. 

 vii) Follower: Sometimes, the leaders move along with the group by accepting the 

views of others and serving as audience in-group discussion. The primary reason 

is to ensure that the group must achieve its goals. 

Group task roles 

These group task roles are related to some of the activities relating to achieving the goals  

of the team, facilitating and coordinating the group problem solving activities. There are 

twelve categories of group task roles. 

i) Initiator-contributor: Team leader takes initiative in giving new ideas or new 

definition of problem to group members. He/she proposes new procedures, ways 

of handling some difficulty or forms of organization. 

ii) Information Seeker: Team leader solicits more information from the group 

members to ensure the accuracy of factual information, and those relevant to the 

problem and also seeks clarification on some critical issues. 

iii) Opinion Seeker: Team leader is seeking some critical suggestions and 

clarification from all the members or outside group’s members relating to the  

group task. 

iv) Information Giver: Using his/her experiences in the related fieled, the leader 

offers some additional facts and makes worthwhile generalizations, which are  

more or less correct in those situations. 

v) Opinion Giver: The leader expresses his/her belief or opinion very openly to a 

suggestion given at the meeting and gives some alternative solutions to the 

problems. 

vi) Elaborator: Team leader highlights some specific examples or illustrations for 

relevant points and offers reasons for suggestions and tries to deduce 

consequences of following them. 

vii) Co-ordinator: The leader attempts to get information from various sources and 



co-ordinates the activities of those people. Further, clarifies the relationships  

among various ideas and tries to pull them together to achieve the group results.  

viii) Orientor: Team leader delineates the position of the group with respect to its  

goals and summarizes the past achievements, the present tasks and future goals.  

The leader often raises some critical questions upon the direction in which the  

group is taking. 

ix) Evaluator-Critic: Team leader sets the standards and critically evaluates the 

performance of the group against those standards or norms. 

x) Energizer: Team leader takes initiative in stimulating or energizing the members 

to achieve the results in time and arouse the group to ‘greater’ or high ‘quality’  

activity. 

xi) Procedural Technician: Team leader performs the roles as providing necessary 

information and materials to execute the day-to-day functions such as providing 

stationary, raw material to the members etc. and perform the routine tasks to 

achieve the set goals. 

xii) Recorder: Team leader prepares a detailed record of group decision and writes 

down the suggestions given by all the members and acts as group memory.  

A SYSTEM MODEL OF TEAM BUILDING 

This model can be a very useful and practical way to analyze the success of a team and to  

help it develop in the areas of most need. 

Work Design: This category includes variables such as skill variety, task identity, task 

significance, autonomy and feedback. It is reported that these characteristics enhance 

member motivation and increase team effectiveness. 

Composition: This category covers such as ability, personality, roles and diversity,  

size, flexibility, preference for teamwork 

Context: The three contextual factors that appear to be most significantly related to 

team performance are the presence of adequate resources, effective leadership and a  

performance evaluation and reward system that reflects team contributions.  

Processes: The final category related to team effectiveness is process variables. These 

include member commitment to a common purpose, establishment of specific team goals,  

team efficacy, a managed level of conflict and the reduction of social loafing.  

STARTING A NEW TEAM 



 

While setting up a new team for any project or for on-going activity, the following factors 

must be considered. 

i) Team size: The team leader must ensure that adequate number of people is  

assigned to do the required work and the type of team and its capabi lities to 

discharge the duties and responsibilities. 

ii) Team Relationship: The team leader must maintain very good interpersonal 

relations among the team members to ensure the harmonious and effective 

coordination and achieve the results in time. 

iii) Team Strengths and Weaknesses: It is advisable to identify the strength 

and weaknesses of the team members and make a proper tabulation for taking a  

suitable corrective action. Such an exercise will facilitate to discover whether 

there is any major shortcoming within the team and in which way those will be 

hindrance to the team. 

iv) Team Leadership: The team leader must choose the appropriate leadership 

style based on the team members wants and desires. There must be compatibility  

between the styles of leadership and the maturity level of the followers. 

v) Team Members Work Style: The team members work style may differ 

from individual to individual. The leader must ensure that there must be some 

uniformity against some standards or norms. Assessing and identifying the 

preferred work style of members will help to form some common standards.  

vi) Team members Expectation: It is desirable to clarify the team members 

wants and desires and the ways in which those things can be fulfilled.  

vii) Team Tasks and Functions: One of the primary tasks of the team leader is 

to assign the duties and responsibilities for all the members and ensure that the  

members adhere to them as closely as possible. 

viii) Team Organization: The overall organization of the team is to achieve the 

success such as planning, allocation of tasks, grouping of the tasks, accountability  



etc, which will help to achieve the goals of the team. 

 TEAM BUILDING 

 

It is defined as planned interventions facilitated by a third-party consultant that developed 

problem solving procedures and skills, increase role clarity, solve major problems and 

improve effectiveness of work groups. Experts have clustered team-building activities 

into four general types such as interpersonal process, goal setting, defining roles and 

problem solving. 

i) Interpersonal Process: The resolution of conflicts between and among the 

team members by creating a system of open communication by providing training  

on listening skills, negotiation skills etc. 

ii) Goal Setting: Focusing on shared understanding of the mission and goals of 

the team. During this activity the team members clarify general goals and define  

specific tasks and sub goal to be accomplished within a specific time with set  

measurement criteria and reporting mechanisms. 

iii) Defining Roles: The members must define the roles without any ambiguity 

and ensure that instructions are very clear. The responsibilities, norms and 

expressions and requirements of each role are clarified. 

iv) Problem Solving: The member must identify the problem and must follow 

steps such as gathering and analyzing data, finding causes, understanding  

solutions, choosing solutions, planning an action and implementing and 

evaluating the action. 

LEADERSHIP THEORIES 

 

INTRODUCTION 



Leadership is defined as the process of influencing others to get the job done more  

effectively over a sustained period of time. Leaders play a critical role in influencing the  

work behavior of others in the system. 

Compliance: It occurs when people are influenced to do something against their will 

because they have been coerced into doing it otherwise, they may likely to face sever  

consequences which cost them heavily. 

THEORIES OF LEADERSHIP: 

 

There are three major approaches to leadership: a) trait theories, b) behavioral theories, c) 

situational theories. Trait theories highlight that there exists a finite set of individual traits  

or characteristics that distinguish successful from unsuccessful leaders.  

TRAIT THEORIES:  

Some of the significant characteristics of leaders are categorized as follows: 

- Physical Characteristics – age, appearance, height, weight 

- Social Background – Education, social status, mobility 

- Intelligence – Intelligence, ability, judgment, knowledge, decisiveness, fluency of 

speech 

- Personality – Aggressiveness, alertness, dominance, enthusiasm, extroversion,  

independence, creativity, personal integrity, self-confidence 

- Task-related Characteristics – Achievement drive, drive for responsibility, initiative, 

persistence, enterprise, task orientation 

- Social Characteristics – Administrative ability, attractiveness, cooperativeness, 



popularity, prestige, sociability, interpersonal skill, tack and diplomacy 

BEHAVIORAL THEORIES: 

 

The foundation for the style of leadership approach was the belief that effective leaders 

utilized a particular style to lead individuals and groups to achieving certain goals,  

resulting in high productivity and morale. Unlike trait theories, the behavioral approach  

focused on leader effectiveness, not the emergence of an individual as a leader. There are 

two prominent styles of leadership such as task orientation, and employee orientation.  

Task orientation is the emphasis the leader place on getting the job done by such actions  

as assigning and organizing the work, making decision, and evaluating performance.  

Employee orientation is the openness and friendless exhibited by the leader and his  

concern for the needs of subordinates. Two major research studies directed toward 

investigating the behavioral approach to leaderships is 

 i) Ohio State University Studies 

and  

ii) University of Michigan Studies. 

Ohio State Studies: Initiating Structures and Consideration: They identified two 

independent leadership dimensions. 



 

- Initiating Structure: This concerned the degree to which the leader organized and 

defined the task, assigned the work to be done, established communication networks  

and evaluated work-group performance. 

- Consideration, which was defined as behavior that involves trust, mutual respect,  

friendship; support and concern for the welfare of the employee. Consideration refers  

to an emphasis on an employee orientation leadership style. Their findings indicated  

that a mixture of initiating-structure and consideration leader behavior, which are 

achieved the highest effectiveness, depends largely on situational factors.  

Michigan State Studies: Two distinct styles of leadership were developed from their  

studies: 

- Job-centered leaderships style, which focused on the use of close supervision,  

legitimate and coercive power, meeting schedules and evaluating work performance.  

- Employee-centered style, which is people oriented and emphasis delegation of  

responsibility and a concern for employee welfare, needs, advancement and personal  

growth. Their findings reported that employee centered and job centered styles result  

in productivity increase. However, job centered behavior created tension and pressure  

and resulted in lower satisfaction and increased turnover and absenteeism. Employeecentered 

style is the best leadership style. 

Managerial Grid:  



. According  Black and 

Mouten 

i) Impoverished Management (1, 1) – This style displays little concern for either 

production or people. Exertion of minimum effort to get required work done is  

appropriate to sustain organization membership. 

ii) Task Management (9, 1) –This emphasizes completing jobs within time, quality 

and budgetary constraints. Efficiency in operations results from arranging 

conditions of work in such a way that human elements interfere to a minimum 

degree. 

iii) Middle-of-the-road Management (5, 5) – The manager attempts show at least a 

moderate amount of concern for both production and people. Adequate 

organization performance is possible thorough balancing the necessity to get out  

work with maintaining morale of people at a satisfactory level.  

iv) Country Club Management (1, 9) –Manager gives much attention to people 

while production tasks are overshadowed. Thoughtful attention to needs of people  

for satisfying relationships leads to a friendly organizational atmosphere and work  

tempo. 

v) Team Management (9, 9) – The manager using this style attempts to help 

subordinates satisfy self-actualization, autonomy and esteem needs; develops an 

atmosphere of trust and supportiveness and emphasis task accomplishment. Work 

accomplished from committed people, interdependence through a common stake 

in organization purpose leads to relationships of trust and respect.  

Likert’s System Four Model: 

Rensis Likert suggests that managers operate under four different systems.  

System I – Exploitative Authoritative: The manager believes in very authoritarian 



manner and actually exploits the subordinates 

System II – Benevolent Authoritative: The manager takes a paternalistic approach 

while still being autocratic. Behaving as benevolent autocratic, the leader maintains strict 

control over the subordinates albeit in a paternalistic manner.  

System III – Consultative: The manager consults the subordinates and sill maintains the  

right to make the final decision. 

System IV – Participative Groups: The manager uses a democratic style and makes 

decision by consensus and majority vote. 

System IV. Likert feels that the best way for all organizations to manage employees is to move 

towards  

SITUATIONAL THEORIES: 

 

Situational approaches to leadership take the position that there is no “one best way to 

lead in all the situations. Effective leadership style will vary from situations to situation,  

depending on several factors such as the personality predisposition of the leaders, the  

characteristics of the followers, the nature of task being done and other situational factors. 

Tannenbaum and Schmidt reported that the use of authority by the manager (bosscentered  

leaderships style) or the area of freedom given to subordinates (subordinate  



centered leadership) is a function of the following factors such as i) forces in the manager 

– value system, confidence in subordinates, leadership predispositions and feelings of  

security and insecurity), ii) forces in the subordinates (their needs for independence or  

dependence, readiness to assume responsibility, tolerance for ambiguity, abilities,  

knowledge and experience and inclination to participate in decision making) and iii)  

forces in the situation (type of organization, group effectiveness, time pressures and the  

nature of the problem itself) 

Fiedler’s Contingency Model of Leadership:  

Fiedler developed a model to predict work group effectiveness by taking into 

consideration the best fit between the leadership style and the degree of favorableness of  

the situation. The following three factors are considered to check whether the situation 

will be favorable or unfavorable. These factors are i) Leader- Member relations, ii) Task 

structure of the group, iii) Perceived position power of the manager. 

Leadership Style Assessment – Leased Preferred Coworkers Scale: 

Fiedler developed a scale to rate the type of relationship a supervisor holds towards the  

least preferred coworkers on a twenty-item questionnaire. The supervisor is asked to 

describe the person with whom he has worked least well in accomplishing some task. The 

model postulates that a low LPC score (unfavorable avoidable evaluation) indicates the  

degree to which a leader is ready to reject those with whom he cannot work. Therefore,  

the lower the LPC score, the greater the tendency for the leader to be task oriented. On 

the other hand, a high LPC (favorable evaluation) indicates a willingness to perceive even 

the worst coworker as having some positive attributes. Therefore, the higher the LPC 

score, the greatest the tendency for the leader to be employee oriented.  

Favorable Situation: 

The situation is considered as highly favorable if it possess a high level of positive  

interpersonal relations between leaders and members, a well defined task structures and a  

leaders perceive that they are bestowed with strong perceived positional power. In such 

type of situation the leader will have a great deal of control over situations  and will 

simply have to make sure that he gives the necessary instructions to get the task done.  

There is no need for him to waste time talking to each employee in order to be perceived  

as friendly. A task-oriented style will be effective in such situation. 

Unfavorable Situation: 

The situation is considered as highly unfavorable if it possesses a low level of  

interpersonal relationship between leaders and members, a poorly defined task and a  



relatively a weak perceived power. The leader of a task-force committee which is 

appointed to solve problems encountered in the work setting is likely to find him in such  

a situation. In such type of situation, the leader is in highly vulnerable situations and there  

is no other way to enforce a strict discipline and order to bring the situation in normalcy 

than following relationship oriented style. 

Moderately Favorable Situation: 

Here the leader might find herself in a mixed situation. For instance, a manager might  

have good relationship with her workers, but the task structure and position power of the 

leader may be low. For example, a bank officer may have a good relationship staff  

member, but the task structure or the power to control the staff members (either to reward 

or punish members) is not strong enough. In such situations, the manager will be very 

successful and get the desirable results if he follows more of relationships oriented style  

than task oriented task style 

Path-Goal Theory of Leader Effectiveness: 

A second situational theory of leadership has been proposed by House and Evan. The 

principle function of the leader is facilitating to increase valence perception of their  

subordinates and clarify and increase expectancy probabilities of them. This will in turn  

make them to put greater amount of effort and derive higher level of satisfaction and 

performance in their work. The theory is composed of two basic propositions such as i)  

role of the leader and ii) dynamics of the situation. The two main aspects of this model  

are as follows: 

Leadership Role: Leader behavior is acceptable and satisfying to the extent that 

subordinates perceive such behavior as a source of satisfaction or instrumental to future  

satisfaction. There are four styles of leadership: 

- Directive Leadership Behavior: This deals with planning, organizing, controlling 

and coordinating of subordinates activities by the leader. It is similar to the traditional  

dimension of initiating structure in that the leader’s emphasis is on letting the  

subordinates know what is expected of them. 

- Supportive Leadership Behavior: This concerns giving support consideration to the 

needs of the subordinates, displaying concern for their well-being and welfare and 

creating a friendly and pleasant environment. 

- Participative Leadership Behavior: This deals with sharing of information and an 

emphasis on consultation with subordinates and use of their ideas and suggestions in  

reaching group-related decision. 



- Achievement-Oriented Leadership Behavior: This deals with setting challenging 

goals, expecting subordinates to perform at the highest level, continually seeking  

improvement in performance. The leader wants good performance, but at the same 

time displays confidence in the ability of his subordinates to do a good job. 

 

 

 

 

 

 

 

 

UNIT 6 

CONFLICT  

The manner in which organizations view and treat inter-group conflict has changed 

measurably during the last three decades. There are two different views – traditional and 

contemporary views of inter-group conflict to deal with the conflicting situations. The 

old line, traditional approach views inter-group conflict is dysfunctional to the 

organization and should be avoided 

 



CONFLICT PROCESS 

The conflict process can be categorized into five stages. They are as follows: 

Stage I: Potential opposition or incompatibility: 

This covers the present condition that creates opportunity for conflicts to arise. This may  

be one of the conditions responsible for the occurrence of conflict. The major sources of 

conflict can be further categorized as communication, structure and personal variables.  

Communication: It is reported that word connotations, jargon, insufficient exchange of 

information and noise in the communication channel are all barriers to communication 

and potential antecedent conditions to conflict. 

Stage II: Cognition and personalization: 

Perception or sense making plays a major role in the resolving conflict. Conflict may 

either be perceived or felt in nature. Perceived conflict is defined as awareness by one or  

more parties of the existence of conditions that create opportunities for conflict to ari se. 

Felt conflict is defined as emotional involvement in a conflict creating anxiety, tenseness,  

frustrations or hostility. Negative emotions have been found to produce over 

simplification of issues, reductions in trust, and negative interpretations of the  other 

party’s behavior. 

Stage III: Intentions: 

Using two dimensions – cooperativeness (the degree to which one party attempts to 

satisfy the other party’s concerns) and assertiveness (the degree to which one party  

attempts to satisfy his or her own concerns) – five conflict handling intentions can be 

identified. There are as follows: i) competing (assertive and uncooperative), ii)  

collaborating (assertive and cooperative), iii) avoiding (unassertive and uncooperative),  

iv) accommodating (unassertive and cooperative) and v) compromising (mid-range on 

both assertiveness and cooperativeness). 

Stage IV: Behavior: 

All conflicts manifest in behavior somewhere along with continuum ranging from no 

conflict or minor conflict such as minor disagreements or misunderstanding, overt 

questioning or challenging of others, to annihilatory conflict such as threats and  

ultimatum, aggressive physical attacks or overt efforts to destroy the other party.  

Stage V: Outcomes. 

The outcomes of conflict may be functional or dysfunctional. Conflict is constructive 

when it improves the quality of decision, stimulates creativity and innovation, encourages  

interest and curiosity among group members, provides the medium through which  



problems can be aired and tensions released and fosters an environment of self-evaluation 

and change. 

TYPES OF CONFLICT 

 

In organizations, conflicts can be interpersonal, intra-group, inter-group or intraorganizational 

in nature. Intra-organizational conflict encompasses vertical, horizontal, 

line-staff and role conflict. 

Vertical Conflict: 

It refers to conflicts that occur between individuals at different levels. Conflict between  

the superior and subordinate is an example of vertical conflict. Such conflicts could  

happen because of perceived transgression of psychological contract, inadequate or 

ineffective communication, selective perception, misperception, incongruence in goals,  

values, cognition, affect and behavior etc. 

Horizontal Conflict: 

It refers to tensions between employees or groups at the same hierarchical level. 

Horizontal conflict occurs because of interdependence among the parties concerned in the  

work situation or the common pooled resources shared. For example, sharing personal  

computers among the various departments is likely to produce tensions among the 

departments. 

Line and Staff Conflict: 

It refers to the conflicts that arise between those who assist or act in an advisory capacity  

(staff) and those who have direct authority to create the products, process, and services of  

the organizing (line). Staff managers and line managers usually have different personality  

predispositions and goals and come from different backgrounds. Staff managers have  

specialized skills and expertise acquired through training and education and have greater  

technical knowledge which is intended to help the line manager who are basically money  

maker for the organization. 



Role Conflict: 

It arises because different people in the organization are expected to perform different  

task and pressures build up when the expectation of the members clash in several ways. 

There are two types of conflict. 

i) Inter-sender role conflict: This occurs when different role senders (bosses) 

expect the individual to perform different things and these expectations and 

the messages conflict with each other 

ii) Inter-role conflict: This occurs when role requires associated with members in 

one group conflicts with role requirements stemming from members in 

another group. 

SOURCES OF INTER-GROUP CONFLICT:

 

There are three basic sources of inter-group conflict: i) goal incompatibility, ii) decisionmaking 

requirements and  

iii) performance expectations. 

Goal incompatibility: 

It is defined as the lack of agreement concerning the direction of group activity and the  

criteria for evaluating task accomplishment, is the most frequently identified source for 

inter-group conflict. Two critical elements which contribute to goal incompatibility are: i)  



time and goal orientation and ii) barriers to goal accomplishment.  

Decision-making requirements: 

This concerns the particular requirements for decision-making used by each of the 

interacting groups. Two aspects that are related to decision-making requirements are i) 

degree of task uncertainty and ii) the availability of resources. 

Performance Expectations: 

The third source of inter-group conflict concerns the situation in which the activities or 

performance of one group affects the subsequent performance of other groups. For  

example, in hospitals, surgeons perform their function after the anesthesiologists have 

successfully performed their role; on assembly lines, tires are placed on automobiles after  

workers have installed the brakes etc. 

CONFLICT MANAGEMENT TECHNIQUES 

The various strategies for minimizing and resolving conflicts can be classified into five 

categories: i) Avoidance, ii) Accommodating, iii) Compromise, iv) Competition and v)  

Collaboration. 

Avoidance: 

This strategy involves a general disregard for the causes of the conflict and the person 

might diplomatically sidestep a conflicting issue, postpone addressing it till later, or 

withdraw physically or psychologically from a threatening situation. Avoiding mode is  

used when the individual is both unassertive and uncooperative – that is, the person has a 

very low concern for his own and his opponent’s needs. The individual follows the  

following three methods 

i) Non-attention: The manager totally avoids or ignores the dysfunctional 

situation. Individuals tend to “look the other way” or disregard hostile action  

in hopes that the situation will resolve itself in time 

ii) Physical separation: It involves moving conflicting groups physically apart 

from each other. The rationale is that if the groups cannot interact, conflict  

will diminish. 

iii) Limited interaction: Groups are allowed to interact only on formal situations. 

Avoidance style can be very beneficial under the following conditions:  

- When the issue involved in the conflict is trivial, 

- When more pressing issues are to be handled by the individual with a limited time 

frame. 

- When one’s power is very low and there is no chance of satisfying one’s concern  



- When more information is needed to make a good decision 

- When someone else can resolve the conflict more effectively 

- When you require time to regain more strength and look into different perspective 

Accommodation: 

Accommodation is a negotiation style where one party is willing to oblige or adapt to  

meet the needs of the other party. That party that accommodates loses and the other party 

WINS. 

Accommodating is useful in the following situations: 

- Where the individual realizes that he or she is wrong 

- By yielding, the person indicates to the other conflicting person that he is  

reasonable 

- When an issue is much more important to the other person than to the individual  

- By being accommodating, the person maintains good will and a cooperative  

relationship and also build social credits so that the other person gives in when a  

later issue becomes important to this individual.  

- When preserving harmony and avoiding disruption are especially more important 

- When continued competition would only damage one’s cause because one is  

outmatched and is losing. 

Competition: 

Competition occurs when one party negotiates to maximize its results at he expense of  

the other party’s needs. Competition leads to one party gaining the advantage over the 

other. One party wins while the other party loses 

Competing is useful in the following situations: 

- When the resources are limited and the system has to be pruned 

- When quick and decisive action has to be taken during emergencies 

- When one has to take unpopular decision such as enforcing discipline, unpopular  

rules, cost cutting measures 

- When issues are vital to the survival of the company where one is aware of the  

right solutions. 

Compromising: 

Compromise is the settlement of differences through concessions of one or both parties.  

In compromising, the party tries to find some expedient, mutually acceptable solutions  

with partially satisfies both parties, though neither is fully satisfied. 

Compromising is a useful mode in the following situations: 



- When the goals pursued are important, but not so important that it is worth 

potential disruptions by taking very assertive or unyielding positions.  

- When two parties with equal power are strongly committed to mutually exclusive 

goals such as in labor-management bargaining situations 

- When interim solutions are required till a more thorough and permanent solutions  

to the problem can be found. 

- When solutions have to be arrived at under extreme time pressures 

- When both collaboration and competition fail to work effectively in resolving  

conflicts. 

Collaboration: 

Collaboration occurs when people cooperate to produce a solution satisfactory to both.  

Collaborating involves an attempt to work with the other person to find solutions that 

would be satisfying to both parties. 

Collaboration is useful in the following situations: 

- When two goals of the two parties are both too important to be compromised 

- When the commitment of both parties is essential for important projects to 

succeed 

- When the objectives of the parties are i) to learn ii) to merge insights that different  

people bring to a problem because of their backgrounds, training, discipline or  

orientations iii) to work through hard feelings which are interfering with a desired 

interpersonal relationship 

 

GRIEVANCE 

 Injury, injustice, or wrong that affords reason for resistance or a formal expression as a 

complaint. (2) The complaint itself. 

Accourding to HR: “Specific complaint or formal notice of employee dissatisfaction related to 



adequacy of pay, job requirements, work conditions, other aspects of employment, or an alleged 

violation of a collective bargaining agreement.” 

Grievance Handling Procedure: Steps, Need and Elements 

 

Article Shared by Shabana S 

Grievance Handling Procedure:-  

1. Steps in Grievance Handling Procedure  

2. Need for a Grievance Handling Procedure  

3. Key Features 

 4. Basic Elements 

 5. Errors 

 6. Objectives  

7. Benefits. 
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1. Steps in Grievance Handling Procedure: 

At any stage of the grievance machinery, the dispute must be handled by some members of the 

management. In grievance redressed, responsibility lies largely with the management. And, 

grievances should be settled promptly at the first stage itself. The following steps will provide a 

measure of guidance to the manager dealing with grievances. 

i. Acknowledge Dissatisfaction: 

Managerial/supervisory attitude to grievances is important. They should focus attention on 

grievances, not turn away from them. Ignorance is not bliss, it is the bane of industrial conflict. 

Condescending attitude on the part of supervisors and managers would aggravate the problem.  

ii. Define the Problem: 

Instead of trying to deal with a vague feeling of discontent, the problem should be defined 

properly. Sometime the wrong complaint is given. By effective listening, one can make sure that 

a true complaint 

!!!. Get the Facts: 

Facts should be separated from fiction. Though grievances result in hurt feelings, the effort 

should be to get the facts behind the feelings. There is need for a proper record of each 

grievance. 

iv. Analyse and Decide: 

Decisions on each of the grievances will have a precedent effect. While no time should be lost in 

dealing with them, it is no excuse to be slip-shod about it. Grievance settlements provide 

opportunities for managements to correct themselves, and thereby come closer to the 

employees. 

Horse-trading in grievance redressed due to union pressures may temporarily bring union 

leadership closer to the management, but it will surely alienate the workforce away from the 

management. 

v. Follow up: 



Decisions taken must be followed up earnestly. They should be promptly communicated to the 

employee concerned. If a decision is favourable to the employee, his immediate boss should have 

the privilege of communicating the same. 

Some of the common pitfalls that managements commit in grievance handling relate to:  

(a) Stopping the search for facts too soon; 

(b) Expressing a management opinion before gathering full facts; 

(c) Failing to maintain proper records; 

(d) Arbitrary exercise of executive discretion; and 

(e) Settling wrong grievances. 

 

2. Need for a Grievance Handling Procedure: 

Grievance procedure is necessary for any organisation due to the following reasons: 

(i) Most grievances seriously disturb the employees. This may affect their morale, productivity 

and their willingness to cooperate with the organisation. If an explosive situation develops, this 

can be promptly attended to if a grievance handling procedure is already in existence. 

(ii) It is not possible that all the complaints of the employees would be settled by first - time 

supervisors, for these supervisors may not have had a proper training for the purpose, and  they 

may lack authority. Moreover, there may be personality conflicts and other causes as well.  

(iii) It serves as a check on the arbitrary actions of the management because supervisors know 

that employees are likely to see to it that their protest does reach the higher management. 

(iv) It serves as an outlet for employee gripes, discontent and frustrations. It acts like a pressure 

valve on a steam boiler. The employees are entitled to legislative, executive and judicial 

protection and they get this protection from the grievance redreessal procedure, which also acts 

as a means of upward communication. 

The top management becomes increasingly aware of employee problems, expectations and 

frustrations. It becomes sensitive to their needs, and cares for then wel l-being. 

This is why the management, while formulating plans that might affect the employees for 

example, plant expansion or modification, the installation of labour-saving devices, etc., should 

take into consideration the impact that such plans might have on the employees. 

(v) The management has complete authority to operate the business as it sees fit subject, of 

course, to its legal and moral obligations and the contracts it has entered into with its workers 

or their representative trade union. But if the trade union or the employees do not like the way 

the management functions, they can submit their grievance in accordance with the procedure 

laid down for that purpose. 

A well-designed and a proper grievance procedure provide: 

(i) A channel or avenue by which any aggrieved employee may present his grievance; 

(ii) A procedure which ensures that there will be a systematic handling of every grievance;  

(iii) A method by which an aggrieved employee can relieve his feelings of dissatisfaction with his 

job, working conditions, or with the management; and 

(iv) A means of ensuring that there is some measure of promptness in the handling of the 

grievance. 



 

3. Key Features of a Good Grievance Handling Procedure: 

Torrington & Hall refer to four key features of a grievance handling procedure, which are 

discussed below: 

(a) Fairness: 

Fairness is needed not only to be just but also to keep the procedure viable, if employees develop 

the belief that the procedure is only a sham, then its value will be lost, and other means sought 

to deal with the grievances. This also involves following the principles of natural justice, as in the 

case of a disciplinary procedure. 

(b) Facilities for Representation: 

Representation, e.g., by a shop steward, can be of help to the individual employee who lacks the 

confidence or experience to take on the management single-handedly. However, there is also 

the risk that the presence of the representative produces a defensive management attitude, 

affected by a number of other issues on which the manager and shop steward may be at 

loggerheads. 

(c) Procedural Steps: 

Steps should be limited to three. There is no value in having more just because there are more 

levels in the management hierarchy. This will only lengthen the time taken to deal with matter 

and will soon bring the procedure into disrepute. 

(d) Promptness: 

Promptness is needed to avoid the bitterness and frustration that can come from delay. When 

an employee ‘goes into procedure/ it is like pulling the communication cord in the train. The  

action is not taken lightly and it is in anticipation of a swift resolution. Furthermore, the manager 

whose decision is being questioned will have a difficult time until the matter is settled.  

Essential Pre-requisites of a Grievance Handling Procedure: 

Every organisation should have a systematic grievance procedure in order to redress the 

grievances effectively. As explained above, unattended grievances may culminate in the form of 

violent conflicts later on. 

The grievance procedure, to be sound and effective should possess certain pre-requisites: 

(a) Conformity with Statutory Provisions: 

Due consideration must be given to the prevailing legislation while designing the grievance 

handling procedure. 

(b) Unambiguity: 

Every aspect of the grievance handling procedure should be clear and unambiguous. All 

employees should know whom to approach first when they have a grievance, whether the 

complaint should be written or oral, the maximum time in which the redressal is assured, etc. 

The redressing official should also know the limits within which he can take the required action. 

(c) Simplicity: 

The grievance handling procedure should be simple and short. If the procedure is complicated it 

may discourage employees and they may fail to make use of it in a proper manner . 

(d) Promptness: 



The grievance of the employee should be promptly handled and necessary action must be taken 

immediately. This is good for both the employee and management, because if the wrong doer is 

punished late, it may affect the morale of other employees as well. 

(e) Training: 

The supervisors and the union representatives should be properly trained in all aspects of 

grievance handling before hand or else it will complicate the problem. 

(f) Follow up: 

The Personnel Department should keep track of the effectiveness and the functioning of 

grievance handling procedure and make necessary changes to improve it from time to time.  

 

4. Basic Elements of a Grievance Handling Procedure: 

The basic elements of a grievance redressal procedure are: 

(i) The existence of a sound channel through which a grievance may pass for redressal if the 

previous stage or channel has been found to be inadequate, unsatisfactory or unacceptable. This 

stage may comprise three, four or five sub-stages. 

(ii) The procedure should be simple, definite and prompt, for any complexity or vagueness or 

delay may lead to an aggravation of the dissatisfaction of the aggrieved employee.  

(iii) The steps in handling a grievance should be clearly defined.  

These should comprise: 

(a) Receiving and defining the nature of the grievance: 

(b) Getting at the relevant facts, about the grievance; 

(c) Analysing the facts, after taking into consideration the economic, social, psychological and 

legal issues involved in them; 

(d) Taking an appropriate decision after a careful consideration of all the facts; and  

(e) Communicating the decisions, to the aggrieved employee. 

(iv) Whatever the decision, it should be followed up in order that the reaction to the decision 

may be known and in order to determine whether the issue has been closed or not. 

 

5. Errors in the Grievance Handling Procedure: 

I. Stopping too soon, the search for facts: 

II. Expressing the opinion of the management before all the pertinent facts have been uncovered 

and evaluated; 

III. Failing to maintain proper records; 

IV. Resorting to an executive fiat instead of dispassionately discussing the facts of the grievance 

of the employee; 

V. Communicating the decision to the grievance in an improper way; and 

VI. Taking a wrong or hasty decision, which the facts or circumstances of the case do not justify.  

Measures to Avoid the Errors: 



Managements should try to avoid the errors in the grievance procedure by following the 

measures indicated hereunder: 

a. Helpful attitude and support of the management. 

b. Belief on the part of all concerned in the practice of the procedure. 

c. Introduction of the procedure with the concurrence of employees and trade unions.  

d. Following the simple, fair and easily comprehensible procedures.  

e. Formulating the clear policies and procedures of the company. 

f. Delegation of appropriate authority to the parties concerned. 

g. Functioning of the personnel department in the advisory capacity.  

h. A fact-oriented and issue-oriented rather than employee-oriented procedure. 

i. Respect the decisions taken at all levels. 

j. Adequate publicity to the procedure. 

k. Periodic evaluation and review of the procedure. 

As already discussed, there are valid reasons to have the grievances processed through a 

machinery or a procedure. 

 

6. Objectives of a Grievance Handling Procedure: 

Jackson (2000) lays down the objectives of a grievance handling procedure as follows:  

1. To enable the employee to air his/her grievance. 

2. To clarify the nature of the grievance. 

3. To investigate the reasons for dissatisfaction. 

4. To obtain, where possible, a speedy resolution to the problem. 

5. To take appropriate actions and ensure that promises are kept. 

6. To inform the employee of his or her right to take the grievance to the next stage of the 

procedure, in the event of an unsuccessful resolution. 

 

7. Benefits of a Grievance Handling Procedure: 

According to Jackson (2000), further benefits that will accrue to both the employer and 

employees are as follows: 

1. It encourages employees to raise concerns without fear of reprisal.  

2. It provides a fair and speedy means of dealing with complaints.  

3. It prevents minor disagreements developing into more serious disputes.  

4. It saves employers time and money as solutions are found for workplace problems. It helps to 

build an organizational climate based on openness and trust.  

 

 



MODEL QUESTION PAPER 

1. WHAT IS TEAM BUILDING 

2. DEFINE GROUP DYNAMIC 

3. WHAT IS WORK STRESS 

4. WHAT ARE THE DETERMINATION OF JOB SATIESFACTION? 

5. A LEADER IS DEVELOP AND NOT BORN? 

6. DEFINE PERCEPTION? 

7. DEFINE THE THEROIES OF LEARNING IN DETAILS? 

8. Evaluate the contribution of trait theories of personality to the study of Organisational 

Behaviour. 

9. What is the importance of study of organizational behaviour? 

10. What is attitude? 

11. Define Personality? 

12. What is Johari Window? 

13. Define Conflict? 

14. What is organizational culture? 

15. Enlist important leadership qualities. 

16. Define Motivation. 

17. What do you mean by organizational politics? 

18. Define organizational effectiveneDiscuss various factors influencing job satisfaction. 

19. What is Herzberg’s theory of motivation? How is it different from Maslow’s Need 

Hierachy theory? 

20. Explain various styles of leadership and discuss their application.  

21. Discuss the strategies for stress management.            

22. Discuss the concept of emotional intelligence. 

23. What can be the reasons for resistance to change? How can the resistance be 

minimized? 

24. DEFINE LEADERSHIP & POWER? 

25. DISCUSS THE VARIOUS APPROACH OF ORGANIZATION EFFECTIVENESS? 


