


1. Define OB.

PART- A (10 × 2 = 20 Marks)
Answer any TEN questions.


4. Write short note on group cohesiveness.
Group cohesiveness refers to the strength of the relationships and the sense of unity among the members of a group. It is the degree to which group members are attracted to each other and motivated to

Organizational Behavior (OB) is the study of human behavior in organizational settings, the interface between human behavior and the organization, and the organization itself.It focuses on understanding, predicting, and influencing individual and group behavior to improve organizational effectiveness and employee well-being.
2. What is meant by personality & values?
Personality refers to the unique and stable patterns of thoughts, emotions, and behaviors that characterize an individual. It influences how a person reacts to situations, interacts with others, and performs in the workplace. Values are deeply held beliefs about what is right, important, or desirable. They guide attitudes, decisions, and behavior in both personal and professional life.

3. What is perception
Perception is the process by which individuals interpret and organize sensory information in order to give meaning to their environment.In an organizational context, perception affects how people view others, situations, and events, which in turn influences their behavior and decision-making.

stay in the group
5. What is meant by power & politics?
Power is the ability of an individual or group to influence the behavior, actions, or decisions of others in an organization. Organizational politics refers to activities that individuals engage in to gain or maintain power and influence within the organization, often outside formal procedures.

6. Define reinforcement.
Reinforcement is a concept in behavioral psychology that refers to any stimulus or event that strengthens or increases the likelihood of a particular behavior being repeated.

7. What is group development?
Group development refers to the process by which a group forms, evolves, and matures over time as members learn to work together effectively.

8. List the types of conflict.
Conflicts in an organization can arise due to differences in goals, values, or personalities. The main types of conflict are:

[bookmark: Intrapersonal Conflict:]Intrapersonal Conflict:
· Conflict within an individual (e.g., stress, indecision, role confusion).

2. [bookmark: 2. Interpersonal Conflict:]Interpersonal Conflict:


· Conflict between two individuals, often due to personality clashes, communication issues, or competition.

3. [bookmark: 3. Intragroup Conflict:]Intragroup Conflict:
· Conflict within a team or group, such as disagreements over tasks, roles, or processes.
9. What is meant by culture in workplace?
Workplace culture refers to the shared values, beliefs, behaviors, and norms that shape how employees interact and work within an organization.
10. What is decision making.
Decision making is the process of choosing the best alternative
from a set of available options to solve a problem or achieve a goal.

11. Define work life balance
Work-life balance refers to the equilibrium between a person's work responsibilities and personal life activities, ensuring neither is neglected.

12. What is organisational design.
Organisational design is the process of structuring an organization's roles, responsibilities, processes, and relationships to achieve its goals efficiently and effectively.


13. What is job satisfaction.
Job satisfaction refers to the positive emotional response or attitude
an individual has toward their job and work environment.



PART - B (5 × 5 = 25 Marks)
Answer any FIVE questions.
14. Explain the levels of OB.
Organizational Behavior (OB) is studied at three levels: individual, group, and organizational. These levels help understand how different factors influence behavior within an organization and how to improve overall organizational effectiveness.
1. Individual Level: This level focuses on the behavior of individual employees, considering factors like personality, perception, motivation, and learning. It examines how individual characteristics influence their actions and interactions within the workplace.
2. Group Level: This level examines the behavior of groups within the organization, including team dynamics, leadership, communication, and conflict resolution. It explores how group interactions and structures affect performance and overall organizational effectiveness.
3. Organizational Level: This level focuses on the organization as a whole, considering its structure, culture, and how it interacts with the external environment. It examines how these macro-level factors influence the behavior of individuals and groups within the organization.

15. Explain the different sources of power.
Different sources of power include legitimate, reward, coercive, expert, and referent power. Legitimate power stems from a formal position, reward power involves controlling incentives, coercive power is the ability to punish, expert power comes from specialized knowledge, and referent power is based on admiration and respect.

· Legitimate Power:
This is the power derived from a person's formal position or role within an organization or group. For example, a manager has legitimate power over their subordinates due to their position in the hierarchy.
· Reward Power:
This type of power arises from the ability to provide positive outcomes or rewards to others. A boss can influence employees by offering promotions, bonuses, or other incentives.
· Coercive Power:
This involves the ability to punish or discipline others. For example, a manager might use the threat of demotion or termination to ensure compliance.
· Expert Power:
This source of power is based on specialized knowledge, skills, or expertise that others value. A highly skilled engineer might have expert power within a technical team.
· Referent Power:
This type of power comes from the admiration, respect, or identification that others have for an individual. A charismatic leader might inspire followers through their personality and perceived qualities.
· Informational Power:
This type of power is based on the control of information that others need or desire. Someone with access to crucial data or insights can influence decisions and outcomes.
· Network Power:

This type of power stems from the breadth and depth of an individual's connections and relationships. Having a strong network can provide access to resources, information, and opportunities.
16. List the types of personality. How does the power & politics contribute towards managing people effectively?
Personality can be categorized into various types, including the "Big Five" (Openness, Conscientiousness, Extraversion, Agreeableness, and Neuroticism) and other models like Type A/B personalities. Power and politics, when used ethically and effectively, can be valuable tools for managing people by influencing behavior, fostering collaboration, and achieving organizational goals.

Types of Personality:
· The "Big Five"
is a widely accepted model that includes:
· Openness: Reflects a person's imagination, curiosity, and willingness to try new things.
· Conscientiousness: Indicates a person's organization, responsibility, and work ethic.
· Extraversion: Describes a person's sociability, assertiveness, and preference for social interaction.
· Agreeableness: Reflects a person's kindness, empathy, and cooperation.
· Neuroticism: Indicates a person's tendency towards anxiety, moodiness, and emotional instability.
· Type A and Type B
personalities:

· Type A: Characterized by ambition, drive, and a tendency towards competitiveness and impatience.
· Type B: More relaxed, flexible, and less prone to stress.
· Other Models:
There are other models like the four-quadrant model (Driver, Expressive, Amiable, Analytical) which focuses on how people interact with facts/data and relationships.
Power and Politics in Managing People:
· Positive Influence:
Power and politics, when used ethically, can be powerful tools for influencing behavior and motivating teams.
· Understanding Dynamics:
Understanding power dynamics and organizational politics can help managers navigate complex situations, build relationships, and achieve desired outcomes.
· Effective Communication:
Power and politics can be leveraged to improve communication by understanding how to frame messages effectively and tailor them to different audiences.
· Building Coalitions:
Political savvy allows managers to build coalitions and gain support for their ideas and initiatives.
· Ethical Considerations:
It's crucial to use power and politics ethically and responsibly, avoiding manipulation and focusing on positive outcomes for the organization.
· Developing Skills:

Engaging with office politics can help individuals develop valuable skills like reading social cues, understanding power dynamics, and building relationships.

17. Discuss the five stages of group development.
The five stages of group development, according to Tuckman's model, are Forming, Storming, Norming, Performing, and Adjourning. These stages describe how a group of individuals evolves into a cohesive and productive team.
1. 1. Forming:
This initial stage is characterized by uncertainty and tentative interactions as members get to know each other and the group's purpose.
2. 2. Storming:
In this phase, conflict and competition may arise as members assert their individual opinions and roles within the group.
3. 3. Norming:
As conflicts are resolved, the group begins to establish norms, roles, and a sense of cohesion and unity.
4. 4. Performing:
The group functions at a high level of efficiency, with members working collaboratively towards shared goals.
5. 5. Adjourning:
This final stage involves the completion of the group's task and the dissolution of the group, often with a sense of accomplishment or sadness.
18. Explain the ways for sustaining & creating culture.
o sustain and create a thriving culture, focus on clearly defining values, fostering open communication, promoting a sense of belonging, and

encouraging continuous learning and development. This involves
hiring based on cultural fit, providing opportunities for feedback and recognition, and ensuring that leadership embodies the desired culture.
Defining and Communicating Culture:
· Establish clear values:
Define the core values that underpin the desired culture and ensure they are clearly articulated and understood by all.
· Develop a shared vision:
Create a compelling vision for the future that inspires and motivates employees.
· Communicate effectively:
Open and transparent communication is crucial for building trust and ensuring everyone is on the same page.
2. Fostering a Positive and Inclusive Environment:
· Promote a sense of belonging:
Create a culture where everyone feels valued, respected, and included, regardless of their background or role.
· Encourage collaboration:
Foster teamwork and collaboration across departments and hierarchies.
· Recognize and appreciate contributions:
Acknowledge and celebrate employee achievements and contributions, both big and small.
· Build trust and respect:
Prioritize building strong relationships based on trust, respect, and empathy.
3. Driving Continuous Improvement:
· 
Provide feedback and coaching:
Offer regular feedback and coaching to help employees develop their skills and performance.
· Encourage innovation and learning:
Create an environment where employees feel comfortable taking risks, trying new things, and learning from mistakes.
· Align culture with business goals:
Ensure that the culture supports the organization's strategic objectives and helps drive performance.
· Adapt and evolve:
Culture is not static; it should be regularly reviewed and adapted to meet the changing needs of the organization and its environment.
4. Leading by Example:
· Senior management commitment:
Senior leaders must actively model the desired culture and demonstrate their commitment to its values.
· Consistency in actions:
Ensure that actions align with stated values and that leadership behaviors reinforce the desired culture.
· Empowerment and ownership:
Give employees the autonomy and responsibility to make decisions and contribute to the culture.
19. Examine the process of conflict.

The conflict process is a dynamic sequence of events involving
potential opposition, cognitive and emotional responses, and behavioral

interactions, ultimately leading to outcomes that can be either constructive or destructive. Understanding this process is crucial for effective conflict management and resolution.
1. Potential Opposition or Incompatibility: This stage involves the presence of conditions that create opportunities for conflict. These conditions can arise from various sources, including:
· Communication:
Misunderstandings, unclear messages, or lack of communication can lead to conflict.
· Structure:
Factors like organizational structure, group size, and interdependence can create conflict.
· Personal Variables:
Individual differences in personality, values, and goals can also contribute to conflict.
2. Cognition and Personalization: This stage involves how individuals perceive and react to the potential conflict. It's where conflict becomes a conscious issue and emotions start to play a role.
· Perceived Conflict: Individuals become aware of the differences and potential for conflict.
· Felt Conflict: Individuals experience negative emotions like frustration, anger, or anxiety related to the perceived conflict.
3. Intentions: This stage involves the decisions individuals make about how to respond to the conflict. Common intentions include:
· Competing: Trying to win at all costs.
· Collaborating: Seeking solutions that satisfy both parties.
· 
Avoiding: Trying to ignore or withdraw from the conflict.
· Accommodating: Giving in to the other party's demands.
· Compromising: Finding a middle ground where both parties make concessions.
4. Behavior: This stage involves the actions and interactions taken by
individuals to address the conflict. These behaviors can range from verbal arguments to physical aggression, or constructive attempts at problem- solving.
5. Outcomes: This stage refers to the consequences of the conflict, which can be functional (leading to positive change and improved performance) or dysfunctional (leading to decreased productivity and damaged relationships).
Conflict Resolution: Beyond these five stages, conflict resolution involves managing and resolving the conflict. This can involve:
· Identifying the source of the conflict .
· Analyzing the conflict .
· Exploring potential solutions .
· Choosing the best solution .
· Implementing the solution .
· Reviewing the impact of the solution

20. Explain the factors linking perception to individual decision making.
Perception, which is how individuals interpret and understand information from their environment, significantly influences their decision-making processes. Factors like personal biases, social influences, and the specific context of a situation all play a role in

shaping both perception and the subsequent decisions
made. Essentially, people base their actions on how they perceive a situation, rather than on objective reality.
Perception as the Foundation for Decision-Making:
· Perception precedes action:
Individuals make decisions based on their understanding of the situation, which is shaped by their perception.
· Subjective reality:
People's behavior is a result of their subjective interpretation of reality, not necessarily objective reality itself.
· Framing the problem:
How a situation is perceived (e.g., as a threat or an opportunity) directly influences how it's addressed in decision-making.
2. Factors Influencing Perception:
· Perceiver characteristics:
Personal factors like attitudes, motivations, interests, experiences, and expectations influence how someone interprets information.
· Target characteristics:
The nature of the target being perceived (e.g., novelty, motion, size) also affects perception.
· Situational factors:
The context in which a perception occurs, including the timing, work setting, and social environment, can impact how something is perceived.
3. Biases in Perception and Decision-Making:
· Cognitive biases:

Mental shortcuts and biases, such as the fundamental attribution error (overemphasizing internal factors when judging others) and self-serving bias (attributing successes to oneself and failures to external factors), can distort perceptions and lead to flawed decisions.
· Social and cultural influences:
Norms, group dynamics, and cultural values can affect how individuals perceive situations and make decisions.
· Feedback loops:
Past experiences and the outcomes of previous decisions can influence future perceptions and decision strategies.
4. Perception's Role in Different Decision-Making Stages:
· Problem identification:
Perception plays a crucial role in recognizing and defining problems that require decisions.
· Alternative evaluation:
How options are perceived impacts their evaluation and selection during the decision-making process.
· Solution implementation and evaluation:
Perceptions of the chosen solution and its outcomes influence future decision-making processes.
5. Rational vs. Non-Rational Decision Making:
· Rational decision-making:
Ideally, decisions would be based on a systematic analysis of information, but in reality, decisions are often non-rational due to time constraints and cognitive limitations.
· Satisficing:

Individuals often "satisfice," meaning they choose the first acceptable solution rather than optimizing for the best possible outcome.
· Intuitive decision-making:
Intuition, which is based on distilled experience, can also play a significant role in decision-making, particularly when time is limited.

PART - C (3 × 10 = 30 Marks)
Answer any FOUR questions

20. “organisational behaviour is interdisciplinary in nature” explain Organizational behavior (OB) is interdisciplinary because it draws on concepts, theories, and methods from various fields like psychology, sociology, anthropology, and management to understand
and improve behavior in organizational settings. This interdisciplinary approach allows for a more comprehensive understanding of the complexities of human behavior within organizations, encompassing individual actions, group dynamics, and the overall organizational structure
· Psychology:
Provides insights into individual behavior, motivation, perception, and personality, which are crucial for understanding how employees think, feel, and act in the workplace.
· Sociology:
Focuses on social interactions, group dynamics, and organizational structures, helping to understand how individuals behave within teams and how organizations function as social systems.
· Anthropology:

Offers insights into the cultural aspects of organizations, including values, beliefs, and customs, which can impact employee behavior and organizational effectiveness.
· Management:
Provides the framework for understanding organizational structures, leadership styles, and decision-making processes, which are essential for managing and leading employees effectively.
· Economics:
Helps to understand how economic factors, such as incentives and compensation, influence employee behavior and organizational performance.
· Political Science:
Offers insights into power dynamics, conflict resolution, and decision- making processes within organizations.


21. Examine the big five model on personality traits.

The Big Five model, also known as the Five-Factor Model (FFM), is a widely accepted framework for understanding personality traits. It categorizes personality into five broad dimensions: Openness, Conscientiousness, Extraversion, Agreeableness, and
Neuroticism; often remembered by the acronym OCEAN. These five factors are thought to capture the most important aspects of
personality, and each factor represents a spectrum with varying degrees of the trait.
· Openness to Experience:

This trait reflects a person's imagination, curiosity, and willingness to try new things. High scorers are often creative, enjoy learning, and have a wide range of interests.
· Conscientiousness:
This factor describes an individual's level of organization, responsibility, and dependability. High scorers are typically organized, reliable, and goal-oriented.
· Extraversion:
This trait relates to a person's sociability, assertiveness, and tendency to seek out social interaction. High scorers are outgoing, talkative, and enjoy being around others.
· Agreeableness:
This dimension reflects a person's level of empathy, cooperation, and consideration for others. High scorers are generally trusting, helpful, and supportive.
· Neuroticism:
This factor describes an individual's tendency to experience negative emotions such as anxiety, sadness, and irritability. High scorers tend to be more prone to stress and emotional instability.
22. Explain the theories of leadership.
Leadership theories explore how and why individuals become leaders, focusing on traits, behaviors, and situational factors that contribute to effective leadership. Several prominent theories exist, including the Great Man, Trait, Behavioral, Contingency, and Transformational theories.

Great Man Theory: This theory suggests that leaders are born with innate qualities that make them natural leaders. It implies that leadership cannot be learned or developed, but rather is inherent in certain individuals.
2. Trait Theory: Similar to the Great Man theory, trait theory proposes that leaders possess specific personality traits that contribute to their effectiveness. However, it acknowledges that these traits might be developed to some extent, rather than being solely inborn. Common traits associated with leadership include intelligence, extraversion, conscientiousness, and openness.
3. Behavioral Theory: This theory shifts the focus from traits to observable behaviors that characterize effective leaders. It suggests that leadership can be learned and developed through observing and emulating the actions of successful leaders.
4. Contingency Theory: This theory emphasizes that leadership effectiveness is contingent upon the specific situation. It suggests that no single leadership style is universally effective, and the best approach depends on factors like the task, the followers, and the leader's own characteristics.
5. Transformational Leadership Theory: This theory focuses on how leaders inspire and motivate followers to achieve a shared
vision. Transformational leaders create positive change by building strong relationships, fostering a sense of purpose, and encouraging followers to exceed expectations.
6. Transactional Leadership Theory: This theory emphasizes the exchange between leaders and followers. Leaders set clear expectations, provide rewards for performance, and use corrective actions when necessary.
7. Situational Leadership Theory: This theory builds on the contingency approach, suggesting that leaders should adapt their style based on the maturity and readiness of their followers. It emphasizes matching leadership style (e.g., directing, coaching, supporting, delegating) to the situation and the followers' needs

23. How are attitudes formed? What are the characteristics & components.
Attitudes are learned predispositions to respond positively or
negatively to something. They are formed through a combination of direct experiences, social influences, and cognitive
processes. Attitudes have three key components: affective (feelings), behavioral (actions), and cognitive (beliefs). These components work together to shape our overall evaluation and response to a particular object, person, or idea.
· Direct Experiences:
Personal encounters with an object, person, or event can significantly shape our attitudes. For example, a positive experience with a particular brand of coffee might lead to a positive attitude towards that brand.
· Social Influence:
Our attitudes are also shaped by the attitudes and behaviors of those around us, including family, friends, and social groups.
· Cognitive Processes:
Our thoughts, beliefs, and knowledge about something also play a crucial role. Learning about the potential benefits of a product, for instance, can influence our attitude toward it.
Components of Attitudes:
· Affective Component:
This refers to the emotional or feeling-based aspect of an attitude. For example, feeling fear towards spiders is an affective component.
· Behavioral Component:

This component reflects how our attitude influences our actions. For example, avoiding spiders or screaming when you see one would be a behavioral component.
· Cognitive Component:
This component involves our thoughts, beliefs, and knowledge about the attitude object. For example, believing that spiders are dangerous is a cognitive component.
Characteristics of Attitudes:
· Learned:
Attitudes are not innate; they are acquired through experiences and interactions.
· Relatively Stable:
Attitudes tend to be consistent over time, although they can change with new information or experiences.
· Evaluative:
Attitudes involve a positive or negative evaluation of something.
· Dynamic:
Attitudes can be influenced by various factors and can change with new information or experiences.
24. What are the determinants of job satisfaction? Elaborate Job satisfaction is influenced by a variety of factors, broadly
categorized into intrinsic and extrinsic elements. Intrinsic factors relate to the work itself and the individual's experience, while extrinsic factors are external to the job, such as compensation and work environment. Key determinants include autonomy, opportunities for growth, recognition, work-life balance, positive

work environment, fair compensation, good relationships, and company values.
Intrinsic Factors:
· Autonomy:
Feeling empowered and having control over one's work is crucial for job satisfaction.
· Opportunities for Growth:
Employees value chances to learn new skills, advance their careers, and take on challenging tasks.
· Purpose and Meaning:
Feeling like their work has a positive impact and aligns with their values is important for job satisfaction.
· Engagement:
Being actively involved and invested in their work contributes to a sense of fulfillment.
· Positive Relationships:
Good relationships with colleagues and supervisors create a supportive and enjoyable work environment.
Extrinsic Factors:
· Compensation and Benefits:
Fair pay, benefits, and other financial rewards are important for employee well-being and motivation.
· Work-Life Balance:
Employees need a healthy balance between their work and personal lives to avoid burnout and maintain well-being.
· 
Work Environment:
A safe, comfortable, and supportive work environment is essential for employee satisfaction.
· Recognition and Rewards:
Receiving recognition for their contributions and being rewarded for their efforts boosts morale and motivation.
· Company Culture:
A positive and inclusive company culture that aligns with employee values is important for job satisfaction.
· Job Security:
Feeling secure in their job provides a sense of stability and reduces anxiety about job loss.
· Management Style:
A supportive and effective management style that provides clear direction and feedback can positively impact job satisfaction.
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