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PREFACE

iy

Jagat Guru Nanak Dev Punjab State Open University, Patiala was established in December
2019 by Act 19 of the Legislature of State of Punjab. It is the first and only Open Universityof the
State, entrusted with the responsibility of making higher education accessible to all, especially to
those sections of society who do not have the means, time or opportunity to pursue regular

education.

In keeping with the nature of an Open University, this University provides a flexible education
system to suit every need. The time given to complete a programme is double the duration of a
regular mode programme. Well-designed study material has been prepared in consultation with
experts in their respective fields.

The University offers programmes which have been designed to provide relevant, skill-based
and employability-enhancing education. The study material provided in this booklet is self-
instructional, with self-assessment exercises, and recommendations for further readings. Thesyllabus

has been divided in sections, and provided as units for simplification.

The University has a network of 110 Learner Support Centres /Study Centres, to enable
students to make use of reading facilities, and for curriculum-based counseling and practicals. We,

at the University, welcome you to be a part of this institution of knowledge.

Prof. G.S. Batra
Dean Academic Affairs
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SKILL ENHANCEMENT COURSE
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THE FOUNDATIONS OF HAPPINESS AT WORKPLACE

UNIT-1: WORK PLACE DISSATISFACTION

STRUCTURE
1.0 LEARNING OBJECTIVES

1.1 JOB/WORKPLACE SATISFACTION AND DISSATISFACTION -
INTRODUCTION

1.1.1 THE CONSEQUENCES OF JOB DISSATISFACTION

a) EXIT- VOICE- LOYALTY- NEGLECT- FRAMEWORK (FARRELL,
1983)

b) MODEL OF JOB DISSATISFACTION (HENNE AND LOCKE, 1985)
1.12 THEORIES OF JOB SATISFACTION AND DISSATISFACTION
a) HERZBERG THEORY
b) LOCKE’S VALUE THEORY
¢) VROOM’S MODEL
1.2 STRESS AT THE WORK PLACE
1.2.1 FACTORS AFFECTING EXPERIENCE OF STRESS AT WORKPLACE
a) INDIVIDUAL FACTORS
b) GROUP FACTORS

122 SOURCES OF WORK STRESS (MODEL BY COOPER AND
MARSHALL, 1976)

1.2.3 CAUSES OF WORKPLACE STRESS THAT IMPACT EMPLOYEE
EXPERIENCE

1.2.4 HOW TO REDUCE WORKPLACE DISSATISFACTION?

1.3 SUMMARY



1.4 KEYWORDS
1.5 SUGGESTED READINGS

1.6 QUESTIONS FOR PRACTICE

1.0 LEARNING OBJECTIVES
After completing this unit, you should be able to:
e Understand the nature of work place stress and its impact
e Evaluate the role of employee dissatisfaction on personal and organisational goals

e Explore mechanisms to manage workplace stress and dissatisfaction

1.1 JOB / WORKPLACE SATISFACTION AND DISSATISEACTION —
INTRODUCTION

Job satisfaction, is “a pleasurable or positive emotional state resulting from the appraisal of
one’s job or job experiences” (Locke, 1976). Job satisfaction has long been thought to have a
significant effect on job performance and has also been strongly, positively correlated to
organizational commitment (Brown and Peterson, 1993). On the other hand, workplace
dissatisfaction is when an employee does not feel content with their work. This can be due to
various professional and personal reasons such as lack of advancement, poor management,

limited work-life balance, and more.

Working adults spend nearly 70% of their waking time on job-related tasks, hence it is
understandable that the dynamics, tensions and strains of the workplace have been identified
as a major contributor to adult physical and mental health. Today the workplace is evolving
to what it has never been before. Rapid digitization is changing the nature of many jobs. Given
the technological advances, employees are expected to be available 24x7 and stay connected
to work much beyond the stipulated hours. In addition, with the availability of low-cost contract
employees over the high-cost permanent workforce, the shadow of downsizing, job insecurity
and being easily replaceable is looming large, forcing manyindividuals to take on more than
they can deliver or handle. All of these aspects of modern- day jobs and workplaces are
contributing to a “live to work” culture where stress and being busy is glorified; but which

could precipitate into loss of work-life balance and even burnout.



Dissatisfaction with the workplace is relevant to every aspect of an organisation — be it
employee, managers, clients and even the organizational climate and structure as a whole. Job
dissatisfaction is defined as an unpleasant or cold and hostile climate within the workplace
which can cause disengagement and decline in performance, neglect of assigned work,

increased absenteeism and even lead to losses in the organisations turnovers.
1.1.1 The Consequences of Job Dissatisfaction

a. The Exit-Voice-Loyalty-Neglect (EVLN, 1970) was first developed by Hirschman and
extended in 1982 by Rusbult, Gunn, and Zembrodt and Farrell in 1983. According to this
model, employees’ respond to dissatisfaction with the workplace along two dimensions:
active vs. passive and constructive vs. destructive. This can take any of the four forms

detailed below:

Active
EXIT VOICE
eg. eg.
leaving or considering contacting officials;
leaving jurisdiction; collective action:
opting for privatized signing a petition
services
Destructive Constructive
8.0 €.g.
not following public trusting officials;
issues; defending the community;
believing there is no believing community problem
point complaining will be solved
NEGLECT LOYALTY
Passive

Fig 1: The Exit — Voice — Loyalty — Neglect Model (From Dowding and John,2012).

e Exit. Itincludes any attempt to distance one’s self from a situation which is not satisfying.
This could translate into moving to a different organisation or seeking a transfer to

another department.

e Voice. This implies voicing your concerns and providing solutions to improve the
circumstances. Sometimes filing a grievance for redressal or approaching a union for
support can be taken as a constructive response to make your views known to the

organisation.

e Loyalty. This implies passively waiting for the conditions to improve. This is where the



dissatisfied employee waits and hopes for improvement and trusts that the organisation

will do the right thing in the interest of all stakeholders.

e Neglect. This includes decline in interest and effort. It is often seen in decline in quality
of work produced, taking more leave, lack of discipline and punctuality. It could be
ignoring or withdrawing from the happenings at the work place.

b. Henne and Locke’s (1985) model suggests that individuals respond emotionally to being
dissatisfied or unhappy at the job. During this state of arousal, people will devise a
substitute strategy based on the individual estimation of his/her own strengths and the
situational variables. The alternative plan can be behavioural (action oriented) or

psychological.

Cognitive Processing

Decision Making
Choice

Action Alternatives Psychological Alternatives

Job Performance Change perception
Protest Change values

Withdrawal Change reaction

Consequences of Choices
Life satisfaction
Mental health
Physical health

Fig 2. Model of Job Dissatisfaction (Henne and Locke, 1985)
1. Action Alternatives

o Performance: Individuals try to use divergent thought process to come up invent novel
solutions to the various issues they face within an organisation.

o Protest: A person dissatisfied at the workplace can resort to protest. One form of protest
is unionization. People tend to join unions for a number of reasons, including support if
there is a problem at work or to improve pay and work conditions (Wadditigton and
Whitston, 1997).

o Withdrawal: This could reflect in either non-attendance at work, neglect of assignments,
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looking for alternative jobs/work and even ultimately leaving the job.
2. Psychological Alternatives

o Change perception — An individual can choose to focus on the positive aspects of their
life and work and not concentrate so much mind space or energy towards the dissatisfying
aspects of the workplace. E.g., At least | have a secure job, so what if myboss is being

nasty.

o Change values — This is an application of Festinger’s cognitive dissonance theory
(1957). Inconsistency between organisational values and personal values can cause
dissonance. So, people tend to reduce or eliminate the dissonance by introjecting or
internalizing the conflicting values of the organisation to restore consonance and reduce

psychological tension.

« Change reaction — These manifests as an avoidance reaction wherein a person who is
discontented at work may evade those aspects of the job or simply push their
discontentment under the carpet. It is a reaction where the individual refuses the face the

situation.

e Tolerance— A person who is dissatisfied at work may rationalize that all other aspects of
life are comfortable so they should not focus on the unpleasant work front, rather should

tolerate it.
3. Consequences of Choices

o Life Satisfaction — The feelings and beliefs from one aspect of life tend to spill-over into

other aspects of life. Work is a one such facet with can impact other facets of life e.g.,
family, child’s education, home mortgage, medical treatment.

¢ Mental Health — Locke (1976) suggests that cumulative and chronic stresses, tensions,

and strains at the workplace can contribute to mental health difficulties and even burnout.

e Physical Health — Research over the past decades has consistently demonstrated the

impact of chronic stress on physical health. It can be seen in lifestyle problems like blood

pressure, ulcers, acidity, heart disease amongst others.
1.1.2 Theories of Job Satisfaction / Dissatisfaction

a. Herzberg's theory: Frederick Herzberg who is a forerunner in the field of organisational

motivation, conducted research wherein he questioned personnel in various organisations as



to what contributed to their satisfaction or dissatisfaction at the work place. The two

questions he asked in his research were:
e Think of a time when you felt especially good about your job. Why did you feel that way?
e Think of a time when you felt especially bad about your job. Why did you feel that way?

Based on the results of these interviews, Herzberg propounded the “Two Factor theory”.

These two factors were identified as motivation and hygiene.

JOB DISSATISFACTION Herzberg's JOB SATISFACTION
Two-Factor
Principles
Influenced by Improving the Influenced by
Hygiene satisfier factors Satisfier
Factors increases Factors
job satisfaction
* Working conditions * Achievement
* Co-worker relations * Recognition
* Policies and rules Improving the * Responsibility
* Supervisor quality hygiene factors *» Work itself
* Base wage, salary decreases * Advancement
job dissatisfaction * Personal growth

Fig 3. Herzberg Two Factor theory

According to the theory, Herzberg proposed that hygiene issues like working conditions,
company policies, relationships with co-workers, quality of the superior and other such issues
which are found in the work environment; will not contribute to job satisfaction. However, they
are relevant to reducing dissatisfaction with work. For example, power cuts, poorrelations with
co-workers and those in superior positions, low wages, and lack of job security are potential
factors for dissatisfaction and low engagement with work. These factors do not contribute to
work place satisfaction. Motivators, such as opportunities for success, recognition of
achievement, quality of the work, accountability and opportunities for promotions; have the
potential to enhance satisfaction with the job as well as promoteengagement. According to
Herzberg, the organisation needs to address hygiene factors to alleviate frustration and
discontent amongst employees and only then will motivators serve topromote occupational

fulfilment which leads to positive outcomes for individuals and organisations.
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b. Locke’s Value Theory: Edwin A Locke (1969) proposed that job satisfaction occurs

where the benefits received for a job match the expectations of the individual for that job.
When an individual values what they receive, it leads to a sense of satisfaction. If the
outcomes are not valued or desired, it leads to a sense of disappointment. The
incongruity between wants or hopes from the job, and what one receives, accounts for
discontentment amongst employees. Further, Locke stated that the value which an
individual places on the work or a facet of work will moderate the satisfaction /
dissatisfaction level when expectations are met / not met. Thisis particularly true for

outcomes / benefits of high value (e.g salary, opportunity to grow).

Vroom’s (1964) theory of job satisfaction: This theory proposes that an employee
believes that his/her effort will lead to acceptable performance, and on the basis of this
performance, he/she will receive the desired benefit which further satisfy the individual

goals.

Vroom (1982) generated a three- variable equation for scientifically determining job

satisfaction —

Motivation=E x I x V

Expectancy (E) — This is a measure of a person’s confidence in being able to deliver the

expected outcomes. Expectancy serves as a link between effort and performance on a task.

Instrumentality (I) — It refers to the extent to which an individual believes that the

organisation will deliver the promised benefits.

Valence (V) - It is the value that a person attaches to the compensation / benefits that he/she
receives. These benefits could be extrinsic (money, promotion, time off) or intrinsic (sense

of achievement).



Effort ——® Performance ——® Outcome F— Motivation

L] | — |

Expectancy: Instrumentality; Valence:
Perceived probability Perceived probability that  Value of expected
that effort will lead to good performance will outcomes to the

good performance lead to desired outcomes individual

Fig 4: Vroom's (1964) Expectancy Theory

(Adapted from http://faculty.css.edu/dswenson/web/OB/VIEtheory.html)

Vroom concluded that an employee’s belief about expectance, instrumentality and valence,
interact psychologically and hence create a motivational force. This serves to enhance pleasure

and minimize pain.

d. Situational Theories: Quarstein, McAfee, and Glassman (1992) proposed that job
satisfaction and dissatisfaction is a product of both situational characteristics and
situational occurrences. The researchers concluded that a combination of situational
characteristics andsituational occurrences is a stronger predictor of overall job satisfaction

than each aspect on its own.

Situational characteristics are those which are not in the immediate control of the employee but
have the potential to constrain or facilitate satisfaction level e.g., salary and wages, conditions
of work, perception about role, nature of supervision, growth opportunities, and company

policies. Individuals tend to evaluate situational characteristics before they accept a job.

The situational occurrences are things that occur after taking a job that may be tangible or
intangible, positive or negative. Positive occurrences might include extra vacation time for
good performance, or placing a coffee machine in the common area; while negative

occurrences might entail faulty equipment, or tension related to colleague or supervisor.
1.2 STRESS IN THE WORKPLACE

Within the work context, Ganster and Rosen (2013) labelled stress as “the process by which
workplace psychological experiences and demands (stressors) produce both short term (strains)
and long-term changes in mental and physical health”.

Occupational stress occurs as response to those aspects of the workplace environment which
threaten the physical and / or psychological safety and security of a person.

8
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According to Beehr and Newman (1978), “Job stress is a condition arising from the interaction
of people and their jobs and characterized by changes within people that force them to deviate

from their normal functioning”.

Prolonged stress can lead to burnout which is defined as a “psychological syndrome in response
to chronic interpersonal stressors on the job”. Burnout ensues when an individual is unable to
cope with the demands which are placed on him/her. Characteristic features of burnout include
overtiredness, scepticism, loss of interest and detachment, being inept atwork or
relationships, and a personal lack of accomplishment (Maslach, Schaufeli, andLeiter, 2001).

1.2.1 EACTORS AFFECTING EXPERIENCE OF STRESS IN THE WORKPLACE

a. Individual Factors: Three primary factors which determine the individual experience

ofstress/strain at work:

e Perception: Stress occurs when individuals perceive that they do not have resources todeal
with some threat. This might include inadequate personnel of a task, time deadlines,
financial support or lack of decision-making experience. Stress reactions are not whether
you actually have the resources (ability, money, time) but whetheryou perceive that you

don’t, and hence feel pressured (Pham, Taylor, and Seemam, 2001).

e Past Experience: Familiarity with persons or situations serves as a resource to cope with
a stressor. Having dealt with similar circumstances previously, some persons are able to
deal with incumbent stressors in more competent fashion while those who have not dealt

with such circumstances can experience stress and related psychological fall out.

e Individual differences: Individual differences in motivations, attitudes and abilities
influence how they experience work stress. Self-esteem and locus of control are some of
the personality traits related to stress. E.g., Certain aspects of Type A personality — anger,
hostility and aggression are strongly related to stress reactions. Type B personalities, on the
other hand, tend to be easier going and relaxed.

b. Group Factors: Factors within the work-group which determine the experience of

stressfor an individual include:

e Lack of Group cohesiveness: When an employee has strained or tense relationships
with co-workers or supervisor within the team where a task is assigned, the resulting lack
of cohesiveness can be detrimental to task completion, team motivation, and individual

perseverance, leading to stress and anxiety.



e Social Support: The perception that other persons at the workplace are cooperative and
their inputs can be sought if required and the general environment of the organisation is
one where team work is valued, can boost a person’s confidence hence allowing that
person to better cope with whatever challenges come along. Conversely, the presence of
competing or cut-throat colleagues places the individual on tenterhooks and unease thus

reducing their capacity to deal with trials of the work place.

e Interpersonal and intergroup conflict: A conflict arises when two (or more) people (or
groups) perceive their values as being incompatible. Minor disputes or issues can flare
up into conflicts if not resolved at the right time. Conflict can hinder communication and

obstruct problem solving and has potential to provoke anger, fear, and distress.
1.2.2 Sources of Work Stress (Model by Cooper and Marshall, 1976)

Cooper and Marshall’s (1976) model of job stress has put forth five broad sources of stress

which are relevant within an organization / workplace.

Sources of stress at work Individual characteristics Symptoms of occupational Disease

Intrinsic to job:

Poor physical working conditions
Work overload

Time pressures

Physical danger, stc

Role in organisation:

Role ambiguity
Role conflict
Responsibility for people
Conflicts re organisational boundaries
{internal and extarnal), etc Diastolic blood pressure Coronary
S Cholesterol concentration heart disease
vidual
Heart rate
Caror devek_)pment Level of anxiety :
Over promotion Smoking
Under promotion Level of neuroticism — )
Lack of job sacurity i : biguity Depressive mood
- olerance for ambigui
Thwarted ambition etc 9 Escapist drinking
Type A behavioural .
pattern Job dissatisfaction Mental
Relationship at work: Reduced aspiration etc ill health
Poor relations with boss, subordinates, A
or colleagues
Difficulties in delegating
responsibility, etc
Extra-organisational

Organisational structure and climate:
Little or no participation in decision
Restrictions on behaviour {budgets, etc)
Office politics

Lack of effactive consultation, etc
Financial difficulties, etc

Family problems

Life crises

ill health

Fig 3: A model of stress at work (Cooper and Marshall, 1976)
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Factors intrinsic to the job: This includes those factors that increase the difficulty and
complexity of the duties that workers or companies must perform. In addition, this
category also describes the factors that make a workload too heavy for the employee to
handle.

Role within the organization: This factor reflects role ambiguity and role conflict. Role
ambiguity arises when the duties and expectations placed on the employee are unclear.

Role conflict occurs when there are conflicting demands placed on the employee.

Career development: This includes variables concerned with opportunity for growth on

the job e.g., advancement, job security and salary hike.

Relationships at work: This factor describes the interpersonal interactions that occur
between various stakeholders in the organisation, e.g., manager/supervisor, subordinate,

colleagues, customers etc.

Structure of the organization: This factor includes the company policies, degree of
autonomy, decision making opportunities, work -life balance, politics within the

organisation, communication patterns etc.

1.2.3 CAUSES OF WORKPLACE STRESS THAT IMPACT EMPLOYEE
EXPERIENCE

(@) Workload: In the fast-changing world today, task overload is much glorified and its

fashionable to say “I have so much work, I am so busy”. However, chronic work overload
without enough resources can exacerbate work stress as demands from the role exceed the
capacity of an employee to meet all of them. Many stressful jobs may be described as
perpetually being in a condition of role overload. Interestingly, having too little work may

also create stress.

(b) Organisational stressors: This includes administrative policies and strategies,

Organisational structure and design, and Organisational processes. Organisations have
changed dramatically in the past decade to meet environmental challenges like
globalization, explosion of digitalization, diversity etc, hence creating a fluid and unstable

situation on the work front where constant change can lead to stress.

(c) Working Conditions: This includes stress inducing factors in the work environment like

temperature, noise, lighting, pollution. Job performance deteriorates, sometimes markedly
when environmental stressors (such a bad lighting, noises or unpleasant temperatures) are

present. Further, the effects of these environmental stressors are cumulative over time and

11



they interact with other sources of stress.

(d) Role Conflict and Ambiguity: Differing expectations of or demands on a person’s role at
work produce role conflict; i.e. When an individual is the target of conflicting demands or
expectations from different groups of people. Role ambiguity describes the situation in
which the employee is uncertain about assigned job duties and responsibilities. This

ambiguity can be attributed to lack of skills or distorted communication.

(e) Career development: Stressors related to growth within the workplace include increments,
promotions, advancement, security of job, role diversity etc.

(f) Interpersonal relations in the organisation: Interpersonal relationships at work, cohesive
team, opportunities to engage in healthy interactions with seniors, juniors and peers at the
work place are crucial to satisfaction with the work life and achievement of personal and
organisational goals. When there is conflict, politics, and general lack of interaction or

communication within an organisation, it can be a source of stress.

(9) Conflict between work and other roles: Any individual plays a multitude of roles, and
work is only one them. The various roles require us to juggle the responsibilities that
come with the roles in terms of time and effort. Sometimes, competing, incompatible or
conflicting role demands pull the individual in different directions and cause stress. E.g.,
An employee’s needs to spend time with his children may conflict with the extra hours they
must work at office to complete a project. So, the role demands as a family man and
employee are in conflict.

(h) Extra-Organisational stressors: Job stress is not limited to things that happen inside the
organisation. Extra-Organisational stressors include things such as those occurring in the
macrosystem e.g., the culture, state of economy, technological advancement, war or
epidemics, even the pattern transitions over the life course including marriage, divorce,

relocation.
1.2.4 How to Reduce Workplace Dissatisfaction?

Syptak, Marsland, and Ulmer (1999), organisations can attempt to improve satisfaction of the

employees through various mechanisms. Few of the mechanisms are listed below:

a. Workplace Policies — Employees report higher satisfaction when organisational polices are
clearly stated and fairly implemented. When the management is transparent with the

employees and ensures no bias on their part, there is a marked improvement in engagement

12



and attitude of the workers.

. Salary/Benefits — It is important that the benefits which employees draw from their
association with the organisation are at par with the efforts that they put into
accomplishing the assigned tasks. Wages, salaries, compensation and perks are feedback to
employees that their work is of value and hence these should be par with the other

organisations in the market.

Interpersonal/Social Relations — Team and general workplace cohesion is important to
increase satisfaction, improve outcomes and promote productivity on the job. This translates
into a feeling of having social support within the organisation as well ascontributes
indirectly to turnovers and success for the company since teamwork is a very important

aspect of organization productivity and achievement.

. Working Conditions - Upgrading facilities and equipment and ensuring employees have
adequate personal workspace, regulated temperatures, noise control amongst other such

features, can decrease dissatisfaction.

Achievement — It is vital to provide employees opportunity for achievement and success.
When a worker/employee are suitably placed to utilize his/her skills and talents, it offers an

opportunity for personal growth and learning, hence may enhance satisfaction.

Recognition — When an employee is recognized for their contribution, it confirms to them
that their work is of value, and it spurs their engagement and motivation, thereby increasing
satisfaction. Recognition boosts the morale or the worker and he/she perceive the workplace

as a more inclusive place. Appreciation even helps to engender trust in the system.

Autonomy — When an employee is given latitude to shape their work and space, allows for
more satisfaction, happiness and engagement. This does not mean that the employee works
alone or in isolation. Instead, it is about empowering employees to have control over their

work.

. Advancement — Career growth advancement helps ensure job satisfaction. Taking on
new roles and responsibilities prevents stagnation and hence alleviates dissatisfaction in

an employee.

Job Security - The assurance that their job is secure will most likely increase job

satisfaction, especially in times of economic uncertainty.

Work-life Balance Practices- In the 21 century, where jobs, workplaces, families, modes

13



of entertainment, are all in a state of flux and evolving, it is important that one is able to
dedicate adequate resources in terms of time and energy to all facets of one’s life. Policies

that cater to common personal and family needs are crucial to job satisfaction.
CHECK YOUR PROGRESS
Q1. What are some sources of work-related stress?
Q2. Evaluate the theoretical perspectives on jab satisfaction / dissatisfaction.
Q3. Highlight the consequences of stress.
Q4. Discuss the nature of workplace dissatisfaction.
Q5. How can organisations alleviate workplace dissatisfaction?
1.3 SUMMARY

In the 21% century digital era, the working adults spend a large chunk of their time on work
related activities. It is hence vital that employers and organisations strive to reduce
dissatisfaction and promote satisfaction at the work place. This can be done by improving
working conditions, having employee friendly company policies, promoting interpersonal
relationships, quality of the supervisor. In addition, opportunities for career advancement,
recognition of achievement, quality of the work, accountability; have the potential to enhance

satisfaction with the job as well as promote engagement.

Work / Occupational stress occurs as response to those aspects of the workplace environment
which threaten the physical and / or psychological safety and security of a person. This stress
could be attributed to organisational factors like organisational policies, work environment,
lack of recognition for contribution, restrictive opportunities for advancement. Other factors
which can contribute to stress include work overload, role conflict and ambiguity, and
relationships at work. Organisations and employers should strive to alleviate work place stress
by implementing policies in fair manner, providing opportunities for growth, compensation
and benefits that is at par with the costs and effort involved in a role,promoting a team culture,

interpersonal relationships and a work-life balance.

1.4 KEYWORDS

of one’s job or job experiences.

(a) Job satisfaction A pleasurable or positive emotional state resulting from theappraisal
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(b) Work place
dissatisfaction

When an employee does not feel content with their work. This could
be due to various reasons such as lack of advancement, poor

management, limited work-life balance.

(c) Stress atworkplace

Condition arising from the interaction of people and their jobs and
characterized by changes within people that forcethem to deviate from

their normal functioning.

(d) Work Overload

When an individual is expected to deliver too much in ashort period of]

time.

(e) Role Conflict

The individual is the target of conflicting demands orexpectations
from different groups of people.

(f) ole Ambiguity

The situation in which the employee is uncertain aboutassigned job

duties and responsibilities.

(9) Burnout

It is a psychological syndrome in response to chronic stressors on the
job. This ensues when an individual isunable to cope with the demands

which are placed on him/her.

1.5 QUESTIONS FORPRACTICE

QL. Highlight the consequences of stress.

Q2. Discuss the nature of workplace dissatisfaction.

Q3. How can organisations alleviate workplace dissatisfaction?
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e271.
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with it. La Medicina del lavoro, 97(2), 132-136.
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2.3 WORK-RELATED CAUSES OF STRESS

2.4 STRESS DUE TO STRESSFUL LIFE EVENTS
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2.9 CONCLUSION
2.10 FURTHER READINGS

2.11 QUESTIONS FOR PRACTICE

2.0 OBJECTIVES
After a careful reading of this unit, you will be able to:

e Define and describe stress and burnout
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o Differentiate between stress and burnout
e Analyse the impact of stress on task performance
e Discuss burnout in relation to work-setting’

2.1 INTRODUCTION

Just as rights and duties and responsibility and power go hand in hand and are inseparable sides
of the same coin, in the same way, life offers stress and coping (relaxation) as inextricable.
Amongst crowding, pollution, insecurity, unemployment, violence, anxiety etc. stress is also
an integral part of our lives. Life and situations place their demands on human- beings and
when the person feels resourceless to fulfill the demands of life and its situations, he/she gets

taken over by stress.
2.2 DEFINITION AND CONCEPT

Stress is a state of tension that is created when a person responds to the demands and
pressures that come from work, family and other external sources as well as those that are

internally generated from self-imposed demands, obligations and self-criticism.

According to Hans Selye (1956), “any external event or internal drive which threatensto upset

the organismic equilibrium” is stress.
He has defined stress on the non-specific response of the body to any demand made upon it.

The General Adaptation Syndrome: Hans Selye and his associates proposed the General
Adaptation Syndrome (GAS) in 1951. GAS has been a popular concept in stress theory and
research for many years. GAS is the three-stage process that describes the physiological
changes the body goes through when under stress:

1. Alarm Reaction Stage: When the environmental demands overpower the person and the
individual is no longer able to meet the demands, he/she will show a fight-or-flight
response in the alarm reaction stage. It is a physiological response to stress. The heart rate
increases, the adrenal gland releases cortisol (a stress hormone), blood pressure increases
and respiration becomes faster. When confronted with any threat toour safety or well-

being, an immediate and vigorous alarm reaction is experienced.

2. Resistance Stage: The initial reaction of alarm is soon replaced by a second stage known
as resistance as after the fight-or-flight response, the body begins to repair itself. it releases

a lower amount of cortisol and the heart rate, respiration and blood pressure begin to
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nomalise. But the body is still on high alert. If the stress isovercome, the body continues

to repair itself and all the bodily responses reach a pre- stress state.

However, if the stressful situation continues to prevail and the stress doesn't get resolved, the
body remains on high alert and the sympathetic nervous systems and endocrine glands remain
overactive. A prolonged period of resistance may lead to the third stage of GAS i.e., the
exhaustion stage. Irritability, frustration and poor concentration are the signs of resistance

stage.

3. Exhaustion Stage: This stage is the result of depleted bodily resources as a result of
prolonged or chronic stress leading to severe biological damage. The person no longerhas
the strength to fight stress and the situation is perceived as hopeless. Fatigue, burnout,

depression, anxiety is some of the signs of exhaustion stage.

The figure drawn below (computer drawn) represents the above-mentioned stages

graphically:
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The General Adaptation Syndrom

WORK-RELATED CAUSES OF STRESS

1. Occupational Demands: Some jobs are just more stressful than the others. Imagine the
duty of frontline health workers at the times of pandemic. The greater the extent towhich
or particular job requires decision making, constant monitoring of devices or materials,
repeated exchange of information, unpleasant physical conditions and performing

unstructured tasks, the more stressful the job tends to be.
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2. Stress from competing demands — When people experience role-conflict while

managing office, home, academic and social demands, it leads to higher stress levels.

3. Stress from Uncertainty: Role ambiguity also leads to stress. Role ambiguity occurs
when people are uncertain about several aspects of their jobs e.g., their responsibility,

expectations from them etc.

4. Overload and Underload: When there is a quantitative overload i.e., the situations in
which individuals are asked to do more work than they can complete in a specific period
of time, stress levels increase. Also, when there is a qualitative overload i.e., when the
employees believe that they lack the required skills or abilities to perform a given job,
stress levels increase. Both types of overload are unpleasant and research findings suggest

that both can lead to high levels of stress.

In the same way, when there is quantitative underload i.e., there is boredom due to too
little work and qualitative underload i.e., lack of mental stimulation, stress levelsrise in

both these situations too.

5. Lack of Social Support — When individuals believe and perceive that they have family,
friends and support of others at work, their ability to resist the effects of stress seems to

increase. Social support is an important buffer against the effects of stress.
2.3 STRESS DUE TO STRESSFUL LIFE EVENTS

As suggested by the findings of several studies by Lazarus and his colleagues (1984),
daily hassles are an important cause of stress e.g. having too many things to do at once,
household shopping, concerns about money etc. DeLongis et al (1982) convey that household
hassles, time pressure hassles, loneliness, fear of confrontation, environmental hassles and

financial responsibility constitute a significant chunk of stress.

Holmes and Masuda (1974), on the basis of interaction with patients at a university
medical centre revealed various significant events causing major stress and subsequent illness.
The events were death in the family, divorce, marital separation, personal injury or illness, job

loss, retirement, trouble with in-laws, trouble with boss to name or few.
2.4 IMPACT OF STRESS ON PERFORMANCE

The traditional viewpoint on the relationship between stress and performance is
considered curvilinear, which means rise in stress from zero to moderate level is believed to be

motivating and reinforcing leading to improved performance. But beyond a particular point,
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rise in stress is considered as an interference in performance. This clearly conveys that high or

very high levels of stress are detrimental to the performance (Greenberg and Baron, 2000).

Later, a growing body of research reflects the idea that stress, whether low or high,
exerts mainly negative effects on task performance. Therefore, relatively low levels of stress

can also disturb and disrupt task performance.

Motowidlo, Packard and Manning (1986) asked a large group of nurses to describe their
own levels of work-related stress. Ratings of their actual job performance were then obtained
from supervisors or co-workers. Results indicated that the higher the nurses' feelingsof stress,
the lower their job performance. In other words, there was no evidence for initial increments

in performance as the curvilinear hypothesis suggests.

Many researchers argue that stress at workplace has an impact on performance in one
way or the other. Dean (2002) view work related stress as a leading cause for low productivity
in the workplace. DCS Gaumail (2003) believes stress affects the organizational outcomes such
as decrease in performance, increase in absenteeism and dissatisfaction. In thesame breadth,
Desseller (2000) concurred that the consequences of organizational stress are far-reaching
leading to reduction in the quality and quantity of job performance. According toFrost (2003)
hardworking and valuable employees who experience negative experiences inthe workplace,
have their hopes dashed, their goals derailed and or their confidence undermined. He asserts
that organization should endeavour to identify emotional pain, whenit occurs and act to
intervene, potentially lethal situations in the work place, can be reversed.

These findings and those of several other studies indicate that in many real-lifesettings,

performance may be reduced even by low or moderate levels of stress.
2.4.1 REASONS BEHIND DISRUPTED TASK PERFORMANCE DUE TO STRESS

1. The task performance may suffer due to stress as the individual experiencing it may focus
more on the unpleasant emotions and feelings that stress involves rather than the task in
hand.

2. The individual has been exposed to prolonged and repeated stress levels, which may be
mild also. Such prolonged and repeated exposure is detrimental to health and thus affects

task performance negatively.

3. As mentioned earlier also that a large acumen of research indicates that as arousal

increases, task performance may at first rise, but at some point, it begins to fall. This
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precise point is referred to as inflection point i.e. the point at which the direction ofthe
function reverse. If the task in hand is of complex nature, then the levels of arousalare even

lower.

However, this is not the scenario in absolute terms. There are exceptions to the factthat stress

interferes with task performances.

These exceptions are as follows:

1. There's a phrase, "rise to the occasion™ and there are individuals, who exhibit exceptional

performance even at the times of high stress. It is believed that their expertise in the task
being performed makes their inflection point very high and ratherthan a threat, the task is
perceived as a challenge. Being highly skilled at a task may make a person cognitively

appraise a potentially stressful situation as quite manageable.

. Individual differences always exist. They exist in relation to impact of stress on task

performance also. Some individuals thrive on stress as they actively seek arousal and may
improve and show exceptional performance. In contrast, there are people, who avoid

arousal and the find stress quite upsetting and it may interfere with their task performance.

25 FEURTHER READINGS
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Gaumail, DCS 2003. Work Stress Management and Prevention.
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2.6 INTRODUCTION: CONCEPT and DEFINITION

The number of people, who experience intolerable stress, physical as well as emotional
exhaustion, apathy and sense of meaninglessness is on the rise. This has brought down the
individual's sense of well-being and self-evaluation, which in turn influences work
performance as well as the quality of their interpersonal relationship within and outside the
family system. The term 'burnout’, was first used by H.D. Freudenberger (1974), a clinical
psychologist, who was working in a drug clinic with young volunteers on exhibited stress
responses of staff members. Perhaps, the word, burnout has been taken from the metaphor of

a log or a candle burning out slowly and when the burning log or candle ends, only ashes are
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left (Sharma, 1997).

BURNOUT has been variedly defined as 'to fail', ‘wear out’ or become 'exhausted' by making
excessive demand on energy, strength or resources. On the basis of clinical observations and
case-studies, Freudenberger and Richelson (1980) described burnout as a state of chronic
fatigue, depression and frustration brought about by devotion to a cause, way of life or
relationship that failed to produce expected rewards and ultimately led to lessened job

involvement as well as lowered job accomplishment (Freudenberger, 1974, 1980).

Paine (1982) defines Burnout Stress Syndrome (BOSS) as a consequence of high levels
of job stress, frustration and inadequate coping skills, having major personal, organisational

and social costs.

BOSS may lead to 4 types of consequences:

1. Depletion of energy resources.

2. Lowered Resistance to illness.

3. Increased Dissatisfaction and Pessimism.

4. Increased Absenteeism and Inefficiency at work.

Maslach and Jacobson (1986): Burnout is a tridimensional syndrome characterized by
emotional exhaustion, depersonalization and reduced personal accomplishment that can
occur among individuals who are int people related work of some kind. In the burnout
syndrome, the emotional exhaustion component represents the basic individual stress
dimension of burnout, depersonalization component represents the interpersonal dimension
of burnout and the personal accomplishment component represents the self-exhaustion

dimensions of burnout. (Maslach, 1998).
2.6.1 Difference between Burnout and Stress

Pines (1993) differentiated burnout from stress by pointing out that while many people may
experience stress, only those who enter their professions with high ideals, zeal and motivation
can experience burnout. Pines, Aronson and Kafry (1981) distinguished burnout from tedium
by stating that though the two states are similar in symptomatology, they are different in origin.
Tedium can be the result of any prolonged chronic pressures (mental, physical or emotional),
whereas burnout is the result of consistent or repeated emotional pressure associated with

intense involvement with people.
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2.6.2 FACTORS RESPONSIBLE FOR BURNOUT

Many researchers have shifted their focus implying that burnout is not a problem of the

people themselves but of social environments in which they work (Maslach and Leiter, 1997).

As a result, the focus of research has shifted to the identification of bad situations rather than
bad individuals (Maslach and Leiter, 1997).

Maslach and Leiter with consensus among other researchers have brought about 6 mismatch

conditions between the job and the person, to have the potential to cause burnout. These

conditions are as follows:

1.

Work Overload — In today's work world, work load of individuals is more intense,
demands more time and is much more complex than ever before. Excessive work load,
beyond the capacity of the individual, has a negative influence on energy, efficiency and
productivity levels, which may lead to breakdown. Work overload leaves the individual

exhausted emotionally, creatively as well as physically.

Lack of Control — Central to being a successful professional as well as in the experience
of job satisfaction, is the freedom to prioritise and make decisions and alsohaving autonomy
in selecting the relevant approaches to do one's work.According to Pines et al (1981), lack
of control or autonomy in one's job may contribute to burnout, whereas increasing
participation in the decision-making process enhances the control employees have over
their work environment and this may be effective in reducing job-related strain (Jackson,
1983).

Reward Structure: When employees do not get information and feedback on how well
they are doing and what others think of their work, it may constitute or source of stress,

which contributes to burnout.

Personal Relationships at work — The situation is further aggravated by the lack of
adequate and meaningful personal relationships at work. Researchers have stressed upon
the importance of good relationships between the members of a work group as a central
factor in individual and organizational health. Absence of this has been found to lead to
inadequate communications between people and to psychological strain in the form of low
job satisfaction and to the feelings of job-related threats to one's well- being (Kahn, Wolfe,
Rosenthal, 1964; Cooper and Cartwright, 1994).

Absence of Fairness: Fairness communicates respect and confirms people's self- worth.

Lack of fairness contributes directly to burnout. Unfairness can occur when workload and
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pay is distributed unfairly, when cheating occurs or when evaluations and promotions are

handled inappropriately.

Value Conflict — Another condition, which can be a potential cause for burnout is, when
the requirements of the job do not match with people's personal principles (Maslach and
Leiter, 1997).

In each of the 6 areas, if the nature of the job is not in harmony with the nature of the people,

the result is increased exhaustion, cynnicism and inefficiency (Maslach 1998).

On the other hand, when a better fit exists in the 6 areas, then engagement with workis the

likely outcome. There is a general consensus amongst researchers that burnout prone

individuals are empathetic, sensitive, dedicated, idealistic and people-oriented along with being

anxious, obsessional, over-enthusiastic and susceptible to overidentification with others.

2.7.2 SYMPTOMS OF BURNOUT

1.

Physiological Symptoms: Fatigue, physical depletion, irritability, headache, gastro-

intestinal disturbances, back pain, weight change, change in the sleep pattern.

Behavioural Symptoms — Loss of enthusiasm, coming late to work, accomplishing little
despite long hours, quickness to frustration and anger, becoming increasingly rigid,
difficulties in making decisions, closing out new input, increased dependence ondrugs,

increased withdrawal from colleagues, irritation with co-workers.

. Psychological Symptoms — Depression, emptiness, negative self-concept, pessimism,

guilt, self-blame for not accomplishing more.

Spiritual symptoms — Loss of faith, loss of meaning, loss of purpose, feelings of

estrangement, despair, changes in values, changes in religious beliefs and affiliations.

Clinical Symptoms — Cynnicism towards clients, day-dreaming during sessions,hostility

towards clients, quickness to diagnose, quickness to medicate, blaming clients.

2.7 MASLACH BURNOUT INVENTORY (MBI)

MBI, a very popular inventory given by Christina Maslach, Susan E. Jackson and

R.L. Schwab in 1986 attempts to assess the psychological condition of an individual which

is caused by chronic interpersonal stressors on the job. MBI assesses 3 dimensions of the

burnout syndrome:

1.

Emotional Exhaustion
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2. Depersonalization and
3. Personal Accomplishment

¢ A high degree of burnout is reflected in high scores on the emotional and depersonalization

subscales and in low scores on the Personal Accomplishment subscale.
e An average degree of burnout is reflected in average scores on the three subscales.

e A low degree of burnout is reflected in low scores on the Emotional Exhaustion and

Depersonalization subscales and in high scores on the Personal Accomplishmentsubscale.

CHECK YOUR PROGRESS:
Q1. How can the physiological symptoms of a person help you in differentiating whether
he/she is going through stress or burnout?
Q2. Suppose you are considering a new job. What factors will you examine closely to
determine how stressful the new position might be?
Q3. Imagine that a person is exposed to high levels of stress over a prolonged period of time.
What effect might this have on his/her health?

Q4. What steps can companies take to reduce stress among their employees?
2.8 CONCLUSION

To sum up, it can be said that the employees are the most valuable resource of every
institution. Without competent employees, no institution can succeed to outrun its competitors.
Stress has a significant influence on task performance. If the impact of stress goes up beyond
the level of tolerance, it may harmfully affect physical and mental health of aperson
(employees). Many researchers have identified the disruptive effect of different stressors on
task performance (Maglio and Campbell, 2000) and by the interruption on tasks with
annoyance and anxiety (Bailey, Konstan and Carlis, 2001). Bashir and Ranay (2010) enlist
many antecedents of stress such as overload, role ambiguity, role conflict,responsibility for
people, lack of feedback and keeping up with rapid technological changes.

The organisations and institutes need to be very mindful of finding ways and techniquesto

help their employees overcome stress.

Human resources are the precious assets of any organization. Stress that has reached the stage
of burnout is enough to cause irreversible changes to physical, mental, social and
organizational life of the individual. A long-term goal of not letting a person succumb to stress
in the form of burnout needs to be on the list of organizational and government policy-making.
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Its awareness at organizational, family, social and personal level will go a long way.

2.9 EURTHER READINGS

e Leiter MP, Maslach C. 2000. Preventing Burnout and Building Engagement: AComplete

Program for Organizational Renewal. San Francisco: Jossey-Bass

e Maslach C, Goldberg J. 1998. Prevention of burnout: new perspectives. Appl. Prev.
Psychol. 7:63-74

e Maslach C, Jackson SE. 1981. The measurement of experienced burnout. J. Occup.
Behav. 2:99-113

2.10 QUESTIONS FOR PRACTICE
Q1.Define Stress and its impact on performance.
Q2.Explain the concept of Burnout in detail.

Q3.Discuss different theories of Job Satisfaction/Dissatisfaction.
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3.8 FURTHER READINGS

3.9 QUESTIONS FOR PRACTICE

3.0 OBJECTIVES
After a careful reading of this unit, you will be able to:

e Interpret the concept of Skills, Interpersonal Relationships and Decision Making inyour
own words

e Analyse the theoretical rationale behind the concepts

e Importance of the concept in organisations

e Interpret various types and strategies related to the given concept
EFFECTIVE SKILLS AT WORKPLACE

3.1 INTRODUCTION: SKILLS

Skill can be defined as an ability and capacity acquired through systematic, deliberate, and
continuous effort to carryout complex activities or a task or a job involving ideas, things and
people. Young people also need to develop their personal skills and a set of thinking and
learning skills. These skills and attitudes are fundamental in improving young people’s
employability skills as well as their learning. Employability means having the skills needed to
perform well at work. Employability is a set of attributes, skills and knowledge that all labour
market participants should possess to ensure that they have the capability of being effective in
the workplace —to the benefit of themselves, their employer and the wider economy. According
to Cotton (2000), the employability skills of the undergraduates were tested based on the
possession of basic skills, higher-order thinking skills, and affective skills. The ability comes
from one’s knowledge, aptitude, and practice. In other words, it can be said knowledgeis what
is gained, whereas skill is what is executed. Skills are broadly divided into general and specific.
Further skills can be categorized as—Iabour skills, life skills, employability skills, job skills,
technical skills, people skills, social skills, aptitude skills and soft skills. Employability skills
are seen as important at all levels of an increasingly complex labour market, with its more
dominant service industry, and stress on employee flexibility and application of learning in
new contexts (Newton and Hurstfield, 2005).

3.2 NECESSITY OF EFFECTIVE SKILLS

In today’s competitive world, a degree is not at all enough to get employment, as it no longer
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provides assurance of employability unlike decades ago when enrolling in almost any degree
program ensured a choice of employment offers in the graduating year. Mastery of content
areas exclusively by graduates will not absolutely respond to requirements of employer for
which they need transferable skills to develop their job openings (Fallows and Steven 2000;
Warn and Tranter 2001; Cox and King 2006). Numerous reviews have confirmed the need
for the suitable skills required for the current knowledge age and global economy. Employers
give special attention to employability skills more than specific occupational skills or technical
knowledge. It is widely accepted that a gap still exists where the level of employability skills
of graduates and entry level work requirements do not meet. Competenceof employees on the
employability skills is an important element affecting their jobs. It is necessary that employees
have to master in the use of their skills to respond to the present- day needs and demands of
the workplaces. Employability skill is a non-technical ability andis a part of the work skills,
which is as important as technical skill and should be acquired by everybody in the industrial
field. Industrial employer agrees that employability skill is important to be acquired by their

employees to be outstanding in their field. (Ramlee 2002).
3.3 REVIEW OF VARIOUS SKILLS
1. Job Skills

Job skill is a group of important skills instilled in each individual in order to produce productive
workforce. This is parallel with individuals who have strong characteristics suchas a high
sense of self, innovative, productive, skilful, competitive, a strong sense of determination, and

creative in facing the challenges of the nation as well as globalisation in the 21st century.

a. Good Attitude: Resistance is usually created because of certain blind spots and employee
attitudes with the technical aspects of new ideas. Management should take concrete steps
to deal constructively with these employee attitudes. An organization must develop a new
vision and a new faith in the workforce before it can approach the organizational change
process. The doors are open for the good attitude employee in improving the organization
(Akanshi and Gupta 2016).

b. Group Discussion: Group Discussion is a process, and for the satisfactory outcome of the
process, participants should follow a procedure, which is referred to as code of conduct.

One should be careful andmeticulous while doing the Discussion (Mandal 2008).
2. Aptitude SKills
Indeed, the concept of aptitude was initially introduced to help explain the enormous variation

30



in learning rates for different tasks exhibited by individuals who seemed similar in other
respects. (Bingham 1937) Understanding which characteristics of individuals are likely to
function as aptitudes begin with a careful examination of the demands and affordances of target
tasks and the contexts in which they must be performed. This is what we mean when we say
that defining the situation is part of defining the aptitude (Snow and Lohman 1984). Following

are a few of the aptitude skills:

(a) Analytical Skills: Analytical skill is the ability to visualize, articulate, and solve both
complex and uncomplicated problems and concepts and make decisions that are
sensible and based on available information. Such skills include demonstration of the
ability to apply logical thinking of gathering and analyzing information, designing and
testing solutions to problems, and formulating plans. As explained by Richards Heuer
Jr. (1999), “Thinking analytically is askill like carpentry or driving a car. It can be
taught, it can be learnt, and it can be improved with practice. But like many other skills,
such as riding a bike, it cannot be learnt by sitting ina classroom and being told how to

do it. Analysts learn by doing.

(b) Decision Making: Participative efficacy (collective) is the extent to which group
members believe that their group has the ability and skills to successfully participate in
decision making. In theory, participative decision making’s effects on performance may
stem from how people use it instrumentally to create situations that are more favourable
to their effectiveness (Mitchell, 1973).

3. Soft Skills

Soft skills refer to a personal skill that is usually interpersonal, nonspecialized, and difficult
to quantify, such as leadership or responsibility. These skills are not only associated with a
manager’s ability to interact with their peers, subordinates and superiors, but also with decision
making. Soft skills are a set of skills identified in various literatures such as learning,flexibility,
interpersonal, communication, courtesy, integrity, positive attitude, team work, work ethic, etc.
Unlike hard skills, which are about a person’s skill set ability to perform a certain type of task
or activity, soft skills are interpersonal and broadly applicable. Soft skills are often described
by using terms often associated with personality traits. (Parsons TL, 2008) Numerous works
have been published on the subject of developing soft skills to university graduates. The interest
seems to extend in virtually all specifications, such as engineering, financial studies, health

care, etc.
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a) Body Language: Management expects their employees to pay attention to the verbal and

non-verbal habits. Once you are able to determine the style of management, and the
communication habits ofthe colleagues and supervisors, then you will be able to figure
out what is expected of the employee throughout the workday (Harmony 2011).

b) Communication Skills: Clement and Murugavel (2015) has pointed out that there is a big

gap between the various methodologies of teaching the language and the confidence levels
of the students. This scenario affects the employment opportunities of thousands of
students in India. In addition, it is revealed that there is a training need for the
communication skills to improve employability skill. All the four major elements of
communication — Listening, Reading, Writing, and Speaking (LRWS) should be given
attention.

Interpersonal Skills: Based on the findings of Anjani and Meenakshi (2015), employers
do not expect a candidate who has recently come out of the college to be the ‘finished
product’, but they do expect candidates to be at least with some basic qualities —
enthusiasm, literate, numerate and able toturn up on time for the workplace. The
importance of interpersonal skills plays a major rolein interacting with the colleagues,

which will increase the learning curve of the candidate.

d) Presentation Skills: Minimum requirements for a graduate of a tertiary institution should

be ample proficiency in spoken and written language, a certain amount of self-esteem that
will be reflected in conversation skills and body language, adequate discussion skills are
of major importance, good presentation skills in order to be able to market oneself and
one’s ideas (Bernd 2008).

4. Technical Skills

Job knowledge tests are used in situations where applicants must already possess a body of

learned information prior to being hired. They are particularly useful for jobs requiring

specialized or technical knowledge that can only be acquired over an extended period of time.

Technical and Vocational Educational Department should provide a curriculum, which

includes employment element skills which are needed by employers.

a) Subject knowledge: The analysis indicated that where subject knowledge was concerned,

trainees focused on individual pupil development or assessment for learning or
organizational aspects rather than considering the range and depth of subject and

pedagogical knowledge they themselves needed to learn and develop and how to go about
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this (Evans et al. 2008).

b) Technical knowledge: Job knowledge tests are used in situations where applicants must
already possess a body of learned information prior to being hired. Examples of job
knowledge tests include tests of basic accounting principles, computer programming,

financial management, etc (Dye et al. 1993).
34 THEORY OF SKILL
The Seven Skill Groups by Carnevale et al (1990)

A framework by Carnevale et al. (1990) suggests that employee skills can be divided into seven
skill groups. The following skills are the ones that the employers pay attention to when hiring
new employees. These skills are the ones, employers wish to see in all hired employeeseven
before they start working and therefore can be called “employability skills’’. According to
Carnevale et al. (1990), the most important skill employers want from employees is the

ability to learn. “Learning to learn’’ is the skill that makes it possible for employees to learn
other important skills. If employees have the ability to learn, it saves time and training costs
and also makes them more adaptable to changes occurring within the company caused by
changes in the economy or other reasons. Additionally, if the employee can handle the basic
skills; reading, writing, and computation well, it again saves the company time and money. For
example, even if an employee knows how to write a report but does not manage the skill well
enough, their work needs constant correction and re-doing, which of course is not either cost-
effective or time- effective for the company. Since employees are said to be the most valuable
asset for a company, these basic skills need to be handled well to obtain the maximum benefit
an employee can give to an organization. Since this framework was created in 1990’s, the role

ofthese skills, especially computation, has changed.
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Figure 1: The Seven Skill Groups (Carnevale et al. 1990)
Even if the skill is seen differently in 2014, it is in fact nowadays even more important for

employees than in 1990. The third group of

skills mentioned by Carnevale et al (1990) is communication skills including listening and
oral communication. If employees’ oral communication is weak, it makes understanding more
difficult since they are not able to ask the right questions, they need the answers to in order to
understand better. It also increases the risk of misunderstandings among colleagues, which can
easily lead to mistakes. The same goes with listening skills; if employees are not able to
effectively listen and memorize information told to them, the likelihood of mistakes and time-
consuming repetition grows. These skills are also vital when an organization isgoing
through a change and new tasks or guidance is given to employees. Additionally, these
communication skills are the key for an employee’s personal development at work. When it
comes to customer-service jobs, communication skills are the key to good results and customer
satisfaction. Since in the business world nowadays the key element in customer service is
actually selling a long relationship with the company instead of one item or service,

communication skills of employees in these situations play a huge role. Another important set
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of employee skills included in this framework is creative thinking and problem solving. They
are the key to enhanced productivity. As Carnevale et al. state: “Problem-solving skills include
the ability to recognize and define problems, invent and implement solutions, and track and
evaluate results. Creative thinking requires the ability to understand problem- solving
techniques but also to transcend logical and sequential thinking and make the leap to
innovation.” Therefore, it can be said that creative problem solving is the skill that strives a
company towards its strategic goals even when circumstances and the surrounding economy
change. Problem recognition, creative solutions and effective evaluation all stem from
individual’s creative thinking and problem-solving skills, which employers highly value.
Personal management skills are also important for employees because they include factors
like self-esteem, motivation, goal setting, employability and career development skills. These
skills affect almost all actions taken in a workplace. Even if an employee would hold many
other important employee skills, without personal management they could not be utilized as
effectively as possible. Employees are not able to work up to their full potential if they do not
have the skill of personal management and therefore it is crucial to develop it constantly.
Finally, as stated by Carnevale et al. (1990), negotiation and teamwork skills are crucial to
employees. In the past few decades, the use of working teams has increased considerably.
Productivity levels of companies have risen through team work and it has also been noticed
that when a company is facing changes, team work is what keeps productivity up and also helps
individual employees to adjust to changes via the support of their colleagues. Teamwork skills
also enhance productivity in the sense that it allows employees to work together smoothly
by decreasing the risk of disturbance caused by social friction. Negotiationskills, in turn, are
the key to effective teamwork and thereby are linked with that skill. Negotiation skills are also
linked to the problem-solving process as they allow quickerdecisions and keep the wheels

turning. (Source of the image: Google images)
3.5 CONCEPT AND DEFINITION

Interpersonal relationship is a key to leadership success. It is defined as a network of
relationship that exists in an organization, nurtured by a leader through the use of interpersonal
qualities and skills to achieve the organizational goals. No doubt interpersonal relationship
is acquired by a leader with the help of interpersonal skills. The leaders in the educational
setting who have interpersonal skills can stimulate conditions that foster strong relationship
with teachers and students, creating trust among subordinates to contributetheir best for

achieving organizational goals. They have to develop a network of relationship in the school
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to accomplish its objectives, the leaders who cannot meet others; build working relationships

carry heavy handicaps. The interpersonal qualities cement relationship stronger and healthier,

which comprises of warmth, genuineness, empathy and unconditional positive regard Rogers

(1967). These personal qualities are necessary if leaders are to use interpersonal skills

effectively. They form the bedrock of all effective human relationship.

DEFINITION OF INTERPERSONAL RELATIONSHIPS

Interpersonal relationships refer to the reciprocal social and emotional interactions between

two or more individuals in an environment.

Interpersonal relationship is defined as a close association between individuals who share

common interests and goals.

3.5.1 TYPES OF INTERPERSONAL RELATIONSHIPS

1.

Friendship: Theories of friendship emphasize the concept as a freely chosen association
where individuals develop a common ground of thinking and behaving when they enter into
the relationship by including mutual love, trust, respect and unconditional acceptance for
each other. Friendship is a relationship with no formalities and the individuals enjoy each

other’s presence.

Family and Kinship: Family communication patterns establish roles and identify and
enable personal and socialgrowth of individuals. Family relationships can get distorted if

there is an unresolved conflict between members.

Professional Relationship: Individual working for the same organization are said to share
a professional relationship andare called colleagues. Colleagues may or may not like each

other.

Love: An informal intimate relationship characterized by passion, intimacy, trust and
respect is called love. Individuals in a romantic relationship are deeply attached to each other

and share a special bond.

Marriage: Marriage is a formalized intimate relationship or a long-term relationship where
two individuals decide to enter into wedlock and stay together life-long after knowing each
other well.

Casual Relationships: In these relationships, the individuals usually develop a
relationship that exclusively lacksmutual love and consists of sexual behaviour only that

does not extend beyond one night. These individuals may be known as sexual partners in a
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wider sense of friends with benefits who consider sexual intercourse only in their

relationship.

7. Brotherhood and Sisterhood: Individuals united for a common cause or a common interest
(may involve formal membership in clubs, organization, associations, societies, etc.) may
be termed as a brotherhood or a sisterhood. In this relationship, individuals are committed

to doing good deeds for fellow members and people.

8. Acquaintances: An acquaintance is a relationship where someone is simply known to
someone by introduction or by a few interactions. There is an absence of close relationships
and the individuals lack in-depth personal information about other. This could also be the

beginning of a future close relationship.

9. Platonic Relationship: A relationship between two individuals without feelings of sexual
desire for each other is called a platonic relationship. In such a relationship, a man and a
woman are just friends and do not mix love with friendship. Platonic relationships might

end in a romantic relationship with partners developing feelings of love for each other.
3.5.2 SOCIAL EXCHANGE THEORY OF INTERPERSONAL RELATIONSHIP

Social Exchange Theory was proposed by George Casper Homans in the year 1958.
According to Social Exchange Theory “give and take” forms the basis of almost all
relationships though their proportions might vary as per the intensity of the relationship. In a
relationship, every individual has expectations from his/her partner. A relationship without
expectations is meaningless. According to Social Exchange theory, feelings and emotions
ought to be reciprocated for a successful and long-lasting relationship. Relationships can never
be one sided. An individual invests his time and energy in relationships only when he gets
something out of it. There are relationships where an individual receives less than he gives.

This leads to situations where individual starts comparing his relationship with others.

Comparisons sometimes can be really dangerous as it stops individuals from putting their best
in relationships. Don’t always think that you would have a better relationship with someone
else. Understand your partner and do as much as you can for him/her. Don’t always expect the

other person to do things first. Take initiative on your own and value partner.

3.5.3 INTERPERSONAL RELATIONS IN ORGANISATIONS

Good interpersonal relations can go a long way in easing out tension and facilitating a

confidence building measure among the people at work.
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e Good interpersonal relations help establish a cordial relationship between the
management and its employees.

e It encourages mutual regard and recognition vertically and laterally.

e It facilitates employees' evolvement in the affairs of the organisation leading tobetter

productivity.
e It facilitates effective organisational communication.
e It helps improve teamwork and team spirit in the organisation.
¢ It helps improve employee morale and job satisfaction.
e |t facilitates an environment of close coordination.
e It helps bring about socialisation of organisation.

e It helps develop interpersonal skills, achieve executive skills and attitudinal

improvement.
e It helps in the behavioural modification of the people in organisation.
3.54 IMPORTANCE OF INTERPERSONAL RELATIONSHIPS IN AWORKPLACE

No individual can work alone. Human beings, unlike machines, cannot work without
occasionally needing someone with whom to share their thoughts and feelings. We are social
creatures by nature, and so we are prone to be more anxious and stressed in an isolated
environment. With the right kind of interpersonal relationships, employees can even end up
being more productive than they would be if they worked alone because of the synergy that

comes with teamwork.

355HOW TO IMPROVE INTERPERSONAL RELATIONSHIPS IN
ORGANIZATIONS

If you have ever missed a meeting because you did not get the memo, or, perhaps worse,
prepared the wrong set of slides for a presentation thanks to misinformation in an email, you
know the havoc that poor communication can wreak in an organization. One of the best
antidotes for poor communication in your organization is to create strong relationships. Focus
on improving interpersonal relationships among your employees and you will soon notice a

more positive work environment, clearer communication and increased levels of productivity.

Step 1
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Distribute a set of email etiquette guidelines to all employees. According to the career experts

at MindTools.com, a good email accurately reflects the subject line and clearly

outlines the call to action required of the recipient. Encourage employees to communicate as
clearly and concisely as possible to avoid confusion. Ask them to include the originalmessage
in each reply email for ease of reference and to avoid the "Caps Lock™ key, which can give the
appearance of shouting. Keep employees accountable by reminding them that nooffice emails
are ever really private and that they must show respect for their colleagues in all email
correspondence. When an employee senses respect for him in the email messages he receives,

he is more likely to form a stronger relationship with the person behind the "Send" button.
Step 2

Schedule team-building events on a regular basis. You can hire a team-building consultantto
conduct an annual workshop for your employees on your premises or at an off-site locationor
you can include a quick team-building game before or after a weekly meeting. Try something
as light as an ice-breaker game or something more complicated like holding a group discussion
to solve a hypothetical workplace scenario. Effective team building should allow participants
to learn how their colleagues’ minds work, how they communicate andhow their
personalities influence their work styles. Give team members self-assessment questionnaires
after problem-solving activities to help them learn even more about what helps their

communication and what hinders it.
Step 3

Streamline your business meetings. If you need a model to emulate, Bloomberg Business
week recommends following Google executive Marissa Mayer's advice to stick to an agenda
and watch the clock closely. By adhering to agenda items only, you minimize many risks.
Assign someone to take notes and distribute those notes afterwards to help keep everyone at
the same level of communication and to help those who missed the meeting feel included in

the plans.
Step 4

Create a conflict management plan. While you may not be able to prevent conflict at work,
you can quickly resolve it with the right plan, which includes using self-assessment tools and
teaching team members how and when to confront or avoid confrontation, and when to force

a position or when to compromise.
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Step 5

Create an open-door policy. Even if work demands and schedule availability prohibit you
from having communication lines open all day, every day, you can still benefit from an open-
door policy. Schedule a certain time -- even if only for 30 minutes -- during each day when

your employees can come in to discuss work conflicts and ask your advice for problem solving.
Truly listen to their frustrations and take necessary actions immediately to let them know you

appreciate and support their work.
CHECK YOUR PROGRESS:

Q1. “Hone your Skills” — Why is it said so? Why is it important to be Skillful? Discuss in
light of theory of Skill by Carnevale.
Q2. How do interpersonal skills and organisational effectiveness go hand in hand?

Q3.Can you identify three problems in organisations related to interpersonal skills (rather
interpersonal barriers)? How can you depend on interpersonal skills (yes, again) to

overcome these problems?
DECISION MAKING

3.6 INTRODUCTION. CONCEPT and DEFINITION

You are constantly in the process of examining your possibilities and options, comparing them
and choosing a course of action. Decision making is the process of making choices by
identifying a decision, gathering information, and assessing alternative solutions. Using a step-
by-step decision-making process can help you make more deliberate, thoughtful decisions by
organizing relevant information and defining alternatives. This approach increases the chances

that you will choose the most satisfying alternative possible.
DECISION MAKING: CONCEPT and DEFINITION

A decision is a choice made between two or more available alternatives. Decision making is

the process of choosing the best alternative for reaching objectives. (Samuel C. Certo, 2003).

Decision making can be defined as a process of choosing between alternatives to achieve a
goal. It is the process by which an individual chooses one alternative from several to achieve

a desired objective. (Manmohan Prasad, 2003)

3.6.1 EIGHT STEPS OF DECISION MAKING (The Traditional Analytical Model of
Decision Making)
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According to the traditional, analytical model of decision making, the making of decisions is
a process that involves eight steps. The first step is identifying a problem, which is
acknowledging the existence of the problem, where the problem is being identified. The second
one is called defining objectives. Any available solution to the problem should be evaluated
relative to the objective (Greenberg, 2011.) Another step is called making a predecision, which
is basically making a decision about how to make a decision. Managers usually rely on their
intuition or empirical information for the guidance needed when making predecisions. The next
step is called generating alternatives, which is described as a stage when possible, solutions to
the problem are identified. When individuals are trying to come upwith the solution, they
usually rely on previous approaches that may provide ready-made answers (Greenberg, 2011.)
Evaluating alternative solutions is another step in the traditional, analytical model. Since not
all possibilities may be equally reasonable, the individual may investigate alternatives that
maybe more effective and feasible. Making a choice is another step that is taken after several
alternatives have been evaluated. The following step is implementing the decision, which is
carrying out the decision that was made during the making a choice step. The final step is
following up, which is getting the feedback about how effective the attempted solution is. If

the solution works, then the problem is solved.
Step 1: Identify the Problem

You realize that you need to make a decision. Try to clearly define the nature of the decision
you must make. This first step is very important.

Step 2: Define Objectives

Collect some pertinent information before you make your decision: what information is needed,
the best sources of information, and how to get it, how to increase the cash flow. Thisstep
involves both internal and external “work.” Some information is internal: you’ll seek it through
a process of self-assessment. Other information is external: you’ll find it online, in books, from

other people, and from other sources.
Step 3: Make a Pre decision

A predecision is a decision about how to make a decision. It should be based on research that
tells about the nature of the decisions made under different circumstances. It should be done

by assessing the type of problem in question and other aspects of the situation.

Step 4: Generate Alternatives
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As you collect information, you will probably identify several possible paths of action, or
alternatives. You can also use your imagination and additional information to construct new

alternatives. In this step, you will list all possible and desirable alternatives.
Step 5: Evaluate Alternatives

Draw on your information and emotions to imagine what it would be like if you carried out
each of the alternatives to the end. Evaluate whether the need identified in Step 1 would be met
or resolved through the use of each alternative. As you go through this difficult internal process,
you’ll begin to favour certain alternatives: those that seem to have a higher potential for
reaching your goal. Finally, place the alternatives in a priority order, based upon your own

value system.
Step 6: Make a Choice

Once you have weighed all the evidence, you are ready to select the alternative that seems to
be best one for you. You may even choose a combination of alternatives. Your choice in Step
5 may very likely be the same or similar to the alternative you placed at the top of your list at
the end of Step 4.

Step 7: Implement Action

You’re now ready to take some positive action by beginning to implement the alternative you

chose in Step 5.
Step 8: Follow-Up (Review your decision and its consequences)

In this final step, consider the results of your decision and evaluate whether or not it has
resolved the need you identified in Step 1. If the decision has not met the identified need, you
may want to repeat certain steps of the process to make a new decision. For example,
youmight want to gather more detailed or somewhat different information or explore additional

alternatives.
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3.6.1 Types of Decisions

Most discussions of decision making assume that only senior executives make decisions or that
only senior executives’ decisions matter. This is a dangerous mistake. Not all decisions have
major consequences or even require a lot of thought. For example, before you come to class,
you make simple and habitual decisions such as what to wear, what to eat, and which route to
take as you go to and from home and school. You probably do not spend much time on these
mundane decisions. These types of straightforward decisions aretermed programmed
decisions, or decisions that occur frequently enough that we develop anautomated response to
them. The automated response we use to make these decisions is called the decision rule. For
example, many restaurants face customer complaints as a routine part of doing business.
Because complaints are a recurring problem, responding to them may become a programmed

decision. The restaurant might enact a policy stating that

every time they receive a valid customer complaint, the customer should receive a free food,

which represents a decision rule.

On the other hand, unique and important decisions require conscious thinking, information
gathering, and careful consideration of alternatives. These are called nonprogrammed
decisions. For example, in 2005 McDonald’s Corporation became aware of the need to respond
to growing customer concerns regarding the unhealthy aspects (high in fat and calories) of the
food they sell. This is a nonprogrammed decision, because for severaldecades, customers of

fast-food restaurants were more concerned with the taste and price of the food, rather than its
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healthiness. In response to this problem, McDonald’s decided to offerhealthier alternatives
such as the choice to substitute French fries in Happy Meals with apple slices and in 2007 they

banned the use of trans fat at their restaurants.

A crisis situation also constitutes a nonprogrammed decision for companies. For example, the
leadership of Nutrorim was facing a tough decision. They had recently introduced a new
product, ChargeUp with Lipitrene, an improved version of their popular sports drink powder,
ChargeUp. At some point, a phone call came from a state health department to inform them
of 11 cases of gastrointestinal distress that might be related to their product, which led to a
decision to recall ChargeUp. The decision was made without an investigation of the
information. While this decision was conservative, it was made without a process that weighed
the information. Two weeks later it became clear that the reported health problems were
unrelated to Nutrorim’s product. In fact, all the cases were traced back to a contaminated health
club juice bar. However, the damage to the brand and to the balance sheets was already done.
This unfortunate decision caused Nutrorim to rethink the way decisions were made when under
pressure. The company now gathers information to make informed choices even when time is
of the essence (Garvin, 2006).

Decisions can be classified into three categories based on the level at which they occur.
Strategic decisions set the course of an organization. Tactical decisions are decisions about
how things will get done. Finally, operational decisions refer to decisions that employees
make each day to make the organization run. For example, think about the restaurant that
routinely offers a free food when a customer complaint is received. The owner of the restaurant
made a strategic decision to have great customer service. The manager of the restaurant
implemented the free dessert policy as a way to handle customer complaints, whichis a tactical

decision. Finally, the servers at the restaurant are making individual decisions

each day by evaluating whether each customer complaint received is legitimate and warrants

a free dessert.

Examples of Decisions Commonly Made Within Organizations

Level of Examples of Decision Who Typically
Decision MakesDecisions
Strategic Should we merge with another company? Top Management Teams,
Decisions Should we pursue a new product line? CEOs, and Boards of
Should we downsize our organization? Directors
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What should we do to help facilitate?
Tactical employees from the two companiesworking
Decisions together? Managers
How should we market the new product line?
Who should be let go when we downsize?

How often should I communicate with mynew

Operational coworkers? Employees throughout
Decisions What should | say to customers about ournew the
product? organization
How will 1 balance my new work
demands?

Further, we are going to discuss different decision-making models designed to understand
and evaluate the effectiveness of nonprogrammed decisions. We will cover four decision-
making approaches, starting with the rational decision-making model, moving to the bounded
rationality decision-making model, the intuitive decision-making model, and ending with the

creative decision-making model.
3.6.2 THEORIES OF DECISION MAKING
e The Rational Theory

The rational decision-making model describes a series of steps that decision makers should
consider if their goal is to maximize the quality of their outcomes. In other words, if you want
to make sure that you make the best choice, going through the formal steps of the rational
decision-making model may make sense. Of course, the outcome of this decision will influence
the next decision made. That is where step 8 comes in. For example, if you purchase a car and
have nothing but problems with it, you will be less likely to consider the same make and model

when purchasing a car the next time.

The rational manager view assumes a rational and completely informed decision-maker
(“economic man”) as described by neoclassical microeconomic theory around the middle of
the previous century. The process of rational decision-making comprises a number of steps,

such as those given by Simon (1977):

e Intelligence: finding occasions for making a decision;

e Design: inventing, developing and analysing possible courses of action;
e Choice: selecting a particular course of action from those available; and

¢ Review: assessing past choices.
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In classical or perfect rationality, methods of decision analysis are used to attach numerical
values or utilities to each of the alternatives during the “choice” phase. The alternative with the
highest utility (or maximum subjective expected utility) is selected. When using the rational
model in this fashion, it is assumed that managers:

e know of all possible alternatives
e know the consequences of implementing each alternative
e have a well organised set of preferences for these consequences and

e have the computational ability to compare consequences and to determine which is
preferred.

Referring to traditional analytical model of decision making, while decision makers can get off
track during any of these steps, research shows that searching for alternatives in the fourthstep
can be the most challenging and often leads to failure. In fact, one researcher found that no

alternative generation occurred in 85% of the decisions he studied (Nutt, 1994).

Conversely, successful managers know what they want at the outset of the decision-making
process, set objectives for others to respond to, carry out an unrestricted search for solutions,

get key people to participate, and avoid using their power to push their perspective (Nutt, 1998).

The rational decision-making model has important lessons for decision makers. First, when
making a decision, you may want to make sure that you establish your decision criteria before
you search for alternatives. This would prevent you from liking one option too much and setting
your criteria accordingly. For example, let’s say you started browsing cars online before you
generated your decision criteria. You may come across a car that you feel reflects your sense
of style and you develop an emotional bond with the car. Then, because of your love for the
particular car, you may say to yourself that the fuel economy of the car and the innovative
braking system are the most important criteria. After purchasing it, you mayrealize that
the car is too small for your friends to ride in the back seat, which was something you should
have thought about. Setting criteria before you search for alternatives may preventyou from
making such mistakes. Another advantage of the rational model is that it urges decision makers
to generate all alternatives instead of only a few. By generating a large number of alternatives
that cover a wide range of possibilities, you are unlikely to make a more effective decision that

does not require sacrificing one criterion for the sake of another.

Despite all its benefits, you may have noticed that this decision-making model involves a

46



number of unrealistic assumptions as well. It assumes that people completely understand the
decision to be made, that they know all their available choices, that they have no perceptual
biases, and that they want to make optimal decisions. Nobel Prize winning economist Herbert
Simon observed that while the rational decision-making model may be a helpful device in
aiding decision makers when working through problems, it doesn’t represent how decisions are

frequently made within organizations. In fact, Simon argued that it didn’t even come close.
e The Model of Bounded Rationality

The “satisficing,” process-oriented view is based primarily on Simon’s (1979) work on
bounded rationality, admitting that the rational manager does not always have complete

information, and that optimal choices are not always required. According to Simon (as quoted

by Chase et al. (1998)), “human rational behaviour is shaped by a scissors whose two blades
are the structure of task environments and the computational capabilities of the actor.” These
scissors cut the problem space into a much smaller area that is feasible to search. The
bounded rationality model of decision making recognizes the limitations of our decision-
making processes. According to this model, individuals knowingly limit their options to a
manageable set and choose the first acceptable alternative without conducting an exhaustive
search for alternatives. An important part of the bounded rationality approach is the tendency
to satisfice (a term coined by Herbert Simon from satisfy and suffice), which refers to accepting
the first alternative that meets your minimum criteria. For example, many college graduates do
not conduct a national or international search for potential job openings. Instead,they focus
their search on a limited geographic area, and they tend to accept the first offer in their chosen
area, even if it may not be the ideal job situation. Satisficing is similar to rationaldecision
making. The main difference is that rather than choosing the best option and maximizing the
potential outcome, the decision maker saves cognitive time and effort by accepting the first
alternative that meets the minimum threshold. Bounded rationality is characterised by the
activities of searching and satisficing. Alternatives are searched for and evaluated sequentially.
If an alternative satisfies certain implicitly or explicitly stated minimum criteria, it is said to
“satisfice” and the search is terminated. The process ofsearching might be made easier by the

identification of regularities in the task environment.

Although Simon has been highly acclaimed for the theory of bounded rationality, it still
describes rational behaviour. For this reason, a number of researchers, such as Huber (1981)

and Das and Teng (1999), do not distinguish between perfect and bounded rationality in their
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classification of decision-making models.
e Intuitive Decision-Making Model

The intuitive decision-making model has emerged as an alternative to other decision-making
processes. This model refers to arriving at decisions without conscious reasoning. A total of
89% of managers surveyed admitted to using intuition to make decisions at least sometimes
and 59% said they used intuition often (Burke and Miller, 1999). Managers make decisions
under challenging circumstances, including time pressures, constraints, a great deal of
uncertainty, changing conditions, and highly visible and high-stakes outcomes. Thus, it makes
sense that they would not have the time to use the rational decision-making model. Yetwhen

CEOs, financial analysts, and health care workers are asked about the critical decisions

they make, seldom do they attribute success to luck. To an outside observer, it may seem like
they are making guesses as to the course of action to take, but it turns out that experts
systematically make decisions using a different model than was earlier suspected. Research on
life-or-death decisions made by fire chiefs, pilots, and nurses suggests that experts do not
choose among a list of well thought out alternatives. They don’t decide between two or three
options and choose the best one. Instead, they consider only one option at a time. The intuitive
decision-making model argues that in a given situation, experts making decisions scan the
environment for cues to recognize patterns (Breen, 2000; Klein, 2003; Salas and Klein, 2001).
Once a pattern is recognized, they can play a potential course of action through to its outcome
based on their prior experience. Thanks to training, experience, and knowledge, these decision
makers have an idea of how well a given solution may work. If they run through the mental
model and find that the solution will not work, they alter the solution before setting it into
action. If it still is not deemed a workable solution, it is discarded as an option, and a new idea
is tested until a workable solution is found. Once a viable course of action is identified, the
decision maker puts the solution into motion. Thekey point is that only one choice is
considered at a time. Novices are not able to make effective decisions this way, because they

do not have enough prior experience to draw upon.
e Creative Decision-Making Model

In addition to the rational decision making, bounded rationality, and intuitive decision-making
models, creative decision making is a vital part of being an effective decision maker.
Creativity is the generation of new, imaginative ideas. With the intense competition among

companies, individuals and organizations are driven to be creative in decisions ranging from
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cutting costs to generating new ways of doing business. While creativity is the first step in the
innovation process, creativity and innovation are not the same thing. Innovation begins with

creative ideas, but it also involves realistic planning and follow- through.

The five steps to creative decision making are similar to the previous decision-making models
in some key’s ways. All the models include problem identification, which is the stepin which
the need for problem solving becomes apparent. If you do not recognize that you have a

problem, it is impossible to solve it. Immersion is the step in which the decision maker

consciously thinks about the problem and gathers information. A key to success in creative
decision making is having or acquiring expertise in the area being studied. Then, incubation
occurs. During incubation, the individual sets the problem aside and does not think about it
for a while. At this time, the brain is actually working on the problem unconsciously. Then
comes illumination, or the insight moment when the solution to the problem becomes apparent
to the person, sometimes when it is least expected. This sudden insight is the “cureka” moment,
similar to what happened to the ancient Greek inventor Archimedes, who found a solution to
the problem he was working on while taking a bath. Finally, the verification and application
stage happen when the decision maker consciously verifies the feasibility of the solution and

implements the decision.

The Creative Decision-Making Process

Step 1 Step 2 Step 3 Step 5
+ Problem W +Immersion W +Incubation N W, +Verification &
Recognition » » ~ Application

Image Source: Google images

Researchers focus on three factors to evaluate the level of creativity in the decision-making
process. Fluency refers to the number of ideas a person is able to generate. Flexibility refers
to how different the ideas are from one another. If you are able to generate several distinct
solutions to a problem, your decision-making process is high on flexibility. Originality refers

to how unique a person’s ideas are.
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Dimensions of Creativity

Originality

Image Source: Google images

The Models at a Glance

Decision Making
Model

Use This Model When:

Rational

Information on alternatives can be gathered and quantified.
The decision is important.

You are trying to maximize your outcome.

Bounded Rationality

The minimum criteria are clear.
You do not have or you are not willing to invest much time tomake the|
decision.

You are not trying to maximize your outcome.

Intuitive Goals are unclear.
There is time pressure and analysis paralysis would be costly.
You have experience with the problem.

Creative Solutions to the problem are not clear.

New solutions need to be generated.

You have time to immerse yourself in the issues.

3.6.3 Factors Affecting Decision-Making:

There are two kinds of factors to be considered in decision-making in favour of anyalternative:

These may be classified as:
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i. Tangible and

ii. Intangible Factors.

I. Tangible factors: 61
Among the tangible factors relevant to decision-making the important ones are:
(a) Sales

(b) Cost

(c) Purchases

(d) Production

(e) Inventory

(f) Financial

(9) Personnel and

(h) Logistics

The effect of any decision on one or more of the tangible factors can be measured and therefore
it is easy to consider the pros and cons of every decision. Decisions based on these factors are

likely to be more rational and freer from bias and feelings of the decision-maker.
ii. Intangible Factors:

Among the intangible factors which may influence decision-making in favour of any

alternative, the important ones are the effects of any particular decision:
(a) Prestige of the enterprise
(b) Consumer behaviour
(c) Employee morale and so on.

Accurate information and data about these factors are not easy to obtain. Therefore, intuition
and value-judgment of the decision-maker will assume a significant role in the choice of a

particular alternative.
3.6.4 Types of Cognitive Bias

Biases in how we think can be major obstacles in any decision-making process. Biases distort
and disrupt objective contemplation of an issue by introducing influences into the decision-

making process that are separate from the decision itself. We are usually unaware of the biases
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that can affect our judgment. The most common cognitive biases are confirmation, anchoring,

halo effect, and overconfidence.

1. Confirmation bias: This bias occurs when decision makers seek out evidence that
confirms their previously held beliefs, while discounting or diminishing the impact of

evidence in support of differing conclusions.

2. Anchoring: This is the overreliance on an initial single piece of information or
experience to make subsequent judgments. Once an anchor is set, other judgments are
made by adjusting away from that anchor, which can limit one’s ability to accurately

interpret new, potentially relevant information.

3. Halo effect: This is an observer’s overall impression of a person, company, brand, or
product, and it influences the observer’s feelings and thoughts about that entity’s overall
character or properties. It is the perception, for example, that if someone does well in a
certain area, then they will automatically perform well at something else regardless of

whether those tasks are related.

4. Overconfidence bias: This bias occurs when a person overestimates the reliability of
their judgments. This can include the certainty one feels in her own ability, performance,

level of control, or chance of success.
3.6.5 Group Conflict as a Barrier to Decision Making

Group dynamics, which involves the influence of social behaviour, is the primary determining
factor in the success of group outcomes.

Delegating key decision making to groups, teams, or committees occurs often within
organizations. Decisions made by groups can be better informed by broader perspectives and
different sources of information and expertise than those made by an individual decision maker.
Along with these advantages, however, interpersonal and group dynamics presents dilemmas

that can make it more difficult for groups to make effective choices.

Group cohesion, or positive feelings between individuals and productive working relationships,
contributes to effective group decision making. In cohesive groups information is more easily
shared, norms of trust mean it is easier to challenge ideas, and common values help focus
decisions around shared goals. Encouraging constructive disagreements and even conflict can

result in more-creative ideas or more solutions that are easier to implement.

e Groupthink
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One of the greatest inhibitors of effective group decision making is groupthink. Groupthink is
a psychological phenomenon that occurs within a group of people in which the desire for
harmony or conformity results in an irrational or dysfunctional decision-making outcome. By
isolating themselves from outside influences and actively suppressing dissenting viewpoints in
the interest of minimizing conflict, group members reach a consensus decision without critical

evaluation of alternative viewpoints.

Loyalty to the group requires individuals to avoid raising controversial issues or alternative
solutions, and there is a loss of individual creativity, uniqueness, and independent thinking.
The dysfunctional group dynamics of the in-group produces an illusion of invulnerability (an
inflated certainty that the right decision has been made). Thus the in-group significantly
overrates its own decision-making abilities and significantly underrates the abilities of its
opponents (the out-group). Furthermore, groupthink can produce dehumanizing actions against

the out-group.
Psychologist Irving Janus, the leading theorist of groupthink, identified ways of preventing it:

e Leaders should assign each member the role of “critical evaluator.” This allowseach

member to freely air objections and doubts.
e Leaders should not express an opinion when assigning a task to a group.

e Leaders should absent themselves from many of the group meetings to avoid

excessively influencing the outcome.

e The organization should set up several independent groups working on thesame

problem.
o All effective alternatives should be examined.
e Each member should discuss the group’s ideas with trusted people outside ofthe group.

e The group should invite outside experts into meetings. Group members shouldbe

allowed to discuss with and question the outside experts.

e At least one group member should be assigned the role of devil’s advocate. Thisshould

be a different person for each meeting.
3.6.6 STRATEGIES OF DECISION MAKING

a) Optimizing: This is the strategy of choosing the best option among the identified

alternatives. The effectiveness of this strategy relies on importance of the problem, time
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limit,availability of resources, cost of other alternatives and the psychology of the decision
maker. Often, there is a better decision than the decision made. It is better to place
limitations to alternatives as it might not be possible to sample all alternatives for a case
with large sample space.

b) Satisficing: This strategy considers the first satisfactory alternative rather than the best.
The word satisficing was derived from two words Satisfy and sufficient. Once, these two
conditions are in place, then it is considered as the best option. This is mostly used in many
small and quick decisions like where to park, what to where and what to eat.

¢) Maximax: This is maximising the maximums. In this strategy, evaluation is done and the
alternative with the maximum profit is chosen as the best option. This is usually referred
to asdecision of the optimist, as favourable outcome is expected and high potentials are the
area ofconcern. This is usually used when risk is most acceptable and failure can be

tolerated.

d) Maximin: Also known as the minimum. This strategy is considered to be that of a pessimist
as it considers the worst possible outcome of all alternatives and the one with the highest
minimum is chosen. This type of strategy is used when failure is expensive and can’t be

tolerated.
3.6.7 ORGANIZATIONAL STRUCTURE AND DECISION-MAKING

Organizational structure is the established pattern of relationship among components or parts
of the organization. It prescribes the relationships among various positions and activities.
Individuals hold the positions in the organizations and hence the structure is the relationship
among people in the organizations. The structure of the organization has differentiation and
integration as the two main considerations: differentiation dealing with the cognitive and
emotional orientation while integration is related to quality of the state of collaboration that is

required to achieve unity of effort by the environment. The environment influences the extent

of differentiation but a high level of integration is a pre-requisite for better decision making.
The structure of the organization varies depending on the objectives and requirements of the
organization and this makes coordinating the decision-making constituent as a vital element,
since the goal of any organizational structure is to enhance the abilities of its constituents for
gainful activity. The type of decisions made by managers depends on their managerial level in
the firm. Upper-level managers invariably concentrate on longer -range decisions that are

concerned with establishing the firm’s direction and ratifying actions selected to pursue it.
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Middle level managers usually make mid-range decisions that integrate the direction set by top
level managers with the realities of the firm’s work processes. Operating level managers make
shorter run decisions that are focussed on adjusting work processes to deal successfully with
rapidly changing conditions that are taking place both inside and outside the firm. Regardless
of their organizational positions all managers share the goal of making decisions that
consistently move the firm toward achievement of its mission and a host of objectives flowing
from it. Organisational structure may undergo change depending on the need of the needs. The
usage of technology in organizations has contributed significantly to the organizational change.
A company’s reaction to environmental pressure is exhibited through its organizational

structure.
3.7 CONCLUSION

Interpersonal skills are the life skills we use every day to communicate and interact with
other people, both individually and in groups. People who have worked on developing strong
interpersonal skills are usually more successful in both their professional and personal lives.
Interpersonal skills are the life skills we use every day to communicate and interact with
other people, both individually and in groups. People who have worked on developing strong
interpersonal skills are usually more successful in both their professional and personal lives.
Employers often seek to hire staff with 'strong interpersonal skills' - they want people who will
work well in a team and be able to communicate effectively with colleagues, customers and
clients. Problem solving and decision-making are important skills for business and life.
Problem-solving often involves decision-making, and decision-making is especially important
for management and leadership. There are processes and techniques to improve decision-
making and the quality of decisions. Decision-making is more natural to certain personalities,
so these people should focus more on improving the quality of their decisions. People that are
less natural decision-makers are often able to make quality assessments, but then need to be

more decisive in acting upon the assessments made.

CHECK YOUR PROGRESS
Q1. What do you see as the main difference between a successful and an unsuccessful
decision? How much does luck versus skill have to do with it? How much time needs to
pass to know if a decision is successful or not?
Q2. Research has shown that over half of the decisions made within organizations fail. Does
this surprise you? Why or why not?

Q3. Have you used the rational decision-making model to make a decision? What was the
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context? How well did the model work?

Q4. Share an example of a decision in which you used satisficing. Were you happy with the
outcome? Why or why not? When would you be most likely to engage in satisficing?

Q5. Do you think intuition is respected as a decision-making style? Do you think it should be?
Why or why not?
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3.9 QUESTIONS FOR PRACTICE
QL. Discuss in detail the effective skills of workplace.
Q2. Write the factors that have impact on decision-making.

Q3. Does the organisational structure affect decision making? If yes, how?
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4.0 OBJECTIVES
After a careful reading of this unit, you will be able to:

e Define and describe Leadership, Teamwork and Work-related Values and Attitudes
e Analyse the theoretical rationale behind the concepts
¢ Identify and interpret the interrelationships amongst the concepts
e Correlate various research findings in each concept
LEADERSHIP QUALITIES

4.1 INTRODUCTION, DEFINITION AND CONCEPT

Leadership has an immense impact on how the employees perform and grow, to lead
positive organisational outcomes. For ages, Leadership has been a subject of much debate and
deliberation and how the different styles of leadership evoke different responses from
followers. In corporate context, the dynamics of these two entities ‘the leader’ and ‘the led’
play a key role in shaping the destiny of the organisation. An organization is run by people,
and out of that group of people, there is one leader, who leads the organization. The most
important factor in determining organizational success is effective leadership. Leadership is a
key ingredient in corporate effectiveness. This view is by no means restricted to organizations,
leadership also plays a central role in politics, sports and many other human activities.
According to Bass and Avolio (1997), a single specific definition of leadership is a very
complex task as literature and studies on this topic are varied and there is no one definition
which is widely and universally accepted. Some definitions describe leadership as an act of

influence, some as a process and yet others have looked at a person’s traits and qualities.

Leadership can be defined as the process whereby one individual influences other group

member towards the attainment of common and defined group goals or organizationalgoals.
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Neletal. (2004) define leadership as the process whereby one individual influences other to
willingly and enthusiastically direct their efforts and abilities towards attaining defined group

or organisational goals. Cole (2005) defines Leadership as a dynamic process

whereby one man influences others to contribute voluntarily to the realization and attainment
of the goals, objectives, aspirations and values of the group. The essence of Leadership is to

help a group or an organisation to attain sustainable development and growth.

Leadership is primarily a process involving influence — one in which a leader changes
the actions or attitudes of several group members or subordinates. In general, leadership
refers to the use of non-coercive influence techniques. This characteristic distinguishes a lender
from a dictator. Leadership rests on positive feelings between leaders and their subordinates.
Subordinates accept influence from leaders because they respect, like or admirethem and not
simply because they hold positions of formal authority (Cialdini, 1988).

The above definition also suggests that leadership involves the exercise of influence for
a purpose i.e., to attain defined group or organizational goals. Leadership is a two-way street.
Although leaders do indeed influence the subordinates in various ways but leaders are also

influenced by their subordinates.
4.1.1 LEADERS vs. MANAGERS

In the words of Kotter, the primary function of a leader is to create the essential purpose or
mission of the organization and the strategy for attaining it. By contrast, the job of the manager
is to implement that vision. He or she is the means of achieving the end, which is thevision
created by the leader. The confusion between these two terms rests in the fact that the
distinction between establishing a mission and implementing is often blurred in practice. This
is because many leaders, such as top corporate executives, are frequently called on not only
to create a vision but also to help implement it. Similarly, managers are often required to lead

those who are subordinate to them while at the same time, carrying out their leader's mission.
4.1.2 THEORIES BASED ON LEADER TRAITS AND BEHAVIORS

Early efforts to identify key traits that set leaders apart from other people (the great
person theory) generally failed. However, recent evidence suggests that leaders do, in fact,
differ from followers in certain respects. They are higher in leadership motivation, drive,
honesty, self-confidence, and several other traits. In addition, successful leaders appear to be
high in flexibility- the ability to adapt their style to the followers' needs and to the requirements

of specific situations.

59



Leaders differ greatly in their style or approach to leadership. One key dimension
involves the extent to which leaders are directive or permissive toward subordinates. Another
dimension involves the extent to which they are participative or autocratic in their decision
making. Leaders also vary along two other key dimensions: concern with, and efforts to attain,
successful task performance (initiating structure) and concern with maintaining favourable
personal relations with subordinates (consideration). Research showsthat although these basic
dimensions appear to be universal, many of the specific behaviors reflecting each one tends to
be uniquely associated with the leader's culture.

4.1.3 THEORIES BASED ON LEADERS AND FOLLOWERS

Three approaches to leadership focus on the relationships between leaders and their
followers. Graen's leader-member exchange (LMX) model specifies that leaders favor
members of some groups—referred to as in-groups—more than others—referred to as out-
groups. As a result, in-groups perform better than out-groups. The attributional approach
focuses on leaders' attributions of followers' performance—that is, its underlying causes. When
leaders perceive that their subordinates' poor performance is caused by internal factors,they
react by helping him or her to improve. However, when poor performance is attributedto
external sources, leaders direct their attention toward changing aspects of the work

environment believed to be responsible for the poor performance.

Some leaders—known as transformational or charismatic leaders—exert profound
effects on the beliefs, perceptions, and actions of their followers. Such leaders have a special
relationship with their followers, in which they can inspire exceptionally high levels of
performance, loyalty, and enthusiasm. An important factor in the impressive influence of
transformational leaders over others involves their proposal of an emotion-provoking vision.
Other actions by transformational leaders involve framing—defining the purpose of their
movement or organization in highly meaningful terms—and the willingness to take risks and
engage in unconventional actions to reach stated goals. Although many leaders use their

charisma for ethical purposes, others do not.
4.1.4 CONTINGENCY THEORIES OF LEADER EFFECTIVENESS

Contingency theories of leadership assume that there is no one best style of leadership,
and that the most effective style of leader-ship depends on the specific conditions or situations

faced. For example, Fiedler's LPC contingency theory suggests that both a

leader's characteristics and situational factors are crucial. Task-oriented leaders (termed high-
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LPC leaders) are more effective than people-oriented leaders (termed low-LPC leaders) under
conditions in which the leader has either high or low control over the group in question. In
contrast, people-oriented leaders are more effective under conditions where the leader has

moderate control.

The situational leadership theory proposed by Hersey and Blanchard suggests that the
most effective style of leadership—delegating, participating, selling, or telling—depends on
the extent to which followers require guidance and direction, and emotional support. Effective
leaders are required to diagnose the situations they face and implement the appropriate

behavioral style for that situation.

House's path—goal theory of leadership suggests that leaders' behavior will be accepted
by subordinates and will enhance their motivation only to the extent that it helps them progress
toward valued goals and provides guidance or clarification not already present in work settings.

The substitutes for leadership approach suggests that leaders are unnecessary in
situations in which other factors can have just as much influence. For example, leaders are
superfluous when (1) sub-ordinates have exceptionally high levels of knowledge and
commitment, (2) jobs are highly structured and routine, and (3) the technology used strongly

determines individuals' behavior.

Finally, Vroom and Yetton's normative decision theory focuses on decision making
as a key determinant of leader effectiveness. According to this theory, different situations call
for different styles of decision making (e.g., autocratic, consultative, participative) by leaders.
Decisions about the most appropriate style of decision making for a given situation are made
on the basis of answers to questions regarding the quality of the decision required and the
degree to which it is important for followers to accept and be committed to the decisions made.

Complex decision trees are used to guide managers to the most appropriate styles of leadership.

4.2 LEADERSHIP QUALITIES

Successful leaders in business often demonstrate the following attributes:

e An attitude of positivity, reliability and pro-activeness
e clear vision of business goals

¢ a firm commitment towards meeting defined goals

¢ an ability to effectively communicate their vision

e commitment to their team and to their organisation
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e skilfulness in planning and developing strategies

e afocus on motivation and setting clear directions

o the adaptability to engage with the views and needs of team members
e an ability to inspire employees to meet goals

e commitment to the happiness and wellbeing of their team

e honesty and openness with their team

The following table reflects some major and important qualities of a good and successful

leader:

Author Qualities Identified

Toor and Oforii Hopeful, confident, optimistic, transparent, resilient, ethical and future
(2008) oriented.

Lencioni Honesty, ability to delegate, communication, sense ofhumour, confidence
(2008) and commitment.

Clark (2010) Genuine, self-awareness, leverage, transition, andsupportive.

Archer et al| Communication, people skills and decision-making skills, self-discipline,
(2010) influence, integrity andreputation, and attitude.

Sprous (2011) | Humility, empowering, collaborative andcommunicative and
fearlessness.

Hossian (2015)| Honesty, vision, inspiration, communication, delegation, decision,
courage, fairness, kindness, magnanimity, forward-looking, knowledge,
competency, confidence, commitment, gentle, accountability, creativity,
sense of humour, intuition, focus, assertiveness, optimism and balance.

Shah and Confidence and honesty.
Pathak (2015)
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TEAMWORK

4.4 INTRODUCTION, DEFINITION and CONCEPT

A group is more than simply a collection of people. Social scientists have formally defined a
group as a collection of two or more interacting individuals with a stable pattern of
relationships among them who share their common goals and perceive themselves as being a
group. Formal groups are created by the organisation and are intentionally designed to direct
members towards some important organizational goal. Informal groups develop naturally
among an organization’s personnel without any direction from the management of the
organization within which they operate. One key factor in the formation of informal groups is

a common interest shared by its members.

A team may be defined as a group whose members have complimentary skills and are
committed to a common purpose or set a performance goal for which they hold themselves

mutually accountable.

Teamwork is defined by Scarnati (2001) ““as a cooperative process that allows ordinary people

to achieve extraordinary results”.

Harris and Harris (1996) also explain that a team has a common goal or purpose where team

members can develop effective, mutual relationships to achieve team goals.

In order for organisations to improve on the performance, teamwork is very key across all the
departments. According to research by Cheruvelil (2014) most organisations globally are
struggling to enhance teamwork in their operations. According to Wilson, (2008) a team is
described as a group of people working jointly to drive certain results thus desired results will
be achieved when the right team selected. To improve the organizational performance the
individual must succeed first to enable match well when it come the group’s performance. This
means that the whole group will perform only well if the individual has to first succeed at his
own level. Members in a team are expected to have certain qualities like intelligence, effective

communication skills, problem analysis to be solved and willing to work with the other staff in
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getting solved solution. (Conti et al., 2009) in argued that the overall company performance is

as a result of teamwork but not on individual performance.

West (2012) described a team as a unit of two or more people working or interacting together
towards the achievement of the organizational or the group objectives. Exchanging of
information, generating improvement suggestions, coordinating teams, helps to form the main
tasks where development of new ideas and solutions for existing problems can be addressed in
the organization. The same also help the organizations in the development of new practices and
policies which helps in continuous improvement. For teams to be very successful they must
have unique behaviours where ideas are initiated, various options are given, information is
sought and energized team members are put in place to perform thetasks through creating
a very conducive working environment. In order to improve theperformance, the teams should
embrace social emotional behaviours which help to encourageand harmonize the teams, reduce
tension among the team members, help in the follow up of the instructions that comes from the
organizational top leadership. According to Manasa et al.(2009) teams are units that work

continuously and are accountable for the production ofgoods and services in organizations.
4.4.1 CHARACTERISTICS OF EFFECTIVE TEAMWORK

There are certain characteristics that a team must have in order to work effectively. These

characteristics are interrelated:

e It is imperative that group cohesion is strong within the team. There is a positive

relationship between group cohesion and performance.

e Communication is another vital characteristic for effective teamwork. Members mustbe
able to effectively communicate with each other to overcome obstacles, resolve conflict,

and avoid confusion. Communication increases cohesion.

e Communication is important within teams to clearly define the teams purpose so that
there is a common goal. Having a common goal will increase cohesion because all

members are striving for the same objective and will help each other achieve their goal.

e Commitment is another important characteristic for teams. It occurs when members are

focused on achieving the team's common goal.

e Accountability is necessary to ensure milestones are reached and that all membersare
participating. Holding members accountable increases commitment within team

relations.
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442 LEADERSHIP AND TEAMWORK

Team can’t function if they can’t agree on who is to do what and ensure all members share the
work load. Agreeing on the specifics of work and how they fit together to integrate individual
skills require leadership and structure, either from management or from team members
themselves. Several studies have been conducted on leadership behaviour and team
effectiveness. Burns (1978) distinguished between transactional leadership and
transformational leadership. Bucic, Robinson and Ramburuth (2010) found that the leader does
have an effect on the team, and also that the leader’s leadership style (transformational,
transactional or ambidextrous) is critical to team level learning and performance. Leadership
qualities that influence goal achievement include the ability to create a clear vision, theability
to understand organizational culture, the ability to focus on performance development and the
ability to encourage innovation (Gomez, 2017). Leadership styles effect both employee
contentment as well as employee performance. Contented team members are more likely to
seek ways to contribute professionally to the team goals. A transformational style of leadership
backed by well-defined roles and responsibilities of team members is crucial for the success of
a team. An effective leader will motivate, guide, inspire and challenge his teamto achieve

greater levels of success.

Team structure is also a crucial component affecting a team’s success According to Mickan

and Rodger (2000), there are two main team structures that an organization forms to meet its

objectives: functional teams and project teams. Functional teams are responsible for various
function such as marketing and finance and they are defined as permanent members of the
organization who are responsible for the execution and achievement of the vision of the
organization and solving serious conflicts and struggles. Project teams, on the other hand, the
set up to achieve certain specific objectives, are temporary in nature and the team members

usually return to their occupational routines when the task is achieved.

The ability to work as part of a team is one of the most important skills in today’s job market.
Employers are looking for workers who can contribute their own ideas, but also want people
who can work with others to create and develop projects and plans.

Teamwork involves building relationships and working with other people using a number of

important skills and habits:

e Working cooperatively
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e Contributing to groups with ideas, suggestions, and effort
e Communication (both giving and receiving)
e Sense of responsibility
e Healthy respect for different opinions, customs, and individual preferences
e Ability to participate in group decision-making
4.4.3 SHORTCOMINGS and ADVANTAGES OF TEAMWORK

Utilizing teamwork is sometimes unnecessary and can lead to teams not reaching their

performance peak. Some of those disadvantages include:

e Social Loafing: This phenomenon appears when an individual working in a group places
less effort than they can towards a task. This can create an inequality between the amount
of work other individuals are placing within the team, therefore can create conflict and

lead to lower levels of performance.

e Behaviour Conflicts or Ingrained Individualism: Employees in higherorganizational
levels have adapted to their positions at the top that require more individualism, and
therefore have trouble engaging in collaborative work. This creates a more competitive
environment with a lack of communication and higher levels of conflict. This
disadvantage is mostly seen organizations that utilize teamwork in an extremely

hierarchical environment.

e Individual Tasks: Certain tasks do not require teamwork, and are more appropriate for
individual work. By placing a team to complete an 'individualtask’, there can be high
levels of conflict between members which can damage theteam's dynamic and weaken

their overall performance.

e Groupthink: A psychological phenomenon that occurs within a group of people when
conflict is avoided and the desire for cohesiveness is greater than the desire for the best
decision. When a team is experiencing groupthink, alternative solutions will not be
suggested due to fear of rejection or disagreement within the group. Group members will
measure success based on the harmony of their group and not by the outcome of their
decisions. One way to avoid or counteractgroupthink is to have members of a group be
from a diverse background and have different characteristics (Gender, age, nationality).

Another way to counteract groupthink is to require each member to suggest a different
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idea.
Working in teams has also the following advantages:

e Problem solving: A group of people can bring together various perspectives and
combine views and opinions to rapidly and effectively solve an issue. Due to the team's
culture, each team member has a responsibility to contribute equally and offer their
unique perspective on a problem to arrive at the best possible solution. Overall,
teamwork can lead to better decisions, products, or services.The effectiveness of
teamwork depends on the following six componentsof collaboration among team
members: communication, coordination, balance of member contributions, mutual

support, effort, and cohesion.

e Healthy competition: A healthy competition in groups can be used to motivate

individuals and help the team excel.

e Developing relationships: A team that continues to work together will eventually
develop an increased level of bonding. This can help members avoid unnecessary
conflicts since they have become well acquainted with each other through teamwork. By
building strong relationships between members, team members' satisfaction with their

team increases, therefore improving both teamwork and performance.

e Individual qualities: Every team member can offer their unique knowledge and ability
to help improve other team members. Through teamwork the sharing of these qualities

will allow team members to be more productive in the future.

e Motivation: Working collaboratively can lead to increased motivation levelswithin a
team due to increasing accountability for individual performance. When groups are being
compared, members tend to become more ambitious to perform better. Providing groups
with a comparison standard increases their performance level thus encouraging members

to work collaboratively.
4.5 FEURTHER READINGS

e Agarwal, R. (2003) Teamwork in the netcentric organization, in International Handbook
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e Ahearn, K.K., Ferris, G.R., Hochwarter, W.A. et al. (2004) Leader political skill and

67


https://en.wikipedia.org/wiki/Collaboration

team performance. Journal of Management, 30(3), 309-327.

e Kozlowski, S. W. J., and Bell, B. S. (2012). Work groups and teams in organizations. In
N. Schmitt and S. Highhouse (Eds.), Comprehensive handbook of psychology:
Industrial and organizational psychology (pp. 412-469). New York, NY: Wiley.

CHECK YOUR PROGRESS
Q1. It has often been said that “leaders are born, not made”. Do you agree? If so,
why? Ifnot, why?
Q2. Under what conditions are people-oriented leaders are more effective than task-
orientedleaders?
Q3. What are the main leadership qualities of a leader, which are almost decisive

of hissuccess as a leader?

Q4. While composing a work-team in an organization, what potential pitfalls can be

encountered?
Q5. How can people have a free ride (social loafing) in teams?
WORK-RELATED VALUES and ATTITUDES

Individuals come with individual differences to work. They have a variety of personalities,
values, and attitudes. When they enter into organizations, their stable or transient
characteristics affect their behaviour and performance. Even, companies prefer to hire people
with the expectation that they have certain knowledge, skills, abilities, personalities, and
values. In organizational context, work values play an important role to enhance work

attitudes and performance.

Research states that there are two types of prominent work values in organization, which are
intrinsic and extrinsic values. Both of these work values will influence work attitude, such as
organizational commitment, job satisfaction and job involvement. Numerous of the
research literature indicates that there is a positive correlation between work values and the
work-related attitudes among employees in organization. Positive work values among
employees in organization are important in increasing organizational commitment, job
satisfaction and job involvement. Giving more attention on work values will help organization
in developing the human resource management system that is able to attract, as well as enhance
job satisfaction and job involvement among employees (Froese and Xiao, 2012). Additionally,

supervisor’s and co-worker’s support in the organization could potentially increase work
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values, increase commitment, job satisfaction, and job involvement.

4.6 WORK RELATED VALUES: CONCEPT, DEFINITION and MEANING

Values represent basic convictions that “a specific mode of conduct or end-state of existence
is personally or socially preferable to an opposite or converse mode of conduct or end-state of
existence.” They contain a judgmental element in that they carry an individual’s ideas as to
what is right, good, or desirable. Values have both content and intensity attributes. The content
attribute says a code of conduct or end-state of existence is important. The intensity attribute
specifies how important it is. When we rank an individual’s values in terms of their intensity,
we obtain that person’s value system. All of us have a hierarchy of values that forms our
value system, and these influence our attitudes and behaviour. Values tend to be relatively
stable and enduring. Most of our values are formed in our early years—with input from parents,
teachers, friends, and others. As children, we are told that certain behaviours or outcomes are
always desirable or always undesirable. There are few grey areas.It is this absolute or “black-

or-white” learning of values that more or less ensures their stability and endurance.

4.6.1 Rokeach Value Survey: Milton Rokeach created the Rokeach Value Survey (RVS),
which consists of two sets of values, each containing 18 individual value items. One set, called
terminal values, refers to desirable end-states of existence. These are goals that individuals

would like to achieve during their lifetime. They include:

» A comfortable life (a prosperous life)

» An exciting life (a stimulating, active life)

« A sense of accomplishment (lasting contribution)
« Equality (brotherhood, equal opportunity for all)
* Inner harmony (freedom from inner conflict)

« Happiness (contentedness)

The other set, called instrumental values, refers to preferable ways of behaving, or meansfor

achieving the terminal values. They include:

e Ambitious (hard-working, aspiring)

e Broad-minded (open-minded)

e Capable (competent, effective)

e Courageous (standing up for your beliefs)
e Imaginative (daring, creative)

e Honest (sincere, truthful)
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Several studies confirm that RVS values vary among groups. People in the same occupations
or categories (corporate managers, union members, parents, students) tend tohold similar

values.
4.6.2 IMPORTANCE OF VALUES IN ORGANISATIONS

Values play an important role in individual life as well as among employees in organization.
According to Rokeach (1973), values are related to the human needs and desires towards any

situation that takes place in their life. VValues also involve the concepts and beliefs that will

affect emotions and attitudes, any situation, and guiding the selection and assessment of human
behaviour (Ucanok, 2008). In organizations, work values become an interesting topic among
the researchers in order to investigate work-related behaviour among employees(Ying and
Aaron, 2010) such as job satisfaction and job involvement. However, previous research
regarding the factors that influence employee satisfaction have found that there are many other
aspects of work that contribute to their satisfaction besides money. Work values become one
of the important factors that have a great influence on the career choice and the fulfilment of
values that are related to job satisfaction (Hegney, Plank, and Parker, 2006). In the words of
Grieser and Stutzman (2019) - For a vehicle to do its job, it needs both an enginefor power and
a steering system so it can be guided. An organization is no different: its purpose is the engine

that propels it forward, and its values are the steering system by whichit is guided.

Purpose defines why you do what you do, and values define how you act in service of that
purpose. Values are a key component of a healthy workplace culture because they clarify
how your organization and its staff should behave. They provide the framework within which

you can test decisions, accomplish tasks, and interact with others.

Values help organizations determine a range of acceptable behaviours, defining for leaders and
employees alike which actions are encouraged and which are unacceptable. Values tell staff
what is good for the organization and what is unhealthy. For example, in our own organization
we have defined “receptivity to feedback™ as a value that is core to our identity. Our collective
clarity about this value allows us to more willingly cut ties with contractors or employees who
have been unreceptive to feedback even if there are other things we like about them. As a
result, we are surrounded by people who are not only easier to work with, but who are also

committed to improvement and personal growth.

When organizations explicitly define their true values, they provide immediate clarity for

decision making. They provide a reference point in the hiring processes, performance reviews,
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and any disciplinary actions. An organization’s values create helpful boundaries thatshow staff

and clients where the organization will go and where it won’t go.
4.6.3 INTRINSIC and EXTRINSIC VALUES

Intrinsic work values: Intrinsic (terminal) values refer to the degree to which an individual
enhances their personal growth, use their external talent, enhances creativity, and improve
quality of life during the courses of their work (Chin-Chih, 2006). Intrinsic work values also
refer to the individual internal factor or self-actualization gained from working, contributing
to society and having meaningful work (Parboteeah, Paik, and Cullen, 2009). Intrinsic work
values directly express employee’s openness to change their value that are related to the pursuit
of autonomy, interest, growth, and creativity in work. Employees might also seek out
challenging tasks that allow them to develop new skills and enhance values that satisfy their
need and desire.

Extrinsic work values: Extrinsic (instrumental) values refer to the degree of excellence which
an individual tries to obtain in social interaction, getting a harmonious social relationship,
freedom and try to achieve a balance between services within the organizational systems. It
also involves the importance of holistic environment to fulfil their sense of security and
maintain their needs while they are working (Chin-Chih, 2006). Extrinsic work values are also
similar to the instrumental values which are focusing on external outcomes pertaining to the
job and include work benefit, work security and less demanding work (Parboteeah, et al., 2009).
Employees in organizations try to satisfy their extrinsic values of work such as job security and
income provided by organization with the requirements needed for general security and

maintenance of order in their lives.

Chin-Chih (2006) mentioned that intrinsic values consisted of three dimensions, whichare
self-growth tendency, self-realisation tendency and self-esteem tendency. Meanwhile, the
extrinsic work values comprised of four dimensions, which are social interaction tendency,
organizational security and economic benefits tendency, stability and anxiety-free tendency,

and lastly, health and transport tendency.

A good part of people’s well-being at work comes from their ability to act in ways that are
congruent with their values. Many people are proficient at and enjoy their tasks, but they are
ultimately dissatisfied because their personal values do not align with those of their employer.
On the other hand, when an employee’s values are in line with their organization’s values, they

may do tasks that aren’t always enjoyable, but they can still be satisfied Just as it is important
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to be able to identify with an organization’s purpose, it is also importantto align with its values.
Organizations that authentically define their values show employees how to align their
behaviours with the things that matter to the organization. They also make it clear where
individuals may be out of step with the organization, providing them with an impetus to leave.

In either case, defining and communicating values create clarity for action.

4.7 WORK RELATED ATTITUDES

Attitudes are evaluative statements—either positive or negative—about objects, people, or
events. They reflect how we feel about something. When I say, “I like my job,” I am expressing
my attitude about work. Specific attitudes tend to predict specific behaviours, whereas general
attitudes tend to predict general behaviours. For instance, asking an employee about her
intention to stay with an organization for the next six months is likely to better predict the
turnover for that person than asking her how satisfied she is with her job. On the other hand,
overall job satisfaction would better predict a general behaviour, such as whether the employee
is engaged in her work or motivated to contribute to her organization. In organizations, attitudes
are important because they affect job behaviour. Employees may believe, for example, that
supervisors, auditors, managers, and time and-motion engineers areall conspiring to make them
work harder for the same or less money. This may then lead to a negative attitude toward
management when an employee is asked to stay late and help on a special project. Employees
may also be negatively affected by the attitudes of their co- workers or clients. How we behave
at work often depends on how we feel about being there. Therefore, making sense of how
people behave depends on understanding their work attitudes. An attitude refers to our
opinions, beliefs, and feelings about aspects of our environment. We have attitudes toward the
food we eat, people we meet, courses we take,and things we do. At work, two job attitudes
have the greatest potential to influence how we behave. These are job satisfaction and

organizational commitment.

4.7.1 JOB SATISFACTION

Choose a job you love, and you will never have to work a day in your life.
Confucius

Work attitudes such as organizational commitment and job satisfaction have a dual interest to
managers. On one hand, they represent important outcomes that managers may want to
enhance. On the other hand, they are symptomatic of other potential problems such as low

job satisfaction and employee’s intention to quit. It is thus important for managers to
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understand the causes and consequences of key work attitudes such as job satisfaction.
(Hoppock, 1935), in his classic definition defines job satisfaction as any combination of
psychological, physiological, and environmental circumstances that cause a person to truthfully
say that they are satisfied with a job.

Job satisfaction essentially reflects the extent to which are individual likes his or her
job. Job satisfaction is an affective or emotional response towards various facets of one’s job,
which means that a person can be relatively satisfied with one aspect of his or her joband
dissatisfied with one or more other aspects. For example, an employee may be satisfied because
of aspects like work, co-employee and supervisors but may be dissatisfied because ofpromotion
and pay based on his or her values and attitudes (Skokie and McNally, 1969). It is important to
understand these causes in order to find a solution to stop the decline of job satisfaction. Since
values and attitudes are directly related to job satisfaction (Hom and Griffeth, 1995), the
knowledge about job satisfaction can also assist managers in using a multifaceted approach
towards increasing work attitudes. Managers can thus enhance employee satisfaction by
structuring the work environment and its associated and recognition to reinforce employee’s

values and attitude.

Job satisfaction has been called a set of favorable or unfavorable feelings and emotions with
which employees view their work (Karatepe, Uludag, Menevis, Hadzimehmedagic, and
Baddar, 2006).

Job satisfaction refers to the feelings people have toward their job. If the number of studies
conducted on job satisfaction is an indicator, job satisfaction is probably the most important

job attitude.
4.7.2 Ten Proven Ingredients for Job Satisfaction

We may already have an idea of ingredients that go into making work satisfying. Although it

is subjective, job satisfaction research (Kumari, 2011) has showcased the following:

1. Communication: Communication can be extremely important to retaining levels of
satisfaction, on both a personal and professional level. It is exhibited in allowing employees

to be open, collaborative, trustworthy, and even confrontational when needed.

2. Culture: A company’s culture determines job satisfaction as it provides values and
guidance about topics ranging from organizational goals to appropriate levels of interaction

between employees.
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Security: It’s no surprise that once a culture is established in a workplace, satisfaction can
then be enhanced by added feelings of security. Security may arise from knowing you work
for a viable company with long-term goals, insinuating feelings of belonging to that
company (Berg, Grant, and Johnson, 2010). This can be enhanced by having honest

communication and transparency within a company.

Leadership: Tied into increased motivation for employees, leadership, or influencing a
group toward the achievement of a vision or set of goals (Kinicki and Kreitner, 2006), can
lead to job satisfaction by making sure communication and instruction of tasks is adequate
and easily understood. In turn, when employees feel that leaders can guide them through

tasks, their motivation and satisfaction increase.

Opportunities: Employees can gain more satisfaction with their job when more
challenging opportunities arise. This can lead to participation in interesting and diverse

projects and get employeesaway from the monotony of a role.

Career development: Employees can become more satisfied with their job when they
know there is an individualized plan for them. Beyond the formal nature of appraisals,
if there is a path inplace for growth, this can encourage employees to stay happier for

longer.

. Working conditions: Job satisfaction can be increased if a resilient workplace is a

cooperative environment. This means a place with respect for diverse ideas and opinions,

honest and constructive feedback, mentoring opportunities, and freedom from harassment.

Employee personality: Most ingredients linked to job satisfaction may have roots in
elements outside of the employees’ control (such as leadership from managers and
communication from company leaders), but what about the employees themselves? Can
they control their own levels of satisfaction? Bakker, Tims, and Derks (2012) talk about
just that. These researchers discuss how job satisfaction can be determined by how
proactive the employee is at work. Does the employee proactively seek out a manager for
feedback? Does the employee go the extra mile to achieve tasks within a company? Does
the employee try to stick to company goals, lead meetings, and ask questions when unsure
about how to completea task? If yes, these employees are the ones who can show more
satisfaction in the workplace.Proactiveness in the workplace can lead to positive job

appraisals, which when fed back to the employee, can lead to satisfaction.

Pay and Benefits: Organizational success and job satisfaction are also linked to
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employees’ perceptions of adequate pay and benefits (Edwards, 2008). While pay and
benefits are not the only reason employees find satisfaction in their workplaces, research
going back more than 30 years (e.g., Gerhart, 1987) shows that pay and benefits, at least
according to how employees view themselves in their roles, has ranked high on lists of job

satisfaction factors.

10. Rewards and Recognition: Beyond monetary gain and being paid fairly for the work they
do, job satisfaction foremployees means that promotional policies are unambiguous and in
line with their expectations.

A key finding here (Kumari, 2011) is that satisfaction at a job is not exclusively linked topay,

but to the perceived fairness of how one is recognized at work for achievements.
4.7.3 ORGANISATIONAL COMMITMENT

Organizational commitment is the emotional attachment people have toward the company they
work for. A highly committed employee is the one, who accepts and believes in the company’s
values, is willing to put out effort to meet the company’s goals, and has a strong desire to
remain with the company. People who are committed to their company often refer totheir
company as “we” as opposed to “they” as in “in this company, we have great benefits.” The
way we refer to the company indicates the type of attachment and identification we have with

the company.

There is a high degree of overlap between job satisfaction and organizational commitment
because things that make us happy with our job often make us more committed to the company
as well. Companies believe that these attitudes are worth tracking because they often are
associated with outcomes that are important to the controlling role, such as performance,
helping others, absenteeism, and turnover. Early studies on organisational commitment viewed
the concept as a single dimension, based on an attitudinal perspective, embracing identification,
involvement and loyalty (Porter, Steers, Mowday and Boulian, 1974). According to Porter et
al (1974), an attitudinal perspective refers to the psychological attachment or affective
commitment formed by an employee in relation to his identification and involvement with the
respective organisation. Another perspective on organisational commitment is the “exchanged-
based definition” or "side-bet" theory (Becker, 1960; Alluto,

Hrebiniak and Alonso, 1973). This theory holds that individuals are committed to the
organisation as far as they hold their positions, irrespective of the stressful conditions they

experience. Mowday, Porter and Steers (1982) support the “side-bet” theory by describing
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organisational commitment as a behaviour "relating to the process by which individuals
become locked into a certain organisation and how they deal with this problem”. This
behavioural aspect of organisational commitment is explained through calculative and

normative commitments.

Meyer and Allen (1984) initially viewed organisational commitment as two dimensional
namely, affective and continuance. Meyer and Allen (1984) defined the first dimension, namely
affective commitment as “positive feelings of identification with, attachment to and
involvement in the work organisation”, and they defined the second dimension, namely
continuance commitment as “the extent which employees feel committed to theirorganisation
by virtue of the costs that they feel are associated with leaving”. After further research, Allen
and Meyer (1990) added a third dimension, namely normative commitment. Allen and Meyer
(1990) define normative commitment as “the employee’s feelings of obligation to remain with
the organisation”. Consequently, the concept organisational commitment is described as a tri-
dimensional concept, characterised by the affective, continuance and normative dimensions
(Meyer and Allen, 1991). 39 Common to the three dimensions of organisational commitment
is the view that organisational commitment is a psychological state that characterises

organisational members' relationship with the organisation and has
4.7.4 Theory of organizational commitment

A distinguished theory in organizational commitment is the Three-Component Model (TCM)
(Meyer and Allen, 1997). According to this theory, there are three distinct components of

organizational commitment:

Affective commitment: This is the emotional attachment an employee has towards the
organization. This part of TCM says that an employee has a high level of active commitment,
then the chances of an employee staying with the organization for long are high. Active
commitment also means, an employee is not only happy but also engaged in the organizational
activities like, participation in discussions and meetings, giving valuable inputs or suggestions

that will help the organization, proactive work ethics, etc.

Continuance commitment: This is the level of commitment where an employee would think
that leaving an organization would be costly. When an employee has a continuance in
commitment level, they want to stay in the organization for a longer period of time because
they feel they must stay because they have already invested enough energy and feel attached

to the organization — attachment that is both mental and emotional. For example, a person over
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a period of time tends to develop an attachment to his/her workplace and this may be one of

the reasons why an employee wouldn’t want to quit because they are emotionally invested.

Normative commitment: This is the level of commitment where an employee feels obligated
to stay in the organization, where they feel, staying in the organization is the right thing to do.
What are the factors that lead up to this type of commitment? Is it a moral obligation where
they want to stay because someone else believes in them? Or is it that they feel that they have
been treated fairly here and that they do not wish to take the chance of leaving the organization
and finding themselves in between the devil and the deep sea? Thisis a situation where they

believe they ought to stay.

475 Levels of Organisational Commitment Higher level of Organisational

Commitment

A high level of organisational commitment is characterised by a strong acceptance of the
organisation’s values and willingness to exert efforts to remain with the organisation (Reichers,
1985). Miller (2003) states that “high organisational commitment means identifying with one’s
employing organisation”. The “will to stay” suggests that the behavioural tendencies at this
level relate closely with affective dimension of commitment, where individuals stay because

they want to.

Moderate level of Organisational Commitment

The moderate level of organisational commitment is characterised by a reasonable acceptance

of organisational goals and values as well as the willingness to exert effort to remain in the

organisation (Reichers, 1985). This level can be viewed as a reasonable or average
commitment, which implies partial commitment. The willingness to stay is an attribution of a
moral commitment associated with the normative dimension of commitment (Meyer and Allen,

1997). The individuals stay in the organisation because they should do so.

Lower level of Organisational Commitment

The low level of organisational commitment is characterised by a lack of neither acceptance of
organisational goals and values nor the willingness to exert effort to remain with the
organisation (Reichers, 1985). The employee who operates on this level must be disillusioned
about the organisation. Such an employee may stay because he or she needs to stay as
associated with the continuance dimension (Meyer and Allen, 1997). Given an option they will

leave the organisation.
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CHARACTERISTICS OF OVER-COMMITMENT AND UNDER-COMMITMENT

(Lowman, 1993)

Under-commitment

Fear of success

Fear of failure

Chronic and persistent procrastination

Negative cultural, familial and personality factors

Chronic and persistent underachievement

Over- commitment

Overly loyal employees

Job and occupational burnout

Obsessive-compulsive patterns at work

Neurotic compulsion to succeed

Extreme high level of energy

4.8 CONCLUSION

Leadership is an integral part of any organisation. A leader defines the direction of a team and
communicates it to people, motivates, inspires and empowers them to contribute to achieving
organisational success. The ingredients of effective leadership are complex and are widely
agreed to depend on the specific leadership situation, considering the difficulty of tasks, the
degree of a leader's authority and the maturity and capabilities of subordinates. Leadership
skills can be learnt, though may often take time to learn, because they are multi- faceted,
behavioural and context dependent. Becoming an effective leader is challenging to many new
managers, but offers the rewards of successfully orientating peoples work to be most effective
and achieving excellence in team performance. An understanding of theprinciples of strategic
thinking, direction setting, communications and motivation provides a springboard for
developing skills and an effective management style to suit your personality and leadership

situations.

Teamwork has been a key factor in the progress, evolution, and survival of humanity.Research
suggests that teamwork provides better results for organizations than individual work.
Teamwork is considered one of the most effective work forms. Working in teams also benefit
the individual on a personal level as it fulfils needs such as social interaction and affiliation.
Regardless of the profuse research validating the effectiveness teamwork brings to

organizations, many management personnel still do little to build teams.

Work values are employee’s personal convictions about the outcomes he or she should expect
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from work and how he or she should behave at work. Attitude, on the other hand, is a learned
predisposition to respond in a consistently favorable or unfavorable manner towards a given
subject. Work values and attitudes capture the range of thoughts and feelings that make up the
experience of work. Because work values are more stable and long lasting, they can strongly

affect work attitudes and hence employee’s level of job satisfaction. In order for the

employees to be satisfied with their job, their interpersonal, intra-personal, and individual
organization values, all must be aligned to avoid many work-related conflicts. Attitudes
towards work are not as long-lasting values, and hence can be changed by increasing pay,
promotion or moving to another position. By aligning employee’s values with that of
organizations and by addressing the attitude problems of employees, management can increase
the job satisfaction level. Satisfied employees are less likely to quit their job, or be absent from
work, have less stress and will perform their job better.
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CHECK YOUR PROGRESS:

Q1. Why might you find an employee who is highly dissatisfied with his or her job and
the organization but simply remains on the job and does not take a new one in
another organization?

Q2. How is job satisfaction related to work performance?

Q3. Can you be satisfied and committed to your job at the same time? How and Why?

4.10 QUESTIONS FOR PRACTICE

QL.Is there any difference between leaders and managers? Discuss the theories based on leader

traits and behaviors.
Q2.Discuss the theory of Organisational Commitment.

Q3.What are the levels of Organisational Commitment?
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Q4.How is job satisfaction related to work performance?
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5.4.6.2 METHODS OF PREVENTING GAMES
5.4.7 BENEFITS AND USES OF TA
5.4.7 ADEVELOPING POSITIVE THINKING
5.4.7 B IMPROVES PERSONAL EFFECTIVENESS
5.5 POWER OF GRAPEVINE
5.5.1 NEGATIVE SIDES OF GRAPEVINE COMMUNICATION

5.5.2 WAYS TO DEAL WITH GRAPEVINE COMMUNICATION

5.6 CONCLUSION
5.7 FURTHER READINGS

5.8 QUESTIONS FOR PRACTICE

5.00BJECTIVES

After a careful reading of this unit, you will be able to:

e Interpret the nature of Organisational Communication and Interpersonal Behaviour
e Analyse levels of Self-awareness through Johari Window

e Analyse interpersonal behaviour through transactional analysis.

e improve interpersonal behaviour through transactional analysis

Identify the power of grapevine and ways to control it in organisations

5.1 INTRODUCTION

The individual dimensions of organizational behavior viz. personality, perception, learning,
motivation, attitudes and values and stress shape the individual behavior. But these dimensions

are changed to a certain degree when the individual comes in contact with others in the
organization where he interacts:

1. on one-to-one basis
2. 0n one to group basis

3. on group to one basis
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4. on group-to-group basis.

In each type of interaction, the individual faces different types of situations. Therefore, how

he affects the behavior of others and how his behavior is affected by others differ.

5.20RGANISATIONAL COMMUNICATION: CONCEPT & DEFINITION

To define, it can be said that communication is the process by which a person, group or
organization (the sender) transmits some type of information (the message) to another person,

group or organization (the receiver).

The communication process begins when one party has an idea that wishes to transmit that idea
to another party. It is the sender’s mission to transform the idea into a form that can be sent to
and understood by the receiver. This is what happens in the process of encoding i.e.,
translating an idea into a form such written or spoken language, that can be recognized by a
receiver. After a message is encoded, it is ready to be transmitted over one or more channels
of communication to reach the desired receiver through the path ways along which information
travels. One a message is received, the recipient must begin the process of decoding i.e.,
converting the message back into the sender’s original ideas. This can involve many different
sub processes, such as comprehending spoken and written words, interpreting facial
expressions and the like. Finally, once the message has been decoded, the process can continue,
with the receiver transmitting a new message back to the original sender. This part of the
process is known as feedback i.e., knowledge about the impact of messages on receivers.
Receiving feedback allows senders to determine whether their messages have been understood

properly.

One key purpose of orgnisational communication is to direct action, that is, to get others to
behave in a desired fashion. Communication in organisations often involves not only single
efforts but also concerted action. Communication is the key to these attempts at coordination.
There is also an interpersonal facet of organizational communication- a focus on social

relations between people.
5.2.1 INTERPERSONAL COOPERATIVE BEHAVIOR

When the interaction between two persons is mutually gratifying, it is cooperative behavior.
In this case, both persons are engaged in complementary transactions. Out of this interaction,
both persons get satisfied over the objectives of mutual trust and respect, concern for each
other's need, andinteraction with complementary ego states. In organizational setting, such

behaviors are functional and lead to the achievement of organizational objectives providing
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satisfaction individuals at the sametime.
5.2.2 INTERPERSONAL CONFLICTING BEHAVIOUR

Out of interpersonal interaction, it is not necessary that only cooperative behaviour will
result.Because of several reasons like personality differences, different value systems, interest
conflict, role ambiguity and many times, communication gap also, interpersonal conflict may
arise in the organization. This type of behavior may not be functional for the organization.

Therefore, the managers should take effective steps to overcome such behaviours.

To analyze and improve organizational communication and interpersonal behavior,
Johari Window and Transactional Analysis techniques have been developed. Its detailed

discussion is presented here.

5.3JOHARI WINDOW: LEVELS OF SELF AWARENESS

The dyadic relationship can be thought of as composed of interself. Self is the core of
personality pattern which provides interaction. Such a concept is cognitive: it describes the self
in terms of image, both conscious and unconscious. A central construct in the interself is the
image of relationships—those aspects of the codes and means of the interperson known and
shared by its participants. Other portions of these codes are hidden to the members and yet may
be known to others.Joseph Luft and Harrington Ingham have developed a diagram that gives
an idea of what one is conscious in one’s social exchanges and what one is not. Their Johari

window diagram (named combining the first few latters of their names) looks like this.

Image Source: Google images

Known by Self Unknown by Self

Blind Spot

Known to
Others

Unknown to
Oth
Ben Unknown to all

This model is made up of four different quadrants that together represent total person in relation

to others on the basis of awareness of behavior, feeling, and motivation. Each quadrant is

defined as follows:
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1.

The Open Self: The open quadrant refers to the states about an individual such as
behavior, feelings, and motives that he knows and is willing to share with others.
Sometimes, in a relationship, the individual is straightforward, open and sharing. It is
clear to both what he is doing, how he is feeling, and what his motives are.

The Blind Self: The blind quadrant refers to states about an individual known to others
but not known to him. Other people know what is happening to him but he is not
aware of it. Often such blind behavior is copied by the individual from significant
people unconsciously right from childhood. Because such a behavior is copied
unconsciously, people may not be aware about it. We may speak in certain way- with a
tone of voice, a look on our face, a gesture that we are blind to, but other people are

acutely aware of it.

The Hidden Self: The unknown quadrant refers to states about the individual known
to him but not known to others. This is private and only the person concerned knows
what is happening. The hidden self is within the vision of the individual but he does not
want to sharewith others. People learn to hide many feelings and ideas right from their
childhood.

The Unknown Self: The unknown quadrant refers to states that neither the individual
nor other people know about him. The unknown self is mysterious. Many times,
motives and feelings go very deep and no one, including the person concerned, knows
about these. People often experience these parts of life in dreams or in deep-rooted fears
or compulsions. These acts, feelings, and motives remain vague and unclear to people

until they allow them to surface.

5.3.1 CHANGE IN AWARENESS WITH AWARENESS

The awareness about self is not static, rather, it changes continuously. As awareness changes,

guadrant to which the psychological state is assigned also changes. Jongeward identified eleven

principles of such change

1.

2.

w

&

A change in any one quadrant will affect all other quadrants.

It takes energy to hide, deny, or be blind to behaviour which is involved in interaction.
Threat tends to decease awareness; mutual trust tends to increase awareness.

Forced awareness (exposure) is undesirable and usually ineffective.
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5. Interpersonal learning means a change has taken place so that the quadrant 1 is larger,

and onemore of other quadrants has grown smaller.

6. Working with others is facilitated by a large enough area of free activity. It means more
of theresources and skills of the persons involved can be applied to the task at hand.

7. The smaller the first quadrant, the poorer the communication.

8. There is universal curiosity about the unknown area, but this is held in check by custom,

social training and diverse fears.

9. Sensitivity means appreciating the covert aspects of behaviour in quadrants 2, 3, and

4, andrespecting the desire of others to keep them so.

10. Learning about group processes, as they are being experienced, helps to increase
awareness (enlarging quadrant 1) for the group as a whole as well as individual

members.

11. The value system of a group and its members may be observed in the way the group

dealswith unknowns in the life of the group itself.

CHECK YOUR PROGRESS:

Q1. Using an example of an everyday communication in organization, describe how the
communication process operates.

Q2. “Interpersonal interaction depends on the awareness of the self but people are not fully
aware of themselves . Explain this statement with the help of Johari Window. How can

this self-awareness beincreased?

5.4TRANSACTIONAL ANALYSIS

People spend a large portion of their time in organizations interacting with others. They provide
the connective tissues that help to hold together the subparts of the organization. While there
are exceptions, in general, these are pair relationships, which the people conduct themselves,
that is, they are two person contacts. The dyadic relationship involves the social transactions
between them and the Transactional Analysis is an attempt to understand and improve such

transactions.

Transactional Analysis (TA) offers a model of personality and the dynamics of self and

its relationship to others that makes possible a clear and meaningful discussion of behavior.
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TA refers toa method of analyzing and understanding interpersonal behavior. When people
interact, there is social transaction in which one person responds to another. The study of these
transactions between people is called Transactional Analysis. TA was originally developed by
Eric Berne for psychotherapy in 1950. He observed in his patients that often it was several
different people were inside each person. He also observed that these various “selves”
transmitted with people in different ways. Later, its application to ordinary interactions was
popularized by Berne, Harris & Jongeward. TA involves analysis of awareness, structural
analysis (ego states), analysis of transaction, script analysis and games analysis.

5.4.1 EGO STATES

Another aspect of self is the ego states of persons, an important aspect of TA. People
interact with each other in terms of three psychological positions, or behaviour patterns, known
as ego states. Thus, ego states are a person's way of thinking, feeling and behaving at any time.
These ego states are: parent, adult and child. These have nothing to do with the chronological
age of persons, rather they are related to the behavioural aspects of age. Thus, a person of any
age may have these ego statesin varying degrees. A healthy person is able to move from one
ego state to another. Further, these three ego states are not concepts like Freud's id, ego, and

super ego. They are based on real world behaviour.
54.1 aPARENT EGO

The parent ego state incorporates the attitudes and behaviours of all emotionally
significant people who serve as parent figure when an individual was a child. The value and
behaviour of these people are recorded in the mind of the individual and these become the basic
values of the personality.Characteristics of a person acting with the parent ego include being
overprotective, distant, dogmatic, indispensable and upright. Physical and verbal clues that
someone is acting with the parent ego include the wagging finger to show displeasure,

reference to laws and rules and reliance on ways that were successful in the past.

There can be two types of parent ego states: nurturing and critical. Nurturing parent ego
states reflects nurturing behaviour not only towards children but also to other people in
interaction. Similarly, critical parent ego state shows critical and evaluative behaviour in
interaction with others. Each individual has his unique parent ego state which is likely to be a
mixture of helpfulness and hurtfulness. Awareness of this ego gives more choice over what one

does.

542 b ADULT EGO
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Adult ego state is based upon reasoning, seeking, and providing information, Person
interacting with adult ego views people as equal, worthy, and responsible human beings. It is
based onrationality. The adult is characterized by logical thinking and reasoning. This ego state
can be identified by verbal and physical signs which include thoughtful concentration and
factual discussion. The process of adult ego state formation goes through one's own experience,
and continuously updating parental injunction by verifying. Though certain values which are
formed in the childhood are rarely erased, and individual at the later stage of the life may block
his child and parent ego states and use his adult ego only based on his experience. He updates
the parent data to determine what is valid and what is not. Similarly, he also updates child
data to determine which feelings should beexpressed. Thus, he keeps and controls emotional

expressions appropriately.
5.4.2c CHILD EGO

Characteristics of child ego include creativity, conformity, depression, anxiety,
dependence, fear and hate. Physical and verbal clues that person is acting in the child ego are
silent compliance, attention seeking, temper tantrums, giggling, and coyness. The child ego is
characterized by non- logical and immediate actions which result in immediate satisfaction.
Child ego state reflects early childhood conditions and experience perceived by individual in
their early years of life, that is, before the social birth of an individual say, up to the age of five

years.

There are three parts of child ego: natural, adaptive, and rebellious. The natural child is
affectionate and impulsive and does what comes naturally, However, he is also fearful, self-
indulgent, self-centered and aggressive and may emerge in many unpleasant roles. The
adaptive child is the trained one and he is likely to do what parents insist on, and sometimes
learns to feel non-O.K. The rebellion child experiences anger, fear, and frustration.

Each person may respond to specific stimulus in quite distinct way form each ego state.

Tablel presents behavioral responses with each ego state.

Table 1: Behavioural responses with different ego states

Parent ego Adult ego Child ego
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Rules and laws Do's and| Rationality Estimation Seeing, hearing, touching
Don'tsTruths Evaluation ~ Storing  data Experiencing joy / frustration.

How to  Tradition F'9Uring outExploring Creating

Teaching Testing Wishing / fantasizing Feeling

Demonstrating internally Impulsive

Spontaneous

While analyzing ego states of a person, following aspects are relevant:

1. In the course of interaction, a person is likely to display all three ego states though one

egostate may be predominant.

2. One can observe the ego state of the person that is in control by observing not only the
wordsused by the person but also his postures, gestures, and face expressions.

3. Each ego state has both positive and negative features- it can add to or subtract

from aperson's feeling of satisfaction.
54.2LIFE SCRIPTS

When confronted with a situation, a person acts according to his script which is based
on whathe expects or how he views his life position. In a sense, man's behavior becomes
quasi-programmedby the script which emerges out of life experience. In everyday language, a
script is the text of a play, motion picture, or radio programme. In TA, a person's life is
compared to a play and the script is the text of that play. A person's psychological script is a
life plan, a drama which he writes and then feel compelled to live out. Thus, every person has
a life script. Script analysis is an examination of transactions and interactions to determine the
nature of one's life script. Berne has contributed most to the understanding of life script. To
him,

"Script is a complete plan of living, offering both structures- structure of injunctions,

prescriptions and permissions, and structure which makes one winner or loser in life"
54.3LIFE POSITIONS

The individual's behaviour towards others is largely based on specific assumptions that
are made early in life. Very early in the childhood, a person develops from experiences a
dominant philosophy. Such philosophy is tied into their identity, sense of worth, and
perceptions of other people. This tends to remains with the person for life time unless major
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experiences occur to change it. Such positions are called life positions or psychological

positions, and fall into four categories as shown in the following figure:

Image Source: Google images

1.

You are okay with me
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You are not okay with me

I am O.K. you are O.K. This is a rationally chosen life position. It is made after the
individual has a large number of O.K. experiences with others. People with this position
aboutthemselves and others can solve their problems constructively. They accept the
significance of other people and feel that life is worth living. This is based on adult ego.
When managers work from his position, they are likely to express a more consistent
pattern of confidence. They display a much higher level of mutual give and take. They are
able to express freely what they feel good about others because it offers little threat to

them. They delegate authority and feel comfortable with a spread of authority.

I am O.K. and you are not O.K. This position is taken by people who feel victimized or
persecuted. They blame others for their miseries. This is the case of aggrieved person with
an attitude that whatever they do is right. This is a distrustful life position. It usually results
whena person was too much ignored when he was a child. These are the people with
rebellion childego in this life position, the persons operate with parent ego. Managers
operating with this position are likely to give critical and oppressive remarks. They tend
to point out the flaws,the bad things, rarely giving any warm, genuinely carrying feelings.
They lack trust or confidence in the intelligence, skills and talents of others. They do not

believe delegation of authority and feel that decentralization is a threat.

I am not O.K. you are O.K. — This position is common to persons who feel
powerlessness in comparison to others. It is based on one's feelings about oneself.
Individuals who feel a clear distinction between themselves and the people around them
who could do many things thatthe individuals could not do, hold this life position.
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Persons with this life position always grumble for one thing or the other. Managers
operating from this position tend to give and receive bad feelings. They often use their
bad feelings as an excuse to act out against others, and when the whole thing comes full
circle, they feel guilty for their acts and turn their badfeelings against themselves. They

tend to vacillate in their behaviour and are often unpredictable and erratic.

4. 1 am not O.K. you are not O.K. This is a desperate life position. This position is taken
by those people who lose interest in living. They feel that life is not worth living at all. In
extreme cases, they commit suicide or homicide. This is the case of individuals who are
neglected seriously by their parents. Managers operating form this position, are likely to
get put down strokes from others. They do not make decisions in time, make stupid
mistakes or otherwise provoke others to give them negative reactions. They lack personal
potency, look toothers for final decisions, and delegate inappropriately.

One of these positions dominates each person's life. The desirable position is one that provides
an adult-adult transaction, that is, 'l am O.K. you are O.K." It shows acceptance of self and
others. The adults move into O.K.-O.K. position through psychological understanding and
conscious choice. This position can be learned through education, understanding, positive and
mature psychological experiences. The other three positions are less psychologically mature

and less effective.
5.4.4 TRANSACTIONS

When people interact, they involve in a transaction with others. Thus, when a stimulus
(verbalor non-verbal) from a person is being responded by another person, a transaction is said
to occur. The transaction is routed from ego states. Depending on the ego states of persons
involved in transactions, there may be three types of transaction — complementary, crossed and

ulterior.
544 a COMPLEMENTARY TRANSACTIONS

A transaction is complementary when the stimulus and response patterns from one
ego state to another are parallel. Thus, the message by a person gets the predicted response
from another person. In all, there can be nine complementary transactions. These are adult-
adult, parent-child, child-parent etc. The transaction is complementary because both are acting
in the perceived and expected ego states. Usually in such a case, both persons are satisfied and

communication is complete. Three complementary transactions are elaborated as follows:

1. Adult-Adult Transactions: The manager is the adult ego state tries to reason out issues,
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2.

clarifies and informs employees of issues, and has concern for facts and figures. His life
position is 'l am O.K. and you are O.K." This is an ideal transaction. Complementary
transactions in these ego states are very effective because both persons are acting in a
rational manner. Data is processed, decisions are made and both parties are working for
the solutions. Satisfaction is achieved by both persons from the solution rather than one
person (superior) having other person (subordinate) a dutiful employee or the subordinate
only trying to please his superior. However, there are some inherent disadvantages to the
adult-adult transactions. The elimination of the child ego can make the transactions dull
due to the lack of stimulation that child can provide. Sometimes adult-adult level may
prevent decisions being reached due to rational data-processing procedures and a deadline
may emerge. In such a case, the superior may have to take the decision with his parent
ego state. In general, however, this is the best type of transactions for organizational

functioning.

Adult-parent Transactions: In adult-parent transaction, while the manager attempts to
use the information he has processed, the employee in the parent ego prefers to use set
patterns and rules of the past. The employee tries to control and dominate the manager by
using the parent ego. The transaction style can be effective only on a temporary basis. It
can help a new manager understand the rules and guidance under which the employee
operates. There are many problems in this transaction style. An employee in the parent
ego may create hostile feelings towards managers with adult ego, particularly in the long
run. The employee may create other problem when other employees are working with
their child ego and recognizing his parent ego because he may have better interaction with

other employees.

Adult-Child Transactions: Adult-child interaction can be effective when the manager is
aware of the ego state of the employee. In such a case, the manager can allow the employee
inthe child ego to be creative. But there may be problem in this interaction when the
employee acts irrationally because of his child ego. Another problem in this context
maybe in the form of assumption of employee's ego who may be taken in adult ego but
this assumption may not hold good. This creates a situation that may be frustrating to the

manager and the employee.

Parent-Parent Transactions: The manager in the parent ego uses 'l am O.K. you are not
O.K." life position. He will be a source of admonitions, rewards, rules, criticisms, praise.

The parent-parent transaction can be beneficial in cases whose employee joins forces with
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the manager and supports him. There are certain disadvantages of this type of situation.
This may lead to unnecessary competition between the manager and the employee

because the latterwill promote his own idea rather than those of the manager.

Parent-Adult Transactions: In this type of transaction, the manager may be frustrated
because the employee will not perform as directed. At the same time, the employee may
also feel frustration because of the manager's failures to act as adult. Due to frustration,

such a relationship may not last long.

Parent-Child Transactions: This may be the ideal situation if the manager is interacting
with parent ego and the employee is acting in his child ego. The employee finds this
transaction advantageous in that it eliminates much responsibility and pressure. The child
prevents much conflict and provides for ease operation. However, this situation may not
be advantageous in the long run. This depends on the feeling that employees are not
capable of doing anything. The employee suffers form this interaction because he has to

surrender his adult ego.

Child-Parent Transactions: The manager in the child ego may contribute very little to
the effectiveness of management. This is so that, though creativity is one of the
characteristics of child, the role of a manager goes beyond this creativity. In the child-
parent transaction, the employee controls the manager in the child ego. The parent will be
strong on the child, and the manager will yield to the employee. The employee may hold
threats of punishment to the manager in the form of ridicule, loss of popularity or even in

demotion.

Child-Adult Transactions: In this transaction, the adult employee will control child
manager. The employee may become discouraged particularly when the manager makes
decisions on the basis of whims, fancies, and emotions which pose problems to employee
who wants to interact on the basis of rationality. A major disadvantage of this transaction
is that the organization may lose many good employees, particularly those who act on

rational basis.

Child-Child Transactions: The manager interacting in child-child egos is not capable of
leading his employee successfully and proves to be a liability to the organization. This
transaction may not be lasting because the organization will review performance. Both
manager and employee are acting on whim and fancy, consequently jeopardizing the

organizational performance.
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Although all these are possible complementary transactions in the organization because

the line of communication is parallel, not all of these are ideal for the organization or for the

people concerned. From this point of view, only adult-adult transactions are good. In some

circumstances, as discussed earlier, parent-child complementary transactions may be good.
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5.4.4b NON-COMPLEMENTARY TRANSACTIONS

Non-complementary or crossed transactions may occur when the stimulus-response
lines are not parallel. This happens when the person who initiates transaction expecting a

certain response does not get it.

The manager tries to deal with the employee on adult-to-adult basis but the employee

responds onchild to parent basis and the communication is blocked.

Crossed transaction is not a satisfactory one because the line of communication is
blocked and the further transaction does not take place. In such a case, the manager might
refuse to play parent-child game and may try again for an adult communication. Another
alternative for the managermay be to move parent-child state in order to resume communication

with the employee. Source of following image — Google.

Transactional Analysis: Crossed Transactions

Example 2:
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Crossed transactions can happen quickly. A comment from one ego state can trigger a response from a different ego
state. This explains why people ‘take things the wrong way’ or ‘bite your head off. The stimulus was directed at one ego
state, another responded.

5.4.4 c ULTERIOR TRANSACTIONS

Ulterior transaction is the most complex because the communication has double
meaning. When an ulterior message is sent, it is often disguised in a socially acceptable way.
On the surface level, the communication has a clear adult message, whereas it carries a hidden
message on the psychological level. Ulterior transaction, like blocked transactions, are

undesirable.
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5.45STROKING

Stroking is an important aspect of transactional analysis (TA). It is defined as any act
implying recognition of another's presence. The word stroking has originated from the studies
of the needs that babies have for physical affection for complete psychological development.
Now it applies to all types of recognition. People seek recognition in interaction with others.
Lack of stroking has its consequence both on physiological and psychological well-being of
the persons. The future of autonomy of a person depends upon the type of stroking he gets
since his childhood. Jongeward and Seyer observe that '‘People need strokes for their sense of
survival and wellbeing on the job'. In fact, strokes are a basic unit of motivation. As a general

guide:

1. The quantity and quality of strokes serves as either positive or negative motivation for

employees

2. A good share of satisfaction we get form work depends on the strokes available form

otherpeople

3. We can get strokes form the activities of the work itself- specially if what we are doing
reallyfits and we can take responsibility for it

For positive results on the job, it is crucial to give people positive strokes. If a person
does notget proper strokes, he learns to manipulate the environment to get strokes. Even if he
is not able to getstroking after manipulating, he settles for a state which gives negative. strokes.
This process may continue even after child grows older unless he updates his original

experience and becomes aware of the reality.

There are two types of strikes—positive and negative. The stroke that makes one feel
O.K. isa positive one. Words of recognition, affection, pat on the back are some of the examples
of positive strokes. As against this, the strokes that make one feel as not O.K. is a negative one.
Criticism, hating and scolding are the examples of negative strokes. However, people do not
always seek positive strokes only. They may seek negative strokes also for such reasons as
guilt or a low self-image. The negative stroke completes a social transaction for the people as
they thing it should be, that is, it provides social equilibrium form their point of view. For
example, when a superior criticizes hissubordinate for committing certain mistakes, the latter
may feel relieved of his mistake since expected punishment has been received. However,
negative strokes rarely change the undesirable behavior. Thepositive behavior can be secured

by avoiding the punishing parent-to-child approach and initiating an adult-to-adult interaction.
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Further giving and receiving of positive strokes can be learned and people can make efforts to

give positive strokes.
546 PSYCHOLOGICAL GAMES
A psychological game is a set of transactions with three characteristics:
1. The transactions tend to be repeated;
2 They make sense on superficial or social level; and
3. One or more of the transactions is ulterior.

The set of transactions ends with a predictable payoff- a negative feeling. Payoffs
usually reinforce a decision made in childhood about oneself or about others. They reflect
feelings on non- OKness. When people play games, they do things like this: fail to come
through for others, pass the buck, make mistakes, complain about and dote on their own
sorrows and inadequacies, and catch others in the act. Psychological games can be a powerful

force in preventing people and organisations from becoming winners.

Game players usually assume one or three basic roles: victim, persecutor, or rescuer.
Persecutors are characterised by such people who make unrealistic rules. Enforce rules in cruel
ways, and pick on little guys rather than people of their own size. Victims are people who
provoke others to put them down, use them and hurt them, send them helpless messages, forget
conveniently, and act confused. Rescuers are characterized by people who offer helpfulness to
keep others dependent on them, do not really help others and may actually dislike helping, and
work to maintain the victim role so they can continue to play rescuer. These three roles are not
independent, rather the players of psychological games often switch back and forth in their
roles. In many circumstances such characteristics may be real. For example. people may be
really victimised personally or politically, or discriminated against on the job. In such a case
they are real victims. However, psychological game denoted that people assume the role of

game players, and differ from reality.
5.4.6.1 REASONS FOR PSYCHOLOGICAL GAMES

People usually learn their game patterns right since their childhood. They learn to
believe certain things about themselves and about others, and act accordingly. As grown-ups

they play games for a variety of reasons, important of them being as follows:

1. To getstrokes. People want positive strokes on their jobs: However, when they are not

able to get these from others, they try to set a situation where they satisfy their needs for
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strokes.

2. Tostrengthen psychological positions: Games are generally played to strengthen people
hold non-OK positions, they try to emphasize it through the games. Jogneward observes
that most of us occasionally assume an | am not - OK position and arrange our worlds to
confirm it. For people who think themselves as not - OK, kick me games provide a

powerful way to reconfirm negative expectations.

3. To avoid or control intimacy — People who fear openness, accountability, and
responsibility in relationships, play games as avoidance. This is so because games put
distance between people. They can be used to control or block intimacy, keeping people

away from open and honest encounters.
54.6.2 METHODS OF PREVENTING GAMES

Games are essentially two-way transactions. Thus, they can be broken on either side.
However, an effective thwarting of someone's game is not possible without changing the
psychological position of the person concerned. This is so because it is unrealistic to assume
that the person is cured of game playing if suitable response is held. The person may be cured
of playing the game only in that particular situation or with the person, and there is possibility
that the person may play that game elsewhere. A therapeutic change is often necessary for
permanent change. The knowledge of TA gives for more effective control over hurtful or
harmful relationships on the job. Jongeward has suggested the following steps to overcome the
psychological games.

Avoidance of the complementary hand;

Avoidance of acting roles involved in games, particularly victim roles;
Avoidance of putting other people down;

Avoidance of putting oneself down:

Giving and taking positive strokes as against negative stokes;

Investing more of life's time in activities and intimacy; and

N o g M w0

Levelling the thinking with others.
5.4.7BENEFITS AND USES OF TA

TA is an approach towards understanding human behaviour. Thus, it can be applied to
any field of human interactions. This is more particularly related when people come for
interaction, and that too in interpersonal relationships. Following are some of the specific areas

where TA can be applied beneficiary.
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5.4.7a DEVELOPING POSITIVE THINKING

TA is applied to bring positive actions from people because TA brings positive
approach towards life and hence positive actions. TA brings a clear change from negative
feelings, confusion, defeat, fear, frustration, loneliness, pessimism, and suppression — positive
feelings — clear thinking, victory, achievement, courage, gratification, decision-making,
friendship, optimism and fulfillment. Such a change from negative attitude to positive attitude
is a source of psychic energy. Positive attitude makes people stronger and negative attitude
makes them exhausting. Whole objective of TA training programme is directed towards
positive thinking. Thus, its application can enhance the trust and credibility felt towards the
organization which are essential for good employee relations. Some of the specific areas for
developing positive thinking through TA are stroking positive reinforcement, inner dialogue as

related to decision-making, active listening and time-structuring.
5.4.7b IMPROVES INTERPERSONAL EFFECTIVENESS

TA improves interpersonal relationships by providing understanding of ego states of
persons involved in interaction. It emphasizes complementary transactions which ensure
complete communication and problem-solving approach. Since complementary transactions
can be learned by individuals in the organization, people can improve interpersonal relations
through TA. The effective managers may be able to analyse transactions with employees in the
organization. TA provides them with a theoretical framework within which to examine
interaction with the employees. The managers may be able to identify the ego states from which
both parties are interacting. A better understanding of themselves and of other persons will
make them more comfortable, confident and effective. The improved interpersonal relations

will bring effectiveness to the organization.
POWER OF GRAPEVINE

S5.5INTRODUCTION, CONCEPT & DEFINITION

A rapid flow of informal information from one person to another, which results in further
informal flow to the other people also is commonly referred to as the grapevine i.e., the
pathways along which unofficial, informal information travels. It is in contrast to a formal
organizational message, which might take several days to reach its desired audience,
information traveling along the organizational grapevine tends to flow very rapidly, often

within hours.

Informal information tends to be communicated orally. One interesting aspect about
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oral messages is that oral messages are communicated faster than the written ones but may

become increasingly inaccurate as they flow from person to person.

Informally socializing with our co-workers can help make work groups more cohesive
and may also provide excellent opportunities for desired human contact keeping the work
environment stimulating. Grapevines must be considered an inevitable fact in life in

organizational set-ups (Greenberg and Baron, 2000).

Walton (1961) in his classic study found that 82 percent of the information
communicated along a particular company's organizational grapevine on a single occasion was

accurate.

The problem with interpreting the figure is that the inaccurate portions of some message
may alter their overall meaning e.g., if a story is doing the rounds that someone got passed by
for promotion over a lower-ranking employee, it may cause quite a bit of dissension in the
workplace. However, suppose everything is true except that a person turned down the
promotion because it involved relocating. This important fact completely alters the situation.
This problem of inaccuracy is clearly responsible for giving the grapevine such a bad
reputation. In extreme cases, information may be transmitted that is almost totally without any
basis and usually unverifiable. Such messages are known as rumours. Typically, rumours are
based on speculations, which is an overactive imagination and wishful thinking, rather than
based on facts. Rumours race like wildfire through orgnaisations because the information they

present is so interesting and ambiguous.

The ambiguity leaves it open to additions and deletions and further additions as it
passes orally from one person to the next. Before you know it, almost everyone in the
oragnisation has heard the rumour and its inaccurate message becomes almost a ‘fact’. The
effects of the rumours can be profound. This is especially the case when oragnisations are the
victims of the rumours e.g., about the possibility of corporate takeovers may not only influence

the value of a company's stock, but also threaten its employees' feelings of job security.

Sometimes rumours about company products can be very costly e.g., a rumour about
the use of worms in McDonald's hamburgers circulated in Chicago area in the late 1970s. Even
though the rumour was completely untrue, sales dropped as much as 30 percent in some
restaurants (Thibaut, Calder and Sternthal, 1981).

In June, 1993, stories appeared in the press stating that people across the United States

found syringes in cans of Pepsi Cola. Although the stories proved to be completely without
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fact, the hoax cost Pepsi plenty in terms of investigative and advertising expenses (Lesley and
Zinn, 1993).

Grapevine Communication happens in every organization, no matter the company size
or industry. Grapevine affects the employee experience significantly as well as the business

performanceand your ability to build trust with your employees.
5.5.1 Negative sides of Grapevine Communication in the workplace
1. Lack of trust in the workplace.
2. Partial or false information in the workplace.
3. Misunderstanding and misinformation in the workplace.
4. Information overload.
5. Lack of control.
6. Lack of cooperation among employees.
5.5.2 Ways to deal with Grapevine Communication

1. Always keep your employees informed and provide credible and easily accessible

sources ofimportant information.
2. Choose the right communication channels to build trust with your employees.
3. Eliminate information overload in the workplace.
4. Engage your employees in two-way daily conversations.
5. Spot your internal influences i.e., your employees that other people listen to and trust.
6. Implement the right communication technology.
7. Inform your employees in a timely manner.

5.6 CONCLUSION

Johari Window and Transactional Analysis techniques have been developed to analyze and

improve organizational communication and interpersonal behavior. The awareness that Johari

Window analysis brings can make a significant difference. TA can be utilized anywhere the
people come to interact. Jongeward has suggested that transactional analysis is a practical and

useful interrelationship model for organizations because:

1. Itiseasy to learn
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6.

7.

It gives a positive communication tool that is practical and almost immediately usable

It helps to increase a person's on-the-job effectiveness because of better self-

understandingand greater insight into personalities and transactions
It may help solve personal and family problems

It gives a common language for people working together to attempt to solve their own

communication problem
It is a non-threatening approach to self-evaluation

It offers a method for analysing not only people but also organizational scripts

On the other hand, Grapevine is unavoidable and can be very unpleasant also. But the seniors

and super-ordinates need to make all efforts to curb its spread as much as possible and

create a trustworthysource of information.

5.7 Further Readings

'‘Group Processes - An Introduction to Group Dynamics' by Joseph Luft, first published
in1963; and 'Of Human Interaction: The Johari Model' by Joseph Luft, first published in
1969.

Barnes, G. (1977): Introduction, Transactional analysis after Eric Berne, Harper's

Collegepress, London, pp 12-28.
Berne, E. (1964): Games people play, Grove press, New York.
Berne, E. (1976): Beyond Games and scripts, Grove Press, Inc. New York.

Corey, G. (1995): Transactional Analysis, Theory and practice of group counseling, 4th
ed.,wadsworth, Inc, Belmont, pp 325- 343.

Mishra, Jitendra (1990). "Managing the Grapevine". Excerpts from... Managing the

grapevine. Public Personal Management.

CHECK YOUR PROGRESS

Q1.What do you mean by ego states as used in transactional analysis? What are the different

types of egostates and the behavioral responses that emerged from each ego state?

Q2.What do you mean by life script and life positions? What are the different psychological

forms of lifeas used in transactional analysis?
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Q3.What are the different transactions that emerge out of interpersonal interaction? Discuss the

situations under which each transaction is useful.

Q4.What are psychological games and why people play these games? Discuss the methods of
overcomingthe problems that emerge because of these games.

Q5.What is stroking? How does it affect the persons to engage in positive behaviour?

Q6.Your company is being victimised by a totally untrue rumour about a pending merger. What

steps would you recommend taking to put the story to an end? Explain

Q7.Your company is being victimised by a totally untrue rumour about a pending merger. What

steps would you recommend taking to put the story to an end? Explain.
5.8 Questions for Practice
QL. Discuss Johari Window: Levels of Self-awareness.

Q2. What is Transactional Analysis? What are the different psychological forms of life as used

in transactional analysis?

Q3. Discuss the concept and definitions of Organisational Behaviour.
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6.1 LEARNING OBJECTIVES

After completing this unit, you should be able to:
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e Understand the concept and importance of resilience.

o Explore the skills and strengths associated with resilience.

¢ Recognize the basic steps necessary to build resilience at the workplace.
e Understand optimistic thinking and how it affects professional outcomes.

o Explain the benefits of optimism and positive workplace.

6.2RESILIENCE

The word ‘resilience’ comes from the Latin word ‘resiliens’ and it refers to elastic quality of
a substance. The term ‘resilience’ is sometimes used interchangeably with other terms like
hardiness, positive coping, adaptation, adjustment, and persistence. In the psychology literature
resilience is used to describe the positive quality of a person’s response to stress andadversity

(Rutter,1987).
6.2.1 DEFINING RESILIENCE

According to Masten (2005): “Resilience as a phenomenon that is associated with positive

consequences despite major threats to adaptation of development.”

According to Ryff and Singer (2003): “Resilience iS maintenance, recovery or improvement
in mental or physical health following challenge.”

6.2.3 MODELS OF RESILIENCE

There are three resilience models that describe the influence of stress on the quality of

adaptation.

a. The compensatory model conceptualizes resilience as a characteristic that neutralizes
exposures to risk. There are four central characteristics of young adults who are
considered resilient: an active approach toward solving problems, perceiving experiences
in a positive manner even when they are facing stress, abilityto attract attention of other
persons, and a strong reliance on spirituality to uphold anoptimistic life view. Kumpfer
and Hopkins’s (1993) identified several compensatoryfactors such as optimism, empathy,
insight, intellectual competence, self-esteem, direction, determination, and perseverance.
Facing adversity helps individuals to develop those skill sets and competencies that help

in managing and coping with challenges and crises.

b. The challenge model posits that challenges and stresses increase the individual’s

capacity to adapt and be ready to face new trials and hardships.

105



c. The protective model of resilience is derived from developmental literature and systems
theory. It postulates that there is an interaction between risk and protection factors that
moderate the effect of exposure to risk and decreases the likelihood of adverse
consequences. The protective factors like healthy personality characteristics and problem-
solving skills ensure a positive outcome even when one faces stressful and negative life
events and circumstances. Several protective factors such as emotional management
skills, intrapersonal skills, academic and job skills, reflectiveskills, self-esteem, planning,
and life skills have been identified.

6.24 THE RESILIENCE CYCLE

A resilience cycle explains the phases through which individuals go through when facing stress.
(Patterson and Kelleher, 2005). There are 4 phases: deteriorating phase, adapting phase,
recovery phase, and growing phase. The resilience of the individual determines which phase

of the cycle one is in. Fig 1 graphically depicts the phases of resilience.
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Fig 1: The resilience cycle (from Patterson & Kelleher, 2005)

a) Deteriorating Phase: Individuals who are unable to adapt and accept challenges will fall
into a dysfunctional level and not be able to cope or survive the hardship are inthe

deteriorating phase. Some of the common emotions experienced in the phase are

denial, grief, and anger. The person may feel he is the victim. This is an unhealthy phase
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but most people do not remain in this phase for too long and generally come outof this stage

and move on to the next stage of adaptation.

b) Adapting phase: After the downward-inclined deteriorating phase, most employees

d)

bounce back and start to take some actions to start adapting to the new challenges, such as
change of boss, new demands of the jobs, and change in work culture. This phase is an
important transitional step that can take the person to a better phase of adaptation and is not
a phase to stagnate at. Some employees may initially adapt but may not completely adapt
and adjust fully and may therefore flounder at the survival level.

Recovery phase: Some employees may reach the recovery phase and will be back to the
maintenance level, also called the status quo phase. If one remains at this phase, one may
continue to function adequately, but then one loses a crucial opportunity to experience the
growth that the adversity provided the person to learn and enhance oneself.

Growing phase: A small proportion of individuals, with good resilience, are found tothrive
and reach the growing phase and move towards an upward trajectory. Some authors have
labelled this phase as the thriving or the flourishing phase. This is exemplified when
employees learn new skills, competencies, and surpass their prior level of functioning. This
shows that the challenges the employees faced made them stronger and they were benefitted
from the challenge. The concept of thriving is based on the premise that individuals are
capable of transforming adverse experiencesto gain benefit and derive wisdom and in doing

so move towards more meaningful and productive lives.

6.24 COMPONENTS OF RESILIENCE

Resilience includes both internal and external components. Internal factors are personality

factors and individual resources. These factors determine what meaning and interpretation a

person assigns to the situation at hand. This may include the personality trait of hardiness, the

coping strategies the person uses, use of personal and cognitive resources, positive self-

esteem threat appraisal, and being in control of one’s situation. The personality trait of

hardiness has been found to mitigate the negative effects of stressful events. Ungar (2004) also

includes factors like optimism, intellectual competence, and determination and perseverance

as essential qualities. Itis important to recognize, that one can increase resilience by developing

strategies for reducing one’s vulnerability to stress.

6.2.5 RESILIENCE AT WORK PLACE

Resilience is broadly defined as the ability to ‘bounce back’ when one comes across challenges,
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frustrations, and adversity at the work place (Janas, 2002).

Resilience is one of the core constructs of positive organisational behaviour (Luthans, 2002),
and has been defined as positive adaptation in the face of adversity (Sutcliffe & Vogus, 2003).
Generally, the concept of resilience has occupied an important place in several disciplines
including psychology, psychiatry, developmental psychopathology, medicine, human
development, and recently management, and leadership. In the field of management, resilience
is considered as an attribute that includes strength, flexibility, and minimal dysfunctional
behavior. Resilience is considered an important part of being an effective leader. Although
resilience may be conceptualized as a trait it is also considered a skill and like all skills it can
be learnt and increased. Several authors consider resilience as an active and dynamic process
that evolves over time (Centre for Confidence and Wellbeing, 2006). In the work place
environment, it is important that employers teach their employees to become more resilient at
their work place and in their working environment. It is conceptualized that there is a direct
relationship between the amount of stress that a leader faces in his profession and his capacity
to be resilient when faced with traumatic and demanding events. Resilienceis a multi-
dimensional concept and includes several cluster of factors that incorporate behaviors,

thoughts, actions, attitudes, and skills.

For example, Maddi and Khoshaba (2006) in their book entitled ‘Resilience at work: how to
succeed no matter what life throws at you,” discuss a case study where they studied employees
of a large US telecommunications company during a time when the industry was being de-
regulated. Over 12 years the company went through diverse changes and many employees lost
their jobs or faced personal life stressors. Despite these hardships, surprisinglymany employees
were found to have flourished. Interestingly, among those who retained their positions in
the company several of them rose to top-ranking positions and among those who lost their jobs
some started their own start-up companies or took important positions in other companies. The
research highlighted that most people did not succumb to stress but showing remarkable ability
to get back on track. Research has focussed on identifying the characteristics of employees that

distinguish the resilient from the less resilient individuals.
a. Importance of Resilience in the work environment

The World Health Organization (WHO) considers stress as the “global health epidemic of the
21st century.” According to the Centre for Disease Control and Prevention, one-fourth of all

employees consider their jobs as the primary stressor in their lives. Occupational stress
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affects personal and performance outcomes and thereby impacts communities, societies, and
nations. This has personal, social, and economic repercussions. For example, depression,
anxiety, burnout, and suicide are highly correlated with burnout at work. Burnout at work is
used to describe a state whereby employees experience physical and emotional fatigue and
exhaustion, depersonalization, and a sense of low personal accomplishment. Burnout can
impair productively, increase rates of absenteeism, labour turnover, and lead to physical and

mental health problems among the work force.
b. Building Resilience among individuals and work teams

Workplaces in today’s world is a place that is constantly changing and evolving as new
technological changes makes old ways of working redundant. There is a constant pressure to
adopt newer technologies, learn new skills, and work more efficiently. The constant pressure
of meeting deadlines and increasing profits in an economy which shows signs of slowing down
adds to the woes of workers in organizations. The modern-day work culture also desires that
workers remain flexible and adaptive of change. In the study of resilient and mentally tough
persons, Clough, Earle, & Sewell, 2002) identified four characteristics: Commitment,
Control, Confidence, and Challenge (Fig 2). These characteristics have also been identified
by Maddi & Kohsaba (2006) as associated with the individuals’ ability to bounce back from
the immense stress they faced in a radically changing workplace. These attitudes help the
individuals to stay connected and committed to the people around them, help them to determine
and influence the outcome of a challenge and hence remain in control and have a sense of
power over the situation, and not give up in the face of adversity. Being able to view change
and the related stress that any change evokes is as an inevitable part ofany work situation and

accepting this helps one to be flexible and adaptable.
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Fig 2: Components of Resilience (adapted from AQR International)

At the individual level, personal resilience can be increased by several strategies including
practicing mindfulness, being positive, having access to a good support system, having positive
relationships with co-workers and one’s supervisor, having insight into one’s emotions,
harbouring a good self-image, developing mental agility, and being at times detached by taking
regular breaks from work. Fig 3 presents the eight steps to become more resilient as given by
the Centre for Creative leadership (2016).

Positivity: It is important that employees have a positive attitude at work as it helps in
adaptation and acceptance of change. Putting energy and having ‘vigour’ is linked with
building personal resilience and wards of being burnt out and suffering from cognitive fatigue.

Vigour is described by capacity to put in the maximum effort at work and building personal
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Fig 3: Eight steps to become more resilient (Centre for Creative leadership2016)

e Emotional Insight: One can build personal resilience at work by strengthening emotional

insight and having awareness about the range of emotions one experiences at the work
place. Emotional insight is to some extent related to emotional intelligence (EQ).
Understanding the emotions of one’s co-workers as well and the impact their behavior and
actions have on others is also a useful quality in coping. Psychologically resilient

individuals are also emotionally intelligent.

Balance: There is a need to maintain a healthy work-life balance to promote work
resilience. All workers need time to relax, have time for family life and commitments,time
for leisure, physical exercise, and other healthy activities. Being only work orientated, one

may lose one’s sense of balance, and it increases the chances of burning out manifold.

Finding a sense of purpose or embracing Spirituality: Finding meaning in work, and
thinking and accepting that the work one is doing is contributing towards a greater good
and purpose can help against the effect of stress. Developing a sense of spirituality may
lead employees to view even hardships as having some positive aspects and help in
reducing the negative impact of stress.

Reflection: Becoming more reflective is another way an individual can build resilience at
work. In other words, being aware of one’s emotions and emotional reactions can serve to
buffer against the effect of stress. Being aware of possible ‘triggers’ to stress can also
provide workers opportunities to prepare and garnerresources so they are better able to

adapt and adjust. One can only seek support if one is aware that certain events trigger a
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stress response. Resilient workers monitor their own thoughts when they are under stress.

e Seeking out social support: Several authors have emphasized the need to build
relationships at workplace to build resilience It is beneficial to develop personal as well as
professional networks that can guide and support during times of crisissituations. One
should also increase one’s support outside the work environment and build outside work
social connections. These people can be available when support within the work
environment becomes more difficult to access. The resilient employee is a team player
who actively listens and is responsive to his co-workers.He seeks help and also gives

helps his colleagues in situations of stress.

e Paying attention to self-care and forging an identity: Research findings indicate that
resilient employees do not take their work too seriously. They pay attention to self-care
and try to nurture themselves when facing a difficult work situation. Introducing an
element of ‘fun’ at the workplace can help enhancing positive emotions among

employees.
c. Training for Resilience in the Workplace

Many corporate sectors and employers are increasingly recognizing the importance of
developing resilience among employees at work and managing the levels of stress effectively
to guarantee longevity of professional career, personal growth, and welfare of work
organizations. A survey of over 100,000 employees across the globe found that employee
depression, stress, and anxiety accounted for nearly 83% of all emotional health cases in
Employee Assistance Programs in 2014. A global survey of Human Capital Trends conducted
by Deloitte in 2014 found that 57% of participants opined that their organizations were not

helping leaders to manage difficult schedules and that there was a need to address

these concerns. Indeed, several longitudinal surveys have documented rising levels of stress
in the workplace and this directly impacts the mental and physical health of employees and

productivity of the companies.

Resilience training may take several forms including online training, group-based training, one-
to-one training and a combination of group-based and one-to-one training. The length of
resilience in the workplace training varies widely, from a single day brief training to weekly
sessions lasting several months. Resilience training generally focusses on teaching
mindfulness, compartmentalizing cognitive load, taking detachment breaks, and focussing on

controllable elements, and developing healthy relationships. Other training modules such as
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the University of Pennsylvania program called the Pennsylvania Resilience Program (PRP)
focuses on enhancing protective factors such as optimism, problem-solving, self-regulation,
flexibility, compassion-based practices, and relationship building. Some aspects of resilience

training are explained below:

e Mindfulness training: Mindfulness-based resilience training involves teaching of
cognitive strategies that focus on being in the present moment, and realistic goal setting.
These training programs are also called Mindfulness-based Cognitive Therapy and
Mindfulness-based Stress Reduction. These programs have been found beneficial in
improving accuracy of judgement, problem solving, cognitive flexibility,overall employee
well-being, and organizational performance. Online mindfulness programs are practical and
effective in decreasing employee stress and improving job performance and work
engagement. Several books and mobile Apps offer structured approaches to mindfulness
including: ‘Fully Present: The Art, Science and Practice of Mindfulness and Mindfulness:
An Eight Week Plan for Finding Peace in a Frantic World’. Useful apps include: Headspace,
Spire, Mental Workout, Calm etc.

e In one study resilience training to 29 full-time firefighters in a training program called
“Resilience @ Work” (RAW) was delivered through the online platform. Besides being
cost-effective, participants were found to have increased their resilience afterthe RAW
training.Compartmentalizing cognitive load: Shawn Achor, author of book entitled: ‘The
Happiness Advantage’; argues that employees have little control over the amount of
information that they receive but they can definitely control the load of cognitivetasks
by compartmentalizing different types of work activities that they do and avoid shifting
rapidly from one task to another. He suggests creating dedicated times in the day to do

specific works and not others also referred to as “serial monotasking”.

e Focusing on Controllable Things and decentring stress: “Decentering” stress is the
process by which individuals observe the problem, reflect, brainstorm, create options, and
take constructive steps to solve the problem, rather than worry and talk about it. Decentering
stress permits the core resilience skill of “response flexibility.” It teaches people to

reactivate their thinking centres of the brains rather than the emotional centres.

e Taking detachment breaks to re-energize: Employees are taught to relax and take short
breaks during work like walking for 5 minutes, take a long lunch break, detaching oneself

from their work desk, and doing something enjoyable for a short while. These practices help
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to ward off burn-out. Relaxation strategies like yoga, meditation, and breathing exercises

also help to create balance at work and provide relief from work related stress.

e Positive Relationships at Work: Employees are taught to avoid gossip, personal attacks
on co-workers, and toxic workplace discussions and gossip. Constantly talkingabout inter
personal problems and put-down of colleagues and boss only increase stress and anxiety.
Maintaining cordial relationships and fostering positive engagement with co-workers goes

a long way in enhancing resilience and promoting professional relationships.

e Four broad categories of outcomes such as mental health and subjective wellbeing
outcomes, physical outcomes, psychosocial outcomes, and performance outcomes are
measured to studythe outcome of resilience training at work place. Studies have found that
the training has a positive long-term impact on mental health and subjective wellbeing of
employees (stress, depression, anxiety, and negative mood/affect/emotion) A review of 14

studies showed that

e majority (12 studies) document a beneficial effect of resilience training. Evidence further
indicates that organizations that invest in their people tend to gain in the long run and the
return of training manifests in the form of lower health care costs, higher productivity, lower
absenteeism and decreased employee turnover.

CHECK YOUR PROGRESS
Answer the following questions in 80-100 words:
() Define Resilience.
(i)  Discuss the nature of resilience in the context of the workplace.
(i) Can resilience be nurtured?
(iv) Highlight the characteristics of Resilience.
6.3 OPTIMISM

Optimism is one of the central concepts in positive psychology, and is a complex one that

embodies several constructs. It is considered a positive emotion as well as character strength.

6.3.1 DEFINING OPTIMISM

Carver and colleagues (2010) defined optimism as “an individual difference variable that

reflects the extent to which people hold generalized favorable expectancies for their future.”
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Martin Seligman, the father of positive psychology, defines optimism as reacting to problems

with a sense of confidence and high personal ability.

It is important to understand that optimism is not an all or none phenomenon. It exists on a
continuum and people can vary on optimism by degree. Also, optimism can also varyaccording
to the situation at hand. To understand the construct, people at the higher end of thespectrum
are referred to as optimists and individuals at the lower end as pessimists. Pessimists believe
that bad events will be long lasting, are because of their fault, and undermines everything they
do. The optimists, when they face difficult events, tend to thinkof misfortune as a temporary

setback, not their fault but caused by bad luck, or caused by

others. Optimists perceive misfortune as a bad situation and a challenge to try harder next

time so that they succeed.
6.3.2 OPTIMISM AND HEALTH

Evidence has indicated that optimism predicts a number of short-term and long-term physical
health outcomes, including rehospitalisation after surgery, cardiovascular disease, incident
stroke, and mortality. It is also related to a number of biological markers tied to disease
endpoints, including ambulatory blood pressure, cortisol secretion, as well as levels of lipids
and anti-oxidants. Scheier et al. (2020) in a meta-analytic analysis of data from 61 separate
samples (N = 221,133) revealed a significant positive association with an aggregated measure
of physical health outcomes associated with the absence of pessimism and the presence of
optimism. In addition, recover faster from illness and traumatic events, less susceptible to
depression, and show greater pain tolerance. Optimism is also known to affect a person’s
immune system. Optimism is an important trait in coping with difficult life events like a change

in life events, natural and man-made disasters.

Research indicates that optimistic individuals have better social relationships, better academic
performance, and show greater flexibility in their thinking. Optimistic individuals are more
likely to enjoy new challenges and see new opportunities when faced with difficulties. They
tend to persist more in the face of adversity and look for solutions to difficult problems rather
than sit back and wallow in self-pity. Optimism is positively related to self-esteem, life
satisfaction, subjective wellbeing, and even socio-economic status. Optimists have beenfound
to be happier with their lives than pessimists. In the words of Seligman, “Life inflicts the same
setbacks and tragedies on the optimist as on the pessimist, but the optimist weathers them
better” (Seligman, 2006).
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Optimists are more likely to accept the reality of difficult situations and try to reframe these
difficult situations in the best possible manner, while pessimists are known to cope by denial,
self-blame, anger, and abandoning the task. Peterson (2000) states that research shows that
“optimism, however it is measured, is linked to desirable characteristics: happiness,

perseverance, achievement, and health.”
6.3.3 OPTIMISM VERSUS PESSIMISM

Optimism is not one overriding concept; it is entirely possible to be optimistic in some areas of
life and be relatively more pessimistic in others. Elaine Fox (2013) from University of Oxford
looked at optimism and pessimism from a different angle and considers optimism as astable
personality trait. In her book “Rainy Brain Sunny Brain. The New Science of Optimism and
Pessimism”, she names the brain circuitry that leads to optimism the “sunny brain,” and the
circuitry that leads to pessimism as the “rainy brain.” The “sunny brain” includes those
structures of the brain (nucleus accumbens) that are involved in processing motivation and
reinforcement; and neurotransmitters like dopamine that are involved inwanting and pleasure.
The optimists are therefore more motivated and persistent. Accordingto Fox, optimism
incorporates skills like acceptance, flexibility, coping, and feeling in control. Optimists feel
that have control over their future and their destinies and their actions matter in determining
what happens in their life. Optimists are more likely to persist to get what you want from life.
In contrast, the pessimists are more passive and less likely to act as they feel things are not
likely to work out so there is little point in making any effort. Optimism is being engaged with
a meaningful life, according to Fox, and the ability to acceptthe good along with the bad. On
the other hand, the ‘rainy brain’ is linked to the amygdala, that responds to signals of danger
and fears. Pessimists pay more attention to danger or negativity and feel that the world is full
of dangers and threats and one has to constantly wardthem off.

Indeed, positive psychology researchers have accumulated considerable evidence to show
that positive emotions and positive activities such as expressing gratitude, acts of kindness,
enjoying positive events, and practicing optimistic thinking can increase feelings of wellbeing,
life satisfaction, and happiness.

6.3.4 CONCEPTUALIZATIONS OF OPTIMISM

a) Dispositional Optimism — Scheier and Carver (1985) theorized the “disposition” towards
optimism in their studies, called “dispositional optimism”, considering it a trait of an

equilibrated personality, in time and in various situations, that influences the way in which
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b)

d)

individuals come to terms with present, past and future events in life. It is a global

expectation that future will be largely good. Optimistic people continue to pursue valued

goals and use more effective coping strategies, even in the face of hardship and difficulties.
Optimistic people according to this view are viewed as more resilient to stress and use more

functional and problem-focused coping strategies.

Optimistic Explanatory Style: Martin Seligman views optimism, as an “attributional
style”, characterized by the tendency to believe that negative events are external (I am not
responsible for the event) , transient and specific (the event is self-limiting and will not
influence other activities of life) factors e.g. prevailing circumstances. Optimists tend to
believe that positive events are relatively more stable and frequent than negative ones.
Seligman believes that optimism not only promotes individual well-being, but is also a
powerful tool that can help an individual find one’s purpose in life. According to Seligman,
“Optimism is invaluable for the meaningful life. With a firm belief in a positive future, you

can throw yourself into the service of that which is larger than you are.”

The Social Cognition perspective views optimism as the consequence of a cognitive
underestimation of risk and leads to what is known as ‘optimism bias.” The optimism bias
is also referred to as “unrealistic optimism” and refers to a person conviction that positive
events are more likely to occur than negative events. The optimism bias is defined as the
difference between a person's expectation and the outcome that follows. If expectations are
better than reality, the bias is optimistic; if reality is better than expected, the bias is
pessimistic. This view point was proposed by the cognitive neuroscientist Tali Sharot
(2012), author of the book ‘The Optimism Bias: A Tour of the Irrationally Positive Brain”.
Sharot suggests that this bias can lead one towards risky behaviors and lead to making poor
choices about one’s health. This bias is due to two mechanisms including lack of

information and poor critical insight of one’s own cognitive skills.

6.3.5 OPTIMISM AT WORK PLACE

In the modern-day life, marked by multitude stresses and strains, pessimism is becoming

increasingly common both in personal and professional life. However, research indicates that

it is optimism that drives work places forward and not pessimism. Optimism is an important

component of resilience. Optimism among workers contributes and adds immense value to the

workplace. The experience of positive emotions, along with resilience, can open up a range of

opportunities and possibilities, and increase the likelihood of problem solving rather than
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giving up when encountering hurdles. Positive emotions like grit and optimism also act as a
protective factor and ‘buffer’ against workplace stress. Workers with positive emotions are
more likely to enable individuals to make positive appraisals of what otherwise may have been
a stressful situation. Optimistic persons are more motivated and work harder in the face of
hindrances, perceive setbacks as temporary, and feel upbeat and energized both physically and
emotionally. Optimists use more problem-focused coping when faced with difficulties.
Focusing on opportunities rather than on hurdles is a key aspect of resilience. A growing body
of research indicates that being successful at work does not require talent and good grades but
also depends on one’s attitude towards success and failure. The level of optimism determines

to what extent one has initiative and persists when one encounters frustrations.

Optimism is linked to intrinsic motivation to work harder, persist during stressful and difficult
times, and display more goal-focused behavior. In several studies, Seligman and colleagues
(Seligman & Schulman, 1986; Seligman, 2011) reported that optimistic employeeshave greater
success at work place as compared to employees who are less optimistic. Research indicates
that organizations that have happy and optimistic employees are more likely to have increased
productivity, more creativity, greater teamwork, lower turnover, satisfied customers, and
higher profits. Optimism and employee happiness go hand in hand and this helps in building

other aspects in the organization.
a. Improving Optimism at Work place

It is important to recognize that both optimism and pessimism are contagious. A team of
optimistic workers in an organization will move towards more positivity in an exponential

manner while a team of pessimistic workers will spiral the mood down of its team manifold.

i. Tackling Cognitive Distortions: Seligman in his book entitled ‘Learned Optimism’
suggests that we need to change our distorted thinking, also referred to as ‘cognitive
distortions’. There are 3 cognitive distortions, also called the 3 P’s that help us to make
sense of our experiences: Personalization, Pervasiveness, and Permanence. One needs
to tackle these distortions if one wants to become more optimistic and less pessimistic at

work or even as a person.

e Personalization means whether one attributes an event to external or internal factors. The
pessimist person is more likely to blame self and attribute the bad event to internal
factors and blame self. Optimists, on the other hand, are more likely to perceive that the

cause of the problem is external and therefore can be fixed. This dichotomy is also referred
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to as internal vs. external attribution style.

e Pervasiveness describes the extent to which we tend to generalize the negative event to
other situations as well. One negative outcome may translate for a pessimistic person as
an outcome which will be all pervasive and define other situations as well. One may feel
that one may never ever succeed if one fails in one situation. This is also referred to as
catastrophizing. A person who perceives failure as pervasive or all-encompassing is also
more likely to believe that the failure defines him and will influence other aspects of life

also.

e Permanence describes whether a negative event or situation is perceived as temporary or
lasting. A pessimistic person is more likely to believe that a temporary glitch is
unchangeable while an optimistic explanatory style would perceive the event as something

Optimistic Outlooks

Perspective Pessimistic outlook Optimistic outlook

Personalisation ‘It's my fault’ ‘It's not my fault’

Permanence  ‘This is the way it will always be now” ‘This is just a temporary
setback’

Pervasiveness  ‘My whole life is affected’ ‘I'm not going to let this
affect anything else in my
life’

which would change sooner rather than later.
Fig 5: Seligman’s Cognitive Distortions and ‘Learned optimism’.

A word of caution needs to be sounded here; optimism does not mean being unrealistic,
optimistic individuals are aware of the pitfalls of being unrealistic. According to Elaine Fox,
optimistic realists, are true optimists, as they know just thinking happy thoughts will not lead
to any change, rather they believe positive persistent actions determine the course of one’s life.
Optimists do understand realism, but they believe in persisting and looking for solutions rather
than giving up and saying that it is not within the realm of possibility. Seligman emphasizes
the need to be adaptively optimistic and be aware of the downside of extreme or unrealistic
optimism. Seligman proposes some pointers to adaptively optimistic, such as being grateful
for one’s blessings, being helpful towards others, and tackling negativethoughts and beliefs.

ii. Reframing negative to positive self-talk: Science shows that optimism can be altered with
simple and low-cost interventions such as asking people to write down what they think about
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the best possible outcomes for their lives, such as careers, relationships, or friendships.

Challenging people’s beliefs and asking them to consider another way of looking at things

also has been found to be helpful. This technique is also referred to as "positive reframing."

Encouraging persons to put on the positive lenses as much as possible helps them to cultivate

a more automatic and optimistic frame of mind. For example, if people complain that the

pandemic made them miss out on social life,travelling etc asking them to focus on what they

may have gained while they stayed at home will help them to focus on other aspects such

as family time, spending time relaxing, eating healthy etc.

Pessimists can learn to be optimistic by learning a new set of cognitive skills. In order to change

and challenge one’s thinking one needs to imp

optimistic ways.

Table 1: Reframing negative to positive sel

rove the self-talk and reframe it in more

f-talk

Negative self-talk

Reframing negative to positive assertions

These deadlines are impossible to meet.

on one thing at a time and take thistask one step at

a time.

If I cannot answer the questions tomorrow aftermy
presentation, my colleagues will know | amnot so

intelligent.

prepared and | am sure that | will beable to answer|

the queries.

I will never succeed.

s challenging but focusing on one dayat a time will

ensure SUccess.

Seligman uses the ABC Technique (borrowed from the behavioural literature) to change the

explanatory styles of individuals. A does not cause C. B causes C. Seligman extends the model

to include the remediation — D (Disputation) and the resulting E (Energization). Hence the

ABCDE Model.
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the irrational irrational
ones beliefs

Adversity Matt loses his first two races

:

Belief Emotions: frustration, anger

.

Consequence | Self-doubt

Pessimism Optimism

. : Neutralize
Disreputation | the negativity

: : Positivity refuels
Energ ization motivation

v I;
Big comeback!

Fig 6: Seligman ABCDE Model

iii.Social Contagion Theory: Nicholas Christakis, a professor of medical sociology and
medicine, emphasizes the contagion of emotions within social networks. His research shows
that many emotions have an infectious impact, connecting to people who are optimistic and
positive can increase the probability of feeling more positive and healthier emotions. Social
contagion research suggests that individual decision making is shaped by collective, social
processes. Hence collective optimism—the shared, positive expectations about future
outcomes—is salient to key entrepreneurial outcomes in the workplace (Anglin, McKenny,
& Short, 2018).
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iv. Practicing mindfulness: Mindfulness has been described as a state of awareness
characterized by refined attentional skills and a non-evaluative attitude toward internal
and external events. Accepting what one can and cannot control in a particular situation
can greatly help in adapting and thriving. For example, if one does not get promoted one
cannot control this fact but one can control learning new work skills and competencies
that would help in getting the promotion next time. Mindfulness exerts its positive effect
on work engagement by increasing positive affect, hope, and optimism, which on its own
and in combination enhances work engagement. Well-being, on the other hand, is directly
influenced by mindfulness, which exerts additional indirect influence via positive affect,
hope, and optimism. Non-reactivity and non-judging have emerged in literature as

significant mindfulness skills in the workplace.
CHECK YOUR PROGRESS
Answer the following questions in 80 to 100 words:
() What is Optimism?
(i) How does optimism contribute to physical health and mental strength?
(i) Discuss the viewpoints / conceptualizations of optimism?
(iv) Why is optimism relevant to organisational functioning?
(v) Highlight the techniques of nurturing optimism at the workplace?
6.4 SUMMARY

The American Psychological Association (2012) posits resilience as the process of adapting
well in the face of adversity, trauma, tragedy, threats, or significant sources of stress—such as
family and relationship problems, serious health problems, or workplace and financial
stressors. As much as resilience involves “bouncing back” from thesedifficult experiences, it
can also involve profound personal growth. Resilience can be fostered via maintaining
perspective, accepting change, finding purpose and fostering wellness. At the workplace,
Commitment, Control, Confidence, and Challenge — these 4 characteristics, help the
individuals to stay connected and committed to the people aroundthem, to determine and
influence the outcome of a challenge and hence remain in control and have a sense of power

over the situation, and not give up in the face of adversity.

Optimism is considered a positive emotion as well as a character strength. Optimism isan

attitude reflecting a belief that the outcome of some specific endeavour, will be positive,
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favourable, and desirable. Workplace optimism facilitates stronger relationships within the
context of an encouraging work environment that is viewed positively by employees. Optimism
among workers contributes and adds immense value to the workplace. The experience of
positive emotions, along with resilience, can open up a range of opportunities and possibilities,
and increase the likelihood of problem solving rather than giving up when encountering
hurdles. Positive emotions like grit andoptimism also act as a protective factor and ‘buffer’

against workplace stress.

6.5 KEYWORDS

threats, or significant sources of stress

Resilience The process of adapting well in the face of adversity, trauma,tragedy,

us

Mindfulness The ability to be fully present, aware of where we are and what we’re

doing, and not overly reactive or overwhelmedby what’s going on around

will be positive, favourable, and desirable

Optimism An attitude reflecting a belief that the outcome of somespecific endeavour,

Cognitive Distortions [Habitual ways of thinking that are often inaccurate andnegatively biased.

Reframing Psychological technique that consists of identifying and then

viewed.

changing the way situations, experiences, events, ideas,and/or emotions are
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6.8 QUESTIONS FOR PRACTICE

Q1 What is optimism? How does optimism contribute to physical health and mental

strength?

Q2 Discuss in detail the components of resilience?
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7.0 OBJECTIVES

After a careful reading of this unit, you will be able to:
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e Interpret the concept of self-efficacy in your own words

e Analyse the theoretical rationale behind the concept

e Importance of the concept in organisations

e Interpret the concept of self-confidence in your own words

e Describe the relationship between both the concepts
SELF-EFFICACY

L1 INTRODUCTION

Self-efficacy is a person’s belief in his/her ability to succeed in a particular situation. Self-
efficacy can play a role in not only how you feel about yourself, but whether or not you
successfully achieve your goals in life. Of all the thoughts that affect human functioning, and
standing at the very core of social cognitive theory, are self-efficacy beliefs, "people's
judgments of their capabilities to organize and execute courses of action required to attain
designated types of performances”. Self-efficacy beliefs provide the foundation for human
motivation, well-being, and personal accomplishment. This is because unless people believe
that their actions can produce the outcomes they desire, they have little incentive to act or to
persevere in the face of difficulties. Much empirical evidence now supports Bandura's
contention that self-efficacy beliefs touch virtually every aspect of people's lives—whether
they think productively, self-debilitating, pessimistically or optimistically; how well they
motivate themselves and persevere in the face of adversities; their vulnerability to stress and
depression, and the life choices they make. Self-efficacy is also a critical determinant of self-

regulation.

Of course, human functioning is influenced by many factors. The success or failure that people
experience as they engage the myriad tasks that comprise their life naturally influence the many
decisions they must make. Also, the knowledge and skills they possess will certainly play
critical roles in what they choose to do and not do. Individuals interpret the results of their
attainments, however, just as they make judgments about the quality of the knowledge and

skills, they possess.

Bandura's (1997) key contentions as regards the role of self-efficacy beliefs in human
functioning is that "people's level of motivation, affective states, and actions are based more
on what they believe than on what is objectively true". For this reason, how people behave can
often be better predicted by the beliefs they hold about their capabilities than by what they are

actually capable of accomplishing, for these self-efficacy perceptions help determine what
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individuals do with the knowledge and skills they have. This helps explain why people's
behaviours are sometimes disjoined from their actual capabilities and why their behaviour may

differ widely even when they have similar knowledge and skills. For example, many

talented people suffer frequent (and sometimes debilitating) bouts of self-doubt about
capabilities they clearly possess, just as many individuals are confident about what they can
accomplish despite possessing a modest repertoire of skills. Belief and reality are seldom
perfectly matched, and individuals are typically guided by their beliefs when they engage the
world. As a consequence, people's accomplishments are generally better predicted by their self-
efficacy beliefs than by their previous attainments, knowledge, or skills. Of course, no amount
of confidence or self-appreciation can produce success when requisite skills and knowledge

are absent.

"If I have the belief that I can do it, | shall surely acquire the capacity to do it even if Imay not

have it at the beginning"” - Mahatma Gandhi

According to Janjhua, Chaudhary, and Chauhan (2014) self-efficacy beliefs offer the
foundation for human motivation, well-being, personal accomplishments, and affect the body’s
physiological responses to stress. In addition, stronger the self- efficacy belief, the bolder the
people in handling the stressful situations associated with their roles. Meera and Jumana (2016)
suggested that self-efficacy is multidimensional construct i.e., domainspecific or context
dependent. This means that high sense of efficacy in a particular domain may not necessarily
to occur in similar level of another domain. Even with in the same domain, there may be

different levels of self-efficacy beliefs occurring in different contexts.
7.1.1 ORIGIN OF THE CONCEPT OF SELF-EFFICACY

Woodward (1982) highlighted that Bandura introduced a separate social learning theory
basically independently from Rotter’s theory. The major additions in Bandura’s theory were
imitation or observation as a method through which behaviour could be acquired and,
afterward, the notion of self-efficacy was proposed. Bandura (1986) changed the name of his
theory from social learning theory to social cognitive theory. This change reflected the broader
scope of his theory and the main contribution of thought processes to motivation, action, and
affect (Bandura, 1986). The most important theoretical improvement was Bandura’s explicit
difference between outcome expectancy and what he named self-efficacy. Bandura suggested
that humans may believe that their own action would result in certain desired outcome i.e.,

having the high outcome expectancy and an internal locus of control, but at the same time,
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may also believe them to be incapable of performing that action. This

perceived incapacity was recognized as weak self-efficacy regarding the particular behaviour.
On the other hand, if the belief that they are capable of performing a particular action will be
high, then self-efficacy for the behaviour in question will be high. Finally, Bandura’s social
cognitive theory made a distinction between beliefs with respect to how the world works i.e.,
outcome expectancies, and beliefs about what they are capable of doing i.e., self-efficacy.
Bandura’s work showed that recognizing self-efficacy as a distinct and important determinant

of behaviour avoids ambiguity and thus has obvious usefulness (DeVellis & DeVellis, 2001).
7.1.2 SOURCES OF SELF-EFFICACY
According to Bandura, there are four major sources of self-efficacy:

Mastery Experiences based on Past Experiences: When a student has a successful
experience in some of his work, the level of self-efficacy increases in him, on the other side
when he has some bad experience, the level of self-efficacy decreases. Mastery experiences
in which the students try and then get success became helpful for students to learn more skilful

activities in life and get enjoyment in doing those.

Verbal Persuasion: Thirdly the people who are one’s well-wishers like parents, guides,
teachers, officers, coaches can help the students in achieving higher level of self -efficacy. One
can be aware of the situation that more the difficulty in struggle, more is the result in one’s

favour.

Vicarious Experiences: Secondly self-efficacy can be achieved through the observation of
some great people particularly when those people are one’s icons, role models or ideals. And
by following such people and taking the same path of struggle which was adopted by those

successful people, one can experience self-efficacy.
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Psychological/Emotional States: Regarding emotional psychological influence on self-
efficacy, one can judge that the positive emotional state helps the students in scoring more than
the students with poor emotional and psychological state. Positive emotions help in boosting

the students’ confidence and getting self-efficacious.
7.1.3 EXAMPLES OF HIGH SELF-EFFICACY

e A man who is struggling to manage his chronic illness but feels confident that he can get
back on track and improve his health by working hard and following his doctor's

recommendations.

e A student who feels confident that she will be able to learn the information and do well in

a test.

e A woman who has just accepted a job position in a role she has never performed before

but feels that she has the ability to learn and perform her job well..
7.1.4 EXAMPLES OF LOW SELF-EFFICACY

e People who are low in self-efficacy tend to see difficult tasks as threats they should avoid.
Because of this, they also tend to avoid setting goals and have low levels of commitment

to the ones they do make.

e When setbacks happen, some people tend to give up quickly. Because they don't have
much confidence in their ability to achieve, they are more likely to experience feelings of
failure and depression. Stressful situations can also be very hard to deal with and those

with low self-efficacy are less resilient and less likely to bounce back.
7.1.5 IMPORTANCE OF SELF-EFFICACY

Self-efficacy can play an important role in health psychology and how people manage
their health, nutrition, and illness. For example, having a strong sense of self-efficacy can

help people who are trying to quit smoking stick to their goals.

Maintaining a weight loss plan, managing chronic pain, giving up alcohol, sticking to an
exercise schedule, and following an eating plan can all be influenced by a person's levelsof

self-efficacy.

Bandura suggests that self-efficacy can benefit a person's sense of well-being in a

number of ways. For instance, they remain optimistic and confident in their abilities, even when
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things become difficult.
7.1.6 SELF-EFFICACY THEORY

Bandura (1986, 1997, 2001) developed a social cognitive theory that believes that human
beings having some strength or capacity to exercise limited control over their lives. In addition,
humans use their cognitive processes for self-regulation. He pointed out that human functioning
is an outcome of the interaction of three elements, viz., person, person’s behaviour, and the
environment. Bandura (1986, 2001) named to this interactive triadic model as reciprocal
determinism. The model of reciprocal determinism can be explained bya triangle with; person,
person’s behaviour, and environment which are shown on the three corners of the triangle and

each element have some effect on the other two elements.

Personal
determinants

Behavioural Environmental
determinants determinants

Image Source: Google images

Bandura (2001) identified self-efficacy as a significant factor of the person element and defined
it as “people’s beliefs in their capability to exercise some measure of control over their own

functioning and over environmental events.”
7.1.7 SELF-EFFICACY AND ORGANISATIONAL BEHAVIOUR

Rathi and Rastogi (2009) conducted a study to explore the relationship of emotional
intelligence, occupational self-efficacy, and organizational commitment. Results showed the
significant positive correlation between emotional intelligence and occupational self-efficacy,
whereas no significant relationship was observed between emotional intelligence and
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organizational commitment. Further, no significant positive relationship was found between

occupational self-efficacy and organizational commitment.

Akhtar, Ghayas, and Adil (2013) made an attempt to explore the self-efficacy and
optimism as predictors of organizational commitment among bank employees. Results
indicated that self-efficacy was positively and significantly correlated with optimism as well
as organizational commitment, while significant relationship was not found between optimism
and organizational commitment of employees. Further, multiple regression analysisrevealed
that self-efficacy alone emerged as significant predictor of organizational commitment. Private
sector bank employees showed higher level of organizational commitment than semi-public

sector bank employees.

Law and Guo (2016) carried out a study to examine the relationship of hope and self-
efficacy with job satisfaction, job stress, and organizational commitment for correctional
officers in the Taiwan prison system while controlling for the shared effects of the nature of
the institution (i.e., for male or female inmates) and personal characteristics of the officers (i.e.,
gender, age, and years of work experience). The results indicated that hope had a significant
positive relationship with job satisfaction and a significant negative association with job stress.
Further, self-efficacy showed significant positive association with job satisfaction and
organizational commitment. Finally, job satisfaction had a significant positive association with

organizational commitment.

Zeb and Nawaz (2016) conducted a study to examine the influence of self-efficacy on
organizational commitment of academicians of Gomal University, Khyber Pakhtunkhwa,
Pakistan. Their findings indicated the significant positive relationship between self-efficacy
and organizational commitment. Further, self-efficacy emerged as significant predictor of

organizational commitment of academicians.
7.1.8 TIPS TO IMPROVE SELF-EFFICACY

e By choosing difficult tasks: Self efficacy can be improved when one chooses a difficult
that to be done and stress as sometimes the work is difficult while the ability level is low.

But the level of self-efficacy can be improved by facing the problems andsolving them.

e Teach specific learning strategies: A concrete plan should be given to the students for
working on a project. It may be applied to overall different study skills, such as toa certain

project or preparing a test etc.
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Use peer models: Students can learn fast if they watch a peer succeed at some tasks. These
peers can be taken from the various keeping in mind their gender, social circles,ethnicity,

achievement level etc.

Capitalize on student’s interest: Concept or course material should be according to the

interested in students. The students may be interested in sports, technology etc.

Allow students to make their own choices: The students should be allowed to make the

around choices for this purpose certain areas of the course should be setup.

Encourage students to try: The students should be encouraged from time to time to do their work.
Consistent credible and specific encouragement is always helpful. For example they may be

By using
difficult
tasks Teach
specific
learning
strategies

By giving
frequent
feedback

Some tips to
improve self
efficacy Use peer
models

Encourage
students to

try

Allow
students
to make

their own
choices

capitalize
on
student's
interest

encouraged to write a report, prepare, schedule etc.

Image Source: Google images

By giving frequent feedback: Self efficacy sometimes depends on the teacher’s proper
feedback to the students. Unnecessary praise or hyperbole while giving feedback on

student’s performance should be avoided by the teachers. The teachers can help the

132



students getting self-efficacy with frequent proper feedback.

e By encouraging accurate attributions: The students should be making understand that
their failure is the result of their not following the instructions properly. They did not spend
sufficient time period on their project work and also, they did not adopt appropriate
learning strategy.

SELF CONFIDENCE
L2 INTRODUCTION: CONCEPT & DEFINITION

Self-confidence is a highly acclaimed personal ability, which helps in making one’s life much
easier and productive. It can help in making progress and also helps in maintaining dignity.
And this quality of confidence makes a person powerful, mentally strong and makes him ready

so that he can face all the difficulties resiliently.

According to Snyder, Lopez, Shane (2009), “One’s self-confidence increases from the
experiences of having mastered particular activities.” Regarding the qualities of self-
confidence, it must be known that self-confidence is a positive facility of mind”. It helps a man
in making him clear that in future he can boldly face such type of problems. Self- confidence
helps in raising one’s self esteem or one can evaluate one’s own worth. Some writers make a
difference amid self-confidence as a common personality characteristic and asa specific trait,
ability or challenge. Difference exists amid self -confidence and self-efficacy (Judge, Timothy,
Erez, Amir. Bono, Joyce, Thoresen, Carl, (2002). Self-confidence indicates the general
characteristic of one’s mental ability as mentioned by Albert Bandura - “Self- efficacy is a
belief in one’s ability to succeed in specific situation or accomplish a task." Self-efficacy may
be referred to as the specific type of self-confidence. It can be said that many people have the
common confidence of doing small jobs or daily routine activities like cooking meal, shopping,
sieving, stitching etc. while they lack the confidence of taking majordecisions or writing poetry
or writing plays or novels etc. though sometimes both the activities can be considered as
correlated (Luszczynska & Schwarzer 2005).

7.2.1 MAJOR BARRIERS TO SELF-CONFIDENCE:

e [ear: Itis the first obstacle to develop self-confidence. It may be the fear of failure orfear

of ridicule.

e Inferiority Complex: It may generally arise due to unfair comparisons. Though, itcan

be overcome with practice and by working on one’s strengths and not letting the
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weaknesses OVerpower.

e Worrying: It is again a predominant factor which loses our confidence. It should be

thought that worrying never solves the problem rather it increases our problems.

e Negative Thoughts: It is also a barrier in our self-confidence. It can be removed by
positive thoughts.

7.22FIVE KEY ATTRIBUTES OF INDIVIDUALS WITH HIGH SELF-
CONFIDENCE:

e An evolved sense of Self-Esteem

e Happiness in life

e Abandonment of Self-Doubt

e Freedom from fear, anxiety and stress

e  Self-motivation (Intrinsic Motivation)

L3RELATIONSHIP BETWEEN SEILF-EFFICACY & SEILF-CONFIDENCE

Self-efficacy is not the judgment of what a person has done but what that person thinks,
perceives and believes that he or she can do. It is that perception of one having the power or a
belief to affect and produce by completing particular tasks or activities related to competence.
In other words, it is the process to understand oneself and the various aspectsof one’s
personality. Self-efficacy relates to person’s perception of his or her ability to reach certain
goals or objectives. For instance, one may believe he or she is capable of performing a certain
task, which will produce certain goals. An athlete or a footballer that has high level of self-
efficacy has expectations of getting positive outcomes. Self-efficacy is viewed as self-
confidence in particular situations. However, self-efficacy affects the choice of sports or
activity, persistence at the sports, and the amount of effort extended. For instance, somebody
might be generally self-confident in certain sports but when it comes to playing golf that the
person is not good at, they might have very low self- efficacy in those circumstances. Self-
efficacy is described as the belief in individual capability in executing and organizing sources
of action which are required in managing prospective situations. In other word, self-efficacy is
described as the self-judgment of an individual’s belief in his or her own abilities and
competence. People with very high levelof self-efficacy seek challenges, attribute success to
the internal factors such as effort and ability and these elevate confidence and also increase

expectations of succeeding in the next challenge. However, individuals with low level of self-
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efficacy, adopt some avoidance behaviours, give up easily as well as become anxious when a
task is difficult and attribute failure to the internal factors. This results in a decrease in
confidence and reduces expectations of success in the next challenge. On the other hand, self-
confidence lowers the anxiety by creating a positive expectation of success. Additionally, self-
confidence increases one’s motivation by raising the perceived competence and enhances one

concentration by eliminating distraction from a negative personal putdowns and thoughts.

Self-confidence is further described as the assertion or the trust in oneself, believing in a
person’s own aptitude, making choice that might be referring to the general context or to the
specific doings or events. It can also be referred to as self-assurance. On the other hand, self-
efficacy is that capability of a person to attain required outcomes. Those sportsmen and women
with high level of self-efficacy tend to have high desire, high obligation and also are able to
reinstate themselves after facing failures better than those individuals with low level of self-
efficacy. Self-efficacy enables individuals to view heavy responsibilities and tasks as
challenges to be tackled or handled rather than as arisk or danger which has to be avoided at
all times. Feelings of a greater or higher level ofself-efficacy are associated with improved
performance in the athletics competition or in exercises as well as improved levels of any sport

related performance.

Self-confidence is described as the belief which one can successfully execute specific activity
instead of the global trait which accounts for the overall optimism. It is a more stable and a
comprehensive personality characteristic, whilst self-efficacy is unstable, fluctuating and
changing rapidly depending on circumstances. As the self-efficacy builds, the levels of self-

perception increases and in return, builds self-confidence.

CHECK YOUR PROGRESS
Q1. How does someone get to suffer from low self-efficacy and what can be done to raiseit?
Q2. s self-efficacy required in daily life? How are self-efficacy and self-confidencerelated?

Q3. Do you think believing in yourself matters in all the areas of life be it education or
organizations? Explain.

Q4. How does self-efficacy influence performance?
7.4 CONCLUSION

Building belief in our own capabilities increases our level of self-efficacy and influences what

we are able to do. This increasing belief in our own power to effect change is a catalyst for a
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range of new, healthy behaviour patterns. For example, we can maintain a more positiveattitude
that in turn positively impacts our emotional state and level of motivation. We are better able
to find the strength from within to accept setbacks as challenges and to persevere in the face
of difficulties more easily. For instance, while exercise may be more difficult forus (and in
some cases, it may seem entirely too hard) by applying self-efficacy principles we can,
particularly with the help of others, reinvigorate our exercise regimen and gain the quality of

life and symptom improvement exercise can bring.

The summation of your experiences, actions, and circumstances is unique to you. Self-
confidence refers to how much you believe in yourself. It refers to appreciating all these
qualities that you have and believing you are worthy of all the good things on earth. Everyone
should have self-confidence. Self-confidence is such an invaluable trait to have. In fact, it is an
essential human need. Self-confidence is necessary for normal interactions and the right
reactions to all situations in life. Also, being self-confident presents you with opportunities in
life. If you have low self-confident you need to pick up your socks, open your eyes and

realize how much you are missing out by not realizing your full potential.
7.5 EURTHER READINGS
e Bandura, A. 1997. Self-efficacy: The exercise of control. New York: Freeman.

e B.J. Zimmerman. Becoming a self-regulated learner; which are the key subprocesses?
Contemporary Educational Psychology, 11 (1986), pp. 307-313

e Bénabou, R. and J. Tirole, “Self-Confidence: Intrapersonal Strategies,” IDEI mimeo,June
1999.

e Weinberg, B., “A Model of Overconfidence,” Ohio State University mimeo, August1999

L6 QUESTIONS FOR PRACTICE

Q1 Discuss the concept of Self-efficacy.

Q2 Isthere any relation between self-efficacy and self-confidence? If yes, explain.
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1.1 &adt / 990 AY'S ©f A3HS W3 WHIHS - d=-Us= (Job / Workplace

Satisfaction and Dissatisfaction — Introduction)
&I S AIAS, “fIR S I 7 St © IAIMIT T HBTFE © 53 @n B widTerfed
A S IH ILEIHA WEHET 37 (Locke, 1976) &t T AZHST § 89 AN 3 &t <t
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1.1.1 $aJt T WHIAS © &3 (The Consequences of Job Dissatisfaction)
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Active
EXIT VOICE
€9, eg.
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leaving jurisdiction; collective action:
optiqg for privatized signing a petition
services
8., e.g.
not following public trusting officials;
issues; defending the community;
believing there is no believing community problem
point complaining will be solved
NEGLECT LOYALTY
Passive

Fig 1: The Exit — Voice — Loyalty — Neglect Model (From Dowding and John,
2012).

o foam (Exit): for &g B wifrdt AfESY 3wy vy § ©9 a9s <t 8t I aHs I A



A3ndHsd &dl J1 fog fai Sudt ARer &9 A 7 far 39 fegr ffo 39<8 & Har

II& &g WaeT a9 AT JI

o W (Voice): ferer »iaw I T3 fdaret § TI9 dIaa w3 T8I § HUSS 38
I8 YT SIo7| Ie-a% feuers el fiarfe3 ©9d s9<r@e A Aufes 3 o gahis

A8 ydoe 3973 feuat § Ades & g 98t 88 g JuaaHd Aes & & 7

IS I

o TITII (Loyalty): for T H3B" I fa AfESMIT € AUdS T SRE &% 3 adatl frg
€9 g I ffa wiH3Hc JoHT o 831 9T I W3 FO'd ©f T agT I W3 SIF JIT
J o Adles AS fdATar © I3 fE9 At a1 s54r|

b. Henne and Locke’s (1985) H'3% HS™ foer J g fenia 3t &adt 3 wH3He A agd
JT Bd ITEIHS I 3 YIifdfanr g€ I&1 §3A™T < oA were © 9, Bd
g WUEr 393 © fona3iars niem w3 AfEST © ufgedss © wiog 3 B
feasfug IEAST 39 JI&dN feasud ureT fesagad (fafgwrydh) #F
HofeIMIress J At J1

Cognitive Processing

Decision Making
Choice

Action Alternatives Psychological Alternatives

Job Performance Change perception
Protest Change values

Withdrawal Change reaction

Consequences of Choices
Life satisfaction
Mental health
Physical health

Fig 2. Model of Job Dissatisfaction (Henne and Locke, 1985)
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JOB DISSATISFACTION Herzberg’s JOB SATISFACTION
Two-Factor

Principles
Influenced by Improving the Influenced by
Hygiene satisfier factors Satisfier
Factors increases Factors
job satisfaction

* Working conditions * Achievement

* Co-worker relations * Recognition

» Policies and rules Improving the * Responsibility

» Supervisor quality hygiene factors * Work itself

* Base wage, salary decreases * Advancement

job dissatisfaction * Personal growth

Fig 3. Herzberg Two Factor theory

fEg3 & WaHg, IIHEI & YASTe3 37 i3 Aeret @ He = o v Emif AfgShf, sfudt
it A3, Af-JaHT M &% AST, €3 S e w3 IInfAd He A e Hds KT
g HE I%; &9t T H3RS {9 Wae's &d urear| Isid, 89 ofH I wiAzgraes  § wege
BH g Iol OTIds B8, faast & a3t Afg-sgHgat w3 89 wigfenw <3 Ifgs @8
Bt &% R AeY, U 359, W3 dadt T AIfem & Wre I &8 WHIHSS™ w3 e
gefen @ AR I'9d I fog a9 ofH Tl B & H3R R WaeTs &t e Is| Y4,
= I AE®3™ 8 Ha, YuSt & a3, 3 € ge<3, Aersedl W3 33ai € Hal; ! &8
HIRS 2@ @ &8-&8 g8fant § §3mI3 99s & AHTET J| IIn=Iq e WeH'S, HAss
& IIHTIM &Y T w3 WHIHST § TJ 596 B8 ATE € I9a & AEfus d96 <
Hg93 I w3 de8 3T It Y3 fd3et yast § 83993 a9 & dH I3ad! fid &8

fena3t w3 ArEe B8 AT 3HA 631 foase Ia|

b. B & Af5Q fa@St (Locke’s Value Theory): W31eE € 8 (1969) & YA3Tes o137 X
St & AZEST §< It I fifa Sadt 38 YUz 879 @A dadt B fana3t €t it &%
NS Hie I&| 7 JE fong St @R T €t aed I I 7 @I U3 ager J, 3 feg Handt &t
FT& B & AT J| A 33N eSS 7 JFe & IS, 37 i fogrmr & e 8% yzer J|
&adt 3 fogret At @i’ fegara wHIE3™, w3 1 yu3 der J, sanardmit ffg wH3HS e
g5 geer I i), B S o I3 @I s A fa fena 3t & 7 v @ fam ufag <3 Juer 3,
GHIT" U JE / Uit &7 JT 3 HIESIMHIHST © Utd § HuH J39r| fed A 39 3 €9
WS 2 &3t/ 3137 58 /o I (A= a4 3599, =ue & Ham) |




c. Vroom’s (1964) &adt €t ﬁaﬂ?ﬂ T fAOi3 (theory of job satisfaction): &g fAO3
Yr3Te3 gger I 3 s ganord! ferer daer I fo @A Afin ASISTIudT Yedns €8
& Ar<dh, w3 A YTIne © wad 3, GRd BT 9 fdar A fenSiers Sifoni § I9

HA3HC 3T Il

Vroom (1982) & &It & HZHT § fefymiss 39 3 foauds d9s 3¢ 8 f35- 2diess
AHIEIS fanrg Si3r -

yJ=" (Motivation) =Ex I x V

@Hle Expectancy (E) - £ 89 yU3 I35 € W41 IT © Wdl g1 o oH 3 S i3

YTIHG © fegad A 18 i I3 JI

fEHSASBE Instrumentality (1) - feg wia? I3 TgAGer J, fiA § I3 Tt €915

B 3T AT

€3I 2 Valence (V) - f£I 15 I 7 fa FgTfed ymed / 813 &% 7" J A J1 g
graerfed I Ao I (OHT, 399, AX ) Hoyust & gea A 920 |

Effort ¥ Performance —— Outcome " Motivation

t— 1

Expectancy: |nstrume ntality: Valence:
Perceived probability  Perceived probability that  Value of expected
that effort will lead to good performance will  outcomes to the

good performance lead to desired outcomes ~ individual

Fig 4: Vroom’s (1964) Expectancy Theory
Vroom & fHer dfenr fa §fie, Araer w3 ArH 9 8 agroral T fereA, Hefefamiad

39 3 JisT3z Fger I3 for B f8q Ygd #aSt der gavr Ji foeg urt § =ur@e w3 Tde
& Wic 335 B8 I IITT I



d. AfgSer3 fA@dM (Situational Theories): IMIACTE G, HAG!, W3 IBHAASG (1992) &
A3 JI37 3 &9t € #3He w3 wiHgn! Afast At fenmare w3 Afast A
Wese g T §3UT J1 HragsTe & fier afenr i Afa3t Agdt ferms=t w3 AfEst
A wease T gN% 99 Ufgg @ Wi wid &8 AYST dadt < Agndt T g Hegs
iyt J|

AfESt A fenms=t 87 Je I& 1 S9HT'l © 393 f5u3ds fRT &dt Jemf & ud
It {9 AZA! © Uug & AtH3 # AYB3 Tt & Ander ISt 3 iR 13, 3aurg, o S
A, S 573 Trae, faararat <t Yfaast, fedra © Ha, w3 sfudt Emif Si3i fanast
Sadt A dds 3 Ufgst AfESt At feRn3< € HodE JIe IS

AESt A0 weaet @ O JEM I6 1 &adt & 3 IME TUIEM I6 1 &H 7 WSS,
AT 3HS A ST IHA I AdeM’ I6| AT IHS Weare (99 Jaft arggmrdt ¢ @7
Schit T AHT 7IHS J o' 3, A i 3t vifle § AS 939 €9 Juer; 7 fd sargrand
weae g saATd Guads, A AfgaaHT A IUIeHiad &8 A3 3eW HTHS J Aaer

JI

1.2 aH T8} 57 3 I=™ (Stress in the Workplace)

SH € Hiedg © wiEd, Ganster and Rosen (2013) & 3™ & “@J Yffan far enrar i =&t
B T HSIMTSE wgge W3 HaTt (3e™) H&RE W3 Adiad fHa3 g 83 AR (3em) »i3
a3t =™ H Tl B @ T3eds © QIat ufgsnrt € YyIiagH & Tuder I A fan
fena3t & Adtga w3 / 7 HSfRfamiesd Bdfemir w3 Bftmir & u33 ffg uge Il

Beehr and Newman (1978) @ WaH'T, “&ad 3= fig wifadt Afgst 3 7 39 w3 Qs it
St © Wt IERS 3 U gat 9 w3 3 [T B9 STEig engr egAe il I 1
8I&" § BTG © W SHI ™ 3 ITdE BE HAgd I I&” |

B2 A 39 3= SIGWEC T I1I6 HE AT J A § “&adl <3 JiEig wizg-fenaSiaz
3= € Aoy {9 Hafefamisd 3 = ufgs iz i3 famir J) s9enwge 8< der I
AC J8 fowa3t §F 3 S IrEv Har T HarsS 96 g WHSE Jer J1 sgewge




o feRms<t fg AHS I gd<ec, Aedee, fesomit w3 f6ddusT € aars, dH A
AT {9 wiudr T, w3 st & 8 6w we (HASg, #adl, w3 dicg, 2001) |

121 SH T8 g 3 Iem @ wage & yIfes a96 T8 99 (Factors Affecting

Experience of Stress in The Workplace)

a) fenwa3ar3 aga (Perception): f3& Y I/g9d 7 oM ‘3 Iemi/3e™i & a3 Was<

& fsgurds age I&:

e  T'I&T (Assumption): I G Jer I A fowa3t ffg AHSE I8 9 §Js 38 far ¥33
&8 &froe B8 AI3 ad Ia| for fE9 faR IH B8 a7ad IgHTI, AN AT, &3t
ATesT A SAS BT © WgIe B We 7S J Al JI Iemi S ySiigpe feg &dt 5
g &t 373 AB WAS 9 AI3 I& (WIr3", U, AN Ug ot 3AT AHse J fa 3A &t
I, w3 for Te T HiIHHA J98 Ia |

o W3IF T WES< (Past Experience): fenaSh At AfESM &8 Fg Je Iemi & fise
B8 ffd 93 @1 M gIe" J1 Ufgs™ AHS AfESh &8 afiss 3 gmie, g9 fengst
TUI W1 S91 &8 He' Tel &8 Birioe © WaT JT I6 7e [ gt & widd o83t a8
sffenr &t 3, €I 3= w3 HEfO3 Hafefomiass falgree T wgse I3 Ao I&

o foWa31Er3 39 (Individual differences): JIeTe’, IZEE W3 WIS €0 fanIS1a13
W3Ig YFfes dae I& fJ 8 IH T Iemi T foR wgse ade Ia| A=-He W3 foui3gs
T fedre 3 578 ASO3 g¥ HHAMST © JIE I6| BT9Id6 &9, ey 8 A3 ©
Y UfJg - I, TAHED W3 IHBRIS™ Ie™ YEHfet &8 Hagst &% HefUS I&|
<8 St HEHMET, R U, WIHTS W3 IR g I6|

b. AYT A9 (Group Factors): SH-AHJ € wied I 1 R feanSt Bdt Iem € wigse

& foguras 9% I, R9 1 Hs Ia:

o AHT feara3™ & wre (Lack of Group cohesiveness): e faR SIHT< €@ @A SH
nied AfT-IIHT I 7 FUSTEIHd &8 IeM i Iem 8 fgn3 e I fig Jgt sy
Al 7Er 3, IBAS T We X § YT 596, T < Yz, w3 feng3ters &a91s 3¢t
SIABRI J Aol J, fAA &% Iemi w3 T
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o AHTHE AITE3T (Social Support): feg orde fa SH <&t & <3 TR fena St Afgwet I
W3 837 Uz ‘3 6% < feaye T Har i3t A A J | HREr e wiH 39 3 HI S widar ge
J frig S 2 Sin & Seg it At I, fog B fenast ©@ wisH ferer § 2o Aeer I
for €t fog @F fona st & I39 Sa1 &8, 1 & gt wigeh I6, afrise & fods
fder 3 | fom 2 @8, YFueh 7 I dfce @@ AEm € Hedl fenast § Seada 3
Juct I w3 oA 3 o TH B oSt § winHer &8 afiss & AHdEr § werget
JI

o WIT-femaSIer3 w3 wWi3g-AYT 2™ (Interpersonal and intergroup conflict): &
Huygr 82 der der I 7 © (7 20) 8 (A AYI) WS 1B S WHIS AHST I HHS!
3912 7 HE At AN 3 I & JE 3 feeet 9 33 Ao I&| Ho'd ffU gaee ur
AeeT I W3 AR § I8 d96 R garee ur Aaer I w3 for iRg g, g w3 Jirat §

IFAQE S AHIE Il

1.2.2 SH B I=™ B AIZ (FUI W3 H'IHS THI" H'FB, 1976) Sources of Work Stress
(Model by Cooper and Marshall, 1976)

Cooper and Marshall’s (1976) &< @ IeM 8 HIS & e © Ud feanmud A3 UR 13 I&
A ffa AdIe® / 1 T8t 8 € wivd ga< I

11



Sources of stress at work

Intrinsic to job:

Poor physical working conditions
Work overload

Time pressures

Physical danger, etc

Role in organisation:

Role ambiguity

Role conflict

Responsibility for paople

Canflicts re organisational boundaries
(internal and external), etc

Individual charactenstics

Career development:
Over promotion
Under promotion

Lack of job sacurity
Thwarted ambition et

Relationship at work:

Poor relations with boss, subordinates,
or collsagues

Difficulties in delegating

responsibility, etc

The individual:

Level of anxiety

Lavel of neuraticism
Tolerance for ambiguity

Type A behavioural
pattarn

Symptoms of occupational
ill health

Disease

Diastolic blood pressure
Cholesterol concantration
Heart rate

Smoking

Depressive mood
Escapist drinking

Job dissatisfaction

Reduced aspiration etc

Coronary
heart disaase

Mental
ill health

Organisational structure and climate:
Little or no participation in decision
Restrictions on behaviour {budgets, atc)
Office politics

Lack of effactive consultation, ete
Financial difficulties, etc

Extra-organisational
Family problems

Life crises

Fig 3: A model of stress at work (Cooper and Marshall, 1976)

a) o @ wiegd aga (Factors intrinsic to the job): A €9 8T 9 #HS e I& 1/
SIHTIM HF SUSHH EWTT i3 Fe @8 I3 T HHSS W3 AlcB3T § 2Uge Ial
for 3 fogrer, fog Het @9s argd T € Tdes JIIT! I H IIHTI & HIBE BEl dH ©
9% & 9g3 I ST Ta

b) Hats® & wiwa Ffar (Role within the organization): feg 79 gfHar & WHURES™ W3
gfHar € eaadmi & TIATEET JI IB wRUHSS' < Jer Jet J AT S9HTdt 3 99 J1e
FI3e w3 SHE wiuHe e I&| 38 caad™ 8€ e J A sgHTTat “3 feddt Hart
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c)

Jdft AT I& |
SIig T fed™A (Career development): for f@T &adt 3 =0 T Hfom &5 ASO3
IS AHS IS fri= [ 3Jal, ! ©F Hofemim w3 354 ffg @7

d) aH ‘3 A" (Relationships at work): f&g arga #ARET € Y- fJRed’, BT 9ds 34,

e)

HSAI/AUISEHT, wits, AfIIIHMT, Iragat wife fegdg I @3 wizg-feng3es

UIAUS YF'< T TIES IIT I

HIre® B HITS' (Structure of the organization): oA a3d T JUST M SSMIT,
YyEHE WS S {39191, 38 8 © Ha, aH-Ales A3%86, HIes © nied I a13T, Ao
Jegs Wife ArHS I&|

123 3 TR H 3 I=™ © IS 1 IIHTII © WESIT & YI=I IIe I (Causes of

Workplace Stress that Impact Employee Experience)

a)

b)

aH € =8 (Workload): Wr 37 &% g8 IJt o S8, a1 © 6383 ©F 993
et F ATt I w3 fog Ffaer 9“0 3% g3 aH I, 7 573 fonrAzs I | T84,
B AI3' 3 o ¥ AN 3 o1 ©F §=IBF 1 © 3= § U7 Haw' J fagfa giiar
S HaT 8T Ao § U™ 99% B! i Sgroat ©f AW ET 3 20 el I61 573
A IEMYIS SISt § TR I8 B=I83 T AfESt ST S 7 Aarer J1 fesory

315 fog I f3 593 We IH S9a @ Fem Je 59 AT J|

HIGEIHA Ie™ (Organisational stressors): R €T Yol SiSmif w3 IEais,
FIGE3H Haua™ w3 f3eEls, w3 Hisa3Hd Yfdfonreh iHg I&| fer<isds,
o Enas © ferde, fefFa3r wifc T3 T 3regs & ge3M & AraHe” 936
B Halsa™ & Ued Tara {9 aest 2491 &5 gefonr J, TAsH a1 @ Hao 3 fa 333

w3 WhfEg AfESY e 3T J 8 fod33 IT98 3= T I'ds I Adw! I

I I3 Tt AfEEMF (Working Conditions): R &9 aiH @ Hds &8 3em ITT aas
TB IS HHS IS R fd 3us, 7, IAS, Ygre| St & aragmrat fearg At 3,
el T AUAC 39 3 AR TIRIS Ie™ (WD HIE JHAT, B 7 I8 IUHG) Hoe
e Jo| for 3 fegrer, fogs T3eded Iemi © YT AN © &% Hu3 Je J6 W3 fig
I & TH A3 &' 8T JIT Io|
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d)

f)

9)

h)

gfHar B Taa™I W3 WHUHTE3" (Role Conflict and Ambiguity): SiH 3 faR fens3t €t
gfHar it 2 udit Giet 7 Har SfHar T caagmi der Jaent I6; I A g
feni3t B € -2 AYTT 3 I Har 7 @i’ T fomrar der J1 giHar wiumesT
EH AfF3t T e3=a d3%! J A ST IaHTa! fsgud3 &aat © ag3e w3 fineamit
g9 WisHG3 I for WHUHS3™ T I'da I&d ©f Wre 7 fearfanr Agrg J Aeer I

g T fed™H (Career development): dH 8! & @ wied fear &% AEU3 Ie
[ =T, IJmif, 3JelT, dal T JfemiT, giHar <t fefda3T wife 7THS Tal

HIT66 feg wi3g-fewa31er3 A= (Interpersonal relations in the organisation): s+
‘3 i39-fenaSaI3 AEg, fesHa S, o T8l & 3 Hidhah, gahigh w3 A &%
fRI3HE JI8T3 996 © Hd, FH © Files w3 5 H W3 Aaea3Ha Sifomt & yrust sdt
g3 HI3RYIS I 7 A Harss © wied Taagmi, IHEET, W3 wWiH J3i8e'3 7 Ho'd
T wre It 3, 3 fog 3 T i AS3 J Aeer JI

a1 w3 J9 gfHare' fegarg @aa™r (Conflict between work and other roles): gt <t
fena3t g3 A gfiare fagr@er I, w3 1 e g It Jer J1 42 gfiaret gdt
A friedh &8 afiss & 83 I8t 3 7 Al w3 o3 © gu o ghae’ € &8
Wi I5| e @79, YFtaett, s 7 fedtt gfiar € Har fena St § 28-2ua femret
&g fifoct I w3 Ie U Ja<t J1 OTIds 58, i gararat T wue Sfon &5 At
fa3@s S 83 Gaa' T wfenw &% cag AaeM I6 1 8T § e g § uar
II6 B Te3d KT 9H ada gdier J1 fon &8, £ ufgegd wrert w3 IgHTat @
gfar & Har feeef Rg 3

TY-HITE3 3= (Extra-Organisational stressors): st T g™ HIos € wied
TUIS TEM Ei IS HIfHZ &t J1 Tg-Harsa3Hd 3emi &8 89 I BHS Jeit
I& o AadfiAeH 9 Tugem I& fis 13, Afswrarg, wafgas™ & AfE3t, 38t
33, GO A HIHST, 8 3 fa fenrg, 359, yaden ANS Ales © agn &9 degs
IS

124 31 T8 7 & wHzndt § fa€ wefonr 722 (How to Reduce Workplace

Dissatisfaction?)
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Syptak, Marsland, and Ulmer (1999), HAETS" 24-2¥ fedi, SgHgrdmi & #gwct § a9
Ao I6| % fedimit § It gotsia o3 famr 3:

a)

b)

d)

f)

I TE ' S SIEF (Workplace Policies) - AT AISE3HA SISt Adre 39 3
THM ARSI I w3 Al T41 578 g Si3it Aievt I 3t 9ot 209 H3net &
folge 59 I&I 7 YHUS SIHTIM © &8 Udedil der I w3 8J& © U <3 3
Y3 & I § Wellal Erger J, 3 AIgHTOMI € g8 w3 JILare i< i Hd3eyas

Hog Jer I

ISHT/BF (Salary/Benefits)- fod HIZTUIS I & SIHTST HIBs © &% GIa ©

AT 3 YUz JE T &' QIS W3S © 59 JIE H QIS enar fsguas e §
YJT II& B i3 AE IG5 ISHT, Hee W3 33 IgHTOM BEl di3ed 96 3 §aa
T I HIZTYIE I3 for &t fegs’ § Hiagdie Q9 I9 AAE=t € S9ag J& grdie
J1

W 3I-fenaIRIS/ANTAa AT (Interpersonal/Social Relations) - A3#cT SOGE,
&St & fHT39 Se8e w3 dadt <3 G3uwasT § @3r U3 Sd6 BE SH W3 Wy
M TE HF T IBAB HI3TYIS J| fog Harss © wied AHfad AHgEs & 3 <9
WETE JIIT I W3 B I dUS BT cIeBed w3 ASH3T Ko wfid 39 3 i
yrger J f38fx S 23a Hatss 83urea3s™ w3 Y3t e g 593 HI3=yds Ufag 3

SH F3% Tt /1F3* (Working Conditions) - BfeTr= w3 HH-HAHS § WUE3 S96™ W3
fog welitar ST & SgHTOM a8 B3 fort Tganun, fotl3s 3IuHs, Ba
fetizge windmit 39 fermzret © &8, wHIHS § wer Aaer J

Y3t (Achievement )- STHTEM S YT W3 ASS3™ B8 HA™ YT'a II6" HISTYIS
JI A< R Iorerd/agnadl § BT gadt w3 Yf3sret & 293 996 &d 8fg3 gu <9
Jftmr AT 3, 3t fog fong3ers feam w3 fide T Har yers ader 3, fergdl Agndt

& =0 Heler Il

HB3" (Recognition) - AT i IIHESt & BT © WS 88 Haar i3t A<t J, feg
gIa S Urt a9 J fd 8I&" T IH HI3ZRYTE I, w3 fog Gaa & mHEmz w3 Jg
& 83fa3 J9Tr I, A &8 HIRS U<t I Ha3", HEES § TaEet I w3 69
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IIHTS SH TH T § 20 AHIES AEs = AHser J1 A fHAeH T fare O
I35 <9 2 Hee J9e 3

g) HeHHf3Iwdt (Autonomy) - AIE 8 J9HTS § 8IS © oM w3 7 & W' B B8

weHTH fE3T AeT J, 3T 209 A3AST, YH w3 I8< & wifdmir fisst J) forer H3se frg
&It I I STHTS! el & HF WET-5E4T SH dger JI for € 57e, fog SgHTaM § 86
e dH 3 fseizge Jue B8 73 YErs 596 S J

h) W3eERE (Advancement)- SIMig & 3Jt St T AZHEC! ¢ Wello! gerge <8 Hee

)

1

3Tt I &M giHare w3 fifAedmit § 8 u33 § Jaer I w3 fergd o sangrat

ffg WH3HS § W dger I

St S HIfEm (Job Security)- £ 97T fa @It & &It AIfemiz 3, daat S H3rT

& <uredit, uH S99 widfad wisHfgssT € A <9

IH-TIea @ 3B wfsWH (Work-life Balance Practices)- 21 Ael feg, firfd &aigmi,
SH © AE®, UGTg, HedWs © €91, A Y W3 feard & AfFSt i€ I8, fig
HIZTYIS I 1S fena3t AR w3 @ar © FAegs ffo 341 AI3T & AHIUS J9& © War
J=I TR B Hies € A9 Ulagl Wi &+ w3 Ulgead 837 § Ud' 96 Tamit Sismi

St S H3nc! S8 HI3TYIS IS

WUE 3341 € 7Y 99

Ql. IH &% AST3 =™ © I% AJ3 af I&7

Fal AN

Q2. SH AZHST / WHZHS 3 TS ferdide T Y& 33

Q3. 3= B &3t § BHaIg 31

Q4. SH T T 3 WHIHST T YfIgSt 53 TIu" o<
Q5. ARER oM T F! B T wHIHS § fo< ©d 5 AT I&?

3 HAY (SUMMARY)

21 A @ f3dies War R9, W a9 @& 841 WUE AN © @3 I s &% AEg3
ISttt & 936 9| for B¢ fog Agdt I I3 grdrae s w3 AREef S T 5 3
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< ez egT A3 AT Ager J1 for 3 fesrer, admig € 394t © Ha, YUt @ W, aH
< JELTT, ALTH!; Sl &8 HIACT TU8E € 778-0'8 gRfen § @35 a3 596 <
AHIE J

M / T3t Femi e T8t B € r3TedT © BI6 Ufagn © YSiaaH @ fuder I 1 faR
fen3t & A9 w3 / A HoTRfIMsa B3femir w3 Baftmir § 33 &9 uGR Ja) fog
Ie™ GG IHS SIS, H © IS, AT B8 &3 B wre, 3J6t 8t Yf 3=z Afami
T34 AIEE 3N Irda St fineg J Age J1 I3 a9 o e T8 tIe's U Ask 96
I €T JH T §=I83, I T TSI W3 WHUACTS', W3 SH 3 903 HHS T
HAES w3 grarge e’ § A3 & foau B9 578 &g 594, fedH, ien w3 38 2
A Yers 999, 7 & g giiar (g 7ris i3t w3 dfast € g9rsg 3, s Sh Afsmrgrg,

W3I-fena3iar3 At w3 i aH- Hies A3%a |

1.4 <ed3H (KEYWORDS)

f) &adt S AIAS! -fTA S ST T ST T I T HBTFE € G311 @n fod Wdeeed

A AT 3HA STEIHS AfEST

g) SHTH T T WHIAS A< & FIHTI WUE IH 3 HIHS HigHA &Jf ager g &t
IS I J AT I e {3 3Tl & wre, w3 yus, AH3 dH-ries H3ss

h) aH T g 3 IT- B W3 B Tt SIIMIT & wiiH 3 80s 3 Uer ger I w3 3
© wieg IS e SR HeT I 1 85t & WdE Wi THIH 3 ITaE B8 HAT
aJ< Ia|

i) 9H T 6eI83- 7T IR fonast 3 83 A R 5g3 fomirer W da6 ©f BT it At
3

j) I8 TFIM- fona3t, B € -2 ATt 3 feITh Har 7 GHiet e fomrer Jer 3

k) WHAUYHS3™ §J AfEST fan <o JoHT Il fogua3 &ad! © agd3< w3 fineamit 59
wisH3 JI

) HIowrge- frg dadt <3 JiHg 3= T Ay R B wafefomras fifaar J1 feg 68
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1.5

TUIT I AT a8 NSt §I6 HAT T Har eSS g6 fRg WHHIE e I3 A 87 63 it
Aemt I&|

s B8 HE® (QUESTIONS FOR PRACTICE)

Q1. Iz B &3l & 8FIg a3

Q2. IH TE 7 3 wHIHS < Yfaa3t 513 g9ur 3
Q3. AAE oM TF! T T wHIHS § fo< ©I I AT I&?
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298d W'e WIeH (fBEaIs w'aen)
i rCAY
97 AF'S 3 YA € Slg

gfse - 2: yegns 3 IT e ys<
(IMPACT OF STRESS ON PERFORMANCE)

HIgo'

20 €A

21 HAEUST

22 Ufggm w3 Hawuy (3T™)

23  I=WRIAN-AEUI TI&

24 ITWYIS TS BT Wes= 8 996 3T
25 YSIHS IITM T YST

2.7

2.8
2.9
2.10

2.11

2.0

251 B IIS I YEIHs <9 fews ug@z © fils args I=™
Ae-Us's: HIsU W3 Ufgami (5969)

271 =I&GS w3 Iz fegaranizg

272 HI&'Qe wE fineg 99

273 =HI&PcCe¥eeE

HAZY gd&e faseedt (MBI)

Ay

UFSUar YyAf3ar

wifgn™H B8 Uis

82H (Objectives)

for giee & fimis &8 ugs 3 gmie, 3HT ftg 396 © tar J<4:
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o 3T W3 SIEWET § UlITTHS I W3 TIEG IS

o IEM W3 HISWET fegdd 23 II&

o SHT IIIEII 3 I B YFe T [THBHE dI6

o TI-AfETT T AT 8 gIanEe 3 9Iu" I

2.1 dE-U&'E (Introduction)

frA 397 wiitarg w3 Ja3e w3 finedt w3 Fa3t o858 g8e I6 w3 fid fid © wide
Ufag I5, A 3, Hies Iemi w3 AfTE (WamH) & OFad Jde J ik fa wide J1 tF-3534
T &858 YTHE, WHI M, Sgedrdl, fJa, f3m wife 3em @ A3 s T wife Hg<t wiar
J1 fieaht W3 AfESMT vt HaT HEHT «3 TueM I8 W3 AT fowa3t faeat St Har
w3 for St AfES § Uar 396 88 Artsdie HITEA 39T J, 3T 8T IEm g IR I

Aer J|

2.2 ufggmar w3 Hawu (DEFINITION AND CONCEPT)

e i Iew & AfFS 3 7 68 v ISt I 7 s fowa3t aH, ufgeg w3 99 gadt
AJST © %58 Wiegdt 39 3 AR-g Har, frfiedmi w3 AR-wdger 3 der I @@

HaT W3 T T A9y fider I

JA ASIE (1956) © WEHTT, “JE & TIdl W 7 wiegal ST 1 Hie © AZS%6 & [Raras
<t orell it & 3emi 31 GRS for <3 it ardt fam < HaT B8t A © dig-fenm Y

3 Iem S UfggHz A3 J

A6I% W3USHS fH3IH (The General Adaptation Syndrome): Hans Selye W3 €72
AfTUEi & 1951 €8 FoI8 WIUSHS HIIH (GAS) T YA 137 GAS I8 ASF 3
Fem O3 w3 8A {9 e Y Aasy fgar 31 GAS Ba-uzmi & yfafanr IR semi 2
s ASg 9 Adigs IgSidm & I3 Jdot 3

1. wIH YIifafamr uzamr (Alarm Reaction Stage): Aie 37ede Tt HAT™ fenast <3
I I At IS W3 fendSt gE Har § Yar 59 © Wl ot ger J, 3 8T wBT9H

YIS uzm &9 S38-A7-83m YStfafanr fedrear feg 3emi Y3t Adias Y3Siafanr
J| fos S uzdE =ue I, W36 B3I ARG (fFd Iemi T TING) 391 J, 583
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Jng Toer I W3 A9 31 J AeT J1 AT A ASfmr 7 SegAs a8 AR S u3d ©
HAIHE di3T AT 3, 3t R 333 W3 AaTra waaH Y wigse i3t A I

2. Y33 w=HE" (Resistance Stage): WBIH T FgHTST Yo As<t It gn ugmi g
geg &3t 7t I frA ¢ Y3i9u fagr Aier 3 fagfs samdl-A-837 YIifdfanr 3 amiE,
ASG wuE Wiy § 3t 36" g &d e J1 feg I38hs & Wie 3T § 8se I i3
fes & 913, Ao w3 983 JAd o33 I B J AT J1 U9 STH WA & I8 wigae 3
JI Adg Iem T9 J Aer I, 3T ASIS WUE Wy § 3N IIET At JHET I w3 AdG ©
I Ay 3= 3 Ufast ©F AfE3t 3 ude A I I8y, Add IEMYIe AfE3T 5=
IFTE I W3 I T IS &t ger I, 3T ASIT I8 wBIe 3 Ifder I W3 IHTIT &I<H
A W3 MiZadts JfEm frmirer AIdTeH IfTeh I&1 YFidu & ffa &t fimie GAS
T IR U TS, BaeC U™ €8 & i Al I fozfoaus, fsara w3 vt feaarasT
YS9 wiereEr it fSHeSh I

3. ga'e< T WeHE" (Exhaustion Stage): ffg uz™ 88 7i 39 A JiSid Sem @ a3 =4
AIfIs AI3T & wie T &39I fAR &% 1919 Afed aams Jer J1 fowa3t as g
e &8 BIS T 393 &Jt I W3 AT § fsgmrsd rHfenr Aier I maree, A%E,

ST, fd3" Haee S UM & IF S8t I

Jot e It SRS (Aflgea enirar et A1) q[fes 39 3 QU3 uze § TIAget 3

Stress Resistance

Normal

Q

Counter Shock

Shock

m Reaction Resistance Exhaustion

>
8

The General Adaptation Syndrom
3= T SH-ASU3 96 (WORK-RELATED CAUSES OF STRESS)

1. fagndft Har (Occupational Demands): IS &Gt it &8 frmier IeMYTs
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Jem I5| HIHST @ AN Idesdls RT3 SgHoaMT & 38t &t awusT a3 frist
frmirer I 39 A U 39t B8 oS 3T, 3erEAT At AHagh € f5J39 faaardt, =va-
T AEddl € WETG-UYTS, WERHE AJI9S AfESM w3 Ji9-HaIfs3 o 596 & 83
ISt I, St Gt Tt frmirer Iemiuds Jeit I

2. Y3taaft Har 3 3= (Stress from competing demands) - FE 8 TE39, W, WarefHd
W3 AN Hat T ysus g9e AR giHar-feda T wigge sde J6, 3 feg e € €9
Uogt €8 & AT J

3. wiferfga3T 3 =™ (Stress from Uncertainty): SHa S wirUHe3 € 3w <8 3 At
J1 g & wayES3ST 88 TUIEl I AT 8 wiyeht Sadmit € Jd ufggnt 59
wisHfg3 de 9& = fa, G & fiierdt, B 3 St nwife

4. €eIB3 M3 wizIBF (Overload and Underload): AT fa H3T3Hd 82383 Jer I,
I, 8T AfFSM fg {9 fewash § 8 urA AN €T Yo d9s 3 20 oM 596 B4

fggT Aer J, e T U0g @0 AT J1 &8 If, AT 8 e 3H Gea83 Jer 3, 9'<, A%

JIHTS feHTH ITe I& 3 8o’ J e i3 9 ofH & 596 B8 B gad 7 e
T we J, 3F 3= @ Ugd 20 A I&| 6=I83 it & famHt ag" Js w3 8 gat 3

U3T B9 J fa 22 3= © 89 UOg © 96 I Ao I&|

foi 397, 7T H3I3Hd Wzasz Jer J, I'%, g9g3 Uc IH W3 JE3HS WIIB3
II6 SIS It I, e, HafHd 8376 & We, figst 8 Afasmi &g 3emi T iag

d g AT I

5. AW A3 € wre (Lack of Social Support) - 7e fend3T ferie ™ aot I& w3
HITHA 998 I6 fd @I J% dH 3 Ufgerg, TH3 W3 Tfrmit & AHTES J, 3T 3emi ©
et T eIy 596 < Guat & mrdEr =uet A I AHTRS ATTEST 3T © g

< fedu g HI3eYas Seg Jl

2.3 IEMYTS HITs T WeH= € 96 I=™ (STRESS DUE TO STRESSFUL LIFE
EVENTS)

A< fa g W3 OAT ArEM (1984) Tnirar et wiftmist @ S3Hfrmit enrgr gsiomr famr 3,
IS UIESMT IE™ T I HISTUTS I96 I6 iR 91 fig 27 <9 5g3 Adm g
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II%T, WIB wdieerdt, Afimit T3 fd3=f wifel DelLongis et al (1982) TATT I fI w3y
fiAe<t 3em v g HI3=uds f[JA I

Holmes and Masuda (1974), s gateafAct © AStas Acd 9 Hale &% Jige3 € wd'g
‘3, - HI3TYIS Wo< T Y& i3 famir fAA &8 3 3emi w3 gmie feg farat
der I8 fog weae ufgeg f9 3, 3549, fongs™ fegF, fort Fe A faudt, dadr
IMEE, ATTHES, AJS-AYS 'S UIHS!, SH &5 & T mHfi 7 I8 A

2.4 YEIHS ‘3 I=M T YFE (IMPACT OF STRESS ON PERFORMANCE)

I W3 YSIHG © fegard AT <3 et ferdiae § safediama Hiewr wer J, frmer
H3BY J g Iemf R9 #i9 3 How Jog 39 eger gaserfed w3 Audl I9dm<l 2%
WIS 36 T Hfenr AT J1 ug B vrr g 3 U3, 3= R Tor yeans R i
ous Hiowr Jer J| feg Adre 39 <3 €T J fa 3em 8 €9 7 993 €9 Uug yegns 58

SIAGEI IS (I[N W3 295, 2000) |
gme &, ur & 89 =g It ARer for fegrg § Targel I fa e, 3€ We 7 €9, oH
< IIIAS 3 WY I 3 SAIIHS Y Uger J| oA B, Iemi @ HArgB3S Uie Uug

<t oM 2 Yegus § udns W3 fedrg Aae Ja|

Motowidlo, Packard and Manning (1986) & &3A" € i 23 AHI & o &% AEU3 3t €
WUE UOg T SJe6 a6 B8 [T €96 T WHS &ddt T aradmrdr emit Ifear fag
AUISEHT H AfT-SIHTSMIT 3 Yu3 SitSit IiEit Aol S3itfrmit & Has i85 i3 &an
it IEM St FreaTe fia e e I, B ©F &t ©F IrageTat Bt Jf Wi
ISt I T mue &, IongrEssT o ggwst @0 w4 J€ Ag3 &dt A fA] fa
IS ST UfFIBUST T H™ J|

g3 A9 HAdI3" fiu T3i® it I& fJ aH @8t & 3 3ew © fan & fan 399 &%

YTIHG 3 WHI U J| Dean (2002) IH T B <3 Wie G3UTT3 € Y TG T dH &S

ASY3 Iem § 2T I61 DCS Gaumail (2003) T Haer 3 fd 3emf HISa3HS a3tfrmit §
Ygrfe3 ager I i fd argqmrdt iR andt, digaradt €9 @or w3 wirgneh R 8376 S5,
SASI (2000) & AFTHIT LY@ICTE! S AITGEIHA Ie™ € &3 TITH I8 I6 A 7% ot
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T rIgATS! & JELIT W3 H3T' fFT FHE Wit J1 Desseller (2003) © WaHI fHISST w3
FHS IIHTS A FH TH B 3 SIIIHS ST T WigIe FIe I, BT St GHier
o< I8N I%, 8% © I8 Ued! 3 839 9 I W3 A @3t T fereH aHud J famr J1 89
TN IITT J S Ha6a § IeoIHS BT T UsTe 596 ©f dfiH Sdat grdiel J, e feg
TUITT I W3 THS T U IH II&T TIITT J, SIH E 5 3 At 39 3 W3 AfgSmi
& gscTfonr A Aeer JI

fog vat W3 e J9 wiithis® 3 g Aoz fiser J fa 9g3 Al wiRS-Hies Rféar <o,
YEIHs YT A afimits Uod @ Iemi edr & werfan 7 Heer J

2.4.1 3= 996 aH ©f g9 gl feg fews B fild 796 (Reasons Behind Disrupted

Task Performance Due to Stress)
1. IH & TIPES e B IS T J Al J faGf for T wase a96 T fena3)
WERHEM ese W3 Ieae ‘3 e s © Ager J 7 IF &9 aH & s

e [T 7HS I8 Ia|

2. oSt § @9 A I3 T9-Td Iz © Yudh T AIHT J3& flnrr 3, A fa gga &
J IR I&| widar 81 w3 T79-2d WiaAUAd g3 8d grdtargd J w3 fer 39 o

< IS S SIIIHS I 3 Y3 FIer Il

3. iR fg ufgst & Sfimr famr 3 fx 81 & g 3 g8 Tar@ I g fe-fis 83mg
uer I, IH & IragErat ufgst 3t 2 el I, ug fan AN, fog fSarer ag I 7 i
for At g & feacans e faor Aer I g 89 i fan 3 dams < ferr 88

A 31 A JH feg SH IASBTI HS™ T J, 3T 8379 © Ugg I9 @ We I |

Isita, feg Ayds gu 9o for &di J| fer 38 @ wue I6 fd 3e™ I9H Yyears' g

TYBWETH SITT Il

feg wuse I 89 wWaerg Ia:

1. RgTdn d, i <8 g™ w3 wifdd fowast 96, 7 89 3e™i @ AN < IS Yedns
FIe Io| fog Hiewr Aer I i3 3 77 99 i f9 Qus' & Hog3 Gas S yse & 593
o =gt I3 B unelt € 57e, I & g g3t = mdfenr e J1 far I <9

24



YSOSWIT AHS Heler I

2. TSSRI3 w39 IR Hge IE Ia1 B S & Srggmrat 3 3emi © yg< © AYY 9
< Vige I61 IF fondSt 3em 3 Tue-g8e I6 fa8fs 89 ASAaH &% 83 & 98
II< TS W3 SHAS YEIHs § HU'd AR I6 W3 feur AR Ia) for © 8%, wifd 89
I&, ¥ G307 3 To8 IS W3 Ie § Il UIH'S Jde Is w3 fog Gant ® oH
IS feT THS © A I

2.6 ATE-YS'E; Hasy W3 Ufggmar (Introduction: Concept and Definition)

WHITEHS 3™, AJITE W3 FE&IHS Haec, BEHIG3™ W3 WIHJIES™ T WE3< JdI6
B B < fare3t S0 IR I for & fenaSt < FegaSt 3 AR-UBIgE < IS § I
fenier 3, 7 58 {9 I S IIgM<l € &78-08 Ulgeds Yerd @ nied w3 I79d §Ia
e WAt AT & e’ § yIfes d9vr I ‘sdewge mee, ufgdl 99 H.D.
Freudenberger (1974), RS S@ifsas Hafefamidt, 7 Ace Agar © Iem YEifpwet &
YTIfH3 II6 ‘3 dre'e 8T &8 SIJ1 SSifed (€9 o1 59 fgar At arfee, sgeowge
HEE 391 7 AHEST © JII-J& 58 © gud 3 13 famir I w3 7 S8t I8 81 7 AHES
Y3H J Al J, fHge @nT S99t I (Sharma, 1997)|

BURNOUT & ¥59-243 39 3 @I, 393 H AI3 & 53 frmire™ HaT sga “wrAgs J=v,
HE AE” 7 B 7er @ UGSTH3 3T famrr J1 I8ifeds fadhuer w3 aR-wftmist ©
W 3, SISSTIIT W3 fIBBHS Freudenberger and Richelson (1980) & SIoge §
ygrst garee, @ w3 fogmr & AfeSt @ gu ffg 29ea &z 3 A fanf 995, Hies ©
IS A f9H3 Y3t maur enrar {@nrfanr famr 3 7 @vite i3 feaH der a6 R wies
faar I w3 »iz F9 W &ad < ayBME © &78-58 Wi &adt € Y3t (Freudenberger,
1974, 1980) ©F wdreTet 31|

Paine (1982) SI&WMET e THIIH (BOSS) & € Ut &t © I, faara w3 nwigd=
HIES 936 © I&6d © &3 @n Ufgsfas gaer I, fan 9 3 oA, AaeasHa w3
HAH TS 599 I Ia|

BOSS, 4 famH € &3 & Ager

1. §9r AI3T < =
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2. farrdt Y3t wie fe3a.
3. 2O I8 WHIES W3 faarme<|
4. SH 3 IITHI W3 WIHS 3T T T

HTHS™Y W3 Ha=AG Maslach and Jacobson (1986): SJewge i fZ-nemdt fHsan 3 A
FEEIHT HI2S, GEAIGS w3 Wt I f5H YUt enrgr egntfenr famr I 7 @aat
fena3ni &9 I Feer I 1 far famy @ 397 &5 ASO3 a1 d9¢ I&| gdange fHaaH
39, TG IHA HI= JUST TG T Fiene! fend3Ieis Iemi € U earge 3,
faugrasdnns dUSe SIeEe © W3I-fovd3es vy § Targer 3 w3 fo it yust
dUde 95T © AR-HIee © HUt § TIAET" JI (Maslach, 1998) |

2.6.1 EFe@ w3 Iz fegdrg wizg (Difference between Burnout and Stress)

Pines (1993) & feg THT J€ e 3 S35 § o SlizT fa AT 3 5g3 A 8 Iem
T WEST 9 AT I6, fige 8d 7 €8 wegw, A w3 JgT &8 Wiy Ofimit f&g ens
JC I6 SIoWET T WEST ad HAT I&| Pines, Aronson and Kafry (1981) & fog €A J8
& 2 T wieAEe Bt fefiMs ST AHS I6, B9 ¥S U feg 28-2ua Ia| S faR
& 39 AN 3 39 AN € TEM (H&fHAd, AT A I@&3H) T &3 J AT J, A fo

SIGWET B € &' ST HHEME &% T3 SIS 1 T19-Td TREIHS T T &3

Jer Il

2.6.2 Sg&'@< B fHiReg Ir9d (FACTORS RESPONSIBLE FOR BURNOUT)

gI3 A 9AdI3e & WUET I9H ST 3T J fane wiag I fa sgew@e dat & mifimr
&t I FBfg AHTAS @7 3rede o AHfimir 3 far &g 89 &1 9= I& (Maslach and Leiter,
1997)| 331 T, B T IaH g9 fowa3hi T 572 Hah A3 & UgTE 996 5%
3=® I famir d (Maslach and Leiter, 1997) |

o HASI3E T AfIHST &8 HAB™Y W3 Bicd & &adt w3 fenast € fegard 1941 6
AT AfESMT i I, fAA &% Sgewge J= & Ages Jat J1 ffg #a3t I &9

WESHI T

1. IH T §=I83 (Work Overload)- »H € aH T &M &9, fendsi e aH T g5 209
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3= I, T4 AH Harer I w3 Ufos &8 fa3 fimer Jigsed J1 573 famrer an &
=3, fona3t <t AHdEr 3 U3, B9, IHB3™ W3 B3UTE3T © Ut 3 S I3HA YI'=
Uger J, 1 dTE T 96 HE AT JI AH TF GRI8S fondSt § IEaSHS, JoEIHA
W3 A9 39 ‘3 HI Arer Jl

. fowizgE & wre (Lack of Control)- ffd e ORed JE © 3'5-5'S &dd! ©f A3HcT ©
379e ST Jedt J, 3Tria T W3 2AB B & vt 3 A © oH § 936 38 A3
UJo' &t OF 996 K8 geHdf3nwdt & J1 urdiar e WS @ WEH'I (1981), fan < Sadt
o forzas At yeruf3nSt S we saewge £ s U Aae! 3, Ak [ 2Ad 3
< Yfsfanr E9 <uct sdiiedl sarodnt @ e oH | T3<de €3 fotizds §
oGSt I w3 fog dadt &% AHU3 Iem § weBt Y Ygreadt I AT I (AAAS,
1983) .

. fea e HIgat (Reward Structure): A SIHTS oA g9 Areardl w3 di3ga yu3
&1 aIe I % QT ft It 39t 919 I I& W3 TH 8% © oK T3 ot Ao I5, 37 fog

3™ T HIS A AS3 T AT’ J, 1 SIomEe {9 tae™s urger Ji

. M 3 fa it fam3 (Personal Relationships at work)- siH ‘3 @fg3 W3 WIaYIs &+

AEO € We J96 AfEST I9 feag At J1 3rdd3e & @S w3 Adea3HA
frgz &g ffd dedt argd e s arar AYa © Agat fegarg I AT & 133 3
19 &3 J| for & wiede I9s Bat fegard wigde Hord w3 Wie &t & H3nd 2 gu
SO HofefamMiaa IemM W3 faR T 3T T8 &dd! &8 ASO3 439 ©hif e = (Kahn,
Wolfe, Rosenthal, 1964; Cooper and Cartwright, 1994) |

. o3 & wisd® (Absence of Fairness): fsauy3T Af3arg T Hog gt I w3 3t
T AR-H® & yrd gt J1 feaysT € we sdanwrBe 9 fifg 39 3 taes ugst
J| SfeaArdt 8 I At I AT oH © I8 W3 I5HT & II83 B4 &8 I Hier J, 7
TurgEt It I A A Haiaet w3 33t & weBfgz €41 o8 Herfenr AT Ji

. W& T eda™ (Value Conflict)- i I3 AfEST, A 9danrEe v i As<t 9 J Al
J, 7 &I Sl BF B B 5T T3 578 NS &t yieht (HAST w3 Bieg, 1997)
I
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6 939" 9 999 189, g &ad! T Yfdast 8 € o™ &8 NS &dl vt J, 3 &3
garee, Aol W3 WHdrsT &8 @ ger 3 (HHRSY 1998) |

o UA, AT 6 939" fTu B o33 fae Hge Ier J, 37 1 2 &8 gsfant & Agfes &3t
Jer I uragse {9 g v AfgH3T I 3 Sgenr@e Ie @8 fendSt oHede, AeeaH!s,
AHITUZ, wredreel W3 8-yt IT © o858 933, Ags, 993 fmier §3adt w3
e’ &% frmier UsTe J96 38! Heearls It Ia|

2.7.2 HI&'Y< B &L (SYMPTOMS OF BURNOUT)

1. AJIga Bs= (Physiological Symptoms): Baee, Adlgd JHt, fozfogus, fig Tgx,
JrAcI-EeAcHas II3gsl, fifs Tav, Id g 318!, 3l © Ucds &g 3a9idt

2. feeaga &% (Behavioural Symptoms) - AH T WeT, SN ‘3 I B WEE, ST AN ©
gege 87 figr yar a9, foara w3 9 &g 3+, 3+ o8 Au3 I, A8 8t &9
HAIS!, &2 feayue § e J3&, ofimif <3 {53393 Tue, Afgeart 3 o<t Tum,
AfI-SIHT I &T& UIHSI

3. Hafefamirsa S&= (Psychological Symptoms)- €T, r@UE, ST 3HE He-Hasy,
fogrreTe, T, 99 YI' & 996 BE AR-CHI

4. wfor3fHa 8&<€ (Spiritual symptoms)- fEHSTH T SIH'S, WJH ©F GdH'G, Ger ©
SIS, TIM Tt e, fodmr, dedi-ains’ feg 3, TafHs fered w3
HE3< (ST I

5. F@ifsas &< (Clinical Symptoms)- Irgat Y3t AGHee, AFG' B9'6 fes-a3 AU
e, IS YSt gEHE, fovs d9e R 3+, T €t o 3+, Iraxt § ot
Sfagr@eT

2.7 HABY SI&< fEaecdl MASLACH BURNOUT INVENTORY (MBI)

MBI, fqASTS HAS™Y, BHa 8. AdAs w3 enrar iS5t ardt i 5g3 dtyffu A3 gt R.L.
Schwab 1986 3T fia fena3t B Hafefomirsd AfEST © HodE ads ©F afiH gae I A
&I 3 B AX T W3I-oaSIa13 3™ SIS Jet J1 MBI STeWge fHagH & 3 Huf &r

HSIE ST I:

28



1. ISEI3IHS HI' S
2. fenF3aEdas W3

3. foH Yyt
o ITEIHA W3 fOnFSIFIE AFHAS 3 G5 AT w3 fo il yuZt ATHAS <3 e A
fEg ggewge <t 9 €9 faardt ySifdas It 3

o 35 AIHIAB 3 WiA3 AT T SIenrge < WAz f391dt yEifdes It 3

. s'qo':sHauo('chsBB‘]udHowé‘lﬁHoH&Ho‘(c\s‘S’ﬁ‘dﬂé‘d’ﬁﬁﬁww
3 €9 A" ST Faanrge < We 39t YEifdes det 3
WS Id S AT a9

Q1.fam fene3t € AJIg det 39S fog U3 Barge €T fas Hee 59 Ao I6 fa &ff 89

IeW 7 gaec &9 IrAd faar &7

Q2.H& B8 fx AT &<t &t I3 A IJ JI &<t AfES (&t Iemiygs J Aaet J, g

~ o

69093 d36 BH A [dIF Faa ©f s &% 7T FI91?

Q3.38YUsT a3 fF ¥ fenia3t 33 A 8 3™ © 69 Uugt T ArarsT g J1 fTr &5
A<t a3 3t ygre J Haer

Q4.3YShif WUE SgHTIM feg e WerGE I fagx aeH T Ademit I&7
2.8 HEY (SUMMARY)

My ffg g fagr 7 Ader J 3 S9HTIr 99 AR © AF 3 W3 AS3 I8 Ia! Uar
SgHTSMI 3 e, et S HHET WUE HareB e § UETE6 9 AES &dt I Heell 3E™

T IH T IS 3 HIZRYTE YI'e Jer J. AT Iemi T YT AfJEAIg3 e Uug 3 0

Aer 3, 3t feg fai fana3t (aarerd) & Adigd w3 Hafia a3 § aaHs uder Aae
J 53 7S BAEI3= & IH T aragaa (EBIE w3 dugs, 2000) 3 9-343 Iew 2
fewaardt ys= & ugre i3t I w3 udmral w3 I3 (3, AsAes w3 JafBH, 2001) T8
SH™ *3 garec "I SHID W3 IEH (2010) 3T € Sg3 A'J YIT-MEHS' & Holg T ST
I frd fa =383, gfHar & wiRnunes', giHar T eaadm, 8 &d ffiedt, d3ga &t we
W3 31 3daE! IERIEMT &S g3 IfgeT
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HAF W3 HAFS § Wi JgHTOMT § Ie™ § ©J 9J6 RT Hee J96 Bd 3dia w3
IS BIe B I3 frs S T BF I

HEH A R 2 Argr & 3T AUt I8 Ia1 3 1 S9eW8e © uz™ ‘3 yJo famr
I, fena3t © AIISE, HafHd, AHTAE W3 AdSa 3N Ales KT WS Igaiami fowgs
g JI fA fonaSt g sgeBe e gu g Iemi T g & Je e T g ga Al &
o7 FIGa3HS W3 AISTS! Ai31-fagne & Hot €9 Jer grdier J1 Aased, Ufgeas,
AHTHS W3 fo it Uog 3 o & AaigeasT 53 widt <aq

29 FURTHER READINGS
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A Study on Banking Sector of Pakistan, IOSR Journal of Business and Management,
Vol. 11, Issue 6 pp 61-68.

«  Gaumail, DCS 2003. Work Stress Management and Prevention.

»  Wallace, J. E. 2003. Research on Job Stress, Depression and Work to Family Conflict.
Department of Sociology, University of Calgary, Canada

« Leiter MP, Maslach C. 2000. Preventing Burnout and Building Engagement: AComplete
Program for Organizational Renewal. San Francisco: Jossey-Bass

« Maslach C, Jackson SE. 1981. The measurement of experienced burnout. J. Occup.
Behav. 2:99-113

2.10 wfSnwH & YHS (Questions for Practice)

QL. I W3 YEIHs ‘3 for © ygre § ufggtius 3|
Q2. SIawge €t udar § fereg feg AHSG|

Q3. &I S HIASI/MHAZHST © Y- fATI3T 3 93T a3l
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298d W'e WIeH (fBEdIs waen)
i rCAY
97 AF'S ‘3 YA € Slg

gfee-3: dH T8 & <3 Yyl ga&d (EFFECTIVE SKILLS AT WORKPLACE)

L) o

3.0 €8:

-

3.1 He-Us'T

32 YISt ged 87
3.3 <H-SH &I ©f AHifamT
34 gade fAgs
3.5 ni3g-fena3iers AT € g&9: AdsY W3 ufgsar
3.51  wizg-fena3dters At Emit fami
3.52 wizg-fena3dters Addt e AnfAa eetegr fAgis
3.53 HAE< S wizg-fenadies Asg
3.54 oH T H ‘3 ni3g-fona3ters ATt € Ha 33T
355 HAnREe &g wizg-fenasters Adat § fa? garfawr A=
3.6 oH® BT AE-UST, Hasy w3 ufgswr
3.6.1 <CHB 8T T s UI™ (DM)
3.6.2 DM €My famHt
3.63 DM<e AT
3.64 DM ysfe3 95 Td Iad
3.6.5 DM ST Sg3Ha yuu3 it fami
3.6.6 DM B¥ f&a garec TH AYI TaI™
3.6.7 DM T FESIEhr
3.6.8 FISSIHA HITS W3 SHS T
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37 HaY
3.8 UISUI YAfIar
3.9 wfswH B8t yns

3.0.82H (Objectives)

for gfse § fimis o8 Ugs 3 amie, 3 g 396 © tar J=ar:

o J&I WII-fenIITIE AT W3 AV BT © HIASY T WUE HeT fog fowrfimr sgs
e FHIBY T g fHu3d 394 © fendne a9

o FHATT fEg AIBY T HISI"

o B3I Hasy &8 AUz -2 famr W3 geatSi & fenrfemir ags
aH TEI 8 3 yI<HEHI I3 (Effective Skills at Workplace)

3.1 dE-Us's: d&d (Introduction: SKkills)

J6d § Iisse JEiedm 7 feordt, giat w3 8 § HTHS 996 T8 - 1 ot & U’
JIG BE UASHT, eSS F, W3 BIr3d aAfgaT IJ TAS A3t WEET W3 AHSET @
UfISH3 i3 A Aaer J1 ST widE 5T gog w3 Age w3 fide € gagt e e A
feafiz 99s T & 87 I frd Jog W3 I TS © IAI WIS © JoT © 5-5'5
gt & fiusdt § fag3g g8 B8 gion<! I&| IrIraudizT € widg I 9 3 <dmr
YTIHS JII& BE BFIT &gt T JTT JHIrIUIIST IIE, I&IT w3 famis T g AHg I 7
fa g9 HIsle © A SINTI o8 Je g I6 3 1 g watar gerfonr 7 A9 i 8I&t
AB IH TH B I YFE IE T AHTE I - WUE, wE HE W3 fanmud wigfaasr € arfee
B U (2000) © WEH'S, WSIISHEC! © grard WAI3T € godt ©f Hed Iod, §-gHe
AT © g6, W3 YS! I6d © W'd 3 Hig ST I8 Al WaiET SR © fmis, wersT w3
Wi 3 w8t 31 gn A feg, feg faar 7 Aerer 3 fa famis @ I R yruz fisTHer 3,
e [ god Qg der I A S di3 7T I g&a' & v w3 vrH 189 2 famir 31 I gaat
S NS A3 7 AT I- 993 Io9, Fiies I6d, IHard WIS, 339! © Iad, 3Tl 96T,
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B I&d, AT I6d, WAIST € I6d W3 6IH I63| Irdld WIS & gadt § 2Oet Iissed
899 HIdle © AQ UTdh 3 HI3TYIS Hiem Aer 3, fore 209 y3r<t AT GeUiI© &%,
W3 FIHTS BTA3" W3 S= Hegds (Newton and Hurstfield, 2005) f€8 fiue & =33 3

IEM |

3.2 yF=Hdl I&5a* & BF (Necessity of Effective Skills)

WH T HIgS T8 AArd {39, RS 39t grara Yyuz 596 3¢ faggs & ard &4t J, fagfs
fog Tafemit Ufagt © @8 IHard T IIAT YT's &I Jget J A B4 fan & f3ardt
YAI9H 39 Tus 8 &% Jjgec AS <9 grarg UnaH <f 9t welldl It Al feRm 39 3
dJgect engT ANGIS € 939 € Ho'93 HBd ©Mf Aigd3t & Yt 37 Aes &di e=dlt AR
BE 8IS winEl St © BT § A3 396 B8 ITed Ul Iad' & a3 I (SBA M3
ASIES 2000; T96 WF TIed 2001; A W foldT 2006) | wdx mffemiret & Haer famirs
Har w32 fere wIfgasT 58 33T ga Iadt ©f 33 ©f YyHc! i3t I gaarae st e
(3t g&at A T3l faMis &8 gaard W3 © gad 3 fenn fimrs foe &1 fig
fenye 39 3 ARl o3 /e I o i urgm i & vige I frid Jjgect © grard WersT €
&9 T T w3 TrsT Yudt o Emit 83T Udhit ot JEhi 961 grdre WSt R gadt 3
IIHTEIM & W13 @I& it Sadit § Y3 d9e @ g Hd3eyas 33 JI feg
HgSt J fo SIHTEIM & oM & HErS Emif Hger 837 w3 Har T Aee T 88 g gad
T 233 €8 HI'I3 THS I3 U] IJrdrd War3™ i Ji9-39alet War3™ I w3 aH € &g
T R A J, 7 3 35316t gag fia It Hd3eyas I w3 Geufdia 839 fRg gg faA enwirar
IS dI3T Aer grdier J1 Geulud grerde 3T for 3f8 &8 Afgns I fa 86 © daHTamit
eI WE 839 Y 83H JT B8 g U3 J6d IS JI& HIZTYIS J1 (IHEE
2002) |

3.3 2H-2Y I&J' ©f HHIfEMIT (Review of Various Skills)

1. &adt @ g5 (Job Skills)

&It T god G3UTd IInes UTT J96 B8 I9d fana3t €8 AErfuz HI3eyas godt
T g Aya J1 fog Quat fanaShl @ AHTa39 I fiast a8 21 & At Q9 IACT © o8-
&% ferdiads S ge3hf T ArgHE" ad6 RO A= ©f 69 I<&", sdle3ardl, 83U,
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g&IHE, St fog fegre € Hags 96 W3 Jua3HS It TIEimT Hags fenmsTet

J&l

a) TIr ILEM (Job kills): fe3T wH 39 ‘3 &< fegrat € It Ufagnt &% g8 Wi
dfemif w3 JIHTIMIT € IREIE ads O ger J1 Asrrc § fogt Jgvordmi € Ig=die
&% QAd €91 &% affeT BE $H deH gt gdie 36| s Hares § Adeasvd
IS D Yfsfanr 33 udege 3 ufas’ fda &<t fiorct w3 sgHgIn &9 fiq &<
fereH fedfi3 g9&T grdiT J1 Haos K8 AUd 96 KU J4l I=8e @& SaHgat 38
TI=™ H& IS (Akanshi and Gupta 2016) |

b) AHJ TIT" (Group Discussion): AHT TIor & Yfefanr I, w3 YfIfanr € SHE=EH
&3 B, Fdterat § B yfafanr €t uger agat grdist I, fard werg AfgsT faar
Hrer J1 gIoT (H3S 2008) e AN faR § AreTrs w3 AreTrs Ifge grdier

2. War3™ | g&J (Aptitude Skills)

TINAS, WAI3™ T Hawy Hg R 8T feaneSi g yedfis si3 I8 242y siif S8t
fHyE S 2g &g gg3 fimirer ufded3a <€ fewmfumir ads f€g Hee ads 88 Or disr
I A 7 99 HHfow g 7S S91 As| (Bingham 1937) fog AHSE g fana3mit Emit

fagdmit feRr3=! tese @ gy @9 o 936 T HIear J, A8 @& JHt Eif Harf w3

AHdE= w3 @It Hegst &t fimis &8 Aie &8 Bg Iet I g’ <9 s § i3 Arer
grdier 1 fod A3 H3sE I 7 it afde I i Afat & ufgsfias a9 vz § ufaefiz
FI& T fIA I (Snow and Lohman 1984) | I& 53 % IAs3™ © J6d Is:

a) femB8m=3Ha g&g (Analytical Skills): fRHSHE3IHE J&d JSBEd W3 ISSTd
AHfE w3 AasUt § IBUsT 996, AURT S96, W3 I8 J96 ©f Wa3T I w3 widd
SRS &= & WAET I 7 ANSTT W3 GUSET Areardt @ Wrd ‘3 I8 wiid gadt &9
Areard! fed &t a9 w3 fendne a9, mifimret € It § faardls s96 W3 2HAC 9395,
W3 Bree HE'8T T 39YIS HY § B I T WIS T YTIHS HHS Jer J) i
fa foggsH f98a gama (1999) enrar AHS o famrr 3, “fendne &8 Hoer IIue
7 '3 'EE TI4r I&d J| g fagrfemr 7 Aerer I, fog fifepr 7 Aaer I, w3 wifsw
&% for § Horfonr 7 AET 1 U9 I9 593 A Iod B 39, AR 3 Ardlas g3eE,
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fog s@HgH <9 S5 3 W3 RS 9= J9r I 79 T A Aaer JI erdad a9 &
e Is

b) @RS &= (Decision Making): S<fierd! € yseHissT (ryfde) 89 Ie J fiA 33 AT
e A9 ferer 9% I6 fd 896" © AT <o 3rd 8t 90 Aes3ydes [JA &< &
WAI3™ W3 g&d Io| fHoEd 39 <3, Yedns 3 Idiied end e T yge feA s I der
J AR I& 3 @ 39 foAe =93 wind o793 g8 a9 ot 96 o I8 &
YSHIG3T B T893 wads Is (MRS, 1973) |

3. 9H T&T (Soft Skills)

&IH Iod 8 fo vl gog § TaA8er I 7 i 39 3 Wiz fan31er3, dia-ferm, w3 Hue
BE Y Jer 3, iR 3 digafiy 7 fifiedh feg gog fige ydua & wiug A,
H3fT3 wiftardv w3 €8 wftardh 7% JIBT3 S36 T WaI3T &8 Jt &, Al RS 3
&5 < g2 I I5| 5IH Iod Y- Afa3t fAR g fifds, sga3T, wizg-fonea3iars, Ao,
AT g, THaT !, AT 3HS I8, SHH @9, I ©f &f3a3T, wife f&g use I8 god"
T g AYd I A3 gadt © 88, 1 3 8 fana3t © gad & yeans J96 < Ander 59
I&| B HA e T & #F J1Siedt, 5IH Tod wiSg-fene=Ses w3 fowds 39 3 &
€ I61 IH Tod S WSHI FHAMS © I &8 HE S Aot ©f €93 odd 96 S5 /e
J1 (Parsons TL, 2008) HatedfHct € Jjgec 88 aIH gad feafHz J3a € fen 3 53
AT Igae Y3 SiSmT JrEnt Jo| fesgmdt Sasar Adv ferms<, A o
fEASwidar, &3t wiftmls, a3 Sues, wife &g To<t Aul I

a) AIIGE I (Body Language): Y=Ts wWUE JIHEIM 3 At w3 Jig-rifta wrest
<5 fimrs T & Ofie a9 J1 e 29 A< 3AT Ydus & Agl, w3 Afggarim w3
AUIETST St Hord wiest § (63093 996 © WaTJ At J, 37 IA fod U3T Barge
S W91 I I Y3 M © s Sara sgnTrdt 3 &t Grite sfiSt At I (Harmony 2011) |

b) HY™9 I&I (Communication Skills): Clement and Murugavel (2015) & femrar i3 3 fa
I fHUr@E Thit 2H-2 fednit w3 fefewrgdn @ wiaH fere € Uoat fegdg i
<3 Uz J| e for 9793 99 garat fefenrgeimit @ grara @ Aot & ygrfes ager 3
for 3 fogrer, fog ygmar Ifewr 3 f3 Irara WasT § AU9s 38 Ho'd Iod ©f fiusret
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€ 87 J1 /o9 © AQ 99 HY 337 - Ao, UFe, fBuer w3 9% (LRWS) 28 fimrs
&3 e g I

c) w3I-fewaSa3 I&T (Interpersonal Skills): WASH w3 HiaaHr (2015) S gAT &
WOrg 3, gAIrge 3T wind SHite g S e st I98 Is 7 IS I e a5 3 Fa9
nrfemr 3 <famirg §3ue’, Ug 69 Bl g9 I fa Siieeg We- e ax gfenret 1 -
HH, I3, farest W3 S @8 5 <3 AN fig udde © W1 I wW3a-fend3ies gad
<t HIZ3™ A i &% 3893 396 fg R Yy gfvar fsg8<t J, A Sieeg &
vz T =99 § =ared

d) YA33 I&T (Presentation Skills): R I1 AAES € Jigec g8 We-we 87 S8 »i3
B3t 3 &9 et Horgs It Tl J, Ae-HE © i forfgs H3ar A diggs ©
gad w3 A9 & 3 fEg YSiffaz I, el ggur © gad i HI3= @ 9%, W
Wy & w3 e fegrat < Higellfddr 996 © WaT JE & @t Jrardt © g9 (393
2008) |

4. IS &I (Technical Skills)

&t 2 famis 2 SHet & 233 8Jat AfaSit (fg oSt At 3 frfd fadarat § dadt 33
Ae 3 Ufgs Ufgs It fidt Areardt T g AT Je grdie’ J1 8T ¥ A 39 3 BJa Sadmit
wd grTes 36 gt § fefy 7 398t famirs < 83 It 3 1 fige AX & B ferfss
fimie BEl IHS S5t 7 AR J1 ISt W3 RS fefen fegrar § s U Yoo

I3 grdier I, fran 9 grerd 33 € god HHS It 96 A grarde3e & 31T 36|

a) ferr famI'& (Subject knowledge): fTA@HE & Ha3 &3 fa fHa fen © famirs & A
At, fAfemrgeimit & fer w3 fifemr arAs S fomres € #h w3 Jwrdt 3 fegg s &
SAE fenSar3 fefenragst @ fedr 7 fiHuT S8 yaise H HIsa3HS ufgan <3
fimrres Aefa3 di3T w3 8% & ue fifue w3 feaH3 36 W3 fI= S9a" J (Evans et al.

2008) |
b) Sa&Ie faMITe (Technical knowledge): &St & fIMs © At & @33 §I&" AfESMIF

e A5t At I firfd fadarar § &adt 3 du Ae 3 ufast ufast ft fidt Areardt &
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s Ayg Je grdter I dadt © famies © SAct €l Gerads’ feT e & '3,
dfugeg YararHar, 3t ysus, wife © 2HS HHS I& (Dye et al. 1993) |

3.4 &g e fadi3 (Theory of Skill)

Carnevale et al. @' i HIgat | (1990) ™ fder I I3 SIHTSI © god § H3 g6d AYd
(R 2 7 AaeT I foHaTBHS Iad 8T I6 figt 8 grdraT 3T &< SgHTaMIT ¢ 3331
II 2B fiies e Ia)1 fod gog 8 I6, Irarge 3™ o Hg 996 3 Ufast It AS fagre
3 39 FIrHEIMT ZT DT Trde Ia w3 oA 38 fedat § “Irard W™ goa” faar Ji
IS WS WS T WEHT (1990), AS 3 HISTYIS IAd Iridrde s dgHTami 3 gde

Jol

e <t warsr, “fifus gd fide™ 89 969 I A SgHTSM B8 I9 HISTYIS Iod fider
HIT gerger J| Aad dIHTEM 3% fifde & War3T I, 37 fog AR w3 fHugd € uafon &
Forger I w3 BIa § WiafHasT KT ITTEM 7 I9 I96T 99 JUBT T wied JE T8mit
IFSEM B8 T WgIS Feger JI for 3 fegrer, A IgHT! giow<t god § A Ao
J; gaft 397 U, BuE w3 JEe Igo, fog garar duat © A w3 IR & 593 e I
STgds B¢, I< 9 dgHTdt Aeer J I3 fBa fodae fa? f3uet I ug god © daft 39
YU &t g9eT I, @Ia © oH & I3 HU'd w3 T 996 ©F 83 It I, A X st
B BRAEB-YSTHE A AH-YZ= &t J| a8 sgHgramit § faR udt sdt 73 3 o3t
AU faar AT 3, for 6 g ggngrdt fan Arer § <0 3 <0 83 U3 936 3¢ fods
gfenst gaat § et 397 Aerse & 87 I 98 feg Aggat 1990 © Tad &g gerfomr
famrr 7, fegs goat & Sfiar, urA I9d JTEE, S8 18 J
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= 2014 [0 g&d § 63 39 3 femir 72, WS @9 feg Wi S SIHTSMIT BEl 1990 ©
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Figure 1: The Seven Skill Groups (Carnevale et al. 1990)
Carnevale et al (1990) ©J" fiad 3 g6 HO'J I&J I& A K8 Aea w3 Hitia Hog

THS I&| A IIHTIMI T Hitd Ho'd aHad 3, 3T fog AHSE 209 IS S8 J
fagfs 89 A Urs Use © Wa1 &1 =, BIat & fag3g AHsE 88 8J6' @ Aeet &t 83
I A1 fog Afgapivt F I@3efari @ Pun & & ToGer 3, fiA &8 WS &8
B3t I IS I5| HEs © god &8 2 fedt der I Aag Ianedt @It & T I8t
HEadl § YIRHH! €91 5% Hed W3 UE J96 © U1 &dt 96, 3T B3t w3 AHT Sage
II6 T8 gIIPE T HIeE 20 Ael J| fod gog 8F & HI3eyas Ie 96 AT J8 HAmr
I & By It ISt 3 w3 SIHTEIM § &= IH A Higdredns I3 Ak Ial fen 3
foger, fog HO'd g&d aH 3 aanTal © forl fedrd S gt I&| AT Iraa-Ae emit
Sadit © i WED I, 3T Ho'T gad Tat Sl w3 Irad & HgHd ©f arl ge I8
fagfa surga HArg S wid 48 arga AT &g v 33 A g g widler A A & g7 e
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ST 575 B S farzT 29 f9ar I, fegst AfESH {9 sgHTIMit © Ho'g gad i &t
g fagrgR Io| for B0 €0 HTHS J9HTS! Iad' & 8 J9 HI3TYIS AT JUGSHS
A 3 AT I8 336 J1 B9 @3ueasT § =ur@e & drit I | e Carnevale et al. I
“AHM-JB 936 © god e mifmie’ § uees w3 Ulaeiis 596, I8 & g w3 37
IIG, W3 SIN § I W3 HB'IE FIG T WIET HHS J| JTGIHS HY & ARI-IS
IIG Tt IS & AHSE B AHIE € 87 It I U9 &8 I IISYIS W3 JHEI AT &
Ug JI6 W3 3163 BH 88 Hds ©f & 33 Jof J1 for 37, fog fgor 7 Ager 3 fa
frarE3Ha M I8 S9&" 89 g&d I 1 fIR Sudt & Gre I=ai3d Sfon <8 =ager
J IR T3 W3 WS TS D wiIfga3T 5T8 At Il A S UsTE, figae3Hd I8
W3 YIS yeidE A fewast & figre3nd Ag w3 AHfmJs 996 © gad' 3 der de

I5, fiat & IraraT 3T 5g3 HI3< fiée I&| SaHTI &t & Hit YSUs gad & HI3TUIs

I fagfa @ao' &9 AR-HE, Y=, Jor fSauds, IraratasT w3 Jdmid fedr gad
IJ9! IS HHS J& Io| fog g&3 e @at & <3 ISt et S18a1 Argit Srgered™ §
Y3 II€ To| I= S STIHTI A8 FEt I HIZTUIS SIHTI! Iod Ie I, Ud fo it
Ysins 3 et §aat § frior Hee I Al Ygrend! €41 &% T3 &dt 7 Hele™ Hi| SIHT
WUEN Yt AHTE™ WEHY SH J96 © WdT i ge nad BI6" a8 fSH ysius € g&g &
Jder I3 for B ferd 8ar3g a3 a9 HIF=Yas J1 i3 &9, i & Carnevale et
al. (1990) fagr famir 3, IBE3 w3 S 29 T I&I FIHTIM BE HIFTYIS I&| Usd
g TJfomit &9, oH I96 ToM St & @33 &9 ot @ Jfenr I S =9 evar
Jusht 8 §3uredsT © Uog fg T Jfonr I w3 fog & Sfemr famrr 3 fa A< 9 Juadt
IS T AIHET 99 It I, 3t S T IH 8J Jer I 7 @3UTa3T § Frfed Juer I3
eSS STTHTIMIT S 8IS © AfTUEIMIT & AHIES ©aT STRI8MIT Wads Jd6 <o
HeE g9 J1 IH 231 © gad fer g feg @3ued3r § & =urGe Ia 1 fog ganardmit
& AHTHS Taadml 396 U I8 fews © vvd § wer d go'd 941 &8 dH J96 ©f fer3
féer 31 Sizars © gog, 58 T, Ygremdl & <94 € gt 96 w3 A 39 A god &%
3 J€ I5| 983 © Iod & AHT-I8 J36 ©F YfSfanr &8 g3 I8 I6 fagfd 89 39
SATE < nrfamr fide 96 w3 udte & Has sfde ol

3.5 Hasy w3 Ufggmar (Concept and Definition)
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WA Hef Szafiu & Aesgst & dt 31 for § A @ g deegd @ ufggthas &t
famr I 7 R Hates R Hge 3, faaer use Une g 337 ewrdr Aarsa3and Sfont §

Y3 II6 BE WIIfaSeE et w3 gadt & 293 enrar i3 AT J1 At Ha wiFe-

feng3a3 7O ffa 337 ©wrar W3a-fena3es Iad T HET &% ITAS a3 AT J
fefeonid HIS fegd Wiyl s 3% UIAUT god I8 I 8T wifddmit Afasvt § @3mfas
HIGE3HA Sifon & Y3 596 S wnier 7S 3 2 e U8 S8 willes SaHgami
feg fered O 39 I61 8I& § WU B2r' & UJr 996 &Y Ag8 &g Adnt v fix
&cedd fegnz dae der 3, G wig 7 e § &t e Aae; dHaH! fors e fe
ISt garect wigeit I&| wEg-fenaSiars 31 ATt § Hags w3 frase seger I, AR
o fow, Aod, aHea<t W3 56" 793 AAI3Hd AE Jrad (1967) IHS Is| fog fo' /it
JIE TSt I& AT 3 & wi3I-fendSeT3 gaat § YIerdl €91 578 93T J1 QI A
YS! HEH AT € Wird e J6|

n3g-fena319r3 AT € ufgsar (Definition of Interpersonal Relationships)

o UTAUI-fena3ars fan3 ffg e3regs ffg © 7 © 3 20 fana3sh fegarg ugrug

AHTAS W3 S 3HS UIAUT YT § TIAER I

o WIIfNIINTS I9H3 & GBI fenaSit fegard areiel AT T UfgsTas sisr Aier
I A AR I3 3 ot § AsT I3 Ial
3.5.1 ni3g-fena3ies A i famadT

1. A3t (Friendship): ©AST € fHU'3 & #5339 39 ‘3 g 9@ AdI6o © gy <o Hasy 3
ng e I& g fewsst wudt fimig, ferem, Afssrg w3 fd gn 38 fHat 193
ASSt & 7HE J9d (993 <9 T It 3 Ao W3 feega © g Ag" wiag fedfis
9T I&| A3 i famsT I fn S 3 Imiisr &dt I w3 fanast fda ga & et

T WoTE 8T IS

2. ufgea w3 fam3er<t (Family and Kinship): Ufgead Herg degs giiare & rafus
SIe Io w3 fewaSnt & forl w3 mfrd fead § UgeR w3 AHDE 98 J6|
Ufgergs fan3 fearz Aae 96 Add Heat fegda a8 weRsfonr feee I
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. UR<ed A=Y (Professional Relationship): ffa HAET S8 1 I9& 3 fond3e3 39 3
s Oneg AT A3 596 B8 faa AT I w3 Gaat & Afgaat faar AT J1 AfgsaHt
s Tn & Urie 59 AR I6 H &l <1 5 AR Ia

. fimrg (Love): A1gs, 3337, fered W3 AfSad enirar eore R dig Imit 313 fam3 &
fimirg fagr Aer J| fis Svifes fan3 R fenast 8 T 78 W g3 I8 I w3 i
fend 50& A’ aJ9< I&|

. fenrg (Marriage): fonrg &g amft g7 foms 7 s 89 A © famsT I firfa < fena st
s g $ g9t 37 Hea 3 =miE fonrg €9 Tus Je w3 Hies 39 feeld Ifas T dns
EEE]

. W fgA3 (Casual Relationships): foga™ farfan &9, a3t w39 3 B wifra
fgH3T feafi3 a9 I A R feim 33 3 wurt fimrg & we get 3 w3 fAge fasH
fegarg der I 7 ffd 3 3 nidl &t 2o s’ fenaZdmit § &9t @8 SH3F € fanmud
WIE 39 fiaHt SRS o Afen 7 Aaer J, 7 fHge g for3 <o fasH Asat §
Hoe Ia

. 38lg'g" w3 3=-33" (Brotherhood and Sisterhood): & AT Id& A AR I3 3
ffadc J= T8 fona3t (I8e, AdSa, WRAEHST, FAfed wie &g amit deafiy
AHS J Aol J) § eierar A 3e-39" foaar A Aaer J1 for fon3 €9, fowast At
HEa w3 3" e I9) IH SI6 T8 e JIT IS

. ATE-USE (Acquaintances): i Are-ugre fod wifrar fomzr 3 fia g fonadt fan &
fHdE AE-UsE 7 9% T3 g™ Afen Aer J| sacler AST & wede I w3
fenaSt 3% it 513 Jurd &8 foH Areardt €t wre J fog 3y € saeiet fam3
<t ggw3 & I Haet Il

. uB2fed fam3™ (Platonic Relationship): € fend3 fegarg ffa gn 3¢ faaH e
et Ireset 3 fast {8 fam3 § udefsa fara fagr mter 31 wifdd fam3 R e et
or B8 fimig St IreaTet fedfi3 a9 @8 e © o8 g dnifea fan3 <9
H3H J ASE IS
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3.5.2 nigg-fewa3eI3 AEO T AXAA Sefedr fAgi3 (Social Exchange Theory of

Interpersonal Relationship)
AHAS TceT fagst A 1958 <9 George Casper Homans ©nrdT YyASTe3 =131 Iret A
AHA 2cTea a8t © wigh'a T W3 B8 B84 ATS famfam T wigrg He8 96 I35
gIa" © wigur3 o3 &t 31993 © wigAd Y- J AaT Jal fan3 g, I fenast &
W2 HE 3 GHiet Jeh Ia) @it 3 faet fors wigedte J1 Anrfaa <etedr fagdt ©
wWeHd, g ATE W3 9 AX 3 I%e 8 903 88 sea< w3 2o § Sefgnr Arer
grdter J| for3 e & fed 39e &t I Aol gt fewa3t winde™ AHT w3 @ farfami &g
€< Jt sarger I 7 @RS o &9 o9 fHser I Wi fon3 Je os g i fenast § g
&3 a8 we figer I fea wifadh AfaSt 28 yaer I g fenast efmi 578 e far3

<t 386" I3 B dIT" I

3IBE I T HOHT HII&S I Ademit I a8 fag fenast & famfamit &g nmyer
73 3 = BIrQe 3 Jaer I INT BT & AY fd 393" foR I9 &% Iar fausT J=ar|
WUE AH § AHS W3 8F S fier Age I Ad 591 IR TR feandst 3 Ufast s 596 <t
Eie & 391 wuE Wy 3 Ufgs a9 W3 ATl T aTd |

3.5.3 HAT< g ni3g-fena3ier3 AT (Interpersonal Relations in Organisations)

I wZ3I-fengFer3 Ay Iemi § We Ig6 w3 9 3 B &9 fered Jer 996 © HuUEs

<t g8 3 Tt <8 993 &1 A & Ao Il

o Tl Wiz AT ysus w3 foAe SoHgd fegerg i Hiade Asg

HEYI J36 feg HeT Ja% I&|

o fogdgardt w3 gmie g wurt Af3arg w3 He3T & §3Hfa3 ager I

o fog Hiss © Wi &g Iaradt @ fearr < Ags3 féer 3 fan &8 fag3g
g3uTasT gt Il

o fogySEHH HisE3HE Ho'g & Ags3 féer J)
o fogHIGE 8 AH 29 w3 S e § f9g39 S=8e <9 Hee age J)
o foT IHES @ HEES W3 Badt S HIHS § fag3g g=@e <9 e age J)
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o fogEERE 3BAB © TIeIE & AYE3 e I

o T HIGE T AHHIGIE II6 €9 Hee JIer 3

o fEIWII-fNSIINT3 god' § fesH3 96, IIradl godt W3 I2EiE o gud 96

f&g HeT JgTr I

o fogHIGS <9 8ot © fegaa § Aue <9 Hee daTr I

354 fEg dH T g fSg wizg-fewadlers Asgr € HI33™ (Importance of

Interpersonal Relationships in a Workplace)

It & fond 3t foeda™ I St I3 AFET| HEH, HHlG © §8¢, Je-durdl W fegraf »i3
FeE § AS II6 BE AR fana3t < 87 3 ot o &t a9 ATl wiFl gTdI3 eaT
AHTAS Fie IF, W3 TAsa Wi 8 WEa-88aT @37ede &g <09 fd33 w3 3= &9
IfIJe If| A form @ wisa-fena 313 AT © &8, SaHgot 896 &8 203 S gardt <1 J
T I& Ndd 8 T @9 'S THBT! 3% © I'd6 ftad dH dde Jal

355 Ange &9 wigg-fenadiers #Eat & fa€ mafawr #<2 (How to Improve
Interpersonal Relationships in Organizations)

Aad AT o2 & e Hifdar ds 9ret I fagfa 3ard Hin &t ffenr, 7, mrfee fom 3 & v,
i eNs ST 153 Aeddl © 96 ffd UnaTdt B8 ASE S © 983 He 30 di3T famir
3, 3t 3F A= I fa W Aog s Argr S8 357d Ho™ Aaer J1 3T3! AAgT &9 v
Ho'g B8 A3 3 =t widi3en 189 i 3 Hergs fom3 g=r8er| Wi SgHTaM fegarg
WUH AT S AOgS 3 fimis Seg3 I3 w3 3H ATl It fid I9 AII3HA dH T HIIS,
AUHS HU'd W3 §3UeesT € 20 I8 U’ § =64

dTH 1

A3 IIgHTIM & B firrerora ferr-faaent e fEa /e €31 MindTools.com & S
HIg © wigATd, s Jaft € ferr sréles & At w3 Ause gu e TgA8e! 3, yusdasT
wd B srged & gudyr TR J1 88w 3 goT BE SgHTOM § fier AT I A
AUHS W3 HaY g <5 Ao 996 e @37J3 3J| 8T § Heds ©f A &8 I3 Herst
TS 9 WAS ST ATHS JI6 S8 dd W3 “IUA B grit 3 HUE 58 aJ, 7 3% U'ge
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<l i @ HeIet J| SgHTIMI § feg ure feer & Aesed I8 fa e & ee3dt eng s &
Af3arg feur@e grdier J1 7 ffd SgHTS 8RS YU3 JE @8 €Ng Bafon (< gre 38t
Af3arg HITEA daT" J, 3T @G “In I © Ui @8 fonast o R vags famsr s=e

T Hges 20 Jget I

dTH 2

o3 g <3 Shi-fasfdar fedet § 3fa o3| 3H wuE STt S8 wrUE wa3 7
o we-Adle feae 3 ArgTeT IdaHY Sd<'8E Bl AH-fagfEa AgTgad § fouds &9
AR I 7 A I3t Hifdar 3 ufgst 7 gmie K 37 IH-fasf3ar I mHs a9
A JI RS wEA-gag IH © gu @9 I8 figr I8 waHe A JEt I9 Issed gid e
f& f8s IBUSIHA IIH A © ol § I8 596 B8 {8 AYI 999" S9&T| YF=a gl I
fognre & gaferat & fog fifue & forms St ordie 3 fa 86 © AfgagH @ formr fad
YIS It I&| N8 dae i ISt 3 Smie 3 © A § AR-yBaE
Yraest fel 371 @Iat & for 9739 I9 & vres €9 Hee SiSt 7 A i 89 © Hu'd feg
o Hee gaer I w3 fgadt IiF for &g garee uE=t I

dTH 3

wWE TUad Hifdar § Aog S8 A9d 394 598 96 B8 i g & 83 I, 3
IBHEIT fariaH I3 89 863 3 92 Ifge w3 Wt § 3f36 24 S8 Google gt
HIH Mg <t 7SI & User 396 < fHerar ager J1 fige eds wdlen & use 393,
IH 973 A At § Wi 98 JI faR § &cA &t w3 g @ 8J6 & § <3t Bd
foua3 93 3T 1 99 f9R & Aorg © [ g 3 JuT R Hee it /7 A w3 1 3 Hifdar
3 U% I8 6 8I6" § UreTe e HHS HIJHA J96 R Hee J96 &

dTH 4

f8a HwaH YHus BreT 56| I8 d 3A S 3 Tolg™ § I © W &dl I Ase I, AT
for & At UHeT &8 A8 I8 9 Aae J, A 8 Ae-ygide Ate' € 293 age" w3 H
e Agat & frar@e g I fa fa w3 o cdgmi 3 goe I, w3 a< fA Afa3t A o HAgg
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II&T J| AHE 3T IIs Bt

dTH 5

f8a Gus-39 i3t 52761 32 ol i HaT w3 m-ATgst QUBET3T 3T AT fes, 99
foa Hog gdiat gt Jue 3 Hor aaet J, fag & 3 U8 Taem & A3 3 89 & Aae
J| 85 ferfos mif 3fg a3 - < fAge 30 fifet Bt - I3 fos 8 B9 i

3J'3 IIHTI! AN & feeret <3 T99 996 JE W Hde I& W3 AR 8@ I8 S8 3T73T
A%d 8 HaT Jo| §Jat €t fogmir & Hode B w3 8Ja ¢ fog THe B¢ 333 3dT aaeet
I fa 37 GIa" © S ©F Sed JIe I W3 AHIES JIT JI

e 3J< & 7Y 99:

Ql. “wE g&g § fourd” - wifdar 38 faar famr I gaae Ier HI3=yas fag
TISTH TWTT I&d © T3 & IHat €9 93ur a3

Q2. W3I-FWSINIS T6I W3 HIGEIHS YF'< fod TR &% fo= T8 I&?

Q3. 3t IH WZI-fNESHIE I&T (& fa wza-fena 31913 gaech) &% AEu3 Ange &9
& miffmret &t yge 99 Ao I feas® miffmret § T3 396 &d 3A »ize-

feVI3I913 I8 (T, T <3 fa< fodsa ad Ade I

AT BT

3.6 AE-Us's, Hasy W3 Ufgsar (Introduction, Concept and Definition)

IH BIT3II wEhT HIesTe W3 fed@yt S A'Y 996, 896 T 3B&T ad6 W3 s
< B A9H geo < Yfdfanr i€g J1 SasT = fd SA8 <t veTe 96, Areard! fedal 59,
W3 fIBUT & T HBTaE Fga It II& T YfAfanr J| FeH-Td-aeH erd &t & Yfdfanr
<t =93 9o AEfU3 Aredrdl § Halfe3 ogd w3 fedsut § ufgsits dad 203 Aregs 4,
HY-AHY J A8 &t &9 33t Hee ad Ader J1 frg ude Heea<! § =ugel I f 3
73 3 20 IRSeYd fegsy gedl

@AST 8= (Decision Making): HasY W3 UfgsTr
A B 7 © 3 20 QumEy fegsyt fegarg i3t It OF J1 SRS 8 O2n 3 Uydde B9t
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A9 3 T fegsy gEs @ yfdfanr J1 (Samuel C. Certo, 2003) |

eAE 8T & ffd dor Yu3 396 88 fRasut fegdrd gt 996 o Yfdfanr ex ufgs iz ats
A Aerer J1 fog 89 yfdfanr I fam enirar s fanast 341 88r & Yu3 596 &g Jgmi
&9 i feg®y g=er JI (Manmohan Prasad, 2003)

3.6.1 SHS' BT & s Uz™I (@A 8= T UIUII3 fEHBHE3HA H'33) Eight Steps of
Decision Making (The Traditional Analytical Model of Decision Making)

A8 8t T IS, ferdme3nd H'3s © wigH'd, erd 8 g Yfafanwr I far g nis
JITH FHS JT Ia1 Ufasr ser s mifimr & uge a3 foar J, 7 fa mifrmr & Hgedtt §
A 99 faar 3, frfd mifimr & use i3t 7 3t 3. gn & ufas iz G faor Ater 3
Arfrmr e 38t <t QusET I8 §2H © wigHS! HBidE JI3T Are grdter J (Jffesddr, 2011)
s I3 aeH § fa yI=-foguds se@e faar A J, 1 3 48 gu <9 A dg I fa
fo2 A% I3 J| Y= wiH 39 3 YI=-fode 36 28 BT HIIIHG B8 WUEl HY
H WG FrEAS ‘3 FIAT IIT TS| A UF S HEIfETI feasy faar wer 3, far & i
UF™ T EgATen famr & 7S He= J=, mifimr @ I8 € uge St A JI 7S fana St
I8 T &8 WEE T aflH a9 IJ IE I, 3T 8I v 39 3 fugshit Uudo™ ‘3 oA dae I6
H 39 &3 7S YT'6 99 Ao I (Greenberg, 2011) fed@ud J&F € HEST ST
I, femdae3va H3s 9 ffa I3 aeH J1 fagfa Ardh Asresret Sarsg @vrg &dt
J A I65, for B8t fanar3t feasut & /g o9 AeeT 3 H Arfee 209 ySems w3 HI
J AdE| I I9a € IT IEH I 7 I8 feasut © Haiae a3 A 3 gmie fonr Jer I
foHaRBY3 dgeH SA8 § &g ad fgar J, 7 @H A8 & yIr dd f9ar I A It aeH S8
TSI 3 o Hil wizH uEmy @80y 9 9o 3, A for S dsEs yus s fgar 3 fa
AHH 13 I8 IS IS Ys<as I61 7 I8 o1 Jge' I, 37 mifir I8 I 7t J|

TH 1: AN & ugTs 93 (Identify the Problem)

ITE wigAR der 3 13 3Td 89 SAsT 596 & 87 J1 3T3 g I3 7e T8 A &
Yfaast § Aure gu g ufgstis d9s < 3fim 531 fog ufasT ser 593 HI3eUIs JI

e 2: @2FF & ufaa g a3 (Define Objectives)
e SRS ¥ 3 UfTST g% gae! Areard fFast J9: faIdt Areardt € 837 3, Arearat 2
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A 3 T 7I3, w3 foAg fof YUz 99 3, aael © Y= § fa< eage Jl eraeH e
Wegd W3 FIdt T2 “IH” HHS TS| I¥ Aedrdl wiedal J: IH feRd AR-ysaE <
it enirgr #3911 I3 Al Sradt J: 3 oA wiasdls, oz (&g, I 89 3, w3
J9 AJ3T 3 B3 Al

T 3: Yd< SHST a3 (Make a Pre decision)

i Yg=-fsaurds ffd 2rgT I {9 SAgT o ade J1 feg vF 3 wiarg3 Je grdier I 1 24
2y AfESot (S8 3 I8 SRS & Yfag 3t 573 Trer I feo Yy Rg Arfir < fam w3
AT € IT Ufagnt & HEaE Jad di3T Frer grdier 3

TN 4: feasy f3nrg a3 (Generate Alternatives)

A< 3A Arearat fed st gge J, 3T 3AT Age 39 3 Frged € I8 HIe H'IdT, A7 fegsyt S
UsTe 391 AT &< feasut § SE8E SE Wiy I8UST W3 Y HEdrdl ©f 793 & Jd
A JI for a1 g, AT A9 Age w3 841e fegsut & 5ot =re&al

gTH 5: fea®u T HSaE 9 (Evaluate Alternatives)

IBUES IS B WE! Hrearat W3 Feere § e 1 feg f3J frgr 3= Asg At wiz 3
I feaBy § YT I3 JI Yaae 3 [ &ff ugm™i 1 e ugret 918t 87 & I9d feasy &t
I3 0T YT 3T HRAT H IS S3TARAT e I foH YHSS wiegdt Yfdfonr (& Sue
J, 3" 3H g9 fegsyt T Uy &= gg 9341 QI 7 3973 1Y I udoE < €9 A A

&1 w3 129, feasut § 3TH 9 R I8, 3T3 Wi HE Yerdl @ wigg 3|

9TH 6: f8a 9= o3 (Make a Choice)

g =g A< I 79 AE3T § 38 &< J, 3T 3H B9 feasy gea B f3wrg I A 3973 B8
AZ 3 =0 SJrer J| IHT feasut T g < g Ao JI IeH 5 ffT 393t 9 A3 39
3 G A AHS I At I 1 IA UF™ 4 2 i3 [Fg wiye! 5ot © faug <3 It I

JTH 7: TGS § B &I (Implement Action)

IHI gE JH 5 199 g IR sy § B9 I96 HY 9 IS ASTSHS Il Jd6 S8
f3rg JI
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FTH 8: TB-mY Follow-Up (WUE SRS w3 fore 3t St mitfemrr a3)

for wizH uzm &9, Wy 28 © a3 3 feorg o w3 HoidE o fo off fomd uzgmi 1
ST 3T3 ©WT" UsTet I1E 7iga3 § I8 i3 I 7 &l Ao SR8 & UsTe I1E 87 § U

. Problem c
Evaluate Identification Define
choice / » \ Objectives
Imple!nent Predecision
choice |
Mak.e a < Evaluate < Genera.te
choice Alternatives

Alternatives

&t 3T J, 3F A YfAfanr @ I8 SeHt & Tad8e U'd Hae J1 & SRS BYTIds B,
IHI 203 feRf33 At g3 LUt Areardl fedlat daer grde I 7 @Y feasut & U398 ag6"
T AdE JI

3.6.1 S Tt fIHHT (Types of Decisions)

SHS BT S firer3d g9oe fog Haemi 6 fa fide Adag Srgrd ! It ofs 3¢ 96
' fige AShg Irgrard € A8 Hies Jue Ia| fog B9 y39aa I83T J1 A9 SAfent
T 23 33 &l Ie A II3 AYE ©f BF T &l Il @TTas B, IH JuH Kawgs 3
Ufagt, IA ATgs W3 we3s erd 88 J fiR X &t ufgser 3, ot wrer I, w3 wa w3 Ags
e W3 Are B fagzr IA3T S J| I Tiee frgst efenrt Safent <3 fmmer 7t &t
a3 I for famd © i SAfEwT & Yo i3 erd fagr AT I, A Wi SH8 7 wiaAg
8 I8 I& fa it Qust Bt g AeofB3 Aoy feafi3 dae It fvg 2rd &= st w7
A<Yf83 A<y 93 J' @A § SAE' fou faar Aier J1 Begds B¢, 593 A IASIC
FITI II © i I IR = Irgat emit fiaarfest T AroHe" aoe I6| fagfa fiarfest
s wregSt mifimr 3, for B @as' © A T 9 JarHI SAS™ It AT’ J1 JASIC
fog Ere J¢ B9 33 g2 Ager I
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g I, 7 e A8 T fouH & Targe 3

oH UR, [T8HE W3 HI3TYIS SHB el HO3 HY, Areddt fedal dge w3 fegqsut I3
fimires &% fegrg 99 <t 83 Iet J1 feas’ § JI9-J9aHz SAd faar Aier J1 Gedas &4,
2005 3T A3a83H TIUIHG I ©nira 2V JE 376 © Jig-HazHe ufaen (gash
W3 Bt <9 €9) © Ay S 20 I Irast e fdsef T AR g S S B3 I AE I
famm fog fi 9-gararHz A 3, fa8fa et Tarfomit 3, TTHC-g8 IASICT B Irdd SHs
& fAg3 & gA2 fore me w3 3 99 09 fI33 Asl for mifimr @ mee g,
NaZaszH & fase feamut & dadH 396 T eAs di3' i fg i Hitg i< du agrem
& A9 T gAff &% ST8e w3 2007 {9 89& & wue Irddet ffg TR de € ea3d 3
yrsiet 4T e

g Hae AfEst duamit B8t ffd dI9-JararH i3 SAS T 9156 2 Jg<t I BTads &,
fe@edfar & Sizsfau ffd AY3 A T ArgHE" J9 IJt AL @I & I8 ot (S8 i o=
@3ure, Charge Up with Lipitrene, 89&" © Yfio Alger 3fdd U839, ChargeUp T I
Ao fInr HAdgE OF i3 A/t foR 7, g 9H © fg3 fegar 3 89 & diredfderedias
UIHS! 2 11 HHIEW 573 Bfg3 596 &6 f8d ¢ 3% wWiem™ 1 §9% © §3Ue &% AU
J AR I, fAA aga grarmid § TUA g%'8E T SRgT Jl3T famim fog SAeT Areardt €t
Ag 3 et fEnr famir 7t I8i(s feg Srer gater<t |, feg faat foam yffomr € sit3T famr
Al 7 Aeardt § 3% Hil € gefawt smi foeg mine I omr 3 fadge sisht figs
AHfmret S © @3ue &% ASU3 &df Al TH3< 9, A9 aA fid efii3 I8E a8y
oA 99 {9 TUA 83 I8 76| I8, 3 w3 98A Hict § garrs ufagt &t I gar Al fer
Hegdt SAB I35 f5@eIfar & Tami I5 2Ad Bz © 31 3 HF feord I3& fimim Syt

fa N

g Hfg3 O 596 B8 Areddt fodal gg€t I I< AHT Hgt I= (IrIfes, 2006)|

-

SHIBW & R Uug @ wiorg <3 f3s it (&g fgmr 7 Aaer I fan <3 8 Ie Io) I=a8isa
RS i AIeE T A9 3 JI8 IG| JEaI3d A3 frr 59 SRS I I g I fae
I A= w3 9, TSl SRS GIa AW T JersT it I& 1 SaHT™S! Hdles
& 988t B 99 Id JIT I6| GTIIs B8, G IAIIC I AY A Irax < faarfes yuz
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JE 3 forz 39 3 HeE3 976 T UHaH JIT7 JI SHCIC © HSE & SUM Irad AT U3
936 B o eSS SHST 3| IAcde @ ASHT & Irgd i fiarfest & Arse ©
33 = He3 fiond &3t § &g &3, 7 S g Jealsd eAsT JI w3 99, IAcde ©

Aded fena3a3 2Ad & 99 I8

I3 I feg yaiaE 999 1 & Yyu3 I8 93 Irad faafes Arfed I w3 g yes fiord <t

Trdat I

AAETe @ wiegg WH 39 3 2 318 SAfant & Geradst

SO T RHS U §EIIs e
Decisons ST S N 7 R I S OB 3 oy
e Qe grdter I?
&t 7% fie o @3ure wris & filgr agw] oS S [6ISRS 933
e I?
st 7S WUE HASS T Wi WrgE
e I?
Tactical IS I SHB HieUHGS Hee B8 7S o
Decisions FI& grarer I?
< U @ Tl fedS SH I9 IJ IS7 yei
A &< 3ue BEe & Hgdifdar fa
IS T 7
S WH Wi Werge I 3t far & Are F
e I?
Operational TIeo m éﬂg g ) e ?ﬁ’\ A HAET S IgHTSt
Decisions HigagHm &8 fdal @9 J8g3 JIIdl
g 97
NS A3 &2 83ue §13 Irgdt § ot IfJE
e I?
H3fB3 Igiam?

for 3 fogrer, wit Jig-Qeray i3 Safent & YseHis3T § AHST W3 yBHE 396 B8
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f3rg A3 I -2 RS B T HIS 3 TITT II6 ' I I Wil TI SAS BT ©
3tfeomit & =g ST, IITHS IAB BT T WSS 3 B I d, AW IITHBIT T SAY
BT TY N3 B AT JT, ST SAS BE T3 HIB, W3 HIrAe3HE eAS BT T H3S
T &8 ¥3H J=H

3.6.2 2H%" 8= @ fAuz (Theories of Decision Making)

o 3JaTS fa@dt (The Rational Theory)

3ITHIS IAB BE T HIS §I&" JuH T g BT T eI dac J fAda” I3 A% B
ot § fegrd s3e grdier J 3 &t Guat & o I © &3t & gressT §<u 3 <0
a9 J1 gn HET' €9, Aad 3AT fog welldt ge@er grde J & 3 A9 3 Tdv It g
J, 3T IS AY BT TS HIS T I aeH T8 Swer wIg gt Ager J1 SHd for SAg
T &3PS SR8 § Y3 34T fog 89 B I fifd uami 8 wiger J1 8TTI9s B, A
3A g g vdiee I w3 3¢ for ffg mifimire’ 3 e g3 &t 3, 3wt @9 a9
yJiees 28 A GR AT W3 H'3B 3 fRg'g 596 T We HIes HigHA 3411

39S ysEud ferdide 8 39aH® W3 ydl 397 g3 fogerfed (wiafas Hee) §
Heer I i fa fusdt ASt © WO © wWAUTH (SEIsTHISS Helg-wafad fagdt enrar @dea
oI3T famir /il STIHAS 2Ad Bt <t Yfsfanr R & ug™ 7s IR 96, e i3 Adhis
(1977) @ i3 I8 JEH:

o HEM: SHS BE T Ha BIe;

o f3Tde: Irgee @ HI<t dAgnf ©f 5, fearA w3 fendns a3,
o JE: BuTHY fona3 &9 i yrA argerd! ©f I dda™; w3

o FHIfEM fUgSM I T HBIE JI&"

ISTHIAS A HYIS ITIHIBIT €Y, “Te” Ua™i € BI'6 Io (s &9 AftmSHS Hat
A QUUITE=t § HFe B8 A ferdne © Bar O 233 &3t ATl JI €93H QUUdET (A
wita3H fenwa3ar3 Agrfes GuuarsT) T feamy gfowr famir J) oA Sne €T 39aHs
H'3% & 233 d9e AN, fog Hfonwr AT I fx yoa:
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o T feIBU § B AT T it § Fe
o foTe" S B Igria T B 99t 37 Halfs3 He I i3

o I3 T 3BE d3s W3 1T f5aTI3 96 TF IEFIHA WAI3T I fa fgaz™ 39Hta
J1

IAS BT T UISUITTS TR A IHS N3 T I foe I8, A< fJ 28 &< @ foas f&d
IR 2 Uz @ BI'6 oo 3 TII W HaR I8, 9H TIAET J fa B8 uzm™ &9 fegsur &F
HH S96" A 3 gEIUTs J ATT I W3 WIHI WHSSIT @8 Hier J1 A3 &9, i
HHEg3" & Ufanr i3 @7 gnrgr wiftmls i3 a1e 85% SR f[Sg Jdt feasua Wt ot
et (Nutt, 1994) |

fare 88e, Aes ydud e 96 fa 89 Srgr 8t & yfafanr € g9 R ot de I, efrmit
BE A T 88 @O fogua3 J9% I8, I8 B8 fid wiSHH3 81 J9e I8, H 8at &
fI7r 8= 58 Yu3 59 I, W3 895 © fendiae & widl =urge &8 wuel nast ©f 293
JI& 3 59T IS (Nutt, 1998) |

IIIHG AT B T U3 K9 SAB Bt Tfontt BEl HI3TYIS A I&| A 3 UlIST,
Jet AT B A, AT fegsut B 89 a9 3 Ufgst fvg weltal e gg A J fa 3At
WU SRS © HUTF AETY3 ade JI fog 397§ s feasu & 993 fimirer ude d9s w3 8R
WEHI WUE HUTZ Ae 96 3 I3 OT7I96 58, Ha 36 fa 3r wue 2Ad @ HuEs
gT8T 3 UIs 9 § WaHEs F8H 9 7y 9 I3 /il IH wifddt S92y AR I A
IH HigHA 98 I 3 3T Al & I2 § TIAGET I w3 IH I BB T IHS HUG
eSS < JI fag, vA g BEt 3773 Mg © I, AT WU wid & S Aae J (S g
<t giue & wiafadsT w3 GEle3erd Jiddl Yeit A8 3 HISTUIs HUES Jal feAd
ydtee 3 gmie, 394 feg WigrATH I Aaer J fa g 3973 23 3¢ fugdl Aie 3 ATg Je
Bd 593 2 I, fAR 99 3o§ Ao grdier A feasyt € OF a9 3 ufgst Hues
foauras g3a™ ITE wifddhi I8t 396 3 I AdET J| SISHS HFS T fid I rfeer
feg I fx fog SAwT B = fent & fige g3 & gAe A feasy Jer 596 & Irdlie Ider Ji
I YFrerdl SRy Bt & Hoee odf v fiA &d g vuds § T < vr39 ga9us
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JI& T 8F &t It Il

fore Ard orfafontt € Srege, A mrfee Sftmir I29r {3 for SAd 8 @8 W3S <o 593
A Jig-wErgER! O9ae’ & AHE I5| feg Haer I 3 89 i3 Ae @@ el § ydt
3" AHST TG, fd BT wnuehit Ardhei Qus It § Aee I6, IS @It 3% g wiggdt
o3 &t I, w3 g 9 @9 woas A8 BT Tde TS| 398 YIASD A3 WIH HASS
JIIIC HEHG & S [ 7T IITHIS SAS BT T H'IS AN &% i dde AN
ST B o S RT3 a9s f*9 B9 Agfed Guads J A I, fog fog e &t
J 3 Adios &g WaAd 2A8 a7 B2 AT I6| TIWAS, AFgiHG & Tois i3t fa feg a3 &t
&t nirfemm

o HIHHT 3IITHIBI" € H'3H (The Model of Bounded Rationality)

“HIAAHGS,” Yffnrnorfa3 fgrdiae vy 39 3 HiHe 3I3HIS3™ 3 Simon’s (1979) ©
M 3 worgz I, fog ASS daT IE IS IS YHus 98 IRE Ut Areardt &dt It 3,
W3 fog 3 wiggs feasut & onmr 83 &dt It I Adhis © wigAg (R 8 ges &3
famr 3

Chase et al. 1T (1998), “H&H SIS fegarg § g A5t eurgm wirarg i3 Aer I fame

T 983 I TIeJe of =33 M3 WfFE3T et ITE s SHS AHSE = I&”, fag gt AHfamr
TH H § Hg3 22 933 fo dc e Ia 1 3HE B¢ Ag< J1 SAE & T AtHE T SITHBST
H'3S ASM SAS B Sl Yfdfanire €t HiHe' § Ugreer J1 foH a8 © wigA™d, fanar3]
Aregs A e fegsyt § s ysdus v A 39 Wz a9 g6 w3 fegsut & ydt o i3
et Ufgs AGITIUT fRa®y gee I8 AHST IISHIS3T Udy © ffd Hd3eyas fdar
H3RS & YfedSt I (I9gac AeHE evrdr Agne w3 el 3 i mee f3wrg di3r famr
J), A 3T W We HuT3t § YI' 596 o8 UfaB fedsy § Aldrg 996 © I98 fider Ji
ETI9% B, Hg3 A TBH Jgec HISl &adt © ¥Be 88 IHed! A wizgdrred 8H
&l FI< I for & 578, G wiyel 8r & B AtH3 gifsd 939 3 Jefds J9e 96, W3
&' J2| AIAS SIS ITTHS eAS BT © AHS J| HY w33 g I fa Az 3 =dhnr feasy
geo W3 HIE &3 § 20 3 30 396 & 58, SHYT 8T T WU §HIS3 ¢ UYJT II6
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T8 Ufg® feasy § A9 a9d Su3Hd AR w3 Hde3 © =593 a9 J1 AEg
SISHBIT UA W H3HS ©hif ISt eergr egrme! At I fegsur & 99 Sit3t Aer

I W3 FHEG YBIE 3T e JI Ad JE feaBy IF AURC A AUHC 39 ‘3 TR I8 We-

We HuEg' § YT J9er 3, 31 ferd “Hzne” foar Aier I w3 81 § AU 99 i3 /e I
IgH TIEIT (€T fSuHI3E & UsTe Fgd 5 T YfSfanwr § WiAs Serfean A Aele J

IS AEHG § AHET IISHB 3™ © T3 BE 5g3 YHA 15t el J, g v & 399l
feead T T9=6 J9T JI oA 96 I3, I3 A HrdT3T, M fd g=9 (1981) W3 T©H
W3 291 (1999), 2AB BT © HIH' © e Tfiags €9 Huds w3 Ahven 3993 f<o
W33 adt IIT Il

o WEIS THAB BT THB UG (The Model of Bounded Rationality)

WEFS SAB BT T HIS IJ A B St Yfdfanwe’ @ ge8 @ 83famr I g Hss HB3
334 & & SRt <3 udee v gere fider J1 AT i3 I8 9% 89% ysudr & widue
e T IS B BT WaST O TI3 IIS BE HEW W3 59% & I ©IF WIHAI wigs< ©f
<33 IJC IS (Burke and Miller, 1999) | Yo ge3iyds o@73' &9 SR8 &< I, frr fEg
HA @ TgM, garect, 593 fomimer wiisafg33T, sescmi AfaSh, w3 g3 fimier fourst
o T3 W3 G9-8 T3 &3 HHS Ia| for 3¢, fog mHser I 3 896 38 3IIaHS A8
BT THIS T I3 II6 T AH &t Il fagd & A< MeE, 31 femsna, w3 g3 Ags
IIHTIM & arga SAET 13 Ufenr Aier 3

I -l It I Aes3T T fAITT faAns § fie Ial faR Sradt fadius &, fag Amer
J fa QT TI=e 59 © 3 TS WESH'S BT IJ IS, U fog U3 gser I 9 Haa ufast
el 58 25 3B T TI3 dJa UAE'HT 3Jd 5% A T Ia| war & Hu, yrfeser
W3 BIAT e A3 I8 FEs-A-H3 T SAfSW 873 8r g™ iée! J fa Hag 991t 397 Ho-
AR feasut & ot {9 fed & 9t &dt a9 961 @a © A 56 feasut fegdrg ergr &dt
g9e W3 A3 3 < fegsy gee I for ©F 578, 69 i M <9 figg ffa feasu 3
feog I9% I&| WEI< RS Bt T U3 fug Tats foer J fa g i3t Afa3t &, ens 3
T8 HId UeTs § Uses BEl Ha3t B8 T3edE § AdG JIe IS (Breen, 2000; Klein,
2003; Salas and Klein, 2001) | i @9 ffq dcds < Ugs J Ae 3 gmiE, 9 Wug yae
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379s @ W' ‘3 T &3 39 arged T fid HI<t d9n U3 Ade I6| fius e, 3w9s
W3 s B8 daee, feast 2Ad B Tfen § fog fegrg I 3 i3 famr I8 &t daft 39
SH o9 HaeT JI 7 8T HaTHE SHS IJl BB I6 W3 BHe I6 I3 I8 oH &dt 34T, 3189
for & wis €T fawrge 3 ufos’ I3 § =e i Ia| A frrd wa & i Srarud I8
&t Hienr AT 3, 3 ford g feagu © 39 3 de ag i3 Aer I, w3 Ra o< fega &
A9 A3 A J AT 39 B Sraruier I8 Sfanr ot 7er I fig o9 Fged © i fearga
JIA T UgTE J FE 3 °miE, SRS 8E T I8 § 9151 Y Juer I Yy g3 feg I i3 i
AA 39 fage i feasy 3 fegrg di3T AT J1 &2 8d oA 3913 o8 y3r<t SrAd 8 © U
&dt Je, [a6fa Guat 3w fige sa ad Ufgst T Ira=T &t gl

o JUSIHA SABT 8T T8 H'3B (Creative Decision-Making Model)

3ITHIS AV BT, AT ITTHBIT, W3 WSS A8 BT © H3S 3 fiwer, Jga3H
SRy BT g ygrems ey fogHar It © ffd Hd3eyae fIAr J1 ITa3Ha3T &%,
IBUGIHY fegrat & Ui I Fudht i&g 3 YFiuarsT € &8, fonadmi w3 Arere §
SIS RT3 3 & 3 TITJ 96 © 3= 391 UTT II6 39 © cHeN T Jga3Hd
gT6 88 Jfg3 di3T Aier J1 AT fd JESIHAST SRe3T Yfdfanr T ufasr seH I,

JISIHII™ W3 G163 fEd T &dl I 263 I 3IHS fegd’ &8 7g It J, ug fer

(SO WEgge<! UAGTET W3 USE & TTHS Jol Il

IS IHA SAS BT T U ITH I3 AT & 33lfomit &% fUes 8 &5 @3 35 8 A
I A H3G &g mifrmr & uge arvs It 3, 7 fa @ aen I fram Re mifimr § I
a9 & 87 AdEC I At I A A feg ot usee I fa 397§ g mifimr 3, 3t femer I8
gI&" WHIT I foHars €I seH I fan ffo 2rsT 3 T

HIT 573 793 39 ‘3 ATT I3 Areardl fUddT JIeT J| ITa3IHA RS B g ATS3T
<t gt wiftles S8 A7 9J 839 99 HI'I3 ITAS I3 A ITAS I3 J fag, Ygu3 I
J1Yygs3 Iz B Tas, fonadt mifimr § uA Ju fider I w3 g3 An 3¢ for 3 ol Age
for 7, forar WS g w3 gu g Arfimr <3 o1 s faar J| fag Indt, A g8 = us
wiger J A WA T I3 fena St 36 mine I 7T J, I8 @7 AT forc! We 3 ue §ie
ISt A<t J1 fog wEEd AHS “gId™ U8 I, A I Ydie gaal g wIdhiEE a8
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TYfgr /Y, fiA & fTHos a96 =8 G AXfMmIr T I8 Sfawr At far <3 89 a1 a3 fgar /A
w3 fE9, IASE W3 MUSHAES UF™ 8€ TUder J AT oFYT 3E @8 AU3 39 3 I

Heree & yRt Sger I W3 SR8 § B9 Jge I
Image Source: Google images

JUGTIH SHST BT T Yfafamr

HHII3" SAET Bt < YfSfanwr <8 ITa3Ha3T © LU T HaiaE 396 &Y 5 argat 3
fimis I3 98 I61 Y='a G feorat <t Aftmir § TgA8er I H 8 fenast der ads ©
Wa1 Jer I BYa3T for 915 § TIAGEt I fo ferg ffd gn 3 S @43 91 Aeg 3 fan
AHf 2 I8 23 IS f3rg a9s © WaT1 J, 3t 3731 eRgT 8t & YfSfanr Sga3 <3 €6t
I Higa3T T W3S I IS faR fenarst € fegrg i fedue Tl

Step2

) +Immersion ) +Incubation

JOSIHAIT © HY Dimensions of Creativity

i orad R H3S

SHS 8 THHSG | foA H3s & <93 ager d AT
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IIIHIIS Rational

. feg@ut 573 Areargl fed St A3 7 Aot I w3 fHE3T 7 Aol Il

- SHST HISTYTS Il
 IH wUE SR U I Su SIe S AT IT FI JI

AHEg 39S Wd-ue HUES AURE I5|

Bounded Rationality | 373 3% &t I A 3A A5 & S famer AHT SIrgE s f3wrg)
St JI

- IH WUE 53R $ S0 3 20 I96 ©f AfFH & 99 II Il

SIS Intuitive

. SO WHUTS I&|
- A T T I W3 ferd e wodar Hidar I=ar

- 3T AHTAMT T nigge J)

IS IHI Creative

« AN @ I8 AUES &I I&
. 52 I% g g ©f 83 Il
. T3 AB Hfew &g Fge T AT JI

3.6.3__2nB B & ygfe3 I96 T8 994: (Factors Affecting Decision-Making)

fon & fegsy © Uy ffo Sns 8= o & faaH © agd feora Are gdie I6:

fegat § for 397 Aty 137 7 Haer I

i. SANI
ii. WIS Jrad.

i.&H a9

A8 8t &% HIU3 oA Irad (8 HI32Yds Ia:

a) feadt
b) B9
c) HIeTS
d) g3u<s
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e) TAZHS!

f) &3

g) dIHTII W3
h) BfaAfean

s 7 i I2q SH AT ‘3 foan & A B YI'< § Wil 7 Ao I w3 foH et I3 A
e 9 W3 aHs & fegde” WA 3| fegst Srgd <3 w3 SHS TUJ IITHIS W3 SHST
BT T8 e FeE= W3 T9U'3 3 HA3 JIT T HIeaT Il

ii. WIS Irad;

WIS I {1 foa & feamy © U <9 2rd 8t ¢ Y3'<3 5 AR I6, HISRUIS I
oA uH SR8 2 ygre:

a) GeHTr<dd
b) ¥y3ad fegg

C) IIHTS T HEES W3 IJI

fegat argd’ T3 At ArErdl W3 3T YU3 56T WH'S ot J1 feA 38, fsgefed & 7Y
W3 YS-foder fIn v fedsy < gt 9 HIS<YTs giHar fasmear

3.6.4 HO"IHE UHUS ©F faAHT (Types of Cognitive Bias)

A3 AT © 39 f9 Tuurs o & 2Ad Bt &1 yfsfanr i€ Yy garect I Aaer Ji
Y3 A8 & & yfafonr g yge ur a fan ¥e © g2r fd3a § fearaer I w3 fearaer
I 1 AB 3 I IR Il wiH wiH 39 3 Bt st Inere e I A A3 fage S yges
I AT I&| 7S 3 WH SUSHS U3 I& YRSHIS, Wiafddl, I8 Yge, w3 5g3 fmmer
WISHRHIH

1. YrIaaa UHU™S (Confirmation bias): g Jrurz 8¢ der I A< erg 8t @8 A3
BIT I 1 I © YIE fered ©F yrcT dI% I8, A d 28-24d fifenr ©@ migEs
R9 Ag3 2 yge § WeTGR H Wogk Il
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2. WA (Anchoring): T ImiE T 532 596 B8 Areard! 7 wigse © B ggwrst f[JA
3 frmie f5g993 J1 ffd 79 7 g wlag A I AT J, 37 @A wiag 3 g9 wignAne
99 I foge I3 AT I6, 1 &<l, A<l 3J 3 A3 Areddl ©f Adl fewfemir Ig&
<t W13 § HiW3 59 Aae I

3. IB Y= (Halo effect): fog B fen3T, Sual, 3, 7 @3ure T3 ffd fadhda & AT
ygre ger J, w3 foeg §F IR @ AYY Bfd3a A fenmset 93 fsdda it gresre w3
fegrat § ygries sger JI frg g J, 8€I3s B¢, Ao de fena3t fan A 8939 feg
I YTIHS JIeT I, 3t 8T wWUE wiy ft faR I9 I 3 S0 YT IHS F34T I< 89
SH ASO3 95 7 &

4. HI3 fomie W3HfeHS™H UHU3 (Overconfidence bias): £ T3 €< der J 7 agt
fena3t wyg SAfgn & IIAUET § Sg3 fimier wieer sarger J1 oA R 69
fSHEZ3™ BHS I Al I A fond3t windet iarsT, yeans, forsgs © Udg, A Aes3T
<t Hree &9 HiggA J3er JI

3.6.5_ens B f¥9 garee e AHI Tag™i (Group Conflict as a Barrier to Decision
Making)

A IS, fA €9 ANTfaa feearg T ygre Ag Jer 3, AT © &3ifrmit € Aes
R Yfordt foguras s Jl

AHT', St ST & e 3RS 8 T ol AU waHI HAE' € wied Jer J1 Agar e
B8 918 SR § B fona 39T fogerfes eniar 58 918 SRl &8 fanmud ferdiast w3

~

eSSl W3 HI'I3 © 4-2 AIS enirar 939 91 &% Hig3 Ji3™ 7 Aae' JI g

Trfafent @ &8, B, W3I-fnaSes W3 AT IEStHIE S efgare & dr s9<t I AYd
B8 ysead! fesmy gerger 09 HHSS SeT A I&|

HHI 837, 7 fend S w3 83Ured sHaHl AS T fRod’d AT 3Hd Sea'<!, YS<aa!
A SRS Bt &8 waers Ugeit Io| fednds™ @8 Ayd' 9 Areard! @03 WHaE &8
A S A J, IR © HUEST T H3BH J fegrat § gE st 8 WiHs JeT I, W3 AR IS
AR Sfont @ ©S I AT ST HET a9t I&| JTE3IHS WARIHS w3 8 39 fa
TIIM § G3ATIZ 96 © &3 @ T0J IJua3HA fegd A I9 I8 J AT Ia et §
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&Y FI&T WTHS J|
o« FHfIE AT (Groupthink)

YITHE AT € SAB 8t € A9 3 23 gaec &Y fix I gduftal adufs e
HefRMed 29379 I A B © B AT &g Tuger J A €8 A= A wigds3T <t
e € 53 T g 3gadie A JI9-IIrAadl SHS BT T 53N foase Ial W W §
FII Y=t 3 WEIT FIF W3 TIIM § W 3% B I3 €8 wirfonst @@ ferdiast §
AJIIH &8 TgT ©aT, AHJ © Ad fedsud fardiast € w3ga3Ha Haae 3 faat

g AforS =3 7S 3 udo A IS

AHI Y3t Tt 88 fenashit & feereyas Hfent At feagud 38t ¢ @oge 3 soe <t
BF It I, W3 fena3aT3 IJT&3IHIS™, feBHe3™ W3 333 AU © aaH's Je' J1 fes-argy
<t I9-IIHHIS AHI ISTHSB I WUar3T € I9H Uer daet I (8 20t J&t fsmg33T i Adt
AST o famir ) | for 3T fea-Irdy et ye <t 3As 8t & Was™ § HI3YIs 39 3
GT3dc IgTT I w3 W feIdhi (FrI9-HHT) T tar3Te! § HI3Uds 39 3 Wie ager
J| for 3 femrer, Idufia wrBe-ardu © fedu wira<t Irg=rdt der g Hae! JI

Jrduftia & Y O 3arg Hafefamdt feaféar Aar & for & I © Idtfomit &t ugre a3

o 332§ III AT § “FHS HBIEAII™ T giHar Ayt grdiet J1 g ST Asg §
fesarat w3 Hfomit & ¥ & ger S & wifgmi fider )

o HII S faR IIFU § H AuT 2 et I8 &t SRE gt

o Bizat S I3 A AT HifETr 3w wiy & digamig e g e 33T A a3 §
g3 frmier ygries 96 3 S 7 A&l

o FHISE & S Al 3 S 96 T8 e H339 AYI AETUS SIS TIe I

o A YT feagut & 7Y i3t Fet grdiet J

o I AET $ IFY 3 FIT IIAHE B &S IGY © fegrat 519 gIuT IIa! Trdiet I

o AHI S FII8 Hiiga' § Hifdar &g Her 2= grdier J1 Ayg © Hed' § 97998 Hifad'
&% 99" II6 W3 ATS JIG ©f foras 23t At grdiet 3
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o AYT T Wue fix Heg § A3 © <ells <t giiar Al Aret grdi<h 1 fog gda »ifdar
8 g g fengst e e I

3.6.6_2HS BE T FESIIMIT (Strategies of Decision Making)

a) WGATSI AIS" (Optimizing): I Us I fegwy &9 A 3 = feasy gea &
I3 I for IEaIt S ysreritag 3T mifim @ H3<, A v, AI3T €t QugsdsT, I9
feIBU™ T B3 W3 S Bt T& B HoffIMs <3 fog3g aa<! I warg, i3 I8 2Ad
&8 T SHST Jer JI feasut 38 e sarge faasg d fagfa 3 sys el aed
A e A [RSBUT T SHE B HIT & J AT Il

b) H3ASHAS (Satisficing): 0T T=A3 73 3 =0 ©F g9 Ufgd IFBIEEH feasy 3
fegrg Sa<t J1 A3AS HET © HeT AR w3 ardl 3 sfenr J1 g =g, fog © Afg3mt
&g IT 3 g, foer § 73 3 Tdvr feasy dionr wer 3. fog frimer3g Sg3 AT 282
W3 ScTac AW &g Tafsnwr AT J A 3 {98 Uga aga™ J, ot Ig9a™ I W3 st yrer
Ji

¢) AR (Maximax): foeg w3y & <0 3 <0 99 foar I fom I=ai3t g, ysiae
di3rHer I w3 2 3 20 89 T8 feasgy § A I T feasy gfenr Arer I fer § v
39 I wrEEl € SHB T Afenr 7w I, a8 wigas &3 & Gl JiSt A I w3
€9 Ageee fd3r T 837 J5| fawH 3T I T eafwr AT I AR AuH A 3 <0
ASISTIUT ger 3 w3 WHSB3™ § S9TTHI 3T A Ader J

d) AFAHS (Maximin): {S@53H =7 € mrfenr Her I for Idi=E1 & fod fograreret vifemr
Aer J (381 fog Aa feamut @ A9 3 w3 Hedl &3 & Hoer I w3 A3 3 g e
g & gfenr Aer J| for famd < Ieai3t 8< =33t At I 7 WHeS3™ Hid I&t Iw3
FITHI &JI A3 A ASE

3.6.7 HIIS&IHE HITS W3 @A BT (Organizational Structure and Decision-Making)

AIS & 3HE Adust Hales © fdfimmt o fdfimit fegarg Adat & Aerfuz degs J1 fog -
2 nigfent w3 ISt fegarg AT’ § fogura3 ager J1 HAaret &g fena3t nigfenrt
3 Ired Ie I w3 TR B Aoust Arget €9 a T Wyt farsT der J1 Aarss
Fe39 Rg @y fegra’ @ gu ff9 [9a3 w3 edlade J: SU3Ha W3 Ie&3Hd AfFS &8
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sffies T3 fefdazr AT fx Bsiiade AfIWdT ©f AfEST T <3 &% AY03 J 1 @3<de
NI W3 T 83T § YU3 9% B 7l J1 T3S I I yFre3 S I

g3 & g fa €9 Undt esiage o339 2rd 3t 3¢ ffd Yg=-84t J| Adies T AIus
HIsa © G2 W3 1gd3’ 3 {6399 daer I w3 fog 2w &< €8 [JA § ffd Hd3=yae
33 8 QU ST IBAB gger J, fa8fd fan < Hilsa3Ha B9 T Jtor grgardt Jistfedt
s fere fdfrmit S arsTe’ & Tor@er Jer J1 ysud enidr 8 J18 SATSw <t fam aan
fEg s © ydudt Uug ‘3 fsgga ag<t I €u-Uudt ysus anmr 89 Hivr € SAfen 3
fimis 33 9T I6 A IIH T ferr § Az 596 w3 for § widt =urge S8 gemi Irdmi
Frgerem T Yrct 996 &8 AEU3 I HO Uog © ygua Wi 39 3 Hg-JH © 2As 8
IS 1 TIH Tt S Tl ffamiret Sl wHBM ST @ &8 9t © Und © ysEust e
foauras ferr § Hae Io| Gufdar Uud @ ysud 53 AX B8 3AS 88 I6 1 9 © wied
W3 TI9 I II 3T &8 FEsTht AfESM &8 AS83UIRR Sfrice BE ofH Emif
YfIfane & wad® 96 3 dfes g8 Ia1 Wi AIea3HS wighentt € uged &3 et
A YSud 2A% 8 T 19 & ATy Ige I 1 29N § fere firs & yust w3 for 3 fsase
T I9g3 A BTHT <5 f5I39 widl eurEe Ia| AESTYd HIus' 33 @ WI'd ‘3 I8 HaT
JI ArEret &g II&BH T I3 & AdGSIH ITTY! 99 HISTYTS WaeTs yrfemr Ji
TIrede € T Y3 U & Yo AR Hasa3Ha i enigr Yegfis dist 7t J)

3.7 HBY (SUMMARY)

WII-FnISE g6 89 Fies I&d I6 H T I3 I fend3iers 39 3 w3 Ayt 93,
oH B 578 HU'd I36 W3 I8TS 36 BEl TI3T I e B & HAgS WII-fenaSiars
J&d feafi3 a9 ‘3 dH St3™ I, 8T W 33 3 wrue Jied w3 forl Aies of ffg <dd
ASS g I&| W3I-fend3Ie13 I6d 89 Hied I6d I6 A Wil I3 I a3 39 3 w3
AHJ 199, TR 89 &% Aud 996 W3 IIBT'3 Sd6 B8 233% I e 897 & g3 W3-
fona3I913 gad feafis a9a ‘3 IH 3™ J, GBI wH 39 3 wyE JAea w3 fo vl fies T<F
€9 <03 ASS JT Ia| IrHIaT 3™ WaAT “HATS W3I-nasSes god” @8 Ace &
a3 J96 ©F AfiH IIe IS - G Wi 3 Tde IS 1 A ST U &1 II&d W3
AfTIIHM, I W3 IMIS &8 YS! S91 &% HU'd SI6 © UWdl Jedil AHTHT I8
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II&" W3 SHST BT IITI W3 FITS B8 HIFRYIS I&3 Ia| A I8 596 fRg waHg
SHS 8T HHS Jer I, W3 y=Hus w3 di33fiu 8¢ 2A%T & UH 39 3 HI3TYTS I
JI SAB B w3 A & JE<37 KT HUg F96 BE Yfsfanret w3 IS IS %
A3 B8 SR 8T 203 HIeS Iur J, for & feagst 8at § wuE At < gree3r
¢ HUSs 3 frmier firs B grdier J1 g B4 Wi Ieg3! el 8 @& Je 36 69
AT JEL3 © HSIE JdI& T WAl I I&, Ud fad i3 I8 yaiae ‘3 aH dIa SH 09
fogefog = & 83 It Il

WE 3d S AT g

Q1. IH S HES W3 WHeH 2A8 g Yy W39 @ gu R ot Sue ! fSAHS S H gag ©
oA &% fda g Ay 7 g Aes S fdar AT Swer grdier J fa Jd SAsT Aes I
I A &I

Q2. A & fourfimr I fa HAgre' & wieg 38 I v 3 <0 I8 Wies J A I ot fig
33¢ IT6 g I fa8 A a8 &t

Q3. ot 3 SAE" BT BE IIIHY IAB BT € H3B & I3 A3t N YHar ot /i 38 &

& it I SH oi3™

Q4. g S & g GTags At 99 fAn S8 3AT A3AdHad @33t At o 3t 53 3

yH H? a8 7t {38 &di? 3a¢ FAzne 996 f9 7s It & 78 3 Su AgesT 3 J=4i?

Qs. ot 3T AT J fa wigge & SA®™ &< <1 Adt = AfFarfanr Aier I2 ot 394 BT I
fog Jer grdter 7 fag 7 a8 &dt?

3.8 FURTHER READINGS

e Cole, Mark. Interpersonal Conflict Communication in Japanese Cultural Contexts.
N.p.: n.p., 1996. Print.

e Echols, Leslie, and Sandra Graham. “Birds of a Different Feather: How Do Cross-
Ethnic Friends Flock Together?” Merrill-Palmer Quarterly, 59.4 (2013): 461-488.

e O’Hair, D. Friedrich, G. and Dixon, L. (2002) Strategic Communication in Business
and the Professions, 4™ edition, Boston: Houghton Mifflin, p. 3. 3.

e Tourish, D. and Hargie, O. (eds) (2004) Key Issues in Organisational Communication,
London: Routledge.
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3.9

wifsnA g8 UHS (Questions for Practice)

Q1. IIH AE'G © YI<! godt 973 ferag {9 g9u" 3
Q2. A BT I YT UGB TF g & |

Q3. ol AIEEIHA Aot SAS &t § Y3 Jder 37 Aad I, 3 fa=?
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298d W'e WIeH (fBEdIs waen)

97 AF'S ‘3 YA € Slg

Hfse-4: $izafiu e e

=

(LEADERSHIP QUALITIES)

4.0 83

4.1 FE-USTE, UfIg T w3 Aasy
411 Y TEH. ysHud
412 3B I 3 feega 3 wofa3s fAa3
413 &<t w3 Adag 3 worfas fAas
414 3R YFHS3T e wHa3 fras

4.2 SizIfmue =

4.3 UFSUI YAf3a

4.4 3H I ATE-USTE, UfIaH w3 Aasy
44.1 YIensl I =94 e fedmaret
442 SBFIMUN3 I Tq
443 3H I T e w3 e

4.5 UFSUI YA

4.6 9H &% AEU3 HS: AASY, Ufga™ w3 wigg
4.6.1 J9U HS T AIHT
4.6.2 FHAE<T g U & HI33"
4.63 TS M3 TIH UG

4.7 94 &S AEO3 IO
471 &It & AgAES
472 &t & A3HS B8 TH YTES Marat

473 FISHIHS TTSHTOIT
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474 FISHIHA SU&HT3T © fAO3

475 FHIGHIHA SUGHUIT € UOg
4.8 HBY

4.9 UFSEI yAf3ar
4.100fSA S8 s

4.0 82d (Objectives)

for gfse & fimis o8 Ugs 3 amie, 3 g 396 © tar J=ar:
o HawU e fis fAu3d 394 © fendHE 996
o HIABY fegarg Wit AEO € UgTE d9 W3 fenrfimr 996

o I HIBY {Y 2H-2H B v § WA fSo HFs

gizafaue gre

4.1 TE-Ug's, UG w3 Aasy (Introduction, Definition and Concept)

ASTISHA HIGEIHS St €l wleTdl 596 B!, IgHT O € YEdHs w3 fesA ©@
IS 3 PI3Sfiy T g9g3 yIe Jer I War 3, 33fiy 593 gforn w3 fegrgecied e
Io| FIUIC Hegs 9T, ida & AREe € IISTHIS 3T ‘337 W3 WA’ HI6a ©f fdAHS
& wrarg T &g Wy givar fogrget J1 R Harss Bat enrgr garfonr Her I, w3 87 2

@R A 38, B &3 Jer J, 7 Hares & wiaierdt daer J1 HAlsa3HS Hes 3 § fsaugs

I35 €9 AZ 3 HIZTYIS 9 YFeadl »ARd J1 SIUde YS=HIB3" fTg Hzafy
s o 33 J| fog femdiae foR & 337 Arae S AU &t J, #3afmy =S, 9373
J9 5g3 A HEH Irtfedint e & dedt gfHar fsam8et J1 IR w3 wREig (1997) ©
WeAd, Bizafiy & i fenm ufggmr g 5g3 It isgera o J fagfa fer fer 3 Arfas
W3 wiftmles 99-263 I6 3’8 e e ufgsar adt I fenmus w3 A fenmd 39 3
ALl i3t At I IS Uigsre Safiy § yzre < fix fafanr € gu &g eanGEdmit
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Jo, 3% 8 Yfafanr € gu Re 3 fag & i & s a3t @ I w3 I & 2ftmr 3

#zafiy § 8n yfafanr = ufaeis i3 7 Aaer 3 fan 9 s fonast gn Ay © Asa
& AR W3 UGSTHZ AYT Sfont A AarsasHe Sfont & st B8t ygries sder JI
Neletal. (2004) zafiy § B Yfafanr @ ufagas sger I fr €T B fewast nnust
W3 WIS fSIens 996 B8 TR § YFfes g J1 Cole (2005) H3If & 8 IETHS
YfSfanr e ufgg iz aaTr I

fIm &% e fena3t Aya © Sifonl, GSaT, wiafemiret w3 Jegi-ati3T T Yust w3 yust
od AR-fleT &% WIe's UgE 8 gt § ygfes daer J1 #igafiy T 33 fearg fearr
W3 feaA § Yu3 996 B8 g AT A FAaros < Hee S9aT JI

HII e 39 3 Y § HHS 396 T i Yfsfanr I - i frr e i &3 a8t Aya
Aegt 7 witlles o I9e e Emit raere A I2die § geger I wid 39 3, Bz
JI9-AEIEAST YIe I ©f 793 § TIAGTT J| g IE fosesT § IeHT 3 T
ager J| BIIHY 32 w3 Bt © wille IH I T fegad A 3HE Faaret 3
f5g99 Jaet I H3TI3 $3eF 3 Ye ALISTd 9T I6 S8 89 8Iat T wied e I3,
@Ia" & UrT I8 I 7 8IS € YA daT I w3 fHae for 4 &dt {3 @t a8 Imit
WETIST @ W I& (Cialdini, 1988) |

QuIa3 ufgsar feg & agmi iES I fa Siagfiy [Fo e 82 &8 yse v wifgwd iHg
Jer 3, 972, ufag a3 AYd  Harsa3H Sifont § YUz a3 Sy e -1 it
J1 32 g S F8 H3faz § I8 Idfamit &8 YIrfes dae 96 ud wigl & vy wilte
M 96 Tfen 3 ygrfes ge Ia|

4.1.1 B39 I&™ Ysad (LEADERS vs. MANAGERS)

Jdod © HET fey, fed 337 € HesT SiH Halos © ngal 828 7 fHie w3 feA § yus d9s
Bd IS gere Jer JI fene @8e, AdH T dH @R ferdide § sg ader J1 8a A
I W3 § YUz 36 T AUS I, 1 &3 ©rdr gerfenr famr ferdiae J1 frgst © meet
fegarg @uwe for 35 &g I 5 {8 fine & HaUeS 73 B ags S wi3d waHI wifgnwH
S dewr Jer J| fea for 86 I f@fx 5g3 A 33, i fa 9t & argude wiarHifagies,
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Arer J1 foR 397, ysuat & wiaAd BIa’ & wiaiee! 396 < 83 ISt I 1 896 © it I
J&, A @R 7, BT © 37 © e & yar Jae Is|

4.1.2_&3" @ 9ret w3 feggt <3 wofgz fAgs (THEORIES BASED ON LEADER
TRAITS AND BEHAVIORS)

e It < USTE 996 © HIS U386 1 &3 §En 8 (HI's fonast fra's) 3 2 g
I&, WH 39 3 WHSS IJ| IS, 3 AgS g™ e I6 fd 337, wAS &g, I8 HHgT
38 wigureht 3 2ud Ie I&1 89 Sizafiy <t Yo, 39dE, foHrsedt, A=-femeh, w3
et JI I fFT 69 T8I for 3 fomer, Aes &3 sua3T fRu 69 foud fide I6- wigwufow
St 7gg3t W3 v AfESM St I3t © wigHI Wi B § wigg® ST & WA
B3I el AL A i3Sy Y=t ude €8 593 63 I8 Ia) s iy ufasg €9 feg s
der 3 3 &3 far Ie 35 H3faz fend I Y3t fsaerd A wifgmrardt Is| g Ig ufag
39 @9 Ie 3 AHE I A 3 G w2 A Bt &g Idfiea At I&Hdl g6 Wi © I9
He HU € &8 & 24343 8 I6: ASS3TYIed J'I9H YTJH6 (AU ©f BgWs) &8
37, W3 YU3 96 © U3 W3 wiile' (fRo9) 578 wad® 6wt ATt § seret gue < fg3m
uH TIAE J 3 I8 fog gionr<t vy ferefonmlt AR o5, 99 e § ear@e =8
gJ3 A9 U'H feegd &3 © Afewo'a &5 fesys 39 ‘3 93 JT Ia|

4.1.3 &< w3 Udarg’ ‘3 worfa3s fAagis

#zafiy © 35 3 3372 w3 G © ddard’ fegard AT 3 T3 JI< Ia| 6 &
HII-ATI NIASH (LMX) H3S fod TIAGer I fd $37 I3 AYIT @ ATaf T U Yot I6-
et & Ayat €8 faor Aier J-efmif &8 SU-Iad@ AYat & Frfenr Aer J1 5311 &,
feaIGU WESITY &8 I3 Yodrs J9e Ia| ferms™ At udo nigufed @
YTIHG © &3 T JE 3 A3 AIT! I - T foAT ¥B IIsl 7 &3 fod AHSE 36 I
o' T Willa JH FI6 e T Wl gt Wiegd! argd 39d Jet J, 3t 8T FUT I96
<9 GAE! Hee I3 YSiffan 9T Ia| I8, 7 HE Il & 96 Sadt A3
& i3 AT J, 31 337 2 YTIHs B8 fified 1S A 1 © Hids © gese Ufagn €8
" e fee Ial
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I8 33" - UfITIIGHS 7 ffard 33 T A A I6 - BJat © U’ © fereH,
T W3 IgEEmit 3 Fur YI= UG Ia| widd d3<F T wiyE d9ardt o5 feRH
fgr3T ger I, fan <o 89 SfHA™S G5 Uua' & argdmrdt, Teer<l w3 €309 § Jfg3 a9

Hae I&| gHfoW 83 Ufged3as &3<f € ygemd! yge 9 fid Hd3eyde a9« *g

8I& ¢ Ba gea-gzarge o8 fordlde T YA AHS Jer JI UlSed3oHs &3t Emif
J9 Frgeremit ({9 23T AHE Iet -8 © nidss A Adies © 82X § 993 It wiaayds
SrIeTE ST IHS It o e o8 993 7a 337 &f39 82 S8 wiue Sfgri € 293

JIT IS, THI &l STl

4.1.4 53 & yFr<His3T © wHIE A3 (CONTINGENCY THEORIES OF LEADER
EFFECTIVENESS)

HIfiy © wess3t a3 fog Hae I 3 dizafiy < Jg B =t fd adt 3, w3
H3Ifu & 73 3 ygremdt AL QI vH IB3t 7 AfgImit <3 fsgeg daet I fragt e
HIHE" di37 Her J1 @TTads B, S13%d < LPC JA fagd gsmi fiddt I fa e @

#ig9 S fenms< w3 AfESt At S99 HI3<TYTs Ia| THA-GIMIfes #isg (8-
NEUH B33 fagr AT J) a-wgfas 3= (el &3 fagr AT J) &3 09
YSerE g I6 frigt Afash S 437 T A 37 yHs f<g Ayg 83 G A We fotizgs d
JI for @ 88c, B3y 337 QI& I3t feg 203 YFeas Ie I ffa 37 T Hux
fstizge Jerdi

JIIA W3 FB8TIZ ©dT YA AEST At Saafind a3 gsm fider I i dizafiy
<t A9 3 Frend 48 Aus, (A 8, 29, A SR for Jt <3 foggg aaer I fa ddarar
& for I 39 HIARIHG W3 forr, W3 ILEIHS AHIES ©f 837 ISt I @Fa 63
I AfES T foeTs J96 ©F 83 Jet J g’ T 89 ArgrT J9< I W3 F Afast 8t
e fearad 1t & 8 SI< T

IGH T HIA- Sz T o iz gsm féer I fa &3 ? feegg § w3fa3
fen ST Enigr AR &I37 Ar=dr w3 8aa' € Yz & fHae fon Je 39 <urdar { fag
gIat § HuTs Jifon <% Tus {9 Hee a9 I W3 HIIRIHG A AURCHTs Yors
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gaTr J 7 Ufgst 3 I et AfaT ff9 ige odt 31

HH3Iy udg T g gsmi e I6 13 337 @ Afadt (&g 883 Je g5 fan R J9
argat T G Jt Ygre I AaeT J1 GTIds B¢, #izd 283 9T 96 AT (1) BU-ISES 3%
€9 Ugdt famis w3 g3 Jet J, (2) &gt 573 fmier Hagaidi3 W3 Iais gemi

I&, W3 (3) TI3T I8 IS fenaShr @ feedra § Hagst &8 foguras aaet JI

{3 127, Vroom w3 Yetton © wedH A & fagd 8139 €t YFremissT @ s i fosguas
= oA® &t 3 dfe3 J| for U3 © wigH'g, [4-2Y AfES $3<F end" ers &t emif
2T St AEM (fAR, I&rATdl, ASTIaTg, S9e'g) ©f Hat Jgemi I&| far i3t Afast
S8 2AY BT T AF 3 gAS 18! I SAS BT SAY T JEa3T W3 wigwei S8 3¢ 918
SAE § AT Sge" W3 YIET I HIZTYIS J, 919 AT € A © wid 3 B8
He I I$8e9 SAS T o' T =33 ysuat § Hzdfiy Smif AZ 3 gl Admif €8 AY
TE S8 digt At Il

4.2 Bizgfay 8 Ir€ (LEADERSHIP QUALITIES)

9T €9 HE® Wi WHd IS B feRHs= T YTIrs S9% J6:

ASIIHAST, SIAUIST W3 LUl AIITHT T I=emr
SISt Sifgmit & AuEe foret

I B foidide § YI=ma €41 &8 HU'd 596 ©f WarsT
8I&" & S W3 GIat & HAEr St egasusT

AN A

HHasET W3 fedH St Feaishit iS58 I3

Jger W3 AURC fere f6duds 596 3 fimis defd3 od

I 2 AT’ 2 fega w3 B3 &% g36 T Wadss'
ot & I 36 BEt IgHTaMi § Jfd3 a6 T WaiET

WUE ST T gt w3 STIAST B8 Sg6ETS
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el A B &8 faHraeT W3 48Us I i3t Arge! fEs Il w3 Aes 637 8 I8 yHu w3

HI3TYIS It & TIAEe 3

Author Qualities Identified

Toor and Oforil Hopeful, confident, optimistic, transparent, resilient, ethical and future
(2008) oriented.

Lencioni Honesty, ability to delegate, communication, sense ofhumour, confidence
(2008) and commitment.

Clark (2010) Genuine, self-awareness, leverage, transition, andsupportive.

Archer et al| Communication, people skills and decision-making skills, self-discipline,
(2010) influence, integrity andreputation, and attitude.

Sprous (2011) | Humility, empowering, collaborative andcommunicative and
fearlessness.

Hossian (2015) | Honesty, vision, inspiration, communication, delegation, decision,
courage, fairness, kindness, magnanimity, forward-looking, knowledge,
competency, confidence, commitment, gentle, accountability, creativity,
sense of humour, intuition, focus, assertiveness, optimism and balance.

Shah and Confidence and honesty.
Pathak (2015)
2 =g

44 TOE-USTE UGIH W3 Hasy (Introduction, Definition and Concept)

s Aya frge 8t © Agffu 3 2u I AHfad felgmiran & Imit 39 3 R Agg de A e
3 0 UIHUS YIS fena St & Hdffa © gu g ufas iz s3I 1 Guat fegara Asdr
< i Afig deds @@ 6 1 v AR Sifonwl & AT d9T I8 w3 Wi wiy § i g
T AHSE I6| IAHT AYT FAdTos ©dT S578 918 I6 W3 Hegs 3 AT § I8 HI3?UTs
HIGa3Hd ifant 2% A3 d96 B8 3ng o3 I I5| d9-amit Ayg gegst 39 3 faA
HITSS © IgHTIMI fegdd BH Ades © yHus 3 596" oA foder © feans It g6 A
© nfed 8J IH I3 I&| JI9-IAt AU’ © J166 e g vy argd fere A enrgr Ag
13 e AR I3 ol
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s S & B wifid YT = ufas i3 &l A Aeer I frr © Hadf e YiAtie gog Je
8I WE WY § WiH HIERd T IS

Scarnati (2001) @4 H =3 § “Rx Afgardt Yfafanr @+ ufgstas i3 famr I 7 wiH
B S WATIS 3 YU3 I36 T wirfgmir it 37|

Harris and Harris (1996) f&g @ €A% I& fa fa S v fa asr dor A G der J ffa &
€ Weg < @ SAfow § Y3 996 S8 ygremat, wiurt Ay (T3 &9 A Il

AIesT € YTdrs Ry Hug 596 B¢, A9 fegr &g & 299 573 HI3=Uds Jl

Cheruvelil (2014) @I 91 © WaA'S fere Ugg 3 fimer3d ARg= Wiy g ffg S

<99 & TUET BEl HWIH d IIM I&| fFeBHS © WaHTT, (2008) fEs S & I8 a3t
IBET BY A'S I 3 IH TG T8 B © AYI T TR famr I oA 3 S A AN
<t g€ St At 3 3T B a3 YU o3 Hredll HISa3HS Yedns § faa3a see
we fong3t § ufgst Aes Jer grdie’ I 37 1 AYY © YEIHs ©f 318 wige! I=) ferer nigg
J 3 ygr AT 3 It T Yyegrs S99 Aad fonast § ufagt wue Uug 3 Aes JTF
yeqr| s 3y @ A 3 g9 gie It & Ofie it At 3 i i g, yg<t He'g gad, I8
SI6 BE AHfT T fTRBHE W3 I8 YU3 996 B8 A ACE &8 SH dJ6 SEl 3|
(Conti et al, 2009) & TS &3 fa M Ut & FIIT St SH STI B d3A TH I UI

foWa3taT3 Yeans 3 ol

West (2012) & f8s &1 & FIea3HA A AT §rT € YUt &l fosd siH 96 A o 596

T8 T A 2 Bt < feard @ gy €T TIEs 3T AEdS € WETe- YT, HUY HE™
fanrg a3, S T IBAS I3, Y a9 § gergt €8 Hee gder J fia Ades f9
&< fegrdt v fearA W3 e Adfmet @ I8 § I8 i3 A Aaer J1 fed AAEret § &<
wfgA W3 B3t 2 fearr £S89 & Hee a9 J A 53933 Aug fRo Hee sger J1 S @
feagy &3 AR 96, Aeardt Halt Aet I w3 s 593 Jt wga® oH 996 T@ T3ede &
gT8T ©dT g § 36 B8 A © Agat § 83wfa3 |3 Aer I yedns § faa3g
TTEE B, I § AHTHAY IRE3HS fRegd wuesgE gdie I8 1 SH § 837 a3 396
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W3 fegHa3T ge8E, S © Aat fegdg 3emi § wWele, Halsa3Hd fiug Sadfiy 3
WEE &M gEfest € USeT 996 ST Hee dJe I&I Manasa et al. € W&H'T. (2009) STHT
€9 feargh’ JEh' I& 1 I3 X IIel I& W3 HAEE &g TAgn w3 AT ©

E3UTa BE Aersed JEmi Ia|

4.4.1 yF=aHt A =99 ©if feRA3™=" (Characteristics of Effective Teamwork)

YFendl €91 &8 dH J9& B8 A {9 g9 feRrs<t Jeit grdiem Is| fog feRmzret
WA 39 gat Jen Is:

o fog AgSt I fa S @ wied AYfad e53" HEg3 IR Y 83" W3 YIns fRgad

9 AT 3HE AT J|

o YITHH AH I Bl Aud ffd I HIFTYIS JIE I AT § garect & T3 995,

TII™ § IB I96 W3 @8FE 3 gutT 8 ffd TR o8 YFendl €41 5% HU'd J96
2 W91 & grdie J1 Ao feanas =grger I

[(§

o Ihit R GRH & Munc U R Ulgsit3 596 &l < € witd Hu'd HI32yds I
J 3 7 g Ay Ao IR B Ay I Jus &5 Ta37 049 fagfa 79 Agg
O<H BEl U36HIS Is w3 i ga § wiye S Yu3 596 {9 Hee aJadll

o I BE TYSHUS fod I HIFRYIS I Il feg B< Tuge I v ASg S B AR
Y g yu3 95 3 dfe3 I8 Ia|

o fog wlial gt BE AeEed Agdt I & Higdag 39 udge w3 A Agg 9T 8

JJ Ia| Aggt § AerEed JuE &8 I AT &g Tgasy3T @u<t Ji

4.4.2 SizIfay w3 W T34 (Leadership AND Teamwork)

2 I &t 579 A Add 89 R 31 3 Afons &t I Ao f3 fam & &t agar I w3 fog
Wlla FEr@eT I i A3 Agg o1 © 9% & AtsT S98 I6| 1 St femsret w3 fenasters
< 83 I 3, 7 3t Ydus A A © Headt 3| Si3gfau fegra w3 W & Ygrediss 3 a8
Witmles 3 I I61 I36H (1978) & TraHaS 3 w3 ufged3aHs dzdfiy &g
{33 37 Bucic, Robinson and Ramburuth (2010) & urfenr fg Sigg & S 3 yge der d,

73



w3 fog & g H39 & 33y 7S (Ufgea3aHs, ST A 839 o¥h) S Uog &
s W3 YTIHs B8 HI3RYTS J1 #izafid € g 7 A9 <t yust S yges ade 96
ua' feg i Fuwe fiond! sege & AHSE, Ao 3HS Afgnard & A T AHdw,
Yedns © fead 3 fimis defds 596 S AHdE w3 &E163" § E3ATJ3 396 < WasT
(Gomez, 2017) ATHS I&| 3T BST IIHTI AZHS! © 5'S-5'S IIHTI! o Il
vet § yge3 Jact I HIHS W © AT < & & Sifonrf i< Uned 39 3 WIS uGe
e 3J1 &3¢ <t frmirer Hgreer It I S © Agat it Jait 397 ufasfis gfvare w3
iRt enrgr AHIE3 S3afiy & g Uf9ea3aHs HE S € Aes3 88 HI3TUTo
JI B YFramst &3 wiust A § Aes3 © 23 Uug YUz 396 B Y93, Hadeans,
& w3 g3t e=dT

A HITE & H D B3 § YFR3 d96 T8 fdd HI3<TUIs fJAT I, Mickanand Rodger

(2000) @ wgAg, ff8 T v < B0 I6 1 8 Hales § Yar 596 B8t gewr J

EeH: IIHHG SH w3 e S| SaHes AT -2y Jrgr iR i Higdifdar w3 &3
B frierg It 96 w3 89&" § Harss © Hardl At @ ufgefis stz /e I Harss
< ferciae & &9 596 W3 Yust w3 Jista Augr w3 Audnt § I3 596 3 fileg ge
WHETE IS 3 w3 S @ HEg wiH 33 3 WU a3yt 3dts g Tur wige 96 AT aH
R RIECIEMC ST

S = fJA T oH 36 & W3 WiH B $adt S €9 A 3 HI3<YTs gad' Ry i J)
AT 3T QIS ST T I8 9 IJ IS H §I& © WUE fegdt T tE's © HaR I,
Ug Qs Bt § & grde I8 1 Yrae w3 Uiae gt w3 feafi3 d9s 38 gfii &%

3H 99 AdE|

I =3 {9 I8 HI3TYIS Iad W3 wie 3t & 93 dae I8 f9H3 JTge w3 Tn 8

8 IH IIST HTHS I
o HIJUET &% IH II&T

o fQUT, 9T W3 W3S &8 AYJ < taES UgET
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o HYI (BT W3 YU3 II&' T9)
o fiAedtEges

o TY-TY fegradt, JA3I-faem W3 feond3eI3 3IAI BEt THISHE AoHS
o HAYJI T IAB BT U fIAr Bz & WarzT

4.4.3 M =3 T FHIF W3 @R (Shortcomings and Advantages of Teamwork)

3 =33 & =93 Fg FE T9 BRI gTr I w3 AH wUE Yedus © fiug 3 &dt ude
AaeM I| st S8 I8 sans ffT IHS I:

AAS BfAN: feg =939 8 Yare Jer I 7 s Ao R W 396 T fanast fan an
e et AIHdEr &8 We dfim g9er J) feg S e nieg gr fevast e s e wsar @
fegarg R waHE3™ der g9 AT J, ergd feere der a9 Ader I W3 YSdns © I68
g 8 naeTe 9 AT I

feeaa B caami At wiega! fena3eI33™: 89 Ao sHd Uagt € JoHoami & fiug
3 e wigfent & wigds g I fiTA sd 209 fengdiere <t 83 Jet 3, w3 fer g8t
AfTEIT S ff8 TS JE 9 Haas wigs! J1 frg Horg < we w3 69 Uog © caam
T &8 [Iq 203 Hargd T8 WIS geger J| fod gans fimer3g 8J6" AREe §

St AT I A g 993 3t sfleg Tr37eds K9 AW TIa S @33 Jd< Is|

fena 313 IH: I I T8 SH I T BF &t I, W3 a3 - BE @03 gae
T ZIIM J AT J A S & IEHS3T § gaATs uder AaeT I w3 89T © AY

YTIHS § IHHT 9 AT 3

Igufia: B Hafefamisd 23379 7 8at 2 o Ayd ffg Tuger 3 A< edam I gfonr
Aer I w3 fapasT S e A 3 e 2rS Tt e &8 <g Jet J1 7 Je 3 IIgy-
fia T wigse 93 I IEt I, 37 IIY © wied WRRIad A WHIIHST ©@ 39 Ids fedsud
I8 &t 797 Fredll AYY © ASd Aes3T § 8J6 © AYT T fedrd3T © wia'g 3 HruEd!
& {3 BT’ © SR B S3frmif eirdrl AYfas Ag 3 59T At Y3idu ad6 © g 3dtar
fog I fa s Aya @ Agg a1 fefds fugaz @8 I w3 BJat it fermsret (fiar, 84,

75



3) JEI Y i T HargsT s T i I9 3dter fog I fa god Agg § ffa 2ua
fegg T g e S 8F Il

2 g IH dds © J& i3 ofee < I&:

o MHffr I8 F9%™ B T s AT <4-2 fgrciae’ § feder 59 Ao I w3 faR e

& 3 B W3 YFTHE! 1 &' I% 96 Bl fegrat w3 fegrat § AF AdeT JI X &
HAGSY © 39, 993 < @ Heag & filfAedt I I3 @9 S99 © s U W3 A 3
< Ao J% 3 udoe s fan adfimr <3 wiyer fedue ferdiae dr 531 98 fHe
3, I =9 f5I33 SR, @3uer A AT & waes a9 Adel J1 IH I3 oF
YFTHIB3T S € Agdt fegard Afgudr € Ia8 & fJfimit <3 fsggg aaet 3: Ao,
IBNG, ITH © WEIES © A386, MUHT AfIWdr, 036 W3 3T8AS|

o fHINT ya=s™ Ay &9 & fHae Harsd <t =33 fenasht § Jfas a9 »3
ZH & G313 9 Hee 96 B A3t 7 Aeet Il

o forfaw e fear agam: fd A1 A e 3 1 Ig9a Arat Juet J iz Ko gus © i
<0 J2 g = fearA J34f feg Agat § 983 saifant 3 got &9 Hee a3 Ao’ I
fagfs 89 < =9 eniar B TR &% I9t 39 Fg I ¢ Io| AST fegag HAg3
HEO S0 &5, SH © AT 8 WUst A &% A3Rd @0t J, forsd S e ga w3

N . AV o
Yegns o {9 gurg der Ji

o fovadlerz grE: 939 S A A © Tn Aea’ § fag39 ge@c €9 Hee J9s 39
WET feByE fgmirs w3 WET3T UF Jd Ade' J1 S 295 eniraT feast et § AT a9
3 2 Aeg’ § 3y Q9 203 &3drdt gea < nirfamir 22471

o YIT: AfTUE 39 3 SH II6 &' fSISINIS YoIHs B8 AE=ed! €U Id6 SHH ©
wieg g © Uud 20 Ao I AT AN & 38 a3t Al 3, 37 A9 939 yTans

SJ6 BE T0J §3Adl TE 7R I6| IBEIHA T © &8 AHTT & YT'6 Sde BIaT ©
YeIns Yag § eager J fer 397 Agat § Afouidl o8 &M 996 ¢ @37a3 sger J|
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e 394l S g a9
Ql. feg WaHI faar AT I fF «“&37 Uer I Is, I8 &df A | off IAlCE Haw I? A IF,
3t a2 A &dt, 37 fa8?

Q2. foe I3 feg BI-HHl Wi TIH-HHT $37< &8 T0I YFTHT! g IS?

Q3. g &3 8 Hy B33y I1= st IS, 1 ffa &37 = GAT! AeS3T T IS4l fEaefed &7

Q4. B Hate s <O fEa SH-STH & I9&T da< AN, [AIZiT A<t st & ArgHE el 3™ /7

Ao J?

Q5. T &9 9 He3 I3 (AHTHE I fa & Hee I&?

4.5 IH-AET3 BB W3 IS (Work-Related Values and Attitudes)

fen a3t IH 996 B fonF3eT3 W3 © &8 BT Iol B EMif 4.9 HYHMST, It
FH3T W3 I Io| AT T AT 9 Tys It I, 3t @IaT S Afeg A wHETE
feATs< Qo' © fegra w3 YoIrs § YIies e Ial 88 39 13, sush fer gHie
A3 W3 1S I&| AI6a3HS Hedd &9, dH € I=8e W3 YSdne § U8 B s ©
18 3 HI3=yas g fsaee Ial

uH TR I 3 Harss 99 € Yard © Yy argd U8 I5, 7 wiegd! w3 Fadt U3 I feg
T2 IH B US I © ILEIE & Y3 d9adl, R [ Adea3Ha YStEusT, &t < AgHct
W3 3t T HHEM31 593 A vH ATfa3 feg TIRER 9% 3 Hates <9 sgnardv fig
IH B S w3 IH &8 AHU3 ILEE fegdd R Ara3Ha AT J1 Hilsa3HS Y3iEusT,
&It T HIAST W3 dadt € HHSM3 § 08T &8t Haos fY ST f<g ASTIsHd
SH B U HI3TYIS Il 9H © HE' 3 209 fimis BT &8 HIl6s § HoH ASS YSus
Y&t § fedns 936 R Hee el 7 w3 d9e © Wal J, &8 It SgHTami <9
&t T HZEC w3 3t € AHEMI § TUgE fSg HET S99 (Froese and Xiao, 2012) |
for 3 fegrer, Adee f9 Fudeeng W3 Afd-IgHT™S! ©f HITe3T A<l 39 3 ofH € Hat
& T AST! J, TOSEUST @ AT J, &9t € H3HSH, W3 &t g ash3 99 Aae!
Ji
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4.6 9 &8 AEU3 HS: Hasy, Ufggw w3 wag (Work Related Values: Concept,

Definition and Meaning)

1S gienre! fereAt § TIAER I6 fd “vrgrg T g urA a1 A Je < wig werar
fena3a3 7 I 39 3 feudi3 7 G%c fegg A J€ & wizwerny &8 fag3g JI¢
QI fRT i fagefeq 33 Jur I fan 9 89 B fena3t © feog Jue Is fJ o Fe,
Tar, 7 Trfeee I HE g miaett w3 Sia93T B 31 J% I&1 Miae! fenmsT el 3 9
wrgg Afg3T At Ie & wi3H werE HI3TYIs J1 F9a3T gE TIRger I [ fag fdar
HIZIYIS J1 7 wiH TR fenia St ©@ Ha' &8I < Saa3™ © wigHS Taw e o, 3wt
EH fan3t © U8 yerddt § YUz g9 I A3 Afgni 3% He' &t 8t I At i Yeait &
FTrEel I, w3 fog A3 I w3 fevarg § YIe3 STEMi 96| HB HAS%36 AfHg w3
AEE I I6| A3 993 U8 A3 g3l At (9 Jee 96 — Hrlmif, witmnudl, SH3 w3
Jat © fesye &) Sfonf @ 39 3, Ard S AT I f[a % feearg 7 a3 onrr arfeee
H IAT WeT I8 I&I1 I8 ABT 939 I | fog ¥t €t fog yde A “argr-Hi-fde fifemr
J 7 ufe A o Qua & AfI3T w3 AfIEHIS3T § welal gerger Ji

4.6.1 337 AfBQ AIL (Rokeach Value Survey)

fH8ea I & I39 =B AIR (RVS) Feriomr, A 9 U8t € € Ac It I5, g9 Ra fig
18 fonaIStaTs 1 Emif Bt Jeh Io| i A'e, fiAd coHias 28gH faar Aier J, Je Emif
HEIER! wi3H wieAae & Tagnger J1 fig Qg A9 I& A fond3t nu? Hies a8 296

Y3 SI&" I'de Ial GIS RY 7HE Ia:

fEa ngrHefed Ales (B yAds Ales)

ffa IHoa fies (Fa €37, AT Ales)

Yyst & e (AEE WeTs)
AHS3T (IEoTT, Arfan SEr 535d Ha)

wegal AEg=a (Weda! Tagmi 3 wre)
o (73¥)

o Ac, fiAd Brcgics aun faar AT 3, feeard @ 3awidl 3dtfemit 7 cafias Hef
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S YU3 396 © A0 § TIAEe J1 B9 fR8 7S I
WSS (HIa3, B79975)
- feHaT T8 (48 feHa1 €78

AHIH (388, YS<mal)

T8 (WU feredt B8 vl I

IBUSTHIS (TBIT, JTSIHA)

forraseg (fHaerg, Han)

e wiftmies & yret St 3 fd RVS HS AYTt ({9 2u-2d I Io| 8 i faifamit = feiit
e 8 (AIUIT YFud, EMia Agd, H, fefenrash) Ans 1% Jue I6|

4.6.2 AT {9 WS T HJ33" (Importance of Values in Organisations)

HE 313 Fiies © o8-8 Haos &g daraami ({9 ffd Hd3eyds giHar fssrge
I51 AT (1973) ©@ WEH'S, Fed-dH3T HGH! 83 w3 fie< &8 AEU3 96 1 86 © Ales
fEo Tya<t 3 ¥t 9 89 ugae W3 fereH &t THS IR I6 7 JJad!

IS W3 ILLE, fIR < AfFST & YIfes a8 I6, W3 HEH! feedg & 98 W3 yBiee
T HTIIEIHS dIe I& (Ucanok, 2008) | AHETT g, IHTTSMIT (Ying and Aaron, 2010)
A= fa eIt € AZHS W3 a1 & a8 € fegard o &8 A0z feegd € Aig 996
T8 grag3e 0 aH © HE i fosony forr g A I&| I8, saHgamit ©f H3dcT
S yFfe3 e TR I9 IS Sl ur S ufenr I I s IT ufag Ie A A 3
fegre §aa & AZAECT ST WIS UET 6| SH © U 8 HI3TY 36 9 5t He I6
H IIMT < 9T W3 & T AZHST &% AEUS U ©F YISt 3 573 YI° UBe I6
(Hegney, Plank, and Parker, 2006) | Grieser and Stutzman (2019) € Hee' &9 - 8 @96 §
wWEr H 396 B, frrd ureg sd g fdre w3 g adwifdar i S=f & 83 I& 3
3t 1 forg I3 Sz A Hall 8 HTes JEt 2uar ot J: forer @2 ffae 3 7 ferd wiat
Toger J, w3 fore ¥% ASIdaT farer I fan ewirar ford Atz stz Aer Ji

gon ufgs s dge J fa I 7 age J 89 fa€ dae J, W3 ¥ ufasfas ade 96 fa 3At
€r G2n < A &9 a8 dH ag< J1 S £ figsve aH @& ' € Afgnwrgrg T fa ¥y
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grdter I B SIHTIT YT'& I I fA © wied IAT SAfent R Arg dg Aae J, Iart §

YJ™ JJ AR I W3 St &% JigeT3 Jd Ade JI

U8 AIea § ARISraudT feearat €t i A fogura3 96 €9 Hee a9t 76, 3= w3
IIHTSM Bl B AHTS UfIeTis Jae I8 fJ faadmi argeremit § @3mfas o3 Aer
I 3 fFTFM WHISTISGUA I6| HS ATe § ©AT I6 d Aaos &t &t gar I w3 &t Jis-
"8 T ufggfiaz si3T 3 7 At usTe 38 i I fer ¥% 979 At Aufas mimesT A
@Ia" ST A ITIHT M &8 U3 e &% AS § dce o feraz it I A dissa g
AR &1 Ia¢ I6 I< fd @Ia 519 Ag Ure Emit I3 Bt JT| a3 <4, WH 8% 3
&% W I8 I gt &8 W J3&" &' fige WS J, Ud o 5o w3 foH fean 58 &
ITI&HY IS

AURCS Y6 SIemi’ Isl 89 3I3T Yfdfonre?, yeams AHifemief, w3 faR & wierm At
g {9 g gergr fig Yere S9e Ja| s HAEr © U8 Hewdrd Ati<! 9Tt 36
A HSE W3 Irgd’ § fodrER 9% I Adiees 98 Areqr w3 fofd ot Arear

4.6.3 Wiegdt w3 Srgdt 1 (Intrinsic and Extrinsic Values)

wegal IH T HE: nieda! (Caias) HE 8 3918t § TarEe 96 fan 39 Jet fanadt wue
f& i feamn & =arGer I, wiuet ot Yf3sr & 293 ageT J, JTEIHATT § U I, w3

WUE H 2 AIH IS s T JeL3 {9 aug daer I (fga-81g, 2006) | »iegadt oH 2

HS 3 S I35, AHTH €9 WIS U'8E W3 AIEd SH dd6 3 U3 fandSiais wiedal

IS A Ae-TA3CH3™ & 7% fde I (Parboteeah, Paik, and Cullen, 2009) | WIE@??T H
S FET -SH3T THT 39 3 SIHTS © WUE U8 & ST8E 88 H8UT § TSIAgemi 3o A
SH &9 yeyufawdt, fesomd, ffdA W3 Iga3HS3" B YyUST &8 ASU3 I6| SIHTS!
figret § yor 596 @8 ¥t § =urge < e fiée Ia|
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gradl o Smif Fegr-di3: Fradt (BAges) 1 8313 21 f3ard § earee s A i
el YU JI6 W3 A SHE YErgm € wied A<’ fegdd AZ®a Y3 Jd6 <
Afis 9w J) fer &g Quat & gfemr & rear § yar d9s w3 It €t 83+ § arfed
JuT B8 HYIs T3edE T HIZIT & 7S I AT 89 9K 9 IJ TS (fgs-fag, 2006) |
m#@%é%ﬂgﬂ?gWéwaﬁﬁm &% AEO3 I s3I 3 s
43 99 99 To 3 foR 2T i @ &9, S & B wi v 1T = Shi HS T5
(Parboteeah, et al., 2009) | HAET! {9 IgHTE WUE SH © I'adt U8 & Ud' 396 < AfiH
JIC IS = fa St T It w3 896 T Hies ffg WH At w3 feeAs & A
e B 831 € &8 HAE @ YT'6 St WHES|

fga-g1g (2006) & S {3 wiegdt 1&' feg 36 v 7Hs I6, A AR-fearA <t yfedst, A=-
3y & YfedSt w3 A=-HE & YfeaSt Ial for B9, Fradt oH © HE' &g 979 HY 7S
I&, 7 1 AT UgAug yse, Adiea aHd Baftmir w3 widfad g3t <t Yfeast, AfagsT
W3 fI3™-Ha3 I86, W3 W3 129, I3 w3 wedrd < yfeast s

IH 3 B T FHE T G Iar fTAr @Ia" 3o 575 I J3a T WarsT 3 wger I 7
EIa it FEI-AH3T &S NS HiTT J| 53 7Y 3 WUE aH 9 fods e g6 w3 8Ia
T AT BT IS, Ud €I WHIad WHIHC I I& fagfa §I« S fo it aeat Gast @
H'3S T HB &S NG & Hemifl ga U, 7 i JgHerdt et Jedi-diH3t §ast © Harss
T HS™ @ WoHd JeMff I&, 37 I 8 aH 59 Ao I& 1 IV Haw'd &df Je, ud 83 fag
< H3He I AR I, = o fan Hatss @ 821 &8 UgT 996 © WdT I HI3YIs I,
fog fore U8t &% fegAg Je7 & HI3TYTS I HREE H Y ifed 39 3 wuE U8t §
UIFTHS SIEMi I, IgHTIMI § feurGei I6 3 §aa' © feeag & 89 o &%
fa2 foaArg 936" I i Hass BE HI3TYTT Ia| 89 fod & mine d9e I6 & fenast fod
FI66 &8 979 J AT I6, BI6" § 83¢ T JIT YT'6 JIT Ial T HHIg €T, He'

& ufagfi3 a9 W3 AT I3&" I9edl BE AUHS3T U Jder J

4.7 94 &8 HEO3 IeHE (Work Related Attitudes)

I YBEE T8 IHG I6- A 3T AT IHA 7 ST IHA- THIW, B 7 Wea=! T3
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J,” A FH I3 wiET IEEMI TTgd a9 9o Ifl iTH ILEE U feegrat & Syt Jae
I5, A 3 W I2Ee wy feegrat < 3fdugret gds B8 I8 Ial BTaas a4, fan
SIHTI § WIS 8 Hdlfen &t o Hrer <9 Ifoe © 8ne fege 5739 Use™ R fanEst
B cI56<g T f9I33 sfeuTrst a9 T Haes' J fvg Ugs ©F 572 g 89 wust &adt
3 fdat Agre I g U, Aol &t & HIHS B v feegrg & fag3a sfedsrt a3,
A= fa ot agHTTS vy o &g Jfenr Ifonr I At @Rt HAE fi&o tees u@e &6 Jfas
JI ArEre’ T, IR HIZTYSS JT 9% fagfd @9 dadt © feeag & ygries ade Ial
SIHTS femeH 99 AdR I6, 8T I96 B, fd qugdegiag, Wiated, HérAd, W3 AH W3
HAG fEAdma A9 836 § BR 7t e A 58 md3 fiige3 996 8¢ Afan 98 39 Jol feg
w3 s ferm grde g Hee 996 B8 far 7 I dgHTS WuE Afg-ggrardt A
JrIst € I 3 & FIIIHS 39 3 Yz I AT Isl WAt aH 3 fa? fegg g I
WoIRd oA 318 3 fog9a sger I fa vl §8 It 99 fa= HiggA ST If| foA 3, 8
fTTag § AHST 8I5  JH € ILEE § AvsE 3 fog9d saer JI Ra IZemr Ad T37eae
e ufgent g3 A3 R, femed w3 Srearet § eanGer I Wil 1 s ¥e IF, I
WHT Sge Il SH ‘3, &t © € ILEE A3 [RUd § YIe3 dd6 ©f A8 3 <51 HI=e' Iue

I&| feg Sadt & AZHE W3 HIsa3HS YSt=usT Ia|

4.7.1 &adt €t HIHS (Job Satisfaction)

WUET UAT f &St ge, W3 3T wE friedit feu i fos @ oH adl sgar u=dr|
aofegrr

S € ILEE = fol AeTea3HY YSiHusT w3 dadt ©f AgAcT Ysus B8t Sad! fegomdt
I&| g1 UR, B I9 Ag<l A<’ € Sat I6 e I3 Wic dadt T HIHS W3 SgHgat
T oH g3t T feder| oA B8 ysSud S8 4y o1 € 9L iR & &arat <t HIH © adat
W3 SSF & ST HIZRYIs J1 (Js, 1935), et IuTha ufgsmar &g dadt <
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J A i fong3t § Aot &8 dfge T ads gev J 3 8 dadt 3 Agne Jal

&t <t H3HS mgdt 39 3 for Ie 33 TIAERET I X fenast winuet ot & fam de 39
UAT ger J| dad & AZECT fSR € dadt © U=y ufgent Y3t ffd ygreas A
ILEIHA YFifafanr I, faAer H3se J 3 8 fenast wuet dadt © B ufag 3
HI =836 AZAC I Ager I w3 g 7 {89 3 20 I3 ufagnit 3 wirHzHEe I Ade J1 BT 996
&, g IIHTS oM, Af-IIHTS w3 AUISErg <341 Ufgsn Sga H3AS J Ader 3
Ud BHAC HS™ w3 I<ag (Skokie and McNally, 1969) © WOrg ‘3 3ddll W3 36HJ € A'J6

WH3HS J AdeT JI &t & Aznd R9 fgrece § Ioc &6 fa I8 3t & fras’ g
& AHSE HI3TYIS I fI8f He w3 I2die fifd 39 <3 &t & AZwct (Hom and Griffeth,
1995) &% AEUS I, &t ©F AFHST 513 famie Y=o § o1 € J=ere § =uge 38 i
FgUH ude <t =93 96 {9 & Hee 39 AaeT J1 YSud for 39 SaHTTdt e Sedt-
A3t w3 I & HAES 96 BEl X © HIS W3 fer &8 AEfZ w3 He3T T Adus

HeT 3 JIHT! € Hamd! § <ur e Ia

&It & HZES § Wags A YIIgs Feae w3 Feae T fid AT faar famr I fiA &%
IIHTS WU ofH § TR I (I3, B%Tl, N&feA, IFHMINSTd, w3 Heg, 2006)|

&t €t H3nS 89’ Ieaet § TR PR I 1 8 wEt &St Y3t Jue IS 7 St &
AZHS <3 Sgee I wiftmis &t fredt fa goa I, 3F dadt < Aznd wfte A3 3

HIZTYIS &3t T ILemrr J

472 &adt & AIAS BE TH AE3 AWGIGE (Ten Proven Ingredients for Job

Satisfaction)
A3 3% Ufgst Jt 8I& Aaidh & fegrg I Aaer I A H § H3ndHos So8e 38 AT
I&1 IS fog fong3ters I, Sadt & Azact vF (I, 2011) & IS Bftmit § yeafiz
3T I

1) Aoa: fSSEs W3 dAed B Yudh 3, AZACT © Undh § Sdad'g JuT 38 Aud
Hg3 HI3TYIS J Aaer J| fog davadmi § U8, Afguel, s3mie, w3 83 Ot 3
Tl TS JE T fara3 T K Yegfa3 o3 famr I
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2)

3)

4)

5)

6)

7)

8)

AAfE: s duat & ARfEt dadt <t Azndt § fsguas J9t I fsgfa fog
HTEE3IHY Sfonl 3 & & SgHTIMT fegard WiuH! 3T&Ns € 8fgs Uogt Sg < fefimit

T3 H% W3 HIHEIHG YT's JJet I

AIftm: g IS TSt & IS &t I 9 i Tg aH @F 7 3 Afswog Agu3 I e
3 g, B3ftmir € SreaTet &% AZHCT § =uren 7 Aaer J1 BSftmr g e e
J Aa<t J fa 3A 89 A © Sifowt Tt T fegrgd JUdST B6t dH dIe J, BA dUst 875
RT3 JE St IeaTet (I941, e, W3 HGHS, 2010) | foA st @ wieg faHrseg Aog
W3 UIEIH3T I edT feAg T Hr Heler J|

Bizafau: sgHT<S 38 <t J&t gz, dizafiy, 7 ffd fordiae A ifon © Ayg
(Kinicki and Kreitner, 2006) €t yu3t €8 fid Ay § Ygifes sde a8, fog weital g
SIS S AZHS YUI a9 AdTT J [ Horg w3 argnt & geTie3 S JI w3 WA
&% AHfSw AT J1 Te8 €9, 7 SgHTSI HITHA J98 I6 9 337 §aat § oHt g

HIIRTHG JIJ A I, 3T 8I& € Jger w3 HIHS U<t Ji

Ha: 7T 03 ge3YTIs Ha Jer Ie I6 3T JaHardt wiust dadt 3 @03 HIHS U3
a9 AR I5| fog fesgru w3 fefds Jrdcet f<g sdfterdt & need a9 Ao I w3
IIHTIM § e IfHar <t feaAgsT 3 ©9 59 AaeT J

FIMIT T fea: SIHTI el T 3 T0T AZHC I AR I6 7ie 895 U™ I
J fa 8" Bt s fena 39z wre 1 yatae ©F IAH Yfaast 3 ua, Add fedr &t
g IA3T I, 3t fog IIHEIM & 89 AN B yr Ifas Bd @3EI3 99 AaeT I

I II6 S AfFST: St & A3AS T0s 7 Ade! J Nad fid SgdisT o v gt
s Afgardt wIs J| feA & 13y I fds fegrat W3 fegrdl, feHaeg w3 @AY
IS99, A% T © Ha, W3 UImal 3 wae! 38 AoHS I8! A

JIHTII & AHAMS: 39! T AZACT &% gF fmier3d 337 S A SgHgami ©
fstizge 3 S99 © 337 €8 J A I (AR fa yduat 3 warerd w3 Judt @ &3et 3
HY'd), Ud IgHTIM T3 &7 St 8T wieEt AgEct © Uudt § fot3(a3 o AR I6?
Bakker, Tims, and Derks (2012) for 579 31& a9e I &g drad3T oA 915 3 gIo
I I& I SgHTI e 3 fdor fafanmits 3 o &% dadt & Agnc! fo fagaas
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A3 7 A J| N IIHTS AIGHT I A3ET B AEAI T IS I I? o
IIHES fan Ut © wied dH U3 336 B8 @Y HiIS Aer I? ot JIHTST Ut ©
Sifon <3 g2 Ifae, Hiféar S waes 96, W3 AeS Use ©f JfifH dd J AT fan
I UIT 96 I3 Welles &t e A I, 37 fed IgHTSl @I I R dH T & 3 70T
H3Hc fod™ Ao I6| aH T8 8 3 [IfITiiS3 AT 3HA dadt © HSae ©f wdlea
9 IS J, 7 AT IIHT™S § U YWEl JEl 3, 3T AIRST J Aee I

9) IAHIT W3 B'I: HIGHIH ASH 3™ W3 dadl ©f HIAST SgHTIm B BTt 36T
W3 T T UIS &B & gF I I (MSTIZ, 2008) | TS 35HI W3 F'F A= fid
3 g &t I6 A IIHTIM S WUE o © HETS' IRY HIHST U3 S9< I5, 30 'S
3 2o file A =¥t 81 (8T 939a o, Jiarde, 1987) TIAET! I fa 3aua w3 &g, We-
Ue foA waHd S SgHgral wuet gfiaret f&g g wiy § foe 2R I8, ©drmsicl
i3t Aret 1 St <t AZEST © argd € Hol (<9 €9

10) feas™ W3 H'a3™ HEd' &3 3 fige w3 I ena™ a3 I1E o1 Bt foauy 393
I3 AE 3 fomrer, SIHTOM BE Sadt T HIACT T H38H J X Yorg At &S
WHUHS W3 BI&T & ©HIT @ WaH™I I&|

8 89 Wy 87 (@<t 2011) £ 3 f fom &t <3 AZAST IS 359 &8 &t g3t I8t
J, ug for 315 <t foauizr &8 gt I fd fa2 Yrushit 88t o 3 Has3™ yu3 Jeit Ji

4.7.3 HIBSIHI SUSHUI" (Organization Commitment)

HIea3HT TUa6s03" 89 FTH3H Sare J fAn & 69 aH aav I&| ffg 593 ot
Tg&EY IIHTS I Jer I, 1 Fudt © Uet S ALlarg ager I w3 8 fe fere ager 3,
Syt 2 Sfgmit § Yar I9& B8 W36 596 B¢ fanrg I, w3 dudt € &8 52 Ifge & Sag
g Juer J1 89 B 7 wuEt UG Y TTEHY IS WA GIat & Ut & wiHl @
TIACR I6 fri= fa “G9” © €8¢ “fon dudt R, 73 3% 593 &3 I&|« faA 3313 a8
WH Ut T gerT ' of @ varETr I fa udt a8 A3 3 fan famy @ widgde w3
UgTE Ji

&I T A3 W3 AI6a3IHA 2uasT3T € fFo e 69 Ung v 6=ady Jer J fagfa €
Ot 1 AS AT S0t 3 UH SIEMT IS WSHY A SUST BE T03 TUaH SEgemi Ia|
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FUSHT T Hoer J f forg I28e eod 96 © Wdl I6 fa8fa €9 wang 896 a3 &%
13 I8 I5 1 fori3dE I 88 HISTYTS I8 I6, iR S years, i € Hee s,
JIgTST, W3 TIGETI| AISEIHS TUGHTIT ‘3 FIWST wiftlet & Hamy § 8 fHas
Ufag € gu &g 2, g I © ferdias © wad 3, UsTe, HHgMmi3 W3 Tgerat
(Porter, Steers, Mowday and Boulian, 1974) © Wrard ‘3| Porter et al (1974) © W&HI, fod
I3 T feHdide fod SIHTS ©d™ AT Us'e W3 ASTS HAlos &8 AHSMS € AST
3 gerdl I HSTefamisd Bare A Y=<t YSIHu3T & TIAGTT I HISa3HY TgasTT
3 fox I3 ferdiae I “IABH-YMOTIS UFGSH™ A  side-bet  fHEST (517, 1960; B,
Hrebiniak ™3 Alonso, 1973) | feg fHTi3 fog Haer 3 fa fana 3t Harss Y3t egasu Je 96
g 3 @ WU wigfenr ‘3 I, T3 8J IeMUIS AESMIT T wigge I9e TS| Mowday,
Porter and Steers (1982) FIGAIHS TT&EU3T § “GH Yfsfonr &8 AU3 A g
fena3t fan uH Hates €T g5t J A I8 w3 89 foa mifimr &5 fa sffee I&” &
TJES JId “AEIZ-g” fHUT3 T AHJES Jae I&| AIGa3HE fgaey3T © for feggq
UfIZ & fofemi s 3He W3 WEdRs Su6snsTe ©vdr o3t Jrd I

Meyer and Allen (1984) & BIWST 39 ‘3 AIGOSHS YSHUST § © WTTH WIHS YI<HilS
W3 f5I3T37 T =femiT Meyer and Allen (1984) & Ufa® ufgg § ufgsas &7, wigers
YS<I TUSHTST § “UfTTTe M HTISHA ITRaTe, o © A6 '8 BdIe W3 AHEM3”
<, W3 B35 & TA UIY, wIE3 63393 YESiHus' § “Gu IT 3 ufdsfhs sz A
SIHTS YSET HITHA S9T JI6| §I6" © HIes & 8Ia Hafon @ wad 3 H 957 §
BITT J 9 83 &% gfanr Ifenr & | I3 893 3 ™I, Allen and Meyer (1990) & B Jiar
UG Afgn, WIa'3 wiedhd TU&SU3T Allen and Meyer (1990) WEIHS TT6HTST
“HIT66 © &8 gt IfJE S8 IaHgdl © fanedl Emif e an Ufgafig aae Il
A2 =+, Hasy Harse3nd TgadusT § s fF-wwmdt Aasy & egntfenr famr 3, 7

Y, f6I393" W3 e gH HY (Meyer and Allen, 1991) T SIATE 1€t J|

(ko3

4.7.4 AOTe&3IHE YFEU3T e fAT g (Theory of organizational commitment)

HIGa3Hd Sgaeu3T 9 g fedye a3 Sa-ddde H3S (TCM) (Meyer and Allen,
1997) I for fAT3 © wigHg, Adea3Hd yIieusT € & 243 f9A Ia:
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1)

2)

3)

YI<l SgaHU3T (Affective commitment): g ffs savor<t € HAar Y3t sea3nd
BIre I TCM T fog I afder 3 g g gavordt & €8 Uodt Agdiar sgssusT Jet

3, fag ffa JarTdt < 89 A 3 Argr Ko 3fge < As<s <0 It J1 AIISH

TUSHO3T T H3SBY fog &t I, fa gaHTaIt & fide ya I, AJl Halea3Hd Jrstfedmi
ST < Jfswr Ifemr J R far, Taoret w3 Wifdar o sma1 8=, i3t fesyer 7 3™
Q=" 1 HIT6 6 T HET II364!, ITIAHS IH ©f &f3a3T, wifa|

fsd3a3™ YIi=u3T (Continuance commitment): g Tgasysr e dug J g &
JIHTS AgeT J fd faR AREr § &3 Hidar I=am A< s sgHg<t YSeus dug
39 fodzg3™ Juer J, 37 8J 82 AN B! Harss g Ifaer vde Ia fagfa @ HigrA
IIe I fd §I&t § Ifger grdfier I @i It & ufast ft 81t @ar © fosr iz
I W3 AHE &% g3 I HITHA STT I6 - BIrE 7 HSHS W3 ILEIH o< Il .
BTI9s B, i fena3t A <3 WU IH T B 3 Bare Ue gae 3 w3 fog i
FI6 J AT J I g JgHoSt daat 83 &df gaar fFefs 69 sea3na 39 3
fosem diz famr Ji

negHd TU6ET3T (Normative commitment): 9 sg&sgs T Yug J g
IIHT! HaTs s feg Ifas B fifnerg Higar sger I, frfd 89 HigeH Jge J, Harss
&g Ifae At & J1 for farH & TooE03" 6 WIed 96 @8 a9d o 967 &t fag
féq &f3d finerdt I fia Go fve o7de Is f38fa ad Ja Bt €T ferme ager 7
A ot fog @9 HigHA J9T I6 [ 8% &8 88 foau fegarg o3 famr I w3 g HIrs
& g3 m3 W vy § A376 w3 Fi AT © fegard #3t T Har a4t 8T gide? feg
windt Afgst I fria 89 Hoe & fa 86t & Ifge ardier I

475 AIESIHE TUSHUI™ © UNd HIGSIHT SUsHU3” © 89 Uug (Levels of

Organisational Commitment Higher level of Organisational Commitment)

FIl6a3HY Tgasn3sT € g G Uag < fenms™ Haes © He' & Hags ARifqgst w3

HI6s © &5 g IfJE B 036 996 ©f e &% Jet I (SH9aA, 1985) | fHsg (2003) Sfder

I {3 “BF HIGa3HT TTSHTS™ T H3BH J faR € IHIrd Ad6s &% UgTe dIa™ | “Ifge
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<t fdg msm & 3 {3 for Uog 3 fegag @ yfeast yFigus @ ygreadl ufag

476 HISHIHA TUSHOI' € HOH UOd (Moderate level of Organisational

Commitment)

FIEET3HY TUGHTST © HOH UTd § AI6a"3HS Clfan w3 Ha' & e A= € &73-
&% for f&T 92 Ifoe 88 U336 596 ©f e o7 TIATan famir J|

HAgr (Srggn, 1985) | for Yug § e v 7 A3 Tgasu3T @ eftmir 7 Aaer 3, 7 fa wina

YSeuzT § Targer J1 Ifge & e TaEu3T © wedn HY (Ad w3 WiBa, 1997) 578
g3t Ba &f3a Y=HdosT e fenmsT I o3t Hares ffe Ifde I f9gfa 8% & nifar
g9 g I

4.7.7__FIS&3HE SUSHUI" © 968 UTd (Lower level of Organisational Commitment)

FIGA3HS TU6HT3T € J68 UTd § & 3T AIea3HA SHfon w3 He' § ALId sd6 <t
e W3 & It FAos © &% = IfJE o8 036 a3& ©f e (J9an, 1985) & fermsT I
for a9 <3 1 36 T8 FGHTS T HIsS Y3t HT a1 IE7 grdier J1 wfdar SgHgrd
Jfg Aaer I fS@fx GRS 59393 © Hu (Mg W3 isa, 1997) &8 13 Ifae & Hgd3 I

JI a3 fegsy &3 A= 3 69 Faros 83 2=d

4.7.8 TO-Tg&HO3" W3 WHls-Tg6TU3" © dI= (Characteristics of Over-Commitment

and Under-Commitment)

(BAS, 1993)
WOls-So&ET3T

HASB3 T 3d
WHSS3 & 39

YJret W3 Bar3d fids

SAIIHI AfSwrarae, Ufgedd W3 HHAMI3 T I9d
YJEl W3 B3 W Yyt

<g- Tgsau3T
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M 3 Ags-AEIeAS Ueds
HeS JT & f683fes Hrgat

G97 T 5g3 9 ung
4.8 HEY (Summary)

HzIfind foan & Arer e wifeuge wiar I s &3 xS & ferr S ufgs iz ager I3
forg Bat I udorBer I, 8I5" § AIGEIHA HSSB3™ YUT J36 €9 Wae's U@e &&t
Jfg3z ager I, Jfd3 s9T' I W3 AT YT's J9TT I YFeHH 3y © 33 Jisseg
JT I& W3 AIAT B HHES, 637 © Wihdrd T {3315t w3 H3fd3 fend3hi & ufqdas™ w3
wasTet § fims {9 Jue I8, urH Hzdfiy Afast 3 5999 J9a && fonmud 39 3
AfTH3 I8 I&| B3I © I&d fifd 7 Ao Is, IS waRg fifgs €9 Anf &31 Faer 3,
fagfs @ Sg-1id, feargd w3 Hegs 3 fog39d 96| B ysendl 337 gea" 53 A &9
Ysuat gd gEStYIs der I, ud 8at € oH § A 3 yseard gt w3 X yeIns ffe
E3H3T U3 I35 BEl ASSIYILS forr B © oo & UnaH s3I J1 Iealsd AT, fomr
fsgurds, Hoa w3 JJe € i3t € g 373t A3 w3 Si39fiy Afash @ wiags
I3 W3 B ygrermdt Ysus Al @ fearn 38 e Aufdarsds yers Ja<t Ji

ZH 99 HEYE3™ T 334, fean w3 o™ €8 8 WY Jrad faar J1 97 gsm &gt 3 fa
fena3a3 dH &8 S 99 ARET g T &3 YTrs Jder J1 SH 99 § A I
YSerEdl oH @ gut &9 i Hfen Arer J1 St <9 o1 396 &% fenast § fo vt og -3
< &g Jer I fa8fa fog AHfra Ugmug Ygre w3 Hia3T 299 831 S yar daer I Harss'
R9 3 =9 & Yg<HissT § YHfes 96 T8l fers ue © gege, 993 A9 YSus
JIHTI WA S I S8 I8 53 U JIe Ia|

grS oH 3 Sl Sgat Trdiet I w3 GRS oK 3 faR feead sga wrdier J1 e, g
uR, faR &3 fer Y3t f5d39 wigds A YFigs <91 o8 #erd T 88 i fifdh yfeast Ji
IH B H% w3 I2LIE feoai w3 Ieare € Jel § IHS 99T I6 1 SH © wgde § gege

89



| fagfdl sH © H% <03 Afeg w3 B9 AN 33 98 T8 Je I6, BT IH T I=ee § 53
Y3 59 Ao I6 W3 feASE JgHoa! € dadt € Agnc! € Uag § ysies o9 e
I B8 o feT

SIHTGM & wEr I, 8% B WII-fenaSars, Wsa-fenesSars, w3 fenesiars
HItss U8t 3 HIHe It 88, 993 HQ SH-ASU3 Tdae 3 gt &8 A9 § feaAg I=r
grdier J1 H Y3t ITEmr 8 AR 39 98T T S & I, w3 feAsE 3eug 2o , 3J6
A A I WgR 3 7 F SEfBn 7 AT J1 IIHTIMI € 1B § HIlea' © 7% HF a3
STHTSM € ILEre Emif Afimiet § I8 S, Ystes deal € H3rcT @ Uag § =0 Hee"
J| A3HC IIHTIMIT @ WISt St 83€ ©f Ages e Jol J, 7 o 3 Ji9dwg e I,

W Fem Jer I W3 G wuEr i I3 41 575 34l
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WE 394 < 79 99
Q1. IH wfATr IgHT I fag B3 AR I 7 WuE! daat W3 AREr 3 973 e wH3me 9

Ug fAge &d9t 3 Ifder I w3 fan I9 AREr &g o< &dt 8T

Q2. IH & Tl &5 &t ©f H3HS fas Asus I?

Q3. &t AT ffd AN wyst a3t B H3He W3 TT6ET J Ao J? fae w3 fag?

4.10 fSH B UHS (Questions For Practice)

Q1. df #3I" w3 yduat &g €t wizg I? 337 € et w3 fegadt 3 worfaz frg3t &

oI |

Q2. HIs&IHS YIEuzT & fHu3 €t gdor a3

Q3. ANSAIHE SUSHTST € UTd df I&?

Q4. IH T TIN5 &t & AzHT fas A=g3 I?

91



298d W'e WIeH (fBEdIs waen)

i rCAY

97 AF'S ‘3 YA € Slg
yfée -5: HIea3HE HU'd g6d (ORGANIZATIONAL COMMUNICATION
SKILLS)
n -
50 €en
51 HE-UgT
52 HIGSIHA AU'T: HISY W3 Ufgsar

52.1 W3g-fena3es Aafgardt fegag
5.2.2 W3I-fena3Ne3 eaam @@ fegag

53 Hodl &3 AR-Aga3T € Uug

53.1 ANGE3ST 8 &S ANga3 f<u 3=Tisl
54 THanss ferdns

54.1 €RiASeH

541 AW3 A fuzTerdat

54.1 B =S ERN

541 CESEL

542 Hies S feust
543 Hies S Afgs
544 V===

544 AySaBET
544 Bdlg-ysaBE-TT
544 CEBdAB==s
54.5 HeIfdar

54.6 H&fefamisa g3t
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5.4.6.1 H&fefamraa a3t e I96
54.62 dUz*§IaEe I

547 TACSIWI IS

547 Afeq fea ills Aa93Ha AT

547 BfsHtyg<$gueed

55 g9 @ nast
5.5.1 Grapevine HO'9 © saI3HE Uy
5.5.2  Grapevine A9 &8 &fros € 3914

56 HIY
57 UISHI YAf3ar
5.8  wfowA 38 yns

5.0 ©2H (Objectives)

for gfee & s &8 ugs 3 smie, 3H! fod 396 © WaT I=dl:

o  FIGEIHA HO'd W3 WII-fendSa3 feeara & yfaast <t fenrfemr sge

. Hodt &3 I AR-AagasT © Uudt v ferdne 936

o THAHGS ferdHE Tar UIAUd feeag T fendne s96

. B=-TE 2 fomdre orar Wi3I-fna3as feeag g aod a9&

Fal °

o nigT <t 2 & 7S w3 HAEre (39 foAg fou3ia3 596 © 3alfomit € use 596

5.1 A =-Us'€ (Introduction)

HI6a3HY feeard € fene3aE W faR fs. madvz, oge, five, Jaer, S=de w3 1S
W3 IE™ fonSSIeI3 feeard § wiag fide 6| ud feg Wiy i fenfos faardt (R sea #=e
I& Fe feng3t Adies R gfmi @ Huad g wiger 3 i @9 a3 ager 3

1. -3 worg <3

2. feg I Igue WO 3
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3. w9 3 AT

4. IIGU-g-IIGU wra'g ‘3|

I foIAH © YA Yg'< 39, fenaSt § 2u-24 fAHT i AfaSnt & ArareT sde der
J1 oA e, 8T Tfrmi B fegarad § foR Y=z Saer I w3 gfrmi g Gre feeag § fa=
ygrfez gavr I, feg g J|

5.2 HIIS&'IHE HY'd: HasY W3 Ufgag" (Organizational Communication: Concept &

Definition)
Ufggtaz a9 8¢, fog faar 7 Aeer I & Horg 89 yfafanr I fam enwrgr i fawat,
Y #F AAT (37 T f9R I9 fonest, Ayg #F HAgr (Jrussasn) § SR oAy <

Aredrat (F&IT) AYTfa3 aaer Il

Horg Yfafanr @< gg Iet I 7 i fug 9 i fegrg der I A @H fegra § T+t fiug i
Aofa3 g grder J| fed fegrg § e gu o gege 3re @@ © fHas I 7 yu3das'
g Sfrmm w3 AHfmr 7 Aaer I feg @t Ier I A esafdar €t yfafanr e der 3, 3%,
g fegrg & o wifndt fust 7 9381 7e @8 37 <9 wige= J9e, fiAg Yu3sas
orgT Ugfenr 7 Aae' J1 s Aen § 863 o3 v 3 gmie, frg Heg © g 7 a3
<0 958" 3 Afdz JE 88 fang I 37 7 Feddt 3T dd6 I8 HIA I 3T
YU3993" 39 Udy Al g g&ar U3 Jer I, yu3ad3r § Stafdar & yfafanr g agat
gl 3, 92, Aer § 3rT T8 © s fegrdt €8 Tun Sese for [fg a6 92y Gy
YiSfane" BTHS I AdeM I6, T fo 98 918 w3 [8ust meet § AHse, fogd © g=-g
<t fenrfemi gge W3 fer 39 S| w3 €T, B @79 Béa Stas o3 /e 3 amiE, Yfdfanr
At Ifg Aae I, yU3dI3™ f8d &2 H&I™ WHS 3rE 8 § TUH e J1 Yfdfanr & fer
A § Azda e Afenr AT 3, 312, YUz S9a T ot 3 Hed' € yge g3 famis| digsd
Y3 SI&T e T § fog foauras sds < ferrer3 féer I & off @9t © Aent & Adt
1 578 AHTET M I

AdsE3HE Hord © i i 2r fHO argerdl a3 3, wat efrmit & 3R daras feeag
II6 B8 U3 d9o"| HAE <9 HU'd <8 waAd & fide fBasd w3e aHe I8 76, Adl
SH IITEMT & AHS Jeni Ia| ITBHS e fagt dfiFat & Jrt Ho'd J1 Adee3Hd
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Horg T g Wizg-fena3iars ufag & J- 8at fegard Avrfra AT 3 de3|
5.2.1 Wi3g-fena3er3 Afgardt fe=T™g (Interpersonal Cooperative Behaviour)

S © a3 & WAt 3T8Hs WUt AZACHSd Jder 9, 3T feg Afgust fesgrg der I
for 1@ 37, T2 fona St Yot Be-2 9T B4l I8 Ia| for wirt 38ns 129, T fanast
WH fere A w3 Af3ag, i R € 7igas &8 fI3T, w3 Uas I8 were< &% Ji8e'3
T 6O 3 H3He J AT I5| AISa3HA Rfcar &9, wifid fesad IanHs de Is w3
HISE3HY Gert St YUt 28 weed Sge I H fanasmit § @R AN AH Yers sae

Jal

5.2.2 W3I-fena3a3 eaag™i 8" fega™g (Interpersonal Conflicting Behaviour)

WII-FonISE UgAYg YIre 3 I3, feg Agdt ot I % fHge Afgush fegarg e a3t
I & ISt T maHE © wi3g, -2 U YT, [J3F & cagmy, giiar <
WHUHSS™ W3 J8 @7g, Ho'd W3Jd <1, Hdles ff9 vyt egamy der I A J1 for famy
T feedd Hales B8 9 odt I Aeer J1 for 38 ysuat § widd feegg g aa9a
T YIS STH gae gdie IS

HIEE3IH AOTd W3 w3I-feng3ar3 feead © ferdne w3 FOd 936 &9, Addl @3
W3 THAHGS feHBHE ISt feafA3 SISt et Io| fomr &t ferfs s 9o e dm izt
et J

5.3 dadt fE3: Fle—?-l"mg_q'?’ T Ugg (Johari Window: Levels of Self-Awareness)

Friefas ATt & wiun €9 fHe 3 sfenm AHfenr 7 Haer J1 AR A3 € deds T gd' d
H UIAU Y= YT's JIe JI Wit Trger Su3Hd J: fog wnu wiy & fdzg € gu <9
fEmirs 3t J, B36 W3 W3 B WU wiy 39 i dedt fsanrs farfan e fid3g der
J - A" 2 B9 ufgs W3 nizg-fend 3t & Arus A fere Fdiieat ewgr e W3 AR i3 AR
J5| fogst A3 R I IR AT’ 56 83 I Ia w3 fag & efrmit § 7e 7 Ao Ial HHE
Bac W3 Idares e & £ o339 g disr 3 7 fx fegra ffer I 3 ffd fenvat ©
A 2cted R df 593 I w3 &t &t J1 8w Aadt €3 fd39 (8% © e | ufad
I9 gME TR g § HF A &H) for 397 feure fder 3
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Image Source: Google images

1)

2)

3)

Known by Self  Unknown by Self

Known to
Others Blind Spot
Unknown to
Others Unknown to all

fog U3 B9 -2 939z 3 gfonr I A fearg, Iea w3 Jaer & AaigdsT © w'd
3 efrmit @ AT [F9 I% fana3t § TIrER Ia1 999 93939H & for 3 ufgsfas o3
famr 3

Y& A= (The Open Self): 48" Bfdige faA fon3t 59 Afadh § TgAGer I e fa
feearg, Ieael, W3 HEIH 1 BT Freer I w3 Bfil &% A'S™ 596 Bl f3nrg J1 &t
<, fan fan3 <9, fewast fior, der w3 Aty der J| feg o< s mimre Jfa o =t
ad faar J, 8 o= HigeA =3 foar I, w3 @r fege &t Ial

wigT AL (The Blind Self): »igr 83 fan fewa3t g3 Afadh § egn@er I A efrmit §
Afowr A Jug @A S &l AreeT II Ba e IG fA R B A Ifgar Jug 8RS
for =3 U3 &t I WA Wil ni fegarg § sous 3 G we3 39 3 HI3RYIE B
3 fena3t enrar & |3 AT J1 fagfa wifdar feegra wos 39 3 sas dl3r AT I,
for 38 8 foA 979 FOIgS &4l J AR | WH I% U 3919 &% 9% Ao - W o
6 &8, A3 f993 3 6 owg, RS #as w3 il wi IF, U9 ©x 8 for I3 JisiasT

3T dee IA|

sfamr Jfemm A= (The Hidden Self): wiimirs 93937 @R fonadt g9 AfaSh §
TIAGET J 1 @R & Afenr Aer I ug et § &dt Areer feg i+ 3 w3 fige Ao
fona3t It Areer 3 fa ot I fagr I Bfemir I AR fewa3t @ ©grs @ wieg Jer J ug
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J Sl &8 ATY™ &J1 Sge Tdel 8 HoUs 3 It 573 A e w3 fegat §
Sager fHuR I&|

4) WEATE AR (Unknown Self): WA 988l € H3BH J fd & 3 st w3 & It 39
B GH I3 e Ia| WIS Wl ITAHET J| I8t 79, HETE W3 Feare 53 Fulnt
AT Is W3 AEO3 fond3t AR, 39 @ ffgst 979 &df AreeT| 39 WaAd Hies ©
fegest fJfimit § mufent &g A il 39 7 HAgIM &9 wigse S9T Ia| e fafanr<r,
&It wrigE foe|

5.3.1 AYIgA3" © &% ANIga3" fed FEEH (Change in Awareness with Awareness)

WUE T3 AIS3T AfHT &1 I, Al feg 89r3rg sese Ifdel JI iR fa AargasT sessl
J, 9393H A § HofeIMIsa wierer fsaurg3 it et I & 528 At J1 HRgs &

Wi SEa™ € famirgt fRg 3t S ugre i3t

1)

2)

3)
4)

5)

6)

7)

8)

fom s 9393+ fT 3=t grell AQ 9393+ & Y33 s34

UTHUS Y'< S8 7ITHS [Read § Ba8e, feaard das # wig JE 38 gar <1 8%
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9) HTGHIBI T wIH J 939391 2, 3, W3 4 [E8 fegara © U3z ufagn & ded 335,
w3 gfrmit T 8I&" § JuE < e © wied Ja3a|

10) AYT Yfdfgnret 9 fifuer, = {3 @I T wigse Si3™ # 9o J, AT © 578-5'%
fenS31a13 AT e AIgasT (]38 977 1) T0ge K9 Hee daer J)

11) B Ay w3 fore Aag < ¥s Yot § 8F 39 &8 St /7 Aeer J fiA 39

AHI AT © s €9 were 89 578 &fiaer I

s 3J<t & 7Y 99:

Q1. Az fg Ine Herd & fod Gerade & 293 JaT JL, T9e6 a3 fa Horg Yfafamr
a2 aiH age! I

Q2. “WII-fVIFB UIAUT Y= A= & ANIS3™ 3 {5399 ager I ud 8 wiye vy
T3 Yt 3F AE &t I&” | Aadt €3 & vee o8 for gus & fonrfemr 531 for #-

AAIgE3T $ fo@ =gran 7 Haer J?

54 E_:’ﬁﬁ'ﬂ??&' ferd8as (Transactional Analysis)

B v AR T B <37 f[JA it o8 Jige3 age @@t Hreret (&g 936 9% 89

"6 @8 o YBrs 98 I6 1 HASs © QU 9T § fads Jue €9 HeT J98 Ia1 I3ifd

&8 nu=e I, WH 39 3, fog A AT I8, 7 39 Wi Wiy § HY'TS3 J98 76, 971, 69

< fona3t Augd Ia| STfsd forsT @d6 fegdd AW B2 & AHS Jder I W3
TGS ferdne wid 858 § AHSE W3 HUds ©f AfHH I

SHAHGS WSTTBIHA (TA) HEAME T g SHE w3 Wi vy & IiStlis s w3 gfmi 578
for © Ay’ <t drdm Sger I 1 feeard € AUHS w3 WIEYSS 999" § AR IEEe JI TA
UIAYG feearg © ferdie 596 W3 AXSE & 8 fedl T gergr fder J1 7 89 JisT3
JIIT I&, AHTTA B2 ger I fr g e fenast a1 & Aere e 1 3 fegard feast
BT S niftmls & TioHeS ferdae faar AT J1 TA § WA R9 1950 R Ho-fofasHT
e nifge 996 T fear3 i3 famir /| 87 v Hate R St fI wiarg ffg a9
fona3t € nieg 3 42 33 I Aol GRS fog & 2fitmr 3 fog 9248 “Ae” 3 &8
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UIAUT YF'< Bt ferer Quudar YT st famir /il TA iR AaigersT © fendne, Aguaas
fendme (T80 Im), BTt v femdrz, Afque ferdne w3 U3t T fendne AHs der Ji

5.4.1 9 HSSH (Ego Status)

A< T i I3 ufag I fenddmit @it I@A nerEr!, TA T i H3=ygs ufas 34 3
HefRIMad AESM, 7 feag @ dedst © gu <o i Tn &8 Ji8e3 a3 I8, figt &
IS wierRETe T Arfenr AT J) foA 3, I@A werae foA & A fenarst © e, HiveR
SI6 W3 fegrg 99s T 3 I&| fog I8 wera= I&: H3™-fu3T, S5 w3 o7l firgs
T oSt & IS fHA @HI &% I8 Be-BeT & J, Al frg @Ha © fearad Ufagni &8
AEU3 Il for 3¢, IR & 61T © fonast 9 fog I8R St nierere Su-2 f3adh
fR9 I Aah I&5| o frgaie fenast fis 98 werer 3 gt <9 Are @ War der J1 fem
3 fomrer, fog 56 987 wierge eorfez & waldt, 89, W3 AUd 9 @99 orgeret &t

I&| BT WAS AAg fesggd 3 WO I3 I&|

5.4.1 A W'3" A fu3™ T 819t (A Parent Ego)

H3™-fU3T & I8A wEHET AS IEEIHA 39 3 HISTYIS Bat © I v3 feead §
HHS d9e! I 1 H3™-fusT @ gy &g AT 39 I6 7 i fenast i s At fegst o
T HE w3 feeag fana3t @ He ST T9d der I w3 fog a3 © gfowst s g5 A
I&| H3™-fu3™ & 987 &% oH 36 @8 fana3t S feRmsTet &9 g3 famrer aafamr,
Td, I8, Bt w3 i e 5rg J1 AStgd w3 Hitd 7ar 7 3 At fewast wrsr-fusT <t
IR &8 dH 59 3T J, ifg 7HS I &ar=alt feur@e et Gart fasger, It w3 fowmt
o IS W3 W33 9T AEs I8 3Tt <3 I dI&

H3™-U3T i 2 faHT St 980 wierET=t J Aee I6: USe UHE W3 agd| H3T-fusr
<t I8A I T UrgE UrE & fage Sfowl Y3, 7 i 378A% &g gn 89 Y3t use-
UrE 396 @8 fegarg & Targe JI R 39, arga H3™-fU3r € @A werer gfi &%
JiBa3 ffg WBgEIHA W3 HEaE o8 feead § eangel i

5.4.2 B %41 8191 (Adult Ego)

T%I IGA IH II, HA W3 FEdS YOS IS 3 OGS J, I8 IGA 57 JII8T3 FI6
T fong3t at § F9=g, WaT, W3 ffierg W& & Suer J1 frg 393 3 wofaz
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J1 I8 T feHH3T IITHS Ho W3 333 &' Jot I for I8 wersr § Wit w3 Adiad
HAZT TraT UgTenr 1 AaeT J fAn &9 feorarls feardiasT w3 38 & 999" AT HS J
T%I1 IGH IH © 9166 T YfIfam Wi e & 3wae {9 Sueh I, w3 Wriimi € gt §
ST SJa BIM3'T WUIT JITl J| TSI FOUS 89 et g8 aedi-aiH3™ We ¢t fire
AT I8, W3 Ales © IME 8 Uz™ 3 fong3t wiue 59 w3 Ha3t-fusT & 967 S
AESMT & I AET I W3 WS WEse © WO'd 3 WS I%d1 IGH T 793 dd Ao Jl
89 fog foguras 996 B8 H3™-fuz 37§ nude g I fa ot 2u I w3 &t &t Rt 3,
89 fog foguras J9e B Sfon @ 3¢ ¢ & wuge Jae I I fggdi It § 1gie
II&" grder J| oA 37, BT ITEIHA Y@= § At BT &% Jrer I w3 deds ager Il
5.4.2 C '8 84t (Child Ego)

=% IGA St feRmsTe (S8 SEE3IHATT, wiags3T, 8eTHI, i3, foasd3r, 393 aed3
THS I&| ASITS W3 HiHd I A fona 3t 8 981 &9 I a9 faar 3 €9 a5 gu UsET,

fomires HareT, 3T 9T, TAET, W3 IS 3T T8 I8 JI9-3JIUTS W3 I3 g gniraT

TIAE Al I frarer a3t 393 H3nS der 31 I8 I@A wierE FIST Sous Emif
AEFM W3 fen St g wE Hies © 5wt Argt &g wigse o3 wigde § TIA gl
3, F<, fan fona3t © IHfad AeH 3 Ufgst, Ua 7 € 61 33

% IGA © 35 391 I&: e, wigds w3 feeddll gegst Sor fimirg Sfanr w3 sreygs
Jer I w3 €7 a9T I A gedst 39 3 wiher I, IS, €9 398 T, A=-dTfI3, Ae-
defa3 w3 gHEeg & der I w3 5g3 At g gfHare’ g 839 AaeT JI wiggs S
gt yuz der I w3 89 Bt ags & Asrear Juer I A 3 vl 19 e g%, w3 &
9 JI9-63 HigHA Fga" fifuer J1 =<t 8 & 3R, 3T W3 foam T wigse Jer I

I fena3t g9 e 38R wierer © gy ff9 vA Yger § fa8as 2uad I 8 g ©
AIeT I AIet | I3 IGA weErAET © &8 fegraa yIifdfanret 07 sg<t J

Table 1: ¥H-IH IGA weAE< @ &S feeag AUl Aoy

H3-fu3T < I6A ST IGH % IR
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ST W3 TES S TIWIHBHE T YTIAG IS ITRHE, Heo', gIe' HHl/fGIH <
& I3 HI HII SI& 8 I WG JIGT| SEQET
UJUIT Qe T 3dter | 2Afdar fare / IBUe dgo" Wiegdt 39 3
SIS S USTHS HITHH SJ&

agred

foR fena3t St I@A wierare! T ferdre dge AH, I3 B8 ufag gar J&:

1. YIAYS o € Bas, B fanast © 36 98A wierere’ § Yoz 996 & Hoes Il
J gt g I8A wierEr Yy I At J

2. fona3t enrgr €33 9 ATt § It &, Al AR AT, e w3 fogd e ge-ge
& 2y & fona3t S 980 < AfESt T fadhye i3 7 AaeT 9 A fawsas R Il

3. I3 IGN werE €8 ATIIHA W3 ST IHA T fenns< It I&- fog fan
fena3t & H3RS <t g2 § 17 H wer ATt J

5.4.2 Hies et f8u3T (Life Scripts)

Fe foaR AfESt T Anfer &3 AteT 3, 37 B fend 3t winde! Afque © wigHS oH dae I/
fa Qg ot Gie ager I A @ wuet Hies At § o= @uer I fer <3 wiorg3 J1 R wgw
@9, W&y T feeag Hies wgge R 8336 =@t fut enigr WIT-YaiagrHs J Her Ji
Irrer I (S, fod Afque s ored, Has fusgd, A 3518 YaaH T urs J1 e g, fid
fona3t @ Hies < 38 9 ared &8 it At I W3 Afque 8R aed & us JI i
fowast & Hofefimiea Afque 9 Hies vrer 3, 8 39 fang 89 fauer I w3 fag
8= & Hrga HiggA 9T J| fer 3 99 fana3t <t Fires ez ISt 31 Afque fendne
fon © Fies fout < Yfaa St & foaura3 a9 88 e-2 w3 ugnud fwret & Ag J1 596
& vires fatdt § mise 9 A9 3 20 warers urfenr J1 €A §, “Afque Hies & e Hugs
WAST I, 7 B&T €0 T UHIH JITl J- gaHT, SAEM w3 fora3t & ge39, w3 ge39
Aes €9 B Az A 996 o8 gerget I~

5.4.3 THies e Afad (Life Positions)
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A Yt fenid 3t T fegad iy 39 3 e orgae 3 word3 Jer I A Hies © 5y K9
Tt I I Seus R g3 231, i fenast wigge 3 i yg<t euhe T fedr
I I Wi SBHS @ S UETT, HS & Iea" w3 Th 8 et Trgare &% gfamr
Jfenr J1 fog 81 39 fanist © &8 Ifder I 7 3 I3 for & Tese 3d 23 wigge &dt
eI wifqdt AfESet & Files AfESh A Hefefimrss AfaS faar Aer I, w3 I i3

JId|& [d3d
You are okay with me
I am not OK lam OK
You are OK You are OK
= The One-down position -
W
= E:
< 2
=
= 1 2
S z
= I am not OK Iam OK =
S
— You are not OK You are not OK 3
= S
- The Hopeless posstion The One-up position

You are not okay with me

1. 1am O.K. you are O.K.: ffg 395 &% gt It Aies AfFSt J| g 6 gsvr I A<
fenast § 23t fare3t feg O.K. Efrmit 578 wigse | wig w3 gfrmi 73 fer AfESt <8
B wuEt A § GATg S91 578 I8 59 Hae Jal B9 gA 3 & HI33T §
AT 9T I& W3 HITHA J3e I I fdedht Hige © uar I fog a9 I8H 3
Wrfa3 I 7 Ysoud wnust AfFSt 3 o1 98 96, 318 fereA € 209 feang deds
& [{Ic 596 < HIes Jue Ia| G At 2 w3 3t € g3 €9 Uug § y=afhs
IIE I5| BT ¥ A dIc II6 € WdT I8 IS IS G Sl 513 St Ia HigHHA S9e 96
fagfa frg €I« Bt 5g3 We y39™ U dIer J1 8T wEIdt RUS I& W3 wiftiarg @
BN &8 WIHE S HITHH J9T I6|

2. 1 am O.