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UNIT | THINKING STRATEGIES

STRATEGIC THINKING

Q. What is meant by Strategic thinking?

According to John Maxwell, Strategic thinking means.
"Strategic thinking is the bridge that links where you are to
where you wantto be”. Itis innovative way of thinking regularly

nout the overall goals of one's job, team and organisation. It
gives important to finding and developing specific opportunities
to create value among the people who affect a company's
direction

Q. Why Strategic thinking? What are the things included
in strategic thinking?

1. Competencies and Skills: Strategic thinking can be applied
by taking into account the company'’s strength, the competitive
edge and its weaknesses.

2. Products and Offerings: Application of strategic thinking
depends on the praducts offered, service rendered, the prices

revailing in the market and the image of the company as a
whole.

3. Environment and Industry: Strategic thinking is applied
depending on the economic context in which the company is
right now in, the kind of government and its policies, the

structure of the industry and how the company connects with
its customers.

4. Market and customers: Factors like the target.customfers.
their needs, and preparedness of the company in meeting,

there requirements decide the area of application of strategic
thinkina




5. Competitors and Substitutes; Application of sty
thinking depends on the nature of competitiori in the in
the offers made by the competitors, and the counter sy
adopted by them.

ateg|c
dustry

6. Suppliers and Buyers: Application of strategic th;
also depends on the companies one has to work with
strength and weaknesses and the relative power com

to one’s business.

nking
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____._—_———___-_-—'-—'___’-__—_—————————_____
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Q. Discuss the process consideration in Strategic
Thinking.

——_————_——_—“\

1. Aligned: A company’s strategies must fit with its vision

mission, objectives, competitive strength and operating
strength.

2. Goal-oriented: Strategies are the means by which 3

company sets out to achieve its goals. Hence the strategies
should be goal oriented.

3. Fact-based: The strategies should be based on and
support by a real data. Strategic thinking by its very nature is
based on assumptions about the future, but these
assumptions must be based on educated guesses.

4. Based on Broad Thinking: Companies that are

strategically quick and strong should consider multiple
alternatives at a given situation

5. Focuseq: Companies adopting strategic thinking should
be clear with what the company wants and does not want

The companies are expected to priorities the plans and act
accordingly.

6. Agreed upon: While adopting various strategies the
company has to ensure that the stakeholders are taken into

confidence and aim at getting their fullest support and
cooperation.

7. Engaging: While drafting strategies ensure that the people
are educated about the programmes and ensure that the
resources are available to them to implement the plans.

8. Adaptable: Strategies should design to be adjusted based
on the results, experimentation, errors and new information
available.

_.—————-—___—_—_-__————_—___-_'-__——______.

Q. Explain the Strategic thinking competencies.

The strategic thinking needs the following competencies and
that is required to make smart strategic thinking.

1. A system perspective: In order to implement strategic
thinking the people concerned should understand the system
as a whole and its implication. A complete understanding of

end-to-end system, the role within and the skills that is
required.

2. Focused: While implementing strategic thinking, there must
be more focus and determination than one's rivals. Focus
helps in leveraging one’s energy and resist distraction.

3. Timely: Thinking in time will help in understanding past,
presndet and future. Such understanding helps in making
better and quick decisions.

4. Being creative as well as critical: A strategic thinking
should ensure creative as well as critical thinking because it
leads to establishing a scientific method.

5. Prudent opportunism: This refers to being open to good
opportunities and avenues. Strategies must b€ developed 1o

Sult a changing environment.
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0. What is the importance of strategic thinking?

1 Drafting Group Action: When drafting a course o

it | ' K - ‘ faCtiCm
for the groups, 1t1S essential to make strategic thinki

ng.
2 Smart Long-term Decision: Whenever making the

long-term decisions, the strategic thinking process is req I

Uireq

3. Support of employee: Strategic thinking is needeg for
gaining the employees’ commitment to support the decisions

4. To Maximize Business Results: The strategic thinking s

essential for enhancing group’s performance and maximizes
business results.

5. To embraces Strategic Initiatives: It fosters a cyjtyre
that supports fresh thinking and embraces strategic initiative

6. Save time and effort: Strategic thinking save the time ang
give the fullest effort.

7. Make the most of limited resources: The effective

utilisation of the effort and make use of the limited resources
In the better way.

8. Attract funding: Strategic thinking enables to attract the

funds from the financial institution and banks because it makes
the viable projects.

9. Get people on board: It attract the knowledge people to
the board and they find a right to place to work.

10. Enhance chances of success: Strategic thinking provides
more chances of success in the project and endeavour.

11.Increase job satisfaction: |t increases the job satisfaction

.tO the W‘?rks and employees because their views are taken
Into consideration in the right spirit.

—

S

12. Try to take over world: It is possible to win over the
competition and get success in the business endeavour.

Q. What are the Characteristics features of Strategic
Thinkers? '

1. Curiosity: These are the people who are denuinely
interested in what is going on in the business.

2. Flexibility: These are the people who are able to adapt

approaches and shift iIdeas when new information suggests
the need to do so. |

3. Future Focus: These are the people who constantly
consider how the conditions in which the business operates
change in the coming days, months and years.

4. Positive Outlook: these are the people who view

challenges as opportunities, and believe that success is
possible.

5. Upenness: There are the people who welcome new ideas

from supervisors, peers, employees, and outside

stakenholders, such as customers, suppliers and business
parntners.

6. Breadth: These are the people who are continually works
to broaden the knowledge and experience, so that they see

the connections and patterns among unrelated fields of
Knowledge. . .
Q. What are the points to be kept in mind while making
strategic thinking?

1. Have a vision: One should be clear wit_h where he wants
to go. If the destination is clear reaching It shoul;l not be a
problem.
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. 2 busy business, making the time is vitg_

time: in - i
2. Make a ng and relaxing. Set aside sufficien

Make time for hoth thinki

sime both for planning and entertainment as they are equally

important.

' 3. Not being Haste: One need to keep track of the future gt
" the same time he need not be on a hasted. One needs to
carefully design the tomorrows by taking sufficient time.

4. Absorb: In any business it is the question of remaining

" awake and aware. Every business gives everyone sufficient

clues as to what is in store for tomorrow. Of course those
clues are often subtle and hidden. Those who are aware and

‘awake are the ones to notice them.

5. Review often: Sméd thinkers always check and validate
~ their plans. Plans that are not reviewed often run into

- difficulties.

6. Learn from Experience: It is said whenever you fail don't
fail to take the lessons. A smart thinker uses his experience
- to think better on vital issues. |

- 7. Use a Team: Two minds put together achieve more. By
utilising others one gets not only great ideas but also a great
- deal of involvement by the members.

~ 8.Be Realistic: One has to be clear with what is achievable
given the strengths of the business. Being realistic does not
mean holding back but to deliver success.

_ 9. Have check po'stsl;' Itis always good to create check posts

- to that one has a chance to change if needed. Check posts
helps in spotting the twists.

10. Don’.t write off: One should not jump i_nto an'y conclusion
when thmgg. go wrong because successful future is not
bounded by judging their thinking.

—————— T T ————————
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- LATERAL THINKING

#_-—___—ﬂqw——_#—__“

0. Define Lateral thinking.

Lateral thinking is solving problems through
an indirect and creative approach, using reasoning that is not
‘mmediately obvious and involving ideas that may not be
obtainable by using only traditional step-by-step logic. The term

“was coined in 1967 by Edward de Bono. According to de Bono,

lateral thinking deliberately distances itself from standard
nerceptions of creativity as either “vertical” logic (the classic
method for problem solving: working out the solution step-by-
step from the given data) or "horizontal” imagination (having

a thousand ideas but being unconcerned with the detailed
implementation of them). Thus, as per the view of Edward de
Bono, “Lateral thinking is concerned not with playing with the
existing pieces but with seeking to change those very pieces.”

Q. Why Lateral thinking is advocated to Managers?

W—_—ﬂ

1. Competition and Trends: Business opportunities involve
fierce competition and fast changing trends. |

2. Changing business situation: To keep pace with these
situations, a disciplined process of innevation, idea formulation,
concept development, creative problem solving and the
strategy to challenge these concepts is required.

3. Nurturing natural thinking: Lateral thinking provides
unconventional techniques which help you nature your usual
thinking to produce enhanced results.

4. New way of Solving Problem: The managers solving the
business problems in totally a new way.



Q. When to use lateral thinking by the Managers-

are the benefits of lateral thinking? What

¢ ; : ; \\
1. Bring Creative thinking: To bring creative thinking i
sharp focus, there is a need to use the laterg| thi”kingnéj
mangers.

2. Enhance Productivity: When there is need to Create ne
ideas to enhance productivity it is essential to yse the 'ater;\;
thinking by managers.

3. Challenges current thinking: Sometime ¢

current thinking arises in an organisation in that ca
a need to use the lateral thinking. |

Se there <

4. Increase number of Creative ldeas:
sometimes warranted to increases the number of Creatjyve

deas to meet the fierce competition in that case there is 3
need to use lateral thinking by the managers.

In circumstance

Innovation in
Challenges in

make lateral thinking DYy managers.

———— 2 IKngbymanagers.

Q. Explain the technique used in Lateral thinking. ,

Methods or Technique used in lateral thinking:

Critical thinking is primarily concerned with judging the true
value of statements and seeki | '

, ateral thinking to move from one known
Idea to Creating new ideas.

r—f

4. Treatment tools that are designed to consider real-world

2. Focus tools that are designed to broaden where to search
for new ideas. ' '

3. Harvest tools that are designed to ensure more value is
received from idea generating output.

constraints, resources, and support.

Random Entry ldea Generating Tool: The thinker chooses

an object at random, or a noun from a dictionary, and

associates It with the area they are thinking about. For
example, if they are thinking about how to improve a website.
an object chosen at random from the environment around
them might be a fax machine. Afax machine transmits images
over the phone to paper. Fax machines are becoming rare.
People send faxes directly to phone numbers. Perhaps this

could suggest a new way to embed the website's content
In emaills and other sites.

Provocation Idea Generating Tool: The use any of

the provocation techniques—wishful thinking, exaggeration,
reversal, escape, distortion, or arising. The thinker creates a
list of provocations and then uses the most outlandish ones
to move their thinking forward to new ideas.

Movement Techniques: The thinker develops provocation
operations by the following methods: extract a principle, focus

on the difference, moment to moment, positive aspects,
special circumstances.

Challenge Idea Generating Tool: A tool which is designed
to ask the question “Why?” in a non-threatening way: why
something exists, why it is done the way it is. The resultis a
very clear understanding of “Why?” which naturally leads to
fresh new ideas. The goal is to be able to challenge anything
at all, not just items which are problems. For example, one
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~ould challenge the handles on coffee cups. The reason for
the handle seems {0 be that the cup Is otten too hot to hold ————————————————— e
directly. Perhaps cofiee cups could be made with insulateq Q. How to use lateral thinking? (Or) What are questions

finger gnps, or there could be separate coffee cup holders generally asked by lateral leaders?
o 1

similar to beer holcers. Problem Solving: When something creates a problem, the S
performance or the status quo of the situation drops. Problem

solving deals with finding out what caused the problem? And

then figuring out ways o fix the problem? The objective is to

get the situation 10 where it should be.
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Concept Fan Idea Generating Tool: ideas carry oyt
concepts. This tool systematically expands the range ang
number of concepts in order to end up with @ very broad ranqe

of ideas to consiger.

Eor example, a production line has an established run rate of

Disproying: Based on the tdea that the majority is always 1000 items per hour. Sudaenly, the run rate drops to 800 items
wrong (as suggested by Henrik Ibsen and John Kenneth oer hour. Ideas as to why this happened and solutions to repair
Galbraith), take anything that is obvious and generally accepted the production line must be thought of, such as giving the
as “goes without saying”, question it, take an opposite view, worker a pay raise. ’ <
and try to convincingly disprove it. This technique is similar to

de Bono's “Black Hat" of the Six Thinking Hats, which looks Creative Problem Solving: Using creativity, one must solve a

problem in an indirect and unconventional manner. For

at the ways in which something will not work. '
example, if a production line produced 1000 books per hour,

Q. Who needs lateral thinking? creative problem solving could find ways to produce more

S E— books per hour, use the production line, or reduce the cost to

a. Strategist: People who devise strategies. run the production line.

b. Experimenter: People who work in Research and Creative Problem ldentification: Many of the greatest non-

Development technological innovations are identified while realizing an
improved process or design in everyday objects and tasks

c. Innovator: People holding position which require innovation either by accidental chance or by studying and documenting

| real world experience.
d. Idea Generator: Idea generation, concept development

creative problem solving. Lateral Thinking puzzles: These are puzzles that are
| supposed to demonstrate what lateral thinking 1s about.

e. Challenger: Fast changing trends However any puzzle that has only one solution is not Lateral.
| N While lateral thinking may help you construct such puzzies,

f. Competitor: Fierce competition and the lateral thinking tools will seldom help you solve puzzies.
3}. Agiler: Fields where strategies are developed to challenge Lateral Problem “Solving": Lateral thinking will often produce
e status quos can benefit from lateral thinking. solutions whereby the problem appears as “obvious” In

hindsight. That lateral thinking will often lead to problems that

you never knew you had, or it will solve simple problems that
have a huge potential. For example, if a production line

B EEEIEIIIIINNNNNARA»»mmmT
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produced 1000 books per hour, lateral thinking may Sugge.
that a drop in output to 800 wogld lead to higher quality mc:}::..T
motivated workers etc. etc. This contra-lo_g|ca| approach h-f
hecome a well established part of most, if not a|l, of toga
creative thinking methods and approaches. /1

Description: Lateral Thinking is a deliberate, syster,...
creative-thinking process that deliberately looks at challen:;f
rom completely different angles. By introducing specﬁff
unconventional thinking techniques, lateral thinking enab.;;';
thinkers to find novel solutions that would otherwise req. .
uncovered. Lateral thinking focuses on what could be ra:;;:.

than what is possible and centers around four directjyes.

X Recognize the dominant ideas that polarize the

perception of a problem.

= Search for different ways of looking at things.
= Relax rigid control of thinking.
= Use chance to encourage other ideas

Seven techniques or mental tools help carry out the::
directives with the goal of eliciting unpredictable ideas, wn :-
may turn out to be novel and useful solutions to the proble—
being addressed.

= Alternatives: Use concepts to breed new ideas.
” Focus: Sharpen or change your focus to improve ;= -
creative efforts.
# Challenge: Break free from the limits of accepis:
ways of operating.
E Random Entry: Use unconnected input to open né*

lines of thinking.
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Provocation: Move from a provocative statement to
useful ideas.

Harvesting: Select the best of early ideas and shape
them into useable approaches.

Treatment of Ideas: Develop ideas and shape them
to fit an organization or situation.

An interesting aspect of de Bono's lateral thinking method is
its relationship to humor. Essentially, jumping to laterally related
ideas is exactly what makes a joke funny - the delight in the

unexpectedly discovered relationships between seemingly
unrelated elements.

Q. Who is becoming a lateral leader?

The following charateristic are essential for a lateral
leader.

Problem solving ability: Leader is ability to solving problems
by using unorthodox and illogical ways is becoming the lateral

leader.

Generation of New Perceptions: Leader is having ability to
generate new perceptions and new ideas becoming the lateral

leader.

Think out of the box: Leader is having the capacity to think
out of the box or the frame work by expanding one’s honzons
can become the lateral leader.

Challenge the Status quo: Leader can constructively
challenge the status quo to enable new ideas to surface

become lateral leader.
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—___——__\
Q. Distinguish between Conventional and Laters
leaders.

__——_———__—_\

—

Conventional Leader Lateral Leader

“_—h'_-_-—- =

{

1. He s Solving 1. He is solving problems
problems by using Dy using unorthodox and
traditional step by step illogical ways

logic.

2. He is thinking within
the frame work and try to

2. He is thinking out of the
go outside the horizons.

box by expanding the

horizons
3. He is approaching the
problems not z
systematic way of 3.He is approaching the
thinking. problems in a systematic

S way of thinking.
4. He iIs thinking about

what |is.

4.He is thinking about

o. He is more concerned what can be

with  multiplicity of

alternatives. 5.He is more concerned

L with the processes.
6. He is tried to find out g

the solutions. 6.He is turn the problems

iInto opportunities

_—
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UNIT Il INTERPERSONAL STRATEGIES
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"~ CONFLICT RESOLUTION

Q. What is meant by Conflict resolution?

Conflict Resolution is a process of ending a disagreement
between two or more people in a constructive fashion for all
parties involved. It involves the reduction or elimination or
termination of all forms and types of conflict.

Q. What are the points to be understood before studying
conflict resolution?

1. A Conflict is more than a mere disagreement.
2. Perceptions play a bigger role than the reality.

3. Involvement of substantive, procedural, and psychological
dimensions.

4. Conflicts are normal experiences with the work
environment.

5. Creative problem-solving strategies are essential to conflict
management.

Q. Discuss the source of conflict.

a. Poor Communication: This leads to misunderstandings
between the employees.

b. Different Values: Conflict arises when people do not
accept and understand the individual differences and values.

c. Differing Interests: The individual goals and organisational
goals are not matching and it leads to conflict
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d. Scarce Resources: Differences in the allocatiop of

resources either increase or decrease the incomes of t},.
workers. This is the reasons for arising conflict,

e. Personality Clashes: The clashes between t,
personalities are another main reason for conflict.

f. Poor Performance: The levels of performance of the peop.
in the organisation are different and this may be the reason-
for conflict.

— -~ e

S

Q. Explain the common reactions to conflict.

= T E T T e r - — =

—

1. Pretend the problem does not exist: People pretend ac

if there is no problem at all. Avoiding the problem will not make
a go away.

2. Blame someone else: People often have the tendency to
put the blame on others. Criticizing the other person or starting
a rumour about some else will not make the problem go away.

3. Try to start a fight: People indulging in quarrel, argument
or fight over a conflict. Calling some a name being physically

violent, or being very sarcastic will not make the problem go
away.

Q. What are the steps for conflict resolution?

According to Pondy, conflict is a dynamic process
consisting of a sequence of episodes or steps:

) Latent Conflict: When conflict promoting conditions tend
to appear. This is the phase of anticipation of conflict.

ii) Perceived Conflict: When pehople perceive that conflicted

conditions exist. It may be called the phase of conscious but
unexpressed differences.

iii) Felt Conflict: When
phase of discussion.

people feel there is conflict. This is a

17

iv) Manifest Conflict: When there is not only recognition of
conflict but also manifestation of conflict by overt or covert
behaviours. This is a phase of open dispute.

v) Conflict aftermath: When there is outcome of conflict,
the stage is set for subsequent conflict episodes. The outcome
may be win, logse, or compromise.

Q. How can a conflict be resolved in an Organisation?
(Or) What are the steps for conflict resolution? (Or) What
are the different ways of addressing conflict? (Or)
Elaborate the Conflict handling matrix.

RESOLUTION OF CONFLICT

When a conflict has arisen whether intra-individual,
inter-individual intra-group or inter-group in an organisation, it
must be resolved as early as possible. In an organisation,
there must be someone to intervene before the situation goes
worse and generally a superior helps improve the situation. In
order to resolve conflict effectively the superior should handle
the situation and take the following steps: (a) Preliminary step-
knowing the conflict. (b) Diagnosing the issue and (c) Applying
any of the conflict handling modes. We are discussing these
steps hereunder:

(a) PRELIMINARY STEP

The first stage in resolving the conflict is to know the
full details of the conflict. As soon as the conflict comes to the

knowledge of the superior, he should handle the conflict
skilfully.

The first thing to note is the stage of conflict because,
If itis in its initial stage, it requires less efforts and much efforts
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will be needed at advance stage of conflict Even the sty "

Yley
used may also differ from stage to stage though there s mq b

M,
a relationship between the stage of conflict and stmlm;:ll/

may draw different conclusions. People may also have
used.

Before analysing the Issues involved in the conflict, it Shon,
also be considered that the person who Is being entii .y, .

the responsibility to intervene and resolve the conflict, sty

be objective enough in handling the problem. Though, j
very difficult to keep emotions and sentiments out of 1n i“';

and altain absolute depersonalisation, yet one can be Objed iy,

If he kesps an open mind. For this purpose, one shoul lic,.,

lo views of individuals who are in conflict though they 1nay .
be fully in agresment with him provided the indivii, .

concerned doas not carry rigld perception. The sUperion o
ity to kasp the individuals mind open,

(h) DIAGNOSING THE I188UE

- diaghosing the laaue, the lasues Invalyed it (e oo
ﬂ"l'li”']l b analyeed and It should be undetelood what 11
conflict 1a abieid? How far it hae altaady avolved? | e 1l
tattre of confliot aheled e found onf Hmmmw Ot ey
atlaa dite fr facla, yoals, el e atil valiisa 1ol e wmin
fﬂ*rh ol 1)) r”qprmﬁl of twe pattles NEY i””:‘:ﬂ ') lllél| Iu.f.ml*:
:rmg‘ itfer o sl st (o be e fi oty o s el
':"”L;;:;'-!r ilTer o thely views abiotit whal s UrmrL biene |, Wi
" Hay differ B, {fe prerany elrombed (o Legille (e

Mot el oni whial () e it e gl

#"".'.“h“' ":fwn;:ru,'”."'u ”'ﬁ 'ﬂhll- lﬂ '” 't””W W"V ”'“““

FaRp 8l () limlu"'. W it e Ly ot fmmry e o

A e L T e

LTV "V We - T e lll-. Al ”'“..' _“'. |,,r,,“,m“, N

different backgrounds, Their beliefs, attitudes, values, and
cultural norms may differ and therefore their perception may
differ. An individual may have different roles in different groups
of which he is a member and these roles may clash or the
role of one individual may differ, from another individual. For
axample a superior may have an urgency of getting a particular
work done but the subordinates do not think so. It may lead
two persons to clash,

Onea the problem is idantified and what has caused the
vroblem becommes known, the stage at which it has alteady
raached can be property understood. The next important step
6 to develop a strateyy to deal with the situation.

() CONFLICT HANDLING MODFES

[hate sy be A niitiber of alfateyles 1o reanlve the confliol
anel I la 1ot posalble by have a full connt of all kinda of
t:lmmulrm_ We 1 l-mm.ily t;nimumlﬂn all altaleylng TRUX
llowlny five 1 1o avoltl appaaiance of conflict 27 Hol
pe g confliet tee e fare ) Meiating A | atbing Hhe
Pt Hesa [ sonflied b aat e el anorea aned 5 Mulual problerie
anlving

Lo 1o Avald Appearanee of Coanfliet (Avolding) Thia
M]l]ﬂlmi:'i t‘llluulﬁ!ﬂ‘ﬁ el atiedy coreiben s al i) bies v eabeed By
e op gl o whiledy ey ol s lae sped 1 s jaes 1Fabiold
N R T R L o R e LN L CR T N RO R RN T
R e e R T A [ (RO G W T R R
poermlbily bomepom o entedy ey Epmln ket ot ani il pslstionie Gl
miapslem Whieiimyver, ey detect, sy et fasiie prdile
F Ayt @i toorm ot Een G ol ime b g pebilsie

Ihay are alwaye suhmisalve 1 thalr auparior and neves
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conflict with him. f, anyhow, there 1y
o, It is ignored. conclliate mediate, bringing home to them the commonness
n thelr viewpoints and If necessary, even arbitrate. It 18 quite

possible that both the parties may leave the case to the

aggmsaivw ofr In

Jifference of opinion hatween the W

Evaluation: This kind of conformity and agreement may |, superior to give his judgement, In Case of failure of finding any
necessary where blind faith in ;he lmjd@r of the {]lf-ﬂ 1) solution of the cate and Hoth will accept his decision It may
required. It |s very common 1 QOUHECF" and religioy. also be pm;'.-..rblf: ‘hat a compromise takes place of they may
organisations which demand total commtlfnerjt of memb. arrive at a mutuaily acceplabie agreement
‘owards the goals and ideals of the organisation. Butin th;
approach, creativity of t_he‘m'embers s lo8! E:(nd tht.?y - Evaluation: Under this approach both parnies make a shiftin
notable ‘tO put forward their deas for the sake o thelr stand on give and tare thesis. |t may be with or without
conformity. the intervention of supericr This strategy is most commonty
used.
2. Not permitting Conflict to Surface (Accommodating)
This strategy suggests thgt loyalty and‘ cooperation 1o th 4. Letting the Parties n Conflict to Settle their Scores
group is supreme and not f:ilsagr'eement is tolerated and m: (Competing): Parties adop! a ngid attitude and not awardable
be treated equivalent to disloyalty to group. People who ar \0 reason or appeal. they are allowed to fight out the issues.
loyal and cooperative are rewarded and those, who are no: They are given an opporiunity to test their strength and
are punished. As soon the conflict is known 10 the superic capacities and to bear the consequences whatsoever. In such
the parties in conflict are warned of the serious consequence cases it can be possible; that the party may have the realisation
and are ordered to sink their differences or the matter is referrec of each other's strength and leave their priorities, accept the
‘upstairs’ or superior insists on his own way. ideas and interpretation of others and resort to bargaining.

The parties, before using this approach should assess the

Evaluation: This kind of approach of repression and forcinc cost of such conflicts-economical and social.

o

may work where talent difference is not as important as tne

pressure of the time but such suppressed differences may Evaluation: This approach has far reaching consequences.
erupt at any time appropriate for the organisation and may hif In case the opposition feels defeated, there will develop
s?fe _targets‘ This approach does not create a satisfying personal distance that will never be reduced. The losing party
situation and if the matter is allowed to brew for long, the party will always try to find out ways how to revenge. Besides such
concerned whose views are suppressed always looks for @’ potentially disruptive consequences of this approach, it almost
opportunity embarrassing the position of authority holder. necessarily places strains on the status and power syétem

in the organisation. |f acknowledges and legitimises the

heterogeneity of goals. This approach is not willingly or

3 e -
Mediation (Compromising): Under this approach, ar frequently adopted

2}?;:; s made by the authority holder to sweep out the
he pro;?e?d to smoothen the affair to make it look like as I
highlighting th’;e:ner'emstmg he may exercise persuasior 5. Mutual Problem Solving (Collaborating): When two

erits and demerits of their cases. He may parties are conscious about the existence of a problem and

_



should always be made of
bordinate goals. The

fnging & solution, the re
. )s. generally the su

people are not ngic
time pressure is
ming process to

: - i.e- monly acceptable solution. If in the
iﬁ:&?isp:n: l-.r:ses pzttence all efforts are likely t0 QO
waste. Therefore, a solution should be resolved before a pgdy
loses patience. Whatever may be the approach for hgndl!ng
~onflicts. it is necessary 0 be sure that communication
~hannels are neither blocked nor broken down. Ffree of ﬂpw
nformation must be maintained otherwise lack of mformat,on
or blocked communication channels cause dlsru_‘ptlve
hehaviour. As @ result, the gap between two parties widens
and then it will be irreparable. It may also be suggested that
whatever may be the nature, stage or class of conflict, it should
always be regarded as individual (ana not group conflict) and
analytic conflict. In short, an impression should not be created
that the conflict has engulfed the whole organisation. The
approach should be problem solving anad persistent persuasion
of the parties.

CONCERN FOR SELF
LOW HIGH
(Unassertive)  (Assertive)

| HIGH (Coopera-
tive Behaviour )

ONCERN FOR OTHE

LOW (Un Coop-
erative Behaviour )

CONE! IO LIARMIML LRIFAS KA 7S P s

7———f

to
('Y

-___-____—___—__-_————-———_————-——-—‘-'——_-—-___'

Q. Write short notes on Functional and Dysfunctional
outcome of conflict.

_-_*_—_—__—_———-J—_—'_-_——-—-——__

Functional OQutcome or Positive Outcome of the Conflicts:

1. Self Evaluation and Change: Conflicts provide
opportunities to individuals and groups to think again and take
a more concrete view of the situation.

2 Simulation of Creativity and Innovation: These lead to
innovation as conflicting situations always present threat to
the working. In order to overcome the threat, the individuals
and groups have to find out new ways of working.

3. Develop Cohesiveness: Conflicts bring cohesiveness in
group. This happens more in the case of intergroup conflicts.

4. Develop Competition: Conflicts provide challenging work
anvironment as these develop high degree of competition.

5. Overcome the Organisational Shortcomings: As
conflicts develop among various individuals and groups, these
indicate the shortcomings in the existing system of
organisational functioning and management attention can be
drawn for overcoming such shortcomings.

6. Overcome Frustrations: Conflicts may be used as a
device to overcome many frustrations and tensions. People
may express thelr frustration and tension by means of contflicts.
Thus, they are relieved from utter mental tension.
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1, High tension among employees: Confllcts may creatco

the high tenslon among the employees Q. What Is meant by Negotiation skills?
e nigh ie ' | R O e et .

e g

Negotiation may be defined as "Negotiation |a the process in

2. Discontentment among employees: Conflicts some time which two or more parties (individuals or groups) attempt to
oén develop Job discontentment among employees. reach agreement on issues on which they have differences”.
| Negotiation skill refers to the negotiator acting as a neutral

The retarded communication may sometime party, may be able to help them resolve their differences.
3. Mistrust: The retarded CO 5

o —

-

develops mistrust in the minds of the employees and also Q. Explain the different types/styles of Negotiation.
create dissent and competition deliberately among the .
employees. In negotiations, there are four styles of bargaining may be

involved. They are distributive, integrative, attitudinal and intra-
organisational Distributive bargaining operates under zero-

4. Goal displacement: In the organisational conflicts, conflicts sum, that is, any gain to one party is at the expense of the
between the employees’ goal and the organisations’ goals and ~other party. Integrative bargaining other hand operates under
there will be an infighting among group members. This may the assumptions that there exist one or more settlements that
develop the goal displacement. can create a win-win situation. This style is preferable,

because it builds long-term relationships and facilities working
together in the future. The third one is Attitudinal Structuring. It
IS the process by which the parties’ seeks to establish desired
attitudes and relationships. Throughout any negotiations, the
parties reveal certain attitudes (e.q., hostility or friendliness)

5. Resignation of Personnel: If the conflict is not properly
resolved, the employees may leave the organisation.

6. Reduced Group Effectiveness and Cohesiveness: The that influence their communications. The fourth style is Intra-
adverse outcome of conflicts is it will affect the group organisational Negotiations. Under this negotiation the groups
effectiveness and group cohesiveness. often negotiate through representatives. In this, each set of

negotiators tries to build consensus for agreement and resolve

intra-group conflict before dealing with the other group's
negotiators.

Q. What are the principles involved in Negotiation?

1. To Set realistic target and resistance points.

2. To Begin with positive overture.



3 To address problems, not personalfties.

4 To create open and trusting climate.

5. To emphasis win-win outcomes instead of win-lose

outcomes.

Q. Discuss the different negotiation model practiced by
the Negotiator. (Or) What are the various approaches
on Negotiation? (Or) What are the outcomes of

Negotiation occurs when two Or more parties-either
individuals or groups discuss specific proposals in order to
find mutually acceptable agreements. Whether it Is with ar
employer, family member or husiness associate, we al
negotiate for things each day like higher salary, better service
or solving a dispute with a co-worker or family member.
Negotiation is a common way of settling conflicts in business.

When handled skilfully, negotiation can improve the position
of one or even both but when pooriy handled; it can leave a
‘problem still unsolved and perhaps worse than before.

Approaches: Negotiations can be approached in four ways.
Each of these approaches produces a different outcome.

Win - Lose Orientation: This is the approach taken by
competitive communicators. The win-lose orientation is
based on the assumption that only one side can reach its
goals and that any victor by that party will be matched by the
other’s loss. Despite the fact that it produces losers as well
as winners, a win-lose orientation can sometimes be the best
approach to negotiating. If one party is determined to take
advqntage and cannot be conviriced that collaboration is
possible, then you probhably need to adopt a competitive stance
out of sglf-defence. For example, in a onetime commercial
;r:’:is:gcttugn (t&e sale of a car, for instance), your concern for
e other 1ay t :

okt deaﬁ:;f)’ofgray lffake: a back seat to getting the
yourselt, without violating your ethical.
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L ose-Lose Orientation: With a lose-lose orientation, a

conflict plays out in a way that damages both parties to such
a degree that everyone feels like a lose. Nobody starts out
seeking a lose-lose outcome, of course; but sometimes when
people feel that a negotiating partner is blocking them, they
wind up seeking revenge. For example, if customers feel
cheated, they are likely to tell others about their dissatisfaction,
costing the company future business.

Compromise: Sometimes it seems better to compromise
than to fight battles in a competitive manner and risk a lose-
lose outcome. There are cases in which compromise is the
hest obtainable outcome-usually when disputed resources are
limited or scarce. If two managers each need a full-time
secretary but budget restrictions make this impossible, they
may have to compromise by sharing one secretary.

Win-Win Orientation: Awin-win approach differs significantly
from the preceding negotiating styles. It is a collaborative
approach to negotiation and assumes that solutions can be
reached that satisfy the needs of all parties Most important, it
looks beyond the conflicting means of both parties {my way
versus your way) and focuses on satisfying the ends each is
seeking. The key is to avoid taking polar positions (arguing
over means) and instead to identify the ends or goals of botnh
parties.

Q. What are the basic rules of negotiation?

Basic Rules of Negotiation:

1. Analyze the interest of the parties: This is important to
understand the perceptions, the style of negotiation, and the
interests and principles of the counterparts, as well as one's
own.
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tion, and determine:

2. Plan the negotia
m the negotiation?

What are the expectations fro
What are the terms of the negotiation?

What are the nonnegotiable terms and what can be
modified?

\What is the minimum that an agreement can be
reached on?

What is the negotiation strategy”

What are the most important interests of the other
parties?

How does one interact with or manage people?
2. Select the appropriate negotiation technique:

Spiralling agreements: Begin by reaching &
minimum agreernent even though it is not related to the

Changing of position: To Formulate the proposals
n adfferent way without changing the final result.

Gathering information: /¥ for information from the
Aner party Vo carf g tneir postion

Making the cake bigger. To oMer alternatives that

ma/ s agreeatis 1, the other part, withoul changing the
terms.

- Commitments: Formalize agreements orally and ir
niling belure ending the negotistion

p—
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4. Negotiator: Be sensitive and quick to adapt to changing
situations, but do 'n*ot lose sight of the objective. Avoid
confrontational positions and try to understand the Interests

of the other party. Some aspects that could interfere with the
negotiation are:

Personal positions and interests

Psychological an‘d emotional aspects of the DErsons
(place, placement of chairs, body lanquage. gestures, etc )

Difficulties in communication namely differences in

languages, different meanings of the came woreds, etr

S~

Q. Explain the Negotiation Process.

The Negotiation Process: Seven cteps can be identified i
the process of negotiation from <tart to the cornplation of the
process, At every level carefiyl planning and o/acotion -
required to make negotiations sucresctul Thene oo o RS
of the negotiation are:

1) Proparlng: A negotiation i arn unpredictabile noth - one gl
come across unforeseen and unanticipated situations  Heorre
one needs to be well prepared. Preparations hao Ve binaed
aims namely Clarity of objective and the boundanes, with i
WhiCh to negOtiat& f()l" {ﬁrl‘:r*’} prmi?inn On o the Iﬂ-’ﬂj-‘r; arnrd trie
extent of compromise one would te resanddy forthirough a Live.
inend-Must analysis, collection and rollating data that roegh
come handy later. It is useful to create o chocklint tor
preparation as some iterme will naed 1o be considared befor
the negotiation, some during the negotiation some both before

and dunnq negotiation. ( Gee Like Intand Hhus [alsis el
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Interests tha

Interests that one
::attem:r:: intends to get :’l:s: e dbtj
would like to served. One IS enievio
get served sincerely trying 10 A ale
Achieving get these interests these interests
some = of served. Theregults IS f:rltfca|
t hese of the negotiations otherwn_se the
interests IS wouldbeconsidergd negotiation
a happy satisfactory IS could be
situation. these interests fruitless.

were served.

2) Arguing: This is the first stage of the actual negotiatic-

process, where the two parties are engaged in the proce:

of building a case for their respective stands. The aim of th-

process is to forcefully inform the other party of the logic ar
strength of one's stand. Often negotiation tend to fail at th

stage because the two parties end up getting hostile whe

the opponents start at a diametrically opposite positions. Or.
need to remember that positions taken during this stac
seldom result into an exact outcome the negotiation’s ar
should be to try & narrow down the difference between tf
two positions to a common acceptable ground. It is tht
imperative for either side to patiently listen to the other sic
and understand their position entirely.

3) Signalling: This phase occurs during the arguing proces:
and usually after some amount of arguing. The two partie:
are aware of the deadlock and are in a mood to break

deadlock when signalling would occur. The signal refers U

Are there any signs of movement in the argument”

{
1.

——
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What signals have we made to Indicat

_ € our own
willingness to move?

What is the cause of opponent's stonewalling'?

What is an amount of confidence or |ack of it?

4) Proposing: This phase is a decisive one. |t is the
culmination of arguments when based on some signals one
proposes for a possible solution. Propositions overcome
arguments because arguments cannot be negotiated.
Proposals advance negotiations and proposals seize the
initiative.

§) Packaging: We can think of packaging as considering
various proposals that appeared and collating an overal
suggested solution for consideration of the other party. We
can think of this process comprising of identifying opponent's
inhibitions, objectives, priorities, and the signalled possibilities
of concessions that they might allow. Review opponent's and
own objectives by doing a fresh L-I-M (Like - Intend - Must)
analysis.

s there enough movement indicated to produce a package?
This is an important question to be answered as we do not
want to package a deal too soon. That way the deal could be
half baked or we might reduce the chance of it being
acceptable. How can you address your package to meet
some/all of your opponent's inhibitions? What concessions
are you looking for? Compare it against the signalled
possibilities of concessions that the opponent has shown
willingness to concede or to consider. What negotiating room
do you have in your current position? Which concessions
are you going to signal inthe package? Whatdo you want in
return? How equitable is the concession rate? Draw up list

of conditions and place them in front of the package. Have all
the possible variables in the package been considered.



ating looks lIKE 0 @ 1),
negotiator this phase wj|| | ,

person as 2 spec

cuccessful only f the

Everything must bg CO
a firm rule - without exceptions.

nditional. Consider this alr. ..

List and place that at the front of our presentation

Signal what is possible if and only if, the oppone,

agree to your conditions.
f the signal IS reciprocated present proposal-
restating conditions.

Keep all the unsettled Issues inked and trade-off
move on one for a new condition or a move on somethir;

else.

Be ready to bring back into contention any previous
settled’ issues if we need negotiating room under pressur:

of opposition on a point.

7) Closing and Agreeing: This is the final phase where th«
deal gets finalized and sealed. Closing means ending the
bargaining and reaching a state where we push the opponer!
to make decisions on agreeing or otherwise. This is true ¢/
overall negotiation process as well as for individu
concessions. Agreeing refers to our response to the
opponents close. \We need to be careful about. -

Where we intend to stop trading? l
|
Is the whole proposal credible - What have we done

to check that? Often closing a deal too soon leaves the |
opponent feeling that he got less then what was available for |

him.

D s
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Th'nk Whether to Iead Wlth '[hE' rjumrnar/ r.lrjf._r Xels
r , = B 3%
then try the concession close or vice versa. \What othe.r ,..I,,_,fr
| TS AW DS &
could we use?

If we are going for a ‘final offer’ are we SENOUS of e i
a bluff? Bluffing final offer’ can destroy credibiity i, ‘r_he-hr,.urr;m
negotiations and in subsequent ones. Do not try to fr:.arr-r: g
final offer’ under emotional pressure. -

If the close has been successful: What has beer
agreed? List the agreement in detail. List the points of
explanation, clarification, interpretation and understanding.

If the agreement is oral, send a written riote g the
opponent of what we believe was agreed as soon a5 if can be
done after the meeting.

-m-_—_—__-—_——*__—_—_—_——_‘— - ——

Q. What are the different styles used in the Negotiation?
(Or) Write short notes on Influencing and Persuasion
skills.

Many situations arise where you need to influence the
behaviour or attitudes of managers, superiors. colleagues,
customers, clients, suppliers and subordinates Often, you
either do not have or do not wish to use position power. You
have to rely on influencing others through assertiveness,
negotiation and empowering skills.

Influence: An Influence is a respectable way to change other
people's actions. (“These are the benefits of doing this."). The
other ways are: Command ("You have to do this."),

Manipulation (“If you do not do this, | will lose my job.")
Influence is much wider in depth and dimension. It is a

|



L

cvvees (101 @n A0HoN and @ oot of okilly Inoluding oy,

nlen Ny, hullding fiEPﬁﬁn P"f““mﬁl Probing o,

AR e wet of attitudew ineluding uantm-;m o i
ﬁ::h:: o ﬁmd l'mllm Iy Wil Wi dutunnes, " |F getting o).
::m ings Deatiee ey wantio It jequires one to e ai,

ot tather tha aoll (ooteed anables o

'ﬂﬂl'ﬂ-”l Hll”"f: L

Perananion: It one dimenajon of Influence e a oo
cominunteation whet hehellla ale nlaled I A 1eann

atguments and competent Views Joall with I @ teapeci |

wanher e two principles of peratiaesion ale

Honour and Reaspect: |hese dle communioated In ven o
ways vou can reapedt people’s time by helig aehallive alb
he timing of your communication  lmagine barging i ang
demanding some vne'a altention simply bevause whal v
have 10 say (8 maore mportant to you than to then

Understanding the other person's Frame of Refaron
Fach of ua, have a unique personality. But one can get (.

know a great deal about the other person by appioaching ﬁ
things from thelr point of reference, asking queations and |

llstening.

The firat problem one faces while communicating is gettin
someone's undivided attention, They are probably thinking
about something else when you want to communicate witl
them, So you must grub their attention and get it focusoed on
whl} you \:Jant 1o communicate. You can use something called
the ‘hook', advertisers do this all the time. Just like a fi:)
:ﬂct::\a hooked on a line, you need to 'haok' the other peisio
. :trnl reason for focusing on you. This could be a question
thelr e ng statemant - somathing that takes them away f1on

eurrent line Of thought to fagug On your request or ide:t
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Auldeline for Succeaaful Nogotiation Mol hae Do
written about the way we ahauld negotiate Many ol e
i["]ﬂtl“llﬂ“fﬂ"l\ﬁ j f“'ﬂl‘!“l'lllﬂ f Ul”l‘ﬁ“”rﬂh Offerod iy il |“”,“i|
gound plain commongeanse a1 mtist Ba bapt b o o
|'mgatlatlm1ﬂ are not all |yl Bany. || lti, Hlnlmllnral NSRS AVA (X
keap In mind the nature of the procenn as dincisned albnve
and follow the advioe of commimbeation experts 1 can ho
simplified In the following step

1. Positive Attitude: | lave « |mhllivn, cleri e ont W AW
attitude, Don't atart with a win/lose position as (s Hikely Lo
put the other party on the defontlve from the baginning

2. Narrow down the laaue: Nanow down youn tield o as
few points of dispute as possible,

J, Adopt a step-by-step approach. | ocus attention on
one point / lasue at a time and arrive at an agrecment betore
taking up any other item on the agenda.

4. Hhﬂ other party state of Mind: Find out the vlhet pal ly s
state of mind, cultural background, likes and dislikes olc
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your true desires. Showing FOO Much
ther party a chance to exploit you,

5. Disguise
eagerness gives the 0

dline. Disclosing the deadiir.

rty in the beginning gives th.
IS bEtter

6. Don't disclose your dea

| her pa
or time frame to0 the ot .
other party a chance t0 delay the deal.' Her}ce' tlt
to focus on the deal itself than on the time [Imit.

7. Know exactly what you
an impulse purchase and inc

are getting the best value.

8. Think before you speak. It has been observed tha;

generally the party that speaks first lacks patience. Hence i |

is better to let the other person speak first or to make the ‘firs
move'.

9. Well Prepared: Know your market, “Information”, says
Reilly is the negotiator's most powerful asset. If you are well
prepared you will rarely be fooled.

10. Understand your options / alternatives. Recognizing
your options can increase your negotiating power.

11. Bring your own expert. When you lack authority on ¢

certain issue / item, it is better to have your own expert to
confront the negotiator.

1,2' Know your adversary’s limits. How far can you push
him before the negotiations reach a decisive stage?

13. ’Trump Card: Keep a trump card. and bring it out at a

14. Confuse the other party: Confuse the other party by

giving false- i
= acg:ion, e-but socially acceptable and rational reasons ol

want. Quite often people make
ur loss. Itis, therefore, better 1, |

stop to think whether we really need an item or whether v

A
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15. Keep talking. By keeping the door open some basis for
a compromise can always be worked out.

16. Keep quite. Silence can project the Image that you
have the upper hand.

17. Llsten:. The adversary's tone of voice and gestures
frequently give away his true motivations and feelings.

18. Avoid personalities. Focus your arguments on the facts
of case.

19. Motivate: Use bonuses, vacations, free services etc.
as effective motivators.

20. Establish expertise early. In this way, your arguments/
statements will carry more Weight.

21. Be a gracious winner. Make the ‘'vanquished’ party feel
they've won.

22. Never look back. Always look forward. A deal is a deal
There is always ample scope for other deals.

23. Control your emotions. The negotiator is control his
emotions at the time of negotiation.

24. Compromise: Don't forget that negotiation by its very
nature is a compromise.

25. Future Implications: Consider the impact of present
negotiations on future ones. Implications for the future must
always be kept in mind.

Q. What are the qualities of a successful Negotiator?

a. Ability to Dlagnose: The negotiator is able to diagnose the
conflict,

N
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otiator is skilled at

break the Deadlock b ssions at the rnght

b. Abllity 10 27 nd facilitating discy

breaking deadlo

e | acceptance. Th--e negotiatoris able

] - tua
c. Ability to show mu .
to show the mutual acceptance.

fidence: The negotiator has the ability

e. Ability to Instil con e by the parties in conflict

to instil confidence in and acceptan

Q. What is role of Negotiator?

1. Ensure mutual motivation: Each party should have
incentives for resolving the conflict.

2 Achieve a balance in situational power:.lf the situational
power of the individuals isn't equal establishing Frtfst and
maintaining open lines of communication may be difficult.

3. Coordinate confrontation efforts: One party's positive
moves must be coordinated with the other party's readiness
to do likewise. A failure to coordinate positive initiatives and
readiness to respond can undermine future efforts to work
out differences.

4. Promote openness in dialogue: The mediator can help
establish norms of openness, provide reassurance and
support, and decrease the risks associated with openness.

9. Maintain an optimum level of tension: If the threat and
tension are too low, the incentive for change or finding a solution
Is minimal. However, the threat and tension are too high, the

Individual involved may be able to process information and

envision creative alternatives. This may beqin to olarize and
take rigid positions. yo

o
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UNIT Il IMPLEMENTATION STRATEG|ES

__—-—_—'_\\“
FACING CHANGES

Mﬁ-‘\
Q. What is meant by facing changes?

N

Change refers to any alteration that occurs in total work

environment. Generally people are accustomed to a well
established way of life and any variation in or deviation from

that life may be called a change. Change may be very simple
just like to shift the location of an office or it may one a more
complex technological change which may even threaten the
very existence of some people in the organisation.

Nature Change occasionally results in disequilibrium in the
environment conditions of the organisation. The most changes
disturb the equilibrium of situation and environment in which
the individuals or groups .exist. In order to remove this
disequilibrium, and to return to a normal state of balance.
people take time for adaptation and adjustment to change.
Man being dynamic adjusts himself according to the
environmental situation. He may be prepared to adapt or
Introduce change, as soon as he gets education and training
in adapting the new techniques in the interest of the
organisation. The introduction of this change (training and
education) may again create disequilibrium and the problem
of adjustment. Now, it is the duty of the management to
facilitate adjustment, especially prior to the initiation of change
s0 that a new state of equilibrium can be adapted quickly and
chance of little or no resistance may be restored. If, on the
other hand, management ignores this fundamental fact of
human behaviour, and does nothing to help the people adjust,
resistance will gccur and disequilibrium will exist in the
environment. Thus organisational change involves
disequilibrium in the situation and environment in which the

People and the group exist.
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 . ' nge?
Q. What are the characteristics of chang ~

isti nge.
The following are the characteristics of chang

_ in nature. It is
| .. change is bipolar in N
Duality or Bipolarity: Cha ?ncremental in nature) and

: W, : : :
continuous (usually slo ized as rapid and radical in

iscontinuous (usually charac e
s;fzre)' stability and instability chqracterlze it; it lrlnay be
predfcte.:d and might go unpredicted; it can be controlled and

s uncontrollable: it may be intrinsic as weil as extrinsic to the
organisation.

_—_._—.——————wﬂ—————_"__‘___-_—-_—_.-__'—__-

Q. What are the types of changes or reasons for
changes? (Or) In an organisation why changes are made?

Change in some way is the necessary aspect of human life.
One of the few things of real permanence in this world is
change. We see all sorts of change, change in nature-
seasonal changes, change in man-made organisations.
change in biological beings, and so on. Whole society is
changing in some form or the other, either for better or for
worse, though objective of change is for better. Therefore, in
dynamic society surrounding today's organisations, the
question before the managers is not whether change will take
Plac.e or not. The relevant question is: how to cope up with

T e e ——

.; 7-————
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changes. Normally, in any organisation, change is required
pecause of pressure of two kinds of forges: external ang
internal. An organisation which is capable of integrating boy,
these forces Is better equipped to achieve its objectives

However, this integration itself is 3 dynamic FJTOCess‘
Integration achieved at a particular point of time becomes
rrelevant when there is any change in external ang internal
forces. Thus a new level of integration is required. Let ys see
how various external and internal forces put pressure on i
organisation to change.

. External Forces: Every organisation exists In some

context that is external environment, or sim ply referred to as

environment; no organisation is an island in itself There are

various constituents of environment. Such constituents are

g"overnment, customers, suppliers, creditors, shareholders,

and society as a whole. Changes occur in these forces, and

in turn, they put pressure on the organisation to change. For
example, it because of some reasons. government increases
the excise duty on the product being produced by the
organisation, it is forced to incorporate it in its production cost
and ultimately resulting into either increase in its price or to
sustain loss. This is a very simple example to change.
Normally, changes are more complex because these are
affected by so many forces in the environment. Thus changes
in social, political, economic. technological, and legal
environment force the organisation to Incorporate changes.
Such changes may be in one or more areas of major
functions, production processes, product to be produced,
labour-management relations. organisation structure and
processes, etc.

1. Globalisation and Government Politics: The
Government industrial policy and fiscal policy is going to affect
the organisation, The recent globalisation of the economy
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st tern measures to reacts the
es the organisation to take s _
;?crvgal market conditions and try to compete with the MNCs.

2 Political Factors: The change agent ought to be s_ensitive
and flexible to protect the interest of their country/organisations
with the changing world politics.

3. Technological changes: Automation, mechanization,
computer based design and manufacturing system and
information systems affect the organisation at both micros
as well as macro level. These technological changes

necessitate the organisation to aligned with the other aspects
of the organisation.

4. Changing Customers needs and Preferences: This
leads to greater competition and has reduced product life

cycle. These are going to affect the production process and
even change in the existing products. '

~ 5. Economic Factors: The organisation wish to reduce the
cost of production and try to outsource the services to reduce

the costs. This will inturn affect the organisation structure and
depend on outside agencies for their routine work.

. Internal Forces: Besides external forces, changes may
be required because of internal forces also. Though there may
be many sources and reasons why a change is required
because of internal forces, three factors are more common:

deﬁ_ciency In the present organisation, change in personal and
avoidance of inertia development.

be
brought. Such changes would be directed mostly to overcor

deficiency of the present organisation.

(ii) Changes In Managerial Personnel: Changes in
managerial personnel occur because of their retirement.
removal, transfer, or even promotion. When new personnel
come at the place of old ones, they do not simply replace the
old but they bring new ideas, thinking, and values not
necessarily shared by old managers. Moreover, changes take
place in informal relationships also. The result is that the

organisation has to bring necessary changes to accommodate
all these.

(iii) Avoidance of Inertial Development: Itis better strategy
to bring changes In the organisation to avoid ine‘rt!a
development. When people work constantly in a rigia
environment, they become resistant to change. When the
organisation wants to bring change, it faces lot of problems.
Therefore, many organisations take up the work of personqel
development, a kind of change in personnel, on regular basis.
This helps to get better equipped personnel but at the same
time, it ensures that the organisation remains dynamic anc
any change can be brought easily. Intoday's context, the need
for dynamic organisation can not be denied. Because of these
factors, several types of changes are possible in the
organisation. These can be grouped into two: those relating
1o work and those relating to organisation. Changes In wort
may be in the form of change in technology, change in Wn
Process, enlargement of work volume, etc Chaﬁ”5];‘:"-;9»”';3l
organisation may be in the form of changes in organisatio

¢ A \ l Stemsl
structure, organisational processes, organisational sy
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argnnintlanal objectives and policies, managerial personng|
gig

iv) System Dynamics: Organisations are systems consisting
of various subsystems. Whenever there is @ change in the
subsystem it will affect the other subsystem as well as thg
main system. Therefore, there is a need for alignment of ti

various subsystems,

v) Structure-focused Change: Such changes alter one o
more basic components of the structure of the Organisations.
Organisation makes structural changes to reduce the cos
and increase the productivity.

vi) Resources Constraints: The resource constraint;
compel the organisation to make changes in the organisation

vil) Profitability Issues: The loss of revenue, low productivity

and reengineering lead to major changes in the organisation
setup.

Why changes: As was pointed out earlier, change Is inevitablo.
Life itself is almost synonymous with the concept of chanqe.
All organisms must adapt to the demands of the
environments and their own stages of growth, Throughot
h:story, animals and plants that have not been able to adap!
;or chang“e whonpocessary have bacome extinct, Similarly,
\umans ‘grow up’, leaving behind the characteristics of earlic
stages of development and adopting new behaviour to age
;i"f;"mﬂmnh and expectations. An organisation is not muclh
con:::m An organisation cannot and should not remain
o over time. Even if the management does not want

ange, external pressures force it to change.

==

FORMS OF CHANGE

L — - —
q. What are the different forms of Organizational

change? A
’ -
\We can dentify three forms of organizational change that the

artinent to our discussion: (1) Change in overall organization
gbjgctlves; (2) modification of organizational structure, and

(3) personnel changes.

Objectives: A change in ov'erall Organi'{mli?nnl objectivos
reprountl a very dramatic kind of organizational alteration
llustrations of such changes include diversification into otho
pl’OdUGO areas, Increased market share, elimination of cortain
pl’OdLICtO or services, and attraction of difforent kinds of
amployees. Changes In Over'all objectives usually havo
significant effect on the remainder of the oporation, because
they affect overall organizational thrust and this filtors through
the entire system rather rapidly.

Structure: A second type of chango occurs within the
organizational structure itself. Cxamplos includo tho creation
of elimination of certaln departmonts, altorations in the chain
of command, modification of the grapovine, decontialization
or centralization of authority, changes in tochnological
processes, and Increased or decrensod size.

Personnel: The third major classitication of change
concerns personnel, hiring, terminating, training, and changes
In formal and informal status are representative axamplos of
personnel changes.

47 Y
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LEVELS OF CHANGE

_____________————-—-_—-——-—.\\

Q. Describe the different levels of change.
———————————————

—

Individual Level Change: At the individual level changg |,
reflected in such developments as changes in a jqy,
assignment, physical move to a different location, or
change in maturlty of a person which occurs overtime, |t |
sald that changes at the Individual level will seldom have
significant Implications for the total organisation. This s
true because a significant change at the individual leve| will
have Its repercussions on the group which, in turn, might
influence the wider organisation. A manager, who desirers
implement a major change at the individual level, transfe
an employee for Instance, must understand that the ch:
will have repercussions beyond the Indlvidual.

(o
rring
nejo

Group Level Changes: Most organisational changes havo
thelr major effects at the group level, This |s because mos
activitles in organisations are organised on a group banls,
The groups could be departments, or Informal work groups.
Changes at the group level can affect work flows, job design,
soclal organisation, Influence and status systems, and
communication patterns, Managers must consider group
factors when implementing change, Informal groups can potio
4 major barrisr to change because of the Inherent strength
they contain, Formal Wroups can resist change, as exemplified
by the resistance demonstrated by unions to the changes
lprrria;::owc:l by the management, Because of the powerful
niluence that groups can have on Indlviduals, effective

implementation of change at the . _
group level can frequentl
overcome resistance at the Individual Izvel. i

_m

nl..ﬂon Level Changes: Changes at thie loval inyol

0 ogramme that affect both individuale and groups
e lons regarding these changes are generally made ty
D'GI' m.n'g.mont and are soldorm irnplnrmrmarJ h\/ Hl'll‘*j h
gonior manager. Frequently, they occur over long poriods, of
gingle d require considerable planning for implormentation
time ’r:a of these changes would be reorganisation of thes
Ex'mrutlonﬂl structure and responsibilities rovarmping of
Orﬁa?oye’ remuneration system, or major shifte in an
g isation’s objectives. It suggests that changon at any 1ol
orgﬂf; the other levels. The strength of the effect will dopon
.ﬁ?ﬁﬂ lavel or source of change. Intoraction offects of difforer,
lir:felﬂ of organisational change.

IE

R

L ——
RESISTANCE TO CHANGE

———— AR

0. Write short notes on Pace of changes.

A i e —

When change Is Initiated, both managers and employeos roacl
to It, Though, human reaction to change dopends on the
outcome of the change particularly its impact on thei I.umf.i
ﬁﬂﬂﬁfﬂCﬂon, Often the attitudes of people play as a significant
role In dacldlng human response to change. Attitudes ;nt.:
important In determining the response to change lJt'_*.iL:t_.ll.*;i: A
employee's perception about the likely impact of r.:l::u w:
depends on his attitudes, Attitudes are nol |-‘n:f-:fx,:f.1:'.:n|y fh_“
matter of logle but may be entirely different from it. | Imuhm
the reaction to a change will depend largely on how 1.‘h_u~
outcome of the change has been interpreted, There :'nf:'lhmi
possible alternatives or pace of human response (o change:
resistance, indifference, and acceptance.

1. Resistance: People resist a change when ”}eyﬁiil?
feeling that the change s likely to affect them un :z:re éople
Reslstance to change becomes more forceful whenthe p

40) *



change However,

s reslslance even though the result may be ravm_ e
;ﬁ’::g;m This aspect will be discussed In detall later |, his

ohapler
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have a feeling that through resletance they may eliminag ),

1)l

2. Indifference: Gomelimes, people do not react (o Change
alther In positive way of In negalive way. The reason muy |,
that elther they fall to Interpret the outcome of the Change (,
thelr need sallsfaction, or they feel that It has nothing 1, | I,
with them, They may also become Indifferent If they fee| (| al
they cannol du anything against the change,

W T
alfec! |

eptance: If people percelve that the change |s lkely 1,

hem favourably, they will acoept the change, ‘| hey ¢
do It In two ways, First, they may acoepl change and adopt |

)

recognising that It Is a way of life, iecond, they may antlolpate

change and plan for

In faot,

e RO

1]

This Is & more progressive BRI Gaol)

forward-looking organisations oreste envitonment |y
which such possibiiitle

Tl ey W TEmE Bl A A RN ey el

& happen

IR N ey AN A M T s T

@, Discuss the Impact of Reslstance.

Several ways, Bul |t

always in

Hostility; Aggression s th

o change, T/,

the way the |

ndividual strik

does not mean that these Bymplome

dicale fesistance Sometime

Indloators of other difflculties in the Organisation,

@ hostllity may on|

change manlfest self? There aio

8 they may ho

@ immediate reaction of an Individual

y be expressed verbally, in
a6 atthe boss, a fellow workers, of

at subordinates, bul hostility wn ALUIesEIOnN |

MY Al
'v;onphyllw forms where the striking out is of 4y htansn
L
ghll’lﬂ.ﬂ
LO8S Interest: The Individual rmiay avelop APty towa e

g work, He 0888 Interest in his worlc there i 11ore wpofige
gf'm.t.rl.l.| .xo...h/n ““I“U 'l‘ “'”h* ;”Hl "“LI“H" “l

Abuntoﬂlm: Absanteslsm and tardinass are ofton o U O
resistance, Perhaps these are forne of npathy o atlee
on the part of the Individual to escape his work envionme
gg[mmllcn, for .ﬂmfﬂﬂ. Ay b an aZlreme |||II-‘-‘:HL1||H|1 (]
(his altempt to 88CAPS,

Anxlety: The davelopment of anxiety and tension s u e
slgn that resistance existe, The individual fide i
gnoomfortable, shaky, and tensed tp on his jol

Al the group level additional signs of resistance are axhibitad
Olowdowns and strikes ara the usual symploms of groog
reslslance, Another strategy adopted by o group 1o resis)
change Is "restrietion of output”, Often graal care s axerolsed
Intiming operations, setting standards, and otherwise warking
out detalls of a WAa( 6 Incant|ve Hyhlhlll, ancl yel ol faas! ot aof
the work group forms Into an Informel group, undear o lende
of lts own cholee, This group decides what a fair day's work
I8 and develops methods of keaping the noncont '.' mist in line.
he Individual who starts to respond to the lncentive is held i
B check by sanetion whieh the infaormal group s able to bring
10 bear against him,

“) |




Poaitive Imput of Reslatance!

cantrary to popular opinion, resistance to chungw 18 N0t by
,ﬁ;}:ﬂ;}:;: ii:ﬁut';lngpwmc benefits, It may ‘Imu:l::w“ s
management o re-examine Ite change pr‘OP:::t! 18 mf. “.'“-V
are appropriate, In this way employees op | © au a chegk
and balance to ensure that the management pi GP“_"}' Plang
and Implement change. Reslstance can also help Idontify
apecific problem areas where change (s “"‘PW O Catng
difficulties, so that the management can take corrective action
before serlous problems develop, At the same Hme, e
management may be encouraged to do a better ol
communicating the change, an approach that in the long.
should lead (o better acceptance. Reslstance also iy,
management Information about the Intensity of employo
emotions on an lssue, provides emotional release for peot up)
employee fevlings, and may encourage employee to think and
talk more about a change so that they understand |t botlo,
Thig doos not mean that resistance to change should endu o
Reslstance must be overcome and change Introduced

Q. Why do people resist change and how would VoLl
Introduce a change successfully In an organisation? (Or)
Why there Is a resistance to change? Suggest stratogios

to deal with resistance for the benefit of thoe
organisation,

.,J1r—-'.-“-#i—"--‘“*kl-ﬁ'tn—-*-—m'-q’wl‘m_ﬂ'k:‘ﬂ B — g T T — hﬂm“-mm B BT s

There Is a common thinking that every change in (he
organisation Is resisted olther by the employees or by tho
management, It s because psychologlcally a man s nol
Prepared to change of the sltuation In which he Is accustomod
10 work, But It Is not always. All changes are not resistod
vome changes are beneflolal to the people and are liked and
accepted, Such changes do not Create any problem. Some
other changes are two Irivial and routine, that resistance i

“9 4

too amall to be evident. But many ot « whicl)
o the |nt.relll of the paity CONGaImod aye
by them, The reasons why ol Vanged are ol o LV 1he haonlg
may be analysad (n the (ollowing linos UNAer two honds l(,l)
Reslstance by employoan, and (1) Renittance by ¢-1|n|‘1hjry:u
of management '

WO dotrimen
Hlrongly OPposad

(@) Causes of resistance to change by omployeos:
Employ..l ganotally rosist chango on the lollowing Hmlllu;ln;

1. Disturbance In Existing Equilibrium A baslc renson of
the reslstance of change by tho employoes, wholhe they
manifest It In the form Of I‘iplly and Indiffe e, orinthe form
of opposition or hostility, 'ls that most changos disturb the
existing equilibrium In situation and environmoent Workers aro
habltual to work in a particular situation and the change disturb
that situation of the environmont In which the Individuals and
the groups exist. The genoral fooling among poople s that
every change Is resistod by the omployoo though it may prove
baneficlal to them in the long run. How sorlous the situation
will be, I8, of course, impossible to Quoss, because It deponds
upon the nature of the peoplo and the change concormeod

2. Imbalance in Noeod Satlsfaction. Change creatos
Imbalance In need satlsfaction. It is assumod that prior to
change people existed In an environmont whore their need
satisfaction was at a high dogroo of stability, With the
veeurrence of changeo, it Is Immediatoly manifostod that
change may prevent; or decroaso nood salislaction

J. Insecurity to Jobs. A quick and violent resistance s
Possible where the change threatens oither the status or job
“ocurity to the employees. In a case whon job security fs at
slake, 0., If some of them are belng rendered unemployed
Or laid off, even a minor change or revision of policlos and



' dlsturblng reactions.
FoToam hnological changes

lhfrbducﬁon of automatic m oy hreaten the se curity of job

' ds
' chines and metpo | g
;nn;n :rorkers will certainly resist the chang

Loss. Some changes may cause
people such as stoppage of
tes. abolition of promotional

il suffer economically arid

4. Fear of Economic
~ economic loss to most of the
overtime, reduction in wage ra

efore they W
avenues etc. and there y the financial loss, they are

chologically. In order to recoup Inancia _ _
t%s?;am sgme n)r;ew skills in place of their existing skills which

" are proved to be worthless to the organisatiqn. In such cases,
people do resist change because of economic loss or because

they may have to spend time and money in learning new skills.
It is still more difficult when persons reach at a _certa_ln_ age, t_o
get a new employment to commensurate their existing skill

or to learn new things.

5. Change affects Emotions and Sentiments. People are
affected by change psychologically also. Apart from fears and
apprehensions-real orimaginary about what will happen after
the change, people are also emotionally and sentimentally
disturbed only with the name of change. Besides, some people
develop attachment towards certain things and they are
psychologically disturbed when they fear detachment from

them.

6. Disturbance of Social Relationship. Change is likely to
disturb the social relationship. Some persons are very loyal
to their group. Change may affect groups, norms, customs,
- eto. or even the composition itself. When a group is broken
and a new group is to be formed, it is a very frustrating situation.
This kind of disturbance occurs where Jobs are transferable.
Family life of a person, who is transferred to some other place

of the same organisation, is .disturbed and he is to start afresh

In a new environment,

35

7, Lack of Classification, Resistance ¢, be ex

nature of change is not made clear to persop<
to be Influenced by the change. Different p:

Some people Stay realise the change as an indication .
poor performance on the job while some others malc;nazi;th;g

that their office would soon be abolisheq. Thus, lack of

clarification regarding the nature of change Invites res;
from the workers. resistance

not oppose it, but some others will Oppose it only for the sake
of opposition without having any reason or without
understanding its pros and cons or may have initially certain
reservations and apprehensions and become hostile to any

change. Thus change may be resisted emotionally and
sentimentally without going into the logic of it.

Management.

Not only the employees, but the employers or the men in
management resist the change on the following grounds:

t1h-+e!nsti:trea“se In Responsibility. Any change of warranted by
Tins uations are Qeln;era.ll.y Opposed by the employers and
o q?gignt beca_use itbrings out a problem of readjustment
01 gtl:I! rnum of Situation and environment. Management is
responalpb'the workers according to proposed changes and
: Sf !I!ty of Introducing change. Thus change increases
eSponsibility of the management.
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nment: Sometimes

n and Gover ne allowed to consiaer the competitive condi

nion and because the
an i!wast?JTtliJnrgumatterto implement the ‘ reasi?s tf}zitnr?haedse;h;tchﬁnge Necessary. Management
managemen the union hence. they oppose any should €Xp aleo Its t at are llkgiy {0 OCcur as 3 res I;
change proposed gome changes are forced by the | of change and also how benefits are intended 1o pe o u
proposal for changé. (ries 10 implement Such changes, hetween the organisation and individuals. While disey red
government for g esisted by them the change, any reasonable mcdification in the Dromzssiga

ment it, are f

t prepared (0 implement. change should be considered favourably

have to implé

because mentally they are no

2. Two-Way Communication should be strengthened F

flow of information and communication must be mainta ree
If a two-way traffic is not maintained, the negative atti{,‘nded.
created and resistance will persist. It is a time when tw;iﬁ?
communication Is most needed to get change acccptez'j
Communications are generally disrupted duringthe D@?i@d o
change due to resistance by workers. Management must t (@l
N | ‘ | | special care not only to maintain but also to intensif
These are a few of the conditions in which resistance might communication in times of change. If for some reasons ¢ Y
be expected to occur. There may be certain other reasons for communication lines are broken, the mounting hOSfilituic;i

s

the residence to change depending upon the circumstances be lessened through grip sessions with small groups of people
of individual case. in which different levels can develop a new understanhdm

ntal Basis. In few Case, changes
mental basis VIZ. if it Is proved
d further and be made permanent

otherwise it will be abolished. In otner words, it iIs atemporary |
phase. Some men in the managernent does not favou_.lr such
temporary phase and oppose it if change does not suit them.

are introduced oON experl
beneficial, it will be extende

I ———— Even though a change affects only one or two persons in 2

Q. How to introduce change? group, the whole group must be informed about the change

Q.Bowinintroduca shange? =~ Sft’tthjt the group feels secure and maintains a cooperative
attitude.

Steps in introducing change successfully.
3. Advance Planning. An advance planning is necessary for

The following steps should be taken by the management {o introducing the change. Introduction of change should be by
introduce the change successfully or to overcome the evolution and rot by revolution. Gradual introduction will hefﬁ
resistance to change by the people who are likely to be effectea the management in having thorough advance discussion wit;i
by the change: employees and union representatives. The change should be

SO introduced that the interests of people and groups may be

1. Consultation with the Employees. There should be an ‘eaSF affected,

advance explanation to and consuitation with the employees
concerned and the union representatives. The consultation 4.Change should be Timely. Changes should be introducea

should take place” well in advance and a full discussion should at proper time, if possible to coincide with the periods of
eXpanding business activities in the firm and in the community.

I —




58

rkers O | asily adjusted to
: < of one job can be eagll z
so that displaced WO ‘tf Ij o r

other jobs in, the firm t _
absoréed in some other firms in the society.

.ders into Confidence. Management
instigator of change and unions are

regarded as the forestallers of change. It would t:% prudent
for management to take labour leaders into confidénce so
that they can convince their followers about the need and uju.hty
of change. It does not guarantee that there will be no opposn_;on
because sometimes workers Go not succumb to union

pressures.

5. Taking Union Le
is regarded as the

6. Integration of three Dimensions: Change has three
dimensions-logical dimension, psychological dimension, and
sociological dimension. Logical dimension is based on
technical evidence of economics and science. The evidence
should be presented to employees 60 that they can
understand the technical and economic reasons for change.

Psychological dimension reveals that the change is logical in
terms of human values and feelings in the situation. The
sociological dimension states that the change Is logical In
terms social values, All these three dimensions should be
properly and carefully treated if employees are prepared 10
accept the change enthusiastically. It is a recognised fact that
inspite best efforts, full support can not be gained for every
change because people are significantly different and cannot
be expected to support to each change. The management
duty is to provide a climate in which people feel that they should
support more changes.

7. Group force. Most organisational change focuses on the
group. Aworkers behaviour is Influenced by the group to which

he belongs. 80 a group can be used as a medium for
introducing change as well as the target of the proposed
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Groups are also change agents and stimulate their

ange. -
g‘emgers to accept change. The power of a group to induce

its member’s behaviour largely depends upon the
t of person to the group. The more attractive the
roup s 10 each member, the greater its influence can be for
hat person. Influence is further increased if members with
10p T estige in the group support the change. It is necessary
' remember that the change should not disrupt the social
system any more than is necessary. The social system is

e hard core of opposition to change,

chanQEin
attaCh men

s Other Steps for Gaining Support.

(i) Employee should be protected at all levels, from economic
0ss from change. The management should guarantee
norkers against reduced earnings feared by the change.

i) Employees should be persuaded to have a training at
cmployer’s cost in new skills necessary to adapt the change.

The use of labour saving appliances should be avoided until
'o normal labour turnover can absorb displaced workers.

i) Senlority rights, opportunities for promotions and other

henefits enjoyed by the workers s |
wiinaiind 8 should be properly

B P
V) Grievance system should be 80 framed as to give the

“mployee a feeling of s
il be fairly resolved. y and difference about benefit

V)Mana
ch

vement should try to prevent trivially and unnecess:
. t L& 35
4nge 1o harass the workers y B




idardization of the
nce preparation and standa
’(’\;l\)”?:broai;t:é zﬁ?uxlliafy operations will help the management

ing trial period, tentative
na new job standards. During
s':rt'ait;aalgsgand ra{es should be established. These standards

should be review after the trial periods with the workers and
union representatives in order to set new output standards.

(vii) Finally, if agreement cannot be reached on specific aspect
of the change, the unresolved dispute should be referred to
arbitration like any other dispute with the clear understanding
that both parties will be abide by the arbitration decision.

nm_—___

Q. What are the different types of people who are facing
changes?

Customers: With availability of a variety of products there is
a perceived change in customer preferences.

Employees: Employees who could manage their job with low
technological skills are now required to master new

technologies to be effective.

Employer: With opening up of the economy, the market is
flooded with a variety of products at competitive prices.
Hence, the employers are in a position to offer new product
or services to the consumers.

Sh?re holders: The share holders of the company constantly
facing changes that reduce their earning and share value if
the company not fine tune with changes in political factors,

technological changes, and economic factors.

i P -
- FACING CHALLENGES -
o —
Q. What do you understand by the term

challenges”?
- =-_ = e S~

gome people who have the initiative choose to participate in
diverse and challenging activities. These people remain
motivated in the face of obstacles, and persist until H;(-‘-y
accomplish their goals. These people are having thr{:;c;
distinguished things namely intrinsic motivation, deliberate and
sustaining goal-directed action and goal-directed efforts.

“Fm:lng

Q. What is the importance of facing challenges?

a. More successful in life: A person encounter more
challenges can become a more successful person in the life.

b. Present Opportunity: Every challenge a person acquires
in life present him with two kinds of opportunities namely
personal growth and financial growth.

¢. Opportunity to excel: Challenges provides opportunity to
the people to excel their talents, learning in their life and
Knowledge.

d. Prove the Efficiency: Person one who having the required
amount of skill and efficiency alone can accept the challenges.
They prove their efficiency by way of accepting the challenges.

Q. Describe the path to facing challenges.

e

1. Create programmes, projects and assignments for youth
or young employees in the organisation and motivate them to

determine the goals of the activities.
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2, Matehed the abllities of the young people with the real-woyg  § UNIT IV ACTION BASED STRATEGIES
I - ) . —
challenges. AN : ea——
' un Qoplﬂ tO eVﬂllJﬂtO t elr PO orm{]ﬂ{:[} . | ————— e —————er e e o
géci?jli:rtaog?:bﬁctlvge grlterla rather than Judgement of othey,,  § Q. What Is Risk Taking?
— e ———————— e

The term Risk may be defined ag the poﬂglbilitﬁywnl;dvﬁ

ructing programme environments based o
4, Avold constructing p results flowing from any occurrence Rink
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insic reward system. _ arlses thorofore
extrinsic y | out of uncertainty. It can also represent the posaibility [1[0::
5 Provide concrete process-orlented feedback instead | outcome being different from the expected This may be &
simply saying good job loss In the generally accepted sense i wWhich somet| Ine an

Individual possesses is lost or it may b gain smallar tharn (he

6. Help young people genera:e nef\:f' ség-ateglea when thoy ! gain that was possible In the work ifo mituation al, T
not achleve what they intend to achleve. | are lot of risks. The employee's caroog rlnvnlrrj'llnr*!n! “””ftm
7. Teach young people how to set specific challenging sho § “CI‘;:F"?{“"" g'"'t‘:w work or challenging assignments o
term goals, rather than vague long-term goals. | shifting the Job. @ employee accept the nNew Joh ansignmont

_-_ or challenging work they can able 1o aarn high and increane

the status compared to other employees. The rink akdng 1ofors
to the employees like to taking-up new worie of work o)

Q. What the benefits of facing challenges? shouldering new responsibllities. Thare ara no many changer
' e ~ Inthejob due to cha 10 extarn semint e b
1. Provide Opportunity: Challenges may provide gronlo _ I | ' Th hgm'”"ﬁe external environment or nternal
opporunity to learn and grow g Jvronment. The risk averter not interested to Astepl any
PR Y | - Challenging Job or new assignments They stmply sald (et "I

8 too diffleult, | can't do It never did it before | don't know"
On the other hand rlek take accepls the new challenges |ii
the Job. They treat evey Challenge as a wakeup call 1 ey
keep telling that If we are rasouUrceful challenges are easy (o
Overcome,

M-..-_ —— : '
Q. .KElllﬁ the factors which are determining Riek taking.

L Mental 8tatus: Gartain employeen are having the poailive

lT’liltudﬂ In th.“‘ mlﬁil and "lny n|||||;|v lahe (he l|’1|t e Witk
]

Il Gareer Reavelopment: tione employess asplie (0 hecoine

' , ‘lht high offlelale and they don't botlor 1o aceept the challonging
ob for batter placement in theli caieer

2. Empowerment: Challenges gives Insight to undersiand
the power of the person one who faces challenges and i
develop the greater strength and ablilities to meet -

challenges.

J. Able to understand alternatives: A challenge van ofion
help to understand the many ways (o solve the problers aind
achieve the goals.

4, Instil Motivation! If a person (s sugeeed his ohallenge:
that will definitely inspire and motivate the other people (o follow
Ihe ways in which the persen achieved the goals.

A I'I -, B W T il o .
D -._Eﬁ A ',;'J:;I.‘ﬂ'-! *_‘_Z_‘-.- b
ST R Ay Sk
o 5 PR -
oy o - = t
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For getting the higher income and i, § Q. Who are the users of risk managemepy,
fortable position certain employee. | 4. Risk Controllers: Risk Controllers
dre the f; .

iil, Higher InGome:
- use risk management for purely interna, contro| firms which
ro

to lead the life in @ com

accept the risk in their w
in the environment, | _ 4
to changes thereis § 2, Efficient Enhancers: Efficient o

iv. Inevitability: Due _
~b if the employee not ac | > .

Fthe job | P “CPling use their risk control tools to Operate thej
Ir '

a possibility of 08 k. In that case the emplo
. = ) .
the new assignment or Wor Pioyees ane efficiently. They focus on their Strategic |

accepting the risk.

v. Amount of Challenge: The amount of challenge in the job , ,
some time gives motivation to the employee to accept or take these firms use customised software solutions

up the risk in the job.

vi. Level of Education and knowledge: The leve| o _ _ .
education and knowledge induce the employee to accept the main focus are is on design of ne
| management.

risk in the job.

vii. Dreams in the life: Sometimes the employees have . —\

dreams to become the important person in the work-life |ike
§ Q. Elaborate the steps in rj
risk Mmanagement

CEO of the Company. Such type of people are simply take up
. Risk management refers to t

the risk in the work assignments.
. he identificati |
b - ‘ cation of pur
y an Iindividual or family and to the selegtioen”z}; franzesci

viii. Family Compulsion: For the spouse and children's § ;

tv,v_'elfa;e, sometimes the employees are accepting the risk in ~ § 355 fz:;“;teenttegzr#gye;or treating such such. In order to redyc
€JoD. E o | In basic ste -
' indicdual risk management propcse::ve been allowed under

Q. What is Risk management?

losses whi |

. liabm?)lf(:r?s lfag arise due to personal risks property risk
- ——i f‘ ersonal risk may arise due to loss of eamned
. the aml_ly‘ because of pre-matured death of head

Risk management is a scientific approach to the problem of
d?_-a””Q with the pure risks faced by individuals and business.
It is the function of management. The management of an
organisation has ultimate responsibility for dealing with all risks
(acmg t_he organisation, including both pure and speculativé
2:::3 Risk management focuses its attention only on the puré

B. Eval .
and 893::::" Off Potentilal Losses: Estimating the frequency
Y OF potential losses is the most appropriate

Ique which i used to deal with the risk

i
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, S0l ﬂ‘ﬂ the A I'PPI"I"“U"N'QU.. forhlndllng the
'Z.e:.:c chguau EI'PO managed by selecting the Mo gt

' losses. Some of {
ropriate method of handling potontlll e
r:ﬂ:t’hapds are’ Loss control, Avoldance, Retention, Non.

insurance transfer and Insurance,

D. Review the program perlodically: The risk managen o,
program must be reviewed perlodically to find out dwlullmm,
If these deviations are significant, It requires @ modification of

complete renewal of the whole model.

—

W

EFFECTIVE DECISION MAKING

Wﬂﬂm—mn,_

Q. What Is decislon making? What are the factory (),
influence decision making?

B s

Declslon making Is the art of chooslng the best altoriiv,
from among the avalluble alternatives, Decislon making |
consclous and human process, It ls the course ol vy
successful plan, Declslon making Is the techniquao: of
narrowing the cholces among the several and progranmmnio:
are converted Into concrete actions, According to Ruston &
Davar, "Declslon-making can be defined as the soloclio
based on some criterla of one's behaviour alternative fior
two or more possible alternatives, To declde meant "o
off or In practical context to come to a conclusion.”

Factors Influence decision making.

a. Time pressure: The chronological constraints hiwve i
Important bearing on the quality of decisions. In the moduir
jetage, when time Is a limiting factor, decision making hi: 10
be done within seconds, This depends on the efficicncy ©
the manager to make split second decisions.

07

.I‘lll yAilUen: 100 value of & manager is roflocto
r,l:ld.l:::.vlaur. Values here refer to likes and dislikoy, ”h““\:
n”udg.mlﬂt ELY C18N6%" The declslons made by manag ",
rnld.ntlfylng thelr ob‘!octlves, strategles, policios and how thoy
lntOme the soclety's expectations also refloct tholr valuon

: Organisation Polley: The decisions to bo takon by th
..nﬂﬁar‘ are In genernl limited by the policios ol the

Tdmlnltrltlonl developed to gulde the actions of (.
organisation.

d, Manager's propensity for risk: A docision of i manage
g aleo affected by the amount of risk he e propared to shoulder
A manager who does not like to take riek choonon a difforon
I"m"l’IH“VG than that of a managorl who I wWilllng Lo tiadeo il
Thorefore, manager's propeneity for risk taking (v anothe
fuctor for declslon making.

—‘FF-'-"'- T . WY 4 W e Y T L e - S *

Q. Describe the different types of Decinions.

e T

Typo of Decislons

1. Programmed and non-programmod declislons:
Declslons are classlfled Into [.n'ng']l“rll'nmm;l and non

programmed decislons. While the former deals with the routine
and repetitive type of problems, the latter deals with problerm
which are routine and non-repelitive.

2, Major and Minor declslons: Decislons may he clasallled
88 major and minor, For example, a declsion {o purchase o
machine worth lakhs of rupees deciding to open 8ome
branches s a major decision. On the other hand, purchase
of some pencils or paper for office use in a minor declslon

which can be taken by the office superintendent
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tine and strategic decisions: One more method of
s is routine and strategic decision
do not require lengthy deliberations

3, Rou 1
classification of dquon
Usually, routine decisions

lve lengthy deliberations and also may

decisions generally invo jthy *
functioning of the business concern

have much impact on the

4. Policy and operating decisions: Qecisiqns can pe Policy
decisions and operating decisions. Whﬂg pollgy decisions are
taken at a high level after lengthy deliberations, operating
decisions are taken at a much lower level. For example,
deciding to grant leave encasement benefit to employees s 3
policy decision whereas calculating the amount due to each
employee because of the leave encasement benefit is an

operating decision.

5. Organisational and personal decision: If any decision is
taken by an executive in his official capacity, that decision is
called organizational decision. In the case of persona
decisions. an executive takes decisions as an individual and
not in his official capacity. For example, to opt for voluntary
retirement form the business concern is the personal decision
of the executive.

6. Individual and group decisions: Another method of
classification of decisions is individual and group decisions.
Individual decisions are taken by any individual and generally,
they relate to routine matters. For example, sanctioning of
leave to a worker is an individual decision. In the case of group
decision, the superior managers take decisions In
collaboration with their subordinates. For example, taking a
decision by the production manager in consultation with his

subordinates to change the design of the product slightly is 2
group decision.

7. Departmental, interdepartmental and enterprise
decisions: Decisions can be departmental, inter -
departmental or enterprise decisions. Departmental decisions

controlling manager. For example, a decision relating to change
the product design slightly is an Interdepartmental decisiogn
Enterprise decisions are those which are taken at a higher
level, i.e., Managing Director or Board of Directors. These
decisions are goncerned with the entire enterprise.

—-——_—'——_—-'————F———-——___—'___—____

Q. Explain the Steps in Decision making:

Decision making consists of the following steps in the order
of their sequence.

1. Making the Diagnosis: The first step in decision-making
is finding out what really is the problem. If the problem is not
correctly diagnosed, efforts made to solve it will be of no use.
For example, if the sales decline, the management may think
that the problem is one of increasing cost. But the real problem

‘may be inadequate sales planning or decrease in quality or

Inadequate sales planning or decrease in quality or inadequate
publicity. Hence, the efforts made by the management to
reduce cost may not help in increasing sales. Joseph L.
Massie has rightly said that “a good decision is dependent
upon the recognition of the right problem.” A correct diagnosis
of the problem is of utmost importance because a disease
can be cured only if it is properly diagnosed.

2. Analysing the problem: After ascertaining the correct

problem, it should be thoroughly analysed and information and

data relating to it should be collected. This will help he
dea of the problem. There may

management to get a clear |
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' blem but t
tors Involved in any pro | 5
f;.o’ of time and effort, analysis should be

be innumerable

minimize the expe

.. . s pertinent and close _
tdr:mr:;:‘:.o?ooﬁluﬂnﬂ and closely connected factors for

T a. Further, out of
ose of collecting information and data. Fu , of
ttr':: g:{f and Information collected, the management shou|

separate facts from bellefs and opinions and it should depend
mainly on facts for making declisions.

2. Developing alternative solutions or courses of action:
The next step Is to develop alternative solutions or courses of
action. The management after evaluating the various
alternatives can make the decision and the evaluation of
alternatives help the management in taking the best decision.
For Instance, If the management wants to fill up a vacancy, i
should consider various alternatives such as whether o
promote from within, or recruit from outside or to appoint :
relative of the previous employee. Similarly, the methods ol
selling Its products, may Involve various alternatives such .
whether to sell directly, or through middiemen or a combination
of both, viz., direct selling there are alternatives and they shouild
be evaluated before taking a final decision.

J. Selecting the best solution: The next step is to seloct
the best solution out of the several alternatives developod.
For this purpose, the management has to consider the merit:.
and demerits of each alternative solution and costs and
sacrifices Involved In each, 8ome criterla for selecting tho
best solution are the economy of effort, degree of risk, timo
required for implementation, practicabllity of the solution,
avallabllity of resources, consonance with the goals of tho
enterprise, eto, Generally, sound knowledge and practical

experience of the execu| - . b
solution ve Will help him (o select the bon

4. °°"V°fﬂﬂu the decislon Into offective action: Afloi

selecting the bast solution or dec|
slon, the management takor
steps to translate the decision Into action with thg cooparalion

ly connected factors fo,

71

of the employees. In order to avoig
employees In implementing the decisiq
the employees should be associated wif,
Process.

OPposition from the
n, it is desirable that
1 the dﬂcision-making

6. Follow up the decision: Sometimes it g Possible th;

decislon taken by a manager may not be a durciaionh;nlog 1Tt a
should Introduce a system of lollow up. This hfjcr*o"n'
safeguarding against incorrect decision and also in '“”Odﬂﬁ. In
or altering the decision without loss or time =~ ying

- _——— i z =g S—
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Q. Enumerate the Problems in Effective Declision making.

- i g
———

The various administrativo problems that are faced by the
management In the process of effective docision-m aking are
as follows: |

1. Correctness of decision: Corroctnoss of declsion is a
very Important problem of managemont, Correctness
depends on sevoral factors such as sophistication of the
decision-maker, accuracy of information and ability of decision-
maker to visualize all possible alternative courses of action
avallable In a glven situation,

2. The decislon environment: The environment,
organizational as well as physical that (s prevalling in the
anterprise, influences the nature of the decision taken. If the
general environment Is satisfactory, there will be mutual
confidence among managoers, and also wholehearted
cooperation by the subordinates for Implementing the decision
effectively. Further, there will be great scope for conducting
research and analysis of the factors that have a bearing on
the declsion. Again, a good environment encourages
managers to take decisions with confldence Instead of

avolding them.
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jons: ision-making, timing is
" 3. Timing of decisions: ln'demsnon makin. is a
mportant factor. The problem is not merely taking a decision, -
ng :ﬁ:ﬂtfo take it. If the decisions are not taken at the right | Q. V_Vhat do xou”l’;nderstand by the terms “Effective
time, they will not serve any purpose. For example, if the Decision Making
i R 8 . . . . m
management has to decide the time of introducing a new

~ product in the market, and if the decision taken in his respect Decision making i1s essential for everybody life. In a work

is not correct, it may lose the market to its competitors. Thus
timing of decision plays an important role.

4, Effective communication of decision: Another important
~ administrative problem is the effective communication of
decisions to those for whom they are meant. The decision
should be communicated in a simple language and without

any ambiguity. If the decisions are properly communicated
the implementation would not be difficult.

&
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5. Participation in decision-making: Employees who are
likely to be affected by a decision should be encouraged to
take part in arriving at the final decision so that their whole
hearted cooperation will be available for the effective
implementation of decision. However, the extent of
participation depends on the nature of organization. If it is an
autt)oritarlan organization in which the executives fee| that
decision-making is their monopoly, the extent of participation

is at a minimum and if it is a “democratic organization”, the
extent of participation is great.

6. Implementation of decision: After taking a decision, the
prot?lem that has to be faced is its effective implementaiion
For implementation, not merely effective communication bui
also good incentives and motivation of subordinates are
essential. The management should create such an

environment that would help the subordinal |
es _
Jobs better and more easily. PR ed

situation or family circumstances everybody make lot of
decisions. But all the decision made by the people or workers
are not effective. Effective decision making means the decision
taken by the individual should be action oriented, Goal oriented
and efficiency in implementation.

1. Action Oriented: Decisions are action-oriented and are
directed towards relevant and controllable aspects of the
environment. Decisions are totally pragmatic in nature and
their value is dependent on the success of the actions that
follow.

2. Goal Oriented: Decision making should be goal oriented
to enable the organisation to meet its objectives.

3. Efficiency in Implementation: Decision making should
taken into account all the passible factors not only the external
factors but also internal factors so that a decision can be
implemented properly.

H—-—-'—F'—"-"'—-‘_—'-'"'—"._—'_

Q. What are the different theories used in decision
making?

Based on decisions made by individuals, the scientists have
developed some theories in decision making. The Optimizing

theory and Expected Utility theory are used to approaches
the declision making.

Optimizing theory: It makes a number of assumptions about
how people make decisions. First, decision makers a:de
belleved to consider all possible decision options. Sec.ia'or; “
decision makers are seen as assessing all of the ava te“
information when making thelir cholce. Third, decision ma

. _____—-A -
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a <+ seen as choosing that option that provides them with the

best possible outcome.

' lon that allows
- d Utility theory: It is an aequat
iﬁgt'\,rl.dcut:l: tg prezict the decision that individual people will

make when faced with a number of options. The people

| - d they choose
lated the expected utility of each option an .
&ao,iuttomntm tha? they believe has the highest expgcted utility.

ﬁ

Q. What are the different approaches used in Decision

Making?

There may be several approaches for decision making as
each manager, as a decision maker, acts in his own ways.
However, these approaches can broadly classify into four

broad categories:

1. Routine Approach: In this approach decision making
involves solving problems using traditional means or doing
what has always been done when the problem of this type
arose. In this approach, reference is simply made to history
or precedent and the same answer used before is used now.

Scientific Approach: Kepner and Tregoe have suggested
scientific approach to managerial problem solving and decision
making. In this system the information are processed in an

orderly manner and certain steps are followed to arrive the
decisions.

Quantitative Approach: In this approach computer
programming used to take decision based on the
mathematical modelling and operation research.

Creative Approach: Creativity is vital in decision making.
Examples of creativity in decision making may be creation of

new product, creation of new method, creation of new market.
and so on.

75

_,..-———»--—'—'--‘_‘_''—'—‘—---—-~.._§__h___~v_»5

Q. Explain the various methods of decisjon e
I TP A g.
According to Patterson and McMillan the I

.. , e are four ¢ ‘
methods of decision making. They are as follows. ommon

1, Command: This is a method where decis
with no involvement at all. The subordinates
on what was decided by the Superiors. This takes place unde

the following two circumstances: a. Superior wanted tc:
implement the decisions and b. Involvement of external forces

ons ale made
are only conveyed

2. Consult: Consultations are done with experts

representatives and parties interested before taking the
decision by the boss.

3. Vote: Voting Is suitable to situations where efficiency is the
highest value and particularly when you are selecting from a
number of good options.

4. Consensus: When the team members not agree to

supports whatever decision is made by the organisation, in
that case the consensus is required. Consensus means
averyone honestly agrees to one decision.

e —
Q. What are the steps to Effective Decision Making?

= -

a. Define Objectives: For the effective decision making the
decision maker first to define the goals and objectives very
clearly.

b, Define Problem: The next step of the decision maker_ig to
understand the real problem in a particular aspect of decision
making.

¢. Don't get anxiety: Try to remove the anxiety from the
decision maker's mind and take a fresh look at the problem

before decision maker arrive at a decision.
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fferent perspectives:

rom di
nd the problem y as angles as

~ d. Understa " the problems from as man

Try to approa

possible

enever there is confusion in your mind
hey need not be an expert in

. down Options arrived: Put all tl_1e_ opt_ions:z in to one
;lav:: :'ld explorepal! other options and their implications when
the plans are in black and white.

g. Examine the implications: Analysing the implications of

each alternative or options is an important work gf the decision
mlker,.. so that he may take the worthwhile decision.

h. Choose the best alternative: Select the best alternative
from among the alternatives for implementation.

i. Monitor Progress: After implementation of the decision

the decision maker must monitor the progress of the decision.
This will help to make adjustments and additional decisions.

W

Q. Explain the Decision making at the work place. What
are the different methods of decision making? (Or) How

Decision making done at the work place?

The methods of decisions are based on the degree of
knowledge about the outcomes or the events yet to take place.
If the manager has full and precise knowledge of the event or
outcome which is to occur, then his problem of the decision
making is not a problem. If the manger has full knowledge,
then it is a situation of certainty. If he has partial knowledge o
a probabllistic knowledge, then it decision making under risk

If the manager does not have any knowledge what so ever,

. : y. Decisio -
o operations management, is a situation of Ceﬁa?;—ﬁ??
- 1S

" .inly because the manager in this fie -

s M2 dyge about the events which are to tlieh;fa(fgaelrlg i
nowledge of envifonment and ha_s a predetermineg aei;fsn
Jiternative for choice or for‘selectlon. Dt=_~<:isi.:m..making . thﬂ
niddle manage:ment Ieve\' IS of the risk type. This is beca'use
of the difficulty In fo.re(.:astlng an event with hundred per ce -
sccuracy and the limited scope of generating the decisiom
Jternatives. At the top management level, it is a situation c;r*1
total uncertainty on account of insufficient Knowledge of ﬁ;
external environment and the difficulty in forecasting businehc:s
growth on a long-term basis. i

then

methods of Decisions: Decision-making is a complex
situation. To resolve the complexity, the decisions are
classified as programmed and non-programmed.

Programmed Decisions: If the decisions can be based on
arule, method or even guidelines it is called the programmed
decisions @.g. If the stock level of an item is 200 numbers
then the decision to raise a purchase requisition for 400
numbers, I8 @ programmed - decision - making situation
The decision maker here is told to make a decision based on
the Instructions or on the rule of ordering a quantity of 400
items when its stock level reaches 200. %

Non-Programmed Decisions: A decision which cannot be
made by using a rule or a model is the non-programmed
decision. Such decisions are infrequent but the stakes are

l?v?"y larger. Therefore, they cannot be delegated to the lower
| |

L
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UNITV

MOTIVATION

Meaning and Concept of Motlvatlor!: The Success of g,
organisation depends not only on technical expertise but g/,
on the interest of workers. Management is an art of getting
the work done by the people and thereby achieving the results.
Getting work done is not an easy task for the management
There are so many problems in this process because it is an
organisational behaviour that affects the working of the people.
Before directing or guiding the people at work, th.
management must know ‘why do people act as they do’ an,
‘what will make them tq give best on the job’. The only answer
to these questions is ‘an act of motivation’.

Psychologists view motivation as the force whicr
impels or incites all living organism to action in the directior
towards achieving the objectives of organisation. The
management should constantly provide for incentives or
motivating forces to intensify their desire and willingness to
apply their potentialities for the achievement of common
objectives. Some people may be motivated by intense outer
pressures of reward or penalty while some others are self

motivated.

Motivation is derived from ‘motive’ means any idea, need,
emotion or organic state Prompts a man to an action. Motive
s an internal factor that Integrates a man’s behaviour. As the
moth{e Is within the: Individual, it is necessary to study needs,
eémotions etc. in order to motivate him to work. There are O

BEHAVIOURAL STRATEGIES

Q. What is Motivation? (Or) Explain the concept of

Motivation. _
M
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y inducing factors which influence the hy
.nd induce him for the best performance to

. S0, motivation is a procegs of
nd emotions. SO, ' ' €55 Of geting thy |
:f the people realised with a VIew to induce themgm Wolriefi?
the accomplishmgnt of organisational Objectives. Indeed
motivation is nothing but an act of inducement :

man behavigy,

various authors as follows:

1. “Motivation is the process of attempting to influence
others to do your will through the possibility of gain or reward.”
Edwin B. Flippo

2. "Motivation is the act of stimulating someone or

oneself to get a desired course of action, to push the right
button to get desired action.” -Michael J

3."Motivation is the reported urge or tension to move
inagiven direction or to achieve a certain goal.” -Caroll Shartle

4. The concept of motivation is mainly psychological.
It relates to those forces operating within the individual
employee or subordinate which impel him to act or not to act
In certain ways”.- Delton E. McFarland

The above definitions make it amply clear that
motivation consists of three parts: 1. Motives, i.e., need, idea,
émotions or organic state, 2. the motivating factors, and 3.

Attainment of objectives.

ﬁ
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.I frl. ‘ . 2 :
Q. What are the nature and characteristics of
Motivation?

——-————___ﬁ_——\

NATURE OF MOTIVATION: Motivation is concerned with the
directing function of management. Its nature can pe

understood from the following facts:

1. Motivation is an Unending Process. Man being a socjg
animal has innumerable wants to satisfy which induce him ¢,
work. All wants cannot be satisfied at one time. One want |5
satisfied, and the other may emerge. Satisfaction of wants |5
an unending process so motivation is also an unending
process. So, men on the job require motivation all the time
though their motives or wants may be different.

2. Motivation is a Psychological Concept. Motivation is 2
psychological concept that comes from inside the individua|
The inner feeling balances the reception of an individual ang
satisfaction of his needs that influences that direction, volume
behaviour and limitations of efforts of an individual So,
motivation is an inducement of under feelings of an individual
and it cannot be forced upon from outside.

3. The whole Individual is Motivated. Each Individual is an
integrated organised whole and a part of him cannot be
motivated because motivation is a psychological concept that
IS concerned with the whole Individual. A man's basic needs
determine to a great extent what he will try to do at any given
ime and all these needs are interrelated and cannot be
Séparated from each other,

4. Frug'.trated man cannot be Motivated. If a man fails in
Eat:sfymg any of his basic needs inspite of his best efforts he
€comes frustrated and {0 some extent mentally ill. Such
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-ustrated man cannot be further motivated ynt; Nis basic neeq
s fulfilled.

5. Goals are Motivgtors. Goals and motives are INseparable
man works to achieve the goals. As soon as the goal is
achieved he will be no longer interested in work Goal means
satisfaction of needs. It is, therefore. very essential for the
management to know the goals or motives or needs of each
individual so that they can be pushed to work Dy directing
them toward achievement of their goals.

6. The Self-concept as a Unifying Force. Unifying forces
run through each individual history. Unifying force means
derive to actualise an individual's own image. The outline of 3
person's self image is fairly well realised in his early childhood
and in his later age he acts accordingly. For example, a child
who think himself as a leader, will if possible, try to behave
that way in later life. Thus two things that an individual is always
trying to do are: 1. to act like a person, he thinks he is and 2.
to get what he thinks he can. Thus self-concept is an important
motivating force.

e

Q. How do you finding reasons for being motivated? (Or)
What are the merits or importance of motivation?

M\_

Reason for being motivated: Motivation is one of the
Important functions of the management without which
organisational objectives are difficult to achieve. It is one of
the methods of inducing man on the job to get the work done
effectively and to have the best results out of minimum efforts.
Administrative actions lose its points unless the members of
the organisation are willing to contribute their efforts for the
fulfilment of their assigned tasks. Motivation is necessary for
the better performance. The expected good results from

motivation are:

e



n of Human ResOurces. MOtiVat‘o
e 1 Proper U?:::::: and it results in increased produCt*og
" induces mc:l:ity because men try to put their efforts to pro .

mdﬂo:: more for the benefits of the organisation and th
3::? e:ﬁciancy increases. Moreover the inherent qualitjeg of
workers are developed by employing different techniques ;.
the interest of the organisation so that they are able to use
methods, systems and, technology effectively.

2. Best Utilisation of Other Resources. All other res Ources

except human resource can produce no results unjess the
men try to put them in action. Men should be motivateg to

carry put plans, policies and programmes laid down by th.
organisation by utilising the other resources to the best of
their efforts. In other words, utilisation of resources s not
possible to their fullest extent unless the men are induceq to
contribute their efforts towards attaining the organisation
goals.

3. Willingness to Work. The function of motivation i nfluencegd
the willingness of people to work and willingness comes from
within. It may be possible that a man has a capacity to work
and he is physically mentally and technically fit for work by
he may not be willing to work. Motivation concerns to create :

neéed and desire on the part of the workman to present his
better performance:

4. Building of Good Labour Relations. All the members o

the staff concentrate their efforts to achieve the objectives of
the organisation and

carry out the plans in accordance wit-

»grammes laid down by the organisation

a agement have got benefitted by suct
,f; rcns.* On the one hangd efficiency and wages of operating
© Increase and on the other hand productivity of the
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organisation increases due to consolidateg efforts of the
motivated people and the I‘abrou'r Problems such gz«
absenteeism, labour turnover, indiscipline. grievances, etc.
are considerably reduced. Thus motivation helps build good

)abour relations,

5. Basis of Cooperation. In a zeal to produce more the
members work as a team to pull the weight effectively. to get
their loyalty to the group and to the organisation, to carry out
properly the activities allocated and generally to play an efficient
part in achieving the goals which the organisation has
undertaken. Thus motivation is the basis of cooperation to
get the best results out of the efforts of the men on the job.

6. Improvement upon Skill and Knowledge. All the
members will try to be as efficient as possible and to improve
upon their skill and knowledge so that they may be able to
contribute to the progress of the organisation as much as
possible because they know that they, in turn, will get what
have been promised and ultimately they will be able to satisfy
their personal as well as social needs

7. Builds Human Relations. Motivation builds human
relations because the human concept of labour has changed
and now labour is treated as human being. He is behaved as
4 man and not as a commodity. This attitude contributes
towards motivating the people at work. Now workers are
invited to participate in the decision making function of the
Management. Thus motivation builds human relations. nut
shell, in order to achieve the organisational and individual
goals in an economical and efficient manner; motivation is an
important tool in the hands of management to direct the
behaviour of subordinates in the desired and appropriate
direction and thus minimising the wastage of human and other

fésources.
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Q. What do you understand by Staying motivated? |,

the employees are staying motivated at work place?
e e
Man being a social animal has innumerable wants to Satisfy
which induce him to work, All wants cannot be satisfieq at
one time. One want is satisfied, and the other may €merge,
Satisfaction of wants is an unending process so motivation is

also an unending process. So, men on the job require
motivation all the time though their motives or wants may bhe

different. The employees in the work place are constant|y
motivated; otherwise there won't be effective utilization of
human resources.

Ways of Staying Motivated:

1. Ensure goal clarity: People will be motivated if they have
a qlear vision mission and objectives. It is certain that clear
vision and mission the gaols are attained comfortably.

3 T:ry to succeed in whatever you do: Success is great
motivator. In every endeavour of the people there will be 2
success. Hence, the people try to succeed in whatever they

4. Reward Yourself: People have the practice of rewarding

th_l?mselves as when they get Success in their activities. This
Wil create a further motivation to the people.

e | v
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5, Remind yourself of the objectivity of life: People remind
themselves the purpose of their life and why they work. That
will create energy to the people and they enjoy the life.

6. Maintain a healthy work-life balance: Maintaining a
healthy work/life balance is essential both for general
motivation and overall well being of the people.

7. Stay Positive: Avoid the negative feelings and concentrate
the positive attitude.

8. Take different approach: Learn to do things in a different
way to say motivated in work.

9. Watch your progress: Recognising the work done by
others and the person himself motivated the people.

—
Q. How the employees staying motivated in negative work

environment?
“——_———w——p—hﬂq—_ﬁ_ﬁ___—___ﬁ—__—___.__—.

Staying motivated in the negative environment:

1. Focus on the positive: It is very difficult to motivate the
workers at the negative environment, because employees
always taken into consider the negative aspects in the u{ork.
It is responsibility of the company to focus on positive things

to employees.

2. Leave work at the job: If the worker brings the job worries
to home means, the worker not leave the work and the agony

el
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" g éontinues at home. The

issues and problems and just apply for leave for a day.

3. Take breaks at regular intervals: |f the worker continues

intervals. These breaks often will help to stay motivated.

4. Work more and smarter: to continue to get the benefits
you were getting before, you need to work more and smarter.
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5. Encourage your co-workers: Encourage your co-
workers without exercising your power and authority.

Q. How the manager staying motivated the employees
during crisis?

Keeping the workers motivated during crisis:

a. Kéep them informed: During the crisis employees are

worried about their future and they need to be informed as
much as possible about what is going on the company.

b. Reassure and prepare; Before making any changes in
the employees’ job positions the company has to inform them
the about the new job or assignment of the employees are
secure and the company will always with them.

c. Listen: Eithe:r employer listen the views or fear of the
employee in their work or bring an outsider or counsellor or

facilitator to help employees vent their fears.
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refore, workers take a break from the

his work for a long time, he must take a break at regular

e ———
BALANCING OF WORK AND LIFE o

e . Sme——
Q. What is balancing of work and life?

—_————\\

Work refers to career gnd ambition and life refers tq health
pleasure, leisure, f_amlly and spiritual development. That is
work refers to achievement and life refers to enjoyment of

happiness. Work-life‘ balance is prioritizing between works
on the one hand and life on the other. An employee is not only

effective in their work but also happy in the personal life.

e —

—'_l—--—__._____
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Q. What is work satisfaction? Explain the effects of work
satisfaction.

Work satisfaction is the mental feeling of favourableness
which an individual has about his job or work. “Job satisfaction
Is the amount of pleasure or contentment associated with a
job. If you like your job intensely, you will experience high job
satisfaction. If you dislike your job intensely, you will experience
job dissatisfaction”. (DuBrins)

Job-satisfaction is defined as “a pleasurable or positive
emotional state resulting from the appraisal of one’s job or
job experience”. Job satisfaction will be defined as “as the
amount of overall positive affect (or feelings) that individuals
have towards their jobs'. “Job satisfaction is a set of favorable
or unfavorable feelings with which employees view their work?”

Effects of work satisfaction:

High job-satisfaction may lead to improved produc_:tivity,
decreased turnover, improved attendance, reduced accidents

less job stress and lower unionization.




tween satisfaction and

' ' This consensus
tivity is not definitely estab!lshed.' _ |
ﬁgﬁj::et?mi); Itshent in the long-run job-satlsfactlon leads to
increased productivity.

nd Labour Turnover: High employeg tu_rnover
igac:f's;?:stgggr:ble concern for employers because it dISI‘UPts

-~ normal operations, cause morale prot?lems for_ those WhO‘St‘le
on, and increases the cost involved in selecting and t;:alnlng
replacements. The employer does whatever po'ss[ble to
minimize turnover, making the employees feel satisfied on

their jobs, being one such.

Unlike the relationship between satisfaction and productivity.
The connection between job-satisfaction to employee turnover
is established beyond doubt. In four major reviews of the
relationship between satisfaction and turnover , it has been
demonstrated that workers who have relatively low levels of
~ job-satisfaction are the most likely to quit theirjobs_ and that
~ organizational units with the lowest average satisfaction levels

tend to have the highest turnover rates.

However, the withdrawal behaviour of employees is modified
by certain factors. Loyalty to the organization:is one such.
Some employees cannot imagine themselves working
elsewhere, however dissatisfied they are in their present jobs.

Availability of other places of employment also influences
turnover. If greener pastures are available, an employee does

not mind going in search of them. Notwithstanding the present
level of job-satisfaction he enjoys.

Satisfaction and Absenteeism: Correlation of satisfaction
to absenteeism is also proved conclusively. Workers who
are dissatisfied are more likely to take “mental health” days.
i.e., days off not due to illness or personal business. Simply
stated, absenteeism is high when satisfaction is low. As In
turnover, absenteeism is subject to modification by certain

389

factors. The degree to which people feg|
important ha?1 af moderating influence o
Employees who feel that their work is |

in regular attendance. Besides it s jnTppoor?aan”tttt:f:d to clock
that while high job-satisfaction will not necessarileTembgr
low absenteeism, low satisfaction is likely to prin Vb esult in
absenteeism. Ting about high

that their jobs are
N their absences,

Satisfaction and Safety: Poor safety practices are a negatjve
consequence of low satisfaction level When people are
discouraged about their jobs, company, and supervisors. The
are more liable to experience accidents An underlying r'easori
for such accident is that discouragement may take one's
attention away from the task at hand. In attention leads directly
to accidents. For example, many hand injuries from power
tools can be attributed to the operator not paying careful
attention.

Satisfaction and Job stress: Job stress is the body's
response to any job-related factor that threatens to disturb
the person’s equilibrium. In the process of experiencing stress.
The employee’s inner state changes. Prolonged stress can
cause the employee serious ailments such as heart disease.
ulcer, blurred vision, lower back pain, dermatitis and muscle
aches.

Chronic job-dissatisfaction is powerful source of job stress.
The employee may see no satisfactory short-term solution to
escaping this type of stress. An employee trapped in a
dissatisfying job may withdraw by such means as high
absenteeism and tiredness, or the employee may quit.

Employees under prolonged stress stemming from job-
dissatisfaction often consume too much alcohol, tobacco, aqd
drugs. These employees are costly to the management in
terms of time lost due to frequent absences and increased

payment towards medical reimbursements.
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at job-dissatisfaction IS @ major

. 4i.n  Dissatisfaction with wages, job this IS puré conjecture because there is so mye

ity, fringe beneatt";ltg,nchances for promotion and treatrqept know about -the PO_Sltlve‘eff_ects of satisfactit:Jrrr:ji| G(?nvﬁledgtg °
secunty’m-sors are reasons which make emgloyees Join hand, when job satisfaction is low there SEemS 1o be er
Eﬁiosnus?inother dimension IS thatjob-dis'satisf.ac'gon can h_aVe effects on the organiz atipn that have beer documentgzgastgﬁ
an impact on the tendency to take action within the union only form the standpoint of viewing jOb'Satisfactior{ Sof

| . : iking. minimum requirement or point of de &
such as filing grievances or stri K. Parture. it is of valy
the organizations over all health and effectiveness anz t:;

Unionization: It is proved th

Other Effects of Job Satisfaction: | deserving of study and application in the field of organizational
: N lour.
In additions to the above, it has been claimed that satisfied ' Riaviol
. = _—-——_—'——_'—!—\
employees tend to have better menta_l and physical health and , Q. Explain the different sources of Work or Job
learn new job-related tasks more quickly. , satisfaction.

W

The positive consequences of job satisfaction have already

been sated above. An often overlooked dimension of job-
satisfaction is its relationship to employee health. Employees SOURCES OF JOB SATISFACTION

who are dissatisfied with their jobs are prone to health
setbacks ranging form headaches to heart disease. For
managers, this means that even if satisfaction did not lead to
less voluntary turnover and absence. The goal of a satisfied
workforce might be justifiable because it would medical costs

employees by way of he ' N
;n s porre::,-a;:: S eapioy rind ar | Wa.ges:‘Wages play a significant role in influencing job-
1508%6 © - satisfaction. This is because of two reasons. First, money is

an important instrument in fulfiling one's needs: and two,
employees often see pay as a reflection of managements

§évera| job elements contribute to job-satisfaction. The most
Impaortant amongst them are wage structure. nature of work,

promotion chances and quality of supervision, work group and
wquing condition.

The effect of job satisfaction goes beyond organizational

setting. When employees are happy with their jobs, their lives '
away ?rom jobs will be better off. In contrast, the dissatisfied JERN for them.
employee carries that negative attitude home. Some benefits Nature of work: Most employees crave intellectual challenges
| of job satisfaction accrue to every citizen in society. Satisfied on jobs. They tend to prefer being given opportunities to use
- employees are more likely to be satisfied citizens. These . their skills and agilities and being offered a variety of tasks,
~ people will hold a more positive attitude towards life in general freedom, and feedback on how well they are doing. These
and make for a society of more psychologically healthy people. Characteristics make jobs mentally challenging. Jobs that
; xn have taken little challenge create boredom. But too much
All thlr!gs considered, practicing managers and organizational challenge creates frustration and a feeling of failure. Under
behavior researchers would agree that job-satisfaction is ' conditions of moderate challenge, employees experience
Important to an organization. Critics however, point out that ' pleasure and satisfaction.
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‘ Promotions:Promotional opportunities affect job-satisfaction

considerably. The desire for promotion is generally strong
among employees as it involves change in job content, pay,
responsibility, independence, status and the I!ke. An average
employee in a typical government organization can hope to
get two or three promotions in his entire service, though
chances of promotion are better in the private sector. Itis no
surprise that the employee takes promotion as the ultimate
achievement in his career and when it is realized, he feels

extremely satisfied.

Supervision:There is a positive relationship between the
quality of supervision and job-satisfaction. Supervisors who
establish a supportive personal relationship with subordinates
and take a personal interest in them contribute to their

employee satisfaction.

Work Group: The work group does serve as a source of
satisfaction to individual employees. It does so primarily by
providing group members with opportunities for interaction
with each other. It is well known that for many employees
work fills the need for social interaction.

Working Conditions: Working conditions that are compatible
with an employee’s physical comfort and that facilitate doing
a good job contribute to job-satisfaction. Temperature,
humidity, ventilation, lighting and noise, hours of work,
cleanliness of the work place, and adequate tools and
equipment are the features which affect job-satisfaction.
According to Hip pock job satisfaction is “any combination of
psychological, physiological and environmental
- circumstances that cause a person to faithfully say, * | am
satisfied with my job?’ Employees tend to prefer those jobs
that give them opportunities to use their skill and offer a variety
of tasks. Freedom and feedback on how well they are doing.
Job satisfaction is influenced by the following factors, in

gqnaral: 1.Level of job. 2.Job contents. 3. Considerate
Leadership. 4. Pay. 5, Promotional opportunities. 6.Social
interaction. 7. Age and Sex. 8.Educational Level, etc.,
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q. Discuss the professional stress on working women

and some techniques to overcome it. (Or) Write an essay
on the stress of working women.

\Women are confronted with potentially unique stressors such
as discrimination, stereotyping, social isolation and work/home
conflicts. In addition to taking care of children and aging
parents continues to be a source of stress for women who
work outside the home. Generally both the women and men
are facing the following stress in their work life.

o
Organisational | Working

Administrative Organiza-

Policies tional Processes Conditions
and Structure
Strategies and Design Tight | Crowded
Controls Work Area
Downsizing Centraliza-
tion and for- Only Noise,
Competitive malization downward l Heat/Cold
Pressures Line and PollutedAir
staff con- Little |
Merit pay flicts performance StrongOdour
plans .
Specialisation feedback Unsafe
Rotating l conditions
Work shifts Role ambi- Centralised
guity and decision Poor
Bureaucratic conflict making | lighting |
rules |
No oppor- lLack of Physicall
Advance tunity for participation Mental
Technology promotion In declslons %:?L“ l
Restrictive, Punitive Chemlcals
or
Rituaung ﬁ:?ftf,:fal radiations
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awelcome sexual advange& 'equests for sexyal fayoyre
and other verbal or physical contact of 4, sexual ném;:
_ constitute sexual harasameqt }Nhen 1 - Submission 1o ::;;uc}:;
2 Eliminate occupational segregation. conduct I8 made either explicitly or implicitly or mplicitly
1 termof condition of an individual's employment, 2. Submissior

3, Produce a bias-free job evaluation program, to or rejection of such conduct by an individua| i- used as the
wasis for employment decisions affecting such individual or

Measures to Overcome YWomen working stress;

1. Promote equity in pay and benefits programmes for women

ual starting salaries for jobs of equal valye. |
4, Provide eq d 3, 8uch conduct has the purpose or effect of unreasonably
By omen, | interfering with an individual's work performance or creating
4 anintimidating, hostile, or offensive working environment,

6. Educate men regarding importance of sharing

responsibilities outside of work.,
‘ Under these guidelines, preventing sexual discrimination

Includes managing the workplace in 2 way that does not
tolerate anybody's threatening or intimidating crmployeos
through sexual behaviour, In gencral the most obvious

7. Provide parental leave, day care, and alternative work
Scheduling as resources for preventing stress,

. Provide more job flexibility for women and me At |
:-uanage work horjne confllctsy N to better 1 examples of sexual harassment involve quid pro quo
‘ ' 1 harassment, meaning that a person makes a bencfit (or
9. Promote child care and elder care options in the community ] FE) contingent o a7 employee’s submitting to (or
or the organization, 4 rejecting) sexual advances. For example, a manager who
1 promises a raise to an employee will participate in sexual

activities Is engaging in quid pro quo harassment. Likewise, it

10. Develop skills among women for managing organizational
would be sexual harassment to threaten to reassign someone

politics.
i to a less desirable job if that person refuses sexual favours.
Q. What Is Sexual Harassment? How to prevent it? : |
e ———————————————————————— _' ‘:‘ more subtle, and possibly more pervasive, form of sexual
_ | larassment is to create or permit a “hostile working
Sexual Harassment: 1 eénvironment”, This occurs when someone's behaviour in the

workplace creates an environment in which it is difficult for

Sexual harassment refers to unwelcome sexual advances. 4  SOomeone of a particular sex to work. Common complaints in
1 Séxual harassment lawsuits include claims that harassers

The EEOC has defined the types of behaviour and the | | _
situations under which this behaviour constitutes sexual ran their fingers through the plaintiffs' hair, made suggestive
harassment; : . remarks, touched intimate body parts, posted pictures with
' sexual content in the workplace, and used sexually explicit
language or told sex-related jokes. The reason that these

behaviours are considered discrimination is that they (real

Individuals differently based on their sex. o |l
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e majority of sexual harassment complaints
EOC involve women being harassed by men

a growing share of sexual harassment claims have been fie|d
by men. Some of the men claimed that they were harasseq
by women, but gsame-sex harassment also occurs and s
illegal. Male employees of an Amarillo, Texas, car dealership
won a lawsuit claiming that they were subjected to a sexually
hostile work environment and disparate treatment by their mae
managers. The managers failed in their argument that
behaviour such as lewd comments and grabbing worker's
entails and buttocks was “harmless horseplay.”

Although a larg
received by the E

Measures to overcome Sexual Harassment: To ensure 3
workplace free from sexual harassment, organizations can
follow some important steps. First, the organization can
develop a policy statement making it very clear that sexuz
harassment will not be tolerated in the workplace. Second. g
employees, new and old, can be trained to identify inappropriate
workplace behaviour. In addition the organization can develop
a mechanism for reporting sexual harassment in a way that
encourages people fo speak out. Finally, management can
prepare to act promptly to discipline those who engage in
sexual harassment, as well as to protect the victims of sexuz|
harassment.

Q. Describe the nature and different types of Sexual
Harassment.

Sexual Harassment and Workplace Relationships: /s
more women have entered the workforce, more men and
women work together in teams and on projects, conseguently,
more empioyers are becoming concerned about the close
personal relat ips that do develop at work.
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éa nsensual Relati?nships and Romance at Work: \Wher
work-pased friendships lead to romance and off-the-job sexual
elationships, managers and employers face a dilemma:
should they “monitor” these relationships in order to protect
the firm from potential legal complaints, but thereby “meddling’
in employees’ private, off-the-job lives? Or do they simply
ignore such relationships and the potential problems they
present? One study found that the way a romance relationship
is viewed affects the actions that may be taken, for instance,
if a relationship is clearly consensual, or if it involves a
supervisor-subordinate relationship, then the actions taken

may be different.

The greatest concerns are romantic relationships between
supervisors and subordinates, because the harassment of
subordinates by supervisors is the most frequent type of
sexual harassment situation. Some employers have
addressed the issue of workplace romances by establishing
policies permitting workplace romances, as shown by a study
that over 70% of surveyed firms had such as policy. Those
policies often describe “appropriate” workplace behaviours
or may require disclosure to the HR department. Employment
attorneys generally recommend that the HR manager remind
both parties in workplace romances of the company policy
on sexual harassment and encourage either party to contact
the HH department should the relationship cool and become
one involving unwanted and unwelcome attentions. Also, the
Hi manager always should document that such conversations

occurred.

Nature of Sexual Harassment:

Sexual harassment is a significant concern in many
organizations and can occur by men ha

rassing women,
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pes of Sexual Harassment:

women harassing men, or $ame $eX harassment, As Shown

in Figure, individuals in different roles can be sexual harassers_

Most frequently, sexual harassment occurs by a male in 5 |
supervisory or managerial position who harasses women | Two basic types of sexual harassment have been defined "

his “power structure”. However, women managers have begn, | cEOC regulations and a large number of court cases The
found guilty of sexually harassing male employees. Also, Ssame 1 wwo types are defined as follows:

sex harassment has occurred. Third parties who are ngy 1

employees also have been found to be harassers. From 5
vending machine sales driver board member in 3 rural
cooperative, employees have won sexual -harassment
complaints against their employers who took no action against |

the third party causing the harassment. Even cu ' |
g stomer service 2 Hostile environment harassment exists when an individual’s

representatives and good servers have won
Sexual | work performance or psychological well-being is unreasonably

harassment complaints because their employers refy B g
protect the employees from regular sexual harassm:;?;j ;3 affected by intimidating or offensive working conditions.

aggressive customers.

Ty

1 Quid pro quo is harassment in which employment
outcomes are linked to the individual granting sexual favours.

In the quid pro quo type, an employee may be told he or she
may get promoted, receive a special raise, or be given
desirable work assignment, but only if the employee submits
to granting some sexual favours to the supervisor.
Unfortunately, hostile environment harassment is much more
prevalent, partially because the standards and consequences
are more varied. Actual case situations illustrate how the hostile
environment standard has been used. The male manager at
a fast-food franchise restaurant in Maryland was found guilty
of sexual harassment when he repeatedly made sexual jokes
and discussed sexual behaviour with two younger female
employees. When they complained to the manager's Doss,
no action was taken. and the harassment increased.

A female sales representative filed a sgxual harassment
charge that a male manager used offensive language, told

0z Potentia) Sexual Harassers derogatory jokes, and distributed sexually explicit maten:ials
at sales meetings. Following her complaint, the firm required

the manager to take an unpaid three-mqnth leave and halvz
additional management training. Interestingly, the court ruied

that the alleged name-calling and offensive language wa!sar:lc;t
offensive because the woman used such language regu




100

Ultimately the Gourt ruled against the woman’s sexual
harassment complaint.

have revealed that
age cases and many others e re

g:mmenting on dress or appearance, telling 'jokes that are
suggestive or sexual in nature, allowing revealing photos and

posters to be on display, or making contipual requests to get
together after work can lead to the creation of a hostile work

environment. As computer and Internet technology has
spread, the number of electronic sexual harassment cases
has grown.Regardless of the type of sexual haraS§ment, it is
apparent that sexual hara§3ment has significant
consequences on the organization, other_' employees, and
especially those harassed. Follow-up interviews and research
with victims of sexual harassment reveal that the harassment
has both job-related and psychological effects. Also.
harassment even has a ripple effect on others who fear being
harassed or view their employer more negatively if prompt.
remedial actions do not occur. Thus, how employers respond
to sexual harassment complaints is crucial for both lega]

reasons and employee morale.

Q. What are the responsibility of the employers and
employees balancing work and life?

The employers can offer the following facilities to the
employees for balancing their work and life:-

1. Flexitime: Flexitime is short form of flexible work hours.
Flexitime is a scheduling option that allows employees, within
certain parameters, to decide when they arrive and leave work.

2. Telecommuting: It provides flexibility to employees 1o
perform their jobs through computer linked to their office. The

physical presence of the employees at their office is not
required.
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3. Compulsory Leave: Certain orgznisaii.- -
compulsory leave to the empioyee .. ..

Tl

, , /
employees may spend that time for thai; -

4. Compressed workweek: The ron .-

"‘-JJ; E* 'ﬁt ."-"*F"l"-lnp
- O w

workweek implies the reduction of numpar ~t o

P -
RIS E R s I

while keeping the number of hours of yory +-2 g g days
5. Job sharing: Job sharing zllows twe or more ingiviv. -

: " - YU 9T mare individuals to
spm a tradttlfmaltwork V-q’:.‘-':ﬁf"-’. job. SE%ETT?HQ Can oe eitherin tha
form of sharing time period on dzily basis or working &1 +im
on alternative days. - T
6. Stop work after working hours: Th= employers are not

encourages the employee to work after the workina he,

' F
HIE I"'UU'BS,

-____—“‘——__ﬁ__
Q. What are the different ways of balancing work and

life?

#—_—'——_—-_._________——
The strategies for balancing the quality of work life zre as
follows:

(i) Self-managed Work Teams: These are ziso callegd
autonomous work groups or integrated work teams. These
work teams are formed with 10 to 20 employees who plan,
coordinate and control the activities of the team with the help
of a team leader who is one among them.

(i) Job Redesign and Enrichment: Narrow jobs can be
combined into larger units of accomplishment. Jobs are
redesigned with a view tc enriching them to satisfy higher
order human needs.

(iii) Effective Leadership and Supervisory Behaviiour: FOE
effective leadership and supervisory behaviour 9-9' style 0i

managerial grid is suitable.

(iv) Career Development: Provision for career planning,
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career opportunities, career path, education and development
and for second careers should be made.

(v) Alternative Work Schedules: Provision for flexible

working hours, part-time employments, job- sharing ang
reduced work week should be made.

- ]
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(vi) Job Security: This tops the employees'’ list of priorities
It should be adequately taken care of.

(vii) Administrative or Organisational Justice: The
principles of justice, fair and equity should be taken care of in

disciplinary procedure, grievance procedures Promotions
transfers, demotion, work assignment, leave, etc.

(viii) Participative Management: Employees should be
allowed to participate in management participative schemes

which may be of several types. The most sophisticated among
them is quality circle,

Q. How to orgénizing your desk while balancing the work
and life?

The following are the ways in which one can organise the
desk for balancing the work and life;

1. Focus on one only: When you are at work focus on work

me, focus on home affairs only. Don't

-

2. Keep your table clean;
workplace try to finish com
home or workplace keeps

Whatever you done in home or
pletely. Unfinished work in either

you engaging in your mind.

While commencing the work at

the items in order of preference
sk first,

- TTe———
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workplace.

5, Don’t Procrastinate: Postponin
minute not only mount tension byt
time and energy.

g the work ynjj the |ast
also results in wasting of

6. Don’t be addict to your e-mail/mo
to avoid attending email or phone ca|
the working time unless it is so import

bile phone calls: Try

S at work place during
ant for your work

7. Update your work knowled
for a crash course to familiarise y

in your field with the application

ge: Where ever possible go

ourself with latest Knowledge
of modern gadgets.

10. Flexible: You need to adjust

yourself with the changes
that takes place around you.

11. Learn to say no: Need not say yes to all demands of
people and spending entire time and energy for doing other’s

work. Consider your personal objectives and views and say
no to affairs that not liked by you.

12. Take time for yourself: Try to take time from the routine
to do thing that you like most.

13. Maintain your energy: Attend your health at all time.
Sleep well and eat a balanced diet and take food in time and
Considerable amount time spent for physical exercise.

14. Bury the guilt feelings: Guilt that turns out to be negati»tfe
Will prove to be useless and it keeps us stuck and pre\{er; s
for progressing. Hence, such type of guilt should be buried.

15, Develop relationships, both atwork and roTi:O%e:Zlgg
and maintain the good relationship with people a .

_
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-" : happenings in th
¢ n't Worry: Stop worrying about the o
b ::’ﬂmw'\g is bad for your health and it reduces yoyr

energy level
" 17. Have some blank space on your Calendar: Never 1))
in your calendar with full of programmes. Take a break. Fing

out some time for relaxing and not having any engagements

either it may be work related or home related.

Q. How employees handling professional and por.onni

demands?

B T O RO R R T oI ——————
There are three essential things needed to keep balance ).
personal and professional demands of employees. Thoy a1

Priorities, Flexibility and Acceptance.

1. Priorities: The first and foremost element involves takin,
a realistic view on the priorities on the personal and work |ife
S0 many persons are demanding the time of the employoc
for instance spouse need time for belonging, employer deman|
time for work, aged parent need time for care, children neod:.
time for play. Mence, the employee must very clear on wh
parts of life need your attention first

2. Floxibllity: The priorities may vary depending upon the Ao,
maturity, lltttudo and perception of the employee. The prioitic:.
may be reviewed and changed according the need and
urgency.

3. Acceptance: Personal and professional demands alway:.
play a major role and both are having the aqual footing:
herefore, the employees must accept that he must take .o
of the both personal and profassional demands. If the
professional demands are satisfied then only the personal
demands are satisfied.
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0. What are different strategies for ¢ PING Stross and

slance the work and life?

b ——
RS s R —— - :
coping Strategles for balancing work and life and Stross

| individual Coping Strategles: Some spec) lechniques that
indW‘dU.u can use it 1o eliminate or more aHoctivaly manaquoe
inevitable, prolonged stress are the followin) ' |

1, Exercise: People of all ages are walking, joqqing. BWIMMInNGg.
riding bicycles or playing sotball, tennis in ordor to qet some
.l.fm.. lo Gombll slress. [ here is no anclusive evidence that
".rdllwmdlfldly reduce the !,"hifit]f"f, Of heatt disensn (1 f,l]l_;j{\“!
BU' "’.f seems little doub! that 1 can Nl poople ballog GO
with stress.

2. Meditation: Medication involves muscle and montal relaxation:
the P.f.ﬂﬂ l'OWW fepeals a4 poacefyl phtrase o word ot
concentrate on a mental picture in a quietlocation There 15 some
f“.ll'eh .V'd.nCO thm much mmfii;illurt Can have a 1irmii;1[1|ﬂ
physical and mental impact on people whether it can have a
practical Impact on job stress 11 yet to be delermined However
a number of firms are using it For example a ctock broker who
regularly uses meditation recently stated "It iz ‘widely known that
this 'ndU“fy has a lo! of stress S0 where a lot of people diink
alcohol, we meditate It is not that we don't feel stiess, It just doos
not hit us as much”

J. Behavioural self-control: By deliberately managing the
antecedents and the congequenceas of thelr owr behaviout, people
oan achleve self-control I'or example, Sales managers who have
a steady stream of customer complaints all day could change
the antecedent by having an ansiatant screen all complaints A
allow only exceptions to reach them  The could also manage the
consequences by rewarding themselves with an extia break when
‘h.y remalin calm and collected after intel acting with a purtmulrulv
angry customer. They can avoid paople of situations that they

e
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know will put them under stress. In c:_theriwords, this strategy
involves individuals' controlling the situation instead of Ietting

the situation control them.

4. Cognitive therapy: Besides behavioural self-contrg|
techniques, a number of clinical psychologists have entereg
the stress field in recent years with cognitive therapy
techniques. One study described the approach as follows:

Participants were taught that much of their experienced strain
(anxiety, tension, etc) is caused by their cognitions (“self-talks”).
This part of the treatment programme, then consisted of off-
line lectures and Interactive discussions designed to help
participants, a) recognize events at work and what cognitions
they elicit; (b) become aware of the effects of such cognitions
on their physiological and emotional responses: (c)
systematically evaluate the objective consequences of events

al work; and (d) replace self-defeating cognitions that
unnecessarily arouse strain.

9. Networking: One clear finding that people need and will
Peneﬁt from social support. Applied as a strategy to reduce
Job stress, this would entail forming close associations with

{rusted empathetic co-workers and colleagues who are good
listeners and confidence builders. These friends are there
when needed and provide support to get the person through
str‘gssful situations. Today, such alliances, especially if
deliberately sought out and developed, are called networks.
Although the relationship between social support and stress
reg_uctlon appears complicated, there is some research
evidence that a networking strategy may be able to help people

cope better with job stress and be more effective and
successful managers. '

Il. Organisational Coping Strategies .
: f gies: 1. Create a Supportive
Organisational Climate.2.Enrich the design of tasks. 3.

- Reduce conflict and clarify Organisati '
| _ /rganisational roles. 4. Plan and
develop career paths and provige counselling. i

—
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