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Question 1: What happens when the employees like their job and when they dislike their job?

Ans: Job Satisfaction: Job satisfaction is the feeling and perception of a worker regarding their work and how they feels well in an organization.

· Importance of job satisfaction in Organizational behavior: In organizational behavior job satisfaction is one of the most researched variables in the area of work place. It is the level of contentment a person feels regarding their job. This feeling is mainly based on an individual’s perception of satisfaction.
· Components of attitude:  So there are three components of attitude
1. Affective attitude.

2. Behavioral attitude.

3. Congnitive attitude.
Importance of Employee Satisfaction
Employee satisfaction or job satisfaction is one of the key goals of all HR personnel irrespective of what their individual KRAs are. A satisfied employee is not just a retained employee but an ambassador for the brand, internally and externally. She can help dispel the apprehensions of others and can defend the company in various fora. Happy employees are more loyal to the company and its objectives, they go the extra mile to achieve goals and take pride in their jobs, their teams and their achievements.

The majority of organizations view job satisfaction as dependent on 2 things – salary and ‘recreational activities’. While employees do make an impression based on these parameters, they cannot form the basis of employee engagement. Recently, a study published by Harvard observed that employee engagement programs only serve as a shot in the arm and satisfaction levels dip soon after. What matters is how HR understands the needs of its employees and what it does to bring a match between employee needs and company goals.

Employee Satisfaction:

Employee satisfaction needs to be treated with both short and long-term visions. In the short term, it is directly linked to attrition and employee-organization match. It is important that people perceive the company in a positive light in their early days of employment, else it would not take long for them to look for a change. In the long term, it is more damaging when an employee is not satisfied but continues to work with an organization due to other reasons. The employee starts to look for reasons to dislike the company more. For example, if a bad appraisal is the core reason behind her disappointment, the employee might then perceive that there is favouritism or that the company does not treat her as a valuable asset. Such impressions corrode the value an employee places on the company and this gets projected extrinsically, often among an audience with whom the equity of the organization gets affected.
Employee Dissatisfaction:

A dissatisfied employee expresses her negative perceptions more in external forums than internal ones, for fear of repercussion. And when an existing employee speaks ill of the company, it reduces the prospects of the listener to join the company and the reputation of the organization is impacted. Hence it is also important that HR identify such employees and work towards alleviating their problems and converting negative impressions to positive ones.

Job satisfaction is a very important part of an employee’s lifecycle and motivation to remain loyal to and employed with an organization. A number of activities or tasks of an HR team directly or indirectly influence employee satisfaction levels. Therefore HR must also remember that how a company functions through its policies, senior management and culture will impact how happy employees are and will help it reap financial, cultural and brand equity benefits.
Positive effects of job satisfaction:

The positive effects of job satisfaction include:

1. More efficiency of employees of workplace if they are satisfied with their job.

2. Higher employee loyalty leading to more commitment.

3. Job satisfaction of employees eventually results in higher profits for companies.

4. High employee retention is possible if employees are happy.

Job Satisfaction Factors:
Job satisfaction is related to the psychology of an employee. A happy & content employee at a job is always motivated to contribute more. On the other hand, a dissatisfied employee is lethargic, makes mistakes & becomes a burden to the company. The elements & factors which contribute to job satisfaction are:

1. Compensation & Working conditions: One of the biggest factors of job satisfaction are the compensation and benefits given to an employee. An employee with a good salary, incentives, bonuses, healthcare options etc is happier with their job as compared to someone who doesn’t have the same. A healthy workplace environment also adds value to an employee.

2. Work life balance: Every individual wants to have a good workplace which allow them time to spend with their family & friends. Job satisfaction for employees is often due a good work life balance policy, which ensures that an employee spends quality time with their family along with doing their work. This improves the employee's quality of work life. 

3. Respect & Recognition: Any individual appreciates and feels motivated if they are respected at their workplace. Also, if they are awarded for their hard work, it further motivates employees. Hence recognition is one of the job satisfaction factors.

4. Job security: If an employee is assured that the company would retain them even if the market is turbulent, it gives them immense confidence. Job security is one of the main reasons for job satisfaction for employees.

5. Challenges: Monotonous work activities can lead to dissatisfied employees. Hence, things like job rotation, job enrichment etc can help in job satisfaction of employees as well.

6. Career Growth: Employees always keep their career growth part as a high priority in their life. 

Question 2: a) What is emotional labor and what is the impact of emotional labor on employees?

Ans: Emotional Labor: It is the process of managing feelings and expressions to fulfill the emotional requirements of a job.

· Impact of emotional labor on employees: An employee’s expression of organizationally desired emotions during interpersonal transactions at work.
· Emotional Dissonance: Employees have to project one emotion while simultaneously feeling another. It can be very damaging and lead to burnout.
· Types of Emotions: 

· Felt: the individual’s actual emotions.

· Displayed: required or appropriate emotions.

· Surface Acting: displaying appropriately but not feeling those emotions internally.

· Deep Acting : changing internal feelings to match display rules – very stressful.
b) What is emotional intelligence and what are arguments in favor of and against emotional intelligence?
· Emotional Intelligence: It is a person’s ability to:
· Be self-aware.
· Recognizing own  emotions when experienced.
· Detect emotions in others.
· Manage emotional cues and information.
· In favor of emotional intelligence: 
· Intuitive appeal;
· Predicts criteria that matter;
· Is biologically-based.
· Against of emotional intelligence: 
· Too vague a concept;
· Can’t be measured;
· Its personality by a different name.
Question 3: What is personality and which personality traits are relevant to organizational behavior?

Ans: Personality: The dynamic organization within the individual of those psychophysical systems that determine his unique adjustments to his environment.

                                   OR

“The sum of total ways in which an individual reacts and interacts with others, the measurable traits a person exhibits.

· Measuring Personality:
· Helpful in hiring decisions.
· Most common method: self reporting surveys.
· Observer-ratings surveys provide an independent assessment of personality –often better predicators.
· Personality traits: Enduring characteristics that describe an individual’s behavior.
· Two dominant frameworks used to describe personality:
1. Myers-Briggs Type Indicator.

2. Big five model. 

· The Myers-Briggs Type Indicator: 
· Most widely used instrument in the world.

	EXTROVERTED:

Social and Assertive
	INTROVERTED:
Quiet and Shy

	SENSING:

Practical and Orderly
	INTUITIVE:
Unconscious Processes

	THINKING:

Use reason and Logic
	FEELING:
Uses Values and Emotions

	JUDGING:
Want Order and Structure

	PERCEIVING:
Flexible and Spontaneous.


· Big five model:
	1.Extroversion
	· Sociable, gregarious , and assertive

	2.Agreeableness
	· Good-natured , cooperative , and trusting

	3.Conscientiousness
	· Responsible , dependable , persistent , and organized

	4.Emotional stability

5.Openness to Experience
	· Calm , Self-confident, secure under stress(positive) , versus nervous, depressed, and insecure under stress (negative)

· Curious, imaginative, artistic, and sensitive


· Relevant personality traits to organizational behavior:
· How the big five affects the personality traits: Researchers has shown this to be a better framework.

· Highly conscientious people develop more job knowledge , exert greater effort, and have better performance.

· Other big five traits also have implications for work.

· Emotional stability is related to job satisfaction.

· Extroverts tend to be happier in their jobs and have good social skills.

· Open people are more creative and can be good leaders.

· Agreeable people are good in social settings.

· Machiavellianism: A pragmatic, emotionally distant power-player who believes that ends justify the means.
· Risk Taking:
· The willingness to take chances.

· May be best to align propensities with job requirement.

· Risk takers make faster decisions with less information.

Question 4: What are values and what is the importance of values?

Ans: Values: It represents basic, enduring convictions that “a specific mode of conduct or end-state of existence is personally or socially preferable to an opposite or converse mode of conduct or end-state of existence”
· Value Systems:

· Represents a prioritizing of individual values by:
1. Content – importance to the individual.
2. Intensity – relative importance with other values.
· The hierarchy tends to be relatively stable.
· Values are foundation for attitudes, motivation, and behavior.
· Influence perception and cloud objectively.
· Example of value:

Familiar examples of values are wealth, loyalty, independence, equality, justice, fraternity and friendliness.
Familiar examples of values are wealth, loyalty, independence, equality, justice, fraternity and friendliness. These are generalized ends consciously pursued by or held up to individuals as being worthwhile in them.
It is not easy to clarify the fundamental values of a given society because of their sheer breadth.
· Characteristics of value:
The characteristics of values are:

· These are extremely practical, and valuation requires not just techniques but also an understanding of the strategic context.

· These can provide standards of competence and morality.

· These can go beyond specific situations or persons.

· Personal values can be influenced by culture, tradition, and a combination of internal and external factors.

· These are relatively permanent.

· These are more central to the core of a person.

· Most of our core values are learned early in life from family, friends, neighborhood school, the mass print, visual media and other sources within the society.

· Values are loaded with effective thoughts about ideas, objects, behavior, etc.

· They contain a judgmental element in that they carry an individual’s ideas as to what is right, good, or desirable.

· Values can differ from culture to culture and even person to person.

· Values play a significant role in the integration and fulfillment of man’s basic impulses and desire stably and consistently appropriate for his living.

· They are generic experiences in social action made up of both individual and social responses and attitudes.

· They build up societies, integrate social relations.

· They mold the ideal dimensions of personality and depth of culture.

· They influence people’s behavior and serve as criteria for evaluating the actions of others.

· They have a great role to play in the conduct of social life. They help in creating norms to guide day-to-day behavior.

The values of a culture may change, but most remain stable during one person’s lifetime.

Socially shared, intensely felt values are a fundamental part of our lives. These values become part of our personalities. They are shared and reinforced by those with whom we interact.

Since values often strongly influence both attitude and behavior, they serve as a kind of personal compass for employee conduct in the workplace.

These help to determine whether an employee is passionate about work and the workplace, which in turn can lead to above-average returns, high employee satisfaction, strong team dynamics, and synergy.

· Importance of value:
· 
It influences our perception.

· Value helps to understand what ought to be or what ought not to be.

· It contains interpretations of right or wrong.

· These influence attitudes and behavior.

· It implies that certain behaviors on outcomes are preferred over others.

· These allow the members of an organization to interact harmoniously. These make it easier to reach goals that would be impossible to achieve individually.

· These are goals set for achievements, and they motivate, define and color all our activities cognitive, affective add connective.

· They are the guideposts of our lives, and they direct us to who we want to be.

· Values and morals can not only guide but inspire and motivate a person, give energy and a zest for living and for doing something meaningful.

Actually, values are important to the study of organizational behavior because they lay the foundation for the understanding of attitudes and motivation.

Individuals enter an organization with preconceived notions of what “ought” or what “ought not” to be. Of course, these notions are not value free.

These are part of the makeup of a person. They remind us as to what is important in our lives, such as success or family, but also, by virtue of their presence, they provide contrast to what is not important.
· Sources of Value:
· Sources of values are;

· Family: Family is a great source of values. A child leams his first value from his family.

· Friends & peers: Friends and peers play a vital role in achieving values.

· Community or society: As a part of society, a person leams values from society or different groups of society.

· School: As a learner, school and teachers also play a very important role in introducing values.

· Media: Media such as – Print media, Electronic media also play the role of increasing values in the mind of people.

· Relatives: Relative also helps to create values in the minds of people.

· Organization: Different organizations and institutions also play a vital role in creating value.

