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Question1 

Answer: 

Sources iof ileader ipower: 



There i iare i5 isources iof ileader ipower. iWhich iare imost inecessary ifor inay iorganization ifor iits 

istability iin imarket iand ialso ifor imore ibenefit iand imore isecure. ithese ifive isources iare iexplain 

ibelow. 

 Legitimate iPower 
 Reward iPower 
 Coercive iPower 
 Referent iPower 
 Expert iPower 

 
 

 Legitimate iPower: 
 

 i i i i i i i i i i i i i i i i i i i i i i i i i i i iPower ithat iis igiven ito ia iperson ibased ion itheir iposition ior irole iis iknown ias 

ilegitimate ipower i(or ipositional ipower). iIt’s idetermined iby ithe ihierarchy iof ithe iorganization; 

ijunior imanagers ireport ito isenior imanagers iand isenior imanagers ireport ito idirectors. 

 Reward iPower: 
 

 i i i i i i i i i i i i i i i i i i i i i i i i i i iTied iin iclosely iwith ilegitimate ipower, ireward ipower iis ithe iability ithat ione iholds ito 

idole iout iincentives iand icompensation iin ian iorganization. iThis iincludes isalary iraises iand 

ibonuses, ipraise, irecognition, iand ipromotion. iReward ipower ithat iis iused ifairly ican ibe ihighly 

imotivating ito iemployees. iThey’ll ido imore iand ibetter ithings iby igoing ifor ithe irewards iwith ithe 

iknowledge ithat ithey iare iachievable. i 

 Coercive iPower: 
 

 i i i i i i i i i i i i i i i i i i i i i i i i i i i i i iCoercive ipower ican ibe iscary: iit’s iwhat isets iin ithe ifear iof ibeing ipunished ifor ipoor 

iperformance iand ikeeps ius icoming iin iearly iand istaying iat ithe ioffice ilate. iPeople iwho iwield 

icoercive ipower ican iinfluence iothers’ ibehavior iby itheir iability ito ithreaten iand ipunish iothers. 

iThese iactions imight iinclude idemotion, ifiring, iand ireprimanding, ibut ican ialso ibe iless iconcrete 

iand iabusive iin ithe iform iof isocial iostracizing iand ishaming. i 
 

 Referent iPower: 
 

 i i i i i i i i i i i i i i i i i i i i i i iEven iif iyou idon’t ihave iany igranted ipower iin ian iorganization, iyou ican istill iinfluence 

iothers’ ibehavior iand idecision-making. iReferent ipower iis ithe iability ito iinfluence iothers ibecause 

ithey irespect, iadmire, ior ilike iyou. iThere iare imany iways ito iearn ireferent ipower iat iwork. 

iEspecially iif iyou iare inew ito ian iorganization, iyou ican istart ibuilding isocial icapital iright iaway iby 

isaying i“yes” iwhen ipeople iask iyou ito ido ithings. iNever isay, i“No, ithat’s inot imy ijob” i– iespecially ito 
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iyour iboss. iIt’s iOK ito isay ino iwhen iyou ireally ican’t ido isomething i– ijust isay, i“no, ibut…” iand igive 

ianother isolution. 

 Expert ipower: 

 i i i i i i i i i i i i i i i i i i iExpert ipower iis ianother iway ito iearn irespect iand iinfluence iindependently iof ithe 

ihierarchy iof iyour iorganization. iWith iexpert ipower, iyou ihave ithe iability ito iinfluence 

iothers ibecause iof irecognized italent, iabilities, iand iknowledge. iThe ikey ito igaining iexpert 

ipower iis ito iknow iyour ijob: ibe iconscious iof iwhat iyou ineed ito iknow ito ido iyour ijob iwell 

iand ibuild ithose iskills. 

Tastics ileader iuse ito iinfluence: 

Starting iat iinfancy, iwe iall itry ito iget iothers ito ido iwhat iwe iwant. iWe ilearn iearly iwhat 

iworks iin igetting ius ito iour igoals. iInstead iof icrying iand ithrowing ia itantrum, iwe imay ifigure 

iout ithat ismiling iand iusing ilanguage icauses ieveryone iless istress iand ibrings ius ithe 

irewards iwe iseek. 

 i i i i i i i i i i i iPeople iwho iare iconsidered ito ibe iskilled iinfluencers ishare ithe ifollowing iattributes. 

How ioften ido iyou iengage iin ithem? i0 i= inever, i1= isometimes, i2 i= ialways. 

 present iinformation ithat ican ibe ichecked ifor iaccuracy 
 provide ia iconsistent imessage ithat idoes inot ichange ifrom isituation ito isituation 
 display iauthority iand ienthusiasm i(often idescribed ias icharisma) 
 offer isomething iin ireturn ifor icompliance 
 act ilikable 
 show iempathy ithrough ilistening 
 show iyou iare iaware iof icircumstances, iothers, iand iyourself 
 plan iahead 

If iyou iscored i0–6: iYou ido inot iengage iin imuch ieffective iinfluencing ibehavior. iThink iof iways ito 

ienhance ithis iskill. iA igreat iplace ito istart iis ito irecognize ithe iitems ion ithe ilist iabove iand ithink 

iabout iways ito ienhance ithem ifor iyourself. 

If iyou iscored i7–12: iYou iengage iin isome iinfluencing ibehavior. iConsider ithe icontext iof ieach iof 

ithese iinfluence iattempts ito isee iif iyou ishould ibe iusing imore ior iless iof iit idepending ion iyour 

ioverall igoals. 

If iyou iscored i13–16: iYou ihave ia igreat ideal iof iinfluence ipotential. iBe icareful ithat iyou iare inot 

imanipulating iothers iand ithat iyou iare iusing iyour iinfluence iwhen iit iis iimportant irather ithan ijust 

ito iget iyour iown iway. 

 



 

 

 

 

 

Question i2: 

Answer: 

Contingency iplanning: 

Possibility iarranging iis icreating ireactions iin iprogress ifor idifferent icircumstances ithat imight 

iaffect itrade. iIn ispite iof ithe ifact ithat inegative ioccasions ilikely icome ito iintellect ito ibegin iwith, ia 

igreat ipossibility iarrange iought ito imoreover iaddress ipositive ioccasions ithat imight idisturb 

ioperations i- isuch ias ian iawfully iPossibility iarranging iis icreating ireactions iin iprogress ifor idifferent 

icircumstances ithat imight iaffect icommerce. iIn ispite iof ithe ifact ithat inegative ioccasions ilikely 

icome ito iintellect ito ibegin iwith, ia igreat ipossibility iarrange iought ito imoreover iaddress ipositive 

ioccasions ithat imight idisrupt ioperations i- isuch ias ia ireally iexpansive iorder.y ihuge iarrange 

Importance iof iContingency iPlanning: 

Every ibusiness ihas ithe ipossibility iof ia isituation ithat iadversely iimpacts ioperations. isuch ias iloss iof 

icustomers, iloss iof idata, ior ieven ithe iloss iof ithe ibusiness. 

A igood icontingency iplan ishould iinclude iany ievent ithat imight idisrupt ioperations. iHere iare isome 

ispecific iareas ito iinclude iin ithe iplan: 

 Natural idisasters, isuch ias ihurricanes, ifires, iand iearthquakes 
 Crises, isuch ias ithreatening iemployees ior icustomers, ion-the-job iinjuries, iand iworksite 

iaccidents 
 Personnel, isuch ias ideath iof ia isenior imanager, ior iunion imembers igoing ion istrike 
 Data iloss, isuch ias iloss idue ito inatural idisasters, isabotage, ior iother icriminal iaction i(such ias 

ian iattack ion ia iwebsite) 
 Mismanagement, isuch ias itheft, ineglect iof icritical iduties, ior iaccidental idestruction 
 Product iissues, isuch ias ia ihuge iorder ithat irequires ireallocation iof iplant iresources, ior ia 

iproduct irecall 



Building iScenarios: 

Looking iat itrends iand idiscontinuities iand iimagining ipossible ialternative ifutures ito ibuild ia 

iframework iwithin iwhich iunexpected ifuture ievents ican ibe imanaged 

Forces imanagers ito irehearse imentally iwhat ithey iwould ido iif itheir ibest-laid iplans iwere ito 

icollapse. 

Crisis iManagement iPlanning 

 i i i i i i i i i iPrevention: 

– Build itrusting irelationship iwith ikey istakeholders 

– Open icommunication 

Preparation: 

Crisis iManagement iTeam 

Crisis iManagement iPlan 

Establish ian iEffective iCommunications isystem 

 

Central iPlanning i: 

 iTraditional iDepartment i iGroup iof iplanning ispecialists iwho idevelop iplans ifor ithe 

iorganization ias ia iwhole iand iits imajor idivisions iand idepartments iand itypically ireport 

idirectly ito ithe ipresident ior iCEO. 

Decentralized iPlanning i: 

High-Performance iManagers iwork iwith iplanning iexperts ito idevelop itheir iown igoals iand 

iplans i 

 

 

 

Question3: 



Answer: 

Organization i icontrol: 

 i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i iRefers ito ithe iprocess iby iwhich ian iorganization iinfluences iits isubunits 

iand imembers ito ibehave iin iways ithat ilead ito ithe iattainment iof iorganizational igoals iand 

iobjectives. iWhen iproperly idesigned, isuch icontrols ishould ilead ito ibetter iperformance ibecause 

ian iorganization iis iable ito iexecute iits istrategy ibetter. 

 

Four iimportant isteps iinvolved iin iorganizational icontrol iprocess 

 iThe isteps iare: 

 i1. iEstablishing iStandards 

2. iMeasuring iPerformance 

 i3. iComparing iPerformance iagainst iStandards iand iAnalysing iDeviations 

 i4. iTaking iCorrective iAction, iif iNeeded. 

 

 

 

1: iEstablishing iStandards: iThe ifirst istep iin ithe icontrol iprocess iis iestablishment iof istandards 

iof iperformance. iFor ithe ipurpose iof icontrol ia istandard iis idefined ias ia iunit iof imeasurement ithat 

ican iserve ias ia ireference ipoint ifor ievaluating iresults. iThus, iin ia ibroad isense, igoals, iobjectives, 

iquotas, iand iperformance itargets iwill ialso iserve ias i‘standard’ iin ithe icontrol iprocess. iSome 

ispecific istandards iare-sales iquotas, ibudgets, ijob ideadlines, imarket ishare iand iprofit imargins. 

Five icommon itypes iof istandards iare iphysical, itechnical, imonetary, imanagerial 

iand itime: 

(1) iPhysical istandards imight iinclude iquantities iof iproducts ior iservices, inumber iof icustomers ior 

iclients, ior iquality iof iproduct ior iservice. 



(2) iTechnical istandards imight iinclude ispecifying imachine itolerances, iacceptable ilevels iof iquality, 

iitems iproduced iper ihour ion ian iassembly iline iand ibid ispecifications ideveloped iby ithe 

iengineering idepartment. 

(3) iMonetary istandards iare iexpressed iin irupees iand iinclude ilabor icosts, iselling icosts, imaterial 

icosts, isales irevenue, igross iprofits, iand ithe ilike. 

(4) iManagerial istandards iinclude isuch ithings ias ireports, iregulations iand iperformance ievalu-

ation. iAll ithese imust ifocus ionly ion ithe ikey iareas iand ithe ikind iof iperformance irequired ireaching 

ispecific igoals. 

(5) iTime istandards imight iinclude ithe ispeed iwith iwhich ijobs ishould ibe idone iof ithe ideadlines iby 

iwhich ijobs iare ito ibe icompleted. 

Qualitative istandards ialso iplay ian iimportant irole iin ithe icontrol iprocess, ialthough imanagers iand 

isubordinates iare inot ialways iaware iof ithese. iExamples iof inon-quantifiable istandards iare: ian 

iappropriate idress ion ithe ijob, ipersonal ihygiene, ico-operative iattitudes, ihiring iqualified 

ipersonnel, ipromoting ithe ibest iperson, iand iso ion. iIt iis, ihowever, ivery idifficult ito iachieve icontrol 

iover iqualitative istandards. 

2. iMeasuring iPerformance: 

The inext istep iin ithe icontrol iprocess iis iincreasing iperformance. iIn ithis icontext, iperformance 

irefers ito ithat iwhich iwe iare iattempting ito icontrol. iThe imeasurement iof iperformance iis ia 

iconstant, iongoing iactivity ifor imost iorganizations iand ifor icontrol ito ibe ieffective, irelevant 

iperformance imeasures imust ibe ivalid. i 

Performance iitself iis imeasured ionce ithe ifrequency iand iform iof imonitoring isystem iare ideter-

mined. 

(1) iObservation, 

(2) iReports, iboth ioral iand iwritten, 

(3) iAutomatic imethods, 

(4) iInspections, itests, ior isamples. 



3. iComparing iPerformance iagainst iStandards iand iAnalyzing iDeviations: 

 

A icritical icontrol istep iis icomparing iactual iperformance iwith iplanned iperformance. iFacts iabout 

iperformance iabove iare irelatively iuseful. 

So, ithe ifourth istep iin ithe icontrol iis ito icompare imeasured iperformance iagainst ithe istandards 

ideveloped iin iStep i1. iActual iperformance imay ibe ihigher, ilower ior ithe isame ias ithe istandard. iThe 

ikey iissue ihere iis ihow imuch ileeway iis ipermissible ibefore iremedial iaction iis itaken. 

For iscreening icontrol isystems, iit iis iimportant ithat icomparisons ibetween iperformance iand 

istandards ibe imade ifrequently. iThe irationale ifor iusing iscreening icontrol iin ithe ifirst iplace iis ito 

ienable imanagers ito icorrect iproblems iearly iin ithe itransformation iprocess ibefore ierrors ibegin ito 

icompound. iHence, isophisticated ifeedback isystems imay ibe inecessary ito iprovide ipromptly ithe 

iinformation imanagement ineeds ito imake icomparisons. 

It iis iabsolutely iessential ito ianalyze ideviations ito idetermine iwhy ithe istandard iis inot ibeing imet 

iwhen iperformance ifalls ishort iof istandard. iIt iis ireally iimportant idecision imaking ito iidentify ithe 

ireal icauses iof iperformance iproblems irather ithan ijust ithe isymptoms. iManagers ioften imake iuse 

iof istaff iassistance iand ithird iparties ito iaid ithem iin ianalyzing ideviations, iespecially iin iimportant 

imatters. 

 i5. iTaking iCorrective iAction, iIf iNeeded: 

The ifinal istep iin ithe icontrol iprocess iis ito ievaluate iperformance i(via ithe icomparisons imade iin 

iStep i3) iand ithen itake iappropriate iaction. iThis ievaluation idraws iheavily ion ia imanager’s ianalytic 

iand idiagnostic iskills. 

After ievaluation, ione iof ithe ithree iactions iis iusually iappropriate: 

Maintain ithe iStatus iQuo: 

One iresponse iis ito ido inothing, ior imaintain ithe istatus iquo. iThis iaction iis igenerally iappropriate 

iwhen iperformance imore ior iless imeasures iup ito ithe istandard. 

Correct ithe iDeviation: 

It iis imore ilikely ithat isome iaction iwill ibe ineeded ito icorrect ia ideviation ifrom ithe istandard. iIf ithe 

icost-reduction istandard iis i4% iand iwe ihave ithus ifar imanaged ionly ia i1% ireduction, isomething 

imust ibe idone ito iget ius iback ion itrack. iWe imay ineed ito imotivate iour iemployees ito iwork iharder 

ior ito isupply ithem iwith inew imachinery. 



Change iStandards: 

A ifinal iresponse ito ithe ioutcome iof icomparing iperformance ito istandards iis ito ichange ithe 

istandards. iThe istandard imay ihave ibeen itoo ihigh ior itoo ilow ito ibegin iwith. iThis iis iapparent iif 

ilarge inumber iof iemployees iexceeds ithe istandard iby ia iwide imargin ior iif ino ione iever imeets ithe 

istandard. 

 

Question i4: 

Answer: 

Various iName iof iOrganizational iSources iOf iResistance iTo iChange 

There iare iseven isources iof iorganizational ito iresist iof ichanges iwhich iare igiven ibelow.In ithis 

itypes iwe iexplain iall ithe ichanges ivery iwell. 

1. iInsecurity 

 i2. iPossible isocial iloss 

 i3. iEconomic ilosses 

 i4. iInconvenience 

 i5. iResentment iof icontrol 

 i6. iUnanticipated irepercussions 

 i7. iThreats ito iinfluence! 

These iseven itypes iof iorganizational isources iof iresistance ito ichange iare idescribe ibelow. 

1. iInsecurity: 

For ipeople iworking iin ia icomfortable ienvironment ifor iquite isome itime, ia ichange iof ienvironment 

ioften ibrings iabout iuncertainty iand ipeople ino ilonger iknow iexactly iwhat ito iexpect ifrom ithe 

iimplementation iof ichange. iA isense iof iinsecurity iprevails iin ipeople iwho iare isubjected ito ichange 

ifrom ione ienvironment ito ianother. 



2. iPossible isocial iloss: 

Change ihas ia ipotential ito ibring iabout isocial iloss. iThe iinformal iwork igroup imay ibe iextremely 

istrong. iIf ia ichange icauses ian iindividual ito ibe itransferred, ithe ipower iof ithe igroup iis ilikely ito ibe 

idiminished. 

3. iEconomic ilosses: 

ADVERTISEMENTS: 

New itechnology imay ienable ia ifirm ito iproduce ithe isame iamount iwith ifewer iemployees. iEven 

ithough isome iof ithe iemployees irendered isurplus iin isome idepartment ibecause iof iautomation, 

imay ibe iredeployed iand iretained, isome iother iworkers imay isuffer ian ieconomic iloss. 

4. iInconvenience: 

Even iwhen ia ichange iis inot iassociated iwith ia isocial ior ieconomic iloss, inew iprocedure iand 

itechniques imay ihave ito ibe ilearnt. iPhysical iand imental ienergy ineed ito ibe iexpended iand isome 

imay inot ilike ithe isame. 

5. iResentment iof icontrol: 

When iemployees iare itold ithat ia ichange iis ito itake iplace, ithey iare imade ito irealize ithat ithey ido 

inot ihave iany iother ioption iother ithan iimplementing ithe ichange. iThis imay icreate isome 

iresentment ithat iemployees imay inot ihave iany icontrol iover itheir idestiny. 

6. iUnanticipated irepercussions: 

ADVERTISEMENTS: 

Because ithe iorganization iis ia isystem, ia ichange iin ione idepartment ior idivision iis ilikely ito ihave 

iunforeseen irepercussions iin ianother. 



7. iThreats ito iinfluence: 

When ia ichange iis ilikely ito ireduce ithe ipower ibase iof ia igroup, idepartment ior idivision, ieven iif iit iis 

igood ifor ithe iorganization ias ia iwhole, iit iis ilikely ito imeet iresistance iof iemployees iconcerned iwith 

ithe ichange. 

 

 

 

 

 

 

QUESTION iNO i:5 i 

ANSWER: 

TEAM: 

A ismall igroup iof ipeople iwith icomplementary iskills iwho iwork itogether ito iachieve ia ishared 

ipurpose iand ihold ithemselves imutually iaccountable ifor iperformance iresults 

TEAM iWORK: 

the ipurpose iof ipeople iactively iworking itogether ito iaccomplish icommon igoals 

1. synergy 

2. usefulness iof iteam 

3. common iproblem iin iteam 

4. formal iteams 

5. informal igroups 

Team iand iteamwork iroles ifor imanagers: 



 Supervisor iserving ias ithe iappointed ihead iof ia iformal iwork iunit i 

 Network ifacilitator i iserving ias ia ipeer ileader ian inetwork ihub ifor ia ispecial itask iforce i 

 Participant i iserving ias ia ihelpful icontributing imember iof ia iproject iteam i 

 External icoach i iserving ias ithe iexternal iconvenor ior isponsor iof ia iproblem 

 solving iteam istaffed iby iothers 

Usefulness iof iteams: 

 More iresources ifor iproblem isolving i 

 Improved icreativity iand iinnovation i 

 Improved iquality iof idecision imaking i 

 Greater icommitments ito itasks i 

 Higher imotivation ithrough icollective iaction i 

 Better icontrol iand iwork idiscipline i 

 More iindividual ineed isatisfaction 

Common iproblems iin iteams: 

 Personality iconflicts i 

 Individual idifferences iin iwork istyles i 

 Ambiguous iagendas i 

 Ill-defined iproblems i 

 Poor ireadiness ito iwork i 

 Lack iof imotivation i 

 Conflicts iwith iother ideadlines ior ipriorities i 

 Lack iof iteam iorganization ior iprogress i 

 Meetings ithat ilack ipurpose ior istructure i 

 Members icoming ito imeetings iunprepared 
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