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Q1. Since behaviour is generally predictable, there is no need to formally study OB". Do you agree 

with this statement? What are the challenges and opportunities of OB in the current times? 

Ans. The statement "Since behavior is generally predictable, there is no need to formally study 

Organizational Behavior (OB)" is an oversimplification that disregards the complexity and significance 

of studying OB. While it is true that certain aspects of behavior can be predictable to some extent, 

human behavior within organizations is influenced by numerous factors, making it a dynamic and 

multifaceted field of study. 

Here are some points to consider: 

Complexity of human behavior: Human behavior is influenced by various factors such as personality 

traits, motivations, cultural backgrounds, social norms, and individual differences. These factors 

interact in unique ways, leading to a wide range of behaviors that are not always predictable. By 

studying OB, researchers gain insights into the underlying mechanisms of human behavior, enabling 

them to understand and predict patterns more effectively. 

Changing dynamics: Organizations operate in an ever-changing environment, influenced by 

technological advancements, globalization, and societal shifts. These changes impact individual and 

group behavior within organizations. Studying OB helps in understanding how these factors affect 

behavior, enabling organizations to adapt and respond effectively to emerging challenges. 

Organizational effectiveness: Understanding OB helps organizations enhance productivity, employee 

satisfaction, and overall performance. By studying topics such as motivation, leadership, teamwork, 

and decision-making, OB provides frameworks and tools to optimize organizational processes and 

promote a positive work environment. Ignoring the study of OB may lead to missed opportunities for 

improving organizational outcomes. 

Conflict resolution and diversity management: OB explores topics like organizational culture, power 

dynamics, and diversity management. These aspects are crucial in creating an inclusive work 

environment and resolving conflicts that may arise due to differences in perspectives, values, or 

interests. By studying OB, organizations can develop strategies to promote diversity, equity, and 

inclusion, fostering a more harmonious and productive workplace. 

Ethical considerations: OB research also addresses ethical considerations within organizations. Topics 

such as ethical decision-making, corporate social responsibility, and ethical leadership are explored in 

OB studies. By understanding ethical dimensions and potential dilemmas, organizations can develop 

ethical guidelines and practices to ensure responsible behavior and prevent misconduct. 

In summary, while there may be certain predictable aspects of behavior, studying OB is essential for 

organizations to navigate the complexities of human behavior, adapt to changing dynamics, improve 

organizational effectiveness, manage diversity, resolve conflicts, and address ethical considerations. 

The challenges and opportunities of OB lie in continually exploring and integrating new research 



 

 

findings to enhance our understanding of human behavior in organizations and applying that 

knowledge to promote positive organizational outcomes. 
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Q1 a What impact does the personality type have on the organizations? Explain. 

Ans. Personality types have a significant impact on organizations in several ways. Here are some key 

impacts that personality types can have: 

Work behavior and performance: Personality influences how individuals approach their work and 

interact with others. For example, extraverts tend to be outgoing and seek social interactions, which 

can make them effective in roles that require networking, sales, or team collaboration. On the other 

hand, introverts may excel in tasks that require focus, concentration, and independent work. 

Different personality types may also have varying levels of motivation, resilience, and goal 

orientation, which can impact their overall job performance. 

Team dynamics: In team settings, understanding the diverse personalities of team members is crucial 

for effective collaboration. Personality traits such as agreeableness, conscientiousness, and openness 

to experience can affect how individuals communicate, make decisions, and contribute to the team. 

Teams composed of individuals with complementary personality traits and skills are more likely to 

leverage their strengths and work cohesively, leading to improved team performance. Conversely, 

conflicts and misunderstandings may arise if personality differences are not properly managed. 

Leadership styles: Personality types significantly influence leadership styles. Different personalities 

may exhibit varying leadership approaches, such as transformational, transactional, democratic, or 

autocratic styles. For instance, leaders with high extraversion and charisma may excel in motivating 

and inspiring their teams, while leaders with high conscientiousness may focus on detail-oriented 

planning and organization. Understanding the personality profiles of leaders and their teams can 

help organizations identify effective leadership strategies and develop leaders who can leverage their 

unique strengths. 

Organizational culture: The collective personality traits of individuals within an organization 

contribute to its overall culture. Organizational culture encompasses shared values, norms, beliefs, 

and behaviors. For example, an organization composed of highly competitive and achievement-

oriented individuals may foster a culture of high performance and ambition. In contrast, 

organizations with a focus on collaboration and cooperation may prioritize teamwork and 

relationship-building. Personality types can shape the culture by influencing the behaviors and 

attitudes of individuals and their alignment with the organization's values. 

Employee satisfaction and engagement: Personality compatibility between individuals and their 

work environment plays a role in employee satisfaction and engagement. When employees' 

personalities align with the nature of their tasks, work environment, and organizational values, they 

are more likely to experience job satisfaction and engagement. For example, individuals with a strong 

need for autonomy and independence may thrive in roles that allow them to work autonomously, 

while those who value social interactions may find fulfillment in customer-facing or team-oriented 

positions. 



 

 

It is important to note that personality types should not be used as the sole determinant for hiring, 

promotion, or team composition decisions. Individual differences go beyond personality types, and 

other factors like skills, knowledge, and experience also contribute to success within an organization. 

However, understanding and considering personality types can provide valuable insights for 

managing individuals and teams, fostering a positive work environment, and maximizing individual 

and collective performance. 

 

 

Q1 b Do attitudes affect an individual behaviour? What is the role of a manger in changing the 

attitudes of employees? 

Ans. Yes, attitudes do affect an individual's behavior. Attitudes refer to an individual's feelings, 

beliefs, and evaluations towards people, objects, or situations. They influence how individuals 

perceive and respond to their environment, shaping their behavior in various contexts, including the 

workplace. Here's how attitudes impact behavior: 

Behavioral intentions: Attitudes influence an individual's behavioral intentions, which are the 

conscious plans or motivations to engage in certain actions. Positive attitudes towards a task, job, or 

organization are likely to result in higher motivation and a willingness to exert effort in performing 

the associated behaviors. Conversely, negative attitudes can lead to reduced motivation and lower 

commitment, potentially affecting the quality and productivity of work. 

Consistency principle: People tend to behave in ways that are consistent with their attitudes in order 

to maintain internal consistency and reduce cognitive dissonance. If an individual holds a positive 

attitude towards punctuality, they are more likely to arrive on time for work. Similarly, if someone 

has a negative attitude towards teamwork, they may be less likely to actively participate or 

collaborate effectively within a team. 

Perception and interpretation: Attitudes influence how individuals perceive and interpret 

information and events. People with positive attitudes may have a more favorable perception of their 

work environment, colleagues, or organizational policies, leading to more positive behaviors. 

Conversely, individuals with negative attitudes may interpret situations in a more pessimistic or 

critical manner, which can affect their behavior and interactions with others. 

The role of a manager in changing the attitudes of employees can be crucial in fostering a positive 

work environment and influencing behavior. Here are some strategies managers can employ: 

Communication and information sharing: Managers can communicate openly, providing accurate 

and transparent information to employees. By sharing the rationale behind decisions, organizational 

goals, and changes, managers can help employees understand the context and potentially reshape 

their attitudes. 

Leading by example: Managers should embody the attitudes and behaviors they wish to see in their 

employees. When managers consistently demonstrate positive attitudes, such as respect, integrity, 

and a focus on collaboration, they can inspire employees to emulate these behaviors. 

Feedback and recognition: Managers can provide constructive feedback and recognition to reinforce 

positive attitudes and behaviors. Recognizing and appreciating employees' efforts and achievements 

can foster a sense of satisfaction and motivate them to maintain or improve their positive attitudes. 



 

 

Training and development: Managers can provide training and development opportunities that 

address employees' attitudes and behaviors. By offering workshops or coaching sessions focused on 

areas such as communication skills, teamwork, or conflict resolution, managers can help employees 

develop the necessary skills and perspectives to adopt more positive attitudes. 

Creating a supportive work environment: Managers should strive to create a work environment that 

supports positive attitudes and behaviors. This can include promoting work-life balance, encouraging 

employee involvement in decision-making processes, fostering a culture of respect and fairness, and 

providing resources and support to enhance job satisfaction. 

It's important to note that changing attitudes is a gradual process, and managers should approach it 

with sensitivity and respect for individual differences. Managers cannot control or manipulate 

employees' attitudes directly, but by creating a positive work environment, promoting open 

communication, and providing the necessary support, they can influence employees' attitudes and 

foster behavioral changes that align with organizational goals. 

 

 

Q2 a Briefly explain the factors that affect perception. 

Ans. Perception refers to how individuals interpret and make sense of the information they receive 

from their environment. Several factors can influence perception. Here are some key factors that 

affect perception: 

Personal characteristics: Personal characteristics, including past experiences, knowledge, values, 

beliefs, and attitudes, shape an individual's perception. People's unique backgrounds and subjective 

filters influence how they interpret and attribute meaning to incoming sensory information. 

Selective attention: Selective attention refers to the tendency to focus on specific aspects of the 

environment while ignoring or filtering out others. People tend to pay attention to information that 

aligns with their interests, needs, or expectations. Consequently, selective attention can influence 

what individuals perceive and remember. 

Perceptual organization: Perceptual organization refers to how individuals organize and group 

sensory stimuli into meaningful patterns. Gestalt principles, such as proximity, similarity, closure, and 

continuity, play a role in how individuals perceive and interpret information. These principles help 

people make sense of fragmented or incomplete information by perceiving it as a whole. 

Cultural and social influences: Cultural and social factors significantly impact perception. Cultural 

norms, values, and beliefs shape individuals' perception of the world. Similarly, social contexts, 

including social norms, peer influence, and group dynamics, can affect how individuals perceive and 

interpret information. People may conform to group opinions or be influenced by societal 

expectations. 

Emotional state: Emotions can influence perception by shaping attention, interpretation, and 

memory processes. For example, individuals in a positive emotional state may perceive their 

environment more positively and notice positive aspects more readily. Conversely, negative emotions 

can lead to a bias towards perceiving negative or threatening stimuli. 

Context and situational factors: The context and situational factors in which perception occurs can 

influence how individuals perceive information. The physical environment, timing, social context, and 



 

 

the presence of distractions can all affect perception. For example, a loud and chaotic environment 

may hinder accurate perception, while a calm and focused setting may enhance it. 

Biases and stereotypes: Preconceived biases and stereotypes can distort perception. These biases 

are based on generalizations, assumptions, or stereotypes about individuals or groups. Biases can 

lead to perceptual errors, such as making assumptions about someone based on their gender, race, 

or age, rather than evaluating them as individuals. 

It's important to note that perception is subjective and can vary from person to person. Different 

individuals may interpret the same information differently due to these factors. Understanding the 

factors that influence perception can help individuals and organizations become more aware of 

potential biases and improve communication and understanding among people with diverse 

perspectives. 

 

 

Q2 b Explain the socialization process in the context of familiarizing the employees to the 

organizational culture. 

Ans. The socialization process in the context of familiarizing employees with organizational culture 

refers to the process by which new employees learn and internalize the values, norms, beliefs, and 

behaviors that are prevalent within an organization. It is a critical process for integrating newcomers 

into the existing organizational culture and helping them adapt to their roles and responsibilities. 

Here are the key components and stages of the socialization process: 

Pre-arrival stage: The pre-arrival stage begins before employees join the organization and involves 

their initial perceptions and expectations. During this stage, individuals develop a set of anticipatory 

socialization based on information obtained from various sources, such as recruitment materials, 

interviews, or word-of-mouth. These expectations may shape how they approach their new 

organizational culture. 

Encounter stage: The encounter stage occurs when new employees formally join the organization. It 

involves the initial interaction and adjustment period as they begin to experience the organizational 

culture firsthand. Newcomers start to learn about the formal and informal norms, values, and 

expectations of the organization through their interactions with colleagues, supervisors, and the 

work environment. 

Metamorphosis stage: The metamorphosis stage is when employees begin to internalize and adopt 

the organizational culture. They assimilate into the culture, align their values and behaviors with 

those of the organization, and establish their own identity within the organizational context. At this 

stage, employees become more proficient in their roles, build relationships, and contribute to the 

organization's goals. 

During the socialization process, several methods and practices can facilitate the familiarization of 

employees with organizational culture: 

Orientation programs: Organizations often have orientation programs for new employees, providing 

information about the organization's mission, vision, values, policies, and procedures. These 

programs serve as an introduction to the organizational culture and help employees understand the 

expectations and norms. 



 

 

Mentoring and buddy systems: Pairing new employees with experienced mentors or buddies can be 

valuable in socializing them into the organizational culture. Mentors provide guidance, support, and 

insights into the informal norms and practices, helping newcomers navigate their roles more 

effectively. 

Training and development: Providing training and development opportunities that focus on the 

organization's culture and values can help reinforce the desired behaviors. This can include 

workshops, seminars, or e-learning modules that promote an understanding of the organizational 

culture and its significance. 

Role modeling: Managers and leaders play a crucial role in modeling the desired behaviors and 

values of the organizational culture. When leaders exemplify the culture through their actions, 

decisions, and communication, it creates a strong influence on how new employees perceive and 

embrace the culture. 

Organizational communication: Effective communication channels within the organization can 

facilitate the socialization process. Regular communication of organizational values, goals, and 

successes helps employees align their behaviors with the cultural expectations. Transparent 

communication also fosters a sense of belonging and trust. 

Organizational rituals and ceremonies: Rituals and ceremonies, such as welcoming events, team-

building activities, or recognition programs, can reinforce the organizational culture and create a 

sense of shared identity and belonging among employees. 

The socialization process is an ongoing and dynamic process, as employees continue to adapt, learn, 

and evolve within the organizational culture. By consciously facilitating the socialization process, 

organizations can help employees develop a strong connection with the culture, leading to higher job 

satisfaction, commitment, and alignment with organizational goals. 
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Q2 a Job related attitudes are significant for understanding organizational behaviour. Explain this 

statement. 

Ans. The statement "Job-related attitudes are significant for understanding organizational behavior" 

highlights the importance of studying attitudes in the context of organizational behavior. Job-related 

attitudes refer to employees' beliefs, feelings, and evaluations regarding their work, job satisfaction, 

organizational commitment, and engagement. Here's an explanation of why job-related attitudes are 

significant for understanding organizational behavior: 

Job satisfaction: Job satisfaction is a critical attitude that reflects employees' overall feelings and 

attitudes towards their work. It encompasses factors such as satisfaction with work tasks, 

relationships with colleagues, compensation, opportunities for growth, and work-life balance. 

Understanding job satisfaction helps organizations gauge the level of employee contentment, 

identify potential areas of improvement, and predict employees' intentions to stay or leave the 

organization. Job satisfaction is associated with various behavioral outcomes, including job 

performance, turnover intentions, and organizational citizenship behavior. 



 

 

Organizational commitment: Organizational commitment refers to the degree of loyalty, 

identification, and attachment employees feel towards their organization. It reflects their 

psychological connection, shared values, and willingness to exert effort for the organization's success. 

High levels of organizational commitment are associated with positive work behaviors, such as higher 

job performance, lower turnover intentions, and increased organizational citizenship behavior. 

Conversely, low levels of commitment may lead to reduced engagement, lower productivity, and 

higher turnover rates. 

Employee engagement: Employee engagement is an attitude that represents the extent to which 

employees are emotionally invested, motivated, and enthusiastic about their work. Engaged 

employees exhibit high levels of energy, dedication, and absorption in their tasks. They are more 

likely to go above and beyond their job requirements, contribute to the organization's success, and 

foster a positive work environment. Understanding employee engagement helps organizations 

identify factors that promote or hinder engagement and develop strategies to enhance it. 

Perception of organizational justice: Organizational justice refers to employees' perceptions of 

fairness within the organization. It encompasses distributive justice (perceived fairness of outcomes), 

procedural justice (perceived fairness of decision-making processes), and interactional justice 

(perceived fairness of interpersonal treatment). These perceptions significantly influence employees' 

attitudes, motivation, and behavior. Positive perceptions of organizational justice contribute to 

higher job satisfaction, organizational commitment, and trust, while negative perceptions can lead to 

lower job satisfaction, increased turnover intentions, and reduced performance. 

Psychological contract: The psychological contract refers to the unwritten expectations, beliefs, and 

obligations between employees and their organization. It includes employees' perceptions of what 

they are entitled to receive (e.g., fair treatment, career advancement opportunities) and what they 

are expected to contribute (e.g., effort, loyalty). Understanding employees' psychological contract 

helps organizations manage expectations, maintain trust, and align employee-organization 

relationships. 

By studying job-related attitudes, researchers and organizations gain insights into employees' 

perceptions, emotions, and motivations, providing a comprehensive understanding of their behavior 

within the organization. It helps identify factors that influence job satisfaction, commitment, 

engagement, and perceptions of fairness, enabling organizations to develop strategies to enhance 

positive attitudes, promote employee well-being, and improve organizational outcomes. Additionally, 

understanding job-related attitudes can inform the design of effective HR policies, talent 

management practices, and leadership approaches that contribute to a positive organizational 

culture and foster employee satisfaction and productivity. 

 

 

Q2 b Define Group dynamics. What factors influence group cohesiveness? 

Ans. Group dynamics refers to the interactions, relationships, and processes that occur within a 

group, influencing its overall functioning, decision-making, and productivity. It involves the study of 

how individuals within a group interact, communicate, and influence one another, as well as the 

collective behaviors and patterns that emerge as a result. Group dynamics can encompass various 

aspects, such as communication patterns, power dynamics, leadership roles, and the overall 

atmosphere and synergy within the group. 



 

 

Factors that influence group cohesiveness, which refers to the degree of attraction and unity among 

group members, include: 

Shared goals and objectives: When group members have a common purpose, vision, or goal, it 

enhances cohesiveness. Having a shared direction and working towards a common objective fosters 

a sense of unity and cooperation among group members. 

Interdependence and collaboration: Group members who rely on each other to achieve their 

individual and collective goals tend to develop stronger bonds and cohesiveness. When individuals 

recognize that their success is linked to the success of the group as a whole, they are more likely to 

collaborate and support one another. 

Communication and interaction patterns: Effective and open communication within the group 

contributes to cohesiveness. When group members have opportunities to share ideas, express their 

opinions, and engage in constructive discussions, it fosters a sense of belonging and strengthens 

interpersonal relationships. 

Group size: Group cohesiveness can be influenced by the size of the group. Smaller groups often 

have a higher likelihood of cohesiveness as it is easier for members to interact, communicate, and 

build relationships. Larger groups may face challenges in maintaining cohesiveness due to reduced 

individual participation and a potential lack of personal connections. 

Leadership and group norms: The leadership style and behaviors of the group leader play a role in 

group cohesiveness. A leader who promotes collaboration, inclusiveness, and supportive 

relationships tends to enhance cohesiveness. Additionally, the establishment of positive group 

norms, such as respect, trust, and cooperation, can foster a cohesive group culture. 

External threats or challenges: Groups may develop higher cohesiveness when facing external 

threats or challenges. The presence of external challenges or competition can create a shared sense 

of purpose and increase cooperation among group members to overcome obstacles. 

Homogeneity and diversity: Group cohesiveness can be influenced by the level of homogeneity or 

diversity among group members. Homogeneous groups, with members who share similar 

characteristics or backgrounds, may experience higher levels of cohesiveness due to perceived 

similarity and shared experiences. However, diverse groups can also foster cohesiveness if they 

effectively manage and leverage their differences through inclusive and respectful interactions. 

It's important to note that the factors influencing group cohesiveness can vary depending on the 

specific context, goals, and dynamics of the group. Understanding these factors can help leaders and 

group members foster a positive and cohesive group environment, leading to improved 

collaboration, communication, and overall performance. 

 

 

Q3 a Explain the concept of organisational conflict and discuss the important strategies of conflict 

resolution. 

Ans. Organizational conflict refers to the disagreement, tension, or opposition that arises between 

individuals or groups within an organization. It occurs when there are incompatible goals, differences 

in opinions or values, scarce resources, or perceived unfairness. While conflict is often viewed 

negatively, it can also present opportunities for growth, innovation, and improved decision-making 



 

 

when managed effectively. Here are some important strategies for conflict resolution in 

organizations: 

Communication and active listening: Effective communication is crucial for resolving conflicts. 

Encourage open and honest dialogue among parties involved in the conflict. Actively listen to each 

other's perspectives, seeking to understand and empathize with their viewpoints. Clarify 

misunderstandings and promote constructive communication to find common ground. 

Collaboration and problem-solving: Encourage a collaborative approach to conflict resolution. 

Instead of viewing conflict as a win-lose situation, focus on problem-solving and finding mutually 

beneficial solutions. Encourage parties to work together to identify and analyze the underlying 

issues, generate alternative solutions, and reach consensus. This approach promotes cooperation, 

creativity, and a sense of ownership in the resolution process. 

Mediation and facilitation: In situations where conflicts are escalating or parties are unable to 

resolve the issues independently, consider involving a neutral third party as a mediator or facilitator. 

The mediator helps facilitate communication, promotes understanding, and guides parties towards a 

mutually agreeable resolution. Mediation can be particularly effective in resolving complex or 

emotionally charged conflicts. 

Negotiation and compromise: Negotiation involves a process of give-and-take to find a middle 

ground that satisfies the interests and needs of all parties involved. Encourage parties to identify 

their key interests and explore potential trade-offs. Promote a collaborative negotiation approach 

that emphasizes finding mutually acceptable compromises. 

Conflict resolution training and education: Provide employees with training and education on 

conflict resolution techniques and skills. This helps individuals develop better communication, 

negotiation, and problem-solving abilities. By equipping employees with conflict resolution skills, 

organizations empower them to handle conflicts more effectively and prevent them from escalating. 

Clear policies and procedures: Establish clear policies and procedures for addressing conflicts within 

the organization. Clearly communicate these guidelines to employees, ensuring they understand the 

available channels for conflict resolution. This clarity helps create a sense of fairness and consistency 

in dealing with conflicts and reduces ambiguity. 

Emphasize shared values and common goals: Remind conflicting parties of their shared 

organizational values and common goals. By focusing on the bigger picture and reminding individuals 

of their shared purpose, it becomes easier to shift the focus from personal differences to collective 

interests. Emphasizing common ground promotes unity and collaboration. 

Emotional intelligence and empathy: Develop emotional intelligence within the organization, as it 

plays a significant role in conflict resolution. Encourage individuals to understand their own emotions 

and those of others. Foster empathy, which allows individuals to see the situation from the 

perspective of others, promoting understanding and fostering more constructive interactions. 

Organizational culture and climate: Foster an organizational culture that values open 

communication, respect, and collaboration. A positive and supportive work environment can 

minimize the occurrence of conflicts and facilitate their resolution. Encourage a culture that 

embraces diversity of thought and encourages constructive debates. 

Continuous improvement and learning: Conflict resolution should be seen as an ongoing process of 

learning and improvement. Encourage individuals and teams to reflect on conflicts, identify lessons 



 

 

learned, and implement changes to prevent similar conflicts in the future. This approach creates a 

culture of continuous learning and growth. 

By employing these conflict resolution strategies, organizations can effectively manage conflicts, 

promote positive relationships, enhance teamwork, and foster a healthy and productive work 

environment. 

 

 

Q3 b Briefly explain the techniques that management may use to overcome resistance to change. 

Ans. When introducing change in an organization, it is common to encounter resistance from 

employees. To overcome resistance to change, management can employ several techniques: 

Effective communication: Open and transparent communication is crucial in addressing resistance to 

change. Management should clearly explain the reasons behind the change, its benefits, and how it 

aligns with the organization's goals. By providing regular updates, addressing concerns, and soliciting 

feedback, management can help employees understand the need for change and reduce resistance. 

Participation and involvement: Involving employees in the change process can help alleviate 

resistance. Encourage employees to participate in decision-making, problem-solving, and planning 

related to the change. By involving them from the early stages, employees feel a sense of ownership 

and are more likely to support and embrace the change. 

Education and training: Providing education and training on the new processes, systems, or skills 

required for the change can help employees feel more confident and capable. Offering workshops, 

seminars, or coaching sessions can address concerns and equip employees with the necessary 

knowledge and skills to adapt to the change effectively. 

Addressing concerns and fears: Understand and address employees' concerns, fears, and resistance 

to change. Listen actively to their feedback and empathize with their perspective. Addressing 

individual concerns and providing support can help alleviate resistance and build trust. 

Leading by example: Management should lead by example and demonstrate their commitment to 

the change. When employees see leaders embracing and implementing the change themselves, it 

reinforces the importance of the change and encourages others to follow suit. 

Building a support network: Encourage the formation of support networks or change champions 

within the organization. These individuals can serve as advocates for the change, providing guidance, 

motivation, and support to their peers. They can address questions, share success stories, and help 

overcome resistance. 

Incentives and rewards: Consider offering incentives or rewards to employees who adapt to the 

change effectively. Recognizing and rewarding employees for their efforts can reinforce positive 

behavior and create a sense of motivation and engagement towards the change. 

Gradual implementation and feedback loops: Implementing change gradually and providing 

feedback loops can help manage resistance. Breaking down the change into smaller, manageable 

steps allows employees to adjust gradually. Regularly seek feedback from employees, address 

challenges, and make necessary adjustments based on their input. 



 

 

Continuous evaluation and improvement: Continuously evaluate the change process and its impact. 

Collect data, measure outcomes, and assess employee satisfaction and engagement. Use this 

feedback to make improvements, address any lingering resistance, and reinforce the benefits of the 

change. 

It's important to note that every organization and change initiative is unique, and the techniques 

employed may vary depending on the specific context. By considering these techniques and tailoring 

them to the organization's needs, management can overcome resistance to change and foster a 

smoother transition towards the desired organizational outcomes. 

 

 

Q3. Stress is a dynamic condition supposed to accompany opportunities and yet is characterized by 

emotional exhaustion and diminished personal accomplishment" 

Comment in the context of both individual and organizational well-being. 

Ans. The statement highlights the complex nature of stress, which can be both a response to 

opportunities and a source of emotional exhaustion and reduced personal accomplishment. Let's 

examine its implications for individual and organizational well-being: 

Individual Well-being: 

Opportunities and Challenges: Stress can arise from the pursuit of opportunities or when individuals 

face challenging situations. While opportunities may bring excitement and motivation, they can also 

create pressure and anxiety. The desire to succeed or meet high expectations can contribute to stress 

levels. 

Emotional Exhaustion: Stress can lead to emotional exhaustion, where individuals feel drained, 

overwhelmed, and emotionally depleted. The demands and pressures of work or personal life can 

take a toll on mental and emotional well-being, leading to burnout and reduced overall satisfaction. 

Diminished Personal Accomplishment: Experiencing chronic stress can diminish an individual's sense 

of personal accomplishment. When stress levels are consistently high, it can erode confidence, self-

efficacy, and the belief in one's abilities. This can negatively impact an individual's motivation, 

productivity, and job satisfaction. 

Organizational Well-being: 

Stress as an Indicator: The presence of stress can serve as an indicator of potential issues within an 

organization. High levels of stress among employees may signal inadequate resources, excessive 

workload, poor job design, lack of support, or ineffective management practices. Recognizing and 

addressing these underlying factors can contribute to improving organizational well-being. 

Impact on Performance: Chronic stress can negatively impact employee performance and 

productivity. When individuals experience emotional exhaustion and reduced personal 

accomplishment, their ability to focus, make decisions, and perform at their best can be 

compromised. This can have a detrimental effect on the overall organizational performance and 

success. 

Employee Engagement and Retention: Chronic stress can erode employee engagement and 

contribute to higher turnover rates. When individuals feel overwhelmed and emotionally drained, 



 

 

their commitment to the organization may diminish. Creating a supportive work environment that 

addresses stress and promotes well-being can enhance employee engagement, satisfaction, and 

retention. 

Organizational Culture and Support: Organizations that prioritize employee well-being and create a 

culture of support can mitigate the negative effects of stress. Providing resources, such as employee 

assistance programs, wellness initiatives, and flexible work arrangements, demonstrates a 

commitment to employee well-being and helps individuals better manage and cope with stress. 

In summary, stress can be both a response to opportunities and a challenge to individual and 

organizational well-being. While opportunities can generate excitement, stress can also lead to 

emotional exhaustion and reduced personal accomplishment. It is important for individuals and 

organizations to recognize the impact of stress and take proactive measures to support well-being, 

manage workload, and foster a positive work environment. By doing so, individuals can better 

navigate stress, maintain their well-being, and contribute to the overall success and effectiveness of 

the organization. 

 

 

Q4 a Need and motivation are inter-related and inter-dependent" Enumerate the statement 

bringing out the meaning and process of motivation. 

Ans. The statement "Need and motivation are inter-related and inter-dependent" highlights the 

connection between needs and motivation. Here is an enumeration of the statement, explaining the 

meaning and process of motivation: 

Needs: Needs are the fundamental physiological or psychological requirements that individuals 

experience. These needs can include basic survival needs like food, water, and shelter, as well as 

higher-level needs such as belongingness, esteem, and self-actualization, as proposed by Abraham 

Maslow's hierarchy of needs. Needs arise when there is a perceived lack or deficiency in an 

individual's current state. 

Motivation: Motivation refers to the internal and external factors that drive individuals to take action 

and achieve certain goals. It is the process that initiates, guides, and sustains behavior. Motivation is 

influenced by needs, as individuals are motivated to fulfill their unmet needs and reduce the sense of 

deficiency. In this way, motivation is closely tied to fulfilling needs and satisfying desires. 

Maslow's Hierarchy of Needs: Maslow's hierarchy of needs provides a framework to understand the 

different levels of needs and their impact on motivation. The hierarchy suggests that individuals 

progress through various levels of needs, starting with physiological needs (e.g., hunger, thirst), 

followed by safety needs, belongingness and love needs, esteem needs, and finally, self-actualization 

needs. As individuals fulfill each level of need, they are motivated to pursue the next level. 

Process of Motivation: The process of motivation involves several key components: 

a. Need Recognition: Motivation begins with recognizing and becoming aware of one's unmet needs 

or desires. This recognition can be triggered by internal cues (e.g., hunger, discomfort) or external 

stimuli (e.g., social interactions, feedback). 



 

 

b. Goal Setting: Once needs are recognized, individuals set goals or targets that align with satisfying 

those needs. Goals provide direction and purpose for action, giving individuals something to strive 

for. 

c. Incentives and Rewards: Incentives and rewards play a crucial role in motivating behavior. They 

can be intrinsic (e.g., personal satisfaction, sense of accomplishment) or extrinsic (e.g., salary, 

recognition) and serve as positive reinforcements that encourage individuals to work towards their 

goals. 

d. Action and Effort: Motivation drives individuals to take action and put forth effort to achieve their 

goals. Motivated individuals exhibit increased energy, persistence, and focus in pursuing their desired 

outcomes. 

e. Feedback and Evaluation: Feedback and evaluation provide individuals with information about 

their progress towards their goals. Positive feedback reinforces motivation and encourages further 

effort, while negative feedback may lead to adjustments in strategies or goals. 

f. Need Satisfaction: As individuals make progress towards their goals, their needs are gradually 

satisfied. This satisfaction reduces the sense of deficiency and provides a sense of accomplishment 

and well-being. 

Factors Influencing Motivation: Motivation is influenced by various factors, including individual 

differences, personality traits, values, beliefs, and the external environment. Factors such as 

leadership, organizational culture, recognition, autonomy, and opportunities for growth and 

development also impact motivation in the workplace. 

In summary, the statement emphasizes the interdependence between needs and motivation. 

Motivation arises from unmet needs, and individuals are driven to take action to fulfill those needs. 

The process of motivation involves recognizing needs, setting goals, seeking incentives and rewards, 

taking action, receiving feedback, and achieving satisfaction. By understanding the relationship 

between needs and motivation, individuals and organizations can better harness motivation to drive 

desired behaviors and outcomes. 

 

 

Q4 b What are leadership styles? Is there any one best style of leadership in the management of 

organizations? 

Ans. Leadership styles refer to the different approaches and behaviors that leaders adopt to 

influence and guide their team or organization towards achieving its goals. There are various 

leadership styles, including: 

Autocratic Leadership: In this style, the leader makes decisions without seeking input from others 

and maintains strict control over the team. The leader holds the authority and has centralized power, 

often giving specific instructions and expecting compliance. 

Democratic Leadership: This style involves involving team members in the decision-making process, 

seeking their input, and considering their opinions and ideas. The leader encourages participation, 

collaboration, and shared decision-making, valuing the team's input and promoting a sense of 

ownership. 



 

 

Laissez-Faire Leadership: With this style, leaders adopt a hands-off approach, providing little 

guidance or direction to the team. They delegate authority and decision-making to the team 

members, allowing them to have autonomy and freedom in their work. 

Transformational Leadership: Transformational leaders inspire and motivate their team members by 

setting a compelling vision, challenging assumptions, and fostering personal growth and 

development. They exhibit charisma, emotional intelligence, and the ability to inspire and influence 

others. 

Transactional Leadership: Transactional leaders focus on maintaining order and achieving specific 

goals through a system of rewards and punishments. They establish clear expectations, monitor 

performance, and provide feedback based on agreed-upon targets and standards. 

Servant Leadership: Servant leaders prioritize the needs of their team members and aim to serve 

and support them. They focus on developing the potential of individuals, fostering a positive work 

environment, and empowering others to achieve their best. 

Situational Leadership: This style recognizes that effective leadership depends on adapting behavior 

to suit the needs of the situation and the capabilities of the team. The leader adjusts their leadership 

approach based on the readiness and development level of the team members. 

It's important to note that there is no universally "best" leadership style that applies to all 

situations. The most effective leadership style can vary depending on factors such as the nature of 

the organization, the team's characteristics, the task at hand, and the organizational culture. Effective 

leaders often employ a combination of leadership styles, adapting their approach to fit the specific 

circumstances. 

Furthermore, leadership effectiveness is not solely determined by the leader's style but also by their 

ability to communicate effectively, build relationships, motivate others, and create a positive work 

environment. A good leader understands when to be directive, participative, or empowering based 

on the situation and the needs of the team. 

Ultimately, the effectiveness of a leadership style lies in its alignment with the organization's goals, 

the engagement and satisfaction of team members, and the ability to achieve desired outcomes. 

Effective leaders are adaptable and can flexibly apply different leadership styles as needed to meet 

the dynamic challenges of managing organizations. 

 

 

OR 

 

Q4 a Critically examine J. S Adam's Equity theory of motivation. 

Ans. J. Stacy Adams' Equity Theory of motivation is a psychological model that suggests individuals 

are motivated by the perception of fairness and equity in their relationships, particularly in the 

workplace. It proposes that employees compare their inputs (effort, skills, experience) and outputs 

(salary, recognition, benefits) to those of others, and they strive to maintain a sense of balance or 

equity between the two. Let's critically examine the Equity Theory: 

Strengths of the Equity Theory: 



 

 

a. Perception of Fairness: The theory recognizes the importance of fairness in motivating individuals. 

When employees perceive that their inputs and outputs are fair in comparison to others, they 

experience a sense of equity, which can enhance job satisfaction, motivation, and performance. 

b. Social Comparison: The theory acknowledges the role of social comparison in the motivation 

process. Individuals assess their own situation by comparing themselves to others, which can 

influence their motivation levels and drive for equity. 

c. Personal Relevance: The Equity Theory takes into account individual perceptions and subjective 

judgments. It recognizes that what matters is how individuals perceive the fairness of their situation, 

rather than objective measures alone. 

Limitations and Criticisms of the Equity Theory: 

a. Simplistic View of Motivation: The theory focuses primarily on the exchange of inputs and 

outputs and assumes that individuals are solely motivated by equity. It overlooks other complex 

factors that drive motivation, such as intrinsic motivation, personal values, and the desire for growth 

and achievement. 

b. Lack of Objective Standards: The Equity Theory does not provide objective criteria or standards 

for evaluating fairness. Perceptions of fairness can vary significantly among individuals, making it 

challenging to determine what constitutes an equitable balance. 

c. Ignoring Individual Differences: The theory assumes that all individuals engage in social 

comparison and seek equity. However, people have different needs, values, and goals, and their 

motivation may be influenced by factors beyond the comparison with others. 

d. Limited Scope of Comparison: The Equity Theory primarily focuses on comparing inputs and 

outputs between individuals. It neglects other important dimensions of equity, such as the 

comparison of effort, abilities, or contextual factors that may impact performance and outcomes. 

e. Lack of Consideration for Organizational Factors: The theory does not sufficiently account for the 

influence of organizational structures, policies, and practices on employee motivation. It tends to 

focus more on individual perceptions, overlooking broader systemic factors that can impact equity 

and fairness in the workplace. 

Practical Implications: 

a. Pay and Reward Systems: Organizations can use the Equity Theory to design fair and transparent 

pay and reward systems that consider employees' contributions, performance, and market 

standards. 

b. Communication and Transparency: Open and clear communication about decision-making 

processes, performance evaluations, and resource allocations can help employees understand the 

rationale behind the distribution of rewards and reduce perceptions of inequity. 

c. Employee Involvement: Involving employees in decision-making processes, goal setting, and 

performance evaluations can enhance their sense of control, participation, and fairness in the 

workplace. 

d. Addressing Inequities: Organizations should address perceived inequities promptly by reviewing 

and adjusting practices, providing opportunities for growth and development, and ensuring that 

employees' concerns are heard and addressed. 



 

 

In conclusion, while the Equity Theory provides valuable insights into the role of fairness in 

motivation, it has its limitations and should be considered alongside other motivational theories. 

Organizations should recognize the importance of fairness and equity, but also understand that 

individual motivation is influenced by a wide range of factors beyond the simple exchange of inputs 

and outputs. 

 

 

Q4 b A good leader is one who understands his subordinates, their needs and their sources of 

satisfaction" Comment. 

Ans. Understanding subordinates, their needs, and sources of satisfaction is indeed a crucial aspect 

of effective leadership. Here are some points to support this comment: 

Building Trust and Rapport: When a leader takes the time to understand their subordinates, it 

creates a foundation of trust and rapport. Subordinates feel valued and appreciated when their 

leader demonstrates genuine interest in their well-being. This positive relationship fosters open 

communication and collaboration. 

Meeting Individual Needs: Each subordinate has unique needs, aspirations, and motivations. A good 

leader recognizes this diversity and tailors their approach to meet individual needs. By understanding 

what drives and satisfies each team member, a leader can provide the necessary support, resources, 

and opportunities for growth and development. 

Enhancing Job Satisfaction: When a leader understands the sources of satisfaction for their 

subordinates, they can align tasks, responsibilities, and opportunities to create a fulfilling work 

environment. By offering meaningful work, recognizing achievements, and providing a sense of 

autonomy and purpose, leaders contribute to higher levels of job satisfaction among their 

subordinates. 

Employee Engagement and Motivation: Understanding subordinates enables a leader to align their 

work with their strengths and interests, enhancing employee engagement and motivation. When 

employees are engaged, they are more likely to be proactive, committed, and willing to go the extra 

mile to achieve organizational goals. 

Personalized Support and Development: By understanding their subordinates, leaders can provide 

personalized support and development opportunities. They can identify areas for growth, offer 

targeted training, and create pathways for career advancement that align with individual aspirations. 

This helps foster a culture of continuous learning and growth within the team. 

Conflict Resolution and Problem Solving: Understanding subordinates allows a leader to effectively 

address conflicts and solve problems within the team. By recognizing individual perspectives and 

needs, a leader can mediate conflicts, find mutually beneficial solutions, and create a harmonious 

work environment. 

Retention and Talent Management: Leaders who understand their subordinates are better equipped 

to retain top talent. By identifying and addressing concerns, recognizing achievements, and providing 

growth opportunities, leaders can create an environment that attracts and retains skilled individuals. 

However, it's important to note that understanding subordinates should not be limited to a one-time 

effort. Effective leaders continuously engage with their team members, seek feedback, and adapt 



 

 

their leadership approach as needed. They recognize that individuals' needs and sources of 

satisfaction may evolve over time and are committed to maintaining a deep understanding of their 

subordinates. 

In conclusion, a good leader understands their subordinates, their needs, and sources of satisfaction. 

This understanding forms the basis of building trust, enhancing job satisfaction, promoting 

engagement and motivation, providing personalized support, resolving conflicts, and retaining top 

talent. By investing in this understanding, leaders can create a positive work environment that fosters 

the growth and success of both the individuals and the organization as a whole. 

 

 

Q5 a Difference between Transactional leader and Transformational Leader. 

Ans. Transactional Leader: 

Focus: Transactional leaders focus on managing tasks and maintaining the status quo. They primarily 

concern themselves with ensuring that employees adhere to established standards and meet 

predetermined goals. 

Approach: Transactional leaders use contingent rewards and punishments as motivators. They 

establish clear expectations, set performance targets, and provide rewards or recognition when goals 

are achieved. They also enforce consequences when performance falls short. 

Transactional Exchange: The relationship between a transactional leader and their followers is 

transactional in nature. The leader exchanges rewards or punishments based on performance, 

creating a "give and take" relationship where compliance is expected. 

Management Style: Transactional leaders typically adopt a more directive and hands-on 

management style. They provide specific instructions, closely monitor performance, and intervene 

when necessary to ensure compliance and task completion. 

Short-Term Orientation: Transactional leadership tends to have a short-term focus, with an emphasis 

on achieving immediate objectives and meeting targets. The primary concern is efficient execution of 

tasks and achieving desired outcomes. 

 

Transformational Leader: 

Focus: Transformational leaders focus on inspiring and transforming their followers. They aim to 

create positive change, challenge the status quo, and promote innovation and growth within the 

organization. 

Approach: Transformational leaders inspire and motivate their followers by setting a compelling 

vision, emphasizing values, and providing a sense of purpose. They encourage personal 

development, empower employees, and foster a sense of ownership and commitment to shared 

goals. 

Transformational Exchange: The relationship between a transformational leader and their followers 

goes beyond transactional exchanges. It is characterized by mutual trust, respect, and admiration. 



 

 

Transformational leaders create an environment that promotes personal growth, self-actualization, 

and intrinsic motivation. 

Leadership Style: Transformational leaders often exhibit charisma, emotional intelligence, and the 

ability to inspire and influence others. They encourage creativity, collaboration, and open 

communication. They also provide support, mentorship, and coaching to help their followers reach 

their full potential. 

Long-Term Orientation: Transformational leadership is associated with a long-term perspective. 

Leaders focus on developing their followers' skills, abilities, and potential for future success. They 

aim to create lasting organizational change and nurture a culture of continuous improvement. 

While transactional leadership focuses on maintaining stability and achieving short-term goals 

through rewards and punishments, transformational leadership aims to inspire and transform 

individuals and organizations by promoting growth, innovation, and long-term development. Both 

leadership styles have their place and can be effective in different situations, but transformational 

leadership is often associated with higher levels of employee engagement, commitment, and 

organizational performance. 

 

 

Q5 b Difference between Intrinsic and Extrinsic Motivation. 

Ans. Intrinsic and extrinsic motivation are two types of motivation that drive human behavior. Here 

are the key differences between the two: 

 

Intrinsic Motivation: 

Definition: Intrinsic motivation refers to engaging in an activity or behavior for its own sake, driven 

by internal factors such as personal enjoyment, curiosity, or a sense of accomplishment. 

Internal Factors: Intrinsic motivation arises from within an individual and is driven by internal needs, 

interests, values, or inherent satisfaction derived from the activity itself. 

Autonomy and Mastery: Intrinsic motivation is often associated with the desire for autonomy and 

mastery. Individuals are motivated by the opportunity to exercise their skills, creativity, and personal 

growth. 

Rewards: Intrinsic motivation does not depend on external rewards or incentives. The act itself is 

fulfilling and rewarding, providing an inherent sense of satisfaction and enjoyment. 

Sustainable Motivation: Intrinsic motivation tends to be more sustainable and long-lasting compared 

to extrinsic motivation. When individuals are intrinsically motivated, they are more likely to maintain 

their engagement and commitment to the activity over time. 

 

Extrinsic Motivation: 



 

 

Definition: Extrinsic motivation refers to engaging in an activity or behavior to attain external 

rewards or avoid punishment. It is driven by external factors such as tangible rewards, recognition, 

social approval, or fear of negative consequences. 

External Factors: Extrinsic motivation originates from external sources and is influenced by external 

factors, including rewards, praise, grades, promotions, or other forms of external reinforcement. 

Outcome Orientation: Extrinsic motivation is often associated with a focus on the outcome or 

external rewards rather than the inherent enjoyment or satisfaction of the activity itself. 

Rewards and Incentives: Extrinsic motivation relies on external rewards or incentives to motivate 

behavior. Individuals engage in the activity to obtain the desired reward or avoid the anticipated 

punishment. 

Short-Term Orientation: Extrinsic motivation tends to be more short-term in nature. Once the 

external reward or incentive is removed, the motivation to engage in the activity may diminish. 

It's important to note that intrinsic and extrinsic motivation are not mutually exclusive, and 

individuals can be influenced by both types of motivation simultaneously or at different times. The 

optimal motivation often involves a combination of intrinsic and extrinsic factors, with intrinsic 

motivation serving as a powerful driver for sustained engagement and fulfillment, and extrinsic 

motivation providing additional incentives or reinforcement for specific tasks or goals. 

 

 

Q5 c Difference between Terminal values and Instrumental values. 

Ans. Terminal values and instrumental values are two types of values that guide individuals' behavior 

and decision-making. Here are the key differences between the two: 

Terminal Values: 

Definition: Terminal values refer to desired end states or ultimate goals that individuals strive to 

achieve. They represent the outcomes or states of being that individuals consider important and 

desirable in their lives. 

End Goals: Terminal values reflect individuals' long-term aspirations and the ultimate outcomes they 

seek to attain. Examples of terminal values include happiness, love, peace, wisdom, freedom, 

achievement, and health. 

Personal Importance: Terminal values are deeply personal and subjective. They reflect what 

individuals consider significant and meaningful in their lives, representing their ultimate vision of a 

desirable state or outcome. 

Relatively Stable: Terminal values tend to be relatively stable and enduring over time. While they 

may evolve or change to some extent as individuals grow and develop, they generally represent long-

standing goals that provide a sense of purpose and direction. 

 

Instrumental Values: 



 

 

Definition: Instrumental values refer to the desired behaviors, traits, or means of conduct that 

individuals believe are necessary to achieve their goals or desired outcomes. They represent the 

means by which individuals pursue their terminal values. 

Behaviors and Traits: Instrumental values focus on the attitudes, behaviors, and character traits that 

individuals consider important in their interactions and relationships with others. Examples of 

instrumental values include honesty, integrity, responsibility, empathy, cooperation, and diligence. 

Means of Achieving Goals: Instrumental values are concerned with the ways individuals conduct 

themselves and the qualities they embody to attain their desired outcomes or terminal values. 

Contextual and Situational: Instrumental values can vary depending on the context and situation. 

The specific instrumental values that individuals prioritize may change based on the circumstances, 

relationships, or goals they are pursuing. 

In summary, terminal values represent the ultimate goals or desired end states that individuals 

aspire to achieve, reflecting their personal vision of a fulfilling life. Instrumental values, on the other 

hand, represent the desired behaviors, traits, or means of conduct that individuals believe are 

necessary to achieve those end goals. While terminal values provide a sense of direction and 

purpose, instrumental values guide individuals in their actions and interactions as they strive to 

attain their ultimate goals. 

 

 

Q5 d Difference between Complementary and Non- Complementary transactions. 

Ans. Complementary and non-complementary transactions are terms used in the field of 

organizational behavior to describe different types of interactions between individuals or groups. 

Here's an explanation of each: 

Complementary Transactions: 

Complementary transactions occur when the behaviors or responses of two or more parties 

reinforce or support each other. In this type of transaction, the actions of one party complement or 

match the actions of the other party, leading to a positive and harmonious exchange. 

Characteristics of Complementary Transactions: 

Cooperation and Collaboration: Complementary transactions involve a cooperative and collaborative 

approach, where individuals or groups work together towards a common goal or outcome. 

Mutual Benefit: Each party in a complementary transaction benefits from the actions or responses 

of the other party. The interaction is mutually supportive and contributes to a positive outcome for 

both sides. 

Synergy and Alignment: Complementary transactions often result in synergy, where the combined 

efforts or actions of the parties lead to a greater impact or achievement than what would be possible 

individually. The actions are aligned and work in harmony to produce desired results. 

Positive Feedback Loop: Complementary transactions create a positive feedback loop, where the 

positive actions or responses of one party encourage and reinforce the positive actions or responses 

of the other party, fostering a cycle of cooperation and collaboration. 



 

 

 

Non-Complementary Transactions: 

Non-complementary transactions, also known as crossed transactions, occur when the behaviors or 

responses of two or more parties do not align or support each other. In this type of transaction, the 

actions or responses of one party do not match or are at odds with the actions or responses of the 

other party, leading to a breakdown in communication or conflict. 

Characteristics of Non-Complementary Transactions: 

Misalignment and Discord: Non-complementary transactions involve a lack of alignment or discord 

between the actions or responses of the parties involved. There is a mismatch or conflict in the 

communication or behaviors. 

Negative Impact: Non-complementary transactions often lead to negative consequences, such as 

misunderstanding, disagreement, tension, or conflict between the parties. The interaction can be 

unproductive or hinder progress towards desired outcomes. 

Breakdown in Communication: Non-complementary transactions can result in a breakdown in 

effective communication. Messages may be misinterpreted, intentions may be misunderstood, or the 

parties may talk past each other rather than engaging in productive dialogue. 

Escalation or Disengagement: Non-complementary transactions can escalate into more significant 

conflicts or result in disengagement between the parties. The lack of alignment or discord may create 

a negative spiral, where the interactions become increasingly unproductive or adversarial. 

In summary, complementary transactions involve cooperative and mutually beneficial interactions 

where the actions of one party support the actions of the other party. Non-complementary 

transactions, on the other hand, involve misalignment or discord between the parties, leading to 

negative consequences and potential breakdowns in communication or conflict. Creating and 

fostering complementary transactions is essential for building positive relationships, effective 

teamwork, and productive organizational dynamics. 


