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ORGANIZATIONAL BEHAVIOR

MBA-1 SEMESTER
Attempt all questions MM: 50

SECTION-A

1. Explain the concept of Organizational behavior and give the major OB variables. 4

2. What is organizational citizenship behavior?3

-3. . What is psychological contract?. .. .. 3

SECTION-B |

| 1 | 'Exp!ain the Big-5 model of péi'ébn"al'ity;lo

2. What is workplace spirituality? 10

SECTION-C

1. Discuss the questions given in the case. 20




5. You coyf
' Perseve)

uve, but §

i very Simyg
Iam nog
2 about g
we take of

Lto Suraj
plac_g: at
about hig ‘

on the
ston,
I stability,

-—has.a wonderfiy Personality. and pays close at

" had Just tol‘d"him__,. “I haye decided

~ pé@eﬂaﬁ_&é:‘%Hénsra-hrad"p_iéfEd_Aﬁx_it Roy at XANites as busi-

1 he score!
: -

T On core
st base

CE TS a

tention ts

Source: Based 6 M. Blomberr,

Case Incident 3
RIGHT MAN, WRONG JoBs

Decwankar Hansa studied the calm face of
Nites,” He had been expecting this, th

€ symptoms had
been surfacing for sometime now,

. The reasons had

: becomt: dpparent, yet, noiy be wondered where his firm,

Amit Roy, who
O resign’ from

= i l'x"n'rbr_mgubg'abgi)ut Suraj bhai suggests that e
~ hasa proactive personaligy? :

"Cﬁltivating 2 Career.” The Gainesvill (Florida) Sur[,-May@;?OO:?; le

: who understa.ndslndla, '__';I;C; taldlbréemnka.lf Hansa, the vice
president at Caialyst Solg;_iofr_;s_. *Then again, the standards

and bellChma.rl@ t-hatweha‘.e

years can be put in p{zi@ here as well, It would be far swiser
to hire ready-to-use skill from. outside, especially when we

ng. Eight mon ths-ago;
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all-ce . ! hanged economic sce-
hario of the 1960s, competition
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force wiih parent systems and Procedures, and that can hap-

" penonly if e haye the right man to navigate. A person who
is foc_i:gééc_i.dn customers and cost.” - .

Tevas clear to Deewankar Hansa that Dave's priority was

Overseas operations in India for competitive advantage of
reducéd cpSt'..Naturall_y,__Catanfs_t Solutions derived its brief &

for the candidate search, and the required business cony.

petencies from the company’s objectives,

. itWas not able (o attract bright tajeq,

India. “We do have all kinds

_ RN Profin the company rec-
ognized that if Was not seen as the best employer, ang that

Dave was clear he was hiring his business heag from

of skills, but we need somebody

, ton » Sensitive, adaptive, eXperimenting,
and organized, Despite his strong academijc background |




and the systems-driven environiment he was often in, he
was not obsessed with processes ot systems. These fitted
weli with the needs of XANites, which needed an insight
into what its customers really wanted.

Three months after Amit Roy joined XANites,

not place a finger on whai the real problem could be. He

-knew Amait Roy's past. He had seen him at work. La the °

midst of utier chaos, he was like a man possessed virce hé
had his focus list ready. In fact, this was exactly the traitin
Amit Roy's personality that produced success at compa-

~yard for-new ways of doiny-#4::3s:

Deewankar Hansa continued to stay in touch with the

client and the candidate, for that was how Catalyst
Solutions operated. He was adaptable and looking for-

nies in worse situations.

Why is Amit Roy unhappy, wondered Deewankar
Hansa. “What is missing?” he asked aloud, as if expecting

The subtle undercurrent was detected that Ami. Roy
was not Geveloping the kind of rapport he needed within
the organization. Deewankar Hansa spoke to Amit Roy 10

the-walls.t0-sephi-Deewankar Hausa stared at the deer
end of the horizen and willed the unusually calm after-
noo sea to find a reply. No, Amit Roy was not giving up,
he reassured himself, and after all, it was only 5 months. It
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feel his pulse. He was not gung-ho, but he said, T have
identified exactly what needs to be done and they are very,

“excited. But even after several discussions and presenta-

tions, nothing has moved.” “Do you know why?” asked
Deewankar Hansa. “Like I said, it is not that they dis-
agree,” said Amit Roy. “They just need to undersiand the

a new model for operations.”

traught, although he was his usual genial self. “Oh yes,
things have moved a bit,” he said to Deewankar Hansa.

"My boss Keithe, the head of Asia-Pacific operations, has

€, and should be willing to adopt "

was unlike a resilient fighter liKe ATniUKOY-

Deewankar Hansa picked up the phone and started
calling a number of people. “He has a very big plan for the
organization and this is what XANites need$ ... if he
swmgs it, XANites will definitely be a forerunner, it will
give the competition a good run for their money.” The
young internal management committee said, “He has
some far-reaching ideas . . . this man is going to be our

tre foltowi] g“‘mo"nth“m%rmtedmrMmrgmot—Butﬂle—oldcr—tcam saidy-“He won’t last

long, this is not the kind of organization that can move at
his-pace.” The Asia-Pacific head said, “Tell him 10 be more
patient. We are not such a fast organization. He wants

agreed with thig platr; But the budgets and sanctions have

“to eoie froim the comimercial director.” “Tell me -more,

Amit,” prompted Deewankar Hansa.

“Nothmg serious, just that the commercial guy needs to
get the go-ahead from his boss, who sits in London.™ “Is
there an issue?” asked Deewankar Hansa.

“Well. The commercial director at headquarters has his
sights set on a different plan for India. He has been saying
0 Keithe that India should be used for back-office opera-
tions, for both the United States and the United Kingdom.
They see India as a cheaper labor market in the world.”
“What do you think should be done, Amit?” asked
Deewankar Hansa. “What should be done was put up to
the Indian board and the Asia-Pacific board 3 months
ago,” sald Amit Roy. “Even today I stand by it. But all these
presentations and counter-debates are wearing me down.

everything to be done fast. . . after all, we are responsible

" for India, and we need to think out his moves carefully.”
. Amit Roy had enwrepreneurship in him, he could drive.

But at XANites, he was not succeeding. Was it becaus” * ¢
was caught in a web of conflicts? Or was it becaus. e
wanted to move faster than the company?

That was when Deewankar Hansa called on David
Jones, the business adviser to Dave.” '

David Jones had retired 3 years ago, but had been
retained by Dave, who valued his organizational wisdom.
Deewankar Hansa was struck by his tall, burly frame. Yet
when he spoke, the softness in his voice and the slow, mea-
sured manner of delivery assured Deewankar Hansa that
here was a man who knew the organization deeply
“Structitres are ¢asy to change, but mindsets take longer,”
said David Jones, in his rich English diction. “Mindsqts

“How is that relevant for what we need to do? Keithe

. needs to sell this to his boss in London, who will then call the
. commercial director and ask him to abanden this plan ..

then the commercial director will have to tell his bosses why
that plan has to be shelved for the moment because India is
making waves. Therefore, let us start the operations later.

© Then we come back full circle because then he allows his
boy in Singapore to give me budgets. [ need money.for all..

that. For some reason, they do not want to do anything. But
you- know, it's all too late. Whatever | did in

don’t-keep-paée-with-what you-want. Clearly. the business
needs a mindset like Amit Roy's, buthe does not have the
position in the organization to create those mindset
changes globally. -

Now see this organization. You have 20,000 people. He
has plans for 10,000 to be recruited in each quarter in

-India. The number will be 40,000 by next year in India

itself. India offers a huge pool of English -speaking and
computer literate graduates, possessmg the right skills for
IT-enabled services. What's more is that they are available
at almost one-tenth of the cost as compared to the  ited
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3 months has come to naught, our compeutors hau: gone
and done what we had wanted to do.. :

The rest of the day, Deewankar Hansa remained preoc-
cupied with Amit Roy. However hard he tried, he ¢ould

States. He is clear that the company needs the changes he
is suggesting in the next three months. So, he feels, "The
problem is so apparent, can’t you see it? Now let's-get on
and do it." What he is saying, and rightly so is, ‘Give me
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3 months, I will show you _wha; ihe prdblems are; have faith
in me and I will deliver it* But that is not how this company
is used to working. They want 7 différent people 1o exam

. Ashe saw it, the operations in India wei i
to the parent company. Consequently,“Amiit Roy was

it The Tecommendations, 12 different presentations to be
made to different commiteees, before they all agree. And
each of these various peopie will examine how it all fits into

with a dotted line to the country head. Bu
ness, he was reporting to-the business h

caughtinaweb of conflics He was the h‘c’a_dfgf a buisiness,

- their-own-business Plan and what s in it for them,

Natura_i_ly, therefore, this yourng mai’;‘ is unable to get his
plan kick-started.” ‘

Pacific :If\hen,_r.here--we_re--other-jhc_:g_ds-of ;
who sat in different offices in Asia Pacify s
an Indian business. But somewhere bud, dlocated
to businesses on a global basis. The fact remained thay

‘Deewankar Hansa waited as David Jones arranged-his
thoughts. Scon he continyied, “Culturally, XANites, and I
mean the whole organization, 1ot just India, would rather
have a person who would move inch by inch. Everyone is
seeing the business. The U.S. client companies who are
outsourcing operations to India are able to virtually work
around-the-clock, _courtesy .the 'time-zone - difference

“between India and the United States. And that means dou-
ble revenues.

-+ - Yet, in the final analysis, the fact remained that given

Bivern the Matix sucture, 1t was critical fo Amit Roy to
continye to network with various othier affirm his
loyalty, and reassure them about the business. It was a very
complex network of people and functions. There were tog
many people and, hence, teo many relationships to be

managed. )

the structure, it was critical for Amit Roy to continuously -

Ift overseas operations, you have to have somebody who
champions the company’s cause and understands the cul-
tures of both the countries but, to my knéwledge, there is

~network-with-each of thiese people, réatfirm his loyalty,

and to reassure them that business wolld bé nurtured in
India. That meant a person in Amit Roy's role would really

no.one who is bringing-all this together. One has 6 honer

the sentimenis of that country. They feel the people are-

T dyinig for employment, and You can get them for pennies,

Naturally, what this new young man has set about is going
1o upset a lot of people both in India and across the globat
newwork. Asitis going to topple people from their comfort
zones, it wijl cha[lenge the exisling practices, which. will
eventually lead to redrafting the whole company’s strate-
gies for India.”

“Frankly, { am surprised,” said Deewankar Hansa,
“because we did believe, based on all the excitement we
-saw, that the éompany was doing international opera-
tions.”

“You see, India was not a critical aspect of the world

network, so many decisions pertaining to India were usu- -

ally put on the back burner,

and the Indian management
- too had grown to adopta s

character, almost grateful for permissions to make small
maoves in their market. But now, in the face of the change,
India is picking up. Bat the system is not used to receiving
dissent and a difference of opinion from India. Typically,
it was always top-down. International pressures dictated
their terms in India, So, a pattern of relationships and

c 5, it will take some time to

feclings had been formed. Yo
overcome all that and present a new face of India to our

parents.™ - - -
As he drove back to his office, Deewankar Hansa kept

- Roy said to Deewankar Hansa, “I am not the right person

ubmissive, pleading Xind of..... tme-productively:™

spend only 20 percent of time_ in business activity, '
And this morning, at the Le Meridien, New Delhi, Amit

for this job. T had not known that the decision-making §
process was so complex and required interaction with so §
many people, that debates would be s0 long, and that 3§
India as a priority had not been fully sold within the com- 3
pany. [ cannot see myself dealing with so many issues, .
which take my attention and energy away from the busi- ¥
ness. So many people have to be involved and educated 1
about India repeatedly. . . none of them has been in India $
or even has an understanding of the local dynarmics. . . 5
here every presentation starts with *We have 2 200-miilion
middle class ... ." That's where they are . . . still discover-
ing.India, and by the time they are all in sync, the time for
decision making will be over! Look, the company has cho- §
sen a path for itself and on that path I am unable to use my 3

The next day, when Deewarikar Hansa explained the §
situation to Dave, he replied “I understand. He was too ¥
entrepreneurial for us, he wanted to move ata pace which
the business needed, but we as an organization are not §
ready for that pace. We are too process-driven, But we are :
determined to correct some of those issues by bringing in
younger and different peoplée. The younger lot is far §
more adaptive and driven by changes. The way we are §
today, the company’s culture is not conducive to rapid |

eplaying DavidJones's-worts m his mind. He could see
why Dave had wanted to Tetain this man. In the face of
change, the sort that X ANites was putting itself through,
there certainly was a need for that personality in the orga-
nization, But he could not be distracted by his most major
thought. Where had Caralysts Solutions erred in fitting
Amit Roy in XANites?

growth ... . " Dave smiMaLD%wan-kar—Hansa;%’I’hc body - §
cannot digest rich foods on an empty stomach, but 3 years &
from now, he is the kind of person I will go for, the cém- ¥
pany will be ready for him, and he will be ready for the 3
company.” , 3
At the end of it all, Dave thought that Catalyst Solutions
had hired a fantastic guy for them, and that Amit Roy was
the right person for them and XANites had lost him.
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uestions . 3. What could Catalyst Solations have done differently?
Was Amit Roy the right person for the job? Why? “The body cannot digest rich foods . . he wili be
" Dave thought that Catalyst Solutions had hired for ready for the compaay.” Discuss.
+.them a fantastic guy. Would Amit Roy prove 1o be 507 '
dnotes Personalily in Work Organizq:ions (‘Thousand Oaks, Ch:
Sage, 2002).
. [1. See, fogginstarnice, ““W—A]lpon and"Hr5- Odbert, “Tr i
. D. Schwartz, “Wall Suweet's Man of the Moment,” Fortune, Names, A Ps}cho]e'\ucal Study,” Psychological Monographs, ne
Fcbmaf) 21, 2007, hup://money.cnn.com/magaines/ 47 (19%6); and R. B. Catell, “Personality Pinned Down,”
B2 forrune/forune_archive/2007/08/05/8401261; and H. Sender Psychology Today, July 1973, pp. 40—46.
and M Tangley, "How Blacksione s Lmet Became $7 Billioa 1%,
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R. B. Kennedy and D."A Kennedy, ~Using e MyersBriggs
T)'pe Indlcator in Career Counseling,” fournal ofEmploymenr
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