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MB0038 – Management Process and Organizational Behaviour

Assignment Set- 1
Q1. Define emotional intelligence. Explain Goleman’s model of emotional intelligence.

Answer: Emotional Intelligence:
Emotional Intelligence - EI - is a relatively recent behavioural model, rising to prominence
with Daniel Goleman's 1995 Book called 'Emotional Intelligence'. The early Emotional
Intelligence theory was originally developed during the 1970s and 80s by the work and
writings of psychologists Howard Gardner (Harvard), Peter Salovey (Yale) and John 'Jack'
Mayer (New Hampshire). Emotional Intelligence is increasingly relevant to organizational
development and developing people, because the EI principles provide a new way to
understand and assess people's behaviours, management styles, attitudes, interpersonal
skills, and potential. Emotional Intelligence is an important consideration in human resources
planning, job profiling, recruitment interviewing and selection, management development,
customer relations and customer service, and more.
Goleman’s Model of Emotional Intelligence

Daniel Goleman and the Hay Group have identified a set of competencies that differentiate
individuals with Emotional Intelligence. The competencies fall into four clusters:


Self-Awareness: Capacity for understanding one's emotions, one's strengths, and one's
weaknesses.



Self-Management: Capacity for effectively managing one's motives and regulating one's
behavior.



Social Awareness: Capacity for understanding what others are saying and feeling and
why they feel and act as they do.



Relationship Management: Capacity for acting in such a way that one is able to get
desired results from others and reach personal goals.

The most popular and accepted mixed model of emotional intelligence is the one proposed
by Goleman (1995). He viewed emotional intelligence as a total of personal and social
competences. Personal competence determines how we manage ourselves, whereas social
competence determines how we handle our interpersonal relationships.
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Personal competence:
It comprises of three dimensions of emotional intelligence, such as, self-awareness, selfregulation and motivation. Self-awareness is the ability of an individual to observe
him/herself and to recognize 'a feeling as it happens' (Goleman, 1995). The hallmarks of this
ability are self-confidence, self- assessment and openness to positive criticism. Selfregulation is the ability to control emotions and to redirect those emotions that can have
negative impact. Trustworthiness, integrity, tolerance of ambiguity and attitude to accept
change are some characteristics of this ability. Motivation is the ability to channelize emotion
to achieve a goal through self-control and by moderating impulses as per the requirement of
the situation. The people who have this ability are optimistic and committed towards
organizational as well as individual goals.
Social competence:
It comprises of two dimensions namely, empathy and social skills. Empathy is the ability to
feel and get concerned for others, take their perspective and to treat people according to
their emotional reactions. People with this ability are experts in generating and motivating
others. Social skills are the ability to build rapport and to manage relationships with people.
People having this skill are very effective in persuasiveness and team management. “Social
skill” is the culmination of all other components of emotional intelligence assuming that
people can effectively manage social and work relationships only when they can understand
and control their own emotion and can emphasize with the feelings of others.
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What are the hindrances that we face in perception?

Answer: Individuals have a tendency to use a number of shortcuts when they judge others.
An understanding of these shortcuts can be helpful toward recognizing when they can result
in significant distortions.

1. Selective Perception
Any characteristic that makes a person, object, or event stand out will increase the
probability that it will be perceived. It is impossible for an individual to internalize and
assimilate everything that is seen .Only certain stimuli can be taken in selectively. Selectivity
works as a shortcut in judging other people by allowing us to “speed-read” others, but, not
without the risk of drawing an inaccurate picture. The tendency to see what we want to see
can make us draw unwarranted conclusions from an ambiguous situation.

2. Halo Effect
The halo effect (Murphy & Anhalt, 1992) occurs when we draw a general impression on the
basis of a single characteristic. For example, while appraising the lecturer, students may
give prominence to a single trait, such as, enthusiasm and allow their entire evaluation to be
tainted by how they judge the instructor on that one trait which stood out prominently in their
estimation of that person. Research suggests that it is likely to be most extreme when the
traits to be perceived are ambiguous in behavioral terms, when the traits have moral
overtones, and when the perceiver is judging traits with which he or she has had limited
experience.

3. Contrast Effects
Individuals do not evaluate a person in isolation. Their reaction to one person is influenced
by other persons they have encountered recently. For example, an interview situation in
which one sees a pool of job applicants can distort perception. Distortions in any given
candidate’s evaluation can occur as a result of his or her place in the interview schedule.
4. Projection
This tendency to attribute one’s own characteristics to other people – which is called
projection – can distort perceptions made about others. When managers engage in
projection, they compromise their ability to respond to individual differences. They tend to
see people as more homogeneous than they really are.
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5. Stereotyping
Stereotyping–judging someone on the basis of our perception of the group to which he or
she belongs. Generalization is not without advantages (Hilton & Hippel, 1996). It is a means
of simplifying a complex world, and it permits us to maintain consistency. The problem, of
course, is when we inaccurately stereotype. In organizations, we frequently hear comments
that represent stereotypes based on gender, age, race, ethnicity, and even weight. From a
perceptual standpoint, if people expect to see these stereotypes, that is what they will
perceive, whether or not they are accurate.6. First-impression error Individuals place a good
deal of importance on first impressions. First impressions are lasting impressions. We tend
to remember what we perceive first about a person, and sometimes we are quite reluctant to
change our initial impressions. First-impression error means the tendency to form lasting
opinions about an individual based on initial perceptions. Primacy effects can be particularly
dangerous in interviews, given that we form first impressions quickly and that these
impressions may be the basis for long-term employment relationships.

Q3.

Describe the bases of power.

Answer: Bases of Power:
Power can be categorized into two types:
Formal and informal
A. Formal Power:
It is based on the position of an individual in an organization. Formal power is derived from
either one’s ability to coerce or reward others or is derived from the formal authority vested
in the individual due to his/ her strategic position in the organizational hierarchy. For
example, a manager may threaten to withhold a pay raise, or to transfer, demote, or even
recommend the firing of a subordinate who does not act as desired. Such coercive power is
the extent to which a manager can deny desired rewards or administer punishments to
control other people. The availability of coercive power also varies across organizations. The
presence of unions and organizational policies on employee treatment can weaken this
power base significantly. Formal power may be categorized into four types which are as
follows:
1. Coercive Power:
The coercive power base is being dependent on fear. It is based on the application, or the
threat of application, of physical sanctions such as the infliction of pain, the generation of
Roll No. : xxxxxxxxx

Page 4

MBA Semester I

MB0038

frustration through restriction of movement, or the controlling by force of basic physiological
or safety needs. In an organization one can exercise power over another if they have the
power to dismiss, suspend, demote another assuming that the job is valuable to the person
on whom power is being unleashed.

2. Reward Power:
The opposite of coercive power is reward power. Reward power is the extent to which a
manager can use extrinsic and intrinsic rewards to control other people. Examples of such
rewards include money, promotions, compliments, or enriched jobs. Although all managers
have some access to rewards, success in accessing and utilizing rewards to achieve
influence varies according to the skills of the manager.
3. Legitimate Power:
The third base of “position” power is legitimate power, or formal authority .It stems from the
extent to which a manager can use subordinates’ internalized values or beliefs that the
“boss” has a “right of command” to control their behavior. For example, the boss may have
the formal authority to approve or deny such employee requests as job transfers, equipment
purchases, personal time off, or overtime work. Legitimate power represents a special kind
of power a manager has because subordinates believe it is legitimate for a person occupying
the managerial position to have the right to command. The lack of this is legitimacy will result
in authority not being accepted by subordinates. Thus this type of power has the following
elements:


It represents the power a person receives as a result of his/her position in the formal
hierarchy.



Positions of authority include coercive and reward powers.



Legitimate power, however, is not limited to the power to coerce and reward. It
encompasses the acceptance of the authority of a position by members of an
organization.

4. Information Power:
This type of power is derived from access to and control over information. When people
have needed information, others become dependant on them. (For example, managers have
access to data that subordinates do not have). Normally the higher the level, the more
information would be accessed by managers.
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B. Personal Power
Personal power resides in the individual and is independent of that individual’s position.
Three bases of personal power are expertise, rational persuasion, and reference.
Expert power is the ability to control another person’s behavior by virtue of possessing
knowledge, experience, or judgment that the other person lacks, but needs. A subordinate
obeys a supervisor possessing expert power because the boss ordinarily knows more about
what is to be done or how it is to be done than does the subordinate. Expert power is
relative, not absolute. However the table may turn in case the subordinate has superior
knowledge or skills than his/ her boss. In this age of technology driven environments, the
second proposition holds true in many occasions where the boss is dependent heavily on
the juniors for technologically oriented support.

For Complete answer visit www.Studenthelp.tk
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