
PGDM (IB) 2022-24 

Organizational Behaviour (Incl. HRM & Intl. HRM) 

IB 110 

Trimester – I, End-Term Examination: September 2022 

 

Time allowed: 2 Hr               

Max Marks: 40                 

Instruction: Students are required to write Roll No on the cover page of the Answer Sheet. 
All other instructions on the question paper / Admit card should be followed meticulously.  

  

Sections No. of Questions to attempt Marks Total Marks 

A Minimum 4 questions with internal choices 
and  all COs (Course Outcomes) covered in 
the Question Paper 

4* 5 
  

20 

B Compulsory Case Study 2*10 20 

                                                                                                                       40 

 

SECTION A 

[Marks: 4*5 = 20] 

 

There are 4 questions in this section. All questions are compulsory. Each question 

carries 5 marks. 

A1a. Justify the statement, citing suitable examples. ‘Certain degree of stress is necessary 

to induce high energy and motivation?                                                          

(CO1 ) 

OR 
 

A1b. Although only some people in an organization need to know about marketing, 

accounting or production, almost everyone benefits by knowing about organizational 

behavior. Do you agree with the statement? Justify your answer. 

 
A2a. Your employees are skilled and experienced customer service representatives who 

perform non-routine tasks, such as solving unique customer problems. Identify the most 

suitable leadership style in this situation. Explain why other styles are inappropriate.     

(CO2) 

 

OR 
A2b. Based on the evidence regarding the effectiveness of teams, would you say that the 

popularity of teams today is well founded? 

 

Roll No: ____________ 



A3a. Can technology replace the need for human resource managers? Justify, citing suitable 

examples.                   (CO3) 

OR 

 

A3b. Starbucks is opening new stores abroad every day, it seems. If you were in charge, 

would you use expatriate managers or host country nationals to staff the new facilities? Give 

reasons to justify your answer. 

 
A4a. A multi-unit manufacturing and marketing company recruits about 35 to 40 employees 

at different levels every year. What steps and methods would you suggest to the company, 

so that it is able to attract suitable candidates to be employed at different levels in the 

organization?                   (CO4) 

OR 

A4b. The HR department of an organization gives all candidates applying for a management 

trainee in marketing position a personality test that measures the five dimensions in the ‘Big 

Five Model’. Which personality traits would you consider to be the most important for this 

type of job? Give reasons. 

 

SECTION B – CASE STUDY 
 

Note: Analyze the case and answer the two questions.     [Marks: 2*10 = 20] 

Nanawti Associates (NA) is a national tax-accounting firm whose main business is tax-
preparation services for individuals. NA’s superior reputation is based on the high quality of 
its advice and the excellence of its service. Key to the achievement of its reputation is the 
state-of-the-art computer databases and analysis tools that its people use when counseling 
clients. These programs were developed by highly trained individuals. 
 
The programs that these individuals produce are highly technical, both in terms of the tax 
laws they cover and the code in which they are written. Perfecting them requires high levels 
of programming skills as well as the ability to understand the law. New laws and 
interpretations of existing laws have to be integrated quickly and flawlessly into the existing 
regulations and analysis tools. 
 
These programs are created in the virtual environment by four programmers in the Greater 
Mumbai area. The four programmers work from home and are connected to each other and 
to the company by e-mail, telephone, and conference software. Formal, onsite meetings 
among all the programmers are held only a few times a year, although the workers 
sometimes meet informally outside of these scheduled occasions. Here’s some background 
on the four programmers. 
 
Ravi Tendulkar is a tax lawyer, a graduate of the University of Mumbai and a former hockey 
player there. At 35, Ravi has worked on the programs for 6 years and is the longest-standing 
member of the team. Along with his design responsibilities, Ravi is the primary liaison with 
NA. He is also responsible for training new team members. Single, Ravi works out of his 
farm in Lonawala. 
 



Aditya, a tax accountant and computer science graduate from the University of Pune, is 32 
years old, married, with two children aged 4 and 6. His wife works full time in a law firm in 
downtown Thane. In his spare time, Aditya enjoys tennis and swimming. 
 
Nitya, a tax graduate from the National Institute of Law, Bangalore. She is 28 years old, 
married, with two children aged 4 and 6. Her husband works full-time as an electrical 
engineer at a local defense contractor, Nitya’s hobbies include golf and skiing. 
 
Susan, a tax accountant and graduate of Delhi University, is 26 years old and single. She 
recently relocated and works out of her apartment in Pune. 
 
These four people exchange e-mail messages many times every day. In fact, it’s not unusual 
to for them to step away from guests or family to log on and check in with the others. Often, 
their e-mails are amusing as well as work-related. Sometimes, for instance, when they are 
facing a deadline and one of Nitya’s kids is home sick, they help each other with the work. 
Ravi has occasionally invited the others to visit his farm, and Nitya and Aditya have gotten 
their families together several times for dinner. About once a month, the whole group gets 
together for lunch. 
 
All four of these NA’s employees are on salary, which consistent with company custom, is 
negotiated separately and secretly with the management. Although each is required to check 
in regularly during every workday, they were told when they were hired that they could work 
wherever they wanted. Clearly, flexibility is one of the pluses of these jobs. When the four 
get together, they often joke about the managers and workers who are tied to the office, 
referring to them as “face timers” and to themselves as “free agents. 
 
When the programmers were asked to make a major program change, they often developed 
programming tools called macros that would help them to do their work more efficiently. 
These macros greatly enhanced the speed at which a change could be written into the 
programs. Aditya, in particular, really enjoyed hacking around with macros. On one recent 
project, for instance, he became obsessed with the prospect of creating a shortcut that could 
save him a huge amount of time. One week after he turned in his code and his release notes 
to the company, Aditya bragged to Ravi that he had created a new macro that saved him 8 
hours of work that week. Ravi was skeptical of the shortcut, but after trying it out, he found 
that it actually saved him many hours too. 
 
NA has an employee-suggestion program that rewards employees for innovations that save 
the company’s money. The program gives an employee 5 percent of the savings generated 
by their innovation over a period of 3 months. 
 
The company also has a profit-sharing plan. Ravi and Aditya felt that the small amount of 
money that would be generated by a company reward would not offset the free time that 
they gained using their new macro. They wanted the time for leisure or consulting work. 
They also feared their group might suffer if management learned about the innovation. It 
would allow three people to do the work of four, which could mean one might lose their job. 
So they didn’t share their innovative macro with management. 
 
Although Ravi and Aditya wouldn’t share the innovation with management, they were 
concerned that they were entering their busy season and knew everyone on the tam would 
be stressed by the heavy workload. They decided to distribute the macro to the other 
members of their team and swore them to secrecy. 
 
Over lunch one day, the team set for itself a level of production that it felt would not arouse 
management’s suspicion. Several months passed and they used some of their extra time to 
push the quality of their work even higher.  



 
But they also now had more time to pursue their own personal interests. 
 
Karna Kohli, the in-house manager of the work team, picked up on the innovation several 
weeks after it was first implemented. He had wondered why production time had gone down 
a bit, while quality had shot up, and he got his first inking of an answer when he saw an e-
mail from Nitya to Aditya thanking him for saving her so much time with his “brilliant mind.” 
Not wanting to embarrass his group of employees, the manager hinted to Ravi that he 
wanted to know what was happening, but he got nowhere. He did not tell his own manager 
about his suspicions, reasoning that since both quality and productivity were up, he did not 
really need to pursue the matter further. 
 
Karan has just learned that Aditya has boasted about his bike to a member of another virtual 
work team in the company. Suddenly, the situation seems to have gotten out of control. 
Karna decided to take Aditya to lunch. During the meal, Karna asked Aditya to explain what 
was happening.  
 
Aditya knew that his own boss would soon hear of the situation and that he would be looking 
for answers from him. 
 

Questions 

1. Why is this group a team? Has anyone in this case acted unethically? 

 

2. What, if any, characteristics of groupthink are manifested in the work team? 

 

 


