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ABOUT TVRLS

Set up in 1996 by Prof. T.V.Rao in Ahmedabad, TVRLS is an expression of over four decades of experience, study, review, reflection, and action combined with a desire to discover more about the behavior of people in different settings and developing ways of making them give their best. 

Over the last two and a half decades, TVRLS has been contributing extensively in the areas of Leadership development through 360 Degree Feedback, Assessment Development Centers, Competency Mapping, HRD audits, Performance management system (PMS), Psychological Instrumentation and testing, OD and Change initiatives, Climate surveys & designing and implementing HR systems.
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TVRLS Logo Symbolizes

“Lamp of Knowledge”

Constantly burning and radiating light through knowledge & experience sharing.
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	Session 1
	What Kind of a Manager are you?

	Assignment 1
	


Managers are people who get things done by others. They manage resources, time, people, etc. Definition of manager has been the same for decades, it has to change with changing times. A manager has become a dynamic entity and not merely an achiever of some goals. The modern manager requires a greater drive and skillset in achieving what is expected from his role.
Types of Managers

1. Doers: These are managers who get things done. Though they are not extraordinary, they are necessary for the workplace. They do routine jobs.

2. Achievers: These managers do more than what they are required to. Many of them are outstanding and they are driven. They have career ambitions, but no mission or purpose in life beyond that.

3. Visionaries or Entrepreneurs: They are leaders. They are restless, creative, they think big. They want to make an impact in the organization and are largely driven by the creation of wealth for themselves and those around them. 

4. Missionaries: This category of managers is mission-driven. Their goals are not personal, but more social and community-related, and there is an element of sacrifice involved in what they do.

Let's find out which category you belong to.

Please use the below table in assessing the activities you do on a daily basis to identify your managerial style 
TITLE OF THE ROLE: -------------------------
Brief Description of the Role

--------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------
	Activities required to perform as part of the role
	Activities you do that are not part of the role, but for your/others development
	Initiatives taken keeping a larger cause in mind

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	


	Session 2
	Talent to Time Assessment

	Assignment 2
	


Based on the activities you noted down in the previous assignment, please fill the following;

1. Activities you do on a daily basis as part of your job
	


2. Time spent on each activity
	


3. Talent used for each of these activities
	


4. What all avenues you can explore to utilize the talent which you haven’t used yet?

	


	Session 3
	Personal Effectiveness

	Assignment 3
	


1. Please list a few qualities about yourself that everyone knows (3-4 qualities)
2. Please share one or two instances in the last 6 months where you got feedback which surprised you. (It could be positive or not so positive)
3. Please share your analysis of the possible reason why you received that feedback   
4. Are there any areas that you always wanted to venture into or hobbies that you wanted to try out but did not get around to? (For e.g. did you want to start your own business, did you want to learn to play the guitar etc.?)
The Effective Personality (Johari Window Concept)

An effective person is one who has a high degree of self-awareness. Such awareness is characterized by good insight into one’s strengths and weaknesses. One simple model for self-awareness, which is used widely, is the Johari Window (Luft and Ingham, 1973). In this model, there are 2 main competencies for understanding how personally effective a person is: 

1. Those aspects of a person’s behavior and style that are known to him (self)

2. Those aspects of his behavior that are known to those with whom he interacts (others).

Keeping the above two competencies in mind, every individual’s personality can be divided into four sections in terms of her/his self-awareness and the awareness of others, as given below: 
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· The second section deals with aspects about us, known to others, but not to us. A good example would be: A man was surprised to hear that his method of asking questions annoyed others. Others interpreted it as a cross-examination rather than an honest request for information. This section is called the Blind Self. This section/area can be reduced by becoming more conscious about the way we behave with others. 

· The third section deals with aspects about us, known to us, but not to others. This section includes our secrets, our feelings of annoyance against others that we don’t express, talents that we don’t want to showcase/share. Sometimes, this area is very large if the person is very shy about expressing himself/herself, and many of the things that others are supposed to know remain undisclosed. This section is called the Façade or Hidden self. The size of this section can be reduced by expressing ourselves in the right manner to the right people.

· The fourth section deals with aspects about ourselves that are neither known to us nor others. It is referred to as the Unknown or the undiscovered self. Some psychologists believe that this is a very large section indeed and that certain circumstances (e.g. an accident); a particular stage of one’s life may suddenly reveal to a person some of the hidden aspects of the self.  

Highly personally effective individuals have a huge ‘Open Self’ and minimum ‘Hidden’, ‘Undiscovered’ and ‘Blind’ self. Such individuals are more aware of their inner resources, strengths, and areas for improvement. They are willing to share their feelings, talents and they continuously try to find out more about themselves by actively seeking feedback and being receptive to feedback received. Hence, the challenge that we face is “How can we be more personally effective and how can we maximize our open self?” The PE scale gives us an indication of how personally effective we are and gives us hints on how we can be enhancing this.  

Three Dimensional Concept of Personal Effectiveness 

· Self-Disclosure: People who communicate to others about themselves rather freely, who are frank and open, who express their views, opinions, knowledge, and feelings freely, can be considered as self-disclosing type. These individuals constantly communicate with others and make an impact. Such communication or self-disclosure helps in generating data and such an individual has more of an open and public self than a private self. Without an optimal amount of self-disclosure, we deny an opportunity for others to know us and to give us appropriate feedback. Low scorers may indicate private individuals, who may often be misunderstood and may make a limited impact on others.

· Openness to Feedback: Individuals who seek feedback constantly or periodically and try to find out about the impact they and their behavior have on others, those who take criticism sportily, examine themselves and their behavior and try to learn from such feedback, and those who value what others say about them, their actions, behavior, etc. are good learners from feedback. They are likely to develop themselves and become more effective in the process. Those who are not willing to listen to the views, opinions, and feedback from others and those who become defensive and are closed to feedback, are likely to develop less. Receptivity to feedback is, therefore, an essential element of managerial effectiveness and growth.

· Perceptiveness: The ability to pick up verbal and non-verbal cues from others indicates perceptiveness. It deals with an understanding of one’s feelings & being sensitive to the feelings of others. However, this dimension must be combined with the other two dimensions (openness to feedback and self-disclosure) for effectiveness. A person who is not open may receive many cues and much feedback from others at first but soon he may be seen as being manipulative and generally unavailable. Perceptiveness and openness reinforce each other.
Thus, to be effective, we must consciously work towards enhancing each of the 3 dimensions 

A score greater than 31 on each of the 4 dimensions is desirable. The maximum score on each of the 4 dimensions is 40. 

ENHANCING YOUR PERSONAL EFFECTIVENESS

	How much of an action-oriented explorer are you? How do you plan to enhance your initiative, proactivity and exploratory orientation? What are your action plans?



	How much of an open communicating and self-disclosing person are you? How do you plan to enhance your communicating tendencies to discover more about yourself? What are your action plans?



	How receptive are you to feedback from others? How do you intend to increase your receptivity, reduce your blind spots and enhance self-awareness? What are your action plans?



	How perceptive and sensitive are you to the feelings, moods and cues of others? How do you plan to enhance your sensitivity to others? What are your action plans?



	Session 4
	ROLE EFFICACY 


Role efficacy is defined as the potential effectiveness of an individual occupying a particular role in an organization. 

It consists of making your role the way you like (role making), feeing important and central in the organization through your role (role centering) and linking various aspects of the role to make it stronger (role linking). The various dimension of role efficacy include: 

1. Self-Role Integration: Where the role provides individual with greater opportunity to use his/her special strengths. Integration between Self and the Role leads to higher role efficacy while distance between the Self and the Role leads to low role efficacy 

2. Proactivity: Proactive Behavior (taking the initiative) contributes to higher efficacy. While reactive behavior (merely responding to the expectations of others) contributes less to efficacy. Lack of opportunity to take initiative leads to low efficacy 

3. Creativity: Opportunity for creativity and innovation increases role efficacy while performing only routine tasks becomes harmful for high role efficacy. 

4. Confrontation: Confronting problems and reaching a relevant solution contributes to higher role efficacy while avoiding problems or shifting problems to others leads to low role efficacy. 

5. Centrality: A person’s perception of the role as central to the organization contributes to high role efficacy while a person’s perception of the role as peripheral is likely to lead to low role efficacy. 

6. Influence: The more influence/power a person is able to exercise in the role, the higher the efficacy. 

7. Personal Growth: Person’s perception of the role as providing opportunity to grow and develop leads to higher role efficacy while a perception that the role does not provide the opportunity to develop contributes to low role efficacy. 

8. Inter-Role Linkage: Linking one’s role with others’ increases efficacy. Joint efforts in identification of problems, problem solving etc, increases role efficacy 

9. Helping Relationship: Person’s perception that help is available when needed, leads to higher role efficacy. While a perception that respondents are hostile leads to low role efficacy 

10. Super ordination: Opportunities to work for super ordinate goals have the highest role efficacy while a perception that performance in a role is of value to the organization, leads to higher efficacy 

Factors contributing to role efficacy include: 

A participative Climate, Higher job satisfaction, Climate promoting concern for excellence, use of expertise, and concern for larger issues and an Innovation fostering environment. 

Consequences of high role efficacy are:
· Less role stress

· less anxiety and work related tension
Persons with high role efficacy tend to rely on their own strengths to solve problems, use more purposeful behavior, are active and interactive with people and environment, persist in solving problems, show growth orientation, show attitudinal commitment, are positive in their approach and are satisfied with their jobs and role in the organization. Of all the things that make a manager successful is the self-image the person carries with him. The self-image is like a shadow. It is known in different terms and ways. The related concepts are self-respect, self-confidence, ego, sense of efficacy, self-concept, self-worth, sense of inner worth etc. People with high sense of values and super ordinate goals with a feeling that they exist for others etc.
	Session 5
	INTERNAL EXTERNAL LOCUS OF CONTROL

	Assignment 4
	


In the last 1 year, what has been your biggest ‘high point’ or success? What do you attribute this high point or success to?

	High Point
	Attributes

	· Completing PHD
	· My hard work

	
	

	
	

	
	

	
	

	
	

	
	


When you pass an examination, get a promotion or a reward, how do you interpret it? Some think it is due to their own ability, competence, or hard work, etc. or to factors “inside” or part of themselves, while others think that it is due to luck, fate or chance factors, etc. or factors “outside” them. 

Similarly, when you fail, miss a promotion, etc. some believe that it is due to their own carelessness, lack of hard work or effort-factors within oneself. Others believe it to happen due to chance, some powerful people in the organization, luck, God, etc. or factors external to oneself.

Those who have a tendency to attribute things that happen to them (success, failure, recognition, rewards, etc.) to factors inside them are called by psychologists as “Internals”. Those who attribute things that happen to them (success, failure, recognition, rewards, etc) to factors outside them are called “Externals”. Locus of control is the perceived source of control over our behavior. People with an internal locus of control believe they control their own destiny. They tend to be convinced that their own skill, ability, and efforts determine the bulk of their life experiences. In contrast, people with an external locus of control believe that their lives are determined mainly by sources outside themselves-fate, chance, luck or powerful others.

Our life is profoundly influenced by whether we perceive control over our life as predominantly internal or external. Locus of control influences the way we view ourselves and our opportunities. These beliefs of individuals have been found to influence dynamism, hard work, and success. For example, ‘internals’ have been found to be hardworking, dynamic, high activity level individuals. By virtue of their belief that they can make things happen, and what happens to them is largely their own making, internals put in effort and approach events with confidence.

On the other hand, ‘externals’ have been found to be conformists, rule-bound, more tolerant of frustration, easy-going, etc. By virtue of their belief and attitude that everything is preconditioned and there is very little one can do to influence events, externals tend to take life easy and may put in limited effort. 

Internality or externality is an attitude. It changes with time and experience. A series of successful experiences could make a person become more internal, while failures, natural calamities, death in the family, divorce, etc. may develop externality. A person may not necessarily be an extreme of Internal or External. People vary with respect to the extent of Internality and Externality. We are normally not totally Internal or External. We are a mix of the two. However, this mix varies from person to person. Some are more internal than external and others are the reverse. Multiple combinations are possible. 
An Internality to Externality ratio of 3: 1 is considered a healthy ratio.

	Characteristics more typical of Internals (Based on research)


· Internals are more likely to work for achievements, to tolerate delays in rewards and to plan for long-term goals.

· After experiencing success in a task, the internals are likely to raise their behavioral goals. In contrast, externals are more likely to lower their goals.

· After failing a task, internals re-evaluate future performances and lower their expectations of success. After failure, externals raise their expectations.

· Internals are better able to resist coercion

· Internals are more likely to learn about their surroundings and learn from their past experiences.

· Internals experience more anxiety and guilt with their failures and use more repression to forget about their disappointments.

· Internals find solving their own bouts of depression easier. Likewise, they are less prone to learned helplessness and serious depression.

· Internals are better at tolerating ambiguous situations.

· Internals are less willing to take risks and more willing to work on self-improvement and better themselves through remedial work.

· Internals derive greater benefits from social supports. They make better mental health recovery in the long-term

· Internals are more likely to prefer games based on skill, while externals prefer games based on chance or luck.

The development of locus of control is associated with family style and resources, cultural stability and experiences with effort leading to rewards. Many internals have grown up with families that modeled typical internal beliefs. These families emphasized effort, education, responsibility, and thinking. Parents typically gave their children rewards they had promised them.

In contrast, externals are typically associated with lower socioeconomic status, because poor people have less control over their lives. Societies experiencing social unrest increase the expectancy of being out-of-control, so people in such societies become more external.

	Session 6
	WORK VALUES


WORK VALUE means “the degree of worth ascribed to a particular type of work, activity, or aspect of the work”. The term is distinct from occupational/job “preference” because it refers to the degree of worth that is ascribed to it; whereas preference indicates a general attitude, value implies a stronger attitude or a positive evaluation.

Work values have been defined as goals, results, or characteristics that can be found in a job (MOW, International Research Team, 1987). 
HOW WORK VALUES AFFECT OUR PERFORMANCE

Values impact interactions in a variety of ways. Values influence choices; choices, in turn, are important in determining effectiveness because they influence outcomes. For example, the values that managers hold may influence their choices of subordinates, their likes, and dislikes for given jobs, or the extent to which they involve themselves with certain tasks. A manager may value scientific and theoretical knowledge so much that he or she unconsciously may prefer a thinker or a theorizer for a routine job. Another manager’s preference for a particular machine may be more a result of aesthetic values than an awareness of the efficiency of that machine. A research and development manager may try to economize unnecessarily because of personal economic values, thus limiting his or her ability to experiment with new products. The values an individual holds about different aspects of life constantly affect that person’s choices. Managers are likely to make better decisions in all situations if they act with an awareness of their reasons and with the knowledge of the extent to which their values direct their decisions.

This test helps an individual to know his/her work values and will thus help the individual select the appropriate work or career, where he/she will be able to give one's best and come out with flying colors.

WORK VALUES AS CAREER ANCHORS

Schein (1978) developed the concept of career anchor in assessing the orientation of individuals. According to Schein, a person’s “career anchor” consists of:

· Self-perceived talents and abilities are based on a series of actual successes in a variety of work settings.

· Self-perceived motives and needs based on opportunities for self-test and self-diagnosis in real situations and feedback from others, and,

· Self-perceived attitudes and values are based on the actual encounters between self and norms and values of the employing organization and work setting.

· The anchor is a stabilizing force, the values, motives, and needs that the individual will not give up if forced to make a choice. Schein delineated eight career anchors (Schein, 1990, 1993). With real-life experiences, feedback from peers and supervisors, and the emergence of their perceived talents people were found to belong to these anchors:

· Managerial, where the primary concern is to integrate the efforts of others and be fully accountable for total results.

· Technical/Functional, where the primary concern is to exercise their skills and talent in specialization area or function.

· Security/Stability where the primary concern is to have a stabilized career as they have been rewarded through promotions etc. and have recognized their talent.

· Autonomy and Independence where the primary concern is to have the freedom and control over what work they do, the methods they use, how much to do and when to do, and have a little restriction from the organization.

· Entrepreneurial and Creativity based anchors where the primary concern is to create something new, take risks, and have a desire for personal prominence for accomplishments.

· Service/dedication where the primary concern is to achieve some value like helping others and making the world a better place to live.

· Pure Challenge where the primary concern is to take challenges. Solve problems, manage tough situations, and emerge as a winner.

· Balance/Lifestyle Integration where the primary concern is to integrate family, career, and self-development.

Derr (1986) working on this concept has delineated five other internal career concerns: Getting Ahead (grow vertically or grow faster), Getting Secure (with high job security and long-term organizational identity), Getting Free (value autonomy and freedom at any cost), Getting High (take challenges) and Getting Balanced (balancing career, self-development, and relationships).

Rao (1983, 2002) has identified eight work values that seem to determine the career anchors of Indian managers: These include: Creativity and Challenge, Economic values, Security, Work conditions, Co-workers, Service, Academic, and Status. Of these economic, work conditions, security, co-workers (relationships) are meant to be lower-order values in Maslow’s hierarchy, and the remaining higher-order values leading to self-actualization. The instrument developed by Rao is being extensively used in career counselling and assessment centers to help managers recognize their values. Recognition of the career anchors/work values helps individuals identify their source of unconscious frustration and reduce the dissonance by working to create alternative sources of career satisfaction. 

In the new economy, Career planning for individuals has shifted from searching roc careers by the organization to taking charge of career development by the individual. The need for inward career development has become to be focused much more on the IT industry. For example, Bandopadhyaya (2002) has outlined the importance of HR professionals understanding the career anchors of IT professionals for enhancing retention. They should look for career anchors, which strengthen the psychological contract or the bondage between the individual and the organization. Studies have indicated that IT professionals in India have the following career anchors:

Pay, interesting work content, technology, responsibility, recognition, and growth prospects were found to be important factors in retention. The level of priority varies from individual to individual. It is the expectation mismatch and opportunities that lead to quitting the job or intention to quit.  Agarwal and Thite (2002) found in their study that the IT professionals in India are required to manage a lot of contradictions or expectation mismatch. For example, while the organizations would want the IT professionals to work on projects as per customer requirements, their preference seems to be to work on cutting-edge technologies. While their families expect monetary advantage, their peers and they valued working overseas and on the latest technology. 

Given the need for retention, the career planning efforts need to shift from planning the career to understanding the career aspirations and facilitating the management of these aspirations by “career compensatory interventions”.  Work values help us in some ways to predict career anchors as it is related to what one values in work.
For example, if an individual values academics highly, his career anchor may lie in academics. In contrast, people who value work conditions and physical facilities need to ascertain that they get a job where they have good facilities, and those that prefer challenge and creativity need to ascertain that they get a job that is aligned with their work values. Thus, knowledge of work values may help predict if the individual is likely to be happy in each job setting or not. Thus, knowledge of work values may help in career counselling, placement, and even recruitment
The managerial work values scale was first developed to measure the work values of medical doctors (Rao, 1976). Subsequently, the instrument was adapted to measure the work values of managers (Pareek, Rao, & Pestonjee, 1981)

The instrument has been further adapted here to focus more specifically on 9 work values, using the paired comparison method to measure their relative strengths. The work dimensions included are:

· Creativity and challenge-work where there is scope to do new things, and which gives challenges to the employees’ potential and ability.

· Economic-work that satisfies the financial needs.

· Independence-where the employee is given the freedom to make his own decisions and is not answerable for all his activities.

· Service-work that allows you to serve others.

· Work conditions-where the work conditions are good, all necessary facilities are given e.g., workstation, computers, water coolers, phone, air coolers, etc.

· Status-work that gives you a good designation and associated prestige, status, authority, and power to influence others.

· Co-workers-where you have good colleagues and enjoy a good relationship with them. 

· Security-where you ensure that you will continue to have the job.

· Academic-work which is related to research and academics.

Of these dimensions, creativity, independence, service, and academics can be considered as “intrinsic” and the rest as “extrinsic” dimensions of work. This instrument consists of 36 pairs of items. Each item in a pair represents one of the 9 work dimensions. 

This instrument consists of 36 pairs of items. Each item in a pair represents one of the 9 work dimensions. The respondent distributes 3 points between the items in each pair, based on personal preferences for that work dimension. Because each work dimension is compared with 8 other dimensions, the maximum score for any working value is 8 multiplied by 3 = 24 points.

Thus, the scores may range from 0 to 24. 

	Session 7
	Creativity Exercise

	Assignment 4
	


Assume that you are the production manager in charge of two wheelers production. You have agreed to deliver to a dealer in another country 10,000 two wheelers by the end of the month. Today is 25th your work is almost complete and 10,000 two wheelers are ready to be delivered except one of the components (rear view mirror) which needs a few minutes for each vehicle to be fitted. Your vendor was supposed to supply them all before in the beginning of the month but he has failed supply them. He supplied only 5000 of the components in the beginning of the month. He says he can supply all the remaining 5000 only by the end of the month. 
· You do not have enough time to keep up your commitment to your client. What will you do?
	1.

	2.

	3.

	4.

	5.

	6.

	7.

	8.

	9.

	10.

	11.

	12.


Add on more ideas if you have any
	Session 8
	INTERPERSONAL TRUST


The questionnaire has been titled ‘My Beliefs’ to prevent social desirability associated with the term ‘Interpersonal trust’ influencing the respondent. Trust is indicated by the extent to which one takes the words spoken or written in day-to-day conversations and use. The tendency of the individual to take the verbal statements of others at their face value and conduct his subsequent behaviors is an indication of trust. A trusting person believes everyone, all the time and despite negative experiences. This is an extreme case. Similarly, in an extreme case the suspicious individual questions everyone all the time and keeps on verifying or intending to verify information given on statements made by others. The more the number of people covered in this “Trust” or “Suspicion” is indicative of their respective magnitude.

This test captures all the normal characters in society with whom most people interact: teachers, politicians. Salesman, doctors, parents, children, newspapers, examinations, etc. The respondent is required to indicate in each item on a five-point scale the extent to which the verbal statements of that character (category of persons in the society) can be relied upon or the events reported can be trusted or the source of information can be relied upon. The strength with which the candidate trusts a large number of others etc. are added to get an idea of the Interpersonal trust.

The questionnaire also has items testing the extent to which the respondent considers himself as trustworthy (keeps up his/her promises or lives up to the commitments he makes). Thus, the tool has two scores: Trust and trustworthiness.

The items were generated by a group of social scientists familiar with Ratter’s Scale. They listed the normal situations one comes across in today's life that requires us to trust or rely on the information given by others. The items were then administered after editing and items that have low discrimination value were eliminated. Items on which there was a tendency to answer always high by almost everyone were eliminated. 

The questionnaire assesses an individual’s TRUSTING as well as TRUSTWORTHINESS. 

The effort is to identify these two critical factors: interpersonal trust & trustworthiness among test-takers because to create a healthy society we should be highly trustworthy and should have a good degree of trust.

	Session 10
	VISIBILITY


Visibility
The first 10 items are items dealing with Visibility. i.e. the extent to which you are seen by other s at your work place, in your family, society and neighbourhood and groups discussions and other activities. Add (sum) your scores on the first ten items i.e., item numbers 1 to 10. If your scores are above 40 you are a highly visible individual. Scores near to 70 indicate an extremely high visibility or highly seen.

Credibility

The next ten items i.e. item numbers 11 to 20 deal with the extent o which you are perceived s credible individual. That is the extent to which what you say is believed or heard. Scores above 40 indicate a high degree of credibility. Scores nearer to 70 indicate a very high credibility. 

You could be highly visible and highly credible individual i.e. both seen and heard. Or you could be low visibility and high credibility individual. That is not seen but heard individual. If your visibility and credibility scores are both low then you are neither seen nor heard. If you scores are high visibility and low credibility then you are seen but not heard.    

	Session 11
	MOTIVATIONAL PROFILE


‘Motivation’ is derived from the Latin word ‘Movere’ which means “To Move”. This term refers to the driving force that all people have. Different people have different types of motivation. Given below are 7 different motives (intentions) that play an important role in our lives and careers.

1. Characteristics of those with high Need for Achievement 
· The desire to excel, do better than before

· The desire to set standards and achieve them

· The desire to do better than others

· They take on challenges, which they are confident of achieving with their efforts. 

· High drive and activity level, constantly struggling to achieve something that they could call their achievement. 

· Achievement motivation is needed everywhere. 

2. Characteristics of those with high Need for Independence

· They like to have the freedom to do work according to one's wishes.

· They take their own independent decisions, related to career or any other important decision, which means the person does not have to take anybody’s approval.

· They prefer doing things without having to depend on others.

·  They don’t like to be answerable to anybody. 
3. Characteristics of those with high Need for Extension

· They are motivated by their concern to stretch themselves to serve larger goals, beyond self, they like activities where they can be of help or use to others and are concerned with larger issues of the society.

· They are willing to sacrifice personal goals for the sake of others (team, society, country) and they enjoy “giving” than “receiving”.


4. Characteristics of those with high Need for Power 

· This motive refers to influencing the thinking of other people.

· They like to win arguments with others and they would like to be in situations where people notice them.

· They would like a situation where they can be a leader of a group.

· They like winning over other teams in any competitive situation.

· They like situations where they have an opportunity to dominate over others.


5. Characteristics of those with high Need for Affiliation


· The desire to maintain relationships, be with friends and loved ones.

· The desire to get affection

· The desire to have friends 

· The desire to restore or maintain relationships and avoid disappointing people with whom they have a relationship.

· They increase their level of closeness with people they are already close with & continuously expand their network.  


6. Characteristics of those with high Need for Control

· They like setting rules, norms and give directions to others

· They like to control others behavior, they enjoy reminding others what is desirable and undesirable

· They like to take tasks where they can discipline others.

7. Characteristics of those with high Need for Dependence 

· They have a high concern for getting direction for action, they do work according to the rules & regulations set and they do things, which please others.

· Lack of initiative when action is called for is characteristic of a strong dependent. 

	Session 12
	R-COT and O-COT Evaluation

	Assignment 5
	


	Test
	Link

	Personal Effectiveness
	https://form.jotform.com/203301136221435

	Role Efficacy
	https://form.jotform.com/203341791270450

	IELOC
	https://form.jotform.com/202962829553464

	Work Values
	https://form.jotform.com/203021055075441

	Interpersonal Trust
	https://form.jotform.com/203311560225037

	Visibility
	https://form.jotform.com/203242201688449

	Motivational Profile
	Excel Sheet to be downloaded from the Website
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The first section deals with aspects about ourselves known to us and known to others e.g. name, age, physical appearance, familial affiliations. This would also include what others see in you and even you know about it: your manner of speaking, the way you generally behave in public etc. This section is called the Open self or the Arena. 








Receptivity to feedback





Self-Disclosure





Exploratory Orientation





People with high need for achievement can be good in jobs where there is scope to achieve excellence, make a mark, set standards, take personal responsibility and where targets are set and deadlines have to be met. Achievement motivation is needed everywhere. 








Those having high need for independence are suitable for roles where they can work according to their own wish, use their creativity, have freedom to experiment new things. Roles suitable for such kind of people are advertising, own business, web site designing, interior designing, work related to art & culture etc.








People having high need for extension will be happy in organizations that work for larger causes like Social service organizations, NGOs, charity organizations, organizations working for the betterment of the society, orphanages etc. Human serving professions like medical, nursing, HR executive, social workers, extension officers require this motive.








Those who have high need for power will do good in roles, which give them impressive designations (implying a lot of power) and which gives them an opportunity to win over the other person and get known for the same. These may include positions like CEO, MD, Financial officer, lawyer etc. All managerial roles require power.








People with high need for affiliation may do well in roles where warmth and affection is expressed and received, where they can meet people, interact with them, assist them etc. Such kind of roles may be like public relation officers, front office assistants, marketing, sales, counselor, teachers etc. 








People having high need to control can perform roles where there is full autonomy and control. Some of the roles may be civil servant, administrative officer, police, traffic police, vigilance, customs etc all enforcement related jobs.





Those having high need for dependence, will do well in bureaucratic organizations where control dominates the climate. Posts like assistants, data entry operators, telephone operators etc. where routine work is done and rules are well set and orders given suit them well.
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