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An organization is a structured group of people working together to achieve common goals
through defined roles, rules, and coordination systems.
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Organizational Behavior (OB) is the study of human behavior in organizational settings. It
examines how individuals, groups, and organizational structures influence behavior to
enhance effectiveness and efficiency.
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An OB system refers to the structured approach to understanding and managing
individual and group behavior within an organization. It includes four key elements:

People, Structure, Technology, and Environment.
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Assumptions of Organizational Behavior
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Organizations are social systems.

Behavior is caused, not random.

People have needs that influence behavior.

The whole person is involved in work.

Organizations are made up of formal and informal elements.
Individual differences must be recognized and respected.
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Input variable of Organizational Behavior Systems
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1. Individual Levelcaidaetd TR

Organizational behavior views the organization as the sum of individual behaviors.
It studies the individual behavior of people and how they react to organizational
plans, policies, etc. Psychological theories like learning, motivation, and leadership

are also considered in the study of the behavior of an individual. HITaT cgagRel
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2. Group LevelHHg €Y

Organizational Behavior has studied group behavior. Has it studied how the group interacts
with each other? How do they work? What types of tasks are the groups performing? How does
leadership influence the group, etc. OB studies the impact of social and psychological group

behavior factors upon the behavior and performance of groups at the group level. H3T&aT
TGNl HHGH cTAgRep! Ulel AT TS| THA HETTT TS Toh HAGEE el
3ecTshdT ST, HEL HIH ITSe, ol FehRehT HRIEE FHge! O], Alcfedepl FeTd HEcl
o 3INTEI0B of AHATSH TAUT HAldAAlieleh HHE TGN PRehgool HHgeh! TAHT
Olet GHTIRI 3TETTA TS|

Group processing variables are:H¥g 9fhdT TEw
> Task characteristicsshIRIehT IEHEGIRES

> Group compositionHHg AT | TIAAT

» Group size -{-IJ-Ic\seh\l K;IEIRS

3. Organizational Level#‘l‘éﬂ' X

Organizational Behavior is a behavioral science. It has studied the behavior of an organization as

a whole. To study the organization, it applies the knowledge of behavioral science. HITSAT

SUdgR U cdgIReh a3 (behavioral science) 8T TTY TISAATS THT YA

T TS| TITSeTh! TEIITAT STdEIRNeh TdAlelehl ATl AT IS |

Organizational processing variables are: TS UfshaT BRI

> Organization structure T3TGsT I
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> Leadershipﬁﬂﬁ'

Emotion is a complex psychological state that involves a subjective experience, a
physiological response, and a behavioral or expressive reaction. It is how

individuals respond to internal or external events that are personally
significant. wTaAT F=ITct R SFEAT B, STHHT SATh F HSATIIA ATHI STANH A, TR

wicifsha, T STer ST wdhd Siifsham SHISS| A1 ATHEeh! SARATd SATWE qT ST (dsh! SffshaT 8l

Example: Happiness, anger, fear, sadness, surprise, and disgust are basic human
emotions. @i, f@, <, 3@, =, oM 37fe AT HF TS |

2080 Q.N 11 Explain the brief the major contribution of disciplines to the field
of organizational behavior.

Organizational Behavior (OB) is the study of individual and group behavior within
an organization. It focuses on understanding, predicting, and managing human
behavior in a work environment. et =a=r (Organizational Behavior) wet @metym

Sfthed T HEh! SATERh! ST Bl T8t HRICATHT HIEh! ATERATE 34, JATHH T T eI T
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Major Contributions of Disciplines to OB (7= &= arees):

% Psychology (wifemm)

% Sociology (wmrrmer)

% Social Psychology (amfsms wifesm)
% Anthropology (7fe=m)

% Political Science (usrfifireme)

% Economics (atefemer)

- » Psychology (wafemm)

Psychology studies individual behavior. It helps OB in understanding learning, motivation, personality,
emotions, perception, and job satisfaction. -

-




AATGATAST STTFAIT STTGRPT AT IS | TFo! TIH (learning), SO (motivation),
safedcd, #TaelT, YRUMER (perception) T SR HedfSeells g1 Hegd S|

> Sociology (wartsmmer)

Sociology studies people in relation to their social environment. It contributes to OB through
understanding group behavior, communication, power, conflict, and organizational culture.
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> Social Psychology (|THIIGI® HAITa=ATeT)

This discipline blends psychology and sociology. It helps OB in understanding group dynamics,
decision-making, attitudes, and behavior change.

Al ATETS AANIAT T FATSTAETS [AHOT a5 | T8 Fagg afdepl (group dynamics),
Tt gfshan, giteenior, T cgagR IRadHh! IFEITFAT Acgd TS|

> Anthropology (Flﬁ?ﬂﬂ')
Anthropology studies cultures and environments across different societies. In OB, it helps in
understanding organizational culture, comparative values, and international behavior.

offaetetel Tafdest AN HERTA T ATATRUTR! IEATST S| TH HISHIHD
HERTA, TelellcHh FHedg® I IecIeeyd FagR g1 Hedldl TAS3T |

> Political Science (IrsT=iifer2mE)
Political science focuses on power, conflict, politics, and influence. OB uses it to understand
organizational politics, power distribution, and conflict management.

TSTATARMET S ATFd, decd, T, T THTGH! ETIAT S| OB o HITS [RFAh
TSTATd, efeFd aeRoT, T gdegd STTEAIAAT JHAC HgIT Toles |

> Economics (37RE)
Economics contributes by helping understand decision-making, cost-benefit analysis, resource
allocation, and productivity in organizations.




e fAvT ufshar, orera-omer faeeiyor, @ia f3awor T 3cureaiierdrent
EAGTATRT OB AT NG JAT3B|

2079 Q.N 11 State and explain the different levels of Organizational behavior

analysis.
Level

Individual Level .
learning

Personality, motivation, perception,

Group dynamics, leadership, conflict,

Group Level .

communication
Organizational Structure, culture, policies, change,
Level environment

feere
AR

Levels of Organisational Behaviour

Individual Level Group Level Organisational Level

Focuses on personal
attributes and behaviours
like motivation and
personality, examining
how these differences
affect work performance
and job satisfaction

Explores team dynamics
such as communication
and leadership,
analysing how group
interactions influence
individual behaviour and
overall performance

Examines the broader
organisational system,
including culture and
policies, and their impact
on performance and
employee behaviour




2078 Q.N 11 Why do managers need to study OB? Discuss the major
challenges faced by managers in OB.-15marks
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Improves Leadership Skills — Helps managers motivate and guide employees effectively.
Enhances Team Performance — Understands group dynamics for better collaboration.
Boosts Employee Motivation — Applies theories like Maslow’s Hierarchy to increase
productivity.

Improves Communication — Reduces conflicts and enhances workplace interactions.
Manages Workplace Conflicts — Resolves disputes efficiently for a harmonious
environment.

Adapts to Change — Helps in implementing organizational changes smoothly.

Enhances Decision-Making — Uses behavioral insights for better choices.

Increases Job Satisfaction — Creates a positive work culture, reducing turnover.

AAqed &N e+ - HFHANEES IR T AREL I Tl grol

fear gesier gure - AAg TaER ISR THA Hghrd T Hg Aol

FHAN AU TE13 - ATEAR! [AUTAS FTEdT fAeyed 6T 1 3curgahcd
CEEGE

AR GUTel - Sdoed U HIATYAT THT Tl HRAH o |
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Major Challenges Faced by Managers in OB

v
v
v

Workforce Diversity — Managing employees from different cultures, ages, and
backgrounds.

Employee Motivation — Keeping staff engaged and productive.

Conflict Resolution — Handling disputes between individuals or teams.
Adapting to Change — Implementing new technologies and policies smoothly.




Work-Life Balance — Ensuring employees maintain a healthy personal-professional life.
Leadership Challenges — Developing effective leaders for future needs.

Communication Barriers — Overcoming misunderstandings due to poor communication.
Employee Retention — Reducing turnover by improving job satisfaction.
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2077 Q.N. 11 State and explain the challenges and opportunities for
organizational behavior.

Challenges:

1. Workforce Diversity — Managing employees from different cultures, ages, and backgrounds can
lead to conflicts and communication gaps.

2. Technological Changes — Rapid advancements require continuous employee training and
adaptation.

3. Employee Burnout — High work pressure leads to stress, reducing productivity and job
satisfaction.

4. Global Competition — Organizations must innovate and improve efficiency to stay competitive.

5. Ethical Issues — Maintaining fairness, transparency, and corporate social responsibility is
challenging.
Opportunities:

1. Enhanced Employee Engagement — OB helps create a positive work culture, increasing
motivation and loyalty.

2. Better Leadership Development — Training managers in OB improves decision-making and
team management.

3. Improved Conflict Resolution — Understanding OB helps in resolving disputes effectively.
4. Adaptation to Remote Work — OB principles assist in managing virtual teams efficiently.
5. Increased Innovation — A strong OB framework fosters creativity and teamwork.
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Definition of Attitude:
Attitude refers to a person’s feelings, beliefs, and tendencies toward an object, person, or situation. It
shapes behavior and decision-making.

Characteristics of Attitude:

Learned Behavior — Developed through experiences and socialization.
Stable but Changeable — Can shift over time with new experiences.
Influences Actions — Affects how employees behave at work.
Emotional Component — Includes likes, dislikes, and biases.
Cognitive Basis — Formed based on knowledge and beliefs.

M

Significance in Organizations:

e Affects job performance, teamwork, and customer relations.
e Positive attitudes increase motivation, productivity, and job satisfaction.
e Negative attitudes lead to conflicts, absenteeism, and turnover.

Definition of Emotion:

Emotion refers to intense feelings (e.g., happiness, anger, fear) that influence behavior and decision-
making.

Role of Emotion in Organizations:

Employee Motivation — Positive emotions increase enthusiasm and commitment.
Leadership Effectiveness — Emotionally intelligent leaders inspire teams better.
Conflict Management — Understanding emotions helps resolve disputes smoothly.
Customer Relations — Happy employees create better customer experiences.
Workplace Culture — Emotional climate affects teamwork and innovation

AW =




Unit 2: Perception and Learning 31?;31"\% T @& 2+10

Definition of Perception (&rwum):

Perception is the process by which individuals interpret and organize sensory information to
give meaning to their environment. Example: Two people may perceive the same situation

differently based on their past experiences. YRV HeelTel SToade®el WITd IR FAATS
fFd 3t aRerer sarear a1t T cagar 37y R ufshar gl
3TEI0T: U3¢ IRTEUTAS g8 eafeFael Bieh aReTel g HeFowe|

Definition of Learning (atferm):

Learning is a relatively permanent behavior change that occurs as a result of experience or
practice. Example: An employee learns to use new software after training. 37T&eTe $oatTel SDGE

ar 37eIrgH IRUTHAEIET SR cTagRe TIRY gRadT &l
3ETEIUT: IR dIfedulS 7T FeadI] AT T RAFa|

Definition of Attribution (3[0T 3Tdor);

Attribution refers to the process of assigning causes to behavior — whether it was due to internal traits
(like effort or ability) or external factors (like luck or task difﬁculty).?l;I'UT 3TYOT $e<TTel Eaher\' IGERCT
FROT HledReh (ST TAT, AT aT e (STE: A, Il HiSeATs) HROTAH Hehd It
gishar &l

1. What are the outcomes of perception?
(UROTRT TRUTHEE $-& §=1?)
. EifQETUT (Attitudes)
o T (Judgments)
o« fAoT™r 9fehar (Decision-making)
o HediciFdeh HFIY (Interpersonal relations)
o FRITYTR IR (Work behavior)




2. What are the components of learning?

(ITIHFT dagw F-F &)
« XM (Drive)
+ 3¢QIUe (Stimulus)
o 9fafshar (Response)
«  FgERIT (Reinforcement)

TAYOT QATFA (Retention)

3. What is 'O’ Factor?

(‘0" FITFEY HoAT & g1?)

‘O’ Factor refers to Openness to Experience, which is one of the Big Five personality traits. It describes a
person's creativity, curiosity, and willingness to try new things.

2080 Q.N. 12 How does social learning theory help to understand the learning
process of human behavior? Explain (arfoe siferma frgraer AT sadeR g3 ot

g T87?)

-Social Learning is the process of learning by observing others. It occurs when people watch,
imitate, and model the behavior, attitudes, or emotional reactions of others. @IS 31TRITH

HoalTel 3EH g, A, ¥ Ffafhar g = ufshar g agar safaa 3rsens saciied

T, AFhd N, @Fa 75| i.e A child learns to say “thank you” by watching their parents do it
regularly.

How Social Learning Theory Helps Understand Human Behavior is below:

1. Learning Through Observation
o People learn by watching others (models) and imitating their behavior.
o Example: Employees learn work ethics by observing senior colleagues.
2. Role of Reinforcement
o Behaviors are repeated if rewarded (positive reinforcement) or avoided if punished.
o Example: A praised employee continues good performance.
3. Cognitive Processing
o Learning involves attention, memory, and motivation, not just imitation.
o Example: A trainee remembers a skill only if they find it useful.
4. Vicarious Learning
o Individuals learn from others’ successes/failures without direct experience.
o Example: Seeing a coworker rewarded for punctuality encourages others to be on time.
5. Self-Efficacy Belief
o Confidence in one’s ability affects learning and performance.
o Example: A manager’s encouragement boosts an employee’s skill adoption.
6. Environmental Influence




o Social and cultural contexts shape learning.
o Example: Team culture influences how new hires adapt.

o 3ddIFEE Tl
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o HaAAcA® Yishar

fReprsAT Coter, TR ¥ 9RO 9fe FATGR §eo

3CTeoT: giRreTomeder IuAel R &7 AT #F Tl eS|
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Cognitive Learning (dsmreas fis)

Social Learning (amfsis faers)

Focuses on internal mental processes (e.g.,
thinking, analyzing).

wHfe wfrEmn S (e, )

Learning is individual-based (self-discovery).

T e (SATeH-3T=I0r))|

Uses problem-solving, reasoning, and

memory.
THRT THIEE, 96 T id & TSl

No direct need for social interaction.
TSR ST=ai(shaT STTa9deh &4

Examples: Reading a book, solving puzzles.
et fohaTer ueH, ueeft THTEE T

Theorists: Jean Piaget, Lev Vygotsky.
Torgraerr; fommt, smeTieeshn

Used in self-study, academic learning.
FTeH-3Tea, Sfeer foeprgar s

Focuses on observing and imitating
others.

HEATZ T SIHOT AT Hi-5dl

Learning is group or socially influenced.
TR o1 WIS T

Uses imitation, modeling, and
reinforcement.
HTH, AT T WA A TS

Requires social interaction or

observation.
IS SR a7 AR JTa9ah Bl

Examples: Learning from a teacher,
copying a role model.

Sarewl. Rrererare e, TRl ST TH)

Theorist: Albert Bandura.
fogren. e argu

Used in behavioral training, workplace
learning.

AT Tf3Teror, shrieae faeprgar g




2078 Q.N 11 What is social learning? Explain the relevance of social learning

Social learning is the process of acquiring knowledge through observation, imitation, and interaction
with others. It emphasizes that people can acquire new behaviors, skills, and knowledge not only
through direct experience but also by watching others (models), such as parents, teachers, peers, or
media figures.

Psychologist Albert Bandura is a key figure in social learning theory, especially known for his Bobo Doll
experiment which demonstrated that children learn aggressive behavior through observation.

AT 3T (Social Learning) HooTTol 31@1’1%’ %'QT,W INT aT e TshaT (Interaction)
T e gfshar g a0 RUedd #eo b AfAHEE Shad T Igerase A gise, 30
STFIE® (ST JTHAT-gar, RieTeh, @rel, ar fAfamr Sf@ue safeass) g W ufe =gasn,
g, 3 AT T aooH|

HANA AN el Sleqlicl I8 Hetleddl HET AT TRl Bel, [aIY IRY Bobo Doll
Experiment TC STg1 3oTol ¢W@IU o STalgsel 3TehIHS UdgR 3TFds X HFoe|

Relevance of Social Learning (Importance)

1. Education: Students learn by observing teachers and peers, making it important for role models
to display positive behavior.

2. Workplace Training: Employees learn skills and ethics by watching experienced workers.

3. Child Development: Children imitate parents' or elders’ behavior, language, and actions.

4. Media Influence: People, especially youth, are influenced by what they see in movies, TV, and
social media.

5. Behavioral Change: Social learning can be used to promote good habits and reduce negative
behavior.

1. fRrem: foeamiie® e dour arefewars e} o, cadiel FRIcAS STdeR c@3a

ngmmewgm?[l
2. FTH FRAGTOT: FHAEE ITHAT PHERAS §R T T HTROT o]
3. 91 Ay STUEES IMATGAT a1 SISl SYAgR, AT T ShATheTIER sAerehel IS |
4. TafEar gsima: ARV I garew fAfEan, cfaffies, gafm, T amias dsarerr
mﬁmmwl

5. AR URade: ATATGh 3ETTTah YT IR AT ST [FhrT o7 T FA0H STIgR
g3 Aiheo |




2077 Q.N 12 State and explain the factors influencing learning.
Factors Influencing Learning
(TYETTATS T3 ITet PRPEw)
Learning is affected by various internal and external factors. These factors influence how well, how fast, and how
effectively a person can learn.
Explanation:
1. Motivation:
It is the internal drive that encourages a person to learn. A highly motivated learner learns faster and
better.
Example: A student who wants to pass an exam is more focused.
2. Intelligence:
A person’s intellectual ability affects understanding, reasoning, and problem-solving skills, which impacts
learning performance.
3. Physical and Mental Health:
Good health supports effective learning, while iliness or stress reduces concentration and memory.
4. Environment:
The learning environment (lighting, noise, seating, etc.) greatly influences focus and learning speed.
5. Teacher’s Role:
A supportive, skilled, and encouraging teacher can improve a student’s interest and performance.
6. Method of Learning:
The way in which content is delivered—like group discussion, visual aids, or interactive methods—affects
how easily students learn.
7. Interest and Attention:
If the learner is interested and attentive, learning becomes easier and more effective.

1. WO (Motivation):
fReFeTeht faT 9RO 3MaRIS gew | IRA eIt e T A e
3GTERT: GOET GIT Tt alget fagaredf a¢ e fares/
2. g‘qﬁﬂm (Intelligence):
At sleftish eTddr (1Q) & 38 e a1fd, §oi13 T TACAT FHATYT &THATS IR IS5
3. AR® ¥ AT Tarew:
TH TS [Asars FgAier S| U a1 daEaaed Safgae €O T GeseRiied s
gml
4. 9ITEIOT (Environment):
9gel ATATGRUT (SIEc: TaRIRT, 3TATST, §&4 <IaedN) of €47l T faasar aifa garfad a5
5. frerFar i
AT T WROTERT ReTehel faegTien @ SToTells 96130 T dAfdell UR 5|
6. P13 aRSFT (Method of Learning):
A3 AR (S THE Tolthel, g AIAT, 3ATH TR TR Aeprsar anfar
AgcaqT go |
7. ¥ T AT (Interest and Attention):

ﬁqmﬁm%ﬁtzmmmmrmgml




2077 Q.N 17 What are attribution errors? Discuss the application of the perception theories in

organizations.
What are Attribution Errors?
(UfesgaeT JEgE® HARl & g1?)
Attribution errors occur when individuals wrongly interpret the causes of others' behavior. Instead of accurately
identifying whether a person’s action is due to internal traits or external situations, people often make biased
judgments.
Types of Attribution Errors:
1. Fundamental Attribution Error:
Tendency to overemphasize personal traits and underestimate the situation.
Example: If an employee misses a deadline, the manager may assume he is lazy rather than considering
external reasons like workload.
2. Self-Serving Bias:
Individuals attribute their success to internal factors (like skill) and failures to external factors (like bad
luck).
Example: “I passed because I'm smart, but | failed because the exam was unfair.”

UREegHA JREEE Heellel 316! TGN HRUIR el SITEAT e g1l Tl Fol FIA fohed I=AT 87
g5<1, 9T Afrees BT (3MedRe) FROTs &Y ¥ aed FRTENS FH Hedigdhe o]
ufesqaa R THhRE:
1. HA{d Fﬁ,ﬁgﬂﬂ' aﬁ' (Fundamental Attribution Error):
&R YAGRATS chTacAalcl QYT FIAT SATET Aot Fgil|
#TP FRT Gl o7 HFE/
2. 3rcA-fed ‘13‘!71%' (Self-Serving Bias):
BT 3MMthehl HRUT HTRT T AT ST HROUTS HTH Sl TTT|
3CTENTT: ’WWWWJWﬁWW%WWﬂW@WN"

Application of Perception Theories in Organizations
(FEATHAT YRUTHFT RAgeTedagae! 9a19)
English:
1. Recruitment and Selection:
First impressions, stereotyping, and the halo effect affect hiring decisions. HR must be trained to avoid
perception bias.
2. Performance Evaluation:
Managers must avoid attribution errors when assessing employee performance. Focus should be on
objective criteria.
3. Motivation:
Understanding how employees perceive fairness and recognition helps improve motivation and job
satisfaction.
4. Leadership:
Leaders must perceive employee strengths and weaknesses accurately to delegate tasks and build trust.
5. Conflict Resolution:
Misperceptions can cause conflicts. Clear communication and perspective-taking reduce
misunderstanding.




e T Bl (Recruitment and Selection):

gfgell aRoT, RIS, T gl FHTde HdT [AUTars 38X 37 9| HRo fasger fao foa
[GEG RG]

FR Hﬂlﬁ' (Performance Evaluation):

hHURIAT Hedlched &I UEeqaed e el Aga1| TLAT IR Fpdichel TS|
9O (Motivation):

HAARIS 71T T AT HEA §5O] ool S IROM T Hedive Fer3 dlheo|
F]T-lﬁ' (Leadership):

AdTel HHARIH! &THAT SN HIHA Slgous T [32ad I TS|

gdead HHATYTA (Conflict Resolution):

I UROM T GHATS STST AFAEST| TS AR T Helefsffcd FaT TS|

2074 Q.N 17 Discuss the principle of learning.

Principles of Learning

(Rse RiguTdes)
Learning principles are the basic rules or guidelines that help make learning more effective and long-lasting. These

principles are used in education, training, and development.
Key Principles of Learning:

1.

Readiness:

Learning happens best when a person is physically and mentally prepared to learn.

Exercise (Practice):

Repetition and regular practice strengthen learning and improve memory.

Effect:

Positive outcomes encourage learning. If learning results in satisfaction, it is more likely to be repeated.
Primacy:

What is learned first creates a strong impression. First learning should be correct and clear.
Recency:

The most recently learned material is remembered best. Frequent review helps retain information.
Intensity:

The more exciting, real, or emotional the experience, the better the learning.

Freedom:

Learning is more effective when individuals are allowed to explore and express freely.

Motivation:

Internal or external motivation plays a major role in encouraging people to learn.
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Unit 3: Personality (2

1. What is a personality trait? (2 Marks)J

e A personality trait is a stable and enduring characteristic that influences an individual’s behavior,
thoughts, and emotions across different situations. Examples include honesty, aggressiveness,
and sociability.
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2. State two nature of personality. (2 Marks)

Stable yet adaptable: Personality remains consistent over time but can evolve due to
experiences.

1. Unique and individual: Each person has a distinct combination of traits.
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3. Differentiate extrovert and introvert. (2 Marks)
e Extrovert: Outgoing, energized by social interactions, seeks external stimulation.

e Introvert: Reserved, gains energy from solitude, prefers deep conversations over small talk.
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4. What do you mean by agreeableness personality? (2 Marks)

e Agreeableness is a personality trait characterized by kindness, cooperation, trust, and empathy
toward others.
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5. State and explain the major determinants of personality. (10 Marks)
Personality is shaped by a combination of biological, environmental, and psychological factors. The major
determinants include:
1. Heredity (Biological Factors):
o Genetic Influence: Traits like temperament, intelligence, and emotional reactivity are
inherited. Twin studies show that identical twins raised apart share similar personalities.
o Neurobiological Factors: Brain structure (e.g., amygdala for emotional responses) and
neurotransmitters (e.g., dopamine for extraversion) play a role.
2. Environment:
o Family & Parenting Styles: Authoritative parenting fosters confidence, while neglect may
lead to insecurity.
o Culture: Collectivist cultures (e.g., Nepal) emphasize group harmony, shaping agreeable
traits.
o Education & Peer Groups: School environments and friendships influence social skills
and attitudes.
3. Situational Factors:
o Life Experiences: Trauma, success, or failures (e.g., losing a job) can alter self-perception.
o Adaptation: Personality may shift in response to new roles (e.g., becoming a parent).
4. Social Learning (Bandura’s Theory):
o Observational Learning: Children mimic behaviors of parents or celebrities.
o Reinforcement: Positive feedback encourages trait retention (e.g., praise for honesty).
5. Self-Esteem & Personal Agency:
o Self-Concept: Beliefs about oneself (e.g., "l am resilient") guide behavior.
o Autonomy: Personal choices (e.g., career paths) reinforce traits like conscientiousness.
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6. What are the applications of personality traits? Explain. (10 Marks)

Personality traits have practical implications across various domains:
1. Workplace & Organizational Behavior:
o Job Fit: Extroverts excel in sales/leadership; introverts thrive in research roles.
o Team Composition: Balanced teams (e.g., mix of agreeableness and assertiveness)
enhance productivity.
o Leadership Styles: Conscientious leaders are organized; high openness fosters
innovation.
2. Conflict Resolution:
o Understanding Traits: Recognizing a colleague’s neuroticism helps manage stress-
induced conflicts.
o Negotiation: Agreeable individuals prioritize harmony; assertive traits drive favorable
deals.
3. Career Counseling:
o Trait Assessment: Tools like MBTI guide individuals toward suitable careers (e.g., artistic
jobs for high openness).
o Skill Development: Low conscientiousness? Training programs can improve discipline.
4. Education:
o Teaching Methods: Extroverts benefit from group activities; introverts prefer
independent study.
o Student Motivation: High neuroticism? Emotional support boosts academic
performance.
5. Personal Growth & Relationships:
o Self-Awareness: |dentifying traits (e.g., low agreeableness) helps improve interpersonal
skills.
o Marital Compatibility: Complementary traits (e.g., one extrovert, one introvert) can
balance relationships.
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Unit 4: Job Satisfaction

1. What are the characteristics of people with the need for affiliation? (2 Marks)
e Seek social interactions and approval.
e Prefer teamwork over individual tasks.

¢ Avoid conflicts to maintain harmony.
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2. How does an organization measure the level of job satisfaction? Explain with an example. (10
Marks)

Introduction:

Job satisfaction is measured through surveys, interviews, and behavioral indicators to assess employees’
emotional and psychological engagement with their work.

Methods:
1. Surveys & Questionnaires:

o Example: Using a 5-point Likert scale (1 = Strongly Disagree to 5 = Strongly Agree) to rate
statements like "l enjoy my work."

o Tools: Job Descriptive Index (JDI), Minnesota Satisfaction Questionnaire (MSQ).
2. Interviews:

o One-on-one discussions to explore deeper sentiments (e.g., "What changes would
improve your job satisfaction?").

3. Behavioral Indicators:

o Absenteeism/Turnover Rates: High dissatisfaction correlates with frequent absences or
resignations.

o Productivity Metrics: Satisfied employees show higher output and quality.
4. Focus Groups:

o Group discussions to identify common satisfaction/dissatisfaction factors.




Example:
A tech company uses MSQ to find that 70% of employees rate "work-life balance" as unsatisfactory,
prompting the implementation of a flexible hours policy.
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3. How does job satisfaction affect employees' performance? Describe. (10 Marks)
Introduction:
Job satisfaction directly impacts performance through motivation, commitment, and mental well-being.

Effects:
1. Increased Productivity:
o Satisfied employees are 20% more productive (Harvard Study).
2. Lower Absenteeism:

o Reduced stress leads to fewer sick days.




3. Enhanced Creativity:

o Happy employees contribute innovative ideas (e.g., Google’s 20% project time).
4. Better Customer Service:

o Satisfied staff show empathy and patience (e.g., satisfied waiters receive higher tips).
5. Higher Retention:

o Reduces turnover costs (replacing an employee costs 1.5x their salary).
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Unit 5: Groups and Teams in Organizations.

. Two Types of Groups

e Formal groups (structured by organization) and Informal groups (formed naturally by members).
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. Two Significance of Informal Groups

Provides emotional support and improves communication.

o HEACHS HEANT Ges T HaRelS FUrs|
. Two Features of Informal Groups

: No fixed structure and based on personal relationships.
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. Types of Groups

e : Primary groups (family, friends) and Secondary groups (work teams).
o WAAT FAE (INAR, ArRAEE) T Gfadas g (F Golgd)|

. Technical View of Group Dynamics

e :Study of how groups form, function, and influence members.
o HAE HEY o0, FH TG T CTAehas JHT IS Hool LT |

. Internal Nature View of Group Dynamics

e : Focuses on psychological and social interactions within a group.
o T A AaaeeeE T aAfee sedfearers dfead ol

. Virtual Team

e :Agroup working together remotely using technology.
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8. Nature of Informal Group and Its Significance (10 Marks)

Introduction:

Informal groups are formed naturally based on personal relationships, shared interests, or social
interactions rather than organizational structure. They play a crucial role in workplace dynamics,
employee satisfaction, and communication.

Nature of Informal Groups:
1. Spontaneous Formation: They arise naturally without formal rules or management direction.
2. Personal Relationships: Based on friendships, common interests, or social bonds.
3. No Fixed Structure: No official hierarchy; leadership emerges naturally.
4. Flexible Communication: Open and free-flowing discussions.
5. Emotional Support: Provides a sense of belonging and reduces stress.

Significance of Informal Groups:
1. Enhances Communication: Encourages open discussions and information sharing.
2. Boosts Morale: Increases job satisfaction through social interactions.
3. Quick Problem-Solving: Informal discussions lead to faster solutions.
4. Supports Change Management: Helps employees adapt to organizational changes.

5. Encourages Innovation: Informal brainstorming leads to creative ideas.
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9. Definition of Group and Reasons for Joining Groups (10 Marks)

Introduction:
A group consists of two or more individuals who interact, share common goals, and influence each other.
People join groups for various psychological, social, and practical reasons.

Definition of Group:
A group is a collection of individuals who:

1. Interact and communicate regularly.
2. Share common objectives or interests.
3. Perceive themselves as a collective unit.
4. Influence each other’s behavior and attitudes.
Reasons for Joining Groups:
1. Social Needs: Desire for friendship, belonging, and acceptance.
2. Security: Protection from external threats or uncertainties.
3. Self-Esteem: Recognition and status within a group.
4. Goal Achievement: Collaboration helps accomplish tasks efficiently.

5. Knowledge Sharing: Learning from others’ experiences and skills.
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Unit 6: Organizational Conflict and Stress.

1. Two Nature of Conflict
1. Substantive Conflict - Disagreement over tasks, ideas, or goals.
Emotional Conflict - Personal clashes due to emotions, values, or relationships.
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2. Definition of Negotiation

Negotiation is a dialogue between two or more parties aimed at reaching a mutual agreement or
resolving differences.
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3. Meaning of Dysfunctional Conflict

Dysfunctional conflict is a harmful disagreement that disrupts teamwork, lowers productivity, and
creates a negative work environment.
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4. Assertive Behaviour
Assertive behavior means expressing one's thoughts, feelings, and needs clearly and confidently while
respecting others' rights.
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5. Human Relations View of Conflict
The human relations view sees conflict as a natural and inevitable part of group interactions that can
improve performance if managed properly.
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6. Interactionist View of Conflict
The interactionist view considers conflict as necessary for group success, encouraging healthy debates
and innovation.
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7. Intragroup Conflict
Intragroup conflict refers to disagreements or clashes among members within the same group.
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8. Functional Conflict
Functional conflict is constructive disagreement that improves decision-making, creativity, and team
performance.
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11. Nature and Sources of Conflict in Organizations - Is Conflict Always Bad?
Nature of Conflict in Organizations:
1. Inevitable: Conflict naturally arises due to differences in goals, values, or perceptions.
2. Multidimensional: Can be task-related, emotional, or structural.
3. Dynamic: Changes in intensity and form over time.
4. Impactful: Can either improve or hinder organizational performance.
Sources of Conflict:
1. Resource Scarcity: Competition for limited resources (budget, promotions).
2. Communication Barriers: Misunderstandings due to poor information flow.
3. Role Ambiguity: Unclear job responsibilities leading to overlaps.
4. Personality Clashes: Differences in work styles or attitudes.
5. Organizational Structure: Rigid hierarchies or competing departments.
Is Conflict Always Bad?
¢ No, conflict is not always bad.
o Positive Effects: Encourages innovation, improves decision-making, and strengthens
team bonds.
o Negative Effects: Reduces productivity, creates hostility, and disrupts teamwork.
e Key: Proper management determines whether conflict is constructive or destructive.

12. Approaches to Conflict Management in Nepali Organizations
Common Approaches Used in Nepal:
1. Avoidance: Ignoring conflict to maintain harmony (common in hierarchical cultures).
2. Compromise: Finding middle-ground solutions (used in team-based environments).
3. Collaboration: Encouraging open dialogue for win-win outcomes (gaining popularity).
4. Authority Intervention: Superiors imposing decisions (traditional method in Nepali firms).
Critical Examination:
e Strengths:
o Avoidance preserves relationships in short-term.
o Collaboration fosters long-term trust.
o Weaknesses:
o Avoidance leads to unresolved issues.
o Authority-based solutions may demotivate employees.
¢ Recommendation: Nepali organizations should adopt more collaborative and transparent
conflict-resolution strategies.

13. Intergroup Conflict: Definition and Dynamics

Definition:

Intergroup conflict occurs between different teams or departments within an organization (e.g.,
marketing vs. finance).




Dynamics of Intergroup Conflict:
1. Competition for Resources: Groups fight for budgets or recognition.
2. Stereotyping: Negative perceptions of other groups ("us vs. them" mentality).
3. Communication Breakdown: Reduced interaction increases misunderstandings.
4. Escalation: Small disagreements grow into major disputes if unaddressed.
5. Impact on Performance: Lowers coordination and organizational efficiency.
Management Strategies:
e Encourage interdepartmental collaboration.
e Establish clear organizational goals.
e Mediation by neutral parties.

14. Approaches to Conflict Management
Five Major Approaches:

1. Avoiding: Ignoring conflict (useful for trivial issues).

2. Accommodating: One party yields to maintain peace.

3. Competing: Asserting dominance (useful in emergencies).

4. Compromising: Mutual concessions (balances power).

5. Collaborating: Problem-solving for mutual benefit (best for complex issues).
Application in Organizations:

e Competing: Used when quick decisions are needed.

e Collaborating: Ideal for fostering teamwork.

e Compromising: Helps in negotiations.

e Choosing the Right Approach: Depends on conflict severity and relationship importance.
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Unit 7: Organizational Change and Development HISTcA® IRadd T [

1. 2079 Q.No. 5: What do you mean by resistance to change?
Resistance to change refers to the opposition or reluctance displayed by employees or
stakeholders when faced with new processes, technologies, or organizational shifts. It
arises due to fear of the unknown, loss of job security, or discomfort with altering
established routines.

2. 2078 Q.No. 5: List out any two features of organizational development.

o Focuses on long-term improvement in organizational effectiveness.

o Emphasizes collaboration and employee participation in change processes.
3. 2077 Q.No. 9: Point out any two values of organizational development.

o Promotes a culture of continuous learning and adaptability.

o Enhances teamwork and communication within the organization.
4. 2077 Q.No. 10: List out any four values of OD.

o Encourages employee empowerment and engagement.

o Aligns organizational goals with employee development.

o Fosters innovation and problem-solving.

o Builds a positive and inclusive workplace culture.
5. 2073 Q.No. 10: State the main forces for organizational change.

o External Forces: Technological advancements, market competition, legal/political
changes.

o Internal Forces: Leadership shifts, employee demands, inefficiencies in processes.

6. 2078 Q.No. 13

Show the relationship between organizational change and organizational development.
Explain any two issues of OD interventions.

In English:
Introduction:
Organizational Change (OC) refers to alterations in structures, processes, or culture within an




organization, while Organizational Development (OD) is a planned, systematic approach to
improving effectiveness through behavioral science. OD facilitates smooth change by preparing
employees and aligning systems.

Relationship between OC and OD:

e OD drives sustainable change by focusing on long-term growth rather than short-term
fixes.

e Change is the goal, OD is the process—OD tools (training, team-building) help manage
resistance and ensure successful transitions.

e Both aim to enhance efficiency, adaptability, and employee satisfaction.
Two Issues of OD Interventions:

1. Resistance to Change: Employees may oppose new methods due to fear of job loss or
discomfort with uncertainty.

2. Lack of Leadership Support: Without commitment from top management, OD initiatives
often fail due to insufficient resources or direction.

Conclusion:
OD and change are interdependent; OD ensures change is implemented effectively, but
challenges like resistance and poor leadership must be addressed.

In Nepali:
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7.2077 Q.No. 16
What is change? Explain the forces of change.

In English:

Introduction:

Change refers to any alteration in an organization’s environment, structure, technology, or
workforce. It can be planned (e.g., new policies) or unplanned (e.g., market crises).

Forces of Change:

1. External Forces:
o Technological Advancements: Automation/Al requiring skill upgrades.
o Market Competition: Pressure to innovate or reduce costs.
o Legal/Political Shifts: New regulations (e.g., data privacy laws).

2. Internal Forces:
o Leadership Changes: New vision/strategies from management.
o Employee Demands: Need for flexible work cultures.
o Inefficiencies: Process bottlenecks prompting restructuring.

Conclusion:

Change is inevitable, driven by external and internal factors. Organizations must adapt
proactively.




In Nepali:
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8. 2075 Q.No. 16

Describe the goals of organization development. What prerequisites are required for
organization development?

In English:

Introduction:

Organization Development (OD) aims to improve organizational health through strategic
interventions, fostering adaptability and employee engagement.




Goals of OD:
1. Enhance Efficiency: Streamline processes to reduce waste.
2. Improve Communication: Break silos for better teamwork.
3. Foster Innovation: Encourage creative problem-solving.
4. Employee Development: Upskill staff for future challenges.
Prerequisites for OD:
1. Leadership Commitment: Top management must actively support OD initiatives.
2. Clear Objectives: Defined goals aligned with organizational vision.
3. Employee Participation: Inclusive culture where staff contribute ideas.
4. Resource Allocation: Budget, time, and tools for OD programs.

Conclusion:
OD succeeds when goals are clear, leadership is involved, and employees are empowered.

In Nepali:
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5. 2080 Q.No. 19

Why is organizational change necessary? Assess the different approaches to managing
organizational change.
*(5+10 Marks)*

In English:

Introduction:

Organizational change is the process of modifying structures, strategies, or cultures to adapt to
internal and external pressures. It ensures long-term survival, competitiveness, and growth in a
dynamic business environment.

Why Organizational Change is Necessary:

1. Technological Advancements: Companies must adopt new technologies (e.g., Al,
automation) to stay relevant.

2. Market Competition: Businesses need to innovate to outperform rivals.

3. Regulatory Compliance: Laws (e.g., data protection, labor policies) require operational
adjustments.

4. Employee Expectations: Modern workforces demand flexible, inclusive workplaces.

5. Globalization: Expanding into new markets necessitates cultural and operational
adaptability.

Approaches to Managing Organizational Change:
1. Lewin’s Change Model (Unfreeze-Change-Refreeze):

o Unfreeze: Prepare employees by explaining why change is needed.




o Change: Implement new processes gradually.

o Refreeze: Stabilize changes into the organizational culture.
Example: A company shifting to remote work first trains staff (unfreeze),
transitions (change), then formalizes policies (refreeze).

2. Kotter’s 8-Step Model:

o Focuses on urgency, coalition-building, and sustaining momentum.
Example: A firm launching a sustainability initiative involves leaders early and
celebrates short-term wins.

3. ADKAR Model (Awareness-Desire-Knowledge-Ability-Reinforcement):

o Addresses individual resistance by ensuring employees understand and embrace
change.

4. Participative Approach:
o Involves employees in decision-making to reduce resistance.

Conclusion:
Change is inevitable for growth. Successful management requires structured approaches (e.g.,
Lewin’s, Kotter’s) tailored to organizational needs.

In Nepali:
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10. 2074 Q.No. 19

What is organizational change? Why do people resist change? Discuss the approaches to
managing organizational change.
(15 Marks)

In English:

Introduction:
Organizational change involves altering strategies, processes, or cultures to improve
performance. Resistance to change is common due to human aversion to uncertainty.




Why People Resist Change:

1. Fear of the Unknown: Employees worry about job security or new roles.

2. Comfort with Status Quo: Familiar routines feel safer than new methods.

3.

4.

Lack of Trust: Distrust in leadership’s intentions or competence.

Poor Communication: Unclear reasons for change create confusion.

Approaches to Managing Change:

1. Education & Communication: Explain benefits and address concerns transparently.
2. Participation: Involve employees in planning to foster ownership.
3. Support & Training: Provide resources (e.g., workshops) to ease transitions.
4. Negotiation: Address dissent through compromise (e.g., incentives).
5. Coercion: As a last resort, enforce change via authority.
Conclusion:

Understanding resistance causes (e.g., fear, poor communication) helps tailor strategies (e.g.,

participation, training) for smoother transitions.
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Part Il: Human Resource Management ATd HHTH STGEATIA
Unit 8: Introduction
1. 2080 Q.No. 6 — What do you mean by human resource management system?
A Human Resource Management System (HRMS) is a computerized or manual system used to

manage and streamline various HR functions like recruitment, payroll, performance evaluation,
training, and employee records. It helps improve efficiency and accuracy in HR activities.
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2. 2079 Q.No. 6 — List out any two objectives of human resource management.

1. To ensure the right person is in the right job at the right time.

2. To enhance employee performance and satisfaction.
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3. 2078 Q.No. 6 — What do you mean by readiness to change?

Readiness to change refers to the willingness and ability of employees or an organization to
adapt to new processes, technologies, or environments for improvement.
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4. 2077 Q.No. 1 — Mention any four objectives of human resource management.

1. To attract and retain competent employees.
2. To train and develop the workforce.
3. To maintain employee motivation and satisfaction.

4. To ensure legal compliance in employment practices.
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5. 2076 Q.No. 1 — Give the meaning of productivity as an outcome of HRM.

Productivity as an outcome of HRM refers to the increased output and efficiency achieved
through effective employee management, training, and motivation.
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6. 2075 Q.No. 1 — What do you mean by human resource management?

Human Resource Management is the process of planning, organizing, directing, and controlling
the activities related to the recruitment, development, compensation, and maintenance of
employees to achieve organizational goals.
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7. 2075 Q.No. 2 — Define two characteristics of human resource management.

1. People-oriented: Focuses on managing people effectively.

2. Continuous process: It is an ongoing function throughout the organization’s life.

¢, AfFd-hiead: AT THTHRT TITEATTATAT hicgd go|
. ATy ufeham: ar Taroaen Shaasr afogsy T &

8. 2075 Q.No. 3 — What do you mean by quality of work life?

Quality of Work Life refers to the overall quality of an employee’s work environment, including
job satisfaction, work conditions, fair pay, growth opportunities, and work-life balance.
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9. 2074 Q.No. 1 — Give the meaning of ‘Quality of work life’ as an outcome of HRM.

As an outcome of HRM, Quality of Work Life means improved employee satisfaction,
motivation, and work environment through fair policies, benefits, and opportunities for growth.
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10. 2073 Q.No. 1 — Enlist the objectives of HRM.

1. To attract competent personnel.




2. To develop employee skills.
3. To maintain a motivated workforce.
4. To ensure employee satisfaction.

5. To comply with labor laws.
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11. 2072 Q.No. 1 — Point out the characteristics of HRM.

1. People-centered process.

2. Goal-oriented.

3. Continuous and dynamic.

4. Integrates individual and organizational goals.

5. Development-focused.
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Q. Why is human resource planning (HRP) required in an organization? Explain.

Answer:
Human Resource Planning (HRP) is the process of forecasting and determining the future human
resource needs of an organization and devising strategies to meet those needs. It ensures that the right
number of people with the right skills are available at the right time.
Explanation:
HRP is required in an organization for the following reasons:
1. Forecasting Manpower Needs
It helps predict the number and type of employees needed in the future based on organizational
goals, expansion plans, and technological changes.
2. Avoiding Shortage and Surplus of Staff
Proper HRP prevents both understaffing (which can delay work) and overstaffing (which
increases costs).
3. Effective Utilization of Human Resources
It ensures that existing employees are used to their full potential by matching their skills to
suitable jobs.
4. Facilitating Recruitment and Selection
HRP provides a clear picture of vacancies and skills required, making recruitment and selection
processes faster and more accurate.
5. Employee Development and Training
It helps identify skill gaps and plan training programs to enhance employee capabilities.
6. Adaptation to Change
Organizations face changes in technology, market trends, and competition. HRP helps prepare
the workforce to adapt to these changes smoothly.
7. Supporting Strategic Goals
It aligns the human resource needs with the long-term strategic plans of the organization.
8. Cost Control
By planning manpower effectively, organizations can reduce unnecessary labor costs and
improve productivity.
9. Improving Employee Morale
When HRP ensures that workloads are balanced and employees are well placed, job satisfaction
and motivation increase.
10. Succession Planning
HRP identifies future leaders and prepares them for higher responsibilities.
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Q13. What are the major human resource outcomes? Describe.

Answer:

Major human resource outcomes refer to the results achieved from effective human resource
management practices. These outcomes reflect the impact of HRM on employees and the organization.
Main Outcomes:

1.

©oNOU A WN
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Employee Performance — Improved efficiency and productivity of employees due to proper
recruitment, training, and motivation.

Job Satisfaction — Employees feel happy and valued in their jobs.

Employee Retention — Lower turnover rate as satisfied employees stay longer.
Organizational Productivity — Higher output and better quality of goods/services.
Quality of Work Life — Balanced workload, safe environment, and fair benefits.
Employee Development — Growth in skills, knowledge, and career opportunities.
Workplace Harmony — Reduced conflicts and improved teamwork.

Innovation and Creativity — Employees contribute new ideas for improvement.
Compliance with Laws — Proper adherence to labor laws and ethical standards.
Organizational Image — Positive reputation as a good employer.
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Q14. Describe the current challenges of Human Resource Management.
Answer:

1. Technological Change — Rapid changes in technology require continuous training.
Globalization — Competition from international companies.
Workforce Diversity — Managing employees from different backgrounds.
Talent Shortage — Difficulty in finding skilled workers.
Employee Retention — Keeping valuable employees in a competitive market.
Changing Workforce Expectations — Demand for flexible hours and remote work.
Compliance with Laws — Adhering to complex labor laws.
Economic Fluctuations — Impact of inflation, recession on HR planning.
Workplace Conflicts — Disputes among employees or between employees and management.
10 Mental Health and Wellbeing — Addressing stress, burnout, and health concerns.
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Q15. Define human resource management. Explain the challenges of human resource management.
Answer:

Definition: Human Resource Management is the process of planning, organizing, directing, and
controlling activities related to the recruitment, development, motivation, and retention of employees
for achieving organizational goals.




Challenges: (Any 8-10 from Q14 list)
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Q16. What is human resource planning? Describe the importance of human resource planning for an
organization.
Answer:
Meaning: Human Resource Planning is the process of estimating future human resource needs and
making arrangements to ensure the required number and quality of employees are available at the right
time.
Importance:
1. Helps in forecasting manpower needs.
Avoids shortage and surplus of employees.
Ensures effective utilization of human resources.
Improves recruitment and selection.
Supports training and development.
Helps adapt to changes in environment.
Controls labor costs.
Improves employee satisfaction.
. Supports succession planning.
10. Contributes to organizational goals.
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Q.N 17 Human Resource Management (HRM) is the strategic approach to managing an organization's
workforce to maximize employee performance and achieve organizational goals. It involves recruiting,
training, developing, and retaining employees while ensuring compliance with labor laws and fostering a
positive work environment.

Major Functions of HRM:

1. Recruitment and Selection: Identifying job vacancies, attracting qualified candidates, and
selecting the best fit for the organization.

2. Training and Development: Enhancing employees' skills and knowledge through workshops,
seminars, and on-the-job training.

3. Performance Management: Evaluating employee performance, providing feedback, and setting
goals for improvement.

4. Compensation and Benefits: Designing fair salary structures, bonuses, and non-monetary
benefits to motivate employees.

5. Employee Relations: Maintaining healthy workplace relationships, resolving conflicts, and
ensuring employee satisfaction.

6. Compliance with Labor Laws: Ensuring adherence to employment laws and regulations to avoid
legal issues.

7. Workforce Planning: Forecasting future staffing needs and aligning them with organizational
objectives.
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Answer to Question 18:

Human Resource Management (HRM) is the process of managing an organization's workforce to
enhance productivity and achieve business objectives. It focuses on employee recruitment,
development, and retention while fostering a positive work culture.

Outcomes of HRM System:
1. Increased Productivity: Skilled and motivated employees contribute to higher efficiency.

2. Employee Satisfaction: Fair treatment, growth opportunities, and good working conditions
improve morale.

3. Organizational Growth: Effective HRM aligns workforce capabilities with business goals, driving
success.

4. Reduced Turnover: Retention strategies decrease employee attrition rates.

5. Legal Compliance: Adherence to labor laws minimizes workplace disputes and penalties.

99 . 9¢ H I

AT FHIU TGEYTI (HRM) HAR! TISThl hAdRIgHR! cTaEATIT I YfhaT &7 STl

3cdTeahdl SEI3¢, SATaHTIT aade® UIed I FAcgd 5|

HRM YOTTellT TROTTHES:

2. q&Y IcUTERdT: AT T IR HATNEEe! TTd HILETHAT fewoei|

. FHARN Wefee: ASTeT cHaeR, TaehiEehl HaEEE, T THT HA A0l Helldel T30 |
3. HIGATCHS Jaftn: FHGHNT HRM o STy cATadds dadgeddl Ao

Y. FHAANT TANHT "TT3e1: YRUT IUTAITIEwel HHANEER BISd &¥ T35 |

3. FTefel TeTelT: HH Hlofel Uelellel HRTUS fadlg T SIRAET Her3s|




Answer to Question 19:

Human Resource Management (HRM) is a systematic approach to managing employees to achieve
organizational success. It involves planning, organizing, and optimizing human capital.

HRM as a System:
1. Inputs: Workforce, organizational goals, policies, and resources.
2. Processes: Recruitment, training, performance evaluation, and compensation.
3. Outputs: Skilled employees, high productivity, and organizational growth.

4. Feedback: Employee feedback and performance data to refine HR strategies.

g . 2R HI I

AT AT SAGEATIA (HRM) $TAHT TISATcHS Theldiel o9 HHIRIEE TaEATTel o]
JUITelTeTd 9fsham &l

HRM YUTTlIhT HChHEE:

2. SAYE: HIRASC, TIGACHE o8, Tl ce®, T HALEE|

R. FTHAT: 37T, ATTAH, Tedel FHodieheT, T TIRATH|

3. HT3TYE: FIT HHART, 3T ScuTeehdl, T HITSeACHS e |

8. FAfRAT: FearY gfafhar T geeler srer Amhd HR I0THITdes T |

Answer to Question 20:

Human Resource Management (HRM) is the practice of managing people in an organization to drive
performance and meet strategic goals.

Objectives of HRM:
1. Ensure Workforce Efficiency: Optimize employee productivity.
2. Develop Employee Skills: Provide training for career growth.
3. Maintain Workplace Harmony: Resolve conflicts and promote teamwork.

4. Comply with Regulations: Follow labor and employment laws.




5. Achieve Organizational Goals: Align HR strategies with business objectives.

g . 0 HI I

AT FHIU SYGEATIT (HRM) A TISTh! hHINIgE cIITATIT e I &
HRM T 3ECRTTH:

¢, FRAGAR FRAGTAAT ARG I hATRIGERT ScIGehdl a3 |
.FAAN aTHaT R =t Ao Arha sRax srafa o=
3. FIRTYS EHTT FIAA ot Tqdle, AT T eAas gatia o]
8. fAIAgEH aTerar I HH FloeT ITERVT A |
3. GIAGATCHS A&T UTod Tet: HR 0T TIg® SATTHIAF AGTGEHT gt |

Emerging Issues and Challenges of Human Resource Management

Definition:

Human Resource Management (HRM) faces new challenges due to globalization, technological
advancements, and changing workforce dynamics. These emerging issues require strategic adaptation to
maintain organizational effectiveness.

Key Emerging Issues and Challenges:
1. Technological Disruption:

o Description: Rapid advancements in Al, automation, and digital tools are transforming
job roles, requiring continuous upskilling.

o Example: Many companies now use Al for recruitment, reducing human bias but raising
concerns about job displacement.

2. Remote Work and Hybrid Models:

o Description: The shift to remote work demands new policies for productivity monitoring,
engagement, and work-life balance.

o Example: Companies like Google and Microsoft now offer flexible work options but
struggle with employee isolation.

3. Diversity and Inclusion:




o Description: Ensuring a diverse workforce while fostering inclusivity remains a challenge
due to unconscious biases.

o Example: Firms like Nike implement D&I training but still face criticism over workplace
discrimination.

4. Talent Shortage and Skill Gaps:

o Description: High demand for tech-savvy employees outpaces supply, making
recruitment competitive.

o Example: The IT sector faces shortages in cybersecurity experts despite offering high
salaries.

5. Employee Mental Health:

o Description: Rising stress levels due to workload and remote isolation necessitate mental
health support systems.

o Example: Companies like Unilever provide counseling services to address burnout.
6. Compliance with Labor Laws:

o Description: Evolving regulations (e.g., data privacy laws like GDPR) require HR to stay
updated.

o Example: HR teams now ensure remote work complies with local labor laws across
borders.

7. Generational Differences:

o Description: Managing Millennials and Gen Z, who prioritize flexibility and purpose,
clashes with traditional work cultures.

o Example: Baby Boomers may resist remote work, while younger employees demand it.

AlAd WU SEYTIAHT Feqdlel Hegle® T Foldlew

gfvemeT:

dedetoT, wfafiera werfd, T sridae aRadT2iieidre! FRUT AT AT cgaTATdsl (HRM)
TS AT Yellclgs FHAT IS |

T FEEE T IaAHE:

¢ yfaferera fages:




o [3vor Al FaETe, T BiSce 3uavgEel IRFIRE SHRREE IREds TREH S|

o 3GENUN Y FFEUSIEERS Al AT HAT IS, dX Tl USHIRT T3« el SeTueal Tl
R.qIEE F T gfas AR

o [IRULEREIE FH T T ScUIeehed T HHURT Holdoldlehl w181 Afcew dligeo|

o 3CERVLIFETS SEAT HEUAgE ATl 1 fdehed Eoe, TR FHTNIEEA Thiehaa

Ay IS
3. _fdtar v gaAERdarn:

o [3Fvor 3RIGST geTaTder T GHERN ST AIaEReT FEH I AR Sl

o 3GTERUT-ATSHS D&l dlfeid e, N FRITU HEHITH 3RY RS |
y. gfasreRY 3T T FlRreT 3R

o [IRUTITATR-AT SR HHEARAT AT HY[IHear 91

o 3GTEYUHISSR YT TV 3T ©, 3Td deld G¥aE a8 afe|
g, HHINS AAF TG

o AR FHAR T UHHTeAel dolld TSR S

o« 3CERVLGATAIR ST HETlgeel Al FAELT Yl Yerel TS|

&. A Plesl UTelel:

o /3T GDPR SIEAT ST FfeAe®el HR ol T Gl ATET TS|

3TV HecRITSC TATHAT GIETC HIH IET TAWNT Hlefed UTefall TS|
b. FATT fieta:

o [AFRUr-gar 9ET (AT, Gen 2) & Afdell R ATTEROT HITSS, ST =i
HEPIAHT AT Wice |
o IGTERUL SR 2o EEIE HH ol AR, A [ell TEAT THATS IEHR TS |




Process of HRM

1.

Human Resource Planning
Recruitment

Selection

Placement & Orientation
Training & Development
Performance Appraisal
Compensation Management
Employee Welfare & Relations

Separation




Unit 9: Job Design and Analysis ST 3187 T Aeayor

1. Point out any two sources of job analysis information.
e English: Observation, Interview.

o Nepali: 37dclians], =dardr|

2. Define the term job specification.
e English: Job specification is a written statement of the minimum qualifications, skills, and
abilities required to perform a job.

* Nepali: 9g fdaROT (Job Specification) HewlTel Fel Te YT Tl AR A H T,
T T &7HdT 3eor@ IR frf@a AaRor gl

3. State the meaning of Job.
e English: Job is a set of tasks or duties performed by an employee in exchange for wages or salary.

« Nepali: FH (Job) STl HHARTS TIRHTAF a7 dTIdR! TEATAT et FRAGHRDPT FATSE
gl

4. What do you mean by job description?
e English: Job description is a written statement that explains the duties, responsibilities, and
working conditions of a specific job.

e Nepali: 9G T3aOT (Job Description) $eaiTel Sﬁ ggah! &Y, [SFAaT T & araraRvTes
Tose I faf@a faavor &l

5. What is job evaluation?
e English: Job evaluation is the systematic process of determining the relative worth of different

jobs in an organization.

o Nepali: g FHedishel Heellol HEATTHAHT AR Teg®en MU Hed a1 Aged fFAUROT
I eFareYT gfshar gl

6. List out the benefits of job design.
e English:
1. Increases efficiency
2. Reduces employee dissatisfaction
3. Improves motivation
4. Helps in effective utilization of human resources
5. Enhances productivity

1. F &I Se36

2. HHUN IHIC 3T

3. WO AL g7

4. quammwgm
5. 3caTeTRiledT JafY §eo




Q.No. 7 (2080 Q.No. 14): State and explain the different methods of job design. [10]

Answer:

Introduction

English:

Job design is the process of organizing tasks, duties, and responsibilities into a productive unit of work. It
aims to improve employee satisfaction, efficiency, and organizational performance. Different methods of
job design are used to match the needs of the organization with employee motivation.

Nepali:

H1H T3S HealTel ot HEITAT 1A, [TFATN T HRIEED! STIT SFaTUIT 1] TishaT 8|
THHT 36T HHAAN Hogfoe, HIABTAT T FIGHAICHS Yeielells U a1 g1l fafdesr faftew
TAET I 1A 3o IR |

Description (Methods of Job Design)
1. Job Rotation (FTH IREHHO):

¢ English: Moving employees from one task to another to reduce monotony and increase skills.
o Nepali: FFIRAS T3¢ FHHTE 3 HIHAT AR FABED! SfARHT IR A3 T
T a3+ |

2. Job Enlargement (FTH f@FdR):
e English: Increasing the number of tasks performed by an employee to make the job more varied.

e Nepali: FFaRIeTS fafder 3faRed &7 & aife FEear fafaar 3m3a g

3. Job Enrichment (FTH WAFATHTOT):

e English: Giving employees more responsibility, authority, and control over their work to enhance
motivation.

e Nepali: FFTRTAS T FFEATHI, 3SR T FHEAT FTeA0T Gt T 3eigeen! IO
I35 |
4. Job Simplification (FTH HIATHOI):
e English: Breaking down a job into small, simple, and repetitive tasks for efficiency.
o Nepali: FIHATS TTAT, ST T SRING FRIGEAT AT NI FRIGTHAT T3]
5. Team-based Job Design (w-m F1H fBega):

e English: Assigning work to a group or team rather than individuals to encourage teamwork.

o Nepali: HIHAS TTFAIT FIAT AHS FHg a1 Clollells &l STH HEHRIAS T3S

Conclusion

English:

Job design plays a vital role in balancing organizational needs with employee motivation. By applying
methods like job rotation, enlargement, enrichment, simplification, and teamwork, both productivity
and job satisfaction can be achieved.

Nepali:

HTH fSATSAA HIGTR! ATl T HHAUNID! RO HedJolel US| H1H TRHATT,




IR, HRAFATRIOT, FEIUT T HHGAT MR STl TAN9T &1 3cUIGehed I heTany
HeqfSe gd e I Hicheo |

Q.No. 8 (2074 Q.No. 12): What do you mean by job analysis? Explain the techniques of job analysis.
[10]

Answer:

Introduction

English:

Job analysis is a systematic process of collecting, recording, and analyzing information about a job. It
helps to understand job duties, responsibilities, skills, knowledge, and work environment. Job analysis is
important for recruitment, training, performance evaluation, and compensation.

Nepali:

HTH TIAYUT HeolTol HIHHI FFITeUd ARl Heholod, AWTSHET T HEATA I YU
TTShaT BT Tl HIHAHT heied, [STEAary, €19, 1+ T HR ATTaRol o<1 HgAT TS| HH
faveror s7clf, aTfers, & Heaichat T ARHTAS fAURoET #gcaqdl gl

Description (Techniques of Job Analysis)
1. Observation Method (3Tgeitshe fafe):

e English: The analyst observes employees while performing their jobs.
e Nepali: TAATH FHARIATS FIH IRIGPT ITTTATAT X STAPRT HeholeT IS |

2. Interview Method (GT&TIcRR fafe):
e English: The analyst interviews employees and supervisors to gather details about the job.

*  Nepali: fA2eIvehel =R TAT IRAGSRYN feclaldl INT HHAFFH SR
foeo|
3. Questionnaire Method (F2=Tdel fafe):

e English: Structured questionnaires are filled by employees to describe their tasks and duties.

e Nepali: FHIRIATS TATT! &5 FIHAI IRAT TAGROT holed IR |
4. Functional Job Analysis (FTaTcHA® 1A fareyor):

e English: Breaking down the job into functions like data, people, and things.
¢ Nepali: HIHATS ST, AfAH, T TEJEE AR [qemreial IR faeeiwor 1|

5. Critical Incident Method (H?F:I‘C[\UT gear fafen):
e English: Collecting information about specific effective or ineffective job behaviors.

. Nepali:wmgﬁfﬁﬂqqmrﬂammrﬂmmmwwvﬁl

Conclusion

English:

Job analysis provides the foundation for human resource management functions. By applying different
techniques like observation, interview, questionnaire, functional analysis, and critical incident,
organizations can design jobs effectively and manage employees efficiently.




Nepali:
FIH FAVUT ATIT AT STITEATTART MR 8T 3dcliehed, AT&TTcehR, 9RATI o, ST
TaRINUT, T Hgcaqul Tear SiEaT fafer Al IR HISeTl THIGHRT A TSilsel T hefany

ITATIA I IS |

What is job design? What are the benefits of job design? [4+6]

Answer:

Introduction

English:

Job design is the process of structuring tasks, duties, and responsibilities into a meaningful job that
motivates employees and meets organizational goals. It focuses on efficiency, satisfaction, and
productivity.

Nepali:

1A F3ATEeT Heallel &, OFATRY T wicdedars FAariars Rd a6t T Harosed dade®
et I AT T UFHAT 811 TS HTAGTHAT, Hoioe T Sedreaaeiieladl € G|

Description (Benefits of Job Design)

1. Increases Job Satisfaction (hTH '\qr_(:!m' qe13a1):
e English: Well-designed jobs make employees more satisfied and motivated.

*  Nepali: THHIT T3S TRTRI HHAA HHAARIATS T Fose T IRA TA3D|
2. Improves Productivity (ScUTeeTefierdT guR )

e English: Clear duties and responsibilities lead to higher performance.
o Nepali: ¥5¢ fSFATRY T dddcddl FIATAAT T35

3. Reduces Work Stress (FTH! delld HI3a1):
e English: Balanced workload prevents stress and burnout.

*  Nepali: Gedfid HIFHFARS TAld T Yehlel HHA TS|

4. Enhances Employee Motivation (IX0TT §&I341):
e English: Employees feel motivated when given variety, autonomy, and responsibility.

«  Nepali: fafaerar, Tarrmen T fSmaary f&er sefarl 9ér 9Rd geowil
5. Encourages Teamwork (STl IS WcHTgd ﬂﬁ):

e English: Team-based job design increases cooperation.

o Nepali: GHg-3MUTRT FHHAA Ty T3S |
6. Supports HR Functions (AT HATI cAGEATIAATS THAA TeA):

e English: Helps in recruitment, training, evaluation, and retention of employees.

*  Nepali: 3ci, ATTAH, Hoahat T HAAR fEhZAT Hegd TS|

Conclusion




English:

Job design benefits both the organization and employees by improving motivation, efficiency, and
teamwork. A well-designed job is essential for long-term organizational success.

Nepali:

A f3TgeTel HHAURT T HIGT GAclS ol TASS| JHT UM, HIEETHAT T Heohd T35 |

EIaTeleT GITSATcHS TheldTehl Tl AT 3olssT INTH FIH 3cTed 3TTH Tl

What is job analysis? What are the purposes of job analysis? [4+6]

Answer:

Introduction

English:

Job analysis is the systematic study of a job to determine its duties, responsibilities, required skills,
knowledge, and work conditions. It provides detailed information about jobs which supports human
resource decisions.

Nepali:

FIH [IRTOT HeaTTer FIHSPT e, FFAaRY, 3aTs WY, AT T H1F aTdeaRoT JaT @34
IR JOTHECY AT 8| IHS HIAd HHTUA [HAUTIHT AT FaE]d SRR 3TeTsY

IRBS|

Description (Purposes of Job Analysis)

1. Recruitment and Selection (37dlf T @=E):
e English: Provides job descriptions and specifications for hiring the right candidate.

*  Nepali: 3UgFd 3FACAR Sellcehl oIfer A fqaxor T A fafrsedr suerstr R3S
2. Training and Development (dTfe & T A= ):

e English: Identifies skills required and helps design training programs.

e Nepali: 3TGTH AT TAT ST ATfoled HIAsheA TATST TGN IS |
3. Performance Appraisal (®T :H'\?qiawr):

e English: Provides standards to evaluate employee performance.

. Nepali:ﬁmmﬂﬂﬁﬂﬁmwml
4. Compensation Management (qTR#fA® cqaeyTd=1):

e English: Helps in determining fair wages and incentives.

¢ Nepali: 3/ dole ¥ Wicdg AUROT 917 A a5
5. Job Design and Redesign (T 3418 T "fl':%ﬁlﬁﬂ'):

e English: Provides information for structuring and improving jobs.

«  Nepali: HIFTS THYI TIGAT o1 T GUN Tl STApR! Cre|
6. Legal Compliance (H?IF_l,?ﬁ' qTelell):

e English: Ensures that hiring and pay practices are fair and legally valid.

e Nepali: 37cff T ATRHTAS JaATEE fAsqey T Fee g1 haRad S|




Conclusion

English:

Job analysis serves as the backbone of HR management. Its purposes include recruitment, training,
performance appraisal, compensation, and job design, ensuring organizational effectiveness.
Nepali:

1A AT AT HHTEA SHGEATTART TR G| THRT 3687 AT, TetA, HodishdT,
aIRATAE T A FSSASAAT HGIAT 1] 1 STHA HISoTells FHTHNT FASS |

Define job description. How does job description differ from job specification? Explain. [4+6]

Answer:

Introduction

English:

A job description is a written statement that explains the duties, responsibilities, working conditions, and
reporting relationships of a job. Job specification, on the other hand, describes the qualifications, skills,
and personal attributes required for performing the job.

Nepali:

A TIGOT STl Fool HIHBT heled, [STFEAAN, R IAEUT T Yiddesd FrFaetlells TISC e
T g&ardst g1l @A fafRIsedr seiehl 1 a1 12T Aegar, €Y T SFibceld IOTeweh!

faxoT &1

Description (Difference between Job Description & Job Specification)
1. Definition (TR31TT):
e Job Description (hTH ﬁT:R'UT): Duties, responsibilities, and work conditions.
e Job Specification (hTH ﬁf?‘l‘%?ﬁ): Skills, education, and personal requirements.

2. Focus (ﬂﬁﬁ@:

e Job Description: Focus on job content.
e Job Specification: Focus on job holder.

3. Purpose (36623):
e Job Description: To define the role.
e Job Specification: To select the right person.

4. Example (3€TgY0N):

e Job Description: “Prepare financial reports, manage accounts.”
e Job Specification: “BBA graduate, 2 years experience, computer skills.”

Conclusion

English:

Job description and job specification are complementary. Job description defines the role, while job
specification defines the person needed. Both are essential for effective HR practices.




Nepali:
1A fqeror T A fARIsear RER eh ©ef| A [qavorer it HUROT 715 o7 e
fafRIsearel 3ugerd cafddes UROT 75| g8 AlTd HATET TIEATIART ol HTTeTh

go ol |
>

Present a concept of job analysis. How would you collect the job analysis information? [4+6]

Answer:

Introduction

English:

Job analysis is the process of identifying and determining in detail the particular job duties,
requirements, and importance. It provides data for job description and job specification. Collecting
accurate job information is the most important step in job analysis.

Nepali:

1A [ALRIOT $osiTel SHIHRT Heled, HTEALTF AT I HAgcdolls I FIAT Gl 13
gehaT &1 JTer S TAaRoT T e TSI ofay TR UeTe 5| TET SATARRT Heholel

6] A TARAVUTH! GHE =ROT &

Description (Methods of Collecting Job Analysis Information)
1. Observation (mib_a-l'): Analyst watches employees performing jobs.

2. Interview (HT&ITPR): Discussing duties with employees and supervisors.

3. Questionnaire (‘R?ﬂa‘eﬁ): Employees provide details through forms.

4. Diaries/Logs (ST aT SWTSIET): Employees record daily tasks.

5. Technical Conference (FTfaf8s 3375): Experts provide job details.

6. Computerized Systems (H-TFW Wﬂ?ﬂ): Using software databases for job information.

Conclusion

English:

Job analysis provides the pnecessary information about jobs. Observation, interviews, questionnaires,
and other methods help in collecting data for effective HR decisions.

Nepali:

FTH TIWITUTS HIHATFIET TGS ATHRRT 8| 3ddliehed, ATeTchR, Y2ATdel 37 Aftere

SATThRT Heholel I THIGHRRY AT T A0 37 Afheo|




What is job analysis? What are the methods of collecting job analysis information? [10]

Answer:

Introduction

English:

Job analysis is a scientific method of studying jobs to collect and analyze work-related information. It
provides the foundation for recruitment, training, appraisal, and job design.

Nepali:

FIH TIWWVUT HoeATo! FTHTFTT STAhRT Geholed T IAVOT 3ot AT Ufehar gl Igor
T, dIferd, Hedidhsd T HIA FSaATSa! ITUR Y& TS|

Description (Methods of Collecting Job Analysis Information)

1. Observation Method (3T@eilehsT ﬁﬁl’): Analyst watches employees performing the job.

2. Interview Method (|T&TTch X ﬁﬁl’): Employees and supervisors are interviewed.

3. Questionnaire Method (Te=TTdell ﬁ'ﬁ'): Employees fill structured forms.

4. Diary/Log Method (ST aT @‘ETGﬂET): Employees record their daily activities.

5. Technical Conference Method (ATfaf&rs Crra ﬁﬁ): Experts provide technical details about the job.

6. Critical Incident Method (H’B’ﬁ"{\lﬂ' gcdr ﬁﬁl’): Collecting unusual or significant behaviors that
affect performance.

Conclusion

English:

Job analysis is a key tool in HR management. By applying observation, interview, questionnaire, diary,
and technical methods, organizations can collect reliable information for better decision-making.
Nepali:

1A TARRIVUT AT HHUA STGEATTAR HEcaqoT YT Bl 3Tdcilehe], HIETIChR, TREATdA,
ST ¥ wifafRer oo fafer yiler aRT HIrsao UG STl Hehelel el HFS |




Different Methods of Job Design

Introduction

English:

Job design is the process of defining and organizing tasks, duties, and responsibilities in a way that
enhances efficiency, satisfaction, and performance. Different methods of job design are applied to
reduce monotony, improve motivation, and increase productivity.

Nepali:

FH BAET et FIH, Faed T SFATRIes Fafeyd It ufehar & STe FrRIeTHdT,
Hegfte T vede gur a1 e faftes yaier T w#ems Jeren, ROTer T 3ciesh
13T Aiheo|

Description (Methods of Job Design)
1. Job Rotation (FTH IREHHO):

e English: Employees are shifted from one task to another to reduce boredom and enhance skills.

o Nepali: FFIRAS T3¢ HHTE 3 HIHAT FRT SAHAT [T =aEes T AT

CHERY
2. Job Enlargement (FTH f@FdR):
e English: Increasing the number of tasks assigned to a job to make it more varied and challenging.

o Nepali: U3¢ &HHHT Grafeud faRad 1 4R FHerg AfFeapt s o

3. Job Enrichment (FTH HAFATHIOT):

e English: Providing more authority, responsibility, and autonomy to employees to improve
motivation.

e Nepali: FFIRAS T FFATH, 3SR T Fadeadr &3 3gwd! WM TeB-o|
4. Job Simplification (FTH HIATHIOT):

e English: Breaking down complex jobs into small, simple, and repetitive tasks for efficiency.

e Nepali: SITET FHAATS AT, ST I RN FRGEAT AHSA IR HIIGTHAAT TeBw |
5. Team-based Job Design (Tell-3menRa 1T B39m8+1):

e English: Assigning work to groups instead of individuals to promote teamwork and cooperation.

o Nepali: SITFTIA FIAT AHS THg T AeieTs SIFATNT G5 HehRIaTs Wcargs
TS|
6. Socio-technical System Approach (ATATTSI®-wifafers gomelr gftewior):

e English: Balancing technical efficiency with social needs of employees.

*  Nepali: 9TiafeIeh HIEETAAT T HAARIR! FHATSS HEAThATAS Heoladdl Aes |

Conclusion

English:

The methods of job design such as rotation, enlargement, enrichment, simplification, teamwork, and
socio-technical approach are essential to reduce monotony, increase efficiency, and improve job
satisfaction.

Nepali:




Unit 10: Talent Acquisition and Development

1. 2080 Q.No.8
What is talent development?
English:

Talent development is the process of improving employees’ skills, knowledge, and abilities to enhance
their performance and prepare them for future roles.

Nepali:

ITHAT T HeetTel haTerIenl N, A=l T &THAT GUR TR Seilghehl Felel Fardel T Siasgeh!
SfHIRT oI TR dlet gk &l

2.2079 Q.No.7
Point out any two benefits of training.
English:
1. Increases employees’ skills and efficiency.
2. Reduces errors and improves quality of work.
Nepali:
?. FHHARIH WT I &I T3S |

R. el HEI3S T HFHGI IR JUR TS|

3.2079 Q.No.8
What is management development?
English:

Management development is the systematic process of improving managerial skills, knowledge, and
attitudes to make managers more effective in decision-making and leadership.

Nepali:

SHAEATST TAhTE HeelTel Jeletrehohl 0T &THAT T Aed iRl GUR 6T AT, AT T
gfSeepurent cgafyd fasra ot ufshar &l




4.2078 Q.No.8
Point out any two sources of recruitment.
English:
1. Internal sources (promotion, transfer).
2. External sources (advertisements, job portals).

Nepali:

2. HledReh AId (3ealld, TUTATeaROT) |

. 9 i (AT, AP dice) |

5.2077 Q.No.2
Show the differences between recruitment and selection.
English:

e Recruitment: Process of attracting candidates.

e Selection: Process of choosing the best candidate.

Nepali:
o HdN 3FACARATS 3TN et fshaT|
o Tellc: 3cPSC 3FACAN Blewl AlshaT|

6.2077 Q.No.6 & 2073 Q.No.9
Define human resource development.

English:

Human resource development (HRD) is the process of improving employees’ knowledge, skills, and

attitudes through training, education, and career development programs.

Nepali:

AT A [dehra Heallel HAARIDT AT, €T T Gieeahivrerg drferd, RIeT T wRER e

FIEAHAATGT FUR et Ifhar 8|




7.2076 Q.No.4
What do you know about structured and unstructured interview?
English:
e Structured interview: Pre-planned questions asked in the same order.
e Unstructured interview: Free and flexible questions without fixed order.

Nepali:

o WA eqaran afger aa aIRTer geags Ao

o TG HeddTdl: Taded T Jfal &I 9T A

8.2076 Q.No.5
How ‘experimental control group’ method is used to evaluate training effectiveness?
English:
Employees are divided into two groups:
e Experimental group: receives training.

e Control group: does not receive training.
Performance of both groups is compared to measure effectiveness.

Nepali:

HAANITS g5 THEAT T3Sl TR=o:

o YANMCHS THg: dIfaA 35|

o fAFoT T arfod a3da|
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9.2075Q.No.5
Differentiate between recruitment and selection of employees.
English:

e Recruitment: Broad process of inviting applicants.




e Selection: Narrow process of choosing the right candidate.

Nepali:

o ¥l IFACARATS e & 3MHNT It a9 Ui
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Q.16 (2080 Q.No.15)

Why is management development necessary? Explain in brief any two techniques of management
development.

Answer in English

Introduction:

Management development refers to the process of improving managerial skills, knowledge, and abilities
so that managers can perform effectively in decision-making, leadership, and problem-solving. It is
necessary because modern organizations face complex challenges that require capable managers.

Necessity of Management Development:

1. Improves decision-making skills — managers can analyze problems better.

2. Enhances leadership ability — helps managers to motivate and guide employees.

3. Adapts to change — prepares managers for globalization, competition, and technology.

4. Ensures organizational growth — trained managers contribute to efficiency and productivity.
Techniques of Management Development:

1. Job Rotation: Managers are shifted to different jobs or departments to gain broader experience
and practical skills.

2. Case Study Method: Managers study real-life business problems and discuss possible solutions,
which improves analytical and problem-solving skills.

Conclusion:

Thus, management development is essential for building strong leaders and achieving long-term
organizational success. Techniques like job rotation and case studies help in shaping competent
managers.

AYTAAT 3T




qRE:
AT TIhTE Heellol Jetieholls 3TaRTh AT, ATl T &THAT YaTel e Tishar g1l 3Mefeieh
HITSAEEAT el Ffaedel I JfAfeTd oAl HROT g7 Jeetish 3cdedd TARTH Gooel|

IEAII AFTH 3TGRIF g FROT:

¢. ol atraT 99T - HEEE TAHT fARAVOT 96T Aikeos|

R Aed &THAT RFW g6 - FATNNS 3ART T AN a6 afeel g=ol
3. IREdTHIT AR - fAfRaeor T yfafde geldEr JrEar 7 TOR geol
Y. ISP R - G&T Taeichel HIISTHAT T ScUTCARMN AT SI36 |

gqEgIe fawrasr aier:
?. I GATSA ART (Job Rotation): FSwtiehells Hieh TIHTIT aT HIHAT TSR Hejod e
2. %Y TEd aRFr: aEdfas THEITHRT IETIT I TATU Wioad AT 6T |

IGA-O K
Wﬁmﬂqﬁﬁwmmmmﬁrmﬁ%ﬁgr@l HTH GASA T Hd
T STEaT At yeetshas et TA30|

Q.17 (2077 Q.No.13)
What is learning? Describe the role of training on learning.
Answer in English

Introduction:

Learning is a continuous process of gaining knowledge, skills, attitudes, and behaviors through study,
practice, and experience. In organizations, employees learn to improve their performance and adapt to
new situations.

Role of Training on Learning:
1. Practical knowledge: Training provides real work-related knowledge to employees.
2. Skill improvement: Training enhances technical, managerial, and interpersonal skills.
3. Behavioral change: Training helps employees adopt positive attitudes and work ethics.
4. Adaptation to technology: Employees learn new tools and techniques through training.

5. Motivation to perform: Trained employees feel more confident and motivated.




Conclusion:
Thus, learning is vital for growth, and training is a key tool that accelerates learning by providing
structured knowledge and skills to employees.
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Q.18 (2076 Q.No.13)
Explain the process of socialization.
Answer in English

Introduction:
Socialization is the process by which new employees adapt to the organizational culture, values, and
work environment. It helps them adjust and work effectively with others.

Process of Socialization:
1. Pre-arrival Stage: Employees come with prior values, beliefs, and expectations.

2. Encounter Stage: Employees face the real organizational culture and compare it with their
expectations.




3. Metamorphosis Stage: Employees adapt, accept values, and become effective members of the
organization.

Conclusion:
Hence, socialization is a step-by-step adjustment process that transforms a new employee into a
productive and culturally fit member of the organization.

AYTAAT 3T

RIELE
AIATTAROT $Feallel AT FATRI HINSAP! TERI, Hed T FIY ITATGROHT 3ieIshel g4 gfshar
gl THe SelgEels THIGHRI FIAT HIH el HeGd IS |

HTATTSTROTeR! FfeHa:

?. qE-HTOTHE TXOT: ATRIHIT Afgeleht fIRard T 3IeTe® gooe|

9T g TROT: HHANTC! TEATIS FISHACHS FERI e TS|

3. qREde TROT: FHHAN HITSeAD! Hede® TR TN THGHR HEET ool |

sy
T ATATTHEROTS 7T FHHARTATS FISAL T HATHATT IRTI IcATeAN T HEEIAT TR0l
IS

Q.19 (2076 Q.No.14 & 2066 Q.No.5)
What is learning? Explain the process of learning.
Answer in English

Introduction:
Learning is the process of acquiring knowledge, skills, and attitudes through study, training, and
experience. It helps employees improve their personal and professional growth.

Process of Learning:
1. Motivation: The learner must feel motivated to learn.
2. Presentation: New knowledge or skills are introduced.
3. Practice: The learner practices the skills repeatedly.

4. Feedback: Learners get feedback to improve their mistakes.




5. Retention: Knowledge and skills are stored in memory.
6. Application: Finally, learners apply the knowledge in real work.

Conclusion:
Thus, learning is not a one-time event but a step-by-step process where motivation, practice, and
application are key elements.
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Q.20 (2075 Q.No.15)
Explain the concept and techniques of management development.
Answer in English

Introduction:

Management development is the process of systematically improving the skills, knowledge, and abilities

of managers. It ensures that managers are capable of handling present and future challenges.

Concept:
It focuses on long-term growth of managers, not just immediate performance. The aim is to prepare
managers for higher responsibilities and leadership roles.




Techniques:
1. On-the-job techniques: Job rotation, coaching, and understudy assignments.
2. Off-the-job techniques: Classroom training, case studies, role playing, seminars.

Conclusion:
Hence, management development is a continuous process of building effective leaders through various
on-the-job and off-the-job methods.
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Q.21 (2074 Q.No.13 & 2070 Q.No.4)
What is employee selection? Make distinction between recruitment and selection.
Answer in English

Introduction:
Employee selection is the process of choosing the most suitable candidate from a group of applicants. It
is a critical step after recruitment.

Distinction:
e Recruitment: Process of attracting applicants.
e Selection: Process of choosing the right applicant.

e Recruitment: Broad process.




e Selection: Narrow and final process.
e Recruitment: Encourages maximum applicants.
e Selection: Rejects unsuitable applicants.

Conclusion:
Thus, while recruitment creates a pool of candidates, selection carefully picks the best one for the job.
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Q.22 (2074, 2069, 2068, 2067, 2063)
What is human resource development? Explain the importance of human resource development.
Answer in English

Introduction:
Human Resource Development (HRD) is the process of improving employees’ knowledge, skills,
attitudes, and potential through training, education, and career development.

Importance of HRD:




1. Skill improvement: Enhances employee capability.

2. Productivity: Increases efficiency and reduces cost.

3. Employee motivation: Provides growth opportunities.

4. Adaptability: Helps employees cope with changes.

5. Organizational growth: HRD supports long-term development of the organization.

Conclusion:
Therefore, HRD is a backbone for both employee growth and organizational success.
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Q.23 (2073 Q.No.12)
Explain the sources and methods of recruitment.
Answer in English

Introduction:
Recruitment is the process of attracting potential candidates for a job. It has various sources and
methods.

Sources of Recruitment:




1. Internal sources: Promotion, transfer, employee referrals.

2. External sources: Advertisements, job portals, campus recruitment, employment agencies.
Methods of Recruitment:

1. Direct methods: Campus placement, walk-in interviews.

2. Indirect methods: Newspaper ads, online job postings.

3. Third-party methods: Employment agencies, consultants.

Conclusion:
Hence, recruitment can be done through internal and external sources using direct, indirect, and third-
party methods.
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Q.No. 50 (2080 Q.No. 18)

Question: How does an organization evaluate and measure training effectiveness? Discuss with an
example.

Answer in English

Introduction:

Training is an investment made by organizations to improve the knowledge, skills, and behavior of
employees. However, only conducting training is not enough; the organization must also measure
whether the training was effective or not. Training effectiveness refers to the degree to which training
objectives are achieved and how much improvement is seen in employee performance after the training.

Main Body:
Organizations use different methods and models to evaluate training effectiveness. The most widely
used model is Kirkpatrick’s Four-Level Evaluation Model.

Techniques to Measure Training Effectiveness:
1. Reaction (Level 1):
o This measures how participants feel about the training.
o Tools: Feedback forms, surveys, questionnaires.

o Example: After a customer service training program, employees are asked whether the
session was engaging and relevant.

2. Learning (Level 2):

o It evaluates whether the trainees actually gained knowledge, skills, or attitudes.

o Tools: Pre-test and post-test, quizzes, skill demonstrations.

o Example: Employees are tested before and after a software training to see improvement.
3. Behavior (Level 3):

o Focuses on whether trainees are applying what they learned in their actual work.

o Tools: Observation, performance appraisal, supervisor feedback.

o Example: After leadership training, managers show improved communication with their
team.

4. Results (Level 4):

o This measures the final impact of training on organizational performance.




o Tools: Productivity data, quality measures, cost savings, customer satisfaction.
o Example: Sales training leads to a 20% increase in revenue.
Other Methods:
e Return on Investment (ROI): Compares training costs vs. financial benefits.
o Benchmarking: Comparing performance with industry standards.
¢ Employee Retention Rate: Higher retention can indicate effective training.

Example:
For example, a bank organizes digital banking training for its employees. After training:

Reaction: Employees rated it 4.5/5.

Learning: Test scores improved by 40%.

Behavior: Employees started handling mobile banking queries faster.

Results: Customer complaints reduced by 30%.

Conclusion:

Measuring training effectiveness is crucial to ensure that training investments provide desired outcomes.
It helps identify whether the training is useful, what improvements are required, and how it contributes
to overall organizational success.

Answer in Nepali
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o 3YhIUT. Feedback form, survey.
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How do decision makers & senior management realize the need for managing talent in the
organization? Discuss.

Answer in English

Introduction:

Talent management means attracting, developing, retaining, and utilizing skilled employees for
organizational success. Senior management and decision makers must recognize that people are the
most valuable asset, and without managing talent, an organization cannot remain competitive.

Main Body:
How managers realize the need for talent management:

1. Business Growth Needs:

o Expansion requires skilled manpower.

o Example: IT companies need continuous talent in software.
2. Changing Technology:

o New tools require re-skilled workforce.
3. Employee Retention Issues:

o High turnover costs money.

o Talent management helps retain employees.
4. Competitive Advantage:

o Skilled employees give edge over competitors.
5. Succession Planning:

o To prepare future leaders within the organization.
6. Globalization:

o Need diverse, competent employees for global operations.




Conclusion:
Decision makers understand that organizational success depends on talented employees. By managing
talent strategically, they ensure long-term growth, productivity, and employee satisfaction.

Answer in Nepali
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Q.No. 52 (2078 Q.No. 18)

How does an organization evaluate training effectiveness? Discuss the different techniques of
management development.

(Part 1 already similar to Q.No. 50, so focus more on techniques of management development)
Answer in English

Introduction:

Training and development are vital for improving both employee and managerial performance.
Management development refers to programs that prepare managers to handle responsibilities, lead
teams, and make better decisions.

Main Body:
Techniques of Management Development:

1. On-the-Job Methods:
o Job Rotation: Moving managers to different departments.
o Coaching & Mentoring: Guidance from senior managers.
o Committee Assignment: Involving in group decision making.
o Understudy Method: Training a junior as successor.
2. Off-the-Job Methods:
o Lectures/Seminars: Formal classroom learning.
o Case Study: Solving real-life business problems.
o Business Games: Simulation of decision-making.

Role Playing: Acting out scenarios like negotiations.

@)

o Management Courses: Universities and institutes.

Conclusion:
Management development techniques ensure future leaders are well prepared. By using both on-the-
job and off-the-job methods, organizations can develop strong managers capable of handling challenges.

Answer in Nepali
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