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3. Explain Fredrick Herzberg’s Two Factor Model and its application in workplace.

The Two-Factor Theory is a theory that relates intrinsic factors to job satisfaction and associates extrinsic factors with dissatisfaction. It is called motivation-hygiene theory. Herzberg’s two-factor theory is a psychological theory on motivation in the workplace developed by psychologist Frederick Herzberg in the 1960s. The theory broke down workplace needs into two categories: motivation factors that give employees a sense of satisfaction and hygiene factors that determine the basic level of stability and job security.

Herzberg stated that the presence of motivators ensured employee satisfaction while job dissatisfaction arose from a lack of hygiene factors. The two-factor theory of motivation holds that job satisfaction and dissatisfaction are two separate categories with entirely different contributing factors. In order to ensure harmony in the workplace, Herzberg’s motivation-hygiene theory holds that employers must increase employee motivation factors while simultaneously increasing workplace hygiene.
According to Herzberg, having a work environment with high hygiene is vital in order to keep employee dissatisfaction at bay. Because the two-factor theory holds that motivational factors and hygiene factors need to be addressed independently, it’s important for employers to understand what hygiene factors are and how to improve them. Here’s a list of some of the primary hygiene factors (also known as maintenance factors) according to Herzberg:
· Pay: Low pay will quickly cause dissatisfaction among employees. Employees should be adequately compensated in order to keep dissatisfaction down. 
· Benefits: Fringe benefits are expected by most full-time employees and therefore fall into the category of hygiene. An employer should ensure that the benefits they provide are competitive with what other companies are providing in their industry. 
· Job security: When employees feel like they are secure in their positions, it’s much less likely they will feel a sense of dissatisfaction at work. Employers looking to improve workplace hygiene should let employees know they are valued and that their jobs are safe. 
· Work conditions: Safe and comfortable working conditions are a basic need that employees require from their employers. In order to maintain high hygiene, employers shouldn’t cut corners when it comes to the welfare and safety of employees. 
On the other hand, Some of the motivating factors that can increase work motivation include:
· Recognition: Part of increasing job satisfaction is recognizing employees for the good work they’ve done. Motivation theory holds that job performance improves when employees are praised and recognized for a job well done. 
· Autonomy: An important part of Herzog’s motivator-hygiene theory is giving employees greater autonomy and responsibility within an organization. Employees tend to feel a greater sense of achievement and motivation when they feel that they have an important job with a large degree of self-direction. 
· Meaningful work: As much as possible, employers should strive to give their employees meaningful work and help them see how their labor contributes to a greater end product. Many jobs involve a certain degree of mindless, menial labor, but the more employers can give employees the sense that their jobs are meaningful, the more motivated they will be to work.


4. Explain the Big 5 Model and how it explains leader emergence and effectiveness.
The MBTI (Myers-Briggs Type Indicator) may lack strong supporting evidence, but an impressive body of research supports the Big Five Model, which proposes that five basic dimensions underlie all others and encompass most of the significant variation in human personality.19 Test scores of these traits do a very good job of predicting how people behave in a variety of real-life situations and remain relatively stable for an individual over time, with some daily variations. These are the Big Five factors: 
• Conscientiousness. The conscientiousness dimension is a measure of personal consistency and reliability. A highly conscientious person is responsible, organized, dependable, and persistent. Those who score low on this dimension are easily distracted, disorganized, and unreliable. 
• Emotional stability. The emotional stability dimension taps a person’s ability to withstand stress. People with emotional stability tend to be calm, self-confident, and secure. High scorers are more likely to be positive and optimistic and to experience fewer negative emotions; they are generally happier than low scorers. Emotional stability is sometimes discussed as its converse, neuroticism. Low scorers (those with high neuroticism) are hypervigilant and vulnerable to the physical and psychological effects of stress. Those with high neuroticism tend to be nervous, anxious, depressed, and insecure. 
• Extraversion. The extraversion dimension captures our relational approach toward the social world. Extraverts tend to be gregarious, assertive, and sociable. They experience more positive emotions than do introverts, and they more freely express these feelings. On the other hand, intro- verts (low extraversion) tend to be more thoughtful, reserved, timid, and quiet. 
• Openness to experience. The openness to experience dimension addresses the range of interests and fascination with novelty. Open people are creative, curious, and artistically sensitive. Those at the low end of the category are conventional and find comfort in the familiar. 
• Agreeableness. The agreeableness dimension refers to an individual’s propensity to defer to others. Agreeable people are cooperative, warm, and trusting. You might expect agreeable people to be happier than disagreeable people. They are, but only slightly. When people choose organizational team members, agreeable individuals are usually their first choice. In contrast, people who score low on agreeableness are cold and antagonistic 
In general, the Big Five personality factors appear in almost all cross-cultural studies, including studies in China, Israel, Germany, Japan, Spain, Nigeria, Norway, Pakistan, and the United States. However, a study of illiterate indigenous people in Bolivia suggested that the Big Five framework may be less applicable when studying the personalities of small, remote groups.
Research indicates that the Big Five traits have the most verifiable links to important organizational outcomes.
