Ans 4: The Big Five Model assumes there are five basic dimension of personality that underlie many specific traits. These five basic dimensions are:
1. Openness - It is a characteristic that includes imagination and insight. The world, other people and an eagerness to learn and experience new things is particularly high for this personality trait. It leads to having a broad range of interests and being more adventurous when it comes to decision making. Creativity also plays a big part in the openness trait; this leads to a greater comfort zone when it comes to abstract and lateral thinking. Think of that person who’s always ordering the most exotic thing on the menu, going to different places and having interests which you would never have thought of… that is someone who has a high openness trait. Anyone low in this trait tends to be viewed with more traditional approaches to life and may struggle when it comes to problem solving outside their comfort zone of knowledge. A candidate with a high openness score would be willing to learn new skills and tools. Presented with more abstract problems, they are more likely to think of abstract solutions and would be focused on tackling new problems that were perhaps previously overlooked. 
2. Conscientiousness - It is a trait that includes high levels of thoughtfulness, good impulse control, and goal-directed behaviors. This organized and structured approach is often found within people who work in science and even high-retail finance where detail orientation and organization are required as a skill set. A highly conscientious person will regularly plan ahead and analyses their own behavior to see how it affects others. Project management teams and HR departments regularly have highly conscientious people working in their teams to help balance out the structural roles within the overall team development. A good example of a conscientious person would be someone you know who is always planning ahead for the next time you meet - and in the meantime, regularly staying in contact, checking in on your wellbeing. They like to organize around certain dates and events and are focused on you when you meet. People low in conscientiousness tend to dislike structure and schedules, procrastinate on important tasks and fail to complete tasks as well. Candidates with a high conscientiousness score wouldn’t necessarily be sat at their desk until midnight every evening! They would however be keen to get their work done, meet deadlines and be a self-starter; requiring little hand-holding to get the task done. Someone scoring low on the other hand, would need a lot more focus, time and attention to the task at hand. 
3. Extraversion - It is a trait that many will have come across in their own lives. It’s easily identifiable and widely recognizable as someone who gets energized in the company of others. This, amongst other traits which include, talkativeness, assertiveness and high amounts of emotional expressiveness, have made extraverted people widely recognizable over many years of social interaction. We all have that one friend or family member - or several - who aren’t exactly wall flowers in a social interaction. They thrive on being the center of attention, enjoy meeting new people and somehow tend to have the biggest friends and acquaintance group you have known.  Extroverts tend to have very public facing roles including areas such as sales, marketing, teaching and politics. Seen as leaders, extroverted people will be more likely to lead than stand in the crowd and be seen to not be doing anything. The ideal extraversion scores would depend on the role you’re hiring for. Seen by many to be leaders in a team, a high extraversion score would do well in environments where they thrive off interaction with others: sales, marketing & PR all require a level of people- facing skills. More technical job setups where specific focus or a degree of isolation is needed would, however, not be a good fit. 
4. Emotional stability -It is characterized by sadness, moodiness, and emotional instability. Often mistaken for anti-social behavior, or worse a greater psychological issue, it is calculated by physical and emotional response to stress and perceived threats in someone’s daily life. Individuals who exhibit high levels of emotional instability will tend to experience mood swings, anxiety and irritability. People who suffer with emotional instability will overthink a lot of situations and find difficulty in relaxing even in their own space. Finally, a candidate who exhibits high emotional instability will not be suited to a role where there are consistent changes, tasks that require strong self-starter tendencies or high stress levels. Those with high emotional stability scores will, however, thrive in these kinds of workplace scenarios.
5. Agreeableness - People who exhibit high agreeableness will show signs of trust, altruism, kindness, and affection. Highly agreeable people tend to have high prosocial behaviors which means that they’re more inclined to be helping other people. Sharing, comforting and cooperating are traits that lend themselves to highly agreeable personality types. Empathy towards others is commonly understood as another form of agreeableness even if the term doesn’t quite fit. Agreeable people tend to find careers in areas where they can help the most. Charity workers, medicine, mental health and even those who volunteer in soup kitchens and dedicate time to the social studies are high in the agreeableness chart. A candidate who shows high agreeableness would suit a role where personal skills and an ability to be at the service of others are needed.
When hiring employees (or testing current ones), the big 5 personality traits help us understand behavior in the workplace and accurately predict, in many cases, future performance. Each personality type will have an impact within the working environment and amongst other staff. Being able to identify where there could be a positive or negative impact can help influence decisions around hiring or retaining staff.

Ans6: Organizational behavior is a field that helps us to understand people better and hence manage them better. Robbins and Judge define organizational behavior as a field of study that investigates the impact that individuals, groups, and structure have on behavior within organizations for the purpose of applying such knowledge toward improving an organization's effectiveness.
John Newstrom and Keith Davis define organizational behavior as the study and application of knowledge about how people as individuals and as groups act within organizations.
It is through the organizational behavior that organizations are able to understand the behavior of the people working with them. Once they get to know about their people, organizations can easily influence & motivating them towards achievement of goals. It helps to improve the relations between the people working in the organization & increase their efficiency.
Here are the some of the challenges before Organizational behavior and when we are talking about challenges it means obstacles and obstacles is something that a person can come out of
1. The challenge of Globalization – Organizations no longer operate within national borders and the operations of the business are not limited to one particular location or nation, but they are performed internationally. Products of companies are selling more by various online portals over the internet rather than by their physical outlets. Faster transportation & communication network have an efficient role in providing services to customers via online portals. Online presence of companies becomes the most emerging requirement of every business. For example, Amazon conducts the majority of its business operations worldwide via its internet portals rather its physical outlets.
· Foreign assignments – globalization has resulted in managers being regularly sent of foreign assignments. So here managers need to manage offices and divisions in different countries as well as employees whose needs, attitudes and aspirations are very different from employees working in their country.
· Working with culturally different people – managers working on foreign assignments need to deal with bosses, peers and subordinates who have been raised in completely different cultures. A challenge for managers is to understand the geographic, cultural and religious differences and change their management style.
· Handling with backlash of anticapitalism – the focus of capitalism is on efficiency, growth and profit. These values are respected in certain parts of the world but can arise anger in other parts. So, a manger needs to be sensitive to the different values of their employees and need to modify their management system in such a way that they can strike a balance between the goals of the company and values followed by the people they are working with.
· The problem of outsourcing and low-cost labor – Fierce competition has led to companies from developed nations giving jobs to workers from developing nations since labor rate there is extremely low when compared.
· The danger of terrorism - incidents of terrorism such as the ones occurred on 9/11 and 11/26 have had a great impact on the business world. Studies have found that managers have cut down on their business travel due to fear of tenor attacks. A mangers skill is really tested when they need to go to another country and work with people who have negative feelings and sentiments against the manager's country. For example, an American manager who has to work in Pakistan. Organizational Behavior’s knowledge on issues such as emotions, motivation, leadership and appropriate leadership can help managers overcome this challenge.

2. The Challenge of Managing a Diversified Workforce - Employers often make mistakes when communicating with bilingual employees without realizing it. You may assume that since your workers have an English vocabulary sufficient for them to function on a daily basis that communicating everything in English is adequate. However, for many workers for whom English is a second language, they may still feel more comfortable and confident communicating in their native tongue. This is especially true when it comes to safety rules, company policies, benefits, HR forms and other essential or potentially confusing information. One way to solve this problem is to use bilingual forms of communication (whether written or spoken). Also, be sure to display federal and state compliance posters in the language in which your employees are fluent. In fact, this is a requirement in some states, so check your regulations.
Gender, Age and Urbanization are the three major demographic factors that will shape the Indian workforce. Race, National origin, disability, domestic partners, religion are some other challenges faced on account of workforce diversity. It must be remembered that workforce diversity is not always a disadvantage. If handled well it can lead to greater creativity and innovative in the organization. However, poor handling can result in high employee turnover as well as conflicts.

3. The challenge of coping with temporariness - In recent times, the product life cycles are slimming, the methods of operations are improving, and fashions are changing very fast. In those days, the managers needed to introduce major change programs once or twice a decade. Today, change is an ongoing activity for most managers. The concept of continuous improvement implies constant change. In yesteryears, there used to be a long period of stability and occasionally interrupted by a short period of change, but at present, the change process is an ongoing activity due to competitiveness in developing new products and services with better features. Everyone in the organization faces today is one of permanent temporariness. The actual jobs that workers perform are in a permanent state of flux. So, workers need to continually update their knowledge and skills to perform new job requirements. To cope with the climate of temporariness, employees need to: 1. Develop new skills and update their knowledge to cope with their new job descriptions and changes in technology. 2. Be flexible as they are moved from one work group to another and from one project to another project. They no longer have the comfort of working with the same people in the same place. 3. Learn to live with unpredictability and the insecurity of employment.
4. The Challenge of Striking Work-Life Balance - People have both work and nonwork lives. Employees in the past worked 8 to 9 hours for 5 days in a week. This is no longer the case with modern workers. The line dividing work and nonwork hours has become blurred and has almost disappeared. Today a 24/7 job has become common resulting in employees experiencing high levels of stress and personal conflicts. The emergence of the global organization has created a situation where organizations never sleep. At any point of time, its employees are working at some place somewhere in the world. Hence, people working in global firms have to be available 24 hours a day, the advances in Communication technology allow employees to operate from virtually anywhere -home, restaurant, beach, airport, car etc. Thus, employees are able to work for longer hours. Employees are becoming increasingly dissatisfied with their work-life imbalance. To correct this imbalance, employees are demanding greater flexibility in their jobs and work schedules.
5. The challenge of improving ethical behavior - In the highly competitive business world, managers are under constant pressure to perform better and increase profits, which often results in managers cutting corners or breaking rules or engaging in unethical practices. • Managers constantly face ethical dilemmas. Ethical dilemmas are situations in which individuals are required to define right and wrong conduct. Some common ethical dilemmas employees encounter in the workplace are: 
(1) Whistle blowing - Doubts as to whether they should report or ignore illegal activities happening in the organization.
(2) Politics - Whether they should play organization politics to advance their careers.
(3) Manipulation - Whether they should give a positive report of a poorly performing subordinate in order to save the subordinate's job. 
In order to solve these ethical problems, manager have responded to these problems with:
(1) Code of ethics - Organizations have clearly written down what constitutes ethical or unethical behavior. These codes of ethics are widely distributed among the employees so that they can resolve ethical dilemmas. 
(2) Seminars - Managers are conducting seminars. workshops, training programs to improve ethical behavior.
(3) Protective mechanisms - Organizations have setup mechanisms where employees can report cases of unethical behavior anonymously. They can discuss these issues without having to reveal their identity.
