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[bookmark: _Toc97933015]Introduction
[bookmark: _Hlk97932741]This is examination paper for organizational psychology which helps to show how people are resourceful in any organization and how behaviour can be transformed. Indeed, as shown by the exam paper, have an integral place in transforming organizations’ opinions about almost any topic. I am happy to read and answer every question which gives an opportunity to learn in-depth. In this paper, I have answered twelve questions that demanded more time for reading and concentration. In order to understand every question and do my best. The following are an overview of what to expect in this paper: main devices organizations use to ensure a ‘fit’ between employees and the organization, methods of selecting people for jobs are most effective, managers ensure that the training they provide for employees influences how they perform in their jobs, the link between employees’ attitudes and their performance at work, whether people are ‘stressed’ by their work and how can we make work less stressful for people, factors hinder and help team effectiveness at work, decision-making by groups be made more effective, feeling ‘safe’ in a work team important for team performance, organizational culture, and what dimensions could you use to describe the culture of organizations that you have experienced, main sources of power that people have at work and what do we mean by ‘power’ in organizations, discrimination against women at work a thing of the past and psychological effects of becoming unemployed. The essay ends with a conclusion.

[bookmark: _Toc97933016]1.0 What are the main devices organizations use to ensure a ‘fit’ between employees and the organization?
The employee should own beliefs and values with the mission, values, and ethics of the organization hiring him or her and this should reflect organization’s culture. This will enable the person to fit in organization through the following ways: - 
1. Define what the person-organization fit means for the organization
This will aspect will look different for every organization as each company has its own values and organization culture.  Employees should understand what are values of organization through sharing with them. For example, Safaricom goal is for products and services to transform lives and contribute to sustainable living throughout Kenya. Safaricom vision is to use ability to deliver connectivity and innovative services to improve the quality of life and the livelihood of every person we reach. Once I figured out what shared values with employees then how these should translate into their day-to-day, on-the-job behavior. It is good to be specific with Safaricom values that way there is no misunderstanding from the recruiter as to what they are looking for, nor the candidate as to what they are signing up for. The Safaricom culture produces the following results: Admired brands, enthusiastic and happy employees, innovation, personal and business growth, cross-disciplinary trust and collaboration. This is a framework for identifying an organization's corporate culture and leadership style. It analyzing how people in your organization interact and respond to change can help you determine the style of organizational culture you want to collaborate with.

2. Write compelling job postings
If the company want to attract candidates who will have strong employee to organizations fit, they should create job adverts that will appeal to those people. For example, in Kenya company try to be different for competition this will call for top candidates from the same old dreary text they see everywhere and instead put organization in ideal candidate’s shoes and thus what would they want to see in a job advert that would make them leave where they are already comfortable and come and work for my organization. One way to do this is to ensure I capture and instill the organization’s values into their job postings. I will use principles of values-based recruitment to write job advertisement.

3. Set your pre-selection process right
I appealing to the right people through the job adverts is the first step to ensuring I hire employees with great organization fit, the next is weeding out any who may have slipped through the net. Consider including a culture fit assessment and/or situational judgement test during the pre-selection process to avoid wasting someone’s time by carrying the wrong candidates forward to interview or beyond. I will be able to see how candidates’ preferences for organizational culture compared to the reality at my company like Safaricom and in Kenya Airways.

4. Invite candidates to the office
As mentioned before, the employees to organization fit are a two-way street. And what better way to find out if they will fit with business culture and see how people work in organization than by letting candidates see their business from the inside? This way, candidates can judge for themselves if and how they would fit in with Safaricom or Kenya Airways company. The company can meet their potential colleagues at the same time. In fact, about 51% of candidates would want to visit to Safaricom office to learn about their culture. Someone who does not like what they see will self-deselect, naturally whittling candidates down to only those who can see themselves working for Safaricom company. Prospect employees visiting to Safaricom will help to make an informed decision about working there.  

5. Improve your interview process
The candidate and organization fit are not about hiring someone they can see themself having a drink with after work, or basing their decision on a ‘gut decision’. Instead, make sure your interview process is as cleaned up as it can be by ensuring interviewers only ask the right questions. The questions to ask are: What is the work environment or culture where you are most productive and/or happy? What is the management style like that will enable you to produce your best work; How do you feel about being friends with coworkers; What must be present in your work environment in order for you to be successful and feel happy in your work; What is your preferred work style; How would your co-workers describe your role in a team; Train interviewers on what they should look for in candidates who potentially have employee and organization fit.
For example, If working for Safaricom I would have team members, talk to the candidate at a later stage of the interview process. The candidate gets to see a broad spectrum of people who work for Safaricom. In addition, different people will look for different things in a candidate, and will each have a unique perspective on the candidate. It is good to allow candidate to say what they are not able to fit and I will try to explain why they are not fitting with Safaricom. This would help help them to find their dream job in an organization they may not have considered before. It is good to build an interview process that is informative for both parties and encourages interest in Safaricom for example. The questions should be relevant and provide feedback to the candidate.

6. Work towards your ideal company culture
When interviewing candidate bear in mind I may not have created ideal company culture of Safaricom yet, and if I have, I would not let it stagnate. Safaricom have to recognize what culture candidate want to have and what culture they actually have. For example, Safaricom if is not yet there, they should hire people who will help them get where they want to be, but at the same time, they also need to fit into the current culture. 

7. Use surveys and exit interviews to evaluate the impact of employee and organization fit
Some of the question, ask yourself are people who you consider to have good employee and organization fit staying longer with their company? Are they more productive? Does the lack employee and organization fit actually cause employees to leave? If they are not sure of the answers to these questions, make sure they include them in exit interviews. If they can guarantee honest answers from people who have nothing to lose by telling you the truth.

8. Communicate your message everywhere
If they want to ensure employee to organization fit, make sure all of outgoing communications convey their core values. From social media posts to the press releases; from job adverts to their company website. For example, Safaricom should ensure everything that talks about or represents their company delivers the message of what Safaricom values are, and what a company stand for like attracts like after all.

[bookmark: _Toc97933017]2.0 What methods of selecting people for jobs are most effective?

Employee selection methods can help hiring teams create a strong hiring process and find better candidates. In the same process, companies may use a variety of methods to obtain valuable information about a candidate's experience and qualifications.  For example, learning these methods will help me find an option that fits preferences and Price Waterhouse Coopers (PwC) Kenya hiring needs. I will define what an employee selection method is and different methods to consider. Employee selection methods are the criteria for selecting the best candidates for a particular position. This includes testing an individual's abilities, education, experience and character to determine if they are able to perform their key job duties and fit into the overall culture of the company. There are several categories of methods for staff selection, including tests or exams, interviews, and background studies. Hiring teams often use it to identify top candidates from large lists and see how they fit into different job situations.

1. Resume sorting process
In this case, Price Waterhouse Coopers (PwC) Kenya recruiters select the best candidates from resumes and other application materials submitted through online job boards and portals. They typically use a set of guidelines that demonstrates the qualities PwC-Kenya favors in its best candidates, including relevant work experience, skills, and past education. To simplify the process while maintaining high standards, recruiters demonstrate a candidate's commitment to the process, allowing them to search for keywords that match the description of the position. Sometime they use artificial intelligence programs to identify high-quality resumes based on company guidelines.

2. Introductory screening
PwC-Kenya recruiters use this method to identify candidates from a preselected list. This usually involves sending a series of questions to these candidates via email where they further evaluate their qualifications and expertise. The recruiter then send the top 10 candidates to the hiring manager for a longer interview process. Some recruiters prefer to schedule a phone call with a candidate to hear firsthand about their communication skills and to make sure they can provide quality answers to unfamiliar questions.

3. Assignment test
This selection method involves administering similar job assignments and similar test prompts that candidates may receive at the company. PwC Kenya recruiters often send email invitations to candidates. Which provide detailed information on practical skills for job seekers, including how to manage time to meet deadlines effectively. For example, a hiring manager might require a copywriter to submit a sample letter using the company's internal style guide, or a software engineer to prepare a few lines of code for use on an organization's website.

4. Cognitive strengths test
Some employers include cognitive ability tests that assess a candidate's ability to process new information, solve problems, and connect disparate facts. Depending on the industry and location, this may include testing mathematical or verbal reasoning. These tests may provide a numerical score that reflects an individual's ability to perform key tasks, including critical thinking skills. When using this method, it is important for hiring managers to be aware of the external influences on individual evaluations and to comply with laws that protect the rights of certain groups, including neurological disorders.

5. Candidate references
Candidate letters of recommendation are information from former employers or colleagues that may reveal behavior and general abilities at work. Hiring managers can ask for a reference in a preliminary round of the hiring process to learn more background knowledge before meeting them, or to ask for a reference to confirm what they have learned at the end. When talking to previous employers, they often discuss the job description and qualifications of the candidate to evaluate their ability to perform in the new position. When hiring managers talk to their co-workers, they usually learn more about their characteristics and their ability to work in a team environment.

6. In-person interview
After narrowing the list of candidates to the top three or four candidates, hiring managers often bring everyone into the office for a formal interview. Some hiring managers plan a structured interview process. This means you can plan questions ahead of time and evaluate performance, while other hiring managers prefer to ask questions in response to information shared by candidates. They may also find it helpful to conduct surveys with other people in the PwC Kenya involved in the final hiring decision, such as human resource or potential members of a candidate team.

7. Personality assessment
This selection method measures an individual's characteristics to ensure they fit the requirements of a particular position or company work environment. These tests can provide information about a candidate's performance, particularly how they perceive customers or team members. Hiring managers often provide statements that indicate certain behaviors or values that an individual can implement while performing their job, and then allow the candidate to indicate if they are involved in that thought process. For example, PwC Kenya might have the sentence "Customer service generally requires cheerful behavior" and the possible answer is either "true" or "false".

8. Job knowledge evaluations
PWC Kenya hiring managers can use this method to ensure that candidates have critical knowledge sufficient to perform a particular job. Taking this test is often useful if a candidate needs to know certain information prior to training or onboarding on their first day of employment. They can check the educational or certification history of the candidate listed on your resume or cover letter. For example, a job title as an auditor may require a candidate to have knowledge of the relevant procedures in accounting.

9. Situational judgment test
The Situational Assessment Test (SJT) is a behavioral test that presents candidate job scenarios and presents a series of multiple-choice answers to show how they can respond. This method allows hiring managers in PWC Kenya to understand how candidates might respond to everyday situations, especially conflicts or high-energy events. Recruitment processes for management positions can particularly benefit from the introduction of this test, as they require specific decision-making and interpersonal skills. Some healthcare organizations use SJTs to evaluate how healthcare professionals can respond to patient needs.

10. Biographical information
This method asks candidates about their personal history, characteristics, hobbies, and interests. Hiring managers can use this information to find more important information about how a candidate performs the day-to-day tasks of the position. For example, if someone describes a tendency to play board games during the week, hiring managers might decide that they value collaboration and teamwork. This method can be particularly useful for determining if a candidate's value system is consistent with the company culture or if it can add positive elements for future improvement. 

11. group interview process 
In this way, hiring managers can ask multiple candidates at the same time or assign them short-term projects to work on together. During the interview phase, hiring managers can ask one candidate about another to see if they are participating in the conversation. Group interviews allow hiring managers to learn how different candidates work together, which can help build effective new teams. 

12. Internship or apprentice 
 Internships and apprentices may be likely to be likely to occur before the candidate becomes complete or incomplete staff. This method enables may improve the ability to get a new employee that can perform the necessary tasks of working with interns or students in accordance with the company's practices and policies. It also relates to a colleague that helps interns and a student who has a student who will reach a job and determine whether the personality is positive for the company.  

13. Integrity evaluation 
The integrity assessment is the process of testing processes that can measure the value system of candidates and ethical standards. Hiring managers can use this method to determine a candidate's ability to support company policies, especially when it comes to legal process. Integrity assessments lay the foundation for acceptable behavior and behavior, which can help prevent future conflicts between employees or conflicts with customers. Some states have restrictions on this exam, so it is important to familiarize yourself with state laws before applying them to the hiring process.

14. Job simulation 
This method involves assigning tasks encountered in everyday life to evaluate how a candidate performs. The recruitment process for leadership positions can benefit from this method because leaders often evaluate new situations and determine the most effective strategies for handling them. For example, PWC Kenya recruiting team might give candidates a report to complete to learn more about their day-to-day communication skills. They can also provide candidates with important facts about the situation and then instruct them to prepare an oral presentation on them to simulate a work meeting.

15. body assessment 
Hiring managers can assess physical abilities for jobs that require manual labor, such as police officers, firefighters, or construction workers. This often involves performing multiple tasks that may expose the candidate at work, such as climbing stairs or carrying heavy objects. Hiring managers usually evaluate these assessments based on a candidate's ability to complete successfully. It is important for companies to comply with labor laws when using this test. 

16. background check 
Background Check is an automated process that verifies specific information about a candidate. PwC Kenya, hiring managers can use this method to verify that the facts presented on their resume and cover letter are consistent with external resources, such as evidence that they attended the agency or obtained the listed certifications. Depending on the company's needs, this may also include viewing a candidate's driving history, credit report, and past employment history. Companies usually do a background check in the final round of the hiring process and often disclose this plan to candidates before they even begin. 

17. Internal Processes and Recommendations 
This method should consider candidates that are already provided in advance in advance similar to those who have appealed to other positions, current staff or employees' recommendations. Employment managers in PwC Kenya often use this method to optimize recruitment processes by using this method because they can make some best candidates instead of finding new options. The company may have already helped to find a more appropriate candidate as knowledge of technical sets and other opportunities. In addition, the company can increase the ability to maintain the entire employee that allows employees to promote a high level of work.

[bookmark: _Toc97933018]3.0 How can managers ensure that the training they provide for employees influences  how they perform in their jobs?
This can be done through:
1. Install as an example and promote learning culture 
In education and development, the role of administrators is required because it spends too much time with employees. Administrators can show priority staff to study using simple daily interactions. This constant interaction between administrators and employees can be used to improve training that consciously strengthens training culture within the organization. Effective learning culture starts at the top and cascades at all levels. For example, I would let employees know successful learning culture promise: Improved productivity; Improved staff satisfaction; Reduced employee turnover; Cultural sharing knowledge and Improved learning agility among others.

2. Propose a deeper understanding of the staff 
When developing a training program, many people begin advice on the subject of the expert.  However, it is good to carry pre survey test to employees in order to get their needs and gaps. Considering the knowledge of specific requirements for business and requirements for business development, administrators are the source of information on the most important technologies to train employees. 

3. Sharing the Value of Employee Development 
What are two reasons why employees lose interest and end up leaving? Because they feel that they are stereotyped or that there is no clear path to progress. Even if your organization has a strong learning culture, it is important to make it clear that employee learning and development is a top priority. For example, in Coca cola Ltd manager's role is learning and development includes communicating in word and deed that the company values the growth of its employees. They should give employees the time to fully participate in the training event and pass the assessment. Managers should also take care to recognize employee improvements during training and at work. This helps motivate employees to feel valued and grow further.

4. Create Practice Opportunities at Work 
New skills and knowledge acquired during training will not take root unless students have the opportunity to apply them in the workplace. This means that employees should be given hands-on opportunities, businesses risk losing a significant portion of their investment in training. 

5. Setting Training and Performance Goals 
Stephen Covey, author of The 7 Habits of Highly Effective People, said, “Stop setting goals. Goals are pure illusions unless you have a concrete plan to achieve them.” An important part of a manager's role in learning and development is to support the team in setting meaningful and achievable goals and paving the way to achieving them. Learning objectives must relate to specific job skills. However, we should also mention the broader professional development activities that help employees advance within the organization and achieve their career ambitions. Managers can work closely with their employees to determine the knowledge and skills needed to achieve these goals in the short and long term. It is also always recommended to set measurable KPIs. Managers must work with their employees to find ways to identify areas of development and quantify goals. For example, in Coca cola Ltd company, a new salesperson may need to increase sales by 20% per quarter after completing training.

[bookmark: _Toc97933019]4.0 Is there a link between employees’ attitudes and their performance at work?

When an employee arrives at work, their attitude can affect their performance and the morale of those around them. In general, employees with good attitudes perform well and those with bad attitudes perform poorly. Managers must monitor employee attitudes and address attitude issues such as negative attitudes and laziness.
staff attitude: The attitude is based on many factors that an employee brings to the workplace. Employee attitudes are deeply rooted and difficult to change. For example, KFC products have way of making employees to feel they belong to the company products and thus they are able to offer their product to the world. 

Influence: Employee attitudes may affect interactions with other things and personal operations. Attitudes affect the response of employees, including colleagues, managers, and customers. The performance of relationships affects its own awareness of the value of its work and its organization. If the work goals of the employee include cooperation with others, the attitude can affect the success or failure of the group in KFC Ltd. 

Signs of bad relationships: Some of the negative staffs are focused on approval, accidents, transfer and labeling, personalization and criticism, conclusion and voice. These signs are examples of thinking models that affect the emergence of employees to work and social relations at work. When manager in KFC Ltd for example observes the negative model of an accident in a group situation, he can think of each employee affecting each employee. He can also help group members review the attitude of returning to the focus on positive thinking. 

Role of management: For example, manager in KFC Ltd can assess whether a bad feature reflects problems or issues or factors of relationships such as employee relationships and job satisfaction. Problems with work, learning needs, work environments and personal problems cannot occur. Close to review, administrators can see that employee performs performing due to a combination of such or other elements. Therefore, it is important to note that employee performance issues may or may not be related to attitude. This conversation can help you understand why your employees are struggling. 

Positive attitude and productivity: Managers should encourage and recognize employees with a positive attitude and satisfactory or above average performance. These employees contribute to a positive workplace climate and positively influence workplace morale. Negative attitudes or underperforming people are often overlooked because they demand more time from managers. Recognition enhances their positive qualities and promotes continued achievement.

[bookmark: _Toc97933020]5.0 Why should we be concerned about whether people are ‘stressed’ by their work and how can we make work less stressful for people?

Employers need to move to a corporate-level approach to reduce workplace stress that promotes employee well-being while improving organizational performance. This may seem unrealistic, but it is not. For example, my experience as a counselling psychologist and leadership consultant, the prevention of burnout needs to increase employee involvement while reducing workplace stress. 

Create a work environment that reduces stress: Employees are at risk of entering combat flight mode when employees are stressed, such as unclear expectations, unreasonable deadlines, and busy workplaces. This is what happens to our bodies when we feel a threat. A major emotional part of our brain takes over, reducing ability to think, strategy and innovate in the long run. If someone stay in this mode for a long time, it will eventually burn out. To counteract this impact, you need to create a safe working environment and incorporate stress-relieving habits into their team's day-to-day work.

Increases psychological safety: When employees view the workplace as a threat, they are unable to build the trust that teams need to work together and innovate effectively. Amy Edmondson (1999) outlines three steps you can take to build psychological safety. First, clarify expectations by giving employees clear goals. Second, make sure everyone feels that they can hear their voice and that everyone knows that one wants to hear their voice. To do this, instead of imposing a top-down decision, invite people to speak at the meeting and conduct a brainstorming session. Third, develop a challenging and risk-free work environment. Let people know that it is okay to make a mistake. Recognize team members who are thinking out of the box and regularly seek feedback from colleagues to show that they are all together.

Build regular break times into the workday. The human brain can focus for around 90-120 minutes before it needs to rest and the rest of the time they will be disrupted. That is why one should encourage employees to step away from their desks and mentally disengage from challenging tasks every couple of hours. Suggest they go for a short walk and this will break away monotony of using the computer or staying for a long time in a meeting, send out calendar invites reminding them to take breaks, and try to lead by example. Letting their minds rest and moving their bodies will provide your team with the mental space they need to perform well consistently.

Encourage the use of private workspaces when team members need to focus. Open offices are prone to distractions, increasing stress and decreasing productivity. There is sometimes a built-in expectation that employees must always be available for spontaneous meetings and discussions as a result of the office layout. If one does not have private workspaces where employees can go to focus or decompress, for example borrow this technique used in counselling room signals like “do not disturb” signs when needed, or scheduling “quiet hours” when people can work.

Set boundaries around time outside of work. Teams that are not all in one location might need to work outside of traditional hours from time to time. However, the blurring of work and personal time is a significant source of job stress. A study found that it is not just answering emails that increases employees’ anxiety it is also the expectation that they will be available to do so outside of work hours. To combat this, set clear guidelines and follow them. Send emails and make calls after hours only when it’s urgent — and set the bar very high.

Look into flexible work policies. If one wants a highly adaptive team, then create an adaptable work environment. Give employees flexibility by allowing them to work staggered hours, taking into account their varying needs. Hold one-on-one meetings to understand those needs and find alternative arrangements for people who are struggling with work-life balance.

Building Employee Engagement: This helps to improve employee engagement or reduce stress on the strength of mental and emotional attachment that employees feel to their work. For example, to increased health and job satisfaction will improve productivity, job retention and profitability.  

Be transparent: When team members are confused about how their work relates to and achieves the company's short-term and long-term goals, it is naturally stressful and productive, especially at uncertain times. Part of my job is to help them understand the big picture, or the role they play in helping the company achieve its greater goals. It may not be possible to share everything with the team, but it can provide the team with the information they need to understand how their work contributes to the company's mission. 

Make sure people are playing the right role: Of course, if team members hate their job, they are less involved. Talk to your direct reports on a regular basis to make sure their talents and strengths are in line with the expectations and responsibilities of their role. For example, I have in Africa Nazarene University (ANU) and I had a discussion with counselling department on my passions, interests, and goals. 

Do not hold your talent too tightly: Most people are not promoted for a year or two each year, but they need to feel that they are offering steady growth and learning opportunities. This can also mean support for internal mobility. If that is the right next step for their career, give people the opportunity to move or move on. Your commitment to their growth builds trust between you and them.  

Create a culture of cognition: Public recognition of the efforts and contributions of team members reduces stress, increases connections and attribution. Research shows that well-known companies perform better and generate less revenue than those that do not. Perhaps this is because support and awareness make it easier for people to meet their job demands by showing that their efforts are valued. Team meetings are a great opportunity to highlight extraordinary achievements. An unexpected and sincere gratitude gesture is also effective. For example, if an employee signs a new customer contract, we publicly congratulate him. Deloitte adds that if colleagues can create a culture of mutual appreciation and recognition, employees are more likely to be happy and satisfied with their role. 

Engagement is further deepened by instilling a sense of purpose: If salary is the only motivation for your team to go to work, their performance will suffer more than those who find meaning in their work. When employees connect the impact of their work to the real world, everyday tasks that previously seemed boring become meaningful. Start by making your goals part of your business plan. Make your team understandable by showing them the impact of their work on society, both internally, in other departments, and outside the organization, even if it is not included in the mission statement. You also need to communicate your goals when hiring and find candidates to support them.

[bookmark: _Toc97933021]6.0 What factors hinder and help team effectiveness at work?
The following are some of the reasons:
1. Poor communication
Lack of communication is the main reason for poor team performance. Without effective communication, employees will not be able to understand the tasks they expect. At best, this confusion leads to delays in project execution. In the worst case, this can lead to employees showing a bad attitude or deciding to leave the company altogether.

2. Ineffective leadership
Another factor that reduces team performance is ineffective leadership. Lack of communication can be the main reason for lack of leadership, but it's not the only one. Good leadership includes a wide range of skills, including delegation, maintaining team concentration and vitality, and getting regular feedback.

3. Low employee engagement
Performance degradation is caused by a number of environmental pressure factors. When employees do not like what they do or feel they are not worth it to the company, they are much less likely to do well in their role or team.

4. Lack of motivation
Low performance may be due to low participation, but there may also be other causes, such as mental fatigue, personal stress, or self-doubt. It can take time to determine the root cause of a motivation problem, but it is an important problem that team leaders need to address.

5. Poor job fit
When people are in the wrong roles, it makes things more difficult. The reason is simple. People perform better when their jobs align with their strengths. Unfortunately, managers and leaders often do not have a clear idea of the qualities required for a particular role, making them suitable for the job. Fortunately, behavioral assessments and other tools can help uncover the best employees for a particular role.

6. Lack of formal training
When people are in the wrong roles, it makes things more difficult. The reason is simple. People perform better when their jobs align with their strengths. Unfortunately, managers and leaders often do not have a clear idea of the qualities required for a particular role, making them suitable for the job. Fortunately, behavioral assessments and other tools can help uncover the best employees for a particular role.
Fixing team underperformance
Improving team productivity is a multi-step process that requires patience and perseverance. First, take the time to evaluate your team and identify why it is performing poorly. Then ask your team to share what they need to improve and what actions they can take to meet that need. In the process, listen to each team member and be open to any feedback they may have.

Together, create a plan that outlines your goals and outlines clear steps to achieve them. Make sure everyone understands what it takes to achieve these goals and provides training and other forms of support to individuals and teams as a whole. If the assessment reveals that some of your team members are struggling because they don't do their part, don't be afraid to move them to other positions or other teams that are more suitable. I would continue re-evaluating the performance of the employee in sets interval. 

[bookmark: _Toc97933022]7.0 How can decision-making by groups be made more effective?

The following are some of the simple strategies for more effective group decision making:
Keep the group small when making big decisions because large groups are much more likely to make biased decisions. For example, studies have shown that groups with seven or more members are more susceptible to confirmation bias. The larger the group, the greater the propensity of its members to explore and evaluate information in ways consistent with existing information and beliefs. By maintaining a group of three to five people, the size people are attracted to when interacting naturally, this will reduce negative effects while benefiting from multiple perspectives. 

Choose a heterogeneous group instead of a homogeneous group. Various studies have shown that groups of people with similar opinions and beliefs are more likely to make biased decisions. Thus, teams with potentially opposing views are more effective at countering bias. Heterogeneous teams can significantly outperform their peers when performing complex tasks that require different skills and perspectives, such as research and process development. However, uniform groups in repeating operations like in Macadamia Kenyan company that require convergence in structured environments, such as flying or under security procedures, are often better. 

Assign a strategic echo and one of the ways to oppose the undesirable group communication trend of the team is "Lawyer Demon". This person is instructed to behave as if to offset the group agreement. According to a study of a person who has the right to challenge the decision-making process, the quality of the determination and the resulting quality and results of the result can be greatly improved. For large groups of 7 or more members, designate at least two demon advocates so that the only strategic opponent is not isolated as a troublemaker by the rest of the group. 

Independently gather opinions from a group's collective knowledge which benefit when used appropriately. To get the most out of the team's versatility, it's a good idea for people to gather their opinions individually before sharing their thoughts with a larger group. For instance, ANU-Kenya team members are asked to independently and anonymously record their ideas in a shared document. By following this iterative process, teams can challenge bias and resist groupthink. This process also ensures that perceived seniority, claimed experience or hidden agendas do not play the role the group decides to play. 

In ANU Kenya they provide a safe space to speak and people are encouraged to share their views and express constructive dissent. ANU Kenya strongly encourages respectful reflection and discussion of various opinions, doubts, and concerns. These are three basic elements one needs to create a safe space and make the most of their group's diversity. First, focus on the feedback on the solution or strategy being discussed, not on people. Second, express your opinion as a suggestion, not a directive. Third, express your feedback in a way that empathizes with and appreciates those who work for a common goal. 

Do not rely too much on experts which can help groups make informed decisions. However, blind reliance on expert opinion can leave the group vulnerable to bias and skew results. Research shows that engaging in the decision-making process allows teams to align their opinions with the opinions of experts or to exercise arbitrary judgment. So, invite experts to comment on a clearly defined topic and position yourself as an informed outsider for that group. 

Sharing common responsibilities will simplify factors such as the choice of group messengers that can influence the outcome of a decision. The person responsible for selecting the right team members, building the agenda, and communicating results. In this case, individual biases can easily influence the decisions of the entire team. Studies have shown that these negative trends can be effectively counteracted by assigning different roles to different group members based on experience. In addition, all members must feel accountable for the group's decision-making process and the end result. One way to do this is to ask the team to sign a joint responsibility statement from the start. This allows for a more balanced distribution of powers and a more open exchange of ideas.

[bookmark: _Toc97933023]8.0 Why is feeling ‘safe’ in a work team important for team performance?
Psychological safety in the workplace is important because it:
Strengthen employee participation. When a team member is safe at work and can be easily performed. This can be involved with team conferencing, troubleshooting, project cooperation, and customers and colleagues. I have experience at Independent Medico Legal unit (IMLU). In addition, the safe team inspires the employees to attend the employees fully to the expansion or calculation time until the end of workdays. In IMLU, they used give up comprehensive culture at work in which team members feel they are important. Welcome to a safe job on a variety of teams. 
They allow all team members to flourish, regardless of gender, color, racing, background, or political affinity. As a result, everyone is a rich experience that everyone feels related to the associated front. Certify creativity and ideas. In order for creativity and ideas to flow organically, team members must be safely represented. Imagine how many inspirations because the team members have not had a safe feeling. They have improved employee welfare thus mental health is strongly contributed to overall well-being. If employees become mentally healthy, they can be performed at the optimal level and avoid stress factors that cannot be possible. Another thing is to create a brand metabolism that will constantly boast team members. Participants of the team cannot help a wonderful work when they appeal to the right, but they cannot remove nice work. 

Reduce the sales of the staff and recent studies have reported that the team members who felt mentally safe have been leaving less frequently. The question is in the end, why do you want to leave the company related to you and feel safe, and evaluated? There is a terrible cost with a member of the interview, employment, and learning team. The high sales of employees are not sustainable in successful businesses. It is good to improve team performance and highly occupied staff through making them brand ambassadors, inspiring ideas, and teams work when there is inclusive workplace culture. In addition to all of the above, there is a winning secret to team productivity when you have healthy employees.

[bookmark: _Toc97933024]9.0 What is organizational culture, and what dimensions could you use to describe the culture of organizations that you have experienced (e.g. voluntary work, school, paid work)?

Organizational culture is the organizational behavior and interactions among employees, managers, and workgroups. A company's culture consists of values, beliefs, norms, language, symbols, and habits. Knowing and understanding the culture of company like KAPA Oil refinery in Kenya can be very helpful. The harmony of personality and corporate culture is very important to both happiness and success. Everybody needs to feel welcome and belong, which affects professional relationships as well as your drive and aspiration to succeed. 
1. Direction means and ends. 
A means-oriented culture places great value on the way work is done. It focuses on the way people work and how to avoid risk. At the other end of the spectrum, goal-oriented culture equates to the kind of work being done. Special care is taken to achieve the final result. This dimension is most strongly correlated with organizational performance. Organizations with a goal-oriented culture are more effective than organizations with a means-oriented culture. 
2. Internal or external control 
Employees of the internal culture see themselves as professionals. They feel they know what is best for the client and for the client and act accordingly. As Steve Jobs put it, "Many times people do not know what they want until you show them to them." On the other hand, employees who work in an externally oriented culture are very customer-oriented and will do whatever the customer wants them to do. Their mantra may be “the customer is always right” and their favorite measure of customer satisfaction. 
3. Compliance vs. Strict Labor Discipline 
Labor discipline refers to the amount of structure and control. Working in a calm culture is informal, liberal, and unpredictable, and these characteristics contribute to a high level of innovation. Prefer surprises and are willing to improvise and adapt strict culture, there is enough planning that leads to efficiency and productivity. People take punctuality seriously and delegate tasks with detailed instructions. 
4. Local vs. professional 
In the local organizational culture, employees are equated with their superiors and team members. This type of environment risks having a low level of diversity as there is social pressure to act, see, and speak in certain ways. However, these specific norms allow for a higher level of predictability. In a company with a professional culture, employees identify with their job or job description. 
5. Open and closed systems 
 In an open system, newcomers are easily accepted. People are inclusive and take an approach that works well for the organization. A closed system is more exclusive where newcomers must prove themselves. Open cultures tend to have higher employee satisfaction because they have managers and leaders to lean on. 
6. Staff vs. Work Center 
In a culture with an employee-centered management philosophy, leaders are responsible for the happiness, well-being, and satisfaction of employees. This is even at the cost of performance. In a work-oriented culture, focusing on high performance can cost employees. In such an environment, empathy for personal issues is low. 
By reading this list, you can easily choose which types of cultures you like and which types you don't. For the most part, our preferences and company culture are more moderate and are somewhere between the extremes described in this article. It is important to remember that this aspect of organizational culture is neither good nor bad. However, both extremes of the spectrum can be dysfunctional. For example, when the goals of the organization are not aligned with the culture or when groups of people are not well integrated into the environment. 
7. Initiating a problem-solving culture 
Creating a problem-solving culture in an organization starts with equipping employees with the right skills to transform the way employees, managers, and teams interact with each other. Feel free to contact us to discuss your unique needs.

[bookmark: _Toc97933025]10.0 What are the main sources of power that people have at work and what do we mean by ‘power’ in organizations?

Organizations are made up of people with more or less authority. Sometimes authority comes from an individual's position in an organization or from their expertise and experience. Others may exercise power through interpersonal or character power and gain influence through their ability to provide access to critical resources. 

Legal or Location Rights 
This is positional power which an individual occupies in the hierarchy of an organization. For example, job descriptions require subordinates to report to managers and authorize managers to assign duties to subordinates. In order for the power of the position to be used effectively, the wielder of it must be considered duly entitled. An example of legitimate authority is the authority of the CEO of Kenya Commercial Bank Ltd in Kenya. 

Expert Power from Knowledge 
The strength of an expert is based on knowledge or experience in a particular field. These people value problem-solving skills in organizations. People with professional powers perform important tasks and are therefore considered indispensable. The opinions, ideas, and decisions of people with professional powers are highly valued by other employees and greatly influence their behavior. Possession of expert authority is usually a stepping stone to other sources of authority, such as legal authority. For example, I am qualified and accredited psychologist, this help me to work in the same field. 

Reference power derived from interpersonal relationships 
Directive power comes from the interpersonal relationships cultivated with others within the organization such as Brookside Ltd where CEO is entrusted to lead the company to the right direction. People have power when others respect and love them. Reference power comes from charisma because charismatic people influence others through the respect, and trust others have in them. Reference authority is also determined by personal connections with key people in the organizational hierarchy, such as the CEO of Brookside Ltd in Kenya. 
Coercion is derived from the ability to influence others 
Coercive power stems from an individual's ability to influence others through threats, punishments, or sanctions. Subordinates may work late to meet deadlines to avoid disciplinary action by their superiors. Coercion is thus the ability of a person to punish, fire, or rebuke other workers. Enforcement powers help control employee behavior and ensure that employees comply with the organization's policies and norms. 

Power of Rewards and Ability to Affect Reward Distribution 
Compensatory power arises from an individual's ability to influence an organization's distribution of incentives. These incentives include salary increases, positive evaluations, and promotions.  For example, my friend who works with Nation group media house was rewarded in 2019 and her salary was increased for recognition of good work. Then she was promoted after performance showed positive. People with reward power in organizations tend to influence the behavior of other employees. The power of rewards is a great motivator for employees when used properly. However, when applied through favoritism, the power of rewards can significantly lower employee morale and reduce productivity.

[bookmark: _Toc97933026]11.0 To what extent is discrimination against women at work a thing of the past?

Gender discrimination is unlawful beneath human rights treaty there are legal guidelines offering for identical gender rights among guys and girls, in addition to the ones specially devoted to the belief of girls’ rights, inclusive of the Convention at the Elimination of Discrimination Against Women taken into consideration the worldwide invoice of rights for girls. Despite global development, gender inequality persists. For example, in Kenya the COVID-19 pandemic has threatened to place years of hard-received development at risk. Far too many ladies, especially the ones from the poorest households in Kibra slums, nevertheless face gender discrimination in education, toddler marriage and pregnancy, sexual violence and unrecognized home work. However, a vital basis for a peaceful, wealthy and sustainable future. Eradicating gender problems way a global wherein girls and guys, ladies and boys all experience identical rights, resources, possibilities and protections. 

Empowering ladies from the begin is verified to have lasting and compounding blessings over the route in their lives. When ladies are supported to be lively in civic and political spaces, in particular, they may be empowered with the gear and talents they want to be drivers of fine alternate of their households and communities. Girls are the professionals in their personal experiences, priorities and needs, and are effective catalysts for a global wherein gender equality flourishes. For example, In Kenya it has been hard for any woman to crunch to any leadership position but in the few past years. I have experience transformation in all sectors. The current President of Kenyan Judiciary is a woman, several women are heading counties like Nairobi city, Kerugoya and Kitui county, Universities has women are holding senior positions. There are several cabinet secretaries heading different ministries in Kenyan government. Therefore, this clearly shows that discrimination against women at work is a thing of the past. 

[bookmark: _Toc97933027]12.0 What are the psychological effects of becoming unemployed?
Unemployment causes stress that can ultimately have long-term physiological health impacts and can adversely affect people's mental health, including depression, anxiety, and low self-esteem. It has been consistently found that jobless unemployment and active job search have negative effects on a variety of health outcomes. For instance, I lost job last December 2021 and this is after losing dad from cancer and last month after securing another job. I lost mum from mysterious disease and the company could not bear with me. I lost second job and now want to start Uber business. However, if it was not friends who understood and stand with me through this period it was not easy. I understand when client come for therapy and share losing everything in life. I went through tough times starting with anxiety. I could not sleep, eat well, stay with friend or concentrate. At least now I am keeping myself busy with school work and praying no more problems. 

There are several mechanisms by which unemployment I learned can harm someone’s health. This is loss of routine work structure or stress and loss of self-esteem as a result of unemployment-related stigma. People are exposed to stress from financial hardship, anxiety, and reduced future income. For example, my income drastically reduced and now building new sources. The welfare system itself can negatively impact mental health through applications, job search tests, and job search. The health impact of unemployment has been shown to increase over time in terms of physical health as well as mental and life satisfaction. As a result, according to Farré , Fasani, and Mueller (2018) workers exposed to negative demand shocks in the labor market had few opportunities to re-enter the labor market. They showed that this has led to long-term unemployment, stress, despair, and futility. These effects represent a potential pathway for unemployment hysteresis.
[bookmark: _Toc97933028]Conclusion
The exam paper makes it apparent that organizational psychology can have immense transforming power to the individual, organization, and society. Indeed, social transformation is a wide discipline that transcends all forms of human society. Furthermore, organizational psychology contributes to the changes of behaviour in employees and societal choices regarding particular issues that face them. It can also contribute to changes in behavior of individual towards the environment living in it. I have learned how to handle employees in an organization. I have learned interpersonal skills which may help me to deal with employees and advise senior management. If I were the CEO it will be easier to improve employees’ relationships and motivate them. I was able to learn different powers in position and how to use them. In addition to understanding psychological safety. 

The exam paper is relevant to my study at AIU. It has helped me to reflect on industrial psychology and how I can be of help to transform organizations in Kenya and the whole world. In this light, my ears are more open to critically examining the transforming potential of behaviour change that I encounter every now and then in the organisation world. To this end, my critical analysis skills are well-honed. I like the insights that I gathered from exam paper and hope that I will use the skills to make me better prepared to interact with learning materials in this course.
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